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Let Us Develop

MoreEzras
A

story is told of two employees (Ezra and Thomas) who entered a
job on the same day with similar job roles and titles. As the years
wore on, Ezra was constantly promoted while Thomas remained
in the same position. For Thomas, this was unfair as according to him,
he worked the same hours and as hard as Ezra, so he approached the
management of his organisation to vent his frustrations on how unfair
they have been to him. To help solve the issue, the management gave
Ezra and Thomas a task: “Go find out if there is any watermelon seller in
the neighbourhood.
Thomas, feeling very accomplished came back to say that indeed there
was a watermelon seller in the neighbourhood. On the other hand,
Ezra reported on the availability of watermelons, how much it sold for,
discounts in the case of bulk purchases, transportation costs, and the
profits the company is likely to make if they buy from that seller. Clearly,
Ezra had put in more efforts and had exceeded the management’s
expectations. In the end, Thomas understood why Ezra always got the
promotion and decided to learn from him.
While this is a good story and Ezra is our star performer, HR and line
managers need to consider the following questions. One thing to know
is that these are different individuals with different backgrounds. Could
Thomas be that individual who cowers anytime he is reprimanded for
taking an initiative and would therefore wait to be told what to do? Could
it also be that Thomas is not fit for his role and so does not understand
the requirements of the role? Has Thomas been given some form of
training to help him better perform in his role? The bigger question is:

can the “Thomas’” in our organisations be developed into “Ezras” who are
proactive and do not need to be told what to do before it is done?
This edition of the HR Focus magazine is on the theme, “Social
Networking: the Ideal HR Strategy” with emphasis on annual surveys.
The highlight of this edition is the newly instituted HR Focus Listing:
“Top 40 HR Practitioners Who Are Doing ‘Big Things’ in 2018. Get to know
more about them.
As usual, you cannot miss the HR Mélange section, which is packed with
goodies on health, finance, diet, the Corporate Me Column, and many
more.
Subscribe for your quarterly HR Focus Magazine and let’s take this
journey of impacting the world of work together. You also have the
opportunity of downloading the HR Focus app by going to Google Play
store for android users or Apple App store for iOS users.
Visit our website: www.hrfocusmagazine.com to read our past editions
and our HR blog. Follow and like our pages on social media: 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 drop us a mail
info@hrfocusmagazine.com.
Enjoy!
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PEF to list 10 Ghanaian
companies on GSE by 2021

T

he Private Enterprises Federation, (PEF)
says it is taking steps to help up to 10
Ghanaian businesses to list on the Ghana
Stock Exchange by 2021.
“What we are going to do is to work with the
interested businesses in making sure that they
meet the requirement, and we will train them
and build their capacity.
Our objective is to make sure at least 10
of these companies from the agricultural,
manufacturing and the service industries are
listed,” Chief Executive Officer of PEF, Nana
Osei- Bonsu, told Goldstreet Business during a
capacity training session in Accra.
Companies must have a stated capital of GH1
million after the public floatation in order to
qualify to be listed. They must also agree to

change from a private company to a public
one, limited by shares.
According to Osei-Bonsu, plans are far
advanced in assisting interested companies as
the Federation has already secured $1.5 million
funding from the African Development Bank
to undertake various projects including setting
up a web base platform to promote businesses
and undertake research on businesses.
“The website has been developed at the
cost of $700,000 and we are now training
businesses to build their capacity on corporate
governance, how taxes affect businesses, how
to market businesses and how to write a
business plan, among others,” he explained.

reduction but urged business owners to
conserve energy to not spend too much
on electricity, which is considered a major
challenge to the operations of businesses in
the country.
“The reduction is in the right direction but we
have to find ways to also conserve energy to
help businesses operate,” Osei-Bonsu noted.
Government has reduced the cost of electricity
by 30 percent for businesses with the aim of
curbing the high cost of utilities in the country.
Source: myjoyonline.com

The Federation has also lauded government
for the implementation of the utilities tariff

An Employee Value Proposition
for the Future of Work – Is HR
Ready?

A

s the ‘war for talent’ intensifies and
organisations battle to stay ahead of
digital transformation, HR strategies
could hold the key to success in these
turbulent times. David Perring, Director of
Research at Fosway Group, highlights some of
the main findings of its HR Realities research.
The scale of change organisations are now
facing – with more diverse teams, wider
age demographics, more flexible working
arrangements – means there has never been
a more challenging time to compete for the
best people.
He highlights that virtual working, sabbaticals,
access to social media and informal dress codes
are just a few of the growing requirements
of today’s workforce. Organisations that are
unable to compete risk getting left behind as

the best of the talent either would not work for
them or will eventually leave to go and work
somewhere else.

and internal vacancy assistants. This is not
tomorrow’s technology; this is available now,
although less than 12% are currently using it.

HR has the potential to positively influence and
make a real impact. Five of the top six rated
elements of the employee value proposition –
why people want to work for your organisation
– are owned by HR. This presents a businesscritical position to ensure your organisation
becomes an employer of choice.

There is too much emphasis being placed on
transforming the management of core HR
processes. Not that this is unimportant, but it
is not about to differentiate your organisation
in people’s minds, and one of the biggest
challenges – and opportunities – that exists
for HR might be resetting its primary role from
transactional processes to truly maximising
and realising the skills and performance of its
people.

In Perring’s findings, he stated that one way
to unlock talent management processes,
including career planning and succession, is
investing in the right HR technology. There are
solutions available that not only support this
activity, but – powered by Artificial Intelligence
(AI) – can actually drive it. There are already
chatbots acting as personal career coaches

Source: personneltoday.com

www.hrfocusmagazine.com
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Ghana soon to be
Paypal Compliant

G

hana has concluded discussions with
renowned online payments system
Paypal and will, therefore, become
one of the Paypal-compliant countries soon,
Vice President Dr. Mahamudu Bawumia has
announced.
The Vice President made the announcement at
the launch ceremony for the first phase of the
first mobile money payments interoperability
system.
Online payments system Paypal supports
online money transfers and serves as an
electronic alternative to traditional paper
methods like cheques and money orders. The
company operates as a payment processor
for online vendors, auction sites, and other
commercial users, for which it charges a small
fee in exchange for benefits such as one-click
transactions and password memory.
To be implemented in two phases, Ghana’s
entry into the Paypal system is expected to be
completed by the first half of 2020 and forms

part of Government’s ongoing efforts to build
a new and modern economy.
According to the roadmap presented by
Paypal, by the second half of 2019, Ghanaian
merchants should be able to receive payments
for their goods sold online. By the first half of
2020 Ghanaian consumers would be able
to make payments for goods and services
purchased online via Paypal accounts.
“It is now up to us, the Bank of Ghana, GHIPSS,
Banks, Fintechs, Telcos and Merchants to make
this happen within this time frame and also to
prepare for the opportunities it presents,” Dr.
Bawumia urged.
“This presents exciting opportunities for
Ghana” the Vice President continued, “and we
should take full advantage of it. We should see,
amongst other developments, a major boost
in e-commerce in Ghana.”
It is expected to largely eliminate the
difficulties associated with traditional banking

services, such as the difficulty in opening
bank accounts, the high costs associated
with maintaining a bank account relative to
customers’ income levels, the need to have
basic literacy, administration and record
keeping abilities and English-language
capacity to operate a bank account, and the
sheer intimidating nature of banking halls.
Now, customers can move freely monies from
mobile money to mobile money accounts
across different networks. Mobile customers
can move money from their mobile money
accounts to bank accounts without any hassle,
freeing up funds locked up in the telecom
sector. Customers can also move money
from their bank account(s) to mobile money
accounts.
According to Fintech experts, this will make
Ghana one of the global leaders in the
interoperability payments space.
Source: myjoyfmonline

Minimum Capital of Investment
Banking to Increase by 4900%

T

he Securities and Exchange Commission
(SEC) is planning to increase the
minimum capital of investment banking
from GHC 100, 000 to GHC 5 million.
SEC is expected to make an announcement
soon and will give timelines for the firms to
meet the capital requirement or lose their
license.
But some stakeholders in the investment bank
space have described the proposed 4900%
increase as astronomical.

As a result, through their Association, they
are drafting a proposal to explain why the
proposed increase will not only collapse more
than 50% of investment banking firms but
also further discourage the already depressed
savings culture in the country.

last time the sector’s minimum capital was
increased stretches for about a decade. He,
however, said the many anomalies which
have pushed for the proposed increase is at
the door step of the regulator and investment
bankers should not be punished for it.

One of the request in the proposal from
Investment Bankers is for the amount to be
reduced and staggered over some years.

Source: Starr fm online

An investment banker opined that players
in the sector understand the move since the
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What if we
Kill the Annual
Survey?
by Joyce Dodd

decisions. The annual survey, is essentially a professional platform
for anonymous ‘behind closed doors’ expression of views, with no fear
or judgement or bias. That said, what you do with the results and how
you communicate your interpretation, as the employer is critical to the
relevance of carrying out the survey in the first place.

The great thing about the annual survey is that it tells a fascinating
story. Data that paints a picture, perhaps not in its entirety but at the
very least provides the outline of a narrative within an organisation
to be explored. Soliciting feedback annually means that the data
continues year-on-year, allowing analysts to make comparisons and
assess progress, with facts. This format also allows us to assess whether
feedback is a consensus or that of the strong opinion of one or two,
which is important to understand before making business critical

What the annual survey does not do
In recent times, we often hear the annual survey being critiqued for
its lack of real impact, as many organisations make little to no use of it
after collecting feedback. There is some truth in this. What most annual
surveys do not do is facilitate open and honest conversations. They do
not create a platform for continuous real-time feedback, nor do they
provide a true sense of understanding from both parties. If organisations
are not acting on feedback, then the consequences could be costly;
from pent up frustration, reduced trust, sabotage, poor retention rates
due to people leaving the organisation, to negative external reputations
- meaning you can no longer attract the best talent. Suddenly, the
annual survey is not as rosy as it initially appeared. There is something
fundamentally wrong, and it may just be that, ‘the problem is not the
problem.’
So, what if we kill the annual survey? What does this mean for
feedback? The annual survey is being used as a safety net for organisations
to tick the essential employer boxes, and as a scapegoat for those who
want to appear to be addressing company issues. However, the true
www.hrfocusmagazine.com
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discussion should not be around a ‘5-page questionnaire,’ what we need
to do is redefine the culture around feedback.
Redefining the feedback culture
The why, what, how, who, when and where we collect feedback is an
essential framework for designing a 360-degree experience.
Why: Your reason for asking for employee feedback in the first place will
shape and motivate you in the way you listen for information.
What: It is essential to think about what data you would like to collect.
What do you need to find out? Are you exploring productivity?
Wellbeing? Morale? Declining retention rates? Defining what you want
to know will make gathering feedback more meaningful.
How: The format in which you collect the data, will determine how
much you make use of it and what trends you take out of it.
Who: Ensuring we have a relevant feedback sample is vital to gathering
statistically significant and balanced information, which represents the
entire profile of the organisation - gender, age, job level, background,
among others.
When: Timing is also key; as this may play a factor in the type of
responses you receive, thus having a positive or negative influence on
the answers. For example, if feedback is given a week after salary reviews
are complete, responses may reflect how employees felt about their
salary increase, rather than the survey question they are being asked to
provide their perspectives on.
Where: And finally, where you discuss concerns and ideas (online vs.
offline, in a crowd vs. 1:1, interviews vs. alone) needs to be carefully
considered to ensure opinions are independent views and not
manipulated.
Alternatively, another framework you can use to design the culture of
feedback is ‘Frequency, Duration, Intensity and Context.’ With slight
overlap to the former approach, ‘frequency’ ensures that you commit to
opinions being gathered continuously; ‘duration’ confirms that enough
time will be dedicated to speaking and listening to issues and ideas;
‘intensity’ makes us think about striking the right balance of feedback
and how we manage this in a healthy way, and ‘context’ positions the
conversation in the appropriate place.
A few appropriate WHAT Ifs’
Clearly, the annual survey cannot take responsibility for employeremployee dialogue, and the argument is not about getting rid of the
survey. We now know that we need to address the “elephants in the
room” and build a culture of continuous, collaborative communication.
So here are three points to consider and potentially spark a new way of
doing things in your organisation:
WHAT IF we start by defining why we need to communicate with
employees. If a genuine care for their wellbeing at work is not enough,
it could be argued that the main purpose is about understanding.
As Steven Covey said, “Seek first to understand, then be understood”
- listening is a key quality of highly effective people. We could either
listen to respond (not really paying attention to what is said) or listen
to understand (having total focus on the opinions of others, despite
your personal views). Then there is a deeper level of listening with full
intuitive/emotional radar for what is unsaid – reading between the lines
to how people may be feeling. Think about what level you currently
operate on most frequently.
WHAT IF the annual survey is not anonymous? How much more valuable
could the information be if employees felt empowered to express their
viewpoint? Imagine employees did not feel intimidated and fearful

of the consequences of speaking out. Imagine the opportunities that
would come from hearing the great ideas from the talent that you have
already invested in. Feedback should no longer be a series of questions
and answers on a form, but as fluid as our regular social conversations.
It would be at this pivotal point that we could argue that survey data
becomes (dare I say it) somewhat obsolete, where human engagement
has created continuous solutions and we could perhaps say kill the
annual feedback survey. It could then be replaced with more updated
online platforms (such as Crowdoscope), which do not just collect
answers, but collates common topics of discussion, from real-timefeedback, and allows communities of discussions to form and develop,
which CEOs or company champions could get involved in.
WHAT IF we shift the dynamics, so that employers coached employees to
think of solutions to better the company vs. merely expressing concern?
Fostering a partnership, as opposed to employer-employee conflict. This
could look like monthly round-table discussions, addressing common
themes, followed up with bespoke initiatives that individuals or teams
could take ownership of? Taking an active role in the improvement of
a business as a true partner also sets a culture of group accountability.
In addition, you build a many-to-many communicative environment vs.
one-to-many, deconstructing the hierarchical barrier, which often clouds
feedback sharing. It sounds so simple but continuous transparency is
the key to the speed of trust.
Before you kill the annual survey, investigate the feedback culture of
your organisation and ask yourself these 10 questions. Based on your
reflection on these questions, you will know just what to do next:
1. Are employees confident or comfortable sharing their opinions with
senior management?
2. Do my employees come to me with problems or solutions when
providing feedback about the company?
3. What level of listening do I use when receiving feedback from my
employees?
4. What do I do with the survey results?
5. How frequently do I engage with employees for company feedback?
6. What platforms are we using to exchange feedback?
7. How involved are my employees in implementing solutions following
feedback?
8. When did we last review the feedback process?
9. On a scale of 1 to 10 (10 being great), what would your employees
score the feedback culture within your organisation?
10. How frequently do you encourage the sharing of ideas within your
organisation?
So, you get the point, it is okay to have a survey - in fact it is necessary,
but it is not everything. And it needs to be used effectively to be relevant
enough to have a slot in the boardroom agenda. It needs to be partnered
with other feedback initiatives and it needs a clear strategy. I am not
opposed to the annual survey. It gives us opportunity to pause, reflect
and measure the consistency of our progress. And as mentioned, I do
not think the annual survey is the issue, it is how
we are using it, listening and facilitating feedback.

Talent Managment &
Compiled by Ewurabena
Digital Expert
Hagan
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If I decide something has to be
done and I believe it is right,
I do not turn back.
Mr. Kojo Addae-Mensah

our years ago, he joined Databank as the first non-founding Group Chief
Executive Officer. When HR Focus Magazine interviewed him in 2015, he was
just a few months into his role, and he spoke to us about his role and his vision
for the bank.
Mr. Kojo Addae-Mensah says, “It has not been an easy road,” but with the support
of a strong leadership team and staff, the success story is phenomenal.
Currently, Databank has presence in 8 regions with 18 locations, growing from an
initial 4 locations (Accra, Tema, Kumasi, Takoradi) in 2014 when he joined, largely due to
a strategic partnership with GTBank. The investment bank has also seen assets under
management grow from just over GHC 700 million to over GHC 2.6 billion during this
time. Aside these remarkable achievements, Databank is the first investment bank to
introduce alternative deposit channels such as Visa, MasterCard and mobile money.
“Technology is changing the way Ghanaians perform financial services transactions,
and we are committed to ensuring that we keep pace and remain innovative to help
as many Ghanaians as possible to achieve financial independence,” he says.
HR Focus Magazine caught up with the “determined,”“passionate” and “empathetic” Mr.
Kojo Addae-Mensah… read on.

www.hrfocusmagazine.com

Mr. Kojo

Addae-Mensah
Chief Executive Officer, Databank Group
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HRF: At what point in your life did you decide
to get into the banking sector?
KA-M: While doing my first degree, I was
thinking of being in an economic think tank,
such as CEPA. However, while pursuing an MBA,
I found out that I really enjoyed investment
analysis, and it was at that point I decided to
become an investment banker. Fortunately, I
was able to find a job in my desired field right
out of university when I joined Databank.
The industry was underdeveloped then so,
within a few years, I felt disengaged and
therefore I switched to commercial banking,
where I stayed until 2014 when I returned to
investment banking and to Databank.

Spotlight | HR Focus Magazine
and know that you have their best interests at
heart. There are some people who are older
than you and therefore expect you to kowtow
to them. I think that the most important thing
is to respect them first and make it clear that
you are there to move the company forward
together. Do not make them feel that they are
old and cannot contribute anything. Everyone
has something to contribute – it is your job as
a leader to find it and build on it.
HRF: How have you been able to manage the
expectations your employers had of you when
you came in as a non-founder and yet a leader?
Would you say you have delivered?

KA-M: In many instances, the hardest thing to
balance is career and family. In my case, I put
a lot of hours into building my career. I would
work from 6 a.m. to midnight and I was back at
work by 6 a.m. the next day. I also worked on
holidays such as New Year’s Eve nights, when
I would stay with the Operations team to see
how the changeover took place from one year
to the next. There is only one opportunity per
year to see this. During these years, one of
the things I had to give up was time with my
wife. These days, I think I have a better balance
between work and home, but I have already
paid a big price.

KA-M: Honestly, I was very surprised when the
founders of Databank asked me to come and
take over leadership of a company they had
spent over two decades building. I believe
they had been monitoring my career from a
distance and had determined that the firm’s
values and my values, in terms of excellence,
humility and integrity, were aligned. In
fact, they left some very big shoes to fill, but
they gave me a single mandate: to grow the
company’s assets under management. They
did not dictate how I should do it, neither have
they tried to micromanage from a distance. So
I am proud to say that in the last four years of
Databank’s 28-year existence, we have almost
quadrupled the firm’s assets. I would like to
think that they are pleased with the progress
we have made so far.

HRF: Leading a dynamic team of different
backgrounds and cultures can be challenging.
How do you manage this, and what have you
learned in the process?

HRF: That is remarkable! But over the past few
years, we have had a surge of bank mergers
and takeovers. How has Databank managed to
stay afloat?

KA-M: My biggest learning is respect and
transparency. If you are honest, and live and
act by your word, nobody will think you are
scheming. They will know that what they see
is what they get. You must understand your
people – they react differently to how you
treat and communicate with them. Respecting
people is the most important thing. If you
respect them as human beings, they will listen.
HRF: What is your leadership style? Has this
always been your style or would you say this
has gone through a process?

KA-M: It is critical to note that Databank is an
investment bank and not a commercial bank,
so the issues that are currently plaguing the
banking sector are not affecting Databank.
Databank is regulated by the Securities and
Exchange Commission (SEC) and not the Bank
of Ghana (BOG). The capital requirements are
different. For example, the increase in minimum
stated capital to GHC 400 million by the end
of 2018 only applies to commercial banks. The
SEC is in the process of reviewing the one for
the investment banks, but the requirements
have not yet been communicated to us.

KA-M: I would describe myself as a situational
leader; my style is very malleable. I think long
before I heard the official term for it, it had
largely been my style. However, over the years,
it has been fine-tuned and sharpened by
experience. I have learned that the best way to
connect with the people you lead is to assimilate
with their culture. I have worked with people of
different cultures across different organisations
in different countries. Leadership is not only
about title; it is about influencing people, and
you can only do that when people trust you

What is similar, however, between both
commercial and investment banks is the need
for proper internal governance structures.
Databank has a number of governance
measures in place to help protect the interests
of investors and ensure that we remain afloat.
These include reporting regularly to the SEC,
as per their stipulated timelines, reporting on
a quarterly basis to the boards that oversee
management of the mutual funds and other
investments at Databank. For example,
each mutual fund is its own limited liability

HRF: What have you had to give up or take up
to make it to this point in your career?

company and therefore has its own board
of directors. You may be surprised to know
that every quarter, I, together with the fund
managers, the Head of Finance and the Head
of Marketing, report on every action that we
took with each fund during the quarter. Those
actions include the new investments we put
money into and why, an explanation of which
ones we sold, how the expenses of the fund
were managed against what was projected,
how much money came into the fund, how
much was withdrawn, and the list goes on. We
do this eight times each quarter to ensure that
every category of investments we manage is
well scrutinized.
As part of our internal governance procedures,
we also ensure that every investment decision
(in terms of where to place money) is presented
to an internal investment committee, where
members of this committee bring their
expertise to bear. They are encouraged to
challenge the decisions being made and to
ensure that they are able to stand up to the
rigor of our investment process.
HRF: When Databank turned 25 years, you
made it clear that your goal was to have a
Databank product in every household in
Ghana? How has that developed so far?
KA-M: We are working to achieve this goal
from five standpoints: presence, technology,
partnerships, product development and
education.
When it comes to presence, one of our initial
targets after I joined the firm was to have a
presence in the eight major regions by 2020.
On this, we are slightly ahead of schedule as
we have been able to achieve this in 2018.
One may ask why Databank is still choosing
to expand when so many of the commercial
banks seem to be reducing the number of
branches they have. The answer is simple: First,
investing is a very personal decision. It is one
that people are making about their disposable
income – they are not coming to us to set
up a salaried account. As such, many people
want to see a human being that can explain
investments to them, answer questions,
explain how returns work and so on. We need
to make sure that those who want the personal
touch can have that available to them.
The second focus area is technology. We have
leveraged technology as physical presence
alone will not cut it. We have focused on
helping people deposit through mobile
money, VISA and MasterCard. We recently
launched a platform on our website (www.
databankgroup.com) that enables people to
open a mutual fund account online – a first
in our investment industry. For households
in the rural community, we believe the USSD
platform will be key.
www.hrfocusmagazine.com
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On the partnership side, we have partnered
with seven different commercial banks (Access
Bank, Barclays, Fidelity, GCB, GTBank, UBA,
Zenith) to enable clients walk into their bank
branches to make deposits into their Databank
mutual funds. With the recent addition of
Fidelity and GCB in the second quarter of 2018,
there are now over 450 commercial banking
branches across all 10 regions of Ghana that a
Databank client can walk into and invest.
On product development, I believe the
founders put Databank in a leadership position
by being the first-to-market with products that
did not exist in Ghana. Currently, Databank is
the only investment bank in Ghana with five
mutual funds – most of our competitors have
between two and three. In addition, we have
also developed a number of other investment
packages that are tailored to meet the needs
of specific groups. For example, we have the
Databank Student Investment Account (DSIA)
that is targeted to tertiary students. There is
the Databank Church Growth Account, which
is targeted at churches wanting to invest
towards projects (building or improving the
facilities). We also have Databank Nyansapo
Account, which targets informal sector
workers. The belief that underpins our product
development is that in a country with a
population of over 29 million, one or two
products cannot meet the needs of everyone.
We will therefore continue to develop more
products targeted to the needs of investors.
On education, we remain committed to
educating all Ghanaians about the importance
and benefits of investing. Many investment
firms see education as a cost and so are
reluctant to do it on a widespread basis as the
returns are sometimes not felt immediately.
However, we believe that education is key to
financial freedom and so we target everyone,
from the JHS/SHS student up to the retiree. I
also believe that when you target the tertiary
students, they will take that knowledge home
to the towns and villages in which Databank
may not be present (in their local languages)
and they will become our educational
ambassadors, thereby helping us to fulfill our
goal of getting a Databank product in every
household.
HRF: With the introduction of interoperability,
what measures is Databank putting in place to
stay competitive in the finance industry?
KA-M: Interoperability opens the door for us
to better serve our clients as it will be easier
for clients to transfer money from their mobile
wallets to their investment account without
needing to rely on a specific telco. We see
interoperability as an enhancement to our
business and will leverage on it.

www.hrfocusmagazine.com
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HRF: What has been the culture of Databank
over the years and how has it evolved? What
were some of the challenges you faced?
KA-M: There are some things about Databank’s
culture that will never change. Our core
values are leadership, honesty, integrity and
excellence. That was in place in 1990, when
the company was founded and is still core to
Databank almost 30 years later. I count myself
lucky to have worked in Databank back in
1998 when we were only 12-15 people and
were very family oriented. When I returned in
2014, that family-oriented culture still existed
to an extent, but we are now over 200 staff
and spread out across eight regions, so some
things have changed. As your company grows,
you need to ensure you have strong policies
and procedures and that those become your
guides for any decisions you make. I will not
make a decision that cannot be sustained
or supported by our policy. Over the years,
the culture has evolved, but it has been for
good reason. The respect that we have for
each other as individuals has remained of
paramount importance. Those who worked at
Databank and have moved on can attest that
“Once you’re a Databanker, you’re always a
Databanker.”
HRF: How do you collaborate with the HR
function of Databank to achieve stated
objectives?
KA-M: The success of our company, and every
company in my opinion, rises and falls on
its people. HR is therefore key to Databank
achieving its objectives, and it is a continuous
process. At Databank, we run an open-door
policy and I am in constant communication
with HR to ensure that we have a good sense
of the pulse of the staff and are responding
appropriately.
HRF: As the company grows, and you have
different business lines, how do you maintain
or encourage a focused approach to working
together?
KA-M: It is very true that as a company grows,
the likelihood of silos become more prevalent
if it is not managed well. This is especially
true when you have various profit centres
that outperform at different times. If you are
not careful, you will have some departments
having an air of superiority over others. For me,
it is important that everyone sees themselves
as part of One Databank. We are all working
toward a common goal of helping Ghanaians
to become financially independent and it
will take the collective efforts of everyone in
the company – not just one department or
a few people. Everyone brings something to
the table, so I do my best to recognise and
celebrate the contributions of all groups. I
believe I have done a good job at that based

on the feedback from staff. We are not perfect,
but we are One Databank!
HRF: If you had the opportunity to change
anything about yourself, what would it be and
why?
KA-M: This one is easy. I would have drunk
less beer and started investing earlier – from
secondary school days. That is my biggest
regret. When I look at how much money I
could have had by now, had I started investing
early and consistently, I get sad. But the good
news is, it is never too late to start.
HRF: Any final words for our readers?
KA-M: I would want to leave readers with three
pieces of advice:
• Be genuine. If you pretend, you will not be
able to sustain it. Your staff will notice and you
will lose credibility.
• Invest in your employees. Encourage them
to take charge of their own careers. Not every
company can afford to send their employees
on expensive training programmes, but
you can also look for opportunities to build
capacity through internal resource experts or
through your network of professionals, who
are often willing to come and speak to people.
• Do not be corrupt. I cannot say this one
enough. Corruption is a serious canker in
our society and it is something we need to
eliminate. I believe if everyone decides that
they will choose not to be corrupt – whether it
is taking a bribe, looking the other way or even
taking home a ream of paper from the office –
the future of our country and its citizens will be
better and brighter. If you invest toward your
future, you will have what you need financially,
and you would not need to take shortcuts
or backdoor deals. Invest wisely. Invest with
Databank.
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‘MySmartCoke’

The New Online Platform for Ordering Coke for Events

F

or any event organiser, party planner, and
for all those seeking to purchase CocaCola for parties, funerals, weddings, or
anniversaries, here comes good news: The
Coca-Cola Bottling Company of Ghana has
introduced an innovative online platform for
ordering Coke for events.

Packages Include:
Chale
Coca-Cola – 10 Cases (350ml)
Fanta Flavours - 5 Cases(350ml)
Sprite - 5 Cases (350ml)
Ohemaa
Coca-Cola – 25 Cases (350ml)
Fanta Flavours - 15 Cases(350ml)
Sprite - 10 Cases (350ml)

Dubbed ‘MySmartCoke,’ the platform, which
is a party services system, allows customers
to place orders for their events and pay using
Mobile Money (MTN, VodaCash, TigoCash
& Airtel Money), VISA/Debit Cards, and
MasterCard.
By visiting www.mysmartcoke.com, customers
would not have to worry about going to a
7x4.pdf
1
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5:13
vendor;Generic
just log
onto the
website or app,
order for any of the amazing packages listed,
pay online and, there is more, it would be
delivered! You also get the opportunity to
make a customized order. How cool is that!
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Paddies
Coca-Cola – 40 Cases (350ml)
Fanta Flavours - 25 Cases(350ml)
Sprite - 15 Cases (350ml)
PM

Bossu
Coca-Cola – 60 Cases (350ml)
Fanta Flavours - 40 Cases(350ml)
Sprite - 20 Cases (350ml)
With MySmartCoke, orders can be placed
and paid for from any part of the world and
the products are delivered at your preferred
location in Ghana: It is simple, smart, and
stress-free.

To enable Coca-Cola meet your event schedule,
placing an order must be done at least 7 days
before the event date. Once the order is placed,
you will receive an SMS and email notification
for successfully placing your order. An officer
will then contact you to arrange for delivery.
Additionally, you are given the opportunity to
cancel an order any time before 5 days to the
date you expect the products to be delivered,
should you wish to do so, and your money
would be refunded within 10 days.
According to Sabina Manu, Trade Marketing
Director at Coca-Cola, the aim of the platform
is to make life convenient for consumers and
to make the consumer’s journey as simple as
possible. “We already provide them with a full
portfolio of drinks and that is why we are going
online to reach people all over the world,” she
said.
MySmartCoke is also available as an app on
Google Play Store and can be downloaded for
free
MySmartCoke - Global Orders, Local Deliveries

Top 40 HR Practitioners Doing ‘Big Things’ in 2018 is a listing established by HR
Focus magazine to celebrate and applaud HR department heads, who have excelled
in Human Resource Management in their organisations across a wide variety of
industries in Ghana.
Those selected were seen by a Technical Team to be doing a number of the following:
•
•
•
•
•
•

Developing a strong employer brand
Demonstrating a strong focus on developing of people (every company’s most
important asset) in their organisations
Leading or playing a major role in Change Management Programmes
Developing HR initiatives within and outside of their organisations
Contributing significantly to the development of the Strategic HRM agenda in Ghana
Gaining recognition (awards) for work done in HR

www.hrfocusmagazine.com
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Mrs. Amma Benneh-Amponsah
Human Resources Executive,
MTN Ghana
Doing ‘Big Things’
in 2018

Amma was awarded the HR Practitioner of the Year at the 2017 HR Focus
Awards. She has an eye for people development and a vibrant organisational
culture. Through her leadership and initiatives, her organisation was given
the Investor in People Advanced Gold Accreditation, the first organisation
in Ghana to be recognised as such. She has contributed to developing HR
initiatives both within and outside her organisation and has won a number
of awards for her sterling HR exploits. For these reasons and many more,
Amma was listed as one of the Top 40 HR Practitioners Doing ‘Big Things’ in
2018.

Angela Abraham

HR Director,
The Coca-Cola Bottling Company Ghana (TCCBCG)
Doing ‘Big Things’
in 2018

Angela is a forward-thinking HR Strategist with strong operational and
leadership capabilities. She has a track record of reengineering and
positioning HR as a strategic function at the executive committee level. At
TCCBCG, she has worked diligently to foster positive change and develop
the right people to fit TCCBCG’s culture. It is for these reasons and more that
she was selected as one of the Top 40 HR Practitioners Doing ‘Big Things’ in
2018.

Mr. Eric Adadevoh

HR Director,
Guinness Ghana Breweries Ltd (GGBL)
Doing ‘Big Things’
in 2018

Eric has contributed to driving business strategy in GGBL. He has successfully
led the leadership team to drive higher engagement scores in the company,
showing an increase in employee satisfaction. With assistance from his team,
he has driven initiatives to equip local talent to fill senior roles. His efforts to
improve talent development, gender diversity and performance culture in
GGBL are laudable. As an award winning HR Practitioner, it is no wonder that
he was listed as one of the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

www.hrfocusmagazine.com
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Mr. Stephen Adeakye
Head of Human Resources,
Omnibank
Doing ‘Big Things’
in 2018

Stephen is a seasoned HR Management Practitioner in the manufacturing
and finance industries. With strong experience in the areas of Policy
Development, Outsourcing, Employee/Industrial Relations, among others,
he has immensely contributed to the HR industry in Ghana by helping a
lot of indigenous organisations set up Human Resource Departments.
At Omnibank, he has built a robust workforce and culture and led his
organisation to win awards such as the Promising HR Management in the
Finance Sector. It is for these reasons and more that Stephen was listed as
one of the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Mr. Edward Adu
Head - Human Resource,
Zenith Bank
Doing ‘Big Things’
in 2018

Edward has contributed significantly to the development of strategic HR
management in Zenith Bank, hence making it to the HR Focus Top 40 HR
Practitioners Doing ‘Big Things’ in 2018. He demonstrates a strong focus on
the development of people; his company’s most important asset.

Mrs. Stella Agyenim-Boateng
Group HR Director/Consultant,
GLICO Group
Doing ‘Big Things’
in 2018

www.hrfocusmagazine.com

Stella is one of Ghana’s most influential Human Resource Practitioners. She
is passionate about HR Strategy, Resourcing & Talent Management, Learning
and Development, to mention a few. At GLICO, she has channelled her
vast experience into providing HR services for the entire GLICO Group. It
is for these reasons and more that she was listed as one of the Top 40 HR
Practitioners Doing ‘Big Things’ in 2018.
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Ms. Hannah Ashiokai Akrong
Director of Human Resources,
Vodafone Ghana

Doing ‘Big Things’
in 2018

Ashiokai is a human resource professional with over 16 years’ global HR
experience in Africa, Europe, and the United States. At Vodafone, she sets
the overall HR strategy for the organisation and also has direct oversight
responsibility of Fleet, Property, and Health, Safety and Well-being. She has
led the HR team at Vodafone to win a number of awards including: Employer
of Choice, Best Organisation in Employee Relations, amongst others. For
gaining recognition for work done in Human Resource Management and for
maintaining a strong employer brand, Ashiokai has been selected as one of
the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Mrs. Mercy Amoah
Human Resource Manager,
VIVO Energy
Doing ‘Big Things’
in 2018

Mercy plays a great role in developing Human Resource initiatives in
Vivo Energy, playing a major role in maintaining the good culture in her
organization. With over twenty years of experience in Human Resources,
Marketing and Change Management, she has worked in multiple industries
such as Energy, Finance and FMCG. She is passionate about people and has
exhibited this in her team building prowess, over the years. These are some
reasons why she is one of the Top 40 HR Practitioners Doing ‘Big Things’ in
2018.

Mr. Kwame Annor

Chief Human Resource Officer (CHRO) (Immediate Past),
AirtelTigo Ghana
Doing ‘Big Things’
in 2018

Kwame is an experienced Human Resource Practitioner in the fields of
policy and procedure development, talent acquisition practices, talent
development, among others. At AirtelTigo, he has been instrumental
in onboarding workers in the recent company merger, effectively
communicating and aligning employees to the new company vision and
strategy. It is for these reasons, that Mr. Annor was listed as one of the Top 40
HR Practitioners Doing ‘Big Things’ in 2018.

www.hrfocusmagazine.com
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Amma Korantemma Ansah

General Manager,
Group HR – Enterprise Group

Doing ‘Big Things’
in 2018

Amma’s strategic HR initiatives within Enterprise Group Ltd. has earned her
a slot on the Top 40 HR Practitioners Doing ‘Big Things’ in 2018 listing. She is
dedicated to delivering excellent human capital experience throughout the
employee life-cycle.

Mr. Kenneth Antwi
National Head,
HR – Olam Ghana Ltd.
Doing ‘Big Things’
in 2018

Kenneth’s role has responsibility for five other countries in the West African sub
region. With over 17 years’ experience in senior leadership roles at regional
and country levels across industries, he has contributed to the formulation
and implementation of HR policies for the benefit of various institutions. For
successfully exhibiting consistency in managing a highly diverse staff over
the years, he has been named one of the Top 40 HR Practitioners Doing ‘Big
Things’ in 2018.

Mrs. Rosemary Aryee

Head of Human Resources and Administration,
StarLife Assurance
Doing ‘Big Things’
in 2018

www.hrfocusmagazine.com

Through Rosemary’s HR initiatives, she has contributed to the development of
a strong employer brand of her organisation. She has demonstrated a strong
focus on developing the people at StarLife Assurance, thereby contributing
to the development of a strong HR agenda. It is for these reasons that she
was listed as one of the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.
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Mrs. Akosua Asamoah
Human Resources Manager,
GC Net
Doing ‘Big Things’
in 2018

Akosua is a seasoned human resources professional with a broad HR
generalist background and proven record in developing and implementing
HR policies. At GCNet, she has excelled at creating an appealing work
culture and as such, has attracted and held top-notch talent needed by
her organization. Her efforts at being a strategic HR Business Partner to the
GCNet leadership are worthy of note and earned her a spot on the HR Focus
Listing: Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Mrs. Irene Asare

HR and Business Services Director,
Tullow Ghana Ltd.

Doing ‘Big Things’
in 2018

Irene has international experience in strategic HR management. She has
maintained a strong employer brand, developing ambassadors and a
robust workforce at Tullow Ghana. She is a change management guru,
having driven a number of change management initiatives. Thanks to her
ingenious interventions, Tullow has a seamless localisation journey for its
employees. This year, she has launched an HR mentoring programme for HR
Professionals and is an award-winning HR Practitioner who has led her team
to win multiple awards such as; Best HR Management in Energy & Natural
Resources – HR Focus Awards 2017, among others. It is for these reasons
and more, that she is one of the Top 40 HR Practitioners Doing ‘Big Things’
in 2018.

Mrs. Barbara Humphrey-Ackumey
Country HR Manager,
YARA Ghana
Doing ‘Big Things’
in 2018

With over 15 years’ experience, Barbara has a passion for improving the
lives of the people she works with. In her role at Yara Ghana, she has been
effective in talent acquisition towards achieving the company vision and as
such, she has been a true HR Business Partner to the company’s strategic
goals and leadership. These are some reasons Barbara was listed as one of
the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

www.hrfocusmagazine.com
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Dr. Berrard Amuah Hazel

Head of HR (Immediate Past),
Old Mutual Ghana
Doing ‘Big Things’
in 2018

Hazel is a multiple award-winning HR professional with over 20 years’
experience. She is a strategic HR Business Partner to the leadership team of
Old Mutual, with expertise in Cross-Cultural Coaching, Talent Management
& Retention Strategy, among others. As Head of HR, she has played a major
role in change management programmes that have developed Old Mutual’s
employer brand. These are some of the reasons she was listed as one of the
Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Mr. Samuel Kwame Boafo
Head of Human Resources,
CalBank Ltd.

Doing ‘Big Things’
in 2018

Samuel’s initiatives during the recent rebranding of CalBank to ensure the
readiness of staff and the enhancement of the organisational culture has
earned him a place in the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.
He has a passion for people development and has championed efforts to
bridge the gap between industry and academia. He also has a deep interest
in developing the human resource of the country and has played major roles
in many change management initiatives.

Mr. Owusu Boahen
Director of Human Resources,
Fidelity Bank
Doing ‘Big Things’
in 2018

www.hrfocusmagazine.com

Owusu is an HR specialist who has extensive experience in Human Resource
Management in the Banking and Finance Industry in Ghana. He has been
a vital player in the work culture at Fidelity Bank. With a team of dedicated
professionals, he helped institute strategic Human Resource policies and
built a framework that effectively aligned employees to the bank’s growth
agenda. For these and more, he won a place on the Top 40 HR Practitioners
Doing ‘Big Things’ in 2018 listing.
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Mrs. Akwelley Bulley-Kwakyi
Director of Human Resources,
UMB Bank
Doing ‘Big Things’
in 2018

Akwelley’s impact in UMB’s work culture has won her a slot on the Top 40
HR Practitioners Doing ‘Big Things’ in 2018 listing. She has helped foster a
unique culture, making UMB Bank a vibrant place to work and do business.
Her passion to develop the next generation of leaders is unmatched in her
mentoring and coaching of the youth.

Mr. Ben Danquah
Snr Vice President,
The Royal Bank

Doing ‘Big Things’
in 2018

Ben is an experienced human resource practitioner with a keen eye on
Performance Management. He has demonstrated strong focus on people
development and change management programmes. At Royal Bank, he
has contributed to the development of strategic HR initiatives and has
contributed and impacted the development of HR in his organisation. It
is for these reasons and more that Ben was listed as one of the Top 40 HR
Practitioners Doing ‘Big Things’ in 2018.

Ms. Henrietta Denanyoh
Head of Human Resources,
Star Assurance Company Ltd.
Doing ‘Big Things’
in 2018

In her role at Star Assurance, Henrietta has been an effective HR Business
Partner by drawing a mutually beneficial balance between realisation of
business goals and employee job security and satisfaction. It is for these
reasons and more that she was listed as one of the Top 40 HR Practitioners
Doing ‘Big Things’ in 2018.

www.hrfocusmagazine.com
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Mr. William Easmon
Director of Human Resources,
Barclays Bank

Doing ‘Big Things’
in 2018

William is a seasoned HR practitioner with a strong inclination towards
strategy, efficiency, collaboration and simplicity. He believes in building the
human and organisational capacity of a business to achieve strategic goals
and has worked towards this in Barclays Bank. He is passionate about creating
an agile work environment by aligning the people agenda to the business
strategy in a rapidly changing industry. His quest to grow talent from within
the organisation has impacted the careers and lives of the employees and
earned him a slot on the HR Focus Listing: Top 40 HR Practitioners Doing ‘Big
Things’ in 2018.

Mr. Kojo Essel

Head of Human Resources,
GCB Bank Ltd.

Doing ‘Big Things’
in 2018

Over the years, Kojo has worked in various positions in the areas of Consumer
Banking, Credit/Risk, Treasury in the money market Environment, among
others. He believes in hard and quality work and is passionate about welfare
issues. At GCB, he has strived to improve upon the welfare of employees,
knowing that employee welfare is key in employee satisfaction. It is for
these reasons and more that he has been chosen as one of the Top 40 HR
Practitioners Doing ‘Big Things’ in 2018.

Mr. Abubakar Kwame Essuman
Head of Human Resources,
Bank of Africa - Ghana (BOA)

Doing ‘Big Things’
in 2018

www.hrfocusmagazine.com

Abubakar has had a wide range of experience in HR Planning and Strategy
Development, HR Policy Design and Review, Leadership and Management
Development, among others. His vast experience has equipped him to
impact positively on the work culture at BOA. He is actively working towards
becoming an expert in Management Consulting and his efforts in Talent
Management and Employee Counselling and Executive Coaching are
laudable. Hence, he has been listed as one of the Top 40 HR Practitioners
Doing ‘Big Things’ in 2018.
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Ms. Gifty Fordwuo

Head of Human Resources,
Standard Chartered Bank Ghana Ltd
Doing ‘Big Things’
in 2018

Gifty has worked as a true business partner to the leadership team of
Standard Charted Bank, by ensuring proper alignment of the organisation’s
people strategy to the overall company strategy.
She earned a slot on the HR Focus listing: Top 40 HR Practitioners Doing ‘Big
Things’ in 2018, by her efforts at people development at SCB.

Mrs. Efua Garbrah Sarfo
Director of Human Resources,
Volta River Authority (Immediate Past)
Doing ‘Big Things’
in 2018

Efua is a human capital specialist and strategic leader. In her role at VRA, she
has brought positive changes in work culture, turnaround times, adherence
to policies, fair treatment of staff and work-life balance. Her special interest
in health & wellbeing, and wellness & safety has strongly influenced her
strategic management of the workforce at VRA. For her exceptional efforts in
people development, among other reasons, she was listed as one of the Top
40 HR Practitioners Doing ‘Big Things’ in 2018.

Mr. Kwamina George
HR Director, GHACEM

Doing ‘Big Things’
in 2018

Kwamina has been a strategic business partner to the leadership of GHACEM
for many years. In his role as the HR Director of GHACEM, he has been
invaluable and has led multiple employee engagement programmes in a
bid to increase employee satisfaction and productivity. His dedication and
hard work has elevated people development initiatives in his organisation. It
is for these reasons and more that he was selected as one of the Top 40 HR
Practitioners Doing ‘Big Things’ in 2018.

www.hrfocusmagazine.com
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Mr. Joseph Kuukpen
HR Manager,
Eaton Towers Ghana

Doing ‘Big Things’
in 2018

Joseph is an astute HR leader with over 15 years’ experience. He has
successfully driven strategic HR initiatives to realise bottom line results
and enhance employee engagement in Eaton Towers. He has proven
to be a change agent by creating HR Frameworks and rolling out HR
Programmes that have impacted the company’s bottom line positively. As
a true HR Business Partner, he has developed business insight and linked
the company’s HR strategy to the organisational goals. These are but a few
reasons why Joseph was listed as one of the Top 40 HR Practitioners Doing
‘Big Things’ in 2018.

Mr. Chris Mills
HR Director,
Expro Gulf

Doing ‘Big Things’
in 2018

Chris has a passion for developing and grooming young talents to become
global leaders. He introduced the ‘The Advanced Leadership Programme’
at Expro Gulf, which was designed to equip newly promoted managers
with technical and behavioral competencies to work effectively. Through
his transformational leadership, his team has created an excellent working
environment to support the business in achieving its goals. These are some
of the reasons Chris was listed as one of the Top 40 HR Practitioners Doing
‘Big Things’ in 2018.

Ms. Emelia Narh

HR Manager, Accra City Hotel

Doing ‘Big Things’
in 2018

www.hrfocusmagazine.com

Emelia is a seasoned HR practitioner with a strong background in the
hospitality industry and talent management. She has a passion for employee
welfare and development and has fostered a smooth workflow at Accra City
Hotel by ensuring job satisfaction and best practice within the organisation.
She has worked towards developing employee capacity and creating a
competitive environment where every team member can actively contribute
to achieving the company’s vision. It is for these reasons and more that she
was selected as one of the Top 40 HR Practitioners Doing “Big Things” in 2018.
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Mrs. Janet Ibukun Ogundipe
Country HR Manager,
Maersk Ghana
Doing ‘Big Things’
in 2018

Janet is a creative HR professional with a passion for what she does.
With experience that cuts across the full spectrum of the HR Profession,
she continues to make impact in the work culture at Maersk. She has
fostered employee engagement through on-time creative initiatives, and
amplified talent management by promoting employee visibility and career
management. It is for these and more reasons that Janet has been listed as
one of the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Ms. Mary Mintah

Head of HR Department,
Food and Drugs Authority (FDA)
Doing ‘Big Things’
in 2018

Mary Mintah has been a strategic business partner to the leadership team of
FDA, ensuring that the human resources initiatives are completely aligned
to the strategic goals of the institution. At FDA, she has ensured rigorous
engagement between employees and management thereby changing
work culture and enhancing productivity. It is for this reason and many more
that she was listed as one of the Top 40 HR Practitioners Doing ‘Big Things’
in 2018.

Mrs. Daphne Oppong

Regional HR Head, Ecobank Group –
Anglophone West Africa
Doing ‘Big Things’
in 2018

Daphne Oppong is an outstanding HR Practitioner with experience in
the banking and FMCG industries. At Ecobank, she has been a strategic,
resourceful and proactive professional who values team work, integrity, and
employee wellness. She has contributed to the development of Ecobank’s
employees and has played a part in influencing the strategic business
decisions of the company. It is for this reason and more that she was listed as
one of the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

www.hrfocusmagazine.com
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Mr. Lawrence Osei-Kuffuor
Director of Human Resources,
Electricity Company of Ghana

Doing ‘Big Things’
in 2018

Lawrence has worked as a strategic business partner to the leadership of
ECG and has ensured that training and development, health and safety,
as well as welfare and benefits to the staff of the organisation are at their
optimum. He has introduced innovation in HR information systems and has
worked towards improving employee engagement and satisfaction in the
company. It is for these reasons and more that he was selected as one of the
Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Mr. George Kofi Panford
Head of People,
Hollard Insurance Ghana Ltd.

Doing ‘Big Things’
in 2018

George is an HR Practitioner with special interest in people management
and research. His extensive experience in HR management has been in the
areas of Talent Management, Learning & Development. At Hollard, he has
worked towards improving the recruitment & on-boarding programme,
aligning employees to the company’s strategic goals. It is for this reason that
he was selected as one of the Top 40 HR Practitioners Doing ‘Big Things’ in
2018.

Mrs. Catherine Abadji
Human Resource Manager,
L’Oreal West Africa
Doing ‘Big Things’
in 2018

www.hrfocusmagazine.com

Catherine has excelled as an HR specialist in an internationally built brand in
Ghana and this has earned her a slot on the Top 40 HR Practitioners Doing
‘Big Things’ in 2018 listing! At L’Oreal, she has managed a diverse workforce of
varying cultures and has worked on localizing and interpreting international
policies to suit local business needs in the areas of recruitment, selection and
onboarding, as well as integrating staff into the local system. Additionally,
she has worked extensively on Talent Mangement and Succession Planning.
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Mr. Delanyo Ayee Quayson
Executive Head of Human Resources,
UniBank Ghana Ltd.
Doing ‘Big Things’
in 2018

Delanyo has professional experience in Human Resource Practice both
in local and multinational companies. At UniBank, he has initiated and
implemented HR strategies to reach the bank’s strategic goals in their people
and organisational development. His efforts at influencing work culture
at UniBank are worthy of note. For these reasons and more, he has been
selected as one of the Top 40 HR Practitioners Doing ‘Big Things’ in 2018.

Mrs. Dora Yeboah-Boateng
Group Head of Human Resource,
Jospong Group

Doing ‘Big Things’
in 2018

Dora Yeboah-Boateng is an HR Professional with over 20 years’ experience
across many industries such as the finance and telecommunication
industries. At Jospong, she has successfully implemented HR strategy in a
Group of companies with over 30 subsidiaries, specializing in learning and
development, employee engagement and performance management. It
is for these reasons and more that she was listed as one of the Top 40 HR
Practitioners Doing ‘Big Things’ in 2018

Mr. Kenneth Owusu -Twumasi
Head of Human Resources,
ARB APEX Bank

Doing ‘Big Things’
in 2018

Ken has been an HR professional for the past 27 years in the financial services
sector. He played a pioneering role in the establishment of the ARB Apex
Bank Ltd. and the Human Resource and Administration Department in 2000,
and has been the Head since then. He has been an HR consultant for some
Rural and Community Banks (RCBs), leveraging on his wealth of expertise
and experience to revamp the HR function and practices in the RCB,
especially in the areas of recruitment and selection of senior management
staff, performance management, learning and development, and industrial
relations. For his exceptional efforts in HR development, among other
reasons, he was listed as one of the Top 40 HR Practitioners Doing ‘Big Things’
in 2018.

Mrs. Yvonne Wiredu-Akpabli
Head of Human Capital and Administration,
Databank

Doing ‘Big Things’
in 2018

Yvonne is a highly trained HR professional with experience in managing a
broad spectrum of human resource programmes, services and functions.
She possesses a strong command of recruitment & selection, performance
management, employee engagement, training & development and
compliance issues. Her ability to work well with people from multi-cultural
backgrounds has improved her understanding of individual employee
needs which she is applying at Databank. These are some of the reasons that
placed her on the Top 40 HR Practitioners Doing ‘Big Things’ in 2018 listing.
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Dr. Mrs. Ellen Hagan
Dear Agatha,
I understand your concern. It is not uncommon to find some new
managers trying to stamp their authority to show they are in control.
However, can we also consider how the correction is given. Is it given in
front of all the other staff? Could it be that in giving your correction, you
make her feel like you know more than she does – a clear case of the
“Me ba ha atse” attitude? In whichever way you look at it, the supervisor,
who is now your boss, has the right to exercise her discretion and
leadership in the role she was employed for. That does not mean you
should not offer your assistance, especially since your employers asked
you to work together. One thing you should know is that you are both
My problem is that the newly employed supervisor does not seem to be working to steer your organisation to a positive place. If you hold back
interested in my help. When I try to direct her on some issues that I am and something goes wrong, you may be held equally accountable for
sure she is not conversant with, she totally ignores me or my directive. She any damage.
seems to be fully immersed in the role, and I fear that without guidance,
she may make big mistakes. I do not want it to look like I intentionally For this reason, I suggest you continue to offer a helping hand. If she
made her fail because I was not given the role. I do not know what to continues to reject your assistance, talk to her about how that is affecting
do. Should I insist on guiding her, and offering my assistance or should I the organisation. If this does not work, report to a higher authority but
just leave her be?
you should have some form of evidence - document the day, time and
issue for which your assistance was offered and rejected. This way, you
Regards,
will have proof of having played your part.
Agatha
I hope this hitch with your boss will not keep you from still enjoying your
work.
I work in the hospitality industry in a hotel. I have been working in the
capacity of acting supervisor. I enjoy working in this Hotel, as other staff
members are easy to work with. For six months, I worked in the capacity
of ‘Acting supervisor.’ Recently, my organisation hired a new supervisor.
Though I was not fully inducted into the role, I was enthusiastic to assist
the supervisor when she was hired. Under instruction, I was expected to
work with her and guide her in the trades of the industry, as this is her
first role in the hospitality industry.

www.hrfocusmagazine.com
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Three Schools make it to the grand finale of the

MTN/HR Focus Business Challenge

T

hree Schools: Kwame Nkrumah University of Science and
Technology, University of Ghana Business School, and University
of Professional Studies Accra, have progressed to the final stage of
the MTN/ HR Focus Business Challenge 2018.
This year’s preliminaries were organised in three editions of various
zones. On 16th April 2018, the Northern Zone which was made up
of the Kwame Nkrumah University of Science & Technology (KNUST),
Presbyterian University College, and Takoradi Technical University
competed with KNUST emerging as the winner. The southern zone was
made up of six schools and were further divided into two cohorts. On
the morning of 20th April, Cohort A; UGBS, Accra Institute of Technology
and All Nations University College competed against each other with
UGBS emerging winner. Cohort B competed in the afternoon and the
schools were: UPSA, Wisconsin University College and the HR Focus
Business Challenge Defending Champions - Pentecost University
College. UPSA emerged as winners in Cohort B. Participating schools
were represented by 5 students each and were tasked with different
cases for them to discuss and provide solutions to. The judging criteria
included creativity, teamwork, feasibility, innovation, and presentation.

Representatives of HR Focus Magazine

Team KNUST

All participating schools were given souvenirs from MTN Ghana.
There were three sets of judges for the MTN/HR Focus Business
Challenge. The panel of judges comprised industry experts and
professionals such as Mr. John Armah- CEO of Orios Group, Madam
Joyce Awua – Senior Manager, HR Operations, MTN Ghana, Mr. David
Mills – Snr. HR Officer, L’AINE Services, Mr. Jeremiah Boabeng – CEO of
Buabeng Communications, Mrs Ruby Afua Golo – Founder & C.E.O of
Global Trade Consult, and Mr. Samuel Agyeman Prempeh, Events and
Media Officer, Focus Digital.
The Finals of the MTN/HR Focus Business Challenge, which seeks to
unearth the entrepreneurial potential of students and jobseekers,
is slated for October as a facet of the annual HR Focus Conference,
organized by the HR Focus Magazine.
The preliminaries of the MTN/HR Focus Business Challenge were
organized at the LOC Events Centre at Adabraka in Accra and was
sponsored by MTN Pulse, L’AINE Services, Business Television Africa,
Kasapreko, and Radio Universe and powered by Focus Digital.

Presentation by a Participating School

A Cross-Section of Participants

Team UPSA

Team UGBS

www.hrfocusmagazine.com

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

Recruitment
Outsourcing
Training
Payroll Services
Career Guidance
Organisational Development

We live for HR Solutions

PROFESSIONAL IN
HUMAN RESOURCES (PHR®)
(A 13-Week Preparatory Programme)

Date:

25th - 17th
Aug Nov

2018
Time:

9:00am – 4:00pm
(Prompt)
Saturday Lectures only

Venue:

L’AINE Training Centre,
Adabraka

Alswell Nyarko, SPHR GPHR
Course Facilitator:
A successful HR practitioner with over
20 years’ strategic and operational
experience across multiple industries,
namely: oil & gas, construction, mining
and consulting. He is one of about only
three (3) Global Professionals in Human
Resources (GPHR) in Ghana

To register your staff, please call David Mills on 056 006 0926 or
send an email to hrconsulting@laineservices.com
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Career Advantage:
Valuable Relationships to Court
in Your Career Trajectory

To progress in your career, it is important to know these pointers:
Networking: According to Les Brown,
‘Your network will determine your net
worth.’ A network defines the people in
your space, the contacts you keep, the
business partners you relate with and the
friends you have. At each point, you are an
average of the closest people within your
contacts, one great mind explains. In our local
parlance, we refer to this powerful relationship
and call it ‘who you know.’ In fact, while ‘who
you know’ is important ‘who knows you’ is
equally priceless. Having the right people
within your closest circle can impact you in
many ways:
Inform the decision you make
Impact on your personal and corporate brand
Dictate the pace of your growth
Mentoring: The
classic
Greek
mythology ‘Odyssey’ presents an
intriguing insight into the old age ‘nearpaternal relationship;’ Mentorship. This
describes the situation where an experienced
person imparts wisdom to a less experienced
person often called a protégé or mentee. In
your career you will benefit from a mentor in
varied ways:
A mentor will guide you to avoid potential
pitfalls .
A mentor will help you to achieve, in relatively
short time, what they spent years to know or
achieve.
A mentor brings clarity to your vision.
Public Speaking:
You are a store house of amazing stories,
untold speeches and applaud-winning
presentations. Public Speaking is a science
of having a relationship with communication.
Importantly, it instructs on knowing how to
speak with people, stand and communicate in
front of small or large groups and your ability
to make presentations.
You do not have to ascribe to be in mainstream
media before you value public speaking.
Having friends who are public speakers is

www.hrfocusmagazine.com

important but not enough, be one yourself. It
is a skill that can help you:
Become an authority at what you do
Project the intended image of your brand
Sales:
The sustainability of a company is
undergirded by its cash flow principle.
From small, medium to large scale
organisations, a business without a defining
and rewarding revenue stream will hibernate
without plan. The sales division of every
company is thus priceless, as the cash inflows
of the company is what keeps it moving. For
your personal career growth, it is important
that you become your own sales man
irrespective of the department of the company
you operate. Make friends from the sales
department to understand the art of selling.
When you capture the sales relationship you:
Will be indispensable in any organization
You can sell ice to an Eskimo
You make the revenue of the company to be
upwardly mobile.
Brand Experts:
Appearance is important. The term
brand stands to present itself to many
definitions that underscore authenticity.
It transcends a logo, a design, or a symbol.
While these elements are important to
branding, a brand is who you are and what
you stand for. A brand is what people know
you for. It is a function of how you present
yourself and the mental appeal you invoke
in the minds of people. A brand dictates the
feelings and passion that exudes from people
when that brand is communicated. Make
relationships with brand experts to advise you.
Very importantly, learn the fundamentals and
gradually grow to understand:
Personal branding
Reputational Equity
Brand positioning
CEO: The CEO is the highest
administrator of the organisation.

by Samuel Agyeman-Prempeh

Knowing the ‘boss’ of your company is critical.
Know every information possible (within
reasonable boundaries) about your CEO and
take it to the next level by making sure he or
she knows you. What can you do to merit the
attention of your CEO?
On the other hand, at every level of
engagement with a client, you are the CEO of
the company you work for. The client knows
no other person but you. To him or her, you
are the company. What do you think about
carrying yourself as the CEO? What will that
mean?
It will advise you to:
Let the burdens of the company be yours.
Align your goals to fit into the vision of the
company.
Work much more than any other staff.
Human Resource Manager:
The HR department is a conduit
between the staff of an organisation
and its management. The HR manager
represents the staff at management meetings
and represents the management at staff
meetings. Decisions of hiring or recruitment,
appraisals, dismissals and recommendations
remain a cherished function of the Human
resource team. It is important that you have a
good relationship with your HR Manager and
the HR managers of other companies.
Essentially however, you are your own human
resource manager. Your investment in your
personal development may determine
your hire or promotion. Your conduct and
performance on the job will reflect on your
appraisal. When you know you are your own
HR, you value growth; you do not stop learning.
As your own HR, you can:
- Determine your salary
- Influence your promotion
- Be the star at your work
place.
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Presenteeism

Productivity
Vs

by Delali Atsuvi

W

orking hours play an informational
role about the work you do and
the compensation that goes with
it. Your period of engagement spans the
agreed working time and the activities that
are supposed to be done during that period.
Whilst this has been agreed on by both the
employer and employee, the next stage is
for employers to ensure the maximum use of
the time - between reporting and departure
periods.
For most organisations, the first point of call
when an employee enters the organisation is a
log in system to record your presence at work
and to check compliance to the attendance
system. This is achieved through the
traditional notebook/logbook or its redefined
technological tools like biometric system.
Even though the objective is clear, varying
and emerging trends are questioning the sole
objective of the system.
While the attendance system places a
record of one’s presence at the workplace
a yawning aspect of full compliance is also
the measurement of productivity of the

worker. How does one’s compliance to the
rules contribute to one’s productivity at the
end of the day? It then becomes a matter of
presenteeism rather than productivity. Mr.
A enters the office before 8am regularly in
accordance with the rules but exhibits poor
work attitude. Despite his full compliance,
there is a gap in the main objective for his hire
and by extension, the company’s bottom-line.
Another aspect worth considering is the onesize-fits-all approach. It has become necessary
for organisations to consider an employee’s
personal
productivity
pattern?
Some
employees are wired to be very productive
within a certain period of the day whilst others
are more productive at other times. Based on
the type of job, the attendance system should
be made flexible to still capture the presence
of the worker but also consider the work
schedule and productivity pattern to ensure
the maximum output. After all, the most
important measure of work will be to produce
a particular result. That will not only become
possible through attendance but transforming
one’s attendance into activities that produce
the desired results.

In terms of its usage, some attendance systems
are largely exclusive to junior officers and
supervised by senior officers. Instead of serving
as a check on the whole institution, it is situated
as an evaluation tool for the junior officers.
Meanwhile, the responsibilities and actions of
all staff contribute to the growth or otherwise
of the organisation. Work is expected to be a
team endeavour, therefore all hands must be
on deck to achieve the goal. Our presence at
work is the beginning, but our collective effort
will bring the bigger results. Let accountability
be the way to go.
The narrative on the clock-in system should
move from the compliance point of view to
include productivity and the different ways
this can be achieved. Let the conversation
continue!

Internal Control Officer,
OmniBank
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Knowing Your
Investment Needs
by Wendy Nyavor

I

nvesting in today’s world can be very puzzling,
and infuriating especially to individuals
who have very little or no knowledge about
investment. The issue is that most investors
have no clue where to invest their money. While
there are endless investment options available
out there, the number of investing possibilities
is increasingly overwhelming, and this can be
very frustrating as individuals spend so much
time analysing available options. Individuals or
potential investors may end up not investing
at all and the little cash they have set aside will
eventually get swallowed up by tons of bills.
I realise this challenge as I come across many
potential investors with confusion written
on their faces as they struggle to find simple
answers to some investment questions
including;
1. What factors do I consider before investing?
2. How secured is the Investment?
3. Where can I invest?
These and many more questions bug the
minds of many potential investors. It lies within
my position as a Professional Investment
Advisor to help investors answer some of these
questions.
Before setting out to start an investment, there
is the need for investors to conduct a selfassessment which would assist them identify
their strengths and weaknesses. It is therefore
very necessary for investors to consider the
following;
Risk Level
Risk assessment is very important as you plan
to start an investment. An individual’s personal
tolerance to risk is a major determinant in
shaping his investment strategy and portfolio
structure. Depending on one’s age, income,
preferred investment returns, past exposure
to investment products and goals, a person
is likely to be aggressive, moderate or
conservative when it comes to investing.
Age
Age is another very important factor to
consider when investing. Age influences an
investor’s investment portfolio and also helps
www.hrfocusmagazine.com

to identify what exactly to invest in. When
it comes to investing, being young is an
advantage because you have more years to
accumulate your returns and you are better
able to diversify your investment portfolio.
Investment Goals
Although a very important point to consider
when investing, it is mostly taken for granted.
Investment goals for most investor’s ranges
from wealth creation, investing to build,
investing to buy a car, for educational
purposes, for children, for funeral and for
many other reasons that may be known to the
investor, which may be influenced mostly by
the investor’s preference. It is advisable to have
an investment goal and this should be guided
by a professional to assist with the investment
plan.
Speak to a Professional
Just as we visit the doctor when sick and just
as we take our faulty cars to the mechanic,
the same can be done when handling
money. It is important for investors to
seek professional assistance in handling
their money hence the need to speak to a
professional, who is determined to assist
investors with an effective investment plan.
However, identifying a professional in recent
times can be very challenging with everyone
posing as one. It is therefore important for
investors to visit licensed investment firms as
they are mandated to employ the services of
Professional Investment Advisors to provide
advisory services to clients at little or no cost.
The big questions after identifying the factors
needed to be considered before investing are:
What to Look out for before Investing? How
Secured Is My Investment? Before handing
money over to anyone for investment, it is
important to consider the following;
• Regulators
To entrust anyone with your hard-earned
money, you should know their regulators
because the market is unpredictable and
there are numerous Ponzi schemes waiting to
explode. Knowing the regulators of investment
institutions and firms helps investors to reduce
the risk of investment by guaranteeing the

reliability of their investment. In Ghana, the
major regulators in the financial markets are
Bank of Ghana (BoG), Securities and Exchange
Commission (SEC) of Ghana, National Pensions
Regulatory Authority (NPRA), and National
Insurance Commission (NIC) of Ghana, who
regulate the Pension Fund companies and the
Insurance companies respectively.
• Office Location
It is advisable to know the office of your
investment firm in order to be sure that it is
not a Ponzi scheme. A well regulated financial
institution should have a well-structured
office location which is easily identifiable and
should be incorporated under the Companies’
Code, 1963 ACT (179). The firm should also
display the company’s name, the certificate of
incorporation, as well as the license to operate
as a fund manager for all to see.
• Investment Document
After investing with a firm, an investor is entitled
to an Investment Certificate. This certificate
bears the name of the investment firm and the
address and contact details of the investment
firm. It also indicates the full details of the
investment purchased by clients. Investors are
encouraged to take their certificates since they
serve as evidence to their investment should
a problem arise. In cases where certificates
are not available, it is necessary to insist on a
receipt or a proof of payment once you give
money out.
There are different investment options but
the most used options in Ghana are the; The
Capital Market, The Money Market, The Bonds
Markets, The Derivatives Market, The Forex
Trading Market, among others.
As you think of investment, consider the above
and make an informed
decision bearing in mind
that ignorance is not an
excuse.

Investment Analyst,
InvestEye Capital Partners Limited
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Long Waiting Times
A Bane of Healthcare Systems

by Dr. Paul Doe

T

he length of the hospital waiting time
is inversely proportional to patients’
perception of the quality of healthcare
delivered, and patients’ satisfaction. The longer
your patients wait to see the doctor, the less
satisfied they will be. No one likes to wait for
long periods for a service, and healthcare is no
different. In that regard, patients have been
known to get angry and walk off after waiting
for great lengths of time. Others have lost their
calm and assaulted health personnel.
Healthcare is quite different in other regards
though in the sense that the people who
come to the hospital are generally not too
eager to be there in the first place. Most people
would usually not go to the hospital or clinic
unless they absolutely had to. Queuing up at
Disneyworld is not the same as queuing up
in a hospital OPD. The former has the promise
of certain fun. The latter generally holds no
promise of any kind of fun for the patient.
HOSPITALS NEED TO PAY ATTENTION
Public hospitals
The hospital waiting time is one parameter
many hospitals (both private and public) have
not paid attention to. A study of the waiting
times at a major health facility showed that the
hospital waiting time averaged between 60 to
180 minutes. The patients spent, on average,
about 5 minutes with the doctor. As scandalous
as that sounds, it is quite representative of what
transpires in many health facilities, especially
public health facilities, which are generally
overwhelmed by attendants and understaffed
at the same time. To change the status quo,
there must be a strong political will to overhaul
the healthcare system.
For the hospital manager who did not care
about the length of the waiting period, it
is time to wake up because patients are
becoming aware that they have options.
Those who cannot afford other options have
considered it and would switch to seek better
experiences elsewhere when they can.
FACTORS RESPONSIBLE FOR LONG
WAITING TIMES

Inadequate staff numbers
It is not uncommon to see one receptionist
attending to dozens of patients at a time. This
scenario plays out because of the inadequate
staff numbers that are deployed to tackle the
disproportionately high number of patients.
For some owners of health facilities, especially
people without any medical training,
healthcare is simply a game of numbers:
they are interested in making high returns
on investment. Others can simply not help it
because they do not have the funds to hire the
right number of staff.
Outdated or broken-down equipment
If you are seeing hundreds of patients daily and
yet your chemistry analyzer can only run five
blood samples at a time, you are going to keep
your patients waiting and greatly dissatisfied.
It is essential to have good biomedical
engineering support for hospital equipment.
That, unfortunately, seems to be a major
challenge in Ghana. Hospitals are filled with
broken down equipment that they cannot
fix. I recall a time when I went to a reputable
eye center to look for a biomedical engineer
to help fix our cosmetic laser. I went there
because I knew they used laser equipment. It
turned out that they had a room full of broken
down equipment, which they could not fix.
They were planning to send the equipment
back to Europe to be fixed and shipped back.
Slow, distracted and unfocused staff
Some workers are just slow to attend to
patients. They end up taking forever to obtain
simple information and to check vital signs.
It is not uncommon to have patients spend
thirty minutes at the nursing station on their
way to see the doctor. This is usually the direct
outcome of poor hiring systems.
Sometimes, health workers can get sidetracked
into conversations or busily engage in other
activities with patients, which are completely
unrelated to the clinical visit. Hospital staff
ought to be trained in proper customer care.
HOW LONG IS TOO LONG TO WAIT?
Whereas there is no specific ideal hospital
waiting time, it is generally accepted that most

patients will be happier with a health facility if
they waited for no longer than thirty minutes
to see their doctor.
Hire the right numbers, and scale-up to meet
demands
Have a pleasant and smart receptionist - You
need to respect your patients. It is easier for
patients to wait when the front desk person
is patient and pleasant, and smart enough to
adapt to their demands.
Build a welcoming waiting area - No matter
how naturally patient someone is, it is much
easier to wait in a beautifully furnished and
air-conditioned waiting area than to wait in a
crowded, hot and humid area.
THE SOLUTION - MEASURE THE AVERAGE
WAITING TIME IN YOUR FACILITY
The thing about fixing these issues is that you
cannot correct what you do not measure.
Measure the average waiting time in your
facility and find out how long patients spend
altogether when they come. You can use a
timing chit, which you will give to the patient
at the time they enter the facility, and which
will be endorsed at each station as the patient
progresses through the system in the facility.
When you collect about one hundred chits,
you will have sufficient information to make
a judgment. If you are unable to do this on
your own, you can find a good statistician to
help you. The data will help you identify the
areas where patients spend the most time
(I can almost guarantee that it is unlikely to
be their doctor’s consultation). You can then
begin to make changes that will shorten the
hospital waiting time at your facility and
greatly impact your patient’s perception of
the quality of care they are
getting from you.
In the end, your patients
will be happy, and you will
be happy.
Medical Doctor,
Nova Surgery Center
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In the Q1 2018 edition of the HR Focus
magazine, we brought you the first part of
“How to Solve Common Employee Problems.”
Here we go with the second …
Gabby the Gossip
Problem: The office grapevine is alive and
kicking; thanks to this employee. He is either
the source of the gossip or he helps spread the
news around.

Cubicle Casanova
Problem: Office romances are not prohibited. A
single male employee has dated four women
in the short time since he has been hired and
has expressed interest in two others. He has not
harassed or pressured any of them, there has
not been any fallout from any of the breakups,
and none of the women have expressed any
problem with him either before or after their
relationship.

Solution: If gossips are not stopped, their loose
lips can take a toll on company morale and
put a dent in employee productivity. If the
information being passed along is confidential
in nature, discipline accordingly. Otherwise,
discourage office gossip without sounding as
though you are trying to prevent employees
from talking to one another altogether.

Solution: It seems like only a matter of time
before this employee’s dating habits cause a
problem.

• Emphasize the harmful effects gossiping can
have and how rumors can hurt co-workers and
the company in general.

You do not necessarily have to prohibit him
from dating colleagues but advise him to keep
his personal life a little more separate from his
work life. And keep your ear to the ground to
ensure romances remain consensual.

• If the information is false, make that clear.
Nothing cuts a grapevine deeper than
inaccuracies.
• Take a proactive stance and flood the
grapevine with correct information when it
comes to company matters.
The more open you are to answer questions
or clarify issues, the less employees will rely
on gossip. Of course, don’t be afraid to tell
when you’re not at liberty to
?employees
discuss something either.

?
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The most obvious problem is potential sexual
harassment claims. The legal risk only gets
greater the higher he moves up the corporate
ladder.

Angry Andy
Problem: The employee has an anger
management problem. Even though he has
not thrown any punches, his quick temper has
everyone around him walking on eggshells.
Solution: When the employee loses his cool,
address the issue as soon as possible.

• Discuss what specifically about the
employee’s behavior was inappropriate.
Example: “Your reaction to Saul when he told
you that the deadline was being pushed up
was disrespectful. You yelled at him, used
profane language, and even threw a file folder
at his feet.”
• Stand your ground if the employee’s blood
begins to boil. Example: “If you continue
to raise your voice, I am going to ask you to
leave this meeting. We will continue the
conversation tomorrow, after you have calmed
down. I, however, would like to put this issue to
bed right now. What do you say?”
• Explain how you expect the employee to
behave in the future. Example: “From now
on, I expect you to deal with your feelings of
frustrations more constructively. Take a fiveminute walk to clear your head if you need
to or come and talk to me. My door is always
open if you want to discuss your frustrations in
a rational, professional manner.”
• Outline consequences for future blowups.
Example: “If you lose your cool again, I will start
the disciplinary process.”
Disputes between employees are inevitable,
but if left unresolved, they can disrupt your
department’s productivity, sap morale and
even cause some good employees to quit.
Source: www.inc.com

• Recognise the employee’s emotions and
empathize with him. Example: “Andy, I know
you were frustrated to learn that the deadline
was pushed up two weeks. We all were.”

?

?

?
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Neckties

& the reason

why:
by Ewurabena Neequaye

T

he necktie is known to command more
respect for whoever wears it. Depending
on the industry you work in, neckties may
be mandatory or may seem out of place. One
surest thing is that suits are timeless and offer
an ever-classic look. More so, a simple necktie
is not seen as just an accessory but adds all the
difference to a man’s outfit.
If you need a few more reasons why you
should patronise neckties, here you go!
a. Confidence: Research has shown that a
necktie adds a lot more confidence to your
appearance as a worker.
b. Career: In your career, (in the more formal
sector), appearing in a suit and necktie gives
you an edge and you will be taken more
seriously.
c. Looking Good: The appropriate necktie and
colour gives you a ‘refined’ handsome touch –
who would not want that?
d. The extra mile: Now I will give an extreme
example. If you went for a job interview and
your interviewers could not decide between
you and the other person, your necktie will be
the deal breaker. Trust me on this one.
In this article, we will share some basic
things you need to consider when picking
out a necktie. There is a lot to consider when
deciding on neckties but here are a few helpful
points:
1. The Occasion: formal events such as funerals,
dinners, etc. call for bow ties or black neckties.
Other occasions such as; a normal day at work
or a wedding, will call for a different colour,
type or size of necktie. Additionally, there is an
effect your tie could have on your mood, and
for this reason, you need to be mindful of the
mood you intend to project.

2. The colour of a tie:
- Red Ties: Red coloured ties accentuate your
outfit and combines well with any suit or tie.
They are especially a great match for darker
suits and white, blue, or grey dress shirts.
- Dark Red (Burgundy Ties): This is a classic
colour choice. It can be used for casual events
(when patterned or striped) and are perfect for
formal occasions (when plain)
- Dark (Navy) blue ties: This is a perfect colour
for business occasions. They are lively and yet
formal enough to pull of the classic look.
- Orange, pink and lilac ties: Such colours are
usually worn with white shirts. If they are not
too bright, they can be worn for formal events.
- Yellow and Green Ties: These are very bright
colours that will go perfectly with a darker suitshirt combination.
- Brown Ties: brown ties are best used in
informal gatherings and go very well with a
blazer jacket. This colour is not good for a job
interview or for a reception.
- Black Ties: These are usually worn with
tuxedos, by waiters in restaurants or during
funerals. It can be avoided on other occasions.
- Grey and silver ties: Silver ties go perfectly
with a white shirt. You can wear such ties to
parties, cocktails, and various celebrations. A
grey tie can be worn to work.
- Multi-coloured ties: This option will work
perfectly for men who want to stand out
from the crowd. Once this is the option you
are drawn to, be sure to keep it classy, as you
would not want to look like a rainbow.
3. The size of the tie: There is an art to selecting
the tie size. Every necktie you put on should
cover a buckle on your belt – this is a given.
When it comes to the width, you are expected

to consider your body build or your shoulder
width and your height. Here is the rule: the
wider you are (or the wider your lapels are,) the
wider your tie should be. For this reason, it is
safe to say that the ‘skinny tie’ will look good on
tall skinny men.
4. The pattern on the tie:
- Solid-colour ties: These are very basic, and
the most formal option for a necktie. They
are a great choice because they can be easily
matched with other clothing. For your most
sleek look, you would like to have a burgundy
(wine) or navy-blue necktie, specially reserved
for formal events such as interviews or dinner
parties.
- Striped ties: These are also a classic choice
in neckties but must be chosen with caution.
You would not want the colours in your striped
tie, to clash with your overall outfit. A stripped
necktie could easily go with a white shirt and
a black suit. Once you choose to wear a suit
and go for a light-coloured suit, you should
be careful to match / blend the colours, rather
than contrast them.
- Polka dots, paisley and figure ties: If you are
wearing a gloomy coloured suit or shirt, these
ties (especially if they are in bright colours) are
likely to liven-up your outfit. The reason why
neckties are considered an accessory worthy
of note is the addition it makes to your general
look. If you feel like a polka dot or paisley
necktie, be careful in your choice, unless you
deliberately want to stick out or be the centre
of attention.
The art of necktie
selection is no mean
feat! However, with
experience and with
the suggestions in this
article, you will surely be
suited up in no time.
Content Editor
Focus Digital
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• Preheat oven to 375 degrees F. Line a baking sheet with
parchment paper or a silicone baking mat; set aside.
• Heat olive oil in large skillet over medium high heat. Add
eggs whisking, until they just begin to set; season with salt
and pepper, to taste. Continue cooking until thickened and
no visible liquid egg remains, about 3-5 minutes; set aside.
• Remove rolls from the can, separating them into 4 rectangles,
2 triangles each. Press each rectangle to form a 6×4-inch
rectangle, firmly pressing perforations to seal.
• 4Top half of each rectangle with eggs, ham and cheese. Fold
dough from the top over the filling, pressing the edges to
seal.
• Place onto the prepared baking sheet and bake until golden
brown, about 12-13 minutes.*

Ham Egg and Cheese Pockets
Ingredients
•
•
•
•
•
•

1 tablespoon olive oil
4 large eggs, lightly beaten
Kosher salt and freshly ground black pepper, to taste
1 (8-ounce) tube crescent rolls
4 ounces thinly sliced ham
1 cup shredded cheddar cheese

• Serve immediately.

Too Freeze

Cover each pocket tightly with plastic wrap. Freeze up to
1 month. To reheat, (1) microwave for 2-3 minutes, turning
halfway, or (2) bake at 375 degrees F for 15-20 minutes, or until
completely cooked through and warmed.

Sparkling Cherry Lemonade
The easiest, budget-friendly lemonade that you can make in just
15 min. No simple syrup needed!

Ingredients

• 2 ounces cherries, pitted
• 3/4 cup freshly squeezed lemon juice
• 2/3 cup sugar
• 4 cups sparkling water

Directions

• To make the cherry syrup, combine cherries, lemon juice
and sugar in blender and blend until smooth. Place in the
refrigerator until chilled.
• Serve over ice and sparkling water.
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Cooking Tip:
• Turn off the stove a few minutes before
eggs look done— The remainder of the
heat will cook them to fluffy perfection.

HR
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Terminologies
6. Peer Appraisal: A type of feedback system in the performance
appraisal process. The system is designed to monitor and improve
the job performance and it is usually done by colleagues of the
same team.

1. Attrition: A term used to describe voluntary and involuntary
terminations, deaths, and employee retirements that result in a
reduction to the employer’s physical workforce.
2. BARS: Behaviourally Anchored Rating Scale or BARS has now
become a commonly used methodology by companies to
compare the performance of its employees against specific or
predefined set of behaviour traits, which are linked to specific
numeric value or rating from a scale of 1-5.

7. Data Breach: An incident in which sensitive, protected or
confidential data has been viewed, stolen or used by an individual
unauthorised to do so.
8. Wage curve: A graphical representation of unemployment
levels and wages are mapped on a graph when presented in local
terms or for a specific region.

3. Entry-level job - A job that is normally designed or designated
for recent graduates of a given discipline and typically does not
require prior experience in the field or profession. These roles may
require some on-site training.

9. Wage Drift: The difference or change in the wage actually paid
to a worker as compared to a locally negotiated wage.

4. Glass Ceiling: An unacknowledged barrier to advancement
in a profession, especially affecting women and members of
minorities.

10. Offshoring: The act of moving work to an overseas location to
take advantage of lower labour costs. Offshoring usually involves
manufacturing; information technology and back-office services
like call centers and bill processing. Companies can build its
own work center abroad, establish a foreign division, or create a
subsidiary in remote locations.

5. Pareto Chart: A bar graph used to rank, in order of importance,
information such as causes or reasons for specific problems so
that measures for process improvement can be established.
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CAREER
CHANGE:

Transitioning from a Job to an Assignment
by Emmanuel Woyome

O

ver the course of my work as a Career
Coach and Trainer, many graduates and
job seekers have sought my assistance
to find a job. Some of them were not specific as
to the job they wanted. When I probed further
to find out the kind of jobs they wanted, some
would respond, “any job.” Their responses
implied that they had no idea of their dream
jobs or assignments but were willing to begin
from somewhere.
A job is ‘whatever (task) your hand finds to do,’
usually to meet basic needs, but an assignment
is what you dream or desire to do, in fulfilment
of your purpose in life. For some people,
their jobs could be compared to slavery - not
dignified and financially unrewarding. For
others, their jobs may be financially rewarding,
but may not be their dream or assignment in
life.
Everyone usually begins work with a job, and
gradually transitions into their assignment.
Some may have to quit their jobs to transition
into their assignments as entrepreneurs or
founders of organisations. Majority of people
change their jobs or departments to switch
into their assignments, whereas others change
organisations or employers to get into their
ideal place of work for their assignments.
No matter how and where you begin your
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work life, it must not end in a job, but in your
assignment.
Employees on assignment in the workplace
have a sense of mission and connect
emotionally and mentally to the vision of the
organisation. They work as if they own the
organisation that employed them and are
committed to playing their respective roles as
part of a team in pursuit of the corporate vision.
They think beyond working to meet basic
needs. They become what I call “entreployees”
(entrepreneurial
employees)
in
their
workplaces. They are highly productive and
become great assets to their organisations and
society as whole. Whether they work in their
assignments as employees or entrepreneurs,
they have very high self-esteem; they are selfactualised and have a sense of significance in
life. They are highly engaged at work to deliver
more value to society and find fulfilment in
their work life.
A job is what you do temporarily whilst
preparing to switch into your assignment with
the requisite knowledge, skills and abilities.
History has taught us about many people
who transitioned from their jobs to pursue
their assignments, in some cases, to deliver
nations from slavery and/colonialism. For
instance, Kwame Nkrumah worked in a job

as a teacher before he trained and prepared
himself for his political assignment that led
to the independence of the then Gold Coast
(now Ghana) from British colonial rule. Nelson
Mandela had worked in a job as a Lawyer
before he began his assignment to end
apartheid in South Africa. The Jewish leader,
Jesus Christ, worked with his Father in a job
as a carpenter whilst preparing Himself for His
assignment to deliver the people of God from
the kingdom of darkness into the kingdom of
light. Dr. Mrs. Ellen Hagan began her work life
as an administrative assistant before finding
her place of assignment in Human Resource
(HR) and moved on to build one of the notable
HR consulting companies in Ghana.
It must however be noted that, making the
shift from a job to an assignment is a process
that takes time. It may take months, years or
decades for this changeover. The HR, serving as
a coach, should help to realign and re-position
staff members from their
jobs to assignments and
avoid “square pegs in
round holes” syndrome
for
higher
corporate
productivity.
Career Coach/Trainer,
Corporate Life Consulting
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Listing
HR DIRECTOR

GENERAL LEGAL COUNSEL MANAGER

QUALIFICATION

QUALIFICATION

Bachelor’s degree in relevant field. A minimum of fifteen (15)
years post-graduation experience with the last 5 years in
manager position. In-depth knowledge of Human Resources
Management.

DUTIES
•
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Provide leadership in the most cost-beneficial approach to
organising the business operations and managing human
capital to achieve organisational objectives.

•

Formulate and implement policies and procedures for the
effective Human Resource Management of all units of the
organisation and provide professional HR guidance to the
Executive.

•

Undertake human resource planning, budgeting, auditing and
succession planning to enhance departmental effectiveness,
etc.

Bachelor’s Degree and a professional law qualification from
the Ghanaian General Legal Council. An average of 10 years’
corporate law experience and/or private practice. Should be a
member of the Ghana Bar Association for a minimum of 9 years.
Membership of international associations will be an advantage.

DUTIES
•

Provide the strategic lead and direction on a broad range of
legal matters, managing other lawyers.

•

Has responsibility for accurate, effective and timely legal
advice, analysis and support for the Company on litigation,
commercial and contractual matters considering the
commercial environment in support of the Company’s
business objectives.

•

Liaise with and manage communication with external legal
services in the management of outsourced legal services, etc.

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

Legacy Girls’
College Akuse
Ghana’s first all girls private boarding school

Offering an enhanced
curriculum in
WASSCE & IGCSE
www.lgc.edu.gh
info@lgc.edu.gh
@legacygirlscollege
@legacygirlscollege
@legacygirls_

0303 965533
0201 423474
0244 244937

