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About this report

As the world continues to face various changes (including those brought about by the 

current COVID-19 pandemic), SAICA embraces calls for the accountancy profession to 

put people first. SAICA values people as an important stakeholder and believes that both 

the accountancy profession and organisations in the public and private sectors need to 

be people centric as they work to create sustainable value. By understanding the chang-

ing dynamics of the work environment, the future of work and the impact our work as 

responsible leaders has on people both internal and external to our organisations, profes-

sional accountants working in business and the public sector will continue to contribute to 

successful and resilient organisations. This will also ensure that the accountancy profession 

plays a pivotal role in solving the world’s socioeconomic challenges. SAICA wanted to get 

feedback from mem bers on their views on the future of work. An online survey was sent out 

via our social media platforms and 56 responses were received from members, trainees 

and other stakeholders. This report encapsulates their responses.

About SAICA Enabling Competencies

Enabling competencies are essential skills that influence the way in which SAICA members 

(including associate members) work, think and live, as well as the tools they use in their en-

vironments. They are pervasive in a member’s work and behaviour and are to be used ef-

fectively across different environments, functions and roles. Enabling competencies allow 

members to function as competent and responsible professional accountants, managers 

or leaders in business or the public sector (seen as a digital environment), by displaying 

acumens categorised into the following four competency areas:

• Decision-making acumen

• Business acumen

• Digital acumen

• Relational acumen

These acumens are necessary qualities of CAs(SA) or AGAs(SA) and enable them to  

perform their work in the value creation process.

About SAICA 

SAICA, South Africa’s pre-eminent accountancy body, is widely recognised as one of 

the world’s leading accounting institutes. The Institute provides a wide range of support 

services to more than 46 000 members and associates who are chartered accountants 

(CAs(SA)), as well as associate general accountants (AGAs(SA)) and accounting tech-

nicians (ATs(SA)), who hold positions as CEOs, MDs, board directors, business owners, 

chief financial officers, auditors and leaders in every sphere of commerce, industry and 

the public sector, and who play a significant role in the nation’s highly dynamic business 

sector and economic development. Chartered accountants are highly valued for their 

versatile skill set and creative lateral thinking, and that is why the Top 100 global brands  

all employ chartered accountants.*

*Source: CAW 2020, Interbrand, Best Global Brands 2019.
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ACCOUNTANTS 

PEOPLE

THE ACCOUNTANCY PROFESSION IS PUTTING 
PEOPLE FIRST
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IN A NUTSHELL: 

THE ACCOUNTANCY PROFESSION IS PUTTING PEOPLE FIRST 

• Finance professionals are ready to serve people and organisations during these difficult times 

of change. They are increasingly aware of their mental health and wellbeing and actively 

ensure that these are not compromised.

• Flexible working terms and conditions have been welcomed by people as these allow for 

time at home with family and loved ones. This has also presented new opportunities to har-

monise work with personal lives. 

• There is a need to focus productivity on output rather than hours worked (which may not  

always be between, for example, 08:00 and 17:00).

• People value and welcome the opportunities (mainly brought about by flexible working con-

ditions) for leisure, artistic freedom, creativity, side hustles, honouring commitments outside of 

work, pursuing other interests, and self-management.

• People wish to be valued as human first (not necessarily as professionals), for their authentic 

selves and as individuals, even in a team. 

• More needs to be done by leaders responsible for people (human resource management, 

HRM) to take the concerns of people and the threat to their wellbeing more seriously and to 

enhance the perceived organisational support (POS) being provided to people. 

• People, the community and the public are important stakeholders to the accountancy pro-

fession and any organisation. The accountancy profession needs to drive, measure, track 

and communicate sustainable value creation by organisations as we help solve the world’s 

socioeconomic challenges. 

• People expect to find, to some extent, happiness, meaning and/or purpose in their work  

environment.

Flexible 
working 

conditions 
have been 
welcomed

Need to 
focus on 

productivity 
rather than 

hours 
worked

People wish 
to be valued 

as human 
first

People 
welcome 

opportunities 
for leisure

They are 
increasingly 

aware of 
their mental 

health
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The world of work as we know it has likely changed for-

ever. One of the key changes is the need for professions 

like ours to focus more and more on people. Members of  

SAICA − responsible  leaders and managers in their re-

spective fields – work and interact with various people in 

their personal and professional lives: family and friends, fel-

low accountants and colleagues, trainees, people repre-

senting their clients, people in leadership positions, mem-

bers of the community, and other stakeholders. There has 

been a growing focus on people and wellbeing in recent 

history (also in the workplace), within professions like ac-

countancy as well as a growing call for corporations to 

recognise people (communities as well as the public) as 

an important stakeholder. 

The impact of the COVID-19 pandemic on the  

accountancy profession, people, economies and the 

work environment has been felt the world over. Respons-

es by governments to the pandemic, which have large-

ly been dominated by lockdowns, have particularly af-

fected the world of work and accelerated a number of 

long-anticipated changes which, in turn, had an impact 

in the way people live and work. SAICA recently under-

took a short survey of members, trainees and stakeholders 

to gain insight into how they perceive the world of work, 

people centricity in the profession, and the impact of the 

COVID-19 pandemic in changing how we work. We want-

ed to know whether, in their view, the future of the work 

environment puts people first. The participants included 

people in assurance, professional education and aca-

demia, financial and tax management, and senior man-

agement. The majority (58%) of participants were SAICA 

members (including associate members), most of them 

(45%) working in audit, assurance and consulting. The ma-

jority (70%) of the respondents were between 25 and 35 

years of age. 

Change is often said to be – among 

other things – good and inevitable. 

The world is already going through 

constant change brought about 

by advances in technology and in-

novation, and when the COVID-19 

pandemic hit the world, a lot of ac-

celerated change came into being. 

The impact of the pandemic has 

been different to different people, 

but common to most have been un-

certainty and uneasiness, lockdowns 

and separation, as well as working 

virtually, remotely and flexibly. Over-

all, working from home, remotely or 

in a flexible manner as a result of the 

COVID-19 pandemic had a positive 

(54%) impact on respondents. Flexible 

working conditions and the ability to 

foster work-life harmony were wel-

comed by most respondents, howev-

er some noted that they missed hu-

man interaction, including in the work  

environment. 

Introduction 

The impact of the COVID-19 pandemic

42% 
deterioration of the 
overall health of the 
finance ecosystem 
due to COVID-19

Below 24

25 to 35

36 to 55

Above 55 

16%
4%

10%

70%

Age13%

58%

SAICA members

SAICA trainees

Stakeholders

Participants
29%
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The majority of respondents (69%) believed they can ade-

quately play their roles and fulfil responsibilities expected 

by business or organisation and society, irrespective of the 

work model and impact of the COVID-19 pandemic. On 

the other hand, however, some believed that the over-

all health of the finance ecosystem has deteriorated as a 

result of the COVID-19 pandemic and new ways of work. 

This of course ultimately affects people in the work envi-

ronment (including those in the accountancy profession). 

There is a greater need to be frank about mental health 

and wellbeing not only in the accountancy profession, 

but in all work environments – and in particular to ad-

dress the stigma attached to it. People should not be suf-

fering mental health- or wellness-related issues in shame 

or in silence. There is no doubt that accountancy work is 

usually very demanding with high expectations from var-

ious stakeholders all round. Focusing on numbers, perfor-

mance and results while (intentionally or unintentionally) 

turning a blind eye to the mental wellbeing of people can 

no longer be sustained. Mental health and wellness issues 

are also caused by racism, homophobia, gender inequal-

ity, cultural stereotypes, lack of understanding, inclusivity 

and diversity (among others) in our profession. Each one 

of us have a role to play in creating awareness or assisting 

a team member to confront any mental health (or wellbe-

ing) issues they may be going through. Even more impor-

tantly, should we be going through any mental health-re-

lated issue, we owe it to ourselves to get help and come 

back and thrive in our role. Our wellbeing should be par-

amount In order for us to be future ready and solve the 

world’s complex and ever-evolving problems, we need 

to take care of ourselves first. We also need to constantly 

reflect on the impact of current (and somewhat drastic)  

changes in our personal lives and work environment.

Mental health and wellbeing

23%

24% 53%

Ready

Not ready

Still need to 
improve/adapt

Readiness to deliver as finance professional 
given current changes

29%

69%2%

Positive

Negative

Neither

Impact of COVID-19
(overall)

22%

42%
Improvement

Deterioration

No impact

Impact of COVID-19 on overall 
health of the finance ecosystem

36%
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The COVID-19 pandemic has brought with it notable 

changes with regard to the flexibility of working condi-

tions. This flexibility has in turn created an opportunity for 

people to harmonise their personal and family lives with 

their work lives in various ways – thus evolving the ever 

elusive “work-life balance” conundrum in a major way. 

The flexibility of working conditions, working remotely and 

away from the office brings with it a number of possibilities 

such as people spending time with friends and family, fo-

cusing on productivity and deliverables (rather than time 

at the office) and pursuing other interests.

While many embrace time at home with loved ones, 

many others have responsibilities in their home dynam-

ics, for example taking responsibility for children – thus 

requiring compassionate managers and leaders. Of 

particular concern is the possibility of the gender-wage 

gap increasing as a result of flexible working conditions 

Responses provided by participants in this study were 

mostly progressive when it came to wellbeing and mental 

health. 

• The majority (75%) indicated that they were wary of 

their mental wellbeing and actively made an effort 

not to let their work or other commitments and fac-

tors affect their mental wellbeing negatively. 

• We asked participants whether, since accountants 

are known for their strong work ethic, now more than 

ever they needed to show the world that they  

(accan work even under the toughest conditions 

and that their mental wellbeing does not get  

affected by work commitments. The majority (55%) 

did not agree. 

• Almost all respondents (95%) agreed to the need 

for organisations to be people centric and explicitly 

value the happiness and wellbeing of its people.  

Respondents consider it important for employers 

(and other relevant stakeholders) to consider and 

support the mental wellbeing of people as this  

directly affects productivity and performance.

The flexibility of working terms and conditions

95% 
of respondents say that 

organisations need to be 
people centric and 
explicitly value the  

happiness and 
wellbeing of their people

12%

75% Agree

Disagree

Neither

I am aware of my mental health and 
wellbeing. I do not let anything 

(including work) affect this negatively  

13%

23%

55% Disagree

Agree

Neither

Mental health and wellness “aside” 
– accountants deliver

22%

Agree

Neither95%

Organisations should be people centric and  
value the happiness and wellbeing of people

5%
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due to the responsibilities females of-

ten have in the home environment, 

which may hinder their performance 

and growth.

As organisations, their leaders and 

managers continue to evolve in how 

they monitor people in their em-

ploy and shift from managing hours 

worked towards managing output, 

another trend that will continue to 

grow is the “just-in-time” acquisition 

of talent to fill skills gaps. This will be 

accelerated by uncertainty regard-

ing the needs of organisations during 

these times of constant change. Not-

withstanding the challenges South 

Africa and indeed many parts of the 

world face with regard to the employ-

ment of people and the perceived 

disadvantages of part-time or flexible 

employment contracts, a new trend 

of flexible terms of employment could 

emerge and grow. Flexible terms (in 

addition to conditions) of employ-

ment in the work environment may 

indeed become a growing trend, 

as people (particularly the young-

er generation) seek “freedom” from 

permanent employment contracts. In 

the words of Prince Kaybee (featuring 

Msaki), a number of people making 

up this generation of employees are 

“fetching their lives” and are inspired 

to pursue their life dreams, goals and 

aspirations. Many people will explore 

activities outside of their “formal” em-

ployment as a result of flexibility and 

hybrid arrangements in their working 

lives.

According to our survey:

• The majority of participants (67%) 

would prefer flexible employ-

ment contracts that would allow 

for “side hustle(s) or activities” 

and income-earning hobbies 

rather than full-time employment 

that tie them down to one role 

during weekdays. 

• Artistic freedom and leisure were 

valued by respondents, with the 

majority (73%) considering these 

to affect their ability to perform 

and their efficiency. They would 

therefore appreciate a flexible 

work environment that allows  

for that.

• The need for organisations and 

employers to understand em-

ployee commitments outside of 

work (which can include person-

al interests, hobbies and family 

responsibilities) was also consid-

ered important by the majority 

(96%) of respondents.

• Interestingly, when asked if 

they would welcome reduced 

working hours (or seasonal 

work) from current or future 

employers in order to have more 

time available to pursue other 

interests, even if this came with 

a salary reduction, the majority 

(54%) responded positively. There 

could be a number of reasons 

why participants responded in 

this way, from uncertainty about 

their work to unhappiness or 

dissatisfaction with their employ-

ment to indeed a wish to “fetch 

their lives”.

• Organisations need to move 

away from focusing on hours 

worked (historically time spent at 

the desk or in the office) towards 

productivity, which is best meas-

ured using output, according 

to the majority of participants 

(93%). Participants believe that 

measuring and rewarding based 

on output will give people the 

freedom to manage their work 

day and lives themselves.

Flexible 
working terms and 

conditions that allow for 
side hustles, other inter-
ests and responsibilities 
outside of work will rede-
fine the work environment 

going forward



9A PEOPLE-CENTRED PROFESSION REPORT • SAICA 2021

Many environments still treat people like cogs in the 

machine who must work to produce results and meet 

organisational objectives. While employment contracts 

remain an important feature in managing relationships 

between people and organisations, organisations need 

to understand that people will contribute more when 

they feel valued, respected and recognised. People 

will also contribute better when their work brings a sense 

of meaning to them. This is why the best organisations 

work towards putting people first. Leaders of organi-

sations spend large amounts of money annually in an 

effort to engage employees and understand how they 

feel about working for the organisation and then work 

out strategies accordingly. What is becoming apparent 

A cog in the machine

11%

72% Agree

Disagree

Neither

Preference for flexible employment 
contracts that allow for side hustles

17%

9%

73% Agree

Disagree

Neither

I value artistic freedom and leisure and 
appreciate employers that allow for such

18%

96%

Organisations need to create flexible 
working conditions that recognise 

commitments outside of work

1%3%

Agree

Disagree
Neither

32%

54% Agree

Disagree

Neither

I would welcome reduced working hours 
(or seasonal work) to pursue other 

interests, even with a salary reduction

14%

93%

Agree

Disagree

Neither

Organisations should focus on 
output to measure productivity 
rather than hours worked, thus 
allowing for self-management

5%2%
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91%
agree to put the 

individual first before 
the professional job
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is that the answer to putting people at the centre does not 

lie in the data collected or high-level strategies, but rather 

the basics of talking to people, truly understanding them 

and connecting with them in a genuine and authentic 

manner. People can also generally tell if you are not being 

authentic and are merely ticking the box and executing a 

strategic objective.

When we asked about their views on the often tricky ques-

tion of the work environment’s recognition of people as in-

dividuals, participants were clear with approximately 90% 

agreeing to each of the following:

• Organisations and employers need to see the individ-

ual and human being first, before they see the profes-

sional, the job title or function.

• More effort needs to be made to tailor management 

strategies even further in order to the consider the indi-

vidual rather than only focusing on the team.

• It is important for people to bring their own authentic 

selves to the work environment, with no pressure to  

act in a particular manner so that they are able to 

have honest, open conversations in a free and  

relaxed manner.

Work environments need to make a drastic shift 
towards being more 

authentic. 
People from different backgrounds, cultures, sexual 

orientations, ethnic groups, etc, are looking to 
bring their authentic selves to work

91%

7%2%

Put the individual human being 
first – before the professional,  

job title or function

Agree

Disagree
Neither

89%

9%
2%

More effort should go towards 
focusing strategies on individuals 
in addition to focusing on teams

Agree

Disagree
Neither

89%

6%5%

Agree

Disagree

People should bring their 
authentic selves to work 
with no pressure to behave 
in a particular way

Neither
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Dominant models within human resource management 

(HRM) theory and research tend to focus largely on 

ways to improve performance, with people (employee)  

concerns very much a secondary consideration (if at 

all). This, notwithstanding the pressures at work and in so-

ciety, poses an increasing threat to people’s wellbeing. 

The mutual gains model suggests that HRM should ben-

efit both individuals and organisations. HRM often tends 

to be stereotyped as not taking the concerns of people 

and the threat to wellbeing seriously. It often does not  

give priority to practices designed to enhance people’s 

wellbeing and a positive employment relationship. The 

HRM function continues to struggle to balance, on the 

one side, the management of people’s affairs, and, on 

the other side, bureaucracy and the need for employees 

to achieve results for the organisation, which has turned 

HRM into an administrative function that seeks to ensure 

that procedures are followed and that all the boxes are 

ticked when it comes to the management of people in an  

organisation. 

The changing work environment, together with uncer-

tainties, contributes to a lack of trust and concern for the 

mutual welfare between people and employers. Many 

organisations have yet to fully understand the central im-

portance of favourable relationships with their people to 

Organisational support

achieving optimal productivity and enhancing employee 

dedication, reducing absenteeism and increasing perfor-

mance. Based on our survey, perceived organisational sup-

port (POS), the degree to which employees believe that 

their organisation values their contribution, cares about their 

wellbeing, and fulfils their socio-emotional needs, should 

continue to be worked on by organisations and HRM.
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SAICA defines CAs as responsible leaders who behave 

ethically and create sustainable value for a wide range 

of stakeholders within an organisation. CAs use integrated 

thinking to interpret, analyse and evaluate financial and 

non-financial information. This enables them to influence 

others and together make impactful decisions thereby 

contributing meaningfully to society.

It is imperative that accountancy professionals under-

stand value creation and enable a value-creating busi-

ness model which will lead to the ability to measure, track 

and communicate on value creation. Value is defined 

by and through engagement with people (customers, 

employees, suppliers, investors or representative as well 

as other stakeholders). Professionals contribute towards 

value creation through the organisation’s purpose, strat-

egy, and business model taking into account all resourc-

es, capitals, and relationships in an integrated way. Ac-

countants often play an important role in the creation of 

value, sometimes without realising it. Organisations have 

struggled to account for and report on their value crea-

tion due to the existing bias towards reporting on financial 

information. Accounting professionals have an important 

role to play in changing this narrative, as they can enable 

and lead value creation. This is evidenced, for example, 

by the call for the evolution of the Chief Financial Officer 

(CFO) role towards Chief Value Officer (CVO), which will 

see these senior leaders of organisations play a key role in 

driving, accounting for and reporting on value created by 

the organisation. 

Value created is then delivered to the ever-more de-

manding and sophisticated stakeholders (which include 

the public) in various ways. Organisations need to sustain 

value by retaining and protecting it internally, and by ap-

propriate reinvestment and distribution to shareholders 

and the wider society. People and the wider society are 

an important consideration in the value creation process 

that organisations and their leaders need to be cognisant 

of. Organisations that want to be successful in the 21st 

century have a social responsibility to create value for so-

ciety as the emphasis shifts from just shareholders towards 

a stakeholder approach.

• The majority of participants (64%) in our survey agree 

that we all have a role to play in addressing social 

and economic development issues facing people 

around the world and have adopted or are willing to 

adopt the Sustainable Development Goals (SDGs) of 

the United Nations as a challenge to themselves, the 

profession and/or the organisation.

• Value creation that does not talk to the wider public 

is not sustainable. The public was considered to form 

an important part of the value the majority of partic-

ipants (83%) create in their respective roles as well as 

the value creation process in their organisations.

• Many people go through life trying to find meaning 

and their purpose. Of course people do not have to 

find meaning or purpose through work – this can be 

found in many different places and ways, but may 

sometimes be found at work. People by their nature 

need to feel they are contributing towards something 

and that they are needed, which in turn means that 

disengagement at work may be a serious problem, 

as this potentially leaves people without something 

worthwhile to do. Meaning and purpose at work were 

People as a stakeholder

Agree

Disagree

More needs to 
be done

Our HR takes 
employee con-
cerns and the 
threats to well-
being seriously

43%

21%

36%
Agree

Disagree

More needs to 
be done

I perceive my 
organisation to 
fully support me 
and the rest of 
its employees

21%

32%

47%



14 A PEOPLE-CENTRED PROFESSION REPORT • SAICA 2021

considered to be important by the majority (95%)  

of respondents. 

• The majority (82%) of respondents understand that 

keeping your “head down”, focusing merely on tasks 

at hand, projects and being busy, could lead to a lot 

of missed opportunities including connecting to the 

bigger picture, customers, employees, the community, 

and the general public. 

• South Africa and all its mesmerising splendour! Unique, 

beautiful, diversity, complex, dynamic, unequal, 

amazing people, culture are some of the words that 

spring to mind when thinking about this country. The 

majority (85%) of participants understand the  

various complexities and dynamics of South Africa 

and its people, including our diversity, language and 

cultural differences, and make a concerted effort to 

recognise and embrace all lived experiences, not only 

their own.

MEANING 
and purpose 

at work are important 
according to 95% of 

the respondents

Agree

Disagree

Neither

We all have 
a roll to play 
in addressing 
social and eco-
nomic develop-
ment issues

64%

29%

7%

83%

15%
2%

Agree

Disagree

Value creation 
that does not 
talk to the wid-
er public is not 
sustainable

Neither
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Some may be able to point out the shortcomings of gen-

uinely connecting to individuals, particularly in the work 

environment, and why they favour doing only what is re-

quired from them in terms of relating with others and fol-

lowing their organisation’s strategic approach. There are 

many reasons why people may not always trust organisa-

tional engagement processes, including lack of interest, 

the dynamics at work, or the perception that organisa-

tions typically have the interests of the organisation and 

shareholders at heart, rather than those of people. 

While traditional organisational objectives remain funda-

mental, what is becoming clear is that recognising peo-

ple for who they are, their humanity, should not be com-

promised. Of course connecting with people naturally is 

not easy, particularly those of a background not similar 

to your own. People, employees, need leaders they can 

trust in order to fully commit to organisational objectives. 

Many leaders and managers unfortunately tend to disre-

gard the importance of professional values and attitudes 

and enabling competencies, not only for themselves but 

also for their teams and organisations. This might be a 

blind spot for most managers and leaders, but the out-

come is the same – stigma, side-lining and ignorance 

around these important competencies. This means that 

the ability to (for example) relate, work, communicate 

or interact and build relationships with others becomes a 

challenge in the work environment, including managing 

and leading people. 

Work environments and leaders need to aspire towards 

recognising the realities society, poses people bring to 

work. Humans are not able to numb certain or parts of 

their emotions or feelings (their personal lives) while they 

continue to demonstrate some of these (for example as 

professionals in the work environment), at least not indef-

initely. A better balance should be sought that does not 

infringe on people being their authentic selves. 

It is particularly important for leaders and the work envi-

ronment to recognise the diverse lived experiences, par-

Delving deeper into relational acumen

95%

1%4%

Agree

Disagree

Meaning and pur-
pose at work are 
important to me

Neither

Agree

Disagree

I connect the 
work I do to 
people (em-
ployees and 
the public)

Neither82%

2% 16%

Agree

Disagree

I understand the complexities and 
dynamics of South Africa and its 
people and make an effort to 
recognise all lived experiences

Neither
85%

2% 13%
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ticularly given the South African context. Often, organisa-

tional cultures, rules and regulations, policies, leaders, etc, 

do not recognise all lived experiences, creating tension 

and despondence for some in the workplace and some-

times with the public.

The continuous development of your relational acumen is 

important as it will enable you to navigate the extremely 

tricky relations with people both internal and external to 

your organisation.

COVID-19 has come with a number of changes 

that affect people and the way we work. Employers 

and corporate leaders need to consider the home 

environment as people are expected to work from 

home, including family responsibilities, the working 

space and connectivity. Another important consid-

eration is that not everyone is productive between, 

for example, 08:00 and 17:00: some are more 

productive and prefer working early in the morning 

while others would rather work in the evening. 

Mental wellbeing has also been highlighted as an 

area requiring attention also in the work environ-

ment. One should also be mindful of the impact of 

racial discrimination, homophobia, gender inequal-

ity, cultural stereotypes and the lack of inclusivity 

and diversity in the work environment and people. 

While mental wellbeing awareness initiatives are 

overdue, they are very welcome. 

Leaders, managers and colleagues should be mind-

ful of the impact of their actions or lack of action on 

the mental wellbeing of people they work with and 

should be willing and able to help where necessary 

– aspire to be a manager or leader of trust. 

Another concern is the high level of unemployment 

in our country, particularly the record-breaking level 

of unemployment among our youth. Any discussions 

about the future of work must include considera-

tions about the role of the accountancy profession 

in creating sustainable employment for people. 

And who better than accountants to come up with 

creative, innovative, logical, feasible and demon-

strable plans to help eradicate unemployment. In 

line with Goal 8 of the United Nations’ Sustainable 

Development Goals (SDGs): Promote sustained, 

inclusive and sustainable economic growth, full and 

productive employment and decent work for all. 

Accountancy professionals are perfectly positioned 

to positively impact this world and help solve a lot of 

its complex problems: 

Let’s do it!

Conclusion

Any discussions about the fu-
ture of work must include con-

siderations about the role of the 
accountancy profession in cre-
ating sustainable employment 
for people, particularly helping 

reduce the record-breaking 
youth unemployment rate

“Let’s 
do it!”
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People And The Future Of Work: Questionnaire

Does the future of work put you first?

• As the world navigates the many changes it faces 

(due to the COVID-19 pandemic and other reasons), 

the world of work as we know it has likely changed 

forever. One of the key changes that has come about 

is the need for professions and organisations to focus 

more and more on people. 

• There is an increased need for people to bring their 

authentic selves to the work environment and to be 

human first. 

• It is widely believed that a people-centric workplace 

is good for growth, profits, the economy and, most  

importantly, people. 

In this survey SAICA asks how you perceive the many 

changes around you and whether the working  

environment is going in the right direction towards putting 

YOU first. 

Your information

Are you a SAICA member, associate or trainee?

• Member or associate

• Trainee

• Neither

Which gender do you identify as?

• Male

• Female

• Prefer not to answer

What is your age group?

• Below 24 years 

• 25−35 years 

• 36−45 years 

• 46−55 years 

• Above 55 years 

What is your current career path?

• Audit, assurance and consulting

• Financial and tax management

• Professional education and academia

• General / senior / executive  

/ non-executive  management  

• Innovation and entrepreneurship

• Technology and digital enabler

• Other (please specify) / Comment 

General changes

1. Working from home, remotely or in a flexible manner 

as a result of the COVID-19 pandemic has had the 

following impact on me (overall):

• Negative

• Positive

• Neither negative nor positive

       Any comment in this regard (optional)

2. The future of work has been changed forever, with  

remote and flexible or part-time work here to stay.

• Agree

• Disagree

• Neither agree nor disagree

3. I consider in-person, face-to-face interaction with  

colleagues and clients important to me and believe it 

adds value to the organisation. 

• Agree

• Disagree

• Neither agree nor disagree

4. A change in the nature of interactions to online and 

technology-based stands to benefit all by connecting 

people everywhere for work and other collaboration 

while reducing costs. 

• Agree

• Disagree

• Neither agree nor disagree

5. It has become difficult to maintain existing or build 

new relationships with colleagues and clients as a 

result of working remotely. This in turn has made it  

difficult to collaborate or work effectively.

• Agree

• Disagree

• Neither agree nor disagree

Working terms and conditions – flexibility

6. I would prefer a flexible employment contract that 

would allow me to perform my “side hustle(s)” and 

income-earning hobbies rather than full-time employ-

ment that ties me down to one role during the week.

• Agree

• Disagree

• Neither agree nor disagree

annexure
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7. I value artistic freedom and leisure, and these factors 

affect my abilities to perform and efficiency. Thus it 

would be better for my employer to offer flexibility that 

allows for such.

• Agree

• Disagree

• Neither agree nor disagree

8. Employers need to enable flexible working conditions 

that recognise employee commitments outside of 

work (including personal interests, hobbies and family 

responsibilities). 

• Agree

• Disagree

• Neither agree nor disagree

9. I would welcome reduced working hours (or seasonal 

work) from my current or future employer in order to 

have more time available to pursue other interests, 

even if this came with a salary reduction. 

• Agree

• Disagree

• Neither agree nor disagree

10. Organisations need to move away from focusing on 

hours worked (historically time spent at your desk)  

towards productivity. The best way to measure and  

reward productivity is to focus on output, which in 

turn will give people the freedom to manage their  

workday themselves.

• Agree

• Disagree

• Neither agree nor disagree

Mental health and wellbeing

11. I am wary of my mental wellbeing and actively make 

an effort not to let my work or other commitments or 

factors affect me negatively in this regard.

• Agree

• Disagree

• Neither agree nor disagree

12. Accountants are known for their strong work ethic and 

now, more than ever, we need to show the world that 

we can work even under the toughest conditions. My 

mental wellbeing does not get affected by my work 

commitments.

• Agree

• Disagree

• Neither agree nor disagree

13. Organisations need to be people-centric and  

explicitly value the happiness and wellbeing of their 

people. It is important for my employer (and other 

relevant stakeholders) to consider and support the 

mental wellbeing of people as this directly affects  

productivity and performance.

• Agree

• Disagree

• Neither agree nor disagree

A cog in the machine? 

14. Organisations need to see the individual and human 

being first − before they see the professional, the job 

title or function.

• Agree

• Disagree

• Neither agree nor disagree

15. More effort needs to be made to tailor management 

strategies even further in order to the consider the  

individual rather than only focusing on the team.

• Agree

• Disagree

• Neither agree nor disagree 
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16. It is important for people to bring their own authen-

tic selves to the work environment with no pressure 

to act in a particular way so that they are able to  

have honest, open conversations in a free and  

relaxed manner. 

• Agree

• Disagree

• Neither agree nor disagree

Organisational support

17. Dominant models within HR management theory and 

research tend to focus largely on ways to improve 

performance, with employee concerns very much 

a secondary consideration (if at all). This, notwith-

standing the pressures at work and in wider society,  

poses an increasing threat to employee wellbeing. 

HRM at my organisation takes employee concerns and 

the threats to wellbeing seriously by giving priority to  

practices designed to enhance people’s well-being 

and a positive employment relationship. 

• Agree

• Disagree

• More needs to be done 

 

18. Perceived organisational support (POS) is the de-

gree to which employees believe that their organ-

isation values their contributions, cares about their  

wellbeing and fulfils their socio-emotional needs.   

I perceive my organisation to fully support myself and 

the rest of its employees.

• Agree

• Disagree

• More needs to be done

Responsible finance leaders  

19. As a finance professional I can adequately play the 

role expected from me by the business/organisa-

tion and society irrespective of the work model and  

impact of the COVID-19 pandemic.

• Agree

• Disagree

• I still need to adapt/improve

20. The impact of the COVID-19 pandemic and new ways 

of work have resulted in an overall ……… in the health 

of the overall finance ecosystem, which ultimately  

affects me and the people I work with.

• Improvement 

• Deterioration

• No impact

People as a stakeholder

21. We all have a role to play in addressing social and 

economic development issues facing people around 

the world. As a result, I have adopted (or would  

consider adopting) the Sustainable Development 

Goals (SDGs) of the United Nations as a challenge to 

myself, my profession or my organisation.

• Agree

• Disagree

• Neither agree nor disagree 

 

22. Value creation that does not talk to the wider pub-

lic is not sustainable. People are an important part of 

the value I create in my role and the value creation  

process in my organisation. 

• Agree

• Disagree

• Neither agree nor disagree 

23. Meaning and purpose at work are important to me. 

• Agree

• Disagree

• Neither agree nor disagree

24. I make an effort not to focus merely on tasks,  

projects, being busy, and things that keep my “head 

down”. I try to connect the work that I do to people 

− customers, employees, our community, or the world 

at large. 

• Agree

• Disagree

• Neither agree nor disagree

25. I am in touch and in tune with the various com-

plexities and dynamics of South Africa and its peo-

ple, including our diversity, language and cultural  

differences. I make a concerted effort to recognise all 

lived experiences, not only my own.

• Agree

• Disagree

• Neither agree nor disagree

       Additional comment(s)

       Any other comments (optional)  

People And The Future Of Work: Questionnaire (cont.)
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