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 René Richter 
MANAGING DIRECTOR: REMCHANNEL®

faced with many challenges outside of their control which 
impacts their ability to achieve the reward strategy objectives. 
It becomes increasingly difficult to be innovative in the rewards 
arena, more so in a very lacklustre economic climate, but the key 
to success remains employee buy-in to the business strategy. 

In most organisations strategies are built around the needs 
of the consumer to ensure future sustainability and growth 
of the organisation. Enormous amounts of money are spent 
to understand the consumer market and to tailor-make the 
solutions and products that we provide to our customers and 
clients. However, do organisations spend the same amount of 
effort to determine what is important to their employees? 

Employer of Choice 
 cliché or achievable reality?

As we all know, employee benefits and benefits in kind (also 
called fringe benefits, perquisites, or perks) are various non-
salaried compensation elements provided to employees in 
addition to their normal wages or salaries. But do your 
employees understand their total reward statement and the 
value of these benefits?

The assumption is that employee benefits are valued equally by 
all employees. However, the reality is that the more diversified 
our workforce becomes the more time we will have to spend 
on finding out what is important to employees.  

Of course, we should always consider what our competitors 
are doing and how we will continue to compete for top talent. 
Just as we are continuously striving to meet the needs of our 
consumer markets, we will have to constantly review our benefit 
offering to define our talent and reward strategies.

To ascertain the role of benefits and benefit trends in South 
Africa, Remchannel will again be conducting the biennial 
Benefits Survey in 2023 which will serve as a guide in the 
decision-making process for South African employers. Although 
the benefit guidelines provided by the Basic Conditions of 
Employment Act (BCEA) ensure that South African employers 
remain within the law, these are hardly sufficient to attract 
and retain key skills in an organisation. In addition, proposed 
legislative changes in terms of retirement funding and medical 
aid may further impact South African companies’ ability to 
remain employers of choice.

LETTER FROM THE EDITOR
Managing Current and Future Talent
Finding and retaining the right talent – while simultaneously 
managing costs – is a perennial challenge for businesses of 
every size and in every sector worldwide. The competition for 
talent is as fierce as ever and as the global population ages, the 
nature of work changes. As a result, companies are looking for 
the skills they need to grow.

Many organisations also lack the sort of information they 
require to plan effectively and make informed decisions – e.g., 
information about returns on investment in human capital, staff 
productivity, and employee sentiment.

What does this mean for your business?
Tackling these issues successfully involves adopting a more 
strategic approach, backed by a powerful employer brand. 
With better information, companies can also identify the kinds 
of skills they need, and where they need those skills, to realise 
their short- and long-term plans.

Instead of considering talent as an afterthought, one crucial 
step is to incorporate and integrate staff planning into company 
planning from the very beginning. This demands strong board 
support on talent sourcing, management, and retention, as well 
as close, ongoing collaboration between HR and the business.

Actively managing and capitalising on talent is no longer a 
role that can – or should – be left to the HR function alone. 
Talent strategy and business strategy should go hand in hand. 
Otherwise, there’s likely to be a big gap between what a 
business aims to do and its ability to do it.

How does this impact reward?
Over the last decade there has been increased focus on aligning 
the reward strategy of the organisation with the longer-
term business strategy. This is particularly relevant in a post-
pandemic world.  

Most organisations have documented their strategic reward 
objectives and, in some cases, communicated this effectively 
with line managers and employees. The reward strategy 
provides a best practice context and framework, a set of 
principles, and several guidelines, all of which will guide HR 
and reward professionals in finalising a coherent and cohesive 
set of reward policies within the organisation. This further 
contributes to good corporate governance and is a pre-requisite 
for a comprehensive remuneration report.

Measuring success against the key goals and principles of a 
reward strategy is often a challenge. Companies are often 
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BY MICHELLE ACTON

TWO-POT SYSTEM UPDATE:

BRINGING 
MORE CERTAINTY 
TO UNKNOWNS

The latest regulatory update sheds light on how the 
Two-Pot System regulations protect liquidity.



5   REMCHANNEL QUARTERLY

RETIREMENT

Old Mutual welcomes the revised 2023 Draft Revenue 
Laws Amendment Bill made available for public 
comment on 9 June 2023. This is a significant step 
forward and brings much-needed clarity to several 
crucial grey areas. These areas specifically concern 
seeding and accessibility within the new regulatory 
framework.

Michelle Acton, Retirement Reform Executive at Old Mutual 
said, most notably, the updated regulations would allow 
the industry to be in a better position to be ready by 1 March 
2024, the date government expects retirement funds to be 
prepared to implement the new laws.

“Old Mutual fully supports these reforms, and we consider 
them to be pivotal, propelling us closer to achieving much 
better retirement outcomes for members,” she continues.

�WHAT THIS MEANS FOR MEMBERS 
AND POLICYHOLDERS
The 2022 Draft Revenue Laws Amendment Bill was released 
in July last year for public comment. It proposed that the 
two-pot system will allow pension and provident fund 
members, as well as retirement annuity policyholders, to 
access a portion of their retirement savings before retirement 
age without resigning.

More importantly the new draft legislation provided 
certainty on seeding, defining the portion of current 
savings allowed to fund the savings pot (now referred 
to as the savings component). The draft legislation 
now indicates that from 1  March 2024 a maximum 
of 10%, capped at R25 000, of the member’s existing 
savings will be transferred into the Savings pot 
as an opening balance which members will be able to access.

“The industry has eagerly awaited the inclusion of the 
seeding element, which is now addressed in the draft 
legislation. The conditions suggested of a 10% limit, capped 
at R25 000 mean that funds can seamlessly navigate any 
liquidity issues that may have arisen had the quantum been 
significant. We are confident that the manageable seeding 
will have minimal impact on the liquidity requirements 
of retirement funds,” added Blessing Utete, Managing 
Executive of Old Mutual Corporate Consultants.

10%
maximum capped at R25 000, 
of the member’s existing savings 
will be transferred into the Savings 
pot as an opening balance which 
members will be able to access.

“While the timeline is challenging, the release of the draft legislation 
and further confirmation of the 1 March 2024 effective date offers us 
clarity in constructing the intricate systems necessary for processing 
the appropriate claims. A considerable amount of effort is needed to 
ensure readiness, as entirely new and advanced automated systems 
must be developed to facilitate the efficient access of eligible portions 
of savings for fund members.” – Michelle Acton, Retirement Reform 
Executive at Old Mutual
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BY RENÉ RICHTER

One of the many impacts of the Covid-19 pandemic was a 
workplace phenomenon called the Great Resignation – a trend 

that saw an exodus of employees for reasons as diverse as burnout, 
inflexible employers, low wages, and toxic work environments. 

  HOW TO 
    LOOK AFTER 
YOUR EMPLOYEES
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As many as a quarter of white-collar workers in America left 
their jobs without alternative employment in 2021, according 
to research conducted by McKinsey.

Remchannel’s annual Salary and Wage Movement 
survey in the same year showed that the Great 
Resignation did not bypass South Africa. Here, 
employee turnover increased by 16% across all sectors, 
with 60% of those workers resigning.

Two years later, the trend shows no sign of slowing 
down. Our 2022 Salary and Wage Movement survey 
revealed that resignations accounted for 36.4% 
of staff turnover in April and 38.5% in October. The 
April 2023 report shows it has increased to 41.22% 
(over the period 1 January 2022 to 31 December 2022).

Financial services and ICT have been hit particularly hard 
by resignations, with 65.31% and 55.81% respectively.

This doesn’t bode well for companies, which rely 
on accumulated skills to achieve a competitive 
advantage in the future. 

  �The cost of replacing employees
The “war for talent” is not new. Human-capital 
professionals have always had to work to acquire 
skilled individuals who can drive an organisation’s 
strategic expansion and vision.

However, it has intensified as there has been a shift 
in the power dynamic between companies and 
employees, with the latter demanding a more human-
centric work environment and greater flexibility. 

Employees no longer remain loyal to a company 
for decades, especially if the company doesn’t offer 
adequate remuneration, personal development, and 
other key benefits. 

This presents a challenge for human-capital 
professionals as it costs companies around R18.5 
billion to replace employees who resign, according 
to the 2022 survey. The cost is not only financial – 
there is a loss of institutional knowledge, skills 
attrition and poor staff morale as the remaining 
employees carry an additional workload. 

  �The role of human-capital 
professionals 
Traditionally, human capital has been seen as a 
cost to company, not as a strategic partner, but 
this is changing as companies realise the extent to 
which employees contribute to the sustainability of 
organisations. 

If company leaders recognise the value human 
capital brings to the organisation, it becomes easier 
to attract the right talent and secure the necessary 
skills to enable succession planning. 

Human Capital professionals need to focus on 
retention, especially among those employees who 
have been with a company for several years and who 
have irreplaceable skills. 

HUMAN CAPITAL

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/great-attrition-or-great-attraction-the-choice-is-yours
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Human resources are critical in making 
the link between this organisational purpose 
and the role played by employees. 

HUMAN CAPITAL

It’s important to view these employees as more 
than a mere resource but as stakeholders with a 
significant share of voice – and we must ask whether 
we encourage people to speak up, whether we 
listen, and if our company is diverse enough to 
accommodate a range of viewpoints. 

If we don’t want employees to join the Great 
Resignation, we must ensure they feel they’re being 
looked after. 

  �The changing workplace landscape 
Engagement surveys are not new, but what is 
different is the fact that we’re measuring things we 
didn’t measure before, such as psychological safety. 
This speaks to the mental-health crisis within the 
workplace. 

We are also looking at more flexible benefits, for 
example, employees can choose what and how to 
contribute to their retirement. There is no longer 
a one-size-fits-all solution when determining an 
employee value proposition, which needs to be 
holistic. 

If  employees are leaving because of low 
remuneration, a toxic work environment, or poor 
leadership, it’s important to conduct exit interviews 
that will allow you to understand the root causes of 
attrition and address them proactively – and not just 
continue with “business as usual”. 

  �The key role played by leadership
Companies need to change to evolve, and this invariably 
starts with leadership. Leaders are responsible for 
organisational culture, which is only driven forward by 
employees if the company’s purpose resonates with 
them. 

Human Resources (HR) are critical in making the link 
between this organisational purpose and the role 
played by employees. If viewed as a strategic partner, 
HR can help the company to identify and address 
some of the pain points of employees, who should 
be treated as human beings, not machines.

All employees should understand how their roles 
contribute to achieving a company’s objectives, but 
this depends on how the message is communicated.

If employees are disengaged – as indicated by the 
quiet-quitting phenomenon – they won’t help the 
organisation to thrive, nor will they step up in times 
of crisis. However, leaders should take the time 
to understand why this is happening. Are there 
small compromises they could make that will help 
employees to feel more valued? 

When we talk about leadership, we have to empower 
employees on the lowest rungs of the career ladder 
to be leaders in their own right. Only leaders with 
Emotional Intelligence (EQ) can help to create an 
ownership culture in the business and build the 
capacity of future leaders. 
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HUMAN CAPITAL

These steps could 
help to shift the 
perception that 
organisations 
view their 
employees as 
mere resources 
that are easily 
replaced. 

  �Confronting the challenge
All of this is easier said than done, especially in an 
environment in which employers report that 46% 
of their employees feel burnt out, 49% are no longer 
prepared to sacrifice their mental health, and there 
is a 49% increase in cases of depression, substance 
abuse, etc. 

Survey results indicate that 37% of employees 
have been asked to take the place of staff members 
who have left the company, and 35% believe their 
job responsibilities are growing without adequate 
compensation. This can lead to resentment and 
a lack of motivation. 

Although employee-assistance programmes set 
out to address mental-health and other challenges, 
companies must ensure that there isn’t a disconnect 
between what they offer and how readily employees 
feel they can speak out about these issues. Do they 
feel psychologically safe, or do they fear a backlash? 

Success can be measured in small initiatives. Human 
Capital professionals should analyse which issues 
are most important and start to make incremental 
changes to demonstrate that companies really care 
and are prepared to create more human centric 
workplaces. 

These steps could help to shift the perception 
that organisations view their employees as mere 
resources that are easily replaced. 

Additionally, once these initiatives have been 
implemented, they should be measured and 
monitored to ensure the desired results. This will 
create not only loyal employees but advocates who 
will speak highly of your company if they move on 
one day. 
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BY PRABASHINI MOODLEY

IS GEN Z INTERESTED IN 
SAVING FOR 

RETIREMENT?

Gen Z employees are good at saving, but they also cash out their 
pension funds when changing jobs. This article explores what 

this generation prefers in terms of work and social life and how 
we as employers can use these preferences to help them to get 

more from their retirement benefits package.
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Gen Z has had a turbulent time, perhaps more so than 
those of us who have been in our jobs for longer than they 
have. When the Covid-19 outbreak struck, many people of 
their generation had recently started working. Many might 
have been laid off or forced into working remotely without 
first meeting their managers or colleagues, which would 
have suited them in certain respects but also left many 
others feeling detached from the real workplace. 

Gen Z also has a reputation for being disillusioned with the 
establishment, with capitalism. They are impatient and vocal 
about issues they care about, and they don’t view work the same 
way many older generations do.

Therefore, as their employers, we need to understand what 
motivates them, and how they show up in the workplace so 
we can support them and help them to succeed.

WHAT EMPLOYERS MUST UNDERSTAND 
ABOUT SUPPORTING THEIR GEN Z 
EMPLOYEES
At Old Mutual’s last corporate induction and onboarding, I spent 
some time with our newest interns, who made up a large part of 
the induction cohort. I was struck by how balanced they were as 
human beings. Everyone had very interesting hobbies outside 
of work that they took seriously. Despite looking somewhat 
wide-eyed at finding themselves in a job, they all had a greater 
sense of integrating work into their lives rather than building a 
life around their work. The pandemic brought us together and 
they’re questioning why we should go back to pretending there’s 
a “work me” and “another me”, and that the two are separate.

Therefore, the Employee Value Proposition (EVP) will have 
to be different for this generation if we want them to show 
up for work as the best version of themselves. We can’t give 
them a pension fund and life insurance, and also expect 
them to be loyal employees for the next 30 or 40 years.

We need to understand their lives now, their challenges, their 
realities and add tangible, relevant, dynamic elements that they 
will see as actual benefits. We need to think about what they 
value now, as well as what they might value in the future, such 
as retirement benefits.

DOES GEN Z VALUE SAVING FOR 
RETIREMENT?
We know that young people are contributing more than many others 
to their retirement funds. But Old Mutual’s 2022 Retirement Gauge 
also revealed that they change jobs quite often, and that about 90% 
of them cash in their pensions when they do. This means they are 
losing out on the only free lunch there is in the investment world, 
which is the power of compound interest over time. 

Often referred to as the “hopeless generation,” this descriptor 
is fitting for them, as they witness a world undergoing rapid 
implosion on multiple fronts. So, they’re more likely to be focused 

WORKFORCE

...they’re 
questioning 
why we 
should go 
back to 
pretending 
there’s a 
“work me” 
and “another 
me”...
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on the present, which means our EVPs must speak to their 
current needs too.

If you have working mothers among your employees, for instance, 
do they need child-support services? For a working mother, 
access to a babysitter for three hours at short notice might 
feel like a better benefit than higher life-insurance cover. (This 
probably applies to working mothers of any generation.) We 
need to think outside of what has been offered to employees 
traditionally, because our new cohort of employees don’t think 
the same way we do or did when we started our first jobs.

Obviously, there must be a balance, and we can’t throw the baby 
out with the proverbial bathwater. We all must save and plan for 
our retirement, and some of that boring old stuff is good for you. 
It’s about achieving the right balance.

WHAT DO YOUNGER EMPLOYEES WANT 
FROM A JOB OR EMPLOYER?
We have to think of their EVP like they do, more than just 
retirement planning. We need to make them aware of what’s 
available to them in terms of support right now – like your 
employee wellbeing programmes, free counselling, the stuff 
that comes with your group life insurance and group disability 
cover – and making it accessible in a way they relate to. We know 
they prefer using technology, so are you even packaging the 
information in the right way for them?

Beyond what they can get on a financial and personal level, Gen Z 
values sustainable impact and many are advocates of change.  
This means, we need to help them to make the connection 
between the jobs they do and society and the world. In the 
retirement-savings world, this means looking at the investment 
strategy behind the retirement fund and its ESG policy.

In terms of driving change in the world, you have asset 
owners and asset managers. If you follow the money, even 
when it comes to something like climate change, you’ll see 
that it’s asset managers who are driving large-scale change 
by refusing to finance new fossil-fuel energy projects.

In a nutshell, we, as employers, must look at ways to connect 
our EVP with Gen Z employees so that they’d want to give their 
best. So educate your employees about your EVP. Not doing so 
is a lost opportunity. If you have benefits and the people they are 
intended for don’t even know that they exist or don’t value them, 
you haven’t helped your employees or your organisation. 

Finally, Gen Z value flexibility. If they aren’t going to stay with your 
company as long as previous generations did, their benefits have 
to be quite mobile. If you don’t make it easy for them to preserve 
their retirement-fund savings, they will cash them in. That’s why 
I believe that in future many benefits will be linked to the person 
rather than the employer so that they can take their benefits with 
them when they leave a job. This way, they won’t lose what they’ve 
built up and have to start over at a new employer.

We need to 
think outside 
of what has 
been offered 
to employees 
traditionally... 

WORKFORCE
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BY EMILY ZUCCARINI

As the amendment to the employment equity laws looms, 
various associations are discussing how to deal with the 

changes set to come into effect from 1 September.

FOOD FOR THOUGHT: 

THE NEW 
EMPLOYMENT 
EQUITY LAWS



14   REMCHANNEL QUARTERLY

Based on our analysis, there are several elements 
that require consideration. Firstly, the definition of 
the “Top Executive” versus the “Senior Management” 
category. According to the current reporting requirements, 
Top Executives fall within the F Band Paterson Modern Grade 
and Senior Management within the E Band. The report 
does not take into consideration that some top executives 
fall within the E Band. This may be due to the size of the 
organisation (not just in terms of number of employees), 
the business’s stage in the organisational lifecycle, or 
even reporting levels. An example of the latter would be 
multinational companies whose top executives live and 
work in another country. These roles could be categorised 
as senior management or top executives.

Secondly, an organisation cannot submit accurate reporting 
data without having formal, clear definitions of the different 
levels within the organisation. Job architecture should be 
a top priority not only for employment equity reporting 
purposes, but also to ensure that mentorship programmes 
are in place to support career path and succession planning.

Thirdly, industries like project engineering, manufacturing, 
and mining rely on key critical skills such as artisans and 
engineers. As reported in the last Remchannel HR Quarterly, 
these skills are in demand, and enforcing a blanket approach 
to quotas within these industries – especially with too few 
new skills coming into the market – would be detrimental 
to these industries and the country overall.

Finally, rather than focusing on quotas at the top end of the 
employment equity levels, more emphasis should be placed 
on the lower levels to enhance employment opportunities 
for school leavers within South Africa. Unemployment 
should be a key consideration for all organisations because 
it is crucial to focus on this issue first if we want to replace 
positions at the top management levels in years to come.

In essence, there is a lot more work that needs to be done 
before implementing the new employment equity laws. 
A blanket approach may have a negative impact on the 
country overall as opposed to creating new job opportunities. 
Therefore, it is crucial to take a comprehensive approach to 
ensure that these laws create opportunities for everyone.

The priority for many 
businesses is to challenge 
the proposed amendments 
and put together formal 
arguments against each. 

For a better understanding of the current race 
distribution within the REMchannel® Salary Survey, we 
analysed data submitted across all industry participants 
in specific sectors. The figure below represents the 
current distribution across all employment equity 
levels and all participating organisations, regardless of 
the number of employees, (i.e., including those with less 
than 50 employees).

0,0% 20,0% 40,0% 60,0% 80,0% 100,0% 120,0%

National
Financial Services

Information Technology
Manufacturing

Project Engineering
Mining
Retail

State Owned Enterprises

Industry race distribution across all employment 
equity levels

African White Coloured Indian Not Known

Upon analysing the national data across all industries, 
we found that just over 50% of the current employees 
in the REMchannel® Salary Survey fall within the African 
race category. State-owned enterprises have just over 
70% African employees, while the mining industry is 
not far behind with just over 60%. However, the project 
engineering sector employs just under 40% African 
employees.

Further analysis of the data by the top three employment 
equity levels reveals a drastic change in percentages, 
with retail and project engineering falling below 10% 
at these levels.

2
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HUMAN CAPITAL
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Employee engagement plays a crucial role in the success of organisations. 
It leads to committed and motivated employees who are more productive, 
resulting in satisfied customers and overall company growth. However, a 
new challenge has emerged known as “quiet quitting.” This happens when 
employees disengage from their work and organisation without openly 
expressing their unhappiness or intention to leave. In this article, we will 
explore the link between quiet quitting and employee engagement, and how 
the employee engagement can benefit organisations.

IS EMPLOYEE 
ENGAGEMENT 
THE ANSWER TO 



16   REMCHANNEL QUARTERLY

HUMAN CAPITAL

Understanding Quiet Quitting 
and the Link with Employee 
Engagement
Quiet quitting occurs when employees disengage 
mentally, emotionally, and behaviourally from their work 
and organisation. They may still physically be present, but 
their motivation, enthusiasm, and commitment decline 
significantly. Unlike overt quitting, where employees 
actively express their intent to leave, quiet quitting 
happens silently, often unnoticed by supervisors and 
managers.

Quiet quitting and employee engagement are intrinsically 
linked. When employees disengage from their work, 
their engagement levels drop, leading to a multitude 
of negative consequences for both individuals and 
organisation. Disengaged employees are more likely to 
experience lower job satisfaction, increased absenteeism, 
decreased productivity, and higher turnover rates.

Five Factors Contributing 
to Quiet Quitting:
There are several factors contributing to quiet quitting, 
some of the most common ones include:

•	 Lack of Recognition and Feedback: Employees who 
feel undervalued or receive minimal feedback for their 
contributions may gradually lose their motivation and 
disengage.

•	 Insufficient Opportunities for Growth and 
Development: When employees perceive limited 
avenues for advancement or feel their skills are not 
being utilised, they are prone to quiet quitting.

•	 Poor Leadership and Communication: Ineffective 
leadership, lack of clear communication, and 
insufficient support from managers can lead to 
disengagement among employees.

•	 Workload and Burnout: Excessive workloads, 
unrealistic expectations, and a lack of work-life 
balance can push employees towards quiet quitting 
as they struggle to cope with the demands placed 
upon them.

•	 Lack of Autonomy and Trust: Employees who 
feel micromanaged or mistrusted may become 
disengaged, leading to quiet quitting.

They may still 
physically be present, 
but their motivation, 
enthusiasm, and 
commitment decline 
significantly. 
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HUMAN CAPITAL

Addressing Quiet Quitting and 
Enhancing Employee Engagement:
Here’s how organisations can take proactive measures 
to address quiet quitting and foster employee 
engagement:

•	 Create a Positive Work Culture:
Cultivate a work environment that encourages open 
communication, collaboration, and appreciation for 
employee contributions. Raise the sense of belonging 
and provide opportunities for personal growth and 
development.

•	 Provide Regular Feedback and Recognition:
Establish mechanisms for regular feedback and 
recognition to ensure employees feel valued and their 
efforts acknowledged. This can include performance 
evaluations, one-on-one meetings, and public recognition 
programmes.

•	 Invest in Leadership Development:
Train managers and supervisors to be effective leaders 
who can inspire and motivate their teams. Provide them 
with the necessary skills to communicate clearly, set 
expectations, and support employees’ growth.

•	 Encourage Work-Life Balance:
Promote work-life balance by implementing flexible 
working arrangements, offering wellness programmes, 
and encouraging employees to take time off when 
needed. This helps prevent burnout and shows employees 
that their well-being is a priority.

•	 Foster Autonomy and Trust:
Delegate responsibilities and provide employees with 
the autonomy to make decisions within their roles. Trust 
employees to deliver results and provide guidance and 
support when needed.

•	 Regularly Assess Employee Engagement:
Conduct employee engagement surveys to gauge the 
level of engagement within the organisation. Use the 
insights gained to identify areas of improvement and 
take targeted actions to address concerns.

Quiet quitting poses a significant challenge to 
organisations, as disengaged employees can undermine 
productivity, morale, and overall performance. 
Recognising the link between quiet quitting and 
employee engagement is crucial for organisations to take 
appropriate measures to address the issue.

By identifying and addressing the root causes of quiet 
quitting, organisations can retain their talented workforce, 
enhance employee engagement, and create a more 
positive and productive work environment. It is essential 
to prioritise employee well-being and engagement as a 
strategic imperative for long-term success.

It is essential to 
prioritise employee 
well-being and 
engagement as a 
strategic imperative 
for long-term success. 
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Wage increases lag behind inflation as the 
Great Resignation trend continues to grip employers.

BY SAMANTHA JAGDESSI

SOUTH AFRICANS ARE 

GET TING 
POORER
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South African employers expect to 
award wage increases of 4% to 6% 
in the next 12-month period, which 
is substantially below the current 
7% inflation rate, denting employee 
disposable income and placing 
pressure on companies to find new 
ways to keep staff engaged and 
retain critical skills. 

According to Samantha Jagdessi, Head of 
Advice and Best Practice, Old Mutual Corporate 
Consultants, the findings from the bi-annual 
Salary and Wage Movement Survey Report 
released in April 2023 show employees are 
taking financial strain. 

The report is based on the data submitted by 
65 organisations. The internet-based survey 
sample represents a broad cross-section of 
companies spanning a wide range of economic 
sectors; 64.6% of the sample is represented by 
unlisted companies, listed companies represent 
27.7% and quasi-government or government 
sectors represent 7.7%. René Richter and 
Samantha Jagdessi hosted a media session to 
explain some of the trends which emerged from 
the survey results. An analysis of the employee 
categories under review includes Executive, 
Management, General Staff and Unionised Staff, 
totalling 343 097. 

A CONTINUED, DOWNWARD 
ECONOMIC TRAJECTORY
Jagdessi said the economic climate had 
continued its downward trajectory, with the 
GDP contraction expected to be 0.4% for the 
first quarter of this year. This situation has been 
characterised by sustained loadshedding, 
significantly impacting the economy. Increased 
downtime and costs associated with alternative 

energy supply have escalated production costs 
and adversely affected revenues and profitability. 

Organisations inevitably have tightened their 
belts to curb costs, which has impacted the 
salary increases granted to employees being 
substantially below inflation. At the same 
time, talent and specialist skills are scarce, 
and Previously Disadvantaged Individual (PDI) 
categories attract a premium. 

THE GREAT RESIGNATION 
STILL PREVAILS
Jagdessi believes that while there has been 
less hype about the great resignation now that 
the pandemic is considered over, it is most 
certainly not disappearing. The survey suggests 
that organisations lose much experience and 
accumulated knowledge when employees leave.

She noted that according to the survey, labour 
turnover averaged 16.6% and that one of the 
salient survey findings is that labour turnover 
ascribed to resignations was 41.22%. In South 
Africa, the Great Resignation is ring-fenced in the 
professional and specialist roles of scarce skills 
in the market. 

Companies can do much more to quantify and 
contain costs and examine and curtail the high 
labour turnover.

Of the 16.6% turnover rate, the two sectors 
with the highest resignation rates are 
Financial Services (65.31%) and Information 
and Communications Technology (55.81%). 
This is followed by FMCG/Retail/Consumer 
Manufacturing (34%) and the Mining/Technical 
Other/Manufacturing sector (26.2%). The 
disciplines with the highest turnover are 
Sales/Marketing at 34.4%, followed by Human 
Resources at 19.6%

REMUNERATION

“It remains a concern that 
companies are not recording 
and analysing the reasons for 
their labour turnover or being 
more dedicated to measuring 
the costs related to staff 
terminations and the 
subsequent replacement 
and recruitment of staff.” – 
Samantha Jagdessi, Head 
Of Advice and Best Practice, 
Old Mutual Corporate Consultants
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of employees 
resigned to pursue 
better career prospects

Jagdessi said this untenable situation would force 
employers to reconsider their employee value 
proposition and retention policies to retain their 
brightest staff. The push factors for resignations are 
broken down as follows: 

•	 44% of employees resigned to pursue better 
career prospects, higher remuneration and 
improved employment conditions; 

•	 20% of employees experience burnout, stress, 
changing careers or emigrating; and 

•	 9% experience a toxic workplace. 
•	 Traditionally, the number one reason for the 

resignation has been better pay followed by better 
career opportunities and development. 

As employees are impacted by the lack of growth and 
their ability to meet their financial obligations, they 
are considering alternatives to maintain their standard 
of living. 

FLEXIBILITY AND MOBILITY 
AS A VALUE PROPOSITION
Jagdessi said that another factor employers need to 
consider is that the pandemic transformed the world 
of work. Some 66% of employees want increased 
mobility and 63% more flexibility. Most employees 
also believe their productivity has increased in the 
work-from-home environment and enjoy a better 
work-life balance. 

Employees and job seekers are prioritising how they 
want to structure their professional lives – frequently 
around their personal lives. When looking for jobs, 
they value personal success over professional wins.

Offering flexible work arrangements can involve 
a paradigm shift for organisations, especially 
smaller ones that may not have the critical mass of 
technology, budget, management, and competitive 
flexibility necessary to make extensive use of flexible 
work arrangements. 

“Employees want more flexibility and mobility, so 
employers must adopt a collaborative approach 
with their current and prospective employees 
when considering which work model: office-based, 
remote or hybrid, is an inherent requirement of the 
job,” she said.

“Whether through a remote or hybrid role, a flexible 
schedule, benefits that provide greater work-life 
harmony, or professional opportunities to keep 
employees engaged and fulfilled, employees 
quickly realise their work environment’s impact 
on their overall health and well-being,” Jagdessi 
concluded.

44%

REMUNERATION
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