
Forward-thinking employers should therefore want to put measures in place that improve the health and wellbeing of 
employees, which ul�mately will lead to a more commi�ed and mo�vated workforce. Global evidence suggests poor 

health at work can have a significant impact on employees and company performance. 

Source: Discovery Healthy Company Index 2014

Wellbeing Research
Latest

As the defini�on of wellbeing expands, organisa�ons now see wellbeing not just as an 
employee benefit or responsibility, but as a business performance strategy

Wellbeing is becoming a core responsibility of good 
corporate ci�zenship and a cri�cal performance 

strategy to drive employee engagement, 
organisa�onal energy, and produc�vity.

No longer an op�onal or narrowly focused element 
of the rewards menu, wellbeing is now front and 
center as a business impera�ve for leading, 
high-performance companies.

Some of the benefits of health and wellbeing ac�vi�es:
(% of respondents)

Source: 2018 Deloi�e Global Human Capital Trends
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The posi�on of health and wellbeing in organisa�ons
(% of respondents)

Ranked importance of wellness/wellbeing program outcomes
Controlling healthcare costs and improving employees’ health are the most important outcomes 

expected from wellness/wellbeing programs

We have a standalone wellbeing strategy 
in support of our wider organisa�on 
strategy

We don’t have a formal strategy or a plan, 
but we act flexibly on an ad hoc basis 
according to employee need

Our organisa�on is much more reac�ve 
(taking ac�on when people gone off sick) 
than proac�ve (promo�ng good wellbeing)

We’re not currently doing anything to 
improve employee health and wellbeing

Employee wellbeing is only a focus in our 
organisa�on when things are going well

Employee wellbeing is on senior leaders’ 
agenda

Line managers are bought in to the 
importance of wellbeing

Employees are keen to engage with health 
and wellbeing ini�a�ves

Reinforcing corporate responsibility and image

Reducing presenteeism

Improving performance

Reinforcing overall culture

Enhancing employee engagement

Improving employees’ health

Controlling healthcare costs
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Key concerns for wellbeing
(% of respondents)

Source: REBA/Punter Southall Health & Protec�on Employee Wellbeing Research 2018

Source: Discovery Healthy Company Index 2014
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Key concerns
for wellbeing

How is mental health
being adressed?

Ongoing
challenges

72.8% of 
respondents 

said high 
pressure work 
environment is 

the biggest 
threat to staff 

wellbeing

At Kaya, with our Wellbeing 
IndicatorTM, the overall Wellbeing 

results were in most cases effec�ve.

What we found over the past 2 years 
since we have launched our online 

Wellbeing Indicator, is that Sustained 
Vitality, which includes fitness, diet, 

sleep and renewal, were consistently in 
the medium to high risk area.

This concurs with research findings from 
Discovery and other sources. 

However, 
boardrooms say 

their biggest 
priority is 

mental health 
with 59.7% 

saying this is 
their top 
wellbeing 
concern

Wellbeing 
strategies 

increasingly 
tackle mental 
health - 84.1% 
of plans adress 
mental health 

in 2018, 
compared to 
78.9% in 2016

But only 15.8% 
of organisa�ons 
have a defined 
mental health 

strategy in 
place

26.8% of 
respondents 
s�ll do not 

measure the 
impact of 
ac�ons on 
health and 
wellbeing



Dr Snyman highlights that corporate South Africa loses approximately R55.2 billion to sick leave per annum however, when 
at-risk employees are iden�fied early and assisted to manage their health condi�ons effec�vely and appropriately, they 

remain healthier and more produc�ve, ensuring impressive bo�om-line and balance sheet savings for the employer. 

Source: Business goals for 2018: Boost staff wellness and reduce risk-related costs. 15 January 2018. Dr Jacques Snyman, Agility Corporate

The Centers for Disease Control reports that 68 percent of the workforce has at least one chronic health 
condi�on. If you add obesity to the list, that number jumps to 86 percent; nearly nine out of 10 workers!  

Research by Gallup shows that someone with one or more chronic diseases has between three and 10 �mes 
more unhealthy days a month—defined as days they can’t conduct their usual ac�vi�es.   

Per person cost for top chronic condi�ons
(*Based on $75 000 per year salary plus benefits)

Source: https://workdesign.com/2018/01/the-dollars-and-sense-of-well-being/#_edn6

What it shows is that if, as a result of the investment in WELL (a wellbeing product), less than one person brings their 
weight down to the recommended level or doesn’t become obese, the en�re investment will pay for itself.* Likewise, 
if 1.2 persons stopped being inac�ve, or 0.3 people didn’t have to leave the company for health reasons,** the en�re 
cost would be offset. *The savings would be $10,800 (the healthcare, absenteeism, and presenteeism per person cost 
for obesity) and the amor�zed cost of the WELL addi�ons is 10,000 a year. **Experts put that number at between 35 
percent and 200 percent of salary; the assump�on here is 50 percent of salary. It also shows that if employees gain 
just a few seconds of produc�vity a day, or one person gets that 21 percent increase in produc�vity from greater 

engagement as predicted by Gallup, the project cost is not only zero, the investment is making money.

Engagement and wellbeing: According 
to Gallup, employees in the highest 
quar�le of engagement are 21 percent 
more produc�ve (than those in the 
lowest quar�le), and they call in sick 37 
percent less (than those in the lowest 
quar�le). Which is cause and which is 
effect is hard to gauge, but the 
opposite is also true. Low engagement 
is linked to poor health. 

Gallup finds that disengaged employees are:

Two �mes more likely to have three or more unhealthy days a month,
Eight �mes more likely to suffer from depression,
Less than half as likely to say they are in “excellent” health,
Four �mes more likely to have high blood pressure,
Three �mes more likely to be obese,
Three �mes more likely to have diabetes, and
Two �mes more likely to have high cholesterol.
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Aside from the human cost of mental illness, 
there is a compelling economic argument for 
improving mental wellness in the workplace.

In 2017, Financial Mail reported that mental health 
problems cost the South African economy billions per year. 
(h�ps://www.businesslive.co.za/fm/features/2017-08-31-mental
-health-problems-cost-sas-economy-billions-per-year/)

A loss of earnings due to major depression and anxiety 
disorders is es�mated at R54,121 per affected adult per 
year, the total annual cost to the South African economy 
amoun�ng to more than R40-billion (2.2% of the country’s 
GDP), the Financial Mail  report noted.

Further, mental health problems cost the economy two to 
six �mes the cost of its treatment, yet the government 
spends only 5% of its health budget on mental health.

The 2016 wellbeing and engagement report
(Highlights survey findings from 1276 employees across 45 U.S. markets)

Source: 2016 Well-Being & Engagement Report by limeade.com and quantumworkplace.com

When employees feel they have higher wellbeing, they’re more likely to be engaged at 
work.

Employees with higher 
wellbeing are more likely to feel 
supported by their organisa�on.

The top three ways organisa�ons can inspire wellbeing improvement:
1. Manager support
2. Wellbeing tools and resources
3. Leader support

Employees
who feel
they have

higher
wellbeing

vs
Feel

engaged
at work

Enjoy
their
work

Loyal
to their
teams

Recommend
as a great place

to work

Employees
who feel
they have

lower
wellbeing

88% 83% 84% 84%

50% 41% 54% 48%

The cost of mental illness
in the workplace

Source: h�ps://www.news.uct.ac.za/ar�cle/-2018-05-17-tackling-mental-health-in-the-workplace 
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Source: Wellbeing, Culture and Engagement in 2017, Virgin Pulse

Work-related stress costs U.S. companies $30billion a year in lost 
produc�vity due to sick days and absenteeism.

One in five workers report feeling extremely stressed, mostly due to work 
or finances. These employees are more than four �mes as likely to suffer 
from symptoms of fa�gue, headaches, depression or other ailments – and 
twice as likely to report poor overall health, leading to increased 
absenteeism and decreased produc�vity.

In the past six months, a third of workers placed work commitments over 
family commitments, which has a detrimental effect on personal 
rela�onships.

While engagement, wellbeing and culture are all cri�cal to a healthy 
organisa�on, wellbeing is especially crucial to organisa�onal business 
strategy. Employee wellbeing is not an op�on – it’s a key component to 
improving an organisa�on’s bo�om line. Many organisa�ons recognise 
this: among survey respondents almost eight in 10 (78%) see employee 
wellbeing as a cri�cal component of their business strategy. According to 
data from the Virgin Pulse Ins�tute, clients who adopt the Virgin Pulse 
wellbeing pla�orm experience healthier employees and healthier 
businesses with employees taking fewer sick days (11 fewer sick hours per 
year, per member), reduced safety incidents (2.9x fewer worker’s 
compensa�on claims per member), and less turnover (29% lower for 
members).

Strong senior and mid-level 
management support: Leaders 
must walk the talk and be seen 
to be involved in programmes. 
Leadership needs to 
communicate, market, 
adver�se, brand, and ‘sell’ 
health, like any other business 
investment – with a plan, goals, 
benchmarks, and budget.

A ‘healthy company’ culture: 
Making a healthy lifestyle easy 
to achieve.

According to Discovery Health, best prac�ce is 
based on simple, solid strategies, such as:

Purpose of omployee wellbeing programmes in 
the organisa�on
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Areas of wellbeing with the greatest impact on 
employee engagement

Source: Discovery Healthy Company Index 2014 Source: 2018 Deloi�e Human Capital Trends Report for South Africa

A grounding in 
behaviour-change theory: 
Health risk assessments and 
screenings followed by 
evidence-based interven�ons. 
This is where the Kaya Being a 
Well Being programme can 
deliver significant benefits.
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75% Wellbeing Strategy
Kaya works with the organisa�on to develop a holis�c 
wellbeing strategy (The Cornerstones approach) both at 
organisa�onal and site levels. 

Wellbeing Audit
Kaya can facilitate the use of it’s 
Wellbeing Indicator to obtain 
individual, site and organisa�onal 
audits of wellbeing at various �me 
intervals throughout the program. 

Workshops
Kaya provides a range of workshop offerings ranging from 
Senior Leadership “Building Op�mal Wellbeing” flagship 
programme, focused on crea�ng a culture of wellbeing to 
“Being a Well Being: Thriving at Work” programme for 
employees. 

Turn corporate wellbeing into a 
compe��ve edge with tailored 
wellbeing programs and 
leadership coaching on how to 
improve performance through 
wellness and wellbeing.

Wellbeing

An
environment

that promotes
wellbeing

Conscious
leadership

Individual
and collec�ve
accountability
for wellbeing

Appropriate
partnerships

of high-performing 
organisa�ons regularly 

measure their health and 
resilience status as a 
viable component of 

their overall risk 
management strategy.

Effec�ve workplace 
health and wellbeing 

programmes can 
increase produc�vity by

29%

1

2

3
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The Cornerstones



Kaya

We have a superb understanding of human nature in the workplace. Unlike many other consul�ng firms, 
our core team is comprised of organisa�onal psychologists ensuring we have a depth of capability rooted 
in the science of organisa�onal psychology. Given the workplace environment is so complex and 
ever-transforming this is cri�cal. Our clients need us to leverage people’s capability so that they can 
maximise organisa�onal value.

We are geared for mid-sized to large global organisa�ons across various industries and our previous 
significant experience in mining, oil and gas, industrial and professional services firms is evidenced in our 
client list.

Established in South Africa in 2000 Kaya Consul�ng has developed into an 
interna�onal bou�que, consul�ng firm with offices in

South Africa
Australia

New Zealand
undertaking projects, current and past, that span across the African con�nent 

and Australasia. 

We Are
Who

Phone AU:
+61 1300 262 794

Phone SA:
+27 (0) 12 443 6468

Email:
info@thekayagroup.com

Web:
www.thekayagroup.com


