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Who Wins The Hot Seat?
In a company of high achievers, there is always
someone looking to take your place. By
ensuring that your duties are carried out
effectively and efficiently however, you may be
able to keep your job, and even do so for a long
time. But you should know that a well
structured company always has its best
interests at heart and the decision-making
powers have probably already identified
someone who could potentially take over from
you. Hard truth?
This is what we call succession planning. It is
not that they have something against you or
they find your work inadequate, they would
just rather be secure in the knowledge that,
should you end up quitting or becoming
terminally ill, there is someone qualified
enough to take over from where you left off.
Some people become comfortable in their
positions because they know they are prized
assets to the companies they work for. While
this may be true, you should remember that
there is always someone out there, most likely a
subordinate, who could do your job better than
you if given half the chance.

Employees are studied and their performances
measured through the various instruments set
in place for this purpose. Potential high
achievers are then chosen and groomed for key
positions. They go through specific training
programmes designed to equip them with the
necessary knowledge and skills they would
need to excel.

8:37 pm - Struggling to take control of the hot seat while the boss looks on

In short, a succession plan is very critical to the
continuity of a company. It determines
potential problems regarding human resources
and ensures that measures are put in place so
that business is not disrupted.
In this edition, we touch on succession
planning as well as staff retention. Our articles
and columns have been written by working
professionals who have a lot of experience and
are well versed in the topics they have written
on.
Make sure you visit our website:
www.hrfocusmagazine.com and watch the HR
Focus LIVE. You stand a chance of winning an
awesome prize if you do and leave a comment.
(Check the backpage).

10:12 pm - Playing a prank on the boss (unkown to them, he’s awake!)

Enjoy!!!
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Fly South African Airways
1st February 2012 - London, UK South African
Airways have officially been awarded the official
4-Star Airline(tm) ranking for 2012 by SKYTRAX ,
the independent, global airline rating
organisation.

Airways passengers can look forward to a high
quality of product and service. South African
Airways has been ranked as a 4-Star Airline(tm)
for a number of years, and we are delighted to see
that they retain this status in 2012."

This 4-Star Airline ranking recognises the
sustained improvement in South African Airways
onboard product and service, together with
many changes to airport product and service
levels. Edward Plaisted, Chairman and CEO of
SKYTRAX : "South African Airways continues to
deliver a solid and respected Product and Service
Quality to their customers, and the airline's
official 4-Star ranking is well-deserved. The
SKYTRAX star ranking audit examines more than
800 areas of product and service delivery, both on
the ground and in the air. The assessment
provides an accurate and independent guide for
travellers around the world, and South African

SKYTRAX is recognised worldwide as the leading,
independent authority on airline quality and
assessment, and has been completing flight
checks with South African Airways during 2011
and extensively examined all product and service
delivery areas across both international and
domestic routes. South African Airways Official 4
Star ranking signifies that the airline has achieved
a good standard of product across all travel
categories, with standards of staff service delivery
in both the onboard and airport environments
also being well ranked.
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with Revina Acheampong

2011 C class FACELIFT
T he Mercedes-Benz C-class has received a thorough redesign.
The objective is to further enhance the high level of perceived quality. The dynamic,
masculine appearance of the C-class is given a more sporty character without
compromising any of its elegance and style, with newly designed body components which
give the front and rear sections further stylistic development.
New bonnet contours, dynamically shaped headlamps and a muscular front bumper are
key features of the redesigned front end with the rear end design emphasizing width and
power, all thanks to a rear bumper and spoiler lip shaped to reinforce these impressions.10
driver assistance systems; technologies for safe driving and the right response in the event
of danger or an accident, are some of the features of the face-lifted C-class. Prominent
among these are ATTENTION ASSIST, which warns a drowsy or inattentive driver, and the
Lane Tracking Package, which alerts a driver when he leaves his lane unintentionally or
when there is an impending collision with a vehicle.
“The Mercedes-Benz technological leadership is clearly marked in the C-class face-lift. The
model offers a wide range of diesel and petrol engines that are environmentally friendly,
powerful and economical. Except for the C 63 AMG, all engines run on the
BlueEFFICEINCY drive concept; an engine management system that
delivers lower fuel consumption and Co2 emissions, yet driving dynamics
superior to the predecessor model.
The story of the C-class is a long success story. With the comprehensive
measures introduced in the 2011 face-lift version, the C-Class sets new
standards in its segment and will occupy a leading position among the
competition in the coming years”.
This is your invitation to test drive. The C-class facelift is available at the
Mercedes-Benz showroom on the ground floor of the Silver Star Tower.

NOKIA AND JA BUILD
ENTREPRENEURIAL PARTNERSHIP
The world’s leading manufacturer of mobile phones, Nokia, in partnership
with global Not-for-profit organisation, Junior Achievement (JA) is to
deliver a cross-border entrepreneurship programme with students in
senior high schools. Known as the Enterprise without Borders (EwB), the
initiative is aimed at giving students running mini-companies the
opportunity to create international partnerships as part of their Junior
Achievement – Young Enterprise (JA-YE) experience. Through a website –
Enterprise without Borders (EwB) portal, teachers and schools register for
participation and students upload their company profiles and enter an
entrepreneurial ‘dating game’.
The EwB portal presents the activities of the registered students’
mini-companies operating in different countries. On the portal,
participating students and schools can familiarize themselves with other

colleagues’ products and services. Students
and schools can also search for partners to
communicate and trade with.
The portal operates as a web-shop. The
products and services of the companies
registered on the portal can all be viewed
there by students and schools.
The registered companies are also able to
create product and service catalogues as
well as present the company, its activities
and members on a separate page.
Through Nokia’s support for the project,
200 students graduated in 2010 while
another 300 students graduated in 2011
from 10 schools drawn across three regions
(Central, Greater Accra and Volta) of Ghana.
For this year, the participating schools have
also
begun
possible
joint-venture
negotiations with their counterparts in
Europe and the United States.
Source: www.gkrom.com
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The Ideal

EMPLOYEE

by Nanama Acheampong

t’s not enough to simply employ
a bunch of people, dump them
in an office and expect fireworks. I
would like to believe that every
recruitment process sets out to
select people who have had both
the education and the training
required for the position a company
is looking to fill. Is that all it takes
though? The answer is no.
You want fireworks? Then you need
an ideal staff. What is an ideal staff, you ask?
How can they be identified? First of all, you
the manager or supervisor has to be an
ideal boss. You have to be punctual to work,
willing to give your assistance and you have
to pay attention to everything that happens
in the workplace. How else are you going to
notice whether your ship has a leakage and
is doomed to sink?
There are multiple traits to look out for in
your employees to determine whether they
are ideal or not. Some are obvious and
others require some level of investigation.
1. An ideal employee is dependable. A
dependable employee is always punctual
to work and back from breaks and the work
he produces is consistently accurate.
He’s able to work well independently but
because he cares about the progress of his
colleagues, he is also a team player. He also
has good grooming and hygiene. He
doesn’t come to work with dirty trousers,
crumpled shirts or uncombed hair.
2. An ideal employee is honest. Being
honest means more than just telling the
truth. Dishonesty comes in various forms.
Here are a few examples;
An employee may hold back his work

because he is afraid of working more
than his colleagues without getting the
recognition for his hard work or
rewarded for his efforts. This is dishonest
and immature behaviour.
An employee may pilfer work stationary
such as pens, paperclips, staplers, etc.
An employee may ask his colleague to
clock in for him when he knows he would
be late for work.
An employee may complete private tasks
on the job using company equipment
and supplies, including the telephone
and the internet.
These are the employees that tend to
sweep the dust under the carpet. They don’t
use office hours wisely, making them less
thorough in their work.
3. An ideal employee has a positive,
proactive attitude. The attitude of an
employee shows in the quality of his work.
Having a positive attitude doesn’t
necessarily mean having a permanent grin
plastered on your face, but rather, being
upbeat instead of brooding or being angry.
Examples of good attitudes include smiling,
having a pleasant tone of voice, being

respectful
and
courteous,
having good posture and
performing random acts of
kindness. Bad attitudes on the
other hand include ignoring
people at work (one thing
women are gifted in), displaying
anger inappropriately, being
sarcastic, slumping in chairs or
having a frown on your face as if
the world ended before you
could eat the last bite of that
delicious cake. Being proactive means
thinking outside of the box, exploring new
ways of doing things, being creative. A
positive, proactive person infects those
around him to become positive as well.
4. An ideal employee is willing to work.
An employee who is willing to work exhibits
intelligence and common sense, and a
willingness and ability to learn new things.
He also accepts responsibility and new
challenges. You know the people who have
an excuse for everything they do wrong?
That’s not ideal. An ideal employee admits
mistakes and fixes them. Because he likes
progress, he gets along with others and also
handles conflicts diplomatically.
5. An ideal employee uses down time
productively. Sometimes, work slows
down, especially between major projects.
Are your employees more likely to ask for or
find new tasks? Or would they rather have
lengthy, animated phone conversations?
An ideal employee would use this time
wisely, choosing rather to clean his work
area, read on the industry in which he
works, update his filing system or take an
online class relevant to his job.
Well, there you are. Clear, simple points to
help you figure out whether your workforce
is ideal or lacking in quality.
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HOW TO KEEP YOUR

MOST DESIRABLE

EMPLOYEES
by Kobina Atta-Bedu

it is not too late to wish you all my
H ope
cherished readers a happy new year.

As usual, we would have made some
resolutions that should see some mega
transformation to our businesses. Well, in
this edition, I will tell you a story about how
a once very buoyant and thriving business
in this great Sikaman of ours is taking a nose
dive like an aircraft that has lost its engine.
This business is plunging so fast that I can
almost bet my last dime that in the next 24
months it could be up for sale if they do not
find a parachute for it, trust me. Remember
to call me a prophet when it does.
How did this business find itself in this
state? Well, let’s just say it perfected the art
of the “How Not to Do Something”. Very
often we hear this rhetoric from
management that “our employees are our
most prized assets”. Do they really mean it?
If they do, what do they do to maintain
those assets? Assets are the investments
that generate wealth, right? How often do
we invest in our human capital? It’s the
beginning of the year and by now most
plans are almost finalized except for the
people development plan.
The most desirable employees are those
20% of employees whose output would
usually generate the greater wealth of the
business. They are the ones who make all
the difference. They are the ones you do not
want to lose either to competition or any
other business so you would usually move
heaven and earth to retain. There is usually
this fallacy that retention is about money –

offer them more money and they’ll
stay. Yes, everything has a price but not
everything can be bought!
You cannot buy the hearts and minds of
those desirable employees! So do not
believe that isolating them and giving them
fantastic salary packages will help retain
them. In fact, it will only make it worth their
while and give them more market value
since suddenly, your peers will begin to
wonder why the guy has such value – there
must be something about the person. That
becomes the attraction and sooner than
later, such people get snapped up.
Desirable employees operate on values,
systems, principles and of course
recognition.
They usually have very strong convictions
and value systems. Trust, Integrity, Respect,
Openness and Transparency are but a few
of the core values that drive such desirable
employees. Take these away and they don’t
have a reason to stick around. Why?
Because these create the environments that
enable them to flourish and thrive.
Their values usually make them very
principled people who for them, right is
right and wrong is wrong; they cannot swap
right to be wrong under any circumstance.
They want to see good leadership
–management must always walk the talk.
Do what you say and say what you mean.
This way, trust is built.

They want to see
consistency in ways of
working,
decision
making, discipline, planning
etc. They do not like surprises,
especially the unpleasant ones. An organized
and structured environment that allows
them to exercise their discretion, make their
mistakes without any hounding, innovate,
predict the future to some extent and create
a sense of stability and security around their
careers and families are what they look out
for when they decide to change jobs.
Finally, recognition to them is important. You
can pay them peanuts, but acknowledge that
they have made your business; without them
there would be no business.
An employee colleague of mine once asked
the boss at a staff durbar, “have you seen a
teacher win the best teacher award and yet
none of his students passed an exam?” The
boss could not answer the question because
to that boss, every subordinate under him
under-performed that year and did not merit
either a promotion or a performance related
salary adjustment. Ironically, that year he was
promoted!
Employees in this category demand
recognition. It is important to acknowledge
their opinion before the decision is made,
acknowledge their input to the success of the

11

Article
company and usually it should be done
openly. It is also important to put their
success story ahead of your success story
and finally, it is important to make them feel
the effect of the success in their pockets.
Such desirable employees are not career
entry level people. They must have been at it
for a while and have the qualification,
competency and experience that everyone
else wants. Going by Maslow’s Theory, they
are within the levels 2 to 4.
So to my classic example of the company
that failed in all these areas. Once upon a
time, there was this thriving business in
Ghana which decided that for it to move to
the next growth phase, it needed to boost its
employee base with the most desirable
employees in town. The new COO who was
later to be the CEO did a fantastic job at
shopping for a cream of good talents and
paid what it took to attract them into the
company. That was the easier part of the job!
Now with this assembly of “galaticos”, it only
took a couple of months for the numbers to
begin to grow. The investment in people was
paying off. The boss was happy with the

growth and success that had begun to
unfold. What the company did not prepare
for was the “dressing room” management of
the several “egos”.
Within the first six months came the first
casualty. One of the galaticos had to leave
because he would not do as he had been
told –whether what he was being told was
right or wrong. The boss failed to realize the
background of this employee, genesis of his
career success and did not recognize his
input.
The value systems were not in sync with the
value systems of the people it attracted. The
company’s golden rules did not encourage
innovation. Fridays were a time of anxiety
because someone would be sacked for the
most ridiculous of reasons. It did not matter
how loyal one was, once you failed to serve
the interest of the powers that be or suck up
to their whims, you were marked for
disposal.
To cut a long story short, in less than 24
months, none of the desirable employees it
poached was left in the company. Some left
within three months of joining. Today, if you

were to visit the business, you would not
find a single member of the senior
management team which was there just 24
months ago. The whole board room is new.
NOT EVEN ONE! That is institutional memory
that the company has lost, which is priceless.
No wonder, they have lost a lot of
employees even after they flaunted money
at them. They have lost their market
position. They keep losing their customers
to their competitors. They keep losing their
profitability and margins. They are not able
to attract talent anymore. No one will
consider them for a career. They are only
good enough for career starters and for
training people for their peers to poach. This
company is on a free fall.
Folks, “be not deceived… whatsoever a man
soweth, so shall he reap”. If
we fail to sow the right
leadership, the right
values and behaviour, the
right systems and policies
and
the
right
compensation packages,
we should not expect to
by Kobina Atta-Bedu
reap anything else.
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Employment Branding;
Make Your

Business Colourful
by Emma Wenani

A

ttracting and retaining the right
employees can make a significant
impact on an organisation’s financial
performance. To be competitive in today’s
market and prepare for future growth,
organisations must sell themselves while
attracting the right talent. Employers are
constantly fighting a war for talent and this
fight therefore, continually challenges them
to rethink their recruitment tactics. How the
companies sell themselves to employees is
therefore what is referred to as employment
or employer branding.
Employment branding is important for any
company that desires a competitive edge in
recruitment and retention of good talent. It
helps to define corporate culture, cultivate
company values and strategically deliver an
organisation’s message.
Employment Branding has been defined as
an organisation’s strategy to intentionally
create a specific perception of employment
in a company. It is projecting a certain image
of the employer. It is the way your
organisation’s
prospective
applicants,
candidates and employees perceive you as
an employer.
A good employment brand begins with a
promise that is credible, compelling and
connects to the applicant. The applicant
should be able to believe in what the
employer is selling and also believe in the
employers’ ability to deliver the promises.
After hiring, it is the employers’ responsibility
to create an employment experience where
the employee is able to build a deep seated
relationship with the employer by embracing
the employment brand.
Once the
relationship is built, the employee will
become an ambassador of the brand. They
will encourage others to apply by talking to
them about the employment promise that

was delivered to them and the authenticity
it represents.

brand promise set for both current and
prospective employees.

Some benefits of employment branding
include: Long term impact on recruitments
which attracts quality candidates and
increases manager satisfaction; increased
employee referrals; improved retention
rates and increased employee motivation;
increased exposure by the media because
of the status acquired as‘the best place to
work’; decreased corporate negatives as a
result of effective branding programmes
and competitive advantage over other
competitors because of the attraction of
best talents.

SELL: After conducting research, the next
step is to sell your company. Sell your
company as the best place to work in using
various methods such as recommendations
from employees. It is also important to get
testimonials from employees representing
all levels- from junior staff to senior staff.
The testimonial can be uploaded on the
company’s website (an essential tool for
selling an organization).

How to develop a good employer brand?

SYNCHRONIZE: First, ensure that you are
well aware of your company’s mission and
vision statements. This is important so
that one can be able to synchronize the
branding strategy with the company’s
vision and mission. It is important to create
a picture in the mind of your future
employees that you have a really good
destination (vision) for them and that you
have already created steps on how to get
there (mission).
SURVEY: Once you have synchronized the
company’s vision and mission with the
branding strategy, it is important to
conduct research or do a survey on how
your current employees view the company.
It is also prudent to find out from
prospective applicants on why they would
want to work for your company. Many a
time, you might notice that there are gaps
in the perceptions from the inside (current
employees) and the outside (prospective
employees). It is prudent to decrease the
gaps so that you are able to deliver on the

SELECT: The selling process of the company
will therefore ensure that it reaches a wide
range of candidates after the vacancies are
opened. Because of the company’s high
standards on getting the right talent, it is
the responsibility of the recruitment
managers to ensure that they select the
best talent out of the applications received.
A good selection process brings on board
competent employees. It is unfortunate
how our attention and focus is most often
on other recruitment matters; neglecting
employment branding. The advantage it
brings to the doorstep of an organisation is
enormous. It generates high commitment
levels in employees thereby causing
progression. I strongly believe that by
putting employment branding as a focus,
many companies will be on the way to
priding themselves as the best employers in
their industries. If many of you are like me,
then it will be a relief to make the
recruitment process easier and with a long
term focus. Anything to ensure that I have
good talent in my company and that my
company is set to becoming
the best employer in
Ghana and beyond, I am
definitely up for it. As
stated by Scott Taylor, “a
brand that captures your
mind gains behavior but
a brand that captures
your
heart
gains
Emma Wenani
commitment.”
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SECURING THE
FUTURE WITH

PROACTIVE

SUCCESSION PLANNING
by Mrs. Ellen Hagan

a situation where the highest
I magine
flyer in your team hands in her notice to

good succession plan?

stop work within a month. For most
organizations,
even
best-practice
organisations, the timing is never right for
resignations of top performers. The month
during which time your top flyer works her
notice, and supposedly leaves handing over
notes – it will invariably be to a “stop gap”
situation. How do we anticipate such exits
or separation from the organisation and
“manage” them effectively?
A good
succession planning programme is the
answer!

SUCCESSION PLANNING – ROAD MAP
It is virtually impossible to successfully
promote someone unless there is a trained
person to take over the position being
vacated. To effectively implement a
succession plan, you need to consider a
number of elements:

The facts are that the world of work has
changed so much that the definition of
loyalty to team members working together
in an organisation is different from person
to person. It is fashionable to job hop. Most
people are dissatisfied with their current
jobs and are looking for others; “the grass
looks greener on the other side” may be a
cliché, but it is still very much the case – so
anticipating that your high flyers will leave
your team is a must for organisational
effectiveness. Yes, you anticipate their
departure but you do not leave it there, you
groom some talent in readiness, should this
situation occur. That is what a succession
plan is all about.

2. What are the key areas which require
continuity and development of the
people resources within your company?

It is also the case when your high flyer is
given more responsibility and a promotion.
Who performs the role she was playing
before? Do you stifle your good performers
with jobs they have obviously outgrown
just because you have not had the foresight
to develop others to take their place?
Whose responsibility is it to put together a

1. What is the long-term direction of your
company? Do you have an effective
strategic plan guiding your course and
direction?

3. Who are the key people you want to
develop and nurture for the future?
4. How does the concept of succession
planning fit into your strategies? Are you
concentrating your efforts in the areas
where the returns will be highest?
5. What are the career paths that your most
talented people should be following? Is
each path customized to fit the abilities
and talents of the people involved? The
point here is to be sure you do not do this
by rote: a plan that is not dynamic, that
does not include the consideration of the
individuals involved, is not usually as
effective as one that is tailored to each
individual’s needs and capabilities.
6. Should you wait for openings to appear
before promoting someone, or should

you make opportunities for each
individual as they grow and mature, so
that you can keep them challenged and
stimulated and not lose them to
others; possibly faster moving
companies? Your plan should be
proactive, with people moving into
different areas for experience and
training before they are needed in
critical positions, rather than reactive waiting for openings to occur, then
scurrying around to find an
appropriate candidate at the last
second.
What strategies should you be
considering for your succession planning
process?
There are different approaches which
may be used, depending on the situation
in each company. In some cases, a
company may have to move some people
along quickly in order to expose them to a
broad range of experiences, and possibly
to fill vacancies. In others, a deeper
involvement in selected departments or
disciplines may be indicated. Some of this
will depend on the culture and processes
of the company. In yet other cases,
decisions about the process will depend
on the individual’s capabilities and
competencies, and the structure and
operations of the company. In virtually all
situations, your ability to educate and
promote will depend on the capabilities
and strengths of the people who currently
occupy the key positions and where they
will be going in the future - what are they
being groomed for? It may not be vital to
have a succession plan for every position
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understanding and expectations of its
future leadership.
STEPS TO SUCCESSION PLANNING
Define where you currently are in your
succession planning process.
What positions are you planning for?
What key people have you designated
for succeeding to higher positions?
Where are they in their experience,
education and training schedules?
What has changed since your last review?
What other candidates can you identify;
either for future needs or to replace
people who were in the process and
either left your company or did not work
out as expected?
in the company, but certainly, there are
some key areas of responsibility which
must be considered. These will vary by
company and industry. This issue should be
revisited at least once a year and more
often if circumstances dictate.
How long should succession planning take?
Realistically, succession planning is never
finished. On a regular basis, each company
must look at its needs and resources to
determine where it needs to have
successors in place or in the process of
learning the requisite disciplines. Each
company needs to determine how long a
candidate should be involved or exposed
to the training required. Each individual
should have a concisely determined path
toward the goal set for him or her. That
path may be changed as needed and as
events determine, so monitoring and
updating should be a part of every
succession plan.
Over what time period should you plan?
Succession must be planned years in
advance of expected needs. To properly
train a successor, the company needs
sufficient time to expose the people to the
full spectrum of opportunities within the
company, as well as any desired or required
outside education/experience expected.
Additional factors, such as past experience
and current knowledge that the individual
brings to the process, will also affect the
succession time frame.
Skillfully done, succession planning will
bring the peace of mind that senior
management should have, based on the

What has changed inside your company
which might alter where you have been
planning to go with your succession plan?
How have the current candidates
performed to date?
What jobs have changed, and how have
they changed, since your last review?
What new opportunities, technologies
and other issues have emerged which
may lead to change in the succession
plan, its objectives or tactics?
Define where you want your succession
plan to take you, especially, in the light of
your current strategic plan.
What will you look like in three to five
years and what will your key people be
doing then?
What openings will you need to fill due
to attrition, promotion or expansion?
What new disciplines will the company
require, and how will you fill them?
What criteria will be used to determine
each candidate’s ongoing fitness for his
or her career path?
Does each candidate offer and
demonstrate continuing potential and
progress toward meeting the
requirements you have established?

On what basis will you determine if
someone is not progressing
appropriately, and what can you do to
help that person develop to the fullest
extent?
What alternatives can you offer those
who are not meeting expectations?
Once a plan is in place and people are in
the process of being groomed for higher
responsibilities and positions, where do
you go from here? As indicated above, this
is an ongoing process. You establish goals,
select candidates, establish training and
educational processes, initiate the process
of selecting and training with each
individual, and monitor developments. As
the Simplified Strategic Planning process
teaches, you continually update your
status, review your assumptions about
where you want to go and how you will get
there, modify your strategies and the
resulting actions/action plans. As your
situation changes, you alter your objectives
and continue your ongoing management
processes.
On a yearly basis, you will go through the
entire process just as you go through your
Strategic Planning process. You ask the
same types of questions; make the analyses
as enunciated above; make whatever
changes and modifications that are
indicated by the circumstances; update
your goals and procedures; and proceed
with the ongoing processes. Where you
need additional talent, you perform
appropriate searches; both inside and
outside the company. You are basically
limited by your resources, both human and
capital, your needs, and how far your
“headlights” allow you to see into the
future. Will you be totally correct? No, it is
not likely you will get it totally right; but
you will get better as you do this on a
regular basis. You have the on-going
advantage of being able to make
mid-course corrections, so you should not
go too far from right. That should be a
consolation. Indeed, with hard work, you
CAN get it right!

Mrs. Ellen M. Hagan
(Chief Executive of L’AINE Services Ltd.)
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Questions Hitting HR

with Mrs. Ellen Hagan

I want to know if HR Managers pay
the social security of employees
they hire for the short term, under the
new pension law.
Yes, it is a must that HR Managers pay the
social security of short term staff. Even if a
person is employed for just a day, his social
security must be paid. The law requires that
this is done.

1.

How often should performance
appraisals be carried out in a year?
Performance appraisals should be carried
out twice (2) a year. The first one should be
mid-year, to monitor the progress and
performance of staff members, keeping
organizational targets in mind, and to
determine their strengths and weaknesses.
The second one should be done at the end
of the year, to determine which areas they
improved in or excelled in, and to offer
rewards where necessary.

2.

Does our culture permit 360 degree
evaluations?
How
can
we
encourage the appraisals of superiors by
subordinates?
Our culture does not really permit 360
degree evaluations, but by ensuring the
anonymity of a subordinate’s appraisal, the
fear of being discovered as the one who
gave a bad appraisal and subsequently,
getting ‘punished’ for it, will be removed.
This will encourage him to give truthful
feedback that would be highly beneficial to
the company.

3.

Do
we
really
measure
performance? How far do we relate
performance to targets in strategic or
operational plans?
Performance is measured according to the
targets that are set by the various
departments in a company, and the
company as a whole. The challenge is for

4.

the targets to be measurable and
time-bound. If they are not, the task of
measuring performance becomes difficult.
To what extent do organizations link
staff training to performance gaps?
You mean the likelihood of using training as a
means of bridging performance gaps? Or
whether poor performance is blamed on the
fact that staff is inadequately trained? In the
first instance, staff training in its different
forms; one on one, management videos,
seminars and coaching, is used to bridge
performance gaps. In the second instance,
when it is realized that certain members of
staff are underperforming in certain areas, it
is an ideal and common practice to give them
the necessary training in these fields to
enable them excel at their work. This means
that to a large extent, staff training, among
other factors, is linked to performance gaps.

5.
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Performance Driven HR

DELANYO
AYEE QUAYSON
MR.

(Head of Human Resources, UNIBANK (GHANA) Limited)

W

ho says football has nothing to do with Human Resources? Well, Mr. Delanyo Ayee Quayson, Head-Human Resources of
uniBank, thinks differently. He reveals,” My favourite game is football; whether I am watching or playing it. Like football, HR
is about teamwork, initiatives and being proactive in your thoughts and actions. Also, just as football has several styles of play, HRM practice
is adaptable to situations and terrains; though the principles may be same”.
Mr. Quayson is a situational leader whose choice or style of leadership depends on the situation at hand. On a normal basis however, he will
describe his leadership style as participatory or democratic in that it allows team members to express their views on every issue at stake. He
enjoys building consensus on issues and decisions made by the team, making everyone own the decision and acting on it.
Mr. Delanyo Quayson is an excellent team builder, believes in
developing team members because it aids in the achievement of
team objectives and agrees with Aristotle’s saying that: “a man
without a philosophy of life is like a dried leaf in a whirling wind”. He
is therefore of the belief that every employee should start to charter
his/her career path before landing his/her first job and beginning to
develop the career thereof. This, he says, will help lay a formidable
foundation for a career from the word go. Since career paths are not
“cut and dried”, the employee may have enough time to change his
career development plan if he/she starts early enough and realizes
that the wrong career path has been chosen.

misconception because HRM has evolved over the years from its
‘policy and procedures police role’ to become a strategic partner of
the business and flexible in all its forms (hard or soft) and in practice.
This, among others, is amplified by the fact that HR policies and
procedures are adaptable to changing circumstances. For example,
in compensation and benefits, employees are given alternatives to
choose from: Where a company’s furnished accommodation is
provided by the company for a category of staff, employees are
allowed to choose between occupation of the company’s
accommodation or staying in their own houses and being paid cash
in lieu of company accommodation”.

Though HR has been misconstrued as being bureaucratic and
unapproachable, Mr. Delanyo says, “I totally disagree with this

First impressions count, they say! He will therefore establish a
working relationship with a new employee through a warm
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reception in a face-to-face communication
on the first day of work or through a
telephone conversation.
Had Mr. Quayson not been an HR
professional, he would have developed a
career in Accounting and Finance.
Cutting Edge Strategy
In all companies he has worked with and
more so with uniBank, Mr. Delanyo
Quayson has been concerned with the
development and implementation of an
effective
performance
management
system that ensures effective performance
planning,
enabling
performance,
monitoring
performance,
assessing
performance and ensures that employee
reward is aligned to performance. He might
consider retaining an employee on account
of excellent performance, initiative and the
drive to make things happen in a general
staff lay - off.
He is of the view that HRM in practice
should always be a strategic business
partner, corporate change agent and an
employee advocate. As the Head-HRM for
uniBank (Ghana) Limited, he is a fast learner
and this makes it difficult to identify him as
a new learner in an environment.
His initiatives and the drive to achieve or
exceed corporate goals make him to ensure
“a line of sight” between HR activities and
the Bank’s objectives and mission
accomplishments. Through this, he has led
the HR Team to succeed in making human
resource management at uniBank a
strategic business partner. To him, making
HRM a strategic business partner is the “sine
qua non” in modern HR management and is
achieved through active participation of
the HR function in the formulation of the
vision and mission of the company and in
the corporate planning processes.
It also involves understanding the business
and strategic imperatives of the company
thoroughly and endeavouring to weave
human resource management principles
and practices into every management
strategy and decision. He reiterates,
“Modern HRM practice therefore goes
beyond doing the usual routine employee
records keeping and welfare services to
cover the HR function but also continuously
asking itself; “what can we contribute to the
achievement of the corporate plan or goal
of the company”?

A Deeper Insight of uniBank (Ghana)
Limited
The culture at uniBank is built around its
mission and vision as well as the shared
values of the Bank, namely: “flexible, caring,
vibrant and teamwork”. All employees know
and strive to lead and be proactive,
professional, business-minded and caring
as enshrined in the vision “to be the leading
and
preferred
bank,
offering
comprehensive financial solutions to SMEs
and Personal Banking markets in a
professional, caring, proactive, responsive,
and profitable way”. A real open-door policy
helps to remove seniority barriers and
enables all categories of employees to
express their views and opinions.
Employees are made not to only know the
vision, mission and the corporate values but
also share in them and live them both at
work and outside the workplace.
uniBank believes that all that the Bank has
achieved in its eleven years' existence is the
fruit of the efforts of its most valuable assets
– its people. It is on this basis that the HR
department which obtains the talents with
the right skills; motivates the people to
perform and retains these talents. HRM
prides itself as one of the greatest
contributors to the success of uniBank.
Planning for succession, training and
development of employees at all levels is
not just an HR activity; it is of concern to
management and even to the Board of
Directors of the Bank. Through robust
employee
development
initiatives,
high-flyers are identified in a talent
management programme and given
fast-track development opportunities to
enhance their growth so they can fill vacant
senior roles that may arise from time to
time.
Above The Competition
“I always thank my Creator for how far He
has brought me but I always believe there
are more achievements ahead that He has
endowed me with potentials to attain. One
achievement that I am most proud of,
however, is the fact that He enabled me to
attain a good university degree at an early
age though I did not attend a secondary
school. After completing my Middle School
education with Distinction in 1982, I went
to the Peki Teachers Training College
(GOVCO) for the then 4-year Certificate A,
which I completed in 1986 at age 20. Whilst
teaching, I successfully did my GCE “O” and
“A” Levels through private studies within

two years. By the time my classmates who
had the privilege to go to Secondary Schools
could complete their six-form and national
service to enter the university, I was already a
sophomore (in second year). Moreover, I did
not only complete the university earlier than
these equally good classmates of mine, I also
became a Teaching Assistant to some of
them after my 1st degree at the University of
Cape Coast. During my Mphil programme at
the University of Cape Coast, I also had the
honour to lecture some of my Diploma
holding tutors who taught me at the
Teachers’ Training College and were at the
university for their 1st Degree”.
Hitches Here and There
“I do not really have a most awkward
moment in my HRM practice, but an
awkward moment that comes to mind is an
instance in a multinational company where I
worked as an Employee Relations and
Remuneration
Manager. The
Group
implemented performance-related pay
across all its companies in other countries.
When it was our turn to implement it in
Ghana, the union rejected it at the eleventh
hour saying it would amount to
discrimination among its members. It took
me and top management months to finally
get their buy-in. This was dealt with through
further negotiations with the union.
In Retrospect
“I come from a humble beginning and had to
start funding my own formal education at an
early age. This made me very resourceful and
somebody who does not wait to have
everything he needs to start work on a
project that must be undertaken.
During my childhood, which was mostly
spent with my grandparents, I took a
philosophy from my grand mum’s
continuous saying to me: “Boy, if you use the
same ingredients to cook your favourite
food, using the ingredients in the same order
all the time, the food would have the same
taste all the time”. The philosophy from this
saying is what has shaped my life till date; “if
you do the same thing, the same way all the
time, you will get the same result all the time.
If you want to achieve a different result, you
have to change the way you do it”.
I also learnt and believe that God does not
create anybody to become a non-entity but
with a potential that can be developed to
make life livable for oneself and the world at
large.
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TIPS FOR

SUCCESSION

PLANNING:
by Mame Kufour

must admit, the term succession
planning did strike me as rather ‘alien’
when I first heard it in academia.
Nevertheless, as soon as the lecturer began
explaining what it was, I had a big ‘aha’
moment! I realized I had seen succession
planning over and over again but in a
simpler fashion. I have always been
surrounded by people who come from
business oriented families with mini
empires whose career paths are paved from
birth. Therefore, I see firsthand succession
planning with a twist of nepotism in such
cases where the father grooms his beloved
son to one day become the worthy CEO of
his empire.
Succession planning becomes more
complicated when you take the twist of
nepotism out of the equation. It becomes a
complex matter of selecting, developing
and retaining the best candidates with the
potential to succeed in key roles within an
organisation.
Whilst researching succession planning in
Ghanaian organisations, I stumbled across
Tigo which is nothing short of exemplary in
this domain. Tigo practices succession
planning with impressive detail to their
business strategy and the labour market.
The company firmly believes succession
planning should be an ongoing process
with the aim of identifying, developing and
retaining the following; talent, general
successors (with excellent leadership skills)
and key successors (for specific positions).
I therefore enlisted the help of the HR
Manager of Tigo, Mr. Eric Van Kuijzen and
with his kind assistance; these tips for
succession planning were formed.
It all begins at the recruitment stage!
It is detrimental to underestimate the

importance of a well devised recruitment
process in a firm. Mr. Van Kuijzen
emphasizes the importance of the
recruitment
stage,
stating
that
organisations should hire the best
candidates not only in terms of skills, but
also in terms of their corporate strategy and
values.
Recruitment can be done internally or
externally. Therefore, organisations should
look outside if they fail to find suitable
candidates internally. Nevertheless, internal
recruitment enhances employee retention;
people generally value employers who
provide
opportunities
for
career
advancement hence, they are likely to stay
with an organisation that practices internal
succession planning. (There is also the
advantage of decrease in staff turnover, due
to the development of a discernible
succession planning system.)
Training is essential and time is of the
essence!
The ideal succession planning process
identifies the suitable candidates to fill the
key roles within the organisation at an early
stage (perhaps 5years or more), allowing
time to train and nurture their talents.
Consequently, talent management is a vital
tool in this process because effective
recruitment, retention and development of
highly-talented individuals are also
fundamental to succession planning.
Accordingly, Tigo
practices
talent
management and selects candidates,
allowing a minimum of two to five years for
preparation;
using
training
and
development
programs
to
ensure
candidates are highly equipped. Some of
these
programs
are
Leadership
Development
Programs,
Individual
Coaching, Specific out-company leadership
courses and supporting MBA studies.

Look to the Future!
In designing a succession planning process,
an easy option is to use the methods
adopted in the past. Nevertheless, this is not
advisable; succession planning is best
devised bearing in mind the established
direction of the organisation. In the age of
innovation and a volatile business
environment, organisations need to be
conscious of the direction in which they want
to head and the leadership skills they require
to achieve their goals. This can be achieved
by projecting succession planning against
their business development goals, ensuring
an alignment to the company’s strategy.
Constant Review
A remarkable emphasis is given to the value
of ‘review’ by Tigo as the succession planning
process is reviewed regularly, to ensure the
company is indeed focusing on the right
people. This is done by taking the labour
market into consideration. Mr. Van Kuijzen
explains that the state of the labour market
can have significant implications on
succession planning.
For example, a
shortage in highly skilled IT technicians in the
labour market can create the need to
develop, train and retain potential successors
within the organisation.
So, there you have it, some tips for effective
succession planning and the secret to Tigo’s
success. After giving great thought to
succession planning in the Ghanaian context
as opposed to the foreign ideology and
practices our academic text books provide;
what I once considered an ‘easier said than
done’ concept seems rather practical.
Thorough research will present numerous
tips and ‘How to’ literature on succession
planning. However, I still stick with my
conviction that, there is no ‘one size fits all’
when it comes to succession planning. I can
only hope that this article serves as a guide
and inspiration to HR practitioners as they
consider devising a ‘best fit’ succession
planning process for their
own organizations. This is
undoubtedly a challenge!
So in my usual fashion; I
put this challenge to you
all - my superiors,
contemporaries
and
aspirants of my beloved
profession.

by Mame Kufour
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Personality Spotlight

MR. ISAAC
SACKEY
Area HR Manager, Anglophone Africa DHL Express

ith a background of extensive travel
and educational achievements to be
envious of, Mr. Isaac Sackey, Area Human
Resources Manager, Anglophone Africa for
DHL Express believes every person should
create his or her own circumstances. He
quotes “Those who get on in this world are
those who get up and look for their
circumstances and if they don’t find them,
they create them”.

whole and we always look at how we can
Engage our Employees and how we can
ensure Active Leadership throughout the
Organization.

Isaac holds a Post-graduate in Human
Resources, Change Leadership and General
Management and is a Member of the
Ashridge Management College, Institute of
People Management of South Africa and a
Member of the International WHO’S WHO’
of Professional Management in recognition
of his Exemplary Achievement and
Distinguished contribution to the Business
Community.

The Performance Evaluation Program
whereby we discuss Career Aspirations,
Individual
Development
Plans,
Competency Evaluation and Target
Agreement and Achievements of our
Employees.

w

HR, A Partner
I believe Human Resources should be a
business partner. Human Resources should
support the business, should be proactive,
and should be seen to be part and parcel of
the business, rather than just having the
traditional role of reacting to event issues.
HR should contribute actively and
strategically to the attainment of business
results.
Our Focus at DHL is to be an Employer of
Choice, Provider of Choice and Investment
of Choice. With Motivated People, we can
deliver Great Service Quality, which will
translate to Loyal Customers and Profitable
Network.
Our Contribution
HR has greatly impacted DHL Express as a

We make it a point to stay informed about
the challenges facing our employees and
provide lasting solutions to them. In order
to do this, we have so many projects in
place:

Employee Opinion Survey, administered by
an Independent Service Provider, ensures
that we obtain candid feedback from our
Employees on Management, Supervision
and how we can further enhance the
working environment.
RAPID – Role Advancing Program Through
Internal Development ensures that High
Potential Candidates are identified through
the Talent Panel Process and developed for
higher responsibilities.
Finally, DHL’s Upstairs Scholarship Program
ensures that the selected Kids of the
Employees are sponsored to the tune of
EUR 2,000 per year for three years to further
their education.
Achievements
I pride myself in identifying High Potential
Candidates and ensuring that they are
properly trained, developed and mentored
to assume Higher Responsibilities in DHL.

Different Cultures, One Company
Having had the opportunity to work in Senior
Positions with DHL in Nigeria, Kenya, Malawi,
Uganda and South Africa, I’m always mindful
of the local practices and beliefs of different
cultures.
We therefore ensure that the Global HR
Standards are maintained while being
mindful of the Local Culture and Practices
My Style of Work
I strongly believe that we can only deliver
resources through people. I believe in people
and I rely on them to get the job done. I have
therefore adopted the management style of
being very open. I keep my office door
opened at all times and my employees know
that they can always walk in. I get some of the
best ideas from my staff so I always make it a
point to listen to them.
An Intelligent word
Blaming your circumstances on your
background or where you came from is never
an excuse.
Most of the successful people we have today
came from challenging backgrounds but still
made it. As I stated earlier, create your own
circumstances.
On A Lighter Note
When I’m not working, I enjoy spending time
with my wife, Margaret, who I have been
married to for almost 30 years, or reading. I
am currently reading ‘Good to great’ by Jim
Collins. So you see, even when I’m not at
work, I’m always looking for ways to improve
upon myself. I have three boys and the last is
currently at the University of Edinburgh
studying law.
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Speak Volumes
WITH YOUR COMPANY LOGO!
by Revina Acheampong

uch of marketing is concerned with a company's image, both on an
individual product level and for the corporation as a whole. One way
businesses do this is through their logo and their corporate identity.

M

Every company and every branded product or service needs a logo for this
purpose. Your logo should mean something to your customers; it should convey
a message about your company and what you have to offer. A professional and
attractive logo does not only brand the company's image, it also lets customers
know what the company can do for them. Here are a few things to consider when
designing your company logo.

The Dos

Do some research within your competitive field; this will give you a good idea
as to what works and what does not.
Do keep the logos simple and creative. It must grab attention. These
will make it easier to remember and ensure it offers a bigger impact. Your
logo should have a personality.
Do make certain the most important word and element is something special
and stands out from all the competition. This will help people recognize it.
Do check that the colours used when designing logos complement
each other and do not clash - For example, studies have shown that blue is a
calming color and a combination of red and yellow makes people want to eat
(this is why the combination is used in many fast food logos).
Do let your logo look just as good and effective in black and white as it does
in a coloured format
Do ensure that your logo suits your company and the purpose of your
company.

The Don’ts
Don’t copy someone else's logo- this defeats the purpose of creating your
own unique logo and corporate identity. A logo should be unique in order to
differentiate it from competitors'
logos.
Don’t make your font choices too decorative and fancy. Don't use fonts that
are hard to read and see. They should be clear no matter how you resize them.
Don’t use all caps in your logo.
Don’t split the important parts of your logo design. This means that the logo,
images and slogan need to appear as a unified entity.
Don't place the logo on a patterned, imaged or textured background. The
logo should always sit on a solid colour or white background.
Don't use shadows and stretching effects on your logos because they won't
look nice when resized and viewed on different surfaces and screens.
Having a quality logo is the first step to a successful marketing campaign. A great
logo will not only provide your business with visual recognition but it will also
make a statement about your company and what it offers.
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HR as a

Strategic Partner
by Akua Ofori Boateng

of us will admit that the most
M ost
important asset of a company is its

There are no world-class companies with
weak HR departments; excellence requires
an HR to plan and work strategically.
Throughout this article, you will see some of
the reasons why as CEOs and managers, we
tend to become frustrated with our HR
departments and end up marginalizing
them.

HR and what management needs
them to do changes. Often, there is no
thought given to what the key drivers
of human performance are. In order
for your HR to be a strategic partner,
there needs to be a clear
understanding of what the HR
department will and will not do. In the
absence of a clear direction, HR is
reduced to arranging picnics and
Christmas parties. Since there is no
direction from the organization and no
careful planning from the HR manager,
the HR department ends up becoming a
section where all the administrative jobs
fall.

To start with, we do not know what we want
or need from our HR department - as
companies evolve and grow, the focus of

Inevitably, the HR department becomes
overwhelmed with unprofitable activities
and they do not have the time to conduct

people and yet, we view our HR department
as a necessary evil that is simply part of the
overhead cost of doing business. This is the
case in poorly run companies that do not
have HR as a strategic partner.

more vital and valuable work.
Being a strategic partner
requires that HR is elevated
above just administration. Our
HR department is not properly
staffed - If the HR department is
filled with able administrators, but
not people with any real business
training or experience, you will not
have HR being a strategic partner
(although your staff picnics will
probably be great).
If your organization expects
outstanding performance from its
HR department, it needs to staff it
with outstanding people. If HR becomes
the dumping ground of the organization,
where we put people who could not make it
in the core business, or a place where we hire
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less than the best to try to meet diversity
requirements, you will not have an HR
strategic partner. However, the onus lies on
HR to train staff who have the zeal but lack
the necessary skills to put up outstanding
performances.
We like to use HR as a scapegoat - It is much
easier for managers to tell their people
unpleasant news if they can pin it on
someone else. Usually, the target of such
finger-pointing is the HR department, who
are seen as biased and insensitive to
employee problems. When this happens,
employee loyalty is lost, weakening any
sense of ownership that might exist. An HR
coaches, supports and advises managers
through the enforcement of policy issues tactfully.
Some companies have their HR report
through finance. The practice of having HR
report through finance is far too common
and not a healthy practice. For HR to affect
a company’s bottom-line, it needs to work
exclusively, reporting directly to the people
who are responsible for implementing the
strategies that are put across. If HR is not at

the senior leadership table, then it is highly
hypocritical to claim that “employees are
the most important asset of a company.”
In order to provide quality, professional
advice to managers in the core business, an
HR strategic partner needs to understand
the core business; how the company
operates, or how it manages and measures
its success. The HR practitioner should be
abreast with the various job descriptions in
the company, so as to point a straying
employee in the right direction. This,
though it might seem small, saves the
company a lot of time and money.
The burden however, is not solely on
managers and CEOs, the HR department
needs to be better at selling itself and
influencing others in the organization. HR
should be more of an influence than a
decision-maker. As such, HR needs to
become much better at “selling” its
viewpoint and policies and make sure that
everybody understand the procedures or
processes.
Moreover, for organizations that do not

know how they should best use HR, it is up to
the HR department to define and sell its role
in the company. Have an HR business plan
that is attached to the organization’s overall
strategic plan. Without a clear focus, there is
no chance of being a strategic partner and
having your impact felt.
Get skilled business people into HR
departments. If you staff your HR department
like an organizational wasteland, your results
will match your efforts.
An HR strategic partner is a highly skilled,
high-potential human asset.
Get HR to the table. An HR strategic partner
needs to be included in all important
discussions. If HR is not at
the table when those
discussions take place,
there is no chance of
maximizing the value of the
human asset, and no
chance of truly being a high
performing organization.

Akua Ofori Boateng
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Work Your Health

with Ergonomics
by Dr. Marcus Manns

E

rgonomics deals with the compatibility
between workers and their work. When
work is unmatched to the worker’s body,
there is usually discomfort, fatigue, pain and
subsequently, injury.
Adequate environmental conditions are
important for the overall well-being of
workers and productivity. When the work
area is too cold or too hot, poorly lit, noisy,
poorly ventilated, or contains unpleasant
odour, it results in annoyance, stress, fatigue,
eye strain and headaches, which may lead to
other conditions. Injuries and illnesses
related to poor ergonomic conditions can be
prevented by making the workplace and the
work organization fit the physical and mental
ability of each individual worker.
Let’s get practical
Maame is a receptionist. Much of her work
involves using a telephone to take messages
and
redirect
calls
to
appropriate
departments. She regularly uses a computer
to make appointments, record messages and
respond to e-mails.
After work, Maame found she had an aching
shoulder and neck with sore eyes and a
headache.
The risk assessment identified
following areas for improvement:

the

Maame would often hold the telephone
between her shoulder and ear while talking
on the phone and typing a message on the
computer. She regularly adopts this
awkward, static, strained posture during
her working day.
The computer screen was difficult to read
because of glare and reflections from light
through the window.
The screen is poorly positioned - it is too
high/low/close/far from the worker, or is
offset to one side. The mouse is placed too
far away and requires stretching to use.
Chairs are not properly adjusted to fit the
person, forcing awkward and

uncomfortable postures.
There is glare on the screen from
overhead lights or windows, increasing
the risk of eyestrain.
Any remedy?
Sitting and chair design – given the fact that
many jobs require an employee to sit for
many hours per day; the following sitting
tips are recommended:
Feet should rest flat on the floor or a
footrest should be provided
Legs should remain uncrossed
A small gap should remain between the
back of the knees and the front of the seat
Backrests should be adjustable to support
the low- and mid-back
Standing and posture – for those jobs that
require standing positions for long periods,
certain factors can minimize stress and
strain. These include:
Availability of a foot stool to place one
foot higher than the other
A shock-absorbing, stable surface to
stand upon
Proper footwear that is comfortable and
biomechanically supportive
Working surfaces that are the proper
height to minimize bending or stooping
Keeping knees slightly bent can take
some stress off the joints
Now, take a few minutes to try this out.
Back/Side Stretch
Purpose: To relax the back and side muscles.
Interlace fingers and lift arms overhead,
keeping elbows straight. Press arms as far
back as you can. To stretch sides, slowly lean
to the left, then to the right.
Middle/Upper Back Stretch

Purpose: To stretch upper and middle back
muscles.
Hold your right arm with your left hand just
above the elbow. Gently push your elbow
toward your left shoulder. Hold stretch for 5
seconds. Repeat on left arm.
Back Curl
Purpose: To stretch lower back and legs.
Grasp shin. Lift leg off the floor. Bend
forward (curling the back), reaching nose
toward the knee. Repeat with the other leg.
Shoulder Roll
Purpose: To relax shoulder
muscles.
Slowly roll your shoulders
backward five times in a
circular motion. Then roll
shoulders forward.

Go on to work!
You are well relaxed.
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SITUATION VACANT?
WRONGFUL DISMISSAL OR
UNFAIR TERMINATION, WHICH IS IT?
by Cillinnie Ngo-Pondi

“

Fired”, “sacked”, “got the boot”,
“jumped before he was pushed”,
“severance”, “let go”, “proceed on
indefinite leave”. These are some of the
wonderful tags we have for the miserable
situation of being kicked out of a job. In the
world of horse hair wigs and long black
gowns however, the two most important
words for the sorry state of being sacked
have been WRONGFUL DISMISSAL and
latterly UNFAIR TERMINATION.
We tend to use these terms interchangeably.
There was one occasion in Court when the
Judge asked a lawyer not to mix the terms
(okay it was me!). What is the distinction
between the two terms and does it really
matter? After all, whether a person is
wrongfully dismissed or unfairly terminated,

that person is still in a jobless situation.
What is the current situation? I am not just
discussing parts and particles of the Labour
Act 2003 in this quarter. I am asking for
reasoned opinions after you have read the
topic under discussion. To put the subject
into perspective, note that we have
Common law, (also known as case law or
precedent). This is law developed by judges
through decisions of courts. We also have
Legislative
Statutes
developed
by
Parliament. These two run alongside each
other and make up our “plural legal system”.
COMMON LAW DISTINCTION BETWEEN
DISMISSAL AND TERMINATION
Termination
At common law, an employer and his
employee are free and equal parties to the

contract of employment. Hence, either
party has the right to bring the contract to
an end in accordance with its terms (e.g.
redundancy, retirement etc.). Of course, this
creates a pretty unsatisfactory situation for
the employee because of the imbalance of
power in the employment relationship.
There is no comparison between the
consequences for an employer if an
employee terminates the contract of
employment and those which will ensue for
an employee if he is terminated. In a
termination, the employer and employee
mutually agree to end the contract
prematurely or according to any other
provisions relating to termination of the
employment contract. A termination does
not always mean that an employee leaves
the service of that particular employer. For
example, an employee could be made
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redundant in a particular role and offered a
position in another. Here, the original
contract would be terminated and a new one
put in place. The employee remains in the
service of the employer.
Dismissal
The common law position with regard to
“dismissal” is that an employer may dismiss
an employee for many reasons such as
misconduct,
substantial
negligence,
dishonesty, etc. These acts may be said to be
so serious a breach of the duty by the
employee that the employer can be justified
in concluding that it is the employee who has
repudiated the contract of employment.
There is no fixed rule of law defining the
degree of misconduct that will justify
dismissal. The employer has to prove that the
act was a serious breach of duty (show just
cause). If a dismissal is without just cause, the
employer is deemed to have wrongfully
repudiated his contractual obligations to the
employee—and the dismissal is said to be
wrongful. There is also an unbroken line of
authority at common law that an employee
cannot lawfully be dismissed (as against
terminated) without first telling him what is
alleged against him and hearing his defense

or explanation. This is because if the
dismissal is lawful, the employee loses all his
entitlements
(except
for
statutory
entitlements such as annual leave),
including his right to notice (summary
dismissal).
WHAT DOES THIS MEAN?
This means that a lawful termination is
ALWAYS according to the terms of the
contract and in a lawful dismissal the
employer is able to prove that the employee
has acted so BADLY that the employer can
END THE TERMS OF THE CONTRACT but is
subject to a laid out PROCEDURE in the
contract.
LEGISLATION
The common law and contractual situations
have been entrenched into legislation by
the Labour Act 2003 which is “An Act to
amend and consolidate the laws relating to
labour, employers, trade unions and
industrial relations….” The Labour Act does
not really make any distinction between
dismissal and termination. S15 of the
Labour Act lays out the grounds for
termination of Employment, S62 says what
a fair termination is, S63 lays out what an

unfair termination is and S64 provides
remedies for a worker who has been
unfairly terminated. S57 (8) says that an
employer should not “dismiss” a worker
because she is on maternity leave. I wonder
whether the word “dismiss” used here is a
typo because S63 (2) (e) states
unequivocally that if the only reason for
termination is pregnancy or absence of the
worker on maternity leave, then it is an
unfair termination.
Ultimately, the law of contract is still the
foundation of employment relationships.
Just like statutory power, the contractual
power of termination (or dismissal) must be
exercised within the four corners of the
terms of the contract. There are many
situations for which the law has not
legislated (I frequently discover new ones
all over the place).
It is then up to the law of
contract and common
law to fill the gaps and
supply us with the
answers that we need.

Cillinnie Ngo-Pondi
CEO of Employment
Relations Center
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DEMYSTIFYING
THE CONCEPT OF BALANCE

SHEET SIZE

A

company’s balance sheet gives
information to enable investors,
lenders, financial analysts, etc, assess a
company’s financial health. To assess a
company’s
present
and
future
performance, the balance sheet is analyzed
alongside the other elements of the
financial statement namely; the Income
statement, Statement of Cash flows,
Statement of Changes in Equity and more
importantly, the Notes to the financial
statements. For purposes of this article, the
focus will be on the Balance sheet.
A balance sheet, in simple terms, is a
statement which shows how much a
company owns and how much it owes at a
given point in time. How much an
organization owes is captured as either
Capital or liabilities on the balance sheet.
Capital includes owners’ contribution into
the business and company profits retained
over the years. It may also include other
reserves (capital, revaluation, statutory etc).
Beyond this, the organization may incur
obligations during the course of its
operations in the form of trade creditors, tax
payables or exposures to financial
institutions. These items, though not
exhaustive, are termed Liabilities and could
be short term or long term in nature.
Companies utilize their capital and
liabilities to acquire assets which are
employed to generate revenue for the
company. Assets could also be short term or
long term in nature.
To sum up on the overview, one can safely
conclude that a balance sheet will show
Capital, Liabilities, and Assets. By principle,
an organization’s capital and liabilities are
used to fund the assets hence, must be
equal to total assets at any point in time (ie
Assets = Capital + Liabilities).
Most often, the idea of a big balance sheet
is misconstrued: it is said that a big balance
sheet will either support the lending
activities of financial institutions or the
borrowing requests of organisations.
Undoubtedly, it is advantageous for
companies to have big balance sheets.

However, the term ‘big balance sheet’ is
gradually becoming a financial jargon
though many do not consider the quality of
the individual components of such balance
sheets.
In commenting on a balance sheet as being
big, what really are the parameters? Are we
looking at absolute total assets or are the
qualities of the individual components
being assessed? For certain, if it were for the
former, most companies could pride
themselves with ‘bloated’ balance sheets
and be able to raise or lend funds with
significant ease. Unfortunately, we are
witnesses to the numerous huge
companies abroad, who were regarded as
financial kingpins per their ‘balance sheet
size’ but collapsed in the midst of the global
credit crunch.
Assets could be categorized into earning
and non earning assets. For a typical
balance sheet, what is the weighting of
earning assets to total assets? Do
companies really own most of their assets
or are these assets already pledged to
existing loans thereby reducing the
company’s future borrowing capacity?
What other covenants underlying existing
loans tie the borrowing hands of a
company? What is the trend of the loan
balance year on year? Is the loan balance
hardening up or it is being serviced
regularly? Take note, a mounting debt
balance can lead to a “big” balance sheet.
A company’s liabilities cannot be left
without mention in this discussion. One
needs to critically identify and evaluate its
makeup. Is the company struggling with
debt or does it have a tolerable financial
leverage? Is the company in a position to
pick up more debt to fund its business in
future? There are still some other liabilities
which are contingencies hence, cannot be
recognized on a balance sheet. Contingent
liabilities are liabilities of uncertain timing
and amount. They are required to be
disclosed in the notes of the financial
statements. What are the contingent
liabilities surrounding a typical big balance
sheet? Should these liabilities crystallize,

by Joseph Ciici Arthur

how will the resultant balance sheet look
like?
The last set of items in a balance sheet is
the shareholders’/ owners’ funds made
up of the stated capital, share premium (if
any), retained earnings and reserves.
Over the years, have the owners injected
new funds by way of increasing stated
capital? Is there a progressive growth of
retained earnings or are yearly losses
depleting shareholder’s money? What
percentage is equity to total liabilities
and total shareholder’s funds?
Flipping the coin to financial institutions,
there is the need to assess the quality of
their loan portfolio, which is a significant
element on the asset side. One key
balance is the accumulated provision on
the loan book. This should be weighed to
the total loan book to see if it is
significant. Another indicator for an
attractive or quality balance sheet, as
opposed to a big balance sheet, is by way
of computing some utilization ratios. This
will determine if our assets are indeed
being churned into revenue or our
capital is simply being tied up in “hard” or
non-earning assets?
In conclusion, balance sheets could be
big at first glance but a closer look at it by
way of detailed analysis can reveal how
little one can leverage on it to support
lending and borrowing activities. This
discussion should set the tone for real
thinking on what a big balance sheet
really is. In my personal view, a balance
sheet is first and foremost as big as its net
worth (Total assets less liabilities). More
so, a critical study of notes to the Balance
sheet is very key in putting into context
how big a balance sheet
is. We can never
discount
that
a
company’s
balance
sheet needs to be big.
The issue is how
healthy and beneficial
is such a balance sheet?

Joseph Ciici Arthur
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ORGANISATIONAL
BEHAVIOUR (OB):

Does it MATTER?
by Mildred Sika Tettey

B

ehaviour, whether individual, group or
organisational, is observable and can
be learned; the focus is usually on what the
leader does, and not what a leader is.
“One way to recognise why people behave
as they do at work is to view an organisation
as an iceberg. What sinks ships isn’t always
what sailors can see, but what they can’t see”
(Mullins,
2007:29). The ‘organisational
iceberg’ concept can be further elaborated as
both Overt and Covert. The ‘Overt’ or the
formal aspects consider: customers, strategic
plans, financial resources, operational
policies, rules, regulations and procedures,
organisational structures and surfaced
competencies and skills while the ‘Covert’ or
behavioural aspects consider issues relating
to attitudes, communication patterns,
informal team processes, personalities,
conflicts, political behaviour and underlying
competencies and skills. Organisational
behaviour (OB) is summarised by Brooks
(2009) as the study of human behaviour in an
organisational context with the focus on the
individual and group processes and actions.
As part of an organisation’s HR strategic plan,
it is of utmost importance to consider the
practical implications and aspects of
attracting, retaining and managing the
various generations in the workplace. A look
at the composition of the workforce will
reveal generational diversity. According to a
CIPD/Penna Joint Survey Report (2008), there
are basically four key generational groups:
the Veterans (born between 1939 -1947) are
loyal, submissive and more civic toward their
employer; the Baby-Boomers (born between
1948 -1963) are economically optimistic,
distrustful; Generation ‘X’ (born between

1964 -1978) are individualistic, resourceful,
self sufficient; and Generation ‘Y’ (born
between 1979 -1991) are confident,
ambitious and attention craving. It is
therefore evident that each generation has
its own behavioural tendencies. It is also
believed that, the ability of an organisation
to understand the diverse behaviours of its
workforce assists in explaining, predicting
and influencing behaviours within the
establishment as well as enabling the
organisation to make informed choices
which invariably influence policies and
procedures. Generational diversity in the
workplace, where possible, interpersonal
and cultural sensitivity, most likely affects
concepts like the ‘glass ceiling’ where
organisational behaviour results in the
reduction of women, minority or
disadvantaged groups in key positions.
Furthermore, as a result of globalisation, the
workforce can consist of employees from
different countries, cultures and work
ethics, resulting ultimately in the
importation of ‘different behaviours’ into
the organisation. For HR practitioners in
particular, to understand and handle OB
issues, there is therefore the urgent need for
tangible procedures and systems to be put
in place, which would aid the studying of
individual behaviour and the behaviours
underpinning the formation of teams and
groups in the workplace.
So does Organisational behaviour matter?
Organisational behaviour does matter
because it gives the ‘outsider’ an overview of
the organisation in terms of its individuals;
the formation and character of groups and
teams; the leadership style and the culture
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of the organisation. In a nutshell, it can be
classified as the window from which
stakeholders evaluate the relationship
between the workforce, the organisation
and the leadership style. To a large extent,
the activities of management are variations
of behaviours. Globally, establishments are
experiencing a quickening pace of change
in terms of technology, leadership styles,
work methods, types of employment
contracts and even where employees work
from. HR practitioners therefore need to
have a clear understanding of what the
implications of these changes have on their
organisations including but not limited to
organisational behaviour.
Organisations may taunt their core
purpose, mission and vision statements
together with well crafted strategies.
However, if organisational behaviours are
not identified and appreciated in work
systems in terms of management of both
implicit and explicit knowledge; managing
in-house talent and expertise; effectively
handling dedication and loyalty, then the
HR practitioners’ management of human
and financial resources would amount to
very little in the improvement of
performance within the organisation which
would ultimately reflect in the financial
health
of
the
organisation; an end
result every business
entity is concerned with.
So, does Organisational
behaviour matter?
Independent Senior
Human Resource Professional Mildred Sika Tettey
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JOB Listing
PROJECT MANAGER
MSc in either Engineering, Energy and
environment Economics, Energy management,
energy studies/Finance, Development Planning etc

DUTIES:
Supports the development of project concepts and
proposals.
Implements projects under the supervision of a Project
Manager or the Director.
Undertakes project budgeting and expenditure monitoring
and tracking (to ensure project is being implemented as
per budget).
Details out project implementation strategies and develops
project work plans.
Undertakes project reviews and analysis as per project.
Runs workshops and Forums.
For more information please email Samuel.Dzackah@laineservices.com or
Call: 0244748209, 0302 717039, 0302 716986

TRAINEE OFFSHORE SECURITY COORDINATOR
Military or Police Background with maritime security exp

DUTIES:
Applicant should have a Military or Police background
with maritime security experience.
Experience in the navy would be an advantage.
Applicant should have some experience of working on
small boats including maintaining small boat capability.
Applicant would be proficient with Microsoft Applications
including Outlook, Excel or equivalent spread sheets for
presenting data.
For more information please email Samuel.Dzackah@laineservices.com or
Call: 0244748209, 0302 717039, 0302 716986

TELLER/ ADMIN ASSISTANT
HND or Degree preferably accounting

DUTIES:
To perform general teller duties as well as some
administrative duties.
For more information please email Samuel.Dzackah@laineservices.com or
Call: 0244748209, 0302 717039, 0302 716986

PROJECT OFFICER
MSc in any of the ff: Engineering, Energy and environment
Economics, Energy management, energy studies/Finance,
Development Planning etc

DUTIES:
Generally to assist Project Manager in effective and
efficient project implementation and management,
undertake proposal writing, budgeting and expenditure,
Implements projects under the supervision of a Project
Manager or the director
For more information please email Samuel.Dzackah@laineservices.com or
Call: 0244748209, 0302 717039, 0302 716986

