
How NEA will 
transform the 

employment sector 
National Employment Authority 

Chairperson Winnie Pertet

One on one with  
Bernard Wekulo

CHRP. IHRM 
Executive Director 

Dorcas Wainaina 
talks about the 
changing HR 

landscape

Joseph Onyango
 From HR to CEO

A Publication of the Institute of Human Resource Kenya
December 2018 | Issue No. 001 | KSh350



C

M

Y

CM

MY

CY

CMY

K



A 
new challenge always presents a 
rare opportunity to learn and grow 
in one’s career. 

That’s certainly true for the 
entire editorial team here, which 
has spent the better part of the last 

quarter of 2018 putting together the content and 
rejigging the outlook of the HRM magazine.

This being our inaugural edition, we have just 
set off on an exciting journey with our overriding 
objective being to  consistently churn out one 
masterpiece after another for our esteemed readers.

 The magazine will be available online where 
readers and writers will interact and share 
experiences.

Through such an interactive, live platform, our 
readers will guide us on the  content they desire and 
we will push the envelope to ensure we fulfil our 
side of the bargain.

Check out for the www.hrmkenyamagazine.co.ke  
that will soon be up. 

From the outset, we  hope you will like what you 
see in both content and design. Our promise is that 
going forward,  we will deliver content that will 
enrich and transform your lives. But we will be able 
to meet your precise needs if we get your honest 
and frank feedback through our website.

Whether you read us in print or online, you 
represent a readership that shares a deep, abiding 
curiosity about the world around you. With 
every story we post here, with every issue of the 
magazine, we’re committed to satisfying your 
curiosity at every turn.

Editorial team

Editor’s note
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Publishers note

I
t’s about that time again.

A new year is upon us, 
which means new beginnings 
and the utmost attempts for 
self-betterment in all our 
spheres of life. 

On behalf of the entire human 
resource fraternity in Kenya and 
The Institute of Human Resource 
Management(IHRM), let me 
welcome you to the revamped first 
issue of the HRM magazine.

It is believed that the first human 
resources department was established 
by The National Cash Register 
Company in 1901 in the United states  
following a bitter strike. 

Human resource practitioners 
were then referred to as “personnel,” 
the new department’s role was largely 
compliance-based, and focused on 
record keeping, workplace safety, 
wage management, and employee 
grievances.

A hundred years later, a lot of 
organizations are still running HR 
that same way; focusing on risk, 
focusing on compliance, focusing 
on the transactional side of it, but 
there’s this whole new era, and 
things like unions and pensions and 
transparency of the workplace have 
changed.

HR is at a crossroads, as 
technology can now accomplish many 
of those traditional responsibilities 
faster, cheaper, and better than 
before.

The timing therefore portends 
tremendously well for us to have a 
bi-monthly magazine that will always 
keep us posted on the developments 
happening within the HR landscape 
both locally and internationally. 

We want to share fresh 
perspectives and insights on human 
resource leadership, engagement, 
recognition, and company culture. 

We seek to explore the nebulous 
and constantly changing world of 
people management, so you can 
expect something new every time you 
have this magazine on your desk.

As always, good office vibes are 
what everybody wants, but are often 
so hard to find. 

The HRM magazine will seek 
to explore issues on employee 

engagement, performance reviews, 
and everything and anything that 
influences the vibe of our offices.

 We want to explore all HR 
matters from a global perspective, 
focussing on pertinent issues like 
handling flatulent employees to 
navigating the treacherous legalities 
of all of your tricky HR questions.  

It’s a publication that’s going to 
serve all business and HR leaders who 
want to examine the deepest issues 
lurking in their offices, and more 
importantly, do something about 
them. 

HRM Magazine steps in with 
strategic HR advice for the new 
economy. It offers us a platform to 
share ideas and experiences that 
are pivotal to the betterment of our 
professional lives.

We want to have professionals 
with relevant, local and up-to-date 
skills they can directly apply within 
their own organisations. Always 
have an issue of this magazine by 
subscribing on our IHRM website or 
getting the hard copy.

We take cognisance of the fact 
that we are busy professionals, and 
as such, we tend to rely on specific 
automatic patterns of behaviour that 
define how we work. As useful as 
these repeated information processing 
patterns may be, there is always a 
need to learn new ways.

The information world now 
changes every three months, and 
we need as practitioners to be first 
with the news and the latest apps out 
there. 

The HRM magazine will therefore 
guide us to always revisit the lay of the 
land we operate in so as to uncover 
areas we can have a great impact on 
in a bid to stay relevant.

We only truly live so long as we 
grow. The good news is that in the 
HR field, we can continue to grow 
as long as we want – so long as we 
cultivate a lifelong love of learning. 

We need more CEOs to come 
from HR practitioners, we need HR 
business partners with financial and 
accounting knowledge, we need all 
rounded experts in our organisations. 

With this, we officially have our 
HRM magazine every two months..
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IHRM is a State Agency established under 
the Human Resource Management 
Professionals (HRMP) Act, No. 52 of 2012. 
 
Its mandate is to regulate the HR profession 
in Kenya, enhance competencies and 
capabilities while supporting innovative and 
transformative HR practices and standards. 

    - Regulate the practice, competence and 
      professional conduct of HR professionals,
    - Establish, monitor and publish the standards 
      of professional competence & practices,
    - Promote research in human resource 
      practice and related matters,
    - Publish books, periodicals, journals & articles,
    - Network with regional and international 
      related bodies,
    - Advise the Examinations Board on matters 
      relating to examination standards & policies,
    - Promote and protect the welfare & interests 
      of the HR profession.
   

- Transparency and Accountability
- Professionalism
- Innovation
- Compliance 
- Business Acumen

  

Transformed; Connected; Impactful

 Visit us: Cardinal Otunga Plaza, 6th Floor
P.O. Box 6132 -00300 Nairobi, Kenya

Email: info@ihrm.or.ke   Web: www.ihrm.or.ke
 Mobile: +254 727 792 001

Core Values:

Our Functions:

Who we are:
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T
he history of the Institute of 
Human Resource Manage-
ment (IHRM) dates back three 
decades to 1987 when it was 
established by a 13-member 
team led by and Mr Adrian 

Muteshi. It was originally called the Institute 
of Professional Mnagement.

 The two were working with Evans Luse-
no, the late Fanual Wejuli, Hon. Marsden 
Madoka, Benson Wabule, Wallace Mantu, 
Patrick Nziu, Gerrard Tirii, William Gitobu, 
John Ndungu, Francis Kigen, the late Apollo 
Magana, Gilbert Ombasa and the late Silas 
Nyaoke.

 Mr Muteshi had the longest stint as chair-
man of the institution serving for more than 
20 years from 1987 to 1999.  He is credited 
with laying the foundational structures of 
the Institute that started as a limited liability 
company of less than 15 members. Current-
ly it has a membership of over 14,000 HR 
practitioners.

 From operating in a small office at the 
British American Tobacco (BAT) premises, 
the Institute is now housed at the Cardinal 
Otunga Plaza in Nairobi. 

  In 1994, Mr William Gitobu was appoint-
ed the first executive director of the institute. 

Mr  Gitobu became the first full time employ-
ee of the Institute.

He was assisted by the late Mercy Kanyoro 
who worked as a secretary.

 In 1997, Mr. Samson Osero, the immedi-
ate former executive director, was appointed 
a training co-coordinator in preparation for 
the launch of the IHRM. He became the third 
employee of the Institute.

 The same year saw IHRM registered 
as a college to offer Higher Diploma in 
Human Resource Management, an officially 
recognised professional qualification for 
those pursuing a career in human resource 
management.

Mr Muteshi was succeeded by Mr. Ken 
Kaunda who is the one who spear headed the 
transition from the of the agency from the 
Institute of Personnel Management to the 
Institute of Human Resource Management. 

 Mr. George Hapisu became the third 
chairman of the Institute in 2006, a position 
he held up to 2010. Mr. Hapisu was the brain 
behind the drafting and enactment of the 
HRMP Act. 

 When Mr Gitobu retired, Mr Samson 
Osero was appointed the second executive 
director of the Institute.  Mr. Osero is accred-
ited with initiating a number of programmes, 

products and services.
 Mr. Paul Kasimu became the fourth 

chairman of the IHRM Governing Council 
in 2010 having previously served as vice 
chairman. 

 Mr. Kasimu steered the Institute towards 
a firm legislation footing.  He also helped the 
Institute to weather many storms, mostly 
those occasioned by the challenges of imple-
mentation of the new Act.

 Mr. Elijah Sitimah became the fifth and 
the first IHRM national chairman under 
the HRMP Act. Previously he had been a 
member of the Governing Council, serving 
as the vice chairman under the leadership of 
Mr. Paul Kasimu. 

 One of the major milestones of IHRM is 
the appointment of Mrs Dorcas Wainaina as 
the first female executive director.

 She had previously worked as a regional 
HR manager rising to become an expatriate 
HR manager providing HR leadership across 
countries in Africa, Asia and Latin America.

 The current council members are:  Mr. 
Stephen Malakwen, Ms. Miriam Mwangi, 
Dr. Amani Komora, Mr. Ahmed Diriye, Mrs. 
Patricia Okello, Dr. Jacob Mbijjiwe. 

IHRM: THREE DECADES NOW 



From the Executive Director’s desk

It‘s been an exciting year in which our 
profession made admirable strides.  
We capped a brilliant year with the 
hugely successful Annual Conference in 

Mombasa.
I thank all of you Members for your 

continued support and commitment as we 
strive to serve you better. 

On behalf of the entire Secretariat, 
I would like to express our deepest 
appreciation to our council members led 
by Mr Elijah Sitimah for their unwavering 
support and guidance in the service  of our 
members. We are profoundly humbled. 

Our continued growth in numbers and 
participation of members in all the activites 
that bring us together  is a testimony to the 
immense promise of this organisation. 

 I  am also pleased to inform you that 
preparatons are in high gear for the inaugural 
HR awards in recognition of those who 
are shining in their organisations in their 
leadership role within the human resources 
department. 

The HR awards will celebrate employers 
who have embraced best workplace practices 
that allow employees to always create better 
connections and enjoy what they do.  In 

short, we will honour the great men and 
women whose actions underline the vital role 
of this profession in the economy.

Allow me also to bring to your attention 
the engagement survey that seeks to establish 
why our employees and colleagues at the 
workplace are dissatisfied, leading to low 
productivity levels. The survey will allow 
us to advise on interventions neccesary to 
ensure that we achieve optimum productivity 
from the talent we employ.

It is inspiring to note that as the first 
country to launch a professional examining 
body in HR, the number of people taking the 
examinations in pursuit of certification has 
tremendously increased. Let us sustain this 
momentum.

All those who are yet to comply with the 
Human Resource Management Professionals’ 
Act 2012, should get their relevant training 
and certification.  This is very important as 
we seek to uphold the pride of our profession 
by weeding out those not qualified to perform 
any role in human resource leadership.

On the global scene, we are working 
towards ensuring we become members 
and signatories to the World Federation 
of Personnel Management, the umbrella 

body for all human resource entities 
worldwide. We also want to ensure that we 
book our place at the International labour 
Organisation as we seek a global pedestal 
in driving the HR agenda both locally and 
internationally. 

Esteemed members, we have also set 
the ball rolling in setting up a mediation 
centre that will handle any labour disputes 
and provide an alternative to the tiring 
and tedious court procedures that sour 
relationships at our workplaces.

Furthermore, we are also setting up an 
assessment centre that will equip us with the 
necessary tools for our recruitment processes. 
The assessment centre will host the various 
scientific and psychometric tools that are key 
to our recruitment processes.

Members, our overriding goal is to see 
more and more of HR practitioners breaking 
the glass ceiling and rising to be heads or 
CEOs in their respective organisations. We 
are putting in place measures to ensurethis 
objective becomes a reality. 

CHRP DORCAS WAINAINA 
EXECUTIVE DIRECTOR

We also want to ensure 
that we book our place 
at the International 
labour Organisation 
as we seek a global 
pedestal in driving the 
HR agenda both locally 
and internationally. 
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Message from the 
Chairman’s desk

It gives me great pleasure to share with 
you the Association’s accomplishments 
and goals for the coming year.

It has been a very productive period 
for the Institute of Human Resource (IHRM) 
thanks to the active participation of our coun-
cil members, IHRM staff and all of us. 

The relaunch of the IHRM magazine is 
a great milestone as it reaffirms our com-
mitment to provide a platform that fosters 
interactions and sharing of ideas among all 
members.

Let’s take advantage of this channel to en-
gage in a discourse that will positively shape 
and grow our profession.

We remain committed to IHRM’s core 
mission — applying our talent, tools, training 
and services to help our members achieve 
the highest possible level of success in their 
business operations.

Our continued growth as reflected in the 
current registered members of more than 
14,000 demonstrates that our Association is a 
powerful force of transformative change.

The Association has been a leader in the 
area of professional development as evidenced 
in the provision of certified supervisory skills 
training, and in delivering the knowledge and 
skills that employers need to sharpen their 
competitive edge.

I would like to take this opportunity to 
remind us that we have less than two years 
before the deadline for certification in 2020. 
This is a crucial exercise in our desire to weed 
out quacks tainting the name of the profes-
sion. 

As you are aware, we are at an advanced 
stage of setting up the IHRM centre that will 
house all our institutions and ensure we save 

on the current rental costs incurred.
 We are also working towards developing 

and maintaining a high quality workforce by 
ensuring that we have the right people in the 
human resource offices of organisations. We 
believe that a skilled labour pool is critical 
in attracting and retaining business, as well 
as in fostering a healthy, vibrant community. 
We also believe our success is hinged on an 
intelligent, well-aligned skilled workforce that 
will help drive our industry and innovate for 
the future. 

We therefore endeavour to have a raft of 
dynamic initiatives and programmes that 
seamlessly connect talent, opportunity and 
education. 

I am delighted to note that the Human 
Resource Management Professionals Exam-
ination Board (HRMPEB) has managed 
to register and examine over 2,000 new 
candidates drawn from both public and 
private sectors.

With the support of our members 
and Board, the institute’s journey 
towards putting a well-trained work-
force in every workplace is right on 
track. 

Merry Xmas. 

MR. ELIJAH SITIMAH 
NATIONAL CHAIRPERSON
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Our continued growth 
as reflected in the 
current registered 
members of more than 
14,000 demonstrates 
that our Association 
is a powerful force 
of transformative 
change.



Council 
Members
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Mr. Ahmed Diriye 
Representing North 

Eastern

Mr. Stephen 
Malakwen 

Vice Chairperson/
Representing Rift 

valley region

Mr. Wycliffe 
Osoro Representing 

Nairobi Region
Ms. 

Miriam 
Mwangi 

Representing Mt. 
Kenya Region

Dr. Amani Komora 
Representing Coast/

Eastern Region

Dr. Jacob 
Mbijjiwe

Representing Ministry 
of Public Service

Mrs. 
Patricia Okello 

Representing Nyanza/ 
Western Region



IHRM Team

FREDRICK KARANI - HEAD 
OF MEMBERSHIP SERVICES 
AND EXECUTIVE ASSISTANT

IRENE KIMACIA
HEAD OF CORPORATE 
COMMUNICATION

DANIEL NYOIKE
SOCIAL MEDIA CO-ORDINATOR

PURITY KAPARO
FINANCE ASSISTANT

VINCENT NYARIGE  
ACCOUNTANT

MARY MAINA
MEMBERSHIP REGISTRY

MILKA OWAO
TRAINING/CPD MANAGER

MILKAH MURIMI
HEAD OF SECRETARIAT

ISAAC NYAMWEYA
ADMINISTRATION 
ASSISTANT

IRENE OMARIBA
COMMUNICATIONS 
CONSULTANT

CATHERINE BARAZA
ASST MEMBERSHIP OFFICER

CHRP DORCAS WAINAINA — EXECUTIVE DIRECTOR
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Go to MYDAWA.com and enjoy convenience and peace of mind when ordering medication for 
you or your dependents. Pay using your insurance cover and enjoy prompt and free delivery 
to your home or office. You can also get orders delivered to dependents upcountry at an 
affordable courier fee. With MYDAWA you are ensured of getting quality medication at an 
affordable price ensuring that your medical cover does not run out prematurely.

How it works
 Visit www.MYDAWA.com  on your phone or computer or use the MYDAWA app

 Register mobile number and fill in your details

 Login and click on the Upload Prescription button

 Take an image/pdf of your prescription and a filled insurance claim form and upload 
them.

 Your prescription will be promptly reviewed and attended to by qualified professionals

 You will get a notification prompting you to check your cart and checkout.

 Review your items and select where you would like the medication delivered. This can 
either be an insurance enabled pharmacy or your home or office.

 A medical professional will deliver your products in safe and secure packaging. They 
will counsel you on how the medication should be used and answer any questions you 
might have.

 Kindly have your insurance card and physical copy of your prescription and claim 

Benefits of using MYDAWA
  With MYDAWA you always get authentic medication removing the worry of 

purchasing substandard products.

 No need for long queues, you can continue with your day to day activities as your 
medication is delivered to a convenient location.

 You get privacy when purchasing your medication, delivery is done in discrete 
packaging and your information is kept privately.

For more information get in touch with our Customer Excellence team on 
020 521 99 99 or send an email to support@mydawa.com

MYDAWA  

A new way to get your 
prescriptions filled
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NOTICE
COMPLIANCE WITH THE HUMAN RESOURCE MANAGEMENT 

PROFESSIONALS (HRMP) ACT NO. 52 OF 2012.

The Institute of Human Resource Management (IHRM) 
Council through the Chairperson Registration Committee 
informs Members to observe compliance requirement in 
the year 2019. The Registration Committee is a statutory 
Committee comprising of representatives from Office of 
the Attorney General, Kenya National Examination Council 
(KNEC), Human Resource Management Professionals 
Examinations Board (HRMPEB) and Chaired by an IHRM 
Council Member.

What is the requirement?

To practice or work as a Human Resource Management 
professional in Kenya across all sectors including, HR 
Consultants and HR Lecturers, should be registered as a 
member at The Institute of Human Resource Management, 
Kenya (IHRMK). To head the HR Function or a sub-function 
of HR, one must hold a Practicing Certificate. Details on 
registration can be found at www.ihrm.or.ke. 

Who should comply?

Anyone who works as a HR Practitioner (HR Assistant, 
HR Officer, HR Manager, HR Director, Chief HR Officer, HR 
Consultant, Lecturer in  HR etc.) in Kenya in all sectors.

Why should one comply?

a) Is a requirement of the law as defined in the HRMP 
Act No. 52/2012;

b) Is a requirement for appointment for HR positions;
c) To gain credibility from your clientele;
d) It’s a requirement for procurement of HR contracts;
e) To get favorable recommendation from IHRM.

Renewal of Certificates

a) All Practicing Certificates should be renewed by 
January, 2019.

b) Those holding Membership Certificates should 
renew their membership by January, 2019.

CPD Points

a) Members should not overly focus on trainings 
for purposes of earning CPD points but rather, 
knowledge acquisition;

b) In accordance with the Act, Fellows are exempted 
from earning CPD points for purposes of renewal;

c) Before a Member renews his/her Practicing/
Membership Certificate he/she should have the 
required ten (10) CPD points

Compliance Assistance Program (CAP)

a) CAP intends to enable employees in organizations 
comply with ease;

b) Organizations are given CAP if they so desire;
c) Organizations can contact IHRM secretariat for 

more information;

Consequences of non compliance

a) Risk being de-registered and consequently barred 
from practicing HR.

b) Two years imprisonment or;
c) A fine not exceeding Two Hundred Thousand 

Kenya Shillings (Ksh. 200,000) or
d) Two years imprisonment and a fine not exceeding 

Two Hundred Thousand Kenya Shillings

MR. WYCLIFFE OSORO
CHAIRMAN REGISTRATION COMMITTEE, A 

STATUTORY COMMITTE DEFINED IN HRMP ACT
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T
echnology is revolutionizing 
the work we do and how we 
do it. Increasingly, artificial 
intelligence (AI) and robots 
are taking over menial and 
repetitive tasks, leaving humans 

to concentrate on work that requires critical 
thinking. 

But as machines become better at imitating 
human intelligence, they’re beginning to do 
more and more thinking for us.

In a recent study, LawGeex, a legal tech 
startup, challenged a group of 20 experienced 
lawyers to test their skills and knowledge 
against its AI-powered algorithm.  
The group included associates and in-house 
lawyers from global firms such as Goldman 
Sachs, Cisco and Alston & Bird, as well as 
general counsel and sole practitioners.

The task was to review risks contained in 
five non-disclosure agreements (NDAs). The 
AI matched the top-performing lawyer for 
accuracy – both achieved 94%. 

Collectively, the lawyers managed an 
average of 85%, with the worst performer re-
cording 67%When it came to speed, the AI far 
surpassed the legal minds, taking just 26 sec-
onds to review all five documents compared to 
the lawyers’ average speed of 92 minutes.  
The speediest lawyer completed the review in 
51 minutes – over 100 times slower than the 
AI – while the slowest took 156 minutes.

The AI clearly outperformed the humans 
in this experiment. And although consul-
tancy McKinsey estimates that 23% of legal 
work can be automated, there are many other 
aspects of a lawyer’s working day, like briefing 
clients and appearing in court, that are beyond 
the capabilities of algorithms, at least for now.

One thing is certain though: AI and 
machine learning are already part of our daily 
lives; from ordering groceries via Alexa to 
Netflix suggesting a film or TV show we might 
like. 
It’s a global market that is growing exponen-
tially. Global business value derived from AI is 

forecast to be $1.2 trillion in 2018, and $3.9 
trillion in 2022, according to Gartner.

AI and automation have transformed in-
dustries like manufacturing where robots have 
replaced humans in warehouses and factories, 
selecting, joining and assembling parts in a 
whir of efficiency.

And these technologies are now progress-
ing in more complex tasks. New applications 
are appearing in industries like medicine, 
finance and design. For example, the med-
ical profession has unveiled an AI “doctor” 
that can diagnose patients.

THE FUTURE 
OF JOBS: ARE YOU 
PREPARED FOR 
THE FUTURE

ADOPTED FROM THE WORLD ECONOMIC FORUM



File your Staff 

returns if 
you are a 

licensed HR 
Practitoner
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THE NATIONAL 
EMPLOYMENT 
AUTHORITY (NEA)

NEA policies to spur 
creation of jobs & 
ensure compliance
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| Edith Okoki Ag. CEO NEA |

You will soon not be able to file your 
Human Resource annual reports 
with the National Employment 
Authority (NEA) if you are not a 

fully registered and licensed human resource 
professional.

The government plans to create a register 
of all the employees across the country and 
all employers must annually file their human 
resource reports with NEA just like they file 
tax returns.

This is to ensure that the government 
keeps track of all employees in the country. 
This is part of efforts to come up with policies 
that foster creation of job opportunities.

“All employers must file their returns 
with the National Employment Authority. 
We want to have a database of all workers 
in the country to guide government on 
progressive employment policies,” said NEA 
Ag. Executive Director, Edith Okoki.

All practicing human resource 
professionals, Ms Okoki said must seek to be 
licensed by the Institute of Human Resource 
Management (IHRM) before they can file the 
returns.

Currently, there are an estimated 14,000 
registered human resource practitioners in 
the country, meaning that there are still over 
12,000 people in human resource offices yet 
to comply with the HRMP Act.

“You must have a valid practicing 
certificate from IHRM before you can file the 
returns of your company with the national 
employment authority,” she said. 

All employers are therefore required by 
law to ensure that all their staff get relevant 
certifications to allow them file the statutory 
returns.

NEA is the government body charged with 
formulating policy and regulating all matters 
relating to employers and employees in the 
country. 

The Authority was established in April, 
2016 by an Act of Parliament (the National 
Employment Authority Act 2016. The Act 
provided the legal framework and mandates 
for its operations. 

The Authority was created out of the then 
National Employment Bureau (NEB) which 
was one of the departments in the Ministry of 
East African Community, Labour and Social 
Protection. 

NEA is charged with providing 
comprehensive institutional framework for 
employment management and enhancement 
of employment promotion interventions. 
Further, it is tasked with drafting 
interventions aimed at increasing access to 
employment for the youth, minority groups 
and marginalised groups. It further provides 
for placement for internship and monitoring 

of all placements to ensure that intern’s rights 
are not violated. 

The Act therefore provides a solid legal 
framework for developing and implementing 
a national Internship programme in the 
country. This internship policy applies to 
both public and private institutions.

The government is already rolling out 
necessary interventions to streamline the 
employment sector. A top Labour Ministry 
official said the government has set up the 
Kenya Labour Market Information System 
(KLMIS), a one-stop shop for labour 
information.

 She said the portal will address the 
challenge of inadequate supply of crucial 
employment statistics in Kenya by providing 
an interactive platform for prospective 

employers and job seekers.
Through the National Employment 

Authority and in partnership with the private 
sector, job seekers will be able to register and 
upload their CVs.

 The Ministry will ensure that every young 
person seeking employment is identified 
by carrying out a continuous county level 
registration process through the KLMIS 
Platform.

The system is designed to provide timely, 
relevant and reliable information to the 
public, strengthening linkages between 
industry and training institutions. This will 
also help develop a centralised national 
human resource database and look into 
issues such as strategic workforce investment 
strategies such as training, recruitment, 

Ms. Edith Okoki, Ag. CEO National Employment Authority (NEA)
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We caught up with 
her at the Southern 
Sun Mayfair hotel in 
Westlands.

What does it mean for HR 
practitioners with the creation 
of the National Employment 
Authority?

It means that all HR Practitioners  will 
need to submit  annual  employee returns  
as required by law .  The returns include 
data  on employees  in the organization 
during the year, their skills as well 
as  vacancies . The returns should be 
submitted by licensed HR   practitioner  
as proof  of their authenticity and 
compliance  to law 

What idea informs such 
regulations?

We want to ensure that we have the  
reliable data  on employment in the 
country and also ensure the safety of those 
working outside Kenya. This information 
will also allow us to formulate policies and 
guidelines to spur job opportunities in the 
country for our youth

 We also wish   to ensure that we weed 
out quacks handling matters related to 
employment in this country .

 How is this going to be possible?
We already have projects in the  

pipeline. We are soon launching 
technology  that will  link professional 
service providers with those seeking their 
expertise. For example, we will have a 
database of experts in all areas and then 
also seek to have those seeking particular 
services be linked together in order to 
connect more people to employment 
opportunities.

Will you implement this alone as 
NEA? 

Not at all. We are working with 
the Institute of Human Resource 
Management ,  the National Industrial 
Training Authority (NITA)  and other  
partners to implement our projects .

You don’t seem to have retired from 
employment. You look very young!

I retired early … I work out  regularly 
…in fact I am from the gym. I have always 
tried to  keep young and the secret is 
going to the gym and eating right. 

Oh yes, and I like hiking, just last week 
I went to a village in Samburu to visit  
friends who took us for almost a 4km 

hike. That’s my weekend drill. I do the 
gym, go hiking and yes, I like my dogs too.

Talking of dogs, which ones do you 
keep?

I am a very practical woman. I like 
German Shepherds. I had a   male and a 
female. The male just died! It was  very 
painful to have lost him but I will find the 
female a partner. I do breeding so I need 
the male!

So are you saying we write here 
that you are willing to buy a male 
German shepherd?

Why not? Please do. I need to have 
my dog business running too (chuckles 
naughtily.) By the way, I  also sell my 
puppies at a very good price.

You seem to love your dogs.
Yes, but not as much as I love my 

grandchildren and three children. I have 
a daughter , a son -in law and a son, 
Naserian , Lenchaman and Senkeria. My 
daughter has three babies and yes, I am a 
very happy and proud grand mum.

Pardon me, you must have started 
getting babies very early!

I had my first born daughter at 20! 
I got married early , in Masailand this 
happens and so you can get the story… 
(she smiles..) I Know you are now 
calculating my age!

 I am more curious…

So you got married at 20 and still 
went to school?

  I walked into Kenyatta University as 
a wife, with a husband and a baby  it was 
not easy … but the circumstances have 
really changed since then and life is not as 
it was in the 80s.

So you didn’t have time to date in 
campus or play pee-ka-boo with 
campus boys…

Hahahaha…that doesn’t happen when 
you are married to a Maasai. Not at all. I 
was strictly home all weekends.

A 20-year-old girl today is …
mmmhhh… a slay…

I know what you want to say… a slay 
queen.

Do you know what’s a slay queen?
I think I do. A woman who has no 

brains and can’t even cook her own food 
or even take care of her home.

I hope your daughter is not a slay...?

Oh no. I taught her well as a mother 
and she is the perfect girl I know for sure. 
She takes care of her home and children 
and husband and I witness that every 
other time I visit them over weekends to 
see my grandchildren. She actually is a 
better mother than me…

What if your son brought one 
home?

My son is 19 and so he is still young… 
I will not allow him to have a slay queen 
because that means he will have problems 
in life.

Did she also get married that 
young…at 20 or 21?

Oh No.

So what’s the perfect age for 
marriage in the modern world?

Ladies need to be married by the 
age of 25 or 26 and men should marry 
at between 29 and 32. For ladies, that’s 
when they have the time to bring up their 
children while still young and strong  and 
for men that’s when they have at least 
earned something to start a family. 

It’s not commonplace to find 
a  young girl who got married 
that early and still had a very 
distinguished tour of duty like you 
did!

Actually I was a teacher for four years 
before I joined Postbank as a trainer 
and later into the HR function. I was 
headhunted for my first HR job at the 
then Delphis  bank which is now  M 
Oriental Bank. I have worked in senior 
HR positions in Kenya Commercial Bank, 
Kenya Breweries Limited, Coca Cola, and 
finally UAP Old Mutual from where I 
retired.

Those are all blue chip companies, 
very inspiring indeed against all 
circumstances.

 I am thankful and I have been lucky 
too . I  also knew what I wanted from 
the get go.  As a human being, you have 
to endeavour to be who you want to be 
and try  avoid the pitfalls that lead people 
to regret. As a mother, wife, and HR 
practitioner, I have always lived by one 
mantra:  ‘You must set your standards!’

What book are you reading Now? 
How the Mighty Fall by Jim Collins 

Chit Chat with 
Winnie Pertet 
National Employment 
Authority Chairperson
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Employers should consider mediation 
in handling labour-related disputes in 
their organisations.

Mediation is an alternative dispute 
resolution (ADR) mechanism where parties 
solve their grievances with the help of an im-
partial third party referred to as a mediator.

The 2010 constitution recognises mediation 
as a way of solving issues, and just two years 
ago in 2016, the Judiciary initiated mediation 
on a pilot basis in the Commercial and Family 
Divisions of the Milimani Law Courts, Nairobi. 

Reverend Geoffrey Njenga of Dispute and 
Conflict Resolution International says that 
employers are losing millions of shillings in 
litigations in labour-related disputes.

He says that long court procedures and 
expensive legal costs are a waste of many pro-
ductive hours and relationships that are very 
key in employer-employee engagements.

“Litigation is always a win-lose outcome 
after a long drag in the corridors of justice 
that leaves both the litigant and the defendant 
drained emotionally and financially and which 
further destroys relationships with zero chance 
of enduring peace,” says Rev. Njenga.

He observes that unlike litigation that only 
focusses on rights while side-stepping critical 
components in relationships which is emotions, 
mediation is a win-win situation as it addresses 
both emotions and issues leaving both parties 
happy and contented.

“The end to mediation is always a hand-
shake which is a sign of goodwill and consensus 
from both parties,’ says Rev. Njenga.

There are several advantages of embracing 

mediation as an alternative to the normal court 
process (litigation). They include; speedy reso-
lution of disputes, reduction in cases backlog, 
win-win solutions and reduced cost of settling 
disputes.

On June 8, 2017 during the Court Annexed 
Mediation media breakfast briefing, Chief Jus-
tice (CJ) David Maraga noted that there was a 
reduction in time expended in settling disputes 
from 50 months in Commercial & Tax Division 
and 43 months in Family Division to an aver-
age of 69 days during the pilot phase that took 
place from April 2016 to July 2017.

Article 159 of the Constitution mandates the 
Judiciary to promote alternative mechanisms 
of alternative dispute resolution (ADR) in the 
administration of justice.

 This is further given effect by the Civil Pro-
cedure Act (Chapter 21 of the Laws of Kenya). 
In line with its transformation framework, the 
Judiciary has embraced alternative dispute 
resolution as an avenue for addressing case 
backlog in the court system while making 
justice more accessible.

The call for mediation has been necessitat-

ed by the fact that litigation has yet to solve 
disputes and instead sour relationships for the 
longest time.

“We have to note that mediation is a process 
that brings people together or disputants to 
negotiate for their interests. It’s a win outcome. 
It focusses on bipartisan interests unlike litiga-
tion that’s only guided by rights and laws only,” 
notes Rev. Njenga.

Rev. Njenga, who is one of the over 40 ex-
perts in Kenya engaged by the Judicial Service 
Commission to handle out-of-court matters, 
says that modern business contracts even have 
a clause for mediation as an Alternative Dis-
pute Resolution mechanism.

The case for mediation is also underscored 
by the fact that it’s a totally private process that 
assures the disputants of their privacy, a far 
cry from court processes that can sometimes 
embarrass both parties and injure reputation.

In the same stride, alternative dispute 
resolution mechanisms such as mediation puts 
power back to the disputants unlike a court 
process whose outcome is unknown.

“In mediation, both parties agree to come to 

MEDIATION PROCESS

with Rev. Geoffrey 
Njenga

Rev. Njenga trained as a professional 
mediator with the Mediation Training 
Institute and was later accredited as a 
mediator for the court mandated mediation 
program. 

He spoke to Jerusha Gichohi . on a one-
on-one interview. 

Here are the excerpts from the interview.

What led you enroll to be a mediator 
with the Judiciary.

As a clergy, I have a wide experience in 
family mediation matters and when the 
opportunity arose to work with the Judiciary 
I took it up. I love to mediate because it 
gives sustainable peace and restores broken 
relationships. 

How does the Judiciary contact you on 
cases to mediate?The disputing parties 
choose their preferred mediator from the 
Judiciary’s accredited mediators. If I am 
selected to mediate over a case, the Judiciary 
contacts me to start the negotiation. 

How do you schedule your cases?
Once I receive the case, it is up to me to 

look for the parties. In most cases I contact 

them through telephone and if they are not 
accessible I go through their advocates and 
in some instances for those in the rural area 
I have to contact them through their local 
chiefs. This can take up to a week or more.

 
How do you prepare the disputing 
parties, set the climate?

My job as a mediator is to ensure 
free flow of communication between the 
disputing parties so that they can focus on 
the issues in conflict. Most of the parties 
are usually immersed in emotions and it is 
very important for a mediator to cool down 
emotions and bring about an atmosphere 
where parties can focus and work towards a 
win-win resolution. 
What are the things to observe during 
mediation?
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Mediation taking 
root in Kenya

Q&A As a mediator, I am clear that my role 
is not to impose decisions on the party but 
to facilitate them to come up with their 
own solutions which should be agreed by 
both parties. There are instances where one 
side is very vocal while the other side feel 
disempowered and think they will be the losers. 
It is my job to carry along everyone and they 
need to negotiate for their own good To ensure 
fairness I insist for all to express their interest. 

And when parties don’t agree, what 
next?

When parties fail to agree, I file back to the 
Deputy Registrar with my mediation report on 
why the case failed mediation. At times parties 
will not agree 100% to issues so we have cases 
concluded with partial agreements on certain 
issues and then the others are returned back to 



ed by the fact that litigation has yet to solve 
disputes and instead sour relationships for the 
longest time.

“We have to note that mediation is a process 
that brings people together or disputants to 
negotiate for their interests. It’s a win outcome. 
It focusses on bipartisan interests unlike litiga-
tion that’s only guided by rights and laws only,” 
notes Rev. Njenga.

Rev. Njenga, who is one of the over 40 ex-
perts in Kenya engaged by the Judicial Service 
Commission to handle out-of-court matters, 
says that modern business contracts even have 
a clause for mediation as an Alternative Dis-
pute Resolution mechanism.

The case for mediation is also underscored 
by the fact that it’s a totally private process that 
assures the disputants of their privacy, a far 
cry from court processes that can sometimes 
embarrass both parties and injure reputation.

In the same stride, alternative dispute 
resolution mechanisms such as mediation puts 
power back to the disputants unlike a court 
process whose outcome is unknown.

“In mediation, both parties agree to come to 

the negotiating table out of their volition 
and for the sake of mutual interests,” says 
Rev. Njenga.

Therefore, as work-related disputes 
increase, it is wise for employers and em-
ployees to embrace Alternative Dispute 
Resolution mechanisms in order to have 
enduring peace even after disputes occur.

“Disputes should never result in nega-
tive outcomes. Human resource manag-
ers and people managers should learn to 
manage conflicts for positive outcomes,” 
he opined.

He says that shareholders rarely know 
the impact that disputes and cold wars 
cost to the organisation.

Mediation has already taken root in 
other sectors such as solving family-relat-
ed disputes or feuds on family businesses 
where court cases spanning over 30 
years are solved within a month or even 
shorter.

Previous reports about the Kenyan 
judicial system indicate that on average, 
one in six or 52,352 cases had been in the 
courts for over 10 years since they were 
filed.

A fifth or 66,214 cases remained 
unresolved for between five and 10 years, 
a third or 113,766 suits were undeter-
mined for two to five years and a quarter 
or 83,046 cases had languished in the 
justice system for one to two years.

Already, the Judiciary has set up The 
Mediation Accreditation Committee 
(MAC) that is ensuring that we have 

experts in handling mediation processes.
 The MAC is doing a commendable 

job in this regard. With the full support 
of the Chief Justice and court users, 
the MAC has already rolled out the 
Court Annexed Mediation Project 
(CAMP). 

The talk about Mediation as a Dis-
pute Resolution Mechanism in Kenya 
dates back 24 years ago when it was 
introduced by lawyer Anthony Cross.

Gross had already started pushing 
for warring parties to adopt mediation 
as a better way to handling disputes.

MEDIATION PROCESS
them through telephone and if they are not 
accessible I go through their advocates and 
in some instances for those in the rural area 
I have to contact them through their local 
chiefs. This can take up to a week or more.

 
How do you prepare the disputing 
parties, set the climate?

My job as a mediator is to ensure 
free flow of communication between the 
disputing parties so that they can focus on 
the issues in conflict. Most of the parties 
are usually immersed in emotions and it is 
very important for a mediator to cool down 
emotions and bring about an atmosphere 
where parties can focus and work towards a 
win-win resolution. 
What are the things to observe during 
mediation?
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Mediation taking 
root in Kenya

As a mediator, I am clear that my role 
is not to impose decisions on the party but 
to facilitate them to come up with their 
own solutions which should be agreed by 
both parties. There are instances where one 
side is very vocal while the other side feel 
disempowered and think they will be the losers. 
It is my job to carry along everyone and they 
need to negotiate for their own good To ensure 
fairness I insist for all to express their interest. 

And when parties don’t agree, what 
next?

When parties fail to agree, I file back to the 
Deputy Registrar with my mediation report on 
why the case failed mediation. At times parties 
will not agree 100% to issues so we have cases 
concluded with partial agreements on certain 
issues and then the others are returned back to 

court for direction and determination.

Which is the most memorable case you 
have mediated upon?

There is this case which had been in court 
for over 15 years and once I took it up for 
mediation we resolved it in a record time three 
weeks!

Why would you recommend mediation 
instead of court litigation?

Litigation has no room for you to vent out 
your emotion. If during a hearing a litigant 
breaks down with emotion, the judge will 
just adjourn the case to allow the person time 
to go deal with their emotions. In contrast, 
mediation allow parties to express their 
emotions as the mediator brings them to 
reason about their dispute. 

There are several 
advantages of 
embracing mediation 
as an alternative to 
the normal court 
process (litigation). 
They include; speedy 
resolution of disputes, 
reduction in cases 
backlog, win-win 
solutions and reduced 
cost of settling disputes.

IHRM is the process of 
having a mediation center. 

The application has been 
made to the Chief Justice.

This will go a long way in 
entranching mediation at 
workplace.

What you need 
to know

Rev. Geoffrey 
Njenga, 
Mediation 
Expert 



Want to live longer? 
Retire early!
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Want to live longer? 
Retire early!

Want to live long? 
Retire early. 

Long working hours and many years 
of dedicated service is a sure way to 
early death, experts have warned.

Former Centum Human 
Resource Director Bernard Wekulo – who is 
now a consultant in People Management and 
leadership, says to stay physically fit for long, 
one has to down tools early enough.

“If you overwork yourself all the way to 
65 years, you are likely to die five years after 
retirement,” he quips during our interview 
from the ninth floor of the Two Rivers Mall 
in Nairobi.

Mr. Wekulo says that people lose a 
purpose and fail to live meaningful life by 
being consumed by crazy work schedules 
spanning as many as 30 years of almost 18 
hours of daily service. 

“We have many frustrated people and even 
if you have a well-paying job that locks you 
out of the other meaningful and purposeful 
elements of life, you will still end up dying 
early,” he says. 

He says that most people start having 
meaningful conversations with themselves 
when they are past 45 years. “This is when 
it actually dawns on most people that they 
have been working for over 15 or 20 years but 
with no meaningful purpose attached to it,” 
he says.

Adding that most people do not 
understand the essence of their retirement 
packages.

He notes that most retirees put their 
money in ventures that end up in smoke 
because of lack of prior experience in 
investment.

His sentiments were echored by former 
UAP Old Mutual Human Resource Director 
Winnie Pertet who says most people actually 
suffer from “mental degeneration”.

She avers that it’s not just so much about 
the money as the lack of something tangible 
to preoccupy the mind with that drive people 
to early graves.

“If you have been working for all your 

life then suddenly stop working or doing 
something that keeps exercising your brain, 
then you are likely to even slide into a 
depression,” says Ms Pertet.

Retirees, she asserts, need to devote 
themselves to some form of work so as to 
continue being active and maintaining the 
same mental state that they had before 
retirement.

“People need to have an exit plan from 
formal employment and join organisations 
that need their skills like mentorship,” she 
says.

Reverend Geoffrey Njenga of Dispute 
Conflict Resolution says some people stop 
dreaming upon retirement and that can 
easily lead to death!

“Retiring this manner is death!’ says Rev. 
Njenga, adding that “Most people degenerate 
into couch potatoes and stop thinking 
immediately after retirement, which is a sure 
way to consign them to early death.”

Financial constraints, he adds, is a major 
challenge to people retiring because the 
monthly salary stops coming and they get 
into panic mode.

“Wage employment is just a drill. For 
most employees, life is dreary because all they 
are protecting is the pay cheque by doing 
their usual daily grind that doesn’t allow 
them to think of productive ventures outside 
of their job,” says Rev. Njenga.

“Most people retire having not really tried 
even business ventures and all they have is 
one experience repeated over 20 years which 
basically leaves them exposed to the vagaries 
of retirement,” he says.

Sometime early this year, an article in the 
New York Times elicited global debate when 
it revealed findings of a research indicating 
that long years of work lead to earlier deaths.

An analysis in the United States found that 
about seven years of early retirement can be 
as good for health as reducing the chance 
of getting a serious disease (like diabetes or 
heart conditions) by 20 percent. 

Similar Studies have also been conducted 
in England, Germany and other European 
countries.

Evidence is mounting that loneliness and 

social isolation - as it happens in retirement 
-  are linked to illness, cognitive decline and 
death. 

Across the globe, governments have 
been increasing the retirement ages due to 
mounting pressure on pension funds.

Just recently, Russia was on the spot for 
raising the retirement age to 65 for men and 
60 for women. The Russian government said 
it wouldn’t bear the financial burden of a 
huge retiring workforce as is currently.

Across the world, Libya has the highest 
retirement age of 70 years for the civil 
servants.

However, for many countries, the average 
retirement ages have been increasing and 
are likely to average 65 for men and 60 for 
women by year 2025.

This has been occasioned by high pension 
costs that most governments are not able and 
ready to cater for. 

The Kenyan government is contending 
with a Sh86 billion pension bill as of today. 
With over 20,000 civil servants set to retire 
in the course of this fiscal year to July 2019, it 
remains to be seen how the government will 
pay the pensioners.

The pension budget will increase from 
the current Sh71.8 billion to Sh104.4 billion 
in 2019/20 to keep retired civil servants 
comfortable in old age.

The problem has continued to grow 
despite the decision nine years ago to raise 
the retirement age from 55 to 60 years in 
Kenya. 

The move was meant to slow down the 
number of retirees entering the pension pool 
and offer the government some headroom to 
set up the contributory scheme, but the latest 
budget estimates show the move has not 
reduced taxpayers’ burden.

“The total number of retirees is projected 
to rise from 19,300 in the financial year 
2017/18 to 19,800 in the year 2018/19 and 
further to 20,300 in 2019/20,” said the 
Treasury.

Kenya’s civil service is aging and 37 per 
cent of workers are expected to retire in the 
next decade. The Public Service Commission 
(PSC) says the share of civil servants above 

If you overwork yourself all the way to 65 years, you 
are likely to die five years after retirement,” Bernard 
Wekulo quips during our interview from the ninth floor 
of the Two Rivers Mall in Nairobi.
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My task is to transform 
the negative image of 
police, says new CEO

M
r Joseph Onyango started 
his career as a human 
rsesource administrator at 
what was then Comtech in 
Gigiri. Two decades down 
the line, Mr Onyango has 

risen to become the Chief Executive Officer  of 
the National Police Service Commission (NPSC). 

Barely one year  into the assignment, the 
police have a new curriculum and better benefits 
such as welfare policy,  well outlined training 
guideline, a counselling and chaplaincy policy 
and a new housing policy that will be rolled out 
from January 2019.

¨Our police service members will now have 
a minimum house allowance and commuter al-
lowance of Sh12,500 to allow them live in better 
houses just like all the other  civil servants,’ says 
Mr Onyango.

The members of the police service are now 
undergoing mandatory training on human rights  
and soft skills such as personal branding to make 
them perform  better  in their lines of duty.

‘We even have a compliance and audit unit 
within the National Police Service Commission 
charged with ensuring that all promotions are 
based on merit and are above board’, he says.

Mr Onyango says within the next five years, 
the ¨bad cop¨ image attached to the poice 
service will be a thing of the past as they are 
running programmes to equip police officers 
with skills to enable them better connect with 
citizens.

¨We have so much concentrated on the hard 
skills training but we need other aspects of the 
professional to make sure that we have a service 
that makes police be seen as humans and not 
just a resource,¨ he avers.

He says that his prior experience in dealing 
with diverse groups of people as a human re-
source professional has been pivotal in discharg-
ing his mandate at the police service.

‘I never knew that my diploma from the Insti-
tute of Human Resource Management (IHRM) 
would be so important in my career,¨ he says, 
adding that in Africa, Kenya is ahead of nations 
like South Africa and Nigeria when it comes to 
human resource management as a profession.

Mr Onyango served previously as the Africa 
Human Resource  Director of the World Wildlife 
Foundation, commonly known as   WWF.

‘…as a person who was in charge of the whole 
of of Africa, we used to meet in conventions 
and believe it or not, other countries looked up 
to Kenya, Ghana, and Zimbabwe for guidance 

Mr. Joseph Onyango
Chief Executive Officer (CEO) 
of the National Police Service 
Commission (NPSC).



when it came to policy matters’, he says.
He ascribes this to the uniqueness of 

the Kenyan HR curriculum which includes 
matters like analytics to better equip human 
resource professionals with the competencies 
needed to lead organisations.

In five years, Mr Onyango wants  police 
officers to be seen as  ‘human beings with a 
soul and human face’ other than the current 
state where they are perceived to symbolise 
trouble.

¨Human resource professionals have a 
unique opportunity to be working with peo-
ple everyday of their life because then they 
are able to understand what organisations 
need to grow and become competititve,¨says 
Mr Onyango.

He, however, notes that most human 
resource professionals are yet to rise beyond 
their current positions because they fail to set 
their sights further than their daily mandate.

¨We need to have people who can start 
going beyond their human resource role 

to starting to appreciate other aspects of 
leadership like analytics or even accounting 
and finance so that we can claim the key 
leadership roles,’ he says.

Mr Onyango who went to Kisumu Boys 
High School  before joining Kenyatta Uni-
versity and later Moi University urges HR 
practitioners to have  competencies in other 
areas just like some engineers or IT experts 
who take up HR roles.

¨Human resource professionals should 
undertsand that  knowing the esentials of 
their company within the straight jacket 
of HR will never be enough. You need to 
go beyond the understanding of basic HR 
roles and start having a broader spectrum 
of things,¨ advises Mr Onyango who has 
amassed a wealth of HR experience spanning 
several African countries.

¨What most human resource profession-
als don’t realise is that Kenya is a leading 
country in terms of setting the standards of 

people management,’ he says. 
His legacy, he notes, will be defined by a 

friendlier police service that is more humane 
and cultured. 

¨We will do all it takes to train our 
service on people skills and other aspects of 
emotional intelligence so as to have a police 
service that everybody can trust and love, to 
protect the country and protect people’s lives 
and property’, Mr Onyango asserts.

He is credited with introduction of med-
ical cover for officers at the Kenya Wildlife 
Fund (KWF) when  he was the human 
resource director.

¨When I advised the KWF officers that 
we would get into a medical pool to have a 
group medical cover, they almost dismissed it 
until some of them started visiting presti-
gious medical facilities like Karen Hospital, 
Nairobi Hospital, Aga Khan, Mater and MP 
Shah ,¨  he says.

Joseph Onyango: From 
HR practitioner to CEO
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Emerging 
Trends 
in Talent 
Search for 
2019

I
f you are not using some or any of 
these trends to significantly impact 
your recruitment process towards 
increasing productivity, then you are 
being left behind. Talent search has 
changed a lot and candidates seem to 

have more power during the job search. They 
pick you or better put they pick your brand. 
Accordingly making it an expensive and/or 
time consuming process in finding the best 
talent.

What should you then consider to 
stay ahead in the game? 

Creating diversity

Everyone wants to attract a wide pool of 
talent to improve culture and performance 
while reflecting the needs of their custom-
ers. A balance should be created on gender, 
ethnicity and disability. Managers therefore, 
need to be conscious of their own biases as 
well as being very exceptionally authentic 
while carrying out the recruitment process. 
Research conducted by Google shows that all 
it takes is a few seconds to make snap judge-
ment on candidates. 

Improving the interview process 
Having a clear criteria for the interview. 

Companies are now using tools such as 
scientifically generated tests towards creating 
more efficiency to save the amount of time 
spent in the interviewing process. For 
example, structured interviews which have 
clear standards and consistency. Situational 
and behavioural questions are used to gauge 
fitness for a particular job. How well can 
someone solve problem, how curious are 
they or how quickly they can adapt is what 
companies want to find out. 

Using Artificial Intelligence

Computers through automation have come 
to help streamline the recruitment process 
by replacing manual processes and admin-
istration. As a recruiter are you able to build 
relationships with candidates to be able to 
judge their interpersonal skills, how cultur-
ally fit they would be and thereby able to 
convince them to accept offers? Are you able 
as a recruiter to recognise how well someone 
as a leader can step in to solve a problem and 
also able to set back out once the problem 
is resolved?   You need to be able to build a 
great candidate experience, create human 
connection, be able to negotiate and close to 
stay ahead in our profession as a recruiter. 

Emerging trends: 

1Recruitment Marketing: Being more 
proactive other than reactive in your 
recruitment process could be a long 

term solution in advancing your recruitment 
strategy. Companies should adopt tactics 
that attract and nurture talented individuals 
to using clever marketing tactics to create 
awareness and interest. Recruiters should 
create talent pools that are easily accessible 
when they have gaps. This will save one 
tremendous time and resources. 

2Employer branding: Research by 
LinkedIn has proven that more that 
75% of job seekers research about 

a company’s reputation and employer brand 
before applying. Companies with a bad repu-
tation do not only struggle to attract but also 
struggle to retain good talent.

3Candidate Experience:Candidates’ 
experience during the whole process 
from sourcing, interviewing, hiring 

and on boarding is important. A good expe-

rience will eventually lead them to accept the 
job offer, reapply and/or refer others to your 
organisation. The use of data available be-
forehand is also an important consideration 
here. Do your research around the candidate 
and find a connection to make the process 
quicker and easier.

4Use of Social Media and Automa-
tion: Networks (such as LinkedIn, 
Facebook, Twitter and Instagram) 

and websites (online job boards, blogs and 
forums) are becoming more popular to 
search, attract and hire candidates. You 
have the potential to build a relation and 
hence encourage them to apply for your job 
vacancy. 

Software that offers bother Applicant 
Tracking System and Recruitment Marketing 
solutions under one platform make it faster 
and more efficient. Technology should help 
you find, attract, engage, nurture and convert 
candidates into applicants. Technology 
should also streamline, simplify and auto-
mate responses or the hiring process.

 

5Employee referrals: It is fast, easy 
and cheap to hire this way. This can 
be done by involving everyone to 

work towards finding good talent. Turnover 
can drop significantly as all involves under-
stand the overall business strategy. 

6Collaboration with head hunters: 
Although not a new trend, com-
panies are lining more towards 

engaging head hunters  to find talent for 
their executive positions because companies 
cannot go directly to their competitors to 
excavate the market place as this would be 
deemed unethical. However a head-hunter 
would keep this information confidential as 
they approach the key players in a particular 
industry. 

This article should suggest to you that 
whatever trend you want to adapt;

You should never compromise on quality 
for it will kill your culture and drive away the 
best talent. 

Use science or technology to kill bias 
which can be brought about by unconscious 
decisions and end up making a hiring guff.

 Give candidates a bigger reason to join. 
A bigger meaning. Have authentic conversa-
tions on ole related expertise. 

Nancy Mokua CEO My Jobs in Kenya. 
Website http://www.myjobsinkenya.com
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Susan Wakhungu Githuku has ‘been 
there, done that’ in the corporate HR 
world.

Her epic tour of duty has not only 
taken her across the globe – from South 
Africa to the UK - she has also reached the 
pinnacle of success in her HR career that 
many can only dream of.

She has had stellar stints with global 
brands such as Coca Cola. Until December 
2008, she was the Eurasia & Africa Group 
Director for Coca-Cola University.  She 
was responsible for learning and development 
initiatives in 90 countries across Africa, Asia 
and Eastern Europe.

 Prior to this role, she served as the Coca-
Cola Africa Group HR Director based in 
London and Johannesburg. 

She has previously served on the boards 
of EABL-Diageo, The Kenya Women 
Microfinance Bank (KWFT) and UAP 

Insurance. 
After retiring from employment, she 

founded the Human Performance Dynamics 
Africa, where she is the Chief Executive. 
The company handles organisational 
development, human resources and change 
management.

 As the lead consultant at the Nairobi-
based firm, Ms Wakhungu certainly has a 
lot on her plate. However, she takes a lot of 
pride in her job with her wealth of experience 
in management and leadership her potent 
weapons. 

 “Come and I will coach you to greatness 
in your roles as managers and leaders 
in organisations but at a very expensive 
price but for very valuable and unmatched 
sessions,” she said during the Annual Human 
Resource Conference in Mombasa in October 
2018.

Aside from human resource consultancy, 

Ms. Wakhungu is a publisher of no small 
repute, having established Footprints Press, 
which produces coffee table books on Africa. 

Also under her stable is a management 
and leadership magazine, The Edition.

That she has authored seven books speaks 
volumes of her love for the written word as 
well her desire to educate.

One of her books is “Women Over 
50 - Celebrations, Lamentations and 
Knowingness” that hit the shelves in 
November 2016.

 “I woke up one day and found out that I 
was over 50, and it hit me that I had crossed 
an interesting milestone,” she says when 
asked why she wrote the book.

Owing to her vast experience in the 
publishing world, Ms Wakhungu was 
appointed by President Uhuru Kenyatta in 
2015 to chair the Kenya Yearbook Editorial 
Board. 

Breaking 
the Ceiling 
SUSAN 
WAKHUNGU’S 
career journey
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Jimmy Fondo

How volunteering 
at county gave birth 
to thriving delivery 
enterprise
BY BENJAMIN OBEGI

I
n the last two years, IHRM has 
embarked on a journey to empower 
students through career guidance 
and counseling. This initiative 
conducted every July during the 
HR month celebrations has HR 

practitioners volonteering their time and 
expertise to give back to society.

Such mentorship programmes 
equip students with necessary skills for 
employment and entrepreneurship. Jimmy 

Fondo is living proof that young people can 
succeed as entrepreneurs.

When he volunteered to work in 
Mombasa County, little did he know 
that this would set him on the path of 
entrepreneurship.

“During my vacation in 2014, I offered 
to volunteer at the County Government of 
Mombasa just to sharpen my skills. I was in 
the education department,” says Jimmy Tune 
Fondo

One day his department was tasked with 
organising an educational forum, a role 
that involved delivering invitation letters to 
various stakeholders. 

“Later, as we made phone calls to confirm 
attendance, we realised that most of the 
letters were not delivered.  I realised that 
there was a problem,’’ says Fondo,25, a 
Bachelor of Commerce graduate.

With this failure in the delivery chain, a 

business idea was born.
“I saw this gap and decided to fill it,’’ he 

says.
He decided to use a bicycle for his 

deliveries. Because he did not have a bicycle, 
he approached a night guard who agreed to 
lend him his at a fee.

‘ I requested him that I use the bike 
during the day and he agreed,’’ he says.

The next phase was opening a Facebook 
account for the business and wooing 
companies to trust him with the delivery of 
their letters.

 However, it was not a smooth ride for the 
new entrepreneur.

 “It was not easy to convince some firms 
that I could deliver. However, those who took 
a chance on me never regretted as I offered 
them a great service,’’ he notes.

Another challenge was that he did not 
have permanent premises initially as he 



could not afford rent.  “I did not have enough 
money to rent an office in town, but this did 
not stop me from putting my mind into the 
business,’’ he told IHRM Magazine.

Despite these set of challenges, there were 
also affair share of motivators too. 

“One organisation gave me success cards 
to deliver in various schools. I was paid 
Sh2,000, which was a lot of money for a 
university student looking for upkeep. It also 
cemented my belief in the viability of my 
business idea,’’ says Fondo with a smile.

With the prospects of his idea looking 
rosy, he was ready to hit the pedal a little 
harder.

Towards the end of 2014, he registered 
Crosstown Courier Services and shifted his 
day classes to evening to enable him dedicate 
more of his time to the business.

In order to create more awareness about 
his business, he joined hands with the 
Rotary Club of Mombasa and started cycling 
competitions in the coastal city. 

Being a keen conservationist, he also 
started tree planting projects in schools.

“We are a green company. The bicycle 
we use for deliveries does not pollute the 
environment. By planting trees in schools, I 
am inspiring a generational of conservators,” 
Fondo says.

His efforts to conserve the environment 
has already won him accolades.  He received 
the Wonderland Award from the Education 
International in recognition of his efforts to 
conserve the environment.

The award came with a cash prize of 
Sh100,000 which  he invested in growing his 
enterprise.  Thanks to the prize money, he 
has hired an officer with three support staff. 
He also bought three more bicycles.

That some of his bikes are electric serves 
to underline his commitment to a clean and 
safe environment. 

Fondo is also happy that Mombasa 
County has given him business. And it is his 
volunteering at the county that did the trick.

“I went back to Mombasa County and 
requested to be delivering their letters. Since 
they knew me, they gave me the business 
and they are happy that their letters reach 
the right destinations on record time,’’ Fondo 
says adding that his venture has opened for 
him a vast window for new possibilities.

In 2015, courtesy of the Tony Elumeru 
Foundation, he was invited for a boot camp 
for start-ups in Nigeria.

“It was unbelievable that a simple idea has 
taken me this far. The forum helped me meet 
with entrepreneurs from across the continent 
and opened my eyes to new ideas,’’ he reveals.

He was also awarded $5,000 
(Sh500,000)  which he invested in the 
business. 

Further, in 2016 he attended Swiss 
Re Start-Up Academy for training young 
entrepreneurs. 

In 2017, he participated in the Kenya 
Commercial Bank Lion`s Den, a competition 
forum for budding entrepreneurs.

“We received three offers after the (Lion’s 
Den) competition. Others wanted to give 
us money for a stake in the business but 
we declined. We still needed to nurture the 
business. By selling a stake, it meant that we 
could lose the vision,’’ he says.

Fondo says he has also resisted job 
offers from leading corporates to build his 
enterprise.

“I have received serious job offers from 
leading accounting firms in the country. 
Some of my former classmates have also 
encouraged me to join them but I have 
resisted,” says the second-born in a family of 
five.

“Crosstown Courier can give me the 
satisfaction I desire. I am happy that my 
parents are supporting me in my dream.’’ 

His father is an accountant and university 
tutor while his mother runs a café.

Riding on the Mombasa success story, in 
March he expanded into Nairobi.

Currently, housed at Strathmore 
University business incubation centre, 
Crosstown Courier has already bagged 
lucrative business.

“We have inked a deal with a chain of 
restaurants to do their deliveries from this 
December,’’ he says.

Fondo is certainly savouring some 
measure of success, having come a long way 
from the time it was an uphill task to get 
even a single client

“Sometimes I could sit in the office for 
three weeks without receiving a call for 
business. I could even start imagining 
that I was in the wrong business and that 
I should concentrate with my university 
education. However, I kept the faith that 
something good was on the horizon,’’ says the 
entrepreneur.
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Career counseling session at College of Human Resource Management (CHRM) in July 2018.
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IHRM Shines

Ms. Winnie Pertet 
Chairperson 
National Employment 
Authority (NEA).

 Mrs. Anne Makori -  
Chairperson, Independent 
Policing Oversight Authority 
(IPOA)

Ms.  Lyn Mengich, 
Chairperson Salaries & 
Remuneration Commission  

Dr. Amani Komora  - 
Commissioner Salaries & 
Remuneration Commission  

Ms. Margaret Sawe - 
Commissioner  Salaries & 
Remuneration Commission  

T
he Institute of 
Human Resource 
Management has 
recorded tremen-
dous progress as 
far as enhancing 

visibility is concerned. From a 
strong presence on various social 
media platforms to securing a spot 
on mainstream media as a subject 
matter expert. 

This visibility has not gone un-
noticed since by the government 
of the day as well as local and 
international partners. In the year 
2018 the HR fraternity as seen 
senior professionals appointed to 
key commissions in the republic.

For a start the Salaries and 
Remuneration Commission (SRC) 
is currently chaired by a HR 
professional Madam Lyn Mengich 

and has two Commissioners Dr. 
Amani Komora and Ms. Margaret 
Sawe.

Mrs. Anne Makori a veteran 
HR practitioner is now the Chair-
person, Independent Policing 
Oversight Authority (IPOA) while 
her counterpart Ms. Winnie Pertet 
is chairing the National Employ-
ment Authority (NEA).

The Executive Director CHRP 

Dorcas Wainaina was part of 
the panel responsible for the 
recruitment and selection of the 
Vice-chairperson and Members 
of the Public Service Commission 
(PSC). This goes a long way to 
demonstrate that the profession 
HR as well as The Institute’s place 
in the leadership and development 
of our country is key.

IHRM Executive 
Director taking 
oath of office, 
as a Member of 
the selection 
panel for the 
recruitment, 
selection and 
appointment 
of the Vice-
chairperson and 
Members of the 
PSC.

IHRM Executive Director with the  Chief Guest, Hon. 
Mr. Justice Sylvian Ore, President-African Court on 
Human and Peoples’ Rights Arusha, Tanzania during 
the 1st International HR Convention.
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Dorcas Wainaina was part of 
the panel responsible for the 
recruitment and selection of the 
Vice-chairperson and Members 
of the Public Service Commission 
(PSC). This goes a long way to 
demonstrate that the profession 
HR as well as The Institute’s place 
in the leadership and development 
of our country is key.

IHRM ED with Mr Neil Reichenberg Executive 
Director, IPMA-HR in Washington DC.

IHRM 
Executive 
Director 
during the 5th 
Public Sector 
HRM Network 
Conference 
in Kampala, 
August 2018.

IHRM Executive Director 
with Society of Human 
Resource team at their 
offices in Virginia USA.

IHRM Executive Director with the  Chief Guest, Hon. 
Mr. Justice Sylvian Ore, President-African Court on 
Human and Peoples’ Rights Arusha, Tanzania during 
the 1st International HR Convention.



IHRM 2018 at a Glance

Delegates at the 1st ever North Rift branch Iten Training that was happening 
today 8th June, 2018 at Lelin Camp Site Kessup, Iten.

Delegates during the 1st AHRLC 2018 in Washington DC

Ms. Lyn Mengich, Chairperson, SRC launching the IHRM Assessment 

Centre during the 22nd HRMConference.

Launch of the publishing project in January 2018.
Launch of IHRM 
Western Branch.

North Eastern Branch Launch.
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Managing 
Director, Kenya 
Ports Authority 
(KPA) Dr. Daniel 
Manduku 
awarding a 
representative 
from ICEA LION 
GROUP the 
best exhibitor 
during the 
the 22nd HRM 
Conference.

Delegates 
during the 1st 
AHRLC 2018 in 
Washington DC.

Launch of the publishing project in January 2018. Signing of an MoU between IHRM Kenya and ICF Kenya.

Delegates during the 1st HR Training in Turkana 
County.

North Eastern Branch Launch.

IHRM 
Leadership 

appreciating CAS 
Labour, Hon. Abdul 

Bahari during the HR 
Month Dinner.
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IHRM 2018 at a Glance

Delegates during the 1st 
HR Convention - Arusha 
Tanzania.

Delegates 
during the 
Rift Valley 
Annual HR 
Convention 
Wednesday 
22nd August, 
2018 at 
Sarova 
Woodlands 
Hotel & Spa.

Delegate during the Nyanza Western training 
Friday, 14th September, 2018 at Royal City behind 
Aga Khan Hall, Kisumu.

Delegates at the 2nd Annual Nairobi_Central_
North Eastern HR Convention at the Sport’s 
Man Arms Hotel Nanyuki.

Inaugural IHRM Western Branch forum, November, 2018.

Delegates 1st HR Leaders’ Bootcamp  in Mombasa, February 2018.

IHRM 
Executive 

Director  with H.E. 
Hon. John Nyagarama, 

Governor Nyamira County 
during the Launch of the 

Nyamira County HR 
Skills Audit Exercise,  

March,2018.

p.30  |  HRM—Magazine



its Mandatory to RENEW YOUR
2019 MEMBERSHIP

RENEW YOUR
2019 MEMBERSHIP

Visit your online portal, 
download the invoice,
make your payment & 

visit our office to 
collect the 

2019 certificate & card
Incase of Challenges:membership@ihrm.or.ke

H
ighly trained 
graduates are in-
creasingly settling 
for low-cadre jobs, 
underlining the 
extent of the biting 

job shortage and the skills mismatch, 
particularly among graduates. 

The survey details how graduates 
are taking low-cadre jobs such as driv-
ing, security and working as messenger, 
which are way below their skills and 
training.

The report, The 2018 Skills Mis-
match Report by the Federation of Kenya 
Employers (FKE), further says that this 
development has seen diploma and certif-
icate holders displaced by graduates from 
the jobs that best suit them.

“Graduates are slowly squeezing out 
the diploma and certificate qualified per-
sonnel in the job market,” the report notes.

FKE Executive Director, Ms Jackline 
Mugo, said the phenomenon of highly 
qualified graduates ending up in low-cadre 
jobs compounds the problem of resource 
wastage in the economy.

“A lot of money is being spent educating 
master’s degree students who end up doing 
jobs that can be done by someone with lower 
skills. As a nation, we are wasting a lot of 
resources in education,” Ms Mugo said.

Another challenge that the report has 
flagged is the unprepared of the graduates 
for the job market. The survey notes that 66 

per cent of the university graduates were not 
adequately prepared for the jobs they applied.

Only 34 per cent were prepared for the 
new jobs, it says. This compels organisations 
to allocate resources for training such gradu-
ates on the practical aspects of the workplace.

The report notes that employers are 
spending in excess of Sh100,000 per employ-
ee  for training, thus hurting their financial 
well-being.

In a bid to go round the challenge of 

insufficiently trained graduates, some 
employers have narrowed down to specific 
universities, which they feel produce well-
trained personnel.

Most employers, the report shows, 
prefer graduates from Kenyatta Univer-
sity, University of Nairobi and Strath-
more University.

“Strathmore is the most preferred 
private university competing with other 
public universities like the University of 
Nairobi in having the best preparation 
of students in the labour market,” says 
the report.

The survey calls for academic 
institutions to include practical com-
ponents to enable students fit into the 
job market.

 The survey is bound to trigger 
debates in the human resource sector 
as the training gaps continue to affect 
various staffing levels.

The FKE surveys comes a few months after 
the release of The Future of Jobs Report 2018 
by the World Economic Forum (WEF).

The report, which identifies some of the 
fast diminishing jobs against emerging op-
portunities, argues that the skills gap among 
staff and top managers is likely to affect the 
use of new technology thus stunting business 
prospects for organisations.

Most of these organisations will be forced 
to dedicate much resources to ``prepare’’ their 
staff for emerging market disruptions and 
realities.

WORRYING 
TREND 

OF SKILLS 
MISMATCH IN 
JOB MARKET
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BY IRENE KIMACIA

American writer Henry Miller 
says: “One’s destination is never 
a place, but a new way of seeing 
things.”  

This perfectly sums up the thinking 
behind the 1st Africa HR Leaders’ 
Consortium held on 12th -14th November, 
2018 in Washington D.C. More than 50 
African HR Leaders from Kenya, Uganda, 
Tanzania, Ghana and Nigeria congregated at 
the Washington Plaza Hotel for the meeting, 
the first of its kind. From the points of 
discussion its right to say the meeting is set 
to revolutionalise HR practice in Africa.

For the African delegation majority of 
who were traveling to the USA for the first 
time the new experiences would start right at 
home. The very process of applying for visa 
and attending the interview at the American 
Embassy was something to write home 
about. If you come from an African home 
like me, I am sure you have heard a number 
of stories majority of them untrue about the 
American Embassy from what to say, how 
to say it, what to wear, what to carry not to 

mention the ‘tricky’ questions during the 
interview. 

Don’t get me wrong you need to prepare 
for the interview and you definitely have 
to look the part lest you show up in ragged 
jeans while claiming to attend a professional 
forum, that is likely to work against you. 
Confidence however, is everything I 
discovered. Fast forward to actual travelling, 
connecting flights moving from one gate to 
another not to mention long seating hours 
and different time zones then you begin to 
see things in a different light.

A lesson for me and for most of us in 
Africa, proper signage is very important so 
is reading the signs and directions correctly. 
The use of trees, old structure which can be 
brought down any time and ‘Mpesa’ shops to 
give directions as we often do simply does not 
work in the US.

Like Miller puts it, seeing things in a new 
way is no mean feat; it takes courage and 
patience. The ability to appreciate another 
person’s perspective or embrace a new way 
to doing things requires one to be self-aware 
and self-assured such that you are open to 
change and does not view it as a threat.

Facing change was what the conference 

sough to squarely do.  This is why it was 
themed ‘Addressing Emerging HRM 
Issues in Africa Based on Three Pillars - 
Leadership Development, Technology and 
Digital Transformation in HR and HR Data 
Analytics’. 

An array of international subject 
matter experts shared their knowledge and 
experiences providing a great benchmark for 
the HR Leaders.

From the sessions it was evident that 
the use of technology especially Artificial 
Intelligence has transformed the HR 
landscape requiring every professional to 
keep pace in order to remain relevant. 

For instance China recently launched 
the world’s first AI news anchor. This may 
not be a reality any time soon in the African 
context. However, it does not mean that HR 
professionals should not prepare for this 
future. It is important to start small with the 
very basic processes which can be automated 
using simple technology as opposed to 
getting frustrated due to lack of first world 
technology.

In order for Africa to compete with the 
rest of the world there is need to deal with 
numerous challenges which continue to 

DIASPORA THOUGHTS
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IHRM National 
Chairman 
with Yolanda 
Escalante in 
Washington DC.

IHRM Executive 
Director with 
ABMC Intl. CEO 
in Washington 
DC.

Ms. Irene Kimacia 
Head of Corporate 
Communication, IHRM.
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IHRM National 
Chairman 
with Yolanda 
Escalante in 
Washington DC.

Team Kenya 
during the 
1st Africa 
HR Leaders’ 
Consortium in 
Washington DC 
November 2018.

IHRM Executive 
Director with 
ABMC Intl. CEO 
in Washington 
DC.

bedevil our Continent. Corruption for 
example has hampered development 
in every facet of life in Africa and 
the workplace is no different. HR 
professionals must address issues such 
as nepotism and discrimination at the 
workplace as leaders in their line of 

business.
That AI has firmly captured the 

attention of the world was evident 
at the forum.  By the third day of the 
conference my immediate neighbour 
in the hall who had had an overdose of 
AI said:  “If anyone says AI one more 

time I will walk out…”
 Luckily no speaker mentioned AI 

again and she did not have to walk out.

The writer is the Head of Corporate 
Communications at the Institute of 
Human Resource Management
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tivity for you to meet the expectations of the 
shareholders.

Another thing is that it is a tough balanc-
ing act. In most cases, there are competing 
interests. As an MD you want to give your 
employees the best experience of working for 
you but remember nothing can surpass the 
need for good shareholder returns at the end 
of every financial year.

You therefore realise that you need to bal-
ance between achieving the best results for the 
organisation and the staff.How to attain the 
best for the two is the learning curve.

Do you think HR practitioners can make 
better CEOs?

The truth is that very few have transitioned 
to the top level of management. However, that 
is changing now and we have those who have 
made that stride to the top.

This shift is because there is an awakening 
that organisations are about people. At the 

centre of very organisation are people. 
How we manage the people 

determines the success of an 
organisation. For those that 
have made the transition, the 
great success is by the skills 
to manage people for the ex-
pected organizational goals. 
Globally, brands that have 
made big footprints are 
those that have invested in 
people who in turn deliver 
results.

Why do we have 
many accountants as 
CEOs than HR practi-
tioners?

Accountants 
manage resources 
well especially for 
profit-making organ-
isations. They are 
generally considered 
as the custodians 
of the entity. This 
explains why most 
organisations trust 
accountants to rise 
to the top.

 Additionally, part of the reason is that a 
CEO must have a solid financial background.
But that is not to say it is cast in stone. The 
new workplace reality is that one has to be 
an all-rounded person to understand all the 
organisation`s expectations.

It is not enough to be an accountant, peo-
ple skills plays a critical role in an organisa-
tion.

In your own observation, do we have a 
capped age for being a CEO?

Mr Wekulo: There is no age cap. You can 
be one at any time and age. The scene is fast 
changing and the traditional set up of organi-
sations is changing. For instance, many people 
are running very successful enterprises from 
the comfort of their homes or even bedrooms. 
Also, there is a farmer in the village who is 
running a profitable enterprise. Do we say 
he is not a CEO just because he is not seated 
behind a desk?

We are living in changing times and so is 
the concept of becoming a CEO versus age.

Dave Ulrich, the globally acclaimed human 
resource expert, says that the next generation 
of CEOs will have a strong people and culture 
background—and given recent success stories 
like GM’s Mary Barra, it’s starting to look like 
he’s right. 

Mr Ulrich has always said that that Chief 
Human Resources Officers (CHROs) have 
more in common with the business-minded 
CEO than you might think. 

In a recent piece titled ‘’Who is becoming 
ceo these days?’’ kenya institute of manage-
ment executive director Muriithi ndegwa said 
that when someone assumes a CEO role, his 
or her technical background starts to take a 
back seat immediately and he or she starts to 
become a generalist who must appreciate ev-
ery aspect of the business from a very strategic 
level. 

‘The call for senior teams who aspire to be 
the next CEOs is to enhance not only their 
business appreciation beyond their technical 
area both in terms of day to day work experi-
ence and input but also in terms of knowledge 
and skill,’’ he said.

Q&A

How was it transitioning from being a 
human resource Practitioner to being the 
managing director of centum investments?

I think the best words to describe it is 
that it’s a steep learning curve. I say so be-
cause you are expected to cater for different 
interests in order for the organisation to 
deliver. The organisation expects you to 
deliver on its goals meaning that you must 
ensure the staff achieve their full produc-

My take: Bernard Wekulo
on what it takes for a HR professional to rise to CEO level
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ROLE OF HR IN 
REALISATION OF THE 

‘BIG FOUR AGENDA’
BY DR ALICE OTWALA

CEO Public Service Commission

The government has 
set itself the most 
ambitious economic 
and social goals 

under the banner, Big Four 
agenda.  

Under the plan, the 
government has identified 
key sectoral targets - housing, 
food security, health and 
manufacturing.  

For example, by 2022 
the government is keen on 
delivering up to 1 million 
housing units. Universal 
healthcare is already being 
rolled out on pilot basis.

As the ambitious plans are 
being implemented, human 
resource experts say having 
the right skills for various 
positions under this ambitious 
plan is crucial. 

The government, therefore, 
has its work cut out in terms 
of attracting and retaining the 
right talent in order to achieve 

the desired results within the 
right time frame.

The government has in the 
past head-hunted for special 
talents to deliver critical 
government projects. This was 
the case with projects related 
to Vision 2030.

Public Service Commission 
CEO, Dr Alice Otwala, said 
that the government has to 
attract the right talent who 
will successfully implement 
critical projects such as the 
Big Four Agenda.

“Talent acquisition and 
managerial strategies can 
ensure that the public service 
has the right people in the 
right place at the right time in 
the implementation of the Big 
Four Agenda,” she said.

Public service is however 
concerned that while it may 
not be difficult to attract 
talented people with the right 
set of skills and prerequisite 
scope of experiences to carry 
out monumental projects 
such as the Big Four agenda, 
the biggest challenge lies in 

retaining them.
Dr Otwala attributes this 

to the growing number of 
corporates thriving on ready 
talent and have no qualms 
splashing the cash to attract 
the best in the job market.

“In today’s talent-hungry 
job market, one of the 
greatest challenges that the 
public sector is facing is to 
successfully attract, recruit, 
train and retain talented 
employees,” she said during 
a presentation at the 22nd 
IHRM Annual Conference in 
Mombasa.

Experts say the success 
of the Big Four Agenda not 
only depends on hiring the 
right human resource, but 
also deploying them wisely 
through provision of clear 
targets, strategic planning 
and  having tools to measure 
performance, among others.

In short, the quick 
realisation of the Big Four 
Agenda will call for deliberate 
“fit for purpose” staff at 
various cadres.
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TIME TO EMBRACE 
‘TABLE HR’

I believe in effective HR 
Leadership through action, 
results and positive impact. 
The

future life-line for people, 
organisations and our HR 
economy is positive action for 
results.

Given the seismic trends hitting 
the HR space today, we have to 
raise the talk, embrace the changes 

and be proactive in bringing the 
issues to our own table, create the 

results required and lead. The 
closer the table, the more 

effective the results we 
create and the impact 
we envision. We must 
disrupt positively 
the old order and 
transform into the 
new HR order.

As a result, 
TableHR® is about 
a new order of 
focusing on results 

at industry/ 
sector level 
and by 
extension 
to the 
organisation. 
The 
methodology 

is rigorous 
and consistent 

through a team 
of champions and 
quality teams per 
industry/sector who 
come together and 
agree on thematic 
issues that they either 
need solutions or 
want to raise the 
bar on the quality of 
solutions or the result 
and impact. They 
prioritise the issues 
and convene into 
great conversations 

to arrive at a consensus using 
tools to derive the result 
required. They are facilitated 

by key resource persons, topical leaders 
and champions in the industry/sector. 
The main tool is an integrated tool that 
focuses on results and impact, intention 
and timelines, visualisation, actions and 
support required.

The result and testimonials are then 
published and shared in an IHRM 
meeting to reach the wider ecosystem 
for mobilisation and implementation. A 
carefully thought through stakeholder 
management and other change tools are 
also applied as appropriate to maximise 
the result.

This initiative will primarily add 
new value to HR practitioners in the 
implementation of various HR and 
business initiatives while enabling 
industry champions and teams to 
continuously coordinate, monitor, 
evaluate and sustain gains.

It is also a platform where HR 
professionals and business leaders will 
partner and network for enhanced 
mutual experience and results; promote 
proactiveness and oneness in the HR 
profession across sectors and industry; 
create and tap synergies to achieve 
solutions and innovation for people and 
our work places. This initiative will also 
benchmark, contribute to and anchor 
higher HR standards, performance and 
practices.

Through the teams and networks, 
mentorship, coaching and role-modeling 
will be embedded to grow the HR 
pipelines and capability. Other new 
ways of working and experience will also 
emerge and be embedded!

A grand roll-out plan for 2019 will be 
unveiled kicking off the multi-industry/
sector approach. Watch this space! Be 
part of the new HR order!

You are invited and requested to be 
involved and participate in driving best 
practices, results and impact in and 
across industry/sector.

TOGETHER WE ARE STRONGER! 
Together we WIN using TableHR!

Dr Lawrence Ndombi, Fellow-IHRM
CE & Regional Leader, BPC Africa
tablehr@bpc.co.ke
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HUMAN RESOURCE MANAGEMENT PFESSIONALS 
EXAMINATION BOARD (HRMPEB)

Established under section 16 of the Human 
Resource Management Professionals Act, No. 52 
of 2012, the Human Resource Management 
Professionals Examinations Board (HRMPEB).

Our mandate: 
- To prepare syllabuses for Human Resource 
  Management Professionals Examinations; 
- Make rules with respect to the examinations; 
- Issue certificates to candidates who have 
  satisfied examination requirements 
- Promote recognition of its examinations locally 
  and internationally. 

CHRP is divided into three (3) parts with 
with two (2) levels each

- Kenya Certificate of Secondary Education (KCSE) 
  with an aggregate of C+ 
- Minimum grade of C in English and Mathematics OR 
- Have equivalent qualifications subject to approval by 
  the Examinations Board.

Application for CHRP  is ongoing. Individuals who are 
interested in joining the professional  certification 
course are invited to apply for January 2019 intake. 
Application forms are available in HRMPEB website: 
(www.hrmpeb.or.ke)

WHO WE ARE CHRP EXAMINATIONS 
MINIMUM ENTRY REQUIREMENTS 

Visit Us : 
1st Floor, Cardinal Otunga Annexe, Kaunda Street  

Telephone: +254 20 2400412 / +254 20 2400413  
 Email: info@hrmpeb.or.ke

www.hrmpeb.or.ke

Candidates can apply for exemptions in CHRP 
Examination. Exemptions shall be granted on 
paper by paper basis

EXEMPTIONS 

APPLY NOW
 



Emerging trends 
in interior decor

Van life: People often see 
vanlife as small living – but in 
fact, its quite the opposite .... 
how do you decide what makes 
it inside, whether it be decor or 
functional objects?

Playing with marbles. 
Décor: Whether you’re building PVC 
tubing tracks for the marbles to roll through, 
sending them flying at each other across the 
floor to knock a friend’s score out, or just 
arranging pretty patterns in different colours 
with them, marbles are undoubtedly a great 
way to amuse yourself.

Velvet Underground: 
Velvet is such a deliciously luxurious 
fabric, usually rich in jewel tones and 
lovely to the ... Modern Inspiration Style.

Bowl game: Fabulous 
and unique artistic centrepie-
cRich colors with striking tribal 
carvings. Ideal choice to accent 
any artisan theme décor.

Maximalism: For these spaces, more 
is more—more objects, more patterns, more 
texture, more color, just more
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BY BENJAMIN OBEGI

Workplace is undergoing a 
tremendous change. The rigid 
office where every rule was 
sternly enforced is giving way to 

a fluid, flexible and casual environment.  This 
is aimed at achieving work-life balance that 
research has found enhances efficiency and 
boosts productivity a great deal.

To keep pace with this modern trend, 
companies are transforming their workplaces, 
going as far as setting up in-house gymnasiums.  
The office has shifted from the dreary scene 
defined by lockers, shelves, files and cabinets 
into a vibrant, easy going place. 

Global giants like Google have in recent 
times come up with innovative office space with 
ball pits, climbing walls and in-house gyms. 
All this is geared towards creating the most 
conducive work environment and ensuring that 

the staff is in the correct mental and physical 
shape.

In Kenya, software maker Craft Silicon 
Limited, Standard chartered Bank, beverages 
giant manufacturer Coca-Cola in its Kenya 
office and iHub are some of the local of the 
local companies that have adopted this modern 
trend at their work spaces. 

Firms such as Google, Centum, Andela, 
Oxygen and Ogilvy have facilities like kitchens, 
game centres, pool table.  Some companies 
invite Zumba trainers- a form of dance with 
aerobic work-outs - to their office gyms where 
they conduct sessions for their staff. 

“I got into office training after clients I 
was having sessions with at the gym asked me 
whether I could be interested in training them 
at their offices,’’ Zumba trainer,  Ben Mariga 
said recently, adding that it is much easier to 
train  employees at their office.

Mariga, 27, has been in the physical training 

business for the last four years in Nairobi. 
During this period, he said the number of 
Zumba enthusiasts has grown tremendously. 

Experts say by keeping fit and working in a 
dynamic environment, employs become healthy 
and motivated. Physical exercises also increase 
blood flow to the brain, shaping mental fitness 
and boosting creativity among employees.

“I see employees return from workouts 
refreshed and better focused on their jobs. 
Time lost on exercise is made back and more in 
terms of improved productivity,” Ryan Holmes, 
the CEO of HootSuite, a social media platform 
told BBC last year. 

Jim McKenna, a professor of physical 
activity and health at Leeds Metropolitan 
University undertook a study on 200 workers 
in the UK that showed a section of the 
employees who had exercised performed better 
and were more productive.

 The kind of exercises recommended for 

New look workplace
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BOOK REVIEW
BOOK: Jack Welch and the 4 E`s of Leadership
How to Put GE`s Leadership Formula to Work in Your 
Organisation
Author: Jeffrey A Krames

Most of us marvel at the exploits of great 
leaders who have excelled in turning mere 
ideas or small firms into hugely successful 

corporations or world-acclaimed brands. This is a 
dream for every manager at any level.

So, what’s the recipe for such success? Or what 
unique attributes are required to attain such breath-
taking level of success? The answers to these begging 
questions are found in Jeffrey A Krames’ intriguing 
book. 

The book demonstrate that at the core of every 
successful organisations 
are people who decide 
not just to succeed 
at personal level, but 
possess the desire to 
see others scale the 
heights of their goals and 
aspirations. 

Another important 
question at the centre of 
this book is; how will the 
leader in you contribute 
to the success of your 
organisation?

The answer to this 
question lies in the pages 
of this masterpiece that offers incomparable insights 
into the life of Jack Welch, credited for driving the 
success of General Electric (GE), a US-based brand.

Perhaps what will captivate, and resonate with, 
top managers are the leadership models that Welch 
employed. Krames offers not just a score card for 
Welch but elucidates the traits and leadership style 
that cemented his success. 

According to Krames, Welch inculcated 4 E`s in 
the entire corporation - Energy, Energisers, Edge and 
Execute.

How can you as a leader spark sufficient energy 
among your staff and collectively channel it towards 
the vision of the company.  According to Krames, this 
was the first success pedal for Welch at GE.

At GE, Welch realised that it was not enough to 
hire smart people; the greatest task lies in modelling 
them into outstanding performers and motivating 
them in a way they will give their all to realise the 
firm’s objectives. 

 Welch also believes in the power of cultivating an 
edge. Corporations that succeed are led by leaders 
who have the ability to make tough decisions that will 
sharpen the competitive edge of the company. This is 
crucial in this time and age of cutthroat competition. 
A leader must consistently devise ingenious ways to 
keep the company ahead of the pack. Such a role has 
also come into a sharp focus as technology disrupts 
every other industry.

The book, however, cautions that all the above 
leadership golden gems would amount to nothing 
unless the leader or manager has the spine to execute 
them. This makes execution an indispensable part of 
Welch’s formula for success.
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most of the employees include treadmills, 
cardio, weights and swimming among others 
which help staff relax after a hard-day’s work. 

Gyms at workplaces allow workers to 
exercise before work, after work or during lunch 
break.  The proximity of such workout facilities 
takes cognizant of the busy schedules of the 
employees. Without having to go far to access 
physical activity facilities, employees will then 
have more time spent working out.

Many companies also negotiate corporate 
deals with their local health and fitness clubs 
and to offer heavily discounted or subsidised 
membership rates to employees.  

In a nutshell, all this is part of the human 
resource department’s desire to take care of 
the wellbeing of their staff in order to boost 
productivity.

In Kenya, 
software 
maker Craft 
Silicon 
Limited, 
Standard 
chartered 
Bank, 
beverages 
giant 
manufacturer 
Coca-Cola 
in its Kenya 
office and 
iHub are 
some of 
the local of 
the local 
companies 
that have 
adopted this 
modern trend 
at their work 
spaces. 



Politics is found in 
almost every corner 
you turn to and the 
workplace is no 

exception. Politics can inflame 
emotions leading to frayed 
nerves. But politics can also 
be put to good use if you are 
adept at playing it and using to 
influence positive behaviour or 
change. 

There are two ways to 
survive office politics.  You can 
either ignore, or learn to ride 
the tide to the shore. If you 
choose to do your job and mind 
your own business, you also 
ought to keep it your mind that 
sometimes your career growth 
depends on how you navigate 
the political waters. 

Interestingly, more than 
65% of promotions are not 
based on ability to perform a 
job, but rather ones’ ability to 
understand and influence the 
decision makers.  This means 
you may need to learn to 
manage and survive the murky 
waters of office politics to climb 
the corporate ladder!

1Understand formal and 
informal power and 
interests

Power lies in formal 
and informal structures within 
an organisation.  Formal power 
lies within the organisational 
structure and embedded 
within the ranks and positions. 
Informal power lies with those 
who can influence others, lead, 
direct or achieve without an 
official leadership title. 

 Employees with informal 
power may be the most 
experienced or knowledgeable, 
or the most likeable, those who 
have gathered respect of the 
formal power structure and can 
influence the decision makers to 
lean one way or the other. 

Understanding the power 
dynamics will determine how 
effectively you can tap into 
the power structure and effect 
change, achieve goals without 
necessarily stepping on toes. 

2Be likeable but 
professional

The easiest way to 
avoid problems within 

an organisation is to just get 
along with people, which is a 
lot harder than it sounds. You 
don’t need to make everyone 

your best friend, but just be 
pleasant enough to encourage 
collaboration whilst still 
professionally assertive when 
necessary.  To make things 
easier, focus only on the issues 
and not the people and their 
personalities.  Try to be as 
helpful as possible, build 
political capital and loyalty and 
reduce the chances that you will 
be used as a pawn and end up 
as a victim of political intrigue.

3Don’t Complain or 
break confidence

The best way to gain 
loyalty from colleagues 

is to keep the secrets they have 
divulged to you. No matter how 
frustrated or irritated you get, 
do not openly complain about 
your supervisor or colleagues 
to anyone.  Find a way of 
contributing to conversations 
without sharing secrets or 
contributing to gossip.  Be a 
straight arrow by exhibiting 
integrity, confidentiality and 
ethics in every situation. Be 
open and honest in all your 
dealings, and don’t be afraid 
to be completely truthful 

and share your thoughts and 
feelings and you will gather 
enough respect to control your 
narrative in the workplace.

4Learn how to balance 
stakeholders

There will always 
be conflicting interests 

at play, mainly because people 
are different. Within an 
organisation, the interests may 
be vast and varied depending 
on individual, departmental 
or organisational needs. To 
balance the various stakeholders 
involves getting things done 
while maintaining positive 
healthy win-win relationships.  
Always remember not all 
stakeholders are equally visible 
and it’s important to map all 
those who may be affected by 
a decision. Develop your inner 
intuition and listen out for cues 
that someone may be interested 
in a project or its impact and 
outcomes.

5Don’t make enemies or 
burn bridges

It’s not possible to 
make everyone happy 

all the time, and some of your 
actions may ruffle feathers, but 
the best way to stay safely away 
from the political whirlwind is 
to avoid making enemies, and 
burning bridges along the way.  
Once a project is done, you may 
need the same people to help 
you achieve a different goal!

6Put your ear to the 
ground

You need to pay 
attention to what is 

going on in the organisation to 
understand how decisions are 
made; how they will affect you 
and others: nurture important 
relationships with the people 
who have power and influence, 
and become more politically 
savvy, which is a skill you can 
learn without compromising on 
your values or integrity.

Be authentic; you may be 
the change needed to ensure 
transparency and collaboration. 
Do not be afraid to speak your 
truth, but be kind with your 
words to ensure you build a 
culture of honesty and kindness 
for growth and sustainability.
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Wading through 
Office Politics

| Ms. Elizabeth Muguchu |
People Development Manager Andela 



BY SUSAN WAKHUNGU

Air BNB is the largest real estate 
company in the world, but it owns 
no houses or any property. Uber 
is the largest taxi company in the 

world, but it owns no cars.
Facebook and instagram are the largest 

photo companies in the world, but they own 
no cameras. 

 Disruption is real. None of the above 
mentioned companies existed  20 years ago.

The train has left the station.
A raft of issues is changing the environent 

in which we work. Globalisation, technology 
and innovation, demographic shifts, 
economic powerbases, climate change and 
rapid urbanisation are radically reshapingthe 
world through one disruption after another.

And the pace of change is unprecedented. 
Look at the knowledge curve for instance. By 
the 1900s, knowledge changed over a period 
of 100 years. Around the 1950s, knowledge 
changed over a period of 25 years. Currently, 
knowledge changes every 12 months. It is 
clear now that in the near future, knowledge 
will be changing every 12 hours.

There is less certainty about the future. 
In academic circles, one can say that the 
volatility, uncertainty, complexity and 
ambiguity of the workplace are now more 
real than ever.

Over 52 per cent of the Fortune 500 
companies that existed before 2000 are no 
more. 

How prepared are you in your career to 
be relevant for the impending changes?  You 

either reinvent yourself or you will be extinct. 
Become distinct or you will be extinct!

Change is happening everywhere and 
every time. Imagine what M-Pesa has done to 
the banks. Many people are now conducting 
banking transactions at the comfort of 
their couch. Long queues that used to be 
commonplace at the banking halls have been 
significantly reduced or are even non-existent 
anymore. 

The workplace has not been spared these 
immense changes.  Millennials do not fancy 
working on 8am to 5pm timelines.  And there 
is nothing like a permanent and pensionable 
job anymore. 

According to Thomas Frey, 60 per cent 
of the jobs for the next 10 years have not 
been invented yet. While some people are 
becoming distinct by reinventing themselves, 
others are becoming extinct.

We are staring at a future that is going 
to have jobs like a digital death manager, 
This will be expected to be a specialist that 
manages or eliminates the digital content of 
people when they pass on.

Question therefore is: How many of us 
have fastened our seatbelts and are ready for 
the ride? How many of us are still stuck in 
yesterday and not helping our organisations 
to think differently? 

We are therefore contending with 
a situation where we will either have 
innovators who create powerful solutions 
that significantly enable people to do work or 
administrators who fail to add value to the 
business and hence headed for extinction. 

A long time ago, and until recently, 

the human resource practitioners were 
only viewed as administrators whose core 
function was handling bureaucratic and 
administrative aspects of employees. 

The role then morphed into that of 
enforcer who dealt with unions handling 
labour related issues. This led to the 
emergence of the HR expert handling 
training, recruitment and the use of science 
in the practice.

We now have HR partners to assist 
in making strategic business decisions in 
companies and organisations.

The challenge for HR professionals 
is to figure out how to look deep into the 
organisation to find talented, visionary 
people with a passion for the future and to 
anticipate the skills needed going forward.

Employees are demanding work 
conditions that inspire them, and there is 
a link between the work environment and 
health as well as well- being. 

When we look in the mirror, we see 
ourselves as entire human beings – not just 
people with jobs and careers, but people with 
families, friends, beliefs, interests, passions, 
responsibilities, worries and futures. 

HR needs to look at people through 
the same mirror – not just as employees or 
colleagues but as total human beings.

To outlast the competition, to evade 
disruption, organisations need leaders who 
are innovative, who galvanise the troops. 
Who deliver results, who have grit and who 
are incentivised to be the best of the breed. 

HR must proactively put more effort into 
development of leadership at all levels. It is 
only through leaders being able to inspire, 
develop and align the effort of people that 
organisations will thrive and ride out the 
coming waves of disruption.

And as Ram Charan puts it, CEOs would 
like to be able to use their human resource 
officers the way they use their CFOs — as 
sounding boards and trusted partners — 
and rely on their skills in linking people 
and numbers to diagnose weaknesses and 
strengths in the organisation, find the right 
fit between employees and jobs, and advise 
on the talent implications of the company’s 
strategy. But it’s a rare CHRO who can serve 
in such an active role. What they can’t do 
very well is relate HR to real-world business 
needs. 

ARE YOU PREPARED FOR THE WAVES OF 
DISRUPTION?
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 The Uhuru-Raila handshake

There are daily handshakes but 
this handshake was an ice-breaker. 

Before the March 9 handshake, 
tension was palpable and the 
country on the edge after a bruising 
political cycle.

True to our democracy, Uhuru had 
won and seemed to have carried 
everything as Raila and supporters 
cried foul.

  The Russia World Cup 2018
  
Every world tourney has its colour and 
shockers and in Russia it proved the same.
Whereas the tourney had big teams out to 
display their mettle, it did not escape the 
global attention that others like Italy were not 
present. From the colourful opening ceremony 
to the beautiful pitches, it was simply the best 
that Russia to open itself to the international 
stage. Perhaps, this was the best way for 
Russia president, Vladimir Putin, to display 
his might by welcoming big nations to the 
country.

  The Royal Wedding

On May 19, the global attention 
was drawn to the royal wedding as 
Prince Harry and Meghan Markle 
exchanged vows.
The royal family was thrown to the 
limelight.
It was all cameras on the two and 
especially Meghan.
She was dressed by Clare Waight 
Keller.
As the two walked down at the St 
Georges Chapel, it was a perfect 
pick for the international media. 

  Graft Trojan Horses

The number of graft cases reported in the 
country was simply a shocker.

Some of the graft cases had billions of 
shillings lost through official inefficiencies 
and outright designs to steal from the public 
coffers.

There was a repeat of a major scandal 
at the National Youth Service in which Sh9 
billion was lost.

The National Cereals and Produce 
Board(NCPB) lost Sh1.96 billion.

   This man Nordeen Hajji
  
Very little was known about this man till 
he was appointed the Director of Public 
Prosecutions(DPP).
The former National Intelligence Service(NIS) 
director has brought in a new breath in the 
way prosecutions are pursued.

For a man who came in at a time when senior 
government officers were facing corruption-
related issues, he has proved that the mighty 
can also face the law.

  The Death of George H W Bush
  
This death confirmed the ideals that a nation 
has in its veterans.
  Bush senior, who died at 94, provided 
Americans an opportunity to salute his great 
service to the country both as a World War II 
jet fighter and as president.
During the war, his plane was brought down 
but he survived the attack.
The fighter in him received special mention by 
every speaker during the burial services.

20
18

 at
 a

 
gl

an
ce

p.44 |  HRM—Magazine

BY BEJAMIN OBEGI



Quotable 
quotes: 

On life:
What holds us back in life 

is the invisible architecture of 
fear. It keeps us in our comfort 
zones, which are, in truth, the 
least safe place in which to 
live. Indeed the greatest risk in 
life is taking no risk. But every 
time we do that which we fear 
, we take back the power that 
fear has stolen from us - for on 
the other side of fear lives our 
strength. Every time we step 
into the discomfort of growth 
and progress, we become 
more free. The more fears 
we walk through, the more 
power we reclaim. In this way, 
we grow both fearless and 
powerful, and thus are able to 
live the lives of our dreams.”

On money:
“Money will buy you a 

fine dog, but only love can 
make it wag its tail” – Richard 
Friedman

On Love:
Any man who can drive 

safely while kissing a pretty 
girl is simply not giving the kiss 
the attention it deserves.

On career.
You have to care about 

your work but not about the 
result. You have to care about 
how good you are and how 
good you feel, but not about 
how good people think you 
are or how good people think 
you look...Treat your career 
like a bad boyfriend. It likes 
it when you don’t depend on 
it. It will chase you if you act 
like passion, friendship, family, 
longevity are more important 
to you.

On men and 
Women.

In an ideal family, a man 
thinks that the dinner appears 
in the fridge on its own, and 
wife – that the money appears 
in the cabinet.

H
ow much 
does it really 
matter if 
someone 
is highly 

motivated in their work, and 
in their life? 

Lots of studies have 
been done around the 
issue of motivation and its 
astounding that motivated 
employees are 40 per cent 
more productive than 
unmotivated employees.

A 40 percent 
performance differential. 
Another study found out 
that motivated employees 
are 87 percent less likely to 
leave an organisation than 
unmotivated employees.

People that are motivated 
at work have fewer sick 
days, dramatically fewer 
insurance claims, less 
employee theft, fewer 
wasted hours and et al.

There’s a huge 
difference in the outcome, 
in the deliverables, in the 
achievements of motivated 
people than unmotivated 
employees.

Employees derive their 
their energy from the 
inspirational qualities of the 
person leading them.

And this inspiration 
speaks to good 
communication skills. 

 A Study on leaders 
and speakers who inspire 
reveals that their greatest 
strength lies in being able to 
communicate effectively.

Great leaders know 
and appreciate the essence 
of right words when 
communicating.

In leadership, we have 
the inspiration equation of 

communication which is: 
What they know + What 

they see + What they feel = 
inspiration.

Maya Angelou captured 
this very well when she said 
that people will forget what 
you say, people will forget 
how you said it but People 
will never forget how you 
made them feel.

When someone begins to 
communicate with others, 
the first thing people do is 
to start asking questions at a 
subconscious level. 

Everyone communicates, 
few connect, said John 
Maxwell.

The need for you to have 
excellent communication 
skills cannot be over-
emphasised. 

As leaders in 
organisations and people 
who want to scale the 
corporate ladder, we need 
to learn the important skill 
that is public speaking 
especially so that we 
can always motivate our 
employees.

Ordinary speakers, 
people who don’t care about 
their audience, only care 
about the information. 
They are just like robots. No 
feelings. They are the non-
connecting speakers who 
only focus on information. 

In the context of 
connecting, people need to 
know that you are on their 
side. The Greek Philosopher 
Aristotle understood this 
very well and he wrote about 
Rhetoric, which is the art 
of influencing using words 
rather than force.

In the context of 
persuasion, Aristotle said 

that the most important 
aspect was Pathos, which is 
the communicators ability 
to connect with the feelings, 
the desires, the wishes, the 
fears and the passions of 
their listeners.

It is a way of giving 
people reassurance, of 
letting them know that 
they can trust you, and of 
then telling them that they 
should listen to you.

President Abraham 
Lincoln was an incredible 
communicator. He was 
known to attend a church 
not far from the white 
house in the civil war period 
between the North and the 
South.

The preacher, Dr Gurley, 
allowed the President to sit 
in the pastors study with 
the door open to the chancel 
so he could listen to the 
sermon without having to 
interact with the crowd.

One Wednesday evening 
as Lincoln and a companion 
walked back to the white 
house after the sermon, 
the presidents companion 
asked, 

‘what did you think of the 
sermon tonight?’ 

Well, Lincoln responded, 
it was brilliantly conceived, 
biblical, relevant, and well 
presented. 

So it was a great sermon?
No, Lincoln replied, it 

failed. It failed because Dr 
Gurley did not ask us to do 
something great,’ inspiring 
communicators always 
expect a lot from their 
listeners.

COMMUNICATE 
TO CONNECT
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Meet the Kihia’s: 
A story of love

BY ANGELA VIVIAN.

T
wenty years ago, 
Monicah Wanjiku 
and Kihia Mwangi 
met at Oven Door 
bakery in Westlands.

Two decades down the line, 
the bakery still stands tucked in 
Westlands Mansion along Mpaka 
road, as are the ‘Kihia’s’ snug in 
a happy marriage, perched in the 
leafy Karen suburbs with their 
three children.

Once neighbours to Deputy 
President William Ruto and 
former deputy president Kalonzo 
Musyoka, the Kihia’s are a happy 
couple.

Monicah has had an epic 
career as a Human Resource 
Director at NIC bank, and Kihia 
an astute businessman who 
never ceases to amaze his wife.

Adorned in a sleek black lady 
suit, we meet with her at the 
Raddison Blu hotel in Nairobi’s 
Upper-hill.

We walk into a carnival of 
sorts. A warm November feeling 
rents the air, laden with the hot 
greasy scents of frying meat 
assortments and sausage and 
powdery sweet waffles cooked on 
hotplates that could not escape 
our sight. We could see confetti, 
sleeting down collars and cuffs 
and rolling in the gutters. 

The setting was perfect for 
our rendezvous.

She has a signature flower 
lapel tucked onto her coat. 
Today, the lapel is red, and she 
has red eyeshadow – albeit worn 
sparingly and from a distant -  to 
boot. 

This time, the blue economy 
conference is going down in 
Nairobi and so the Raddison is 
abuzz with activity. Amid the 
masses here, she stands out, calm 
and composed.

The mother of three looks as 
youthful as ever.

You can barely tell that she 
is a Human Resource Director. 
Humility is her second name.

In fact, our photographer 
almost mistook her for a young 
girl in her 30’s out on a lunch at 
the five star.

We ask her the secret of her 
youthful looks and she quotes 
Shakespeare, noting that ‘There 
is nothing adequate on the face 
of a woman to reveal the fullness 
of her heart,’

The Kihia’s met 20 years 
ago and have had a successful 

marriage, defined by a well 
meshed family and career 
progressions for the banker and 
the businessman.

The success of their marriage, 
she says, is because of the solid 
foundations of Christianity and 
as a God fearing couple, the two 
have always sought solace in the 
good book whenever challenges 
confront them.

They started life in Ngong 
town before taking a leap of faith 
and moved into the leafy suburbs 
in Karen.

‘I can never forget that day 
when Kihia came home and told 
me that we were moving from 
Ngong town to Karen,’ says Mrs 
kihia, who smiles sheepishly 
when we call her ‘Shiko.’

From paying rent of Sh7000, 
they went threefold when they 
started paying Sh22000 around 
15 years ago.

It didn’t take long before the 
Kihia’s constructed their current 
home in Karen.

‘I always ensure that I am 
home by latest 7pm to ensure 
that we have family time with 
my husband and children, ‘notes 
Mrs Kihia. She just finished a 
Mt Kenya and Western Kenya 
circuit visiting all NIC bank 
branches for review meetings 
and a meet the colleagues tour.

‘I always want to ensure I 

know our employees across the 
country,’ she notes.

She says she is where she is 
because of the support she has 
received from her husband in her 
career.

‘Infact, he is the one who 
pushed to start thinking beyond 
my comfort zone and start taking 
on new career challenges,’ says 
Monicah.

When she got the job, she 
was ambivalent whether to take 
it or not.’üWho will take care of 
her young children?’ She asked 
herself. Surprisingly, it was Kihia 
who urged her to take the job 
promising to take care of the 
children while she was away.

 “When she got her first 
external assignment six years 
ago, I was the one who urged 
her to take up the position. As 
a businessperson, I have a more 
flexible schedule and I wanted 
her to do as well in her career as 
I had done in mine.” he says.

Now, Kihia has learnt the 
motherhood ropes quite well. 
Of course this is something that 
does not sit down well in the 
intensely patriarchal African 
society where gender roles are 
clearly defined. 

Kihia, is however, not 
bothered by such straightjacket 
traditions, but he admits at first 
it was an uphill task adjusting to 

his new role.
 “Transitioning from being 

just dad to dad and mom rolled 
into one was not that easy! 
When you are not fully involved 
in running a home, you don’t 
appreciate the amount of work 
needed to be done,” he says.

“There are times even then 
when I never realised that 
the flowers on the porch have 
withered weeks after she was 
away on assignment.”

“In the first few months after 
she started travelling, I would 
ask myself; what she do? But I 
stopped when I realised that I 
could do things my way.” 

“I have realised that there 
things I can do easily. But there 
are others I can’t like plaiting my 
daughter’s hair.”

The toughest moment was 
when he was in charge of their 
twin babies.

 “There were nights when 
one would wake and cry for her 
mum. Because I wasn’t skilled at 
soothing, I would give her sweets 
just to stop crying,” says Kihia.

“I would sometimes call their 
mother to talk to them but along 
the way I learnt how to persuade 
them back to sleep.”

When we asked her for a 
parting shot, Ms Kihia was 
quick: Pray to God always, be 
happy, and work hard.
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Mr. and Mrs. Kihia 
at their Karen 
home. Mrs Monicah 
Kihia is the Human 
Resource Director at 
NIC Bank.
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MILLENIALS AT 
CROSSROADS

Should I do what I love? For some, 
the answer is easy: yes.  For instance, a 
course in computer science is not only 
their passion but will most likely land 
them a high-paying job. For others, their 
passion isn’t as immediately likely to be 
profitable: acting, music or teaching. 

And furthermore, there are financial 
responsibilities that make following one’s 
true passion difficult — starting a family, 
paying off thousands in loans or even just 
paying rent.

Achieving a sense of meaning through 
one’s work does not necessarily involve 
following a path of self-satisfaction.

The universally recognized paragons 
of humanity — the Nelson Mandelas, 
Dietrich Bonhoeffers and Martin Luther 
Kings — did not organize their lives 
around self-fulfillment and bucket lists. 

They, no doubt, found a sense of 
meaning in their heroic acts of self-
sacrifice, but they did not do what they 
were doing in order to achieve that sense 
of meaning. They did what they felt they 
had to do.”

As millennials, we have heard it a 

thousand times: the job market is tough, 
especially for us. Having a full-time job 
out of school is almost as unlikely as it is 
likely.

So what can we do? Should we suck 
it up and find work in a more stable 
but less interesting field? Should we 
be baristas until 40 years old when we 
finally have a breakthrough and we can 
pursue our passion full-time? Live in 
mom’s basement?

First and foremost, you have to do 
what you have to do. If sticking it out in 
a less-than-desirable job means putting 
food on the table, you do that. The term 
starving artist is, in the context it is most 
commonly used, hyperbole. Nourishment 
trumps the pursuit of art any day. Both 
are important. But first: food.

We spoke to a few millennials about 
pursuing one’s passion for a career.

Sylvia Wario, a recent  College 
graduate with a degree in video 
production who works as a videographer 
said,

“It’s competitive, but you need to stay 
busy and put yourself out there to get 

noticed,” 
There is a researcher who talked about 

the hedgehog concept, noting that one 
should always strive to ensure that their 
passions are aligned to their incomes.

That you must commercialise your 
passions. That you must make sure that 
if you love dancing for instance, become 
a commercial dancer who gets paid for 
their moves on the dance floor.

Passion drives success.It comes 
down to how bad you want it and your 
motivation.”

“Do we have to choose?“If you need to 
find a boring, stable job to survive, make 
your passions your hobby. If your stable 
job is ruining your life, commit to living 
more simply so you can pursue your 
passions full-time.”

Mark Twain once said, “The two most 
important days in your life are the day 
you are born and the day you find out 
why.” Perhaps the third is the day you 
land the job of your dreams.

To this end therefore, you must decide 
whether it’s the passion or the money.



KenyaYetu




