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A Letter from  

The Ombudsman 
 

WE ARE BUILDING A 

BETTER SOCIETY OF 

JUSTICE AND FAIR PLAY. 

BE PART OF IT! 

 

 
 

 by Amabel Orraca-Ndiaye (Mrs.)  
The Ombudsman 

 
 

 

Dear Colleague, 

 

As we finally settle in our Headquarters 

in Abidjan and transition into the “New 

Bank” under the able leadership of our 

new President Adesina, I wish to seize 

the opportunity in this edition of our 

Newsletter to awaken you to the 

important role of the Office of the 

Ombudsman & Mediator, and how we 

can together contribute towards 

“Building a Better Society of Justice and 

Fair Play” in our Bank. 

 

As some of you may be aware, the 

corporate world and the public service 

of the African continent has been rapidly 

embracing the concept of Ombudsman 

and/or Mediator as an alternative 

grievance management among 

employees, between employees and their 

management, and for protecting 

ordinary citizens against powerful state 

bureaucracies.  The ground that this 

informal recourse mechanism has 

gained in Africa speaks to its merits as a 

less costly and viable instrument for 

enforcing accountability and building 

strong foundations of good governance 

and administrative justice. 

 

Since the establishment of the 

Ombudsman Office in January 1992, the 

African Development Bank (Our Bank) 

has used this informal grievance 

management - performed mainly 

through conciliation, shuttle diplomacy 

and mediation - to address several work-

related issues. The Office has thus 

contributed, albeit modestly, to the 

promotion of a more respectful and civil 

work environment. In collaboration with 

other Offices of Oversight and 

Accountability Functions and the 

Human Resources Management 

Department (CHRM), OMBU has 

worked during the past 6 years to 

acquire some degree of experience and 

lessons that could serve as a practical 

guide towards building a society where 

justice and fair-play reigns supreme.  

 

Over the past five (5) years, the Office of 

the Ombudsman handled a yearly 

average of 153 grievances (cases) from 

the Head Office and Field Offices, about 

96% of which were closed. This 

exceeded the established key 

performance indicator (KPI) of 95%. 

Cases took an average 4 weeks to 

resolve. The types of grievances received 

in order of importance were: (i) conduct 

and abuse of authority by superiors and 

peers; (ii) career development and job 

security uncertainties; (iii) staff benefits 

and compensation discrepancies; (iv) 

performance evaluation contentions; 

and (v) policy malpractices. Cases from 

field offices were managed with the 

assistance of Values Promotion 

Champions (VPCs) - well- selected 

trusted peers trained by the Office of the 

Ombudsman to manage grievances as a 

first port of call and/or make referrals to 

the Ombudsman or other offices in the 

internal recourse mechanism.  In 

addition to managing grievances and 

training VPCs, the Office of the 

Ombudsman and Mediator collaborates 

with other key Bank services, especially 

the Human Resources Management 

Department (CHRM), the Staff Council 

Bureau (SCO), the Staff Integrity and 

Ethics Office (SIEO), and other Offices 

in the Internal Recourse Mechanism to 

address staff concerns expressed in 

surveys through the organization of 

periodic learning events that offer staff 

the techniques and skills to manage 

conflict, fears, stress, etc. Through its 

Annual Reports, periodic Newsletters 
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such as this one, and active involvement 

during the induction of newly recruited 

staff and newly appointed resident 

representatives, the Office of the 

Ombudsman and Mediator makes its 

activities known to staff and 

management. 

 

In sharing his vision of the “New Bank” 

and the “High 5” for the African 

Continent with All Staff, our President 

Adesina has called for collective 

openness, transparency, engagement 

and efficiency “to create a climate that 

unlocks the greater potentials of the 

Bank, and unleash the creativity of its 

staff to deliver greater impacts.” Against 

the backdrop of the recent revelations of 

the Second Light Staff Survey, our Bank 

was described by a majority of staff as: 

(a) a great place to work; (b) one derives 

a sense of accomplishment from work; 

(c) there is clarity of expectation from 

assigned jobs; and (d) work-life balance 

is enjoyed. Nevertheless, we are 

confronted with challenges regarding: 

(a) culture of openness, trust and 

respect; (b) gender gap; (c) career 

development and job security; (d) 

tolerance for mediocre performance; (e) 

transparency in merit recognition and 

promotion; (f) bureaucracy and 

ineffective processes; (g) prevalence of 

top-down hierarchical chain of 

command; and (h) difficulties in 

recruitment and retention of staff. 

There is no doubting the fact, therefore, 

that staff interpersonal and work-related 

grievances, policy misinterpretation or 

misapplication as well as systemic flaws 

will continue to be part of our business 

landscape as we strive to accomplish the 

building blocks of the “New Bank” and 

“High5” for our continent. Given these 

realities, it behooves the Ombudsman 

and Mediator to be actively involved in 

Bank-wide activities that: (a) minimize 

the cost of conflicts that saps employee 

vitality and productivity; (b) preserve 

interpersonal relationships and 

consolidate teamwork; (c) nurture a 

more respectful, tolerant and civil work 

environment; and (d) assure staff that 

their grievances and preoccupations are 

taken seriously at the highest echelons of 

the organization. Indeed, the 

independence, neutrality and 

impartiality of the Ombudsman and 

Mediator function, its ability to receive 

information on systemic flaws and policy 

gaps through informal and confidential 

channels, and generate upward 

feedback, all combine to consolidate 

good institutional governance and 

contribute  towards building a society of 

justice and fair-play in the Bank. 

 

In light of the foregoing, we invite you to 

join our future team-building, 

sensitization and problem-solving 

activities as well as learning and skills 

enhancement events. These events are 

aimed at raising your awareness to the 

importance of your contribution towards 

changing the Bank culture and work 

environment as well as equipping you 

with exciting tools to competently 

manage your personal grievances, fears, 

stress etc. as expressed in past staff 

surveys. Specifically, we invite you to 

register and be actively involved in the  

2015 Conflict Competency Week, our 

annual week-long learning event this 

year based on the theme: “Building 

Resilience and Hope in a High-

Performing Work Environment” 

scheduled to take place from 23-27 

November 2015. You will soon receive a 

special invitation providing details of the   

carefully selected topics to be delivered 

by highly competent and   well-seasoned 

in-house resource persons. Please look 

out for it and register in sessions you find 

of interest. Trust me, you will leave those 

sessions not only inspired more than 

ever before but better equipped to make 

your modest contribution to sustaining 

the New Bank and High 5 for the 

continent. 

   

Thank you……a plus! 

 
Amabel ORRACA-NDIAYE (Mrs.) 

THE OMBUDSMAN & MEDIATOR  
 

 

 

 

 
 
 
 

 

BRINGING THE CURTAIN DOWN 
 

 
 

by A. Singogo  
 2nd Ombudsman, Tunis 

 
In December this year I will bid farewell to 
practically persons that have become 
members of my family. The trio have opted to 
go and pursue other avenues in their lives. 
Since the decision, it has been a sad and at 
times a difficult spot to find one self in but 
then again, I guess we always knew this time 
will come. So I found it befitting to dedicate 
this article to the three. 
 
Holding a neutral function comes with its 
pluses and its minuses but I think the former 
outweigh the latter, through intervention we 
as a team have witnessed careers saved, 
lessened the suffering of some staff, policies 
amended or re-designed simply through 
feedback on the pulse of the Bank and all this 
done in our quest to assist create a better 
working environment. This was important so 
that staff would not only feel safe but we 
would be encouraged to work selflessly. 
 
We have been mindful in our day to day 
discussions with Senior Management and 
staff alike to place the interests of the Bank 
at the heart of our advice but, with the caveat 
that, policies, guidelines, and various legal 
instruments have been correctly adhered to. 
Indeed sometimes we faced a momentous 
climb but at times it was smooth as parties 
arrived at a resolution simply because we 
provided a conducive platform on which to 
deal with staff employee work related 
concerns. To every success you were all key. 
So as I listened to President Adesina in his 
address to staff, say he envisaged the staff 
on the ‘investment side of the balance sheet’ 
he in essence captured what I think most of 
those that have interacted with you know.  
You have been value adding assets to the 
Bank and you more than deserve the time 
out. If I could do it over again I wouldn’t wish 
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for a better team. Indeed we had some trying 
times as is common of every family but as a 
foursome I guess we can sing along to Frank 
Sinatra’s  and say we did it our way. 
 
Well, after all is said and done I must now 
take a bow and say farewell to the OMBU 
family  of  (and in  no particular order), 
Amabel, Mercy and Jeannette, I can only look 
back with fondness to the many times we 
have worked together; the laughter and our 
own shared private talks will linger. We can 
in unison say that now that all is said and the 
deed is done we are ready to walk a new 
path. 
 
Let me conclude by wishing each one of you 
individually and severally with your families 
the very best, and may the Good Lord 
continue to up lift and guide you. 
I thank you, 
 
Alisand Singogo 
The Second Ombudsman and Mediator 
  

 
 

OMBU Team 

 
 
 

 
 

EMOTIONAL INTELLIGENCE: 
A TOOL FOR ENHANCING 

POSITIVE INTER-PERSONAL 
RELATIONSHIPS 

 

by Michael K. Kiboino – VPC, EARC 

 
Ten Tips for Effective Listening 
Every Values Promotion Champion probably 
appreciates that their role comprises more of 
listening than anything else. Very often, our 
visitors are looking to be listened to and not 
to be heard. But how much effective listening 
do we incorporate into our daily 
conversations whether at home, workplace 
or marketplace?  
Listening is arguably the single most 
important component of effective 
communication but possibly one of the most 
overlooked or poorly practiced. Poor listening 
is often the cause of misunderstandings and 
their ensuing conflicts. Indeed, many errors 
on the job can be traced to poor listening 
skills. Statistics indicate that: 85 percent of 
our learning is derived from listening; 
listeners are distracted, forgetful and 
preoccupied 75 percent of the time; and, 
most listeners recall only 50 percent of what 
they have heard immediately after hearing 
someone say it. 
 
Effective listening is frequently also referred 
to as active listening; a method of intentional 
listening and responding to another person in 
a manner that improves mutual 
understanding and leads to a desired level of 
intimacy or confidence. It amongst others: 
increases trust, credibility, rapport and 
cooperation; makes others feel appreciated 
and valued; and, saves time by reducing 
mistakes and misunderstandings. 
Now that you know the importance of 
effective listening, you might want to sharpen 
your own listening skills. Here below are 
some tips which, by all means are not 
exhaustive, but could help a great deal: 
 

1. Maintain eye contact with the 
Speaker:  Talking to someone 
while they scan the room, study a 
computer screen, or gaze out the 

window is like trying to hit a moving 
target. It is important that you do 
your conversational partner the 
courtesy of turning to face them. 
Put aside papers, books, the 
phone and other distractions in 
order to face and give your 
undivided attention to him.  
  

2. Be attentive, but relaxed:  
Having made the all-important eye 
contact, you may now relax and 
even look away now and then as 
you carry on with the conversation. 
The important thing is to be relaxed 
and attentive. This calls for 
screening out distractions, like 
background activity and noise, the 
speaker’s accent or speech 
mannerisms as well as your own 
thoughts, feelings and biases. 
 

3. Don’t be judgmental: You must 
listen without judging or criticizing 
the speaker whether in speech or 
mentally.  If what he says alarms 
you, there is no harm in feeling so 
as long as you don’t say to yourself 
or verbalize reactions such as 
“now, that was a real stupid move.” 
As soon as you indulge in 
judgmental bemusements, you’ve 
compromised your effectiveness 
as a listener.  
 

4. Picture what the speaker is 
saying: As you concentrate on 
listening, allow your mind to create 
a mental model of the information 
being communicated. Whether a 
literal visualization, or an 
arrangement of abstract concepts, 
your brain will do the necessary 
work if you stay focused. Engaging 
your mind in such a manner would 
also help in filling up the speed gap 
particularly when listening for long 
stretches.  
 

5. Don’t interrupt: Never interrupt 
your speaker unless it is absolutely 
necessary. Apart from being rude, 
interrupting could confuse the 
thought pattern of the speaker 
leading to distortion of the narrative 
you were listening to. More 
importantly, it could discourage the 
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speaker from talking further as 
such interruption is a display of a 
know-it-all attitude.  
 

6. Seek clarifications at an 
appropriate moment: When you 
don’t understand something, of 
course you should ask the speaker 
to clarify. But rather than interrupt, 
wait until the speaker pauses. 
Then say something like, “Back up 
a second. I didn’t understand what 
you just said about…”Take notes 
of the key ideas paying particular 
attention to those requiring 
clarifications.  
 

7. Do not derail the speaker with 
your questions: Suppose a 
colleague is excitedly narrating to 
you about a recent trip to Kenya 
and the wonderful things she did 
and saw. In the course of this 
chronicle, she mentions that she 
spent some time with a mutual 
friend, David. You jump in with, 
“Oh, I haven’t heard from David in 
ages. How is he?” and, just like 
that, the conversation shifts to 
David and before you know it, the 
partly finished story on the trip to 
Kenya is a distant memory. When 
you notice that your question has 
led the speaker astray, take 
responsibility for quickly getting the 
conversation back on track by 
saying something like, “It is great to 
hear about David, but tell me more 
about your adventure in Kenya”.  
 

8. Put the speaker’s shoes on: 
Your effectiveness as listener is 
ensured if you empathize with your 
speaker. To experience empathy, 
you have to put yourself in the 
other person’s place and allow 
yourself to feel what it is like to be 
him at that moment.  You may 
identify with your speaker through 
facial expressions and words for 
instance; feeling sad when he 
expresses sadness; being joyful 
when he expresses joy; and, 
expressing fear when he describes 
his fears.  
 

9. Pay attention to nonverbal cues: 
Be aware of what your speaker is 
saying/not saying with his body. It 
is said that body language 
accounts for 50% of a face-to-face 
communication. You therefore 
need to pay attention to facial 
expressions, as well as hand 
gestures and body movements to 
detect the message being 
communicated. 
 

10. Give regular feedback: As 
demonstration that you are 
interested in and following the 
speaker story, it is important to give 
regular feedback. Show that you 
understand where the speaker and 
encourage him to go on as 
necessary by appropriate facial 
expressions (such as smiling and 
nodding) and occasional well-
timed expressions such as; 
mmmh!, ok, that’s right, I get you, 
etc. The idea is to give the speaker 
proof that you are listening, and 
that you are following his train of 
thought. 

The above is summed up by the ancient 
Greek philosopher Diogenes who said, “we 
have two ears and only one tongue in order 
that we may hear more and speak less”. We 
should therefore be quick to listen and slow 
to speak. 

Michael. 

  
 

HOW BIG BEASTS CAN HELP 
YOU DELIVER BIG RESULTS 

 

David Engwau – Former VPC, UGFO 

 

Do you know what characteristics link many 
political leaders, top business executives and 
great people? 
 
These groups share a trait called "fearless 
dominance." They are typically great crisis 
managers, because they remain calm under 
pressure and are confident taking bold action 
in the face of daunting risks. They can also 
be influential, charismatic and effective in 
getting the job done. 
 
However, the danger comes if their 
assertiveness crosses the line into 
intimidation or even bullying. Someone with 
a dominant character can monopolize 
discussions and disregard social norms, 
which can discourage their colleagues and 
lower morale.  
 
It is not hard to spot dominant people. 
Typically they will be – or want to be – in a 
leadership position. They may exhibit several 
of the following behaviors and traits:  
 

 Self-confidence: their strong self-
belief can come across as 
arrogance or bravado.  

 Directness: dominant people 
usually get right to the point and 
can be quite blunt in their 
communication. 

 Decisiveness: they can make 
quick decisions, often with little 
input from others. 

 Assertiveness: they tend to take 
the lead in situations and 
commonly monopolize discussions 
and meetings. They may even 
seem aggressive at times. 

 Impatience: dominant people like 
to make progress. They tend to 
avoid getting bogged down in 
details and can give little time to 
contributions from colleagues. 
 

They make strong leaders, particularly in 
times of crisis, and they may also excel at 
handling stressful situations and heavy 
workloads. Their energy can encourage 
fellow team members to stay focused on their 
tasks and targets. If they have the 
enthusiasm to match their force of character, 
they may be happy to take on new 
challenges. And they aren't afraid to take 
risks. 
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Unfortunately, the negative aspects of 
dominant personalities can sometimes 
outweigh the benefits they bring to the 
workplace. Some people can feel intimidated 
by a colleague's strength of character. 
Dominant people may ride roughshod over 
others' feelings. Their blunt approach can 
"rub people up the wrong way," and their lack 
of empathy can create personal conflicts. 
Even worse, when they are frustrated, 
dominant people may not be able to control 
their temper, tone or body language. This can 
wreck any chance they have of building and 
maintaining positive relationships with their 
fellow team members. 
 
And it can be frustrating trying to deal with 
their perceived arrogance and self-
importance. A dominant leader may be prone 
to barking out orders rather than seeking 
consensus, and daring to offer an alternative 
course of action may make him 
argumentative. Such behavior can knock 
staff morale and make them feel that their 
opinions don't matter. A consequence of 
having one forceful character "hog 
center stage" is that some team members 
may not feel comfortable sharing their 
opinions, and good ideas may be lost. 
 
How to Manage a Dominant Personality 
A dominant team member may not realize 
how his/her behavior affects colleagues. 
S/he may mean well but simply does not 
understand that his/her actions are causing 
problems. To maintain morale and unity 
within your team, you will need to encourage 
him/her to downplay his/her negative traits 
and maximize her strengths. How? 
 

1. Approach dominant people at 
their level. Always keep your 
conversations targeted and brief to 
keep their attention. Make eye 
contact, skip the small talk, and 
don't ramble. If the dominant 
person tries to interrupt or talk over 
you, put a stop to it immediately. 

2. Discuss the impact of their 
behavior. A dominant person may 
not actually realize how his/her 
behavior is affecting the rest of the 
team. Talk privately with him/her to 
explain your concerns, using 
specific examples to encourage 
him/her to take more constructive, 

positive approaches with co-
workers. 

3. Treat them with respect. 
Dominant people want others to 
hear and appreciate their opinions. 
Show respect for them and their 
viewpoints. Remain calm, and 
address them with empathy.  

4. Encourage teamwork. Your 
dominant team member may 
spend little time socializing and 
building relationships with his/her 
colleagues, who in turn may find it 
difficult to collaborate with him/her. 
Consider ways of improving your 
team dynamics. 

 
You can take a number of steps to 

enhance their natural strengths: 
 
1. Assign them challenging work. 

Many people with dominant 
personalities enjoy being 
challenged at work, so try to find 
projects that will test their skills and 
abilities. 

2. Recognize their work. Like all 
team members, dominant people 
enjoy being praised for their ideas 
and work. Uncovering what 
motivates them will help 
you design constructive feedback 
and rewards that will boost their 
engagement. 

3. Let them chart their own course. 
If they work well independently, 
assign them individual projects that 
only require them to have limited 
contact with the rest of the team. 
When assigning work, focus on the 
"what," and let them figure out the 
"how."  

4. Don't constrain their big ideas. 
Dominant people often come up 
with bold, creative solutions. And 
even if their ideas are impractical 
or risky, it may be difficult to 
change their view.  
 

Each person is unique, so allow for individual 
differences in your approach to managing 
dominant people. Rather than stifle their 
enthusiasm by pointing out the flaws, 
suggest ways their ideas could become even 
more effective. If you have an alternative 
suggestion, explain how it may offer a quicker 
route to your desired results. 

 
David 
 
 

 

CES SIGNES QUI MONTRENT QUE 
VOUS DEVEZ PEUT ETRE QUITTER 

LA MAISON  

 

 
 

J. Ndongo 
Office of the Ombudsman 

 

 
Fermer les yeux sur les signes préoccupants 
ne les fait pas disparaître. Les signes 
d’avertissement nous donnent plutôt une 
chance de renverser les choses. Ils vous 
donnent aussi du temps pour mieux 
organiser votre départ si tout échoue. Il ne 
faut donc pas attendre que le couperet 
tombe. Il faut de la vigilance pour repérer les 
indices et vous serez mieux placé pour 
remettre les pendules de votre vie à l’heure, 
face aux mille facettes du changement.  
 
Etre en alerte, refuser d’écouter la voix de sa 
conscience, rejeter certaines idées au fonds 
de son subconscient, renvoyer à plus tard, 
etc. ne règlent pas les choses lorsque 
l’Arbitre du changement sifflera devant vous 
et vous ordonnera de prendre la posture 
adéquate qui s’imposera à vous, face à des 
pressions de toute nature. Souvent, la 
réaction à la résistance au changement est la 
suivante : « je n’ai rien vu venir », je pensais 
que je pourrais le faire plus tard », «je n’étais 
pas très convaincu», et patati patata… 
conduisant ainsi au remords, au regret de 
toute nature à cause du temps perdu à saisir 
la perche que nous temps le changement. 
Oui, il peut arriver qu’on admette avoir 
ressenti que les choses allaient mal, mais le 
déni s’est alors immiscé, et les choses sont 
arrivées très vite. Une chose est sûre, la 
majorité des gens voient le ciel s’assombrir 
bien à l’avance, mais optent pour le déni, le 
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refus ou la procrastination. Et l’orage arrive 
et les emporte. Voici donc quelques signes 
qui montrent que vous devez changer de 
manteau et de bateau. 
 
1  Vous réalisez des résultats insuffisants 
Vos performances, malgré tous vos efforts,   
ne vous apportent pas grand-chose 
substantiellement, la qualité  de vos  
performances est sans cesse mise à des 
revues par la hiérarchie. Vos propres 
contributions à la réussite sont tenues à la 
loupe, comme s’il y avait une personne  qui 
vous suit dans tout ce que vous faites. Au 
sein de votre département, ceci se 
caractérise par la remise en question de vos 
évaluation de performance passées et qui 
subitement ne passent du « Bon » au 
« Moyen », sans aucune explication, des 
mesures disciplinaires antérieures, toutes 
ces choses qui vous fragilisent et vous 
exposent à une éventuelle réduction du 
personnel. C’est peut être un signal à 
prendre en compte.  
 
  
2  Votre patron ne vous aime pas. 
Malgré vos résultats et même ceux de votre 
département, le fait que le patron ne vous 
aime pas pose problème. Ne pas s’entendre 
avec son patron peut causer problèmes, et 
rien ne garantit que, malgré vos contributions 
positives par le passé, vous soyez à l’abri du 
vent du changement. Car à ce moment, rien 
n’est sûr qu’il soit en mesure de vous 
protéger. C’est un autre signe à ne pas 
négliger. Le résultat risque d’être brutal à vos 
dépends. 
  
3  Vous n’êtes plus écouté 
Tout au début de votre carrière, on vous 
demandait d’assister aux réunions, aux 
groupes de travail, d’organiser telle ou telle 
réunion, de prendre des notes, de 
représenter votre patron. Votre opinion 
comptait. Subitement, sans que vous 
puissiez vous expliquer, on arrête de vous 
demander d’assister à moins de réunions, 
votre point de vue n’a plus d’importance. On 
vous informe par mémo des sujets qui sont 
pourtant dans votre champ d’action, on vous 
réduit à de simples tâches d’exécutant…etc.  
Ce sont des signes qui vous montrent que 
votre valeur diminue aux yeux de votre 
superviseur, ou qu’il a trouvé mieux ailleurs. 
Il se peut qu’il vous retire progressivement du 

processus décisionnel. Ne soyez pas naïf ; il 
cherche à se débarrasser de vous. 
 
4  Vous avez de moins en moins de 
projets 
Vous n’avez pas trop de visibilité sur votre 
avenir. C’est comme s’il y avait un mur en 
béton devant vous. En y pensant, vous êtes 
nerveux, frileux, déprimé.  Vous êtes dans 
une sorte de confusion au quotidien. Tout le 
monde autour de vous est occupé, mais vous 
avez moins de choses à faire qu’auparavant. 
Attention, c’est une période d’accalmie 
temporaire. Si les choses continuent ainsi 
pendant un certain temps, votre poste ne 
semble peut être plus avoir la même 
importance. Peu après l’on vous dira que 
votre poste ne vaut rien, que c’est un 
doublon, que vous perdez du temps et qu’on 
vous payait à ne rien faire. Pas besoin de 
rester insensible. C’est un signe important. 
  
5  On vous a refusé une mutation, une 
augmentation de salaire ou une 
promotion, sans aucune explication 
Au travail la progression est normale. Si vous 
avez de bons résultats avec un bilan établi, 
vous devriez en principe être récompensé. 
Sinon, votre supérieur vous doit au moins 
une explication. Mais non ! Vous prenez 
l’initiative de rencontre les personnes 
ressources pour vous aider à trouver une 
solution : rien ! Vous optez pour un transfert 
vers un autre département, HR y va à pas de 
tortue… Lorsqu’aucune de ces voies 
n’aboutit, c’est un signe qu’on ne vous 
apprécie peut être plus. Prends cela au 
sérieux.  
 
6  Une fusion de votre département pointe 
à l’horizon – une nouvelle équipe arrive 
 Au cours d’une fusion, restructuration ou 
changement profond de la hiérarchie, il peut 
arriver qu’on ne vous garde pas à votre 
ancien poste, que votre poste soit dissous. 
Le bicéphalisme pointe autour de vous.  
N’attendez pas la dernière minute. C’est un 
signe que vous devez peut être sauter par-
dessus bord avant qu’on ne vous jette en 
haute mer.     
 
7 On commence à vous demander de 
rédiger une description du poste que 
vous occupez pourtant depuis. 
Les coupures et autres contraintes 
budgétaires peuvent entrainer la suspension 
de postes et de salaires. L’argumentaire pour 

préparer la suspension de ces postes est 
souvent de demander de chacun une 
description précise et la mise à jour de leur 
poste. En fait, on veut savoir exactement ce 
que    vous faites. Ainsi ils peuvent scinder 
rapidement entre le « bois vert et le bois 
mort », l’ivraie et le bon grain. C’est un signe. 
Attention ! En language voilé, on est entrain 
de vous dire : « quitte la maison, tu deviens 
encombrant ». On a besoin du « sang neuf ». 
 
Pour conclure, nous dirons : soyons attentifs, 
gardons les yeux ouverts, aiguisons la 
sensibilité de nos facultés à tout vent de 
changement et prenons des actions ciblées. 
Sinon, nous risquons de devenir ces 
vieillards qui ont choisi de passer toute leur 
vie dans la maison de leurs parents, vivant 
ainsi une vie sans dignité ni honneur. Le ciel 
est ouvert et grand pour tous les oiseaux qui 
acceptent de voler.  
 
Cordialement. 
  

 
 Janet 

 
 
 
 
 
 
 
 
 

 
 


