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We are living in special 
times and are privileged to 
be witnessing these global 
changes

EDITOR'S NOTE

The world is experiencing 
rapid change, disruption and 
catastrophic events. Supply chains 

are compromised and people’s lives 
significantly impacted. At the same time 
we are experiencing learning, innovation 
and improvements that are radically 
transforming markets, business and 
service delivery.

We are living in special times and are 

privileged to be witnessing these global 

changes. In the Government of South 

Africa we are taking steps to modernise 

public procurement and to develop 

a public service that is professional, 

accountable and development-oriented. 

There are many exciting initiatives 

underway some of which we will share 

with you in this edition of the CBI.

In order to adopt and sustain the various 

initiatives to modernise public procurement 

we need to develop the individual capacity 

of SCM officials to do new things and 

to improve what they currently do. The 

more capacity we build in people, the 

more resilient and stronger our teams will 

become. National Treasury, together with 

our partners, are developing SCM education 

and training solutions that will assist in 

building the skills, knowledge and abilities 

of public financial management officials.

We encourage you to create learning 

organisations where learning is encouraged 

and supported, where knowledge and 

information is shared, where individuals can 

coach and mentor one another, and where 

we collaborate to create high-performance 

teams and achieve excellence in the 

management of public funds.

Capacity building doesn’t magically 

happen overnight. It requires training and 

mentoring programmes such as the SCM 

Executive Development Programme on 

page 3; the Community of Practice Portal 

on page 4; and the provincial coaching and 

mentorship programme in Mpumalanga 

(read about it on page 7). Basically, it 

requires time, energy and resources, and 

most importantly, allowing the people 

whose capacity we are building to sustain 

the changes they are making.

This process may take several years, involving 

experts and support from many partners. 

One of the key areas of support is of course 

the funding for learning programmes such 

as those mentioned above. As FMIP-III comes 

to a conclusion, we look forward to continue 

old partnerships and forge new ones to 

support South Africa’s development journey.

Together we are building a capable and 

developmental state to manage public 

resources efficiently and effectively, to 

deliver high quality services, to prioritise 

the nation’s developmental goals and 

ultimately contribute to economic 

transformation, inclusive growth, and 

efficient public service delivery. 

Mark Kuipers:
Chief Director, Capacity Building
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LEADING RISK-BASED THINKING 
TO RISK-BASED DOING

So says Justin Veeran, technical 
risk management expert at the 
National Treasury: Capacity Building, 

talking about the organisation’s new risk 
management mentorship pilot programme 
for all public sector risk practitioners who 
want to attain professionalisation.  

Veeran, who initiated the programme and 

is responsible for the co-ordination of all 

stakeholders says the programme’s purpose 

seeks to build wisdom, and “the ability to 

apply skills, knowledge and experience to 

new situations and processes”. 

“Further, the objective of the mentor will be 

to act as an ‘accountability partner’ who works 

in their mentee’s best interests. It is envisaged 

that he or she will bring a new approach to 

either a specific skill or an entire career.” 

The programme, which has recently been 

piloted, hopes to improve professionalisation 

in risk management and ultimately improve 

service delivery in the public sector with the 

following impact:

• Increased individual commitment 

towards professionalisation 

• Improved communication within the 

community of practice 

• Greater insight and exposure to the other 

areas of risk management 

• Improved levels of professional success in 

risk management.

Risk management was introduced in the 

public sector as a tool to assist accounting 

officers to maintain efficient and effective 

systems of internal controls in public 

service institutions through the process 

of identifying, assessing and managing 

risks. In this regard, it is crucial to develop 

the capacity of both risk management 

practitioners as well as management in 

the understanding and application of risk 

management principles in the South African 

public service. 

While many public institutions have made 

great strides in implementing systems of risk 

management and internal control, there is 

still a gap in terms of conferring professional 

designations, promoting continuous learning 

and professional development, developing 

behavioural standards and encouraging 

adherence to a code of conduct and ethics.

This is where mentorship plays an important 

role. The risk management mentorship 

programme links experienced risk 

professionals in the public service with the 

risk practitioners sitting the Institute of Risk 

Management South Africa (IRMSA) board 

examinations. The programme’s mentors are 

identified with the assistance of IRMSA and 

each mentor matched with a mentee. The 

training of mentors is then be conducted 

by the National School of Government 

(NSG). Upon the successful completion of 

the training new mentors and mentees are 

matched, creating a cycle of sustainable 

relational learning. 

Veeran concludes:
“Anthony Tjan said it best: The best leaders go 
beyond competency, focusing on helping to 
shape other people’s character, values, self-

awareness, empathy, and capacity for respect. 

“This is what makes good mentors great: 

they never stop encouraging their mentees 

to grow.”

The best definition of ‘mentor’ I’ve heard is: 
‘learning from someone who wants you to grow’. 
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EXECUTIVE DEVELOPMENT 
PROGRAMME SUPPLY CHAIN 
MANAGEMENT
Supply Chain Management (SCM) is increasingly being 
recognised worldwide as a strategic function, an enabler 
of effective service delivery and a critical lever to achieve 
government’s policy objective.

Programme Objectives:

The purpose of this programme is to 
empower public managers with the necessary 
SCM knowledge and skills, to ensure that 
government departments have and maintain 
an appropriate SCM system which is fair, 
equitable, transparent, competitive and cost 
effective. This will support the day to day 
strategic decision making that will enable 
transformational change within government 
departments.

Target Audience:

Accounting Officers, Chief Financial Officers 
and Heads of End-user Units of National and 
Provincial Departments.

The solution:

The two (2) day executive development 
programme adopts a blended learning 
approach. The content will provide a valuable 
foundation for DDGs and CFOs to understand 
and execute their responsibilities with respect 
to SCM.

Programme Benefits:

•  Enhancing skills that will help deal with 
current SCM challenges and ensuring that 
strategic policy objectives are achieved;

•  Enhancing skills to drive transformational 
change and to build effective cross-

functional teams;

•  Focusing leadership to implement 

innovative ideas within SCM to ensure 

robust service delivery and controlled 

financial spend;

•  Creating awareness of SCM processes and 

systems;

•  Creating a SCM-oriented culture within 

departments;

•  Ensuring value-for-money and achieving 

savings;

•  Understanding the strategic importance 

of SCM as an enabler of effective service 

delivery;

•  Using demand management to support 

service delivery and transformation;

•  Effective monitoring of SCM performance 

within departments;

Programme Outline:

•  Avoiding and reducing irregular 

expenditure;

•  Understanding the role of leadership in Bid 

Committee appointments and oversight;

•  Creating awareness of systems and 

technology as an enabler of effective SCM;

•  Improving the performance of the SCM 

function; and

•  Empowering leadership to leverage off 

other business units within the department 

to support SCM.

Contact:
For further details and clarifications,

please contact: Sakhile Manyathi
on 012-395-6537
or Sakhile.Manyathia@treasury.gov.za

Importance
of SCM

Importance
of SCM

Strategic 
value

Policy 
Objective

Strategy
Implemen-
tation

Service 
Delivery

Decision 
Making

Demand
Management

Spend
Analysis

Smart 
Procurement

Contract 
Management

SCM
System SCM System Policies

SCM
Structure

Technology
Governance & 
Assurance

Monitoring & 
Reporting
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THE COMMUNITY OF PRACTICE 
PORTAL: A SHARED APPROACH

National Treasury: Capacity 
Building has initiated an exciting 
project to develop social capital, 

nurture new knowledge, stimulate 
innovation, and share existing tacit 
knowledge within the Public Financial 
Management (PFM) space.

The Community of Practice PFM Portal 

will initially build a Community of 

Practice (CoP) in three disciplines: Risk 

Management, Internal Audit and Supply 

Chain Management. The first step to 

organisation-wide adoption of the new 

CoP portal is to establish discipline 

champions and then conduct workshops 

to test the CoP Framework by means 

of interactive structured conversations 

between a consultant and the selected 

discipline champion.

Ultimately, the intention is to roll out the 

CoP Portal to all disciplines and establish a 

group or community among each of these 

to discuss issues, solutions and improve 

communication among PFM practitioners.

A UNIQUE FIT TO PFM 
CAPACITY BUILDING 
CHALLENGES

The concept of Community of Practice is based 

on the recognition that knowledge is a critical 

asset that needs to be managed strategically. 

Communities of Practice is a practical solution 

to knowledge management that is focused on 

people and on the social structures that enable 
them to learn with and from each other. Today, 
almost all organisations of a reasonable size 
have some form of community of practice 
initiative, including public sector institutions 
and governments globally.

South Africa’s government organisations 
face knowledge challenges of increasing 
complexity and scale. Although the formality 
of bureaucracy can come in the way of open 
knowledge sharing, building easily accessible 
Communities of Practice holds the promise 
of enabling connections among people 
across formal public sector structures. For 
instance, PFM practitioners across different 
tiers and in different geographical locations 
can benefit enormously from sharing the 
following information:

Mapping knowledge 
and identifying gaps 
Who knows what, and what 
are we missing? What other 
groups should we connect 
with?

Coordination and 
strategy
“Can we combine our power 

of purchase to achieve bulk 

discounts?”

Problem solving
Can we work on this and 

brainstorm some ideas; I’m stuck.

Requests for 
information
Where can I find the code to 

connect to the server?

Documenting 
projects 
We have faced this problem 

five times now. Let us write it 

down once and for all.

Growing confidence
Before I do it, I’ll run it through 

my community first to see 

what they think.

Seeking experience
“Has anyone dealt with this 

situation?”
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HOW TO PREPARE ANNUAL 
FINANCIAL STATEMENTS THE 
RIGHT WAY

Public sector Annual Financial 
Statements (AFS) tell the important 
story of the year’s financial affairs 

and its year-end financial health. The 
department or entity must therefore be 
satisfied that the AFS present a fair and 
accurate picture that is understandable to 
stakeholders.

The financial reporting responsibilities 

of national and provincial departments, 

Parliament and provincial legislatures have 

been fundamentally revised based on the 

requirements of the Constitution and the 

Public Finance Management legislation 

in particular. In addition, the Office of the 

Accountant General has published technical 

directives in this regard.

Therefore, it is essential that junior and 

middle managers who have the delegated 

responsibility of preparing and reviewing 

modified cash annual financial statements, 

should have both the insights and tools 

that will enable them to better prepare 

and present the AFS, as well as greater 

understanding of the financial position and 

performance of the department.

To empower public sector accountants 

and those responsible for preparing AFS 

to meet the latest requirements, the 

National Treasury, funded by the Financial 

Management Improvement Programme 

III (FMIP III), has initiated the development 

of training material for compliant and 

comprehensive preparation of public sector 

AFS.

According to Xolisa Dlanga, Director: 

Public Financial Management Capacity 

Building and project manager of AFS 

content development, the purpose of 

the initiative is to assist departments with 

completing AFS in line with Modified Cash 

Accounting issued by the Office of the 

Accounting Standards through a practical 

non-accredited learning programme. This 

programme will contribute to the ongoing 

development and review of departmental 

Annual Financial Statements.

“The content is designed around and 
based on the requirements of the Public 
Finance Management Act and specifically 
incorporates the latest instructions and 
guidelines from the National Treasury’s Office 
of the Accountant-General,” says Dlanga. 

“The development of the material is 
complete and we had a successful pilot 
session to test the content against our 
objectives to build capacity of departments 
in the compilation of Annual Financial 
Statements and to ensure that departments 
are able to complete them accurately, 
timeously and in line with the required 
formats.”
 
“Overall, departments will be able to compile 
annual financial statements without any 
reliance on consultants, creating a proper 
audit trail in the compilation of AFS,” Dlanga 
concludes. 

The next steps are to roll out a train-the-
trainer programme ahead of rolling out the 
programme in July in anticipation of the 
Interim Financial Statement period.
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TACKLING CHALLENGES
THROUGH PRACTISED
REVENUE 
MANAGEMENT

Public Financial Management (PFM) 

practitioners are tasked with the 

challenge of planning, accounting for and 

safeguarding the revenues of government. 

The main functions performed by revenue 

management specialists include: 

• planning for future income levels 

including the determination of income 

sources and tariffs; 

• the physical collection of revenue 

through the cashier system;

• accounting for revenue collected in the 

government accounting system; and

• ensuring safe and secure arrangements 

for handling cash and transferring it to 

government bank accounts. 

To equip these practitioners with the 

necessary knowledge, skills and values 

to improve their levels and standards of 

service and support the implementation 

of proper revenue management activities 

in all nine provinces, the National Treasury 

has developed a revenue management 

competencies dictionary as part of its 

Competency Framework. 

Noxolo Mbambo, Director: Provincial Budget 

Analysis (Intergovernmental Relations), 

explains that the effective and efficient 

application of the revenue management 

competencies dictionary requires both “the 

knowledge (and understanding) to carry out 

efficient and effective revenue management,” 

as well as the skills required to carry out 

efficient and effective revenue management.”

To ensure capacity building of revenue 

management practitioners, the National 

Treasury has rolled out a Revenue 

Management Training programme to 

develop and enhance Public Financial 

Management capacity in the provincial 

sphere of government. The programme 

provides high quality non-accredited 

learning to all nine provinces, concentrating 

on revenue collecting practitioners. 

“It is critical for PFM practitioners to 

know what role they can play to ensure 

improvement in the collection of revenue 

in their respective department, as well as be 

equipped with the necessary knowledge, 

skills and values to exercise their role in 

practice,” Mbambo says. 

“Practitioners who have completed the 

programme have reported increased 

motivation and we believe that revenue 

collection will improve as a result of the 

training. However, individual capacity 

building can only be effective when it is 

nurtured within a team environment. It 

would be ideal if further roll out of the 

training programme involves supervisors 

and senior managers to ensure a bottom-

up approach resulting in the creation of 

sustainable revenue management capacity 

within the provincial sphere,” she concludes.

“It is critical for PFM 
practitioners to 

know what role they 
can play to ensure 

improvement in the 
collection of revenue 

in their respective 
department
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No one meeting Kgomotso 
Motlhabane for the first time 
would imagine that this petite, 

soft spoken 40-year old once drove a taxi 
to earn her living.

Today, as FMIP III administrator to support 

donor funded programmes for the National 

Treasury, she tells of the journey that 

brought her here.

“I grew up in Soweto as the last of four 

siblings and after graduating from Athlone 

Girls High in 1997, I left home to study 

public administration in Port Elizabeth. 

Unfortunately, my mom fell ill and I had to 

return to Gauteng to look after her after 

only completing two years of my course.”

Not one to sit back and wait for good 

fortune to come knocking, Kgomotso 

grabbed opportunity by the horns and 

took charge of her future. She enrolled for a 

computer programming course and drove 

a taxi to supplement financial support for 

her family.

Soon, Kgomotso’s career took shape as 
an administrator at various organisations, 
from working at the Metal and Electrical 
Workers Unions of South Africa (MEWUSA) 
as a financial administrator, to being an IT 
project and Oracle Systems administrator at 
the National Health Laboratory Service. Her 
journey then took a turn in Mpumalanga as 
an engineering project administrator on the 
construction of mine houses at Lydenburg’s 
Dwarsrivier Mine before she accepted her 
current position at the National Treasury in 
2014.

“My career to this point was born of hard 
work and experience, but since joining 
Treasury I’ve realised how important it is to 
formalise your experience in the form of 
structured learning, which is why I’m now 
studying towards a Financial Accounting 
diploma.”

Kgomotso says it’s important not to be 
left behind as the organisation changes to 
adapt to a society that increasingly demands 
a superior level of skill, knowledge and 
professionalisation.

“As the National Treasury embraces the need 
for individual and organisational capacity 
building, I would like to think that it’s through 
a combination of individual experience, 
knowledge and training that we are able to 
contribute significantly as a unified team. 

“Employees with extensive experience can 
mentor people within the organisation 
to help them understand how their work 
adds maximum value. On the other hand, 
newcomers with a fresh perspective are 
quicker to embrace change and could have 
valuable insight and perspectives to share.”

Kgomotso ends the interview with these 
words of encouragement: “At any level of 
Public Finance Management (PFM) it is 
crucial for employees to take responsibility 
for their own careers and success and adopt 
the mindset that they are the drivers of their 
own career success.”

Undoubtedly, Kgomotso will thrive 
professionally because she is positioning 
herself for long-term success, not only 
within her current position, but throughout 
the future.

My career to this point was born 
of hard work and experience, but 
since joining Treasury I’ve realised 
how important it is to formalise 
your experience in the form of 
structured learning, which is why I’m 
now studying towards a Financial 
Accounting diploma.

TAXI  DRIVER
TURNED  ADMINISTRATION 
PROFESSIONAL

Kgomotso Motlhabane
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Q: Chris, in what context did 
the National Treasury decide 
to roll out the provincial 
coaching and mentoring pilot 
programme? 

A: Current PFM challenges across all 

three spheres of government include 

scarce skills; high levels of vacancies and 

staff turnover; a lack of suitable education, 

training and development programmes; 

limited knowledge management; inadequate 

monitoring and evaluation; ineffective 

performance management; non-adherence 

to legislation; poor audit results; and an 

We talk to Chris Adams, Director for Provincial Budget 
Analysis at the National Treasury about the recently 
concluded Coaching and Mentoring Pilot Programme in the 
Mpumalanga province.

absence of effective partnerships. The 

Auditor-General of South Africa’s 2015/16 

report on the national and provincial audit 

outcomes shows that a great deal of progress 

is needed before South Africa’s Public 

Financial Management (PFM) environment 

becomes well capacitated.

Q: What does that mean – 
well capacitated? 

A: In short, it is a government with the 

capacity for sound and transparent 

public financial management at national, 

provincial and municipal level, with a 

corps of competent and committed high-

performance employees, operating within 

an environment that enables and sustains 

mutually beneficial stakeholder relationships.

Q: Why coaching and 
mentoring? 

A: We have identified coaching and 

mentorship as a new way to realise 

this transformational change and leadership 

development in the PFM sector. The basis for 

this is to encourage leaders and staff in the 

provincial PFM sector to embed coaching 

and mentoring as an initiative intended to 

help develop them as individuals, but also to 

help the province contribute collaboratively 

A CASE
FOR CHANGE:

MPUMALANGA
PILOT

PROGRAMME
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and collectively to its own goals and the 

bigger goals of government as a whole. 

The objective of the programme is to 

encourage and develop those in leadership 

roles first, which then cascades down to 

other staff members, ultimately creating a 

coaching and learning culture to promote 

the relational aspects of work, team spirit 

and passion to achieve the organisational 

mandate efficiently and effectively.

Q: And you took this 
programme to Mpumalanga 
first? 

A: Yes. The Head of Department (HOD) 

of the Mpumalanga Provincial Treasury 

reached out to us about the unique 

problems in her province. She explained 

that in 2014/15 leadership and financial 

and performance management in the 

Mpumalanga Province regressed. Instability 

(because of a lack of continuity) at the level 

of heads of departments and chief executive 

officers affected the ability to build and 

maintain a robust control environment for 

financial and performance management 

which weakened the accountability chain. In 

2015/16 the same issues were perpetuated 

suggesting a continuation of the structural 

weaknesses in the province. 

This provided the perfect opportunity 
to pilot the coaching and mentoring 
programme in line with the Mpumalanga 
Provincial Treasury’s objectives to improve 
the performance and productivity of its key 
staff. The concept and programme were 
enthusiastically supported by the HOD and 

went ahead with her and the province’s full 
support and buy-in.

Q: From here, what process 
did you follow? 

A: One of the potential risks to the success 

of the programme could be resistance 

from the actual beneficiaries within the 

province and a potential high risk could be 

the lack of availability and commitment of all 

beneficiaries to attend all coaching sessions. 

Our first step to develop consensus on 

expectations was to hold a focus group to 

explain the purpose and hoped-for results of 

the programme to the intended target group 

of 18 senior managers. This also enabled 

us to ensure their understanding of the 

programme and their aspirations as a result 

of participating. Due to a lack of funding, we 

kicked off with a pilot group of nine senior 

managers, with the rest to follow as soon as 

funding becomes available.

We then appointed two professional 
consultants to lead both the team and 
individual coaching sessions for the 
duration of the programme, from October 
2017 to April 2018. (We are proud to say 
that all sessions were attended 100% by all 
participants).

Q: What impact have 
you seen as a result of the 
programme? 

A: It is clear from the feedback we 

received that the participants have 

improved their own thought processes, 

by having the opportunity to voice their 

opinion and concerns and get honest 

feedback, as well as adding new tools and 

approaches to their working environment. 

Additionally, they have gained insight 

within the areas of solution focus, conscious 

systemic prioritising and delegation where 

necessary, which will increase the overall 

quality of their output and leadership.

Q: Any learnings? 

A: One of our main objectives is to create 

a sustainable coaching culture in the 

PFM sector where leaders, managers and 

staff engage and develop all their people in 

ways that create increased individual, team 

and organisational performance and shared 

value for all stakeholders.

This ambition can only work with political 

buy-in to create a symbiosis between 

those in public administration and political 

leadership roles. In this case, we mitigated 

these risks by getting political buy-in 

from the Mpumlanga MEC of Finance and 

ensuring that the focus group interviews 

addressed the concerns of the officials to be 

coached to ensure their buy-in. Additionally, 

a longer programme of approximately 18 

months with staggered sessions would 

enable us to better measure the impact and 

sustainability of the programme. 

When we roll out the programme to the 
other provinces we will be led by the 
following key learning: Leadership and 
change has to come from within, therefore 
we will continue to show a sustained and 
visible interest in the programme and its 
participants as a means of encouragement 
and motivation. 

This ambition can only work 
with political buy-in to create 
a symbiosis between those in 
public administration and political 
leadership roles.
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