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If you look at the traits of the great 
leaders of our time, there is one 
that stands out: they are all highly 

trusted. As a CA(SA) you know that 
no matter how captivating your vision 
is, how great your strategy is, how 
effectively you communicate, or even if 
you have a team of A-players – if your 
people (or other people) don’t trust you, 
you will not get the results you want.

But you only have to open a 
newspaper or switch on the TV to 
realise trust is on the wane. Not only 
in our culture, but in our institutions 
and companies, and even more so in 
our leaders. Stephen Covey, leadership 
author and businessman, writes 
that only 49% of employees trust 
senior management and only 28% 
believe CEOs are a credible source of 
information. Consider the loss of trust 
and confidence in the financial markets 
today – it seems that trust really makes 
the world go round and I’m sure you’ll 
agree that right now, we’re experiencing 
a crisis of a deficit in trust.

If you as a leader inspire trust, 
you will get better productivity, 
drive, invention, devotion and 
revenue than others. Mistrust only 
nurtures cynicism, obstruction, and 
low productivity and turnover. Trust 
affects a leader’s impact and the 
company’s bottom line more than 
anything else.

A leader sometimes wrongly 
assumes that people will trust him 
because of his title. But trust is not a 
benefit that goes with the signature 
under your email. Trust has to be 
earned and more often than not, this 
takes time.

As a CA(SA) you may think, like 
Covey, that there’s a measurable cost 
to low trust and a tangible benefit 
to high trust. Most people probably 
do not consider the organisational 
and societal consequences of low 
trust because they don’t know how 
to quantify or measure the cost of 
a ‘soft’ factor such as trust. Covey 
says that to many of us, trust is 
intangible, ethereal, unquantifiable. 
But the fact is – as we’ve experienced 
as a country in the past few months 
– the costs of low trust are real, 
quantifiable – and it’s staggering.

This month we have a young, 
inspirational and energetic leader, 
Dion Shango on the cover of ASA, 
and he says that CAs(SA) have a 
responsibility to show leadership, 
be vigilant and speak out about 
the importance of trust and good 
governance. CAs(SA) should 
demonstrate not only to our country 
but to the world, which finds itself 
in the middle of a trust deficit, that 
trust can be restored. You need to be 
vocal and proud of what you stand 
for. And you have to do everything in 
your power to contribute towards a 
society that has trust embedded in it 
and appreciates the principles of good 
governance.

As a leader, you’re constantly 
impacted by trust. So let’s all strive 
to rebuild trust.

GERINDA ENGELBRECHT 
EDITOR
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WHAT’S HAPPENING ON OUR WEBSITE THIS MONTH

►ASA ONLINE Senele Mbatha CA(SA) has been promoted to CFO of 
AIG Africa @ http://bit.ly/2vGqxe1 

FIND YOUR FAVOURITE EXPERTS ONLINE

BUSINESS ADVISOR
KEVIN PHILLIPS CA(SA)

http://bit.ly/ADW_08_17

LEADERSHIP ADVISOR
GUGU MTETWA CA(SA)

http://bit.ly/SP_08_17

PUBLIC SPEAKING TRAINER
DINESHRIE PILLAY CA(SA)

http://bit.ly/TB_08_17

WEALTH ADVISOR
MIKE LLEDO CA(SA)

http://bit.ly/BT_08_17

PERSONAL FINANCE ADVISOR
GIZELLE WILLOWS CA(SA)

http://bit.ly/MH_08_17

The National Treasury and the South 
African Revenue Service (SARS) have, on 19 
July 2017, published for public comment 
the 2017 Draft Taxation Laws Amendment 
Bill (TLAB) and the 2017 Draft Tax 
Administration Laws Amendment Bill. 

One of the most topical and debated 
amendments being proposed is the 
removal of the foreign remuneration 
exemption.

Tender process for the tough-
minded @
http://bit.ly/2vKS6ma

DRAFT TAXATION LAWS AMENDMENT 
BILL AND DRAFT TAX ADMINISTRATION 

AMENDMENT BILL HAVE BEEN 
RELEASED FOR COMMENT @ 

http://bit.ly/2vJY3Qe

NEW AUDITOR’S REPORT: MORE 
INFORMATIVE AND TRANSPARENT 

ABOUT THE AUDIT @ 

http://bit.ly/2hQM65u

GAINING INSIGHTS INTO YOUR 
EXPERIENCE OF THE CHARTERED 
ACCOUNTANCY PROFESSION @  

https://kwiksurveys.com/s/fISoxGqX#/0

PROFESSIONAL 
HEALTH INDEX

NEW 
AUDITOR’S 

REPORT
2017 TAXATION LAWS

AMENDMENT BILLS
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When China began to flood the Western stores with their cheap bikes, unlike 
the US, Europe fought back with tariffs. Interestingly, more than half of the 
20 million bikes sold in Europe last year were made there, and European 
bike makers say heavy tariffs have protected the industry and jobs. Putting 
together all those frames, gears, and wheels directly keeps about 45 000 
workers busy on shop floors from Portugal to Romania, according to 
industry estimates.

Source: Bloomberg

SOME FOOD FOR 
THOUGHT

A 2013 report by the Food and 
Agriculture Organization of the 
UN suggests that if food waste 
were a country, it would rank 
as the third-highest emitter of 
carbon emissions

A whole lot of wastage
With one in five South African household lacking reliable access 
to a sufficient quantity of affordable, nutritious food, it is shocking 
to know that almost a third of the food produced within our own 
borders go to complete waste. 

The largest proportion of the 9 million tonnes of food wastage 
consists of fruit and vegetables and wastage occurs on farms, 
storage and during the manufacturing and distribution process. A 
proportion of the wastage is said to occur in homes, too. 

Food waste represents a squandering of associated high-value 
resources resulting in a nett negative effect 
on both the environment and the 
economy.

With 62% of available water 
used for irrigation in South 
Africa, water loss as a result 
of food waste is equivalent 
to close on a quarter of 
the country’s total water 
footprint, making food 
waste avoidance 
an especially 
important 
sustainability 
issue in our 
water scarce 
region.

 

Source: Business Day

HOW BIKES 
CREATE JOBS

1,3%  –  The amount 
the consumption 

of alcoholic drinks fell 
globally in 2016 according to 
International Wine and Spirit 
Research.

Source: Time magazine

Recently released draft regulations on out of bundle 
data pricing and expiry are still not consistent with the 

Consumer Protection Act, according to the National 
Consumer Commission (NCC). Earlier this month the 

Independent Communications Authority of South 
Africa (Icasa) issued a notice in the Government Gazette 

indicating its intention to amend end-user and subscriber 
service charter regulations. The public has until 

September 19 to submit comments.

Source: Fin24

THE PRIVATE SECTOR’S ROLE 
SOCIOECONOMIC GROWTH  
The agriculture sector employs more people in Africa than any other 
industry and it also accounts for almost half of the continent’s GDP. 
Yet inefficiencies in the sector have held back production in the sub-
Saharan African region. It’s a fairly significant socioeconomic challenge 
but provides private equity investors with an opportunity to support 
one of the continent’s biggest industries while contributing to job and 
wealth creation. Well-targeted investments, alongside close collaboration 
between governments, donors, entrepreneurs, the international 
community and investors, can make a significant and lasting contribution 
to Africa’s 2050 goal of being able to feed itself, as referenced in the 
African Development Bank’s Feeding Africa action plan. Most importantly, 
they help to reduce Africa’s crippling reliance on food imports.

Source: ???

GETTING 
AHEAD AT 
WORK
According to HR Expert Toni 
Thompson, a good heart-to-heart talk 
with your boss can go a long way. 
Just by opening up and explaining 
to your boss what your career goals 
and ambitions are at the company 
could help you get a significant step 
ahead. That might simply mean 
sharing your hope of being given more 
opportunities to grow or about your 
more serious intentions of seeing a 
pay bump or promotion. Initiating this 
step can be rather daunting. Therefore 
it’s also best to only speak to your 
boss when you are completely clear on 
what it is you really want. 

Source: 
World Economic Forum
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It is with great sadness that SAICA has learned 
of the passing of the immediate past president of 
the SAICA Central Region and ex-SAICA board 
member Mr Werner Hauptfleisch.
We extend our deepest condolences to his wife 

Soekie and his children Judith and Hanro as well as 
his friends and all the PwC Kimberley staff.

Werner became a chartered accountant in 1998 
and he has served on numerous SAICA structures 
since 2006.

His service on SAICA structures, on a voluntary 
basis, included being a council member of the 
Northern Cape Council, president of the Northern 
Cape Council and chairman of the Central Region 
Council. He also served on the Board of SAICA from 
June 2014 to December 2016.

As part of his board responsibilities he served on 
the SAICA Audit and Risk Committee and the Human 
Resources Committee.

He was also a director of the Thuthuka 
Education Upliftment Fund and the Northern Cape 
representative on the National Small and Medium 
Practices Committee. He also served as a director 
of The Hope Factory Board, which is the SAICA 
entrepreneur mentorship organisation.

Apart from his obvious functional capabilities, 
Werner was characterised by his commitment to and 
passion for serving others.

In addition to the leadership roles that he fulfilled, 
Werner played a significant role in the future strategic 
direction of the profession, including the growth and 
transformation of the profession by driving processes 
to provide broader access to learners.

Werner was approachable and welcoming by 
nature and always motivated input, innovation and 
contribution from others within the structures that he 
served.

Two principles he maintained with distinction 
were his solution orientation and his punctuality.

Werner will be sorely missed by the many people 
whose lives he touched and in particular the SAICA 
departments he interacted with. His loss is heartfelt 
by the SAICA Board, the Central Region, The Hope 
Factory, as well as the Transformation and Growth, 

Member Engagement and the Legal and Ethical 
Divisions of SAICA, especially by the people whose 
working lives he touched through his generosity of 
spirit.

Werner’s warmth, contribution and impact will 
be felt and remembered for a long time by the people 
whom he touched. He was a true professional: may his 
soul rest in peace while his legacy lives on with those 
who remain.

WERNER HAUPTFLEISCH CA(SA)

UPDATES | UPFRONTUPFRONT | UPDATES
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REJUVENATE 
YOUR BRAIN
Your brain consumes 20% of the 
body’s energy even though it only 
uses 2% of the body’s volume. This 
means that when your body lacks 
energy, your brain suffers too. That’s 
why exercising helps your body 
manage its energy more effectively 
and gives your brain a break. And 
that’s why after taking a walk in 
lunch time will actually make you 
feel more focused and energised for 
your next task. So build time in your 
day to take your mind off your work 
to rejuvenate your brain.

Source: Harvard Business Review

HIGHLY ENGAGED 
EMPLOYEES

As Deloitte found in a 2016 study, people feel loyal to companies 
that support their own career and life ambitions – in other words, 
what’s meaningful to them. Leaders can foster this inner sense 
of purpose – what matters right now, in each individual’s life and 
career – with a simple conversation.

The maize and sugarcane bio-based bags are completely 
biodegradable in mud‚ soil‚ water and compost and break down 
completely in just three to six months.

Source: Harvard Business Review

SAICA INVITES 
THOUGHT LEADERS
WHO ARE PRESENTERS AND 
CONTENT PROVIDERS TO REGISTER 
ON ITS VENDOR DATABASE

Enquiries: Contact Frances at francesz@saica.oca.za for 
application information and submission guidelines.

Volkswagen will reinvent the 
famous microbus, just with a 
twist. It will be a new, all-electric 
version and will be called the 
ID Buzz. The van will be part of 
Volkswagen's planned ID line of 
electric vehicles and is anticipated 
to arrive in 2022.

Source: CNN International
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In a time of severe trust deficit, CAs(SA) need to step up and move 
mountains, says PwC Southern Africa CEO Dion Shango

AUTHOR: Tracy Burrows  – PHOTOS: André van der Merwe
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WATCH DION'S BEHIND 
THE SCENES VIDEO AND 
PHOTOSHOOT

Dion Shango takes the questions of trust and 
accountability very seriously. ‘Now, more 
than ever, CAs(SA) have a responsibility to 
show leadership, be vigilant and speak up 

on the importance of trust and good governance,’ he 
says.

As the first black African partner to be appointed 
as Chief Executive Officer of PwC Southern Africa 
two years ago, at the age of only 39, Shango has 
built his career on accountability and trust. ‘As the 
traditional custodians of all things trust-related, we 
now need to shoulder the responsibility and become a 
beacon as the custodians of trust,’ he says.

While he admits that when he joined PwC 18 
years ago he could not have foreseen a time when 
he would become the firm’s Southern African CEO, 
he says he has been blessed with the opportunities 
he’s been given. Now, he aims to leverage the role 
to help grow the business and its people as well as 
contributing to positive change for clients and the 
country as a whole.

Changing a country is a big job, but Shango 
believes it’s a crucial one that can be achieved 

through the collaborative efforts of all stakeholders. 
As one of them, he is prepared to shoulder his weight, 
starting by helping drive transformation within the 
firm and the sector.

RISING TO THE TOP
Shango’s collaborative attitude, patience and 
perseverance, as well as having strong mentors and 
good opportunities, lie behind his own career success, 
he says. Having settled on a career in accounting, 
because it ‘sounded like a nice, solid dependable 
occupation’, Shango secured a bursary from 
Coopers & Lybrand (which later merged with Price 
Waterhouse to form PwC) to study at the University 
of Pretoria. He has never doubted his career choice. 
‘I have been blessed by the type of opportunities 
that have been thrown my way over the years. I 
have never considered myself to be the smartest   
in our peer group, but the skill that has stood me 
in good stead is my ability to establish and build 
relationships with people.’

This ability to engage and collaborate, as well as 
his diligence, saw him working his way up to partner.

BEACONS

WORDS OF INSPIRATION 
‘Your attitude determines your altitude. 
Patience, mental strength and perseverance 
have always stood me in good stead and these 
are values I try to instil in my own children
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‘I would have been perfectly happy to be admitted 
as a partner and manage my career on that basis,’ 
he says. ‘But after I was admitted in 2008, one of my 
mentors, now PwC Africa CEO Hein Boegman, began 
a process of identifying people who could one day be 
appointed as regional senior partner. I was one of a 
handful of partners identified as possible candidates. 
In the end, I was lucky enough to be offered the role. 
The rest, as they say, is history. It’s a true honour and 
an incredible learning experience for me,’ he says.

A WILL TO DRIVE CHANGE
Describing himself as a ‘middle-of-the-road’, 
dependable team player, Shango quickly reveals a 
quietly passionate activist side. ‘I’m not naïve,’ he 
says, acknowledging the challenges South Africa 
faces on several fronts – including governance, 
trust, economic stagnation and high levels of 
unemployment. ‘We face massive challenges and we 
all need to step up. These are problems we all face, 
and we need to become accountable for overcoming 
them.’

Shango believes South African business, 
individuals and particularly CAs(SA), have an 
important role to play in overcoming the myriad 
challenges the country faces, and he is not shying 
away from emerging from his comfort zone to help 
drive positive change.

‘It is a challenging environment that we find 
ourselves in. Business models are challenged, 
strategies are being stretched and flexed to the 
maximum, and the simple task of planning for the 
next six months, let alone for the next three or five 
years, has just become so complicated,’ Shango says.

‘As a result, you see this paralysis that seems to 
have engulfed corporate South Africa, whereby cash 
balances are growing and growing, and nobody seems 
to want to invest. On the one hand, the government 
says “we have created an enabling environment that 
allows you to invest”, and, on the other hand, business 
says “we disagree”. In many industries – like mining 
– we don’t have policy certainty. And business says 
we don’t condone the way politics are being managed; 
there are perceptions of corruption and cronyism, 
so business does not see conditions conducive for 
investment.’

‘So you have this deadlock and you wonder 
what it’s going to take to unlock it. The unfortunate 
consequence is the two-headed problem of a no growth 
economy and an ever-ballooning unemployment 
rate, currently measured at 27%. This is a ticking 

time bomb, in my mind. There’s no way you can 
run a successful and sustainable country with an 
employment rate that high. Something has to give, 
and we really need to do something to lower that 
unemployment rate.’

If he had the power to change the situation, 
he says, he would reignite the programmes that 
started gaining momentum last year. ‘During 2016, 
we started seeing signs of the relationship between 
government, business and labour beginning to 
change, mostly through the interventions of the 
previous Finance Minister, Pravin Gordhan. But as 
the progress was gaining momentum, the Minister 
was removed from the position and that progress 
slowed significantly. Given all the power, I’d seek 
to restore that relationship and ensure that some of 
the outcomes that were starting to be reported, such 
as the creation of an unemployment fund and small 
business fund, start delivering tangible results.’

South Africa’s challenges are worrying, he says. 
‘We’ve been talking for far too long: we need to start 
seeing more action. There’s going to have to be some 
pain. The very large corporations in this country will 
have to bear some of the cost of shifting the needle in 
terms of unemployment. My contention is that this is 
a shared problem, that requires all of us to bear the 
cost of resolving. And I would argue that we should 
all see it not as a cost but rather an investment in our 
future,’ Shango says.

CAs(SA) AS A BEACON OF TRUST
‘At the risk of sounding arrogant, one often gets the 
impression that the world out there thinks CAs(SA) 
can move mountains. That puts an incredible 
amount of responsibility on us. Rightly or wrongly, a 
certain level of expectation has been attached to this 
qualification in this country: it’s extremely difficult 
to qualify as a CA(SA) and they are among the 
highest remunerated professions in the country. So 
whether we like it or not, we are seen as something 
of an elite group, and I think there’s a certain level 
of responsibility that comes with such a position,’ he 
says.

‘We must demonstrate to not only this country 
but to the world, which finds itself in the middle of a 
trust deficit, that trust can be restored. We need to 
be vocal, we need to be proud of what we stand for, 
make sure that society knows what we stand for, and 
do everything in our power to contribute towards a 
society that has trust embedded in it and appreciates 
the principles of good governance.’
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This means moving out from behind the desk 
and out of traditional comfort zones. ‘I think we need 
to be a lot more active in how we engage with other 
stakeholders and other actors within society, not only 
government and politicians but also stakeholders we 
previously never thought of having a relationship with 
– regulators, labour unions, civil society and church 
organisations. The problems that face our country today 
require all of us to be united and to reach out to as many 
people as possible to try and make a change.’

PRESENTING A UNITED FRONT
Teamwork is an ongoing theme in Shango’s life. Growing 
up in Mamelodi and Pretoria, he was a keen sportsman 
and played cricket, rugby, football and hockey. While work 
has put paid to most of his sports activities, he is still game 
to take part in events such as his son’s school parents’ 
association seven-a-side football challenge.  In addition, he 
does venture onto the golf course from time to time and has 
also tried his hand at mountain biking.

This team approach has also shaped his career, Shango 
says.  ‘While I am a dependable, consultative person, I do 
like to think of myself as open minded, and fairly balanced in 
how I view things – so if there’s a position of conflict, I always 
try and challenge myself to see the other side. My personality 
lends itself to being approachable.’

So approachable, in fact, that his staff confirm that 
Shango seldom declines meeting requests, making his diary a 
nightmare to manage.

Collaboration, being mentored, and mentoring others, is 
vitally important, he believes, and as a leader, he seeks to pass 
on the exposure and experience that helped build his own career.

‘Our people look to us for inspiration and guidance, leadership 
and certainty, and in some sense, they look to us when they don’t 
know what to do. And we have a role to do our best to offer and 
provide all of those things. The difficult thing about leadership, and 
I still continue to learn that to this day, is that you won’t always 
have the answers. In such circumstances, the most important thing 
that I do is to actually concede and admit to the person that I don’t 
have the answer, but   that if the two of us work together towards a 
solution, there is no challenge that cannot be overcome.’

And many challenges lie ahead, he notes. The stereotype of 
what an auditor or accountant represents is changing; the sector is 
confronted with a fast-changing world and technologies that raise 
questions of whether the existence of the profession is under threat. 
‘Partnerships, team work and collaboration come back into play 
here,’ he says. ‘Human interaction is something our clients value the 
most. Our clients turn to us in times of uncertainty when they are 
trying to shape their own theories about the type of risks that lie on 
the horizon and that they need to be planning for. I strongly believe no 
machine or robot would be able to offer this.’ 

SECURITY | FEATURE
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AUTHOR: Nader Henein is Regional Director, Advanced Cyber Resilience – EMEA

This article isn’t directed at the large multinationals with vast 
security resources but is meant for the individual who is keen to 
protect his privacy and small businesses who want to make sure 
they are protecting their information

Over the course of the last 
decade, a new economy 
has come to dominate 

global markets; similar to coal and 
oil at the dawn of the industrial 
revolution, information is the 
new currency defining our digital 
existence.

As wealth shifts to zeros and 
ones, so do the resources to acquire 
that wealth illicitly and today, 
cybercrime is rated as the largest 
threat to wealth, surpassing all 
other forms of traditional crime 
with no indication of respite. 

It’s important to highlight 
that our capacity to protect 
ourselves stems primarily from 
understanding how the majority of 
these attacks take place. Otherwise 
you’re just pushing buttons and 
hoping for the best – in the same 
way that you would reinforce your 

front door when most break-ins 
take advantage of an unlocked back 
door. 

ANATOMY OF AN ATTACK
Attacks happen in two stages: first 
the attackers gain access to your 
computer or your network (this 
is analogous to a burglar getting 
into your house) and second, they 
make away with your valuables 
(similar to stealing a watch with the 
intention of selling it, or kidnapping 
the family dog and holding Fido for 
ransom). 

A minority will go the extra 
mile and trash the place on the 
way out. 

Gaining access to your 
computer/network
Let’s stick to analogies. The most 
common ways of getting in are:

•  By forcing open a window with 
a bad hinge – that is, exploiting 
a vulnerability. This is what 
happened with WannaCry: the 
attacker(s) exploited a recently 
discovered Windows weakness 
called EternalBlue. 

•  By tricking you into letting 
them in. This is what phishing 
basically is – an email is meant 
to look and sound as if it comes 
from a person or organisation 
you know and trust and has 
been developed with the sole 
intention of getting you to click 
on it.

Executing the plan 
In techy terms, the plan is often 
referred to as the payload, and 
this is what an attacker executes 
once they have gained access to 
their target computer or network. 

STAY
S A F E
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To continue with the WannaCry 
example: the attacker may choose to 
encrypt the user’s information and 
hold it for ransom. This is based on 
the simple premise that no one will 
pay more for your information than 
you. The attacker doesn’t even have 
to take the information – all he 
needs to do is make it inaccessible. 
The attacker may also choose to 
just steal information and then 
either sell it or use it to gain access 
to more valuable assets, which is 
the case in identity theft. 

I also mentioned how some 
attackers trash the place on their 
way out. I the tech world this 
normally happens for three reasons:
•  They want to make a point, 

which is for the most part 
ideologically driven.

•  They want to cause an outage 
by disabling your systems 
(something a disgruntled ex-
employee or competitor may 
do).

•  They want to cover their tracks 
because it’s not easy lifting 
fingerprints if the house has 
been burnt down.

So, what should we do? The 
answers are actually simpler than 
you would expect, and I’ll address 
them separately for the individual 
and the SME. 

REASONABLE PROTECTION
The concept of reasonable 
protection involves putting in 
enough effort to fend off most 
attacks. If you want absolute 
security on-line, then all you have 
to do is completely disconnect 
from the Internet and invest in an 
abacus … 

Defending your house
Stopping an attacker from gaining 
access to your computer or network 
is actually easier than most people 
expect. Because most people are not 

going be targeted by nation-states, 
most people don’t need military-
grade policies and procedures. 

Keeping your computer and 
your network properly patched and 
running a version of the operating 
system that is supported by the 
manufacturer would have protected 
you from WannaCry. It’s that 
simple: most attacks bank on the 
fact that most people do not keep 
their systems up to date.  
•  Microsoft’s guidance: https://

support.microsoft.com/en-us/
help/311047/how-to-keep-your-
windows-computer-up-to-date 

•  Apple guidance: https://support.
apple.com/en-us/HT201541 

For small businesses, this involves 
a bit more work. You can’t go from 
computer to computer checking 
each one and starting all over again 
every time there’s an update, so 
there is a need for some form of 
endpoint management software 
enabling you to track your laptops, 
desktops, smartphone and tablets, 
push updates, and make sure they 
are all running a vendor-supported 
version of their respective operating 
systems with the latest security 
patches. Such software is normally 
available as a cloud service, which 
is critical for most small businesses 
who don’t host their own servers. 

Limiting the damage
Planning for the worst and 
expecting the best is good practice. 
If an attacker does make it onto 
your system, then limiting the 
damage and accelerating recovery 
should be your target. 

Using a secure cloud service to 
store information is good practice: 
it means that you can recover 
quickly and move on with your life. 
Having said that, there are many 
cloud storage services out there, 
and here’s what you should be 
looking for:

•  Two-factor authentication. 
This means that even if you 
choose a password poorly, the 
attacker will still not be able to 
gain access to your data.

•  Encrypted files. All stored data 
should always be encrypted 
so that if someone does gain 
access to it, it’s useless to 
them.

•  Previous versions of your files 
should be provided, so in case 
you do fall foul of ransomware, 
you can revert to a previous 
version of your files before the 
attacker encrypted them and 
locked them away from you. 

Don’t be stingy. If you need to pay 
for the right service, it’s worth 
every cent.

For businesses, these cloud 
solutions come under the banner 
EFSS (enterprise file sync and 
share) services. The same points 
you should look for above apply, in 
addition to the following:
•  Tracking: Make sure you can 

track who has accessed which 
files and when.

•  Cross-platform: Most 
companies have a plethora of 
mobile devices and computers. 
The chosen solution needs to be 
accessible from any screen. 

•  Rights management: The 
solution should allow users 
to share documents but then 
restrict what the third party 
can do with the information 
and for how long. 

Protecting yourself is not as 
tedious a task as most vendors 
make it sound. The right product 
will fit into your life or your 
business perfectly and just make 
sense. And this is ultimately the 
difference between good software 
and great software. 

Good luck and stay safe.  
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So far, the structural trans-
formation that shifts produc-
tive resources from agricul-

ture and mining to manufacturing 
– which has helped many countries 
achieve greater prosperity – has 
bypassed most African countries. 
According to a recent International 
Monetary Fund report, the limited 

There are already several posi-
tive signs. Overseas Development 
Institute data show that African 
manufacturing production, exports 
and foreign direct investment 
(FDI) have developed positively 
over the last decade. Between 
2005 and 2014, manufacturing 
production within Africa more 
than doubled from $73 billion to 
$157 billion, growing 3,5% annu-
ally in real terms. Countries such 
as Uganda, Tanzania and Zambia 
have achieved more than 5% an-
nual growth in the recent past.

Overall, sub-Saharan African 
manufacturing exports almost 
tripled between 2005 and 2015, to 
more than $140 billion. A reduced 
reliance on the traditional OECD 
market is also clearly visible, with 
China and India now absorbing a 
major portion of African exports. 

structural transformation in Africa 
has not translated into more jobs, 
because the manufacturing sector 
itself requires extensive reform. 

Therefore, what Africa needs 
is a manufacturing renaissance, 
with more local value-addition that 
would create more and better-paid 
jobs and contribute to fulfilling the 

In addition, intra-African trade 
is rising much faster than in the 
past. FDI in African manufac-
turing is increasing. Moreover, 
investment from other parts of Af-
rica is now a significant source of 
FDI – representing a quarter of all 
FDI in Mozambique and Tanzania 
and more than 40% in Rwanda.

However, despite the over-
all increase in manufacturing, 
its share of GDP has remained 
subdued, hovering consistently 
around 10% in the past decade. 
Investment in infrastructure from 
public, private, domestic and 
foreign sources remains too low. 
There has been a significant effort 
to bridge the infrastructure gap, 
but annual investment needs in 
these sectors amount to approxi-
mately $90 billion per year for a 
decade.

aspirations of the Agenda 2063. 
This could make African countries 
become more resilient to economic 
shocks and less dependent on natu-
ral resource exports. 

Africa can achieve this ambi-
tious goal if it taps into available 
opportunities while mitigating the 
challenges it faces.

Africa is enjoying a so-called 
demographic dividend – whereby 
fertility rates are falling, so the 
workforce is growing more rapidly 
than the population dependent on 
it, freeing up resources. This has 
the potential to transform African 
manufacturing. 

According to the Economist, 
more than 80 million jobs are 
likely to relocate out of China be-
cause of growing wages. However, 
several countries in Asia (where 
wages are still lower than in many 
African countries, for example in 
Bangladesh, Cambodia, Lao PDR, 
Nepal and Vietnam) can compete 
to bring these jobs to their coun-
tries. 

At present, market access 
policies appear to favour African 
countries. Many benefit from pref-
erential market access, such as the 
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Everything But Arms Initiative of 
the European Union and the African 
Growth and Opportunity Act of the 
US. However, countries have to 
start taking full advantage of these 
opportunities, since they might not 
be extended for an unlimited time.

But many African producers 
still struggle to meet the regulatory 
requirements and standards nec-
essary to enter overseas markets. 
Countries might benefit from tar-
iff-free market access but non-tariff 
barriers – such as health, safety and 
environment-related standards – 
stop producers from these countries 
from entering new markets.

Improvements in the business 
environment – as measured by the 
World Bank’s Doing Business Re-
port – are clearly visible in several 
African countries. This includes 
least developed countries (LDCs) 
such as Malawi, Rwanda and Tan-
zania, with others such as Ethiopia 
and Uganda following suit. But 
since countries are competing to at-
tract investment, African countries 
can be overtaken by faster-mov-
ing reformers. Only one African 
country, Kenya, featured in the top 
10 countries for improving their 
business environment, according to 
the 2017 Doing Business Report. 

These challenges can be over-
come and an African manufacturing 
renaissance is within reach. But 
more needs to be done to embrace 
an agenda of enhancing its glob-
al competitiveness. Institutions, 
infrastructure, human capital and 
technology all need to be addressed. 

Most African countries tend to 
rank below the global average on 
the Worldwide Governance Indi-
cators. Indicators such as political 
stability, governance effectiveness, 
rule of law and regulatory quali-
ty are important prerequisites to 
developing a sustainable manufac-
turing sector. While institutional 
improvement takes time, African 

countries have to act quickly by 
using the available international 
support. The Enhanced Integrated 
Framework for the LDCs, for exam-
ple, contributes to enhancing trade 
and investment-related institutional 
capacities. However, a transform-
ative shift requires both political 
will and the ability to leverage the 
existing support.

Better infrastructure is key, not 
least because a reduction in trade 
costs would help African manufac-
turers integrate into global and re-
gional value chains. Infrastructure 
deficits – both within the continent 
and within individual countries – 
are too wide to be met only through 
public funding, although funding 
is not the only issue here. Many 
emerging economies have success-
fully used ‘blended finance’ for their 
infrastructure needs, where in-
vestments are often lumpy and the 
gestation period is high. Africa can 
consider using this type of finance to 
close the gap.

 Investment in human capital, 
particularly in higher education 
and training, not only helps African 
countries excel in manufacturing 
production, but also to move up the 
value chain. The production of fairly 
low-tech processing of agriculture 
goods, textile and leather goods may 

help towards poverty alleviation but 
will not create a permanent dent 
on poverty. Therefore, the efforts 
made so far in this area need to be 
redoubled. 

Finally, technology is a key driv-
er of competitiveness, where African 
countries lag far behind their South 
Asian counterparts. Data is limited 
but suggest African countries spend 
less than 0,4% of GDP on research 
and development, compared with 
the south and west Asian average of 
0,7% and a global average of 1,7%. 

It is not a new argument that 
these four pillars of institutions, 
infrastructure, human capital and 
technology, will drive manufactur-
ing-led growth in Africa. On the 
contrary, these elements have been 
included by the World Economic Fo-
rum in its competitiveness analyses 
and are well embedded in the Agen-
da 2063 – which was carefully draft-
ed, adopted and owned by the Heads 
of States of the African Union as a 
blueprint for accelerated develop-
ment and technological progress of 
Africa. The only missing piece of the 
puzzle to realise these aspirations is 
the political will to deliver. 

The views expressed in this article are those 
of the authors alone and not the World Eco-
nomic Forum.

© World Economic Forum
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Over the past decade, John Kotter has watched more than 100 companies try to remake 
themselves into significantly better competitors. Here is what he has to say …

LEADING 
CHANGE 
WHY TRANSFORMATION 
EFFORTS FAIL

19SEPTEMBER 2017www.accountancysa.org.za



TO TRANSFORM YOUR ORGANISATION

FOCUS
STRATEGY

20 www.accountancysa.org.zaSEPTEMBER 2017

FOCUS
STRATEGY

21SEPTEMBER 2017www.accountancysa.org.za

ERROR 1: 
NOT ESTABLISHING A 
GREAT ENOUGH SENSE OF 
URGENCY

Most successful change efforts begin when 
some individuals or some groups start 
to look hard at a company’s competitive 

situation, market position, technological trends, and 
financial performance. They focus on the potential 
revenue drop when an important patent expires, the 
five-year trend in declining margins in a core business, 
or an emerging market that everyone seems to be 
ignoring. They then find ways to communicate this 
information broadly and dramatically, especially with 
respect to crises, potential crises, or great opportunities 
that are very timely. This first step is essential 
because just getting a transformation programme 
started requires the aggressive cooperation of many 
individuals. Without motivation, people won’t help, and 
the effort goes nowhere.

Compared with other steps in the change process, 
phase one can sound easy. It is not. Well over 50% of 
the companies I have watched fail in this first phase. 
What are the reasons for that failure? Sometimes 
executives underestimate how hard it can be to drive 
people out of their comfort zones. Sometimes they 
grossly overestimate how successful they have already 
been in increasing urgency. Sometimes they lack 
patience: ‘Enough with the preliminaries; let’s get on 
with it.’ In many cases, executives become paralysed by 
the downside possibilities. They worry that employees 
with seniority will become defensive, that morale 
will drop, that events will spin out of control, that 
short-term business results will be jeopardised, that 
the stock will sink, and that they will be blamed for 
creating a crisis.

A paralysed senior management often comes from 
having too many managers and not enough leaders. 
Management’s mandate is to minimise risk and to keep 
the current system operating. Change, by definition, 
requires creating a new system, which in turn always 
demands leadership. Phase one in a renewal process 
typically goes nowhere until enough real leaders are 
promoted or hired into senior-level jobs.

Transformations often begin, and begin well, when 
an organisation has a new head who is a good leader 
and who sees the need for a major change. If the 
renewal target is the entire company, the CEO is key. 
If change is needed in a division, the division general 
manager is key. When these individuals are not new 
leaders, great leaders, or change champions, phase one 
can be a huge challenge.

Bad business results are both a blessing and a 
curse in the first phase. On the positive side, losing 
money does catch people’s attention. But it also gives 
less manoeuvring room. With good business results, 
the opposite is true: convincing people of the need for 
change is much harder, but you have more resources to 
help make changes.

But whether the starting point is good performance 
or bad, in the more successful cases I have witnessed, 
an individual or a group always facilitates a frank 
discussion of potentially unpleasant facts about new 

These have included large organisations (Ford) 
and small ones (Landmark Communications), 
companies based in the United States (General 

Motors) and elsewhere (British Airways), corporations 
that were on their knees (Eastern Airlines), and 
companies that were earning good money (Bristol-
Myers Squibb). These efforts have gone under many 
banners: total quality management, reengineering, 
rightsizing, restructuring, cultural change, and 
turnaround. But, in almost every case, the basic goal 
has been the same: to make fundamental changes in 
how business is conducted in order to help cope with a 
new, more challenging market environment.

A few of these corporate change efforts have 
been very successful. A few have been utter failures. 
Most fall somewhere in between, with a distinct tilt 

toward the lower end of the scale. The lessons that 
can be drawn are interesting and will probably be 
relevant to even more organisations in the increasingly 
competitive business environment of the coming 
decade. 

The most general lesson to be learned from the 
more successful cases is that the change process 
goes through a series of phases that, in total, usually 
require a considerable length of time. Skipping steps 
creates only the illusion of speed and never produces 
a satisfying result. A second very general lesson is 
that critical mistakes in any of the phases can have a 
devastating impact, slowing momentum and negating 
hard-won gains. Perhaps because we have relatively 
little experience in renewing organisations, even very 
capable people often make at least one big error. 

EIGHT STEPS



competition, shrinking margins, decreasing market 
share, flat earnings, a lack of revenue growth, or other 
relevant indices of a declining competitive position. 
Because there seems to be an almost universal human 
tendency to shoot the bearer of bad news, especially if 
the head of the organisation is not a change champion, 
executives in these companies often rely on outsiders 
to bring unwanted information. Wall Street analysts, 
customers, and consultants can all be helpful in this 
regard. The purpose of all this activity, in the words 
of one former CEO of a large European company, is 
‘to make the status quo seem more dangerous than 
launching into the unknown’.

In a few of the most successful cases, a group 
has manufactured a crisis. One CEO deliberately 
engineered the largest accounting loss in the 

opportunities, and create a minimum level of trust and 
communication. Off-site retreats, for two or three days, 
are one popular vehicle for accomplishing this task. I 
have seen many groups of five to 35 executives attend a 
series of these retreats over a period of months.

Companies that fail in phase two usually 
underestimate the difficulties of producing change and 
thus the importance of a powerful guiding coalition. 
Sometimes they have no history of teamwork at the top 
and therefore undervalue the importance of this type 

company’s history, creating huge pressures from 
Wall Street in the process. One division president 
commissioned first-ever customer satisfaction surveys, 
knowing full well that the results would be terrible. He 
then made these findings public. On the surface, such 
moves can look unduly risky. But there is also risk 
in playing it too safe: When the urgency rate is not 
pumped up enough, the transformation process cannot 
succeed, and the long-term future of the organisation 
is put in jeopardy.

When is the urgency rate high enough? From 
what I have seen, the answer is when about 75% of 
a company’s management is honestly convinced that 
business as usual is totally unacceptable. Anything 
less can produce very serious problems later on in the 
process. 

of coalition. Sometimes they expect the team to be led 
by a staff executive from human resources, quality, or 
strategic planning instead of a key line manager. No 
matter how capable or dedicated the staff head, groups 
without strong line leadership never achieve the power 
that is required.

Efforts that don’t have a powerful enough guiding 
coalition can make apparent progress for a while. But, 
sooner or later, the opposition gathers itself together 
and stops the change. 

FOCUS
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ERROR 2: 
NOT CREATING A 
POWERFUL ENOUGH 
GUIDING COALITION

ERROR 3: 
LACKING A VISION

Major renewal programmes often start 
with just one or two people. In cases of 
successful transformation efforts, the 

leadership coalition grows and grows over time. But 
whenever some minimum mass is not achieved early in 
the effort, nothing much worthwhile happens.

It is often said that major change is impossible 
unless the head of the organisation is an active 
supporter. What I am talking about goes far beyond 
that. In successful transformations, the chairman or 
president or division general manager, plus another 
five or 15 or 50 people, come together and develop a 
shared commitment to excellent performance through 
renewal. In my experience, this group never includes 
all of the company’s most senior executives because 
some people just won’t buy in, at least not at first. But 
in the most successful cases, the coalition is always 
pretty powerful – in terms of titles, information and 
expertise, reputations, and relationships.

In both small and large organisations, a successful 
guiding team may consist of only three to five people 

In every successful transformation effort that I have 
seen, the guiding coalition develops a picture of the 
future that is relatively easy to communicate and 

appeals to customers, stockholders, and employees. 
A vision always goes beyond the numbers that are 
typically found in five-year plans. A vision says 
something that helps clarify the direction in which 
an organisation needs to move. Sometimes the first 
draft comes mostly from a single individual. It is 
usually a bit blurry, at least initially. But after the 
coalition works at it for three or five or even 12 months, 
something much better emerges through their tough 
analytical thinking and a little dreaming. Eventually, a 
strategy for achieving that vision is also developed.

In one midsize European company, the first pass 
at a vision contained two-thirds of the basic ideas that 
were in the final product. The concept of global reach 
was in the initial version from the beginning. So was 
the idea of becoming preeminent in certain businesses. 
But one central idea in the final version – getting out of 
low value-added activities – came only after a series of 
discussions over a period of several months.

Without a sensible vision, a transformation 
effort can easily dissolve into a list of confusing and 
incompatible projects that can take the organisation in 
the wrong direction or nowhere at all. Without a sound 
vision, the reengineering project in the accounting 
department, the new 360-degree performance appraisal 
from the human resources department, the plant’s 
quality programme, the cultural change project in the 

during the first year of a renewal effort. But in big 
companies, the coalition needs to grow to the 20 to 50 
range before much progress can be made in phase three 
and beyond. Senior managers always form the core of 
the group. But sometimes you find board members, a 
representative from a key customer, or even a powerful 
union leader.

Because the guiding coalition includes members 
who are not part of senior management, it tends to 
operate outside of the normal hierarchy by definition. 
This can be awkward, but it is clearly necessary. If 
the existing hierarchy were working well, there would 
be no need for a major transformation. But since 
the current system is not working, reform generally 
demands activity outside of formal boundaries, 
expectations, and protocol.

A high sense of urgency within the managerial 
ranks helps enormously in putting a guiding coalition 
together. But more is usually required. Someone 
needs to get these people together, help them develop 
a shared assessment of their company’s problems and 

sales force will not add up in a meaningful way.
In failed transformations, you often find plenty of 

plans, directives, and programmes but no vision. In 
one case, a company gave out four-inch-thick notebooks 
describing its change effort. In numbing detail, 
the books spelled out procedures, goals, methods, 
and deadlines. But nowhere was there a clear and 
compelling statement of where all this was leading. Not 
surprisingly, most of the employees with whom I talked 
were either confused or alienated. The big, thick books 
did not rally them together or inspire change. In fact, 
they probably had just the opposite effect.

In a few of the less successful cases that I have 
seen, management had a sense of direction, but it was 
too complicated or blurry to be useful. Recently, I asked 
an executive in a midsize company to describe his 
vision and received in return a barely comprehensible 
30-minute lecture. Buried in his answer were the basic 
elements of a sound vision. But they were buried – 
deeply.

A useful rule of thumb: if you can’t communicate 
the vision to someone in five minutes or less and 
get a reaction that signifies both understanding and 
interest, you are not yet done with this phase of the 
transformation process. 
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ERROR 4: 
UNDER-COMMUNICATING 
THE VISION BY A FACTOR 
OF 10

ERROR 5: 
NOT REMOVING 
OBSTACLES TO THE NEW 
VISION

I’ve seen three patterns with respect to 
communication, all very common. In the first, a group 
actually does develop a pretty good transformation 

vision and then proceeds to communicate it by 
holding a single meeting or sending out a single 
communication. Having used about 0,0001% of the 
yearly intracompany communication, the group is 
startled when few people seem to understand the 
new approach. In the second pattern, the head of the 
organisation spends a considerable amount of time 
making speeches to employee groups, but most people 
still don’t get it (not surprising, since vision captures 
only 0,0005% of the total yearly communication). In the 
third pattern, much more effort goes into newsletters 
and speeches, but some very visible senior executives 
still behave in ways that are antithetical to the vision. 
The net result is that cynicism among the troops goes 
up, while belief in the communication goes down.

If you can’t communicate the vision to someone in 
five minutes or less and get a reaction that signifies 
both understanding and interest, you are not done.

Transformation is impossible unless hundreds or 
thousands of people are willing to help, often to the 
point of making short-term sacrifices. Employees will 
not make sacrifices, even if they are unhappy with 
the status quo, unless they believe that useful change 
is possible. Without credible communication, and a 
lot of it, the hearts and minds of the troops are never 
captured.

This fourth phase is particularly challenging if 
the short-term sacrifices include job losses. Gaining 
understanding and support is tough when downsizing 
is a part of the vision. For this reason, successful 
visions usually include new growth possibilities and 
the commitment to treat fairly anyone who is laid off.

Executives who communicate well incorporate 
messages into their hour-by-hour activities. In a 
routine discussion about a business problem, they talk 
about how proposed solutions fit (or don’t fit) into the 
bigger picture. In a regular performance appraisal, 

Successful transformations begin to involve 
large numbers of people as the process 
progresses. Employees are emboldened to try 

new approaches, to develop new ideas, and to provide 
leadership. The only constraint is that the actions 
fit within the broad parameters of the overall vision. 
The more people involved, the better the outcome.

To some degree, a guiding coalition empowers 
others to take action simply by successfully 
communicating the new direction. But 
communication is never sufficient by itself. Renewal 
also requires the removal of obstacles. Too often, an 
employee understands the new vision and wants to 
help make it happen, but an elephant appears to be 
blocking the path. In some cases, the elephant is in 
the person’s head, and the challenge is to convince 
the individual that no external obstacle exists. But in 
most cases, the blockers are very real.

Sometimes the obstacle is the organisational 
structure: narrow job categories can seriously 
undermine efforts to increase productivity or make it 
very difficult even to think about customers.

Sometimes compensation or performance-
appraisal systems make people choose between the 
new vision and their own self-interest. Perhaps worst 

they talk about how the employee’s behaviour helps 
or undermines the vision. In a review of a division’s 
quarterly performance, they talk not only about the 
numbers but also about how the division’s executives 
are contributing to the transformation. In a routine 
Q&A with employees at a company facility, they tie 
their answers back to renewal goals.

In more successful transformation efforts, 
executives use all existing communication channels 
to broadcast the vision. They turn boring, unread 
company newsletters into lively articles about the 
vision. They take ritualistic, tedious quarterly 
management meetings and turn them into exciting 
discussions of the transformation. They throw out 
much of the company’s generic management education 
and replace it with courses that focus on business 
problems and the new vision. The guiding principle 
is simple: use every possible channel, especially those 
that are being wasted on nonessential information.

Perhaps even more important, most of the 
executives I have known in successful cases of major 
change learn to ‘walk the talk’. They consciously 
attempt to become a living symbol of the new corporate 
culture. This is often not easy. A 60-year-old plant 
manager who has spent precious little time over 40 
years thinking about customers will not suddenly 
behave in a customer-oriented way.

But I have witnessed just such a person change, 
and change a great deal. In that case, a high level of 
urgency helped. The fact that the man was a part of 
the guiding coalition and the vision-creation team 
also helped. So did all the communication, which 
kept reminding him of the desired behaviour, and all 
the feedback from his peers and subordinates, which 
helped him see when he was not engaging in that 
behaviour.

Communication comes in both words and deeds, and 
the latter are often the most powerful form. Nothing 
undermines change more than behaviour by important 
individuals that is inconsistent with their words. 
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of all are bosses who refuse to change and who make 
demands that are inconsistent with the overall effort.

One company began its transformation process 
with much publicity and actually made good progress 
through the fourth phase. Then the change effort ground 
to a halt because the officer in charge of the company’s 
largest division was allowed to undermine most of the 
new initiatives. He paid lip service to the process but 
did not change his behaviour or encourage his managers 
to change. He did not reward the unconventional ideas 
called for in the vision. He allowed human resource 
systems to remain intact even when they were clearly 
inconsistent with the new ideals. I think the officer’s 
motives were complex. To some degree, he did not 
believe the company needed major change. To some 
degree, he felt personally threatened by all the change. 
To some degree, he was afraid that he could not produce 
both change and the expected operating profit. But 

In a successful transformation, managers 
actively look for ways to obtain clear performance 
improvements, establish goals in the yearly planning 
system, achieve the objectives, and reward the people 
involved with recognition, promotions, and even 
money. 

For example, the guiding coalition at a US 
manufacturing company produced a highly visible and 
successful new product introduction about 20 months 
after the start of its renewal effort. 

The new product was selected about six months 
into the effort because it met multiple criteria: it could 
be designed and launched in a relatively short period, 
it could be handled by a small team of people who were 

despite the fact that they backed the renewal effort, 
the other officers did virtually nothing to stop the 
one blocker. Again, the reasons were complex. The 
company had no history of confronting problems like 
this. Some people were afraid of the officer. The CEO 
was concerned that he might lose a talented executive. 
The net result was disastrous. Lower-level managers 
concluded that senior management had lied to them 
about their commitment to renewal, cynicism grew, and 
the whole effort collapsed.

In the first half of a transformation, no organisation 
has the momentum, power, or time to get rid of all 
obstacles. But the big ones must be confronted and 
removed. If the blocker is a person, it is important 
that he or she be treated fairly and in a way that is 
consistent with the new vision. Action is essential, both 
to empower others and to maintain the credibility of the 
change effort as a whole. 

devoted to the new vision, it had upside potential, 
and the new product-development team could operate 
outside the established departmental structure 
without practical problems. Little was left to chance, 
and the win boosted the credibility of the renewal 
process.

Managers often complain about being forced to 
produce short-term wins, but I’ve found that pressure 
can be a useful element in a change effort. When it 
becomes clear to people that major change will take a 
long time, urgency levels can drop. Commitments to 
produce short-term wins help keep the urgency level 
up and force detailed analytical thinking that can 
clarify or revise visions. 
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ERROR 6: 
NOT SYSTEMATICALLY 
PLANNING FOR, AND 
CREATING, SHORT-TERM 
WINS

ERROR 7: 
DECLARING VICTORY TOO 
SOON

Real transformation takes time, and a renewal 
effort risks losing momentum if there are 
no short-term goals to meet and celebrate. 

Most people won’t go on the long march unless they 
see compelling evidence in 12 to 24 months that the 
journey is producing the expected results. Without 
short-term wins, too many people give up or actively 
join the ranks of those people who have been resisting 
change.

One to two years into a successful transformation 
effort, you find quality beginning to go up on certain 
indices or the decline in net income stopping. You 
find some successful new product introductions or an 
upward shift in market share. You find an impressive 
productivity improvement or a statistically higher 
customer satisfaction rating. But whatever the 
case, the win is unambiguous. The result is not just 

After a few years of hard work, managers 
may be tempted to declare victory with the 
first clear performance improvement. While 

celebrating a win is fine, declaring the war won can 
be catastrophic. Until changes sink deeply into a 
company’s culture, a process that can take five to 
ten years, new approaches are fragile and subject to 
regression.

In the recent past, I have watched a dozen change 
efforts operate under the reengineering theme. In all 
but two cases, victory was declared and the expensive 
consultants were paid and thanked when the first 
major project was completed after two to three years. 
Within two more years, the useful changes that had 
been introduced slowly disappeared. In two of the ten 
cases, it’s hard to find any trace of the re-engineering 
work today.

Over the past 20 years, I’ve seen the same sort of 
thing happen to huge quality projects, organisational 
development efforts, and more. Typically, the 
problems start early in the process: the urgency level 
is not intense enough, the guiding coalition is not 
powerful enough, and the vision is not clear enough. 
But it is the premature victory celebration that kills 

a judgement call that can be discounted by those 
opposing change.

Creating short-term wins is different from hoping 
for short-term wins. The latter is passive, the former 
active. 

momentum. And then the powerful forces associated 
with tradition take over.

Ironically, it is often a combination of change 
initiators and change resistors that creates the 
premature victory celebration. In their enthusiasm 
over a clear sign of progress, the initiators go 
overboard. They are then joined by resistors, who are 
quick to spot any opportunity to stop change. After the 
celebration is over, the resistors point to the victory 
as a sign that the war has been won and the troops 
should be sent home. Weary troops allow themselves 
to be convinced that they won. Once home, the foot 
soldiers are reluctant to climb back on the ships. Soon 
thereafter, change comes to a halt and tradition creeps 
back in.



Instead of declaring victory, leaders of successful 
efforts use the credibility afforded by short-term 
wins to tackle even bigger problems. They go after 
systems and structures that are not consistent with the 
transformation vision and have not been confronted 
before. They pay great attention to who is promoted, 
who is hired, and how people are developed. They 
include new re-engineering projects that are even 
bigger in scope than the initial ones. They understand 

although his successor was not a resistor, he was not a 
change champion. 

Because the boards did not understand the 
transformations in any detail, they could not see that 
their choices were not good fits. 

The retiring executive in one case tried 
unsuccessfully to talk his board into a less seasoned 
candidate who better personified the transformation. 
In the other two cases, the CEOs did not resist the 
boards’ choices, because they felt the transformation 
could not be undone by their successors. They were 
wrong. Within two years, signs of renewal began to 
disappear at both companies.

There are still more mistakes that people make, but 
these eight are the big ones. I realise that in a short 
article everything is made to sound a bit too simplistic. 
In reality, even successful change efforts are messy and 
full of surprises. 

But just as a relatively simple vision is needed to 
guide people through a major change, so a vision of the 
change process can reduce the error rate. And fewer 
errors can spell the difference between success and 
failure. 

that renewal efforts take not months but years. In fact, 
in one of the most successful transformations that I 
have ever seen, we quantified the amount of change 
that occurred each year over a seven-year period. 

On a scale of 1 (low) to 10 (high), year one received 
a 2, year two a 4, year three a 3, year four a 7, year five 
an 8, year six a 4, and year seven a 2. The peak came 
in year five, fully 36 months after the first set of visible 
wins. 
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ERROR 8: 
NOT ANCHORING 
CHANGES IN THE 
CORPORATION’S 
CULTURE

In the final analysis, change sticks when it becomes 
‘the way we do things around here’, when it seeps 
into the bloodstream of the corporate body. Until 

new behaviours are rooted in social norms and shared 
values, they are subject to degradation as soon as the 
pressure for change is removed.

Two factors are particularly important in 
institutionalising change in corporate culture. The first 
is a conscious attempt to show people how the new 
approaches, behaviours, and attitudes have helped 
improve performance. When people are left on their 
own to make the connections, they sometimes create 
very inaccurate links. 

For example, because results improved while 
charismatic Harry was boss, the troops link his 
mostly idiosyncratic style with those results instead of 
seeing how their own improved customer service and 
productivity were instrumental. 

Helping people see the right connections requires 
communication. Indeed, one company was relentless, 
and it paid off enormously. Time was spent at 
every major management meeting to discuss why 
performance was increasing. The company newspaper 
ran article after article showing how changes had 
boosted earnings.

The second factor is taking sufficient time to make 
sure that the next generation of top management really 
does personify the new approach. If the requirements 
for promotion don’t change, renewal rarely lasts. One 
bad succession decision at the top of an organisation 
can undermine a decade of hard work. 

Poor succession decisions are possible when boards 
of directors are not an integral part of the renewal 
effort. In at least three instances I have seen, the 
champion for change was the retiring executive, and 
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LIVING LIFE  
TO THE FULLEST

than one employer in the UK and the general perception 
is that South African chartered accountants are driven, 
hard-working and possess a great deal of passion and 
personality. 

UK employers hold the CA(SA) designation in high 
regard and it has therefore been a fantastic badge to 
wear to any interview.

HOW HAS INTERNATIONAL EXPERIENCE ENRICHED YOUR 
LIFE AND CAREER?
Working in London means that we interact with 
professionals from all over the globe on a daily basis. 
This cultural diversity has expanded our view of the 
world and has broadened our skill set well beyond what 
we developed in South Africa. The whole experience of 
relocating and finding our feet in a foreign country has 
been character building, to say the least.

That’s Paul and 
Courtney Esterhuizen’s 
motto. Both are CAs(SA) 
who landed in the UK 
just three years ago 
and already they have 
crossed 30 countries 
off their bucket list – 
and they are still going 
strong. 

[ INTERNATIONAL PROFILE | REGULARS ] 

DESCRIBE YOURSELF AS A PERSON
Our day jobs have taken us to some 
of the bucket-list financial hubs of 
the world, but it is our own personal 
business venture that has seen 
us visit the depths of the Amazon 
Jungle. We hiked for four days to 
reach the ever-impressive Machu 
Picchu, snowmobiled deep into the 
Arctic Circle, and climbed to the top 
of volcanoes in Iceland.

In 2016 we started an adventure 
travel blog/vlog and e-commerce 
store, Wanderfallworld.com. Using 
our business knowledge, we have 
created a platform that transports 
others to a utopia of spectacular 
places and interesting people. We 
have an ever-growing subscriber 
base with nearly 20 000 people 
following our explorations on 
Instagram and other social media 
platforms.

AN INTERESTING LESSON YOU HAVE 
LEARNED LIVING IN THE UK?
Never forget your umbrella … 

CHALLENGES YOU HAVE 
ENCOUNTERED IN THE UK AS A 
SOUTH AFRICAN?
Applying for visas can be a 
nightmare. Our advice: use a 
solicitor.

IS THERE A COMMUNITY OF SOUTH 
AFRICANS LIVING IN THE UK?
Absolutely. 

WHAT DO PEOPLE DO IN THE UK 
TO RELAX AND ENJOY THEIR FREE 
TIME?
There is an incessant pub culture 
in the UK, but we find that many 
South Africans are drawn to sport 
or travel instead. You can’t keep a 
SAFA indoors.

WHAT IS THE QUALITY OF LIFE LIKE 
IN THE UK?
London offers a fast-paced lifestyle 
where there is always something to 
do. We believe it is an ideal home 
for the young, aspiring professional. 

The one thing that will always 
disturb a cheery South African is 
the dreary weather. But that comes 
with the territory.

WHAT DO YOU MISS MOST ABOUT 
SOUTH AFRICA?
A good old braai, Jozi sunsets, 
afternoon thunderstorms, and the 
friendly people.

WHAT DOES A SOUTH AFRICAN 
EARN IN THE UK? 
Between £45 000 (newly qualified) 
and £75 000 plus (for more than 
three years’ experience).

HOW DOES THE INCOME TAX 
SYSTEM WORK?
Each individual has a ‘personal 
allowance’, which denotes the 
amount they can earn without 
paying any income tax. If they earn 
more than the personal allowance, 
then they pay tax at the applicable 
rate on all earnings above the 
personal allowance. Generally 
speaking, a permanently employed 
CA(SA) will be taxed at a rate of 
40% (or 45% on earnings above 
£150 000).

WHAT IS THE COST OF LIVING – 
RENT, FOOD, ELECTRICITY, WATER, 
GASOLINE, ENTERTAINMENT, ETC? 
ALSO, WHAT DO ITEMS LIKE HOUSES 
AND CARS COST ON AVERAGE?
The average salary a CA(SA) can 
fetch in the UK market allows for 
a comfortable lifestyle. Rent and 
entertainment costs are significantly 
more than what we are used to in 
South Africa. A monthly travel card 
will cost between £250 and £350. 
Gas and electricity can cost anything 
between £90 and £200 a quarter. 
This depends on the season and also 
the size of the apartment/house. 
Groceries are fairly inexpensive, 
but eating out can be pricey. House 
prices are exorbitant, especially in 
central London. Expect to pay in 
excess of £500 000 for a two-bedroom 
apartment. A modest car (out the 
box) will set you back anywhere 
between £8 000 and £20 000.

BASED ON THESE FACTORS, CAN A 
SOUTH AFRICAN WORKING IN THE 
UK SAVE MONEY OR IS IT DIFFICULT 
BECAUSE OF THE COST OF LIVING?
Certainly. The key is to set a realistic 
budget and then stick to it. 

Paul and Courtney Esterhuizen describe 
themselves as a down-to-earth couple who are 
passionate about travel, entrepreneurship, 

healthy and active living, and everything in between.

CURRENT JOB TITLE AND COMPANY YOU’RE 
WORKING FOR?
I am the senior group financial accountant for a 
property investment company in central London – 
Hansteen Holdings Plc. Courtney is the group financial 
controller at a publishing house in central London – Pan 
Macmillan.

HOW HAS YOUR CA(SA) QUALIFICATION BENEFITED 
YOUR CAREER?
The brand CA(SA) has proved to be an international 
currency. Courtney and I have both worked for more 
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HARDER. BETTER.   
FASTER. STRONGER. 

DESCRIBE YOURSELF IN THREE WORDS
Intelligent, organised, perfectionist.

BEST PIECE OF ADVICE YOU EVER 
RECEIVED?
There is virtually nothing that girls/
women can’t do!

IN FIVE YEARS TIME, WHAT DIFFERENCE 
DO YOU WANT TO SEE IN AFRICA?
Ethical and effective leadership, like 
the newly released King IV calls for.

WHAT DO YOU BELIEVE WILL MAKE 
MORE ETHICAL AND EFFECTIVE 
LEADERS?
First, the appointment process is 
very important. There tends to be 
more of a focus on qualifications, 
skills and other technical 
competencies and less on the 
personal competencies, the so-
called soft skills that are required 
of leaders. Second, stakeholders 
holding those leaders to account 
for their actions with tangible 
consequences.

WHAT DIFFERENCE ARE YOU 
ALREADY MAKING?
Doing my bit to improve governance 
in South Africa through thought 
leadership, advocacy, training, etc 
– something that I am passionate 
about. To quote from the IoDSA’s 
tagline: Better Directors, Better 
Boards, Better Business.

WHAT DOES A TYPICAL DAY AT THE 
OFFICE LOOK LIKE?
There are many meetings, as I 
am an Executive Director and 
also serve on many forums and 
committees. Then strategic 
management and oversight of the 
business; keeping track of and 
addressing emails and staff queries 
in-between meetings; attending 
many internal and external 
functions/events, with the IoDSA 
being a membership body and a key 
player in the governance landscape. 
And then finding some quiet days 
for my passion – to write articles.

These are the four words that Parmi Natesan CA(SA) lives 
by. Besides her prestigious position as Executive: Centre for 
Corporate Governance at the Institute of Directors in Southern 
Africa, Parmi Natesan recently received a Rising Star Alumni 
Award from the Nelson Mandela Metropolitan Municipality 
(NMMU). She took time out to respond to our questions
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HOW DID YOUR CAREER EVOLVE TO THIS POINT?
After completing my BCom and BCom Honours at 
NMMU, I served articles at KPMG.  Thereafter I 
moved to KPMGs technical department where I served 
as senior manager focusing on aspects of corporate 
governance. I joined the IoDSA in 2010 as senior 
governance specialist and was promoted to Executive: 
Centre for Corporate Governance in 2014 and an 
executive member of the IoDSA board from June 2015. 

HOW HAS BEING A CA(SA) ASSISTED YOU IN YOUR 
ROLE?
The CA(SA) qualification and process equip an 
individual to apply themselves to almost anything. 
People often get surprised when they hear I am a 
CA(SA), but being a governance specialist, I do not 
work in the financial field per say. That is the beauty 
of the CA(SA) designation – there are really no limits. 
The depth and breadth of exposure that a CA(SA) 
designee gets means that they can adequately fulfil a 
vast array of areas and responsibilities.

WHAT DRIVES YOUR PASSION TO MAKE A 
DIFFERENCE?
An absolute love for what I do and the company 
that I work for and a strong belief in the power of 
governance to transform business and ultimately the 
country as a whole.  

WHAT IS THE GREATEST CHALLENGE YOU’VE 
EXPERIENCED AND HOW DID YOU OVERCOME IT?
Probably gender discrimination. Being a youngish-
looking Indian female, I am often underestimated. I’ve 
overcome this by not backing down, by proving to the 
sceptics what I am worth. By always giving my best. 

WHAT DO YOU DO TO RELAX?
I am a recent Zumba dance fitness addict. I am also 
a very creative person and enjoy sewing and other 
crafts. With this demanding lifestyle, a regular Thai 
massage is a must for me.

HOW DO YOU BALANCE YOUR CAREER AND FAMILY?
With lots of planning and organising, a good support 
structure and – fortunately – tremendous flexibility 
in my working arrangement. With the digital world 
that we live in, it’s become a lifestyle for me to take 
my work with me – any time, any place. There are no 
separate eight hours for work and the rest for family. 
My career and my family are integrated throughout 
my days and each gets the attention it deserves.

WHAT IS ONE CHANGE EVERY PERSON CAN MAKE TO 
MAKE AFRICA A BETTER CONTINENT?
Without a doubt, ethical behaviour – that is, doing the 
right thing.  

The Rising Star Award shows 
that alumni like Parmi 
Natesan not only acquire 

strong technical skills at NMMU, 
they also acquire the professional 
and personal skills to enable them 
to go out and make a change in 
society and act as role models.

Right now, she’s putting in 
her best efforts to improve the 
governance in South Africa – no 
easy feat.

THE CA(SA) QUALIFICATION AND 
PROCESS EQUIP AN INDIVIDUAL 
TO APPLY THEMSELVES TO ALMOST 
ANYTHING. THE DEPTH AND 
BREADTH OF EXPOSURE THAT A 
CA(SA) DESIGNEE GETS MEANS 
THAT THEY CAN ADEQUATELY 
FULFIL A VAST ARRAY OF AREAS 
AND RESPONSIBILITIES
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so begins the quest for a financial 
consolidation solution, only to 
realise that consolidation solutions 
can be complex, expensive and time-
consuming beasts in themselves.

The question soon arises as 
to whether it is even possible to 
find a consolidation solution that 
cuts through all these ‘headaches’ 
or if the organisation will have to 
compromise in some or other area 
because no solution designed for 
real-world reporting actually exists. 

Below are eight real 
considerations that organisations 
should be looking out for in order to 
modernise financial consolidation.

1 REAL FUNCTIONALITY 
COMBINED WITH SIMPLICITY 

THAT ENABLES EFFECTIVE 
FINANCIAL CONSOLIDATION, 
REPORTING AND PLANNING
Ideally, the consolidation solution 
should be able to provide all the 

for a solution that is completely 
self-maintainable. 

Organisations should also 
possess the ability to control 
and manage the reporting 
cycle in terms of complexity, 
size or reporting applications 
(management accounts, budgets, 
forecasts, year-end reports, etc) 
without having to depend on 
external consultants. 

6 WATCH OUT FOR RESOURCE-
HEAVY SOLUTIONS 

Some consolidation solutions 
require extensive resources, 
including hardware, software 
and expert skills, to ensure that 
the IT infrastructure remains 
compatible with the new solution. 
These additional resources 
deployed by the IT department 
can unexpectedly and significantly 
drive up the internal costs of 
reporting. 

7 THE HIDDEN COST OF TRAINING 
AND CHANGE MANAGEMENT

It is important to research which 
solution has the highest adoption 
rate – and how much training and 
time will be required during and 
after implementation. 

Once again, time equals money. 
Implementation costs can end up 
being two to seven times higher 
than the original cost estimate if 
the solution provider has quoted 
based on a minimum set of criteria, 
knowing full well that a client’s 
requirements may change and 
ongoing support will be necessary 
post-implementation.

8 A ONE-SIZE-FITS-ALL SOLUTION 
IS POSSIBLE

The majority of solutions out there 
are useful for specific applications, 
such as budgeting or forecasting, 

financial functionality, including 
data collection, consolidation 
and reporting across multiple 
cost centres in a simplified way. 
Streamlining and automating this 
functionality allows the finance 
department to apply the technical 
expertise and skill they have been 
trained and employed to provide, 
without the hassle of having to deal 
with ineffective, complex and time-
consuming collating and reporting 
processes.

2 BIGGER IS NOT NECESSARILY 
BETTER, SO LOOK LOCAL 

Although large international 
software solution brands have 
their benefits, they are not always 
the best solution for expanding 
organisations. Besides having to 
deal with foreign currencies and 
different time zones, choosing an 
international solution provider does 
not always give you the development 

but only a few allow you to see the 
full picture. 

Twenty-first-century companies 
need a solution that encompasses 
financial consolidation, reporting 
and planning. 

Existing accounting software 
packages or enterprise planning 
(ERP) platforms often also lack 
the flexibility required to tailor 
report formats for specific collating, 
consolidating, reporting and 
planning needs. Data collection 
can be automated with the right 
solution, removing the operational, 
continuity and governance 
risks frequently associated with 
spreadsheet solutions.  

The consolidation solution 
should also be able to deliver value 
on an ongoing basis. No matter 
how big or complex a business, 
the solution should be flexible 
enough to be scaled to meet the 
organisation’s requirements. And 
as the business expands, you will 
quickly realise that reporting is 
crucial throughout the process 
when moving from a starting point 
to a position of expanded services, 
reach and real success.

Remember, it is critical that 
you choose a solution that fits the 
company’s culture, maturity and 
business objectives. You also want 
to regard the service provider 
as a trusted partner, so find 
commonality in focus, values and 
goals. 

While there is much to be 
considered before selecting a 
consolidation solution, it is 
ultimately the right combination 
of human capital, experience 
and technology that will ensure 
success not only for the CFO and 
his reporting team, but for the 
entire organisation going into the 
future.  

Given today’s rapidly changing world and the unpredictable nature of many industries, companies are 
having to rely more and more on financial and operational data to inform strategic decisions. Finding a 
financial reporting solution that meets the business needs of today – and responds to the still-developing 
requirements of tomorrow – is therefore paramount to an organisation’s profitability and sustainability

AUTHOR: Anthony F R (Rhys) Robinson PhD is Executive Director at Infinitus Reporting Solutions
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Many organisations find 
themselves overwhelmed 
by the reporting 

complexity that comes with 
business growth. While multiple 
entities, divisions, business units 
and cost centres across borders 
might be most companies’ preferred 
position, for the financial director 
and his team responsible for 
consolidating data, the complexity 
it generates can be something of 
a reporting nightmare. Indeed, 
such an expansion very often 
far outstrips the collating and 
reporting capabilities of the legacy 
spreadsheet and standalone 
accounting applications in use right 
now.

In addition, finance departments 
have to balance time and resource 
constraints while at the same time 
trying to streamline operations 
and meet more compliance 
requirements than ever before. And 

and support turnaround that 
smaller, local, specialist solutions 
are able to provide. 

Local providers are also 
more likely to understand the 
local operating context, business 
legislation and new compliance 
criteria in effect, such as King IV. 

Furthermore, having to join an 
international queuing system for 
post-implementation support can 
put an organisation at a distinct 
reporting disadvantage. 

3 BE AWARE OF TIME, SCOPE AND 
PROJECT CREEP

To maximise efficiency and 
successfully control project 
scope and cost (during and post-
implementation), organisations 
should preferably manage their own 
financial consolidation as opposed to 
leaving it – or parts of the process – 
in the hands of the solution provider. 

Organisations should insist on 
defining fixed scope, time and cost, 
and thoroughly investigate the 
service provider’s track record before 
committing. 

4 FANCY BELLS AND WHISTLES 
OFTEN COME AT A PRICE

It is also important to bear in mind 
that more expensive solutions are 
often just that – more expensive, and 
not necessarily superior. Consider 
whether a solution’s fancy bells and 
whistles are a ‘nice to have’ or if they 
offer real core reporting advantages 
that will add more value to the 
bottom line, such as being able 
to customise report formats, and 
publish aggregated and consolidated 
results to Excel if required. 

5 SELF-MAINTAINABILITY SAVES 
TIME AND MONEY

Significant time, energy and cost 
savings can be achieved by opting 

REAL WAYS TO STREAMLINE    
YOUR FINANCIAL CONSOLIDATION 
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BUSINESS ADVISOR
KEVIN PHILLIPS CA(SA)

http://bit.ly/KP_09_17 CEO of IDU Group

WHAT IS 
 THE NEW NORMAL?

There’s no doubt that the last 12 months have got most people mut-
tering, ‘Well, truth is stranger than fiction, after all.’ It’s easy to get 
caught up in the mass, global Chicken Little, ‘the sky is falling in’ 

reaction to events such as the Trump election and the Brexit referendum.
We’re used to keeping an eye on the world to spot the trends, shifts, and 

Netflix series coming our way. But this can sometimes blind us to our unique 
experience living and doing business in Africa. Operating in change and 
uncertainty is our status quo. And, without wanting to glamourise the very 
real challenges Africa faces, the unintended consequence is that we’ve become 
extraordinarily resilient and adaptable – comfortable with not only riding out 
tectonic disruptions but also turning them into opportunities.

Here in South Africa we’ve been through a few pretty bumpy few years, to 
put it mildly. From musical chairs in our finance minister’s office, which wiped 
out around R500 billion in value from the economy and saw the rand go into 
free fall at the end of 2015; a yo-yoing petrol price; a 6,6% official inflation rate 
(many would argue the true inflation rate is double that!); and last but not 
least, a highly uncertain political landscape. Not to mention that, like the rest 
of the world, we are facing a massive period of digital disruption as we enter 
the fourth industrial economy. Change is quite literally our constant.

Today we need to tap into our inherent entrepreneurial savvy more than 
ever before. At all levels. 

For instance, typically when you plan you set parameters and make some 
fairly significant assumptions: ‘Robots won’t be replacing my people in the 
next five years’; ‘The UK will still be part of the European Union’; ‘Smart-
phones aren’t going to become the biggest supplier of my product.’ 

Today, these assumptions are pointless! You can’t plan for the amount of 
disruption that is coming your way. And if you try, you risk baking a panicky, 
knee-jerk reaction into your numbers. At best, this would be inappropriate 
and regrettable when the dust settles. At worst, this approach becomes a 
self-fulfilling prophecy.

Instead, ensure your planning and business strategy is responsive to 
change by looping in the view from the grass roots of your organisation. Head 
office might be running around like Chicken Little, but the people on the 
ground can often see the opportunities, and know where to hustle. That is why 
you employed them, after all. 

Look for the opportunities. We are resilient and uniquely adapted to make 
things happen, so we should be relishing the potential presented by the turbu-
lence in the world today!
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PUBLIC SPEAKING TRAINER
DINESHRIE PILLAY CA(SA)

http://bit.ly/DP_09_17 Business Owner and Public 
Speaking Trainer

•  Distracting movements: Avoid 
texting on your phone, shifting 
on the spot, yawning or 
shuffling paper when you are 
not talking.

•  Mindful breathing: If you are 
the second or third speaker – 
manage your nerves through 
deep breathing. Breathe in and 
out slowly while counting to 
10.  

•  Choice of clothing: Decide on 
the dress code as a team and if 
you will wear similar colours. 

•  Use and rehearse with a clicker: 
Don’t let a team member 
control your presentation – 
ever.

•  Strong speaker: Your most 
confident speaker should start 
and end the presentation. 

TEAM  
PRESENTATIONS

There may be times when you need to co-present with two or three 
other people as part of your talk. In order for you and your team to 
present with impact, follow the steps below.

•  Present as a unified force: A group presentation is one presentation 
with a number of presenters delivering it. It is not a number of 
different presentations coming together. It must be prepared, 
structured, and delivered in a unified way. The message, structure, 
slides and team must appear and behave as one. All slides must look 
and feel the same. Agree the font, headings and graphics in advance of 
slide preparation.

•  Appoint a group leader: One person from the group needs to set the 
tone, introduce and close the talk, manage the Q&A, refer questions 
if necessary, and take responsibility for managing any difficulties 
that may arise. Before the talk, the group leader should introduce 
themselves and their team members. The group leader can pre-
frame the talk by saying how long the presentation will be and that 
questions will be dealt with at the end.

•  Speaker handovers: One of the most challenging parts of a group 
presentation is transitioning from one presenter to the next. Each 
presenter must know how they will be introduced and how they will 
hand over to the next person. Ideally you want to summarise your talk 
and tell the audience how the next person will add to this. For example: 
‘Now that I have provided an overview the client, Catherine is going to 
go through the financial results.’ 

•  Rehearse as a group: Practise together out loud and be clear on who is 
saying what and when. Do not contradict each other. Make sure the 
time allocation individually adds up to the total time allocation that you 
have been allowed as a team. Use a timing device on your cell phone to 
practise and aim to finish at least 1 minute before your allotted time. 

•  You are always being watched: In a group presentation, even if you 
are not presenting, you are still visible to the audience. Be aware of 
your body language and how you are sitting or standing. Don’t slouch 
or appear bored or uninterested when others are speaking. As a team, 
decide if you will be seated or standing.

•  Support each other: The presentation is being judged as a whole so you 
are only as good as your weakest link. Make sure that everyone in the 
group is performing to the best of their ability. In answering questions 
make sure each person gets a chance to speak and contribute.

MORE ADVICE

•  Realise you can’t begin 
to plan for the amount of 
disruption you are about to 
face.

•  Embrace the hustle like 
you’ve never done before.

•  Don’t codify a Chicken Little 
response – it may just come 
true.

•  Look for opportunities and 
don’t only focus on the 
threats.

•  Leverage our adaptability 
and resilience, the 
unintended consequence of  
‘our normal’.

NAVIGATING THE 
NEW NORMAL
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‘Investors who don't have a strategy have been called sheep’ – Investopedia 
‘If you don’t have a strategy, you’re part of someone else’s strategy’ – Alvin Toffler

Only 6% of South Africans retire at the same standard of living they previously 
enjoyed. And about 33% of South Africans still have debt to pay off in retirement. A recent 
World Bank report put South Africans as some of the biggest borrowers in the world – and 
we also have one of the lowest savings rates in the world. 

Even if we are saving, are we doing it for long enough and for the right returns? How do 
we avoid being part of the 94% who don’t make it?

WHAT IS AN INVESTMENT STRATEGY?
Investopedia defines an investment strategy as ‘a set of rules, behaviors or procedures, de-
signed to guide an investor's selection of an investment portfolio. Individuals have different 
profit objectives, and their individual skills make different tactics and strategies appropri-
ate. Some choices involve a tradeoff between risk and return. Most investors fall somewhere 
in between, accepting some risk for the expectation of higher returns.’

Some of these choices involve:
• Active versus passive management
• Buy and hold strategies
• Long versus short strategy

Other choices are: indexing, value, growth and momentum strategies; dividend growth 
investing; rand cost averaging; and contrarian investing.

David Allison, a founding partner of a private wealth management company in the USA, 
believes that ‘Great trades may win battles, but a well-thought-out investment strategy wins 
wars.’  He suggests that you write down your investment strategy as a process. Once your 
strategy is written, you can look it over to make sure that it matches your long-term invest-
ment objectives. Writing down your strategy gives you something to revert back to in times 
of chaos, which will help you avoid making emotional investment decisions. It also gives you 
something to review and change if you notice flaws, or your investment objectives change. 

You can ask yourself, ‘What makes me smarter than the market?’ Does your investment 
strategy contain a belief about why investments become over or undervalued? If so, how 
do you exploit that? Also ask yourself, ‘Will my investment strategy perform well in every 
market environment?’ If not, when will it perform the worst? There is an old saying on Wall 
Street, ‘The market can remain irrational longer than you can remain solvent.’

What system do you put in place to measure the effectiveness of your investment strat-
egy? It is difficult to improve or fully understand something that you do not measure. For 
this reason, you should have a benchmark to measure the effectiveness of your investment 
strategy. Your benchmark should match your investment objective, which in turn, should 
match your investment strategy.

WEALTH ADVISOR
MIKE LLEDO CA(SA)

http://bit.ly/ML_09_17 Mike Lledo is an Associate of 
Citadel Investment Services  
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LEADERSHIP ADVISOR
GUGU MTETWA CA(SA)

http://bit.ly/GM_09_17 Non-Executive Director

KNOW YOUR
WORTH

In an American law television series I had watched a manager who had been a critical 
part of the firm’s success and who had performed tasks beyond her role, approached 
the MD and asked to be admitted as a partner in the firm. She was not a lawyer, 

which is a generally accepted qualification for partnership in a law firm. The initial reac-
tion of the MD was that he thought this was a joke. But she was serious. She put togeth-
er her case on the role she had played in the firm and the contribution to the success of 
law cases, and she quoted large law firms who had senior partners who were not lawyers. 
She realised her worth and contribution and asked for the rightful recognition.  

KNOWING YOUR WORTH–LOOKING BACK TO MOVE AHEAD
Your starting reference point is your current role. Know how much value you bring to the 
table. Take stock by performing a market analysis of your current role both internally 
and externally. Perform your own benchmark with your peers, and with those in a simi-
lar role outside your work, to get a sense of whether you are fairly recognised. Secondly, 
put together a factual business case of evidence of how you came to value your contri-
bution. Quote experiences that will distinguish your work. Thirdly do not hide behind 
humility and under-sell yourself. Be confident in yourself.

ASKING FOR WHAT YOU DESERVE 
Until you make it know what value you bring to the business, it may be overlooked. Ask-
ing for a seat at the table may be an inducement to your promotion or salary review, but 
be strategic about it. Business is about relationships and making demands is not ideal. 
Negotiate on how best to bridge the gap between your current role and the recognition 
you deserve. Have an honest and open discussion without backing down from what you 
deserve. Be versatile. Do not limit yourself and your value to your job title and qualifica-
tions. 

TIMING IS IMPERATIVE
At times it might not be the perfect time for a promotion. Exercise patience. Request hon-
est and authentic feedback where there is a gap between how you see your value and how 
it is being recognised. Agree with your boss a workable plan on how to bridge the gap. 
Feeling you are being recognised only bring the best out of your performance.  

RECOGNISE OTHERS
As a leader also show due recognition to your team members. Great leaders have a strong 
sense of self-esteem and therefore encourage their teams to be better than them. Be con-
fident enough to work yourself to redundancy in your current role by grooming potential 
successors. 

Know your worth and take a seat at the table.

•  Be strategic about 
asking to be 
recognised for the 
value you bring. 
Timing and who you 
talk to are important. 
Timing is the key 
and who you talk to 
is the door to your 
promotion or your 
salary review. 

•  Do not present 
incomplete evidence 
by omitting your 
development areas. 
This will stifle your 
business case. 

•  Be tenacious by truly 
believing in your 
contribution and the 
related recognition. 

• Do not be shy to ask.

KNOW YOUR 
VALUE TIPS

•  Do I have a plan?
•  What time frames, 

returns and volatility 
must I plan for?

•  What are my 
benchmarks?

•  How do I monitor 
the results against 
these benchmarks?

•  Which structures 
should I use for 
these investments?

•  Which investment 
platforms do I use 
to manage the 
investments?

•  What expertise do 
I have or advice I 
need?

•  Do I have the time 
to manage the 
strategy?

•  How do I protect my 
wealth along the 
way?

KEY 
THOUGHTS

DO I NEED AN  
INVESTMENT STRATEGY?
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PERSONAL FINANCE ADVISOR
GIZELLE WILLOWS CA(SA)

http://bit.ly/GW_09_17

RENT 
VERSUS BUY
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Senior Lecturer in Financial Reporting 
at the University of Cape Town

My previous article, ‘Debilitating Inflation’ in the July 2017 issue of ASA, 
was a warning not to assess growth in absolute rand terms but rather 
in percentage growth. Despite this, I found myself falling into this trap 

again. 
We’ve acquired a couple of new neighbours in the last year and being the 

sociable street that we are, it’s public knowledge how much those houses were 
purchased for. Some of them being homes that required a substantial amount 
of renovation. I was quite astounded. Those selling prices are significantly more 
than what we paid for our home a mere five years ago. ‘Wow!’ I thought, ‘I’m sit-
ting on a gold mine. I could sell my house for such a profit … But then the voice 
of reason kicks in (my husband). Taking out a calculator and working it out, our 
home has increased in value at an annual compounded rate of 9%. That’s beating 
inflation, great, but it’s not the most fantastic return. And I’ve been paying inter-
est on top of my monthly instalments. Makes one consider whether buying is a 
better option than renting … 

So I did a bit of investigating. The results were quite interesting and probably 
deserve a lengthy article, so here I’m just sharing some high-level considerations 
… but ultimately, the jury is still out on this one for me. 

Some factual points are that my total instalments that I’ve paid equate to 
50% of the purchase price. Yet, I’ve only paid off a fraction of that purchase price 
(interest again). When I add up the total amount I’ve spent on maintaining the 
home (yes, I keep detailed records, so I have this information), it’s a staggering 
number. Painting, sanding, varnishing, pool repairs, faulty lights, electric fence 
repairs, irrigation, the list goes on. These costs would not have been payable by 
me if I was renting.

And then there are rates and taxes, which just go up and up with each prop-
erty valuation. Owning a home does not come cheaply.

Furthermore, the more I travel, the more I question the concept of owning 
your property. Partly, because I’ve realised it’s very much a South African thing 
(as is driving expensive cars). But, on the other end of the spectrum, houses are 
slightly more affordable in South Africa (comparatively speaking). Your bond 
repayments are variable to the interest rate, but barring that, they remain fairly 
stable over time. Rent, on the other hand, just goes up each year (by more than 
inflation). 

As I said, I haven’t come to a conclusion on this one. Think it’s very depend-
ent on your neighbourhood and family situation. But, it’s something worth 
considering.

I know a man, in his 
seventies, who has been 
renting property his entire 
life. Not because he couldn’t 
afford to buy a home, but 
because he chose not to. 
He’s a bachelor, so enjoyed 
being able to move every 
couple of years and explore 
a new neighbourhood. But 
most importantly, he made 
an active decision to save 
the differential between his 
rent payable and what he 
would have paid on bond 
instalments. Fast forward 
many years, he’s sitting with 
a healthy sum of money and 
is still never required to pay 
anything when the toilet 
breaks.

TRUE STORY
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SMME    
GRANT FUNDING

A popular discussion point 
around economic growth 
is small business and its 

role in growing and stabilising 
the economic prosperity of our 
country. Small businesses could 
be classified as ‘dynamic growth-                       
focused SMMEs (DGFs) and ‘pover-
ty alleviation SMMEs’ (PAs). DGFs 
traditionally need little public 
sector assistance, as the private eq-
uity players in the market tend to 
partner with such businesses. My 

focus is the small businessperson 
who has no dreams of ruling the 
business world but rather wants 
to provide for his or her family and 
extended family. 

It is perhaps to these PAs that 
grant funding provides that neces-
sary injection of cash which makes 
the business sustainable.

AVAILABLE GRANTS 
Government has developed a raft 
of grants that are designed to boost 

different areas of the economy, 
including small business. 

The information below is a 
summary of what can be found on 
the websites of the Department 
of Small Business Development 
and the Department of Trade and 
Industry 

WEBSITE
(http://www.dsbd.gov.za/ and https://
www.thedti.gov.za/financial_assistance/
financial_assistance.jsp respectively). 

This article is an attempt to 
provide useful information to 
the accountants of two types 
of business people in relation 
to access to grant finance 
offered by the Department 
of Trade and Industry and 
the Department of Small 
Business Development AUTHOR: Afzal Khan is National Small and Medium 

Practice Interest Group (NSMP-IG) chairperson
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The above is merely an awareness of 
some government grant funding out 
there for small businesses. While there 
will always be private sector interest 
in DGFs, it is clear that PAs need to be 

assisted by those of us who can so that 
our homes are more prosperous and 
our hearts are more at peace.

I urge all accountants to use this 
information to access such funding 

for their SMME clients. Should 
you require further assistance or 
guidance and access, please contact 
SAICA’s Small and Medium Practic-
es Division. 
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Strategic Partner-
ship Programme 
(SPP)

R45 million over three 
years

A programme for Registered Industry Association compris-
ing a minimum of five members. Such a body must develop 
SMEs. It must have been in existence for two years prior 
and have a minimum turnover of R100 million in such years

Aquaculture 
Development 
and Enhance-
ment Programme 
(ADEP)

R30 million A programme for various aquaculture businesses 

Black Industrial-
ist Scheme (BIS) 
– dream big, my 
friends

Up to R50 million A programme for various industrial projects in many sectors 

Manufacturing 
Competitiveness 
Enhancement 
Programme 
(MCEP)

Four-year working capital 
loan or R50 million per ap-
plication of cost of 4% fixed 
per annual with no raising 
fee. Seven-year plant and 
equipment loan for black 
industrialists on similar 
terms

A programme that offers a loan to qualifying entities 

Capital Projects 
Feasibility  Pro-
gramme (CPFP)

Between R100 000 and 
R8 million

A programme for the manufacture of machinery used to 
create capital goods, electrical equipment, etc, outside South 
Africa

Export Marketing 
Investment Assis-
tance (EMIA)

A programme where local manufacturers, exporters, etc, can 
apply to have the costs of flights, subsistence, sample trans-
portation, marketing material and exhibition costs covered

Sector Specific As-
sistance Scheme 
(SSAS)

R3 million A programme for export councils, joint action groups and 
industry associations for research, strategy and advertising

Project Funding 
for Emerging  Ex-
porters (PFEE)

R1,9 million A programme for export councils, industry associations, 
business chambers, SEDA, municipalities, provincial invest-
ment and economic development agencies to cover costs for 
qualifying SMMEs in relation to flights, subsistence, sample 
transportation, marketing material and exhibition costs

Business Process 
Services (BPS)

Incentive is a sliding scale 
and is an incentive per job 
created

An incentive for offshore jobs created

Film Incentive 
(FI)

Capped at R50 million for 
foreign productions. No 
cap for local or co-produc-
tions

Ranges from 35% to 50% of qualifying South African expend-
iture in relation to movie production 
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GRANT/INCENTIVE R-VALUE BRIEF EXPLANATION

Informal and Micro 
Enterprise Devel-
opment Programme 
(IMEDP)

100% offered up to R80 000 This grant is offered to informal and micro enterprises to assist 
them with improving their competitiveness and sustainability in 
order to become formal businesses and part of the mainstream 
economy with turnovers from R1 000 to R200 000

Shared Economic 
Infrastructure 
Facility (SEIF)

50:50 cost-sharing grant 
capped at R5 million (VAT 
inclusive) per qualifying 
applicant

The programme is a made available on a reimbursable basis, 
where DSBD makes a contribution of 50% towards the qualifying 
infrastructure project upon the completion of agreed milestones. 
Guidelines have been amended to also accommodate special pro-
jects for deserving projects to be assisted even without collateral

Black Business 
Supplier Develop-
ment Programme 
(BBDSP)

R1 million broken into a 
maximum of R800 000 
for tools, machinery and 
equipment and R200 000 for 
business development and 
training

The programme aims to leverage the competitiveness of black- 
owned enterprises through the provision of machinery, tools, 
equipment and business development services 

Cooperative Incen-
tive Programme 
(CIS)

R350 000 to one cooperative 
entity and up to R10 million 
to fund a secondary coopera-
tive so as to provide support 
to the primary cooperative

The programme aims to promote the development and compet-
itiveness of sustainable cooperatives that promotes equity and 
greater participation by black persons, women, persons with 
disabilities and youth. The scheme provides financial support in 
the form of grants to cooperatives 

Enterprise Incu-
bation Programme 
(EIP)

Incubators can receive up to 
R10 million

The programme has been designed to best respond to the spec-
ifications placed by firms in opening markets for enterprises in 
their supply chains; implement a market-driven approach to 
identify incubation opportunities as opposed to a needs-driven 
approach; assist with the identification of specific markets and 
provide focus and direction to the incubator’s work of preparing 
entities to supply local markets; and provide support for the 
growth and expansion of SMMEs and cooperatives 

Secondary Mar-
keting Cooperative 
Incentive Scheme 
(SMCIS)

Cooperative can receive up 
to R10 million

The programme is to assist secondary marketing cooperatives to 
provide specialised managerial services not available within the 
cooperative, such as quality control, logistical services, bulk-buy-
ing, marketing and other value-adding services to primary coop-
eratives and thereby unleashing their potential to achieve econ-
omies of scale, obtain fair market prices for goods and services, 
comply with the relevant industry and market requirements and 
to increase profitability for members and thus contributing to 
the economic development and growth of the economy 

Critical Infrastruc-
ture Programme 
(CIP)

Up to R50 million for infra-
structure

A grant for infrastructure and includes industrial parks, renewa-
ble energy projects, and upscaling on agro-production capacity in 
that area 

Cluster Develop-
ment Programme 
(CDP)

Up to R10 million for a clus-
ter development

A grant of for cluster development consisting of five or more reg-
istered tax-paying entities or NPOs. The majority of tenants must 
be involved in manufacturing or supply-based entities. There are 
BEE requirements

Support Pro-
gramme for Indus-
trial Innovation 
(SPII)

R5 million for all business 
and an additional R2 million 
for small business

A grant for commercially viable and internationally compet-
itive technological innovative products to cover a percentage 
of pre-competitive development activities such as personnel, 
travel, materials, assets, software, documentation, testing, 
licensing, certification, patents and consulting
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THE 1-2-3    
OF AUDIT COMMITTEES

With the issuance by the 
Institute of Directors 
in Southern Africa of 

the King IV Report on Corporate 
Governance for South Africa (2016) 
(King IV Report) on 1 November 
2016, it became evident that the 
audit committee is still considered 
to be one of the most useful and 
necessary board committees in any 
organisation.

Several authors have noted that 
there is little difference between 
the King Report on Governance 
for South Africa (2009) (King III 
Report) and the King IV Report 
and that the majority of audit 
committees will continue to function 
as they have under the King III 
Report. Although this may be 
the case, it is important that the 
requirements of the King IV Report, 
including the difference in approach 
between the two reports, be taken 
into consideration timeously to 

ensure that audit committees 
are aware of their duties and 
responsibilities as contained in the 
King IV Report. The King IV Report 
is effective for financial years 
commencing from 1 April 2017 and 
replaces the King III Report in its 
entirety. 

In assisting organisations to be 
King IV ready, it is important to 
look at who should have an audit 
committee; the composition of the 
audit committee and its required 
qualifications; and enhanced 
disclosure requirements.

WHO SHOULD HAVE AN AUDIT 
COMMITTEE?
Whereas the King III Report 
recommended that every 
organisation appoint an audit 
committee, the King IV Report 
recommends that the governing 
body1 of an organisation that 
issues audited financial statements 

should consider the need for 
such a committee as deemed to 
be necessary to fulfil the role of 
providing independent oversight of:
• The effectiveness of the 

organisational assurance 
functions and services, with a 
particular focus on combined 
assurance arrangements, and 

• The integrity of the annual 
financial statements and other 
external reports issued by the 
organisation.2 

The King IV Report further 
acknowledges that the 
establishment of an audit 
committee is a statutory 
requirement for some 
organisations.3 The Companies 
Act 71 of 2008 requires a 
public company, a state-owned 
company or other company that 
is required by its Memorandum 
of Incorporation to have an audit 

This is the first part in a 
series of articles on the 
1-2-3 of audit committees. 
The recommended 
responsibilities of the audit 
committee as contained in 
the King IV Report will be 
explored in the next part 

AUTHOR: Cornelie Crous CA(SA), Senior Lecturer: 
School of Accountancy at the University of the 
Free State 

committee. Furthermore, the 
JSE listing requirements require 
listed companies to have an audit 
committee. 

COMPOSITION OF THE AUDIT 
COMMITTEE AND REQUIRED 
QUALIFICATIONS
The King IV Report recommends 
that all members of the audit 
committee, including the chair, 
be independent, non-executive 
members of the governing body.4 
The King IV Report further 
recommends that the audit 
committee should, as a whole, have 
the necessary financial literacy, 
skills, and experience to execute 
their duties effectively.5 

This principle does not 
provide detailed guidance on the 
qualifications and skills of the 
audit committee. Regulation 42 of 
the Companies Regulations, 2011, 
however, does provide guidance on 
the qualifications for members of the 
audit committee for companies. This 
regulation indicates that at least 
one-third of the audit committee 
members should have academic 
qualifications, or experience, 
in economics, law, corporate 
governance, finance, accounting, 
commerce, industry, public affairs or 
human resource management. The 
skillset needed will be determined 
by the specific needs and risks of 
the organisation and the industry 
in which they function. The 
establishment of an audit committee 
comprising members with the right 
skillset and suitable qualifications 
is fundamental to the effective 
functioning of the committee.

ENHANCED DISCLOSURE 
REQUIREMENTS    
A significant adjustment for audit 
committees will be the changes 
in the enhanced disclosure 
recommendations contained in 
the King IV Report. Principle 8, 

paragraph 59 of the King IV Report 
contains the detail disclosure 
recommendations for audit 
committees. To apply the ‘Apply 
AND Explain’ approach of the King 
IV Report, each audit committee 
will be required to explain how 
they performed their duties and 
functions during the year. With this 
shift from the ‘Apply OR Explain 
approach contained in the King 
III Report, audit committees are 
no longer required to explain why 
certain principles are not applied, 
resulting in a change in the focus of 
disclosures to a positive approach. 
In practice, it may be a good idea 
for governing bodies to match 
this positive disclosure approach 
to the terms of reference of the 
audit committee to ensure the 
completeness of disclosures.  

In addition to the required 
statutory disclosures applicable to 
the audit committee of a particular 
entity and the general disclosures 
for any committee of the governing 
body on an entity (as per principle 
8, paragraph 50), the King IV 
Report also recommends that the 
audit committee disclose their 
satisfaction that the external 
auditor is independent. It is 
recommended that this statement 
confirming the audit committee’s 
satisfaction with the independence 
of the external auditor address:6

• Policies and controls regarding 
non-assurance services 
provided by the external 
auditors

• Tenure of the external audit 
firm

• The rotation of the designated 
external audit partner, and

• Any significant changes 
in the management of the 
organisation during the 
external audit firm’s tenure 

Any significant audit matters that 
the audit committee considered 

during the external audit should 
also be disclosed, together with the 
committee’s view on the quality 
of the external audit.7 Other 
disclosure requirements include:8

• Arrangements regarding the 
combined assurance model with 
the audit committee’s view on 
the effectiveness of this model

• The audit committee’s views on 
the effectiveness of the Chief 
Audit Executive (CAE) and the 
arrangements for internal audit

• The audit committee’s view on 
the effectiveness of the design 
and implementation of internal 
financial controls

• The audit committee’s views on 
the effectiveness of the Chief 
Financial Officer (CFO) and 
the finance function

CONCLUSION
Although the recommendations 
on who should have an audit 
committee and the composition, 
functions, and duties of such a 
committees have not changed 
significantly from the King III 
to the King IV Report, there are 
additional requirements that audit 
committees need to consider. A 
significant adjustment for most 
organisations about the changes 
affecting the operation of an audit 
committee will probably be the 
enhanced recommended disclosure 
practices in the King IV Report. 

NOTES
 1  The governing body is the structure 

that has primary accountability for 
the governance and performance of the 
organisation; the board of directors in the 
case of a company, the board of a retirement 
fund, the accounting authority of a state-
owned entity and a municipal council.

2 Principle 8, paragraph 51.

3 Principle 8, paragraph 51.

4 Principle 8, paragraphs 56 and 57. 

5 Principle 8, paragraph 55.

6 Principle 8, paragraph 59(a)

7 Principle 8, paragraphs 59(b) and (c).

8 Principle 8, paragraph 59(d)–(f). 
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IAASB IN SOUTH AFRICA     
COMPLEXITIES & CHALLENGES

The IAASB is an internation-
al standard-setting body 
tasked with issuing stand-

ards that promote high-quality 
auditing, assurance and other re-
lated-service engagements that are 
performed consistently throughout 
the world, and in the public inter-
est. Subsequent to the issue of the 
clarified International Standards 
on Auditing (ISAs) in 2009, the 
IAASB commenced with a com-

prehensive post-implementation 
review project aimed at assessing 
whether the clarified ISAs were be-
ing understood and implemented in 
the way that the IAASB intended.    

THE CURRENT COMPLEXITIES
The results of the post-imple-
mentation review of the clarified 
ISAs identified ISA 315 (Revised), 
Identifying and Assessing the Risks 
of Material Misstatement through 

Understanding the Entity and Its 
Environment, as one of the stand-
ards with the biggest challenges 
and in-practice issues. 

The issues that were raised 
included the following:
• Clarify the purpose of 

obtaining an understanding of 
the entity and its environment, 
including the entity’s internal 
controls:
•   Why does the auditor 

SAICA recently hosted 
representatives from the 
International Auditing 
and Assurance Standards 
Board (IAASB) where the 
complexities and challenges 
relating to extant ISA 315 
(Revised) were heard ‘straight 
from the horse’s mouth’ in the 
context of the IAASB’s current 
standard-setting projects AUTHOR: Hayley Barker Hoogwerf 

is Project Director: Assurance at SAICA

have to obtain an 
understanding of the 
entity’s internal controls 
in those instances where 
a substantive approach 
is going to be followed 
with no reliance being 
placed on the internal 
controls? It is necessary 
to clarify that the 
auditor’s understanding 
of internal control 
relates more broadly to 
the identification and 
assessment of risks of 
material misstatement, 
even where controls will 
not be tested.

•  What is the extent of the 
understanding required?

•  In the existing standard, 
there are five components 
of internal control. What 
is the auditor required 
to do for each of the 
five components? These 
components are all 
different and the work 
effort required in relation 
to each component is 
unique. 

• ISA 315 (Revised) requires 
the auditor to obtain an 
understanding of the internal 
controls relevant to the audit.1 
What does ‘relevant to the 
audit’ actually mean?

• ISA 315 (Revised) indicates 
that with respect to some risks, 
the auditor may judge that it 
is not possible or practicable to 
obtain sufficient appropriate 
audit evidence only from 
substantive procedures.2 In 
the current technological 
environment in which 
businesses operate (taking 
cognisance of the evolution of 
information technology), the 
performance of substantive 
procedures in obtaining audit 
evidence may no longer be 

practical, possible or effective. 
When this situation arises 
and the auditor is required to 
obtain an understanding of 
the internal controls that have 
been implemented in response 
to risks relating to inaccurate 
or incomplete recording of 
routine and significant classes 
of transactions or account 
balances,3 what is required at 
the risk assessment stage and 
how does this translate into 
the work that is subsequently 
performed in terms of testing 
the operating effectiveness of 
the controls and the total mix 
of evidence required to reduce 
audit risk to an acceptable low 
level at the assertion level for 
the classes of transactions and 
account balances concerned? 

ADDRESSING THE COMPLEXITIES
The IAASB has recognised the 
importance of the auditor’s un-
derstanding of the entity and its 
environment, including the entity’s 
internal controls because of the role 
that this understanding plays in 
relation to the identification and 
assessment of risks of material 
misstatement. To this end, each 
audit will have a varying amount of 
internal controls that will ultimate-
ly impact on the auditor’s response 
to the assessed risk, as required by 
ISA 330. 

In relation to small and medium 
practices (SMPs) where the client 
base consists of smaller entities; 
or, more generally in performing 
audits of smaller entities, the 
internal control environment may 
be less prevalent and sophisticated. 
It has been acknowledged that even 
in these circumstances the auditor 
is still required to have a basic un-
derstanding of the entity’s internal 
control relevant to the audit. The 
IAASB is still deliberating what is 
meant by a basic understanding; 

what is the extent of the work that 
needs to be performed; and what is 
the auditor required to include on 
the audit file to demonstrate that 
this understanding has been appro-
priately obtained.   

Other areas that the IAASB is 
considering in revising the extant 
ISA 315 (Revised) include the 
following:
• The IAASB is looking at 

modernising the standard for 
developments in information 
technology (IT). The 
environment in which audits 
are conducted has evolved 
and, although the current 
standard can still be used; 
there are areas where it is not 
helpful or useful. The IAASB 
is therefore thinking through 
how they can incorporate 
technology into the standard 
or show how technology is 
actually being used. This is 
no easy task because of the 
rapid pace at which technology 
changes. The IAASB is trying 
to draft standards that are 
as future proof as possible, 
by keeping them principles-
based so that the standards 
can still be applied in different 
circumstances, and be scalable.

• With the advancements 
made in the IT arena, IT 
controls – including general 
controls – have become more 
important in the auditing 
environment of today and 
the current standard is seen 
to be ‘light’ on some of these 
IT-related matters. Initial 
discussions have commenced, 
which include the relationship 
between IT general controls 
and application controls. 
This is a difficult area 
because of the complexity 
of IT systems, including the 
use of terminology that not 
all auditors may be familiar 
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with. The aim here is to keep 
the standard at a level that 
auditors will understand, while 
still addressing the relevant 
matters relating to IT. 

• ISA 315 (Revised) needs to be 
enhanced in the area of data 
analytics. The IAASB needs to 
think about how auditors use 
data analytics and ensure that 
the standards are enabling 
the auditor to appropriately 
incorporate the use of data 
analytics into the auditing 
process.  

• The ISAs need to be scalable 
in that they can be applied 
to small or large audits (or 
to simpler or more complex 
audits). The scalability of 
the standards is not specific 
to SMPs. However, as these 
standards get more complex, it 
becomes more difficult to use 
these effectively in the audits 
of smaller entities. The IAASB 
is therefore considering how 
the concept of scalability can be 
incorporated into the revised 
standard. Here, the IAASB is 
using the term ‘think simple 
first’ and then scale up to allow 
for higher order application as 
the environment becomes more 
complex. It would be important 
to incorporate this concept into 
ISA 315 (Revised) since this is 
the standard that ultimately 
drives the auditor’s work effort.

• The IAASB is revisiting the 
continued relevance of the 
components of ‘risks of material 
misstatement’, namely inherent 
risks and control risks, and how 
the auditor’s understanding 
and application of these 
concepts could be enhanced 
through the requirements and 
application material in ISA 
315 (Revised). Furthermore, 
they are considering the 
appropriate use of the concept 

of significant risk; including the 
approach to the identification 
of significant risks and the 
sufficiency of identifying and 
responding to risks other than 
significant risks. The IAASB 
is deliberating the notion of a 
‘spectrum of risk’ as opposed to 
a primarily distinguishing only 
between significant risks and 
risks that are not significant.

• The documentation 
requirements contained in 
ISA 315 (Revised) need to 
be expanded on. There are 
instances where audit work 
may have been performed, 
in that the auditor may have 
considered the matter but 
this is not demonstrated or 
documented on the audit file. If 
key or significant matters are 
not documented, it tends to give 
rise to issues with regulatory 
bodies when inspections are 
performed. The audit file 
therefore needs to be very 
clearly documented and the 
documentation requirements 
contained in ISA 315 (Revised) 
need to be expanded on to cater 
for this. 

• There are areas where 
definitions, language and 
structure are inconsistent. 
The intention of the IAASB 
may be that, although certain 
terms are defined differently, 
some terms do carry the same 
meaning but the market 
sometimes sees these as having 
different meanings. Therefore, 
there is a need to ensure that 
all definitions, terms and 
language are consistent and 
clear.

• With all of the projects that 
are currently under way, there 
is a conscious consideration of 
professional scepticism. It is not 
sufficient for the standard to 
merely require that the auditor 

be sceptical – it also has to 
address what this actually 
means. The standard therefore 
needs to be expanded on, to 
include specific requirements 
that will ultimately drive 
behaviour that is characterised 
by professional scepticism, 
that is, a sceptical mindset. 
The IAASB needs to identify 
the areas where professional 
scepticism plays a role and 
build on this in the standard. 

IN SUMMARY
The underlying principle of a risk-
based audit upon which the ISAs is 
based focuses on the identification 
and assessment of the risks of ma-
terial misstatement of the financial 
statements and designing and 
performing further auditing proce-
dures in response to the assessed 
risks. ISA 315 (Revised) is founda-
tional to the audit in that it drives 
the work effort of the auditor; yet 
it seems that there is either a link 
missing or an unclear link between 
obtaining an understanding of the 
entity and its environment, includ-
ing internal controls, the identifi-
cation and assessment of the risks 
of material misstatement and the 
further audit procedures that are 
ultimately performed. 

The IAASB has recognised the 
important function that ISA 315 
(Revised) fulfils as a foundational 
standard, including the ensuring 
that a clear link is made between 
ISA 315 (Revised) and the other 
standards and that the princi-
ple-based requirements contained 
throughout the ISAs are consistent 
as the revised standards are draft-
ed as part of the IAASB’s current 
projects. 

NOTES

1  ISA 315 (Revised), 12. 

2  ISA 315 (Revised), 30.

3  ISA 315 (Revised), 30.
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MICHELE TAGLIATTI (29), FINANCIAL MANAGER 
AT LIQUID TELECOMMUNICATIONS SOUTH AFRICA 
(PTY) LTD

Describe yourself in a few words. I’m a hardworking, 
goal-oriented person with inward focus. I work hard / 
play hard and as such, balance between work, sport and 
family is an important aspect of my life. 

Your favourite hobby? Playing sports. I play 
competitive hockey, squash, archery and indoor 
cricket.

Something most people don’t know about you? 
I enjoy collecting snow globes from countries I 
travel to. 

Your secret key to success? Work hard and build 
relationships with people. Be decisive and be 
ethical in all decisions you make.

Something you can’t live without? My miniature 
toy Pomeranian, Monty.

ROBIN HERSELMAN 
(34), GROUP FINANCE 
DIRECTOR AT 
INTERNATIONAL 
FACILITIES SERVICES 
(IFS)

Describe yourself in a 
few words. I’m a relater, 
someone who likes to 

build deep relationships 
with a trusted group of 

people. An active person that 
enjoy sports, particularly ones 

that get the adrenalin going and 
heart racing.

Your favourite hobby? Kite 
surfing, mountain biking and surf 
ski paddling.

The greatest lesson learnt in your 
life? A great cliché: ‘people are the 
greatest asset’. 

Very little can be achieved on your 
own, which makes it fundamentally 
important to surround yourself 
with great people and to look after 
them. 

Leadership comes with the 
responsibility of making decisions 
with a realisation of how it will affect 
those around you.

Which mantra do you live by? It all 
works out in the end. 

If it hasn’t worked out, it isn’t the 
end.
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Describe yourself in a few words. I am organised, balanced, 
strong-willed, conscientious, honest and meticulous.

Your favourite hobby? Hiking.  My husband and I were 
fortunate to recently have hiked to the summit of Mount Fuji 
in Japan. 

Something most people don’t know about you? I am a 
closet- case musical watcher. I have loved musicals since I was a 
little girl and some of the songs still manage to help me with the 
monotony of the day – like getting medicine into the kids while 
singing ‘a spoon full of sugar helps the medicine goes down’. 

The greatest lesson learnt in your life? Be yourself and be 
humble. ‘Pride comes before the fall.’ 

Your secret key to success? Having God in my life. I cannot do it 
alone. 

SURENE BEAGLY (32), 
MANAGEMENT ACCOUNTANT 
AT KHETH’IMPILO AIDS FREE 
LIVING
Describe yourself in a few 
words. Enthusiastic, caring, 
determined.

Something most people don’t 
know about you? I studied 
speech therapy for a year 
before I changed courses to B 
Accounting.

The greatest lesson learnt in 
your life? Always consider a 

situation from the point of view 
of all parties involved. 

Your favourite holiday 
destination and why? I grew 
up in Namibia and every time 
I go back I realise that there is 
something incredibly special 
about the vast open spaces, 
the gentle pace of life, and the 
generosity of the Namibians.

Something you can’t live 
without? My Kindle.

Your favourite gadget? My 
Nespresso machine!

KUBENDREN PILLAY (32), CFO AT TB/HIV CARE ASSOCIATION

Describe yourself in a few words. I can see the bigger picture and like to understand 
how things work.

Your favourite hobby? I loved playing action cricket (which I haven’t done in a while!).

The greatest lesson learnt in your life? Empathy is a key component for creating 
harmony.

Your secret key to success? Think things through and simplify.

Which mantra do you live by? The golden rule: treat others like you want to be treated.

The best advice you would give someone leaving Grade 12? Don’t stagnate; keep 
pushing yourself to the next level.

Your favourite gadget? The X-Box.

MONIQUE KEEVY (35), SENIOR LECTURER AT 
UNIVERSITY OF JOHANNESBURG
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KAREN ODENDAAL 
(33), HEAD OF 
DEPARTMENT: 
ACCOUNTANCY 
STUDIES AT 
MONASH SOUTH 
AFRICA
Describe yourself 
in a few words. I 
am a family-oriented 

person, highly 
motivated and always 

striving to be the best 
I can be and achieving 

the best possible results in 
every aspect of my life.

Your favourite hobby? 
Playing squash; it’s my absolute 
favourite!

Something most people don’t 
know about you? We live on a farm 
in the Cradle of Humankind and 
have an ancestral village located on 
our property. 

Also, I am the proud owner of seven 
rescue dogs and a talkative African 
Grey parrot that says ‘Ons gaan nou 
braai …  Pappegaai-braai.’

Which mantra do you live by?  
Whatever you do, do it with all your 
heart.

TOP 35 UNDER thirty five
2017 FINALISTS

Describe yourself in a few words.    
I am innovative and push boundaries.

Your favourite hobby?      
Travelling and experiencing  new cultures.

Something most people don’t know about you?   
I have played tennis from the age of four. 

The greatest lesson learnt in your life?   
There are always key moments in life that present 
opportunities. Do not be afraid to own those 
opportunities.

The mantra you live by?     
Learning never stops.

The best advice you would give someone leaving 
Grade 12? 
You flourish as an individual when you are out of your 
comfort zone. Don’t be afraid of these moments; rather 
embrace them.

Your favourite holiday destination and why? 
Kota Kinabalu inMalaysia. The marine life is amazing.

HUSAIN COOVADIA (30), SENIOR 
LECTURER AT UNIVERSITY OF 

JOHANNESBURG

EXPERIENCE          INTERNATIONALITY          EMPLOYABILITY

Monash South Africa Limited incorporated in Australia External Profit Company is registered as a private higher education institution under the Higher 
Education Act of 1997. Registration number: 2000/HE10/002

THE 
WORLD 
CLASS

Visit  www.msa.ac.za  for more information

STUDY AT YOUR OWN PACE    PERSONALISED LEARNING SUPPORT    CONVENIENT SATURDAY CLASSES

Our range of degrees and programmes are 
taught by dedicated subject experts and 
provides you with the opportunity to enhance 
your skills, giving you that additional edge 
over your peers. 

MSA helps you to pursue your passion in 
an innovative and challenging learning 
environment.

DIPLOMA IN ENTREPRENEURIAL AND SMALL 
BUSINESS OPERATIONS

BACHELOR OF BUSINESS SCIENCE 
(SPECIALISING IN ACCOUNTING) 
Offered for school leavers and through 
flexible learning for Working Professionals

POSTGRADUATE DIPLOMA IN ACCOUNTING

MBA AND MIB

EXECUTIVE 
MSA

FFWD
YOUR CAREER

POSSIBILITIES DO NOT ADD UP.  
THEY MULTIPLY. 
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Describe yourself in a few words. Tall, dark and handsome… no 
seriously  –  I would say fun, smart, hardworking and with just the right 
amount of stubbornness.

Your favourite hobby? Volleyball. Indoor or beach, it’s amazing.

The greatest lesson learnt in your life? It does not matter what others 
think of you, what does matter is what you think of yourself – be humble 
and always remember to count your blessings.

The best advice you would give someone leaving Grade 12? 
Be patient with yourself and believe in yourself and your abilities. Your 
hard work will pay off. 

Something you can’t live without? My family. They are my smile in the 
morning, my strength through the day, and my peace at night.

Your favourite hobby? My PwC secondment to 
Chicago ignited my love for travelling and I have 
been planning the next holiday ever since. I have 
visited over 30 countries – next up is a yacht week 
in Croatia.

Something most people don’t know about you? 
I am an avid wine collector and also I collect 
investment art.

Your secret key to success? 
Stay humble and true to yourself. Treat everybody 
from the tea lady to the CEO with the same amount of 
respect. 

The mantra you live by? 
‘You have to accept whatever comes your way and the 
only important thing is that you meet it with the best you 
have to give. Nothing more, nothing less.’

CLIFFORD MACK (33), HEAD 
OF STRATEGIC PROJECTS AT 
NEDBANK INSURANCE

Describe yourself in a few 
words. I don’t easily back down 
and in everything that I do I 
have a positive outlook that 
what I seek to do will succeed.  

Your favourite hobby? Hard to 
choose! I do cycle and read a lot …  

Something most people don’t 
know about you? I am a surviving 
sibling of three. I carry my two late 

sisters in my heart: this makes me 
appreciate the life I have today and 
try to do more.

The greatest lesson learnt in 
your life? Don’t forget to notice 
the value and personal growth 
the people in your circle of family/
friends/colleagues have gone 
through in their lives and realise 
that they have stepped up a level in 
whatever they are doing.

Your secret key to success? 
I wake up at 4 am and plan to get 
focused on the day’s priorities.

JANICE SAMBAZA (34), SENIOR ASSOCIATE – INDUSTRIALS AT MUSA GROUP

Describe yourself in a few words. I am God-fearing with a passion for life, 
people, innovation, continuous development and entrepreneurship.

Something most people don’t know about you? I own a wedding gown 
business in Zimbabwe.

The greatest lesson learnt in your life? With perseverance and 
determination, you can conquer all.

Your secret key to success? Then it won’t be a secret –? I believe I can 
do all things through Christ who gives me strength.

The est advice you would give someone leaving Grade 12? Be true to 
yourself. Select a qualification that represents who you are and what 
you are passionate about.

What is your favourite holiday destination and why? Engelberg, 
Switzerland. The simplicity and natural beauty of the village, 
breath-taking views, and warmness of the locals. 

JULIAN PALLIAM (33), 
ADMINISTRATIVE MANAGING 
DIRECTOR (AMD) AT METSO 
SOUTH AFRICA

AVEREN DEONANAN (35), HEAD 
OF FINANCE AT ALLEN & 
OVERY (SOUTH AFRICA) LLP

Describe yourself in a few 
words. I am a driven, ambitious 
and dedicated individual who 
is passionate in all that I do. As a 
person, I am sociable and love sport, 
the outdoors and spending time with my family. 

Something most people don’t know about you? 
I come from humble beginnings.

The greatest lesson learnt in your life? Change is 
certain. Embrace it and let it be the source of your 
growth.

Your secret key to success? 
Create value in all that you do and you will always be 
invaluable to your team and organisation.

Your favourite holiday destination and why? Thailand. 
Who can resist a good massage and a delicious Nutella 
pancake?

DAMIAN JUDGE (34), FINANCIAL 
DIRECTOR AT KAYMAC PTY LTD 
T/A KAYTECH

Describe yourself in a few 
words. 
I am a passionate, young, yet 
experienced executive who aims to 
continuously add value.

Your favourite hobby? Road running and golf.

The greatest lesson learnt in your life? No matter the 
challenge, with the right support you can accomplish 
anything you put your mind to.

Your secret key to success? Energy and focus – we all 
have potential but without focus and adding energy to 
that focus very little can be achieved. 

The mantra you live by? Keep adding value in 
everything you do.

Favourite holiday destination and why? Game reserves 
in general. Being in the wild is a great way to recharge 
your battery and escape from the general stress of life. 

DAWIE SWARTS (28), GROUP FINANCIAL 
REPORTING MANAGER AT GROWTHPOINT 

PROPERTIES LIMITED
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LOGAMAL RAMIAH (33), CFO AT NETSURIT

Describe yourself in a few words. 
I am a fun-loving, energetic woman with a strong sense of 
purpose.  

Your favourite hobby? 
Cooking and gardening.

Something most people don’t know about you?
I love to try something new – last year I did bungee jumping 
between trees (I screamed so loud that my team got extra 
points). 

The greatest lesson learnt in your life? 
Fail fast and move forward. 

Your secret key to success? 
My perfectionism and determination to never give up.

The mantra you live by? 
Don’t tell me it cannot be done – because I will.

Favourite holiday destination and why? 
Mauritius – I got married on the island.

JAMES WILKINSON (33), 
GROUP GENERAL MANAGER: 
BUSINESS IMPROVEMENT 
AT DISTELL GROUP LIMITED

Describe yourself in a few 
words. 

I am very self-determined – both 
in my personal life and at work. I 

am tough on myself, and those that 
I work with, about being outcomes 

and results oriented  –  you  may call it 
competitive, I guess. 

The greatest lesson learnt in your 
life? Your parents are probably right 
most of the time. 

Your secret key to success? 
I don’t think there is necessarily a secret 
key to success – I don’t even think I have 
a good definition of it for myself yet. 

The mantra you live by? 
All good is hard. All evil is easy. Dying, 
losing, cheating and mediocrity are 
easy. Stay away from easy (Scott 
Alexander).

thirty five
35 

UNDER

SPONSORED BY

DARREN LANG (28), DIRECTOR 
AT EXCEL ACADEMY

Describe yourself in a few 
words. Peak performer; 
decisive; solution driven. 
I work smart, not hard. I 
maintain strong values at all 
times.

Your favourite hobby? 
Triathlon – swimming, cycling, 

running.

Something most people don’t 
know about you? I have a bowl or 

two of chocolate cereal most nights 
before bedtime. I can’t wait for breakfast.

The greatest lesson learnt in your life? 
Being a good person with good values 
and morals should be entrenched in a 
human being’s blueprint, which one must 
be sure to always live by. Also, add value to 
people’s lives and the money will follow. In 
other words, don’t chase the money. 

Your secret key to success? 
Primarily my wife. Also, sensible 
time management, working with a 
powerhouse team and asking lots of 
questions. 

TOP 35 UNDER thirty five
2017 FINALISTS

SHIVANI RAMDHANI (33), 
GENERAL MANAGER: 
GROUP FINANCE AND 
GROUP INVESTOR 
RELATIONS AT 
AFROCENTRIC 
GROUP

Describe yourself in a 
few words. 
I am an extremely friendly 
optimist who believes in living life to the fullest. 

Your favourite hobby?
Baking delicious treats for my family. I recently 
started to learn the game of golf.

Something most people don’t know about you? 
I had a very humble upbringing and was raised by 
my mum after my dad passed away when I was just 
5 years old. 

The journey was difficult, but I look back on those 
days with fond memories as it has moulded me into 
who I am today. 

VANGELIS KYRIAZIS 
(27), CO-FOUNDER 
OF SYFT ANALYTICS

Describe yourself in 
a few words. 
I am passionate 
for enabling small 
businesses to succeed. 

Your favourite hobby? 
Touch rugby.

Your secret key to success? 
Hard work and surrounding myself with good people.

The mantra you live by? 
No one ever injured their eyesight by looking on the 
bright side.

The best advice you would give someone leaving 
Grade 12? 
Never give up and get as much small business 
exposure as possible.

Your favourite holiday destination and why? Samos 
Island, Greece. Good weather and good food.

Something you can’t live without? 
My Macbook Pro.

Your favourite gadget? 
Nutribullet.
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[ REGULARS | HEALTH ] [ HEALTH | REGULARS ] 

In the South African financial 
services sector, some 55% of 
people are overweight, 60% 

do not exercise, 20% smoke, and 
20% report serious stress problems 
… the list goes on and paints an 
alarming picture: few live well and 
few are well. The most worrying 
issues are the classic ones of being 
overweight and lack of exercise. 

WEIGHT
Body mass index (BMI) is a simple 
formula (weight in kilogrammes 
divided by height in metres 
squared) that describes how 
under- or overweight a person is, 
independent of gender or age. BMI 
classifies people as:
• Underweight (BMI <18,5)
•  Healthy weight (BMI 18,5 to 

24,9)
• Overweight (BMI 25,0 to 29,9)
• Obese (BMI 30+)

Despite being imperfect (for 
example, the formula does some 
injustice to the very muscular, the 
pregnant, and young children) BMI 
has been repeatedly shown to be 
accurate for the vast majority of 

THE SHORT TERM
Besides the serious long-term effects 
of couch-potato living, there are also 
profound short-term effects. It is 
clear that overweight and sedentary 
living are associated with low energy 
levels, concentration problems, 
reduced productivity, lower mood, 
and sleep problems. It’s as if the way 
we feel is a result of our lifestyles, 
and that’s because it is!

THE PARADOX
These are well-known facts for the 
most part, and yet the prevalence 
of overweight has doubled since 
1980 (in the ‘Western’ world) with 
similarly alarming declines in 
exercise and activity. The truth 
is that a great many people are 
ignoring what they know is good 
(and bad) for them, or not doing 
anything about it. This is sometimes 
called the ‘wellness paradox’ and is a 
definitive challenge for individuals, 
healthcare professionals, 
behaviourists, employers, 
governments and society in general. 
Despite huge investments, much 
advertising, a massive industry, 
and much concern, there is little 
evidence of real change.

HOW TO CHANGE? 
Change is hard. Certainly it is hard 
to achieve in the area of lifestyle 
behaviours. What has become fairly 
clear is that simply presenting 
information to people does not work 
(largely because people already 

people. BMI is reliable, practical, 
and remains the universal 
standard.

Peer-reviewed research has 
demonstrated that being overweight 
increases the risk of developing 
cardiovascular disease (mainly 
heart attack and stroke), diabetes, 
osteoarthritis, many cancers 
(including breast, prostate, and 
colon), and psychological issues 
linked to poor self-esteem and 
stigmatisation (the notion of the 
‘jolly fat person’ is a cruel myth).

There has been some debate 
around the question of ‘borderline 
overweight’ and at just what level 
health concerns begin. But most 
experts now agree that there are 
real health risks for all people who 
have a BMI over 25, albeit that 
the risks increase as the BMI does 
– a logical enough view recently 
substantiated in a 2015 study of 65 
million people across 125 countries 
and 25 years.

ACTIVE LIVING
The human being is intended to live 
actively – and did so until the time 
of the industrial revolution. This is 

know what you’re telling them in 
the Google age). Even presenting 
personalised information (typically 
as health risk assessment reports) 
has shown disappointing results 
as regards behaviour change. So 
the classical wellness programmes 
based on information and health risk 
assessment have under-performed – 
they do raise awareness and create a 
valuable platform but on their own, 
do not deliver the required behaviour 
change.

It is fairly clear that the issue is a 
deep and complex behavioural one – 
it’s psychological and emotional more 
than anything else and as long as 
this is ignored or under-emphasised, 
as has largely been the case to date, 
results will be disappointing. Some 
principles are emerging, however:
•  Tell the truth: Quick fixes, 

miracle cures, painless diets 
and no-sweat exercise plans are 
all nonsense. Cruel nonsense 
at that, usually aimed to 
generating profits. We disrespect 
ourselves if we believe these 
false promises. 

•  Make it easy: The healthy choice 
should be the easy choice. This 
is about making showers and 
healthy menus available at 
work, putting your exercise 
bicycle in front of your TV rather 
than in the garage, etc.

•  Respect and empower: People 
want to be acknowledged and 
supported, not instructed or 
commanded. Every person 

no longer the case, with almost half 
of us now living sedentary lives. 
The active living recommendations 
most widely used are:
•  Exercise: 120–150 minutes of 

moderate deliberate exercise 
(sweaty, short-of-breath 
exercise) per week 

•  Activity: 30 minutes of non-
sweaty, gentle activity, or        
10 000 steps a day

•  Sitting: Less than 5 hours per day

All three are important. Each 
confers health and risk benefits of 
its own – it seems that each is an 
independent risk factor and so, for 
example, even very fit athletes have 
some health risk if they sit all day 
at work. The research on sitting is 
relatively new, but it seems possible 
that sitting may be the most 
important risk factor of all (watch 
this area for more developments in 
the coming years).

The impact of sedentary living 
includes an increased risk of 
developing cardiovascular disease, 
diabetes, osteoporosis, many 
cancers (including breast and 
colon), depression and anxiety.

is the expert on themselves, 
always. This is about the 
tone and approach used in 
all communications and 
programmes.

•  Make it the norm: Peer pressure 
and social norms are hugely 
powerful influencers. Leading 
from the top/front, doing it 
together, being an active family, 
and creating ongoing focus 
on wellness are all effective 
approaches.

•  Make it fun: ‘Gamification’ 
(a horrid word if ever there 
was one) seems to work. This 
includes competitive elements 
and fun interactivity.

•  Recognise: Noticing and 
applauding healthy behaviours 
is motivating for the individuals 
and for the broader audience. 
Celebrate successes, especially 
involving those with ‘typical’ 
challenges – the story of the 
first-time 10-kilometre walker 
is probably more meaningful 
than the one about the runner 
completing her 20th marathon.

•  Incentivise: A controversial one, 
with many experts suggesting 
that material incentives 
‘cheapen’ what should be an 
inherent motivation. Yet ‘real-
world’ programmes often benefit 
from material incentivisation.

These principles can be applied 
individually, with others, within 
a company or in broader, society-
wide strategies. They do improve 
the odds of creating sustained 
change, although in truth there is 
much still to learn. You can look at 
your personal, family, company or 
medical scheme approach and test it 
against these principles if you want 
to optimise results.

We really do need to eat-less-
eat-better-move-more-sit-less. We 
also need to be brutally and totally 
honest about why we do not.   

THE COST   

OF THE COUCH
Unhealthy lifestyles are clearly linked to serious long-term health problems as well as significant 
short-term wellness impairment. The answer is behaviour change, but this is not happening

AUTHOR: Dr Colin Burns is Health and Wellness Consultant at Sanlam Health

RISK OVERWEIGHT SEDENTARY

Cardiovascular disease  

Diabetes  

Osteoarthritis 

Osteoporosis 

Cancers (various)  

Psychological issues  

Reduced lifespan  

SUMMARY OF THE LONG-TERM IMPACT OF UNHEALTHY LIVING
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[ REGULARS | MOTORING ] [ MOTORING | REGULARS ] 

Suzuki have recently launched 
an array of new vehicles to 
the South African market. 

One of the new models is the 
Baleno. 

This new hatchback is pitched 
directly at cars like the Hyundai 
i20 and Polo Vivo. The vehicle is 
well designed with its angular 
headlights and upside-down 
triangular grill, which bears the 
Suzuki S badge. The round fog 

touchscreen infotainment and 
Bluetooth connectivity and the 
system even has a remote control 
in case you want to control it from 
the rear seats. The instrument 
cluster is simple with blue 
inserts that give a somewhat 
energetic look to it. In between the 
speedometer and the tachometer 
is a digital display for fuel 
consumption, etc. As this car is 
aimed at the youth segment, there 

lights in the lower corners of the 
bumper complete the look. 

The side view of the vehicle is 
where you can see the genius in 
the design as the car is not big, but 
as they have raised the roofline, 
the interior of the vehicle appears 
larger than it actually is. The rear 
is simple and basic with clean 
lines with some models having 
a rear spoiler above the rear 
windscreen. This adds sportiness 

is the option to change this display 
to show power and torque. This 
looks cool but I think it is definitely 
aimed at the younger generation.

Boot space is decent and they 
even managed to fit in a spare 
wheel. That said, as the boot is 
deep and the sill a bit high, loading 
heavy items may become a bit of a 
challenge.

The 1,4-litre motor was 
surprisingly powerful and a lot 

to the look. There is also a fair 
amount of chrome trip below the 
rear windscreen and side windows, 
as well as flanking the grill. The 
standard mag wheels on the test 
vehicle looked good and completed 
the overall hot hatch appearance.

Inside, the vehicle is 
surprisingly spacious for all 
passengers. The driver’s cockpit 
is simple yet has all the bells 
and whistles required. There is 

of fun to drive. The car feels solid 
on the road and in typical Suzuki 
fashion, there is a slight growl from 
the engine, which gives a feeling of 
satisfaction.

On the whole, this new offering 
from Suzuki is a worthy contender 
for a first car or even a run-about 
city car. 

It’s easy to drive and 
unassuming, with uncompromising 
reliability.   

SUZUKI
BALENO 1,4L  4 CYLINDER

ENGINE

68 KW

10,9 SECONDS

FROM R199 900

130 N.M

POWER

0–100 KM/H

PRICE

TORQUE

AUTHOR: Torque Talk is a member of SAGMJ



Leaders in recruitment since 1982

Investments / Advisory

Finance
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Auditing

SNR ASSOCIATE CORP FINANCE: PROPERTY TRANSACTIONS

STRUCTURED SOLUTIONS ANALYST - WESTERN CAPE

R1M neg. CA(SA) / CFA / B.Bus.Sci with min 5 yrs exp 
in corporate fi nance focusing on property transactions. 
Opportunity to join a top class corporate fi nance team 
to generate and execute corporate fi nance transactions 
specifi cally with a focus on property. Suited to a dynamic, 
professional and ambitious go-getter. jann@thepc.co.za

Market related salary. Join a dynamic team which focuses on 
high net worth individuals and sophisticated corporate clients, 
through the design of bespoke integrated solutions, including 
balance sheet and earnings optimisation products. Vibrant 
and innovative culture. Must have completed legal / SAICA 
articles and have achieved an excellent academic track record. 
melanie.smit@thepc.co.za

Investments / Advisory

M&A MANAGER – EE PREF ACCOUNTANT OPERATIONS - EE ONLY

ANALYST: CORPORATE FINANCE

CORPORATE FINANCE ANALYST

INTERNAL AUDIT MANAGER

Salary market related. Global fi rm seeks Manager for their M&A 
and debt advisory team. Be involved with top tier clients on a 
variety of corporate fi nance and debt transactions across borders 
and play an integral part in the entire transaction process. Min 2 yrs 
M&A exp. CA(SA) / CFA / B.Bus.Sci. melanie.smit@thepc.co.za

R600K - R550K. Highly successful manufacturer of chemical 
products with an African “footprint” and future growth envisaged 
due to potential acquisitions. Dynamic newly qualifi ed CA(SA), 
pref “big 4” with ideally exposure to manufacturing audits. Gain 
excellent operational accounting experience of stock, cost 
accounting, inventory management etc. lori@thepc.co.za

R600K - R580K + bonus. Awesome opportunity exists for a newly 
qualifi ed CA(SA) / studying towards CFA with excellent academic results 
and strong interpersonal skills. Support senior managers and investors 
with the origination, structuring and implementation of M&A, private 
equity, BEE and capital raising transactions. Your opportunity to join a 
vibrant and professional team in a specialist role. jann@thepc.co.za

R650K - R500K. Independent corporate advisory fi rm seeks high 
achieving 1st attempt CA(SA) all-rounder with excellent academic record, 
“Big 4” articles within fi nancial services. Excellent opportunity to enter a 
front offi ce role. Support directors / managers / senior associates with the 
origination, structuring and implementation of M&A, private equity, BEE, 
capital raising etc. transactions. melanie.smit@thepc.co.za

R830K - R680K. CA(SA) with a passion for internal auditing and 
at least 3 yrs internal audit exp gained in insurance / banking. 
Technically profi cient individual with at least one year management 
exp plus excellent project management skills. Perform 
specialist reviews and manage a small team of auditors. 
Blue chip fi nancial services group. lori@thepc.co.za

JUNIOR ASSOCIATES: PRIVATE EQUITY: AFRICA

FINANCIAL MANAGER – RETAIL BANKING – EE PREF

MANAGER IFRS & TECHNICAL ADVISORY – EE

PRIVATE EQUITY ASSOCIATE

Market related salary. Leading Africa-focused investment 
company seeks the skills of super smart, driven, and low-ego 
CA(SA) / Eng / B.Bus.Sci graduates with 2-3 yrs investment 
banking / consulting exp.  Generate deal worthy fi nancial 
models and operational analysis to support the team on various 
transactions in Africa. Join a team with reputed shareholders, 
extensive exp in investing, strategy and operations across Africa, 
and make value-adding partnerships with the management and 
boards of the companies in which they invest. Signifi cant monthly 
African travel. jann@thepc.co.za

R800K neg + bonus. CA(SA) with 3-4 yrs relevant exp for 
innovative division of leading institution. Assist the business unit 
CFO with the preparation of monthly and yearly reports and co-
ordination of the annual budget. Develop and maintain sound 
internal controls plus assist with several exciting business process 
re-engineering projects. Opportunity to network at executive level. 
rick@thepc.co.za

R750K - R700K neg + 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@thepc.co.za

Competitive salary + excellent incentives. CA(SA) / CFA 
/ Actuarial with 4-6 yrs exp in private equity or corporate 
fi nance for esteemed international fi rm. Exposure to the 
full ambit of private equity activities including investment 
sourcing, valuations, structuring and deal execution. 
Requires individual with outstanding communication skills 
coupled with an exceptional academic and work track record. 
rick@thepc.co.za

For all our latest positions please visit our website: www.thepc.co.za | 011-244-5380
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WITH THE DRIVE TO ACHIEVEWITH THE DRIVE TO ACHIEVE

Dynamic Leader
Thilosh Moodally CA(SA) 
Head of MINI South Africa

WE SEE A

responsible leadership.

The journey to business success requires skill, experience and strategic thinking to ensure 
you stay on course through all the twists and turns.

Thilosh Moodally, the Head of MINI South Africa, relied on her years of training and experience 
as a CA(SA), as well as her philosophy of business integration, to navigate her way in a male-dominated 
industry, resulting in international recognition on signifi cant projects. When you partner with a CA(SA), 
you not only get a responsible leader who knows how to apply their years of knowledge and foresight, 
but someone who can steer your company to successful business destinations.

Partner with a responsible business leader.
Partner with a CA(SA) today.



Your search ends here.

SET focuses on understanding and matching the expectations of our clients 

with the skills, experience and personalities of our candidates. This allows 

us to constantly deliver a world-class service to meet diverse customer and 

candidate needs.

 

As a specialist recruitment consultancy, SET focuses on placing individuals 

with financial expertise in Commerce and Industry, and Financial Services.  

With extensive experience working with the big four professional services 

firms and with South Africa’s major banks over the past decade, we’re 

well positioned to partner with clients and candidates operating in these 

industries.

SET Consulting: jayson@set.co.za  |  SET Secondments: siphiwe@set.co.za

We are proud to be a 51% black-owned Level 2 BBBEE organisation

We also bring our dedicated customer 

focus and innovative sourcing 

techniques to a number of other 

sectors including: Automotive, Oil 

and Gas, Construction, Power and 

Utilities, Public Sector and Government, 

Health, Consumer Products and 

Retail, Technology, Media and 

Telecommunications.
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CLASSIFIEDS
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ACCOUNTING DEPARTMENT MANAGER
Audit firm seeking an individual to head 
accounting / bookkeeping department. 
Responsibilities include: reporting directly to 
partners, implement and run SAIPA article 
program, manage and assist bookkeepers. 
B.Compt Degree plus SAIPA/SAICA articles is 
a prerequisite. Individual must be experienced 
on Pastel, Caseware, Pastel Payroll, MS 
Excel, E-Filing and EasyFile. Email: 
auditstaffrecruitment@gmail.com 

ARE YOU INTERESTED IN A MERGER?
Should you be interested in merging with a long 
established and extremely successful accounting 
and auditing firm in South Africa, which is JSE 
accredited and internationally affiliated, then 
there is no doubt that this could be mutually 
beneficial to both practices. Let us explore the 
possibility. Call Marius on 0828873496 now.

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

PARTNER ROTATION
Do you value your independence? 2017 audit 
partner rotation problematic? Call me Marius on 
0828873496 for solutions. 

APPOINTMENTS

PARTPARTNERSHIPS & PRACTICES

Legislation requires your VAT Registration Number for invoicing purposes. For Classified 
Advertisement information: Contact Palesa Khobane Tel: 011 621 6696. 

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

KEEN TO PURCHASE
We are keen to purchase an accounting or 
auditing practice in Gauteng/Paarl/Western 
Cape. We have done this before and are 
prepared to pay fair value. For a confidential 
discussion contact Joe on 0828548269.

SANAS ACCREDITED BBBEE VERIFICATION 
AGENCY BVA059
Xcelerate Verification Agency (formerly Izikhulu 
BEE Ratings & Ex-IRBA BEE auditor CPG 
Consulting) has over 10 years experience in 
efficient, ethical, professional and pro-active 
BBBEE rating services.  Level 1, black women-
owned compliant. 
Tel: 0861 505 555
Email: info@xcelbee.co.za
Website: www.xcelbee.co.za

FULL FUNCTION BOOK-KEEPING SERVICES OFFERED
Southern Gauteng, highly experienced, Auditor 
references Jill 0828976822 / 
jillianhoward01@gmail.com

SERVICES
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Is Africa on your 
agenda?

Africa is a continent of contrasts, unique challenges and 
amazing opportunities.

To succeed in a business landscape that’s increasingly driven by data, 
organisations have to look closely at the data they collect, how they manage 
it, and what insights it can unlock. Our data and analytics teams help 
business leaders create an environment where data is used to unlock future 
growth, manage costs and decrease risk.

Let us help you reimagine the possible.

#OpportunityAfrica

www.pwc.co.za/data-analytics
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