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The finance and accounting services sector 

is considered to be a sector where Black African 

people are under-represented as compared 

with the national population statistics. Fasset however, in 

collaboration with employers in the sector, has turned that 

around, by facilitating the upskilling and 

employment of previously disadvantaged groups thus 

enabling transformation.

The sector boasts a 41% growth rate 

of African Black professionals. 

For more information please download a copy of the 

Sector Skills Plan on www.fasset.org.za 
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EDITOR’S 
NOTE

We have enjoyed a glorious summer. The 
landscape will soon change and transform 
as we approach autumn. It is appropriate 
therefore, that we have chosen transformation 
as the central theme running through our 
newsletter. 
Actor, dancer, writer and director, Nia 
Peeples reminds us that: 

Fasset, together with its stakeholders has 
always embraced change; it is for this 
reason that we have seen so much positive 
change within the accounting profession and 
within workplaces in our sector.
As we enter a new calendar year, Cheryl 
reminds us of the importance of reflecting on 
Fasset’s past successes over the past sixteen 
years. We are often too busy to “stop and 

smell the roses.” Stopping and reflecting on 
past achievements is critical in business; it 
enables us to celebrate success and to distil 
best practice and build on our core strengths.  
We have really raised the bar in this issue. 
We interviewed PwC Southern Africa Chief 
Executive, Dion Shango, for our lead story. 
This interview is certainly a coup. It is the first 
time ever that we have interviewed the Chief 
Executive of one of the big four firms in South 
Africa. Dion has made history – he is the 
first black person to be appointed as Chief 
Executive of PwC Southern Africa.
We also interviewed our own CEO to find 
out her views on the advancement of women 
in the workplace. The article’s headline: 
“Career advancement is often a matter of 
personal choice,” sums up Cheryl’s views on 
the matter.
Everyone in the finance and accounting 
sector knows Chantyl Mulder. Chantyl 
has a rare and contagious passion for 
transformation. Chantyl shares her views on 
transformation in the Chartered Accounting 
profession in the article: “You cannot fast 
track transformation.”
The fees must fall campaign has focused 
attention on university campuses nationally. 
We conducted a very frank interview with 
Executive Dean of the Faculty of Economic 
and Financial Sciences at University of 
Johannesburg, Amanda Dempsey in which 
she discussed the challenges in the academic 
space, and explained how UJ is responding 

to the various challenges in this space. The 
article: “Transformation takes time,” is a must 
read.
Many of our stakeholders have participated 
in our stakeholder sessions, where 
we unpacked the proposed new Seta 
landscape. The article: “#LastingLegacy,” 
explains Fasset’s strategy to maximise the 
Seta’s impact over the next two years, 
and ensure that the Seta leaves a lasting 
legacy.
Minister of Finance, Pravin Gordhan’s 2016 
Budget speech made it very clear that South 
Africans need to “pull in their belts.” Karen 
van Wyk from Probeta Training shares 
her insights on the budget speech; Karen 
is one of our acclaimed speakers in the 
2016 Budget and Tax update workshops 
happening in March.
In closing, if you are planning on going on 
a solitary retreat this autumn, I wish you safe 
and happy holidays. Happy reading!

Zandile Skosana - Marketing and 
Communications Manager

Editor’s note

"Life is a moving, 
breathing thing. 
We have to be 
willing to constantly 
evolve. Perfection 
is constant 
transformation."

HAPPY
EASTER
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FROM THE 
CEO’S DESK

As we enter a new calendar year, 
it is important to reflect on our past 
successes over the past sixteen 
years. This process enables us to 
distil best practice and build on our 
core strengths.  

We are very proud of the fact that our 
Work Readiness Programmes, our TVET 
Work Based Experience Programme and 
grants such as our NSFAS Loan Repayment 
Grant have transformed, and continue 
to transform learners’ lives for the better. 
Beneficiaries of these programmes and grants 
are in sustainable employment; this is true 
empowerment. 
We are very proud of the fact that our Work 
Readiness programmes and our TVET Work 
Based Experience project have been door-
openers to the world of work. The NLRG, on 
the other hand, has enabled many learners to 
complete their learnership. 
Project beneficiaries are doing very well in 
their careers. The fact that there is an ever-
growing number of project beneficiaries in 
very senior positions in both the private and 
public sector attests to this fact.   
Winston Churchill said: “A pessimist sees the 
difficulty in every opportunity; an optimist 
sees the opportunity in every difficulty.” It is 
very easy only to see huge challenges in the 
current crisis in the post-school education and 

training system. We believe it is important 
to look at the exciting opportunities that are 
coming out of the current crisis. With this in 
mind, Fasset has embraced the concept of 
Lasting Legacy. We want to make sure that 
what we leave behind is sustainable. This will 
be Fasset’s focus for the next two years. 
We have crafted our strategy for the next 
two years. Our strategy is summed up by 
#LastingLegacy. Although our future as Setas 
is uncertain, we want to make sure that we 
have maximum impact enabling Fasset to 
leave a lasting legacy. 

Our pipeline approach to skills development 
has proved very successful in terms of building 
a robust skills pipeline, while at the same 
time, driving transformation within the sector. 
Going forward, we will continue to focus on 
the entire post-school skills pipeline. Our new 
strategy focuses on two areas: placement and 
academic support.  

Crisis always provides an opportunity for 
change. The fees must fall campaign has 
given us an opportunity to look at how Fasset 
engages as part of the integrated post-school 
education and training system and assists 
in alleviating some of the challenges in this 
space. We have identified an opportunity 
to focus on the “missing middle.” We will 
work with a range of partners, including 
learners, their families, academic institutions 
and employers to see how we can address 
challenges around “the missing middle.” 
We are coming to the end of another five-year 
cycle. Fasset has always believed that while 
we need to work in five-year increments, we 
need to put 20-30-year foundations in place. 
The various programmes and projects that we 
fund have done this very successfully. Do read 
the article #LastingLegacy in this issue, which 
sheds light on Fasset’s new strategy and the 
Seta’s new grants.  
Helen Keller reminds us that “Alone we can 
do so little, together we can do so much.” 
Strong partnerships constitute the cornerstone 
of Fasset’s success and impact. I would like to 
invite all of our stakeholders to join us in our 
exciting journey. Together, we can ensure that 
Fasset leaves a lasting legacy. 

CEO’s message

Cheryl James - 
Chief Executive Officer

“Alone we can 
do so little, 

together we can 
do so much.”
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DION SHANGO 
MAKES HISTORY 

Dion Shango has made history – he is the first black partner 
in the Southern African firm to be appointed as Chief 

Executive of PwC Southern Africa. 
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“We are a global brand with a network of 
firms in 160 countries. Being asked to lead 
the Southern Africa office is a life-changing 
opportunity. We pride ourselves in attracting 
and retaining the best talent; we also have an 
amazing portfolio of clients, a portfolio that is 
the envy of many organisations. It is a privilege 
and an honour to lead this organisation that I 
am so passionate about,” Dion explains.
Dion has ‘made it to the top’ in a profession 
and industry which is traditionally viewed as 
conservative and largely dominated by men. 
A Chartered Accountant by profession, Dion 
has spent many years serving the mining 
sector. 
Dion says it is tough to ‘succeed’ in any 
environment: “If you want to get to the very 
top, you must, as a minimum, be prepared 
to work hard. It is also crucial to have the 
right attitude. In a seemingly tough or difficult 
environment, the easiest thing to do is to give 
up or try your luck elsewhere. With the right 
frame of mind and with the right attitude you 
can do things you never thought possible.”
Relationships are also very important: “I have 
learnt the power of building relationships. It 
means having the mind-set that does not limit 
you in terms of the type of people that you 
work with, and how you treat people in your 
day-to-day activities on the job. You need to 
treat people with the same level of respect, 
regardless of who they are. You also need to 
ensure that people feel valued.”
Dion concedes that his success has not been 
without challenges. Top of mind is how difficult 
it is to achieve a healthy work-life balance. 
“Any executive will tell you this is the most 
difficult thing to get right. It is something that I 
have needed to hone over many years, and 
it is something that I have not yet perfected,” 
he admits.
Managing conflict has also been a 
challenge: “Human beings have different 
ways of thinking, different views on issues, 
and different perspectives. The challenge lies 
in having the ability to take a group of people 
or a team, motivate them and get the best out 
of them; this is a challenge that one faces in 
any leadership role.”
Dion has some good advice for young South 
Africans who want to advance in their careers: 
“Persevere. Embed perseverance as a value. 
Be patient. We live in a world of gratification; 

young people must learn patience. Above all 
else, have the right attitude. The right attitude 
will determine whether you prevail or not in 
any situation, in any environment.” 
PwC Africa CEO, Hein Boegman has proved 
an outstanding mentor: “I was fortunate to 
have a very good mentor in Hein. One of the 
most important lessons he taught me was the 
importance of loyalty; loyalty to your family, 
to your clients, and your colleagues. He also 
taught me the importance of building and 
sustaining relationships. Relationships stand 
the test of time. It is often from our oldest 
relationships that we get the best value out 
of life or we get the best enjoyment out of 
life. I have seen how through relationships that 
Hein built many years ago, he continues to be 
successful as a partner in this firm with many 
years of experience. Lastly, he has mastered 
the art of achieving a good work-life balance. 
I enjoy observing him and how he leads 
his life and how he prioritises his family in 
particular as he juggles the daily challenges.”
Transformation in the workplace is high on 
Dion’s agenda; it is also integrated into PwC’s 
strategy. “We do not manage transformation 
as a separate project; it is not something that 
sits on the side. Transformation is at the centre 
of how we want to grow and how we want to 
execute our strategy as a firm,” he comments.
However, transformation is fraught with 
challenges and frustrations: “Every day I see 
different types of pressures, be it from the 
Government, clients, or our people. I wish 
we could move at a faster pace. Corporates 
and organisations are trying to transform 
their workplace, but there is always room for 
improvement. Depending on the industry you 
are in, there are structural impediments that 
make it difficult to achieve results in the shortest 
possible time.” 
The auditing profession is a case in point: “It 
takes seven years to qualify as a Chartered 
Accountant. It takes up to eleven years or 
sometimes even longer to train individuals and 
enable them to build the work experience 
needed to admit them as a partner. Around 
29% of our partners are African, Coloured or 
Indian. We would like to take that to beyond 
35%. It is a time-consuming process, however. 
To simply make somebody a partner without 
the requisite experience would be a disservice 
to that individual. These are some of the 

barriers that prevent us from achieving our 
transformation objectives.”  
Dion says a truly transformed workplace is a 
combination of factors: “First and foremost, it 
is a type of environment where everyone feels 
at home; where everyone is comfortable with 
the culture; and where people do not feel it is 
a culture from another era. It is an environment 
where everyone can be at their best. It is the 
type of environment that embraces diversity 
and takes the power of having people from 
different backgrounds and harnesses this to 
create something great. In a South African 
context, it is an environment that represents the 
demographics of our society.” 
His concerns about transformation extends 
beyond the workplace: “As a leader, I find 
myself thinking about the future, not only of 
my organisation, but of South Africa, this 
country that we all love so much. We live in 
an extremely complex world that is constantly 
changing. One needs to be able to adapt 
quickly. I often wonder whether South Africa 
as a country will be able to thrive, not only 
survive in this new and changing world. 
Education is undoubtedly a critical component 
in the country’s ability to adapt and survive in 
a world that is changing every day.”  
Dion is also concerned about what it takes 
to lead in this new and changing world: “Do 
we have the requisite skills and tools that are 
required to lead a young population that 
thinks very differently? What it takes to survive 
in the world today is not the same as twenty 
years ago. I also wonder about education. I 
often look north of our borders to see what 
other countries on the continent are achieving. 
I look at how countries such as Kenya are 
using technology to transform society and 
to make life better for the country’s people. 
I wonder whether there are lessons for us as 
South Africans to take from that as to how we 
should be charting the way forward for our 
own future,” Dion concludes. 
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CAREER 
ADVANCEMENT 
IS OFTEN A MATTER 
OF PERSONAL CHOICE

The International Labour Organisation 
conducted a survey of 1 200 companies in 
Africa, Asia and the Pacific Region, Eastern 
and Central Europe and Latin America and the 
Caribbean in 2013. The results published in 
2015 show that while women are still under-
represented in top management, the number 
of women in senior management positions has 
increased over the last 20 years. 
According to the research findings, Norway 
has the highest global proportion of companies 
with women as company board chairpersons 
(13.3%), followed by Turkey (11.1%). South 
Africa only has a “handful” of women, who 
hold the position of chairperson. The list includes 
Executive Chairman of Mmakau Mining, 
Bridgette Radebe, Founder of Wiphold and 
Chairman of the Women Private Equity Fund, 
Wendy Luhabe, Chairman of the Barclays 

Africa Group, Absa Bank and Absa Financial 
Services, Wendy Lucas-Bull,Chairman of 
Kgalagadi Manganese, and Chairman of 
the JSE, Nonkululeko Nyembezi-Heita, and 
Deloitte Southern Africa chairperson, Futhi 
Mtoba.
Women are well-represented in management, 
senior management and executive level in the 
finance and accounting services sector in South 
Africa. In 2013, women constituted 50% of 
the professionals and 40% of the managers in 
the sector: “Women are also, well-represented 
at partner and director level in the accounting 
and auditing firms.” 
In the 1950s to early 1970s, women blamed 
“the concrete wall” for preventing them from 
climbing the corporate ladder. In the 1970s 
to 1990s women blamed “the glass ceiling”. 
Today, the world is awash with very powerful 

women. Forbes’ list of the world’s most powerful 
women includes Angela Merkel, Hilary Clinton, 
Melinda Gates, Christine Lagarde, Oprah 
Winfrey and Ellen Johnson Sirleaf. Forbes’ 
List of the wealthiest women on the African 
continent includes Irene Charnley, Wendy 
Appelbaum, Bridgette Radebe, Elisabeth 
Bradley and Sharon Wapnic. “Women have 
shattered the glass ceiling in many sectors 
worldwide. Women have proved that they 
are real power-houses in business, politics and 
academia,” says Fasset CEO, Cheryl James.
Organisations worldwide are recognising 
the importance of having women on their 
Management Board: “Research confirms that 
companies with a higher representation of 
women on their Boards outperform those that do 
not by up to 16%. Betsy Berkhemer-Credaire, 
the author of ‘The Board Game: How smart 
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women become company directors,’ attributes 
this to the fact that women are more risk averse. 
She also says companies with women on their 
Boards tend to have less debt.”
Cheryl does not believe that the number of 
women and Black women on Management 
Boards is necessarily a useful indicator for 
measuring the tempo of transformation in the 
workplace: “Under-representation of women 
in very senior positions does not necessarily 
mean there is a glass ceiling or that the old 
boy’s club is  closing the ranks. The question 
we should be asking is: ‘are we measuring the 
right thing?”
For women, career advancement is often a 
matter of self-regulation or personal choice: 
“Women often say so far and no more. 
They recognise that the more senior the role, 
the greater the trade-off in work-life balance. 
Many women are not prepared to put in 16-
hour work days that these positions require and 
therefore chose to follow a more balanced life 
path or to redefine success for themselves.”
There are many examples of both female 
executives and male executives, worldwide 
that leave corporate life to achieve a better 
life-work balance: “This decision does not 
indicate a lack of ambition, but rather, where 
an individual’s priorities lie. Many of these 
individuals elect to open their own business or 
work as freelance professionals or consultants; 
they continue to add considerable value in the 

workplace and to the economy. They maintain 
a good lifestyle without the high-levels of stress 
often associated with careers in corporate.” 
With the rise of knowledge workers, 
designations are becoming less important; 
organisations are also becoming a lot flatter. 
By 2030, millennials will constitute 75% of the 
workforce. “We cannot assume that millennials 
will continue to equate career success with 
their appointment to senior management, or 
Board positions,” Cheryl cautions. 
We need to redefine what we mean by 
workplace success: “There is a common 
perception that being the CEO, being on 
the Board, holding a senior management or 
executive position, or being the Chairperson of 
a listed company is the yardstick for measuring 
success. It is a pale male definition of success; it 
is not necessarily how women define success.”
It is important to acknowledge that celebrities, 
business moguls and the proverbial man in the 
street are challenging traditional definitions of 
success. Singer-songwriter Taylor Swift says: 
“There is no one, clear path for women to 
success. There is no map, no obvious way 
forward because the definition of success 
is going to be different for each individual 
person. What is more important as a woman, 
a mother, an employee, is to figure out 
what you personally need to be happy and 
complete.”  

AOL Huffington Post Media Group Editor 
in Chief, Arianna Huffington adds another 
dimension: “Over time our society’s notion 
of success has been reduced to power 
and money. In fact, at this point, success, 
money, and power have practically become 
synonymous in the minds of many. This idea 
of success can work – or at least appear to 
work – in the short term. But over the long 
term, money and power by themselves are 
like a two-legged stool – you can balance on 
them for a while, but eventually you’re going 
to topple over. And more and more people-
very successful people are toppling over. To 
live the lives we truly want and deserve, and 
not just the lives we settle for, we need a "third 
metric", a third measure of success that goes 
beyond the two metrics of money and power, 
and consists of four pillars: well-being, wisdom 
and giving.”  
Workplaces are transforming. Transformation 
in the workplace is no longer simply defined 
according to narrow metrics of race and 
gender: “What is important going forward 
is that young men and women have the self-
confidence to define success on their terms; 
this will lead to true transformation in the 
workplace,” Cheryl concludes. 

MANDATORY GRANT REMINDER
...............................................................................................

Fasset would like to remind its stakeholders that 30 April 2016 is 
the deadline for applying for Mandatory Grants. It is important to 
diarise this date as no extensions will be granted.  The Mandatory 
Grant enables levy-paying employers to claim back 20% of their 
Skills Development Levy contributions. Employers can claim for 
any training planned and undertaken by the firm, including short 
courses. Training conducted or planned for any population group 
is acceptable. 
Employers must submit their applications online at www.fasset.org.
za. There are three different application forms. There is a form for 

firms employing more than 50 people; firms employing fewer than 
50 people and for public sector organisations. Mandatory Grant 
payments are made on a quarterly basis. 
In order to apply for the Mandatory Grant, employers must 
submit an Annual Training Report (ATR) for the 2015/2016 year 
combined with the Skills Development Plan for the 2016/2017 
year. 
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SAICA has been driving transformation 
seriously in the Chartered Accounting 
profession for the past fifteen years. 

“I am very happy with progress. One cannot 
change the past, but we can change the 
future. When we measure the future, we look 
at our pipeline; this must change. The moment 
you change your pipeline, the candidates who 
eventually present themselves for the qualifying 
examination will be representative of the 
country’s population demographics, both in 
terms of race and gender. Transformation 
will then just occur naturally,” says SAICA 
Executive Director: Nation Building Chantyl 
Mulder.

Mulder is proud of the fact that 40% of CTA 
candidates are African and coloured. “This is 
one of the targets we set ourselves for such a 
time like this. Our candidates, particularly our 
Thuthuka candidates are passing and doing 
very well.  This year we had the best CTA 
results ever,” she informs.  
The ITC results are the acid-test as these are 
the first of the professional examinations: “Our 
Thuthuka candidates pass percentages are 
better than their African counterparts as well as 
National averages. We have been consistent 
in our approach and have worked very hard 
at building this pipeline. It is important to bear 
in mind that it takes seven years to qualify as 
a CA. In the past 15 years, we have only 

had two new cohorts, and we also, needed 
to get those already in the system, through 
the system. We have achieved phenomenal 
results.” 
Chantyl describes the demographic profile 
of women in the profession as “fabulous.” 
“Of our African members who qualify, 50% 
are female. In fact, 52% of our CTA and our 
student intake are female. If we look at the 
people who register to take up membership, 
50% are women of all race groups. We are 
very proud of what we have achieved with 
women in particular.”
SAICA has partnered with the AWCA (African 
Women Chartered Accountants) to build a 
pipeline of women: “They are very proactive. 

YOU CANNOT 
FAST-TRACK 

TRANSFORMATION

Chantyl Mulder
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They are working with us on our orphanage 
project, and will be starting a Mathematics 
Academy in Alexandra this year.”
Chantyl says a lack of funding, rather than the 
small pool of matriculants with Mathematics 
is the real challenge: “The maths situation in 
our schools is what it is. We get the lion's 
share of youngsters who achieve above 
60% for pure mathematics. We work very 
closely with the Department of Education in 
all nine provinces. We are also working with 
orphanages and have signed an agreement 
with the Department of Social Development to 
have access to these youngsters and provide 
them with career awareness. We find them 
funding, and we give them hope. In 2016, 
we will also be including the IEB schools in 
our visits as this was not an area where we 
placed a lot of focus on.” 
Last year SAICA partnered with the FSB, 
NECT (National Education Collaborative 
Trust), EY, PWC and Terranova to develop 
a Life Orientation Handbook for Grade 
9 learners dealing with all the many issues 

learners are faced with and covered in the 
Life Orientation Curriculum. The book was 
finalised and 2016 saw 50 000 of these Life 
Orientation books being distributed to Grade 
9 learners. 
In 2015 SAICA also started to meet with 
parents through relevant school bodies to 
inform them of careers and choices learners 
have to make and accordingly to equip these 
parents with some skills to assist their children 
when they have to make these decisions. This 
information booklet has also been translated 
into all 11 official languages: “We are 
getting the message across to learners that 
Mathematics increases their career options. 
We measure our success by looking at first-
year student enrolments and where they came 
to hear of our profession, by conducting an 
annual survey at all the universities.”
SAICA currently is working in all the 
historically disadvantaged universities: “We 
have a national footprint in all institutions of 
higher learning for CA purposes. In addition, 
we have students at all of these universities.” 

Chantyl says one cannot fast-track 
transformation: “If you think you can fast-track 
transformation, think again. If you try to do 
so, you are setting up people for failure. You 
grow people slowly, but surely. If you look 
at Sizwe Nxasana or Wiseman Nkulu, they 
did not take on big positions shortly after 
qualifying. They grew into these positions, just 
as anyone else should.” 
Newly qualified CAs often expect to be 
appointed to CEO or CFO positions. Chantyl 
cautions them not to accept appointments 
into senior positions before they have earned 
their stripes: “It is imperative to ensure that you 
have the necessary work experience to do a 
good job.” 
SAICA will continue to drive transformation 
through strong public-private partnerships. 
“We are all on the same page, and we will 
continue to drive transformation. We will get 
there. As for a legacy, Thuthuka is the legacy 
we will leave behind, not as SAICA, but as a 
profession.” Chantyl concludes. 

Recruiting talent can be an expensive business. Placement fees range 
from between 12.5% to 17% of the total annual salary package. 
Employers can save time and a lot of money by recruiting a work-ready 
graduate from one of Fasset’s bridging programmes into employment 
(Work Readiness programmes), or a work-ready TVET learner from 
Fasset’s TVET work-based experience project. 
Graduates from Fasset’s Bridging programmes have had their credit 
and criminal records checked; they have also undergone psychometric 
testing. To sweeten the pie even further, there is no recruitment fee for 
learners, who have completed any Fasset-funded programme.   
Learners from a number of bridging programmes funded by Fasset 
graduated at the end of 2015. Graduates from Bonani 10, Tshepong, 
EOH Abantu, Ithemba III, Hluma Bridging Programme, Financial Markets 
Bridging Programme, Rhodes Business Analysis Academic Programme, 
and Khanyisa Academic Programme are available for placement 
countrywide.  

TVET learners from the TVET work-based experience programme are 
also available for placement. These learners require eighteen months 
work experience to achieve their National Diploma in disciplines such 
as Financial Management, Business Management, Marketing, HR 
Management and Management Assistant. Fasset will pay the stipends 
and travel allowances for the TVET learners for the 18 month period.
There are TVET learners, who will be completing their internship during 
the course of the year. These work-ready learners will also be available 
for placement.
Employers interested in accessing Bridging Programme graduates should 
contact the Fasset Projects Department on 011 476 8570. If employers 
are interested in recruiting a TVET learner, they should send an email to 
tvet@fasset.org.za.

SAVE MONEY - RECRUIT A 
FASSET LEARNER 
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The Fees Must Fall Campaign calls for 
transformation on a much larger scale at 
academic institutions throughout South Africa. 
Student demands include no fee increases; 
free education; decolonisation of universities 
and the curriculum; insourcing outsourced 
workers and accelerating the tempo of 
transformation.
“Things are currently going well at UJ, but 
tomorrow may be different. It is a turbulent 
time in higher education,” says Executive 
Dean of the Faculty of Economic and Financial 
Sciences at University of Johannesburg, and 
Fasset Executive Board Member, Amanda 
Dempsey.
Amanda says transformation has always been 
at the top of the agenda at UJ. The university’s 
vision is to be an “International University 
of choice, anchored in Africa, dynamically 
shaping the future.”
There is no common understanding of what 
transformation means: “People often have a 
very narrow definition of transformation. It is 

not only about the number of black students 
and black staff. It is also about issues such 
as decolonising the curriculum, downloading 
and using books on tablets, and using 
e-learning systems,” Amanda contends. 
Another challenge emanates from the fact 
that transformation is a process, rather than 
a quick-fix. “Transformation takes time. You 
need to engage. It also, requires a lot of 
effort,” Amanda observes. 
UJ has implemented many initiatives to support 
transformation; it has also implemented 
initiatives to support needy students. Initiatives 
include an Accelerated Academic Mentorship 
Programme (AAMP) to fast track staff; free bus 
transport for students between campuses and 
from the city; and a R10 million meal support 
programme in partnership with Gift of the 
Givers, which feeds 3 500 students daily. 
In addition, UJ has also allocated R10 million 
in funding to the SRC for the sole purpose of 
assisting 2 500 students, who were unable to 
pay their registration fees. A pilot programme 

initiated in 2016 has also enabled first 
year students to download all material and 
textbooks on their tablet, for free. The university 
has also initiated a process to in-source staff.
UJ’s Faculty of Economic and Financial 
Services is driving transformation through 
SAICA’s Thuthuka project. “We accept 
and register about 50 students a year from 
rural and disadvantaged areas.  We house 
them in Sophia Town Residence. We assist 
them with soft skills and we have a full-time 
educational psychologist assisting them with 
adjusting to university and with learning and 
other problems. We try to take away all of 
those things that can hinder their studies, so 
that they can focus on their studies,” Amanda 
explains.
Increases in student fees are also problematic: 
“Students do not always understand why fees 
increase at a higher rate than inflation. They 
do not understand the impact of the weak 
Rand. All the material in university libraries 
is priced in US$ or foreign currency. It is 

TRANSFORMATION TAKES TIME 
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very expensive to keep our libraries current. 
Municipal expenses such as water and 
electricity have also increased above CPIX.” 
The Fees Must Fall campaign has highlighted 
disparities in university fees. BusTech 
published “Top SA universities: how much 
they cost,” in January 2015. The article points 
to the huge disparity in fees between the 
various universities. A BCom costs R46 500-

R52 000 at UCT; R42 010-R43 320 at 
Wits; R39 170 at the University of KwaZulu-
Natal; and R29 140-R37 000 at UJ.
“UJ is one of the more affordable universities. 
Students are questioning why in some 
instances universities are only kilometres apart 
and yet they charge much higher fees for the 
same qualification. One can understand why 
students get so upset.”

Most importantly, the Fees Must Fall campaign 
has focused attention on the “missing middle.” 
These are learners who do not qualify for 
NSFAS loans. “One of the challenges is that 
criteria for NSFAS grants differ from university 
to university. To qualify for NSFAS at UJ, 
guardians or parents’, contribution must be 
zero. So, even if your mother only earns R2 
000 a month as a domestic work, you do not 
qualify for NSFAS.”
UJ has allocated R20 million to “missing 
middle” learners for the purpose of registration. 
The university arranged a fund raising event 
on 25th February to raise funds to try to get 
these students through to the rest of the year.
The Fees Must Fall campaign has added 
decolonisation to the transformation agenda 
at most universities. “We teach students so 
much about what is happening in the first 
world, US and Europe specifically, but we 
forget about what is happening in Africa,” 
she observes. 
In addition to the myriad of challenges that 
UJ faces externally in terms of transformation, 
there are also internal challenges: “South 
Africa has a small pool of academics. Rising 
young black stars are poached by other 
universities, or by the private sector. Despite 
our best efforts, we still have a lot of work to 
do to create the next generation of transformed 
staff.”  In the 11 years from 2005 – 2015 the 
black academics increased from 9% to 37% 
at UJ.
All South Africans look forward to the time 
when tertiary institutions in South Africa 
have truly transformed.  “We will know that 
universities in South Africa have transformed 
when there is open access, and everyone 
feels welcome. We will also know that 
our universities have transformed when we 
transform the way in which students learn. 
Online is ‘the new thing’. By online, we are 
not only looking at books, but online courses. 
Harvard and MIT offer online courses. 
However, to accomplish this South Africa 
needs a lot of technology to be efficient in this 
regard. One thing is certain, the University 
of the Future is going to be very different,” 
Amanda concludes. 
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Winds of change are sweeping across the 
Seta landscape. Setas as we know them will 
only exist for another two years. Thereafter, 
Minister of Higher Education and Training, Dr 
Blade Nzimande intends replacing Setas with 
SETABs.
Fasset has always been a performance-
driven Seta. However, the fact that Fasset 
will only exist in its current form for another 

two years has added even greater urgency 
to the Seta’s resolve to perform at the highest 
level, and also, leave a lasting legacy. Fasset 
will continue to facilitate opportunities for 
employment, and also drive transformation 
within its sector. 
Fasset’s new strategy is called #LastingLegacy. 
It represents a more focused approach, rather 
than a change in direction. Fasset asked 

the question: “If we only have two years left 
and a limited pool of funding, what should 
we focus on to ensure that we can address 
the multiple challenges and gaps in the skills 
pipeline, in a way that will enable us to make 
the greatest difference?” 
It is based on two core pillars: placement and 
academic support. Placement refers to direct 
placement into employment, including the 

Fasset interventions

#LASTINGLEGACY
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placement onto learnerships and internships. 
Academic support refers to supporting learners 
to complete their degree or professional 
qualification.

Placement
Fasset will continue to fund bridging 
programmes into employment and the TVET 
work-based experience project.  
Bridging programmes into employment, also 
known as work readiness programmes equip 
unemployed graduates with the soft skills and 
the technical skills required in the workplace. 
By enhancing their employability, these 
programmes have transformed learners’ lives 
for the better; they have also helped to fast-
track transformation within the Fasset sector. 
Despite a lacklustre economy, characterised 
by sluggish growth, the placement rate 
for learners in employment on completion 
of Fasset’s work readiness programmes 
consistently exceeds 70%. This achievement 
confirms that these learners are adding value 
in the workplace.
Fasset’s TVET Work-based Experience project 
has also proved a resounding success. The 
project has exposed employers to a new and 
hitherto unexploited pool of talent. Fasset and 
other employers, who have taken on TVET 
learners, now recognise that these learners 
add considerable value in the workplace. 
Placement rates into sustainable employment 
are high.

Academic support
The Fasset sector is a professional sector; 
employees need to complete formal 
qualifications. Fasset will continue to 
support interventions which assist learners to 
achieve their qualification and professional 
designations. 
Lifelong learning
Lifelong learning is an important offering as 
it enables stakeholders to ensure that their 
professional skills remain current. Fasset 
will continue to support lifelong learning. 
However, the offering has been reduced. 
Going forward, the Seta will host three events 
annually: Budget and Tax, Compliance and 
Changes in legislation and a soft skills topic. 

Career awareness
Fasset will continue to raise career awareness 
and position the Fasset sector as the sector 
of career choice at school-level. Fasset 
recognises that career planning is not only the 
learner’s responsibility; role players such as 
parents and teachers should also, be involved 
in this process.  
The Seta plans to establish a career portal, 
which learners, teachers and parents will be 
able to access. It is not Fasset’s intention to 
become the port of call for all career-related 
information, but rather, to serve as a starting 
point, a gateway to career-related information.  
The portal will provide information about the 
various careers and career paths within the 
finance and accounting services sector. Fasset 
will collaborate with a range of stakeholders, 
including other setas. 

Grants
Fasset has “tweaked” some its grants to 
ensure that there is very strong delivery in the 
area of placement and academic support. 
Fasset will no longer offer the PIVOTAL Grant 
and the Learnership Cash Grant. The PIVOTAL 
Grant had two components: a learnership 
component and a bursary component. The 
learnership component, together with the 
Learnership Cash Grant, has been included 
in a new grant, the Placement Grant. The old 
bursary component has been included in a 
new grant, the Bursary Grant. The Bursary 
Grant is aligned with scarce skills. 
Fasset recognises that if it is to leave a 
lasting legacy it needs to build a robust and 
sustainable skills pipeline. It is imperative, 
therefore that learners complete their 
learnerships. Fasset will, therefore, continue to 
offer its NSFAS Loan Repayment Grant which 
relieves the financial burden from learners 
who are registered on learnerships. 

Bursaries
There are currently around 300 learners on 
Fasset-funded NSFAS Bursaries. Fasset will 
continue to support learners already in the 
system. However, the Seta will not fund any 
new NSFAS learners as it will not be able to 
support them for their entire study period.  
The fees must fall campaign has identified 

challenges around “missing middle learners.” 
These learners fall outside the NSFAS’ means 
test and, therefore, do not qualify for a NSFAS 
loan; they are also unable to secure student 
loans from banks. 
Fasset will offer this group of learners bursaries. 
Fasset’s Bursary is a comprehensive, “cotton 
wool bursary,” which covers accommodation, 
tuition, academic support, and soft skills and 
technical training.  The Seta wants to remove 
any obstacles that could prevent the learner 
from graduating.

Leaving a lasting legacy
American entrepreneur, author and 
motivational speaker, Jim Rohn said: “All good 
men and women must take responsibility to 
create legacies that take the next generation 
to a level we can only imagine.”
Many have heeded this call. History abounds 
with individuals who have left a lasting legacy. 
American architect, Julia Morgan is a prime 
example. She famously said: “My buildings 
will be my legacy …….they will speak for 
me long after I am gone.” Julia died in 1957, 
but her legacy lives on in buildings such as 
the Hearst Greek Theatre on the University of 
California’s Berkley Campus, the Bell Tower 
on the campus of Mills College in Oakland 
and Hearst Castle.
Fasset too is determined to leave a lasting 
legacy. However, unlike Julia, we believe 
legacies are built on strong partnerships, 
not individual effort. Fasset wants to leave 
as its legacy, a robust and sustainable 
pipeline of skilled finance and accounting 
professionals in sustainable employment that 
will take the next generation to the next level. 
There is irrefutable evidence that Fasset is 
succeeding in this quest: Fasset learners and 
project beneficiaries work in all sectors of the 
economy. Many hold very senior positions, 
including Board positions.  
Helen Keller famously said: “Alone we can 
do so little; together we can do so much.” 
Fasset invites its stakeholders to partner with 
us; together we will be able to achieve so 
much more in the two years that remain. 
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Opportunities and progress review 
of South Africa as an emerging 
market

The World Economic Forum's (WEF) theme 
for the year of “Mastering the 4th Industrial 
Revolution” presented some of the challenges 
that developing countries face, although 
opportunities of creating new markets, re-
engineering on the existing business strategies 
seemed to be the focus. A shift in mind set and 
capacity building to support national plans 
stemmed up as an engine for building towards 
a positive socio-economic activity in the near 
future. The core of the conversations aligned 
directly and indirectly to the Paris agreement 
and the Sustainable Development Goals 
(SDGs) of supporting responsible business 
practises, narrowing the gap between the 
developed and developing countries and 
“making the world a better place”.

Progress Review
As an emerging market, South Africa (SA) is 
currently not yielding the expected growth 
prospects. Progress has been uneven in 
whether it is in ensuring access to internet 
connection or in being innovative in the 
prevention of illnesses instead of treating 
diseases. Limitations to internet connectivity 
impede transfer of knowledge, business 
expansion and creation of small businesses 

– while the latter tends to decrease the rate 
of production and adversely having a ripple 
effect in the economic activity of the country. 
Entrepreneurship has been cited as the driver of 
change for the African economies. However, 
gender imparity, quality education, access 
to finance, data sharing, sound governance 
structures, bridging human capital and 
infrastructure gaps are the keys to unlocking 
the full realisation of a transformative, inclusive 
and sustainable economic growth path. SA 
has taken great strides in addressing gender 
equality and women empowerment in both 
corporate and public enterprises, but there is 
still some rhetoric that needs to be transformed 
into action. Authentic support thereof for 
entrepreneurship through industrialisation still 
needs to be re-invented.
With climate change revolutionising the way 
business is done, SA and Africa at large have 
an opportunity to turn the renewables market 
into a massive growth area. According to the 
World Bank “one investor characterized the 
renewable programme as the most successful 
public-private partnership in Africa in the last 
20 years. Important lessons can be learned for 
both South Africa and other emerging markets 
contemplating investments in renewables and 
other critical infrastructure investments”. The 
role of regional infrastructure development 
is critical in building a continuing socio and 
economic development.

Like many of the developing countries SA 
has the world’s youngest population to 
train and develop in building agile and 
robust sustainable business and government 
strategies in the future.  With climate change 
threatening food security and exacerbating 
slow economic growth. The emergence of 
new technology, as in biotechnology can be 
further developed in building a resilient and 
sustainable agriculture. Each country has to 
consider the ethical issues that this new wave 
of technology also brings forth as it develops 
its policies and regulations.
Whilst the prime responsibility to deliver rests 
with the government, according to PwC 87% 
of SA businesses are aware and understand 
that company responsibility lies beyond profit 
and that its performance is interlinked to the 
triple bottom line. The accountancy profession 
has a critical role to play in supporting the 
building blocks of a sustainable future. 
Increasingly, accountants are positioned to be 
strategically driven to take leadership roles in 
allocating sufficient resources and accounting 
for value creation. Business, government 
and civil society partnerships will remain 
the cornerstone during these uncertain times 
in assuring that business remains relevant to 
the national goals and that those goals are 
congruent to the development of a vibrant 
economic hub and thriving societies.

Professional body update

REFLECTING 
ON SDGs IN 
RELATION TO WEF 
RESOLUTIONS
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South Africans held their breath on 24 February 
2016.  All eyes were on the Minister of Finance, 
Mr Pravin Gordhan, delivering the 2016/2017 
budget speech.  This budget speech was, 
arguably, the most important in the history of the 
new democratic South Africa.  South Africa’s 
economy could not survive another setback and 
was in desperate need of stability.
“We have paid special attention to the fairness 
and inclusivity of the tax system.  We have also 
been mindful of the need to moderate the impact 
of tax increases on households and firms in the 
present economic context,” said Gordhan.  The 
major challenge in the current economic climate, 
is finding balance between generating revenue for 
government through tax and limiting government 
spending as far as possible without compromising 
quality of services to residents.  The budget has 
achieved exactly that.  
In any budget, one would expect revisiting tax 
tables, rebates, interest exemptions, medical tax 
credits, etc.  These were all addressed as expected.  
A couple of interesting outcomes were:
•  An increase in the capital gains tax inclusion 

rate for individuals, special trusts and 
insurers’ individual policyholder funds from 
33.3% to 40%;

•  An increase in the capital gains tax inclusion 
rate for non-natural taxpayers from 66.6% to 
80%; 

•  An increase in the transfer duty rate by 
introducing a new bracket for properties 
with a value exceeding R10 million, in 
which case transfer duties will be levied at 
13% (on the amount exceeding R10 million).

Gordhan also made specific mention of the 
introduction of Tax Free Investments (TFIs) to 
incentivise saving by households.  A total of 
150 000 accounts of these nature have been 
opened, which realised savings of R1 billion.  
Residents were also motivated to make use of 
these vehicles which allows contributions of a 
total of R30 000 per natural person per year and 
R500 000 per natural person per lifetime.  The 
total earnings (interest and dividends) and growth 
(capital gains) realised from these investments are 
completely tax free.  The “old” annual interest and 
dividend exemptions (R23 800 for persons younger 
than 65 years and R34 500 for persons 65 years 
and older) have not been amended and are 

expected to be repealed in future and completely 
replaced by the section 12T tax benefits.
Many economists and tax experts debated whether 
an increase in the Value-Added Taxation rate (which 
has always remained constant at 14%), is fair and 
whether it would generate sufficient additional 
revenue for treasury. Those opposing such an 
increase argued very strongly that it would place 
too large a burden on low income earners. The 
budget speech did not announce an increase in 
the VAT rate.  However, what is very interesting is 
that the budget speech announced an increase 
in various other existing indirect taxes and also 
introduced new indirect taxes.  Therefore, treasury 
will be generating more tax revenue from indirect 
taxes without having to make a controversial 
decision to increase the VAT rate.  The following 
items were addressed:
•  New tyre levy of R2.30 per kilogramme will 

be introduced on 1 October 2016;
•  New sugar tax is introduced on sugar-

sweetened beverages to become effective 
on 1 April 2017 (this is motivated by obesity 
being a global concern);

•  Excise duties on alcoholic beverages 
and tobacco products (“sin taxes”) will be 
increase by 6% to 8.5%;

•  The general fuel levy will increase by 30 
cents per litre on 6 April 2016;

•  Incandescent globe tax is increased from R4 
to R6 per globe on 1 April 2016;

•  The plastic bag levy is increased from 6 
cents to 8 cents per bag on 1 April 2016; 
and

•  Motor vehicle emissions tax is increased to 
R100 for every gram of emissions/km above 
120gCO2/km for passenger vehicles and 
R140 for every gram of emissions/km in 
excess of 175 gCO2/km with effect from 
1 April 2016.

What has therefore been achieved, indirectly 
and without increasing the VAT rate, is increased 
revenue generated by increasing indirect taxes.  
The downside of indirect taxes is that it affects the 
prices of goods and services which will, inevitably, 
be a burden on the man on the street.  The upside, 
of course, is that it broadens the tax base.  This was 
a very clever move by treasury, increases in indirect 
tax went under the radar and no significant concern 
was raised over this.

Gordhan also commented that one of the focuses of 
treasury is to provide tax relief to small businesses.  
This is achieved by registering as a ‘micro business’ 
(where turnover tax is applicable) and by applying 
the relief set out in section 12E of the Income Tax 
Act (small business corporations).  Further relief 
measures are expected to be introduced in future.
What does the future hold?   
•  Investigation is expected on the VAT 

consequences of loyalty programmes and, 
specifically, redeeming loyalty points.  This 
could possibly lead to VAT consequences 
when goods/services are given in 
exchange for these loyalty points.

•  There is quite a lot of speculation regarding 
the CGT inclusion rate ultimately being 
increased to 100% for both natural and 
non-natural persons.  The rationale behind 
this is to avoid abuse of the ‘capital versus 
revenue’ principles and to increase tax 
collections.

•  A final enhanced South African Revenue 
Service and South African Reserve Bank 
Voluntary Disclosure Programme in respect 
of offshore assets and income will be live 
from 1 October 2016 to 31 March 2017.  
As Gordhan put it, “time is running out” for 
non-compliant taxpayers.

All in all the budget speech appears to be fair and 
balanced, despite the current economic climate.  
South Africans expect a tough year, with especially 
food prices expected to soar further due to the recent 
drought.  But at least the budget speech provides 
hope of better control over government spending 
and tighter fiscal control, which, of course, remains 
to be seen.

INDIRECTLY 
INCREASING 
INDIRECT TAX

Karen van Wyk - ProBeta Training
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We need to commend Minister Nzimande for wanting to pull the post-school education and 
training system together and for ensuring that we achieve the maximum return on investment 
from the skills development levy that we can. The proposed changes are far-reaching. One of the 
challenges is to ensure that when we pull this all together, we include the sum of all the parts. It 
is important to ensure that best practices are retained and inform the new Seta landscape.

The past few weeks have been frantically busy. Fasset has held dedicated sessions with 
stakeholders on the proposed changes. We have taken the feedback from our stakeholders and 
incorporated this in our submission to the Minister. Many of our larger employers, providers and 
professional bodies have elected to send submissions to the Minister directly and we supported 
this approach as different stakeholder groupings have different concerns and inputs to make. 

You, our stakeholders have identified areas where “a little more thought” needs to be given to 
how we pull Setas into that post-school education and training system; more thought also needs 
to be given to participation in the process. 

We would like to thank you, our stakeholders for your input and participation and urge you to 
continue with this process, as we embark on this journey. We will keep you informed of any 
developments and further inputs that we might need to make.  

Yours in skills development

Cheryl James

Fasset Intervention

The Minister of Higher Education and Training, Dr Blade Nzimande, released 
his draft proposal for the new National Skills Development Strategy (NSDS) and 
Sector Education and Training (SETA) landscape on 10th November 2015.  
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Fasset has always incentivised employers to hire and train 
African Black learners through the disbursement of the Seta’s 
discretionary grants. Fasset is also driving transformation 
through its Bridging Programmes, which bridge African 
Black learners into university for admission to a BCom 
or BCompt degree, place unemployed learners into 
employment, or make it possible for young people to obtain 
a professional qualification. Collectively, Fasset has funded 
more than 10 895 individuals on these programmes.

Fasset’s resolve to fast track transformation has deepened. 
“Since the 2012/2013 financial year, Fasset has only 
funded African Black learners on its Bridging Programmes, 
and only made discretionary grants available to African 
Black learners,” James informs. 

Initiatives to fast track transformation are bearing fruit. “Since 
2001/2002 the number of African Black employed in the 

sector has increased by 60%; Indians by 62%, Coloureds 
by 47% and Whites by 25%. The employment profile has 
also changed markedly. Since 2001 the number of Black 
African managers has increased by 78%; Indian managers 
by 133% and Coloured managers by 50%. The number of 
White managers has declined by 25%,” she reveals.

Fasset’s initiatives to fast-track transformation have 
coincided with legislation and employer and professional 
body initiatives to fast track transformation. This makes 
it very difficult to quantify the exact impact that Fasset 
initiatives have had in terms of driving transformation. 
“Two things are, however, very clear: Fasset employers 
are committed to transformation, and Fasset will continue 
to drive transformation until the finance and accounting 
sector’s demographic mirrors that of the population,” James 
concludes. 

 

Facebook: fasset.org  •  Linkedin: financial-and-accounting-services-seta-fasset-

Fasset drives transformation in 
the finance and accounting sector

The Finance and Accounting Services Seta has been driving transformation in the finance and accounting 
sector for the past sixteen years. Fasset has embraced transformation as a process, which will result in 
dramatic and radical changes in the finance and accounting sector’s demographic profile. “Transformation 
is not negotiable. It is a critical component of nation building. The transformation imperative will create a 
more robust and sustainable finance and accounting sector,” says Fasset CEO, Cheryl James.   
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IS THERE STILL 
GENDER IN 
DIVERSITY?

I recently did a presentation to an established and successful 
enterprise. In the boardroom were six white men aged between 
35 and 45 waiting to receive me. All but one was on executive 
level. One white woman was present. Like a scene out of Mad 
Men, she sat quietly in one corner with her back facing everyone 
else taking minutes. We were not introduced. 
In my ten years of business ownership, I find gender roles are 
still deeply entrenched in South Africa. It extends beyond family 
hierarchies and our many patriarchal cultures. In business, there 
remains a common tendency to trust a man’s word and authority 
far more than a female colleague regardless of rank, experience 
or knowledge. If a man says it will be done, it is generally 
accepted. If a woman commits to the same task, she is second-
guessed, interrogated and requires the reinforcement of a male 
colleague. 
Being a male business-owner with a number of high calibre 
women in my senior ranks, we encounter gender discrimination 
regularly. To empower a woman she must have the opportunity 
to command at the coalface, but to ignite, the coalface too often 
seeks male presence. It is something of a passive sexism, because 
it’s not openly discussed. Yet, I have repeatedly witnessed that 
it is not what is being said, but who says it that carries weight. 

Men are not exclusively responsible for this discrimination; we 
have found that women are dubious towards other women.
I have encountered many dynamic women in positions of power. 
They are ambitious and decisive. Their thinking is refreshing and 
enlightened. They can also be labeled as ruthless, dictatorial or 
egotistical. Sometimes it’s true, sometimes it’s the product of the 
old boys club insecurity and sometimes it’s a combination. But the 
bias never seems to wilt. 
Whether there is or isn’t equal gender representation in 
management, executive control or ownership in South Africa, I 
am always left to wonder what the internal power play really 
is. Even regionally, I have found the old boys club dominating 
business landscapes. It’s great for like-mindedness, but too much 
like-mindedness suffocates innovation. In decision-making, I have 
always seen the value in diversity. If a leadership is constructed 
on common vision, diversity presents many more ways of thinking, 
catapults synergy and sharpens originality. Among many others, 
diversity at very least comprises gender.
Gareth McKinnell is a graphic designer and co-owner of Blackmoon Design 

and Advertising (www.blackmoon.co.za). He writes in his personal capacity. 

Feedback may be sent to gareth@blackmoon.co.za. The views expressed here are 

not necessarily those of Blackmoon Design and Advertising. 

Driving transformation

Gareth McKinnell, Co-Owner 
Blackmoon Design and Advertising
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A BIG THANK YOU!

Through our Brand Ambassadors, we've managed to reach thousands of learners in those hard to reach rural areas. Together we have 
empowered the country's youth.

A candle does not extinguish when it passes light to others.

To our brand ambassadors who have helped us to achieve 
the 100% target in delivering 260 career events in 2015-16. 

Alvina Mojela

Katlego Malakane

Philemon Maitisa

Sphelele Dlamini

Anelisa Nozulu

Lorraine Seshoka

Sanele Cebekhulu

Tebogo Mahloala

Asavela Vutula

Mandla Msimanga

Sebenzile Ntuli

Teboho Maduna

Gcobisa Sidzatane

Nomfuneko Mgothyibana

Sello Shabangu

Thandile Cweba

Joyce Mabunda

Petunia Mbata

Sihle Mgxuma

Lungile Gumbi
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Stand out from the rest and expand your 
skills and knowledge even further by joining 
Fasset’s continuous learning programmes. 
Be different, be extraordinary and let us 
advance YOUR career.
One call can open the door to attractive Fasset benefits, incentives and 
programmes which can turn your potential into skills and knowledge to 
begin a career in the finance and accounting sector. 

Where 
you stand out 

from the crowd

Fasset (the Seta for Finance and Accounting Services) is creating a win-win situation through the National 
Student Financial Aid Scheme (NSFAS) Loan Repayment Grant (NLRG). This grant assists learners completing 
learnerships through a Fasset employer, who need to repay their NSFAS loan, Fasset employers as well 
as NSFAS itself. Through this initiative, Fasset is also helping to build a skills pipeline of professional 
accountants within the sector and playing an important role in fast tracking transformation.

Fasset introduced its NLRG to relieve learners on learnerships at Fasset-registered firms of their financial burden associated with the need 
to repay their NSFAS loans. The Seta recognised that learners often struggle to make ends meet. In addition to paying tuition fees to either 
complete or further their studies, they have to pay back their NSFAS loans. 

Acknowledging that cash-strapped learners are tempted to abandon their Fasset learnership and their dream of becoming a professional 
accountant, when promised a higher salary in the short-term, Fasset introduced its NLRG. By relieving learners of the financial burden of 
repaying their NSFAS loan, learners are now able to focus on completing their learnerships and qualifying as professional accountants. 

Besides providing much-needed financial relief to learners, the NLRG is supporting employers by improving the retention rate on Fasset 
learnerships. Although the grant does not offer employers a direct financial benefit, employers benefit in that relieved of their financial burden 
of repaying their NSFAS loans, learners are more likely to complete their learnership. They also benefit from the fact that on completion of 
the learnership they are able to claim the completion grant for the Learnership Cash Grant (LCG) or Pivotal Grant.

Fasset’s NLRG is also a benefit for NSFAS as recipients of the Seta’s grant are able to pay back their NSFAS loans much sooner. By boosting 
NSFAS funds, the fund is able to provide loans or bursaries to more learners, at a time when NSFAS is under severe financial pressure. 

The NLRG is available to Black African learners and learners with disabilities, who are South African citizens, with a valid South African 
identity document. Applicants need to have successfully completed a three-year qualification in a scarce skill area within the Fasset sector. 
They also need to be employed by a company which is registered with Fasset. Learners do not have to complete a Fasset learnership; they 
may complete a learnership registered with one of the other Setas. The only restriction is that the learnership programme must be at least 
twelve months in duration, on a full-time basis.

The grant is linked to the period of the learnership, not the period of study. The grant is paid in a maximum of four tranches; the amount 
paid in each tranche depends on the length of the learnership and how much of the learnership has been completed. Repayments are made 
directly to NSFAS and are based on a tariff.

Fasset would like to encourage Black African graduates with NSFAS loans to seriously consider completing a learnership though their Fasset 
registered employer. Fasset’s NLRG provides learners with a ‘once-in-a-lifetime’ incentive to obtain a professional designation, or complete 
an additional qualification, while being ‘assisted’ to repay their NSFAS loans. 

More information is available on the Fasset website: www.fasset.org.za
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a learnership
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Stand out from the rest and expand your 
skills and knowledge even further by joining 
Fasset’s continuous learning programmes. 
Be different, be extraordinary and let us 
advance YOUR career.
One call can open the door to attractive Fasset benefits, incentives and 
programmes which can turn your potential into skills and knowledge to 
begin a career in the finance and accounting sector. 

Where 
you stand out 

from the crowd

Fasset (the Seta for Finance and Accounting Services) is creating a win-win situation through the National 
Student Financial Aid Scheme (NSFAS) Loan Repayment Grant (NLRG). This grant assists learners completing 
learnerships through a Fasset employer, who need to repay their NSFAS loan, Fasset employers as well 
as NSFAS itself. Through this initiative, Fasset is also helping to build a skills pipeline of professional 
accountants within the sector and playing an important role in fast tracking transformation.

Fasset introduced its NLRG to relieve learners on learnerships at Fasset-registered firms of their financial burden associated with the need 
to repay their NSFAS loans. The Seta recognised that learners often struggle to make ends meet. In addition to paying tuition fees to either 
complete or further their studies, they have to pay back their NSFAS loans. 

Acknowledging that cash-strapped learners are tempted to abandon their Fasset learnership and their dream of becoming a professional 
accountant, when promised a higher salary in the short-term, Fasset introduced its NLRG. By relieving learners of the financial burden of 
repaying their NSFAS loan, learners are now able to focus on completing their learnerships and qualifying as professional accountants. 

Besides providing much-needed financial relief to learners, the NLRG is supporting employers by improving the retention rate on Fasset 
learnerships. Although the grant does not offer employers a direct financial benefit, employers benefit in that relieved of their financial burden 
of repaying their NSFAS loans, learners are more likely to complete their learnership. They also benefit from the fact that on completion of 
the learnership they are able to claim the completion grant for the Learnership Cash Grant (LCG) or Pivotal Grant.

Fasset’s NLRG is also a benefit for NSFAS as recipients of the Seta’s grant are able to pay back their NSFAS loans much sooner. By boosting 
NSFAS funds, the fund is able to provide loans or bursaries to more learners, at a time when NSFAS is under severe financial pressure. 

The NLRG is available to Black African learners and learners with disabilities, who are South African citizens, with a valid South African 
identity document. Applicants need to have successfully completed a three-year qualification in a scarce skill area within the Fasset sector. 
They also need to be employed by a company which is registered with Fasset. Learners do not have to complete a Fasset learnership; they 
may complete a learnership registered with one of the other Setas. The only restriction is that the learnership programme must be at least 
twelve months in duration, on a full-time basis.

The grant is linked to the period of the learnership, not the period of study. The grant is paid in a maximum of four tranches; the amount 
paid in each tranche depends on the length of the learnership and how much of the learnership has been completed. Repayments are made 
directly to NSFAS and are based on a tariff.

Fasset would like to encourage Black African graduates with NSFAS loans to seriously consider completing a learnership though their Fasset 
registered employer. Fasset’s NLRG provides learners with a ‘once-in-a-lifetime’ incentive to obtain a professional designation, or complete 
an additional qualification, while being ‘assisted’ to repay their NSFAS loans. 

More information is available on the Fasset website: www.fasset.org.za
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Career Family Tree Worksheet

Take a look at the careers chosen by your grandparents, aunts, uncles, and other relatives.

It’s fun to think about how family members’ career choices have influenced their lives – and it may help you identify 
things you want and don’t want in a career. Fill in each box with the career of the listed person. If you can, add boxes 
of aunts, uncles, cousins, brothers, and sisters.

Brother’s or 
Sister’s Career

Aunt’s or Uncle’s 
Career

Aunt’s or Uncle’s 
CareerMother’s Career

Grandfather’s 
Career

Grandmother’s 
Career

Aunt’s or Uncle’s 
Career

Father’s 
Career

Aunt’s or Uncle’s 
Career

ME! Brother’s or 
Sister’s Career

Grandfather’s 
Career

Grandmother’s 
Career

Are there career areas that several of your relatives have pursued? If so, list them here.

_______________________________________________________________________________________

How have your family members’ career choices changed over time?

_______________________________________________________________________________________

What reasons do your relatives give you to choose or not choose careers like theirs?

_______________________________________________________________________________________

People rarely know right away what career they should be in and it takes most people several years to 
settle into the path they will follow. Don’t feel like you’re behind! Listen to your heart. Talk to your family 
members.  You never know what you are good at! Just spend more time with yourself and get to know 
yourself. Please visit www.fasset.org.za to download a copy of our career guide.

https://www.facebook.com/fasset.org 

Choose a career in Finance and Accounting.


