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W elcome to the latest issue of
Transformer, the oﬃcial magazine
of the CIO Council of South Africa. As
you may already know, our team isn’t
just interested in IT – we’re also
obsessed with where it’s taking us. It
explains why we themed this edition
around upskilling in the IT sector and
the psychology behind the innovations
that will nudge the country’s labour
force to capitalise on the opportunities
that will unwrap solutions for the
cloud-first, mobile-first era.
Technology is transforming our
world. We know this. Trends such as
mobility, cloud, Internet of Things, social
networking and big data analytics keep
reshaping the business environment.
Employees can now work from
anywhere, anytime, using any device.
These professional trends are now a part
of our private lives, changing the way
in which we communicate, collaborate,
and manage our downtime.
Tech is ever-present; it’s part and
parcel of life. In order for the next
generation of entrepreneurs, business
leaders, CIOs, and IT managers to be
better prepared to excel in work and
at home, we need to better prepare
today’s students, graduates, and job
seekers with the right skills, training
and work experience. It has to be top
priority because, let’s face it, if we don’t
the result will be a dramatic widening
of an already prevalent skills shortage,
which is a product of the mismatch
that exists between the skills possessed

by job seekers and the level of skills required
in the labour market. For instance, local
universities are still not educating software
engineers adequately enough for the job. Too
much emphasis is being placed on theory,
not enough on actually ‘doing’. Graduates
are walking into work inadequately prepared
for the workplace, and without a portfolio of
complete work.
The solution is simple: hands-on training
through internships that count for something.
We started the AppFactory at Microsoft to try
to negate the skills shortage issue by backing
those aspiring developers, putting them in
paid internships and getting them to work,
building real-world applications. It’s all about
the end result, be it full-time employment or
establishing a startup.
Yes, South Africa has one of the highest
unemployment rates globally, but technology
can change all that. As leading businesses
in South Africa, we have a responsibility to
address this problem. We should be working
together to build innovative programmes that
will convert unemployment into job creation,
and address the skills gap. By investing in skills
development, businesses will not only create
jobs but will help empower go-getters capable
of establishing their own companies to deliver
greater levels of sustainable employment. We
believe that. We think you do too.
Happy reading.

Ulrike Weitz
Editor

To access the additional content
in our digital versions (iPad,
Android and/or PDF), scan the QR
code or visit books.itweb.co.za
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PLANNING FOR THE FUTURE |

A TALE OF TWO CLOUDS
A journey into cloud means many changes and challenges, including skills
planning. Here’s how two different companies made their choices...
BY JAMES FRANCIS PHOTO: KAROLINA KOMENDERA

Y

ou couldn’t find two more different
businesses. Altron TMT is a giant,
encompassing 44 business units. REDISA is a
waste stream management company responsible
for the creation of a new tyre recycling industry.
Yet both have carved their futures into a bedrock
of cloud and complementary technologies.
Altron TMT is home to dozens of companies,
including systems integrators, fleet management
and more. Several years ago it began to
consolidate this diaspora in order to smooth out
processes and reduce costs. It inevitably led to
also consolidating the technology landscape
across many of those companies. But, considering
the group can trace its roots as far back as
1977, that also meant shifting on some diverse
infrastructure legacies.
REDISA in contrast didn’t even exist three years
ago. It mainly focuses on developing a sustainable
recycling industry through the deployment of
technology. So there was no legacy to worry
about, but rather the challenge of rapidly building
an environment for a new business model.
WHAT GOES WHERE?
Fortunately Altron TMT’s first step, at least in
hindsight, was obvious, says group executive for
Technology and Strategy, Dr. Willie Oosthuysen.
“Before we started the process, all of the business
units ran their own fully-integrated businesses.

“THE CHALLENGE WAS AROUND WHAT WE
NEED ONSITE WITHOUT BUYING IN SKILLS
IN THE FUTURE.”
Dr Willie Oosthuysen, Altron.
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So there was a lot of overlap and duplication.
We realised that a lot of the back-office
functions – storage, servers, e-mails and so
on – could be pooled. So we established One
Cloud, a private cloud system that brought all
of these together,” he says. Technologies that
are core to the individual units, though, were
left to be independent and those companies
are given a lot of autonomy around what they
use. For example, the fleet tracking company
Altech Netstar generates a lot of analytical
data, which requires massive storage. But that
is a fluid environment where the numbers
might only be crunched two to three days
in a month. So using ad-hoc cloud storage
and computational services makes economic
sense.
“Economics is often at the front of these
decisions. If we have no legislative limits
or specific reasons for retaining something
on-premise, it’s a good candidate for cloud
deployment. You access economies of scale
and don’t have to make unnecessary capex
investments.”
REDISA took a different approach. It wasn’t
tethered to any legacy, plus it had a specific
business model in mind. This created a clear
path, says the company CIO Ian Beaton:
“Our job was to build the business, so we took
a lean approach from the start and aimed to
outsource as much of our technology needs
as possible. Cloud fits really nicely with that
ambition. Instead, the challenge was to learn
what you need, not what you want. For
example, we operate around 40 depots, each
running off a tablet computer.

Dr Willie Oosthuysen, Altron

“At the start guys wanted things like computers
and printers, because that’s what they knew from
previous roles. But as it turned out you really don’t
need those things.”
He adds that it helped having a progressive CEO
who wanted a stable and solid platform. With an
approved budget and plan, Beaton and his team
were able to invest in technology for the right
reasons.
PICKING THE VENDORS
The next question is about who to go with.
Altron TMT runs mostly on Microsoft Azure
infrastructure, while REDISA relies on an Oracle
platform. In REDISA’s case Beaton wanted a
system that could, among other things, deliver on
application demands.
“Our operations use specific apps for specific
tasks, with the data shared between them to
create cohesion. We rely heavily on mobile
devices, especially since many of the people who
we deal with fall into the lower LSM categories
of society. So our infrastructure had to cater for
them.
I deal with five vendors — iFactory built the
platform and apps, Oracle powers it, IS supplies
datacentre space and connectivity,
Dimension Data now hold our enterprise
applications and database management and
we use Netsurit for desktop outsourcing. That
combination has given us a lot of options in
creating new applications. For example, in some
instances we use USSD to facilitate our tyre
collectors, because it’s cheap and universal. But
it’s proving to be easy to expand those services
to include SMS and even smart apps. We also
sidestepped problems with cash by introducing
mobile wallets, which has both avoided
complications and really empowered the people
we work with. For some it was the first time they
even had a bank account.”
One might expect Altron TMT to have a far
more complicated picture, but the cloud approach
has also helped it to make the shared services and
some operations leaner. >>
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Take Control of your Future with SITA’s
Youth Development Programmes
WANTING TO BREAK INTO THE IT INDUSTRY BUT NOT SURE WHERE TO START?
The Government’s Youth Development Programme initiative was implemented in order to develop skills and
create sustainable employment, with a view to alleviating the plight of unemployment amongst South African
youth. In support of this initiative, SITA is overseeing the following programmes focussing on internships,
learnerships and bursaries within the IT Industry. Perhaps one is right for you…

INTERNSHIP PROGRAMME
This programme aims to provide relevant skills and experience to
unemployed graduates and tertiary students requiring in-service
training/experiential learning as part of their academic agenda,
with a view to enhancing their chances of gaining permanent
employment. The programme aims to bridge the gap between
theory and practice by providing interns with an opportunity to
practically apply theoretical knowledge acquired on the job. Interns
are placed in areas that are relevant to their field of study and work
under the supervision of workplace mentor and coach for the full
duration of the 12-month course.
WHO QUALIFIES?
Unemployed South African
IT graduates between the
ages of 18—35.

DURATION OF THE
PROGRAMME
Unemployed South African
IT graduates between the
ages of 18—35.

HOW TO APPLY
Invitations for application to all programmes will be
advertised in print media nationwide. Closing dates for
applications will be specified on the adverts

BURSARY PROGRAMME
Through the bursary programme, financial assistance is provided
by SITA to South African youths studying towards a qualification
in IT through an accredited institution of higher learning within the
country. The programme is aimed at disadvantaged South Africans
already in their first year of study towards an IT qualification.
WHO QUALIFIES?
South African tertiary
students already studying
towards an IT qualification.

DURATION OF THE
PROGRAMME
The bursary applies from
the second year of study
onwards.

LEARNERSHIP PROGRAMME
This structured IT learning programme incorporates theoretical
learning and practical work experience leading to an occupation
directed, NQF aligned qualification. The learnership is governed by
an agreement between the learner, employer and service provider.
WHO QUALIFIES?
South Africans between
ages of 18—35 who have
completed matric.

DURATION OF THE
PROGRAMME
six months theory and six
months on-the-job training.

CONTACT INFO

Tel: 012 482 2407 / 012 482 2275 / 012 482 3285

Here’s what some of SITA’s ex-interns have to say about their experience on
our Youth Development Programmes…
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“Microsoft was a natural choice for many of the
back office elements, especially for e-mail and
things like Sharepoint,” says Oosthuysen. “But the
various companies also choose what’s best for
their core functions. So there are deployments of
Oracle, SAP and other services. Currently, we’re
using Salesforce.com across several units and
plan to expand that as we solidify our relevant
practices and models.”
One advantage of being a large group is
muscle. Obviously shared services are negotiated
at a group level for better prices, but Altron TMT
also uses that approach for individual units: “Let’s
say a business needs VMware licences. We can
then negotiate a group procurement contract
and let the individual companies buy into that
contract instead of each approaching the vendor
individually.”

Ian Beaton, REDISA

SKILLS: UP OR OUT?
The third component of a cloud journey is skills:
what to retain and what to send into the wild?
At Altron TMT this was a tricky dance. Since it
pooled its back office functions, that left a lot
of spare capacity. But at the same time there
was a need to be mindful that it also sells those
services to others, says Oosthuysen. “Skills had to
be managed carefully so as not to lose business
opportunities. The challenge was around what we
need onsite without buying in skills in the future.
At the same time those skills had to be deployed
to support our systems integration ventures. It
was a careful dance of reskilling and upskilling
people.”
Again, though, outside of the back-office focus
the various business units chose what their
individual enterprises required from people.
REDISA’s outsource centricity created a very
different scenario, says Beaton: “I run a team of
around seven people, most of whom are business
analysts with a focus on business operations.
Other skills are outsourced: I don’t need a
permanent staffer with database administration
skills, nor can I offer the career path that would
be attractive to them. The technologies we use
are ancillary to the business model, which is
focused on being very lean, and that’s also how
we approached our skills.”
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SOUTH AFRICAN SKILLS SHORTAGE |

WINNING THE SKILLS SCRAMBLE
TO ATTRACT AND RETAIN ICT TALENT IN THE NEW DIGITAL ERA, CIOS NEED TO MOVE
QUICKLY AND THINK CREATIVELY.
BY SIMON CASHMORE PHOTO: KAROLINA KOMENDERA

S

peed, agility and innovation are fast
becoming the hallmarks of success in the
emerging digital era. Organisations that quickly
grasped the opportunities created by mobile
computing, big data and cloud services are
already beating competitors to new markets.
They’re going to need similar strategies to attract
and keep skilled staff vital for such expansion.
The proliferation of digital technology has
fuelled demand for ICT staff with new technology
skills and greater understanding of business
processes and applications. Competition among
employers for ICT talent has long been fierce.
It is set to become ferocious. Nearly a third of
CIOs canvassed in the ITWeb Brainstorm and
Telkom Business CIO Survey last year identified
staff recruitment and retention as a strategic
priority. Around 43 percent said they were ‘actively
looking’ for specific skills and a modest eight
percent reported a freeze on new hires.
To succeed in the digital era organisations
will have to get smart about how they source
and retain essential employees. ICT talent
management is no longer the preserve of
the human resources department or even
the CIO – it’s a C-Suite agenda item. “Digital
technology is driving the development of new
business opportunities. It concerns not just
the IT department but many other aspects
of the organisation,” remarks Vincent Maher,
chief innovation officer at Kagiso Media. “The
availability of ICT skills is important to the whole
enterprise,” he adds.

“SOUTH AFRICA PRODUCES ABOUT 1 400
COMPUTER SCIENCE GRADUATES A YEAR.
IT NEEDS AT LEAST 300 000.”
Enrico Jacobs, Belgium Campus

10
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Some local organisations are reducing their
dependence on in-house ICT personnel by
outsourcing legacy systems or switching to
cloud-based services. The strategic application
of new digital technologies, however, often
needs scarce technical skills to roll-out mobile
applications, tailor sophisticated analytics systems
or integrate new business software.
RECRUITMENT DRIVE
To attract new ICT talent, Kagiso Media and
many other big employers work closely with
local colleges and universities. Sponsorships,
bursaries and joint development projects give
them plenty of opportunities to court potential
recruits. Demand for computer science graduates
is high. Local employers jostle with one another
and international firms, such as Google, Facebook
and Amazon, to secure promising candidates. Few
students are without job offers by the end of their
second year of studies.
“South Africa produces about 1 400 computer
science graduates a year. It needs at least
300 000,” says Enrico Jacobs, vice chancellor at
the Belgium Campus in Pretoria. Founded in 1999,
the private university teaches ICT diploma and
degree students. By forging close ties with big
employers, and adapting its curriculum to meet
their needs, the institution claims to have placed
all of its 1 800 graduates in jobs.
Jacobs says employers are becoming more
imaginative in how they engage with students.
“They often give the students real projects to work
on. This enables employers to assess the ability of
students and prepares students for employment,”
he says. Several technology suppliers are also
working alongside local tertiary institutions in
an effort to curb the local skills shortage. IBM,
Microsoft, Oracle, Cisco and SAP all have links
with local colleges or universities.

To cut South Africa’s ICT skills deficit greater
co-operation is vital. Major employers, technology
vendors, academic institutions and government
need to work together with a common goal, says
Jacobs. “Unless we do this South Africa won’t
have an ICT industry in five years. We will just
use and sell technology produced elsewhere,”
he warns. Big business will have to drive this cooperation,” adds Jacobs.
“The Department of Trade and Industry and the
Department of Science and Technology are doing
good work but it’s too little and often isolated. The
SETAs (Sector Education and Training Authorities)
mainly concentrate on entry-level skills and are
often hampered by bureaucracy,” he says.
TIME TO BUDDY UP
Corporate executives will need to better
understand their public sector partners if an
alliance to address the ICT skills shortage
is to succeed, says Danie Kok, education
consultant and former head of Africa research
at SAP. “Businesses tend to focus on product
improvement and profit while academics are
mostly concerned about producing graduates
and publishing articles. They need to learn to
speak each other’s language,” he says. Kok, who
pioneered SAP’s partnership with the CSIR, adds
that collaborative skills development projects
should also bolster small businesses. “SMEs are
key to the growth of the economy,” he says.
Greater co-operation within the local ICT
industry is providing big employers with more
opportunities to source critical skills. The high
turnover of staff in the sector, however, is
forcing companies to work harder at retaining
essential employees. Graduates often leave their
first job within a year while staff with a little
more experience typically stay for two to three
years, according to Network IT Recruitment
branch manager Lara Green. She adds that older
graduates, approaching their 30s, usually stick
with an employer for four to five years.
As the scramble for skills intensifies, employers
will need to find innovative ways to hold onto
their ICT staff. They will need to do more than
hand out big salaries and appealing perks
(although they certainly help). A creative and
stimulating work environment and opportunities
to develop and broaden skills and experience are
important.
“Our staff work in clusters where they can easily
share ideas and knowledge. We often appoint
mentors to guide new employees,” says Maher.

Vincent Maher,
Kagiso Media

“Sometimes we rethread Microsoft or Oracle
programmers. We send them from Johannesburg
to our offices in Cape Town; teach them how to
program in Python; and show them how to dress
and ride a Vespa. We help them become cool
again,” he adds.
CIOs face a difficult task in the quest to find and
secure scarce ICT skills. The prospect of helping
others recover lost glamour may spur them to
discover new ways to tackle the problem.

ACCELERATING RECRUITS
Greater focus on integrating recruits into the organisation improves the effectiveness of
employees and increases the retention of new hires.
Correct training and socialisation of recruits is vital, according to a study compiled
by IBM around ‘onboarding’ new employees. The costs of hiring are recovered more
quickly, staff become productive sooner and new employees are less likely to abandon the
organisation, says the company. The effectiveness of training, including peer guidance as
well as formal instruction, should be monitored and new employees rewarded to reaching
goals and objectives, recommends IBM. Effective socialisation to introduce recruits to the
culture and practices of the organisation can be achieved by pairing new employees with
mentors or enrolling them in mentoring programmes, it adds. This provides new staff
members with access to important information and enables them to quickly build a support
network.
The effectiveness of onboarding can be measured using employee performance surveys
and the cost-benefits easily calculated, says IBM.
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FUTURE PROOF: STUDENTS
EXTRAORDINARY DEVELOPMENT AND SHIFTING LINES IN THE
SANDS OF CORPORATE CULTURE MAKE THE MOVE FROM STUDENT
TO EMPLOYEE A GIDDY LEAP THAT’S POTENTIALLY FRAUGHT WITH
FAILURE.
BY TAMSIN OXFORD | PHOTO: KAROLINA KOMENDERA

T

he Joburg Centre for Software Engineering
(JCSE) released its sixth ICT Skills Survey in
late 2014. It found that 45 percent of corporates
had been negatively impacted by the skills
shortage in the sector with 14 percent claiming
that it was threatening their organisation’s future.
It also pointed out that the number of students
heading into the vital fields of Science,
Technology, Engineering, Maths (STEM) were on
the decline, with few students actively engaging
in subjects central to the country’s future. This
issue is further exacerbated by the fact that
students are not achieving high pass marks and
are often woefully unequipped for the corporate
space. In many cases the skills they’ve learned in
university are outdated and their thinking has
been forced into boxes. There is a desperate need
for change so the industry can grow and South
Africa can regain its place as a leader on the
continent.
“In our experience, it’s not the technology skills
that come in for criticism, but rather the ability
of the graduate to apply their skills in the world
of work,” says Adrian Schofield, manager for the
Applied Research Unit at the JCSE. “Employers
need to engage with the institutions of learning
to advise on curriculum, support the faculty and
provide resources.”
Schofield’s view is echoed by Charlene
Verzmoter, programme manager of Microsoft’s
Student2Business initiative. “It’s a challenge for
universities to keep their curriculum current with
the rapid change of technology; therefore they
need a more flexible approach. Vendor-specific IT

“UNIVERSITY DEGREES SHOULD BE
TEACHING PROBLEM-SOLVING AND
ANALYTICAL SKILLS, BUT THESE ARE BEING
ERODED TO TEACH PRACTICAL SKILLS.”
Mark Walker, IDC
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training and international certification can ensure
that students are trained on the latest technology
and on skills that there’s demand for,” she says.
It’s certainly a challenge for any educational
institution to stay abreast of an extremely
competitive and mercurial market. ICT skills are
evolving at a remarkable speed and when looked
at in the perspective of educational time, it’s a
complex task to adapt the curriculum to match. A
student entering the classroom at the start of the
degree will have spent significant time learning
outdated information by the time they leave.
“The classroom environments that we’re
exposed to don’t enable disruptive thinking in
the modern world,” says Aaron Fuchs, CEO of
iXperience. “We need to change the way we think
about education, look at different models and
be more experimental. The top institutions in
the world are leaning towards more innovative
spaces and teaching styles. We should be doing
the same.”
There needs to be a broader examination as to
what skills are required, especially for corporate
careers. The JCSE and The Innovation Hub
CoachLab programmes have been remarkably
successful over the past few years and this is
in part due to the addition of soft skills to the
mix. Team work, time management, business
etiquette and project management skills acquired
in a working environment have been found
to increase the employability of graduates
exponentially.
Barry Locker, national IT manager, Varsity
College, says: “The ever-changing, and now
ubiquitous, nature of IT calls for significantly
less technical prowess in organisations unless
you’re working for a technical company. I would
recommend that students align themselves to
be more problem-solving, solutions and projects
oriented whereby they leverage technology to
support and facilitate business objectives.”

Barry Locker, Varsity College

Mark Walker, associate vice president for
sub-Saharan Africa at IDC, adds: “University
degrees should be teaching problem-solving
and analytical skills, but these are being eroded
to teach practical skills. Universities should focus
on high-level problem-solving, how to innovate,
high-level architecture, how to manage and
administer computing and the like.”
Walker and Locker’s views are shared by many,
believing that students should be taught problemsolving skills rather than specific technologies
and given more opportunity to think beyond the
traditional and linear, to explore more innovative
and out-of-the-box thinking skills. However, it’s
met with mixed reviews.
“It’s not easy to teach problem-solving
without having any real problems to solve and
those problems exist within specific technology
environments, so perhaps we need to understand
that it’s not an ‘either or’ choice,” says Schofield.
“It’s not necessarily appropriate to bracket
problem-solving and innovation into the same
thought. The ability to understand the need and
to design a solution is a fundamental requirement,
but the applicability of disruptive thinking may be
different.”
It can be argued that today one of the most
important lessons to be learned is by the
educational institutions themselves. There should
be a more open and dynamic flow of educational
thought that ignites disruptive thinking and
problem-solving behaviour.
“There’s certainly place for creative and
innovative approaches to problem-solving and
innovation, however, I believe it’s primarily a
mindset and a paradigm shift that needs to take
place whereby priorities are realigned,” says
Locker.

BUSINESS READY: SKILLS FOR LIFE
Skills need to be handed over to students that prepare them for what the real world has
to offer and there are a number of projects currently in motion that purport to do this. One
of these is through the Microsoft 4Afrkia initiative that has set up two AppFactories – one
in South Africa and one in Egypt – to improve the development and business skills of young
developers. The internships are designed to run from nine to 12 months and the interns
engage with professional developers and real industry customer projects.
“We believe in ‘keep it real’ and that through real project work and dedicated mentorship
interns learn proper work ethics, solid design and implementation experience,” says
Leslie Price, manager at the Microsoft AppFactory. “Teaching and producing only at one
end with no real tangible receiving or consuming side is theoretical, senseless with limited
learnings. It’s hard for anyone to take pride in something that isn’t used or consumed by
real consumers. We need to close the loop of learning, producing, deploying, marketing,
consuming and feedback.”
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MINDING YOUR
TELCO MICE
HOW MUCH IS POOR VISIBILITY IN YOUR
COMMUNICATIONS INFRASTRUCTURE
COSTING YOU?

ave you ever tried, as the Irish saying goes, to mind
mice at a crossroads? It speaks of the challenges
involved when attempting to keep a view on many little
things. They may not be complex on their own, but don’t
be fooled about the impact they make as a crowd. We
often make this mistake in life. One example is stationery:
a pencil here and a piece of paper there may seem
inconsequential, until amplified across a large enterprise.
Suddenly lots of pencils and paper go missing – adding up
to a rather significant stationery bill.
Telecommunications is no different. It’s something all
employees in an organisation use, found at every turn and
in every cubicle. With such a spread, it can be easy to lose
track of expenditure.
Companies do realise this, explains Dimension
Data’s MEA Chief Solutions and Marketing Officer for
Communications, Gavin Hill. This is why many deploy
some level of Telephone Management Systems (TMS).
“Call accounting is a very common practice that’s well
understood and highly commoditised. It tends to be
inwardly focused and found with most companies that
have invested in a PABX solution,” he says.
Call accounting systems continue to be sound investments,
but they’re no longer equipped to adapt to a fast-evolving
telco landscape. In the past decade or so communication
services have proliferated at an incredible pace.
“The carrier landscape has become much more
complex,” says Hill. “In South Africa there used to be
Telkom, but today you can get solutions from companies
such as Vox, Neotel, the mobile carriers and a plethora of
new unified communications providers. We’ve also seen
a move away from pure voice calls to data use, voicemail
systems and employees that engage through multiple
communication systems.”
Complexity often leads to waste and this scenario is as
apt an example as one can find. Dimension Data’s own

H
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Gavin Hill,
Dimension Data

research indicates that in cases where companies with
no previous telco management strategy adopt a robust
solution, savings of between 15 and 30 percent were
realised within the first two quarters. Even businesses that
have some of their telco ducks (or mice) in a row discover
major benefits when adopting a Communications Lifecycle
Management (CLM) service.
Why is this the case? What makes current telco
management solutions fall short?
“Telco assets are generally handled with broad strokes
and at departmental levels. What I mean by that is the
costs of an employee are usually presented as an expense
or handled in a bulk fashion. There’s no real consideration
for the many differences that have creeped into telco
products and billing. These are then usually processed at
a departmental level, so the business at large rarely has a
real view of its communications situation. Does it really
understand what’s being spent, what the telco assets are
and where it’s wasting money?”
It’s the nature of communications systems that create this
dynamic scenario. Since the individual cost of a telco asset
is not high, they can often be overlooked. One example
Hill brings up is that companies may close or move branch
offices, yet not realise that some phone lines remained
active. Another example of cost creep is automatically
paying for white pages listings when not needed.
Yet despite their individual simplicity, these are not things
easily reigned in. “A proactive organisation may appoint

Leaders for the fourth year in a row in 2014...
Gartner’s Magic Quadrant for Communications, Outsourcing and Professional Services 2014

challengers

leaders

Dimension Data

AT&T

ability to execute

They may discover which mobile
contracts are poor choices
Wipro
or find that their mobile data
Orange
consumption is of such a nature
HP
that a single APN should be
IBM
considered. Imagine the benefits
CSC
Cisco
of negotiating with a mobile
Vodafone
Telefonica
network while being armed with
the information that the operators
Avaya
usually sit on. CLM appeals to
procurement and finance – the
latter would be able to present
payment requirements down to
a departmental level without any
niche players
visionaries
ambiguity. IT departments can
better plan provisioning. We’ve
completeness of vision
even found Human Resource
departments use CLM data to
determine mobile workforce
strategies.”
someone to look into telco spend, but often that
Through CLM a company gains a view of the size, scope
person or department lacks the domain knowledge to
and nuance of its communications investments and costs
make effective decisions. This is a convoluted discipline,
that hasn’t been possible before. It’s one reason why, in
involving different bills in different formats from different
2014, Gartner recognised Dimension Data as a Magic
companies, to cite one example. Making sense of that on a
Quadrant leader for Communications Outsourcing and
companywide view is impossible without the right tools.”
Professional Services. Savings can already be realised by
having its consultants scrutinise company phone bills.
ENTER DIMENSION DATA’S CLM
Starting with consultancy services, Dimension Data’s
CLM is a full business process outsource and consulting
solution incorporating Telephony Management Solutions,
or Call Accounting, and Telephony Expense Management
(NexTEM) services. The offering promises continual cradleto-the-grave management of telco assets and behaviour.
Designed as a cloud-based service, companies can opt for
components to the entire package, all linked neatly with
existing ERP infrastructure. The result is a clear and concise
overview of a company’s communications situation.
data@za.didata.com
“With our CLM solutions clients can track costs and
011 575 0000
define their strategies around that. They gain a holistic
www.dimensiondata.com
view of any individual employee’s communication spend.
HCL

Accenture
BT Global Sevices
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Visualising the
skills challenge

WHILE THERE’S A GLOBAL LACK OF ICT
SKILLS, THE PROBLEM IS FAR MORE ACUTE
IN SOUTH AFRICA. HERE’S SOME STATS AND
FACTS TO HELP GET YOUR HEAD AROUND
HOW THINGS ARE LOOKING.
COMPILED BY ALISON JOB AND ADRIAN HINCHCLIFFE
ILLUSTRATED BY ZACK HOOSEN

f 19 300 ‘scarce skills’ vacancies from a total of around 40 000 opportunities across 185 occupations in the media and ICT
sectors (as outlined by MICT SETA 2014-2019 Sector Skills Plan and the JCSE ICT Skills Survey) Transformer estimates
around 14 250 scarce skills vacancies are ICT-speciﬁc. Scarce skills are deﬁned as current and potential
important vacancies.

O

Impact on Business

Top skills needed

Skills shortage effect

The JCSE’s ICT Skills Survey reveals that the top ten
priority areas of skills are:

It has
no effect

It is
threatening
our viability

13%

1 Software as a Service/Cloud computing

14%

2 Network infrastructure
3 Information security
4 Application development
5 Business intelligence/knowledge management
6 Database development
7 Mobile computing
8 Web development

It is having a
minor effect

9 Data storage

It is having a
major effect

28%

10 Operating system
Source: JCSE ICT Skills Survey

45%

Source: JCSE ICT Skills Survey

Corporate preferences in terms of pre-hiring
qualifications and certifications
Internationally recognised standards
Vendor certificate
Industry association certificate
Educational certificate
Diploma
Graduate degree
Post-graduate qualification
Source: JCSE ICT Skills Survey

16

0%

ISSUE#4 | 2015

5%

10%

15%

20%

25%

Training undertaken

Long-term:
fewer learners
doing less
well

Industry-provided training, based on MICT SETA data for the IT
sector, reveals where most training budgets are going.
Learning intervention

Instances of training

Learnerships (employed)

670

Learnerships (unemployed)

2 249

Skills Programmes

7 927

Internships

222

Short Courses

56 039

Adult education and training

1 720

Bursaries

1 179

TOTAL

70 006

Of the 551 656 full-time matric students who
wrote the National Senior Certificate exams in
2014, 41% were registered for mathematics and
only 53.5% passed – attaining 30% or more.
While 31% of students sat physical science
exams, and 61.5% passed. Both the
percentage of total number of students
taking exams in both these subjects dropped
7% from 2013, and the pass rates also
dropped by over 5% in both subjects.

Source: JCSE ICT Skills Survey

Gaining parity

The total average South African ICT sector pay packet in 2015 is
up 7% from 2014. However, women are making much faster
gains – with 20% salary growth, while men’s salaries
grew, on average, 3% over the same period. That’s according to
ITWeb’s 2015 Salary Survey.

Salaries: Year-on-year growth
R547 606

2015

Looking at the education data of ITWeb’s
since
2011, the level of education is shown to be increasing across both
genders. In certain cases where women were better off four years
ago, they have maintained the gap or increased it, with tertiary
education rising in general among the women from 40% to 48.4%,
and their male counterparts from 35% to 40%. While women tend
to have higher educational qualifications, historic data shows that
proportionately more men tend to have professional or vendor
certifications.

Education

R495 867
R531 823

2014

Education levels
up
Salary Survey

male 2011
Female 2011

30%

male 2015
female 2015

R412 847

25%

Source: ITWeb Salary Survey 2015

20%

Top-paying
expertise
nationally

15%
10%
5%

1

IT strategy

R 827 452

2

Business process management

R 768 415

3

Enterprise architecture / SOA

R 766 107

4

Salary comparison by education

Supply chain management

R 736 600

Source: ITWeb Salary Survey 2015

5

E-business / E-commerce

R 705 600

6

Enterprise resource planning

R 693 692

7

IT management

R 689 384

8

Project management

R 631 465

9

Systems architecture

R 625 266

10

Service management

R 607 232

11

Business intelligence

R 606 088

0%

Matric or
Further
equivalent education
or training

22.4%

22.3%

TERTIARY
DIPLOMA

Tertiary Professional
diploma certification

14.3%

Tertiary
degree
(3 years()

Tertiary
degree
(4 years()

19.1%

TERTIARY DEGREE
(3 YEARS)
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Honours

Masters

20.3%

PhD

10.7%

PROFESSIONAL
CERTIFICATION
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BUILDING THE RIGHT TEAM
FORGET THE NUMBERS AND THE KPIS — building and retaining a
future-proof IT team is about mindset.
BY TRACY BURROWS PHOTO: KAROLINA KOMENDERA

T

he traditional IT department sitting on the
sidelines is a thing of the past. This style of
IT adds little value to the business and makes itself
redundant in the process. In contrast, the next
generation IT team is an integral part of the
business – participating in and adding real value
to the business, and so making itself
indispensable, says Johan Bosch, head of IT for
Africa at Microsoft.
Bosch says building the right team to meet
the changing demands of business begins with
understanding the changed role of IT. “The old
days of a hierarchical IT department structure
governed by KPAs, KPIs and checkboxes are over,”
he says. In the new approach, business acumen
is critical and IT teams are measured by the value
they add to the business, rather than by numbers
alone.
“The skills that are most scarce and valuable
today are IT skills combined with business
acumen,” says Bosch. “We need individuals who
understand both IT and business. They need
to grasp the need for agile service delivery and
adding real value to the business. This is why
you’ll find forward thinking organisations are
starting to source their IT leaders from areas
outside the IT department.

“WE FIND THAT OPPORTUNITIES FOR
WORK FLEXIBILITY, PERSONAL
DEVELOPMENT AND GOOD TEAM
RELATIONSHIPS ARE IMPORTANT TO OUR IT
STAFF.”
Anja van Beek, Sage

18

ISSUE#4 | 2015

“At Microsoft, nine of our 14 local CIOs have
backgrounds in business – in areas such as
marketing or operations. In fact, the ideal agile
IT scrum master today would have an MBA
and possibly an engineering background. With
business skills at the head of the department, you
can start shaping the IT team to support business
goals.”
FINDING THE RIGHT PEOPLE
Recruiting team members with the right attitude
is not as difficult as it might seem, Bosch believes.
“In South Africa, B-BBEE considerations and the
need to bring more women into IT comes into
play. But there’s no scarcity of raw talent out there,
so recruitment is more about finding people with
the right aptitude and attitude, which you’ll find
across demographics,” he says. With the right
people in place, they will seize the opportunity
to develop, and the right team will fall into place,
he adds. In recruiting highly specialised skills,
Bosch believes track record counts for more than
certifications alone. “In addition to technical skills,
we look at whether the person has process and
business experience. We look at their track record
in terms of the impact they had on their customer
base.”
Anja van Beek, HR director for Sage VIP and
chief people officer for Sage AAMEA (Australia,
Asia, Middle East and Africa), says there’s a lot of
competition in the market for people with niche
and high-end technical skills, so the challenge to
build and retain a highly skilled IT team begins
at recruitment stage. “Once we find candidates
who seem suitable, many of them don’t pass our
assessment process.”

Johan Bosch, Microsoft

“Interestingly, we also found in the past that
the interview environment itself may put some
candidates off: it seems some IT professionals can
find an overly corporate environment makes them
uncomfortable. Once we moved their interviews
from the main boardrooms to meeting rooms
closer to the IT department, we found candidates
more relaxed and interested in working for us.”
RETAINING STAFF
Van Beek says that for IT employees, money
doesn’t appear to be their primary motivator. “We
find that opportunities for work flexibility, personal
development and good team relationships are
important to our IT staff. They respond well to our
programmes designed to build good relationships
between managers and team members. For
example, our CEO and Exco members have a
monthly breakfast to meet new recruits and
engage with them on a personal level.”
Bosch adds that IT professionals respond well
to opportunities to contribute to overall business
development, as opposed to being seen as simply
a service provider. Instilling a culture of adding
value takes time, he says, but once IT teams buy
into this concept, they find greater satisfaction in
their work. Changing mindsets involves changing

the approach by leadership and even the way in
which appraisals are managed. “Instead of looking
at KPIs, we need to ask: ‘what value did you add
to the business?’”
For example, says Bosch, when assessing the
work of someone whose role is desktop support,
management would no longer focus on response
times and number of PCs repaired each day.
“You might ask: How did you add value? Did you
ensure that when you walked away, the PC would
not break in future? Did you give the user tips
and tricks to avoid similar problems in future? Did
you show the user new and useful productivity
tools? So performance management is not just
about measures, it’s a discussion looking back
and looking forward. When the team member
understands that his or her role is important to
the organisation, that they can add real business
value, their sense of belonging increases. This is a
key part of any retention strategy,” he says. >>
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CREATE LIFELONG
CONNECTIONS WITH

COMMUNICATE
PERSONNEL

THE IT RECRUITMENT SOLUTIONS SPECIALISTS

Communicate Personnel, specialist recruiters,
place professional, top-level IT candidates at
well-reputed clients – creating great career
opportunities for our candidates, and innovative
recruitment solutions for our clients.
Launched in 1981, and acquired by ADvTECH Limited in
1998, Communicate Personnel is a trading division within
ADvTECH Resourcing, the recruitment division of listed
company, ADvTECH Limited.

KEY FOCUS INDUSTRY: IT
We connect with individuals in the IT/ICT industries who are
enthusiasts, fanatical about the IT industry and excited by
technology. Driven by an increasing demand for skills in the
world of IT, understanding our candidates’ requirements and
matching them to the right employer is an integral part of
what we do – building lifelong connections in the process.
Our recruitment services include consultation, industry
advice and career coaching, sourcing, advertising, salary
negotiations: the entire management of the recruitment
process, through interview to offer stage.
Our range of exclusive candidates across all industries of the
IT sector includes: Java, .NET, PHP, BI, ERP, Networking,
Telecoms, Architecture, BA, QA, PM, C++, Javascript,
DBA, Mobile, SQL, Python, Perl, IT Security.
As CAREER SPECIALISTS we excel at sourcing high
demand skills in the following fields:

IT • FINANCE • ENGINEERING • SUPPLY CHAIN/FREIGHT
Permanent/contracting positions throughout South Africa.

THE FAIRER SEX
Lynette Hundermark, managing director of Useful &
Beautiful, adds that attracting and retaining women in IT
should not be the major challenge many organisations
think it is. “It’s true there are fewer women than men in IT
– particularly at senior level. Possibly this is because of the
demands of motherhood. But at the end of the day, women
don’t need special treatment in order to attract and retain
them in the IT sector.”
Hundermark believes flexibility in terms of working hours
would help retain working mothers, as well as a large
proportion of other IT team members. “Flexible hours are
important for everyone. Some people work better out of
office hours when there are fewer distractions.
“Parents appreciate the freedom to attend to their children
if necessary. Unforeseen things happen and supporting the
team by allowing reasonable work flexibility is a good way
to generate loyalty among the team.”
There’s no magic wand for retaining staff, however.
Van Beek says it’s important to make staff feel they’re
an important asset – not just a number. But no amount
of HR goodwill or staff development programmes can
match the staff retention power of a good manager, she
says. “Managers have to buy in to the concept that staff
are important and their role in retaining them is crucial.
Managers need to make an effort to understand their team’s
aspirations and support their development.”
With the right CIO and the right IT team in place, the
enterprise will automatically position itself to meet future
needs, since the IT team will be invested in ensuring its skills
and output support business goals, says Bosch. “The right
people will seize opportunities to grow the business and will
almost self-train into ensuring they add value.”

New B-BEE codes demand change
The amended codes of good practice for broad-based black economic
empowerment (B-BBEE), which came into effect on 1 May, significantly
change the approach companies must take when it comes to skills
development, says Khutso Sekgota, senior manager Supply Chain
Management at Deloitte. While a lack of high-end and specialised IT
skills might be a reality in many local enterprises, the fact remains that
the amended codes demand a greater focus on targeted training of local
skills. “The code sets the foundation for long-term skills development
and transformation. While there might be a need to outsource or import
the necessary IT skills in the short term, companies must focus on
simultaneously delivering formalised and on-the-job training to local
employees,” he says. Sekgota notes overall B-BBEE scores are no longer
enough — companies have to meet a minimum requirement for three
key components on the B-BBEE rating card to be compliant, and this

• CAPE – CAPE TOWN IT

Tel: +27 21 418 1750
capetownitinfo@communicate.co.za

• GAUTENG – BRUMA IT

Tel: +27 11 622 2723
brumaitinfo@communicate.co.za

• GAUTENG – MIDRAND IT

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

www.communicate.co.za

includes skills development. With more stringent requirements and
minimum thresholds integrated into the scorecard, the new code should
not be seen as a negative, says Deloitte. In fact, it incentivises more
effective development of both in-house and business ecosystem skills.

| TRAINING

KNOWLEDGE
RELOAD
WITH THE RAPID PACE AT WHICH
THE TECH INDUSTRY (and those
working in it) evolves, most
companies rely on training
as a vital tool to keep up and
increase productivity.
BY CHANA BOUCHER PHOTO: KAROLINA KOMENDERA

“

Training is one of the fundamental
components that help us to deliver our
business strategy,” says Cindy Hoots, chief
information officer – Africa, SABMiller. She adds
that training helps the company ensure its
employees have the skills and competencies to
excel in the current environment and, importantly,
so that SABMiller is prepared for where it’s going
in future.
For Sentech, explains executive: head IT,
Potlaki Maine, ICT training is crucial as it enables
effective, efficient and competent business
support for clients. “In the ICT space, the rapidly
changing landscape and criticality of core
services, as well as future market demand patterns
often require new technologies to support
adaptations. This often translates into revised
training strategies or programmes to continuously
upskill employees,” he says.
While there are undoubtedly many reasons to
incorporate tech training, Yusuf Aboobaker, CIO
of Spartan, says three core drivers are retention,
momentum and improving skills.
For more senior staff training contributes
towards job satisfaction. “When coupled with
time at work to explore and practise their training,
we find it’s one aspect of their employment they
really enjoy,” he says. It’s also a way for them to
keep up with the latest technologies and best
practice.
For more junior staff, Aboobaker says training
is merely about getting them up to speed and
bettering their skills. >>

Potlaki Maine, Sentech
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“THE MOST IMPORTANT TYPE OF TRAINING
IS THAT WHICH IS ALIGNED WITH WHERE YOU
ARE HEADING AS A BUSINESS AND WHAT YOU
ARE TRYING TO ACHIEVE.”
Cindy Hoots, SABMiller

LOOKING AT THE NUMBERS
According to Fanie Jansen, CIO at Sage Africa,
Australia, Middle East and Asia, all IT staff
regardless of position should receive training
during the course of the year. Further, he says:
“We have a process for identifying people with
talent, ambition and passion and then preparing
them for new roles through training. The process
should not be reactive but part of your daily
activities.” He adds that training should benefit
the company, in terms of return on investment, as
well as employees.
Maine says the training budget for his division
is typically between five to ten percent of the
divisional total operating expenditure budget,
based on the policy set by human resources. He
says a divisional skills gap analysis is performed
periodically with the context of changing business
needs and the IT agenda to then determine which
employees to train.
Hoots says that to determine a training
budget, SABMiller reviews the business strategy
and plans to determine any major initiatives or
competencies that require training. She adds:
“We then review our employee population to
determine who will require training and then
plan from there. That’s then measured against
a blended learning approach such as face-toface training and e-learning to determine final
budgets.”
Spartan, explains Aboobaker, calculates the
training budget by taking into consideration the
cost of outsourcing to training partners as well as
the time and freedom given to staff members to
go on a course. He says junior staff in their first
year of employment get approximately R30 000
allocated to them for outsourced training as well
as around two months of time off to explore and
practice what they learn. Meanwhile, intermediate
and more senior staff get around R5 000 towards
online courses and content, and two months to
explore with their new knowledge.
CHOOSING WISELY
According to Jansen, the belief among business
users in the enterprise that IT should be experts
in every aspect of technology, is putting IT
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departments under enormous pressure,
making IT training an aspect of service delivery.
“External training around the existing and new
technologies that underpin the company’s
technology strategy is essential. At the same
time, in-house training has a critical role to play.
Soft skills such as customer service training are
as important as technical training but are often
neglected,” he says.
“The most important type of training is that
which is aligned with where you are heading as
a business and what you are trying to achieve,”
says Hoots. According to her, some years her
division has had a strong focus on leadership and
behaviour skills while other times there have been
major initiatives that required specific technical
or business skills. Hoots says for technology
deployment, transactional training supported
by business readiness activities to embed new
behaviours is the best approach. This is facilitated
by various types of learning including e-learning,
communications, system training, quick reference
guides, job aids and super user communities.
Similarly, Maine says training is linked to the
business need identified. But, he adds: “A holistic
training solution with distinct measurable
outcomes is more suited for our environment.”
With widespread training needs, finding the
right training partner presents a challenge.
Jansen says for pricing reasons, Sage tries to
focus on a limited number of training providers
but will never compromise on the quality of
training. While Hoots says on large transformation
projects, one partner is often used for the core
training. “This helps drive consistency in the
employee experience and allows us to leverage
cross functional training to reinforce learning.”
In instances where highly specialised training is
needed, Hoots says additional training partners
are sourced.
However, Maine says a multi-supplier strategy
is the preferred approach due to the wide mosaic
of the IT solutions in the ICT environment.
Aboobaker agrees, saying that the search for best
of breed in specific knowledge domains when it
comes to training partners inevitably results in the
use of different suppliers.

Yusuf Aboobaker, Spartan

Smart tools for knowledge sharing
Cindy Hoots says SABMiller uses a variety of tools for knowledge sharing and
training within the organisation including the internal business social network
tool, Yammer, the intranet and the SAP platform. “We also use SAP to create
simulations that are blended in with classroom facilitated courses as well as
e-learning courses,” she adds.
Spartan uses SharePoint and Yammer as well as promoting blogs, says Yusuf
Aboobaker. He says: “SharePoint and personal blogs are generally reserved for
domain specific topics while Yammer is used more for general IT skills and tips.”
He adds that sometimes e-mail is used to pass on information from sites an
employee is subscribed to.
According to Fanie Jansen, Sage also uses social tools, specifically Salesforce
Chatter and Cisco Jabber. He says communication within the IT department is a
crucial component of successful service delivery.
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UPSKILLING THE CIO
TODAY’S CIO NEEDS A DIVERSE SET OF SKILLS TO UNDERSTAND THE BUSINESS
AND MAP TECHNOLOGY TO IT.
BY RODNEY WEIDEMANN PHOTO: KAROLINA KOMENDERA

T

he modern CIO’s role is no longer that of a
glorified techie, dealing with hardware,
software and security. Instead, CIOs are expected
to use the technology under their command to
drive innovation and growth within the business.
This requires a range of skills that go beyond
those of the other C-level executives. Today’s CIO
needs to remain on top of the latest technologies,
understand the business needs and speak the
boardroom language effectively to explain how
the two intersect. So how to go about developing
and maintaining such a diverse batch of skills?
Nishen Munnisu, director of Executive
Education: Open Programmes at the Gordon
Institute of Business Science (GIBS), says his
organisation recently launched a programme
that aims to provide the answer. The ‘Future CIO’
programme is seeking to build critical leadership
and technology skills in this area, in order to help
lead organisations into the future.
“The programme’s objective is to impart
leadership skills, build proficiency in technologies
of the future and help mould leaders with a
globalised outlook, enabling them to successfully
lead their organisations into the future,” he says.
“The course has been devised by industry
experts. We look at what CIOs are responsible
for on a day-to-day basis – what they do, what
they need to do, who they interact with, and,
most importantly, whether they can explain
IT functions in business terms to other C-level
decision-makers.

“THERE’S HUGE SPEND ON IT SYSTEMS, AND
SOMETIMES DISRUPTIVE TECHNOLOGIES
CAN MEAN YOUR MONEY HAS ULTIMATELY
BEEN INVESTED IN THE WRONG
TECHNOLOGY.”
Nishen Munnisu, GIBS
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“Our programme is about taking the
technology knowledge CIOs already possess
and enabling them to firstly understand it in
business terms and then to describe it to the
board,”
Mteto Nyati, chief enterprise officer at MTN
Business, believes it’s vital for future CIOs to
be able to communicate effectively with the
other executives. “Since most CIOs come from
a technical background, they’re great being
hands-on with technology. If it’s broken, we’re
comfortable repairing it, but are often out of
the comfort zone when it comes to issues like
how technology can enable the various lines of
business,” he says.
Adds Olwin Kleve, senior marketing manager
for Africa at Wipro Technologies SA, one of
the organisations involved in the Future CIO
programme: “The aim of the programme
is to eliminate the old view of the CIO as
someone only concerned with hardware and
infrastructure. CIOs today should be enhancing
business performance.”
ASPIRING CIOS
The GIBS course is not the only local
programme designed to assist future CIOs to
obtain the skills required to successfully tackle
the role.
According to Professor Pete Janse van
Vuuren, an academic with over 30 years’
experience in the IT industry, the CIO should
be a person with a combination of strong
technical, business and leadership skills.
“Recognising this fact, the School of
Economic and Business Sciences is working
in conjunction with the Joburg Centre for
Software Engineering (JCSE), the School of
Electrical and Information Engineering and the
LINK Centre, to jointly develop a professional
certificate in CIO Practice,” he says.

Janse van Vuuren adds that the programme is
aimed at people aspiring to fill the CIO role, and
covers a mix of topics dealing with issues relating
to technology, strategic (C-level) management,
business and human capital management
processes, and ICT policy in regulation.
“Those aspirant CIOs who complete the course
successfully will find they’re equipped with tools
and theory on the role of a CIO, balanced with
relevant case studies. They’ll also obtain useful
insights derived from exposure to currently
practising CIOs, as well as knowledge of helpful
sources of information on all aspects of a CIO’s
role and responsibilities.”
OVERCOMING CHALLENGES
Munnisu details the importance of understanding
the evolving IT environment. “For example, we
focus on disruptive technologies, helping the CIO
to understand what may be coming down the
line and how this might disrupt the organisation.
This is another skill CIOs require – the ability to
look to the future in terms of what technologies
are coming and understand how these may
impact the business. We also teach students about
organisational agility. There’s huge spend on IT
systems, and sometimes disruptive technologies
can mean your money has ultimately been
invested in the wrong technology. In such a case,
how agile can you be? Can you adapt to the
challenges this creates, by improving or changing
how you use this technology, or should you just
accept it was a mistake and rip and replace?”
Vuyani Jarana, chief officer of Vodacom
Business suggests peer-to-peer collaboration
as a way to ensuring skills and knowledge stay
current. “To stay ahead, the CIO needs to search
for insights and solutions to help the organisation
cope with the industry changes and to take
advantage of new opportunities. Peer-to-peer
learning, attending targeted seminars, joining
CIO roundtables and being part of structured
client engagements, not to mention workshops
with various OEMs are some of the key
initiatives through which CIOs keep abreast with
developments.”
In the end, says Nyati, the future CIO has a
critical role to play in the success of modern
enterprises, both now and into the future.
“Tomorrow’s CIO will need constant exposure to
high-level problem-solving and strategic thinking.
Constant learning and skills updating will not
only be necessary, but it will, in turn, encourage
and nurture real innovative thinking in a global
business context,” he concludes.

Prof Pete Janse van Vuuren

The key skills for a CIO
• A CIO requires deep customer insight – this is about having a true understanding
of the challenges at the coal face, and being able to overcome the ICT challenges
employees are facing that ultimately impact on the end customer.
• CIOs must be able to collaborate well – IT cuts across the majority of business
units, so the ability to work well with others, and to understand their 		
requirements, is vital.
• It’s important to have a strong understanding of technology and how to 		
communicate this to the rest of the business – this is more than just a technical
understanding of technology, but about being able to clearly define the benefits it
offers too.
• CIOs must constantly hone their skills – this can be achieved by taking time
to spend with customers, or in attending external conferences discussing key
industry developments. Learning can also be achieved by joining a group of likeminded people – like the CIO Council of South Africa. CIOs should also make time to
read articles and white papers on subjects that are close to their heart or business.
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LEADERSHIP |

WHY IT PAYS
TO HAVE A
CRACKERJACK
TEAM
THE BENEFITS OF CAREER-LONG
TRAINING AND DEVELOPMENT IN
THE IT SHOP FAR OUTWEIGH THE
COSTS.
BY MONIQUE VERDUYN PHOTO: SUPPLIED

Ashley Veasey, Barclays Africa

A

key part of building a team’s skills for the
future is about how they’re managed. Many
CIOs have the additional challenge of having to
lead highly technical, multi-functional teams.
However, technically skilled people are still
people, as Debra-Lynn Marais, CIO of Altron,
points out.
“Like others, they’re motivated by their personal
drivers, which is why each person needs to be
understood and treated as an individual. It’s
important to understand what motivates each
one of them. Often they will be in different life
stages – some will have a family, for example,
while others won’t – which means their needs will
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be diverse. It’s important to understand the
multiple facets of every person on the team.”
Forward thinking leaders believe in
empowerment, which has the benefit of making
their lives easier. “I like to surround myself with
competent people who I trust and respect,” says
Dave Schaller, CIO of Illovo Sugar. “I give my
team a lot of freedom because I’ve always found
it easier to lead and influence rather than to
manage people.”
One of the challenges he faces is trying to keep
the rate of change internally more or less in line
with the rate of change externally.

INSIGHT |

“I GIVE MY TEAM A LOT OF FREEDOM
BECAUSE I’VE ALWAYS FOUND IT EASIER
TO LEAD AND INFLUENCE RATHER THAN TO
MANAGE PEOPLE.”
“In the development environment, if you allow
your internal shop to fall too far behind, bright
young people will become frustrated and are
more likely to leave.
“Consistent training and upskilling reduces
churn by keeping them motivated because they’re
always learning new things. I also encourage my
staff to find courses and programmes they’re keen
on doing, rather than forcing them to do what I
think they should.”
MATCH LEADERSHIP STYLE TO
ORGANISATIONAL NEEDS
At Barclays Africa, an organisation undergoing
extensive change as it moves to being a
technology organisation, as opposed to a bank
with an IT department, CIO Ashley Veasey says
planting a vision for the future is critical, with
communication at the heart of his leadership
style. “To successfully transform an organisation,
you have to get all your people on board. I
speak to individuals and teams all the time, and
I’m always accessible. This means everyone
understands the bigger picture and shares the
same strategic vision.”
Veasey says your leadership style should
match the way you work and the environment in
which you work. In his case, adopting the agile
way of working requires an equally agile style of
leadership and management, in which individual
elements are loosely connected but tightly
aligned. “In developing new products and services
we’re happy to experiment. We will leap in, test,
and if we fail, that’s ok too, although we do try
to fail forward. We take the DevOps approach.
Collaboration between all the technical experts
– developers and other IT professionals – means
that problems can be identified and addressed
quickly, so that rollouts aren’t held up.”
LET EXPERTS DO WHAT THEY DO BEST
Veasey encourages individual accountability and,
much like Schaller, believes in letting people get
on with it. After all, why employ someone if you
can’t trust them to do the work?
The consensus appears to be that teams and
departments perform best when CIOs defer to the
talents and skills of individual members. “That’s
why we employ them,” says Schaller.

Dave Schaller, Illovo Sugar

“As a CIO I can’t pretend to know everything
about the entire stack, from comms to analytics
and everything in between.”
Marais agrees. “Don’t disrespect people’s
expertise in their technical areas. Rather focus
on getting them to understand how their
delivery impacts and supports the business. Set
performance measures and objectives for each
person and measure against these, and try not to
continually move the goal posts. Thank people
when they’ve done a good job and immediately
address any non-performance.”
By deferring to and relying on each person
to play their part, she adds, you can achieve
much more with the same amount of staff. “With
technology changing as fast as it does, we have
specialists in core functional areas and systems,
and rely on them for their knowledge of the
area. My expectation, however, is that they know
everything about the business they’re enabling
and how they contribute to the whole; without
this you end up with improved technology, but
zero business improvement.”
In the banking environment, where
safeguarding customers’ money is imperative, a
healthy mix of traditional and creative thinking
works best, says Veasey. “We value experience
because controls and risk management are
critical, but creative solutions are the future of
banking, so we integrate the two approaches as
far as possible.”
He maintains that his goal is to hire exactly the
right skill set for each role, and give individuals
the mandate to do what needs to be done
without knowing the intricate details of how they
accomplish each piece of work. Again, it’s an agile
approach, and it encourages cross-pollination in
teams, as well as joint accountability, and more
‘shared’ knowledge of job roles.
Marais recommends giving people some ability
to express themselves creatively in the work
area. “Providing a technical playpen, even if it’s
all the old servers that are no longer usable, can
be incredibly inspiring. It’s amazing what can be
done with old technology that’s there just so that
you can try out stuff and see what works and
what doesn’t.”
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TEAM FRAMEWORKS |

WHICH METHODOLOGY FOR THE
SOFTWARE OF THE FUTURE?
WITH NUMEROUS TEAM FRAMEWORKS BEING ADOPTED BY DEVELOPERS, IT CAN BE TRICKY
TO KNOW WHICH STYLE WILL WORK FOR YOUR BUSINESS.
BY DONOVAN JACKSON | PHOTO: KAROLINA KOMENDERA

T

he pace of change in the realm of software
development puts pressure on developers
and the companies they work for to stay current,
lest they lose out on the advantages which come
with progress. Among the methods used to do
that are hackathons and reverse mentoring at the
developer level, while at the company level,
various methodologies are applied to achieve
optimal outcomes. But just how well do these
approaches work in practice?
Eckart Zollner, business development manager
at Jasco, says businesses must recognise that
software development is an intense, high
pressure task with a large degree of reliance on
the final output. “It’s not dissimilar to air traffic
control. Developers are often extreme, individual
characters who flourish best in unconventional
conditions,” he notes.
Be that as it may, those individuals still have
to live and work in the real world, in teams,
and meeting the requirements of corporate
environments. “[Software development
businesses] have to understand that in order
to stay successful, you can never stop learning
and changing [and that] has to be clear in
balancing development with commercial realities.
Developments have to show success, or else the
developer workforce will become disillusioned
and leave.”
Stuart Scanlon, sales director and marketing
for New Era Solutions, says frameworks assist
in channelling the skills of a team. “Bottlenecks
or inconsistencies are picked up and typically
that will highlight a weakness in the team or
a member of the team. With proper project
management, this weakness can then be
addressed,” he says.
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HORSES FOR COURSES
Tarkan Diraz, GM, Digital Marketing and
Mobile Digital at Britehouse says the common
methodologies – Agile, Scrum and Waterfall –
applied by software development teams today are
not mutually exclusive. They should be applied on
a ‘best tool for the job’ basis. “Each has its place;
a business could run some projects as Agile and
others as Waterfall, for example. Some projects
may have a large amount of requirement changes
in a highly dynamic environment; others might
have a fixed scope, deadline and budget. It’s
really about being able to assess upfront which
is best for the job, each with advantages and
disadvantages.”
Zollner agrees. “Mobile application development
for instance does best under the Scrum
methodology. Process technology based
development would use the Waterfall method.
Embedded software usually forms part of the
Agile methodology. Sometimes a combination
of approaches is used; a prototype is developed
through the Scrum methodology, while the final
high volume population follows the Waterfall
model.”
While Scanlon reinforces that position, saying
no framework is better than the others, Sue
Bramhall, Agile Consultant at Solutionsonsite
takes issue with the Waterfall methodology: “The
only real benefit is that management get comfort
initially, thinking they have a clear delivery date
and things won’t change. However, inevitably
things do change and often projects fail at
meeting their delivery commitments. To my mind,
spending months trying to ascertain detailed
requirements only to have the customer change
their mind is futile.”

“HACKATHONS CAN BE
EFFECTIVE AS YOU’RE TRYING
TO BREAK BOUNDARIES CREATED
BY PEOPLE’S LIMITATIONS
THAT HAVE BEEN PLACED UPON
THEMSELVES, BY THEMSELVES.”
Stuart Scanlon, New Era Solutions

Zollner makes the point that software
development depends to an extent on the
personality of individuals, their team character
and team leadership. That overflows into
suitability for the selected methodology: “Some
developers are unsuited to Scrum while others
are unsuited for Waterfall approach. Quite a bit
of care has to be taken to ensure that developers
are matched with their optimal working style and
capabilities.”
BUILDING FOR THE FUTURE
Scanlon points to changing habits in the real
world which impact on how education and
learning are taking place now and in the future.
“Learning needs to be both formal and informal.
This means a blended delivery of self-paced and
instructor-led learning, or mentoring,” he says,
adding that social media is playing a growing role
too.
“Hackathons can be effective as you’re trying to
break boundaries created by people’s limitations
that have been placed upon themselves, by
themselves.”
Bramhall agrees, noting that most companies
take part in hackathons and ‘dev days’. Other
means for advancing skills include pair
programming, test-driven development and
personal development projects aligned to
company vision, she adds.
There’s some enthusiasm for the concept
of reverse mentoring, in terms of which the
youngsters take the lead for older folk. In software
development, this works well, as, for reasons
arguably tied to the human condition, dealing
with change comes easier to juniors than to
seniors. “Employees senior or otherwise involved
in tech are always keen to learn; age has nothing
to do with it,” enthuses Bramhall.
Diraz highlights he has yet to meet a developer
that knows everything. “I learn things from my
juniors all the time. If a senior isn’t willing to at
least try it, then their arrogance is getting the
better of them,” he notes.

Tarkan Diraz, Britehouse

His top tip for businesses seeking to meet the
challenge of finding the optimal ways of staying
current with development methodologies and
learning approaches is just to get stuck right in.
“The best advice I could give is ‘just try it’. You’ll
quickly realise what works for your business and
what doesn’t.”
There is no holy grail, Diraz says. “I also
wouldn’t be afraid to take aspects from different
methodologies and mix them up, so long as it’s
getting you effective sustainable results. Running
everything to the letter of the law won’t keep
you dynamic and ahead of the competition,” he
concludes.
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LAST WORD |

IT'S ALL ABOUT
THE TEAM
FINDING AND KEEPING THE RIGHT IT TEAM IS
CRITICAL AT ANY TIME, BUT PARTICULARLY WHEN A
COMPANY–WIDE TRANSFORMATION IS UNDER WAY.
BY GRAEME HACKLAND, IT DIRECTOR, WILLIAMS MARTINI RACING PHOTO: SUPPLIED

W illiams Martini Racing is in the throes of a major
transformation aimed at returning the company
to its rightful position at the top of the constructors’
championship. IT is being asked to play a big role in
that transformation, which in turn means my team
faces some big changes – particularly when it comes
to the skills they need.
IT touches virtually every part of the lifecycle of
each car, from design right through to the fine-tuning
of strategy during a race. So one of the things we’re
undertaking is moving into the cloud, something that
removes a lot of the inward-focused work that the
old-style, on-premise model required, and frees the
team up to work more closely with the business.
Bear in mind that we’re talking about a small team
of around 20 to service a company of about 700
people. We’re also working more closely with our key
partners like Avanade who supply and supplement
many of the skills necessary, including development.
Infrastructure skills aren’t so important for us
anymore, but managing the cloud environment
and offshore teams is critical. In the new cloud
environment, I see security skills as absolutely critical.
We’re storing more and more confidential information
– including client information – in the cloud.
I suspect this kind of transition is taking place in IT
departments all over the world. My view is that the
first prize is to help the people you have to acquire
the necessary new skills – such as managing cloud
services. Many of my team have been with Williams
for a long time, so they have a lot of commitment to,
and knowledge about, the business.
My first action was to have a frank conversation to
tell them that we would help them to acquire these
new skills or to move elsewhere where they could
stay within their niche.

Having these conversations can seem hard, but
it’s the only way for both parties to get what they
want. What you don’t want is for everybody to
pretend everything’s fine until there’s a blow up! I
make it clear that if the team member is up for it,
I’ll invest in helping them acquire the new skills.
FLEXIBLE SKILLS NEEDED
With such a small team, I don’t believe we have
room for specialists – we need people who are
prepared to acquire new skills, and keep on
acquiring them as the technology environment
continues to evolve at rapid pace.
Growing and nurturing our own timber, so
to speak, is therefore vital in ensuring the team
has the right skills – and keeps on updating
those skills as circumstances change. It’s quite a
fast-moving environment so probably the main
emphasis is on learning on the job. We also send
people on organised courses with vendors, and I
support people who want to take certifications to
build up their CVs. But the key is the ability and
willingness to learn on the fly.
When it comes to retention, you could argue
I’m lucky because you’re never bored at Williams.
There’s a culture of constant innovation: the cars
change for each race and the results of what you
do are immediately obvious in the race results.
It also has to be said that Sir Frank Williams
is an inspirational leader. But, I believe if you
choose the right people, they will respond to the
environment and will do what it takes to keep
their skills in line with what you need.

Catch Graeme Hackland speaking at the following events:
· ‘How do you build your team’s skills for the future?’
CIO Council of South Africa, 10 June in Cape Town and 12 June in Johannesburg
· ‘Your business powered by Big Data’ Microsoft and Avanade, 11 June in Johannesburg
· Williams digital transformation case study, Avanade/ITWeb C Level Executive Dinner, 11 June in Fourways, Johannesburg
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CIO Council |

Taking the chequered flag
The strength of strategic partnerships and skills can win races,
both on and off the track.
by ALISON JOB | PHOTO: ASORTED

hen Graeme Hackland joined Williams Martini Racing
as its CIO in 2014, he was faced with a small IT budget, a
limited staff complement and the challenging IT responsibilities
of a world-class business. Speaking at the 10th and 12th June
gatherings of the CIO Council of South Africa, held at Microsoft’s
offices in Cape Town and at Summerplace in Johannesburg,
Hackland explained how he used strategic partnerships to
modernise the Williams technology infrastructure and in so doing
help get it back to the front of the grid.
When embarking on Williams’ IT transformation, Hackland
identified several areas of focus in order to move forward on the
journey, namely partnerships and collaboration, cloud services,
mobility, information and analytics. “I knew that I had to bring
Williams’ IT up to date while giving it a competitive advantage
both on and off the track. But to do this would require more
budget and staff than I had access to,” says Hackland.
In spite of the budget limitations, Hackland’s solution was
simple. He leveraged the appeal of a leading F1 racing brand and
partnered with international Microsoft specialist Avanade. This
partnership enabled Williams Martini Racing to ensure access to
the latest technology, which had been previously lacking.
Hackland says, “I’m working on an IT transformation, a
digital journey that we’re travelling with Avanade. To help
us get cloud services we’re using Sharepoint, and we’ve
implemented Office 365 and Lync to help with mobility and
collaboration. We’re questioning every single thing that we
do for the team and we’re trying to ensure that we improve –
right across the board.”
When the business’ performance is defined by 19 races and
with the objective to “drive two cars from beginning to end
as fast as possible” there’s a very clear need to understand
exactly what’s happening to the car. “Data-driven decisions
are more successful than intuitive decisions. The wrong data
can result in the wrong decision,” he said. This is just one of
the reasons that agility is so vital to an F1 team. The ability to
make decisions on the fly as the data is received can mean the
difference between a win and a place. Hackland noted, “If you
have the right data at your disposal, you can afford to be more
aggressive and take more risks.” He cited the example of the
newfound ability to unlock data resulting in the team going for

W
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a single fuelling stop strategy, rather than two, which provided
significant competitive advantage.
Mobility and security
Security was a big concern at Williams, particularly as
Hackland took a device-agnostic mobility approach, allowing
employees to use the devices of their choice, ensuring usersatisfaction. Part of this transition from basic mobility for
limited employees to open access to all, he noted, was helping
the management team to get a true understanding of mobile
security and helping to change their perception. Other issues
Hackland identified that needed modernisation included
the move away from paper-based processes to more digital
or web-based versions. “Because we’re in F1 people expect
us to have the latest and greatest technology, but, like any
organisation, we have priorities of where we have to spend
our budget.”
An improvement in productivity was just one benefit of the
Williams-Avanade collaboration. “There’s been a shift from
the traditional supplier relationship to one that is more of a
partnership. We want partners who buy into our success and
are part of the team,” added Hackland.
In addition to choosing the right partner, Hackland identified
his internal relationships with other CXOs as key to the success
of any IT project. He said, “The CIO is moving away from
controlling IT to becoming a broker or IT partner within the
business. The opportunity lies in getting involved in business
decisions instead of being seen as a cost centre. You need to
establish internal partnerships with the chief financial officer or
the chief marketing officer to add expertise to your decisionmaking process.”
Skills and partnerships
The role of skills was a key theme at the meeting and Zoaib
Hoosen, MD of Microsoft South Africa identified one way that
Microsoft was taking to bring smart partners and innovative into
the business and IT sector – invest in them at startup phase.
Hoosen said: “When we looked at the challenges around finding
IT skills, we identified small and medium enterprises as a ready
source of smart, innovative people who are agile and able to

respond quickly to changing demands. To access these skills,
Microsoft is mentoring 1 500 startups.
“The acquisition of a startup or collaborating with startups
is a different way of tackling the problem. In this way we can
bring the entrepreneurial spirit back into business and build
skills for the future,” he told the audience.
What makes a good CIO?
Professor Pete Janse van Vuuren, an academic with over 30
years’ experience in the IT industry, also identified the critical
role that skills and the ability to adapt to change would have
for individuals and businesses alike. He painted a picture of
changing workplaces, new skills required and evolving career
paths. To see just how fast the world is changing, driven by
technology watch the video from the presentation

Graeme Hackland

Zoaib Hoosen

Prof Pete Janse
van Vuuren

He identified that CIOs need to become certified to retain the
credibility of the position, and announced the launch of a new
Master Information Officer accreditation, created in association
with Duke Corporate Education, that CIOs could undertake. He
also revealed a list of seven habits that were present in highly
effective CIOs:
1. They build strong relationships with other CIOs and become
their trusted advisor
2. They partner with the business and align and influence
business strategy and architect an IT strategy that is
contained within it
3. They build business knowledge through developing
business skills in IT people and training the next generation
of leaders
4. They become a visionary and drive innovation through
technology to help build the business of the future
5. They create and deliver value to the business that is both
quantifiable and measurable
6. They are effective communicators through active listening
7. Finally, effective CIOs promote and live a culture of service
delivery excellence, making customer service the focal point
of the organisation.

Click here for gallery

Click here for video

Interesting statistics
• 25% of workers have been with their current employer for less
than a year.
• One in two have been there less than five years.
• Graduates can’t get jobs. Yet we outsource work. Are we educating
people wrong?
• The top 10 jobs in demand today didn’t even exist 10 years ago.
Rather teach what is going to get people jobs. You have to get out of
the box, not just think outside it.
• Half of what a four-year student learns in year one is outdated by
year 3. We need to change the way in which we educate.
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Internationally
Certified Master
Information
Officer

Preparing CIOs
for what’s next.

The world grows more complex by the day, change is happening exponentially.
Duke CE equips leaders to lead in this new and unknown world.
Duke CE announces an innovative and fresh
programme customised to today’s CIO
leadership needs.

WHO WE ARE
Ranked first of the customised executive education
providers for 12 years, Duke CE is a top global provider of
learning and development solutions. We are redefining
education in order to help companies around the world
achieve lasting results.

Engage in cutting edge learning to develop a new
mindset navigating the changing landscape of
Leadership and Technology.

Becoming your organisation’s Internationally Certified Master Information Officer starts here.
THE FUTURE IS CONVERGENCE.

PROGRAMME FEATURES

Convergence in the technology world is happening around us. The rapid
proliferation of disruptive technology presents an opportunity to CIOs.
Step up to lead in the VUCA world, and you could be your business’
unique competitive differentiator. Fail to understand how to lead and IT
could be relegated to simply an enabling support role.

PROGRAMME STRUCTURE
Module 1. Changing the Game:
Making Leaders Fly
3 Days in South Africa
Day 1: Leadership Agility and Rewiring
CIO’s for Future Growth.
Day 2: Changing the Game for Leaders:
Flight Simulation Immersion Experience
Day 3: Influencing and Collaborating for
Success.

•
•
•
•
•

Learn from globally-renowed faculty & thought leaders
Experience unique Duke CE immersive learning methods
Visit unique learning destinations with their own takes on innovation
Exchange ideas with world-leading companies
Leadership skills development to drive business vision

Module 2. Innovation for a
Smarter Future and Enterprise
Growth
4 days in India.
Day 1: Navigating the Innovation Business
Landscape and Leadership Agility: The
Duke CE Amazing Race.
Day 2: Innovation for a Smarter Future
and Growth: Culture of Innovation which
Drives Growth and Performance.
Day 3: Managing Scale and Building a
Culture of Enterprise Development:
Strategic levers to move organisation forward.
Day 4: Leading Change for Transformation.

COST OF ATTENDENCE

PROGRAMME DATES

R 150 000 per delegate
R 50 000 for accommodation
Flights on own account.

Please register by 31 July 2015.
Module 1: 24-26 August 2015.
Module 2: 6-9 October 2015.
Module 3: 9-12 November 2015.
*All dates subject to change

Module 3. Vision for Value
Creation and Shareholder Value
4 days in USA
Day 1: The World in 2050 ‘Today’ Exploring
Disruption for Value Creation.
Day 2: IT Efficiency to Optimising the
Value Chain Creation.
Day 3: Innovation: The Next Wave of
Disruption and Shareholder Value.
Day 4: Leadership: Moving from Control
to Vision.

CONTACT

In order to register, or if you have
questions, please email
nadia.barsch@dukece.com.

41426/E

Transforming the way IT is
delivered.
With six fully fledged data centres in South Africa, more than
2 800 servers, 10.2 petabytes of SAN storage, 2 900 databases
and 600 terabytes of unique daily data backups – Telkom’s data
centre operations are capable of supporting IT services on a
large scale. Telkom has a comprehensive suite of IT Solutions to
meet your unique business requirements. IT and Cloud Solutions
brought to you by Telkom Business. Flexible, secure, sustainable
IT and Cloud Solutions.

Tomorrow Starts Today
Click telkom.co.za

Email IT&cloud@telkom.co.za
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20%

