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INSTITUTIONALInstitutional effectiveness

If we fail to plan, we plan to fail: GL Planning, January 2014. Photos: Colleen Lowe Morna

“In 2013 I fell back in love with football as a wellness
activity outside GL work. This is a sport that allowed me
to apply the learning I witnessed at GL in the past year.
There are two approaches to the game: “play not to lose”
and “play to win.” These two different approaches to the
game apply to the work environment. The “play/perform
not to lose” approach means that all shortfalls in the
existing system have to be avoided at all costs. There is
continual defence of the existing systems and lack of
adjustment of strategy to suite the environment that you
will be working in. Teams that “play not to lose” will
always just defend and ensure that the opponents do not
score. In the same manner organisations that fall in this
category will always avoid failure by defending old ways
of doing things and not venturing into the new ways of
doing things.

The playing/performance to win approaches are where
learning, failure and mistakes are tolerated and applied to
improve performance in order to maximise outcomes. A
team that plays to win is always on the attack and trying
new strategies in order to win the game. This is one
environment in which  I have been exposed to at GL in
the last year that made me learn how to always
perform to win and stay ahead of the curve.

We had the first systems audit in one of our satellite offices
conducted by KPMG. This was the first systems audit that
our country offices undertook. GL boasts of good systems
and this is one of the key sustainable competitive advantages
that has always attracted donor funding at a time when
donor funding is drying up. This however does not mean
we are not prone to mistakes in our operations. The systems
audit picked up quite a number of shortfalls. In some
circumstances, this could have led to one being called to
the Human Resources red couch to sign a warning letter.
The Chief Executive Officer took a different approach. She
made sure we learned from this situation by creating a
checklist for standardisation of GL satellite offices and
moved towards the “Office in a Box approach”. This
checklist has become an audit tool for all senior managers
visiting a Satellite office which therefore means that the
internal auditing has been successfully mainstreamed into
the work of all senior managers therefore raising the stan-
dard of compliance in our satellite offices.

I have learnt that whilst my work has to be guided by a
planned strategy there is need to apply the emergent
strategy approach. As GL we must always aim to win, as
opposed to performing not to lose!” - Mpumelelo Mlilo,
Finance and IT Manager, Excerpt from 2013 Learning
Journey
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The graph above shows the steady growth of GL staff
numbers from 2009 over the past six years. GL now has
with a staff compliment of 56.  Country offices continue to
grow from a one person office to an average compliment
of 3 staff members. GL has offices in Botswana, Lesotho,
Namibia, Madagascar, Mauritius, Mozambique, Swaziland,
Zambia and Zimbabwe.  As GL continues to spread its
wings in the SADC region it is mindful that it should not
spread itself thin on the ground. It is important for GL to
remain effective and efficient operating in countries where

country offices function as self-sustaining entities that receive
minimal administrative support from head office.  As part
of strengthening the country offices, GL recruited finance
officers in Botswana, Lesotho, Madagascar, Mozambique,
Namibia, Zimbabwe to offer finance and administration
support in these countries thereby reducing support demand
from  head office.

GL continues to promote gender equality in its recruitment
policies. Although the majority of staff are women, GL is

in the process of recruiting more male employees.
There has been a slight increase from last year -
27% to 29% male staff with the hiring of male
country operations staff.  The percentage of male
staff is set to increase in 2014.

Total number of GL staff
Gender proportion
Geographical set up
Staff demographics
Outcomes

56 staff members
40 women (71%) and 16 men (29%)
Head office in South Africa , 9 Country offices in  SADC region
Staff originate from 13 countries
Staff development, staff retention and employee wellness
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We are family: GL Day 2013. Photo: Colleen Lowe Morna

HUMAN RESOURCES
By Vivian Bakainaga ~ Human Resources and Asset Manager
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downsizing and right sizing. GL has recognised that it is
better to be proactive about this than to have to wait to
restructure or be forced to retrench. As staff left, better
solutions have been sought.

Retention strategies

HR constitutes about 40% of the
budget. HR management is vital
to Value For Money. GL has
recognised that more does not
mean better. Attracting and
retaining staff at senior levels
remains a key goal.
• Remuneration:  GL has

granted a 5% cost of living
adjustment every year, and
has a notch system that awards
an additional 5% to strong
performers. GL is carrying out
research with similar organi-
sations to benchmark on the
salaries and staff benefits as

one way to find solution for retaining staff.
• Staff benefits: GL has introduced a funeral cover of

R10,000 for member of staff and R5,000 for spouse,
child, parent. GL is exploring Medical and Pension
insurances following a directive by the board executive
committee as part of staff retention.

• Flexibility: GL allows staff to work from home under
certain circumstances.

• Affirming good performance: In addition to the
remuneration linked performance system, GL has annual
staff awards that recognise a variety of contributions
including team work, resource mobilisation, innovation,
writing, photography, financial management, performance
and improved performance.

• Promotions and opportunities:  GL encourages learning
on the job and will give staff opportunity to grow their
profession. If a vacant space is created GL looks within
to spot the talent and potential growth. For example; the
Communication Officer was promoted to Communication
Manager after recognising her potential, the Alliance
Officer was promoted to Senior Alliance Officer, the
Gender Justice Local Government Manager was moved
to Alliance Manager to utilise her good networking skills.
The Receptionist was moved to Programme Officer.

GL as a regional NGO, attracts multinational professionals
mainly from SADC countries. GL has a diverse staff
compliment from 13 countries, 54 from SADC region, one
from East Africa (Uganda) and one from Europe
(Netherlands). The highest number of staff (19) is from
Zimbabwe, followed by South Africa at 12. GL average
age of staff is 36 years the majority being the younger staff.

Staff movements

The average length of service at GL is three years. This is
in line with global trends, and acceptable for an organisation
in its early years, considering that staff numbers have
virtually tripled in the last five years. Like any organisation,
GL monitors the desirable balance between resignations,
retention and in renewal.

In 2013, 15 staff (26%) left GL, three percent higher than
last year. 21% left for reasons classified as “unavoidable”
such as unfortunate death, retirement, end of contract or
to further their studies, compared to 13% last year. Five
percent left for reasons that can be classified as avoidable,
for example better job offers, compared to 10% last year.
The figures above do not include four staff who failed to
make probation as they had not been confirmed in their
posts.

GL lost a valuable staff member and star performer, the
Lesotho Country Manager, Mme Malepota Mafeka in
November 2013 which was a big blow to the organisation
and in particular Lesotho. The Board member and
Programme Assistant were pivotal in keeping the country
going during this difficult time.  GL managed to recruit a
capable replacement for this position to start work on 15
January 2014.

HR and organisational structuring remains a complex
challenge for all organisations.  Finding the right people,
at the right time and at the right price continues to challenge
us. During 2013, GL has had some successes with
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operations there. GL has a large and vibrant internship
programme that results in interesting dynamism and
movement at any given time.

GL Wellness Programme

The wellbeing of staff is part of GL value system and part
of the overall budget.  GL encourages staff to participate
in wellness activities that foster teamwork. There is a core
wellness team that coordinates the wellness activities at
head office and country level. Wellness planning and
budgeting is part of the country offices and head office.
In the HR training session, we discussed the ‘wheel of life’
and everyone was asked to rate themselves.  In the course
of the year we have had to revisit the wheel, reflect on
where we are and work out an action plan focusing on
wellness, at individual and organisational level. In essence
wellness is the state of optimal wellbeing, not simply the
absence of illness, but an improved quality of life resulting
from enhanced physical, mental, and spiritual health.
Being well combines health and happiness.

GL uses opportunities when country staff, board and GL
alumni are at HQ for business, to get together, walk, go
to shows and go out for dinner. At GL we celebrate each
other's birthdays, we buy a gift, card and cake and post
messages on the Intranet. The Board members also
participate by sending birthday wishes to staff.  When a
staff member is not well we try to support and cheer them
up by sending well wishes and flowers.

In 2013, GL staff participated in various wellness activities:
• There has been a group of GL walkers who have been

regular having monthly walks around Johannesburg.
• Country staff were given a walk around GL cottages

which they all enjoyed.
• GL staff enjoyed a night out to the theatre with the new

Whitney Houston look alike in July 2013.
• GL Alliance partners went out to the Market Theatre for

an Athol Fugard play.
• Sophia Town has become a favourite of GL staff with

live music and dancing.
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The GBV Research Officer has been promoted to Senior
Research Coordinator. The Finance Officer at HQ was
transferred to Lesotho. The Programme Assistant in
Lesotho was promoted to Programme Officer and The
Programme Assistant in Madagascar and Mauritius were
promoted to Finance and Admin Officers.

• Staff wellness programme: GL takes staff wellness
seriously and has allocated R3000 per staff member.
This programme enhances the work life balance through
team building activities, offering health talks to staff,
financial talks and physical exercise.

• Capacity building: GL encourages learning including
on- the- job learning as reflected in the GL Learning
journey. Staff development is part of planning as institution
and individual so that staff understands where they want
to be in the next few years and how to get there. GL
places importance on individual staff development and
gives five days study leave to staff members who are
doing studies.

Renewal and succession planning

GL has a relatively young and mobile staff. The organisation
also has older members of staff who now seek to retire
and hand over to the younger staff. In Mauritius, Loga
Virahsamy stepped down as Francophone director in
December 2013. Heads of GL in Botswana, Zambia, and
Namibia, as well as at head office, have indicated their
desire to hand on the baton. In these countries, younger
senior programme managers will be hired to under study
the country manager before they retire. GL looks to tapping
talent from the capacity it has built in-country from such
people as gender champions.  This has been the case in
Lesotho where Mabetha Manteboheleng, previously a
Principle District Gender Officer, took over as country
manager.  A Senior Programme Officer hired in Botswana
has been understudying the Country Manager who is
retiring in June 2014. This has facilitated smooth and
successful handovers in both offices where the new
incumbents are familiar with the work and have hit the
ground running. There has been some internal staff
movement. For example the Programme Assistant in Zambia
assumed a post as Audio Visual Officer at HQ, and a
Finance Officer moved to the Lesotho office to bolster

Restrategising in Lesotho: GL CEO (centre) with Mabetha Manteboheleng (left) and
Fuzakazi Fuzakazi Mqungwana. Photo: Ntolo Lekau

In 2013, GL petitioned Johannesburg City Park to open up Linksfield Ridge, which
had been barricaded by Bruma Lake residents, to the public for walking. Fikile
Maviya and Abigal Karikoga celebrate getting to the top of the ridge.

Photo: Colleen Lowe Morna
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How does one forget the Human Resource training
conducted by Anna Harris and Gary Stone? That was also
another human development one cannot forget. What
fascinated me most was the question that was asked across
the board. Where do you want to be in the next ten years?
It was as if someone was trying to wake me up from a
deep sleep. Such questions can only come out from either
a best parent or friend. One can take a horse to the river,
but forcing to drink water will prove no success. How
about Anna's closing statement? She concluded with a
simple quote: “Teachers open doors, children walk in it.”
GL is indeed a family! - Clever Zulu, Driver

“My journey will not be complete without mentioning the
people whom I affectionately refer to as my “board of
directors”. Anyone who has had some success in their life
will tell you that it's not any easy road. There will be
sleepless nights, tensions at the office, lots of tears and
moments of despair and that's when one needs a strong
social support system. I am blessed to have the family and
friends that I have as well as my mentors Judith Mtsewu
who was my first manager as an intern at GL in 2009 and
Ennie Chipembere. Mum Viv and Anna Harris thank you
for bringing Human Resources support to the next level.
My “board” continues to be the voice of reason in my life.
They cheer me as I soldier on with my quest to reach for
the stars.” - Lucia Makamure,

Alliance and Partnership Manager

“I have made mistakes along the way and would
like to thank all the people who have been there
to give me the necessary guidance and feedback.
Special mention goes to the GL Board member, Pat
Made for always being there for the Zimbabwe
Office despite her busy schedule. Thank you so
much for all the HR and project management
sessions. Anna Harris your coaching sessions have
been very helpful and have greatly enhanced my
managerial skills.”  - Priscilla Maposa,

Zimbabwe Country Manager

“The training that I received from Anna Harris has
made me into an active listener.  Building strong
team is a continuous process and Namibia Country
office has had challenges but as GL we do not give
up.” - Vivian Bakainaga,

Human Resource and Asset Manager Anna Harris has provided professional HR support. Photo: GL

• Country staff enjoyed a day out in Soweto in December,
visiting all the historical places and concluding it with
“shisa nyama” at Wandies.

• Namibia and Botswana had end of year parties where
they relaxed and enjoyed time together with some
partners.

Wellness is not only limited to us but also giving back to
community. A few staff members participated in Mandela
Day, cleaning up at Attridgeville Primary School. GL did
not have an end of year party due to the loss of Mme
Malepota and some members went to represent GL at her
funeral. In 2014, GL wellness will focus more on team
building activities, so that teams work cohesively and to
allow managers to allow time for staff to understand the
different personalities and manage self within a team. GL

is also introducing voluntary testing days at the work place,
together with a staff benefits plan to be approved by the
Board in May 2014.

Staff development
GL places importance on growth as an institution and on
an individual level.  Staff development has been weaved
into the Performance Assessment for individual staff each
semester. Each year GL administers an online 360 degree
feedback for all staff and managers. This is used to develop
a personal development plan with the help of an HR
consultant. HR training for managers, introduced in January
2013, has been backstopped through the HR Consultant
Anna Harris. The HR consultant held team building
workshops with the Namibia country office; GL Cottages
and Corporate Services.

Professional HR support - excerpts from the 2013 Learning Journey

3
6
3

No. Trainer

PCB  Paul Boulle
Heather Goslin
M Cot Corporate Training

Share Point
MS Project
MS Project

Course

3 May 2013
1 - 2 Aug 2013
17 Dec 2013

Date Examples of in-house training undertaken at GL

GL runs several short, in-house training courses linked to
core areas of work, as illustrated in the table.
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Many staff at GL undertake formal private studies.
Balancing work, life and study is often
challenging, in a performance and excellence
driven work environment. GL also offers formal
training. In the year past staff comment on the
HR training and support received; IT, Monitoring
and Evaluation, Planning (MS project) and finance
skills. But these pages are mostly testament to
another kind of learning; one that no university
or college can offer. This form of learning takes
place on-the-job, and it happens in many ways.

The first is through application. Last year, GL staff went
out into the field to verify the work that we do with 300
councils and 100 media houses across Southern Africa.
Mistakes constitute another powerful learning tool. The
finance staff recall how our first country systems audit in
Zimbabwe led to the idea of an “office in box” - minimum
standards for our country offices. Perhaps most important,
we learn from each other. The book affirms of the role

played by managers, peers, our HR consultants
Gary Stone and Anna Harris in facilitating
learning. Out of learning flows knowledge, and
from knowledge flows wisdom. Miso Dhliwayo
and Sifiso Dube draw inspiration from the African
saying: “if you want to go fast, go alone; if you
want to go far, go together.”

Home grown wisdom and insights also flow
from our work. Mpumelelo Mlilo rediscovered
his passion for soccer, and started to think about

the difference between playing to win, and playing “not
to lose.”

What does not break us makes us. These reflections from
2013 can only make us even stronger in 2014!

Colleen Lowe Morna, CEO, foreword to the
Learning Journey, http://www.genderlinks.org.za/article

/out-of-learning-flows-knowledge-and-from-
knowledge-flows-wisdom-2014-05-10

Staff Development Plans for 2014

Overall top six
Time Management
Personal Finance
Writing
Gender Justice
MS Project
Gender and Governance

Corporate services top six
Time Management
Personal Finance
Excel
Writing
Gender Justice
Gender and Governance

Country staff top six
Gender and Governance
Finance
Gender Justice
Gender Advanced
Gender and Climate Change
Writing

Programmes top six
Monitoring and Evaluation
Materials Development
Project Design
Communication
Finance
Writing

ment levy payable by every employer can be claimed
back. 2014 will see increased staff development activity
to improve productivity and in line with GL growth. Some
planned training for first quarter of 2014 includes:

In January 2014, GL undertook an online staff develop
ment assessment need. This ranked areas of need overall,
as well as in Corporate Services, country offices, and
programmes. In South Africa, the HR consultant is assis-
ting GL to draw up a plan against which the staff  develop-

Course
Share Point
MS Project
Google Hangout
Intranet
Audio Visual
Pastel Training for Administrators
MS Project
Finance Training use of procurement module
Human resources for managers - refresher course

Date
9 Jan 2014
16-17 Jan 2014
24 Jan 2014
24 Jan 2014
24 Jan 2014
29 Jan 2014
19-20 Feb 2014
12 March 2014
2-4 June

Target
4
15
8
8
8
4
7
10
20

Trainer
PCB Paul Boulle
M Cot Corporate  Training
Tinashe Padare
Simone Shall
Albert Ngosa
Siyasa Consulting
M Cot Corporate Training
Siyasa Training
Anna Harris

On-the-job learning
Among the most-valuable capacity building that GL staff get is the on-the-job learning, mentoring and coaching, as reflected
in this excerpt from the CEO's foreword to the 2013 Learning Journey:

just been relocated. This saves GL money from paying
accommodation to hotels.

The swimming pool at GL office is covered and this has
created a very good space for meetings and wellness
activities like parties. The multi-purpose room was re-
named in memory of Mme Malepota Mafeka. GL continues
to keep the building well maintained by regular repairs
which keeps the value of the property high.

Comfortable work space

GL HQ is housed in two former houses which provide
ample office space. The different departments are located
together for good communication flow.

The guest room at GL office is very convenient and value
for money because it is used for GL country staff who are
on a long term stay at head office or new staff who have


