HUMAN RESOURCE MAGAZINE

Free Quarterly Magazine

Q4 2014

Breaking

the Glass Ceiling
MTN: Eazifon

Mr. John Maxwell Addo Jnr.
Human Resource Director
Fidelity Bank

L’AINE’s CSR:
HR Conference 2014

HR Column:
Developing a Maintenance Psyche

CONTENT

12 - 13 28
1
0
10

THEME STORY:
The Myth of the Glass Ceiling

31

5-6
NEWS:
Unavailability Of Employable Talents;
a Worry for Recruiters

9
ARTICLE:
And it was Christmas

12 - 13
SPOTLIGHT:
Mr. John Maxwell Addo Jnr.
HR Director, Fidelity

16 - 17
SPOTLIGHT:
MTN Eazifon

20 - 21
EVENT SPOTLIGHT:
Ghana HR Conference

27
FASHION:
The Corporate Me

31
ARTICLE:
Developing A Maintenance
Psyche

35
L’AINE ANNIVERSARY:
Photo Diary

37
Puzzle:
Word Search: Know Your HR Terms

PUBLISHING CREDITS
Publisher - L’AINE SERVICES LTD.
Chief Executive - Dr. Mrs. Ellen M. Hagan
Editor-in-Chief - David Sowa Attricki
Copy Editor - Mrs. Joyce Boeh-Ocansey
Content Editor - Revina A. Acheampong
Graphic Designer - Obed Adu Agyemang
Asst. Graphic Designer - Albert Abbey
Editorial Assistant
Dorothy Safoa Owusu
Sales and Marketing
Lerina Amankwah
Rhoda Nana Safowa
Daniel Annang
Frank Ofori Jr.

SPECIAL THANKS TO
Dr. Daniel Dela Dunoo, Mrs. Sandy Kojo
Andah, Mr. John Maxwell Addo Jnr.,
Mr. Emmanuel Odoom, Mr. Penuel Anoff,
Mrs. Solace Obour, Mr. Kwame Ephraim,
Madam Doris Agyeman,
Madam Monique Atta, Mr. Justice Lartey
Mr. Sidney Arthur, Ms. Tina Muparadzi,
Mr. Frank Owusu-Nti Jnr.,
Mrs. Barbara Mensah,
Ms. Kuukuah Baiden, Ms. Elsie Djokoto

TO ADVERTISE contact the Editor-in-Chief
Mob: +233 244 819 228
Email: david.attricki@laineservices.com

Photography: Ambii -Photography
Advertising: Lando Services Limited
Printing: Team Work Packaging
Illustration: 4Heem Brand

HEAD OFFICE:
Plot NO: 18 and 19 Ocean View Estate
Community 13, Sakumono
(Near Nungua Barrier)
P. O. Box 1198, Accra
Tel: 0302 716986/ 716983/ 717039
Fax: 0302 717038

L’AINE SERVICES LIMITED:
Email: enquiries@laineservices.com
Website: www.laineservices.com
www.lainejobs.com
www.hrfocusmagazine.com
www.lainefoundation.org

It Isn’t Only Ebola That Kills

T

here have been recent reports about the devastating rate at
which the Ebola virus is claiming lives and leaving the whole
continent of Africa, especially, panic stricken. For some of us,
we were particularly interested in how the situation would
play out if the virus eventually lands in Ghana. With the virus hitting
a 70% death rate by October 14th, it was with mixed feelings that
Ghanaians had to accept the establishment of an Ebola headquarters
in Ghana; while some thought it a blessing, others were just not for
the idea.
With all these developments, however, what is most shocking is that
while people are “genuinely” dying from what has been described
as the largest epidemic in world history, Ghanaians, who have been
“miraculously” spared from the epidemic, are ignorantly dying from
Cholera and road accidents.
Filth that we have created ourselves is killing us and we are willing
to live with it and die from it. Additionally, many preventable road
accidents are taking the lives of innocent people, robbing the
country of its most valuable assets.
According to experts, “Cholera is EASILY preventable if proper
sanitary practices are followed. Provision of safe water and facilities
for proper disposal of faeces, and preparation and storage of food
under hygienic conditions are also essential in the prevention and

control of Cholera.” How difficult is this?
There have also been various road safety campaigns educating the
public on how to avoid road accidents but all these seem to fall on
deaf ears. We just cannot be bothered.
As Christmas approaches, the temptation to drive recklessly would
be great. There will be more drunkenness than there usually is in the
year, there will be more to eat with lots of parties so possibly, there
will be more filth. However, we must all make conscious efforts to
prevent the preventable, because think of it, your mindless actions
can rob families of a possible bread winner and the country, a
resourceful nation builder.
The Q4 edition of the HR Focus magazine breaks the “Myth of the
Glass Ceiling”. Aside the Health, Finance and Employment Relations
columns that make up our HR mélange, we have also included
exciting articles that will make your Christmas holidays special.
Make time to visit our website: www.hrfocusmagazine.com to
read our past editions, and read our blog at hrfocus.blogspot.com.
Come have a chat and share your views with us on our Facebook
(hrfocusmagazine), Twitter (@hrfocusmag) and LinkedIn (HR Focus
Magazine) pages.
Merry Christmas!

Employers To Battle
Time Wastage

A

mongst the many challenges
employers face in their daily activities
is battling time wastage in the
workplace. Workers spend between
two to four hours, daily, on non-work related
activities, a report has revealed.
A research titled, “Wasted Time in the
Workplace” published by www.timedoctor.
com has largely blamed time wastage in
organizations on internet usage, with social
media leading the statistics.
The report estimates that 40% of productivity
losses were from workers patronizing nonwork related internet sites. The research
however noted that only 15% of businesses

have a social media policy despite its
widespread use and misuse at work.
Although the research states 65% of
businesses have received a positive
benefit from using social media, its
effects on productivity, however, may be
in dire excess. With the fast-paced growth
in technology, the situation does not look
any better in the near future.

STOP

TIME
WASTAGE

Employers therefore must consider the
need to implement measures that will
ensure the effective use of time to drive
results.

Internships Losing Relevance?

M

see interns as cheap labour they can
hire to complement their insufficient
staff. Interns, in most companies,
have been reduced to messengers by
regular staff. This leaves them with little
or no work experience by the end of
their internship programmes.

ost tertiary institutions across
the country have listed
internships as one of the
many academic requirements
students are supposed to fulfill. Every year,
companies receive a lot of applications
from students, prior to their long
vacation, seeking to undertake internship
programmes within the organization’s setup.
However, the core purpose for internships
is eluding students and employers alike.
Internship, a period where students
gain practical experience in their fields
of study, has been reduced to a money
making venture for some students, while
others disregard their career path and join
organizations that will not affect their career
in any way because they want to honour
their academic obligation.

In today’s highly competitive job
market, candidates with inadequate
work experience may lose out on
attractive job openings. It is therefore
the responsibilities of both employers
and students to grow talents that can
fit well in the talent gaps on the market.

Employers could be partly blamed for the shift
in focus amongst students. Some companies

Internships should become training
grounds for grooming talents that
can fit well into the job market whilst
encouraging them to take all available
opportunities at networking.
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NEWS
Make Training Investment Count

C

ompanies make huge investments
in training programmes, yearly, to
improve the skills set of employees.
However, one of the things they
struggle with is ensuring that the investments
they make in staff training is effective and drive
organizational growth.
The ineffectiveness of training activities
may be blamed on the untargeted nature of
training programmes. According to a research,
many employees do not really understand
how the training programmes they are
signed on to relates to their performance or
jobs. More damaging to the situation is the
inability of trainers to access the learning style
of employees before they adopt the methods
they use.

for it, employers should
consider performance reviews
that access the employees’
performance before and after
training sessions have been
held. Nonetheless, employers
must
target
training
programmes at improving
specific aspects of employees’
performance.
Trainers on the other hand
may need to do some more
probing or experimenting
to help figure out the most
appropriate or preferred teaching and learning
style that will see companies make good
return on training investments.

To avoid employees going through the
motions of training without being accountable

Corporate Ghana Must Step Up To
Support Road Safety Campaigns

A

to that of 2013, show a reduction
in road accidents although not
very significant. Between January
to September 2013, the country
recorded a total of 10, 558 as against
10,061 in 2014, representing a
reduction of 4.71%.

ccording to statistics churned out
by the Motor Traffic and Transport
Department of the Ghana Police
Service, there were indications that
nearly six persons lost their lives to accidents
in Greater Accra Region alone weekly. This
data is said to have been consistent in nine
months, spanning the period between
January and September 2014.
Although the Road Safety Commission
of Ghana has been involved in a number of
campaigns to curb the situation, there is an
urgent call and need for Corporate Ghana to
lend support in curtailing the losses made
through these accidents.

The alarming rate of deaths and injuries
recorded due to road accidents, is depriving
the nation off productive hands that work for
the total economic growth of the nation.
It is worthy to note, however, that the number
of accidents recorded this year, compared

This notwithstanding, HR Focus
magazine is calling for a partnership
between corporate Ghana and
Government institutions charged with the
responsibility of road safety, to increase the
awareness of road safety whilst safeguarding
the workforce of the nation.
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Employer And Employee
Relationship Should Be ‘Strategic’

S

peaking at the CIPD annual conference
in Manchester, Rita Gunther McGrath,
an Associate Professor of Management
at the Columbia Business School told
delegates that businesses should see the
value in “entrepreneurial” employees. She said
a ‘strategic alliance’ between an employer and
its staff should replace traditional concepts of
loyalty in modern organisations.
“The idea that someone would join a
company at 22 and still be there when they
are approaching retirement is laughable today.
In fact the company probably won’t be there

when the employee is reaching retirement,”
she said.
She added that many employers still “resist”
taking advantage of the entrepreneurial skills
of employees because of a perceived lack of
loyalty, and called on companies to re-think
the way they build value in their relationships
with staff.
McGrath highlighted research that suggests
that 45% of work done in the USA is not
associated with a permanent job, a trend that
is likely to hit Ghana soon.

She advised companies to take advantage
of the skills of young employees…“but
the young entrepreneurial workers are still
valuable people even if they are not going
to stick around. Businesses should move on
from taking a negative view of them because
they see them as disloyal, and take advantage
of their skills while they are still with the
organisation.”
Source: hrmagazine.co.uk

L’AINE Services Limited Is ISO
9001 Certified

L

’AINE Services Limited, with
the mandate to deliver human
resource services that is aimed
at total customer satisfaction,
has been recognized globally by
the International Organisation for
standardization.

makes the organisation more
competitive.” She added that
by being ISO certified, L’AINE
has distinguished itself as
an organisation that stands
for quality and customer
satisfaction.

L’AINE was presented with a certificate
by Mrs. Gauri Bhagwat, a Lead Auditor
and Trainer for Quality /Environmental
and Occupational Health and
Safety Management Systems for
International Register of Certificated
Auditors, UK (IRCA- UK), as evidence of
being ISO 9001 certified.

L’AINE Services Limited, by this
certification shall maintain
quality management systems
by ISO 9001 standards,
constantly review performance
and upgrade employee skill.
This sets L’AINE ahead of its
competitors and gives the
company true international recognition.

Mrs. Bhagwat, who applauded L’AINE for having
maintained quality practices in every facet
of the business, revealed that organisations
that establish and maintain internationally

recognized management systems can be
independently audited by certification bodies.
She reiterated that “true international
recognition and trust that comes from
certification of your management systems

HR Focus
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.and it was
Christmas

...

By Revina Acheampong

I

love Christmas; I love the carols, the
many colourful things that are on display
everywhere, the assorted food and drinks,
the many family and friends who come visiting
and the weather.
As a child, I remember how I will run to tell
my friends all the beautiful things my parents
have bought for me and all the other gifts
that those visiting have promised to bring
me. I remember the candies and the cake, the
firecrackers and the many jokes that are told.
That is when you can do anything and get
away with it or be your very best for fear of not
receiving any gift at all. To top it up, we had
school breaks, which meant no more course
work and “wicked” teachers. In fact, Christmas
is my favourite time of the year.
So when I started working, I looked forward
to Christmas and I did not quite expect what
I found out. Here are 5 surprises that most
newbies will identify with;
1. There is no long vacation like you are given
when the semester or term ends in school
unless you have leave days – This was very
disappointing because I had made a tall list of
all the things I was going to do at Christmas.
Then the announcement came… “We will
break on the 25th and 26th and return to
work on the 27th. Then we break again for the
31st December and resume on 2nd January
the following year.” You cannot imagine my

frustration; what was I going to cancel from my
list of ‘to dos’?
2. There are lots of smiles – Do not get it
twisted. Yes! Even the lady from the other office
who has not spoken to you for months will
smile at you and wish you a merry Christmas.
During the Christmas party, which is usually
on the 24th December, you will receive lots
of hugs too. Even those who sat in the same
office with you the previous day will shout
your name in surprise when they see you at the
party as if they have not seen you in ages. It is
all part of the pleasantries; enjoy the moment.
3. There is Secret Santa – This is what I’m sure
you know as “pick and buy;” you buy a gift for
the person whose name you pick. The fun part
of this is that you keep this a secret from the
person. Secret Santa is a great way to involve
colleagues and build camaraderie. However,
choosing the right gift for your colleague can
be tricky, and please pray that you are not
chosen by someone who has been admiring
you secretly; you might be embarrassed at the
gift you receive. One thing you must know is
that during this period, everybody is at their
very best and most people hope that their
Secret Santa will be the CEO or any of the
bigwigs of the company. You can guess why.
4. There is Christmas Party and it is ok to
dance with the CEO - We all like to let our
hair down, but the work Christmas party is a

potential minefield. Whilst a drunken slip-up
at the end-of-year bash is unlikely to annihilate
your career, it may crush your reputation.
Have fun, drink, be merry, but remember to
do it within reason…these are still your coworkers and you do not want to be the topic
of conversation the next day as the drunkest
person at the holiday party. Watch your dance
steps too; you might be dancing with the CEO.
5. There are long speeches – I left the boring
part for the last because I do not want to ruin
the fun before it is started. Usually, the speeches
come before the meals and drinks are served
because I presume they do not want you to
get too drunk to listen. If you have not been to
any motivational seminar the whole year, this
is the time you feel you are in one. Do not get
me wrong, the speeches are worth listening to
however, you usually starve yourself to eat all
the good food that will be served because you
know this time, it is not one of the cheap meals
the canteen serves. You will agree with me that
“a hungry man is an angry man.”
Have a merry Christmas!

PR Executive
L’AINE Services Ltd.

HR Focus
10

Theme Story

The Myth of
the Glass Ceiling

– Breaking it to
the Top
By Sandy Kojo Andah

I

magine this scene; you glance at the clock
and realize that it is past closing time. You
continue clearing your desk and scheduling
for tomorrow. Your mobile rings again and
you wonder if it is your mother calling again
to remind you about the family meeting
this weekend. However, this time, it is your
son calling you about his homework; the
research on ‘Tiera Del Fuego.’ You are therefore
expected home soon to help him. After this
call, you remember that you need to pick up
some groceries before the shops close. You say
a silent prayer that for once the traffic on the
Spintex Road will move. With all these going
through your mind, you realize that it is getting
quite late, and just as you pick up your bag to
leave, your boss strolls in to discuss an issue
you brought to his attention in the morning.
What goes through your mind?
“Why did he wait till long after closing to
bring up this issue?” “Doesn’t he know that we,
women, are managers somewhere else?” Apart
from the managerial duties at work, we have
to manage the home, children, their ‘Tierra Del
Fuego’ (homework), extra lessons, cooking, etc.
As women, we have a whole world out there

crying for our attention and time. In the case
of male employees, it is quite different: If we
switch places between the male and female
manager in the above scene, it will play
differently... As the male boss walks into his
office, the male employee is more likely to
have extended discussions and even continue
over drinks at a bar.
It is a jungle out there - Corporate world
Organisations are mostly run by men; men
are goal-oriented and competitive. They live
and breathe politics and keep moving ahead
without a lot of interruptions to ‘increase the
world’s population.’
The challenge for women therefore is to figure
out how to manoeuvre and best use our skills
as females in this competitive environment. If
we fail to consider and understand the office
politics and socialize after work hours, we put
ourselves at a disadvantage. It is not that we
are not suited for the executive suite or the
boardroom, but we make poor attempts at
getting there.
The myth about the “glass ceiling “
What do we mean by a ceiling made of glass?
If it is glass, clear glass, it cannot be seen and

it is over us like an invisible barrier which we
sense and which hinder us from rising as fast as
we deserve to the top of the organisation and
our progress as we climb the corporate ladder.
However, the good news is that if it is glass, it
can be broken. So how do we break the glass
and make it to the top?
Stop thinking about glass
We should stop thinking that there are some
things that we cannot do. In a particular year,
for example, there were seasons of celebrations
in Liberia, Germany and Chile because women
were elected to head high government
positions. In places like Scandinavia and
Britain, a third of all corporate managers are
women. In Latin America, there has been a
50% jump in the number of female politicians.
Also, a greater number of women in public
offices in countries such Bolivia, Cameroun
and Malaysia have resulted in less spending
on the military and more on health, education
and infrastructure. Stop thinking ‘glass ceiling:’
whoever is making decisions at the top is
interested in success, not the gender.
See the bigger picture
There is this incident where a girl told her
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playmate that she would be very important in
future because she was going to be the wife of
a president. This poor child did not have a glass
ceiling; with that kind of thinking, it was more
like a concrete roof!
As females, we need to broaden our thinking,
invest in ourselves, and see the whole picture
about how our organisation and other
organisations work. We need to read and
understand a wide range of subjects, from
financial statements to the latest marketing
strategies. We need to look out for areas
that are relevant to our area of expertise and
interest and enhance our skills and abilities
by taking part in those courses. The more we
invest in ourselves, the higher our impact on
our organisations.
Plan your career path
With careful planning, thinking, and action,
we can manage and control the causes of
problems and their outcomes in our careers.
Our advantage as women is that we have
relational building competencies, provide
strong foundations for accomplishments and
bring value- based decision-making to the
table. We are experts at building relationships
and are more responsive to the voice of the
customer. That is why we have more female
customer service personnel in the front line of
service industries.
It has been well researched that accomplishing
organizational goals is more effective when
team building is used. Men think of teams
competitively, whereas women operate from
a more collaborative perspective. We can
develop a set of shared values that everyone
sees and accepts as valuable to them, as
well as to the organisation. The more we are
coached to use this team building skill for the
good of the organisation and our careers, the
more likely we will succeed at the managerial,
executive and board levels.
Take credit where it is due
When we use our natural team building
abilities to achieve goals, we need to ensure
that our contribution to the team’s effort is
acknowledged and recognized. We do not
need to give away credit due us. Is it modesty
or are we just hiding our light under the
bushel? The result of this is that since we rather
focus on the team’s achievement collectively,
we are not seen as having accomplished as
much as we actually have. We are seen as ‘team
players’ or ‘good contributors’ but not as good
leaders. Being labeled a team player or a good

contributor is not negative; however, because
we want to attain a certain level of success in
our jobs, we need to be seen as a significant
factor to the success. The language of success
means we own our own accomplishments. It
may feel uncomfortable at first but with time
you will get used to it, if you want to play with
the movers and shakers of your organisation.
Be an active communicator
Women tend to speak passively and
tentatively rather than assertively. We modify
our language to ensure no one is offended
and we sometimes think modification gives
further explanation, but this is not true. It does
not help us achieve our goal of being seen as
potential leaders.
For example: Instead of saying, “I might be able
to get this information possibly this afternoon,”
why not say, “ I’ll call you this afternoon with
the information.” Say, “I need to ask you a few
questions” instead of “Is it possible for you to
answer some questions?” We need to be seen
as taking a stance and sticking with it. Allowing
others to keep on interrupting us when we are
talking gives them control.
Negotiate your true worth
Another point that hinders our climb to the
top is that we do not like negotiating. In the
western world, where individual salaries are
negotiated, research has shown that women
with weak negotiations skills are losing more
than US$500,000 by the age of 60. Those who
consistently negotiate their salary, earn at least
US$1million more than women who do not.
Do not put a glass ceiling on your ability;
negotiation is a skill which can be learnt. Learn
well and combine it with other skills to move
you faster into the executive suite.
Develop women’s talent
Businesses are fighting for talented people.
We have to work with others to build strong
support and develop systems to grow the
talent of women in the organisation. The
organisation must also be committed to
developing more talented people of both
genders.

been set up, some of the women concern
themselves with ‘item 13’ and often rebuke
the other women who stay with the men to
deliberate on issues. At meetings, prepare
to make valuable contributions. It is often
those who equip themselves and make
valuable recommendations and contributions
at meetings who move on faster in the
organisation.
Keep your options open
There are some organisations that simply will
not allow women to move up the ranks. Do
not take it personally; it is not about you, it is
about the system. So when you find yourself in
such an organisation;
Believe in yourself
Move on to other organisations or
departments
Establish your own business
You have the experience and intelligence that
some smart organisation will see, value and
reward. Your move to the executive suite or
boardroom will happen all the more quickly as
a result of your willingness to move on to other
organisations.
You may be thinking about how to combine
your other managerial duties at home with
your goal to climb the corporate ladder. You
need to prioritize; you need to ensure you have
the support of your family. Share your vision
with them so they can appreciate and tolerate
your time spent outside the home. Use time
management techniques and, of course,
discipline in other areas of your life.
Whichever steps we take to the top, remember
that success does not depend on gender.
There will be more women at the top if we take
the steps of hard work, planning, ambition and
adding to the bottom line as we smash the
glass ceiling!

We need to learn from others; not only how
to bake cake. Let us identify women and men
who have made appreciable and recognizable
impact in our area of business and interview
them about how they made it in life and the
corporate world in particular.
In some instances where committees have

Training Consultant.
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Mr. John Maxwell

Performance - Driven HR
“I was trained as a lawyer, however, I realised
in reading business journals that I was
intrigued by how businesses in developed
countries used their Human Capital to gain a
competitive edge. I saw a gap in the literature
I was exposed to and the reality of businesses
in Ghana. In wanting to close this gap, I was
drawn to HR as a profession. In my generation,
BSC Admin, Medicine, Land Economics, etc,
were the hot areas, very few people thought
of HR as a natural career choice. Many people
I know still think of HR on the administrative
level. On the contrary, HR is about Leadership
and Culture development, Strategic people
choices in managing a business and building
robust systems and processes that drive an
organisation; a big gap between the reality in
what I see, and people’s perception.” – John
Maxwell Addo Jnr. - HR Director, Fidelity
Bank.

M

r. John Addo was educated at
Achimota School from primary
school through to the sixth form. He
proceeded to the University of Ghana Legon
for his LLB degree and then to the London
School of Economics to study Industrial
Relations and Human Resources. John was
called to the Ghana Bar in 2001.
Having been in the boarding school since he
was six years old, he developed a strong sense
of independence early on in his life. Through

Addo

this, he has built some system of beliefs and
strong convictions in thinking rationally about
issues before being influenced by them.
Professionally, he describes himself as a Change
Agent - driving change in every role that has
been bestowed on him. John is married with
two kids, loves leisure travel, hanging out and
swimming.
HR Focus magazine was honoured to meet this
affable gentleman at the Fidelity Bank head
office in Ridge, Accra, and he had this to share...

HRF: How did you get to your current position
as Director of HR, Fidelity Bank?
JMA: I was recruited from HSBC Bank in
Dubai for this role. I started off with Standard
Chartered Bank (SCB) in Accra. I also worked
for SCB in London and Dubai. In total, I worked
for SCB for about 4.5 years. It was from SCB in
Dubai that I was headhunted by HSBC Bank
to work in their Investment banking business
as a Senior HR Manager. I have spent most
of my career to date with HSBC Bank in the
Middle-East in different roles, my last role was
Head of Talent, Resourcing and Organisational
development (LTROD) for the Global Banking,
Markets, Private Banking and Amanah
businesses. I also had Global HR coverage for
the Amanah business, which is the Islamic
finance arm of the HSBC Group.

Jr.

HR Director & Team - Fidelity Bank
HRF: What do you enjoy most about your job?
JMA: I have had the privilege of being given a
lot of responsibility and autonomy very early
in my career. That gives you a wide playing
field to execute your ideas and add value. In
nearly all the roles that I have had, I have been
entrusted with big change projects to execute
either in country, at a regional level or globally.
Driving change and seeing the results at the
end gives me a lot of buzz and makes me feel
like I have added value that is tangible. For me,
everyday is different and I have a lot of variety
in the work that I do.
HRF: What is one likely to find you doing on a
busy day?
JMA: On a busy day, you may find me having
one-on-one meetings with with my team
members, or in meetings with peers, giving
updates on various initiatives or obtaining
key stakeholder inputs and support for
various initiatives from my MD and DMD.
The HR function at Fidelity Bank is made of
HR Generalists (called HR Business Partners
who work closely with the directors of the
various businesses) and HR Specialists (Shared
Services, Training & Development, Recruitment
& Talent Management) who support the
Generalists. My role is to ensure that the work
of the Generalists and Specialists in the team
are synchronised. This ensures we get the right
business impact.
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These days, I spend a lot of my time on
integration work with the recent acquisition of
Procredit Savings and loans Limited by Fidelity
Bank.
HRF: What is your role basically as HR?
JMA: The service industry (unlike the
manufacturing industry where you work with
machines) is heavily dependent on people. It is
all about having the right people, in the right
jobs, with the skills and the right attitudes to
drive business performance. The role of HR,
basically, is to help in driving the business
through people.
Building standardised systems, policies and
procedures that ensure a consistent employee
experience wherever you sit as an employee.
This is crucial for bigger organisations. For
example, in Fidelity Bank, we currently
occupy over 80 buildings and premises with
about 2,000 employees and the Executive
Management team cannot be everywhere, it
is the role of HR to ensure that the Bank works
seamlessly without intervention from the top.
HRF: Please describe your management style
and culture that exist at Fidelity Bank?
JMA: My work style is very relaxed and extremely
collaborative; I take decisions together with my
team and ensure stakeholder input across the
organisation. I always give room for my views
to be challenged. I believe that when my views
are challenged, it helps me refine my thought
process and the outcome is more robust. Once
we agree on a path we focus on execution.
Ultimately, that is what counts.
HRF: What structures have you put in place at
Fidelity Bank to ensure that there is optimum
performance by employees?
JMA: Driving business performance is at
the heart of what we do as an HR function.
We have, over the last 2 years, refined our
performance management policies, systems
and procedures. We have also trained all our
employees on setting SMART objectives, selfassessments, etc. All line managers have also
received training on giving feedback, handling
difficult conversations with staff, etc.
Building a high performance culture takes
time, as there are tensions between global
best practices and the collegiate work culture
that pertains in many workplaces in Ghana.
HRF: What makes employees of Fidelity stand
out?
JMA: We pride ourselves in having a youthful
environment because of the many young
people who work for Fidelity Bank. Our

employees are passionate about what they
do, and have the drive for excellence. When
you enter the premises of any Fidelity bank,
you are greeted with smart, well-presented
and confident individuals; that is the calibre of
people who are attracted to Fidelity.
What systems do you have in place to
determine the training needs of your staff?
In terms of training, we use the role-based
training approach – this simply means that
for every role, there are pre-determined skills
that are required to be effective and successful.
Our training calendar is planned a year in
advance and covers all businesses and support
functions covering technical, mandatory,
regulatory, product and personal effectiveness.
We use a blended approach to training,
utilising ‘on the Job’ coaching techniques,
classroom-based training and e-learning.
Fidelity Bank has just been awarded the Best
Strategic Change Management and Marketing
at an event in South Africa by Skillsoft, which is
one of the leading e-learning providers in the
world.
To answer your question, identification of
training needs is a dynamic process that
carries on through out the year. We utilise
Audit Reports, Assessment Centres, Employee
Feedback Forms, Appraisal Forms, etc.
HRF: At this year’s CIMG Awards and Ghana
Banking Awards Fidelity Bank swept home a
number of awards including CIMG Marketing
Man of the year Award, Bank of the year Award,
Best Bank - Household Finance, and 1st and
2nd Runner up for product innovation. How
did HR contribute to winning these awards?
JMA: There is a saying that “Culture eats
strategy for breakfast.” This means that if you
have the best formulated strategies on paper,
and your culture does not drive it, then you
will not be able to achieve your business
objectives.
The Fidelity Bank culture rewards performance
and creates an environment in which
Innovation, Passion, Excellence and Service
to the community are valued and rewarded.
Indeed, these are the ethos of the organisation.
It is these values that drive behaviours and
performance in the Bank. HR is the custodian
of the Bank’s values and culture.
HRF: What innovation have you brought to
the table, personally and as a bank, to make
banking better in Ghana?
JMA: I have contributed in identifying and
developing talent for the banking industry in
Ghana. Many of such people are in Leadership
positions today both in and out of the Financial

Services industry.
I was part of the team at SCB that championed
the introduction of Private Medical Insurance in
Ghana over 10 years ago. Initially, the concept
was resisted by staff and the unions who were
used to a certain way of accessing medical
care – mainly through organisation run clinics.
Today, Medical Insurance has become the
norm across the private sector in Ghana and is
taken for granted.
There is a lot of scope for innovation in the HR
function. At Fidelity, what we have done is to
theme our annual performance appraisal cycle.
As an example, we are focusing on ‘Giving
Feedback’ using the Sandwich Feedback
theory, which is a well known management
tool. To launch the process, we have deployed
posters depicting various sandwiches and
messages across the Branch network. We
also distributed sandwiches to all our staff to
reinforce the messages. A fun way of bringing
key messages to life – literally! Last year, we
used chocolates to reinforce another message
on giving and receiving feedback.
In your opinion, what is the best way to reward
employees?
Reward management structures drive
employee behaviour and are very important
strategic tools in driving business performance.
First of all, you need to determine the
objectives of your organisation and then
design a reward framework that enables
you meet those objectives. This will differ
from organisation to organisation. Some
organisations may encourage a competitive
culture whereas others may not require it. The
Reward structures will be different for both.
For many businesses however, individual
performance is key, which means that you
need to ensure you have the culture, systems
and processes that are able to measure and
reward individual performance.
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Go the Extra Mile
By Daniel Dela Dunoo

“The man who will go that second mile, the man who will give more
than is expected of him – is the man who succeeds” Anonymous

W

hen saddled with a given task or
responsibility, people generally
behave in one of four ways:
Some have the tendency for ignoring their
assignment. In this instance, they shirk
their responsibilities altogether. Others
may perform below expectation whether
deliberately or coincidentally. This is where
an attempt is made to perform a given task
howbeit, not enough effort is directed towards
ensuring that the assigned task is completed.
Yet, another group of people go a step further
by doing exactly as required. They perform up
to expectation. They are the employees who
will ensure that they report to work on time
and exit their office premises as soon as it is
5pm, that is, if their closing time is 5pm.
It is however the final class of people who have
been observed to chalk phenomenal feats and
make a significant difference in their sphere of
assignment. This class of people (organisations
included) make concerted efforts at going
the extra mile in the pursuance of their given
assignments. It is no wonder Napoleon Hill
quipped, “Make it your habit to render more
service and better service than that for which
you are paid, and lo! Before you realize what
has happened, you will find that the world is
paying you far more than you do.”
The employee who is eventually promoted
and does well in his or her line of business
is the one who goes the extra mile. Such an
employee does more work (quantity) and

better work (quality) than is required of him
or her. “An extra miler” reports to work earlier
than expected and closes from work later
than expected, that is, if need be. “An extra
miler” is obviously the pride of a well meaning
employer.
In a similar vein, a business organisation that
promises to deliver top notch services will do
well if indeed their promise is backed by action;
service offerings must be top notch. Better still
organisations must consciously develop the
penchant for going the extra mile. For instance,
If an organisation’s contracts with a client is to
provide a particular service by 4pm, as much
as practicable, that organization ought to
provide the said service earlier than promised,
say 3pm. Brian Tracy, a top sales trainer and
best-selling author, tells a brief but remarkable
story of how he, a high school dropout, went
from being a door to door sales person to
managing a six country sales organisation
and earning thousands of dollars a month.
He went the extra mile to get in touch with
some top sales people, learned as much as he
could about what made them successful and
imbibed those lessons. He diligently followed
through with the valuable lessons he gleaned
from his superiors.
It is heartwarming that at some markets, when
foodstuffs such as yams are purchased, some
traders give the customer what he or she has
paid for and move a step further to provide
an additional product or service for free. It

may take the form of adding some more
foodstuffs slightly above that which was paid
for in their bid to show their appreciation for
the purchase. By this, some traders successfully
retain many of their customers.
It is my contention that going the extra mile
is a non negotiable route to accomplishing
greatness in business and in virtually every
facet of life. It may be tough, challenging and
uncomfortable but it will eventually yield
fruitful dividends, howbeit in the long run.
Do you want to excel in your chosen career?
Do you desire to make phenomenal progress
in life? Do you want to retain your clients? Do
you want to have a huge customer base? Do
you want your business to excel? Well, if your
answer is in the affirmative with respect to any
of the above posed questions, then you have
no option but to go the extra mile. Make it a
rule to continually reflect and brainstorm on
ways by which going the extra mile may be
exemplified in your line of business. Dare to
go the extra mile. If done right, over time, the
results will be there to show.

Freelance writer, Theologian,
Professional Marketer
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Event Spotlight

The Starlife
HR Forum

HR

Focus Magazine, the first and only Human Resource
magazine, published by L’AINE Services Limited, held its
annual Ghana HR Conference on the 2nd October, 2014
at La Palm Royal Beach Hotel and the University of Ghana Business
School.
Under the theme, “The Role of HR in Maximizing Organizational
Effectiveness,” the well-attended event formed part of L’AINE Services
Limited’s Corporate Social Responsibility to bridge the Gap between
Academia and Industry and its contribution to the development of
human resources in Ghana.
In her welcome address, the CEO of L’AINE Services, Dr. Mrs. Ellen Hagan
reiterated the need for Human Resource professionals to identify
changing trends that are associated with their work in order to make

the necessary impact in their organizations.
Making a presentation on the topic, “Organizational Excellence; Does
the Culture Support the Mission,” the HR Director of Airtel Ghana, Ms.
Tina Muparadzi said, “ The concept of healthy organization is motivated
by a culture of concern for employees plus a strategic concern for
customers to produce an aligned culture to deliver expected results.”
The second presentation was delivered by Mr. Stendert Krommendam,
HR Director of Unilever, West Africa. Speaking on the topic, “Business
Transformation,” Mr. Krommendam hinted that, “As a response to
demand for increased performance, cost reduction, and the changing
needs of the workforce, 81% of organizations have undergone a
major transformation in the last 12 months. In an attempt to improve
both efficiency and cost, more than 80% of HR functions have just

Event Spotlight
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completed, are undergoing, or are planning a transformation initiative.
Despite the recent prevalence transformation, only 30% of projects
succeed in delivering the forecasted benefits and sustained cost
savings for two years post-implementation.”
Mr. Clement Wiredu, Director of the Ghana Institute of Consulting also
spoke on “Retaining your Top Talent in organizations.” He explained
that, “Top talents leave an organization when they are badly managed
and the organization is confusing and uninspiring. Successful
companies know how to lessen employee turnover by knowing what
makes their high performers fulfilled in their jobs and then working
even harder to make sure those needs are met.”
As part of the event, an ACCA Career Development Session was
also held simultaneously at the University of Ghana Business School
Auditorium with speakers including Mr. Samuel Boafo, Mrs. Joycelyn
Mends-Ainoo and Mr. Abeeku Entua-Mensah.
A special presentation was made by StarLife Assurance; Headline
Sponsor of this year’s Ghana HR Forum and ACCA. Other sponsors
include Jospong Group of Companies, Tullow Oil, UniBank, Unilever,
Cal Bank, Airtel, Enterprise Life, Lando, Daily Graphic, and Citi FM.
The Forum was moderated by Ms. Fafali Dzobo, an HR Specialist with
over 15 years experience in Executive Management Human Resource
Practice.

HR Focus
19

Questions Hitting HR

Questions

Hitting

HR

with Dr. Mrs. Ellen Hagan

Chief Executive of L’AINE Services Limited

I’m being Harassed
1. I am a male and a National Service personnel
working with a very prestigious company in
Ghana. My problem is that my manager, who
is also a male, is making sexual advances at me
and I do not know what to do. The harassment
has gotten to a level where he has threatened
to accuse me of theft if I do not give in to
his advances. I have spoken to two of my
colleagues who have advised me to report
him to the HR Department. The issue here is
that my manager is a well respected man in
the company. Apart from that, he and the HR
manager are also very good friends. I am afraid
that he would concoct lies about me if I do
report him. I do not also know if it is possible
to quit since I am a national service personnel.
Please help!
Harassment at the workplace is a very
delicate matter that happens more often than
anticipated. The Labour Law defines sexual
harassment as any unwelcome, offensive
or importunate sexual advances or request
made by an employer, superior officer or
co – worker, whether the worker is a man or
woman. The stress is on your ability to prove
your accusation so you may subtly record a
conversation where the harasser is professing
love. Although he is good friends with the HR
team, they still have to be informed about
the situation as that is the role of any efficient
HR. Remember that in such situations, your
silence may mean consent and this puts you
at a disadvantage if the manager decides
to fabricate stories about you prior to your
complaint. Let them know of your discomfort
and if need be, find a manager who is on
a neutral ground to support you. The HR
representative should then address the matter
and make it clear where both parties stand on
this. Where necessary, the HR department can
transfer you to another unit where you would

not be required to work directly under the
manager who was making sexual advances.
If the sexual advances persist after this
intervention, the labour law states that, you
as a worker, are permitted to terminate the
contract of employment on grounds of sexual
harassment.

I have a headache
2. I have been working for this organisation for
10 years; after all these years we have become
like a big family. The thing is, the organisation
paid for my Master’s programme after working
there for five years. I in turn promised working
there for three extra years. I am in my fifth year
now after signing the contract and anytime
I try discussing resignation with my boss, he
convinces me to stay with great incentives.
Even though I love the organisation, I feel
it is time to move on. I have taken the steps
though, but informing my boss has become
a headache for me. Can you assist me in
anyway?
It is natural to feel apprehension when talking
about exiting a company after so many years
and even more so after receiving benefits
of this nature. However, once the decision
has been made to move on, the employee
must first ensure that she or he conforms to
company policies regarding resignations.
You need to ensure that you have met the
necessary requirements in terms of the
notice period for resignations and any other
conditions that come with their company
sponsored educational plans. Once all these
have been checked, have a discussion with
your boss about your decision to move on. Be
sure to show appreciation for the time spent
there and remember to leave on a good note!

I need an alternative view
3. As a fellow HR practioner I am sure you
are aware of the current retention rates with
employees in Ghana. We have someone
whom we have just employed for five months
but he has been poached by our competitor.
The problem is that we have invested so
much in this person and letting go is almost
impossible. However, we cannot encourage
him to stay because he has breached a
contract. The other company wants to pay
for the training and other investments made
in him. Our legal advisors are advising that we
take a legal action against the person but our
PR office is saying otherwise. As HR I am totally
torn between the two, I would like to seek
your counsel on what to do.
Indeed, employee retention is a high priority
for every company especially with high
performers who are being trained to sharpen
their skills. When a company decides to invest
in the development of an employee, be it on
the job training or formal education, it is an
investment that does not always guarantee
benefits. The final decision to make is based
entirely on the type of contract that was signed.
A company may decide to let the employee
sign an employment bond which requires
the person to stay for a specific period after
training. If this was the case in your situation,
the company has the right to demand a
refund from the employee which can be paid
by the competitor on his behalf. On the other
hand, if there was no signed agreement on
retention after training, the employee is free
to part ways with the company and the legal
advisors may have a difficult time taking action
against a case of loyalty. I would advise that
the training terms and conditions are looked
into and acted upon accordingly in order to
maintain a positive company image.
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EaziFon

To improve productivity and reduce cost, MTN Business has hit the market again with the release of the classic MTN Eazifon. This is the latest addition
to MTN Business’ existing large portfolio of services like dedicated internet, MTN directory services, hosting and enhanced data backup and security
through cloud.

The MTN Eazifon is a fixed wireless/ portable phone that is easy to setup without any hassle, and can easily serve as either a “Pay-As-You-Go” or a “Pay
Monthly phone” for the Small Medium Enterprises (SMEs) and individuals who need a phone at home, a small office or in a shop.

The Eazifon Value Proposition to Our Customers
The Eazifon overcomes the hassle of setting up a traditional landline and managing the cost of operations of these lines especially for small –
medium (SME) businesses and residential users. Eazifon makes it easier for customers to control their telecommunication costs, cost of relocation
and ease of setting up a telecommunications channel for their day to day communications needs. Simply put, it is the ideal solution to businesses
by serving their communication needs and giving them the opportunity to be in touch with their clients.
• Additionally, by owning Eazifon, you get to enjoy numerous benefits. The Eazifon device offers customers a bundled package with monthly
free talk time; free SMS, Free Closed User Group (CUG) calls between the Eazifon and contract corporate postpaid lines, lower tariff and many more
fantastic features.
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Customers have the option, however, to purchase the device one-off without the monthly installment bundle plan and still enjoy a welcome
package of some free minutes and SMS. Just like the regular mobile phone, you can top up your Eazifon with prepaid airtime any time you run out
of credit although it is a postpaid service.
The Eazifon is portable and moves with your family or business. The handsets are plug-and-play and can easily be disconnected and reconnected if
you relocate your home or office. Furthermore, it can be easily set up by connecting with your MTN SIM, and you are good to go!
MTN Eazifon comes in three varieties namely the Eazifon + (plus) with extensions, Eazifon corded and Eazifon cordless.
• Eazifon plus - This product consists of a base with five sub handsets and has the ability to connect the sub handsets with features such as call
forwarding, call waiting, caller ID display, etc.
It also has an in-built CUG which allows the subsets handsets or extensions to call each other for free

Eazifon plus
• Eazifon cordless – This device works like a normal mobile phone with functionalities such as
caller number identification presentation, call forwarding, call waiting, call holding, call barring, three-way calling and conference call.

Eazifon cordless
• Eazifon corded – A wireless phone that uses a SIM card and has a 2.4 inch display and a 29 key section. Although it is a desk phone, it has
capabilities like a mobile handset; SMS, Data, call forwarding, call waiting, call barring, etc. The handset has a phonebook that can store up to 4000
contacts, customize ringtones for contacts, and can save up a 1000 SMSs.

Eazifon corded
The MTN Eazifon is available in the following branches;
Accra Mall

-Accra, Graphic Road - Accra, MTNShop -37 Military Hospital Shell Station, Tema Community 6
Takoradi-Beach Road, Nhyiaeso- Kumasi, Bolgatanga, Koforidua,
Tarkwah, Cape Coast, Ho, Tamale, Sunyani, Wa

For more information call the MTN Business hotline on 0244308111, Toll Free 18111, or contact mtnbusiness@mtn.com.gh . An account manager
will assist you promptly.
MTN Business, enabling possibilities with Timeless solutions. Welcome to the New world of Business
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Ways by which
Entrepreneurs
Accidentally Burn
Money
F

rom the outside, entrepreneurship can
look almost glamorous -- being your
own boss, living life on your terms. What
is typically overlooked is the nitty-gritty -- the
long days, the stress, and the fact that as an
entrepreneur, you are forced to wear a variety
of hats, if not all of them. And one of those hats
is money manager: You need to know enough
about finance to avoid expensive blunders.

makes it hard to decipher what belongs where
at the end of the year -- and you could end up
losing out on valuable tax write-offs or making
it more time-consuming (and costly) for your
bookkeeper to get you organized. If you find
your business running low on funds, transfer
money from your personal account to your
business account -- and then make purchases.

to offer them sponsored plans or company
matches. It is important to take advantage of
retirement plan options for entrepreneurs and
look into setting up an individual retirement
account for yourself – assuming there will
come a day when you will want to stop
working.
6. Not Protecting Your Income

3. Focusing Solely on Income
Here are six entrepreneurial money mistakes
that are all too common, and how they can be
fixed.
1. Not Doing Anything About It
According to Jordan Merritt, founder and
owner of Merritt Bookkeeping, which
specializes in working virtually with smallbusiness owners, the biggest mistake that
business owners make with their finances is
either doing nothing at all, or attempting to
be accountants without the proper tools and
training. It is important to recognize where
you need to invest in training to handle your
business books, or when it makes sense to have
them managed professionally. If bookkeeping
is not your thing, recognize the opportunitycost of spending your time struggling through
it, and instead hire a professional.
2. Commingling Business and Personal
Accounts
Merritt says, at a minimum, entrepreneurs
should set up separate business checking
and savings accounts. Using your personal
accounts and cards for business expenses

Failing to look beyond your income statement
could cause you to overstate or understate
your income for tax purposes -- resulting in
penalties or loss of income. According to
Merritt, a balance sheet provides a snapshot
of your business on any given date. What do I
own and what do I owe? What assets increased
or decreased and what liabilities went up or
down?
4. Not Budgeting for a Variable Income
Having a variable income makes your personal
and professional finances harder to manage.
Entrepreneurs need to have budgets for both
their business and the personal sides, and each
spending plan should highlight at least five
items that can be cut back on in lean months.
Plan for slow months and ensure you have a
three-month “living expense” cushion built up
so you can pull from it when necessary and
replenish in the better months.
5. Not Saving for Your Future Self
Entrepreneurs need to be diligent about saving
for retirement, as they do not have employers

Many people think “It won’t happen to me,”
but the truth is, it could and it might. If you
are a business owner, how would you or your
family get by if you got sick or were injured,
and could not work? Would you live off your
savings? How much do you have saved, and
how long would it last? Not having insurance
in place or having accrued enough savings to
protect against a loss in income can damage
your finances.
However, in tracking your finances on the
personal and business front, know that it
is easy to get started with both keeping
organized and putting it away for your future
self. Schedule a monthly money date to review
spending, adjust categories, check on taxes
and fund any necessary savings goals, and
when in doubt, hire a professional to alleviate
some of the stress.
Source: www.dailyfinance.com
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INTRANET
Is The Way
To Go !
By Penuel Anoff

I

ntranet is one of those terms that is more
thrown around than it is understood, and
has become more of a buzzword. A lot of
people may have never heard of this concept
and therefore have no idea of the benefits that
this incredible phenomenon can bring to an
organisation. Why an Intranet? What does it
offer and why should a company adopt it?
This might be some of the questions on the
minds of both people who know something
about the Intranet and those who have never
heard about it at all.
The term Intranet is derived from two words;
‘INTRA,’ which means within and ‘NET,’ which
means a group of interconnected computers.
It may simply be defined as a ‘private internet’
consisting of a network of computers within
a company or organisation, which use the
same protocols as the Internet to share
resources within the institution. At the Intranet
Benchmarking Forum, an Intranet was said to
be a computer network that uses Internet
protocol technology to share information,
operational systems, or computing services
within an organisation.
The main idea behind an Intranet is to provide
companies with a platform for sharing
information between employees. If a piece
of information is “available on the Intranet,” it
means that all employees can access the same
information without distortions from anyone.
Having an Intranet also offers the following
benefits;
• Workforce productivity: Intranets can help
users locate and view information faster
and use applications relevant to their roles
and responsibilities. With the help of a web
browser interface, users can access data
held in any database the organisation wants

to make available, anytime - and subject to
security provisions - from anywhere within
the company’s workstations, increasing
employees’ ability to perform their jobs faster,
more accurately, and with the confidence that
they have the right information. It also helps
to improve the services provided to the users.
• Convenience: With Intranets, organisations
can make more information available to
employees on a “pull” basis (employees can
link to relevant information at a time which
suits them) rather than being deluged
indiscriminately by emails.
• Communication: Intranets can serve as a
powerful tool for communication within an
organisation, vertically and horizontally. They
are useful to communicate strategic initiatives
that have a global reach throughout the
organisation: The type of information that
can easily be conveyed is the purpose of the
initiative and what the initiative is aiming to
achieve, who is driving the initiative, results
achieved to date, and who to speak to for more
information. By providing this information on
the intranet, staff have the opportunity to
keep up-to-date with the strategic focus of the
organisation.
• Web publishing allows ‘cumbersome’
corporate knowledge to be maintained and
easily accessed throughout the company
using hypermedia and Web technologies.
Examples include employee manuals, benefits
documents, company policies, business
standards, newsfeeds, and even training, can
be accessed using common Internet standards
(Acrobat files, Flash files, CGI applications).
Because each business unit can update the
online copy of a document, the most recent
version is always available to employees using
the intranet.

• Business operations and management:
Intranet is also used as a platform for
developing and deploying applications to
support business operations and decisions
across the internetworked enterprise.
• Cost-effective: Users can view information
and data via web-browser rather than
maintaining physical documents such as
procedure manuals, internal phone list and
requisition forms.
• Promote common corporate culture: Every
user is viewing the same information within
the Intranet.
• Enhanced collaboration: With information
easily accessible by all authorized users,
teamwork is enabled.
• Cross-platform capability: Standardscompliant web browsers are available for
Windows, Mac, and UNIX.
In as much as the use of an intranet is secure,
it is only completely secure from the outside
world if there is no possible connection
to the Internet, but if there is an uplink to
the Internet, there is always a little risk that
contents of the intranet may be accessed. A
company’s Intranet, to be secured, must be
protected by firewalls - hardware and software
combinations that allow
only certain people to
access the Intranet for
specific purposes.
So think about all the
benefits you stand to gain,
talk to an expert, get an
Intranet!
National Service Personnel
L’AINE Services Ltd.
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BITES ON THE RUN
Rudolph Cupcakes
Ingredients
• 200g butter, cubed
• 200g plain chocolate, broken into squares
• 200g light soft brown sugar
• 2 large eggs, beaten
• 1tspn vanilla extract
For The Icing
• 200g plain chocolate, broken into squares
• 100ml double cream, not-fridge cold
• 50g icing sugar
For The Reindeers
• 12 large milk chocolate buttons
• 24 white chocolate buttons
• 12 red smarties
• Black icing pens
• Mini pretzels, carefully cut in half horizontally

Rudolph’s Snowball Carrot Muffins

Ingredients
• 42g can pineaple in juice
• 200g self-raising flour
• 1 tspn bicarbonate of soda
• 85g golden caster sugar
Method
Get started: Heat oven to 160C/140C fan/gas 3. Line a 12-hole muffin tin • 50g desiccated coconut
with paper cases. Gently melt the butter, chocolate, sugar and 100ml hot • 2 eggs
water together in a large saucepan, stirring occasionally. Set aside to cool • 85g butter, melted
• 150g pot natural bio-yoghurt
a little while you weigh the other ingredients.
• 175g grated carrot
Make your cakes: Stir the eggs and vanilla into the chocolate mixture.
Put the flour in a large mixing bowl, and stir in the chocolate mixture until To Decorate
smooth. Spoon into the cases until just over three-quarters full. Bake on a • 50g creamed coconut
• Juice from pineapple can
low shelf in the oven for 20-22 minutes. Leave to cool.
• 100g icing sugar
Ice the tops: To make the icing, melt the chocolate in a heatproof bowl • 50g desiccated coconut
over a pan of barely simmering water. Once melted, turn off the heat, stir • Orange writing icing
in the double cream, sift in the icing sugar and mix well. When spreadable, • Crystallised angelica
top each cake with some icing.
Have fun decorating: Position a milk chocolate button on top of each
cake, then 2 white chocolate buttons above it. Use a little icing as glue to
stick a red Smartie onto the milk chocolate button for a nose. Then use
your icing pens to draw black dots on the white buttons for eyes. Stick
2 pretzel top halves into the top of each cake for antlers, and stick the
bottom half of a pretzel under the Smartie for a mouth. These cakes will
keep in a sealed container for up to 3 days.

Method
1. Heat oven to 200C/fan 180C/gas 6 and line a muffin tray with 12
paper cases. Drain the pineapple, reserving the juice, then crush the
flesh with a fork. Mix the dry ingredients in a large bowl. Beat the eggs,
melted butter and yogurt together and pour into the bowl, along with
the carrot and pineapple. Stir quickly, then spoon into muffin cases and
bake for 18 mins or until risen and golden. Can be frozen at this stage
for up to a month.
2. To decorate, mix the creamed coconut with 5 tbsp pineapple juice
and stir in the icing sugar. Put the desiccated coconut onto a plate or
tray. Peel the muffins from their cases and put on a rack. Spread the icing
over until completely covered, then roll in the coconut. Leave to dry for
a few minutes. Pipe a carrot on the top of each muffin using the writing
icing, with strips of angelica as stalks.
Courtesy: http://www.bbcgoodfood.com/recipes
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Health Column

Rising energy drink
consumption may pose
a threat to public health

E

nergy drinks: the beverage that
manufacturers claim can boost physical
and mental performance.

Many of us drink them, and many of us
think they are harmless. But in a new review,
researchers from the World Health Organization
claim increasing consumption of energy drinks
could pose a threat to public health.
Sales of energy drinks have soared in recent
years. In the US, sales increased by 60%
between 2008 and 2012. It is estimated that
68% of adolescents, 30% of adults and 18%
of children under the age of 10 consume
the beverages, but increasing consumption
of energy drinks has caused an increase in
adverse health effects. Last year, a report
from the Substance Abuse and Mental Health
Services Administration (SAMHSA) revealed
that the number of emergency department
visits involving energy drinks doubled between
2007 and 2011, from 10,068 visits to 20,783.
Such figures have raised concern among
the general public and scientific community
about the safety of energy drinks, according
researchers.
Caffeine is the main ingredient in energy drinks,
and the one that causes most health concerns.
A single can contains as much as 500 mg of
caffeine - the equivalent to five cups of coffee.
Although some types of coffee can have
caffeine levels comparable to energy
drinks, coffee is typically consumed hot
and consequently more slowly. Further, the
proliferation of new brands of energy drinks
has included some brands, which contain
extreme caffeine levels much higher than
mainstream brands as they try to establish
themselves in the market.

	
  

A study from the European Food Safety
Authority (EFSA) also found that energy drinks
contribute to 43% of total caffeine intake in
children, 13% in adolescents and 8% in adults numbers that are a cause for concern.
Studies claim that excess caffeine intake can
lead to numerous health problems, including
hypertension, heart palpitations, nausea and
vomiting, psychosis, convulsions and even
death.
Consumption of energy drinks among
adolescents is associated with other potentially
negative health and behavioral outcomes
such as sensation seeking, use of tobacco and
other harmful substances, and binge drinking
is associated with a greater risk for depression
and injuries that require medical treatment.
Energy drinks and alcohol: a deadly mix
A major concern, researchers say, is mixing
energy drinks with alcohol. The EFSA study
found that this occurs among 71% of adults
aged 18-29 who consume energy drinks. There
is an increasing amount of research linking
energy drink consumption with high-risk
behaviour, particularly when combined with
alcohol.
“The consumption of high amounts of
caffeine contained within energy drinks
reduces drowsiness without diminishing the
effects of alcohol, resulting in a state of ‘wide
awake drunkenness,’ keeping the individual
awake longer with the opportunity to
continue drinking.”
Mixing energy drinks with alcohol also
increases smoking, illicit drug use, sexual

risk taking, and engagement in other risky
behaviour - such as being taken advantage of
or taking advantage of someone else sexually,
or riding with an intoxicated driver.
What should be done to reduce the harmful
effects of energy drink consumption?
While the majority of energy drinks that control
the market do not contain excessive amounts
of caffeine, there are an increasing number of
energy drinks entering the market that have
caffeine concentrations well above those of
mainstream energy drinks.
• Due to the potentially harmful effects of
caffeine in children, regulations should be
introduced to stop children and adolescents
from being able to purchase energy drinks.
• Health care providers should be fully aware
of the dangers of excess caffeine consumption,
and these dangers should be discussed with
at-risk individuals.
• Regulatory agencies should enforce industrywide standards for responsible marketing
of energy drinks and ensure that the risks
associated with energy drink consumption are
well known.
In conclusion, as energy drink sales are
rarely regulated by age, there is a proven
negative effect of caffeine on children, there
is the potential for a significant public health
problem in future.
Source: medicalnewstoday.com
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The Corporate Me

CHRISTMAS
OFFICE
NO-NOS

I

t is Christmas and definitely the season to be
jolly! We have started decorating our offices
and looking forward to running up the
year with the much awaited Christmas party.
However, some people take advantage of the
occasion and overly relax the corporate dress
code. While this is somewhat acceptable, you
might also want to remember that you still
have work to do. Before you go “decking the
halls with boughs of holly,” you may want to
consider what a no-no for a corporate attire is
during the yuletide.
Quit the “Obvious” for a change
If there is anything I despise in this life, it
definitely is the “obvious.” Most people fall
victims to the “obvious” when it comes to
Christmas colours – the green and the red!
Who says you can only show your Christmas
side by dawning a green and red apparel? It is
the season to be jolly and not the season to be
funny. Do not show up at the office in any red
and green garb all in the name of Christmas.
Leave that mishmash to Santa and his little
boys from the North Pole. Be innovative; throw
in the green or red with other colours to create
a Christmassy look without the traditional
green-red colour drama.
1st December is not Christmas yet…
For some people, as soon as 30th November
hands the baton over to 1st December, it is
Christmas already. Well, nobody will have any

qualms with you for celebrating Christmas
early but do not bring it to work. By this I mean
do not lose your corporate attitude by going
all casual.
Stop the Repetitive Clothes
For Pete’s sake! Stop wearing those repetitive
clothes haba! Santa is the only one who
is allowed to do that. Besides this is 21st
century Ghana and people have become
more modernised and are in tune with today’s
fashion. Technology has made it even worse;
things that were trendy a year ago may not fit
into today’ style. You want my advice; lose the
old Christmas clothes and get in style to avoid
being ridiculed.
No Short Skin tight dresses, ladies
Please keep your hemline in check when
dressing up for your office party. It is an office
party not a girl’s night out. A couple of inches
too short or a couple of sizes too tight and you
will be shattering your professional character,
while being the talk of the evening. I do not
mean that in a good way.
Do not get too carried away with the festive
season by doing anything that will shatter your
professional life from now to till next season.
Enjoy dressing up this christmas!
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Underemployment;

A Real Problem:
U

nder-employment has become one of
the major causes of the high employee
turn-over rate in both public and private
sector organisations in recent times. What
happens is that people have no option than
to take “low class” jobs for survival or as spring
board to better jobs in the future as a result of
high unemployment rate that has bedeviled
the job market the world over. In my opinion
under-employment and high turnover rate are
bedmates because the former influences the
latter most of the times.

Job role: Most recruitment is done without
first going through proper job analysis. It
is imperative to collect information about
the duties, responsibilities, necessary skills,
outcomes, and work environment of a
particular job. It is also very necessary to have
a thorough job analysis before proceeding
with recruitment. This will give you ample
information as to whether to go ahead with the
recruitment and also give you the opportunity
to select the candidate who is best fit for the
job at hand.

In the case of underemployment, a worker
is employed but not in the desired capacity,
whether in terms of compensation, hours
or level of skill and experience. For this
very reason, the worker is quick to move or
jump unto another job that presents better
opportunities and helps them utilize their
abilities and competencies. This will therefore
lead to an organisation losing such employees.

Applicant’s interest and passion: It is said
that when you do something you love, you do
it to the best of your ability. Due to the large
number of unemployment in Ghana, most job
applicants apply for jobs they will not have
accepted under a different circumstance. It is
therefore the duty of the interviewer to be able
to detect such people and take them out of
the competition. There is nothing as worrying
as having a disengaged employee. Not only
will their attitudes affect others but this will
also affect the bottom-line of the organisation

The effect of employee turnover on
organisations cannot be overemphasized.
Besides poor and inequitable remunerations
associated with underemployment, which
induces high turn-over rate, employers in their
effort to mitigate (if not curb) high turnover
rate must also place a lot of emphasis on the
following:

The job must be challenging enough: Human
beings do better when they are challenged
and it is very fulfilling to try to solve a complex
situation in your organization. The job should
be challenging enough to give the employee
a reason to always get up and come to

By Solace Obuor

work. Even though most jobs are routine,
HR managers must conduct researches and
find out what makes their employees tick. It is
possible that an employee will perform better
in another department; why not swap roles?
Allow room for initiatives: Some jobs are so
routine and regulated that it does not give
room for personal initiatives. Allowing room
for initiatives gives the employee some kind of
fulfillment on the job and it is also motivating
to see your ideas being implemented. Job
roles should always make room for employees
to use their initiatives in their day to day
activities and in ways that are beneficial to the
organisation.
Underemployment and its associated high
turnover rate of employees should not be
taken for granted; it poses a threat to business
information security and loss of skillful labour
to business competitors. Other challenges
include more time on the learning curve and
therefore less productivity.

HR & Admin Officer,
Africa World Airlines
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Management Tools –

Holding The Fort

H

ello Perry, I will be half way around the
world by the time you get to reading
this. I have been called to the office
at Luxemburg for an emergency meeting
concerning the company summit this month.
From there, I would go to the head office in UK
for a workshop.
Since I will not be around to spearhead the
publicity and launching of the summit, I am
putting you fully in charge of all the activities.
You know how to contact me if you meet any
road block. However, I must let you know that
my meetings are going to be very intensive,
contact me only when it is absolutely
necessary. Hold the Fort till I get back...
From all indications, Perry has an arduous task
ahead of him. We recommend these tips…
1. Be a leader not a boss
There is a big difference between a boss and
a leader. A boss pushes people around and
a leader holds everyone together. As you
have been put in charge, it is imperative to
communicate that well to your team members.
Let them know you are taking over as a leader,
not a boss.

2. Respect your Elders
There may be some people who have been
in the department longer than you have. The
possibility of those people making you feel
inadequate is high. However, you still need
their expertise on certain issues when you hit
a road block so you need to appreciate their
involvement. That notwithstanding, you have
to be firm in your decision making, let them
know you know what you are about or they
may bully you.
3. Reshuffle your team
Team building is one of the most effective ways
of achieving any task. Let your team members
know that this is “an all-hands-on-deck” project.
Some people in a department may never want
to try other people’s roles because they feel it is
difficult. This could be an opportunity to swap
roles temporarily so other members can have
new challenges to deal with.
4. Break the tradition
When people are used to doing things the
old way, introducing new ideas may be a little

difficult to grasp. They may want to stick to
what they know because they are afraid to
fail. However, sticking to old traditions could
rob you of setting a new pace. Try new things,
break the status quo and set a new benchmark
for yourself.
5. Appreciate the Team’s Effort
At every point, be sure you are up-to-date
with the progress of your team. Encourage
those who are falling short and pat the backs
of those making headway with their tasks. You
should not let anyone feel left behind in the
team’s effort to achieve these tasks. After these
charges have been successful, go out and
celebrate as a way of appreciating the efforts
of the team.
As you effectively deliver on the tasks that have
been assigned to you, you will realise that this
will prepare you for more challenging roles in
the future. Someday, when you eventually take
over as manager, you will be able to perform
expediently without breaking a sweat.
All the best, Perry!
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PAY DAY!
By Kofi Ephraim

R

oom temperature was about 30°C,
(although the cooling systems were
fully functional), creating a somewhat
unpleasant atmosphere. The wall clock read
12:30pm leaving only half-an-hour before
lunch break for the dark suited ladies in the
“cage.”

myself some happiness with my pay.”
“Thank God for pay days”. He did not care
anymore about his dirtied shirt or the torn
shoe that made him feel so uncomfortable
walking into the bank earlier that morning.
Now, he had just enough to buy himself
“everything” he needed and even more.

The queue was a long winding one and he
hated everything about standing in a queue
just to wait for his turn, however, this day was
a very important one for him so he could not
afford to leave without what he had come
for. Cold sweat dripped from his face due
to nervousness, he took his blue and white
striped handkerchief, wiped off the sweat
and tried putting it back into his pocket but
it fell on the floor. He did not even notice. The
guy in the corner noticed it but said nothing
about it. After all, they were both strangers
there for a purpose and he could care less.

As he started walking towards the street,
he suddenly realized the rains had already
started. People kept staring at him
wondering what was wrong with him that
made him walk in the rain. The money he
had just cashed was all he could think of
at the moment. Eventually, he found a
dilapidated shed and run to seek shelter
from the rain under it.

After about an hour-and-half (30mins after
their lunch break) it finally got to his turn to
be served and it elated him. It was his first
time ever at doing this. Earlier that morning,
he had been so nervous he failed to take
his breakfast and now this was the time,
the hour, the minute, the second…to cash
his pay check. It was given to him by his
employer a day earlier and because it was
his first time as an employee, he just couldn’t
wait to cash it out.

He hailed a taxi to stop and for the first
time in his life, he took “dropping” with his
own money to the main “trotro” station
where he joined another car that would
take him home.

The amount of money the company was
willing to pay him as a novice was not bad.
He stepped out of the banking hall with his
shoulders squared and head held high, he
felt on top on the world. A little grin on his
face told every tom-dick-and-harry around
that this guy had just filled his wallet. If
pay days always made you feel that good,
then he could never get used to it (he kept
thinking to himself ).

As he sat in the car, he pondered over
the day and all he was going to do with
the money. He knew he was not going to
forget this day in a long time; the date was
Friday the 29th of July
and it was his first PAY
DAY.

About half an hour later the rains stopped
and he finally got the opportunity to step
out and head towards home.

Nana Kweku, as most of his colleagues
called him, was somewhat careless when
it came to keeping things in his pocket
but today, he made sure to double check
his wallet in his pocket every 2 minutes.
There was no way on earth he could make
He had graduated two months earlier from anything happen to the money in his
the university with a bachelor’s degree in pocket. He guarded it with his “life” and
Psychology and was a second class upper would look suspiciously at anyone who
tried to get “uncomfortably” close.
student.

“Who said money cannot buy you
happiness?” he said to himself, “I just bought

Script Writer,
Director & Producer
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Developing a

Maintenance Psyche

D

eveloping a maintenance culture
or “psyche” is vital in a corporate
environment. A company that launches
out with a new face and name, attractive logos
and catch phrases must be able to stay fresh
and relevant 5, 20, 50 years later. Management
must understand the bolts and nuts of what
drives growth in order to keep the momentum
going. Innovation, brand relevance, revenue
growth are as essential as developing
a maintenance culture. Implementing
procedures for structural repair, interior décor
and employee professionalism could very
well be the bargaining chip for new or repeat
business.

floors, beautiful paintings and décor. Personnel
were professionally dressed, and missing was
the chaos I had experienced earlier. What was
the cause for the difference between the two
banks? Proper management and leadership is
my answer. Plans had been put in place for the
management of the business. Someone was
responsible for appearance of the banking hall
and personnel, there was regular inspection
of the exterior to make sure the grounds were
well kept, bushes and shrubbery looked green.
Expert security personnel had been hired
and were monitored. There was up-to-date
technology, which worked, making it easier
and quicker for customers to conduct business.

It is pathetic to walk into a store, hospital or
corporate office to find chipped paint, faded
wall hangings, light fixtures which belong to
another century and furnishings that beg to
be replaced. It is not enough to show off stateof-the-art equipment or a brand new office
building, only to show apathy in its upkeep.
Many people complain about the need for a
maintenance culture or the lack thereof. How
did we get here? Is this problem a symptom
of a disease?

The moral of the popular kids story of the three
little pigs and the big bad wolf, where only the
house of brick stood after the wolf “huffed and
puffed” to blow the house in, are lessons that
careful planning by efficient management
teams will keep the wheels of the company
turning decades after it opens for business.
Maintenance is necessary; preserving strong
structures protects employees, the general
public and company property. Building
lasting brands and consistently updating
existing methods and processes to comply
with industry quality and standards could
minimize fines and possible lawsuits. Keeping
up the pace with evolving market trends, and
retaining an engaged workforce will transform
the culture of the organization.

I walked into a well known Ghanaian bank and
was appalled at the deplorable conditions of
the place. Suffice to say, I immediately changed
my mind about conducting business there.
Other than the poor state of the facility and
the unpleasant smell caused by poor drainage
and broken air conditioning, there was an
obvious lack of appreciation of the customer;
seen in the shabby treatment meted out by
employees. In contrast, the story at another
banking facility was a totally different story. I
found immaculate lawns and tight security;
the banking hall was brightly lit with shiny

Actionable items
A maintenance culture must be driven
from top management. Plan long-term and
implement realistic strategies for managing
company properties and assets, service quality
and delivery. Put in place mechanisms for

By Doris Agyeman

monitoring internal practices and processes.
Create a separate budget for maintenance
needs and invest in new systems, skills and
training.
Maintenance can be expensive and must be
planned to address how these costs would
be covered. Some considerations will be to
assess membership or service fees, solicit
sponsorships and organize fundraiser events
in the case of NGOs, hospitals, schools, etc.
1. Launch a campaign of awareness creation
at all levels to develop a maintenance
mindset. Incorporate the maintenance
function in the company’s value statement
and reinforce the benefits with employees.
2. Develop and implement benchmarking
exercises to include all employees – these
should be clear and attainable.
3. Utilize available information to create an
effective maintenance strategy, which
should align with organization’s business
plans and goals.
4. Educate and train employees on new
direction for the company.
In conclusion, while there remain many
concerns on the need for a maintenance
culture, it is the sign of a
much bigger issue - that
of efficient management.
When proper planning is
in place from the onset,
operations improve and
there is revenue growth.
Director
Bimstinct Solutions Limited

Seasonal Greetings

Seasonal Greetings
Multi Soft

We will like to thank our
cherished clients for their
loyalty and continued
patronage of our services.
We hope to continue to delight
you through the provision of
Total Business Solutions in
years to come!

Frank Owusu-Nti Jnr
Multiple Concepts (Charter
House)

That Life is Best Lived When Shared,
may the season and its tidings bring
unlimited joy to You and all as the
festival of Christmas fills our hearts with
Joy. On the occasion of X’mas, I wish
You and Yours a Merry Christmas and a
Prosperous 2015.May you Never Lack....!

Monique Atta
Robert and Sons

“During this holiday season, our thoughts
turn gratefully to those who
have made our progress possible. It is in
this spirit we say, thank and
wish you a blessed Holiday!!”
Robert & Sons Optical, Seeing is
Believing!!

Kuukuah Baiden
L’AINE Services

As the Christmas season draws near, we
celebrate the end of another successful
year, learn and improve in areas of failure
and with joy we welcome the new
beginnings. The true spirit of Christmas
is the universal embrace of charity, love,
and forgiveness mirrored in the smiling
faces of children when they receive gifts
or amongst adults when they reunite
with family and friends. It has been a year well spent and we wish
all our readers a festive season with joy in our hearts and cherished
moments with loved ones. Merry Chirstmas!!

Tina Muparadzi
Airtel Ghana

Warmest thoughts and best wishes for a
wonderful holiday and a happy new year

David Attricki
Focus Media

At the close of another glorious year, I
gratefully pause to reflect on the Lord’s
goodness and bring your season’s greetings.
May peace, joy and hope be yours during
this holiday season and the years ahead Stay
Blessed!

MD INVESTMENT LTD introduces

Lizzy Sports Complex

Lizzy Sports Complex is founded by renowned and former
Ghanaian born French footballer, Marcel Desailly, of great
international repute and one of the most decorated African
footballers of the past two decades.

Lizzy Sports Complex also comprises of a Spacious Lounge, and
a Sports Bar and Restaurant. Our on-going programmes include
Football Training Programmes and Vacation Camps for children and
5-aside Football Night for adults.

Amongst other projects, Lizzy Sports Complex falls under his
establishment, MD Investment Ltd, located right in the heart of
East Legon.

The Complex aims to provide and contribute to the organisation
of community, city and countrywide sports competitions, and also
serve as recreational utilization centre for sports men and women,
families, students and corporate organisations including fun games.

Lizzy Sports Complex is an all-in-one Sports Complex comprising
of 4 top quality grass football pitches, 5 changing rooms, a semi
Olympic size swimming pool, a children’s swimming pool, and a
multipurpose court serving basketball,
handball, as well as a 16 bedroom
Guest building Facility available for
football clubs; local, national and
international teams, as well as
corporate organisations and
groups.

Lizzy Sports Complex is a stone throw away from the A & C
Shopping Mall.

ACTIVITIES
Coaching clinics
Swimming lessons
Wedding receptions
Networking Platforms
Corporate football league
Modern Conferencing Facilities
Summer or Vacation Camp for kids
Regular Training Programme for Kids
Proffessional Football training programme
Corporate Retreat &Team Building Excercises
Boarding & Lodging for football teams, companies and more

For More Information, Contact us on
0302542079, 0544356774, 0544336009,
0544356773
Email: marketing@lizzysportscomplex.com,
Website: www.lizzysportcomplex.com
You can also visit us at
Lizzy Sports Complex Office,
East Legon, near A&C Shopping Mall.

Stuck in the

wrong job ?

Let’s find you one that you love!

Register at

www.lainejobs.com

Powered by mPawa
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L’AINE Anniversary

We live for HR Solution

s

years of making a
Difference in the
World of Work

L’AINE 20th Anniversary
Celebrations
Prayer Session

Career Fair

Float

Dinner

Thanksgiving Service

Family Games

?

What if

you can’t predict the
journey,
and you come back with
medical bills instead of
souvenirs.

For protection, talk to Millennium Insurance.
Your trustworthy partner.
Millennium Travel Insurance

MILLENNIUM INSURANCE COMPANY LIMITED

L : #4, 7th Street, Airport Residential Area
A: P. O. Box AT128, Achimota-Accra
T: +233 (0)302 766 633 / +233 (0)544322144
F : +233 (0)302 763 323
Website: www.millenniuminsurancegh.com
For any enquiries, text MIC followed by your enquiries to short code 1406.
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INTERVIEW

REWARD
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• Gets along extremely well with superiors and
subordinates alike: A coward.
• Happy: Paid too much.
• Identifies major management problems:
Complains a lot.
• Is well informed: Knows all office gossip and
where all the skeletons are kept.
• Listens well: Has no ideas of his own.
• Maintains a high degree of participation:
Comes to work on time.
• Maintains professional attitude: A snob.
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OUTSOURCING
REMUNERATION

DISCRETIONARY BONUS

RESIMAY
Deer Sir,

Funny Appraisals
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I waunt to apply for the secritary job what I saw
in the paper. I can Type
real quik wit one finggar and do sum a
counting.
I think I am good on the phone and no I am a
pepole person, Pepole really
seam to respond to me well.
Im lookin for a Jobb as a secritary but it musent
be to complicaited.
I no my spelling is not to good but find that I
Offen can get a job thru my
persinalety. My salerery is open so we can
discus wat you want to pay me
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RECRUITMENT
MOTIVATION RETENTION

CAREER TALENT MANAGEMENT

and wat you think that I am werth,
I can start imeditely. Thank you in advanse fore
yore anser.
hopifuly Yore best aplicant so farr.
Sinseerly,
Peggy May Starlings
PS : Because my resimay is a bit short - enclosed
is a pickture of me taken at my last jobb.
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BRANCH CHIEF EXECUTIVE
QUALIFICATION:
A degree in Business Administration, Accounting or Finance with
a minimum of six (6) years practical work experience, preferably at
management (or middle management) level with a finance
institution

DUTIES:
Promoting the sales and service culture through coaching,
guidance and staff motivation
Achieving individual and branch targets through new business
sales, referrals and retention of account relationships.
Assists the RM in ensuring that the company’s operations and
implementation procedures are consistent with its corporate
objectives and policies.
Representing the company both internally and externally at all
levels of business engagement – at the approval of Director –
especially in issues relating to Business Development and
promotion.

OPERATIONS TEAM LEADER
QUALIFICATION:
A degree in Business Administration, Accounting or Finance,
Micro Finance Management or Credit Management with a
minimum of six (6) years practical work experience

DUTIES:
Ensure branch daily reports are submitted on time and all
exceptions escalated within 24 hours.
To ensure that all income due to the branch is appropriately
recognized with a view to maximizing the branch’s profitability.
To ensure proof of all GL accounts are prepared and balanced
twice monthly and all long outstanding items are promptly
investigated and regularized
Liaise with other good and friendly banks for disposal of excess
cash with approval from Head of Banking Operations.
To see a drop in the errors and cancellations in operational work.

For more information please email enquiries@laineservices.com or
Call: 0302 717039 or 0302 716986
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Keep your family connected
with MTN Eazifon+.

Enjoy our wireless landline with free talktime, SMS and amazing call functions at a fixed and affordable monthly fee.
All you need to do is connect with an MTN SIM.
Go to www.mtnbusiness.com.gh or call 18111 for more information. Terms and Conditions apply.
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