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A word from the Editor
Welcome to another edition of the Retirement Compass. This 
newsletter is sponsored by RFS Fund Administrators, as part of its 
social responsibility and retirement fund industry support initiatives. 
The purpose of this newsletter is to provide members of funds managed 
by RFS Fund Administrators and other parties in our network with 
retirement funding and planning related news and insights, presented 
in an easily understandable manner.

Sebastian Frank - Schultz
CA (NAM), CFP®  -  The Retirement Compass Editor

RETIREMENT COMPASS

1.	 Everyday is Ouma Rusks and Rooibos 
day
Retirement turns your kitchen into a 
24/7 tea lounge. If you don’t have a tin of 
Ouma Rusks on the counter, are you even 
retired?

2.	 Pension payday is Namibia’s unofficial 
public holiday
The queues at the post office and banks 
on pension day could rival Black Friday 
sales. Even the goats know it’s the day.

3.	Your new job title? Village Parliament 
Speaker
Once you retire, expect every cousin, 
neighbour, and goat herder to seek 
advice, loans, or stories from back in the 
days. Also, you will lead daily debates at 

the local shop about politics, weather, 
and who owes who money.

4.	 You still wake up at 5 a.m… just to feed 
chickens and read the newspaper
Retirement doesn’t turn off your alarm 
clock – it just means you’re now up early 
for FM Namibia and gossip with the 
garden guy.

5.	Every ache is now blamed on “old age”
“Ag nee, my back… must be the pension 
talking again.”

6.	You become a professional funeral 
attendee
Once you retire, your social calendar fills 
up with memorial services and repasts. 
Free food and catching up with old 
friends? Win-win.

7.	 You forget your PIN weekly – but 
remember your GIPF number from 1989
“Ja, I don’t know my ATM code, but my 
GIPF number is 000315...”

8.	You become an overnight property 
inspector
Your daily routine now includes walking 
around your house twice a day to make 
sure the gate is closed and the lemon 
tree is still alive.

9.	You’re suddenly fluent in radio call-in 
politics
Retirement in Namibia means becoming a 
top commentator on NBC, Eagle FM, and 
every WhatsApp group about pensions, 
land, and “these young people today.”

Funny Retirement “Facts” in Namibia
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How Boomers, Gen X, Millennials, and Gen 
Z View Retirement in a Changing Socio-
Economic Landscape
In Namibia, traditional pensions — 
particularly through the Government 
Institutions Pension Fund (GIPF) and private 
sector stand alone or umbrella funds 
— are perceived very differently across 
generations. From secure civil service 
retirements to a gig-driven future with little 
to no pension coverage, each cohort faces 
unique challenges and expectations shaped 
by employment trends, financial awareness, 
and digital transformation.

Boomers (~1946–1964): The GIPF 
Generation
Boomers, many of whom worked in public 
service roles such as teaching, nursing, or 
law enforcement, have generally benefited 
from structured pension coverage through 
GIPF. This group views traditional pensions 
as a dependable reward for long service. 
Few have knowledge of tax incentives, and 
alternative savings took the form of burial 
societies or family support systems. Trust in 
institutions like GIPF remains high, although 
engagement with pension regulations is 
limited.

Typical view: “GIPF gives us dignity in old 
age — it’s the reward for years of service.”

Gen X (~1965–1980): Bridging Two 
Systems
Gen X members often still rely on the public 
sector for pension coverage, though private 
sector stand alone and umbrella funds are 
more common in this generation. While there 
is general trust in GIPF, many worry about 
saving enough outside formal pensions. This 
generation is more aware of tax incentives 
(such as the N$150,000 annual deduction 
cap) but finds retirement products complex 
and rigid. Investment clubs and informal 
savings remain important.
Typical view: “It helps, but I need to save 
more on the side, especially if I’m not in 
GIPF.”

Millennials (~1981–1996): Seeking 
Flexibility
Millennials face precarious access to 
formal pension structures. Many are self-
employed, working in the informal sector, or 
within SMEs that may not offer retirement 
benefits. While they admire GIPF’s stability, 
it often feels out of reach. Millennials prefer 
flexible, accessible tools like unit trusts, 

Generational Perspectives on 
Traditional Pensions in Namibia

ETFs, or mobile investment platforms. 
They’re increasingly tax-aware but feel 
incentives mainly benefit higher earners.

Typical view: “Too rigid and not built for me 
— I prefer flexible options like unit trusts or 
ETFs.”

Gen Z (~1997–2012): Digitally 
Disconnected from Pensions
With high youth unemployment and gig 
work dominance, Gen Z is largely excluded 
from formal pension systems. GIPF and 
other pension funds may feel distant and 
inaccessible, and there is little awareness 
of NAMFISA or pension regulations. Instead, 
this generation turns to mobile-based 
financial tools (currently mainly provided by 
the large corporate banks), and even crypto 
for savings. Retirement is seen as abstract 
— financial freedom and immediate income 
are the focus.

Typical view: “Retirement? I’ll deal with it 
later — right now I just need to earn and save 
fast.”

Regulatory and Structural Friction
While NAMFISA’s Regulation 28 promotes 
conservative asset allocation and limits 
offshore exposure, younger generations 
often view this as outdated or limiting. 
Preservation rules and tax complexities 
further alienate those in informal or mobile 
careers. Contributions to retirement funds 
remain underutilized, especially among 

youth, despite generous tax allowances.
Key Insights
•	 GIPF remains highly regarded, but its 

benefits are mostly limited to public 
sector workers.

•	 NAMFISA regulation is largely invisible 
to Gen Z and considered too rigid by 
Millennials.

•	 Employer responsibility for pensions 
has perceivably declined with the rise of 
contract work and gig economy roles.

•	 Financial inclusion tools will gain 
traction among younger users but remain 
disconnected from long-term retirement 
planning.

Conclusion
Namibia’s pension system is at a generational 
crossroads. While older workers value 
the security of defined benefits, 
younger generations demand flexibility, 
transparency, and digital accessibility. If the 
system is to remain relevant and inclusive, 
reforms must bridge the gap between 
tradition and transformation — embracing 
informal workers, mobile-first platforms, 
and evolving employment realities. Most 
importantly, these reforms should result 
in advanced technical solutions, which 
hopefully result in lower costs for members, 
but this would also require adjustments to 
the ever increasing regulatory requirements 
and a corresponding evolvement of the tax 
framework to certain flexibility.
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Stand Alone Funds vs Umbrella Fund Schemes
In Namibia, employers have the option 
of establishing a stand-alone retirement 
fund or joining an umbrella fund. Each 
option has its own advantages and 
disadvantages depending on the size of 
the business, available resources, and 
desired control over fund operations.

Stand-Alone Retirement Fund
Definition:
A retirement fund established by a single 
employer or group of related employers 
to provide retirement benefits to its 
employees. It is managed independently 
and governed by a board of trustees.

Pros:
1.	 Control and Customization:

The employer can design the 
fund’s structure, rules, benefits, 
and investment strategy to suit its 
workforce.

2.	 Governance:
Direct oversight by employer-
appointed trustees allows more 
involvement in decision-making.

3.	 Branding and Identity:
Seen as part of the employer’s total 
reward offering; may help with 
recruitment and retention.

4.	 Member Focused:
Communication and administration 
can be tailored specifically to the 
employees of that employer.

Cons:
1.	 Higher Administrative Costs:

Requires independent service 
providers (e.g., administrator, actuary, 
auditors, asset managers), which can 
be expensive—especially for smaller 
funds.

2.	 Regulatory Burden:
Must comply independently with 
Namibian financial regulations, FIMA 
(Financial Institutions and Markets 
Act), and reporting requirements.

3.	 Trustee Requirements:
Requires training and ongoing 
commitment from employer-
appointed trustees.

4.	 Risk of Inefficiency:
May lack economies of scale, leading 
to lower investment returns or less 
favourable fees.

Umbrella Fund
Definition:
A multi-employer fund where multiple 
unrelated employers participate 
under a single legal fund structure. 
Administration, compliance, and 
governance are centralised.

Pros:
1.	 Cost-Efficient:

Shared administration and governance 
lower the cost per member. Ideal for 
small to medium employers.

2.	 Simplified Compliance:
Regulatory and fiduciary 
responsibilities are handled by a 

FACTOR STAND-ALONE FUND UMBRELLA FUND

Employer size Large Small to medium

Desire for control High Low to moderate

Budget for admin costs High Limited

Speed of implementation Moderate to slow Fast

Regulatory capacity Strong Outsourced

Brand customisation Important Not a priority

professional board of trustees and fund 
administrators.

3.	 Professional Management:

Typically managed by large, experienced 
financial institutions.

4.	 Quick Setup and Flexibility:

Faster and easier to implement than setting 
up a stand-alone fund.

Cons:

1.	 Limited Control:

Employers have less say in how the fund is 
run or on investments options offered.

2.	 Generic Benefits:

Limited ability to customise benefits or fund 
rules specific to your employee base (the 
level of flexibility differs between various 
umbrella funds).

3.	 Brand Dilution:

The fund is not exclusive to the employer, 
potentially reducing the perceived value by 
employees.

4.	 Service Quality Variance:

Depending on the service provider, member 
service or responsiveness can be less 
personal.

Small Business?
Big Benefits:

Benchmark Mini.
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