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Surviving and Thriving
W

ow; what a new year this has started out to be! We
are still reeling from the unexpected turn of events last
year, but as the world continues to battle the COVID-19
pandemic, the HR Focus Africa team is hopeful about what the
future will bring this year.
A lot of people are still trying to navigate the new phases of life that
the pandemic has introduced. The trauma associated with the
virus has made people more empathetic and accommodating of
others. Even more, it is such a blessing to have survived these
times, that we doff our hats to anyone who is still thriving, in spite
of the mental, emotional, and social weights this unprecedented
season has brought us. May you experience newness and
blossom in spite of all the difficulties you may have faced.

The HR Focus Africa team has identified the underlying theme
of productivity in the year 2021. It is nothing short of a miracle to
go through a full work week without hearing bad news; so, if we
must push through the craziness of a pandemic, we are here to
help you sail through it as your best self. We have put together
an HR Mélange that will feed your curious eyes with informative

delicacies to improve your chances of success at what you do.

Dive right into our infographics and hand-crafted articles and let
us know what you think about the content on our social media
pages; @HRFocusU. The theme story, ‘Job Crafting; creating
room for personalisation’ is a personal favourite and I am certain
it will be applicable in your life. This edition’s theme story has
perspectives from two different HR Practitioners in different
industries.
Keep an eye out for our new column titled, ‘Home Affairs’ ; we
have more content coming your way daily at HRFocusUniverse.
Com. Visit our website to sign up to our newsletter and never
miss a buzz!
If you would like to join our community of writers, send our Editorin-Chief a message: Ewurabena.Neequaye@FocusDigitalGh.
com, or you could reach her directly on 0546791509.
Thank you for popping into the HR Focus Africa world. We hope
you stay with us.
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Impact Of Covid-19 On African
Jobs Market - Report

D

igital classifieds group in sub-Saharan Africa, Ringier
One Africa Media (Roam Africa) has released three new
labour market reports, which reveal the effects COVID-19
has had on the African job-market. The reports identify the
most in-demand jobs across Nigeria, Ghana and Kenya, are
transactional sales roles. Other insights and analysis will help
employers and jobseekers across the continent to navigate the
new employment landscape.
With job cuts, furlough extensions, and new working habits
developing across the continent, many employers and
jobseekers are looking for guidelines to help them understand
where opportunities are available and how to prepare for the
future of work. The Impact of Covid-19 Job Reports, which
were compiled by Jobberman (Ghana and Nigeria) and
BrighterMonday (Kenya), explore factors such as trending
industries/sectors, trending roles, trending skills, trending
salaries/benefits, major trends caused by Covid-19 and job
market trends and forecasts for Nigeria, Ghana and Kenya.
The reports are based on information from the databases of
the jobs platforms - with more than 24 million combined job
applications and more than 100,000 registered employers external research and insight from external business leaders.
Job Insights
According to the reports, Sales roles in Nigeria, Ghana and
Kenya are the most sought-after, with 15%, 4% and 13% of
job postings in each market respectively between January
and August 2020. IT and Telecoms was the top industry with
the most job postings in Ghana and Nigeria, 12% and 16%
respectively, while the Government had the most job postings
in Kenya with 15%. Customer Service and Support was the most
declining job function in Ghana and Nigeria, with 2% and 5%
respectively; and Management and Business Development was
the most declining job function in Kenya with 4%. Companies in

all three countries are hiring more professionals with mid-level
experience to fill their hiring activities than any other experience
level, although not as much as they did last year.
Wanted Skills
Despite a decline in hiring in some industries, the reports predict
a rise in demand for certain skills post-Covid, as companies
prepare to address the challenges brought about by the
pandemic. The reports predict that hard skills such as digital
and coding skills, data analytics, literacy and problem solving
skills, as well as soft skills such as adaptability, agility, emotional
intelligence and critical thinking are the skills companies are
hiring for right now.
Remuneration
There is also a change in how employers view compensation
with mental health and wellness benefits, flex pay and childcare
support more prominent in compensation packages. Virtual
recruitment, remote working and the acceleration of technology
adoption are some of the other major trends caused by Covid-19.
Commenting on the findings of the report, Hilda Kragha,
managing director of Roam Africa Jobs, said, “These reports
not only highlight the impact of the pandemic, but also serves as
a guide for all employers to assess how they deal with change.
The pandemic has undoubtedly caused a number of challenges,
but some of the changes it has brought are quite exciting,
because they offer the potential for dynamic transformations.
As we assess and plan for the future, business leaders, HR
practitioners and policymakers will have to work together to
develop effective solutions that will make them better equipped
for the future and create a better workplace for both employers
and employees.”
Credit: Bizcommunity.africa

Small Business Owners Who
Are Pwds To Receive Support
Through Accelerator Program

D

islabelled, a social enterprise,
aimed
at
providing
career
and
academic
development
opportunities to increase the economic
power of persons with disability (PWDs)
in Africa is collaborating with Pitch
Hub, an organisation that equips young
entrepreneurs in Ghana with business
management skills, to create a Small
Business Accelerator Programme for
business owners living with disabilities
(PWDs) in Ghana.

The Small Business Accelerator program,
scheduled to commence in March 2021
will provide direct and holistic support
to the selected beneficiaries, by giving
them access to business resources like
coaching, mentorship, and funding, to
help revive and grow their ventures from
the devastating effects of COVID-19.
“As part of our drive to empower our
community and provide a buffer to more
vulnerable businesses, this dedicated
and tailored support will guide selected
www.hrfocusmagazine.com

businesses back on track, help unlock
potential for growth and provide a muchneeded push for them.”, says Efua
Asibon, Co-Founder of Dislabelled.
“It will also equip participants with the
knowledge on how to transition to mobilebased and remote businesses that can
succeed in today’s fast-paced and everevolving business climate – a recipe for
long-term success”, she adds.
Citinewsroom.com
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Ghanaian University’s
Senior Staff Threaten To
Sue Government Over Tier
Two Pension Grievances

T

he leadership of the Senior Staff
Association of Universities of Ghana
has threatened to take legal action
against the government to demand the
payment of Tier-two pension contributions
to its members.
At a press briefing, the National Chairman
of the Association, Mohammed Zakaria
said the government was breaching the
Pensions Act. “Per the provision of the Act,
the government has acted fraudulently
and the union will take legal action against
the government,” he contended.

Mr. Zakaria complained that most of its
members “have served the universities
and mother Ghana wholeheartedly
between 25 and 30 years and gone home
with a meagre amount of GHS3,000.”
The association announced a nationwide
strike on 2nd January over the
outstanding Tier-two contributions of its
retired members.
It is also demanding an improved market
premium and non-basic allowance as
well as the migration of public universities
onto the Controller and Accountant
General payroll system. On February 2, it
gave the government a 48-hour ultimatum
on the matter.

In the last week of January, the National
Labour Commission told the union to
call off its strike saying the association
failed to exhaust all laid down procedures
before declaring the strike. However, Mr.
Zakaria said matters of law were nonnegotiable. He also said the union had
never shied away from negotiations,
accusing the government of acting in
bad faith. He said, “It has always been
the resolve the leadership of our union to
engage the commission notwithstanding
the bad faith exhibited by [the National
Labour Commission] in the past.”

DHL Express
Recognised As One Of
The Best Employers
Worldwide

F

or the seventh consecutive year,
DHL Express has been certified as
Global Top Employer by the Top
Employers Institute in 48 countries and
on each continent of the globe, except
the Antarctic. The institute particularly
recognised DHL’s strong performance
in the areas of values, business strategy,
and ethics and integrity.
“We are delighted to be certified in so
many countries all over the globe,” says
Hennie Heymans, CEO DHL Express
sub-Sahara Africa.
“Thanks to our passionate and powerful
people we are ensuring that global trade
continues and that our customers remain
in business while so many areas of life
have come to standstill. Our people are
at the heart of our company and their
safety has always been a top priority
for us. Receiving this award is a great

recognition of efforts in creating great
conditions for our teams to develop and
thrive within the world’s most international
company.”
The company annually invests a doubledigit million Euro amount in its employees
around the world. The company runs
various HR initiatives to continuously
improve the working conditions of
its teams and equip its international
workforce with the knowledge that they
need to be motivated to deliver the best
quality service for customers each day.
Due to the remarkable efforts of the DHL
staff during the Covid-19 pandemic, the
company paid each employee around the
world a one-off bonus of 300 EUR.
“We take great pride in being truly
committed to putting our people first and
for that reason, being recognised as a
Global Top Employer for the seventh
www.hrfocusmagazine.com

year in a row is an award we hold in great
esteem,” says Paul Clegg, vice president
HR at DHL Express sub-Sahara Africa.
“The last 12 months have been testing
for everyone, including our employees the majority of whom have been frontline
workers during the pandemic. During
times like these, it is more important than
ever to stay committed to upholding only
the highest workplace standards and
we’re pleased to be recognised for that
with this award.”
The Top Employers Institute programme
certifies organisations based on the
participation and results of their HR Best
Practices Survey. This survey covers six
HR domains consisting of 20 topics such
as People Strategy, Work Environment,
Talent Acquisition, Learning, Well-being,
Diversity & Inclusion and more.
Credit: Bizcommunity.com
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History Is Made: Ngozi
Okonjo-Iweala Chosen As
World Trade Organisation
Director General

O

n 15th February, the members
of the World Trade Organisation
made history, when the General
Council agreed by consensus to select
Ngozi Okonjo-Iweala of Nigeria as the
organisations’ seventh Director-General.
She will be the first woman and African
to be chosen for that role, when she
assumes her role in March. Her term,
though renewable will expire on 31st
August 2025.
The general council’s decision followed
months of uncertainty which arose when
the United States initially refused to join
the concensus around Dr. Okonjo-Iweala
and threw its support behind Trade
Minister Yoo Myung-hee of the Republic
of Korea. However, Ms Yoo withdrew her
candidacy on 5th February and as such,

the newly elected US President Joseph
R. Biden Jr. dropped the US objection
and announced instead that Washington
extends its “strong support” to the
candidacy of Dr. Okonjo Iweala.
In her capacity as the director general
at the world trade organisation, she
will be the officer responsible for
the supervising and directing of the
organisations’ administrative operations.
Her appointment in the role came after
the former Director-General Mr. Roberto
Azevedo informed WTO members he
would be stepping down from his post
one year before the expiry of his mandate.
Who is Ngozi Okonjo-Iweala
Dr. Ngozi Oknjo-Iweala is a global finance
expert, an economist and international

development professional with over
thirty years’ of experience, working in
Asia, Africa, Europe, Latic America and
North America. Currently, Dr. OkonjoIweala is Chair of the Board of Gavi,
the Vaccine Alliance. She sits on the
Boards of Standard Chartered PLC and
Twitter Inc. She was recently appointed
as African Union (AU) Special Envoy to
mobilise international financial support
for the fight against COVID-19 and WHO
Special Envoy for Access to COVID-19
Tools Accelerator. Her biography is filled
with long-standing accomplishments
of impact and influence in her home
country Nigeria and across Africa. She
is married to neurosurgeon Dr. Ikemba
Iweala. They have four children and three
grandchildren.

Vodafone Ghana Emerges
Top Employer For Third
Consecutive Year

T

he Top Employers Institute has
certified telecommunications giant,
Vodafone Ghana, as a Top Employer
in Africa for the third consecutive year
according to annual research. The
certification was based on human
Resource (HR) Best Practices Survey
that covered six HR domains consisting
of 20 topics such as people strategy,
Work Environment, Talent Acquisition,
Learning,
Well-being,
Diversity
&
Inclusion and more.

This feat confirms Vodafone’s position
as leader in exceptional HR policies and
outstanding working conditions even
during this time of extreme distress due
to the pandemic. Receiving certification
as a Top Employer also highlights the
organisation’s dedication to a better world
of work that is exhibited through excellent
people practices.

experienced, which has certainlymade
an impact on organisations around the
globe, Vodafone Ghana has continued
to demonstrate the power of putting their
people first in the workplace. We are
proud to share this announcement and
congratulate Vodafone Ghana who has
been certified through the Top Employers
Institute Programme.”

David Plink, Chief Executive Officer
(CEO) of Top Employers Institute said:
“Despite the challenging year we have

Credit: Myjoyonline.com

www.hrfocusmagazine.com
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Job Crafting;

Creating Room for Personalisation
By: Kwaku Aboagye Acquaah

W

e all love to give, receive and give gifts to our loved
ones on special occasions, anniversaries, holidays,
birthdays, Christmas etc. Gifts are even more special
when it is personalized; it is an expression of how much the
giver of the gift cares about you and knows you. However, gifts
that are generic and are neither not personalised nor in-line
with our interests do not elicit that same excitement or feeling
of endearment. The changing phase of the world of work has
occasioned some level of customisation or personalization,
with the objective of deepening the employee engagement,
experience, and journey within the corporate environment.
Personalisation in the work place, thus, brings to the fore the
phenomenon referred to as Job Crafting. As special as this may
make employees feel, it puts an enormous challenge on Human
Resource Practitioners.
WHAT is Job Crafting
Job crafting is what employees do to redesign and or tailor their
own job from bottom-up in ways that foster engagement at work,
job satisfaction, resilience and thriving. (Berg, Wrzesniewski,
Dutton, 2010). It is important to highlight here that many

employees on their own have taken to crafting/personalising their
jobs without necessarily being enabled by their organisations.
The driving force behind this action can be attributed to a
number of factors, including the generational matrix in the work
place today. Job Crafting takes the form of:
• Task Crafting: The process of changing the number, types
and nature of the task an employee performs. E.g. a hospital
cleaning staff who takes it upon himself to reposition or move
around the paintings on the wall of a patient’s room each day; to
help stimulate new views, with the goal of hastening recoveries.
• Relationship Crafting: This is when employees change the
nature of relationship interactions they have on the job, in ways
that alter the meaning of their work, number, type, intensity, of
relationships and change the style of interactions.
• Cognitive Crafting: It is the process of reframing how one
views one’s role. It alters how one perceives tasks and their
meaning. Individuals may reframe the tasks they need to
complete by focusing on the overall purpose of their work and
view their work as an integrated whole.

www.hrfocusmagazine.com
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WHY Job Crafting
• Job crafting influences What, How, When and with Whom work
is done. In simple, HR lexicon, it changes the Job Descriptions.
• It happens in every organisation and at every level.
• It changes both the meaning and purpose of the work. Giving
employees the opportunity to have their own agentic impact
on how it is that they are thinking about their contribution to the
organisation, the world and the role of work in their lives.
• It facilitates satisfaction, commitment to the job, happiness at
work and attachment to the organisation.
• It leads to improvement in performance and mobility to new
roles.
HOW Can Employers Facilitate Seeding Job Crafting?
Having elucidated the above, the critical question is: “How can
HR Professionals and organisations position themselves through
this phase?” Here are some ideas on how organisations can
act as architects for creating and seeding the ground for job
crafting; hence personalisation.
1. Boost autonomy and support.
We know that individuals tend to enjoy autonomy a lot more and
also do better if they have authority over the means by which
they reach the goals they are responsible for in the organisation.
The reality is, employees are exercising their authority if they are
not given control over the means. However, organisations must
begin to explicitly give autonomy and support to their employees
and empower them to use their expertise at whatever level they
are, to attain a significant level of productivity/performance, as a
result of increased satisfaction.
2. Building development plans.
Another way of seeding job crafting is to encourage individuals
not to just treat performance management evaluation as a
check-in to find out how they are doing. Instead, individuals
should be guided to use the check-ins as an opportunity to build
development plans with their managers to agree how they might
seed into the next quarter, and into the next year. This allows
them to identify changes they would like to make to the job, while

11

remaining aligned to the organisation’s goals and mission. They
can also seize the opportunity to change their relationship to the
work that they do in a meaningful way.
3. Communicate the strategic goals of the organisation.
Every organisation must be intentional about communicating
their strategic goals to employees in a way that involves and
invites them to participate. You can hold round table discussions
to solicit ideas from the team and make them a part of the entire
strategy formulation process. To do this effectively, you must
present the strategic plan in many different ways. That is, do not
rely on written communication alone. Also, be creative with how
you present your plan, make your message clear and relevant
and keep communication flowing in both directions. All of these
suggestions can be described in a word: transparency.
4. Hold job crafting swap meets:
This is getting people who are in a group together and
independent with each other to sit down and talk about:
• What comprises their jobs?
• What would they like more of?
• What they would like to potentially offload?
One person’s most treasured task is something that the person
next to them may dread. This offers a collective way for them to
think creatively about how to make things happen.
If you want to signal in the most powerful way possible, the
commitment that an organisation has to an employee’s sense of
purpose, it is to celebrate and support their ownership of it first.
In 2021 and beyond, Job Crafting would be a key variable and
catalyst for enabling employees to adjust to the new way of
working with agility. Again, HR professionals are being called
upon to rise to the charge and ensure
that employees are ready for the future
world of work.

Kwaku Aboagye Acquaah
Experience Human Resources Professional
IFC-LPI TPMA Certified Trainer and Assessor

www.hrfocusmagazine.com
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Job Crafting;

Creating Room for Personalisation
By: Irene Osae & Rita Kusi

I

n our experience as human resource professionals leading
and managing teams within organisations, we have found
that job personalisation — that is, fitting jobs to employees as
opposed to fitting employees to jobs— is an ideal approach to
maximize employee engagement.
Employees disengage as they spend more time in predefined
roles that lack growth opportunities. Although concerned
leaders try to address this problem in many ways through
teamwork, mentorship and incentive programs, their concerns
miss a simple but pivotal point: employees are engaged
through engaging jobs. Thus, job crafting can be a useful tool
to improve one’s job. Although different interventions have been
developed to support employees in their job crafting process,
there are limitations regarding their suitability for continuous and
autonomous job crafting in the home environment particularly
considering the Covid-19 era in which we all find ourselves.
A few months ago, our team did a retrospect on the present
industry and workplace changes we are all experiencing and
the effects it has had on our roles, our business, and its effect
on our work culture, which has now become remote. We are
all undergoing a societal change due to the ongoing pandemic
that has permanently accelerated the work-from-home trend

in observance of Covid-19 protocol. Job crafting becomes the
activity by which an employee designs the activities within one’s
job to fit their personal profile, and life circumstance. This is an
effective way to increase work engagement. At KUSI Consulting,
we often speak about the employee experience, which is similar
to job crafting in that they both allow room for personalisation
and ownership.
Positioning HR and your organisation through the job
crafting phase
Some selective roles require physical presence while others can
be performed remotely. The human resource role has a distinct
advantage in that the majority of operations can be carried out
remotely when one has access to a stable internet connection
and resources. It is not easy adapting to remote work, especially
if you are a people person and you are used to working from
a bustling sociable office. Remote work, although challenging,
especially for introverts, can create a level of comfort for
employees and provide them the confidence it takes to become
independent decision makers, as well as more focused.
Overall, working remotely has a positive effect on productivity,
leadership, creativity, and performance.
At KUSI Consulting, we have found that when creating new jobs

www.hrfocusmagazine.com
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around individuals, it is necessary to approach each situation
based on the personality of the person we are engaging. Each
persona requires a different approach. Employee proactivity
is a critical component to enable organisational and personal
competitive advantage in a continuously changing economy.
Therefore, employee empowerment may enable the creation
of personalized working environments through self-motivation,
determination, and innovation thereby optimizing employee
work tasks and resources.
Bruning and Campion (2018) found through their qualitative study
involving 246 interviews and evaluation of 433 job descriptions
that value additive models of employee proactivity within
organisational working components can increase performance,
engagement and role satisfaction however, limitations exist due
to occupational differences.
Job Crafting; the way to employee satisfaction and
productivity in 2021
2020 was no doubt a game changer for HR and organisations. It not
only propelled us to the future of work but also forced businesses
to make the employee experience a reality. Employees today do
not want to be just another number; they want to feel listened to,
understood and cared for by their organisation thus delivering a
personalised benefits scheme, which is able to accommodate
the individual’s interests and life goals, is instrumental in
ensuring employees remain with the organisation and have the
support they need to work at their optimal best. Consequently,
here are some few factors to consider in job crafting leading to
job satisfaction and productivity.
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job-crafting plan, they should be aware of their personal goals
and how the execution of these goals affects their job satisfaction.
Considering the home environment limits the amount of personal
support, there ought to be appropriate direction and frameworks
set up to upgrade self-motivation. Here, the employee must
define a goal, after which they develop an action plan. After
execution of the plan, it is then monitored through self-reflection.
In light of this, the outcomes are evaluated based on whether it
affects the future or how it can be improved to be more effective
in the future. Afterwards, the plan can be re-executed, new
objectives set, and adjusted.
Personalising with Choice: In addition to making
personalisation more meaningful, choices and decisions
must be tied closely to the needs of various segments of the
workforce and should be diverse enough to satisfy those
needs. Employers need to find a balance between providing
meaningful choice and overwhelming employees with too many
options. At the same time, organisations ought to consider the
cost of potential benefits to stay within budget since it’s the time
to weigh the trade-offs between the value an employee brings
and its associated cost.
In conclusion, this creates teams that are more effective and
allow HR Professionals to place a premium on hiring for talent
and insight regardless of some possible gaps in experience. This
we believe will change the direction of employee engagement
and lead to satisfaction and productivity in 2021 and beyond.

Self-reflection & motivation: Employees should play an active
role in job crafting and goal setting. This will motivate them even
more and help them to reflect. Reflection is a significant part of
job crafting. When employees are committed to executing their
www.hrfocusmagazine.com

Irene Osae
Human Resource Manager,
KUSI Consulting
Rita Kusi
CEO & Sr. Consultant,
KUSI Consulting
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Managing Employees’ Mental Health during COVID-19:

The Pivotal Role
of Managers

By: Ahmed Habib Ibrahim

M

ental health issues have in the last year taken an upward
surge due to the COVID-19 pandemic. The interruption of
the normal working processes and procedures coupled
with the unknown certainties of the disease in the workplace
contribute significantly to the rise of these mental health and
other related issues.
Research by USA’s Centre for Disease Control (CDC) and other
international health bodies indicate that workplace stress, the
anxiety and fear of the pandemic, in addition to other strong
emotions can be overwhelming, outrightly daunting, and can
lead to severe burnout. This presents People Managers with
the single task of putting in fluid measures (tied to an adjusted
overall People Strategy,) to properly maintain a good mental
health balance for both Top Management and the bottom line.
Usually, employees would rather absorb whatever stress they are
going through as opposed to confiding in a trusted colleague or
a supervisor, because the discussion of mental issues is either
largely prohibited across-board or considered a TABOO. The
society we live in on the other hand expects everyone to contain
repressed feelings and never show vulnerability regardless of
the extent of damage –you may tie this to the traditional ways of
upbringing!
In fact, Consumer News and Business Channel (CNBC) of
the USA found out that 68% of employees are concerned
that discussing mental health issues with a manager could
affect their JOB SECURITY (YES, it’s that alarming!). Tackling
anything concerning mental health will start from demystifying
the stigma around the subject matter. The saying that “NOT
BEING NORMAL IS NORMAL” should be re-echoed into the
ears of the general employee body – This will evidently whip up

the confidence to openly talk about their fears and accept the
needed help to manage stress and its related issues such as
depression. To effectively tackle employee mental issues, Line
Managers must first make a conscious effort to proactively foster
a healthy connection with their downlines and remove the stigma
around mental health.
EMPLOYEES, they say, are an organisation’s biggest ASSET
and they sure do deserve the utmost attention and care
especially during these TRAUMATIC and UNSETTLING times
we find ourselves in. It is no secret that employees with a great
state of mind tend to focus on more productive activities, all
things being equal. Managers need to invest in organisationalwide programs that seek to identify, address and treat employee
burnout, anxiety and stress.
To draw the curtain, employee mental health now more than ever
has become an integral part of the boardroom discussion and is
NO LONGER an insignificant part of any organisation. It should
not be taken lightly as we collectively seek out more thriving and
cost-effective ways of staying afloat in business. Line Managers
need to show genuine empathy and be
opened to listening to their downlines;
this can be both therapeutic and
fulfilling. Once this gets ingrained in the
culture of the organisation, the positive
ripple effect will show in the bottom-line
numbers recorded in the books.
Ahmed Habib Ibrahim
Snr. Human Resource Professional

www.hrfocusmagazine.com
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Social Media Strategy
8 Step “tool agnostic” approach

2. Listen and Compare
Social ‘listening’ is a great exercise that is
often ignored. You should extend
keywords and phrases and listen beyond
your brand name in order to be guided to
where and how you should be active in
social media.

1.Build an ark
No one person or department should
“own” social media strategy in your
organisation. Create a cross functional
team that develops strategy,
implements tactics and manages social.

3. What is the point?
Social media can be used to help attain a variety of
business objectives. But the best social media
strategies are those that focus on a narrower rationale
for social. What do you primarily want to use social for?
Awareness? Sales? Loyalty and retention? Pick one.
5. Analyze your audiences
Who will you be interacting with using social media?
What are the characteristics and information needs
of your current or prospective audience? How does
that impact what you can and should attempt
in social media?

7. How will you be human?
Social media is about people and not logos.
Your company has to at like a person to some
degree, though not entirely.
How will you do that?

4. Select success metrics
How are you going to determine whether social
media is adding business value? What keyperformance
indicators will you use to assess the effectiveness of
your social media strategy? How will you evolve past
likes and engagement? How I’ll you measure Return
on Investment?
6. What’s your ONE THING?
Your product features are not enough to create
a passion-worthy stir. How will your organisation
appeal to the heart of your audience, rather than
the head? Disney isn’t about movies, its about
magic. Apple isn’t about technology, it is about
innovation. What are you about?
8. Create a channel plan
After you know why you are active in social and
how you will measure success, you can turn your
attention to the “how” of Facebook, Twitter, blogs,
etc. This plan should be speciﬁc, in that you have a
defensible rationale for participating in each.

ConvinceAndConvert.co
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tips to get your
finances in order
1. Begin tracking your net worth:
Net worth = assets – liabilities (cash in –
cash out). Tracking your network helps
you know your ﬁnancial health at a
given time

2. Budget:
Having a budget doesn’t preclude you
from spending; it helps you spend
on the right things.

3. Set Financial Goals
Decide where you want to be ﬁnancially
at the end of 2021, and map out how you
will get there

4. Save
Set some money aside for retirement, an
emergency fund, a holiday,or investments.
You could divide your income and leave
some untouched.

5. Build Assets
Assets increase your net worth, and they
are a key to building wealth. Assets can
usually be used to acquire wealth.
For example, houses, property, land, etc.

Credit:SBSFIN.COM
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Wealth
Creation
Making Enough Money Over a Sho
A

day out with the girls, travel escapade and household
celebrations at your paid-for cabin or apartment. That is
the kind of dream many people hope for. Well, I’m glad to
announce to you that you do not have to make eight figures to
turn these fantasies into your reality. Yet, you must have a game
plan, and live with it in mind. Creating wealth begins with the
right forethought at every phase of your life and believe me, you
can do this!
The Africa Wealth Report 2018, published by AfrAsia Bank,
examined the growth in wealth from 2007 to 2017 and offers
projections to 2027. It reports that total private wealth held in
Africa in 2017 amounted to US$2.3 trillion, of which US$920bn is
in the hands of private high net-worth individuals, that is, those
with assets of US$1M or more. Private wealth refers to finances
and portfolios of individuals, as opposed to corporations; that
means you could be well on your way to “rolling in the dough”
sooner than later.
How? Well, take a minute to ponder about what your life looked
like five years ago. Now, take a look at your life today; did you
ever think your life would look like it does now? Five years ago,
you might have been starting your career, or you may have just
made a drastic career-changing decision. The point is: a lot can
happen in a few years from now and what you do or don’t do,
will have a major effect on where you stand financially, in a few
years.
Wealth creation is what gets a person from owning assets worth

less than US$500 to owning over US$1M. Creating wealth is a
process; this means there is no quick fix or fast track method.
It can be achieved in many ways; investing in different asset
classes is one of them. How to get there depends largely on
the choices you make and the patience you have to watch your
choices work for you. Here are some choices you can make:
- Set the right goals. These goals could range from a retirement
plan, estate plan, savings plan, or even an emergency fund.
- Invest your money and diversify your investment portfolio
- Add another source of income. If you are not an entrepreneur,
you could partner with or invest in one and earn residual income
- Think about real estate possibilities. There are very few things
that appreciate in value over time. If you have the capacity, real
estate is a quicker way to increase your net worth than traditional
creation strategies.
As a millennial, one might ask what wealth creation has to do with
me. To that, I would say: “a lot!” A study shows that Millennials
will hold five times as much wealth as they have today and we
are anticipated to inherit over $68 trillion from their Baby Boomer
parents by the year 2030. Currently in the U.S for example,
Baby Boomers control over 53% of the country’s wealth,
though millennials make up the largest portion of the workforce.
Millennials controlled just 4.6% of U.S. Wealth through the first
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n;
ort Time

By: Abigail Arthur

half of 2020, according to data from the Federal Reserve. Yet,
Millennials have the most opportunities to create wealth since
they have one thing most generations ahead of me do not have:
TIME.
Consider this plot: you start saving GHC 1000 every month, by
the end of the year you would be making GHC 12,000. Imagine
doing this for 10 years. You would have a great chance of
building a solid foundation for your future. It does not take a
huge sum of money to create wealth – as long as you begin
early. For me, my goal is to always invest 15% of my income in
wealth creation. For me, this wealth-creation practice will make
good in not just money, but in opportunities down the road. As
a millennial, I am certainly not wasting time and neither should
you!
Further, consider budgeting like your future depends on it –
because the truth be told, it actually does. A monthly written
budget allocates every money to a particular cause or object.
When budgeting, one can easily plan out how much to pay for
food, clothes, rent and other bills as well as savings. Budgeting
guarantees that you will have money for the things that matter
to you.

• 50% of your net goes into housing, utilities and necessary
groceries etc
• 20% of your net goes into entertainment, fancy wardrobe etc
• 30% goes into saving and investing
Even more, there are many types of investments to help achieve
one’s financial goals. The most common are stocks, bonds, real
estate, etc. Let’s say you purchased 10 shares at Company X on
the 1st January 2020 at GHC 200. Meaning you had to spend 10
* 200 = GHC 2000. The price goes up on 10th March and you
decide to sell at the closing price of GHC 500 and receive 10 *
500 = GHC 5000. In the above transaction, you will gain GHC
3000 (5000 – 2000 = 3000). That is wealth that you created right
there!
The good news is that creating wealth is not rocket science.
Once you decide to begin, you just need to commit to doing it in
spite of the obstacles and temptations you may face. By getting
a head start now, you will be securing a healthy financial future.

With budgeting in mind, we should live below our means. Learn
to say no to overspending. Overspending can and eventually
will impact your ability to save and invest. In order to avoid this,
you can stick to the 50-20-30 rule.
www.hrfocusmagazine.com

Abigail Arthur
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OLAM; A Certified
Top Employer
T

he Top Employer Institute is the global certification
company that recognises excellence in the conditions that
employers create for their people. Only the very best of
employers earn the right to carry a certification from the Top
Employer Institute.
Established in 1994, today Olam Ghana is the leading agri and
ingredients company in the country. This year, they received
certification from the Top Employer Institute, making them one of
the few companies in Ghana to be providing an enriching work
environment for its workers. Following their certification, they
granted HR Focus Africa this interview to share their strategic
philosophies and culture that contributed to this amazing feat of
certification. Speaking to Mr. Kenneth Antwi, the National Head
of HR- OLAM Ghana, this is what ensued:
HR Leadership:
HRFA: What has been your personal philosophy as the
leader of the HR Team?
KA: Growing up in my career as an HR professional, I have
always looked for better and more efficient ways of doing things.
I have done this by asking questions, putting ideas for change
together, and challenging the teams that I work with. I continue
to challenge the status quo, thereby creating disruptions at the
workplace. I take delight in asking questions like “WHY”. By so
doing, I get to understand whether the reasons for doing certain
things are still valid, and whether we should continue to do them
the same way. With this approach, I have been and continue to

be a strong change agent wherever I find myself,
HRFA: What is OLAM Ghana’s people story?
KA: At Olam, our people are assured of a fulfilling career
filled with rich experiences and opportunities for personal and
professional growth. Our six (6) operations in Ghana offer a broad
range of roles and opportunities to grow and flourish. As part of
a global organisation operating across 60+ countries, there are
also opportunities in other locations and related businesses. Our
people are our true competitive advantage, and the architects of
our future, transforming our culture into a unifying force for our
global businesses.
Our 6 values have shaped our unique culture. Though we
are a large organisation, at our core, we think like a start-up.
We challenge our employees to ‘imagine the extraordinary’
– whether that means changing the way we do things. This is
applicable from innovations in ingredients and packaging, to
developing new technologies to measure and improve systems,
to farmer training initiatives, and even to giving our colleagues
the freedom to take risks and think up new answers to everyday
questions. We are a company with a Purpose – to re-imagine
global agriculture and food systems. We strive to create
Prosperous Farmers and Food Systems; Thriving Communities;
and Re-generate the Living World.
HRFA: How would you describe the leadership structure and
make-up of the HR department of OLAM Ghana?

www.hrfocusmagazine.com
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KA: The Olam HR team like most teams in Olam is of a matrix
structure with HR roles reporting into both the National HR Head
and Business Unit or Centre of Excellence head. The HR team is
a high performing one and comprises of individuals with unique
and specialised skills. Together, they collaborate and give our
workers the best employee experience anyone could find.
HRFA: How have you grown as an organisation over the
past 25+ years?
KA: OLAM Ghana was established in 1994 and is now the
leading agri and ingredients company in the country. In addition
to exporting cocoa and cashew grown by more than 300,000
farmers, we also import and process wheat and rice, and offer
a range of packaged foods such as biscuits, and tomato mix for
Ghanaian and regional consumer markets. Our state-of-the-art
Wheat Mill in Tema, produces flour for various types of bread,
baguettes, pastry, doughnuts and biscuits, and is the largest of
its kind in the country, employing over 350 individuals across
the marketing, milling and field operations. Our brands ‘First
Choice’ and ‘Royal Gold’ are used widely by bakers in Ghana.
In addition, our Tema Mill also caters for local and international
bran markets.
We are the largest manufacturers and marketers of biscuits in
Ghana, with 45 million packets consumed each month, by more
than 2 million households. Our factory is the first biscuit facility
in West Africa to be FSSC 22000 certified, and we provide
in excess of 980 jobs to the local community. Our popular
consumer brands include King Cracker, Nutrisnax, Perk Biscuits
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and our recently launched addition to the Perk biscuit portfolio;
Perk Milkrich Cookies, a premium milk-rich biscuit for Ghanaian
consumers.
Our tomato processing and packaging facility is the largest in
West Africa, offering a range of brands and formats to support
an array of customer needs. ‘Tasty Tom’ is the largest tomato
mix brand in Ghana, proving popular with Ghanaian consumers
because of the rich colour, flavour, thickness and convenience.
The recent launch of Jollof Mix is a convenient solution, reducing
cooking time for a nutritious family meal from 2 and half hours
to 45 minutes.
Since being introduced into the Ghanaian market in 1994, our
rice brands have become household names. Brands such
as Royal Aroma, Mama Africa and Royal Feast are staples in
kitchen store cupboards across the country. The recent launch
of our locally grown and sourced rice brand named ‘Mama
Gold’ and the country’s first fortified rice “Royal Aroma Fortified”
are aimed at bringing more choices to consumers in Ghana
and to meet the nutrient requirements for healthy living by every
consumer respectively.
From sourcing cocoa beans at the farmgate and establishing
a Licensed Buying Company in 1999, to working with farming
communities across the country and operating a state-of-theart Cocoa Processing factory, we provide Ghanaian cocoa
products to customers worldwide.

www.hrfocusmagazine.com
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We are a leading exporter of raw cashew from Ghana. We
have invested in growing communities to help them overcome
challenges such as low yield, poor quality and access to market.
Through our digital procurement system, we offer customers a
reliable supply of traceable, premium quality raw cashew while
offering year-round support to our farmers and building strong
relationships.
Our success is thanks to our dedicated team of over 1,200 fulltime employees and 1,700 seasonal staff, across more than 130
locations from buying stations to warehouses, from factories
and mills to offices.
HRFA: In what ways have you risen above challenges in the
field of people management?
KA: In the words of Alvin Toffler, we learn, unlearn and relearn.
The world is constantly evolving, and this requires adapting
to change to stay relevant in the VUCA environment we find
ourselves.
For example, in 2020, the world was hit with the COVID-19
Pandemic, providing a new challenge for Human Resource
professionals around the world. How did I deal with it as
National HR Head at Olam? First, was having a crisis committee
comprising of colleagues in senior leadership positions to put
together a contingency plan to deal with such challenges. We
were able to quickly launch into action, drawing up policies and
SOPs on new ways of working. These included alternative work
arrangements and Work Rotation plans, workplace sanitization
protocols and employee and visitor COVID-\19 protocols.
We also provide employees with facemasks, face shields and
sanitizers.
HRFA: Congratulations on being awarded as a Top Employer
by the Top Employers Institute! What would you attribute to
this feat?
KA: The Top Employers certification for excellence in HR
practices, reiterates our commitment to creating the best
workplace culture for our employees and putting people as
our priority. The process had been an arduous one, but our
focus was on our people agenda with the view of empowering
our colleagues through digital HR, and world class talent
management processes. Our certification was a culmination of
all the HR practices, policies and processes that we had put in
place over the years. Indeed, the Top Employers certification
in Ghana and Africa is a symbol of our high standards and
commitment to maintaining the values that make Olam a
company where employees feel proud to work, be appreciated
for contributions, and develop professionally to full potential.
HRFA: As an organisation, what is your overall people
strategy and why do you choose it?
KA: Olam Ghana is a performance driven organisation. HR
therefore plays an active role in shaping and creating a culture
where the business can flourish. Our People vision is to build
an inspired and high performing organisation. To achieve this,
we have maintained our strategy to align with the business
development plans and challenges.
We do this through 5 strategic pillars, with a view of enhancing
the employee experience in all the employee life cycle events.
Against this background, we focus on:
• Developing satisfied, engaged & inspired talent,
• Building high quality talent pipeline,
• Building critical capability and leadership development of all,

• Effectively managing performance & rewards, and
• Institutionalising the Olam Way
Our success in the above strategy is based on how well we
partner with the business to help achieve the business objective
by providing best talent and driving change.
HRFA: In what ways have you been able to measure the
impact of your people strategy?
KA: Our people strategy is translated into HR Metrics which
help us gauge the effectiveness of our people initiatives. While
tracking this on a regular basis, we endeavour to communicate
trends and milestones with the Business. For example, through
our employee engagement surveys scores, we get first-hand
feedback from our employees on the impact we are making in
the areas of compensation and benefits, career developments,
recognition or rewards, performance, collaboration, work/life
balance, etc.
During the onset of COVID in 2020, we put together several
people initiatives to cushion our colleagues from the pangs of the
pandemic. To assess the impact of the initiatives, we embarked
on a specialized survey to ascertain the pain of our colleagues.
While our colleagues gave us a high score of 95% satisfaction,
we still picked a few areas of concern and improved further.
HRFA: As a Top Employer, what are your priorities for your
new and existing talent?
KA: At Olam, we recognise that our people are our true
competitive advantage. For both our new and existing talent our
priority is to continue to deliver on our promise of a workplace
that offers an opportunity to be part of an extraordinary
transformation; reimagining global agriculture and food systems,
a unique work culture and great people learning and growing
each day in a great workplace.
HRFA: Now that you have been recognised as a member of
the Top Employer community, what are your next steps?
KA: We will leverage on our Top Employer Certification to
• Strengthen our employer brand to attract and retain top talent.
• Stay relevant as we measure our progress against other
participating companies.
• Gain insights from other leading Top Employers through
online and offline knowledge sharing events to optimise our
people practices.
HRFA: What are the major things you look out for in
recruiting new talent?
KA: When it comes to adding new talent, we measure their “fit”
in several ways.
1. First, consider their fit for the position itself based on their
knowledge, skillset capacity, potential to grow and overall
abilities to succeed.
2. Second, look out for their fit in the organisation as a whole,
how would they personally “fit” into the company culture.
HRFA: What are your plans for the people of OLAM the next
few years?
KA: Our People strategy is a 4-year systemic plan to build an
inspired and high performing organisation. My plan over the
next few years is to continue to design and execute people
initiatives in line with the overall people strategy shared earlier.

24

Spotlight
HR Focus Africa

PEOPLE
CENTERED
LEADERSHIP;
Dr. Mrs. Irene Stella

Agyenim-Boateng’s

Story

D

r. Mrs. Irene Stella AgyenimBoateng,
widely
known
as
Dr. Stella, is a C-Suite Human
Resource Executive with over three
decades of post graduate professional
working experience across fields such
as
Education,
Telecommunications,
Insurance, Consultancy and Energy.
Her skills spread across Human
Resources Management, Organisational
Leadership and Development, Strategic
Management, Business Transformation,
Cost
Leadership,
and
People
Management in local, multicultural and
multinational environments.
Dr. Stella is a passionate leader with
strong communication skills and a
proven track record of the successful
management of the Public, Private and
Multinational Enterprises. Her other skills
include, mentorship, coaching, public
speaking, capacity building, lecturing,
and the effective implementation of the
HR concepts and initiatives that drive
efficiency and employee engagement.
She is a member of numerous boards
and has chalked over a dozen awards
in recognition of her standards of
excellence.

Following her appointment as the
Deputy Chief Executive (Services) at
VRA, Dr Stella oversees a number of
key departments and a Unit in the VRA.
They are: Human Resource Department,
Legal Services Department, Real Estate
and Security Department, VRA Academy
and VRA Schools, Corporate Affairs &
External Relations and also provides
administrative support to the VRA Health
Services Limited. These departments
are headed by Directors who form
integral parts of the overall management
structure in VRA. Broadly, Dr. Stella’s
role is to ensure these departments and
units perform their respective functions
efficiently and creditably to contribute
meaningfully to the overall corporate
performance of VRA.
Among others, Dr. Stella is a FELLOW of
the Chartered Institute of Human Resource
Management Practitioners, a member of
SHRM and also of the Executive Women’s
Network (EWN). HR Focus Africa was
honoured to be granted a few minutes off
her busy schedule to give us a glimpse
into her life and philosophy as a change
leader and HR practitioner. This is what
ensued:

HRFA: How did you start out in the HR
function?
SAB: Growing up, I always had the desire
to develop a people-centred career.
Teaching, among others, appealed to
me and no wonder I enjoyed teaching as
a National Service Person for two years
after my Bachelor’s Degree.
Soon after my National Service, however,
I got a job with the Ghana Post and
Telecommunications Corporations as
an Assistant Administrative Officer
and I thought that could be exciting as
well. After taking up that appointment,
I realised how important the role was
in the corporate world and the fact that
it aligned with my career aspirations.
As an Administrator, I also came to
appreciate the fact that Human Resource
Management was broader and more
encompassing so I undertook courses
and programmes in Human Resources at
the Post-Graduate and Master’s levels to
become a practitioner in that field and I
have never regretted it. So, right from my
early career days I have practised human
resources and I love it.
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HRFA: What three lessons would you say your long career in
the HR fraternity has taught you?
SAB: I have learnt so many lessons, it will be hard to list only
three. I have learnt the need for effective people management
and building trust, the importance of developing leadership
skills, capabilities and capacity; I have learnt the need to have
gravitas through acquisition of expert knowledge, constant
learning, decision-making, effective communication, emotional
intelligence, stakeholder management, personal branding
and being strategic. As an HR professional, I have learned to
appreciate the need to understand business operations and
“Speak the language of the Business” and to be on the same
tangent with the Business direction and deliver on organisational
goals. I try to learn quickly about my environment and pick
lessons as I go along. In short, my career has taught me to be
Firm, Fair and Flexible, with respect for People at the centre of
it all.
HRFA: When you are not performing your corporate
responsibilities what is the most likely thing you find
yourself doing?
SAB: I enjoy working with the youth. As a corporate woman and
a Christian, youth development is of enormous concern to me,
so whenever I receive an invitation to address any such Group,
either on career development, mentorship, academic work or
other matters like family life, I do not hesitate to do so. I am also
passionate about supporting people to develop or grow their
leadership skills so again, I get several opportunities to give
motivational addresses and make presentations on leadership
and other varied topics to professional Associations etc. I love to
engage in discussions on topical issues in or out of the corporate
circles as well.
HRFA: As a woman leading in business, what are your
thoughts on work-life-balance?
SAB: I’m happy with my professional corporate life but it is also
imperative to have a LIFE. As the adage goes, one needs to
“work hard, play hard”. Have time for other aspects of life and
make hay while the sun shines. Know how to let go off things that
only sapp our energies but produces no added value, pamper
yourself, and spend time with God and family. It is important
to assess oneself through a holistic SELF-SWOT to ensure
that you are well balanced. You can definitely not achieve
a perfect balance but work at some equilibrium and not just
‘hang in there’. Enjoy your God-given life. I love reading, writing,
shopping, dancing, learning about culture, photography, and
most importantly, doing the Work of God, so when I get the
opportunity, I do not waste such moments.
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SAB: As the Deputy Chief Executive responsible for Services,
I provide leadership and strategic direction for the effective
and efficient management of the Departments in my Branch to
ensure the overall success of the VRA agenda as a model of
Excellence for Power Utilities in Africa.
HRFA: How would you say your work in the previous role
influenced or prepared you for this current position?
SAB: My career spans well over three decades and I believe
every step along the way has prepared me for this new role.
Twenty out of my many years of HR practice I had been an
HR Director and my experiences working with different people
across different industries and sectors prepared me adequately
for this role and task, Deputy Chief Executive (Services), VRA.
In some of the previous organisations that I had worked, notably
Vodafone Ghana and Ghana Telecom before then, my role as
an HR Director stretched beyond the traditional HR functions. In
those organisations, my role as an HR Director included being
responsible for other portfolios such as Property management
(Real Estate), internal communication, overseeing the Training
School, Fleet management and operations, Health, Safety &
Wellbeing, etc.
Again, I am a trained Educationist with a Diploma in Education
which I obtained concurrently with my First Degree from the
University of Cape-Coast. I therefore have knowledge in
School management and Administration. Even further, as an
HR Practitioner, I have previously worked closely with Legal
Departments on Employee Relations issues. My role as a
Teacher, an Adjunct Lecturer briefly, a Guest lecturer sometimes
and my involvement in Consultancy as well as having been a
Director, Human Resource in the VRA have all contributed in
no small measure to prepare me for this task of a Deputy Chief
Executive (Services) in the VRA. Besides these, other Personal
and Corporate life experiences I have encountered have given
me sufficient strength, exposure and zeal to handle my new role
and position.

HRFA: What has been the main differences in practicing HR
in the public sector as opposed to the private sector?
SAB: Both the Public and Private sectors have people with skills
and credentials to deliver. However, one striking difference is
the processes that one must go through to arrive at a decision
which sometimes can cause delays. In HR practice, working with
structures, policies, and procedures are a must; but it is time to
question whether every line in the process flow adds value; if
yes then let’s keep it, whether in the Public or Private Sector; if
not let’s park it and move on. There must be speedy delivery of
outcomes without compromising on quality, by the way.
HRFA: What does your appointment as the Deputy Chief
Executive of the VRA mean in terms of the role expectation?
www.hrfocusmagazine.com
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Walking;

The Fitness Programme
You’ve Always Had
By: Lydia Donkor

I

s there any other creature apart from
humans who move around by getting up
and bringing one foot before the other?
Our capacity to walk upright has helped
humanity to travel great distances and
survive changing climates, ecosystems
and landscapes. Walking, however, is
more than just transportation. Countless
research studies have found that this
basic act of moving our feet can provide
a wide range of health advantages and
help us live longer. In reality, if performed
correctly, a walking routine could be the
only aerobic exercise that people need.
Walking is easy, it does not require
any unique equipment, and it is rarely
associated with physical injury and
people of all ages, including those who
have never engaged in physical activity
can easily follow it. Studies have shown
that walking has greater commitment
rates than other types of physical activity,
likely because it is safe and convenient.
It overcomes many of the obstacles
to physical activity that are generally
perceived: lack of time, lack of strength
or lack of ability.
Energy is spent when engaging in any
kind of walking activity; thus, there is
a high potential of walking for weight
management in the long term. Walking
is a dynamic aerobic exercise stimulates
a multitude of body processes in the
activity of skeletal muscle, including
high density lipoprotein metabolism and
insulin/ glucose management. It is the
most prevalent weight bearing practice,
and there are signs of an improvement in
associated bone strength at all ages.
This physical activity is often used in
illness-related exercise research, and
though it has rarely been specifically
examined, there is increasing evidence of
its contribution to heart attack prevention,
reduced overall mortality rates, the

treatment of hypertension, intermittent
claudication and muscoskeletal disorders,
and in post-heart attack recovery and
chronic respiratory disease.
People have traditionally seen thirty
minutes of walking as the goal, rather than
the minimum time allocated for exercise.
To start with, a steady progression from
slow to normal speed is suggested as a
general policy; then, one can progress
to a brisk walk for thirty-minutes or more.
You will usually go at a quicker pace when
you walk for shorter periods, which could
even be better for you than walking slowly
for thirty-minutes straight, as more active
workouts may help improve your overall
level of fitness. And even lower-intensity
workouts such as fast-paced walking will
help burn some stored fat from the body.
The risk of blood clots is also minimized,
as the calf serves as a venous pump,
contracting and pumping blood back to
the heart from the feet and legs, reducing
the pressure on the heart.
Walking in periods at a time can also
give you the little motivation boosts to
keep you inspired. You get a sense of
satisfaction, whether it’s parking farther
away or walking to meet a colleague, or
accompanying a friend to the junction. It
is these little achievements that end up
developing new habits.
Benefits of Walking.
• Mood Boosting: Daily walking improves
your mood by changing the nervous
system so much that you can experience
a reduction in frustration and aggression.
Especially if you go for a walk through
some greenery or soak up some sunlight,
this can be particularly helpful. Also, if you
make your walk social, the relationship
makes you feel connected with, say, your
partner, a neighbour, or a good friend.
www.hrfocusmagazine.com

• Improved Digestion: By walking more,
your digestion will improve. If you are
already thanking your tea for keeping
your digestive system going strong, be
prepared instead to begin thanking your
morning stroll. This is because the bowel
movements can be significantly enhanced
by a daily walking routine. Walking is one
of the very first activities an abdominal
surgery patient has to do because it uses
core and abdominal muscles to properly
support our GI (Gastrointestinal) system.
• Thinner Waistline: You may find your
clothes tend to fit more loosely around
your waist as you continue to walk. Even
though the number on the scale does
not change much. That is because daily
walking can help enhance the response
of your body to insulin, which can help
reduce belly fat.
Although we understand that walking
is good for the body, studies are now
starting to show how it affects brain
function. Walking, in particular, may be
an efficient way to delay or reduce the
cognitive losses that come with aging.
Researchers believe that exercises
such as brisk walking can improve the
cognitive function of the brain, or the
ability to develop new neurons and shape
new synaptic connections.

Lydia Donkor
Nurse,
37 Military Hospital

Legacy Girls’
College Akuse

Enrol your girl in Ghana’s first all girls private boarding school for
SHS Students, offering an enhanced ( A-LEVEL, IGCSE & WASSCE ) curricular at Akuse.

What we offer:

* A serene environment suitable for academic excellence.
* Periodic interaction with Women Achievers in Ghana who coach our girls and help
them to make informed decisions and choices in life.
* Small class size which facilitates an effective teacher-to -student collaboration.
* Modern teaching and learning facilities (neat dormitories, multi-purpose hall, water
filtration system, ultra modern ICT lab, science lab, swimming pool, etc)

Our Track Record:

* 100% pass , three years running (2018, 2019 & 2020) for the Cambridge IGSCE & A-Level
* 100% pass for the WASSCE 2020

Contact us on
0303 965533 / 0201 423474 / 0244 244937

BECOME A LEGACY
GIRL TODAY!!!
info@lgc.edu.gh

@legacygirlscollege

@legacygirlscollege

Track
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A &As
@legacygirls_

Enrol Now

for
2020/2021
Academic Year

www.lgc.edu.gh

5

Tips to Balance
Productivity and Wellness

Working from home, working agilely, or working in a pandemic
has presented many ﬂexible options of work. Try and work in
ways that inspire you to feel and give your best. Here are ﬁve
tips that should help:

Use planning tools to help you out.
The traditional planning methods of a
to-do list may be archaic for you. So, you
could employ the use of planning
tools such as Trello, or Todoist to keep
track of your tasks and aim to cross
out all your tasks for the day.

01

02

Stay active
Starting your day with a ﬁtness routine
will give you more energy throughout
the day. Simple workout videos on
YouTube, Instagram and Tik Tok will
boost your system unimaginable ways.

03

04

Don’t’ allow distractions
In an agile work environment, you will
be prone to many distractions. For this
reason, you will have to practice selfdiscipline and remove distractions like
your phone, Tv, etc.

Make time for breaks and know when
to disconnect
Schedule breaks from time to time and
take a breather intermittently. Working
from home is still work. Know when to
draw the line and call it a day. Learn
to be kinder with yourself

Eat well and stay hydrated
Take advantage of your lunch break
to eat healthy, home-cooked meals.
Having lunch break with your family
will also be a good opportunity to catch
up and unwind, if you live with them.

05

Credit: catherinescareercorner.com
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Building Lasting
Customer Relations
By: Ewurabena Neequaye

C

ustomer relations has been an essential enterprise
that has strengthened or weakened the foundations of
businesses for time immemorial. Earning a customer’s
long-term loyalty is the key to a thriving enterprise. Research
shows that the sales and marketing efforts you make to earn new
customers costs more than it does to retain existing customers.
Beyond creating a great product, service or brand, customers
seek an emotional and unique experience that is both meaningful
to them, and is also a differentiating factor of your business from
your competitors. Here are a few tips on how to build a solid
customer base and lasting customer relations:
Demonstrate authentic concern: your customers are people
and everyone wants to feel important. In business, the client
is king and as such, their concern should be your priority.
Research shows that customizing your responses and the way
you communicate with them make your customers feel seen and
heard. As a result of this, you may build trust in a relationship
and a solid connection which may be valuable to retain your
customers.
Actively listen to customers: It is important to respond quickly
to customers, but in responding to customers, you must make
the effort to listen very well to what they are saying. Again, the
goal is to make the customer feel as important as they are to you.
Cutting them in the middle of a sentence or misunderstanding
what they are saying will lead to a sense of unappreciation
or unimportance; and we do not want our customers to feel
unimportant.

formulate a policy within the business to guide you on where
your limits will be. Beyond that, you should offer some flexibility
to your clients, without compromising on your business values
and value proposition. By this, your customers will always feel at
home with you.
Collect and use feedback: Your clients are the most authentic
source of assessment your business would ever need. Always
remember to ask your customers for feedback. This could be as
simple as sending an email survey after they receive their order/
product/service. Keep it short and sweet, to encourage more
of them to fill out quickly and even on their phones. From all
the feedback you receive, generate some action points to keep
you focused on improvement. Being responsive to the feedback
your customers give will make you a better service provider. You
may not always see things the way clients do; feedback gives
you the chance to peer into the lens of your customers.
For the businesses that are struggling to retain and satisfy
customers, these four tips may be an answered prayer. Beyond
this, you may have some answers that may be useful. Do share
your knowledge on customer satisfaction and retention with us
on our digital community platforms, hrfocusuniverse.com, and
any of our social media platforms, @HRFocusU.

Streamline the process: Instead of having a stringent process
that applies to all customers, streamline your process. By
streamlining, you find the best ways to meet each client’s unique
needs without making them feel like a bother to you. You could
www.hrfocusmagazine.com

Ewurabena Neequaye
Editor-In-Chief,
HR Focus Africa
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Beautiful Moments...
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Tel : 03620 26759
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Tel: 020 3018324
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Spintex Road.
P. O. Box SP RD 033.
Tel/ Fax: 0303 402645
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TAKORADI

Opp. Benji Lodge
Winneba Road
Tel: 0244 833 552
0262 433 702

Near Shippers Council Road
Or Council to STC Terminal
Tel: 057 748 7893

Pulse Oximeter – All You Need to Know
Pulse oximeters are an unlikely home health essential. The device checks vital
statistics like blood oxygen levels, heart rate, and blood pressure, and while these
numbers may not mean much to the general public, they help medical professionals
gain better understanding of your overall health, especially during this pandemic.

H
A: Battery Level
Indicator

A

B: Blood Oxygen
Saturation Level
C: Pulse Rate
D: Heart Beat Mark
E: Pulse Rate
Bar Graph
F: One- Button
Operation

D
B

C

E

G: Finger Opening
H: Lanyard
Loop Hole

F
G

How to Use It:
· Slip your finger, earlobe, or toe into the opening
· Turn on the device (click the button)
· Normal Pulse oximeter reaings usually
range from 95% - 100% Values under
How it Works.
· It transmits a wavelength of light through your finger, earlobe, or toe.
· This light finds haemoglobin – the protein in your blood that carries oxygen
The amount of haemoglobin found varies based on how much oxygen is already saturating it.
· A sensor on the other side of your finger, earlobe or toe then calculates your blood oxygen
levels based on the light wavelengths received, along with your blood pressure and pulse rate.
· Sudden dips and jumps could indicate that you are not using the pulse oximeter correctly

Credit: Health.com

34

Article
HR Focus Africa

“DOMESTIC
Engineer”
DESIGNATE
By: Joyce Boeh-Ocansey

T

he high points in our lives, and the
low points, play a decisive role
in shaping us as individuals. The
results aren’t always obvious: sometimes
it is our worst experiences rather than
our triumphs that are the most character
building.”
“Domestic engineer- designate”. This
was the title an elderly lady gave after her
name when she was asked to introduce
herself at a social gathering. A noble
profession indeed! Some people call it [a]
housewife. [b] Home manager. [c] Home
economist. [d] His majesty’s registered
servant. I suppose I could go on and
on. All I am saying is that the woman’s
title was so apt, in fact by the end of the
evening all other ladies who wanted to call
themselves “unemployed’ because they
were in the home were quickly corrected
by the men with a loud chorus, “domestic
engineer”.
Apparently, it is very common to find wild
flamboyant names for what we might term
simple jobs. I hear a plumber is called a
“domestic technician”; a receptionist is
called a “front desk manger”, among many
others. Lovely titles, aren’t they? In fact,
being called any of such designations will
certainly lift spirits up for a start.
So! Domestic engineers, housewives,
home managers or whichever title you
choose to call yourselves, please DON’T

ever call yourselves “unemployed’. Please
do not ever under-estimate yourself in
affairs of the home. Many a time, it is said
that a home without one of these special
people can be in serious trouble.
The roles of the domestic engineer/
housewife in the home cannot be overemphasized; we bring forth, take care of,
nurture, guide, comfort, the list of course
is endless.
Every woman in the start of married life is
a potential housewife and whichever way
she wears this august title is entirely up to
each individual. I must tell you right away
though that most women take the position
very seriously, that is why you see mother
in the old family jalopy every morning the
children all over town, for as the saying
goes, “how we for do?”
At many conferences, workshops and
seminars that I have attended in the
past, the question of how to juggle
the role as a mother, wife and career
woman is always part of the agenda. The
interesting thing though is the fact that
women all over the world share the same
sentiments about their roles in the home,
though cultural, economic and social
differences obviously make room for a
few peculiarities from country to country.
Domestic Engineer; “she who must be
obeyed” is a very powerful woman in the
home – she is also the most current with
www.hrfocusmagazine.com

all the news and information you care
to know about. Many times, you hear a
grateful voice saying, “Mum you are a
genius” and why not? After all, she is the
one who is at home reading all books and
magazines and listening to all the news
and current affairs on the two boxes-radio
and television i.e. By the end of the day,
she is filled with knowledge and tons of
info.
For the children, she is the one that
you must at all costs hold all important
discussions with before it reaches the
corridors of the Sanhedrin. She is the one
who can tell you which way your case is
going to go, she can tell you straight away
whether that “all-important” request will
go well or not. In fact, next to the almighty
father in heaven she holds the key to your
life.
AMAZING? Yes, it is! Many children were
raised through school and beyond on
some of these “three and a half pence”
accounts. Madam Domestic Engineer
Designate!
We
salute you, for
what will many
homes do without
you.

Joyce Boeh-Ocansey
Wife, Mum & grandma.
Boeh-Ocansey House Hold
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Entrepreneurship is
not for everyone

n a world where there are limited job opportunities,
and an ever-increasing demand for means of revenue,
entrepreneurship has become a trend. Everyone, or at
least, every other person has become a CEO, a founder,
a co-founder, or COO. The influx of this entrepreneurial
drive has sent many on a wild goose-chase, looking for a
thrill that lies at the end of the entrepreneurship journey.
Whether or not you want to hear this, entrepreneurship
is not for everyone. In the same vein, not everyone is
cut out to be an employee. One is not more important
than the other, and we must collectively come to this
realisation and understanding.
Statistics show that over 50% of all businesses fail after
five years in United States. 40% of start-up failures are
due to a bad fit, followed closely at 38% from lack of
time and involvement. The mirage of entrepreneurship
is, the thrill of owning a business and being your own
boss. The other side of the entrepreneurship coin, is
the pressure and responsibility of keeping a business
afloat, ensuring the livelihoods of all workers have been
met, etc.
Essentially, you should only venture into entrepreneurship
when you know that is what you are cut out for. There are
some points that come to mind when trying to identify
which crop you are a part of:
Employees:
They take pride in working in good jobs, which they are
good at.
They like the job for the financial security so they can
concentrate on other aspects of their lives, such as
family and spirituality.
They acknowledge they do not have the confidence,
risk, tenacity, or persistence to start a business from
scratch.
They desire and have the intention to serve; like working
with children, the disadvantaged, or elderly people
They identify opportunities for growth in employment.

The truth is, some employment positions pay better
than some start-up could ever pay. For this reason,
one’s motivation to become an entrepreneur should
not primarily be financial. Especially because new
businesses more often than not, face financial struggles
in the beginning stages.
Entrepreneurs:
Entrepreneurs usually make terrible employees and
disagree with the pace the organisation requires of
them.
They are willing to take risks and feel choked in
employment positions.
Successful entrepreneurs have burning ideas that they
just have to execute.
They invite challenges and a calm and predictable
environment can lead to boredom.
With the above listed steps, you will be able to identify
if you have a knack for entrepreneurship or you simply
need a more demanding/challenging role within an
organisation. Granted, no one is born an entrepreneur,
though one’s desires and skills are usually already
ingrained in our systems or in our minds. You may have
some of the skills needed to be a successful entrepreneur,
but have them in small doses – do well to grow them.
Hone your skills and become a better entrepreneur, and
you may just make it in the entrepreneurial journey.
In conclusion, one’s passions and purpose are
deeply tied to how well they do in a particular field or
other. If you are passionate about the ideas you have
but do not exhibit any entrepreneurial qualities, you can
build them up, or work with an actual entrepreneur to
kick your idea off. Afterall, collaboration is the “in thing”
today. Do not feel pressured to be an entrepreneur, and
do not think less of yourself if you are not. Your value is
in the fulfilment you receive in doing what you do best.
Pursue that.

Credit: HR Focus Africa
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Job

Listing
JOB ROLE:
OPERATIONS MANAGER

JOB ROLE:
SAFETY OFFICER

Qualification: Minimum of first degree in
Hospitality Management

Qualification: Minimum of first degree in
Hospitality Management

JOB ROLE:
ACCOUNTANT OFFICER

JOB ROLE:
CUSTOMER SERVICE EXECUTIVE

Qualification: First degree in Business
Administration-Accounting, Finance, Professional
certification in accounting

Qualification: Minimum of a First Degree

JOB ROLE:
DIGITAL SERVICE MANAGER

JOB ROLE:
VIDEO EDITOR

Qualification: Minimum of a First Degree

Qualification: Minimum of a First Degree

JOB ROLE:
ACCOUNT MANAGERS

JOB ROLE:
GRAPHIC DESIGNER

Qualification: BSC Degree in Marketing/
Administration or in a related field.

Qualification: Bachelor’s degree in graphic
design, industrial design, or interior design, or
equivalent 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.

www.hrfocusmagazine.com

Bites on the Run
HR Focus Africa

37

Sesame chicken noodles
Ingredients

1 tbsp tahini
1 lime , juiced
2 tsp soy sauce
2 roasted garlic cloves
1 tsp sesame oil
½ tsp chilli flakes , plus extra to serve
200g cooked rice noodles
200g leftover roast chicken
1 roasted aubergine
1 carrot , grated
½ cucumber , seeds removed and cut into half moons
½ small pack mint , roughly chopped

Method

• STEP 1
Whisk together the tahini, lime juice, soy sauce, flesh from the roasted garlic,
sesame oil and chilli flakes in a large bowl, adding enough water to make a
creamy dressing.
•STEP 2
Add the noodles, leftover roast chicken, aubergine and carrot and toss
everything to combine, then gently fold through the cucumber and mint. Divide
between two containers, then sprinkle over a few extra chilli flakes to serve.
Credit: bbcgoodfood.com

Omelette in a bun
Ingredients

1 tbsp olive oil
1 medium potato , cut into cubes
1 spring onion , finely sliced
handful baby spinach leaves
4 eggs
9 small cherry tomatoes , halved
handful crumbled feta or grated cheddar
3 rolls

Method

•STEP 1
Heat the oil in a small non-stick frying pan and fry the potato over a
low heat until it is browned and tender, this will probably take about
10 mins in all. Add the spring onion and fry for a minute then stir in the
spinach.
• STEP 2
Whisk the eggs lightly with a little seasoning and then pour them into
the pan and cook until set on the base. Dot on the tomatoes, sprinkle
on the cheese and grill until the top browns. Cool a little then slide out
of the pan and cut into thirds.
• STEP 3
Split the rolls and stuff them with a piece of omelette, sandwich
together and halve.
Credit: bbcgoodfood.com
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with

Dr. Mrs. Ellen Hagan

Dear HR,
I work with a multinational company in Mali, and I am extremely
frustrated with the current situation in the company I work with
since the pandemic broke out. When we started the year 2020, we
were told our salaries would be slashed into three parts temporarily.
However, it has been over twelve months, and we are still being paid
a third of what our salary is supposed to be.
That is not my only frustration – in spite of the pandemic, and the
need to socially distance from people, we have been required to
come into work several times, when there was no pressing need to be
addressed physically. Most of our job roles can be performed agilely.
Unfortunately, one of my work colleagues had to come into the office
while exhibiting some symptoms of COVID-19, and soon after tested
positive.
I am very unhappy and frustrated with my organisation, but I don’t
know how to handle it.
Please help.
Unhappy Man

Dear Unhappy Man,
It is an unfortunate situation we all find ourselves in, battling this
pandemic. Your frustrations seem valid, and it will be unfair to turn a blind
eye to them. Your first point of call should be to express your frustrations
to your line manager. If you are still unsatisfied after having a conversation
with him/her, you may escalate your complaints to your HR Manager, and
seek redress.
I would like to caution you, that their solutions may not match the solutions
you are used to, as we are in unprecedented times. Both individuals and
institutions are doing the best they can with the limited resources they
have, and as such, all parties will have to meet halfway to make the most
of the situation.
If you feel your safety is at risk in coming to work, your managers can
address your concerns by building a system that works for both you, and
the company. At the end of the day, the wellbeing of workers and their
productivity is what should be of priority to every organisation.
I hope this answers your question.
Sincerely,
HR

Word Search Puzzle
HR Focus Africa

Word Search
PRODUCTIVITY
Cross Word Puzzle
PRODUCTIVITY
P
A
E
T
V
G
D
L
O
M
H
G
L
S
C
U
S
H
X
X

G
R
E
U
D
H
A
W
P
V
I
M
V
R
D
O
G
A
T
K

L
Q
O
D
L
N
S
R
J
O
X
F
O
P
C
P
V
O
J
T

R
A
N
D
I
A
I
H
I
V
H
T
P
I
W
H
O
L
E
H

S
H
T
G
U
N
V
N
O
R
C
H
E
Y
X
W
J
R
O
C

X
E
R
I
C
C
P
R
I
A
I
T
C
E
U
Y
G
M
O
E

ANALYSIS
CAPITAL
CONDITIONS
ANALYSIS
ECONOMYCAPITAL
FACTORCONDITIONS
GOODS ECONOMY
HUMAN FACTOR
GOODS
IDEA
HUMAN
INCOME IDEA
INCREASEINCOME
INPUT INCREASE
INVESTMENT
LAND
MARGINAL
MATERIALS

Q
A
C
I
P
U
T
B
F
N
Y
T
A
A
K
G
P
V
Y
P

M
P
P
R
T
A
Q
I
D
U
C
G
U
J
W
D
B
B
W
O

C
A
I
S
U
N
C
V
V
J
E
R
B
F
A
Z
C
M
I
L

L
X
E
L
B
O
H
T
E
I
R
I
E
W
N
V
A
F
W
A

U
A
N
A
L
Y
S
I
S
S
T
S
Z
A
B
G
P
N
G
R

I
N
V
E
S
T
M
E
N
T
O
Y
P
F
S
T
Q
O
J
U

P
S
M
D
K
C
J
H
R
K
U
M
M
I
I
E
F
R
R
T

B
E
C
K
X
S
D
O
O
G
T
P
T
N
S
M
P
X
H
A

W
R
O
P
X
H
N
G
F
S
P
A
U
X
K
X
O
Q
U
N

Q
V
T
P
U
Y
V
K
N
R
U
T
O
D
E
B
Y
Y
M
F

W
I
P
N
L
L
Y
O
L
N
T
J
C
G
C
T
R
T
A
F

INPUT
INVESTMENT
LAND
MARGINAL
MATERIALS
NATURAL
OUTPUT
PEOPLE
PRINCIPAL
PRODUCTIVITY

www.hrfocusmagazine.com

A
C
L
Z
S
E
I
Q
S
K
I
L
L
S
Q
S
X
I
N
J

Q
E
T
T
H
T
F
E
O
D
B
B
R
R
Q
I
L
R
J
V

M
S
N
B
I
C
O
I
D
N
V
T
T
R
H
Z
X
E
O
E

E
L
L
D
J
J
D
C
D
A
N
S
L
Q
L
S
I
P
J
M

S
W
N
W
N
W
A
G
K
L
L
F
G
S
X
R
S
S
E
O

PROSPERITY
RESOURCES
SERVICES
SKILLS
SOCIETY
STOCK
UNIT
VALUE
WHOLE

X
O
O
F
K
Q
T
E
Q
A
Z
K
F
S
D
Z
Y
O
S
C

C
Y
M
O
N
O
C
E
J
S
R
A
F
J
J
O
X
R
B
N

A
Z
S
L
A
I
R
E
T
A
M
Z
W
G
S
M
C
P
K
I

39

Welcome to

40

HR FOCUS UNIVERSE
A WHOLE NEW WORLD OF HR

HR EVENTS
HR CONTENT

HR COMMUNITY
& NETWORKING

HR ARTICLES
& BLOGS

HR TOOLS
& RESOURCES

TALENT
MARKET

www.hrfocusuniverse.com
Visit this platform and stay ahead in this ever-changing world of work.
Call the editor-in-chief for more information; 0546791509
@HRFocusUniverse

@HRFocusU

