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We started with a simple question:

It was a simple rule of thumb – employees just needed to save enough over their working lives to 
allow them to live off 75% of their final salary when they retired – for the next 20 some years.

But there was something fundamentally wrong – the numbers just weren’t adding up.

On average, members were only achieving 32% replacement ratios.

Fewer than 10% of fund members were even keeping their retirement savings invested as they 
moved from one employer to the next according to the Alexander Forbes Member WatchTM.

The Financial Sector Conduct Authority suggested that only 6% of South Africans would be able to 
‘retire comfortably’.

75%
What does this number really mean in our members’ lives?
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What started as a simple question now snowballed into an avalanche 
of unknowns – did we really understand, as an industry, what any of 
these numbers meant to our members? 

Answering these questions represented the starting point for what has 
become our annual publication on the industry: Benefits Barometer.

We could ask the same question that both policymakers and the industry were asking:

What reforms could we make to the system to ensure that employees achieved that 75% target?

What was going on in our employees’ lives that massively overshadowed the need for retirement savings?

What really did have meaning in their lives? And what did that 100% of their lives really represent?

Or we could ask a totally different question:

Creating Benefits Barometer provided us with a choice:

Watch the opening 
video to our  
Hot Topics Summit

75% replacement  
ratio at retirement

100% of life journey

https://www.youtube.com/watch?v=i-q3xk_fYAM
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Notably, when we launched our new research publication 
in 2013, we didn’t call it Retirements Monitor or the 
Pension Fund Monitor, but rather, quite deliberately, 
Benefits Barometer. And, just as deliberately, we made 
sure that the discussion remained open about whose 
benefit we were addressing. 

We needed to convey a message to employers, fiduciaries, 
policymakers and the industry that getting the right 
benefits to employees had a significant multiplier effect 
to the workplace, to society and to the broader economy. 
When Benefits Barometer was first released in 2013, the 
then Minister of Finance, Pravin Gordhan, echoed this 
clarion call when he made this point: 

This is not an either/or choice. We need to broaden what 
we’re looking at as an industry and as employers (and 
what is needed from the government) and help solve 
for more things within the existing system while trying 
to influence aspects that aren’t working. We needed a 
narrative about the key environmental influencers: 

  The impact and opportunities provided by the Fourth 
Industrial Revolution

  The need for jobs or entrepreneurship and promotion 
of small to medium-sized enterprises

  The recognition that a mindset of lifetime learning 
and skills development could go much further than 
ensuring that the educational system continue to 
perpetuate traditional outcomes

  An appreciation of how critical it would be to 
transform our economy from one of grant dependency 
to one of financial capability and fiscal responsibility – 
and all that this entails

This is the conversation that this publication has tried to 
have with its audience over these last six years. 

What follows is a compilation of nine key insights  
that can be derived from the six editions of  
Benefits Barometer. Accompanying these insights are 
commentaries from five individuals, whose contributions 
as external observers helped shaped the narrative of 
Benefits Barometer over those years.

A six-year review

Pravin Gordhan
Keynote speaker at the launch 

of Benefits Barometer January 2013

‘... The Alexander Forbes Benefits 
Barometer provides an important start 
to asking a critical set of questions.

The first is whether we have 
a holistic enough approach to 

the benefit industry.’
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I have schooling provided by the state and I could get 
an education policy but my options are very limited, 
particularly as I have to save for retirement and pay a 
mortgage at the same time. 

So, there are also holes in this rather bewildering system 
as well as a huge amount of duplication. 

Apart from the fragmentation in the system, we were also 
aware that the individual faced issues that stood between 
them and a system that worked for them. 

We looked at things like:
 ■ our retirement ages, which are 150 years out of date 

 ■ incentives to save that simply don’t work 

But the more we looked at it, the more we realised there 
was a bigger problem: a complete disconnect between 
what the members wanted from life and what the 
retirement benefit system was giving them. They were 
making choices that made sense in terms of their lives 
as a whole but which didn’t make sense if we considered 
only their retirement funding. We understood that unless 
we could understand that person’s story and started to 
address what the individual really wanted, we were never 
going to get compulsory retirement savings to succeed. 

For more on the fragmented employee benefits system:

Let’s hear from one of the original authors of our first 
Benefits Barometer: Megan Carswell, FASSA, FSA, 
Statistics and Actuarial Science, University of the 
Witwatersrand, Johannesburg. 

Megan is an actuary and academic who has published 
widely on topics such as retirement, healthcare and ethics. 
Megan also helped us consider how we could better assess 
the effectiveness of the employee benefits system. 

What we wanted the Benefits Barometer series to do 
was to tell a story. Because each member of a pension 
fund is a person. And that person has hopes and dreams 
and things that keep them up at night. The Benefits 
Barometer is about telling their story, and that story is 
so much more than just a replacement ratio. We started 
off by using the data we had about them and the choices 
they made to better understand what they valued, what 
their future might hold and risks that they faced. 

We then took a step back and looked at the different 
ways that individuals can meet their goals and protect 
themselves. And we realised that this wasn’t a neat menu. 
This was a highly complex system and it was broken. 

If I were a driver for a company and I was involved in 
a motor vehicle accident on duty, I could claim from 
Compensation for Occupational Injuries and Diseases 
(COID), the Road Accident Fund, my union’s disability 
income product, the Unemployment Insurance Fund 
(UIF), sick leave from my employer, a hospital cash plan 
that I bought through my church and the medical aid 
that employer forces me to join. 

But, let’s paint a different picture. I have a child who 
I want to make sure gets a good education because I 
expect them to take care of me in my old age. Here I am 
on my own. 

INSIGHT 1

How fragmentation has led to an ineffective employee support system 

Watch Megan’s  video.

CLICK HERE

https://youtu.be/ektl1023gRM
https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202013-P19-28.pdf
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HOW DID IT GET SO COMPLICATED?

Connecting the stakeholders, benefits and objectives in the employee benefit system

Employee Household Government Unions

What workers or 
citizens require

Managing  
physical and 
mental health

Managing 
financial health

Both

Access to 
healthcare

Leave 
systems

Disease  
management 
programmes

Health 
promotion 
activities

Discretionary 
savings 
and debt 

management

Insured death 
benefits

Dread disease 
cover

Government 
disability  
benefits

Insured 
disability  
benefits

Insured health 
benefits

Employee 
assistance

Short-term 
insurance

Older 
Person’s 

Grant

House and 
other major 

assets

Retirement 
savings

Workplace 
accommodation

Disposal 
income

The employee benefit system

Total cost to 
company plus 
bonuses and 

incentives
Financial 
education
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Unhealthy finances don’t affect productivity.

Low-income earners don’t need to save for retirement.

Absenteeism and incapacity are infrequent and unmanageable things.

Incentives encourage people to save.

Temporary and informal workers don’t need benefits.

Choice means better-tailored benefits.

Bricks and books are within reach of all South Africans.

Strikes are about take-home pay.

Young workers want the same things as older workers.

Pensionable pay is just a tax issue.

High salary inflation is a good thing for workers.

Mass exits happen to others.

Longevity means a longer retirement.

WHAT ISSUES STOOD IN THE WAY OF EFFECATIVE 
EMPLOYEE BENEFIT STRUCTURES?

PERCEPTION
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Many employees focus on their financial troubles while at work.

It’s sometimes hard to tell who should save.

Abuse of sick leave can be managed and some disability claims can be managed or prevented.

People might not change their behaviour if they don’t understand the incentive.

Many people may need benefits but this need is not being met.

People may not choose what is best for their long-term financial well-being.

Many people need their employer’s help to access housing and education.

Employees lose benefits coverage while on strike.

They view benefits differently.

Pensionable pay levels have a direct impact on benefits.

High salary inflation creates shortfalls in retirement savings.

Mass exits are common and have big benefit implications.

Employees may be retiring too early.

REALITY

CLICK HERE

For more on the issues that are impacting employee benefit engagement

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202013-P47-126.pdf
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SOUTH AFRICAN DEMOGRAPHIC PROFILE

But there were far bigger demographic issues at stake – and these couldn’t be ignored. It’s true that by 2050, the number 
of people over the age of 64 in South Africa will have tripled – from 5% of the population to 15% of the population. 

But a far more significant bubble would be emerging in that segment of the population that would be deemed 
‘employable’. As Dr George Friedman pointed out in the recent Digital Economic Summit for South Africa: ‘South Africa’s 
real crisis is a crisis of upward mobility and financial stability.’ 

That means that solving for retirement may not be as easy as solving for an employee’s lifetime of earning. As Friedman 
points out, South Africa’s real economic challenge will be how to avoid an explosion of the underclass.

Demographics show 
that enabling employees 
over their journey will 
be more important than 
the end-goal of saving 
for retirement. We need 
a new compact with 
employees to do that.

We need to be watching a different demographic crisis than ageing 

INSIGHT 2

OVER 64 YEARS 
OF AGE

WORKING AGE 
POPULATION

UNDER 15 
YEARS OF AGE

Source: United Nations

2010 2015 2020 2025 2030 2035 2040 2045 2050

0

200

400

600

800

1 000

1 200

1 400

1 600

1 800



ALEXANDER FORBES | HOT TOPICS | BENEFITS BAROMETER

 10  11 

HOW ARE THE MEMBERS COPING WITH THEIR COMPULSORY SAVINGS?

How could we make 
employee benefits and 
compulsory saving more 
meaningful to members?

Convert compulsory saving 
into a guided financial 
planning tool for employees, 
focusing on the journey of 
employment and not just 
the end-game of retirement.

Rob Rusconi, an independent actuary and researcher 
who has done work for the World Bank, the International 
Labour Organization, the Organisation for Economic 
Cooperation and Development, FinMark Trust and 
various governments or regulators in Southern Africa, 
pointed out in Benefits Barometer 2018, that financial 
products and services can play a critical role in ensuring 
social protection and social mobility.  The problem is, 
the financial services industry may not have adequately 
capitalised on the opportunity to use their products to 
achieve those ends. 

Take retirement savings as an example. When we use 
the Alexander Forbes LifeGauge tool to assess how each 
member in a typical retirement fund is likely to fare in 
retirement with their accumulated savings, it’s fairly clear 

Yes, South Africans do save but perhaps retirement isn’t their top priority 

INSIGHT 3

Source: Alexander Forbes

that most employees don’t see compulsory savings in the 
context of solving for retirement. In the scatterplot below, 
each dot highlights the replacement ratio (percentage of 
their income they can replace on retirement). The fact 
that all the dots are red in what would be considered a 
typical South African retirement fund highlights the fact 
that most of these members will only achieve income 
replacement ratios of around 32%.

That suggests that we need to understand two things in far 
greater depth about how South Africans engage with both 
their savings and their retirement. Why are South Africans 
not particularly concerned about saving for retirement 
and what would employees perceive as more meaningful 
benefits from their employers?



ALEXANDER FORBES | HOT TOPICS | BENEFITS BAROMETER

 12 

To begin with, retirement saving is less of an issue  
in Africa:

1     Families tend to take care of their own as they 
age. Historically, the carer becomes the cared for 
in most African homes. That means that families 
will often be looking at their funding requirements 
holistically across multiple generations. An 
individual may not have accumulated a 75% 
replacement ratio with their retirement savings, 
but that doesn’t mean they will be destitute.

2     More importantly, when more than 80% of the 
population has not been permitted access to assets 
for multiple generations, solving for the necessities 
of housing and land with reasonable proximity to 
adequate services is a far greater priority – for the 
whole family. And funding for the education of the 
next generation ensures that better employment 
opportunities will allow for better retirement 
support of the first generation.

This does not mean that there are not serious red flags 
on the horizon when it comes to dealing with ageing in 
Africa. To begin with, urban migration is placing serious 
pressure on the multigenerational family household. 
More importantly, though, South Africa simply does not 
have the infrastructure to service a surge in demand for 
frailcare servicing. The tragic Life Esidemini incident, 
where 145 lives were lost because of inadequate 
frailcare support, brought to light the fact that South 
Africa has only slightly more than 44 000 frailcare beds 
that the government is currently subsidising. When 
infrastructure is absent, the answer demands more than 
simply contributing more to retirement savings.

We need to understand why retirement isn’t the primary issue

INSIGHT 4

HOW WELL DO WE UNDERSTAND SOUTH AFRICAN FAMILY DYNAMICS?

We have misrepresented 
the concept that only 

of South Africans can retire 
comfortably.
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Diversity and the lens of responsibility in Africa have meant that many 
concepts for financial planning do not translate well

INSIGHT 5

LENS OF RESPONSIBILITY 
THERE IS NO SUCH THING AS ‘AVERAGE’ OR 
‘MEDIAN’ IN AFRICA

Many assumptions that the financial services industry uses 
to determine adequate retirement savings are based on 
assumptions from the developed world of what constitutes 
a ‘family’, or rather a ‘lens of responsibility’. 

The impact of ‘black tax’ or the ‘sandwich generation’ 
means that we simply cannot assume that by the time 
an individual retires, they only have to be concerned 
about providing for themselves and their spouse, with 
the children presumed to now be educated, financially 
independent and living elsewhere. The irony here is that 

economic pressures in many parts of the world  
suggest that this is not just a phenomenon for  
South African families. 

In addition, these actuarial assumptions also tend to 
work best in countries with a high degree of homogeneity 
among its citizens. But the populations of Africa in 
general and South Africa specifically present a far higher 
degree of diversity than in more developed economies. 
This means that it is almost impossible to solve for an 
‘average’ South African.

Developed economy assumption

Developing economy assumptions

African nations rank the 
highest on the diversity 
index. This suggests 
conventional models simply 
do not apply effectively.
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going brother
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Wife’s
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Child of 
divorced 

sister

Matric-aged
child
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child

Daughter’s 
child
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The life of an ordinary worker is complex and affected 
by different things. The question is: Does the design 
of employee benefits take that into consideration? The 
complex nature of our society, which is still unequal and 
mostly underprivileged, presents a challenge for coverage 
and design of employee benefits. 

You have the majority of society who doesn’t fit in the 
current model as it doesn’t address their needs. Their 
needs are affordable housing, children’s education, a 
stable job, financial inclusion, funeral policy for the 
extended family, health services and so on. I have 
not even begun to address the retirement savings and 
general savings that an individual needs to make.

South Africans actually do save – most of those 
savings are in stokvels, which may not be appropriately 
accounted for by the formal financial sector. 

Perhaps we should be asking: What lessons are we 
learning about that kind of savings that we can bring into 
the savings regime for workers? Banks are hopelessly 
battling to bank this market.

The preoccupation with addressing compulsory savings 
and ignoring the daily reality of workers is not an answer. 
There’s a need to relook at the savings issue differently. 
The approach is that of empowering workers with 
knowledge to make choices. This will help workers to see  
a bigger picture and make informed choices. 

We can’t continue to push products that do not address 
the needs of workers. There’s a need for products that are 
understandable and which address the needs of workers. 
The one size fits all will not help the situation.

There’s also a need for a solution that takes into account 
African challenges, of low levels of employment, of 
education, lack of housing, poor access to social services 
like healthcare, clean running water and education. 
Fragmentation and duplication of employee services also 
need attention.

I hope the industry has been following the Benefits Barometer 
and have taken to heart the recommendations. There’s a 
need for a broader discussion on what model of employee 
benefits is suitable for South Africa. Policymakers and 
regulators need to come up with out-of-the-box solutions that 
will address the challenges that face us. 

Watch Isaac’s  video.

But Isaac Ramputa, CEO of the Financial Sector 
Transformation Council and a Director of Batseta, offers 
insights into the reality of the lives of our retirement 
fund members. 

READ MORE

To find out what South Africans want from their 
compulsory savings.

https://youtu.be/bNOgbY38KK4
https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202016-P61-75.pdf
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Structured effectively, compulsory savings, when 
coupled with employers’ ability to provide institutional 
costs, can be converted into a guided financial planning 
framework. We used a case study in Benefits Barometer 
2016 to see if this combination of compulsory savings 
and employer-assisted funding could replicate the 
hugely successful Singapore model of employee benefits 
in its Central Provident Fund. The results were a 
surprise, even to ourselves. 

Where employers can add value

INSIGHT 6

We found that this combination (without 
any additional cost to employers) allowed 
employees to solve for their funding needs for 
housing, education of two children, healthcare, 
emergency savings and risk coverage – all while 
still achieving a 50% replacement ratio – with 
only 40% income contribution. What made this an 
impressive achievement was that if we calculated 
how much of an employee’s income would typically 
be required to address those needs in the retail 
space, the answer was 86% of their yearly income!

WHERE EMPLOYERS CAN ADD VALUE

Structured effectively, compulsory savings, when coupled 
with employers’ ability to provide institutional costs, can 
be converted into a guided financial planning framework.

Health

Benefits

Education

Housing

Retirement 
solutions

Emergency 
savings

Risk Benefits

Funding for housing, education, 
health, risk and retirement can 
consume 86% of annual income.

An integrated employer offering can 
reduce this to 40%.

READ MORE

To find out more about better compulsory savings models.

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202016-P81-94.pdf
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This suggests that, going forward, employers should 
potentially think less about the convenience of an 
umbrella fund as their primary benefit offering and focus 
more on extending the umbrella fund concept to include 
a lower-cost benefit platform. In Benefits Barometer 
2017 we showed how this could be done with minimal 
additional cost to employers. What that same edition of 
Benefits Barometer also highlighted was that the rapidly 
changing world of work meant that employers could ill 
afford to ignore those needs of members if they expected 
their employees and their productivity to keep pace with 
the demands of the Fourth Industrial Revolution.

Ayabonga Cawe is a development economist, 
columnist, radio presenter, photographer and activist 
in Johannesburg. He hosts MetroFMTalk on MetroFM 
and writes a regular column for Business Day. Ayabonga 
represents the kind of young professional that employers 
will have to understand better if they are going to design 
benefit structures that address the reality of the changing 
work for this demographic. 

This sphere of obligation and responsibility was much 
wider and that of course then framed the financial 
possibilities and limitations that my parents and I were 
faced with and that’s how it’s been. 

I guess this journey in Benefits Barometer has been a 
big part of unravelling that and how that resonates with 
multiple and millions of South Africans, many of whom 
come from multigenerational households, deal with issues 
of black tax and non-nuclear spheres of obligations and 
responsibility and how do you then transition those people 
to become your best assets as an organisation? 

A lot of that has to do with, firstly, understanding what 
matters to them, what function and role savings play to 
them but more importantly – how do they frame their 
well-being; how do they think about what matters to 
them and how can an employer actually play that role? 

It goes beyond just having an approach that says ‘Hey, 
here are all the default options you have at your disposal. 
Get that retirement annuity, get that provident fund, get 
that product!’ It has to do with more than that. It has 
to do with understanding how they get to work every 
single day. How does that influence their productivity 
when they get to their desks and what impact does that 
have for your by and large top line and bottom line as an 
employer but also as a responsible corporate citizen. 

And so, a lot of the change that we’ve started on 
this journey of the Benefits Barometer requires all of 
us to place our shoulders to the wheel. It requires a 
multistakeholder approach and at a systems level, if we 
indeed were going to deal with some of these issues, it 
requires all of us to be pulling in the same direction. 

And all of this, happens in a context that is ever-shifting, 
with exponential shifts in technology, disruptive changes 
in our workplaces, in our homes, in our communities, in 
our spaces. These all require us to think differently about 
what it is that we need to do. It requires us to think 
differently about what it means to save, what it means to 

A comprehensive benefits platform that addresses members’ needs 

INSIGHT 7

Watch Ayabonga’s video.

Benefits Barometer, it’s been quite an interesting journey. 
I recall the first few tensions and conversations I had with 
Anne and it was around I guess, what for me as a young 
South African coming from the background I come from... 
what mattered to me from a financial perspective.

I don’t really fit the mould that the financial services 
industry often takes a look at. I don’t come from a 
household where I was out of the house by the time 
my parents had dealt with the debt or came from a 
household that had 2.5 children, a nice picket fence  
and a nice dog. 

https://youtu.be/-ApAqL0tcmk
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look after people – not just at retirement but throughout 
their entire working life and throughout their active 
financial life. That’s what it’s about. 

This all demands that we perhaps conceptualise a new 
compact between the employer and the employee. There 
needs to be a new understanding by which the employer 
would provide an enabling environment – not just a work 
environment. 

An enabling environment is one that allows employees 
to take on the risks and challenges of what’s required to 
become a global leader because they know their employers 
‘have their back’. It meant that employers needed to 
recognise that it was in their economic interests to promote 
lifelong learning and skills development if their employees 

were going to be able to keep pace with the changing 
world of work. To keep employees focused and productive, 
employers needed to provide them access to programmes 
that would address their more immediate family, financial, 
physical and emotional well-being needs. 

Our job, as the financial services industry, is to provide these 
holistic enabling solutions to employers in ways that didn’t 
introduce a dramatic increase in costs – or at least costs 
that couldn’t be recouped through increases in productivity. 
That meant that we would have to convert what might be 
traditionally thought of as an umbrella fund, into something 
far more viable and flexible: an employee benefit platform 
where companies could easily craft their own employee 
benefit programmes to suit their varied needs:

A COMPREHENSIVE BENEFITS PLATFORM THAT ADDRESSES MEMBERS’ NEEDS

Policies to 
meet family 
obligations

Family and 
personal 

protection 
benefits

Lifestyle and 
aspirational 

benefits

Health and 
physical  

well-being 
benefits

Financial 
well-being 
benefits

Second-life 
benefits

Family and 
personal 

improvement 
benefits

READ MORETo find out more about designing employee benefits for the future world of work

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202017-P198-218.pdf
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In Benefits Barometer 2015 we argued that getting 
this right would demand changes in the industry. 
Where did we see the most important areas for 
rethinking the current model?

We needed to ask the client what mattered to them  
– not tell them what they needed.

Getting this right will demand changes

INSIGHT 8

The ambit of our industry: We needed to address 
the issues of debt and not just savings or 
assets. We needed an integrated, holistic view 
of the individual and their lens of responsibility. 

The nature of our consulting practices: We 
needed to provide advice about trade-offs. 
What individuals didn’t need to buy was as 
important as what they should buy. 

We needed new business models where 
employers could use their buying power to 
lower costs and consultants were paid on 
retainer, not by commission.

HOW WELL DO WE UNDERSTAND SOUTH AFRICAN 
FAMILY DYNAMICS?

Dealing with debt 
as the flip side of 

income.

Financial  
planning as 

helping clients 
deal with trade-
off decisions.

Business 
models that 

pulls employer 
into the 

facilitation 
equation

Focus on 
what matters 

to the 
individual, not 
what is ‘right‘

Feedback 
models to show 

bottom-lne impact 
to employers who 
adopt new benefit 

options

READ MORE

Watch Rob’s video.
Rob Rusconi discusses the responsibilities of the private sector and 
the financial services industry in structuring financial solutions.

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202015-P6.pdf
https://youtu.be/8CLeYLXtYbM
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What was also clear was that none of these changes 
would take place unless both employers and the financial 
services industry saw value in promoting them. It’s well 
enough to suggest that putting in place a programme 
that helps employees manage their day-to-day financial 
demands more effectively should improve employees’ 
commitment to retaining their long-term savings.

To really effect industry change in providing such services 
demands a completely different business model – one 
where potentially employers, employees and service 

providers all co-fund these solutions. Expecting any of 
these participants to contribute in turn demands that we 
can demonstrate there is value to be added to everyone’s 
bottom line. 

This was our intent in designing the Alexander Forbes 
LifeGauge Comprehensive. Translate exactly how much 
added value was actually brought to a business’s 
bottom line by introducing a lifelong financial well-being 
programme to their employees.

INTRODUCING LIFEGAUGE COMPREHENSIVE

Well-being interventions

R 680 00064
82
42

63

Financial well-being programme

Projected savings

Q1 Q2 Q3 Q4

Current payroll waste

WELL-BEING

R 7 900 000

Well-being score target

Target payroll waste

R 7 220 000

Onsite debt consulting

Onsite financial well-being consultant

Degreed online learning platform

Communication campaigns

Member education services

Overall score

NextBack

Retirement

Health

Capability

ACME Inc. JUNE 2017

READ MORETo understand Rob's arguments,

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202018-p354-393.pdf
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Cas Coovadia made the point at the recent Digital 
Economic Summit that the issue isn’t about what business 
thinks about the Fourth Industrial Revolution or what 
individual companies plan to do for themselves in dealing 
with it. Rather – if South Africa is going to take on the 
monumental challenge that this revolution poses, we will 
all have to operate collaboratively. A collaborative effort to 
take on economic mobility, transformation and inclusion 
and financial stability could be what South Africa needs 
most. Fintechs and giant international players are on our 
doorstep – but if we want solutions that address South 
African (African) problems, we would be best to design 
them collaboratively ourselves.

In that regard, the most powerful catalyst for change 
would be the well-being corporation. This is our current 
‘missing middle’.

As our transformation champion, Amanda Khoza argues: 

Let’s go back to our stakeholders – once we had begun 
to understand the power of the well-being message we 
realised that a focus here could translate throughout 
South African society. The traditional norms, rules, 
laws and structures that corporate South Africa was 
accustomed to operate in needed a mindset shift that 
would begin to see shared value in practices that were 
often begrudgingly adhered to. 

If we could demonstrate that we could realise a multiplier 
effect for all stakeholders, then well-being could truly 
stretch across many areas. It demanded a conscious 
exercise across the board – just to even get people to 
see that this was not a quantum leap, pie in the sky 
possibility, but rather a rewiring and reimagining of how to 
meaningfully find winning solutions using the traditional 
norms, rules, laws and structures we are all already tied to.

No matter how noble this all sounds, most importantly 
– we needed to find ways to demonstrate to all parties 
across the board that there were tangible financial benefits 

Employee well-being can only be achieved in an employer who 
focuses on its own well-being and obligations to society in general

INSIGHT 9

to be had at every level if we could both create integrated 
solutions and measure the added value at each level. 

The well-being corporation is a baton that every corporate 
can carry in passing the benefits to all stakeholders. 
In many annual reports, corporates wax lyrical about 
how much of a socio-economic impact they have made 
to their stakeholders. However, the poverty, education, 
inequality, crime and unemployment levels portray very 
little impact on the whole. 

Perhaps what has been missing is trying to make 
maximum impact in a siloed manner, when more can be 
done together. A pooling of effort and resources using 
the tools already at our disposal such as tax incentives, 
B-BBEE legislation, central or industry funds has proven 
that transformation should be collaborative to multiply 
the socio-economic impact. 

We ended with wanting corporates to ask themselves  
the questions:
 ■  Can we collaborate for a common purpose as 
corporates?

 ■ Can we play a role in increasing diversity and reducing 
inequality not only in our workforce but in the 
products and services we provide?

 ■ Can we adequately equip our employees with skills 
for lifelong learning and growth that can ensure their 
future is not tied to a job that is not guaranteed?

 ■ Can we look at the strength and weaknesses in our 
communities to create jobs, contribute to sustainable 
livelihoods and draw inspiration for social innovation?

These are not theoretical questions; these are the lived 
experiences of our workplaces, our employees, their 
families, in their communities and in our country. The 
well-being corporation can be a catalyst to shape and 
change the narrative of our country – it is an imperative 
we all need.

READ MOREFor more about the well-being corporation.

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202018-P213-220.pdf
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THE WELL-BEING ECOSYSTEM

CLICK HEREFor more about the well-being economy

INDIVIDUAL

https://www.alexanderforbes.co.za/download/afo/hottopics/Rebound/Benefits%20Barometer%202018-p10-18.pdf
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The Alexander Forbes Research Institute occupies a unique space in the financial services industry. Through its publications, 
including Benefits Barometer, it plays a critical role in establishing Alexander Forbes as a company that has given serious 
thought to the needs of South Africans and Africans in general and to what the financial services industry needs to do to 
address those needs.

For further details of our services, please contact our office in Johannesburg: 
Telephone: +27 (0)11 269 0153 | Email: cabota@aforbes.com

Alexander Forbes Financial Services is a licensed financial services provider (FSP 1177).
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