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Welcome Address from
Good evening distinguished HR Practitioners, ladies and gentlemen
So soon, it is yet another evening of rewarding HR best practice and on behalf of the organising committee, I welcome you to the HR Focus
Awards 2019.
Indeed, HR Focus has come a long way since its “birth” in 2009. To the glory of God, HR Focus is 10 years this year!
As a mandate, HR Focus has championed the quest for HR Management innovations in Ghana through engaging platforms, industry
transforming events, and individual recognitions to pat HR heads on the back and to encourage them to do more.
As the first and only Human Resource magazine in Ghana, the HR Focus Magazine has come up with lots of firsts in exercising its prerogative
as the champion of HR issues:
In 2018, HR Focus brought the heads of HR of both public and private institutions together with the vision of growing and sustaining the
HR image in what was dubbed, “HR Change Makers Summit.” Under the theme, “Transforming the Face of HR Management in Ghana,” the
summit sought to develop a framework that will govern our HR operations in a standardized format so as to help control and manage our
internal human resource and par ourselves to the global diaspora. The Key Performance Indicator was to develop the Ghana HR Report,
the first in the country’s history, and I am happy to announce that the report is almost ready.
Next, about 40 HR practitioners were recognized for their exemplary work in the Top 40 HR Practitioners Listings, and that was a huge
success. Other programmes we have organised in the past include the HR Mentorship Masterclass, HR Mix and Mingle, CEO Meets HR, etc.
Indeed, managing the human institution is a complex one, and with technology, you are either on top of your game or you are down
below; the middle ground is not an option. If any profession has been stretched, with even more room for further stretching, it is the
Human Resource Management profession. Oh yes, we have been stretched, but we soar!
Mr. Chairman, ladies and gentlemen, yesterday, at the Vodafone HR Forum, HR practitioners met to deliberate on Agile Working and
its impact on employee productivity. The whole concept of Agile working is complicated; it demands a reorientation of mindsets and
attitudes. Though this phenomenon still has some hurdles to overcome, one thing to note is that the world has evolved and the process is
unending. With the majority of 21st century workforce being millennials, who are technology-savvy, it has become crucial for companies
to evolve with the times and to relook at their culture and processes if they are to influence the business in a meaningful way.
We are gathered here to recognise and reward organisations and individuals for their show of excellence in the HR profession across
industries and in various aspects of HR practice, and we will like to use this opportunity to congratulate all the companies for competing
and vying for these awards. To the shortlisted companies, to have come this far means that you are doing something worth emulating,
ayekoo!
With your help and by God’s grace, the HR Focus Magazine will keep bringing innovative solutions to the world of work in Ghana and
beyond.
Relax, have fun and together, let us applaud our companies and individuals for their sterling contributions to HR management in Ghana.
Thank you.

www.hrfocusmagazine.com
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About the Event
The HR Focus Conference and Awards 2019 is organised by the HR Focus Magazine - Ghana’s first and only Human
Resource Magazine, as part of efforts to enhance the recognition of Human Resource Management in Ghana. In an
increasingly progressive world, the HR Profession must work continuously to remain relevant and strategic.
The HR Focus Conference which takes place on 10th October 2019 at the Ghana Shippers’ Authority is in two parts. The
first part, the Vodafone HR Forum, is organised for professionals with the main objective of deliberating on issues affecting
the world of work and proffering innovative solutions to these issues.
Under the theme, Agile Working - Redefining Productivity, the Forum seeks to:
• Discuss Agile Working and emphasize its impact on business performance by bringing to light its benefits to
companies and employees.
• Address the evolution of the HR phenomenon and how businesses can leverage on it in the Ghanaian setting;
holding out the factors that may hinder companies from subscribing to this concept.
• Bring to light the correlation between Agile Working and employee productivity.
The second part: The Career development session is organised for students and jobseekers, to equip them with the
necessary tools for their career advancement. The Career Development session goes hand in hand with the HR Focus
Business Challenge, an interactive inter-school competition designed to sharpen the entrepreneurial prowess of students.
KEY OBJECTIVES OF THE HR FOCUS CONFERENCE AND AWARDS
• To identify, recognize and honour organisations that have built up a tradition of best practice in Human Resource
Management.
• To bring HR best practice culture to the awareness of corporate Ghana and the Ghanaian public.
• To enhance the recognition and importance of HR by organisations (public and private) in Ghana; while providing a
platform for HR practitioners to network and celebrate their achievements.
HR FOCUS AWARDS
The HR Focus Awards takes place on the 11th of October 2019, at the Labadi Beach Hotel.
Assessment and Selection
A technical committee of HR and awards-management experts has been appointed by the Organising Committee of the
HR Focus Conference and Awards to carry out the assessment and the final selection of award winners.
Keynote
Speaker

Mrs. Patricia
Obo-Nai

CEO, Vodafone Ghana

Panelists

Dr. Hazel Berrard
Amuah
HR Director, GGBL

Nashiru
Iddrisu

MD, Hollard Life

Ms. Hannah
Ashiokai
Akrong

HR Director,
Vodafone Ghana

Mr. William
Easmon

HR Director,
Barclays Bank Ghana
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Planning Committee

Mrs. Nana Serwah
Arthur Osafo
(Chairman)

Mrs. Ewurabena
Neequaye
(Member)

Ms. Revina
Acheampong
(Member)

Mr.. Penuel
Anoff
(Member)

Mr. Daniel
Annang

Mr. Kofi
Boamah

Mr. David
Sowa Attricki

Mr.. David
Mills

Mr. Kofy
M. Hagan

Mr. James
Laar

(Member)

(Member)

www.hrfocusmagazine.com

(Member)

(Member)

(Member)

(Member)
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PROGRAMME OUTLINE
FOR HR FOCUS AWARDS NIGHT
6:00pm - Arrival of Guests
Dinner and Networking
7:00pm - Music (Worship)
Opening Prayer
Fast Songs
Welcome Address by HR Focus Magazine
Music by band
Presentation of Awards (i)
Special Performance by guest artiste
Presentation of Awards (ii)
Speech by Guest of Honour
Presentation of Awards (iii)
Musical Interlude
Presentation of Awards (iv)
Music by band
Presentation of Awards (v)
Speech from Overall Best HR Organisation of the Year
Music and Dance
10:00pm - Vote of Thanks and Closing Prayer Networking
Master of Ceremonies - Jerry Adjorlolo

www.hrfocusmagazine.com
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Agile Working:
Redefining Productivity

If there has been any talk in the world of work, it is about creating value
for the organisation. And who make up the organisation? The people
who work there.

But how do you create value for a workforce that is highly volatile? If
they do not want to stay in the confines of an office from 9-5, how do
you create value and still retain that value? Agile Working!
With Agile Working, organisations empower their people to work where,
when and how they choose – with maximum flexibility and minimum
constraints – to optimise their performance and deliver the best value.
Indeed, work has evolved and this evolution has only just begun. In
2016, on this same platform, HR leaders discussed Technology-driven
HR: People, Process and performance. Today, the talk is on Agile Working
and how this is redefining productivity and by extension, work. As
some will say, “Work is an activity we do, rather than a place we go.” It
is no longer about showing up; it is all about getting the work done!
Technology has disrupted how work is done!
This means that the right technology must be employed to give
employees the needed tools to work in new ways in order to increase
productivity, reduce cost, meet the needs of customers, and of course,
improve sustainability. However, the HR professional needs to keep in
mind that there is no “one size fits” all approach to Agile working so what
will be required, and the benefits thereof will differ for every organisation.
If someone has done it before, you can also do it. Yes, we can!
Agile working demands a change of individual mindset and attitudes,
and this can only be achieved with high levels of trust and a performance
driven culture. It incorporates dimensions of time and place flexibility.
You should embrace both the physical and digital “workplace” in

empowering and supporting people to maximise their productivity and
innovation. In fact, agile is more than working in a different way; it is
being and behaving differently. It is transformational! Once embraced,
Agile working creates a more responsive, efficient and effective
organisation, thereby improving business performance.
So what will Agile working do for your organisation?
To survive and thrive in this competitive global world, there is the
need for a balanced, motivated, innovative, and productive teams and
individuals, and Agile Working provides just that. Other benefits include
ability to attract and retain high quality talent; reduced absenteeism and
related costs; reduced staff turnover with associated costs and reduction
in skills and experience; increased engagement of staff, and the list goes
on
To achieve the benefits presented by this new way of working, HR
professionals need high levels of trust in workplace relationships and
to develop new management skills, so that teams can work effectively,
communicate well and maintain high levels of engagement and
performance.
As I stated two years ago, the history of human resource management
is not a finished book yet, and like good wine, it will taste better with
age. Today, the action is an Agile organisation, and therefore an agile
workforce; how ready are you?
I will like to use this opportunity to congratulate all the organisations
and HR practitioners gathered here today, who are pushing the frontiers
for a truly transformative HR Management in Ghana.
All the best!

www.hrfocusmagazine.com
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Stereotypes and
financial woes

T

he Small Enterprise Development Agency (SEDA) notes that 72%
of micro-enterprises and 40% of small enterprises are currently
owned by women, but that these businesses are concentrated in
the survivalist economy or bottom end of the market.
The reason for the imbalance, J’Arlette-Joy says, among other things,
relates to women being boxed into stereotypes and archaic gender
roles. A new report by the Small Business Institute (SBI) claims that South
Africa has a quarter of a million formal SMMEs, accounting for just 28% of
formal jobs in the economy. This is despite SMMEs accounting for nearly
98.5% of the number of formal firms in the economy.

which in turn limits their hiring power. Exacerbated financial woes have
been cited as the leading cause of the closure of most small businesses
in this country.
“A 2010 FinMark Trust survey found that 87% of small formal sector firms
had never accessed credit. While a 2016 GEM survey found problems
with finance led to 28% of entrepreneurs closing their businesses in
2016. These limitations cloud the potential SMMEs have in alleviating
unemployment,” continues J’Arlette-Joy.

But J’Arlette-Joy, an owner of 47 franchise stores, says the majority of
SMMEs struggle with gaining access to funding in their initial phases,

Unemployment to
come under spotlight
in Limpopo

U

nemployment, particularly among
young people, will come under the
spotlight when Employment and
Labour Minister Thulas Nxesi engages social
partners in Limpopo.

both public and private sectors,” said the
department.
The event, according to the department was
to create a platform for discussions on possible
strategies to fight unemployment.

Nxesi is expected to address a business
breakfast on the issue of South Africa’s
unemployment rate, which stood at 29% in the
second quarter of 2019.

The following day, the department, in
partnership with FetakgomoTubatse Local
Municipality, embarked on a “Taking Services
to the People” campaign, aimed at providing
quality services to members of the public.

“Our country is currently experiencing high rate
of unemployment, especially among young
people. It is against this background that the
department saw an opportunity to embark
on a nationwide drive to fight unemployment
by engaging all affected stakeholders in

Services provided include:
• Unemployment Insurance applications/
enquiries (maternity benefit, unemployment
benefit, death benefit, adoption benefit, and
registration for re-training or re-skilling);
www.hrfocusmagazine.com

• Public Employment Services (registration of
work seekers and placement);
• Compensation for Occupational Injuries and
Diseases (injuries at work and disputed claims,
applications/enquiries) and;
• Inspection and Enforcement Services.
Credit: bizcommunity.com

HR Focus Africa | News
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Software solutions supporting
optimisation of talent
and HR teams

W

ith the rise of hiring analytics and
big data, HR departments can more
effectively and efficiently match a
particular candidate with the job opening that
requires his or her specific skill set. Finding the
right candidates for the right job is essential.
Just as Netflix’s algorithm is able to identify
and suggest content based on a viewer’s past
preferences, HR leaders can leverage cloudbased software solutions to access talent
potential and determine the best fit for each
role.

Technology will also drive the investment of
more time and energy in talent development.
By 2025, machines will perform more tasks
than humans in the workplace, according to
the World Economic Forum’s Future of Jobs
2018 report. Although developments in AI and
automation could cause 75 million jobs to be
displaced, another 133 million new jobs are
projected to emerge, creating a total increase
of 58 million new jobs over the next five years.

To accommodate this massive workforce shift,
no less than 54% of all employees will require
significant reskilling and upskilling by 2020,
which is why HR leaders need to put greater
emphasis on developing their most important
asset: their people.
Credit: Bizcommunity.com

More women
in business
A

s one of South Africa’s women
franchisors, J’Arlette-Joy understands
the power businesses have in creating
employment.
According to the Franchise Association of
South Africa (Fasa), 40% of all franchise stores
in South Africa are owned by women. In
2017, the fast food and restaurant sector
consisted of 845 franchisors and over 40,000
franchisees. A Business Tech report stated that
the sector employed about 343,000 people
and generated sales of R587bn. This equals
13.3% of the country’s GDP, up from the 9.7%
recorded in 2014.
“In the 23-years of managing my business,
I have never experienced my gender as a

hindrance, but rather being a woman has
offered me the edge and drive I may not
have possessed otherwise. But this does not
mean that other women aren’t prejudiced in
business based on their gender. We need more
women in business,” she says.
Her sentiments are echoed by Quantopian’s
study where, between 2002 and 2014,
researchers compared the returns of Fortune
1000 companies led by female CEOs to those of
the S&P 500. During that time, the companies
with women at the helm saw returns that were
226% higher.
“There is no doubt that women bring a diverse
form of leadership to organisations and are
playing a vital role in the job creation space,
www.hrfocusmagazine.com

but more needs to be done if we are to reach
gender parity by 2030 as stipulated by NDP.
With more women etching out a living as
entrepreneurs, the old mindset of a women’s
place being at home is fast fading and the
whole country can benefit from more women
entrepreneurs,” concludes J’Arlette-Joy.
Credit: Bizcommunity.com
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Resilient HR

Ms. Hannah Ashiokai

Akrong
HR Director, Vodafone Ghana

www.hrfocusmagazine.com
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Born and raised in Takoradi, Ashiokai was the eleventh of twelve children
in a family that encouraged adventure and independence. Her insatiable
desire for curiosity and experimentation was immediately evident.
She is a product of Services Primary School, Holy Child School and
University of Ghana Business School (UGBS). She obtained a first degree
in Marketing from UGBS and a Masters in Human Resources and
Industrial Relations from the Carlson School of Management, University
of Minnesota, USA and the IAG School of Business, Université Catholique
de Louvain, Belgium.
Ashiokai has made quite an impression and continues to make waves in
the Human Resources community in Ghana. She is currently the Human
Resources Director of Vodafone Ghana.
In a conversation with HR Focus Africa, Ashiokai took time to share some
key learnings she’s picked up in her career journey.
Personal Life
HRFA: What five words would you use to describe yourself?
HAA: Five words will be: Foodie, Fun-Loving, Loyal, Thoughtful, and
Family-oriented! I love food – carbs especially! People do not believe
that when they see me but it is true. I love my family; I grew up in a
big household and had a very sheltered childhood. I believe I picked up
most of these qualities from the environment I grew up in.
HRFA: What are the values you have kept in your journey to becoming
the woman you are now?
HAA: Paramount of all the values would be humility. Humility is a key
value that my parents taught me. It stems from being appreciative
and grateful for the opportunities you have because you have the
understanding that not everyone has had such opportunities. With that
understanding, I am cautious to respect people and where they have
come from.
Integrity is also very important to me. I grew up learning that I cannot
compromise on my integrity, ethics or values. That resolve has really
helped me to stand my ground in some very difficult situations.
You can be humble and confident at the same time by making your
views and convictions clearly known without bending over for anyone.
HRFA: Looking back at your life, what are some of your regrets?
HAA: No big regrets come to mind save for one particularly interesting
situation. During an HR forum with the CHRO in a company I had newly
joined, I asked a question about employee engagement surveys. The
response was a blunt “Why would we want to ask, when we already
know what they are going to say, and groan about?” I was really taken
aback with the response and, inasmuch as I wanted to challenge the
response, I kept quiet because I didn’t want any affronts in my first week.
That situation plagued me because it was unlike me not to express my
views, especially on something I felt so passionate about.
Career Journey
HRFA: How and why did you get into the HR industry and what has been
some of your experiences?
HAA: My foray into Human Resources happened by accident. As a
restless task juggler studying Marketing at the University of Ghana
Business, I worked part-time at Joy FM. The experience was rewarding
but I yearned for a stint with a multinational company. When a role with
the HR Advisory Services group at Ernst and Young became available,
I jumped at it. Two years into the role, a passion for Human Resources
had developed. I therefore, wasted no time in opting for Human
Resources for my second degree in the USA. As fate would have it, I got
an internship opportunity at Medtronic - the world’s leading medical
device company. This led to a full time offer to stay after my programme.
I had an amazing Manager and mentor whose guidance and leadership

made me secure the “Intern of the Year” award. I loved Medtronic and
still do. I truly identified with their mission and met some very smart and
amazing people there. I worked in various divisions of the company and
across various States in the USA; with a one-time expatriate assignment
in the UK. Interestingly, a week after I got to the UK, my Manager (the HR
Director) quit the job. Saddled with a daunting task, I had to quickly step
up; especially as it was a time of mergers and acquisitions. Fortunately, it
all went well and I learned about the UK labour industry and laws. I was
offered a promotion back in the US at the end of my UK assignment.
Soon ten years had gone by and I felt the urge to move on. I took up a
Global role with Honeywell, working with their international teams in
the USA, Europe Asia and the Middle East. This went on for a little over
two years.
One day, I got a call from a Singapore-based recruiter about an HR
Director role in Telecommunications in Ghana. The prospect of returning
home arrested my attention. The interview sessions gave me a good
sense of the company’s mission and values. They chimed in perfectly
with my general outlook and my values. The future they were depicting
was very exciting and so I made the decision to relocate. To work directly
with the CEO and the leadership team, shaping strategy has been
amazing. Patricia is such an inspirational leader and together with the
Senior Management team, I am having a wonderful experience. I cannot
believe I have been here for almost three and half years already.
HRFA: Describe your career journey and growth in three words.
HAA: Opportunity Meets Preparation
HRFA: Can you expand on why you used those three words?
HAA: I have been very fortunate to have received the opportunities I
have had and when I had them. I believe you constantly have to be
developing yourself by having a sense of curiosity of the world around
you in order to stay ready. You have to read widely to have an idea
and form an opinion about everything. Working in different roles and
countries made me realize you always need to think about the next step
and prepare for it, not shying away from putting yourself in the right
light, and being sure to speak to people about what you have done or
what you can do.
HRFA: What are the challenges that you have faced as an ambitious
business woman?
HAA: It would be more internal than external factor. I think the internal
struggle that most professional mothers deal with is the question,
“Am I spending enough time with my child(ren)? ”We have to come
to a place where we are comfortable with the balance we are striking,
having to miss one or two PTA’s, class tea/coffee sessions because of
work. Being comfortable with that comes from having conversations
with your child, to know them and get them to understand that you
have to balance your time with them and work. And once you commit
to something, you have to get it done. Sometimes feeling guilty makes
you overcompensate with some of their requests; e.g. toys and devices
but that’s not always a good practice! Kids will guilt trip you in a minute,
haha! I love to travel and I especially love doing so with my daughter
and seeing the world through her eyes. I only wish I have more time to
do that.
HRFA: What are the three key lessons you have learnt as a leader?
HAA: There is this quote I remember from John Maxwell, an American
author and pastor, that basically says that if you think you are a leader but
you have no one following you, then you are basically just taking a walk.
It speaks to the power of working with your team and moving them
along. I like to make the vision very clear to them, and communicate,
communicate, communicate! Sometimes, we are afraid to share the bad
news and only tell the good news. I believe that you should let them
know the negatives especially if it impacts them. That way, you gain
their trust.

www.hrfocusmagazine.com
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HRFA: What are the goals you have set before you to achieve as the HR
Director of Vodafone Ghana?
HAA: Some of the key things for us this year is our digital transformation
journey and ensuring we are attracting the right talent to drive us into
the exciting future. As a function, we have had our yearly goal alignment
strategy, which of course, comes from the overall company strategy.
We have various teams and KPIs that we all work with to ensure that
we meet our goals and remain a purpose-led organisation that is an
attractive employer to the youth and provides equal opportunities for
women.
One of the things that attracted me to Vodafone was their commitment
to championing gender diversity and equal opportunities for women,
especially in management. Currently, 55% of our leadership team is
female, including the CEO; which is a very progressive achievement
indeed. Additionally, Vodafone’s focus on health, safety and wellbeing
is huge and we execute this through our Absolute Rules policy. We
believe strongly that no one should be injured or suffer a fatality whilst
working with us - be it an employee, contractor, supplier or vendor. We
monitor all these very closely.
.
HRFA: In what ways are you working towards achieving these objectives?
HAA: In addition to the traditional HR set up, I also have Property, Health
and Safety and Fleet teams reporting into me. It is therefore, necessary
that we are all paddling in the same direction. Every year, we do a goal
alignment meeting where we take all the team’s yearly goals and put
them on a dashboard for weekly/monthly tracking, for easy alignment.
We also have catch up sessions with the CEO to review our progress and
discuss potential barriers that must be avoided.
HRFA: Have you noticed any telco specific challenges?
HAA: I have worked with five different industries now and they all come
with their unique challenges. I believe in the telco space, it is the pace at
which everything changes very quickly and how you have to be adept
at moving and leading in an agile manner. Of course joining a new
industry, comes with understanding the industry, the company, and all
its nuances in order to be a true business partner. You have to have an
in-depth understanding of all the above.

HRFA: How will you describe HR Management in Ghana especially with
technology?
HAA: It is very exciting. You encounter several challenges that really
test your resolve. The pace of technological growth has contributed
to the changing landscape for employee experience. It has given us
better opportunities to gather and analyse data for decision making.
Our profession has grown immensely and it’s very satisfying to see
organisations taking the function seriously and giving it proper
attention. That of course is due to the hard work HR professionals have
put in over the years, positioning ourselves as true business partners
and an indispensable part of the leadership team.
HRFA: What is your take on Agile Working?
HAA: Agile working is providing technology for your employees to work
and add value to your business irrespective of their location or time of
the day. It means providing certain basic technology such as internet
access and systems that reduce as much constraints as possible and
keep them connected to the business. From a line-manager perspective,
this is where the job is very essential because they need to set goals that
are very KPI-driven for their employees so it’s easy to measure employee
contribution.
HRFA: Where do you see yourself in the next five years?
HAA: I am someone who loves to live in the moment. With the
fourth industrial revolution and so much opportunity to leverage on
technology, I look forward to enhancing the employee experience:
Right from hiring, training and bringing the best out of them. There are
so many tools that we have deployed internally that has completely
evolved and changed the way we work.From HireVue (for recruitments)
to iFeedback and other amazing digital tools, I am hoping that in
five years, I would have gained more expertise in these new ways of
enhancing the employee experience while minimizing costsand can
share experiences with others as well. I know we are going to have
wonderful stories to tell. On the personal side of my life, I’ll be a mother
to a teenager in the next five years and that is absolutely something to
look forward to. I am beseeching God Almighty for lots of patience and
discernment to bring my child up the right way.

www.hrfocusmagazine.com
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ABOUT US
ollard Ghana combines its deep knowledge of the local market
with the world-class expertise of an international brand. With
our headquarters in South Africa but our feet firmly planted on
Ghanaian soil, we’re able to deliver innovative insurance solutions that
are customized to the unique risks you face.
Starting out in Ghana as Madison Insurance in 1993, we were recapitalized
and renamed Metropolitan Insurance Company Limited (MET) in 1997.
In 2015, the Hollard Group acquired a majority shareholding in the
company.

H

PURPOSE AND CULTURE
Hollard’s purpose is to enable more people to create and secure a better
future.
By achieving exceptional, sustainable and inclusive growth; by
partnering to deliver the win-win-win; by treating everyone with care
and dignity; by courageously pursuing a better way; and by acting as
a catalyst for positive and enduring change, we will be the favourite
insurer in each country in which we operate.
Of course, none of this can be achieved without a supportive culture.
And our culture, which we call the Hollard Way, is something that we are
passionate about and something that every Hollardite lives every day.
The Hollard Way asks us to balance the need to deliver and get things
done, with the need to dream, pioneer and experiment. It recognises
that we are one big team, made up of real and mindful individuals. It
encourages us to find the win-win-win for Hollard, our partners and our
customers, and to get the balance right for ourselves. It asks that we get
the facts, but listen to our gut. Perhaps most demandingly of all, it asks
us to take what we do seriously without taking ourselves too seriously.
As a result of all of this, as a Hollard customer you can expect to
be treated with respect, dignity and above all, a sense of common
humanity. We expect to be held to the highest standards and whilst we
certainly cannot claim to always get it right, we try our absolute best to
deliver on your expectations.
VISION
Our vision is to become the country’s favourite insurer and inspiring
people to continually live their dreams by:
• Working smarter and always finding a better way
• Building solid relationships to deliver the win-win-win
• Doing well by doing well.
WHO WE ARE TODAY
Hollard continues to grow and thrive in our environment, while
encouraging each other to meet and exceed all client expectations with
our “can do” attitude. We continue to establish, service and maintain
strong relationships with our partners and customers.
Today, Hollard Ghana has Branch offices in Tema, Kumasi, Takoradi, and
Tamale and a network of 24 customer service centers called Hollard2U
Offices being managed by relationship managers countrywide.
Through our innovative insurance partners and products, we offer
solutions tailored to address the very specific needs and objectives of
our customers.
Our exceptional claims payment ability backed by our unrivalled
technical and service quality competencies distinguish us from industry
players. No wonder we were voted as the Most Friendly and Supportive
Insurance Company of the year 2017 by the Ghana Insurance Brokers
Association.
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Hollard Ghana is a certified Top Employer by the Top Employer Institute.
GLOBAL PRESENCE
Hollard Ghana originate from Hollard South Africa. With turnover
exceeding $1.2billion and assets in excess of $1.6billion, Hollard is
South Africa’s largest independent and privately owned insurance
group. Following the recent acquisition of Etana Insurance, a leading
commercial and corporate specialist insurer in South Africa, Hollard is
now arguably the second largest short-term insurer in South Africa.
It has grown from strength to strength over the past 30 years because of
our belief and commitment to do things differently. The Hollard Group’s
approach is to take on insurance partners with prominent local market
integration in the SADC region (Namibia, Mozambique, Zambia and
Botswana), China, India, Pakistan, Australia and the United Kingdom and there’s more to come.
As part of the Hollard Group, Hollard Ghana also has access to a huge
pool of international specialised insurance partners and underwriters.
In Ghana, Hollard operates two business namely Hollard Insurance
Ghana Limited which deals with Short term insurance business and
Hollard Life Assurance Company Limited which deals mainly with Long
Term Insurance business. These two companies fall under the umbrella
company, Hollard Ghana Holdings.
PARTNERS
The foundation of our success comes from investing in people,
partnerships and innovation.
We have built our reputation around passion and commitment to
creating lasting, relevant partnerships. That is why we are dedicated to
ensuring our insurance partners/brokers realise their full potential by
supporting them with best practice.
Our insurance partners also enjoy the backing of our strong brand,
tested reputation as insurance underwriters and solid balance sheet.
Our business partnerships are built around an entrepreneurial spirit
and we recognise and support our insurance partners’ expertise, whilst
empowering them to be masters of their own destiny within the sphere
of insurance coverage.
Our engagement style truly supports sustainable financial and
aspirational alignment that seeks to achieve a win-win-win position for
our customers, our partners and Hollard, respectively.
PRODUCTS
At Hollard, we are constantly learning more about you and using these
insights to design meaningful insurance products that suit you perfectly.
Our bouquet of insurance products and risk management services
cater for individuals, small businesses and sole traders as well as large
corporate organizations.
WHY CHOOSE US
As a result of our commitment to Innovation and Service Excellence, we
have and continue to be amongst the top five largest insurers in Ghana
in addition to being:
• Rated ‘A’ for our claims paying ability with a stable outlook.
• The best non-life Cedant to Ghana Re since 2009.
• Adjudged the CIMG Insurance Company of the year thrice
• A member of the Ghana Insurers Association (GIA), West Africa
Insurance Companies Association (WAICA) and African Insurance
Organisation (AIO)
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Gamification
Makes Employee
Engagement Fun
By: Anja van Beek

NAME
**********

V

to identify the different needs and desires of the team members. There is
a huge focus on developing learning organisations - the World Economic
Forum indicates that 103 training days per employee is required to keep
up in the VUCA (volatile, uncertain, complex, ambiguity) world.

Diverse teams are powerful, but this increases the challenge for leaders

What is the solution? “Out of the box” and innovative approaches
are required to address these challenges. HR teams should create
environments where employees feel empowered, engaged and
motivated. HR can use technology as an enabler for positive impact
and by using gamification as a tool, they can make initiatives fun and
interactive.

arious HR trend reports highlight the importance of personalisation,
the use of technology and new tools when designing effective
employee experiences.
It is becoming clear that employees are not aligned to the company’s
goals, teams are working in silos and there is a lack of cross-functional
collaboration. A big percentage of employees are disengaged and
demotivated due to a lack of recognition. They feel their opinions are
not of value. Another reality is that employees find training related to
compliance boring and uninteresting.

www.hrfocusmagazine.com

21

HR Focus Africa | Theme

Why gamification? Gamification takes a task or process and integrates
game-play mechanics to motivate participation, adoption, and loyalty.
Techniques like scoreboards, the achievement of badges or personalised
feedback, creating a unique experience. Gamification creates a sense
of purpose and ownership when employees engage with these
tasks. It appeals to an individual’s sense of competition and desire for
recognition.
What is the link between motivation, neuroscience and gamification?
In business, we see a big focus towards the appreciation of intrinsic
motivation and the understanding of the brain-body connection for
high performance.
Knowledge workers thrive on autonomy, mastery and relatedness.
Gamification combines intrinsic with extrinsic motivation, which makes
gamification as relevant as ever. The clever combination of game design,
psychology, motivation theory, and neurophysiology has shown benefits
in surprisingly effective ways. For example, gamification included in
team learning encourages bonding across multiple locations.
Neurozone, a neuroscience company, focus on unlocking high
performance in individuals and teams, by optimising the brain-body
system. Dr. Etienne van der Walt, CEO of Neurozone, highlights a few
important themes when considering gamification. He says: “Playing
games is innate to the human condition. For example, young children
learn about the big world by making it small. This innate trait of humans
never goes away and should be cultivated throughout life. Adults
continue to play games. We play games to understand the human
condition in predictable terms, for example, we play competitive games
to develop the collaboration capacity.”
This infographic highlights ten points you should know about the
neuroscience of gamification.
Good practices in action
Many companies are using gamification throughout the employee
life cycle to increase the employee experience in talent acquisition,
onboarding, talent development and evaluation. Here are a few
examples in practice:
Talent acquisition: In 2015, PWC Hungary launched an online game
called Multipoly. This lifelike business challenges gives potential
candidates and colleagues an opportunity to test their skills, receive
feedback and suggestions for areas of development based on their
performance during the game.
The results were astounding. PWC reports that engagement with
Multipoly grew the candidate pool by 190%. The interest to work for the
company increased by 78% and they experienced smoother transitions
into the PWC culture.
Have you ever considered a Recruitathon? If you take into account
the success LinkedIn and Flipkart India had with their first Recruiting
Hackathon, it might be something you want to investigate. This was a
fun way of getting teams together on a challenging project - chasing to
fill open positions in record time. Their result was 226 candidates in less
than 5 hours. Impressive!
Increase a specific behaviour: Google used gamification to incentivize
their colleagues to promptly claim their travel expenses. Employees
received an allowance for each location they visited on a work trip.
Should they not spend the full allowance, Google lets employees
choose between adding the remainder to their own salary or give it
to charity. This is all done through gamification and within six months,
Google had 100% compliance.

knowledge by writing a blog or share reusable documents. Employees
would earn points when completing their online profile and by sharing
content. It has evolved into a system that tracks over 30 different
activities leading to increased productivity, reduced operating costs,
more innovative ideas and improving employee engagement.
Learning and Development: Siemens introduced ‘Plantsville’, a game
that puts the player in the shoes of a plant manager at Siemens. The
objective was to incur interest among the youth for working with the
manufacturing industry. Another benefit was an increased performance
due to individuals spending hours in virtually running a factory. This,
in turn, resulted in them performing better in real teams as they were
already familiar with the processes.
NTT uses an internal game called ‘Samurai’ to test leadership qualities.
After answering a range of questions, the participants joined a quest to
show how good they are at managing others. The game helps NTT to
find the good leaders within the company and gives insights on who
needs more help in specifc areas.
Innovation initiatives: The UK’s Department for Work and Pensions
launched ‘Idea Street,’ an app to get employees collaborating and
sharing ideas, for greater engagement within the business and each
other.
Employees can post ideas, get quick feedback and earn badges
that move them up on the leaderboard. In the first 18 months, 4,000
employees generated 1,400 new ideas, leading to 63 implemented
projects that improved the way the DWP works.
Reward and Recognition: Telstra Australia has introduced an embedded
social recognition system to improve its employee engagement levels.
Here, social media and smartboards were used to recognise colleagues
through a gaming smartboard method which saw an increase in their
engagement levels.
Tips for getting it right
Gamification should be well thought through. If you think you can quickly
pull together a game by including a few badges, call it gamification and
assume it will increase engagement, you are wrong.
• Start with the end in mind and be clear of why you are doing it; tie
gamification directly to your business strategy and the skills and abilities
you want to develop. Define what success would look like and how you
are going to measure and track impact. For example, if gamification is
used for recruitment, it should inspire candidates to engage with the
business career sites or its social media profile.
• Include colleagues in the design process and co-create the solution
with them. If you want to increase engagement and make it fun, you
need to understand how the colleagues will feel during and after
the experience. Collaboration over competition is key, as you want
colleagues to enjoy the experience and not divide the teams.
• Make it mobile and adaptive. It should be available wherever and
whenever colleagues have a minute to
spare. Frame the narrative of fun to inspire
participation.

Agile Talent Strategist, Leadership
Expert & Coach
Johannesburg, South Africa

Accenture is using gamification to achieve knowledge management
objectives. The goal was to encourage employees to share and transfer
www.hrfocusmagazine.com
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DIGITALISATION &
AFRICA’S TALENT
By: Oluyemisi Wole-Ojomo

T

he digitalisation revolution is undoubtedly disrupting economies
and Africa is not an exception, with countries like Nigeria, Ghana,
Egypt, Morocco, Kenya, and South Africa leading this revolution
in Africa. These countries are witnessing immense growth in their local
economies especially within business sectors like Financial Services,
Agriculture, Education, etc. It has also led to a dramatic upsurge of Micro,
Small and Medium-sized startups and technology hubs and thus, has
led to the rise of Entrepreneurs. Digitally-enabled businesses such as Fin
Tech (Mobile money transfers) and e-commerce platforms (OLX, Jumia)
have sprung up, while international corporations like Google, Facebook,
etc. are expanding their businesses to Africa. These diverse offshoots of
digitalisation in Africa are creating various job opportunities across the
continent.

• Managing the expectations of the different workforce generations Baby boomers to Gen Z
• High employee mobility and in turn, high costs of employee turnover
Designing the right Talent Management systems can help organisations
survive this war for talent. Some of these systems include:
• Employer Branding: Creating a good perception about your
organisation will help to attract and retain the desired talent. The use of
digital tools like social media will help with attraction, and establishing a
great internal culture will help with retention.

Furthermore, business models are being challenged and the ability of
companies to deliver superlative products and services is being tested.
Without much choice, companies are rapidly responding to these
demands in order to remain competitive. Consequently, the workplace
is being impacted, new skills set are being demanded by businesses,
and work trends are changing quickly. The workplace is no longer cast
in brick and mortar, it is now more technologically driven. Globalisation
is the new order; businesses are being conducted with little human
intervention across borders in seconds. The drive for performance is
higher, creativity and problem solving skills are key competencies that
companies need and above all, there is a battle for talents, skills and
unique abilities, which are very scarce.

• Employee Experience: Engagement impacts the overall experience
that shapes the attitude and behaviour of employees at work. Therefore,
creating an enabling environment that encourages employees to
communicate, focus, enjoy and thrive at their job is important.

Companies engage in a constant and costly battle for the best talents
in the labour market. However, these talents are very mobile, they value
their freedom, know their value, and are not very committed; they are
ready to move as soon as they have other viable options. Therefore,
organisations have to be very creative in attracting and retaining talent.
The assiduous task of acquiring talent, managing them to deliver superior
performance and retaining them in order to maintain competitive
advantage in the marketplace lies with HR Managers. However, there are
inherent challenges with Talent Management in Africa, these include:

• Career Growth: High performing talents always seek for career growth
opportunities hence, it is pertinent to have clearly defined career paths,
which gives them the opportunity to grow vertically and horizontally, as
well as expand their skill base

• Development: Give employees opportunities to improve their
competency levels through formal trainings, conferences, workshops,
job rotations, coaching and mentoring opportunities, etc.
• Compensation: It plays an important role in employee retention;
therefore a fair and competitive compensation structure should be
designed in alignment with the company’s business goals.

Without exception, the war-for-talents is a global battle that businesses
will continue to face. However, to remain relevant and competitive,
organisations need to be strategic (understand their business terrain)
and be proactive in designing talent management systems.

• Dearth of skills - There is a shortage of people with the right skills to
match the demands of the evolving workplace thus, getting the right
people is a major challenge
• Maintaining a competitive compensation package to retain key talents
• Creating an enabling work environment where these talents can thrive
and deliver optimal business results

HR Consultant, Career Coach,
Trainer, Speaker
Nigeria
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Creating a Winning Culture for
Outstanding Client Advantage

The Enterprise Group Story
Our mission is to “provide all who come into contact with us their desired
ADVANTAGE because…we are the best at what we do!”

T

o achieve our mission, demands for a highly competent,
knowledgeable, flexible and well-rounded human resource,
steeped in performance enhancing core values; and that is the
caliber of our human capital today.
For over 95 years, Enterprise Group, across all of its operating companies,
have had competent and dedicated employees, whose core mandate
have been to place the customer first. Whether a sales person, a back
office employee or an executive, the sole prerogative is to ensure that
the insurance, pensions, property and funeral needs of clients are met
in an effective and efficient manner, to create the Enterprise advantage.
The Mind-set
At Enterprise, employees believe that they are “Thoroughbreds”;
Thoroughbreds are horses with an outstanding pedigree. The
thoroughbred knows no limits. It is determined, scales over all
impediments and most importantly, journeys the extra mile to ensure
that deliverables are met and that clients are very satisfied. That is the
mindset of the human capital at Enterprise.
This sheer working power is stimulated through a customer-centric
core values system, an open door policy and of course a well structured
support system for all employees.
Core Values
Under-pining the strong Enterprise brand is our five core values –
Friendliness, Professionalism, Reliability, Excellence and Trust. These
values are clearly lived by all employees in the way they engage with all
stakeholders. It forms the basis of the Enterprise Culture.
Friendliness for us, means appreciating the company of colleagues,
customers and all other stakeholders, irrespective of their status. Our
employees are approachable, offer our clients, service with a smile and
understand diversity.
With Professionalism, employees demonstrate high level competence in
the execution of their duties. Corporate governance is paramount on
the agenda and therefore we ensure compliance at all levels of
engagement with our customers.

Reliability is our hallmark; our customers can definitely count on
employees to deliver on the brand promise. Our clients have
become our “raving fans” and great advocates. The testimonials over the
years tell our story across all the businesses.
All these makes us Excellent in achieving the commitment to our
stakeholders and have over the period built a high level of Trust. So
in a nutshell, employees have a Friendly disposition in their engagement
with clients, they are Professional and embed a sense of Reliability,
Excellence and Trust.
Open Door Policy
At Enterprise, we believe that leaders do not necessarily have titles. This
leads to comfortable and cordial relationships and encourages on-the
job learning, working in teams and job satisfaction.
Employee Support
Our people are indeed our pride and therefore employees enjoy
the advantage of sound human resource practices that motivates
them to put in their best at all times. Employees are supported
throughout their lifecycle within the Group, that is from On-boarding,
through capacity development, reward practices, talent management,
performance management, employee wellbeing and engagement
initiatives. These engagements are high on the agenda and it serves
as the bond for all members of the Enterprise family and strengthens
the ‘One Enterprise Culture’. No wonder each subsidiary of the Group is
the leader in its field. This makes Enterprise truly a great place to work.
“In all our markets, our pedigree will be recognized, our strength
respected, our expertise valued and our solutions sought by ALL who
desire an ADVANTAGE in life.” This vision statement of the Group is made
possible because of our focus on people.
Enterprise Group was incorporated on November 24 2008 and is the
holding company of five operating companies; Enterprise Insurance,
Enterprise Life, Enterprise Trustees, Enterprise Properties and Transitions.
It is listed on the Ghana Stock Exchange.
Enterprise ………. Your Advantage!
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Mrs. Abigail Asare

Sappor
GENERAL MANAGER,
AVIATION SOCIAL CENTRE LIMITED

H

er life experiences have served as lessons that push her forward,
and not tear her down; this stems out of her personal philosophy
to not take things to heart easily. As the leader of a hospitality/
sports facility, her upbeat personality is the right ingredient to thrive; no
wonder her friends describe her as the life of the party, always having a
smile on her face even when she is upset.
Mrs. Abigail Asare Sappor took some time out to speak to us about her
life, career and feats as General Manager of Aviation Social Centre.
HRFA: Kindly tell us a little about yourself
AAS: I am married with two children; a boy and a girl aged eleven and
nine respectively. I did my O-level at Chemu Senior High School in Tema
and my A-level at Aburi Girls Senior High School. I acquired my first
degree from University of Ghana and my Masters degree from Brunel
University, UK. I am a member of PIWC in Tema. As the last of a family of
eight, growing up was fun. Though a single mum, my mother made sure
we lacked nothing.
HRFA: What will you say are your strengths and weaknesses?
AAS: I worry too much about things and I am trying very hard to

overcome that weakness by taking my worries to God in prayer. I realised,
as a Christian, that there was no need to worry – the Bible teaches not to
worry about anything. Strength-wise, I have learnt to encourage myself
and to encourage to other people. I have had my staff come around and
tell me “Oh madam, the other day you said this or that and since then, I
have managed to do this or that.”
HRFA: What one thing will you change about yourself if you had the
opportunity to, and why?
AAS: Physically, nothing. I am grateful to God for how he created me.
Spiritually, I will probably learn to get closer to God. I am not there yet,
so that is what I am working to change.
CAREER – GENERAL MANAGER
HRFA: Run us through the transitions that got you to your current
position as General Manager?
AAS: Before I travelled to do my masters, I had heard of Aviation Social
Centre as the in-place to be if you wanted to have your wedding or an
event. When I returned from England, I saw an advert in the papers that
a fitness and operational social centre was hiring. This was when there
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was a banking boom and everyone was looking for a job in the bank.
Well, I applied, was called for an interview and offered the job. Then,
the salary was nothing to write home about, but I weighed that option
against the high-flying jobs, and I realised this was the best place to start
and grow. I realised with this job, work-life balance will be easier and
pressure will be manageable so I took the offer. I started out at the HR
department as the first HR and Admin officer. About four years into the
job, the General Manager at the time resigned and recommended me
to the board as the best replacement. I mulled over the option, assessed
my life situation, and decided to take on the role as Acting General
Manager, and the rest, they say, is history.

HRFA: What innovative measures are being put in place to sustain or
expand the Aviation Social Center?
AAS: When I took over as General Manager, the facilities available were
a Basketball court, a Volleyball court and Tennis court. It was during my
tenure that we introduced the soccer pitch with AstroTurf. Additionally,
we have had a major overhaul and makeover in our space. We closed
down for four months and did a thorough renovation, from the roof to
the floors – we fixed a 20-year roof leakage, changed the gym completely,
renovated the washrooms, and now we have a first-class facility. We are
hoping to complete the swimming pool phase by next year.

HRFA: What kept you going even though the remuneration was not
juicy at the time?
AAS: Like a lot of my other colleagues, I had itchy feet when I started.
However, I compared where I was to the other options, took a good look
at the family I was building and decided to sacrifice the high career rise
and take it slowly. I knew I could have a good balance here – my husband
works in a bank, so I have always known the stress and pressures of that
kind of job, and so decided to stay put.

HRFA: What would you say have been some of your biggest
achievements?
AAS: I think my biggest achievement is being able to turn the facility
around in its 20th year. People used to say, “Aviation Social Center used
to be the place, but it is no longer what it used to be.” I say to the glory
of God and with big thanks to all my staff that we are no longer a “used
to be” place. We are back with a big bang. I think that is my biggest
achievement and the legacy I will leave behind.

“

Life is already complicated; learn to live and
let live; forgive, let things go, and learn to
laugh at yourself, it is only then that you can
laugh at the world.

”

HRFA: What role do you play as General Manager at the Aviation
Social Centre?
AAS: As general manager, I make sure that the place works: everything
from cleaning to maintenance and daily running. We have quite a huge
facility and our flagstaff facility is a gym that opens daily. I also make
it a point to meet our clients and interact with them to find out how
satisfied they are with the facility. Through such discussions, I pick up
some complaints; like faulty machines or late instructors, etc. We also
have a huge event organizing department and a banquet hall that we
rent out for weddings and receptions. Aside the gym, we have other
sports facilities – a tennis court, basketball court, volleyball court and
a football field. All these things come together to make Aviation Social
Centre what it is. So I have to make sure that all these facets work
seamlessly in order not to disappoint our clients.
HRFA: What differentiates you from other event facilities?
AAS: I will describe Aviation Social Center as your one stop events center.
Meaning, once you walk in, you have everything. You can walk in empty
handed, and we will provide everything you need from chairs, tables,
cleaning services after events, you name it! We can plan your aerobic
and team building exercises from scratch for you. The only thing we do
not have is a swimming pool, but even that is in our next phase.
HRFA: Does the popularity of the space translate to patronage (sales)
and what are some of the things you do to publicise?
AAS: We usually partner with media houses to advertise. Partnerships
and batter trade with radio stations for their events have also been one
major way of getting word out. We also rely heavily on word of mouth.
Our brand is at the top of people’s minds because they have used and
are satisfied with our facilities so they suggest us to anyone looking to
patronize a service we offer, and that has improved patronage.

HRFA: What are your views on the hospitality and tourism industry in
Ghana; where do you see Ghana’s economy in three years in terms of
hospitality and tourism?
AAS: I see a huge gap in the industry such that the average taxi driver
cannot speak to the tourist attraction sites in the country. In other
countries, when you pick a taxi from the airport, the driver can tell you
where to go to get what – but we do not have that here. I think the
industry needs to do more education and advertising. This is supposed
to be the “Year of Return” – we could have used this opportunity to do
so much and involve local radio stations, fishermen, market women, etc.
but we only just started hearing of it. I think this year, being the Year of
Return, could have been a great opportunity.
HRFA: In the tourist industry, do you have a group or platform that is
able to air such views to the bigger body of tourism?
AAS: The truth about Aviation Social Center is we fall under different
sectors; one minute we are under the sports authority, another minute,
we are under the hospitality authority. However, we air our views
whenever an opportunity presents itself.
HRFA: We hear it is your 20th anniversary this year, what activities or
plans do you have in store?
AAS: It is a year-long celebration so we have a lot lined up. We are
planning to do an official launch of our 20th anniversary. We are planning
a lot of programmes for the public - an example is marathon aerobics,
which is outdoor aerobics with a disco feel. We are hoping to also do a
fair at the beginning of December; just to mention a few.
HRFA: What will you want to see in the next five years?
AAS: I would like to see Aviation Social Center become the number
one social center in Accra and beyond. I am hoping to take this allencompassing facility to different regional capitals.
HRFA: What advice will you give to people who aspire to work and be
successful in such an industry?
AAS: This is a unique industry. Those who work with us and thrive, are
extroverts. For this industry, you need to be a people-person to work
well, as this business runs on people, their events, etc. You also need to
be creative and intuitive to work here and do a great job.
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HR Focus Awards

Technical Committee
By: Rev Patrick Atieku Boadu

Dr. Richard Kobina Kyereboah
Dr. Richard Kobina Kyereboah
has multi-industry exposure
in education, manufacturing
and the financial services.
His career in these sectors has
been in management, safety, human
resources, leadership and corporate governance.
He started his career as a primary school teacher
and moved on to become a tutor at Advanced
Teacher Training College, Winneba now upgraded to
University College of Education. He worked briefly as
a junior assistant registrar at the University of Ghana.

He also worked with Ecobank Transnational
Incorporated (in Lome, Togo) as Group Head, Human
Resources superintending then over 14 countries in
West and Central Africa. He later set up the Learning
and Development function for Ecobank Group of over
thirty-two countries or affiliates for the first time.

Richard joined Volta Aluminum Company ltd (VALCO),
Tema then a subsidiary of Kaiser Aluminum, USA, as
a Management Development and safety manager,
then to Standard Chartered Bank after seven years of
special contribution to VALCO. In Standard Chartered
Bank he held the as Head, Regional Training Center for
West Africa, Relationship Manager, Retail Banking and
finally Recruitment or Resourcing and Development
Manager for both Ghana and the rest of the English
speaking West African countries.

Richard holds advanced certificate in marketing
from Institute of Marketing, UK, a Bachelor Degree
in Industrial Psychology and Master’s in Business
Administration (MBA) from the University of
Ghana, Legon. He also hold a Doctorate Degree in
organisational Leadership and Management from the
University of Phoenix, USA.

Before retiring from Ecobank, he was the Senior Group
HR Specialist, Executive Leadership Development,
responsible for identification and development of
managing directors and functional heads of the
Ecobank Group.

Mrs. Gauri Bhagwat
Mrs. Bhagwat is a Plastics
Engineers by qualification
and she holds an MSc. degree
in Management of Quality
Excellence from the University of
Leicester, UK.
As a Lead Auditor, and a Lead Trainer for Quality /
Environmental and Occupational Health and Safety
Management Systems for International Register of
Certificated Auditors, UK (IRCA- UK), and Auditor for
Social Accountability and Food Safety Management

Systems, she dedicated 20 years, in developing human
resources in Ghana by making ISO a reality for many
companies, of national and international repute.
Mrs. Gauri Bhagwat has over 28 years experience and
has contributed to the certification of more than 50
organisations in Ghana and has trained more than
1000 ISO auditors in Ghana and provided consultancy
to 15 companies towards ISO certifications.
Currently she is a Director for Syscon Consulting
Limited.
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Dr. Mrs. Ellen Hagan
Dr. (Mrs.) Ellen Hagan is
the Founder and Director
of L’AINE Services and Focus
Digital, Co-Founder of Legacy
Girls’
College, and the Chair of Africa List
(Powered by CDC).
She has grown L’AINE Services to become the leading
HR organization in Ghana that serves hundreds of
international and local clients, and has found jobs for
over 20,000 people at no cost over the years. L’AINE
is the only HR company to have been a member of
the exclusive Ghana Club 100, and are publishers of
Ghana’s premier Human Resource Magazine; the HR
Focus.
As a fellow of the Institute of Human Resource
Management Practitioner, Ghana (IHRMP), Ellen has
been recognised and awarded both here in Ghana
and internationally for her role in transforming Human

Resource Management in the country including
the prestigious CIMG Marketing Woman of the Year
award in 2011 and most recently in 2017, the Ultimate
Woman of the Year award at the Exclusive Men of the
Year (EMY Africa) Awards; an honour bestowed on
only one woman each year at a ceremony set aside
solely to recognise men.
She believes in mentoring the youth, especially the
young women and as such, she co-founded LEGACY
GIRLS’ COLLEGE in Akuse, to nurture and develop the
leadership potential in the girl child.
She serves on several boards including the University
of Ghana Business School Board, the Danish Board
and the Christian Sentinel Board.
She is a marriage Counselor and has been married to
Mr. Gilbert Hagan for 33 years. They are blessed with
four children and 5 grand children.

Mrs. Eva Osei-Numo
Eva has 36 years’ work
experience
in
Human
Resource Management. Her
career spans across working
in both public services and
multinational companies.
S h e
has in-depth capability and interest
in developing and aligning HR strategies to support
key corporate values and goals and developing
and implementing systems to support effective
implementation of these.
She has been a resource person for grooming corporate
employees in Human Resources Management and
customer service.

Until her retirement, she was the Human Resource
Manager of West African Gas Pipeline Company for
Togo, Benin, Ghana and Nigeria
Currently, she is a member of the National Labour
Commission, Ghana and a Fellow of the Institute of
Human Resource Management Practitioners.
Eva holds a degree in Sociology with English and
Masters in Business Administration (Human Resource
Management Option) from the University of Ghana,
Legon. She also holds a certificate in Advance
Management form NIPA and has wide exposure and
training in several leadership development programs.
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Mr. Kwabena Akuamoah Agyekum
Executive
Director
and
Director of Chartered Institute
of Marketing – Ghana (CIMG),
and Ghana School of Marketing
respectively. He holds an MBA
in Project Management from the
Ghana Institute of Management and

Public Administration (GIMPA) and has a Graduate
Diploma in Marketing from Chartered Institute of
Marketing in UK. He is a Chartered Marketer with
over fifteen (15) years’ experience in Marketing and
Administration in tactical, managerial and strategic
planning in business arena.

Mrs. Audrey Mensah
Audrey is a seasoned
Recruiter/Headhunter with
over 15 years’ experience,
gained initially with an
international
professional
services firm and now with an
international capacity development
organization which works with businesses across
East, West and Southern Africa. In her current role,
she sources mainly senior management personnel
for companies in multiple sectors and industries both
locally and internationally.

Audrey is a calmly assertive individual who strives for
order and structure in carrying out all tasks by paying
great attention to detail. By nature a systematic and
logical individual, she possesses a healthy enthusiasm
for challenge, has strong organizational skills and
is rigorous in ensuring that tasks are carried out
through to their natural conclusion. An excellent team
player, Audrey possesses strong communication and
interpersonal skills.

Mrs. Joyce Boeh-Ocansey
Mrs. Joyce Boeh-Ocansey is a
management consultant and
recruitment specialist with over
30 years’ experience that spans
human resource management,
communications and publishing. She
holds a Graduate Diploma in Mass Communication
from the UK and was influential in a period of change

management as the CEO of one of Ghana’s leading
national newspaper companies, the New Times
Corporation.
She adds her expertise and varied experience in
recruitment, outsourcing and strategy development
in her current role as Head of Recruitment for L’AINE
Services Limited.
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Rev. Akua Ofori-Boateng
Rev. Akua Ofori- Boateng is
the Managing Director of
ILF Consulting Engineers;
an
Engineering
firm,
headquartered in Austria.
She is also the Founder and Managing Director of
Sabine Solutions Limited, a wholly-owned Ghanaian
firm focused on Business Development and Employee
Development.

Diocese of Accra, based at the Holy Trinity Cathedral
(High Street).
A graduate of Ghana International School, Rev. OforiBoateng holds a Bachelor of Science degree in Physics
from Miami University, USA; a Master of Science degree
in Mechanical Engineering from Virginia Tech, USA; an
MBA from Indiana University, USA, and a Master of
Arts degree in Ministry from the Trinity Theological
Seminary in Legon, Ghana.

She serves on the United States Trade Advisory
Committee on Africa, and is a Priest with the Anglican

Mrs. Efua Garbrah Sarfo
Former Director, Human
Resources, of the Volta River
Authority, is a human capital
specialist and strategic leader.
In her various roles at VRA
including Senior Manager for
Corporate
Industrial
Relations
&
Staff Compensation, Project Manager for Reward
Management & System Review Project, Chief Learning
Officer, General Services Director & DHR, she brought
positive changes in work culture, turnaround times,
fair treatment of staff and work-life balance. Her
special interest in health & wellbeing, and wellness &
safety strongly influenced her strategic management
of the workforce at VRA.

She is a recipient of the Top 40 HR Practitioners
Doing ‘Big Things’ Ghana Awards in 2018. Efua holds
a BA degree in French & Diploma in Education from
the University of Cape Coast (UCC). She also holds a
Masters Degree in Public Administration from Ghana
Institute of Management and Public Administration
(GIMPA). She is a member of the global Society of
Human Resource Management (SHRM, USA) and a
volunteer with SHRM Forum, Ghana. She is also the
immediate past Chairperson of the HR Committee of
APUA (Association of Power Utilities of Africa)
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Goodwill Messages
Busara Africa congratulates HR Focus for yet again successfully organizing the Vodafone
HR conference. As a Pan African leadership development firm, we have noticed many of
our clients grappling with how to get better at agile working. Employees are fighting for it.
Employers are worried about it, but appreciate the potential for maximizing productivity and
engaging staff. We are, therefore, excited to be part of an open and frank discussion of this
transformational organizational practice.
Our experience from previous HR Focus conferences is that the forum provides a powerful
space for networking. We therefore look forward to meeting and connecting with critical
players in the HR industry.
Well done HR Focus.
Taaka Awori
CEO
Busara Africa

A hearty congratulations from EMY Africa Secretariat to HR Focus for a job well done.
HR Focus has taken up the mantle that many have ignored and has honed in on issues
affecting the Human Resource sector in Ghana.
We commend you for tackling these issues and for providing an innovative space for
solution sharing.
Good job!
Kojo Sobo
Executive Director
EMY Africa

HR Focus has made great strides in their objective of becoming one of the most sought after
HR magazines in Africa.
Their dedication and creativity can only be matched by an endless quest for success. Kudos
to the HR Focus team.
Congratulations!
Robert Sam
Vice President
GHRASP

www.hrfocusmagazine.com
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Categories & Criteria for
HR Focus Awards
Best HR Management in
Media

Awarded to the company that has shown the most
evidence of best practice in HR management in
Media services during the year under review

Best HR Management in
Hospitality

Awarded to the company that has shown the most
evidence of best practice in HR management in
Hospitality services during the year under review

Best HR Management in
SME Sector

Awarded to the company that has shown the most
evidence of best practice in HR management in
SME services during the year under review

Best HR Management in
NGO Sector

Awarded to the company that has shown the most
evidence of best practice in HR management in
NGO services during the year under review

Best HR Management in
Public Sector

Awarded to the company that has shown the most
evidence of best practice in HR management in
Public Sector services during the year under review

Best HR Management in
Manufacturing

Awarded to the company that has shown the most
evidence of best practice in HR management in
Manufacturing services during the year under review

Best HR Management in
Financial Services

Awarded to the company that has shown the most
evidence of best practice in HR management in
Financial Services during the year under review

Best Organization in
Healthcare Sector

Awarded to the company that has shown the most
evidence of best practice in HR management in the
Healthcare Sector during the year under review

Best Organization in
Telecommunication and IT

Awarded to the company that has shown the most evidence
of best practice in HR management in Telecommunication
and IT Services during the year under review

www.hrfocusmagazine.com

Categories & Criteria| HR Focus Africa

40

Categories & Criteria for
HR Focus Awards
Best Organization in
Energy & Natural Resources

Awarded to the company that has shown the most
evidence of best practice in HR management in Energy &
Natural Resources services during the year under review

Best Organization in
Localization

Awarded to the company that has shown the most
evidence of best practice in Localization during
the year under review

Best Organization in
Employer Branding

Awarded to the company that has shown the most
evidence of best practice in Employer Branding during
the year under review

Best Organization in
Employee Relations

Awarded to the company that has shown the most
evidence of best practice in Employee Relations during
the year under review

Best Organization in
Diversity & Inclusion

Awarded to the company that has shown the most
evidence of best practice in Diversity & Inclusion during
the year under review

Best Organization in
Rewards Management

Awarded to the company that has shown the most
evidence of best practice in Rewards Management
during the year under review

Best Organization in
Organizational Culture

Awarded to the company that has shown the most
evidence of best practice in Organizational Culture
during the year under review

Best Organization in
HR Information Systems

Awarded to the company that has shown the most
evidence of best practice in HR Information Systems
during the year under review

Best Organization in
Recruitment & Selection

Awarded to the company that has shown the most
evidence of best practice in Recruitment & Selection
during the year under review

www.hrfocusmagazine.com
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Categories & Criteria for
HR Focus Awards

Best Organization in
Learning & Development

Awarded to the company that has shown the most
evidence of best practice in Learning & Development
during the year under review

Best Organization in
Performance Management

Awarded to the company that has shown the most
evidence of best practice in Performance Management
during the year under review

Best Organization in
Employee Safety, Wellbeing &
Workplace Design

Awarded to the company that has shown the most
evidence of best practice in Employee Safety, Wellbeing &
Workplace Design during the year under review

HR Team of the Year

Awarded to the HR Team that has shown the most
evidence of team excellence and best practice in all
aspects of HR management during the year under review

HR Manager of the Year

Awarded to the Individual HR Manager that has shown
the most evidence of best practice in leadership in an HR
function and all aspects of HR management during the
year under review

HR Rising Star of the Year

HR Practitioner of the Year

Awarded to the individual HR Officer who has shown the
most evidence of support of best practice in all aspects of
HR management during the year under review
Awarded to the individual HR Practitioner who has shown
the most evidence of best practice in leadership of HR
management during the year under review

HR-Oriented CEO of the Year

Awarded to the individual CEO who has shown the most
evidence of collaboration and best practice in all aspects
of HR management during the year under review

Overall Best Organization in
HR Practice

Awarded to the company that has shown the
most evidence of best practice in all aspects of HR
management during the year under review
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“What The World Of Work In
Ghana Is Missing.”
By: Dufie Boakye

I

t is apparent in the minds of many to first and foremost, land a job;
get on the gravy train, and be the source of a significant turnaround
in an organisation, when the need arises. However, there are major
setbacks that organisations face in the journey to achieving company
goals and objectives. These help build cohesion between employers
and employees as they work together to achieve an established intent.
In the world of work in Ghana, there are a lot of missing elements that
wreak great havoc in most organisations, leaving some establishments
too handicapped to reach their full potential. Amongst the many missing
elements of work in Ghana are two elaborated ones: Organisational
Climate and Transparency.
Organisational Climate
Aristotle expressed in his teachings on the human nature: “Human beings
have a natural desire and capacity to know and understand the truth, to
pursue excellence, and to instantiate their ideals in the world through
action.” Organisational Climate is an all-encompassing human resource
concept that refers to the meanings people attach to interrelated
bundles of experiences they have at work. Once an organisation lays
the foundation of empowering its employees by providing avenues
for learning and development, flexibility, rewards and recognition, the
end result is evident: productivity – with the byproducts of customer
satisfaction, profitability and even staff retention.
However, the culture of positive organisational climate is absent in most
establishments in Ghana. Most employers fail to place great value on
the work of their staff do and as such, do not offer the needed carte
blanche for useful contributions and productive service. There are
some outfits that actually still pay their staff below the stipulated daily
minimum wage of Ghc10.65, and insufficient pay makes it impossible
to build a robust and formidable team. Aside remunerations, there are
several instances of harsh treatments employees encounter from their
superiors, leaving them distraught and discouraged. ‘Where motivation
is lacking, nonperformance finds a home.’
When an organisation fails to create an atmosphere of acceptance,
comfort and appreciation for its employees, creativity and maximum
output is hindered. In creating the right organisational climate for
workers, companies need to reassess the entire employee experience
from the moment of entry, through to understanding and growing
their job role, to avenues of growth and finally, to the moment of exit.
With the right organisational climate, even un-retained talent will have
nothing but positive stories to tell of the company, its brand, and its
products and services.

“An organisation, no matter how well designed, is only as good as the
people who live and work in it”- Dee Hock- Founder, Visa.
Transparency
In finding a suitable career, there are many axioms one may come
across, and one of them is: follow your passion. That is absolutely
true, and yet, one needs to assess their expertise and capabilities to
know if they are truly in sync with the responsibilities that come with
certain roles in an organisation. In a country like Ghana, where there is
an issue of mass unemployment, most people have settled into roles
that they neither love nor fit into. Today, most people are employed in
companies where they are not fashioned to perform well. One cause of
this is nepotism; where one lands a job only because of an affiliation to
a societal bigwig or influential fellow. When this happens, we discover
unqualified and underqualified workers who exude unprofessionalism
and low standards of work. The process of seeking and acquiring talent
should not be shrouded in bureaucracy. In the same vain, processes
across the entire organisation should be clearly spelt out and made
available to all workers within the organisation. This will not only create
an environment that breeds confidence and trust, but will also open up
opportunities for shared learning and corporate growth.
Gina McCarthy, an American environmental expert, puts it right. She
said, “Transparency is all about letting in and embracing new ideas,
technology and new approaches. No individual, entity or agency no
matter how smart, how old or how experienced can afford to stop
learning.” A culture of transparency will set a precedence for open
communication, critical thinking and innovation. With these three, an
organisation will begin to make more impact locally and globally. The
absence of transparency automatically sets a negative tone for workers
on a daily basis, which is neither beneficial for individuals nor the
organisation.
In considering the world of work in Ghana, there are many elements
that need improvement across industries. If there was a tall list of such
elements that needed attention, these two points will be atop that
list. If both organisational climate and
transparency were taken seriously, they
are sure to nudge organisations closer to
the needed complete cohesion for both
individual and corporate growth.
Administrative Staff,
Diaspora African Forum
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Revamping Interview
Process in Nigeria/Africa
By: Nathaniel Orungbe Ayotunde

I

nterview sessions have become extremely boring and generic! When a
candidate attends several interviews (at different firms/organisations)
they are asked the same generic questions over and over and over
again. Questions like; “Tell me about yourself,”“Where did you school and
why did you study a particular course?” “Where do you see yourself in
the next 5 years?” are generic questions, which I suggest are meant to
be examples of questions which should be asked in an interview (not
necessarily compulsory). Every interview should to be different and
unique as we have different candidates from various backgrounds.
WHO IS AN INTERVIEWER?
Interviewers tend to ride the high horse during interviews and most see
themselves as better individuals once interviews are ongoing, but the
truth remains; as an interviewer, can you answer (confidently) questions
that you ask your candidates? An interviewer is a professional who is
assigned the responsibility of ensuring a candidate has the right Skills,
Experience, Knowledge, Personality and Attitude for an available vacancy.
Interviews should not be interrogative sessions, rather they should be
expressive and entertaining for both candidates and interviewers.
RIGHT FOR THE JOB?
I have come to realise that not all successful candidates are the best
employees; passing an interview does not necessarily mean a candidate
will produce good results on the job. I see an interview session as a
chance to have private interactions with each candidate, as interviews
are meant to reveal the Knowledge, Skills, and Abilities of candidates
and not an acting performance of a candidate; a job is not a movie.
Also, interviews are meant to reveal an employer’s goals, vision and
mission to the candidate for better understanding of the job role/
requirements, and the firm’s stand point. How do you, as an interviewer,
know when a candidate is pretending/ lying during an interview if all
generic questions are answered with finesse? With the exception of
top notch HR professionals who have extensive/practical knowledge
in psychology and human behaviour, it is very difficult to tell when a
candidate, who answers all interview questions “correctly,” is lying.
Interview sessions should be more of a discussion between an
interviewer (employer) and an interviewee (potential employee); a
discussion held to identify the strengths and weaknesses of both sides,
to identify the behavioural pattern of both parties, and to evaluate
suitability of both parties working together to achieve the employer and

employee’s goals.
HOW TO IMPROVE INTERVIEW SESSIONS
Prior to carrying out an interview, candidates should have been
shortlisted by the recruitment unit. Once concluded, interviewers are
to do the following:
READ THROUGH ALL SHORTLISTED RESUMES: Interviewers should
resist from asking candidates questions that have glaring answers on
the candidates CV, it lacks professionalism as most Interviewers may
NOT have read through a candidates CV.
Let us conduct our interviews right for the best results.
CREATE A COMFORTABLE AND WELCOMING ENVIRONMENT
FOR CANDIDATES: Candidates should be made comfortable during
interviews. It helps a firms’ brand image as well, and creates a relaxed
session for both interviewer and interviewee.
MANAGE YOUR TIME WELL/NO AFRICAN TIME: Keeping to time and
schedule is highly important: When an interview is scheduled for 10AM
both parties must ensure that they keep to time.
HOLD INTERACTIVE CONVERSATIONS: An interview should not be
about asking questions alone, discussions should be encouraged during
interviews. An example can be “an interviewer discussing an issue (and
the solution to the issue) which occurred during an official assignment,”
this can also be used to determine if the candidate is qualified to solve
similar problems.
• Lastly, a panel of judges is not necessary. 2- 3 employees (HR,
Departmental head, and Supervisor) can
interview a candidate.
• Candidates can also be offered refreshments.

Recruitment Specialist,
Nigeria
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How To Stay Productive
When You’re Tired
Follow these energizing tips to stay productive when staying in bed isn't an option.

List everything you need to do,
pick the most important task
and do it first

Take a 5-minute break
every 50 minutes

Deactivate email and phone
notifications

Health article
Stretch regularly

Drink a bulletproof
coffee
COFFEE SHOP

Work from a coffee shop
for an hour

Drink water from a bottle
with hydration tracker

?

Work whilst standing up

Listen to unfamiliar music

Work by a window

Keep a bottle of
peppermint
oil on your desk
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Dear Employee,
It’s a Global
Playing Field.
Think about it!
By: Maame O. Boateng

T

he path to finding a career you would want to commit to can be
tedious. It is important for you to know that you have worked hard,
endured and shown dedication when you find that position that
speaks to you; both developmentally and personally. You have to realise
that you are an asset to your organisation and should apply yourself
to your work in that manner. Once the tiring process of applications,
sending CVs and asking for referees is rewarded, you owe it to yourself
and to the organisation to ensure your career serves you in the longterm plans you have for your life. These are some ideas you may want to
govern yourself by to ensure that you are able to be your best self, for the
organisation and yourself.
Loyalty to the organisation is primary to your development and career
path. Be careful of the relationships you build in the work place. These
relationships should not cloud your judgment in the workplace. Despite
these relationships, it is worthwhile to speak up if you see something
going wrong. You may encounter situations that may seem culturally
and morally right but goes against the organisation’s rules of conduct;
as a result, it may be difficult to follow and abide by the company’s rules
in such a situation. You have to understand that setting behavioral and
cultural standards is part of the organisation’s mandate for sustainability.
You have to remember that you freely chose to apply to the organisation
and as such, must consciously follow these set standards. By doing
these, you directly affect both your growth and the organisation’s. An
organisation is only as strong as the employees feel.
You have to own your position in the company. Your position as an officer
is just as valuable as a manager. You must endeavor to work together
with others in the company in order to achieve set goals and targets;
team work makes the dream work. Avoid working in silos as much as
you can and ask for help when needed. It is better to build together
than to build on your own and you will find that what one man can
do in years can be achieved much sooner when the tasks are divided
and people are held accountable for their parts. Treat others fairly and
ensure that you are using the organisation’s resources appropriately.

You must stay brand conscious and ensure you are always making
the company proud. You should deem it a privilege to represent
your organisation any chance you get. It doesn’t have to be a large
corporation with a huge asset base, but if you love what you do, it shows
in how you work and people would want to know more about your
organisation. The way you associate/disassociate yourself from your
organisation clearly shows people whether to do business with you
or not. In order to grow globally and to take your organisation to the
next level, consider your role in creating a “repeat business” organisation.
Your portrayal of the company should be such that it attracts clients
who patronise the services your organisation provides.
Always find ways to grow within your role and in the organisation.
There are different resources to aid you in selecting courses and types of
training you can engage in. You can become the catalyst for change if
your company does not provide the training you feel you need to get to
your next level. Do research and send recommendations to your Human
Resource Manager or your direct supervisor. Making the effort to better
yourself sends the right message to employers and even makes you
more valuable.
An organisation is as strong as its weakest employee. If the weakest
employee is strong and has a clear idea about the next steps in their
career path, their role in the organisation, their personal association
to the brand, and is able to drive the necessary change, then such an
organisation is ready to take the world.
Dear employee, you are an asset to yourself
and your organisation and you should walk
into your office everyday believing this.

Chief Administrative Officer,
Strategic Security Systems
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DIGITAL TECHNOLOGY

Technology can improve the systems,
processes and effectiveness of healthcare
in Africa, once there is enough access to it.

GETTING THE RIGHT
KNOWLEDGE, SKILLS & RESOURCES

The health climate in Africa differes from that
of other continents. For this reason, the healthcare
specialists, doctors and nurses should know the
right diagnosis, treatment, etc. for illnesses
specific to the region

PUBLIC-PRIVATE
PARTNERSHIPS FOR HEALTH

Public- Private partnerships could make all the
difference. Putting all healthcare players and
resources together to build sustainable infrastructure
could fill the gap in health advancement.
Everyone should have access to good health,
no matter where they live.
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Top

Women Leading In
Business In Africa

Adèle Dejak
Adèle Dejak cut her teeth in the world of typographic design in England and Italy before moving to
Nairobi, Kenya in 2005 and turning her attention to accessories design. Adèle found herself intrigued
by the natural beauty of horn and begun to experiment with techniques of creating unique shapes
and fashioned pieces.
Her flair was noticed and spurred on by an admirer of one of her creations who encouraged Adèle to
set up shop, creating unique shapes to wear. Dejak’s Nigerian roots begun to merge perfectly with
European influences and she set out on her never-ending quest for that essential artifact that allows
you to express your own style.

Flora Mutahi
Flora Mutahi is one of Kenya’s leading women entrepreneurs with extensive local and international
experience in strategic leadership, business development, market penetration, and marketing. Flora has
a proven ability to innovate, conceptualize, and implement business solutions and to lead and mentor
others to achieve company and personal goals. She is a seasoned entrepreneur serving in both the
private and public sector. Her role as Chairperson of the Kenya Association of Manufacturers was Kenya’s
first woman Chairperson in 57 years. Flora is also the Vice Chairperson - COMESA Business Council, Board
Member - Export Promotion Center, Jubilee insurance Ltd, Kenya Private Alliance, and SBM Bank, Kenya.
She is passionate about business, especially growing Kenyan and particularly women entrepreneurs,
being very conversant with the challenges they face. She holds an MBA from the University of Cape Town
and a B.Sc. Finance and Accounts (UK).

Joanne Mwangi
Joanne Mwangi is a woman on top of her game. Having won Service Industry Entrepreneurship
of the Year award four years ago, there is no denying that she was a cut from unique linen. Her
company, Professional Marketing Service (PMS) Group, won in the Top 100 Mid-sized Companies
slot and emerged as the overall pinnacle winner in 2010 when it had been in operation for 12
years.
She rules and presides over her world with nothing more than zeal, an unending desire to ‘do’
rather than wait for it to be done and a measurable whiff of passion. Her determination though, is
conspicuous. In her graceful steps, the feisty in her oozes with every stride. There is no denying that
she not only understands what she does and why she does it: she also has unwavering determination
to accomplish what she sets her eyes on

Sarah Collins
Entrepreneur, CEO and equality innovator, Sarah Collins, is best known as the creator of the Wonderbag,
a globally conscious enterprise. Over the past 10 years, over 1.5million Wonderbags have been
activated in the Western world. Sarah’s extreme dedication, resilience and determination has earned
her Fortune Magazine’s Top 10 Most Powerful Women Entrepreneurs, Oprah’s African Heroines, and
the Women’s Economic Forum Woman of the Decade for Entrepreneurship.
The Wonderbag is a simple but revolutionary, non-electric portable slow cooker. The South African
invention is saving lives from smoke inhalation, combating deforestation, providing time for women to
work and for children to go to school. Bill Gates, Chelsea Clinton, Jane Goodall and many other dignitaries
and world leaders have lauded Wonderbag as a game changer.
www.hrfocusmagazine.com
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Julian Adyeri Omalla
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Julian Adyeri Omalla is one of Uganda’s top female entrepreneurs. She is the Founder, Chairperson and
Managing Director of Delight Uganda Limited, producing the country’s most popular fruit drink sold
under the brand name ‘Cheers’. Julian has diversified into a range of other business activities, including
egg and poultry farming, maize-feed production, a flour mill and bakery, a student hostel for 400,
as well as coordinating women’s farmer cooperatives that provide food aid to Sudan. Today, Julian
employs over 1,000 Ugandans and exports to countries such as Rwanda, Kenya, Tanzania, Sudan
and Zaire.
Julian is a powerful voice of advocacy for improving economic access and opportunities for
Uganda’s women in business. She is a leading member of the Uganda Gender and Growth Coalition,
a group of seven women’s rights advocacy groups. In 2008, Julian was among six women in Africa
to be honoured for their entrepreneurship skills by the World Bank. Today, she is one of the most
decorated woman entrepreneurs in East Africa and has received honours and awards including the
Commonwealth Entrepreneur of the Year 2014

Divine Ndhlukula
Divine Ndhlukula founded SECURICO Security Services from humble beginnings in Zimbabwe in 1998.
Divine identified a need in the market for a quality-oriented security company and she has driven
SECURICO to become the market leader in Zimbabwe. She has tackled a previously male-dominated
industry head on and her business success story is nothing short of remarkable - marking her as one of
Africa’s most tenacious and inspiring women entrepreneurs.
SECURICO, today, provides its clients with a complete security solution: uniformed armed officers,
armoured vehicles for transportation of valuables, onsite banking, trained guard dogs, and electronic
security systems. The company also does private investigations, employee vetting, and security consulting

Victoria Kisyombe
Victoria Kisyombe is a leader whose innovation, initiative, and determination has empowered women
in Tanzania. Given women’s lack of collateral and resulting lack of access to capital, Victoria also began
piloting micro-leasing as a solution. She changed the criteria of eligibility to enable women with
no assets and little business experience to engage in commercial activities to support themselves
and their families. The ability to generate cash flow, rather than collateral, became the factor that
determined whether an applicant would be considered. SELFINA is a company with a social mission
to impact; providing micro-leasing to thousands of women in Tanzania.
Starting from a very humble beginning, SELFINA has gone on to improve financial inclusion for
women. More than 27,500 women have received lease finance; 250,000 lives have been impacted;
150,000 jobs have been created, and more than US$ 17 million has been availed to women through a
revolving fund.

Kofo Akinkugbe
Kofo Akinkugbe is recognised globally for her entrepreneurial success story and strong business track
record. She is Founder and CEO of SecureID Nigeria Ltd; a market leader in smart card technology and
digital security. SecureID is a world-class manufacturing facility with the only smart card production
plant in West Africa and one of only six on the continent. This company serves 16 countries across
Africa and is fully certified by VISA, Verve and MasterCard. In 2012, Kofo won the Africa Awards for
Entrepreneurship Mature Business Award.
Kofo is one of Africa’s thought leaders in the subjects of entrepreneurship and innovation in the
technology sector.

www.hrfocusmagazine.com

RECOGNITION AND APPRECIATION
We are suppliers of exquisite
corporate award products and gi�
items with over ten years
experience.
We a r e o n e o f t h e l e a d i n g
companies of choice for people
who place high value on top quality
products.
Our ﬂagship products are Crystal
Plaques and Trophies for awards
and compe ons.
Our crystal plaques are perfect for
personal gi�s for special occasions
( b i r t h d ays , we d d i n g s , etc . ) ;

corporate awards (long service, and designs for a wide range of
annual awards, etc.) as well as needs; golf, football etc.
sports and games (golf, football,
Crystal & Wooden Plaques
etc.).
Immortalize the moments of
Other products include corporate apprecia on and recogni on with
name badges and souvenirs; our wide range of wooden and
crystal plaques.
branded key holders, etc.
We aim to provide premium worldclass products with superior Desktop Paperweights
customer experience. We make Very ideal to include in end of year
E x c e l l e n c e , I n t e g r i t y a n d gi� hampers or simply for that
Innova on our hallmark: A place promo on drive.
where we deliver what we promise. Souvenirs
Fo r f u n e ra l s , a n n i ve rs a r i e s ,
Trophies: We stock up various sizes customary marriage, wedding, etc.

We have a wide range of gi� items: your expecta ons are met. A ﬁnal
m u g s , k e y h o l d e r s , t o w e l s , ar s c impression makes for easy
handkerchiefs, etc.
apprecia on of our products to
clients before actual produc on is
Quality Control
undertaken.
We do not compromise on our
quality. “If we can't proudly say it's Delivery Service
from us, it's not going out”. We We oﬀer smart delivery services on
thrive on referrals so we do not request.
lower our quality standards.
Customised Designs
Graphic Designers
If you need that special bespoke
Our dedicated graphic designers crystal award developed for you
present you with design op ons ll only, just talk to us.

Touch of class and finesse

Fusion of modern
digital print and
indigenous hand
cra�ed frames
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BRANDS’ SUSTAINABILITY EFFORTS
MUST CREATE SHARED VALUE
AND HAVE PURPOSE

By: Gustav Gyekye Appiah

I

n the past few months, the role businesses play to solve social
challenges has become clearer. The very society that sustains its
survival, and for many businessmen or shareholders, the dominant
reason to sustain their business is to invest more in the business to have
returns.
This idea from businessmen and shareholders still affirms the principle
of capitalism which is at a heightened level.
Well, this may not be entirely out of place but it would be prudent if
they consider that making society a better place also contributes to the
bottom line.
The issues that led to the collapse of some of our indigenous banks are
suitable examples of the assertion of heightened levels of capitalism
in our society. I still cannot come to terms with the fact that amid
regulations, though was weak, and high stakes in their business, there
would be a gross disregard of the incomes their staff and clientele had
in these banks. It simply implies the sheer betrayal of their mission and
vision upon which they were founded.
People are increasingly losing trust and credibility in notable business
institutions due to the widespread notion that these businesses are
seeking for their own parochial interest to the detriment of other
stakeholders.
Ella Minty, a Public Relations expert, explains that how business results
are reported; how the organisation is managed at its executive and
leadership level, and how robust the systems that underpin its activity
are designed and embedded form part of good corporate governance.
She indicates that ‘companies that practice good corporate governance
are generally those that are socially and environmentally responsive.’
This is why it is important, now, more than ever, for businesses to embrace
sustainability as a model for doing business. When the United Nations
(UN) formulated the Sustainable Development Goals to be attained by
2030, the responsibility to achieve them was not only for governments,
but for businesses, as well as other institutions that would complement
government’s efforts to achieve the ambitious goals by 2030.
The scope of business should go beyond profit to consider people and
the planet. It is the triple bottom line where businesses consider also the
welfare of people and society aside profit.
Embracing sustainability goes beyond corporate philanthropy or
charity. If sustainability is equated the same as corporate philanthropy or
a superficial CSR, it isolates it from having a lasting impact in the society
and people, thus, it does not create shared value.
The framework should encompass corporate social responsibility that
businesses may undertake. It can be the grounds to align business,
people and societal needs to create shared value that can impact
positively in the environment and its constituents.

One of Guinness Ghana Breweries Ltd. (GGBL) Plc’s sustainability efforts
is its Alcohol In Society (AIS) initiative, that goes every length to engage
their stakeholders on the responsible consumption of alcohol. Is it not
surprising that an organisation that produces alcoholic beverages would
put in a lot of efforts and resources to engage with all stakeholders
towards responsible alcohol consumption? The fact is GGBL puts a
premium on the lives of its users rather than its immediate revenue:
they want more people to be alive to consume their alcohol responsibly,
which, to me is more considerate to people, society, and contribute to
profit. This can lead to sustained revenue.
CREATING A SHARED VALUE
There are myriad of societal needs and issues that can be exploited by
businesses to create economic value that can contribute immensely to
the bottom line. So you can understand that putting sustainability at the
heart of business has many underpinnings that improve every sphere of
the business life, as well as its people and the environment.
To create shared value, businesses must redefine their approach
to maximize opportunities; one that creates a shared value which
ultimately makes it sustainable. This obviously is a more legitimate way
of making more revenue.
Think about this, plastics contributes significantly to our environmental
pollution. In Kumasi, there is a start-up organisation that recycles plastics
and rubbers to produce concrete blocks to derive economic value. This
is in practical terms is just one of the many examples of what creating
shared value is all about. If more organisations think along this line,
careful thoughts will go into their sustainability efforts.
Research shows that organisations that are sensitive to social issues
and make it a core duty to augment efforts at solving social and
environmental issues are ones whom consumers cherish and patronize.
Reports indicate that 75% of consumers worldwide expect brands to
contribute to their wellbeing and quality of life whereas 71% say they
prefer brands that drive social and environmental change.
Making sustainability strategic in the business makes the organisation
purposeful. Today’s consumers are dynamic and sophisticated and their
loyalty will lie with a brand that takes up issues with the society that
concerns them. Indigenous businesses should wake-up to the call of
making their sustainability initiatives driven
by strategy and purpose.
‘People do not buy what you do, but why
you do it’ - Simon Sinek
Provider Relations,
Nationwide Medical Insurance
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By: Delis Williams

E

very year, millions of young professionals all over the world move
away from home to different countries in search of their dream
career. For many, this is an opportunity to explore an entirely
different terrain and a manifestation of their dreams. Algiers attracts
thousands of foreign professionals seeking opportunities and adventure
every year.
Algiers is Algeria’s capital city and the heart of its economy. The city is
opened to foreign expertise in various fields. Thus, finding a job there
should not be complicated at all. The city of Algiers (Al-Jazaïr) is a rare
beauty filled with the kind of architecture that can only exist in one’s
fantasies: Extremely elegant apartments, monuments and public
buildings, and Islamic buildings that will make you dream in ancient
times.
Here are few things to guide you on your journey, if you are considering
a job in Algiers:
1. Multiple Application Channels: As most of the companies in Algiers
hire through recruitment agencies, it will serve you better to start your
Job search journey on the internet. Do well to constantly check out job
websites and professional social networking platforms such as LinkedIn.
Take the time to search for a list of companies operating across the city.
Foreign chambers of commerce in Algiers can help you in this process.
Consider sending spontaneous job applications to these companies
and getting in touch with them personally.
2. Visa and Work Permit: Expatriates who want to work in Algiers
are required to apply for a single document - the Work Visa. This gives
you the right to employment and residency. Before you put in a visa
application, you should have already secured employment in the city.
Your application must be submitted along with your employment
contract to the employment inspectorate services of your local wilayah
(province or state). Once you receive an approval, you can proceed to
apply for a work visa through your local embassy or consulate in your
home country. Visas for working in Algiers are temporary, and will need
to be renewed upon expiry.
3. Income Tax System: All working residents in Algiers are required by
law to pay an income tax on their earnings, this includes all foreigners

and expatriates. However, foreigners and expatriates are only required
to pay income tax at Algerian rates on your worldwide income, if you
are considered a resident of the country for tax purposes. This applies to
people who have lived and worked in Algiers for more than 183 days in
the fiscal year. Residents, who have lived in the city for less than 183 days
in the fiscal year, do not qualify as a “resident for tax purposes” and as a
result, would only pay income tax at Algerian rates on income earned
whilst working in Algiers. Algeria has a progressive income taxation
system (just like any country), the amount of income tax a resident is
required to pay is determined by their total earnings for the fiscal year.
The income tax rates for expatriates living and working in Algiers as of
2015 are as follows:
- Up to 120,000 DZD — 0%
- From 120,001 to 360,000 DZD — 20%
- From 360,001 to 1,440,000 DZD — 30%
- Over 1,440,000 DZD — 35%
4. Working Hours: The approved working week in Algiers, like in many
other countries, consists of 40 working hours. Ordinarily, work will start
at 8:00 AM and end around 4.30 PM. Banks close around 3 pm, while
public service organisations are open till 6:00 PM.
5. Transportation in Algiers: When you finally settle in Algiers, you
would have to get around the city, whether to get to your office, meet
people, go shopping, or essentially tour around town. This city has a very
well organised transportation system with options of trains, metro, taxis,
ferries etc. Moving from one place to another is pretty easy; you only
need to choose an option that best suits you.
With these tips, you should be well on your
way to landing your dream job or beginning
your dream career in Algiers. Through the
professional eye, Algiers looks like a great
option for adventure, exploration and
advancing your career!
Communications & Digital Executive,
Focus Digital
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Bust The
Stress In 3!

t is already Quarter 3 of 2019 and I am literally stressed about a number
of things I have to get done; from updating my ‘big hairy audacious
goals’ to braiding my hair over the weekend. Whatever stage you
are at now, something could be a stressor for you – finances, health,
commuting to work, working with a ‘bad boss,’ etc. We go through
stressful experiences, which may be peculiar to every individual,
however, stress, if not handled well, can spill over and negatively affect
your overall wellbeing.
First things first! According to the Oxford Dictionary, Stress is a state
of mental or emotional strain or tension resulting from adverse or
demanding circumstances. This state is triggered by a stressor or an
agent that causes great worry or emotional difficulty. Usually, we are
stressed about a situation mainly because of a belief that we may not
be able to cope or handle the situation at hand but, any stressor can be
overcome with the right attitude.
Here are 3 out of many ways to deal with a stressful situation:

Identify the stressor: It seems pretty basic, but until you figure out what
is causing the stress, it keeps compounding and will eventually manifest
behaviourally, emotionally, psychologically, or physically, which is a
point you do not want to get to as the risks on your wellbeing can be life
threatening. According to the American Institute of Stress, symptoms
of chronic stress include irritability, anxiety, depression, headaches, and
insomnia. Why wait till the effects of stress get out of hand! Sometimes,
pausing to reflect feels like a daunting task but the benefits of identifying
the stressor far outweighs ignoring its existence. Take a few minutes, do
some introspection and call out the stressor for what it is – whether it
is outside of you; like working with a difficult manager, or inside of you;
like bad sleeping habits.
Break it down: We all know we must drink 8 glasses of water a day. On an
average lifespan of 70 years (25,550 days), that means 204,400 glasses of
water! The thought of that is already stressful! But, if you break it down
into drinking a glass of water every hour a day, I bet you will exceed 8

By: Ruth Ntow-Otchere

glasses of water. That is how we need to deal with stressors. For example,
financial stressors are frightening to deal with especially when you have
not been saving most of your life till it suddenly hits you – I am going on
retirement in 5 years! Financial fitness must be prioritised and intentional
steps must be taken every day to overcome last minute stress.
Self-care: Self-care is not a trend; it is a necessity to your wellbeing.
Simply taking a breather from your identified stressor to recoup reduces
its effect on you massively. However, not every activity that gives you
relief from a stressor such as drinking, drugs, etc. is beneficial to your
health and wellbeing since the relief these might give you is temporary
but harmful.
Here are a few self-care coping mechanisms you can engage in:
• Have enough rest
• Involve yourself in activities you love - read a book, take a vacation
• Adjust your current lifestyle to one that gives you a balance
• Distance yourself from the stressor, whether it is a place or a person
• Talk to a professional if the stress is taking a toll on your physical and/
or mental health
It is important to note that some stressors cannot be avoided, as they
are a part of daily living, such as dealing with Accra traffic. To overcome
these, you must either change your mindset (setting off early to avoid
traffic) or change your reaction (listening to uplifting music while in the
traffic).
Managing stress puts you in a healthy space
physically and mentally to unleash your
productivity and impact others.

Human Resource Officer
Mantrac Ghana Limited
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TOP 5 AFRICAN
COUNTRIES BY GDP 2019
Gross Domestic Product (GDP) is the market value
of all final goods and services from a nation in a given year.

1

EGYPT

$1,391.734
BILLION

NIGERIA

2

ALGERIA

4

$1,214.827
BILLION

3

SOUTH
AFRICA

$1,391.734
BILLION

$ 684.649
BILLION

5

MOROCCO
$330.381
BILLION

SOURCE: Internal Monetary Fund
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Reasons why you are not
getting that promotion
you want / deserve

L

et’s face it, no matter how systematic a business is, it is run by people,
with people, and for people. When push comes to shove, people
make choices based on who they like more. You will be amazed how
much thought goes into deciding who gets pushed to a higher level
of authority and who does not. Another fact that is worthy of note is
people are the first representation any company has. How a company’s
CEO, Managing Director or Manager present themselves, may be the
only projection external stakeholders have of the company. Now, we
can only speak for ourselves, but it is safe to say that any business owner
would want external stakeholders to have only positive perceptions of
the company.
As a result of the people-element of business, it suffices to say that the
following attributes can make or break your chances of getting that
promotion that you may be looking forward to.
1. Piercings:
Piercings can be cute and even attractive but there is a point when it
becomes inappropriate or unnecessary for the world of work. Inasmuch
as the corporate environment encourages you to be yourself, there is a
silent rule that is whispered once you get into the game of corporate
work. Here is the rule: “As much as possible, and as often as you can
help it, avoid words, actions, clothes that turn heads, raise eyebrows and
shake heads.”
2. Bad breath:
First impressions count. If your colleague or client has to struggle to
breath comfortably every time they have a conversation with you, they
will avoid that as much as possible. Bad breath is known to push people
out of certain circles and to get a promotion, you need to work your way
into the good graces of your superiors, and not the opposite.
3. Visible Tattoos:
Across the world, companies have relaxed tattoo policies. In Africa,
though – excessive tattoos may not sit well with your company’s
leadership. The truth is whether or not an employee has a tattoo need
not affect how well they work and how well they will contribute to the
company’s bottom line. It is also not a good reason to deprive workers
from opportunities. Though the popular culture in Africa seems to be a
little slow in catching up with the western world’s popular culture, you
will not be denied the opportunity to work in a company because of
your tattoo however, it may be the one thing that will make your boss
hesitate.
4. Wrinkled Clothes:
You are how you dress! There is an assuring aura of confidence around a
man with well-ironed clothes as opposed to one with wrinkled clothes.
Stepping into a meeting with wrinkled clothes could insinuate the
meeting was not important enough to merit taking the time and effort
to look good for it.

5. Messy Hair:
Hair, especially for women could make all the difference in your look.
Even the scruffiest kinds of hairstyles can be styled to look neat and
decent. Workers get uncomfortable with colleagues who are unkempt
with regards to their personal hygiene or environment. If you find it
difficult taming your hair, you may find it difficult landing that promotion.
6. Casual Dress:
With the exception of offices that have a dress-down / casual dress
policy, showing up for work in t-shirts and shorts may raise a lot of
eyebrows – mainly the eyebrows of those who matter. Even in a work
environment with a dress-down policy, management would like to
know that you own a decent pair of trousers, loafers and a dress shirt.
In an informal work setting, smart-casual clothes will set you above your
other colleagues.
7. Too much perfume or cologne:
Most business executives believe they need to carry a fragrance with
them that will linger even hours after they have walked away. Contrary
to popular belief, your perfume or cologne can become a nuisance to
breathing, once you over-do it. You will find that your colleagues will
begin to dread your presence as it comes with suffocation.
8. Too much make up:
You want to look as natural and genuine as possible. If you patronize
excessive make up, you may come off as superficial, especially at first
impressions. You would want to look as presentable as possible, without
doing too much.
9. Messy cubicle or office:
Again, workers get uncomfortable with colleagues who are unkempt,
even at their desks and in their work environment. If your superiors
walked up to your desk and there was litter and disorganisation
everywhere, his confidence in your attention to detail and effectiveness
will wane fast. Someone who has his surroundings put-together, may be
more likely to have his life (and work) put-together.
10. Chewed fingernails:
This may not be as pressing a reason as your work ethic but the state
of someone’s fingernails can either be a pleasant surprise or an awful
shock. That reaction will determine whether your boss retains positive
reviews of you in his mind or not.
On the every-day playground at the workplace, top scorers are
determined by how much you bring to the bottom line of the company,
how well you work with others, how good you are at what you do, and
your commitment to the job/organisation. Beyond this, if the playing
field were level and several workers were viable candidates for a single
slot promotion, these points will no longer seem petty, but may form
the tipping point of that decision.
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Dr. Mrs. Ellen Hagan

I have been working with an organisation for the past two
years. There have been times that in voicing out my views, my
bosses have perceived me as disrespectful.
A few weeks ago, during a team meeting, I told my boss
he was not being fair to me and this did not go down well
with him. He asked me to apologise and retract what I said.
To settle the issue, I sent an apology letter to him however,
the administrator of the organisation sent me another letter,
stating that although I apologized, I did not retract my
statement for which reason I was going to be sanctioned: I will
be on suspension for one month but this is only “monetary
suspension,” which means that I will work for the whole month
but will not receive any salary or remuneration. Is this sanction
fair? Does the labour law support it?
Signed,
Unhappy Employer

Dear Unhappy Employer,
Thank you for writing in. First of all, some policies differ from
one company to the other. However, there should be clear
guidelines on what will merit a suspension from work or not.
This should be made available to you either in your contract of
employment, or the staff handbook.
Usually, suspension is when an employee is sent home
from work, usually receiving full pay. In other instances, the
employee is sent home from work, and is not receiving any
pay, as they are not doing any work. The former is in the
instance of gross misconduct, when there needs to be some
investigations or seclusion of the culprit. The latter is usually
a tool used to highlight the seriousness of the employee’s
misconduct.
30 |

H R F o c u s A f r i c a J U N E 2019

It is very unusual to suspend a worker’s pay without relieving
them of their duties. This could easily be classified as an abuse
of power, as you are rendering your services and work without
receiving due pay. This may be an infringement on one’s
Fundamental Human Right to Work.
I recommend you formally send in a complaint to your
employers, mentioning why you believe you are being treated
unfairly. If you are not granted audience to rectify this issue, you
may need the assistance of the National Labour Commission.
Signed,
HR
Golden Rules on Suspension
1. If the suspension is a preventative suspension, you must pay
the employee throughout the suspended period.
2. To ensure the process is not unfair, you ought to consult
with employees prior to a preventative suspension to give
them an opportunity to respond to the decision to suspend.
3. If the suspension is a punitive suspension, it should only
be adopted following a formal disciplinary action in which
dismissal was a reasonable and appropriate sanction.
4. Ensure that the suspension period is reasonable; a number
of Court decisions have dealt with suspensions that last two
years or more, which are likely to be held to be unfair.
5. Include suspension clauses in your employment agreements
to ensure that a suspension does not amount to a common
law breach of contract.
Source: skillsportal.co.za
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The Challenge of
Health Care in Ghana
By: Teddy Totimeh

T

here is a certain reality that one must accept as a health worker
in Ghana, as there is a truth to be assumed. The truth is health
work is a poorly managed space in Ghana. It is a Wild West on
this side of the economic divide. Though there are some good aspects,
they are regularly threatened and overshadowed by the bad. This is my
working space, and I see this truth first hand. Here, there are patients
who cannot afford what we can provide; there is the government that
cannot afford staff to provide the range of medical care that the people
need, and finally, there are staff that work in an environment rigged for
failure. Patient death is an overly present outcome. Morbidity is rampant
enough to merit nil reportage. Mortality limitation is the frontline war
and morbidity prevention is the battle we lost long ago.
The health space in Ghana is an environment that devalues both
the client and the practitioner, at every level. The practitioner has
to explain, over and over again, to self and to patient, why working
with bare minimum is worth anything. In an environment of nonstop
improvisation and adaptation, the high standard of care is sacrificed
for survival. Quality of life can be a distant concept in the face of life/
death decisions. To want something better for our health system is to
isolate yourself. To speak about better standards for our healthcare is
to be a lone voice. To swim against a pervasive culture of waste, nonlocal decision making, and inexistent client rights, is to daily face this
question: “Is this swim against the flood worth anything?”
Half of Ghana’s population are under the age of eighteen (18) years. Our
burden of non-communicable diseases is a fraction of what developed
countries have. The top killer of our young people is traumatic brain
Injury from road traffic accidents. The significant communicable
diseases are all taken care of by international organisations, as noncommunicable diseases are a growing and developing problem, and
yet, not an emergency. We have a National Health Insurance System
that covers communicable diseases that are already taken care of by
international organisations, completely neglecting non-communicable
diseases and trauma care. The health insurance system is funded by
sales tax that everyone ultimately pays and yet, Ghana has been able to
create a deficit.

When Ghana failed to run a successful Insurance system as a country,
we cemented a death-wish for quality healthcare. By running it aground,
we lost the only body that could have held the Ministry of Health, the
Ghana Health Service and the Health Institutions accountable. We lost
the single body that could have promoted excellence in our hospitals
by solely paying for treatment that met certain standards. When we
run NHIS aground, we declared as a country that we were really not
bothered about excellence in health care.
To work in this Healthcare system is to be devalued as a professional
and deskilled. To treat fellow human beings in such an environment is
to ask oneself about the sustainability of the impact one makes daily.
There is no question about impact. In an environment of failure, every
little positive move is impactful. The question is always how to keep
from being overwhelmed by the prevailing culture - or lack thereof. The
strategising needed to solve our problems is lost in the firefighting that
ensures survival one day at a time.
The country does not need to export health workers – they are leaving on
their own. They are already trudging the corridors of foreign consulates,
and settling in the numerous systems that are extremely organised; they
are already filling vacancies for 50 year scenarios. The greener pastures
may not be as green as they are made up to be, but are definitely better
managed and more rewarding.
Those who remain, those committed to working the remnants of the
organisation we have, are battle hardened health warriors, built to
survive anything: Making decisions on the
fly with the understanding that nothing is
assured, and help will not arrive. The people
who have made this system stand the test of
time, with all its failings, are worthy of deep
respect, and worthy of being sheltered from
the breaking point.
Medical Doctor,
Ridge Hospital – Accra, Ghana
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TELLING
AFRICA’S DEBT
STORY TO A
LAY MAN
By: Ewurabena Neequaye

A

frica, although made up of different countries, cultures and
leaders, the continent is more often than not referred to as a unit.
One reason why this is; is because of the similarities the countries
in Africa share. This article will be focusing on financial patterns and
prowess that countries in Africa share. African countries, compared
to countries in other continents, have had a relatively slower growth
economically and technologically. For this reason, countries such as the
USA, China and even the European Union, have showed dedication and
commitment to helping Africa achieve some substantial measure of
development.
When it comes to financing development, there is no one-size-fits-all
solution. Each African country accepts offers that they believe will work
out best for them, and yet, are not always able to attain the standard
of development the help was offered for. When it comes to measuring
development, there are different metrics that people use including
literacy rate, Gross Domestic Product (GDP), Per Capita Income, etc.
However, assessing development of a country on a generic note,
one should primarily focus on how self-dependent the country is in
providing adequate infrastructure, goods and services to both citizens
and immigrants within that country.
China is a country that has built a reputation of being a global player,
offering financial aid to African countries. The strategy is to offer huge
loans to African countries. When the loans are being repaid, they are
to be paid with interest. Over the past few years, the pattern we see
is the inability of African countries to repay their debts. As such, they
find themselves in a fix where they have to borrow more money to pay
the loans that were given for development. A good analogy for this
will be a toddler depending on its mother for breast milk, having the
responsibility of paying back the breast milk, without knowing how to
or having the capacity to produce breast milk.
African countries that have enjoyed the most aid / financial support

have not developed the attitude/culture or systems that are needed for
maintaining financial stability. For this reason, it seems that the walk to
development will be a very slow one for some developing countries,
especially when they continue to lean on other countries for support.
Internally, China has received a lot of criticism and backlash on why
it is spending taxpayers’ money abroad. Externally, citizens of African
countries show reproach towards China’s assistance, seeing it as a form
of neo-colonialism. Considering these tensions that are arising from
Africa’s debt story, it seems governments of African countries need to
develop their capacity to generate their needed income internally and
improve their bargaining power when negotiating and making deals
with donor countries.
African countries have enjoyed financial support from different countries
for different purposes; Transport, Energy, Mining, Water, industry,
Education, among others. Their interdependence on other countries has
been in the form of credit, aid/Interest-free loans, investments, financing
imports, to mention a few. In the year 2018, China pledged $60 billion
to Africa – notwithstanding the fact that many African countries already
have some debts waiting to be repaid. If this does not speak of unending
debt, it begs to wonder what will.
Africa’s debt story could be a much more interesting and joyful one if the
continent was not sucked into an unending
cycle of debt, repayment of debt and
crippling underdevelopment. Until African
countries manage to develop their capacity
to build themselves up, it seems this debt
story be told for a long time.
Content Editor,
Focus Digital
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Thinking of Working in

South
Africa?
By: Ruddy Sayeed-Yeboah

B

oasting of one of the largest economies in Africa (second to Nigeria),
South Africa is one of the continent’s most industrialised countries
and a world-leader in mining and mineral processing. Other key
sectors include vehicle manufacturing, agriculture, financial services,
and banking. South Africa is filled with fantastic natural scenery, a strong
economy and a good standard of living, which are all big draws for
potential expats. The business life in South Africa is still facing changes,
and there are a couple of customs foreigners are expected to observe.
In South Africa, as in most countries, the majority of employees work
Monday to Friday, from 9am to 5pm.Workers can agree to work extra
hours, but they are to work less than 10 extra hours a week, and not
more than 12 hours a day. Extra time is paid 1.5 times more than regular
working hours. Working on Sundays is paid two times higher than regular
working hours, only if the employee does not usually work on Sundays
(if he does, Sundays are paid 1.5 times higher).Workers are entitled to
a holiday period of 21 days’ consecutive leave per year, not including
South Africa’s 12 public holidays. Many employers pay a 13th-month
salary as a (Christmas) bonus and support pension funds for employees.
Labour unions have always played a big role in the establishment of
democracy and job equality in South Africa. Concerning wages, there is
an inequality element where Caucasian workers are usually paid more
than those with black-skin. Usually, union members are paid better in
comparison to workers who are not part of a union in South Africa; an
employer can equally be a member of the Workers’ Union. The South
African attitude towards business is very similar to that of the USA
and Europe. It will not be necessary to spend time forging personal

relationships as business is business. Although having an extensive
number of business contacts through networking can be helpful and
is encouraged.
English is the common business language, but Afrikaans is also used,
so if you need to print business cards in South Africa, cards use both
languages. South Africans are very punctual and organised so always
schedule meetings in advance and be on time. Dress codes in the South
African workplace can often be quite relaxed however, one should
adopt the usual mentality of dressing smart for meetings, interviews,
etc. A simple handshake is acceptable for greeting purposes, and strong
eye contact is seen as a mark of sincerity.
South Africans are also quite relaxed when it comes to business deals
and will avoid confrontation. Instead, they seek to close deals on mutual
agreement. It is important to maintain a calm demeanour when doing
business with South Africans as aggressive business tactics are frowned
upon. Avoid arguments and do not interrupt or belittle colleagues.
Another thing worthy of note is: unemployment rates in South Africa
are high, the country has a reserve of semi-skilled and unskilled workers
and the majority of employers prefer to hire South African natives.
In general, working and living in South Africa is attractive to foreign
nationals. It is affordable and friendly with great work-life balance and
a growing economy. You should look into it more, if you were ever
considering it!
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JOB ROLE: SOLUTIONS ARCHITECT

MARKETING MANAGER

INDUSTRY: TELECOMMUNICATIONS

INDUSTRY: PUBLISHING

Degree in Telecommunications Engineering, Electrical/Electronic
Engineering, Computer Science or related discipline / experience
with a minimum of 3 years’ experience in Online Charging System
configuration, product and application development for mobile
and fixed networks, and Value Added Services or related field of
telecommunications

Bachelor’s Degree in Sales, Marketing, Business Administration,
Publishing or related fields with five years post qualification
relevant experience gained from working in a sales and
marketing environment

SALES EXECUTIVE

HR OFFICER
INDUSTRY: HOSPITALITY
Bachelor’s degree in Human Resources or related fields with a
minimum of 3 years’ proven experience in the Hospitality Industry

INDUSTRY: HOSPITALITY
Bachelor’s degree from an accredited university in Business
Administration, Marketing, Hotel and Restaurant Management,
or related major with at least 3-4 years’ experience in sales and
marketing or a related professional area

SALES & CUSTOMER SERVICE MANAGER
HR MANAGER

INDUSTRY: HOSPITALITY
Bachelor’s degree in Marketing with at least 3 years in service
marketing

SONOGRAPHER

INDUSTRY: CLOTHING AND TEXTILES
First Degree in relevant discipline. Masters degree in HR or
relevant discipline with at least 7-10 years’ experience in general
HR, HR Administration, Training

INDUSTRY: HEALTHCARE
Bachelor’s degree in Sonograhy with at least 2-5 years working
experience
For more information please email
enquiries@laineservices.com or
Call: 0302 717039 or 0302 716986
Kindly indicate the Title of the role in
the Subject line of the mail.

BUSINESS DEVELOPMENT MANAGER
INDUSTRY: AUTOMOBILE
Minimum of 4 – 5 years of experience in a similar position.
Business development experience is essential, and must be able
to commit for a minimum of 3 years

Office Space
for Rent
We live for HR Solutions

The LOC offers you
•
•
•
•

430.36 m2 Square feet of space
Uninterrupted source of electricity
Provision of stationery gadgets for work
Central Business District Location

Facilities:

Car Park, Security, Generator, CCTV Cameras, Kitchen facilities,
Elevator Services, Internet Facilities, Cleaning Facilities

Location:

Kojo Thompson Road, near Evangel Assemblies of God

Call: 0244 583 138 / 0244 031 968 / 0244 583 121
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Chocolate
Pancake

Prep Time: 10 minutes
Cook Time: 20 minutes
Serving Time: 2-5 people

Ingredients
•
•
•
•
•
•
•
•
•
•
•
•

2 Cups of Soft Flour
¼ Cup of Sugar
Pinch of Salt
1 Tsp of Ground Nutmeg
1 ½ Cup of Milk
2 Eggs
1 Tbsp of Vanilla Essence
200g Milk Chocolate Chips
1 Tbsp of Olive Oil (For Greasing)(Optional)
For Topping;
3 Tbsp of Caramel Sauce
Grated Milk Chocolate

Ingredients
•
•
•
•
•
•
•
•
•
•
•

3 Tbsp of Coconut Oil
2 Cloves of Garlic (Minced)
1 Small Ginger (Grated)
1 Medium Onion (Diced)
A Handful of French Beans (Chopped)
150g Cauliflower (Pulsed Into Grainy
Texture)
1 Cup of Fonio (Cooked)
1 Medium Red Bell Pepper (Diced)
1 Tsp of Salt
1 Cup of Red Quinoa (Cooked)
5 Baby Carrots (Chopped)

Directions

• Pour sugar onto the sifted flour in a mixing bowl, add salt, nutmeg and stir in.
• Add milk, eggs, vanilla essence and whisk into an almost smooth consistency, then
add the milk chocolate chips and stir it in.
• Grease a frying pan with olive oil and scoop a spoonful of the batter depending on
the sizes you want.
• Fry for 2 minutes or until the edges crisp up, then flip and fry the other side for
another 2 minutes. Take out and continue the process with the remaining batter.
• Stack the pancakes on each other, then drizzle with caramel sauce and grate
chocolate on top.
• Chocolate pancake is ready to serve.
•
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Preparation

1. Heat coconut oil in a wok over medium heat, add garlic, ginger,
stir-fry for a minute.
2. Add the onion, French beans, carrots, and stir-fry for a minute.
Then add the pulsed cauliflower and stir-fry for 2 minutes.
3. Add the cooked quinoa, fonio, stir to mix evenly, then add the
red bell pepper and salt.
4. Mixed grains stir-fry is ready to serve.
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Prep Time: 10minutes
Cook Time:10minutes
Serving: 4-6 people

Growing the Profitability of the
Ghanaian Farmer
Yara’s knowledge, products and solutions grow farmers’ and industrial customers’
businesses profitably and responsibly, while nurturing and protecting the earth’s
resources, food and environment.
Founded in 1905 to solve emerging famine in Europe, today Yara has a worldwide
presence, with more than 12,000 employees and sales to more than 150 countries.
Yara has been supporting farmers in Africa for over 87 years and has employed over 80
agronomists to share knowledge with farming communities in 10 countries across the
continent.
In Ghana our network of over 20 Sales Agronomists and several other specialist staff
help drive farmers profitability through knowledge sharing and extension services.
At Yara we believe that knowledge Grows.

Visit us at www.yaraghana.com

Tel: 0302 - 770079

