POSITIONAL PAPER: CONTINUING
PROFESSIONAL DEVELOPMENT
POLICY CHANGE
1.

Introduction

Continuing professional development (CPD) involves maintaining and enhancing the knowledge, skills
and experience related to professional activities following the completion of formal training. It
requires the development of those personal qualities that are needed for carrying out professional
and technical duties during a professional's life.
This definition covers the multiple purposes of CPD, namely;
• Continual maintenance and development of knowledge, skills and attitudes.
• Development of personal qualities required to carry out professional duties.
• Life-long learning.
• Personal responsibility for one's learning.
SAICA is the pre-eminent accountancy body in South Africa. It inspires, progresses and promotes the
profession of accountancy with a core focus on professional development. It seeks to provide
leadership to maintain and advance the ideals of professionalism in the interests of the accounting
profession and the services it provides to the public. Compulsory CPD for all members and associates 1
is one way SAICA safeguards that the accounting profession is consistent with best practice standards.
Competence to practice is dependent upon the initial acquisition and further maintenance of
knowledge and skills and can be linked to individual behaviours and abilities. CPD is a life-long process
of professional growth through the development and maintenance of continued competence within
both generalist and specialist areas of practice. CPD can be stimulated by reflection or experience and
other learning which may occur in a variety of ways including, but not limited to, formal education
programs, courses, self-study or peer learning. To enhance the practice of Chartered Accountants
(CAs) and associates these activities should be diverse, promote reflective practice, and improve and
extend professional competence.
The growth in knowledge and the speed of technological change, plus the obsolescence of existing
knowledge means that the qualifying programme of professional education can no longer be seen as
a career-long standing statement of professional competence; CPD is essential for professional
practice.
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Changes in knowledge, new developments and technological changes are fundamentally altering the
way professionals work and interact. Such change presents tough challenges not just for the
professionals themselves but also for their institutions. There is a need to adapt and to reshape for
the future. These are challenges SAICA must take on as they seek to support their members. But as
they do, SAICA must answer to three stakeholders: their members; the industry at large; and the public
interest. These must be balanced to take as clear a view as possible into the future for the
advancement of the profession. In this regard, SAICA is proposing changes to its current CPD policy
and is in the process of developing the CA 2025 Competency Framework.

2. SAICA’s role
For the layperson, even for experts, gauging the potential quality of the service offered by a
professional can be extremely hard without the benefit of previous experience. The damage of
choosing, for example, the wrong doctor, lawyer, engineer or accountant could be immense. A
professional body’s core function is to provide public trust in its members.
SAICA is dedicated to the advancement of knowledge and practice of CAs and associates through
developing, supporting, regulating and promoting professional standards for technical and ethical
competence. SAICA is concerned with the public benefit as well as the reputation of its registered
professionals. SAICA aims to maintain and develop professionalism and thereby secure high-quality
professional services for society.
To fulfil its function, SAICA sets standards, technical and ethical, that must be achieved, and they
ensure that they are maintained and enhanced throughout a professional's career; this supports the
public's trust.
Beyond this, they seek to raise the standards of the profession, increase understanding and protect
the public interest by having mandatory CPD for all its members and associates.
SAICA’s objective of having a CPD policy is to protect the public interest by ensuring there is a
framework within which the members commit to on-going learning and development throughout
their careers, demonstrating the competence required in relation to the specific roles an accountant
performs. Having a robust CPD policy ultimately assists in protecting the SAICA brands.
SAICA influences the life-long learning of its members through its programmes and policies. The
pathway to qualification focuses on life-long learning and the Code of Ethics. The Code includes the
fundamental principle of professional competence and due care which requires all professional
accountants to maintain professional knowledge and skills at the level required to ensure that a client
or employer receives competent professional service based on current developments in practice,
legislation and techniques and acts diligently and in accordance with applicable technical and
professional standards.
SAICA is proposing a change in focus as the current CPD policy promotes an input based approach and
doesn’t specifically focus on the individual as a responsible life-long learner. The current policy offers
members and associates the choice of following an input or output based approach. However, the
assessment of an individual’s CPD is based on a set number of hours per year and an accumulative
number of hours over a three year period. Although SAICA provides members with a number of
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mechanisms to satisfy their CPD requirements and to enhance their professional development, SAICA
is of the view that an output-based approach to CPD will promote a more holistic view of CPD and
better drive the core attitude / behaviour of life-long learning.
To develop a policy that encourages life-long learning and the desire to maintain competence, stay
abreast of new developments and develop competence for a changing profession, SAICA drew on a
number of theories and principles. The principles of adult learning were core to SAICA’s review of its
CPD policy.

3. The principles of adult learning
It has long been understood that adults have different learning needs to children; this was formally
identified by Malcolm Knowles in the 1950s. He realised that adults were not passive receptacles of
knowledge and experiences. Adults need to engage differently, for example:
a. They need to know why they are learning something. Adults want to understand the value.
They want their learning experiences to meet their needs, be relevant and help them achieve
their goals.
b. Adult learners want respect and to be seen as capable learners (Self-concept). They should be
offered choices and be encouraged to set their own learning objectives.
c. Adult learners bring their life experiences and learning with them. They should be given the
opportunity to use their existing knowledge and experience, which they can apply to new
learning experiences.
d. Adults are ready to learn when they identify something they want to know or become
proficient at, or when they experience something that connects with their life situations. They
become ready to learn things in order to cope effectively with real-life situations. Adult
learners are goal focused, seek timely learning and need clear learning goals.
e. Adult learners are responsive to external and internal motivators. These could range from a
better salary to more internal factors, such as increased job satisfaction, better quality of life
or personal growth and development.
Motivation can be diminished by learning experiences that do not embrace adult learning principles.
The current focus on hours and time-based activities is not considered useful in developing selfdetermined, life-long learners. Ultimately, professionals learn best within the context and dilemmas
of daily practice and when reflecting on one’s own developmental needs; this is qualitative and not
measured by time.
In addition to recognising the principles of life-long learning, SAICA also acknowledges and recognises
that reflective behaviour is a mark of a professional and that the principles of reflection should be
encouraged and developed in all SAICA members and associates.

4. Reflective practice
Reflective practice is a modern term for an ancient method of self-improvement. However, reflection
is more than deep thinking and discussing – it is also about deconstructing or pulling things apart to
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gain a better understanding, to see different connections and to appreciate different perspectives.
Reflection can benefit individuals by:
•
•
•
•
•

Enabling them to think more clearly and holistically about issues, leading to greater insight
and learning.
Connecting their more rational decision -making processes to more effective and experiential
learning processes.
Challenging them to be more honest about their behaviour and beliefs.
Creating the opportunity to consider the implications of any past or future learning.
Acting as a safeguard against making impulsive decisions.

Essentially reflective practice is a method of assessing our own thoughts and actions, for personal
learning and development. For many people, this is a natural and instinctive activity.
The main competencies required to be a reflective practitioner are:
•
•
•
•

Self-knowledge – insight and understanding of one’s own capabilities, character and
motivators.
Critical thinking – Making use of the principles of logic, adhering to rigorous standards of
evidence and careful analysis of any claims or beliefs.
Inquisitiveness – A willingness to be inquisitive and ask questions.
Emotional intelligence – Ability to identify and manage emotions as well as those of others.

To be a life-long learner practitioners must have the ability to reflect on their learning needs, learning
participation and the outcomes of learning. Practitioners who remain relevant and up to date can
reflect and respond to such reflection meaningfully and timely.
To drive a culture of reflective practice within the profession, SAICA is proposing that all members and
associates make use of a reflective plan (PAR 2) when planning, executing and reflecting on their own
CPD. The reflective plan requires members to follow a three-step process:
1) Plan:
a. Write down current and future responsibilities and roles
b. Critically evaluate current performance and areas for development in desired future
roles.
2) Act:
a. Undertake activities/programmes/courses around the identified areas of
development.
3) Reflect
a. Reflect on learning and expected outcomes. Critically evaluate if the learning
objectives were achieved.
b. List those areas that require additional development and include them in the next
reflective cycle (Plan).

2

Plan, Action, Reflect. A template of the plan will be available on SAICA’s website.
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c. Reflection and planning must cover the core areas of the proposed
2025 competency framework 3:
Competency areas / categories

Specific competencies (if applicable)

Technical knowledge

1

Technical expertise

2

Business acumen

3

Industry knowledge

4

Strategy and risk management

Lifelong learning (CPD)

5

Lifelong learning

Ethics

6

Ethical and professional behaviour

Technology and communication

7

Communication (verbal and non-verbal)

8

Data analytics – big data

9

Technological skills/innovation

10

Adaptability

11

Flexibility

12

People skills

13

Self-management

14

Teamwork

15

Time management

16

Analytical (critical) thinking

17

Integrated thinking

18

Problem-solving

19

Professional judgment

20

Strategic thinking

21

Citizenship

22

Entrepreneurial skills

23

Innovation skills

24

Leadership

Interpersonal skills

Higher order thinking skills

Leadership and citizenship skills

The 2025 Competency Framework is a draft format. This document and related documents will be updated
once the Competency Framework is finalised.

3
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In line with SAICA’s emphasis on output-based CPD, SAICA is proposing that members and associates
engage in reflective planning at least once per annum, or as frequently as required. Members and
associates will be encouraged to use peer networks, workplace development feedback and peer
review to assist them in reflecting on their own developmental needs. In addition, SAICA will guide its
practitioners in their reflection by publishing the competency framework and a list of significant
changes or developments that affect the industry. Members will be encouraged to use the
competency framework and the list of new learning areas when reflecting on their developmental
needs. Certain learning areas, topics or standards may be of such importance to the profession that
either all members and associates or only certain sectors of the profession 4 may be required to cover
the learning areas. SAICA will communicate compulsory areas of CPD, if and when required. How
members and associates cover the learning module will be dependent on their circumstances.
However, if a compulsory learning area has been prescribed; SAICA will include it in the annual
declaration and it will be monitored through the regular monitoring procedures.
The two core theories of adult learning principles and reflective practice make up the back bone of
SAICA’s revised CPD policy. Below is a table setting out SAICA’s proposed CPD policy and the rationale
that supports SAICA’s proposed changes:
CPD policy
Why?
All practising SAICA members and associates are Professionalism does not end with educational
required to undertake some form of CPD.
qualifications, recognition and a designation.
Compulsory CPD for its members and associates
is one way for SAICA to safeguard that the
accounting profession is consistent with best
practice standards. SAICA aims to maintain and
develop professionalism and thereby secure
high-quality professional services for society.

Members and associates are required to follow
a CPD reflective plan that uses an iterative
approach to Plan, Act and Reflect (PAR).
Members are required to complete a CPD
reflective plan at least annually or as often as is
required.

SAICA believes CPD is essential for competent
professionalism.
In line with SAICA’s understanding of adult
learning principles and reflective practice, SAICA
has
moved
towards
a
self-directed,
autonomous, outcomes-based approach to
learning. As opposed to an activity, hours based
approach. It is SAICA’s view that an outputbased approach will enhance professionalism
and competence within the profession.

Members and associates are required to declare Although the CPD system is based on trust and
their compliance with the CPD policy on an professionalism, as a responsible professional
annual basis.
membership body SAICA needs to ensure that its
standards are maintained and that public trust
in the profession is retained. Monitoring of the
reflective plan is the most meaningful
4

For example; auditors or tax professionals
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mechanism at SAICA’s disposal; it speaks to the
heart of a professional’s reflective practice.
There will be no exemptions for submitting the Given the output-based nature of the policy and
annual CPD declaration.
the fact that members are required to reflect on
their responsibilities and identify areas of
development, exemptions are no longer
required. Retired members or those who are no
longer practising will state their circumstances
on the annual return. However, any practitioner
who is still interacting with the public on a
professional basis has a professional
responsibility to stay up-to-date and competent
for the work they undertake. They must reflect
and act on their personal circumstances.
Members who wish to have their membership
reinstated after an absence of three years will
have to demonstrate to SAICA that they have
stayed up to date.

SAICA has a responsibility to the public to ensure
that professionals who have been absent from
the profession are sufficiently competent to be
registered and to practice. Professionals who
wish to be reinstated must submit a declaration
for similar to the annual declaration as well as a
CPD reflective form.

CPD cycle records (declarations and reflective Given the dynamic nature of the profession and
forms) must be kept for three years.
the currency of knowledge, SAICA considers
three years as appropriate for audit purposes.
On an annual basis, SAICA will randomly select
members' CPD reflective cycle plan to be
audited. The monitoring sample will be
weighted to include members with high-risk
responsibilities and those who work in the public
interest domain.

SAICA monitors to satisfy itself that its standards
are maintained and that public trust in the
profession is retained. SAICA will work with noncompliant members to assist them in their
professional development.

If a reciprocal member satisfies the Continuing
Professional Development (CPD) requirements
and obligations relating to membership of one
Party, the other Party will recognise this as
meeting its own standard CPD requirements.

SAICA will accept the CPD requirements of other
professional bodies with whom it has a
reciprocity agreement; this is in line with SAICA's
support of adult learning principles.

5.

In Closing
This document has set out the core principles that have led SAICA’s deliberations on changes to
the CPD policy. It is SAICA’s goal that the policy influences the behaviour and values of its
practitioners and that it drives a spirit of development and continual reflection. SAICA will
measure the success of its revised policy through the level of compliance with the policy, the
level of reflection demonstrated through the reflective plans and the overall behaviour and
reputation of the profession.
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