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Editorial
W

atching gymnastics is always fascinating for me,
especially during the National Cheerleading and Dance
competitions that are shown on ESPN. I marvel at how easily
the teams seem to synchronize and also form human
pyramids but I know better than to believe that it is easy for
them. In order to form their pyramid well, there must be
group and individual trust and strength. Each individual must
also know his or her role, and when exactly they are required
to perform them. This will ensure that there are no mistakes,
no casualties and a high score from the judges.
In any organization, as in any cheerleading team, there must
be collaboration between all employees and supervisors in
order for all departments to be in sync and to ensure the
proper growth and development of the organization.
One of the best ways to ensure that you have dedicated loyal
staff is to be certain to hire the very best during the
recruitment process; not just those who are qualified, but
those who have the passion and skills and the right attitude
they would need to excel at their jobs. What comes next? You
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must ensure that the factors necessary for employee health
and happiness are available; good communication, pleasant
office environment, opportunities for growth, feedback
channels, etc.
In this edition of the HR Focus, we build on the theme,
“Organizational
Development
and
Employee
Collaboration.” We expose you to the factors that must be
present in order for you to build trust in your organization,
we discuss how you can empower your employees and
make them more efficient and productive and we help you
identify the symptoms of a dysfunctional team so that you
can easily detect when the team you supervise is headed
that way. Our HR mélange also contains relevant and useful
information that will help you in the other aspects of your
life. We promise this read will be worth your while.
Make sure you visit our website: www.hrfocusmagazine.com
to read our past editions and our HR blog.
Enjoy!
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News

International Women's Day to be Observed
Institute (WAI) would head the celebrations,
while other organizations come up with
events
to
herald,
celebrate
the
achievements of women and empower
them to contribute to nation building.

February, 2013

G

hana is to join the global community to
celebrate this year’s International
Women’s Day which falls on 8th March, 2013.

The corporate world, which mostly consists
of established business women and heads
of organizations, would interact with school
children to act as inspiration and role
models for them on media platforms in the
country.

Since its first observation internationally by
countries such as Germany, Austria, Denmark
and Swaziland in 1911, International Women’s
Day has been celebrated globally to
commemorate the immense contribution of
women in society and to identify and tackle
obstacles that impede their progress in all
fields. The day is also to acknowledge the
contribution of women to the strengthening
of international peace and security.

One of such events to be held on the day is
the “Bricks for Success Seminar which
features four powerful women; Rev. Dr.
Joyce Aryee, Mrs. Ellen Hagan, Mrs. Angela
Dwamena-Aboagyë and Mrs. Sharon
Sharpe- Peters. The four will speak on the
theme “Be the best, you can be”.

The theme for this year’s celebrations is “The
Gender Agenda: Gaining Momentum”. The
United States also designates the whole
month of March as 'Women's History Month'.
On this day, countries and organizations are
expected to develop themes relevant to their
local contexts. In Ghana, the Ministry of
Women and Children’s Affairs, The Ark

Foundation, Women in Law Development in
Africa (WILDAF) and the Women Arts

Workers Should be Allowed to
Form and Join Trade Unions
A

sensitization workshop on the UN
Global Compact was organised on the
29 January 2012 at the Fiesta Royale Hotel in
Accra. The Global Compact is a strategic
policy initiative with more than 10,000
signatory businesses from over 140
countries, committed to aligning their
operations and strategies with ten
universally accepted principles in the areas
of human rights labour, environment and
anti-corruption.
Helle Johansen, a senior private sector
advisor at the UNDP Nordic Office shared
best practices of how some Danish
companies had strategically undertaken
their CSR. She called on Ghanaian businesses
not to see CSR as an add-on but one that can

be done strategically to bring an added
value to their businesses. The Global
Compact she reiterated
can help
companies better undertake these
initiatives which will in the long term assist
them not to be only economically
responsible but also socially and
environmentally responsible companies.
In an interview with Kofi Asare Anyemedu,
Coordinator of the UN Global Compact
Ghana who also doubled as a speaker, the
first 6 principles of the Global Compact
brought to the fore several rights and
important issues. Importantly he stressed
that workers had the right to nondiscrimination and equal opportunity , right
to equal pay for equal work , right to a safe

HR Focus urges all women to make a
difference, think globally and act locally!
Make every day an International Women's
Day.

and healthy working conditions and the
right to form and join trade unions and the
right to strike . He stressed the need for all
workers to be allowed to form and join a
trade union of their choice without fear of
intimidation or reprisal in accordance with
the national laws.
The participants were also introduced to
the Global Compact Dilemma game which
is based on a number of business dilemma
companies encounter daily in their
operations.
The United Nations Global Compact is a
voluntary
international
corporate
citizenship initiative to advance responsible
corporate citizenship and universal social
and environmental principles. It was
introduced in year 2000 but was launched
in Ghana in July 2002. It stands today as the
largest
corporate
citizenship
and
sustainability initiative with stakeholders
from over 140 countries.
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working in West Africa. The Head of the
Sage Pastel International Division,
Rutendo Hwindingwi said, “we have
positioned ourselves in the emerging
markets as the leaders in enterprise
software in the Small and Medium
Enterprise (SME) market. We bring in a
global brand with local expertise.”

Sage South Africa Ghana
Road Show Event
February, 2013
South Africa, a division under the
S age
Sage Group PLC, a multinational

enterprise software company headquartered
in the United Kingdom, organized a road
show to discuss topics affecting businesses
today and the software solutions they have
to offer. These included mobile sales and

Gerhard Hartman, the Head of Sage VIP
Payroll, also intimated that a well thought
of strategy, using 5 local partners
(currently) in Ghana to sell the different
Sage software on Enterprise Resource
Planning (ERP), HR, Payroll and
Accounting, is incorporated to develop
and grow an already existing market in
the next three to five years. His
presentation on the Sage VIP Payroll and HR
was well received and a large number of the
participants of the road show were eager to
purchase the product even before he was
done with his presentation.

There were two other presentations done on
the Sage Evolution Mobility Module and the
Business Intelligent Centre (BIC) for executive
reporting. These were done by Alfred Nhira
and Les Allen respectively, both of Sage South
The sage road show took place at the Africa.
Novotel Hotels on Friday, 22nd February,
2013, and was attended by many HR,
payroll and accounting professionals
reporting, business analytics, branch
accounting, advanced manufacturing,
advanced warehousing, HR, payroll and
other business management solutions.

PZ CUSSONS Shuts Down
its Manufacturing Plant
in Ghana
February, 2013

P

Z Cussons, a major manufacturer of
personal healthcare products and
consumer goods has shut down its
manufacturing plant in Ghana and Australia.
This is part of its parent company’s strategy
to reduce its operational costs.
Richard Harvey, Chairman, said trading
conditions for the company were
“challenging”, with raw material costs also
surging to £25m as compared to the

previous year.
In Nigeria, the company’s biggest market,
operations have been affected by social and
economic disruption in the northern of the
country.
This setback however comes despite a
“robust performance” in the UK and a 4.7pc
rise in global revenues.
Closure of the plant will undoubtedly mean
that there will be redundancy but the
numbers affected cannot be confirmed.

The group, founded in Sierra Leone in 1879
by George Paterson and George Zochonis,
booked £44m of exceptional costs during
the year 2012, primarily from the planned
closure of manufacturing facilities in
Australia and Ghana, and impairment
charges on its struggling Australian
division.
Efforts by HR Focus magazine to speak to
some officers of PZ Cussons, Ghana, for
more details about the closure have proven
futile.

Article
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Employability
Keys to

by Collins Senyemi

you ever spent a minute or two
H ave
with job seekers readying for an

interview? Well, I have, and the silent
cross-checking they do behind the “great
door” is like this; “well-ironed and carefully
chosen outfit” – check, “detailed CV” - check,
“personal confidence and courtesy”- shaky
but check, and in some extreme instances,
“crisp scented perfume, backed by a good
oral refresher” – check.

Teamwork
Because so many jobs involve working in
one or more work-groups, one must have
the ability to work with others in a

Dedication and Loyalty
Employers seek job-seekers who love what
they do and will keep at it until they solve
the problem and get the job done.
Employers also want employees who will
have a strong devotion to the company;
even at times when the company is not
necessarily loyal to its employees.

A few questions also come up though,
“What are the keys to unlocking the secret
formula that wins the hearts of employers?”
“What on earth is the unique combination
of skills that would make employers drool
with exhilaration?”
All an employer seeks is a job-seeker, who
has the perfect blend of skills that match a
specific job at hand. Beyond these specific
technical skills and abilities, there are some
generic skills which appeal to any job
universally and which every job seeker
must have, at all cost. The bright side to
knowing these skills is that it will help many
a job seeker to tailor his/her job-search
communication - resume, cover letter, and
interview language - to showcase how well
his/her background aligns with common
employer requirements. These skills are in
high demand and hence, every job seeker
should make its acquisition a topmost
priority. Eight of these skills, which are as
important as every other skill, are discussed
as follows:
Communications Skills (listening, verbal,
written)
By far, the one skill mentioned most often
by employers is the ability to listen, write,
and speak effectively. An individuals’ ability
to effectively communicate in any
establishment is critical to his/her
advancement and that of the business.
Many job seekers miss out on glorious job
opportunities because they lack the
necessary communication ability to back
their knowledge and experience.

Problem Solving
The ability to find solutions to problems
using one’s creativity, reasoning, and past
experiences along with the available
information and resources is an enviable
trait that most employers seek in potential
employees. No one would like to employ
someone who only gloats in the success of
the firm but coils when problems show up.

Positive Attitude and Self Motivation
The job-seekers who get hired and the
employees who get promoted are the ones
with drive and passion and who
demonstrate this enthusiasm through their
words and actions, so is the ability to work
independently with minimal supervision.
professional manner whilst attempting to
achieve a common goal. Meeting targets as
well as collectively solving a problem is part
of many job descriptions. The job seeker
who lacks this ability, due to one or two
temperamental reasons, would inevitably
be farther away from that dream job.
Initiative and Enterprise
This involves being able to see innovative
ways of doing things and seizing
opportunities. It is your ability to translate
ideas into action and initiate solutions to
everyday problems. Daring employees are
the fancy of many employers.
Information Technology
Nearly ninety percent of jobs nowadays
require a certain information technology
input, hence, the need for an individual to
be equipped with basic IT knowledge and
ability.

Willingness to Learn
No matter your age or level of experience,
you should always be willing to learn a new
skill or technique. Job roles are constantly
changing and evolving, and you must show
an openness to grow and learn. Sadly, most
people find it hard adjusting to change and
hence struggle to learn new ways of doing
things.
Are you a job seeker or are you planning to
be one? Regardless of your answer, you
need these skills and more, to land that job,
or secure that promotion.
So next time you under
take a skills check, be sure
you have these skills on
your list; else, well, you
might have to get them,
somehow.
HR Assistant,
Fanmilk Ghana

Collins Senyemi
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WHY YOU NEED TO INCORPORATE

360 feedback

in your organization

by Kofi Okyere Ampadu

C

weaknesses and as individuals, draw
Personal Development Plan (PDP) to enable
them streamline their talents at their units of
operations. Such important work must be
structured well by line managers and HR
practitioners, who would put together
training sessions to bring such talents to the
benefit of all.

ommunications experts postulate that
there
cannot
be
effective
communication without feedback. 360
feedback, also known as multi–rater
feedback, is a means by which employees
get feedback from the people they work
with - subordinates, colleagues, peers,
managers, clients/customers, etc - either in
teams, on projects, departments, etc. This
enables employees to know their skills,
performances and their weaknesses,
thereby identifying potential opportunities
for personal and group efficiency and
effectiveness for the ultimate purpose of
growth at the corporate level.
Furthermore, it serves as a performance
appraisal tool which is used to appraise
employees’ performance. It helps in
assessing the performance of both newly
recruited staff and already existing staff. It
could be adopted into the larger
performance management process of the
organization in its mini and annual
performance reviews.
Constructive feedback gives the appraisee
the chance to know how his/her co-workers
perceive him/her and further grants the
recipient the opportunity to redesign and
develop competence gaps to help him/her
perform better on the job. This obviously
serves as a self development model for
employees at all levels.
More so, it helps in the following areas;
Team Building:
Corporate objectives or goals are best
achieved when team building is strong
among members, thus, feedback gives the
team critical points that need to be
improved and shows areas that need
attention and further development.
Synergy and effective coordination help
achieve better results and enhance team
work, while creating a cordial interpersonal
relationship amongst team members.
Leadership Development:
In corporate governance and strategic
management, leaders must be developed
at different levels. There should be a clear

leadership direction so as to help in the
management of activities in the
organization. Employees with leadership
potentials should be groomed and
developed to pick up strategic leadership
positions in the future. A very structured
360 feedback would help in identifying
such abilities and capabilities without
biases.
Succession Planning:
It is vital for every organization to plan for
the future in terms of the human capital
available at each point in the life of the
business. Through 360 feedbacks, potential
employees who have demonstrated the
willingness to move up the corporate
ladder must be assigned to understudy
different supervisors/managers, so that
they can easily fill vacant positions when
the need arises, to avoid any vacuum that
would be created. It also helps to avoid the
challenge of going out of the business
(external) to engage candidates to occupy
vacancies. It saves the time, energy and
resources needed to employ external
candidates and also limits the time needed
to study the organizational culture.
Talent Management:
Through 360 feedbacks, talents could be
well harnessed and managed effectively.
The feedback would provide the statistical
data for such an exercise, it would help the
recipients know their strength and

Training Needs Assessment:
Data, when gathered well during the
appraisal period, provides the basis for
drawing an effective training program for all
employees. The training department of every
organization must put to use the feedback to
bridge identified competence gaps by
developing either coaching or mentoring
sessions. There could also be off-shore and
employee secondment programmes or
Management Trainee programmes for fresh
recruits from schools.
Apart from the above, 360 feedbacks have
immense benefits which help both the
organization and the individual being
appraised. It enhances the understanding of
individual and group behaviours that are
needed to improve effectiveness and aid in
an open culture, where giving and receiving
feedback becomes an accepted norm.
It helps increase organizational
communication where there is clarity on any
communiqué, thereby avoiding any form of
speculations, information distortion and
“grape vine” communication.
In conclusion, organizations should not
expect an entirely effective 360 feedback
model; it is a human institution and therefore
would have limitations, however, it is up to
the strategic HR professional to put in place
mechanisms to address
such defects because it
has proven to be an
effective and
efficient working tool
for assessingthe
performance of
employees.
Corporate Advisor
Human Resources Regency
Alliance Insurance Ltd

Kofi Okyere Ampadu
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Cover Story

BUILDING A

COLLABORATIVE

ORGANIZATION
by Kofi Arhin

I

t would be original to start by defining
"organization" and "collaboration"
given the above title, however, definitions
of these terms have become so pervasive
that their meanings vary across distinct
industries in the world's economies. I
believe that even before you flipped to this
section you already had a general idea
about what building a collaborative
organization involved. Permit me to share
one of my favorite sporting events with you,
to help sharpen our vision on the subject.
The 4 x 100 metres race is one of the most
anticipated events of the Olympic Games.
Countries are represented by four of their
best men, where each man runs 100 metres
with a baton. The baton is passed on to the
next runner after every 100 metres until the
fourth man, referred to as the anchor
runner, completes the last 100 metres. A
team is disqualified if they drop their baton
before crossing the finish line. The Jamaican
team continues to impress on the tracks;
breaking records and winning gold medals.
It is therefore no surprise that they were the
winners of 4 x 100 metres race in the just
ended London Olympics.
When asked how his team keeps delivering
great results during the competition, Usain

Bolt, the anchor man for the Jamaican team
and world record holder of the 100 and
200 metres race, said, "it takes a lot of
hard work and training and a great deal
of collaboration, first amongst ourselves
and then our various body parts. The
head, neck, arms and legs, and your heart
need to be pumping right. You need to
know when to stretch your hand to receive
the baton. Your mate needs to understand
you well enough to know which hand you
prefer to receive the baton in. Oh, and then
you need a good manager and a trainer
too."
Before you start wondering whether this is
the sports section or not, we shall look at
how the event applies to the context of our
discussion.
Collaboration is the continuous process of
combining the various parts and functions
of the body of an organization to achieve a
common purpose. It is continuous in the
sense that it does not have an end point.
The ability of an organization to promote
collaboration amongst its workforce is
undoubtedly one of the critical success
factors that pave the way for achieving set
goals and objectives. In recent times, CEOs
and business executives in management

positions
are beginning to
realize the need for
effective collaboration
between
the organization’s employees and
departments with regard to functions and
projects. Another essential aspect of
organizational collaboration that is often
overlooked is the role of external players,
for example, clients, business partners and
other relevant regulatory bodies.
Why do we have to collaborate and to
what extent? If this is the question
running through your mind at this
moment, then you will make a
‘magnificent student.
Why collaborate?
Results results results
I am yet to come into contact with an
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willingness to pay for a product or service.
Also,
the
processes
involved
in
collaboration exposes employees to people
from diverse backgrounds. In
understanding
differences,
employees learn to appreciate
skills that they do not have, which
creates an avenue for combining
expertise in different fields to
develop a unique product. This
system is used by some giant
technology companies in inventing
new hardware and software.
A rare occurrence that is becoming
commonplace in the corporate world is
seeing two competitors in an industry come
together to execute a single project. I
believe the cliché "two heads are better
than one" will sum up this section perfectly.

organization that is not interested in
meeting set targets and shaking off
competition. In the famous 4 x 100 metres
race for example, if one part of an athlete's
body malfunctions during the race, his
team will be a great contender for last place.
In the same way, every department in an
organization needs to be in good shape to
contribute to the overall output.
Facilitate innovation
Collaboration
facilitates
healthy
competition
among
the
various
departments in an organization and creates
a pipeline for innovation as ideas are tested
and defended through a collaborative
effort of the organization's workforce.
Innovation fuels value creation and has the
tendency to increase clients' or consumers'

Good project/task execution
timeframe
Time is a resource that
is cherished by
business
owners and
management
executives. The
ability to meet
deadlines and
deliver projects on time
can single-handedly contribute to
high client retention rates in
organizations. To achieve this,
information needs to be shared with
team or project members easily.
Fortunately, technology has become
extremely ubiquitous due to advances in
internet access and mobile communication
devices. Distance is no longer a stumbling
block for information sharing between two
parties.
How is collaboration done?
Effective Communication
In every organization, there is some amount
of communication. Just like any relationship
will flourish on effective communication,
the same holds for a collaborative working
environment.
Trust, openness, understanding of values
and competencies; these are key factors for
facilitating effective communication. A
superior will only pass on information to a
subordinate if the subordinate can be
trusted, and vice versa. Also, external
partners or clients need to trust an

organization enough to communicate
openly. As mentioned earlier, the
ubiquitous nature of the internet and
increasing access to communication tools
have made it possible for people in
different geographic areas to share and
receive information in good time. In
summary, communication strengthens
relationships and facilitates collaborative
efforts.
Clarity in defining roles/tasks
How many times have you picked a cab
and not asked the driver how much he
was going to charge? Or instead of telling
the driver exactly where you are going,
you just sit in the car and ask him to start
driving? Both scenarios may not have a
pleasant ending. In an organization,
clearly defined tasks create a sense of
ownership. Going beyond ownership,
there is the need to align the tasks to set
goals and objectives. Inability to do this
will ultimately lead to low productivity,
which may not be as a result of an
incapable workforce but a poor task
definition.
Reward team achievement
In creating the right collaborative
environment, you cannot overlook the
need to reward collaborative efforts. Just
like the Jamaican athletic team received
their gold medals for winning the 4 x 100
metres race, organizations can design
workflows that constitute cross-functional
efforts and then reward the groups or
teams that excel. External partners and
other regulatory bodies should not be left
out of the reward system.
A collaborative organization may not
inescapably mean grouping the workforce
to execute a project or task. It could be as
simple as laying down measures to
promote unity in performing the day to
day tasks required to sustain an
organization. Strategies for collaboration
may differ from industry to industry.
However,
the
guiding
principle is to ensure that
every
part
of
the
organizational body is in
synchrony with its internal
and
external
work
environment.
Business Development Manager
Axis Human Capital Ltd.

Kofi Arhin
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How to hire

The best

& forget

the rest
by Andrews Ahele Ahene

worked and why they left to determine their
level of commitment.

a

company hired a young man as a
warehouse assistant to be in charge of
the in-flow and out-flow of goods at its
warehouse. After a certain period, a
stock-taking exercise conducted revealed
that goods worth millions of Ghana Cedis
were missing from the warehouse. The
young man was accused of stealing the
goods after thorough investigation;
therefore management decided to fire him.
The Managing Director, at a meeting
between the HR Manager and the
Warehouse Manager, demanded the arrest
of the employee. Subsequently, HR was
held responsible for hiring a thief while the
Warehouse Manager who had direct
oversight responsibility over the employee
was left off the hook. The question is ‘why
blame the HR Manager and not the
Warehouse Manager?’ The simple answer;
because ‘HR hired him.’
Clearly, the ultimate responsibility of every
action undertaken by employees would
always be laid at the doorstep of HR. I have
cited this scenario to buttress the point that
hiring employees is a big issue in most
organizations today. Hiring wrong people
into an organization is the major cause of
low productivity levels, low profit levels,
high operational cost, high staff turnover,
de-motivated workforce, etc. Hiring of staff
is part of the HR function, which involves
bringing the best candidates into an
organization to perform an assigned task
geared towards the achievement of its
goals and objectives. In the quest to hire
the best and forget the rest, the following 7
C’s are worth considering:
1. Competence:
Does the candidate possess the right

competence required to perform the task?
This is a question that needs to be
considered before hiring the candidate.
Every job requires some specific skills,
experiences,
knowledge,
education,
age-limit, etc, and this must not be
compromised. A candidate who does not
meet the minimum job requirement must
not be hired.
2. Character:
Does the candidate have the right working
attitude that is necessary to get the job
done? Every organization has a set of values
and norms which are expected to guide the
behaviour of its workers. Hiring a
competent candidate with a bad work
attitude may be dangerous to the
organization.
3. Competitiveness:
How competitive is the potential candidate
you have selected for the job, as compared
to others in similar positions within or
outside
the
organization?
Being
competitive means having something that
puts you ahead of others. It may be an
additional qualification or an experience or
skill which the organization can be able to
take advantage of. It is important to always
consider candidates who have a
competitive advantage over others for the
job.
4. Commitment:
How committed would the candidate be
towards the organizational or departmental
goal? Some candidates may just not
commit themselves for the long-term and it
is not worth hiring them. You can always do
a background check from their previous
employment to ascertain how long they

5. Compensation:
Is the salary expectation of the candidate far
above your budget? Some candidates make
unreasonable demands and may not be
open for any negotiations. Such people are
not worth considering for hiring because
they will create problems when they come
on board. In deciding what is fair
compensation, you need to be guided by
what others in similar positions are taking,
what the candidate is currently earning and
what he is bringing into the organization.
6. Compatibility:
How compatible would the candidate be
amidst the organization’s culture and
working environment? Would such a person
be able to establish a good relationship with
other staff, managers and more importantly
customers of the organization? It is not
advisable to hire a person who has no sense
of belonging and feels isolated from others
within the organization.
7. Career interest:
Where does the candidate wants to be in the
future? It’s better to hire a candidate whose
career interest falls in line with the job than
one whose ambitions may be in a different
field. Never hire a candidate who may want
to use your organization as a springboard to
achieve his career interest which may have
nothing to do with the job. For example: A
person might apply for a job as an
accountant because he has some
qualification in Accounting
but his ambition is to
become a lawyer in the
future. Such a person is
not likely to stay in the
organization
if
the
organization cannot meet
his career interest.
Assistant Registrar
HR Dept. WAEC

Andrews Ahele Ahene
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HR

TRANSFORMATION
IN ORGANIZATIONAL DEVELOPMENT
by Emma Wenani

with HR transformation in
D ealing
organizational
development

company has moved from one
stage of development to another.

entails, first of all, understanding
what
the
two
terms;
HR
transformation and organizational
development mean, as separate
entities and then fusing them to see
their relationship in organizational
growth and success.
Human Resource transformation
refers to the restructuring of human
resource (HR) departments to ensure that
they are strategically contributing or
aligned to the corporate objectives of an
organization. The people who practice HR
have generally been seen as administrators
and not as people to be involved in
high-level strategic discussions. HR staff
saw themselves as lifetime career specialists
with little need for knowledge or
experience on what the rest of the business
was about. But all that is changing now.
With the growing appreciation of the value
of a company's human assets and the need
to ensure that the talent that is required by
an organization is properly motivated, the
role of HR has become more strategic. The
old-style HR that dealt with strikes, unions
and bonuses is fading rapidly and therefore,
HR personnel have started aligning
themselves to the corporate side of the
business.
Many
organizations
are
appreciating the HR portfolio for what it
truly is - a business partner.
Organizational development deals with
improving a company’s performance and
the individual development of its
employees. Each organization should be
viewed as a coherent system composed of
separate parts. We need other personal
qualities - emotional intelligence, the ability
to be creative, manage, set goals and follow
them, be confident, assertive and
self-improve continuously - to be able to
say that we are giving a 360 degree
contribution to our work. At the same time,
as human beings, we need that constant
check, reminder, push, and criticism to
ensure that we are on the right track. This
role in organizations is commonly played by

the HR function.

Help people acquire knowledge
and skills- The importance of
training as an HR function and its
contribution to organizational
development can never be over
emphasized. An organization that
has competent individuals, who
are constantly abreast with
developing themselves and learning, is an
organization on a pathway to success.

Organizational development identifies the
stages organizations go through in their
developmental process or evolution. This
understanding is based on the assumption
that organizations, just like human beings,
have cycles of development, each
characterized by its specific problems, crises
and ways to overcome them.

HR transformation initially focused on
making HR operations more efficient and
effective through process standardization.
The next generation of HR transformation
is tightly linked to corporate strategy and
creating business value through HR
services that address a company’s most
pressing strategic challenges.

Successful organizational development is
also collaborative and future-oriented.
Through organizational development,
businesses can improve effectiveness,
achieve goals, build capacity, and creatively
manage challenges and change.

If HR is to transform, then it needs to jump
some critical hurdles:

The HR personnel can bring about
transformation
in
organizational
development by:
Meeting constantly with employees.
Gathering information about the
problems/challenges employees face at
work.
Analyzing the data and reporting on
findings
Suggesting ways and guiding the
organization to implement the desired
changes.
The way HR transformation can assist with
organizational development is to:
Solve problems- The HR department has to
be able to create a culture in the
organization where the employees do not
focus only on the problems but also look at
creating solutions to the challenges they
are facing. That way, you evaluate that a

Capabilities of line management- are
the right people leading the teams? How
is the relationship between HR and the
line managers? Do the line managers
understand how they are meant to
support the HR department in ensuring
organizational success?
Skills within the HR department- we
also need to look at who the people in the
HR department are. The right person
should be handling the right HR process?
What is the team make-up like? Do the
team members complement each other?
These are a few of the things we need to
consider when dealing with HR
transformation in organizational
development. It all
begins with change;
being ready to embrace
the change that human
resource brings and
allowing that to be a
guide in organizational
success.
Head of HR,
Global Media Alliance.

Emma Wenani
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HR Needs to Speak

The

Language BUSINESS
of

by Anja Hartman

“P

eople are at the top of the agenda in
many a company with the war for
talent intensifying in many business sectors.
“It is crucial for the Human Resources (HR)
department to recognize the value that it
brings in terms of helping the business to
compete in finding the right talent,” says Anja
Hartman, HR Director for Softline VIP, part of
the Sage Group Plc.
The future of HR however depends on its
business presence. “You need to have the
mindset of a business role-player first and
then an HR professional to understand the
contribution that HR can make to the bigger
picture. It boils down to how well you really
know your business and who your clients are,
be it employees, line managers, external
clients or even investors. Ask yourself the
following questions to establish whether you
understand your business,” urges Hartman.
What are the top three priorities and
concerns of your business leaders?
Who is your biggest client and why do
they use your service or product?
Which product/service is the most
profitable, and why?
What emerging technology trends can
influence your business?
What socio-economic or political trends
might be disruptive to your industry?
What is the company’s operating margin?
What was the revenue and profit for the
previous financial year?
“If you are familiar with the needs of the
business, your HR practices will reflect that
knowledge,” says Hartman. The answers to
the above questions can help the HR
practitioner achieve business objectives
through informed HR desicions.
There are many ways in which HR practices
can support business performance. “The
principles and philosophies that you
implement as an HR professional affect the

workplace, the value chain, the
company’s value proposition, as well
as the technology that the company
uses. The people represent the
company’s image and its ability to
adequately deliver its service or
product and it is ultimately your
responsibility to shape that image and
to align it with the business needs,”
explains Hartman. “The broader HR
mandate far exceeds the mere
administration of HR technology and
policies alone. “The focus has moved
towards the management of talent
which includes recruitment, training
and development, performance
management, talent assessment and
succession planning. As far as the
organization is concerned, HR
practices will shape the business
structure,
rewards,
internal
communication and process design,”
she says.
Hartman says it is crucial that the
organisation’s
HR
strategy
underscores that of the business. “HR
goals need to be consistent with that
of the company’s and need to be
designed to make the business
strategy happen. Likewise, HR also
needs buy-in from management to
mobilize its strategy.”
“It is therefore necessary to focus on
building relationships of trust. “To
make an impact in the business the
HR professional needs to be
confident, have a commercial point of
view, be able to speak candidly and
influence
others.
A
positive
investment in their own personal
growth will help any HR professional
in this regard,” Hartman explains.
“Key elements to focus on are to
create a business presence, to learn
the language of your business and to
continue with an HR mindset. The
ultimate goal is to empower your
people and to focus on business
results as these are lifelines that keep
your business alive.”

HR Director for Softline VIP,
part of the Sage Group Plc.

Anja Hartman
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WAYS TO BUILD
TRUST IN YOUR

WORK FORCE
by DCOP Kofi Boakye

M

any experts agree that trust is
perhaps, the most important element
of an efficient work environment, and
organizations that have trust among
employees are usually successful. Trust is a
primary
attribute
associated
with
leadership; when trust is broken, it can have
adverse effects on a group’s performance.
Trusted leaders get many rewards such as
the ability to retain talented people; more
engaged employees, a more positive
performance/development-driven
work
culture and most importantly, improved
results. In the workplace, trust is a
prerequisite for effective communication
and without it employees may feel a sense
of insecurity.
So management often asks, “how can we
build trust in the workforce and also build
effective teams to improve performance?”
Well, it all starts at the very top with these
five key attributes:
Competency:
Every manager needs 3 skills to play his role
effectively. These are the technical skills,
human skills and the conceptual skills.
Employees are unlikely to listen to or
depend upon someone whose abilities they
don’t respect. They need to believe that the
person has the skills and abilities to carry
out what he or she says they will do. That is
leadership by example.
Expertise has become one of the most
powerful sources of influence as the world
has become more technically oriented. As
jobs become more specialized, we become
increasingly dependent on experts to
achieve goals. Therefore, for any manager
to build trust in the workforce, he should be
seen and perceived to be knowledgeable
and skillful in his area of expertise and that
would make him dependable.

Integrity:
This refers to honesty and truthfulness.
People are unlikely to look up to or follow
someone they perceive as dishonest or who
is likely to take advantage of them. Honesty
is absolutely essential to leadership and
consistently ranks at the top of most
people’s list of the characteristics they need
in their leaders. If people are going to follow
someone willingly, whether into a battle or
the boardroom, they first want to assure
themselves that the person is worthy of
their trust. The issues of reengineering,
downsizing, retrenchment and the
increased use of temporary or casual
employees have undermined a lot of
employee trust in management. In order to
build a trusting workforce the leader must
always “walk his talk”.
Consistency:
Central to the idea of consistency is fairness
and this is what is called the “hot stove”
approach to management. It relates to the
individual
manager’s
reliability,
predictability and good judgment in
handling situations.
Inconsistencies between words and actions
decrease trust. This is very important in
reward and disciplinary procedures. The
grievance handling and reward procedures
should be clear, precise and unambiguous
and employees should have clear
guidelines and directions in relation to
appointments, promotions and sanctions devoid of nepotism, favouritism and
discrimination.
Loyalty:
When employees perceive their managers
as disloyal to them and their needs, they
tend to be more comfortable with omission
than commission, which result in
organizational inertia. Loyalty is therefore
the willingness to protect and ‘save face’ for
another person.

If being honest will lead to betraying your
subordinates, then it presents a dilemma.
Therefore, unless what the employee did
was gross misconduct, managers should
always try to defend the interest of their
subordinates. This will elicit that sense of
commitment and partnership leading to a
sense of ownership, which is crucial for
efficient organizational performance.
Openness and Transparency:
This requires that the leader or manager
accounts fully for his stewardship and the
question that arose is, “can you rely on the
person to give you the full truth?”
Communication is important since it
provides the artery for information,
feedback and truth. By communicating
the organization’s visions, management
defines where it is going.
By communicating its values, the methods
for getting there are established.
Therefore, building a reputation of trust
and fairness gives you a buffer against
times when the policy is wrong or you
behave badly. Feedback on activities is
also a very important tool to ensure
transparency.
When we look at the truly successful
organizations of both today and
yesterday, we find out that their leaders
fostered the five principles of creating
trust. It is important for every leader to
build trust among their superiors, peers,
subordinates, etc. Finally, managers
should always take
cognizance of the fact
that it takes years to
build and sustain trust
and only seconds to
destroy it.
DCOP
Ghana Police

DCOP Kofi Boakye
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Success is Humanly Possible
Andani believes the human capital can
achieve anything they put their minds to.
hat makes him stand out is not that he is the CEO of Stanbic
Bank or because he has a good command of the English
language. What makes Mr. Alhassan Andani stand out is his
people-centred nature and his belief in building the superior
capacity of the human being. He says, “I believe the world is full
of possibilities. If I look at what I made of my childhood to where
I sit today, I think there are lots of possibilities.”

W

Mr. Andani is optimistic, has a positive demeanour and deeply is
contemplative. He attributes his very humane personality to
what he describes as the “from rags to riches” story of his life: “I
can say my childhood is what has shaped me into who I am today
because I can appreciate what happens in the White House and
also what happens in the typical village where the landlord does
not know what to feed his children on. If that does not shape
you, no amount of education can.”
He started primary school in a little village near Tamale called Bamvim and
Sanerigu where his father was a chief. He continued to Yohani Middle School
and later to Ghana Secondary School in 1973 for his ‘O’ levels, which he
completed in 1978. His Sixth Form education was at the Tamale Secondary
School.
Like every science student, young Andani set off wanting to be a medical doctor
and won himself a scholarship to study Medicine in Eastern Germany but
declined and focused his mind on doing Agricultural Economics. No wonder, he
had found a role model in his elder brother who had done Agricultural
Economics and had a Masters qualification in Econometrics. He entered the
University of Ghana, graduating with a degree in Agriculture.
He was posted to do his National Service with Social Security bank now SG-SSB
and was in the development and finance division from 1984 to 1985. After
National Service, he was taken on to work permanently for SG-SSB.
Mr. Alhassan Andani, CEO of Stanbic Bank shares more with HR Focus:
CAREER PROGRESSION
“I completed my National Service in 1985 and then went back to the University
of Ghana in 1986, while still working with SG-SSB, to pursue an MBA in Finance.

However, I had to leave the programme because
the company transferred me to Bolgatanga to
become the Regional Projects Manager from
1987 to 1990. That was my first managerial job. I
came back to Accra to the SG-SSB head office as
the Senior Credit Officer and a Secretary to the
General Loans Committee. I was in this position
for a year before leaving to do a Masters
programme in Banking and Finance in Italy,
between 1991 and 1992. When I came back to
Ghana, I stayed briefly in SG-SSB for six months
before leaving in 1993 to join Standard
Chartered Bank (SCB) as a Corporate Business
Manager, then to the Credit Division before
moving from Accra to Kumasi as a Relationship
Manager. I was in Kumasi from 1993 to 1995 and
was then transferred again to become the
Regional Manager for Standard Chartered Bank's
corporate banking activities in Accra and Tema.
This gave me the opportunity to build a very
solid franchise for SCB in the public sector. I
stayed in SCB from 1993 to 2000 before moving
to Barclays, where I was the Executive Director for
Corporate Banking. I was subsequently
appointed the Deputy Managing Director in
2004 while still running the Corporate Banking
portfolio. Afterwards, I was transferred to South
Africa as the Director in charge of Non-presence
countries, basically looking after Barclays’
activities in countries where Barclays did not
have a presence. I was based in Johannesburg
and I looked after investment activities in
countries like Angola, Ethiopia, Senegal,
Mozambique and Nigeria. I did this till Standard
Bank Global Services spotted me in South Africa
and engaged me. I was seconded to Ghana as the
Managing Director of Stanbic Bank in April 2006
and that has been my position to date.
In between these, I have had several training
programmes in banking. I have been to INSEAD,
one of the top MBA schools in the world to do
International Management. I have also attended
several banking courses.

Mr. Alhassan Andani
CEOof Stanbic Bank
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THE STANBIC STORY
To tell the story of Stanbic Ghana is to tell
the story of Standard Bank Africa. Stanbic is
150 years in Africa and through all the
difficult years, Standard Bank has survived.
Standard Bank Ghana is a subsidiary of a
very proud, well established African bank
that truly knows Africa. We draw so much
pride, strength, capabilities and skills from
the parent bank. Stanbic Ghana is a global
bank with deep local experience and
connections: We understand the Ghanaian
market and we know the laws and what it
takes to run a bank. Banking is all about
people and institutions. We try to anticipate
their changing needs so we can meet them.
The question you ask yourself is; do I have
good networks that are able to present
solutions to these institutions?
Stanbic Bank meets these needs with two
main business units; Personal Business
Banking, which looks after the individual,
small businesses and medium sized
enterprises and Corporate and Institutional
Banking, which looks after all the
complexities of government and large
multinationals and global companies. We
also provide investment advisory services,
structured indicators, lending and also
attend to the needs of large domestic
companies. Aside these, Stanbic Bank has
three other subsidiaries; Standard Bank
Investment Management Services, a
Brokerage arm which is supposed to tag
along with the investment services and a
Custodial or International Investor Services.
Recently, Stanbic has also introduced Bank
Assurance which is part of our personal
banking services. I must say that our
experience in Africa gives us an edge over
our competitors.

Cover Story
organization espouses. As a leader, my
management style is visionary. The vision is
transformational and also inclusive. I spell it
out in the following steps;
Set out a vision that is challenging and
meaningful; sell the vision in a very
implementable framework so that roles are
clearly defined; have a way to measure what
people are doing toward that big objective;
reward people when the measurements
that have been set are met or exceeded;
hold people accountable when they fail to
achieve what they have willingly signed on
to achieve; give them training where they
have to be trained; replace them where they
are not in the right books and keep the
realistic picture in front of people all the
time, because people love to know how
well they are doing.
To achieve this does not come easy because
to be a successful CEO, every single person
within your organization must be
successful, and that is a challenge. You
should be interested in and have your eye
on the ball for all the different levels of
achievers, the high performers, average
performers and low performers.
IDENTIFYING TRAINING NEEDS
I believe banking is not cut and dried in the
classroom but a vocation you develop every
day. We therefore train our staff in three
levels: The basic training required for the
employee to function properly in a unit; a
skills gap analysis, from soft skills,
management,
supervisory
to
core
competency and the third is training on
emerging trends.

MY LEADERSHIP
Stanbic Bank is a very meritocratic
organization where top performers are
rewarded and celebrated. We provide the
needed facilitation for people to become
top performers. Our core values are also
centered on the human person; serving our
customers, growing our people, delivering
to our shareholders, being proactive,
teamwork, respect, upholding the highest
standards
of
integrity,
community
responsibility and the confidence to
achieving ambitious goals.

MY EXTRA CURRICULAR ACTIVITIES
I am the Chairman of SADA’s Board of
Directors. SADA is a law by government
with the objective to bring about the
accelerated development of the northern
savanna ecological zone. As the chairman of
the board, I sit at the top end of the policy of
the organization. I therefore have to make
sure that the laws and responsibilities of the
organization are framed up in such a way
that management can implement them,
they can be measured and that the people
of Ghana who are putting their money into
the SADA initiative can be sure that their
money, time and effort are well spent.

As a company, we do not just measure the
“what” but also the “how.” As much as you
are the top performer, we also want you to
be an exemplar of the values the

Also, I love to read. I love the game of Golf
but I do not get time to play as much as I
would love to, however, I would spend all
night following the ATP Tour. I also love

football and I am a Board Member of Accra
Hearts of Oak. Internationally, I support
Arsenal FC.
MY ACHIEVEMENTS
When I joined Stanbic Bank in 2006, we had
only two branches. Today, there are 23
branches with 11 more to go this year. Some
time ago, we were the number 18 bank, but
currently, we are the number 5 out of 28
banks. We have seen employment numbers
rise and our contribution to government
taxes keeps rising every year. When I got here
in 2006, we were about 126 in staff strength
but currently we are just a shade under 600.
As a bank we have done well for the
organization,
shareholders
and
the
customers.
OUR CORPORATE SOCIAL RESPONSIBILITY
Stanbic Bank normally focuses on the core
issues such as health, education, disability,
and social enablement. However, we also
bring football- the passion of Africa – to the
home of Africans and have been the sponsor
a AFCON since 2008.
MY ADVICE
What motivates me is a legacy that reflects
my philosophy– We are just fronting for
something much bigger than ourselves- so if
we can remove illusions, then we would find
a reason to live and set out to express that. If
I have money, power and fame, they will all
be about me and if anything you do is just
about you, it is not lasting. Believe in yourself
and do not let anybody tell you anything is
impossible. Do not stick to negative counsel.
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Attaining Competitive

Advantage Through
Human Capital

Management

By Ebenezer Ofori Agbettor

T

he capacity and abilities of human
beings/resources have known no
boundaries. Money, buildings, cars, lands,
oil, gold, timber, etc., may have their value
and importance but they do not come
anywhere near the value on human capital.
Human beings can make or break societies
and organizations and hence, prudently
managing them is not a matter of choice
but obligatory for every serious
organization or nation that wants to gain
sustainable competitive advantage.
Critical to a company’s growth and
prosperity is gaining and retaining
competitive
advantage.
Although
companies may pursue many paths to this
end, one that is not frequently recognized is
capitalizing on superior human resource
management. Currently, many companies
recognize the growing importance of their
human
resources
but
few
are
conceptualizing them in strategic terms
hence, missing the opportunity to seize
competitive advantage through human
resource practice initiatives. However, there
are a few companies that do not forgo the
opportunity-talk about the multi-national
companies.
Using the people within your organization
to gain advantage is one of the most
overlooked methods by businesses in
Ghana today. In most organizations, they
try to mold people to fit the organization
rather than create an organizational model
that fits the strengths and weaknesses of its
people.
A simple definition of gaining competitive
advantage is doing something different
than your competitors in such a way that it
is difficult (hopefully impossible) to imitate.
In business, your competitors can always try
to hire better people and develop better

schemes but as a leader, you should
constantly evaluate your team to ensure
that you have the right people, with the
right training, in the right places, to ensure
success.
The ability to create a unique team is one of
the most cost-effective ways to create real
sustainable advantage in the marketplace
(and in my opinion, the only way).
You can try to use technology, marketing or
other approaches but unless you develop
those approaches internally, they will not
provide the desired results because your
competitors can use the same approaches
to match your every move.
Various governments have embarked on
numerous initiatives in their bid to prove
how critical they view the nation’s human
capital. Some of these are:
Legislation allowing private participation
in providing education, hence the
emergence of private educational
institutions such as the universities,
colleges, etc.
Providing free/subsidised education for
primary and JHS education.
Expanding educational institutions
infrastructure –buildings,
Provision of interventions like school
feeding program, capitation grant,
laptops/computers to teachers and
students, vocational training for the
youth, etc.
Instituting Best Teachers Award.
Setting up and supporting watchdog
bodies like the National Labour
Commission, the Ghana Employers'
Association, Fair Wages and Salaries
Commission, Trade Union Congress, etc.
At the corporate level, the messages that
are sent out on how they place value on

human resource can be described as
unfortunate. One would have thought that
we have come to the point where
appreciating the value of employees will no
longer be a contentious subject. While some
companies provide continuous training for
their staff, which enhances creativity,
innovation and adoption of new best
practices, others use the provision of training
as a tool of reward & punishment. If you fall
out of favour, you will never be sent out on
any training programme. Further to this is
where reduction in expenditure in some
organizations always starts from training
budget!
It is people - leaders, managers and staffwho are responsible for initiating and
implementing the system changes that will
result in utilizing and getting the best out of
the human asset to ensure sustainable
competitive advantage.
A
comprehensive
Human
Resource
Development system is essential for ensuring
an efficient and motivated workforce capable
of contributing to the ultimate success of
every organization or nation.
China is now leading the pack of countries
leveraging on managing human capital to
achieve different levels of sustainable
competitive advantage. Yes, Ghana is on
course but we still have some way to go
hence, we need to double our efforts in
attaining the competitive advantage needed
to boost our economy.
I end this write-up by stressing again that
“The ability to create a unique team is one of
the most cost-effective
ways to create real
sustainable advantage in
the marketplace and in my
opinion; the only way.
Eyra Doe
Executive Director,
IHRM

Ebenezer Ofori Agbettor
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Mr. Mike

Nyinaku
CEO,Beige capital

ast year, he was named the Male Youth Personality of the Year, 2012 and awarded with the Gold Award for Financial Excellence,
2012, both at the Annual National Youth Awards. He also won the Best Young Entrepreneur Award at the Annual Ghana
Entrepreneurship Awards for 2 years running. Mr. Mike Nyinaku is the founder and CEO of BEIGE Group. He says, “For me, the joy is not
in the awards but seeing that the dream I nurtured is becoming a reality makes me happy.”

L

HR Focus gets deeper insights into his life and business;
HRF: What type of person would you say you are and how would the
people you work with describe you?
MN: I consider myself a very peaceful and understanding person
with a great deal of focus and ambition. I think the people I work
with would describe me as a principled person and mostly fun
loving.
HRF: Please tell us a little about yourself; your educational
background, your family and your hobbies
MN: I started my education in Dansoman in Musli Heart Preparatory
School and then moved to another School in Accra called New Era
Preparatory School. I joined the Presby Boys Secondary School
(PRESEC), Legon, in 1987 and that was where I sat for the old school
Common Entrance Examination. I left after Upper Six in 1994. As
part of the old school system, we were mandated to do our National
Service twice. I did my first National Service in 1995 as a pupil
teacher in Amanase, a village before Suhum. I was later admitted
into the Institute of Professional Studies and completed in
December, 1998. My second National Service was in 1999 in Assin
Fosu at the National Service Secretariat. I joined Deloitte and
Touche (D&T) the same year as an Audit Trainee. I am a qualified
ACCA member and that is all for my education. I have no plans of
continuing yet. All I can say about my family life is that I have two
girls aged 7 and 9 and my relationship with them is simply
beautiful. I love to listen to different genres of good music but they
must have a slow tempo.
HRF: To what extent would you say your childhood helped in
shaping your life?

MN: I grew up with my mum. I remember when I passed my ‘A’ level,
my she wept when I showed her my results slip because I had good
grades but we did not have money to pay for my admission fees. I
also remember that when I was in PRESEC, parents usually visited
and brought home-made food. One particular Sunday, my mum
came to the school and decided to come to the Assembly Hall
because I was not in the dormitory. She stood by the hall and sent
someone to call me. I was agitated because instead of bringing me
rice, she brought coconut, but that was all she had. Generally, I grew
up in a situation of lack and I had to justify my qualification for
anything. When I got to the tertiary level, I knew it was me against
the world. I had no cushions around me and I had to get what I
wanted. There is a particular scripture that I love; 2 Kings 7:3a–7
“Why sit we here till we perish, if we say, we will enter the city, then
the famine is there and we will die. And if we stay here, we will still
die. So let us go over to the camp of the Syrians and surrender: If they
spare us, we live; if they kill us, then we die...” That instilled in me a
spirit to go out and get things done no matter the level of risk. I think
this is what has driven me to do the things I am doing now.
HRF: Did you ever dream of being your own CEO?
MN: No, not at a young age. I think all of us dream to the extent of
our horizon. How could a young boy from a poor home dream of
having a business to employ people. I could not dream like that; I
could only dream of getting a job, but as your circumstances evolve,
your dreams also evolve.
HRF: How does it feel being one of the youngest CEO’s in Ghana?
MN: I find that question questionable because anyone who starts a
business is a CEO. I am sure there are so many CEO’s at age 21, 25;
people who are younger than I am.
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However, being named the youngest CEO
or an achiever at my age makes me quite
unhappy. When I look at the things I do, on
a personal level, I think I am four years
behind time. You see the man who started
Facebook, Mark Zuckerberg, how old is he?
If we play around with just a little million
dollars and we think we have achieved
something, then we are setting our
horizons very low. This only tells me that the
bar that the society has set as a measure of
success is too low. If success is not
trans-generational, then it is not success.
HRF: What is BEIGE Capital all about and
what products and services do you offer?
MN: Beige Capital is one of the subsidiaries
of the BEIGE Group; a boutique investment
firms that is specializing in building world
class businesses from out of Ghana. BEIGE
Capital is a savings and loans company
under the BEIGE Group. It was started in
2008 in Adenta and currently has 18
branches in 4 regions. The company
employs a little over 400 staff but that is
likely to double by the end of the year. At
BEIGE Capital, we offer general banking
services. The only services we do not offer is
foreign exchange transactions since the
Central Bank has not offered us that
certification. We also give loans,
investments and other services. We have
the following companies under the BEIGE
Group; Brown Ball –Gold Mining Company;
BEIGE Village –Award winning golf resort;
Access Control Security Services –Security
services; BEIGE Business Solutions – Provide
solutions to businesses; G model
–Marketing communication company;
Beige Homes – Real estate development ;
Beige Court - Hotel and apartments in
Takoradi. The group has positioned itself
into building businesses.
HRF: The BEIGE Capital website mentions
that you had a stint with OIC
International-Ghana and Deloitte & Touche
for 10 years before leaving to set up BEIGE
Capital. Why did you decide to venture into
entrepreneurship?
Are
there
more
prospects than working for other
companies?
MN: At some point in life, you get tired of
being employed and if you have the knack
for risk taking, you will want to do
something different. I have paid my dues in
being employed. I felt the roles I played
were not challenging anymore and I
wanted to do something different;

entrepreneurship was available so I took it
up. I think it is exciting, the whole idea of
creating jobs and driving demand and
employing people is joyful. It is a game for
me because I have so much drive in me to
do things and I do not think I can function in
a controlled employee environment. I am a
builder.
HRF: What were the setbacks, distractions
and motivating factors?
MN: When I started BEIGE Capital, the
number of staff was 7. I had just the
minimum capital that the Central Bank
required at the time to be a money lender. I
remember in the first four to five months of
the business, I had given out loans and
customers were not paying so I had to lay
off staff because there was no money to pay
them or run operations. I came up with
several proposals and was doing about six
presentations a day to different companies.
The banks would also not give overdrafts.
After close to 60 presentations, one good
company came to my rescue and that was a
remarkable thing in the fortunes of BEIGE
Capital. In my case, I was motivated to go on
because I had sold all my properties and
sunk all my resources into the business. I see
these challenges as normal in the start of
every business and you have to be able to
just wean your way through it and survive.
HRF: Share with us some qualities you see
and value in the people you work with and
why these qualities are important to you.
MN: I think I have been able to surround
myself with an army of staff who are
beginning to believe in getting things
done. I value a person who likes to get
things done; that is the art of execution. You
can have all the ideas, but if you do not have
that driving force that implements the idea,
they will sit on the drawing board. If you
have to do something, just do it.
HRF: There are many savings and loans
banks in the country, what is BEIGE Capital
Savings and Loans Ltd. doing differently
from the others?
MN: At our level, we offer unique packages
to our clients. We are not a universal bank
yet, but all of the clients that come to us
enjoy deficits equivalent to the universal
banks. We also have prestige services for
our clients who come over depending on
the turnover they have and we also offer
regular money transfer transactions. Our

customer service is also unique. We have
products to suit the needs of micro
borrowers – Someone borrowing from
GH¢500 – GH¢2,000; Small or medium type
borrowers – Anyone borrowing from
GH¢2,000 - GH¢20,000 and large type
borrowers – Anyone borrowing from
GH¢500, 000 and above. We have very
competitive interest rates.
HRF: BEIGE capital was established in 2008. 5
years down the line, would you say it has
achieved the purpose for which it was
established?
MN: Yes, I am satisfied with what we have
achieved. I would have loved it if we had had
this success two years ago, but there were
some circumstances that controlled the
extent to which we could grow that I had no
influence on. That notwithstanding, I am
pretty much okay with the performance.
HRF: With all that you have said, will you say
there is anything that frightens you?
MN: (Laughs...) My dreams frighten me the
most. On a few occasions, I ask myself if they
are achievable. I think I have set for myself
some very audacious goals and these are the
things that motivate me. Until those goals
are achieved, I will not rest.
HRF: Where do you see the BEIGE Group of
Companies in ten years time?
MN: God willing, we will be a major reference
point in the industry and in the history of
Ghana.
HRF: What three pieces of advice would you
give to college students who want to become
financial experts or business leaders?
MN: There is no shortcut to succeeding in
anything. School is good and it is good to
start your own business, but apprenticeship
is important because when you learn how to
manage a business from a superior, you will
know all the business management
principles. When you come out of school and
you work in the Industry, experience is
practical. I believe in entrepreneurship but I
also believe in apprenticeship.
Mr. Nyinaku is a philanthropist; he likes to
share and give back to society because he
believes that is how he derives his blessings.
BEIGE mainly focuses on supporting orphans
and vulnerable children as part of their
Corporate Social Responsibilities.
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Breach

Of EMPLOYMENT

CONTRACT

by Nana Owusu Agyemang

I

f we were to go into details and
examine the labour laws of
Ghana, we would notice that the
bulk of it is about employee
protection. However, I do not seek to
bore you with intricacies of the law,
rather, focusing on employee
dismissals and the possible causes of
action available to the dismissed
employee would enhance our
understanding of the protective
labour laws and put employers on
their feet. We do not want to go to
court for something that is as
avoidable as a breach of employment
contract, do we?
A wrongful dismissal could take place in
breach of the terms of the contract itself by
an employer. This could include the
violation of express terms such as
redundancy or disciplinary procedures,
notice, and implied terms such as trust and
confidence, before effecting a dismissal. So,
if an employer is required by the contract of
employment to follow certain procedures
but fails to do so before dismissing an
employee, the dismissal would be wrong in
law, Act (ACT651).
In determining whether a dismissal is unfair,
for the purposes of the labour laws,
recourse must be taken to the criteria,
which set out fair grounds on which an
employer can fall to dismiss an employee
including conduct, capability, illegality, and
some other substantial reason. A contract
may be terminated expressly or impliedly. It
may be terminated by dismissal, resignation
or by mutual consent. It also remains unfair
when an employee is dismissed or selected
for redundancy on grounds such as trade
union membership or non-membership,
assertion of a statutory right, pregnancy,
taking advantage of maternity or parental
leave or in connection with being a worker
representative.

Employees who leave work because
their employers have made it
impossible for them to continue to
work may claim that they have been
constructively dismissed. However,
constructive dismissal requires that
the
employer
has
actually
committed a serious breach of the
contract of employment. Whether
or not a particular employee has
been constructively dismissed
depends upon the terms of his or
her contract with the employer.
Before a worker can seek some protection
under the labour laws, it must be settled
that such a worker is indeed an employee.
A worker is an employee when he or she has
entered into a contract of employment or a
contract of service with the employer. There
have been times when the courts have had
to first decide whether a worker is an
employee before determining whether a
dismissal has taken place. It must be borne
in mind that a dismissal must be wrong or
unfair against an employee for a court or a
commission to award a remedy.
Here, we need to first deal with the question
which sometimes arises: has this employee
actually been dismissed? In order to sue
either for unfair or for wrongful dismissal,
the employee has to show that he or she
was actually dismissed. In some cases, as
where the employer has expressly sacked
the employee, this is easy. But what of the
case where the employee seeks to return to
work after a year’s sickness or imprisonment
or where the employer has treated the
employee so badly that he or she no longer
feels able to continue working? Is that
employee entitled to consider him
dismissed?
The answers to both of these questions lie
in the contract of employment that exists
between an employee and an employer.

When an employee is certain he or she has
been wrongfully dismissed, providing that
the breach is sufficiently serious may treat
the contract as an end and sue for damages.
An employee could also affirm the contract,
that is, continue to perform his or her
contractual obligations and sue the other
party for damages.
LEGAL CHECKLIST
In Alcan Extrusions Ltd v Yates, Mr. Yates
worked for Alcan Extrusions as a Press Crew
man under a shift system. In 1994, the
employer introduced a new shift pattern,
which included Sundays and bank holidays.
Under the new system, no overtime would
be paid in respect of weekends and bank
holidays and employees’ choice in relation to
holidays would be more restricted than it
had been under the old system.
THE RULING
The tribunal held that the unilateral change
of the express terms of the employee’s
contract of employment
constituted a dismissal
which
enabled
the
dismissed employees to
sue for unfair dismissal
and breach of the
employment contract.
Student,
Ghana Law School

Nana Owusu Agyemang
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Ways of finding

FULFILMENT
Urgent

Done

AT WORK
by Mame Kufour

T

he concept of finding
fulfilment at work almost
sounds
like a myth in our beloved third world
country. The fact is that the current economy
and job market often means fulfilment of
financial responsibilities takes priority over
job satisfaction. Nevertheless, it is possible to
attain job fulfilment without risking one's
financial security.
The following tips
highlight some options as to how this can be
achieved.
Critical self assessment
In order to gain fulfilment in one's job, it is
important to know yourself in terms of the
following;
Your strengths and weaknesses
Your career goals
The aspects of your job you like or dislike.
This is important because it enables you to
take a critical look at yourself and your
situation. Having assessed the situation, you
might find out that the solution is a lot
simpler than you thought. It is not
uncommon for one to discover that the
solution to their lack of fulfilment was simply
a change of attitude. For example, if you are
in a career you enjoy and excel at and yet you
go to work daily with a negative attitude
because you were denied the use of a
company car, perhaps, you need to question
your attitude before considering other
options. Once you have ascertained your
personal barriers to job fulfilment, you can
then decide on a suitable solution.

A 'Best fit' career
First and foremost, ask
yourself this question;
are you in the right
profession? Indeed, we
need jobs to earn money
for survival but maybe
there is an industry or
profession you are more
passionate about, which can provide
you with both job satisfaction and
financial security. Logically speaking, if your
passion or interest lies in fashion designing,
you are unlikely to find a job as a financial
auditor fulfilling. Fortunately, there is no
harm in looking around for a job to better
suit your interests whilst you are still
gainfully employed. Entrepreneurship is a
perfectly viable means of gaining that
dream job.
A satisfactory work-life balance
I am sure we are all familiar with the phrase
‘all work and no play makes jack a dull boy?'
Although it is often unheeded, this
expression is true. In order to gain fulfilment
from work, it is important to get the
work-life balance right. Many people find
that their role at work interferes with their
social and personal lives. For instance, long
hours at work often means one’s family life
or leisure time is more or less non-existent.
Nonetheless, to find fulfilment in your job, it
is essential that you strike the right balance
between your job and your personal life.
Failure to do so can result in resentment
towards your job for causing you stress and
depriving you of a personal/family life.
This however does not imply that work
should be neglected in favour of leisurely
activities; it is merely a suggestion that
efficiency and effective planning should be
applied to work in order to make some time
for play!

A Healthy Working Environment
This is particularly a challenging factor to
address but also equally important. It is
highly possible for a people to find
themselves in what should essentially be
their dream job and even manage to strike a
great work-life balance but still feel
unfulfilled. In situations like this, it is
important to analyze your work
environment. Perhaps, your problem is with
your superior, colleague or even your
employer's disregard for health and safety
issues. The truth is if you are unhappy with
your work environment, you are unlikely to
gain fulfilment in your job. In cases such as
this, it is very important that you are well
versed in the company's policies or
guidelines as to the appropriate procedure
to use. In unionized organizations, the
Collective Bargaining Agreement (CBA) can
provide further guidance to enable
necessary action. In the case of conflicts
with colleagues, an effective strategy is to
stay committed to your work and stay calm
and respectful. However, if this fails, the
company's
grievance
policies
and
procedures can be used to facilitate a
resolution.
Finding fulfilment in one's job is without a
doubt a common dilemma caused by an
equally common misconception that the
average man cannot have it all (job
fulfilment and financial security). This could
very well be true in some cases but the only
way to know for sure is to challenge this
notion. So in my usual
fashion, I put to you this
simple
challenge…Be
the exception!

HR Practitioner

by Mame Kufour
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Enterprise Trustees Limited
Revolutionizing Pensions

M r. Joseph Ampofo is the Sales and Marketing Manager
of Enterprise Trustees. He explains the issue of pensions the
“Enterprise” way
HRF: Please give us a break down of the Enterprise Group and the
services offered by the various companies under the group.
JA: Enterprise Group has four subsidiaries;
Enterprise Insurance Company, which offers Non-life Insurance
cover encompassing motor, travel, marine, workmen
compensation and construction and engineering policies.
Enterprise Life Assurance Company, which provides life covers
including cover for critical illness, replacement income after loss of
loved ones, education, and funeral cover.
The Group has entered the West African sub-region with life covers
similar to that offered in Ghana. ELAC Gambia, as it is known, has
been a success and a confirmation of the acceptance of the
Enterprise brand beyond the borders of Ghana.
A new addition to the Group is Enterprise Properties Limited,
which offers residential accommodation, complementing the
growth of Enterprise Group into a one-stop shop for all financial
products and services.
HRF: When you say you manage an organization’s pension
schemes of the 2nd and 3rd tier, what exactly does it mean and
how is that achieved?
JA: Quite an interesting loaded question but let me try and
summarize as best as I can. With the promulgation of the National
Pension Act, 2008 (ACT 766), the private sector has now been
brought into the pension’s management space. The private sector
include trustees, fund managers and custodians in Tier 2, also
referred to as Occupational Pension Scheme, and Tier 3, referred to

as Provident Fund and Personal Pension Schemes. We at
Enterprise Trustees Limited, as corporate trustees, are licensed to
have the ultimate responsibility to ensure the schemes are being
run efficiently and within the strict compliance regimen setup by
the ACT 766, and regulated by the National Pensions Regulatory
Authority (NPRA). We therefore have the mandate to do the
following:
Set-up and run Master Trust Schemes (These are
multi-employer coming together into one pool) for both Tier
2 & Tier 3. In this regard, the Corporate Trustee becomes the
appointing authority for other service providers such as fund
managers & custodians.
Provide administration services to Employer Sponsored
Schemes (Employers who wish to set-up and run their
own schemes but outsource the day-to-day running to an
administrator) for both Tier 2 and Tier 3. In this regard, the
Corporate Trustee reports to the Trustee Board that has been
set-up.
Provide independent trustee services to Employer Sponsored
Schemes for both Tier 2 & Tier 3. We are mandated to provide
the leading management role of employee benefits and in the
New National Pension Law, only trustees are responsible for
managing organization’s 2nd and 3rd tier pension schemes.
The law mandates that we engage the services of fund
managers and custodians and the three players who are
independent of each other work together to ensure
transparency and better management of workers’ pensions.
The NPRA plays the watchdog role of supervising activities of
all the players in the industry.
HRF: Please tell us about the products your company has to offer
under the 2nd and 3rd tier scheme.
JA: Enterprise Trustees offers Master Trust Schemes for both Tier 2

29

Business Spotlight
yet to release the monies for the 2nd and
3rd tier pension schemes?

Info.etl@enterprisegroup.com.gh
Tel: +233 307 030 509

& Tier 3
1. Firms whose total staff strength is below
1000
2. Firms whose monthly contributions may
exceed Ghc3,000.00 but may decide not to
form their own scheme
3. Firms whose monthly contributions fall
below Ghs3,000.00
HRF: How was it that Enterprise Trustees
Limited was one of the few companies given
the mandate by government to manage the
2nd and 3rd Tier pension schemes.
JA: Enterprise Trustees is one of the few
companies which have come out of the
Insurance Industry and this is based on our
institutional financial capacity and vast
human resources. There are 14 other
corporate trustees.
HRF: How does it feel as a company to be
given such a huge task to manage
pensions?
JA: Thankfully, we believe we have the
broad shoulders required for such a task.
This is based on institutional backing
coupled with the vast experience of the
men and women at the helm of affairs at
Enterprise Trustees Limited. The Enterprise
Group seeks to be a one-stop shop for all of
one’s financial services needs.
HRF: Since your establishment as a
company in 2011, what has Enterprise
Trustees been doing since the government is

JA: The Regulator, NPRA, has assured
stakeholders of the release of the
Temporary Pensions Fund and we are of the
firm belief that plans are ongoing for this to
be done. Statements have been issued to all
employees in Ghana in respect to that fund
and various employers are expected to
reconcile those statements with the NPRA (
refer to their website npra.gov.gh for more
information). Our focus as an organization
is not solely on Tier 2 pensions but also on
developing schemes for the Tier 3 to cover
both the formal and informal sector. We
have embarked on educational drives to
consistently create awareness, reaching out
to lots of workers and employers. The
National Pensions Regulatory Authority has
authorized us to begin receiving monthly
contributions beginning from November
2012, and this has kick started the private
sector operations.
HRF: The issue of pensions is sensitive to
Ghanaians, as a cross section of the
working class look forward to their
entitlements after their retirement. How
different is what you do from SSNIT
JA: SSNIT is regarded as one of the leading
Social Security Scheme providers which
operates a Defined Benefit Model. Tier 1 of
our 3 tiered scheme is reserved solely for
SSNIT. What Enterprise Trustees is handling
is the 2nd and 3rd Tiers which are on the
Defined Contribution Model. Retirement
benefits are extremely key to every worker,
hence, our heavy investment into ICT to
enable us provide administration services
from a robust web platform. This is to
ensure that our members receive their
benefits in a timely and transparent
manner. Our goal is to ensure members
receive their lump sum payment on their
60th Birthday either via cheque or transfer
into their account of choice.
HRF: In what ways do you hope to manage
the pensions of Ghanaians and what
options are available to us when it comes to
pensions?
JA: The Regulator has determined the
various investments to which pension
funds must be applied. Enterprise Trustees
has put in place a Multi-fund Manager
Model to ensure members get the best of
returns as various fund managers strive to
be retained on the scheme. The National

Pensions Act, 2008 (Act 766), has paved the
way for the establishment of an annuity
market and the Ghanaian worker can
increase his /her monthly pension through
the purchase of annuity. An annuity is a
stream of fixed payment over a specified
period of time.
HRF: We read from the Daily Graphic that
Enterprise Trustees plans on attaining at
least 40% market share in the trustee
business. What strategies are being
employed to achieve this?
JA: The major objective in pursuing such a
share in the market is to ensure that a lot of
Ghanaians experience the ‘Enterprise’
excellent service delivery which is sure to
make one’s retirement a blissful one. Our
simple strategy is to do what others say
cannot be done.
HRF: How is Enterprise Trustees, in its own
way, trying to educate the public on the
demands of the new pension law?
JA: Beyond visiting employers and
employees, we have been on numerous radio
stations all over the country sensitizing
workers.
HRF: How does Enterprise Trustees plan on
ensuring transparency in its operations in
order to gain the trust of its clients?
JA: Making information available to
members online and through their electronic
mail as frequently as possible is a service we
pledge to provide to members. Secondly, the
Unitized Pricing Model in use by Enterprise
Trustees Limited ensures transparency in the
value of investments as early payments are
recognized with its consequential benefits
passed on to members.
HRF: Could you describe your company’s
management style and the type of employee
that would fit in Enterprise Trustees Limited
(ETL)?
JA: Management operates an open door
policy and ensures a friendly and cordial
environment for staff to freely express their
views and thoughts. An employee who owns
what he does and appreciates the impact of
his actions on the team can easily fit in at ETL.
HRF: What should we expect from Enterprise
Trustees in the next 5 years?
JA: We want to revolutionize pensions in
Ghana through excellent service delivery.
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We are all

Involved in

BUILDING
by Alexander Williams FCIB

t

here was this jingle sang during the
military regimes of the Armed Forces
Revolutionary Council (AFRC) and the
Provisional National Defence Council
(PNDC) with these lyrics:
‘Arise Ghana youth for your country,
The nation demands your devotion …’
‘We are all involved, (3x)
In building our motherland.’
Down memory lane, one would recall that
in addition to the composition and singing
of these ‘patriotic songs’, there was that
laudable idea that workers should get
involved in the development of the
organization through the formation of
Worker’s Defence Committees (WDCs).
Though the implementation of the concept
had its own issues, it reflected the need for
both the employer and worker to get
involved in building the organization. This
collaboration has been expressed in the
1992 Constitution and as a duty in the
Labour Act, 2003.
Duties of the worker and employer
The duties of the employer in Section 9 of
the Labour Act., 2003 can be categorized
into three: Infrastructural, human resource
and legal development. The legal
development is seen in the ‘duty to furnish
the worker with a copy of the worker’s
contract of employment,’ which establishes
the legal relationship between the worker
and the employer as fundamental to the
development of the organization.
Infrastructural development is recognized
along the duty to ‘provide work and
appropriate raw materials, machinery,
equipment and tools’ and ‘ take all practical
steps to ensure that the worker is free from
risk of personal injury or damage to his or
health during and in the course of the
worker’s employment or while lawfully on
the employer’s premises.’ In developing the
human resource as part of the
organizational development, it is the duty

of the employer ‘to train and
retrain the workers’ and to
‘keep open the channels of
communication with the
workers.’
The worker on the other hand
must ‘work conscientiously,
report to work punctually and
regularly,
enhance
productivity, take proper care
of the property of the
employer that has been
entrusted to him or under his
immediate control.’ A diligent application of
these duties will promote an effective
collaboration between the worker and the
employer to develop the organization.
Collaboration for the development of the
organization can best be enhanced when
the parties pay close attention to their
environment, described as distal and
proximal.
The distal (external environment) consists
of the political, economical, social
influences and the level of technology
which tend to affect the employees’ sense
of pride as members of an organization. The
proximal is the general atmosphere in the
workplace, the nature and quality of
communication, level of trust, workplace
culture and physical conditions. These
affect productivity and psychologically, the
attitude of the workers towards their jobs. A
healthy working environment is sine qua
non to development.
Work environment
If it is really true that ‘cleanliness is next to
godliness’ and ‘mens sana in corpore sano,’
then a healthy and conducive working
environment maintained by the workers in
support of the employer’s efforts will make
for organizational development. Section
118 of the Labour Act, on the general health
and safety conditions of the workplace,
ensures safety and absence of risk to health

of the workers. While it is
the duty of the employer
to provide a healthy and
sanitary
environment,
protective
equipment
and adequate facilities, it
is the duty of the worker
to also use all the safety
appliances, fire-fighting
equipment and personal
protective equipment.
This provision is in
support of Article 36 (10)
of the 1992 Constitution of
Ghana which requires the State to ‘ensure the
health, safety and welfare of all persons in
employment’ and further provides in its
clause (11) to ‘encourage the participation of
workers in the decision-making process at
the workplace.
Workers in decision making
This Constitutional directive to involve
workers in the decision making process to
develop the organization, comes in various
forms: staff durbars, departmental meetings
with line managers, etc. Such fora, if well
organized and intimidation of vocal staff
minimized will strengthen collaboration and
explore their potential and creativity to the
development and building of the
organization, which they may consider as
their own.
Arise, let us build
An open channel of communication, a safe
and healthy environment, workers singing
their patriotic songs; “We are all involved,’ and
using the facilities and
opportunities offered by
the employer, not only to
develop and improve
themselves but also
through creativity with a
sense of pride, develop
the organization.
Partner,
LEX-ECK Consult

Alexander Williams,
FCIB
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HR Certification Proves
Experience, Knowledge

and Value

Gardiner Hempel Jr., CPA, GPHR,
Board Chair,
HR Certification Institute
About the HR Certification Institute
he HR Certification Institute, established
in 1976, is an internationally recognized
certifying organization for the human
resource profession. It is the world’s largest
and most influential HR certifying body and
has been credentialing HR professionals for
more than 35 years. In 2008, the National
Commission for Certifying Agencies (NCCA)
granted accreditation to the HR Certification
Institute's PHR, SPHR and GPHR certification
programme for demonstrating compliance
with the NCCA Standards for the Accreditation
of Certification Programmes.

more than 120,000 HR professionals in 80
countries proudly display the “letters”
they’ve earned from the HR Certification
Institute to show that they understand and
implement best practices in HR.

through recertification and who comport
themselves with the confidence that
successful certification inspires,” said Gardiner
Hempel Jr. CPA, GPHR, HR Certification
Institute Board Chair.

The Institute’s accredited programs award HR
certification to professionals who meet strict
professional experience and educational
requirements and pass a challenging exam.

Earning credentials in Human Resources (HR)
is the best way to show that one has the
expertise, experience and real-world
knowledge needed in the profession. Today,

“The profession is enhanced by people who
have demonstrated mastery of the bodies
of knowledge, who commit themselves to
the periodic affirmation of their knowledge

Credentials offered include the Professional
in Human Resources (PHR®), Senior
Professional in Human Resources (SPHR®)
and Global Professional in Human
Resources (GPHR®). For HR professionals,
earning certification from the Institute has
given them confidence and a sense of
accomplishment. They also feel that it
shows others that they are innovative, are
more engaged in work and are dedicated to
their chosen field.

T

HR professionals then maintain their
credentials through continuing
HR education.
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them. This person also has breadth and
depth of knowledge in all HR disciplines.
The SPHR focuses on the “big picture” and
HR strategy and understands the business
beyond the HR function and uses judgment
gained through time and experience. Those
who hold an SPHR typically have six to eight
years of progressive and increasingly
complicated HR experience.
The GPHR certification is designed for the
professional who has HR responsibilities
that cross national borders and has core
knowledge of his or her organization’s
international HR activities. Those who hold
a GPHR understand the strategies of
globalization versus localization of HR
policies and programmes and establish HR
policies and initiatives that support the
organization’s global growth and employer
reputation. In addition, a GPHR not only
designs
organizational
programmes,
processes and tools to achieve worldwide
business goals, but also ensures that
programmes, processes and tools align with
competitive practice, the organization’s
objectives and legal requirements.
Employee Engagement
Companies who employ certified HR
professionals find that they have high levels
of engagement in the business. In addition,
companies that utilize HR professionals with
industry credentials are better equipped to
ensure that the rest of their employees are
engaged, satisfied and productive, according
to the Institute for Credentialing Excellence.

Levels of Certification
The PHR certification is designed for the
professional who reports to another HR
professional within the HR department/
function and whose activities are at the
tactical and logistical level. A PHR focuses
on program implementation and has
responsibilities that focus on the HR
department itself rather than the whole
organization. Those who hold a PHR typically
have two to four years of professional
(exempt-level) work experience in all HR
disciplines, but their experience lacks the
breadth and depth of a more senior-level
HR practitioner.
The SPHR certification is designed for the
HR professional who designs and plans HR
policies rather than just implementing

Making a company a “great place to work”
can be an elusive target for many
employers, but studies have shown a direct
link between high employee satisfaction
and increased productivity, retention,
customer loyalty and company profitability.
Employers can ensure satisfaction among
their workers by hiring certified HR
professionals well versed in industry
practices related to strategic management,
workforce planning, development and
training and other HR-related operations.
Credentialed HR professionals can use their
expertise to help companies develop and
execute HR systems and strategies that
keep all of the organization’s employees
happy, productive and loyal.
Employer Satisfaction & Benefits
Because business organizations spend 70
percent or more of their revenue on human
resources, they understand that the people

who make decisions surrounding workforce
planning, labor relations, risk management
and employee benefits, such as health care
and payroll, must be of the highest
professional caliber. Employing the most
qualified HR professionals to make those
types of decisions can make or break an
organization.
That is why more and more employers are
listing HR certification as “required” or
“preferred” on their job postings. They have
the peace of mind that their HR
professionals have proven mastery of the
intricate HR laws and core practices that
make an organization successful.
In a survey of more than 1,500 employers,
the Institute found that 97 percent of
respondents believe it is important for
employees in their HR departments to be
professionally certified. The survey also
showed that HR certification positively
impacts an organization’s reputation as an
employer and demonstrates that it takes HR
seriously.
In addition, survey results have found
that:
50 percent state that recruiters consider a
job candidate’s certification status when
they decide whom to interview and hire for
HR positions and 96 percent fully feel that
an HR certified candidate applying for a job
would have an advantage over a non-HR
certified candidate;
48 percent state that their company
believes that HR-certified professionals give
them a competitive edge;
50 percent state that certified HR
professionals show better motivation, HR
knowledge
and
performance
than
non-certified HR professionals do; and
69 percent state that an HR certified
professional being considered as an
independent consultant for an HR
department would have a ‘very significant’
advantage over a non-certified individual.
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IMPROVING

PRODUCTIVITY &

EMPOWERMENT
by Sigismund Dzeble

O

ne of the most thought-provoking
presentations I have heard in recent
times was at an HR networking event,
where the CEO of a global bank
communicated his frustrations with the HR
function. Part of his distress was the fact
that HR practitioners appear to be too
fixated with form and not substance. Citing
the setting of personal performance
objectives as an example, he marvelled at
how a bank teller could have up to 15
different objectives when 3 simple, more
targeted ones would suffice. He also
wondered why in many cases, a university
degree
was
standard
recruitment
requirement for certain roles, often at the
expense of demonstrated experience.
Coming from a CEO, not only was this
refreshing, it re-emphasized the point that
for the HR function to be effective and add
value, HR practitioners need to be more
adaptable and demonstrate in tangible
terms that they were in tune with the needs
of the business. There are many businesses
that fail or struggle to meet their targets at
the end of each year in spite of the fact that
at the beginning of each financial year, a lot
of effort goes into strategic planning
sessions.
As it is HR’s primary function to ensure it
recruits the right people for the right jobs
and to also ensure staff are adequately
motivated to be productive, can the failure
of businesses to achieve their targets be
directly attributed to the HR function’s
non-performance?
The answer depends, in part, on how HR is
viewed and valued in each organization,
and the extent to which the HR practitioner
understands the business and is able to
influence it. A number of questions are
pertinent.
What role does HR play in the strategic
planning process? For example,
– Is HR consulted at the very early stages

to determine whether or not current
employees have the requisite
competencies to drive the business
growth?
– Is the opinion of the HR function sought,
for example, on whether there is the need
to recruit persons with specialist skills,
and whether these skills are easily
available on the job market? And if asked,
can the HR function provide adequate
answers based on insights?
What happens after the ‘big picture’
strategy has been developed and
agreed by senior managers?
Does HR ensure:– That the strategy is communicated across
the business to every employee to get
buy-in, ownership and commitment?
– That everyone in the business can
articulate how their individual duties
contribute towards the targets set?
– That everyone is involved in evaluating
the performance of the business and this
is done very frequently?
Are employees encouraged to be
responsible for determining how they will
deliver their personal objectives, or they
are told what to do and micro managed?
What is recognized and rewarded. Effort
or results?
How are personal objectives set? Are they
cascaded from team objectives which
cascade from corporate objectives or they
are set in isolation?
Is there a clear distinction between
high-performing staff and
under-performing staff? How are each of
these categories managed?
Is non-performance tolerated, or there is a
properly defined standard of performance

and behaviour?
How open and fair are principles of pay
determined? Are annual pay reviews
done in a transparent manner, and are the
outcomes equitable?
Do high-performing employees have
clarity on their career growth and
progression within the business?
What percentage of HR’s time is spent on
transactional activity, and what
percentage is spent on developing and
delivering a people strategy that meets
the current and future needs of the
business?
Does the strategic business plan include a
retention strategy? In other words, what
plans does the organization have to
ensure that it does not lose its good
people?
Do line managers have the requisite
capability to lead and develop their direct
reports, or is this seen as a core HR
function?
What is the level of employee
engagement? How is this defined and
how is it measured?
It is trite knowledge that the level of
employee engagement is directly linked to
employee motivation, productivity and
retention. Exceptional talent thrives in an
environment that allows them to exercise
discretion, where they are confident,
understand their organization’s strategic
purpose and can demonstrate how they
contribute to it.
So is your HR function
guilty of contributing to
the average or poor
performance
of
your
organization?
HR Manager,
PZ Cussons

Sigismund Dzeble
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CERVICAL CANCER:
What YOU SHOULD

Know

C

ervical cancer is the term used to
describe tumors that can grow at the
lower end of the womb called the cervix;
the lower part of the uterus, the place
where a baby grows during pregnancy. As
far back as the 1960s, it was discovered that
cervical cancer is nearly always caused by a
long-term infection with particular viruses.
Treatment usually consists of surgery
(including local excision) in early stages,
and chemotherapy and/or radiotherapy in
more advanced stages of the disease.
Most cases of cervical cancer are caused by
a virus called Human Papillomavirus, or
HPV. You can get HPV by having sexual
contact with someone who has it. Women
who have many sexual partners (or who
have sex with men who have had many
other partners) have a greater risk of being
infected. It must however be noted that
you can have HVP for years without
knowing it.
Women who smoke are about twice as
likely as non-smokers to get cervical cancer.
Symptoms
Most of the time, early cervical cancer has
no symptoms until the cancer has
progressed to an advanced stage, however,
symptoms that may occur can include:
Abnormal vaginal bleeding between
periods, after intercourse, or after
menopause
Continuous vaginal discharge, which
may be pale, watery, pink, brown,
bloody, or foul-smelling
Periods become heavier and last longer
than usual
Cervical cancer may spread to the bladder,
intestines, lungs, and liver. Patients with
cervical cancer do not usually have
problems until the cancer is advanced and
has spread. Symptoms of advanced cervical
cancer may include: Back pain, bone pain or

by Revina Acheampong

fractures, fatigue, leaking of urine or faeces
from the vagina, leg pain, loss of appetite,
pelvic pain, single swollen leg and weight
loss.
Signs and tests
Precancerous changes of the cervix and
cervical cancer cannot be seen with the
naked eye. Special tests and tools are
needed to spot such conditions.
Cancer screening using the Pap smear
can identify precancerous and
cancerous cells but do not make a final
diagnosis.
If abnormal changes are found, the
cervix is usually examined under
magnification; a magnified visual
inspection of the cervix aided by using a
dilute acetic acid (e.g. vinegar) solution
to highlight abnormal cells on the
surface of the cervix. This is called
Colposcopy.
Cone biopsy - surgery to remove a
sample of abnormal tissue from the
cervix for examination - may also be
done.
If a woman is diagnosed with cervical
cancer, the health care provider will order
more tests to determine how far the cancer
has spread. This is called staging and may
be done through chest x-ray, CT scan of the
pelvis, MRI of the pelvis, etc.
Treatment
Treatment of cervical cancer depends on
the stage of the cancer, the size and shape
of the tumor, the woman's age and general
health condition and her desire to have
children in the future. Early cervical cancer
can be cured by removing or destroying the
precancerous or cancerous tissue. There are
various surgical ways to do this without
removing the uterus or damaging the
cervix, so that a woman can still have
children in the future.

Types of surgery for early cervical cancer
include: Loop electrosurgical excision
procedure (LEEP) -- uses electricity to remove
abnormal tissue, Cryotherapy -- freezes
abnormal cells, Laser therapy -- uses light to
burn abnormal tissue
Treatment for more advanced cervical cancer
may include:
Radical hysterectomy, which removes the
uterus and much of the surrounding
tissues, including lymph nodes and the
upper part of the vagina.
Pelvic exenteration, an extreme type of
surgery in which all of the organs of the
pelvis, including the bladder and rectum,
are removed.
Radiation may be used to treat cancer
that has spread beyond the pelvis, or
cancer that has returned. Radiation
therapy is either external or internal.
Cervical cancer is the second most common
and the fifth deadliest cancer in women. A
woman's risk of cervical cancer can be
reduced by getting regular pap tests and
pelvic exams. If abnormal cervical cell
changes are found early, cancer can be
prevented by removing or
killing the changed cells
before they turn into
cancer. Now you know!

PR Executive,
L’AINE Services Ltd.

Revina Acheampong
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The
Role of the

Finance Department
as a Strategic Business Partner

to an Organization
Joseph Ciici Arthur

A

finance department or unit is very
conspicuous in the organogram of any
establishment. The exception may come
from smaller firms such as sole
proprietorships and partnerships. In the past,
the Finance or Accounts department only
brought to mind the idea of payments and
salaries. From the processing of payments to
vendors to the stewardship of a company’s
assets, and from the compilation of budgets
and forecasts to the preparation of
management accounts, the traditional role
of the Finance Department has most often
been regarded as that of a score keeper,
focused only on book keeping.
Over time, the role of the finance
department is shifting from the traditional
bookkeeping to that of a strategic business
partner. In today’s dynamic environment, it is
not enough to prepare management
accounts for the organization. One would
argue further that such reports only show
past
performance.
Fortunately
for
businesses, the proliferation of accounting
softwares, the generation of financial reports
can be obtained with just a click of a button.
With such resources at their disposal, the
finance department is faced with a challenge
to go beyond the generation of reports to
the interpretation of the reports for effective
decision
making
amongst
other
responsibilities. Again, putting in place the
right internal controls is necessary but
insufficient for today’s finance role. For
purposes of this article, I will attempt to
highlight some key strategic roles that are
expected of today’s finance departments.
The preparation of timely financial reports
with value added commentary for decision
making by management is one key strategic
role of the finance department as a business
partner. The focus here is the timeliness and
the depth of commentary. As earlier
indicated, management is interested in the
story behind the numbers, which will

influence decision making. The
commentary could explain the reasons for
the actual to budget variances, highlight
issues like cost drivers, trends in the
industry in terms of market share, peer
performance, etc. Recommendations could
then be outlined to improve or sustain
performance. The use of graphs and charts
give the pictorial side of the numbers and is
also useful for management reports. The
preparation of the management financial
report must be aligned to business strategy.
However,
the
content
of
these
management reports depends upon the
organization and its business model and it
is important for the finance department to
identify the right measures and reporting
format required by the business.
The next important strategic role of the
finance department is the provision of
technical assistance to the development of
a strategic plan for the organization. The
department must be seen as the anchor in
the strategic planning process by way of
industry information gathering, liaising
with the strategic business units to
synchronize their strategies with the
organizations ultimate strategy. The finance
team will eventually come up with a
financial forecast to support the
organization’s strategy. It is important to
note that this strategy document is
reviewed from time to time to ensure its
relevance to current trends. Again, having
regard to the importance of this role, some
businesses prefer having a separate
department for this.
Thirdly, the finance team has an important
role to play when it comes to improving
efficiency in business operations. As a
department that does not directly generate
revenue, their influence can best be felt
when they are seen as championing
efficiency in order to improve upon
productivity and cost minimization. They

need
to
assess the whole business model to identify
and stub out waste. The finance department
has a critical role to determine the cost
drivers in an organization and try to
understand how such costs can effectively
be managed without hampering business
activities. The finance department for
purposes of an example can make a
business case to outsource some of an
organization’s activities which weigh the
business financially.
Finally, the finance department is expected
to play a stewardship role by ensuring that
the company meets regulatory and
financial compliance, and good corporate
governance by way of effective controls.
They are also the custodians of the
company’s assets and must ensure value
protection.
In summary, the Finance role can be viewed
as a good blend of the following:
1. Commentator – focused on explaining
the numbers
2. Business Partner – focused on value
creation
3. Scorekeeper – focused on bookkeeping
4. Custodian – focused on governance.
Today’s finance department has to ensure
that the above roles are fully performed,
regardless of the fact that formal training as
a professional accountant is not the only
requisite. With the rapid changes and new
requirements today, I
strongly believe that
life-long learning,
creativity and
benchmarking are key to
ensure an effective
business partnership.
Joseph Ciici Arthur
Financial Controller,
Agricultural Development Bank
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JOB Listing
COUNTRY DIRECTOR

OFFICER, REFRIGERATION ENGINEER

QUALIFICATION:

QUALIFICATION:

Advanced degree in Agriculture, Engineering, Business Management,
Marketing or related field with 10 years relevant managerial experience

DUTIES:

A degree/HND in mechanical Engineering or a related
field with 3 years experience in refrigeration maintenance

DUTIES:

Link country activities to the overall strategy and performance
improvement targets

Install, inspect, maintain and repair refrigeration equipment

Raise funds for the implementation of programmes and its expansion by
coordinating with international donors and other funding sources

Manage technical staff for the Refrigeration Section of the
utilities department

Oversee day to day management of programmes

Install and troubleshoot specialised refrigeration equipment
and machinery

Provide administrative and financial management consistent with
organizational policies and procedures
Develop and manage Human Resource functions for all Ghana personnel
Maintain collaborative relationships at all levels of the organization

For more information please email enquiries@laineservices.com or
Call: 0302 717039 or 0302 716986

Inspect various systems and components like the
ventilation unit, cooling units, exhaust fans and other sections,
to ensure proper functioning of the device and identify
necessary repair and maintenance services
Provide new installation services, repair existing ones and
replace the tempered parts of refrigeration units

For more information please email enquiries@laineservices.com or
Call: 0302 717039 or 0302 716986

Francis, a Data-Entry Clerk, spends working hours playing video games
while work piles up
Well, he did say on his CV that he is highly skilled in computers
At L’AINE, we look beyond the CV and make sure we meet the person and
do all the relevant checks and tests
After all, a CV can only tell so much
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HEAD OFFICE
Plot No. 18 and 19 Ocean View Estate,
Community 13 Sakumonu
(Near the Nungua Barrier)
P. O. Box GP 1198, Accra
Tel: 0302 716986/ 716983/ 717039
Fax: 0302 717038
enquiries@laineservices.com
www.laineservices.com

ADABRAKA BRANCH
Plot 38 Adama Avenue
Kojo Thompson Road, Adabraka
(Near Evangel Assemblies of God)
P. O. Box 1198, Accra
Tel: 0302 239247/ 249832/ 249833
Fax: 0302 239247
lainecircle@laineservices.com
www.hrfocusmagazine.com

KUMASI BRANCH
House No. OZRL 114 Bompata,
Behind the SIC building
P.O. Box KS 5675, Kumasi
Tel: 03220 25948/ 03220 49727
Fax: 03220 32889
laineksi@laineservices.com
www.lainefoundation.org

TAKORADI BRANCH
House No. 10/4 Liberation Road
Timber Bar Junction
Tel: 03120 26948
Fax: 03120 26986
lainetdi@laineservices.com

www.lainejobs.com

