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yourself

& Others!
W

e live in a dispensation where we are told to embrace diversity
and to accept people for who they are. Today, workplaces boast
of employee pools of varied nationalities and backgrounds,
and the lot is encouraged to work in teams or in one big team to achieve
a common purpose.
In embracing diversity and admitting that each person is unique, we
sometimes gloss over one very important factor in every individual’s
psyche: emotions. How an employee feels at a particular point can
adversely affect the total output of the person. For this and many more
reasons, it is important to be emotionally intelligent. That is having the
ability to identify and manage your own emotions and the emotions of
others; discern between different feelings and label them appropriately,
use emotional information to guide thinking and behaviour, and
manage and/or adjust emotions to adapt to environments or achieve
one’s goal. This should include three skills: emotional awareness; the
ability to harness emotions and apply them to tasks like thinking and
problem solving; and the ability to manage emotions, which includes
regulating your own emotions and cheering up or calming down other
people.

In this edition of the HR Focus Magazine, we discover how to be
emotionally intelligent by focusing on the theme,“Emotional Intelligence:
Through the Lens of HR.” What are the five (5) Love Languages every HR
professional Must Speak? How do we boost employee productivity? Get
this and many more exciting articles including very educational pieces
on your health and finances. Also, get titbits and more on our events: HR
Focus Mentorship Masterclass and the HR Mix&Mingle.
Do not forget that the HR Focus Conference and Awards 2017 is on the
12th and 13th October at the Physicians and Surgeons Conference Hall
and the Accra International Conference Center respectively. Send in
your Nominations to vie for any of the 20 award categories. Get more
information on www.hrfocusconference.com
Visit our website: www.hrfocusmagazine.com to read our past editions
and our HR blog. We will be happy to have you share your views and
get interactive with us on our Facebook (HR Focus Magazine) Twitter
(@HRFocusMag) and LinkedIn pages, or do drop us a mail; info@
hrfocusmagazine.com. We will be delighted to hear from you.
Enjoy!

We all have different personalities, different wants and needs, and
different ways of showing our emotions. Navigating through this all
takes tact and cleverness – especially if we hope to succeed in life. This is
where emotional intelligence becomes important.
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Is it time to kill the 40-Hour
Workweek?

H

enry Ford’s ideal schedule for employees
may no longer be relevant in today’s
knowledge economy. Leaders and HR
professionals at U.S. companies are starting
to tinker around the edges of the standard
framework to foster happier—and possibly
more-productive—workforces.
Some ways organisations are innovating new
approaches to the traditional five-day, 40-hour
work schedule include: Forgoing Fridays, parttime work and compressed schedule.
In June 2015, the founder of Tower Paddle
Boards realised there was a disconnect
between his company’s brand and its culture.
He was selling a product that promoted a
balanced and active lifestyle, yet he was not
nurturing that way of life among his nine
employees. That is why Stephan Aarstol

decided to cut the workday from eight hours
to five.
“We are living the brand,” says Aarstol, who
started the San Diego-based company that
makes stand-up paddle boards in 2010.
Paradoxically, fewer work hours are yielding
greater success at Tower. For the 12 months
that ended in June 2016, revenues rose 42
percent, and sales were on track to hit $9
million by year-end, according to Aarstol.
Here is how it works: Employees forgo a lunch
hour, so there is a net loss of only two hours
of actual work time from the day. However,
people’s pay and job obligations remain the
same, so workers must operate under tighter
time constraints.
There is no evidence that keeping zombie-like
hours leads to greater productivity or more-

imaginative problem-solving. According to a
recent study by software developer Workfront,
U.S. employees spent only 39 percent of their
time at work actually doing their jobs in 2016,
down from 46 percent a year earlier.
If employers want excellent results, they need
to realize that people become less thoughtful
and creative after five or six hours. “Hours are
the wrong focus.” Unfortunately, there is a
lingering perception that working anything
less than 40 hours in a week results in lower
productivity.
HR practitioner, is it possible to consider less
work hours? Let us discuss.
Source: shrm.org

Understand Millennials to
Bolster Job Retention

T

he young generation is taking over the
workforce. The average job tenure for
Millennials is just two years, compared
to five years for Generation Xers and seven
years for Baby Boomers. So, it is important to
understand the young generation, particularly,
because by 2025 they will, according to a
Brookings Institution report, account for 75
percent of the workforce.
Millennials—born from the early 1980s to
the late 1990s—are the most racially diverse
generation. They want to ensure they have
a good work/life balance. Millennials need
to know they are appreciated and want to
be able to be creative. Flexibility is key for
many Millennials, as well as constant learning
opportunities and giving back, such as through
paid volunteer days.

www.hrfocusmagazine.com

Success for them is related to quality of output,
not hours spent in the office. They measure
success by positive feedback from managers
and co-workers.
They grew up in the aftermath of the Sept.
11 terrorist attacks and during the Great
Recession, the Gulf of Mexico oil spill, and the
Boston Marathon bombing, in a time of school
shootings, globalization and burgeoning
technology, she noted at the recent 2017
Workplace Strategies Conference. These events
may be partly why Millennials want their work
to be meaningful and make a difference.
They also grew up watching reality TV and in
an environment where anyone can be a star,
including on Instagram, she added.
Entrepreneurial Mindset
It is easy for older workers to make fun of
Millennials, but they are praised for their

entrepreneurial mindset. If they are not getting
a personal benefit or opportunities for growth,
they will leave an employer.
According to Inc.com, of employed Millennials,
35 percent have started their own business
on the side to supplement their income, and
54 percent of Millennials either want to start a
business or already have started one.
Finally, Millennials want to be heard. Threequarters of Millennials believe their boss could
learn a lot from them, and 65 percent of them
say, “I should be mentoring older co-workers
when it comes to tech and getting things
done,” according to the MTV study.
Source: shrm.org
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Study blames women for
gender pay gap

A

controversial new study has suggested
women are partly to blame for
the gender pay gap as many are
pessimistic about their earning potential and
underestimate their own abilities.
Conducted by researchers from the UKbased University of Bath, the study found
that women have lower expectations when it
comes to annual salary and are often reluctant
to push for higher wages or a promotion. Men,
on the other hand, were found to consistently
overestimate both their abilities and their
earning prospects – as a result, they’re more
likely to feel dissatisfied when the reality does
not meet their expectations and consequently
pursue better pay or positions.
Researchers say the study could help explain
why women are more often satisfied at work
than men, despite unequal pay. They also

warned that such a significant imbalance
could easily help sustain the gender pay gap.
“If low female expectations in terms of pay is
fueled by a pessimistic outlook, then even
without discrimination and progressionrelated issues, women will continue to
underestimate themselves and continue to
inadvertently accept pay inequality,” said Dr.
Chris Dawson, senior lecturer in business
economics.
“It has serious implications for policy that is
trying to address the gender pay gap and
suggests more needs to be done to actively
advance women at work, without relying on
them to self-select for promotion and senior
opportunities,” he continued.
“The takeaway message of this research is not
about putting the responsibility on women,
but recognizing that without policy measures

to address this, we run the risk of never closing
the gender pay gap.”
Professor Veronica Hope Hailey, dean of the
university’s school of management, said the
study proves how important it is for employers
to take an active role in championing female
staff.
“It shows the importance of people
management practices that enable and
encourage women to progress and recognize
their value,” she said.
“The onus is on policy makers and employers
to foster female talent so that initiatives to
close the gender pay gap can succeed.”
Credit: hrmonline.ca

What is the top priority
for HR leaders this year?

D

eloitte, a multinational research, analysis
and advisory think tank discovers that
almost 9 in 10 (88%) of HR leaders say
that building the “organization of the future” is
the most important challenge for 2017. They
came up with this conclusion in a survey they
conducted and according to them, the HR
leaders described it as an “important” or “very
important issue” in human capital trends.
However, only 11% of them believe they
understand how to build the organization of
the future.
Results came from 10,400 HR professionals
and business executives across 140
countries. They represented a broad range
of industries, including financial services;
consumer business; technology, media, and
telecommunications; and manufacturing.
Deloitte described the “organization of the
future” as a “network of teams,” marking a shift
away from the hierarchical structure.

“Top companies are built around systems that
encourage teams and individuals to meet each
other, share information transparently, and
move from team to team depending on the
issue to be addressed,” it said.
“Different networks can have different
specialties, such as innovation or getting to
market quickly, but the principle is the same.”
These networks may already exist within a
company, but the challenge lies in identifying
them. Deloitte said different techniques, such
as organizational network analysis (ONA),
allow leaders to spot these networks. ONA
uses specialized software and methodologies
to help companies study “who is talking to
whom.”
“This type of analysis, which can use patterns
in emails, instant messages, physical proximity,
and other data, allows leaders to see quickly
what networks are in place and identify the
connectors and experts.”

The shift would also need a new approach
on leadership. “Leaders of networked teams
in agile organizations require skills such as
negotiation, resilience, and systems thinking.”
Accountability does not take a backseat:
“In teams, accountability becomes more
transparent. Individual and team goals and
metrics should be shared for everyone to see.”
“Instead of mere efficiency, successful
organizations must be designed for speed,
agility, and adaptability to enable them to
compete and win in today’s global business
environment,” Deloitte said.
Careers and learning; talent acquisition;
employee experience; and performance
management rounded out HR leaders’ top five
priorities, respectively.
Credit: hrmonline.ca
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Youth Development:
Building Capacity through
Partnerships

T

oday, policy makers all over Africa
are recognising the importance of
promoting
youth
development,
especially as the youth population in Africa is
projected to double by 2050. It is envisaged
that this will place more demand on already
limited resources. This phenomenon coupled with the migration crisis to Europe
- calls for urgent action. The migration crisis
is becoming a reality for many governments
to tackle due to rising unemployment among
the youth in many countries in Africa.
This article does not intend to explore the
plethora of policies and programmes that
are targeted at the youth but rather to give
some insight on unique partnerships that can
make a difference in changing the mindset of
the youth, which is a necessary ingredient to
the entire equation of capacity building for
national development.
In developmental circles, the concept
of Capacity Building began in the early
1970’s and involved the process of
institution strengthening, whereby national
organisations in areas such as agriculture,
health, nutrition, civil aviation, were
encouraged to develop and perform their
tasks efficiently. UN specialised agencies
played a significant role in this aspect
by providing their technical expertise to
building capacities in the areas of their
domain (example FAO in the rural sector
and agriculture, WHO in health, etc.),
however, they achieved mixed results.
Since then, this concept has evolved to
Capacity Development and taken on a much
broader perspective. Today, the approach
involves a system perspective addressing
various levels of capacity building including
capacities of individuals, institutions, overall
countries and regions. Greater emphasis is
on the process of capacity development
and national ownership of the process.
The concept involves human resource
development, organisational development,
and the institutional and legal framework
of development. It refers to the ability of
individuals and institutions to make and
implement decisions and perform functions
in an effective, efficient, and sustainable
manner.

by Abisola Alaka

That said, one may ask how can the youth
be involved in this process? The role of the
youth in nation building is critical and it
is important that capacities be built at all
levels. At the individual level, human resource
development and capacity building refers
to the process of equipping individuals with
the understanding, imparting knowledge
and developing skills, providing access
to information and training that changes
attitudes and behaviours, ultimately resulting
in improved performance. At the institutional
level, it focusses on overall organisational
performance and aims to develop the
institution as a total system, while policy
regulatory framework is critical to harness the
maximum benefits in the long run; all three
levels are critical to ensure sustainability.

Over the last 5 years, a brief survey of those
who have served in various capacities with
FAO reveal that a major transformational
process has taken place in the lives of many
of them. Apart from the benefits of their
exposure to the United Nations, which have
landed them lucrative jobs after their service
year, all of them have been empowered by
this unique experience; acquiring various soft
skills. Another spin off from this experience
is that it has promoted networking among
young professionals and fostered a drive
for continuous learning. They reported that
working in a multicultural environment gave
them the opportunity to contribute their
knowledge in a non-threatening manner
and enabled them to develop good human
relations. I quote here some examples:

I would like to zero in on the aspect pertaining
to the individual level, which focusses on
the attitudinal and behavioural change and
specifically, on the ability of an individual to
“perform functions in an effective, efficient
and sustainable manner”.

Quote “My time at FAO has influenced my
life both professionally and personally. I have
become an open person since FAO. Previously,
I was very shy. Professionally, I always go the
extra mile to ensure results are achieved even
if I must stay late. This is a quality I obtained
from FAO”

In this regard, I wish to highlight the success
story that we have observed over the years
through the secondment of National Service
staff to the two FAO offices co-located in
Accra, namely the Regional Office for Africa
and the FAO Representation for Ghana. Some
may see this as gap filling; however, on a
closer look there is evidence that through this
mechanism, the scheme has been mutually
beneficial to both the individuals and the
organisations where they served their one
year service.
Secondments have come from various
disciplines from the major Universities in
Ghana, and the Polytechnics.
FAO makes a concerted effort to screen them,
match them to job roles according to specific
backgrounds and skills, and assign them to
supervisors with Terms of Reference that
outline the specific tasks they will be assigned
during their service year. At the end of the
service, they write a report of their experience
and the usefulness of their service in a United
Nations Organisation.

Quote:” On a general note, I have come to
respect time, prioritise and, at most times,
multi-task efficiently. My language and
communications skills have moved to a level
that I did not envision in such a short time.”
There is no doubt that as much as we need to
pay attention to building technical capacities
of the youth, there is also a need to provide
them with opportunities to develop soft
skills and competencies that are required
to perform professionally at higher levels.
Creating an environment that helps their
ideas fertilise goes a long way to build
national capacities.
As we search for solutions, we need to
continue to identify platforms to allow young
people to demonstrate
their talents and skills in a
supportive environment
that encourages them
to forge ahead with their
goals and aspirations.
Senior Admin Officer
FAO-UN

www.hrfocusmagazine.com
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Irene

Mrs.

Asare
HR, Facilities & Administration Director,
Tullow Ghana Ltd.

M

rs. Irene Asare (IA) – HR, Facilities and Administration Director
of Tullow Ghana Limited, is a transformational leader with
passion for organisational change and effectiveness. Her
vast experience covers a wide range of sectors such as Oil and
Gas, telecommunications, Banking, Retail, Real Estates, Science
manufacturing and Research. She has a proven track record of leading
teams to deliver impactful and proven results. She describes herself
as a determined, creative and dynamic leader who derives her energy
through people growth and delivering results. She is a Chartered
Fellow of Chartered Institute of Personnel and Development (CIPDUK) who holds a Master’s Degree of Arts from the Business School
Kingston University, London. She is a passionate believer in excellence,
credibility and professionalism and reflects this by partnering with the
business through expert areas in: Business transformation, Team and
Leadership Development, Business Partnering, Employee Relations
and Engagement, along with Business Processing & Re-engineering,
and Performance Management. For Irene, leading a workforce,
with different nationalities, means constantly evolving to meet the
changing needs of employees and management in order to add value
to the business.
Irene was recently adjudged the “HR Practitioner of the Year” at the HR
Star Awards organised by Institute of Human Resources Management
Practitioners (IHRMP).
HR Focus Magazine caught up with Irene to congratulate her on her
achievement and also to glean some insights into her award-winning
strategies.

HRF: Congratulations, Irene, on emerging the HR Practitioner of the year
at the HR Star Awards. What does this award mean to you and to Tullow
Ghana Limited (TGL)?
IA: Thank you. I am still very grateful whenever I hear that I am the HR
Practitioner of the Year. It means a lot to me, personally: I have been
in HR for more than eighteen (18) years, and I am so passionate about
it. To be recognised by the Institute of HR Practitioners is an incredible
and humbling experience for me. For Tullow Ghana, this means that
we keep our people completely at the heart of our business.
HRF: Having won this award means HR in Tullow Ghana might have
done something special. What is the general practice for Tullow Ghana
when it comes to HR issues?
IA: We like to be completely at the heart of the business. I sit as part
of the leadership of the company so I get direct access and hear,
first-hand, the key issues of the company, Human Resource Business
Partners (HRBP’s) also form part of the extended leadership team. We
work hand-in-hand with our business leaders to provide and enable
the right support to continue to move our business forward. We also
work very closely with line management in ensuring that employees
understand what our policies and procedures are. We have a number
of engagement forums. We have an “HR Connect” session where I
engage between 15-20 employees in a group. During the session, I am
able to meet between 150 and 200 employees on an intimate basis
annually, and I use the opportunity to explain some of our policies
www.hrfocusmagazine.com
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and general practices in more detail. We also
make sure that all our policies are in line with
legislation and the labour law; we go above
and beyond because we recognise that we
do not want to just do the barest minimum.
HRF: Employees sometimes see HR as
championing the policies of management and
vice versa, making HR look biased. How is this
different in Tullow?
IA: It is a challenge to keep the balance right
but it is incredibly important. We make sure
that we have the listening ear. At Tullow, we
cut out the bias as much as possible; we are
open to reviewing decisions if something
has been omitted, and we use our employee
engagement forum actively in seeking
alignment on key initiatives or decisions with
our employees.
HRF: What HR Management Model have you
adopted to help clear the notion of biases?
IA: I use the classic HR Model of Ulrich, I like
the concept of having HR business partners,
HR services and HR expertise. Our HR
business partners work hand-in-hand with
our line managers, and our HR services team
ensures that all of our transactional activities
are done on time, and are able to answer any
1st line questions from line managers. With
this, we are clear on how we operate as an HR
team and that seems to help out the business
tremendously.
HRF: What is your Human
Management philosophy?

Resource

IA: My philosophy is that all who work within
HR have the expertise and that we are very
professional. Human Resource Practitioners
must work in partnership with business
management, making sure that we provide
business-focused solutions, driving and
facilitating change, and developing and
empowering leaders. It is important that
we make our solutions practical and easy
to apply in business. We should sit around
the leadership table and contribute to
business-level discussion. We should be seen
as enablers and invaluable contributor to
achieving business goals.

www.hrfocusmagazine.com

HRF: As a champion of change, what new
things (technology, model, system) have you
implemented to help grow the Tullow Business
and its employees?
IA: I have implemented many different
systems and I will use the word ‘innovation’
to describe how I have championed change
in Tullow. I have implemented a new HR
operating model that really enables business
to grow, embedded ‘Develop our People’ pillar
as part of the strategic pillars of our company.
We supported the business by being very
creative about the way we implemented the
company vision with our MD. We used drama,
focus group, cascade of messaging, instead
of just sending an email. I was responsible
with my team in ensuring the effective
transition of people from our biggest project
(TEN project) to the business. With this the
business transitioned from managing just 1
FPSO to 2 FPSOs. The transition took place
over several months without disruption to
business and significant resource increase.
HRF: What are some of your award-winning
strategies in terms of employee relations that
make employees feel very much a part of the
business?
IA: You say employee relations; I say
employee engagement! Firstly, we have set
up an employee engagement forum which
we take very seriously. We meet on regular
basis to discuss issues relating to people
and organisation. With the help of functional
representatives, we ask, what are the trending
issues? How do we address them and in a
timely manner? How do we get the right and
consistent messaging across?”
So we give the functional representatives
the information they need to enable them to
engage with their colleagues and to help to
become change agents in the business. There
have been times when the representatives
challenge us as a business and we discuss the
issues that arise and find amicable solutions,
which are in the interest of both employees
and the company.
We also have great social engagement
strategies which include two very proud
football teams based on our 2 operational
locations. We also have fierce internal
competition of two house colours, Blue and
White teams that compete once a year to
showcase their sporting skills, and through

those activities learn about team work,
collaboration and leadership.
HRF: Tullow Ghana has a very vibrant employer
brand with most people wanting to work with
you. What one attribute do you look out for in a
potential employee?
IA: For us it is about passion; people who
are passionate about whatever they do
and would like to make a difference to the
company and Ghana. Yes, we are a very
vibrant employer brand and we like to seek
out great talent, but someone who can
demonstrate passion and initiative is the type
of individual we want to work with.
HRF: As a Human Resources Director, you are
responsible for implementing and enforcing
new HR policies, handling ethical violations,
and keeping the office culture enjoyable
and healthy. How do you manage all these
innovatively?
IA: Our business thrives on innovation so
success in my role requires a lot of creative
thinking. I believe being vibrant and energetic
helps me keep the culture balanced.
Maintaining a great working culture is a
collective responsibility of every employee.
As the HR Director, I have also ensured that all
policies we introduce in the business are well
researched, consistent with international best
practice, and fit for our environment. These
are socialised at all levels of the business to
ensure a buy in and effective implementation.
We have innovative programmes such as
‘Wellness Week,’ ‘Development Week,’ and
The Future Leaders Programme’ to keep
employees healthy and take their lifestyles in
their own hands. The aim is to impact the lives
of employees in an innovative way. We also
use innovative means to educate employees
on our ethics to reduce the incidence of
violations.
HRF: HR Personality of the Year – HR Star
Awards: What next for Mrs. Irene Asare? Are
you eyeing any more awards?
IA: The next step for me is to impact our
HR professional environment. It will be
empowering for HR professionals to be part
of the chartered status. I am eager to impact
human resource, develop young talent
within the industry and continue to mentor
and coach a number of professionals in the
profession. Thank you.
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Boosting Employee
Productivity Levels
Through Motivation
by Daniel Dela Dunoo

M

any Human Resource Management
scholars, generally, agree that
motivation is a critical ingredient
for eliciting positive work outcomes from
employees. All things being equal, a wellmotivated staff will be more predisposed
towards creativity, innovation, and productivity.
As a team lead, it is in your best interest to keep
your team members motivated; shirking this
responsibility comes with dire consequences.
Go to an organisation where employees are
bitter, dissatisfied, frustrated and demoralised,
and you will find a company that is performing
far below its potential.
Now, I share with you a couple of ideas that
when deployed, will motivate your employees
in the attainment of organisational goals and
objectives.
Be an example
It is said that the best way to teach a child is
not merely to tell him what ought to be done
but to show them what they should do by
your example. Good leaders exemplify what
they desire the employees to do. Such leaders
walk the talk. For them, it is not “do what I say
but do not do what I do.” Be a team leader who
inspires change by your conduct: Be at work
on time. Put in extra hours where need be. Put
in the requisite effort in the discharge of your
roles and assignments. Exude a positive work
ethic. This will be a motivating factor for your
team to follow suit.
Praise rather than criticize
Constantly
criticising
team
members
makes them feel worthless, incapable
and incompetent. Criticism has a way of
demoralising people and putting them on
the defensive. It wounds their self-esteem,
which invariably stifles creativity, enthusiasm,
initiative and productivity. You obviously do
not want this to happen. What then is the way
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to go when your team members are failing to
meet sales targets? Acknowledge the good
you see in them; acknowledge their efforts. Let
them know you appreciate their efforts and
that you are certain they can do better. When
your team members sense that you believe in
them and are counting on them to get the job
done, their self-worth will be boosted and they
will be willing to go the extra mile.
Show genuine interest in your staff
Make the time to check on your employees
from time to time. Do not be superficial in your
show of concern. Visit employees who may
be hospitalised or bereaved, where possible.
Share in their joy and in their pain. When a
team member is lagging behind the rest of
the team, this is not the time to rebuke and
reprimand them before their colleagues; sit
them down privately to have a chat, with the
goal of identifying what might be contributing
to their low work performance, and help them
find viable solutions.
Include staff in decision-making processes
Of course, some decisions are reserved for
those at the top of the chain of command.
However, when team members are involved
in some decision-making processes, they feel a
part of the organisation; they understand that
their employers value their opinions and level
of intelligence. With this, there is a sense of
satisfaction and the desire to take ownership.
Reward achievement
Be generous in expressing gratitude
to
employees.
Openly
acknowledge
their contributions to the success of the
organisation. Identify exceptional employees
and offer them some kind of reward openly.
This has a way of motivating them to continue
to give off their best, while encouraging others
to aspire to do same, if for nothing at all, to be
considered the next recipient of a reward.

Encourage continuous learning
Be concerned about the personal development
of your staff. One of the most crucial
ingredients for boosting the productivity of
your employees is the provision of avenues
for continuous learning. Sponsor promising
employees to further their education in their
areas of expertise. Organise refresher courses
and seminars for employees. Create a work
environment that allows interested (and
qualified) workers to pursue professional
courses on part time basis, and where
possible, offer periodic study leave: These will
help equip your staff to be at their best and
create a sense of loyalty. As a consequence,
your employees will be motivated to make
substantial contributions to the success of the
organisation.
Good pay, good working conditions
One of the major ingredients for the remarkable
success of Ford Motors under the leadership of
its founder was the fact that they paid their
employees better than their competitors. As
a consequence, some of the best mechanics
in America flocked to Ford Motors, and
this greatly slowed employee turnover and
increased productivity. Henry Ford is also said
to have reduced the working hours for his staff.
These measures, among others, enhanced
the productivity of Ford Motors. What is the
point? Pay your staff well and create a working
environment that is safe and conducive for
your staff.
There are other ideas that can make a
significant difference in the productivity of
your employees. Hopefully,
the thoughts thus far
shared will be adopted
and adapted to suit your
peculiar
organisational
setting.
Writer, Blogger,
Professional marketer
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Emotional Intelligence:
Through the Lens of HR

I

n today’s turbulent economic environment, businesses are struggling
for survival. Employers and Human Resource Practitioners in Ghana
can all attest to the fact that employees are pivotal to the survival
of businesses. Survival of businesses depend on employees’ ability to
contribute value continuously to business success and to meet the
needs of customers. In turn, the employee’s ability to contribute value
is directly related to their wellness or wellbeing. Hence for employees
to contribute continuously to the success of a business, their health
and wellbeing must be a priority for every employer. Promoting
the health and well-being of employees is a sure way of building
competitive advantage.
In the wise words of William H. Lever, Founder of Lever Brothers:
‘If we leave the human factor out of our business calculations, we
shall be wrong every time.” Business leaders, board of directors, and
Human Resource practitioners in Ghana must clearly understand
the employee-wellness-and-work-behaviour equation. Aligning an
Employee’s wellbeing to the organisation’s strategy can represent a
key competitive advantage for companies that get it right. Employee
Wellbeing is that aspect of an employee’s overall welfare that is
determined by one’s workplace environment and can be influenced
by various workplace interventions. It covers numerous facets of the
way employees feel about their lives, jobs, and their relationships
with the people around them, mainly supervisors, managers, and the
overall leadership of the organisation.
There are several arguments to the effect that an employee’s
wellbeing includes their own character and home or social life along
with the workplace and therefore the employer should not carry the
additional burden of catering for the wellbeing of an employee. Others
have argued that they have implemented well-crafted Employee
Engagement strategies yet productivity remained same and in some
cases declined significantly despite the heavy investment in Employee
Engagement initiatives.

by Kwame Annor

One way to curb this inconvenience is to know specifically what the
health and wellness cost drivers are for your employees. Sometimes,
all that is needed is Emotional Intelligence (EI) to help resolve issues
of employee health and wellbeing. Human Resource practitioners
must take the time to engage their workers and get to know what
is important to them, how they feel about issues, and know how to
handle interpersonal relationships judiciously and empathetically.
For instance, some companies, in their ingenuity and to help deal
with the emotions of employees have provided mood boards to help
staff state exactly how they feel at a particular point in time. While
this helps to keep employees engaged, it is also a way to gauge the
general mood of a department or an individual and devise ways to
deal with it expertly.
In a bid to help employees deal with emotional issues and to get the
best out of them, HR can put psychologists on their payrolls, whose
role will be specifically channeled at addressing employee’s emotional
issues.
Additionally, HR practitioners can identify employees who have high
Emotional Intelligence and put them on committees to help deal with
employee issues. Studies have shown that people with high EI have
greater mental health, job performance, and leadership skills.
Every organisation has health related risk issues among its workers.
This has a huge potential to negatively affect productivity, customer
satisfaction and business survival. Developing an employee health
and wellbeing management plan of action that includes Emotional
Intelligent quotients, appropriate health risk assessments and
interventions are critical. In the least, it informs employees that
management is concerned about their general wellbeing.

www.hrfocusmagazine.com
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Mentions have been made of Emotional
Intelligence: it is therefore important to
understand the concept and its importance.

1.

Self-Awareness
(understand
their
emotions, know their strengths and
weaknesses)

I am sure we all know people, either at work
or in our personal lives, who are really good
listeners. No matter the situation we find
ourselves in, they always know what to say so
we are not offended. Even if we do not find
a solution to our problem, we usually leave
feeling more hopeful and willing to consult
them the next time.

2.

Self-Regulation (the ability to control
emotions and impulses)

3.

Motivation (motivated and willing to
defer immediate results for long-term
success)

There are also those who know how to
manage their emotions and are seldom
angry. They have the ability to look at a
problem and calmly find a solution. They take
criticism well, and they know when to use it
to improve their performance.
We say that people like this have a high
degree of Emotional Intelligence. They know
themselves very well, and they are also able
to sense the emotional needs of others.

4.

Empathy (the ability to identify with
and understand the wants, needs, and
viewpoints of those around you)

5.

Social Skills (easy to talk to and like
people, team player)

The good news is that emotional intelligence
can be learned and developed. HR
professionals must be well versed in the use
and application of the following strategies:
•

Emotional Intelligence is the ability to
recognise your emotions, understand what
they are telling you, and realise how they
affect people around you. It also involves your
perception of others: when you understand
how they feel, this allows you to manage
relationships more effectively.
As more people accept Emotional
Intelligence is important to professional
success as technical ability, organisations
are increasingly using it in their recruitment
and hiring processes. For example, one large
cosmetics company recently revised their
hiring process for salespeople to choose
candidates based on their emotional
intelligence. The result? People hired with the
new system have sold, on average, $91,000
more than salespeople selected under the
old system. There has also been significantly
lower staff turnover among the group chosen
for their Emotional Intelligence.
In a situation where employees are highly
engaged, productivity tends to be very
high and as such, employee burnout is
likely to be very high as well. In such a
situation, employees are likely to leave the
organisation. Where employee wellness is
low, presenteeism is much more evident.
Presenteeism is where an employee is
present at work but for the sake of illness is
not able to function fully or perform fully his
or her responsibilities at work. HR must be
emotionally intelligent and train other staff to
be as well.
In his book titled “Emotional Intelligence
- Why It Can Matter More Than IQ” 1995,
Daniel Goleman, an American Psychologist,
developed a framework of five elements that
define Emotional Intelligence:
www.hrfocusmagazine.com

•

•

•

Observe how your employees react to
customers and clients. Do they rush to
make judgment before they know all of
the facts? Are they stereotypical? Look
honestly at how they think and interact
with other people. Try to put yourself in
their place, and be more open at dealing
with the issue.
Look at your work environment.
Sometimes, we need to get off our high
horse. When you practice humility, you
say that you know what you did, and you
can be quietly confident about it. Give
others a chance to shine – put the focus
on them, and do not worry too much
about getting praise for yourself. Analyse
your employees individually to ascertain
their ability to do this. It will encourage
teamwork and better bonding.
Do a Staff-evaluation. What are their
strengths and weaknesses? How can you
improve their strengths and manage their
weaknesses? Are they willing to accept
that they are not perfect and that they
could work on some areas to become
better?
Examine how they react to stressful
situations. To lead well is to lead by
example. Do you become upset every
time there is a delay or something does
not happen the way you want? Do you
blame others or become angry at them,
even when it is not their fault? The ability
to stay calm and in control in difficult
situations is highly valued – in the business
world and outside it. How do staff respond
to stressful situations?

•

Examine how your actions will affect
others – before you take those actions.
If your decision will impact others, put
yourself in their place. How will they
feel if you do this? Would you want that
experience? If you must take the action,
how can you help others deal with the
effects?

In an attempt to improve your company’s
competitive advantage, you should educate
managers and employees on the importance
of Emotional Intelligence to the overall
wellbeing of the company. There is also strong
evidence to show that having a healthy
workforce can reduce sickness absence,
lower staff turnover, boost productivity,
and improve customer satisfaction and the
survival of an organisation.
Pursuing total wellness in the workplace
goes beyond a healthy workplace culture
and should include knowing the issues that
affect their wellbeing outside of their health.
Encouraging thriving relationships between
management and employees, as well as
positive relationships amongst employees,
could also be a way of improving employee’s
emotional health.
Their productivity could be affected based
on the assumption that they may be sacked
at any time. Another example is when
an employee senses hostility in the work
environment. As a business leader, manager
or supervisor the onus lies on you to sense
such hostilities in the workplace and work
towards offsetting it.
The wellbeing of employees could be
threatened when there is some friction
between colleagues at the workplace. A
major part of being emotionally intelligent as
an HR manager or a leader in the workplace
is fishing out problems in the workplace that
are caused by worker interactions or relations.
Again, it is necessary to know how to handle
such situations, being careful not to demean
any worker or wrongly offend anyone.
Through the lens of HR, the employees’
emotions and wellbeing should be a priority
in corporate strategy. This goes a long way
to determine the survival or otherwise of a
business. Investing in Employee wellbeing
initiatives and interventions can lead to
greater resilience, innovation and productivity
in organisations.

Acting HR Director,
Airtel Ghana
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Mr. Francis

Agbonlahor
Managing Director,
Guinness Ghana Brewery Ltd

G

uinness Ghana Breweries Limited is the market leader in Ghana’s beverage industry, producing beverages like Guinness Foreign Extra
Stout, Malta Guinness, Alvaro, Star Beer, Orijin Bitters and Orijin RTD, Ruut Beer, Gulder, Smirnoff Ice, Johnnie Walker Premium Scotch
whisky, Baileys Irish Cream, Smirnoff vodka, Ciroc Ultra Premium Vodka, and more.

In January 2016, the Diageo business in Ghana, Guinness Ghana Breweries Limited, appointed Mr. Francis Agbonlahor as its Managing Director
(MD). Prior to this, he was appointed Managing Director of Meta Abo Brewery in Ethiopia in 2012, after Diageo’s acquisition through an
international competitive bidding process by the Ethiopian government. He was also the Supply Chain Director and Board Member of Guinness
Nigeria in 2008. Mr. Agbonlahor has also worked in many roles in Guinness Nigeria including, managing brewing operations, production lines,
planning, customer services and logistics operations and strategy.
HR Focus Magazine brings you more on his journey, career and people management…

www.hrfocusmagazine.com
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HRF: You have some massive achievements
under your belt, tell us how you began your
career.
FA: I started my career as a young
management trainee in Guinness Nigeria
(subsidiary of Diageo PLC) after completing
a degree in Industrial Chemistry from the
University of Benin in Nigeria. This was
through a rigorous recruitment process that
selected 17 graduates out of about 10,000
applicants. When I was selected among the
few, I knew this was the kind of business
I wanted to work in. Today, I am a Master
Brewer from the Institute of Brewing and
Distilling, United Kingdom. I have acquired
enormous experience in brewing and supply
chain management, and strategic leadership
management across cultures.
HRF: What do you consider your biggest
accomplishments in your career and how did
Diageo contribute to this?
FA: One of the biggest accomplishments in
my career was when I managed the biggest
manufacturing plant in Benin City, Nigeria, as
a Site Director. And also in 2008 when I was
appointed the Supply Chain Director and
Board Member of Guinness Nigeria. During
this period, my team and I transformed the
Supply Chain function, which led to doubling
of the Nigerian business at the time and
meeting consumer needs.
In developing my career, Diageo has offered
me incredible opportunities through crossfunctional training, coaching and mentoring
and I am proud to say that Diageo continues
to give this opportunity to many young
graduates across the world. In Ghana, we
have had a total of over 60 management
trainees, some of whom are already senior
managers within the business, shaping and
making critical business decisions to achieve
our ambition.
HRF: What are some of your personal
philosophies about work and life that have
contributed to your success over the years?
FA: I believe the secret to success are integrity,
hard work, self-belief and the willingness to
challenge the status quo. It is not enough to
sit around and expect things to happen - you
need to cause change.
HRF: You have worked in the same industry
for quite some time now, but across different
nationalities and roles: what are your thoughts
on the economic landscape in both Ethiopia
and in Ghana?
FA: “Ethiopia is an amazing country with
enormous opportunities for the private sector
and as the world’s premium drinks producer,
Diageo equally saw the opportunities and the
www.hrfocusmagazine.com

value it could bring to an emerging market
like Ethiopia.”
In my presentation at the Ghana Economic
Forum here in Accra, I shared the need for
an enabling environment for the private
sector to grow and thrive. This comprises a
stable political and economic regime, the
right infrastructure such as accessible roads,
consistent and reliable supply of utilities and
support systems especially for SMEs. The
private sector and government must work
at creating value together. Also, critical as a
country is the need to develop the human
resource capacity of government and its
agencies to satisfy today’s business demand
and challenges”.

overcome most of them. Malcom X said ‘the
future belongs to those who prepare for it
today.’ We need to get our hands behind the
wheel, today, and make our lives, businesses,
country, and Africa better.”
“I love Guinness, yes I do. I have enjoyed
this brand for many years. I am what they
call a Guinness adorer. I just love the brand.
It epitomizes many things for me personally
beyond its great taste - the entrepreneurial
spirit of Arthur Guinness, it’s brand purpose
of inspiring bold choices, its rich heritage, and
celebrating Africa’s can-do spirit. It is a brand
truly Made of More”

HRF: Guinness Ghana Breweries Limited
is arguably the market leader in Ghana’s
beverage industry, how are you giving value
to your stakeholders and maintaining your
position as a market leader?
FA: The contribution the company makes
to the socio-economic development of
the country is very important: positively
impacting lives through a domestic value
creation agenda that improves the livelihood
of local farmers in Ghana, as well as building
a sustainable supply chain; providing access
to clean drinking through our flagship
community investment programme, “Water
of Life,” for vulnerable communities, and
reducing the harmful use of alcohol in the
society.
Additionally, we give value to our shareholders
through the continuous growth of the array
of fantastic brands, being productive and
developing winning mindsets of employees;
all in the bid to become the best performing,
most trusted and most respected consumer
products company in Ghana
HRF: In “developing winning mindsets of
employees,” how far are you willing to go to
achieve this objective?”
FA: It is important to me that I bring out the
very best in myself and the people around
me. I believe there is genius in everyone;
whilst some people unearth it easily, others
need guidance and support to unearth their
potential. In developing my career, Diageo
has offered me incredible opportunities
through cross-functional training, coaching
and mentoring. As the Managing Director
and a beneficiary, it is always a pleasure to
engage, coach and mentor to invest in their
growth and development.
HRF: Any words of encouragement for people
aspiring to attain the same heights as you?
FA: Challenges are bound to come, but I am
confident that with the right attitude we can

“I love Guinness, yes I do. I have
enjoyed this brand for many
years. I am what they call a
Guinness adorer. I just love the
brand. It epitomizes many things
for me personally beyond its great
taste - the entrepreneurial spirit
of Arthur Guinness, it’s brand
purpose of inspiring bold choices,
its rich heritage, and celebrating
Africa’s can-do spirit. It is a brand
truly Made of More”
Mr. Francis Agbonlahor
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Mr. Eric

Adadevoh
Human Resource Director, GGBL

F

or someone who studied Biochemistry, the HR scenery was
quite an unfamiliar ground, but the “never-say-never” spirit has
anchored his ship ever since. With a BSc Biochemistry from the
Kwame Nkrumah University of Science and Technology, a Diploma in
Brewing, Institute of Brewing and Distilling (UK), a Diploma in Industrial
Relations from ABE, UK, and a Masters in Business Administration,
Banking and Finance - Kwame Nkrumah University of Science and
Technology, Mr. Adadevoh, the Human Resource Director of Guinness
Ghana Brewery Limited believes that anything is attainable, once you
are willing to work for it. “There is no free lunch,” he puts it.
The HRD, who describes himself as hardworking, resilient, relentless
and optimistic, acknowledged that his time in Operation Management
was a successful one; however, his strong interest in working with
people pushed him into spearheading policies that went a long way
to affect people. “It has been challenging and interesting for me and
I have no regrets,” he says. I generally care about people and keep my
composure under pressure. I believe I am a team player and able to
rally people towards a common goal. I like to build real relationships
and build trust.
HR Focus gets up-close and personal with Mr. Adadevoh…

HRF: Describe a typical day in your life as the HR of GGBL and the general
practice of HR in GGBL
EA: I get in before eight O’clock and settle in quickly to answer any
pending mails or attend any scheduled calls with above market
stakeholders. As Diageo is a multinational business, there are many
stakeholders outside Ghana. I would normally have a quick catchup
with team members and set off into a usually packed day. As HRD, I
am also business partner for members of the Executive Committee. I
provide support in driving business strategy by ensuring we have the
right talent, capabilities, culture and structure to deliver our ambitions
on a daily basis.

HRF: From your career profile, you have been working at Diageo (GGBL)
for some number of years, rising through the ranks. Congratulations on
your achievements! What will you say attributed to your elevation?
EA: I believe I have been privileged. I have however not shunned
opportunities to take on new challenges. I had to switch from my
comfort zone in the brewing practice to a completely green field of
HR. I believe the feeling of inadequacy, coupled with a hunger to
succeed, drove me to achieve more.
HRF: What have been some of the most difficult situations you have had
to handle in your role as HR? How did this situation shape your career as
an HR professional?
EA: Finding innovative ways to keep employees engaged and
‘propped up’ to achieve our performance ambitions when numbers
are not going in the right direction has been my biggest challenge.
Sometimes, engagement issues tend to be amorphous and usually
will need a team approach to solve so, I work with other departments
to get new ideas on how to get people motivated. Sometimes we
win, other times, we have to try harder even though we make some
good strides.
HRF: The kind of industry you find yourself in demands that you make
safety a priority. What Human Resource policies have GGBL put in place
to ensure employee safety and well-being?
EA: We have a common saying in GGBL that safety is our number one
product. We therefore run a “Zero Harm” philosophy in all of Diageo’s
operational sites. We expect employees to return home safely to
their families after a hard day’s work. As a result, we invest heavily on
personal protective equipment (PPEs) and other controls to protect
life and property.

www.hrfocusmagazine.com
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Some of the policies/standards that are in
place to drive safety culture include:
• Global risk Management Standards
• Severe Fatal Incident Prevention Protocols
(SFIPP) – Work at heights, confined Space,
Hazardous Energies, etc.
• Safety Breach Policy
• Mandatory Random Breathalyzer Testing
• Vehicular Speed Limit
• Alcohol Policy
• Safety Management Policy
• Safety KPI Reporting Procedure etc.
HRF: With employees being a company’s
greatest assets, what are some the training
programmes you have in place to ensure that
employees are engaged and are giving off their
best?
EA: We believe that engaged employees
with the right capabilities are our competitive
advantage. We have training programmes to
cover the functional and leadership (People
Manager) capabilities of our employees.
In recent times, we have been focusing on
growing the People Manager Capability of our
line leaders through a set of modules called
‘APM’ (Amazing People Manager). We are
also keen on growing technical (functional)
skills of employees in all departments. When
the opportunity exists, we seek professional
certification for employees to get a handle of
the best industrial practices in all disciplines.
These include Institute of Brewing and
Distilling (IBD) certification for our Brewers,
NEBOSH Certification for Safety Professionals,
APICS for Logistics and Planning executives,
ACCA for Finance Managers, Advanced PLC
(Programmable Logic Control) Certification
for Electrical Engineers, etc. There is also
robust system of Accreditation for our Field
Sales Teams.
More importantly, our company portal has
tons of modules for each department on a
Learning Management System called “Diageo
Academy.” Employees can log in to have
interactive sessions on any business relevant
subject for their growth and development.
HFR: What has been some of your key
achievements as HR of GGBL?
EA: Some key achievements include
galvanizing the leadership team to drive
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up our engagement scores. It has been a
challenging journey but we have made some
good strides in making GGBL a great place
to work. We have also aggressively driven
initiatives to accelerate local talent to fill
much more senior roles. I was glad to witness
the appointment of the first local Supply
Chain Director in my tenure.
Congratulations on emerging as a winner of
the HR Star Awards
HRF: What do you think accounted for you
winning this award?
EA: 3 Categories- Gender Diversity; Industrial
Relations and Use of Technology.
We believe that an engaged team drives
great performance. I believe that leadership
commitment, team effort and driving real
actions accounted for this feat. There has
been real commitment in driving the gender
diversity agenda. We want to have the right
balance of representation in our decision
making at all levels. We have a vibrant network
of women in our business. We still have huge
opportunities to improve inclusion of women
and are committed to making it happen.
HRF: What does the award mean to you as the
HR Director and to GGBL as a whole?
EA: Winning these awards encourage us
as a business to keep focusing on the right
themes for continuous improvement. The
categories of awards we won were in areas
we were struggling with as a business a few
years ago and as a business; it is testament to
us achieving our performance ambition of
becoming the best performing, most trusted
and respected consumer product company
in the world.
HRF: Having won this award, what are the next
steps for GGBL?
EA: Beyond the award, we want to continue
to make GGBL a great place to work. We
will seek further opportunities to improve
the working environment to make GGBL a
preferred employer.

HFR: What will you strengthen or do differently
in your operations?
EA:
a. Talent Development: We have been on a
journey of developing local talent to fill critical
roles. We have had some fantastic results with
the talent we have taken bets on and will like
to explore more opportunities. We have seen
a growing pool of high performers and have
shipped some off to other Diageo Markets
across the world for further development.
b. Gender Diversity: I will like to improve
gender diversity in all aspects of our
operations. We have some fantastic female
talent in our business and will want to explore
opportunities to create more.
c. Employee Engagement:
A highly
engaged team is most likely a high
performing team. I will like to get my team to
increase interaction with the various units to
pick up issues for quick resolution.
d. Performance Culture: I will like to do
more to dial up performance culture in
the business. Our market context is quite
turbulent and highly competitive. We
therefore need to do more than the usual
to maintain our leadership position in the
industry. Employees need to hold themselves
more accountable and also have productivity
top of mind in their ways of working.
Mr. Adadevoh finds a lot of joy and fulfilment
in having the opportunity to give back to
society and is therefore seeking opportunities
to mentor the next generation of leaders.
He is currently on a couple of mentorship
programmes.
Having been in the industry for quite some
time, he encourages businesses to commit
to developing local talent and creating
opportunities for them to grow their potential.
Other areas he advocates improvement are
gender diversity, employee engagement and
performance culture.
He had this to say to the youth and young
professionals,” You are the only barriers to
you next level of attainment. Performance,
however, is the ticket to the next level. Seize
every opportunity to consistently deliver
great performance at your current levels.”
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THE SPECTACULAR LAUNCH OF THE
LAKESIDE BUSINESS CENTRE (LBC)
THE SPECTACULAR LAUNCH

L

akeside Estate, has launched its magnificent business center
to the admiration of guests, clients and the general public. The
edifice was launched on the 10th of May 2017 and was officially
out-doored for use by various businesses.

to help develop the sector as it is a major contributor to national
development. He applauded Lakeside Estate for providing affordable
housing to Ghanaians and encouraged the company to continue
meeting the housing needs of the country.

Having the vision of becoming one of the best customer-focused Real
Estate companies in Ghana with a unique variety of housing units, the
Lakeside Business Centre (LBC), which also serves as the company’s
corporate headquarters, is intended to be a hub for commercial
activity and advancement in the Adentan Municipal Assembly.

Alhaji Salah Kweku Kalmoni, CEO of Lakeside Estates and Japan
Motors, in an address, mentioned that the LBC represents the third
evolution of Lakeside Estate, which started in 1974. He explained that
Agri-Cattle Lakeside Estate Ltd. (popularly known as Lakeside Estate
is a subsidiary of the Japan Motors Group of Companies, also known
as the Kalmoni Group) started as Agri-Cattle Ltd, and spearheaded
industrial farming with 1000 heads of cattle and 4,000 acres of afrarian
land. The next evolution was in the year 2000 when Lakeside started
13km of laterite road network and 32 culverts, and marked their real
estate evolution, specialising in affordable residential housing. The
third evolution, he said, marks the expansion of Lakeside Estate from
residential to include commercial and institutional real estate, offering
clients a wide variety to choose from.

The LBC launch was witnessed by stakeholders, staff of Lakeside
Estate, and other dignitaries including Mr. Alhassan Andani, the CEO
of Stanbic Bank Ghana; Mr. K. Dopoah Dei, President of the Ghana
Real Estate Development Association, as well as other members of the
association.
Mr. Alhassan Andani, who was also the Special Guest of Honour spoke
extensively about the Real Estate Sector and called on stakeholders
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THE MULTIFACETED LAKESIDE BUSINESS CENTER (LBC)

The multifaceted Lakeside Business Centre boast of world-class facilities
and gives clients the opportunity to creatively express themselves in
their own unique way. The two-storeyed building houses a:
•
•
•
•
•
•
•
•
•

Banking Hall
Mortgage Center
Insurance Shop
Commercial Shops
Property Office
Supermarket
Restaurant
Doctor’s Offices
Pharmacy

The facility makes provision for vehicle parking spaces of up to 40 cars.
At Lakeside Estate, the customer always comes first and it is for this
reason that LBC prides itself as having the most competitive pricing
with a 10% service charge to cover costs of perimeter security
personnel, landscape maintenance, parking control, exterior cleaning
and maintenance.
With the robust nature of the Adentan Community, the LBC is indeed
the perfect location to situate your business.

FUTURE PROSPECTS

Future prospects of the fourth evolution of Lakeside include
international expansions of Medical Tourism around their already
developed SGMC and Entertainment Tourism with hotels, conference
and theme parks around Lakeside Marina Park 12 acre lakes.
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LAKESIDE ESTATE – A HAVEN FOR DEVELOPING MINDS

The Lakeside Estate ltd, pride themselves as being the No. 1 Private
Real Estate Company specializing in affordable housing, and can
proudly boast of successfully building and selling over 1,000 houses,
building two small commercial shops and Lakeside Marina Park for
15 years (The Lakeside Marina Park won the 2010 and 2011 Leisure
Developer of the Year Award).
Lakeside Estate homes cater for the residential needs of young families
and professional individuals, this is in view of their mission to provide
quality and affordable housing units that are environmentally friendly
and meet the aspirations of many Ghanaian home dwellers, while
giving shareholders value.
The company has other businesses such as Advance Construction,
Security Warehouse, Star Gas, and Crown Transport.
Lakeside Estate Ltd is indeed a haven for developing minds!
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with
Dr. Mrs. Ellen Hagan
Abby Writes
I’m in a big mess…
Hello HR,
Ernest Writes
Should I tell her…?
Hi HR,
About a year ago, an incident happened at my workplace, which
rendered me jobless. My girlfriend came to pay me a surprise visit.
Incidentally, my ex-girlfriend had come around and we were having a
chat at the cafeteria. My girlfriend got very displeased and this ended in
an altercation, which got me fired. That notwithstanding, I was able to
settle things and my girlfriend and I are on good terms now.
Earlier in the year, I got another offer and I was taken on a six months
course outside the country. I came back only to realise that my exgirlfriend had also been employed and we have been put in the same
department. This greatly left me in a fix, so I told our HR Manager about
the incident a year earlier, but she said there was nothing she could do
about it. She added that I can resign if I did not like the arrangement. I
cannot resign now because I have been home for a while, and I do not
want to lose this job. Kindly advise me on how to address this issue,
without losing my job. I need your advice.
Hello Ernest,
I trust you are fine. First, let me mention that, your girlfriend’s action
was needless: she could have resolved matters outside the office
and not have acted the manner in which she did, which led to your
dismissal. Congratulations on getting a new job. The truth is that, your
new company has hired you to deliver results. They may not terminate
your appointment like your previous employers did; however, I am
certain that they will not tolerate acts of indiscipline or any form of
unprofessional conduct emanating from your relationships with your
girlfriend or ex. You have to be decisive and show maturity, going
forward. Keep a strictly professional relationship with your ex-girlfriend.
On a very personal note, you could meet both women (your ex and
current girlfriend) and have a conversation. Clarify your stance with your
ex in the presence of your girlfriend. It provides a sense of security and
comfort for your girlfriend while also drawing the lines between you
and our ex. Keep to this rule. I wish you all the best in your new job.

I have messed up big time and you can’t begin to imagine how intense
it is. It so happens that I wanted to separate from my current job, but I
wanted to ensure I already had another one before moving on. I sent out
my resumes and got called for an interview by one of the companies. I
took a leave of absence to enable me attend the interview. When it got
to my turn to be interviewed, behold, there sat my boss on the panel.
To be frank, he really acted professional and I got through with the
interview successfully.
My problem is, it has been a week and my boss has not mentioned the
incident. He acts as though nothing happened, and we work normally.
However, I feel very guilty and I want to address the issue with him.
How do I go about it without incurring his displeasure? I would really
appreciate some advice. Thank you.
Dear Abby,
Your experience is not exceptional. Countless people go through similar
dilemmas of wanting to change jobs, either because they have been
offered relatively better opportunities elsewhere, or they are unhappy
with their manager and hence want to quit, or some other reasons.
However, it is important you hold a brutally honest conversation with
your boss about the incident and your post-interview plans. Observe
his mood and approach him for a discussion at a time when he looks
lively, not moody. The significance of observing his mood is that you
reduce the risk of rejection or strong reprimand. Ask to speak to him
about the issue. Apologise (repeatedly, not less than three times, in
different ways) for concealing it from him and not being honest about
your intentions. Admit you were unprofessional about the approach.
Ask for his forgiveness and ask him to help you navigate the dilemma
you find yourself in. The principle is to be honest. Do not lie. Do not try
defending why you tried getting a new job. Just apologize, be truthful
and seek his counsel.
Obviously, he has an idea about the new company you plan on joining,
to have been invited to sit on an interview panel. Opening up to him
affords you the opportunity to be briefed about the ins of this new
company. It may be worse than where you think you are “running” from.
Note that “not all that glitters is gold.” Going forward, learn to discuss
with your current employer your intentions about moving on. There
may be a “mountain” ahead of you, he/she would help you avoid.
www.hrfocusmagazine.com
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Plan C

Contingency Planning:

How Prepared are You?
A

little over a decade ago, ‘Hurricane
Katrina’ struck the Gulf Coasts of the
United States. People were stranded
in several locations with no means of calling
for help. This was because the hurricane had
destroyed poles and masts that belonged to
telecom companies (telcos). One of the telcos
had preempted the extent of this catastrophe.
Hence, they prepared for the disaster by
converting vans into mobile telecom routers.
These vans were sent to areas that were
affected to provide customers with network
connection to make phone calls for help.
This story is an example of how an
organisation can keep its critical resources and
operations running even in times of disaster.
The entire process of doing this is referred
to as Contingency Planning. A Contingency
Plan assesses the possibility of a disaster
occurring, and maps out strategies to deal
with the identified disaster. Contingency plans
are achieved through incidence response
planning, business recovery planning and
business continuity planning.
Contingency Planning has become very
relevant in organisational discourse today
because of the rise in natural and manmade attacks on organisational resources.
Natural attacks include flooding, earthquakes,
tsunamis, among others. Artificial or manmade attacks include hacking, fire outbreaks,
and theft. Artificial attacks have become more
prevalent today due to the pervasiveness and
adoption of IT systems to improve output.
These systems may have vulnerabilities that are
sometimes not known even to the developer.
For example, the recent Ransomware
(nicknamed WannCry) attack on organisational
computers occurred due to a vulnerability in
operating systems. Therefore, there is the need

by Kofi Arhin

to ensure that organisational operations do
not come to a halt when these attacks occur.
Contingency Planning is one of the strategies
recommended to ensure uninterrupted
organisational operations during attacks. As
already mentioned, contingency planning is
manifested in three forms; incidence response
planning, business recovery planning, and
business continuity planning. These three
manifestations are sometimes referred to as
Business Impact Analysis. They are further
explained in the subsequent sections.
Incident Response Planning (IRP)
The first stage of Contingency Planning is
responding to a disaster or threat at the time
of occurrence. This plan outlines a detailed
set of activities or processes that forecast,
discover, and prevent the adverse effect of an
unexpected event that might compromise
information resources and assets. The
assumption at this level is that an incident has
occurred and has been detected by a business.
The impact of the attack must not paralyse
organisational operations. Although attacks
may be devastating, it is even more shattering
when an organisation has no clue what to do
next during or after an attack.
Disaster Recovery Planning (DRP)
DRP becomes necessary when an incident
has transformed into a catastrophe due to the
organisations inability to deal with the impact
of the incident. The assumption underlying
DRP is that the severity of an incident has
made it impossible for an organisation to
quickly recover from the damage of an attack.
Some professionals have outlined steps for
disaster recovery. These steps include; defining
key assets of the business, possible threats and
scenarios, determining the recovery timeframe,
defining recovery solutions, drafting a disaster

recovery plan, establishing a communications
plan, assigning roles, disaster recovery site
planning, accessing data and applications,
documenting the disaster recovery plan,
testing the disaster recovery plan, refining and
re-testing the disaster recovery plan.
Business Continuity Planning (BCP)
BCP focuses on ensuring that a business’ critical
operations can function in the face of disasters.
At this stage, the assumption is that it has
become impossible to resume operations at
the original location of an organisation. Hence,
BCP assesses the possibility of restoring critical
resources at alternate location. This process
is sometimes guided by the organisation’s
tolerable period of disruption or by Service
Level Agreements which contain projected
periods (in minutes, hours, or days) beyond
which it is unacceptable for organisational
processes to resume.
Although organisations can acquire several
tools and expertise to prevent attacks, it is
highly recommended that contingency plans
are put in place for when the acquired security
fails. It is worth noting that there is currently
no tool or service on the market that can
guarantee a 100% protection of organisational
resources. In many cases, these procured tools
give organisations a false sense of security.
Contingency plans are therefore a requisite for
organisations that seek to ensure that there
is little or no disruption in
operations during disasters.
Contact a professional
to help you with your
contingency planning.

Information Systems
Professional, GIMPA

www.hrfocusmagazine.com
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HR Focus Magazine Inducts
Eleven-Member Technical Committee
for HR Focus Awards 2017

A

n eleven-member Technical Committee of the HR Focus Awards 2017 has been inducted into office.

The induction took place at the conference room of the L’AINE head office in Sakumono, with the organizing committee of the
HR Focus Conference and Awards, and the Board of Directors of L’AINE Services Limited present.
Mr. Samuel Ewool, CEO of Buena Vista Homes and a member of the L’AINE Board of Directors chaired the occasion. He applauded
the committee members for their commitment to ensure that best HR practice is rewarded. He said, “Though you have very busy
schedules, you have dedicated your time to be part of this industry transforming venture, and to ensure that HR gets the needed
support, attention, and promotion.”
The Technical committee, in taking the oath of office, led by Mr. Ewool, pledged to be fair, objective and accurate in the evaluation
process. They also pledged to work with systems that will promote the credibility of the awards.
The eleven-member Technical Committee of the HR Focus Awards 2017 is made up of internationally recognised auditors, consultants
and experts with rich experience in human resource management and best practice in organisational processes systems.
The Organising Committee of the HR Focus Conference and Awards is therefore calling on organisations and individuals to send in their
nominations to vie for any or all of the twenty (20) categories, spanning various sectors and industries including:
Best HR Management in Financial Services
Best HR Management in Hospitality
Best HR Management in Manufacturing
Best HR Management in Healthcare
Best HR Management in Energy & Natural Resources
Best HR Management in Media
Best HR Management in Telecommunication and IT
Best HR Management in Public Sector
Best HR Management in SME Sector
Best Organization in Learning & Development Practice
Best Organization in Employee Relations Practice
Best Organization in Rewards Management Practice
Best Organization in Performance Management
Best Organization in Recruitment and Selection
Best Practice in HR Information Systems (HRIS)
Best Organization in Organizational Culture
Employer of Choice
Most Promising Organization in HR
Overall Best Organization in HR Practice
HR Practitioner of the Year

The HR Focus Conference and Awards 2017 takes place over two days with the Websoft HR Forum, Career Development Session and Business
Challenge happening on the 12th October 2017 at the College of Physicians and Surgeons. HR Focus Awards 2017, to be held at the Accra
international Conference Centre on 13th October 2017, will recognize and award those who have distinguished themselves in HR Best
Practice over the last two years.
The HR Focus Conference and Awards 2017 is sponsored by: Websoft, First Group, Barclays Bank, Bond Financial Services, UT Bank, and ACP.

For further enquiry please call David or Revina on 0209781908 and 0249188155 respectively.
Email: david.attricki@focusdigitalgh.com, revina.acheampong@focusdigitalgh.com

www.hrfocusconferencegh.com
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Vodafone Ghana Partners HR Focus Magazine
in Maiden HR Mentorship Masterclass

A

s part of activities lined up for the
upcoming HR Focus Conference and
Awards 2017, HR Focus has rolled out
another industry first, dubbed “HR Mentorship
Masterclass.” It was themed: “Building a
Sustainable HR profession through Knowledge
Sharing.”
A host of 22 senior HR practitioners engaged in
a leadership mentoring programme for over 80
emerging HR practitioners and students, many
of whom aspire to become HR practitioners.
The objective of the programme was to create
a platform that brings two generations of HR
practitioners together to engage in knowledge
acquisition and transfer and explore innovative
ways of creating people advantage for their
organisations.
Presentations,
panel
discussions
and
mentoring sessions focused on the need for
senior HR practitioners to identify, train, mentor
and develop the next generation of leaders so
they can contribute value to the bottom line,
and also, the need for Millennials to position
themselves to be relevant to the business.
Participants were taken through current and
evolving trends in the HR profession; what it
takes to the contribute to the value creation
process as an HR practitioner; how to align the
Millennial workforce and integrate them into
the company’s culture, and develop a system
of succession planning for their organisations
by identifying and preparing high potential
leaders.

Apeagyei-Collins and Mrs. Stella AgyenimBoateng, HR Consultant, GLICO gave keynote
presentations on: “Leading and mentoring
the next generation of leaders” and “Aligning
Millennials with evolving trends in the world of
work” respectively.
Rev. Celia Apeagyei Collins stressed the need
for intentional mentoring as it has direct
impact on the bottom line.
On her part, Mrs. Stella Agyenim-Boateng
threw light on the peculiar attributes of the
Millennials and the diversity they bring to
the workplace, and why it is imperative that
HR practitioners leveraged their energy,
innovative prowess, and entrepreneurial flair
to build an effective organisation.
There was a panel discussion comprising: Mr.
Kenneth Antwi, HR Director, OLAM Ghana; Mr.
Kojo Amissah, Lead Consultant, CITAM; Hannah
Ashiokai-Akrong, HR Director, Vodafone Ghana;
and Rev. Celia Apeagyei-Collins, Founder
and President, Rehoboth Foundation, UK.
Moderated by Dr. Mrs. Ellen Hagan, the panel
members responded to questions from the
mentees regarding: the skills required to steer
the HR profession in an increasingly complex
business environment; the dual role of the HR
profession (whether to love the people or to
love the business) and some impediments to
the success of HR professionals.

Internationally
renowned
motivational
speaker and leadership consultant, Rev. Celia

In an interview with Dr. Mrs. Ellen Hagan, Chief
Executive of HR Focus Magazine, she said, “The
HR profession, as it stands now, require HR
practitioners to understand the weight of the
challenge and also, wield the competencies

Participants at the programme

A cross-section of mentees

critical to delivering results.” She added that
this and more has made it necessary for senior
HR practitioners to identify and prepare the
next generation of HR leaders.
Each mentor was assigned four mentees, and
they shared their life stories to serve as guide
for mentees to identify the key competencies
required to succeed in the HR profession; to
identify the shortcomings of the profession
in creating value for the business and how to
overcome them, amongst others.
One of the mentors, Mr. Victor Mensah, CEO,
Victor & Victors, a management consulting
firm based in Zambia streamed live via video
call and had a fruitful session with his mentees.
Mr. Godwin Martey, CEO of Websoft Solutions,
a software development company, also gave
a brief presentation on how technology is
revolutionising the world of HR.
There was student representation from
Presbyterian University College, University of
Ghana, GIMPA, Accra Institute of Technology
(AIT), KNUST, Pentecost University, Wisconsin
University, and University of Professional
Studies (UPSA).
Participants were awarded certificates, and
discounted coupons from EPP Bookshop.
The 2017 HR Mentorship Masterclass was
sponsored by Vodafone Ghana.

A mentee receiving
certificate of participation

www.hrfocusmagazine.com
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HR Focus Conference and
Awards 2017 Launched

A

t the recently held event dubbed, HR
Mix&Mingle, organised by HR Focus
Magazine, the HR Focus Conference
and Awards 2017 has been launched. It was
launched with a call on organisations and
individuals to send in their nominations to vie
for any of the 20 categories that make up the
awards this year.

The HR Mix&Mingle was organised ahead of
this year’s HR Focus Conference and brought
together HR professionals to unwind, relax and
engage in discussions on the theme, “HR and
Wellness: My Contribution.” This event took
place on the 19th of May 2017 at the Aviation
Social Centre, and was sponsored by MTN in
partnership with C&J Medicare Hospital, Allure,
Herbalife, Nourish Lab, Delcielo, Decathlon, First
Choice Hair and Beauty, Welllink Physiotherapy
Service, Starlife, Nyaho Medical Center, and
Aviation Social Centre.
Mrs. Amma Benneh-Amponsah, the HR
Executive of MTN welcomed participants in an
address centered on how institutions should
adopt wellness strategies to prevent illness.
She cited MTN as an example, explaining
the different interventions introduced to

mitigate sick leaves, depression, deaths, etc.
She explained that if wellness programs were
embraced by institutions, it would go a long
way to increase productivity and reduce staff
costs.
On wellness, Dr. Joyce Djabatey, the CEO of C&J
Medicare Centre addressed the professionals
present on “the role of HR in Championing
Employee Wellness.” She highlighted how HR
Managers can encourage their firms’ workers
to maintain a lifestyle of good health to boost
productivity in the workplace. Mrs. Gauri
Bhagwat also spoke on “Health Safety and
Wellness – A Mandate for ISO Management
Systems.”
Participants were given experiences including
eye tests, massages, skin and hair diagnoses,
BMI checks, body and health assessments,
healthy snacks and many assorted health
products. There was also an aerobic session for
all participants.
In an interview with CEO of HR Focus Magazine,
Dr. Mrs. Ellen Hagan, she mentioned that
people, being every firm’s greatest asset must
make it a priority to ensure that every worker is

enjoying the best of health. She explained that
once your workers are unwell, your business
on a whole will be unwell; “a healthy workforce
is a productive workforce.” On the HR Focus
Conference and Awards, she said this is an
opportunity for organisations to showcase
their HR best practice and for HR practitioners
to come together to provide innovative
solutions to issues affecting the world of work.
The HR Focus Conference and Awards 2017
takes place over two days: the 12th and 13th
of October 2017. On Day 1 of the event,
HR practitioners and business leaders will
deliberate on issues affecting the world of
work at the HR Forum. Shortly afterwards on
the same day, the Career Development Session
and business Challenge will take place to help
equip students, jobseekers and young workers
with tools necessary for career development.
All this will take place at the College of
Physicians and Surgeons. On the second day,
the HR Focus Awards, to be held at the Accra
international Conference Centre, will recognize
and award those who have distinguished
themselves in HR Best Practice over the last
two years.

Mrs. Amma Benneh-Amponsah
HR Executive, MTN

Dr. Joyce Djabatey
CEO, C&J Medicare Hospital

Mrs. Gauri Bhagwat
Director, Syscon Consulting

A cross-section of participants

Fireworks during launch of HR Focus Conference
and Awards 2017

Aerobic Session
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L’AINE BRIDGE THE GAP INTERNSHIP PROGRAMME
Where Academia Meets Industry

T

he L’AINE Bridge the Gap internship
programme is an initiative that seeks to
give students a practical feel of how the
knowledge they have learnt in school can be
applied in the workplace. It was started as a
part of L’AINE’s Corporate Social Responsibility,
in a bid to curb the situation of tertiary students
getting into the working environment with
little or no practical knowledge: that is bridge
the gap between industry and academia.
The programme links students to internship
opportunities at selected organisations.

details. After successfully completing this stage,
candidates will go through an orientation
period to sensitise them on expectations and
assist in preparations.

When applications opened in March this
year, the BTG programme received about
250 applications, with 135 candidates going
through assessments. The assessments were
in the form of aptitude tests and interviews to
determine the strengths and interests of the
applicants. This was also to give the candidates
an experience of what goes on in the world of
work especially when looking for a job.

Candidates are taken through a number of
topics that will help them develop their soft
skills including:

To help with the successful implementation of
the BTG programme, a number of companies
were contacted. There were about 98 slot
requests across 19 interested companies
such as; Barclays Bank, Tigo, Delta Airline, AEH,
Unique Floral, Keanet Creations, Medipoint,
Dreamoval, Jospong, Zoomlion Kumasi,
Vodafone, 3E Industries, GN Foods, Asubonteng
Rural Bank, Opportunity International Plus, to
mention a few.
The programme has had multiple success
stories from running successfully for about 4
years, generating a lot of positive comments
from both interns and participating companies.
THE PROCESS
As a student interested in joining the BTG
Internship programme, one can simply apply
by sending a copy of their CV to L’AINE services.
After applying for the programme, an email
acknowledging receipt of your CV will be sent
to the applicant. Another email from L’AINE’s
client service executive will communicate the
preliminary interview session and aptitude test

For orientation, candidates are taught the
best ways to present themselves and work
in the various companies and industries. This
way, interns better prepared to not only leave
a positive mark in their various companies,
but also, to become assets, creating the
opportunity for a permanent future job.

Appearance: An intern’s first impressions are
as important as their day-to-day work. As is
said, “first impressions count.” However, it is
important to dress professionally as per the
industry you find yourself in. This may leave a
lasting impression; either positive or negative
on the organisation you work for. Candidates
are therefore educated on the acceptable and
unacceptable dress options.
Communication Skills: One can easily
assume that by ‘communication,’ reference is
being made to what is spoken. In actual fact,
one’s communication goes beyond speech to
include body language, facial expressions and
gestures. A typical example is this: an intern
who is excited about work and is looking to
make the most out of the internship will not
appear sluggish or come into the workspace
fidgeting with his or her phone. As an intern,
one would want to send the best message to
his or her employers.
Eloquence, Persuasiveness and confidence:
These three characteristics outline how well an
intern is able to verbally present himself and
his ideas. Being confident about yourself as
an intern will help others trust what you are
saying and what you are talking about.

One of the positive things associated with
being an intern is that the organisation and
its employees are ready to teach you and help
you develop your professional self, however,
it is up to you to make the best out of it and
develop the necessary networks.
We got some feedback from two of our
pioneering internship companies…
Techaide
“The BTG Programme is one of a kind, as most
universities do not incorporate internships as a
part of their core values. The BTG programme
gives students experiences and as such,
is efficient in bridging the gap between
academia and the corporate world. TechAide,
one of Ghana’s leading technology social
enterprises has been working with the BTG
programme since the maiden edition and is
confident about the candidates and results
they receive. One otf the interns we have
received over the past year has gone ahead to
become a full-time employee with us.”
Vodafone
“As one of Ghana’s leading telecommunications
companies, it was very easy to jump onto the
BTG bandwagon, as we strongly believe in the
power of internships. The BTG programme is
not only in sync with our objectives, but gives
Vodafone the opportunity to participate in
what we believe is a great initiative. Vodafone
can confidently say that candidates we have
received so far have worked well particularly
because they have been trained and prepared
exceptionally well by L’AINE.”
One of our interns, Yaw Biney, was so happy
with his internship that he did L’AINE Services
the honour of publishing a story of the BTG
programme on www.seasonedmagazine.org
L’AINE Bridge the Gap Internship Programme;
where academia meets the corporate word!

www.hrfocusmagazine.com
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by Joyce Dodd

W

hen talking to smart people, who are seeking more fulfilment
in their jobs, I tend to find a common thread of prominent
emotions; frustration, unappreciation, demotivation, feeling
unheard, exclusion, to mention a few. Taking into consideration that
emotions are contagious, you can only imagine what this means for
your business if these emotions are ignored. Take the machines we
use daily as an example: should one of these machines slow down
in performance or experience a fault, we would invest solid cash in
addressing the issues to ensure it performs at its original capacity (if
not better). Unless you are preparing to move to a world of automation
and replace all employees with robots, business leaders, in partnership
with HR, need to consider upping their emotional intelligence (EQ).
Some may argue that pandering to the need of every employee is
not effective and most certainly not at the top of their list of priorities.
However, retention, loyalty, increased employee delivery, team morale
and a stronger employee brand should be high up on the agenda: They
have all been results of companies championing emotional intelligence
within their organisation. Here are five steps towards getting there:
Language One: Get to know the people who work for you and
with you
In the book ‘7 habits of highly effective people’, Steven Covey, an
American Educator and Author suggests that one of these habits is
to ‘seek first to understand, then be understood,’ and I totally agree. As
leaders, we may often fall into the trap of giving directions and expecting
to be understood, but if we zoom out just a little and refocus on the
larger context, have we ever stopped to understand those we work
with? Do we understand how best to relay our directions to them, from

a perspective they can relate to? What motivates them to want to work?
What gets them excited about a project? It does not take much effort to
know your employees once you see the importance. Great CEO’s hold
‘fireside chats’ where they select a few employees a week or each month
and have more intimate discussions about what drives them. You could
even go further to explain how their skills and personal goal/vision fit
in with the company vision. This will ensure employees feel understood
and motivated to perform at their best.
Language Two: Embrace Difference
I cannot emphasise enough that people are our greatest assets and we
are only as great as the people that we attract, employ and nurture. The
more eclectic your workforce, the more ideas and innovations you are
likely to receive. Because of this, you will experience diverse thinking,
competitive strategies, intelligent outputs, more business and revenue.
It is therefore important that we identify these differences and celebrate
them. A technique I have used to do this is known as ‘Resourceful Selves.’
This exercise will take no longer than 15 minutes, and it works best when
implemented collectively (in groups of 5-10). Have each employee write
down what they consider to be the core three strengths that they
possess on a day when they are really ‘winning’. No long sentences,
just one or two words per strength. Have them decorate these words
with colours. Then go around the room and explain how their strength
contributes to the business. Depending on how well they know each
other, you could even have them identify each other’s strengths. Either
way, this technique recognises individuality and is the start to a higher
respect for peers working with a diverse skillset. This in turn promotes
an inclusive workplace environment, where every individual is valued.
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Language Three: Re-evaluate the Root of your Decisions
Our brains make quick judgments of people and situations, without
realising it. This is known as implicit or unconscious bias and is
influenced by our background, cultural environment and personal
experiences - past and present. Whilst this quick thinking and decision
making can save our lives in moments of survival, it can be detrimental
in the workplace. For example, a very common type of bias known as
‘affinity bias’ is likely to have leaders/ HR Managers employ candidates
or promote employees that are like them, vs. being competent for the
specific role they are being considered for. Another form of bias is ‘the
halo effect,’ which would have leaders make exceptions for some but not
others based on favouritism. Biases cause strong negative feelings from
those who are directly affected and as our emotions play a huge role in
the decisions we make, you run the risk of running into conflict, which
comes in many forms in workplace environments. It is very difficult to
eliminate unconscious bias as it is instantaneous, however once you
recognize that they exist, you can be more mindful of the decisions you
make. A few things you can do are:
a) Activate your ‘slow-brain.’ Question the decisions you make and ask
yourself (and others you make decisions with) how you came to the
conclusions that you make. Keep in mind the various types of biases
b) Put structures and policies in place to ensure that decisions are fair
and clear to employees
c) Take the IAT online (Implicit Association Test), which was created by
Harvard University. This will help you identify where your unconscious
biases are. Getting your entire workforce to take the test could help
identify the bias within your business. Google ‘Project Implicit’
Language Four: Flex Your Communication Style
Communication styles are shaped by the way we appear or want
to appear in front of others. But what we fail to acknowledge is that
communication is not about the message sent but also about the
message received and how it is consumed. Keeping this in mind and
considering that personality types affect communication styles, it is
important that we understand each other’s personality types. Your
personality type can be assessed on www.16personalities.com, amongst
other sites - it allows you to complete the free online Myers Briggs Type
Indicator (MBTI) test, which if you are interested in psychology, is based
on Jung’s theory that there are four principal psychological functions by
which humans experience the world – sensation, intuition, feeling, and
thinking – and that one of these four functions is dominant for each
person most of the time. If we fully understand this within the teams that
we work closest with, we can better collaborate and determine each
other’s emotional temperaments. Remember that no one personality
type is advantageous and each type contributes a diverse perspective.
Language Five: Utilize Varied Methods of Appreciation
Recently I read the 5 love Languages for relationships, by Gary Chapman,
to better understand my dear husband (highly recommended for
couples by the way). The book recognises that we all show love, and
like to receive love in different ways, and not identifying the correct ‘love
language’ of your partner could send out the wrong communication;
that you do not love them. I realised that this theory could be
transferred in a professional setting, and so did Mr. Chapman I suppose,
as he also released the book ‘The 5 Languages of Appreciation in the
Workplace’. Whether it be ‘words of affirmation,’ - Sending an all staff
email recognising a team for their pitch win; ‘tangible gifts’ - food, gift,
cash bonus; ‘acts of service’ - providing assistance, guidance/mentoring;
‘quality time’ - the fireside chats we discussed earlier, or ‘physical touch’
- a handshake or pat on the back, if you are not speaking the language
of your employees, you will not be able to manage their emotions.
If you refer to step one, you will also acknowledge that when I say
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‘employees’ you need to understand them as individuals to truly speak
their language and not a collective.
Once again, I cannot stress enough that our people are our greatest
assets, so leaders should not be solely focused on
employee IQ, but exploring ways to develop the
business’ EQ, to get the best returns. Before you
make your next business decision, check if it is
emotionally intelligent – Be sure you are speaking
a love language!
Talent Managment &
Digital Expert
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Mind your Mouth:
Halitosis

T

elling a colleague about bad breath
can be very embarrassing. However,
more than 80 million people suffer from
chronic halitosis, or bad breath. In most cases,
it originates from the gums and tongue. The
odour is caused by wastes from bacteria in
the mouth, the decay of food particles, other
debris in your mouth and poor oral hygiene.
In a society where there is constant pressure
to look and smell good, halitosis is simply
undesirable. Mouth odour can consequently
either connect or disconnect a person from
his or her social environment and intimate
relationships. This condition can affect almost
every aspect of your life including your
confidence, but perhaps there is no greater
example than at your place of work.
Bad breath does not just impact your coworkers; it can also be detrimental to your
relationship with managers and supervisors. In
July 2015, CareerBuilder surveyed executives
to determine the physical qualities that would
prevent someone from getting a promotion.
Though piercings and visible tattoos ranked
rather high, 23 per cent of respondents
mentioned bad breath.
To some degree, co-workers and supervisors
may be able to overcome your bad breath
issues. However, there is one group of people
that may not be as forgiving: customers
and/or clients (depending on your career
field). These people may want to avoid any
prolonged interactions just to minimize the
time they have to spend around your bad
breath. If it happens enough, this may harm
your ability to provide a service or assist with
various functions within your company. Not
only that, but some clients may bring up the
issue with your bosses. If that happens, having

to discuss your bad breath may cause tensions
between you and management, including the
aforementioned promotion delays.
There are many reasons why you might have
bad breath. You can get it if you do not brush
and floss regularly. Bacteria that build up in
your mouth and between your teeth produce
the bad odour. Other problems in your mouth,
such as gum disease, dry mouth or cavities,
may also cause it. Sinusitis or problems with
your nose may be to blame. And of course,
smoking causes its own bad aroma. Some
diseases and medicines are associated with a
specific breath odour.
Bad breath may also occur in people who
have a medical infection, kidney failure or a
liver malfunction and Xerostomia (dry mouth).
Even stress, dieting, snoring, age and hormonal
changes can have an effect on your breath.
Very spicy foods, such as onions and garlic, and
coffee may be detected on a person’s breath
for up to 72 hours after digestion. Onions, for
example, are absorbed by the stomach, and
the odour is then excreted through the lungs.
Studies have even shown that garlic rubbed
on the soles of the feet can show up on the
breath.
Having good dental habits, like brushing and
flossing regularly, help fight bad breath. Proper
brushing, including brushing the tongue,
cheeks and the roof of the mouth, will remove
bacteria and food particles. Flossing removes
accumulated bacteria, plaque and food that
may be trapped between teeth. Mouthwashes,
mints or chewing sugar-free gum may make
your breath fresher. If you have an underlying
disorder, treating it may help eliminate the

by Revina A. Acheampong

breath odour. If you have dentures or a
removable appliance, such as a retainer or
mouth-guard, clean the appliance thoroughly
and soak them overnight in a disinfecting
solution before placing it back in your mouth.
Also, try to avoid alcoholic beverages and
tobacco products. Drink more water
Visit your dentist regularly, because checkups
will help detect any physical problems.
Checkups also help get rid of the plaque and
bacteria that build up on your teeth. If you
think that you suffer from bad breath, your
dentist can help determine the source of the
odour. Or, if your dentist believes that the
problem is caused from a systemic (internal)
source, such as an infection, he or she may
refer you to a specialist to help remedy the
cause of the problem.
If severe bad breath is killing the passion in
your life, straining relationships with friends
and family, and ruining your first impressions
in a professional setting, you owe it to yourself
and others to mind your mouth.
Links:
www.knowyourteeth.com
www.medlineplus.gov
www.familydoctor.org
www.therabreath.com

Editor-in-Chief/ PR Consultant
Focus Digital

www.hrfocusmagazine.com

HR Focus Magazine | Finance Column

37

Investment and Wealth Creation
by Nana Osae Addo-Dankwah

E

cclesiastes 10:19 Says “. . . but money
answereth all things.” How then do we
make money to answer all our problems?
Having money at your beck and call is the best
thing that one could wish for as it enables you
to have a sense of fulfilment and entitlement.
Wealth is good, let us not make any excuses
about it, as it can help ease one’s stress in life –
but how do we set out to create wealth rather
than wish wealth?
Wealth can best be described as the ownership
of valuable resources. It involves the building
of assets by means of careful planning and
building an investment portfolio usually over
a long period of time to achieve an income
stream that will ensure the continuation of a
satisfactory lifestyle.
Contrary to popular belief, a rise in salary does
not necessarily lead to wealth creation and I
believe we have around us people who won
the lottery or walked into riches overnight,
only to lose it all within a few years.
Investing is different from saving because it
involves putting your savings to work and
accepting an element of risk in exchange for
its growth. For this reason, creating wealth or
riches requires a detailed and well thought
out investment plan. Wealth creation and
investment are therefore said to have a positive
correlation.
Investment is best defined as acquiring or
purchasing an asset or item with the hope of
it appreciating in value or generating income
at a future date. Financial experts also explain
investment to be monetary assets purchased
with the idea that the asset will provide
income in the future, or will be sold at a higher
price for a profit. Hence, Investments can
include, among others, the purchase of bonds,
stocks, real estate property, and money market
instruments.
It is however worth noting that when it comes
to wealth creation, there is not a one-capfits-all approach, but there are certainly some
factors that can help hasten one’s journey to
riches.
Acquire Financial Intelligence
Proverbs 6:6 says “Go to the ant, thou sluggard;
consider her ways, and be wise.” Investing and
Wealth Creation, like any discipline, requires
acquiring understanding and knowledge
of how it is done. To increase your financial
capacity or intelligence to become wealthy
is not by chance; it is something that is
consciously done by adhering to the principles
that govern wealth creation.
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Financially successful people take time to
study key financial concepts, and acquire
knowledge about the dos and don’ts
governing wealth creation. Educate yourself by
reading basic financial literature be it articles,
books, newspapers or magazines and attend
seminars or workshops for your own personal
development. Be sure to consult professionals
and licensed investment advisors of the
Securities and Exchange Commission of Ghana
when it comes to soliciting for investment
advice, making sure you get a second and third
opinion, in order not to fall victim to unsuitable
and potentially dangerous investments.
Get a Constant Source of Income
Investing and Creating wealth is not done
with a single stream of income. One needs to
get a regular and if possible multiple sources
of income. This can be achieved by working
for one’s self or getting a side business in
addition to your full-time employment. Warren
Buffet, the American business magnate,
investor and philanthropist advises that if you
are already working, think of other ways of
generating passive incomes. This can be done
by analyzing the marketplace around you, to
know the needs of the market and developing
lasting products and solutions to fill the gap.
If you are a tutor, you can think of writing
books in your subject areas or organising extra
classes around your field of expertise. If you
are a broadcasting journalist, think of writing
for your local newspaper or an international
media outlet. Simply put, get another business
that adds to your stream of income.
Have A Saving Culture
It is said that when it comes to Wealth Creation,
it is not about how much one earns but
how much one can keep that makes all the
difference. If you always try to upgrade your
lifestyle by changing your wardrobe, buying
a new phone, car or house as soon as your
income level increases, you will never be able
to save as you will always be living in the same
vicious cycle.
Learning to save is a necessary discipline and
the surest keys to a successful foundation of
wealth creation. This is because becoming
wealthy does not happen overnight. You
have to cultivate the habit to always save,
regardless of the size of your income and that’s
the truth. As a start, settle on a specific amount
of your income to be invested and this should
be at least 10% or more of your Net Income.
Bearing in mind that small amounts invested
periodically also become large Investments
over time because of the power of compound
interest.

Be Willing to Invest and Take Calculated Risks
What you save must be invested to generate
more income. Investment schemes and
opportunities abound all over. However,
be sure to speak to an expert or a licensed
investment advisor. This will give you a head
start and better understanding of where and
how to invest.
An investment advisor can help you determine
your risk profile and appetite to enable you
choose investments that best suits your profile.
Every investment carries a certain level of risk
hence one needs to be guided by his or her
risk tolerance depending on one’s age and
stage in life. It is worth noting that the higher
the risk the higher the return.
Diversify your Investment Portfolios
As the adage goes “don’t put all your eggs
(money) in one basket”. Your investment
should always be spread across a variety of
investment portfolios. A diversified portfolio
means that you can potentially take advantage
of multiple sources of growth and protect
yourself from financial ruin if one of your
investments crashes or fails. Make it a key
principle to never invest all your money into
one business – always have a backup plan as
the experts advise.
Never lose Your Principal
As an investor, what you need to understand is
that there is no quick fix to financial prosperity.
Do not be greedy and learn to take only
calculated risks by never gambling with your
hard-earned principal.
Taking a calculated risk in an investment
venture is ensuring that your principal is
guaranteed no matter what. Never spend
your principal, but if for any reason you must
spend, spend only the interest and never your
principal.
The Time to Start is now
In conclusion, there are various keys to
investing and wealth creation; however, the
most cardinal and highly recommended by
people who have been successful at creating
time tested wealth is what I have tried to
share with you. Following these principles and
committing them to practice will help unlock
and ignite your passion towards investing
and wealth creation. Do not procrastinate
and delay your decision to create wealth any
further. The time to start Investing and Creating
your Wealth is NOW!
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Educational Facilitator

Debt Recovery Officer

Qualification

Qualification

1st Degree in Education with 5-10 years classroom teaching
experience, a minimum of five (5) years international curriculum
delivery to junior primary pupils

DUTIES
•
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Oversee the company’s educational facility and its optimal
functionality including classroom organization, and learning
resources to create a positive learning environment;

•

Plan, prepare and present lessons to nominated pupils in
accordance with curriculum requirements

•

Collaborate with international curriculum leadership on
programme delivery and required improvements

•

Stay up to date with changes and developments in the
structure and delivery of the different curriculums

•

Take part in Education Centre activities which may take
place on weekends or in the evenings

A minimum of 1st Degree in Business Administration,
accounting option. Extensive knowledge and experience in
debt recovery management

DUTIES
•

Manage recovery action on debts

•

Engage with customers using a variety of means to obtain
information which can be used in the debt recovery process

•

Engage customers and reach a realistic and affordable
repayment plan which is informed by an accurate financial
statement.

•

Maintain an extensive knowledge of statutory requirements
and recognized good practice in connection with accounting
and recovery procedures

•

Assist in the delivery of a high quality, efficient, responsive and
professionally competent service

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

We live for HR Solutions

Get

‘LOC’d’ in!
The LOC Events Centre at Adabraka
is ideal for your events, conferences,
training programmes and
retreat. Comes with superior
amenities and all the perks!

4th Floor of the LOC building
430.36 m2 SPACE

Facilities:

Car Park, Security, Standby Generator, CCTV Cameras, Kitchen,
Elevator Services, Fully Air-conditioned, Serene Environment

Location:

Kojo Thompson Road, near Evangel Assemblies of God

Call: 0302 717190
026 9822632
0244 235 053
0244 583 138

Tel: 0302 716986/ 716983/ 717039
Email: enquiries@laineservices.com
www.lainejobs.com
www.laineservices.com
www.hrfocusmagazine.com
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Outsourcing
Training
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Career Guidance
Organisational Development

Facebook is FREE
on MTN Free After 1.

Pay only for the first minute of your call on MTN Free After 1 and enjoy
FREE Facebook for the rest of the day.

Dial *315# to sign up now.
Terms & Conditions Apply.

Follow @MTNGhana on

/ visit mtn.com.gh for more details.
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