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Signs of atoxic workplace |
EXITING Eva Lubowa, the Human Resource Di-
.......................... I’ectol‘ atPubliC Pl'OCul'elnEn.t andm’_
Lubowasaysmany  posal of Public Assets Authority (PPDA)
: HR professio- says one major sign of a toxic workplace
nals suffer silently is poor commumcauon,ooupledwuha [
and forget to seek lack of
help. Itisimpor- “When there is no clarity in an em-
tant that they find ployee’s deliverables, it causes confu-
mechanisms of sion and a frustrating work environ-
continuouslyfilling = ment shesays. ;
their emotional Secondly, high or an increasing em-
banks by seeking phl?yeeunnovermeshamthatawoﬁ- 5
oi 5 help through men- place is toxic. That is because most em-
As soon as Margaret Adong, a Human Resource (HR) practitioner, walked into her Corship,Sesking - | Plovees dotrtrm away froune | S
new workplace, began her work by conducting an HR audit to guide her performance 2';"7::;3::5 - Dl o e o S
plan. However, it quickly became apparent that her job description bore little resem- finding support “Constant resignations pointtoafrus- -
blance to r'eality through men- Uaungbossandfaﬂmgsmmnm
torship can help Additionally, behaviours such as and
HR practitio- lying, micromanagement, gossip and
BY JOAN SALMON nersfeelsupport  blame severely damage employees'
hen Margaret Adong, a Hu- in their life strug- mental health, productivity,and trust.
man Resource (HR) practition- gles,” she advises. “A negative environment filled th.hi :
er walked into her new work- Documenting gossip and blame can really impact pro-~ =
place, she was full of anticipation. concerns isincre- ductivity. It is difficult for an employeq
Anew field, a new office, a long-await- dibly useful be- to excel at work when the mood is con-
ed promotion and better pay lay ahead. cause should one sistently sour;’she says. 43
Excited felt inadequate. She began her decide to escalate v 3
work by conducting an HR audit to issues, arecord Surviving atoxic workplace 5
guide her performance plan. It quickly ofiincidents can A toxic workplace is quite dlammg
became apparent that her job descrip- strengthen their but can anyone survive?
tion bore little resemblance to reality. case. one way is by setting boundaries. Fo
The work on paper did not match what Addressing toxic example, employees need to protect
GG was practised daily. Still, she remained ° workplaces re- their personal time and mental health.
hopeful, convinced that with structure quires aware- “Many employees do not know that
: and goodwill, systems could be built ness, support, and it is important to separate work from
l:leallng. and a strong team formed. sometimes, the personal life, especially in a toxit
Sometimes 'What troubled her, however,was a per- courage to move environment. That is why person
culture is choo- sistent question. Was this change some- on. “When your boundaries are key”she says.
rS'Ang zqursgéf thing management genuinely wanted? non-negotiables However, fighting alone is equa
uchis said are beinginfringed draunns.'matxswhyseelungm
about organi- When change threatens power on,it is'::%nﬂnna- from colleagues, mentor or external
sational culture Asweeks passed, the realities of the or- tion that you need mentors can be agame changer.
beginningat the ' ganisation became clearer; that while “It helps to have allies who
top and about meaningful change must begin at the understand what you're going
strategysha- top,externally driven change was un: My experience is that a challenge
ping behaviour. ~ welcome. It disrupted comfort, chal- . shared is a challenge half-solved,®
These state- : lenged authority and unsettled the in- * Lubowasays. !
ments hold - formal power structures built to protect Documentation of toxic habits also
true. Yetthere - afewpeople. helps because at times, managen
are moments Her first management meeting was will only act when an incident is
when the most telling. Although she had performance documented. :
courageous de- | reports, the meeting took an unexpect- “Keeping detailed records can help
cisionis towalk ° ed turn. For hours, leaders discussed when addressing issues with manag
away, knowing ° staff with the sole agenda of criticising ment or HR,”she says. These also ¢
that staying and ing them. 1d mhandyshouldyouchoosetoseek
would cost you “They called it positive criticism,” gal redress as they act as evidence.
your sanity, Adongrecalls. i =
your health or Disturbed, she stepped out briefly to . Powerwithoutaccountability
your life.” take a phone call and d1:d not return. To foster accountability, Ado!
Later, a colleague explained: “That is pushed for a more active i
-Margaret - how it has always been. We do not both- offer oversight and restraint. Alth
Adong, a Hu- erwith reports because the direction of one was eventually established,
man Resource  “hese meetings is already decided on soon discovered that despite beil
practitioner. t thedining table” composed of influential individ
: Sesrhere it was merely advisory and hel(l_ !
. Decisionsmade : governing power.
. Soon, formal management meetings Her heart sank because dismissa
were replaced by small, informal ac- based on flimsy reasons such
© countability discussions involving two annoying the untouchables conti
. or three people. Adong says it was evi- . In this workplace, rumours.

. lunch.

. dent that junior managers were forced

to shoulder responsibilities far beyond
their authority, constantly navigating
the tension between what was ethical

¢ and what was permissible.

The workplace, she observed, was

. characterised by abuse, fear, harass-

Respect was scarce.

One day, a department head ap-
proached her with a complaint that |
staff had stopped attending depart-

¢ mental meetings and wanted warning
- lettersissued.

Instead of responding punitively,
Adong chose to listen, over an informal

“Why are you no longer attending de- |
partmental meetings?”Adong asked.
They responded,“Do you want us to -

speak to you as HR, or can we talk freely
* with Margaret?”,
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Putting her professional title aside, |
Adong listened and the details were |
ment and gossip driven from the top. ' painful

"How' would you feel,” one staff
member asked, “waking up on a
Monday full of energy, only to join

! an online meeting where a drunk

supervisor insults you using vulgar
>

Another added: “Do you know how !

humiliating it is to be insulted in front

: of partners?”
Although Adong was not entirely

surprised, hearing it directly was deeply

upsetting. What troubled her most was :

the realisation that some individuals |

SI.

; in the organisation were effectively :

untouchable, forcing everyone else to

adapt and remain silent.
One evening, a colleague was
instructed to find ways of removing

a particular staff member from the i

organisation at all costs.

In theory, such matters are guided by |
labour laws, policy and due process |
but when a powerful leader wants
someone out, procedure became |

irrelevant.

“I was told,‘you just never ask some

questions,’she says.

But how could this HR practitioner ’
watch when she knew that a dismissal |
also negatively affected livelihoods of |

families and communities?

Margaret
Adong, a Human
Resource prac-
titioner. PHOTO/
JOAN SALMON.
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faster than facts,and

perform

Decisions were rarely grounde
evidence but instead served top:
the status quo.

Adong continued to stand firm
she could, informing staff of their i
and explammg the law. Still, p;
remained e

She a.lso noticed that retreats v
more of a formality than a bo
. moment as staff had been bullied
. silence. One moment that stands
was when an employee was b]
for something done by an untouch
superior that Adong had to ste

Adong was soon excluded ﬁom
decxsmns, persistently underm

Scanned with

CamScanner“E


https://v3.camscanner.com/user/download

