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Prioritizing you

f there has ever been a year that held a confusing air to it, that
year would definitely be 2021. In this year – and we are yet to
hit the mid-year threshold - we have seen a COVID-19 relapse
in some countries, we have seen multiple lockdowns, the release
of vaccines to combat the virus, we have seen most of these
vaccines pulled back, and then we saw an improvement, just to
mention a few! All these events, coupled with the uncertainty of
it all, have kept a lot of us at the edge of our seats.
One thing is certain though- where there is life, there is hope. It
is based on this hope that individuals, organisations, businesses
and institutions continue to ideate, create, thrive, and make
business decisions for continuity. In a business sense, many
organisations have had to rethink their models and adjust their
value offerings because of the ripple effects of the pandemic
have presented.
In connection with the overarching theme of productivity for the
year of 2021, this edition of the HR Focus Africa Magazine’s
theme story is: Purpose & People; Your Organisations’ Priorities.
More than anything, organisations have been faced with the

tough decisions of prioritising limited assets. Well, in the words
of the 46th President of the United States: “Don’t tell me what
you value. Show me your budget and I’ll tell you what you value.”
This edition’s theme story, written by the People Function Lead
at ABSA Ghana - Sylvia Mbama, explores how an organisation
can boost their employees’ productivity by making purpose and
people their #1 priority.
At HR Focus Africa, you are our priority. For this reason, we have
put together an enriching combination of wholesome articles,
infographics and interviews that we like to call the HR Mélange
– you can dive into the various columns: health, finance, HR and
even entertainment! Your work and happiness is our priority.
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. You can
also explore our digital platform www.hrfocusuniverse.com!
Thank you for taking a look into HR Focus Africa. Have fun, and
get in touch soon!

N
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40% of UK Employers Opt for
Mandatory Vaccinations and
Ignore Jab-Reluctant Gen Z

A

s Britain passes the one-year anniversary of WHO
declaring he global pandemic, COVID-19 vaccination
processes are well underway across the world. With
more than 966 million people now having received at least one
dose of the Covid-19 vaccines, people management platform
Employment Hero reveals new data on how employees and
employers are feeling as vaccinations amp up and lockdown
restrictions ease.
In a survey of more than 500 employers and 500 employees in
the UK in March 2021, the majority of respondents wanted the
vaccine (84%).
29% of Gen Z (aged 18-24) respondents said that they are
feeling unsure about taking the vaccine and a further 15% said
that they do not want the vaccine. From those questioned, only
56% said that they would be taking the jab if offered.

Despite this, a surprising 37% of UK employers suggested
they will be mandating vaccinations within their workplace.
The pressure is already filtering down through businesses with
nearly a quarter of Brits (24%) admitted to feeling forced to take
a jab by their employers. These figures may not initially appear
alarming. However, Employment Hero’s research dived deeper
discovering dramatically different results depending on the
employee’s location.
With these statistics from the UK, it is likely that other forwardthinking countries will follow suit. This begs the question;
where do African countries stand on the topic of the COVID-19
Vaccines, and how long will it take before organisations make
the Vaccine mandatory for its workers.
Credit: HRNews.Co.Uk

More than 80%
of workers seek new
skills to make them
job-ready in a
post-COVID world

F

our out of five workers (82%) are keen to learn new skills to
give themselves the best chance of job success when the
UK emerges from the Covid-19 pandemic.

The upskilling most in demand was digital capability (59%),
followed by using excel (49%), entrepreneurialism (45%), CV
writing (32%) and rocking a job interview (31%).
Of those surveyed by redwigwam, the UK’s largest flexible
working community, 43% described themselves as working with
no dependents and 20% were working parents.

With such an overwhelming number of upskilling demands, a
need will arise to have a corresponding adjustment in the job
market across countries both in the United Kingdom and in
Africa.
Credit: HR News.co.uk

www.hrfocusmagazine.com
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Leaders, Create the Right
Environment For Your Workers”,
says Newmont Regional Vice
President, Awo Quaison-Sackey
At the just ended Newmont HR Interactive
event, The Newmont Regional Vice
President of HR, Awo Quaison-Sackey,
admonished all HR Practitioners and
Business Leaders to create the right
environment to help their workers
thrive. She said, “Leaders are the ones
who create conditions that encourage
genuinely constructive and productive
behaviour,”.

in the persons of Wilhemina Borketey,
Human Resource Manager at Olam
Ghana Ltd, Grains BU and Rev. Emmanuel
Afriyie Amoako, Human Resource
Business Partner for Enterprise Insurance
and Enterprise Trustees. During the panel
discussion, they highlighted many salient
points on leadership and the numerous
ways in which it can be used as a tool for
productivity.

solutions on a day-to-day basis. They
will need to exhibit leadership qualities
in their circles of influence, if they will be
able to offer any valuable input into the
organisation’s everyday system. Our role
as HR Practitioners should be to provide
the right atmosphere and the necessary
tools for them to rise up to their leadership
potential and excel beyond what they
imagine.”

The event, organised by HR Focus and
in partnership with Newmont Ghana
was designed as a platform for shared
learning for HR Practitioners across
industries in Ghana and beyond. It took
place on Friday, 4th June 2021 at the
L’AINE Office Complex at Adabraka.
Under the theme “Applying Leadership
as a Tool for Productivity”, there were
insightful discussions by the panelists

The opening address was given by Mrs.
Ellen Hagan who also pointed out that
today’s leaders are not only those in
leadership positions. She said, “I hope
your mind does not quickly move up the
management ladder when you hear the
word “Leadership.” Instead, your mind’s
eye should envision every employee
that has targets of any kind. They are
leaders who need to find innovative

HR Focus Interactive Sessions provide a
platform where various topics in the world
of work are openly discussed and viable
solutions, proffered. There are several
exciting sessions held every year and as
interesting as this session was, the HR
Focus Team promised that subsequent
editions will be more educative and
entertaining, thus they encouraged
participants to keep an eye out for that.

HR Focus Africa
Launches the HR
Focus Conference and
Awards 2021

T

he HR Focus Conference and
Awards 2021 was launched by Mrs.
Ewurabena Neequaye, the Editor-inChief of HR Focus Africa at the just ended
Vodafone HR Interactive 2021.
The event, which took place on the
Microsoft Teams virtual platform saw
the participation of over three hundred
and fifty (350) HR Practitioners, business
leaders, and executives. The event was
themed “Leveraging Digital Technology
to Achieve Productivity Remotely”.
Speaking at the event were esteemed HR
Practitioners in the persons of Hannah
Ashiokai Akrong, HR Director, Vodafone
Ghana, Jen Barkey Anane-Nsiah, HR
Manager, Omnimedia (CitiFm/CitiTV) and
Edward Osafo, Snr HR Business Partner –
Standard Chartered Bank.

In their panel discussion, Ashiokai
Akrong, Jen Anane-Nsiah, and Edward
Osafo presented key nuggets on how to
manage employees remotely, and shared
some challenges they have faced and
the steps they took to overcome them. As
the guest speakers addressed questions
asked by participants, challenges faced
by other HR Practitioners were drawn out
and addressed.
Dr. Mrs. Ellen Hagan, the CE of L’AINE
Services delivered the welcome address
virtually. She said, “The HR Interactive
events form part of the build-up to our
annual HR Focus Conference happening
at the Labadi Beach Hotel on the 14th and
15th October 2021. Each interactive event
is centred around unique themes that
give insight to emerging HR challenges in
Ghana and Africa as a whole. This year,
www.hrfocusmagazine.com

we plan to hold three more HR interactive
events in addition to today’s session and
we look forward to having you all be a part
of them.”
The HR Focus Conference and Awards
2021 presents the opportunity to award
excellence in HR Practice across the world
of work in Ghana and beyond. According
to the HR Focus Team, this year, award
categories have been added to reward
best practice of HR Practitioners, business
leaders and organisations that have
shown exceptional feats during the fight
against COVID-19 Pandemic. Interested
business leaders and HR Practitioners
can nominate themselves at www.events.
hrfocusuniverse.com/hrfocusawards.
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The Senior Staff Association of
Universities in Ghana embarked
on a nationwide strike over the
failure of government to pay
their Tier 2 pension.

T

he strike action started on Tuesday
May 18, 2021. The industrial action
commenced after the Association
claimed the government had consistently
failed to address their concerns. The
Association’s leadership after three
weeks of going on the strike declared
that they will intensify the strike action to
other divisions under their umbrella if their
demands are not met.
The Association met a delegation
from the Ministry of Employment and
Labour Relations in Ghana to look into
their demands for the payment of their
outstanding Tier-2 pension contributions
and improved conditions of service but
that meeting ended inconclusively.

The National President of the group,
Zakariah
Mohammed,
says
the
government has failed to adequately
address their concerns. He said, “We
are not content with how the government
has handled our issue so far, we are
becoming more and more frustrated.”
“The next line of action is for us to meet
with the National Executive Council to
discuss the way forward. Mind you, we
left out the security and the staff who
work in the hospitals and clinics of the
various campuses, among others. With
the way things are going, agitations are
getting higher and if we are not careful,
we may add members with those other
departments. It means that we are going

to intensify the strike action, by involving
other members who were exempted from
the strike action,” he warned.
Among other things, they are asking
for the payment of market premiums
and non-basic allowances as well as
the finalisation of negotiations for their
conditions of service.
The Association previously held a strike in
January, 2021, but its members returned
to work in February after the National
Labour Commission (NLC) secured
a court injunction compelling them to
resume their duties while negotiations
with government continued.
credit: www.citinewsroom.com

How pandemic-related
travel regulations have
changed workforce
mobility policies

C

ovid-19 affected almost all countries and workforces
in every corner of the world. South Africa, and other
countries with high infection rates or a different strain of
the virus, have been placed on ‘red’ or ‘high alert’ lists for certain
destinations, heightening the economic and social impact of
the pandemic and creating challenges for both business and
leisure travelers. The practical effect of such lists is that affected
citizens cannot enter certain countries or must adhere to stricter
entry requirements.
In South Africa, airports are now open for both international
and domestic travel, although entry into the country is subject
to pandemic-related regulations, such as providing a valid

negative Covid-19 test within a certain time. However, South
Africa citizens travelling to other countries are, or have been,
subject to much stricter entry conditions for certain destinations,
including the United States, the United Kingdom, Germany
and France, where they face an outright ban on entry, or must
comply with strict quarantine measures in order to enter. For
those used to travelling for work reasons, such restrictions have
resulted in substantial changes to how South African employers
work with employees who are currently based in other countries
and unable to enter the country.

www.hrfocusmagazine.com
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Quick tips to help you
SLEEP BETTER

Be Consistent:

Go to bed and wake up at the same time every day, even on weekends, and make sure
you are getting seven to nine hours of sleep each night. Inconsistent sleep schedules or
poor sleep can lead to Cardiovascular disease, diabetes, unnecessary stress levels etc.

Make Sure Your Bedroom is Comfortable:

Your bedroom should be your sanctuary. Sleep at a cool temperature (approximately
65 degrees Fahrenheit), block out light with heavy curtains or eyeshades and drown
out the noise with a white noise machine or earplugs.

Avoid Blue Light Before Bed:

The use of artiﬁcial lighting and electronics at night may contribute to sleep problems.
Electronic devices such as computers, smartphones, tablets, and televisions emit light of a blue
wavelength, which may trick your brain into thinking it is daytime.
This, in turn, can disrupt your circadian rhythm.
Tip: The rule of thumb is to avoid all electronics, thirty minutes to one hour before bed.

Get Up When You Can't Sleep:
If you try falling asleep but ﬁnd yourself tossing and turning for 20 minutes or more,
get out of bed and do something relaxing such as read a book, journal, listen to music or
meditate. Then, try and fall back asleep.

Establish a Calming Sleep Routine:
Whether this is taking a warm bath before bed, meditating, or reading, create a
wind-down routine that relaxes your body and mind before you get into bed. The goal is
to crawl into bed when you are relaxed and tired, not stressed out, and wide awake.

credits: Scienceforsports.com
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Purpose and People
By: Sylvia Mbama

T

he pandemic has re-shaped how we do business and
rapidly made “business as usual” a phrase from the
past. For years, we have been hearing and talking about
the impending “VUCA” (volatility, uncertainty, complexity and
ambiguity) world. This has not just impacted the world but has
affected organisational priorities and purpose. Companies are
doubling down on their purpose, at the very time stakeholders
need it the most. Customer needs are changing and thereby
shunning the products of companies whose values they view as
contrary to their own. Majority of employees feel “disengaged”
and are looking for companies that have a clear, unequivocal,
and positive impact on the world. For many employees, the
key motivator is a sense of purpose. What then is purpose?
It generally means the reason for which something is done or
created, the reason for its existence. In the world of work and for
organisations, purpose is our usefulness and our contribution –
the reason why what we are doing exists in the world.
Purpose is therefore critical for business sustainability and
directly linked to people. People exist to drive the purpose of
an organisation. When people can clearly see how their work
contributes to others, they become better. When purpose is
embedded into an organisation’s culture, it constantly reorients
people to focus on contribution. With the rise of the pandemic,
to give employees purpose, more organisations have resulted
on total output as compared to having to work for a number of
hours. Concentration has been shifted to a platform that will give
employees work-life balance which has been a concern for more

employees over the years. Furthermore, having a purpose alone
is not enough as a motivator, leaders must create a culture that
promotes purposefulness.
Interventions such as flexi-working, working from home, and
working remotely have all become a norm for most organisations
in providing work-life balance for their people. This has promoted
goodwill and innovation. For instance, documents can be sent
and approved electronically as compared to previously where
managers would want to see the document before approving.
Interestingly, employees and managers are discovering that
prioritising outputs rather than inputs does not mean less is
achieved. Employees are also juggling their work with their
families and discovering the need to work on their organisational
skills.
Most companies have witnessed a decline in their internal
customer base with hundreds of employees walking out. Digital
platforms and advanced analytics have become a powerful tool
in addressing the challenges faced by these organisations.
What is needed is a deep reflection on corporate identity,
asking and answering the question on “how do you embrace
the challenging trade-offs”, and uncomfortable truths. These
truths if unaddressed are likely to perpetuate the purpose gaps
and give rise to a rhetoric that is not accompanied by a credible
action.
Despite all this, the potential is extraordinary for businesses to

www.hrfocusmagazine.com
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“

closing the gap between an inspiring
idea of purpose and its transformative
practice to drive employee engagement,
motivation, and fulfillment has become
the most important task of modern
organisational leaders”
“Organisations have a mandate to no
longer exist solely to make profit but to
be human centered first.

”

serve as a force for good. Corporate social responsibility (CSR)
initiatives remain a powerful pedal. Most organisations are going
above and beyond their CSR to give back to their society. In
Absa, for instance, in the last year, our “force for good” space
recorded many successes such as reaching out to over 35,000
students and youth on our ReadyToWork programme through
both face to face and online media nationwide giving us 200%
of what was targeted. Over 100 scholarships were awarded to
students in the tertiary institutions, over 3000 startup businesses
and existing entrepreneurs were upskilled with business
development support. 2000 Consumers received financial
literacy training to mention a few. Contributing to society and
creating meaningful work are top priorities for many employees.
The opportunity for organisations to make indelible mark with
human support, empathy, and purpose has become greater
than it has ever been. Organisations are finding the need to
measure their social and environmental impact, starting with a
review of their supply-chain and supplier risks as the society now
holds companies responsible for their entire business chain,

11

beyond the corporate walls, including what their suppliers do.
Senior leaders are now required to personally get involved with
supplier issues.
The role of the leadership has shifted from just delegating and
cruising in their office to inspiring creative thinking about what
will make their team/organisation unique and linking that to their
purpose. Helping and having a positive impact on the society
has also become a key to sustained growth.
In conclusion, closing the gap between an inspiring idea of
purpose and its transformative practice to drive employee
engagement, motivation, and fulfillment has become the most
important task of modern organisational leaders. People want
to work in an environment that will give them significance and
a sense of purpose. Customers/consumers also want to do
business with organisations that have a clear purpose and
significance that speaks to their needs. The list keeps going on
to cover suppliers, shareholders, leaders, managers, the board
of directors, and all other stakeholders. Organisations have a
mandate to no longer exist solely to
make profit but to be human centered
first.

www.hrfocusmagazine.com

Sylvia Mbama
People Function Lead –
ABSA Bank
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Improving Job Satisfaction:
A Case of Staying
Afloat during COVID-19

By: Ahmed Habib Ibrahim

J

ob Satisfaction is the intrinsic feeling of fulfilment or
enjoyment that an eployee derives from their job. Managers
are cognisant of the fact that when employees put a 100%
into their job and feel positive about coming to work, productivity
inevitably increases exponentially.
According to a Stanford University research led by Dr
Elizabeth Reichert, the COVID-19 pandemic has without doubt
exacerbated feelings of stress and fear for more than 72% of
American workers. This number is likely more for workers in
Ghana and the sub-Saharan region and because of this, the
contempt of employees for their job has also reduced.
Numerous studies have gone to conclude that the COVID-19
pandemic has to an appreciable extent decreased the job
satisfaction level of employees. Fear of losing one’s job,
uncertainties, and the psychological stress of working remotely,
have all made employees restless. Employees are unsure of
Management’s next BIG DECISION, and how that may threaten
their jobs. For Management to sustain the organisation’s level of
production or service delivery, they need to continually drive and
implement strategies that will enhance the job satisfaction level.
– This initiative is directly tied to the PULSE of the organisation
where everybody is upbeat and fired up to kill deliverables and
proff-er solutions to daily problems.
The sensitive issue of Employee Layoffs and Furloughing are
supposed to be handled with a tender but firm touch such
that it eventually ends in a win-win situation for all. Majority of
employees are often pre-occupied with the long-term security of
their jobs. Should an organisation reduce their staff strength, it is
highly incumbent on its employers to first of all, provide a clear

reason for the exercise. Secondly, the organisation should follow
up with deserving benefits. Employers should also give these
furloughed employees timelines within which the company might
rehire them should there be the need to. Transparency in such
circumstances improves the trust between the employer and
the furloughed staff. The remaining staff will also understand,
if not entirely appreciate, the frantic measures Management
are putting in place to sustain the organisation after the layoff
exercise.
Technology and its application in automation can assist
employees in remote teams who experience difficulties engaging
with managers directly. Anonymous online surveys can provide
discreet truth about how the employees are feeling. Companies
can use reviews to give feedback to remote employees. Such
feedback mostly focuses on their strengths and weaknesses.
They can also use Performance Reviews to determine whether
the employees on board are a good fit for the business or
otherwise.
In a nutshell, we are certainly not in normal times and
organisations who intend to keep their
HIGH FLYERS/PERFORMERS ought to
meet them half way by creating a fairly
equitable job environment where folks
take great pride in showing up for the
right reasons and giving their all which
will ultimately increase revenue and give
investors value for their money.
Ahmed Habib Ibrahim
Snr. Human Resource Practitioner
iExcel Boule

www.hrfocusmagazine.com
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* Mineral Royalty payments increase as gold price increases.
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Newmont Ghana and Junior
Achievement partner in New Futures
for Girls Leadership Camp Webinar

D

espite recent efforts to improve diversity and inclusion
in the mining industry, female representation remains
a challenge.

To bridge this gap, Newmont Ghana signed a Memorandum
of Understanding in 2018 with Junior Achievement (JA)
Ghana to promote the pursuit of Science, Technology,
Engineering and Maths (STEM) subjects and careers among
young girls through the New Futures for Girls Leadership
Camp.
Newmont and JA Ghana recently held the third edition of
the Leadership Camp, which aims at building the leadership
skills of young females and providing insight on the various
career options in mining. Ultimately, the programme seeks to
foster a more diverse talent pipeline in the mining industry.
The two-day virtual event hosted 50 girls from various high
schools across Ghana, including Wesley Girls’ High School,
Aburi Girls’ Senior High School, Holy Child Senior High
School, Acherensua Senior High School, Achimota School,
Yaa Asantewaa Girls’ Senior High School, St. Francis of
Assisi Girls’ Senior High School, Accra Girls’ Senior High
School, Yamfo Anglican Senior High School and St. Roses
Senior High School.
Speakers at the webinar included Newmont Africa’s
Regional Vice-President for Sustainability and External
Relations Adiki O. Ayitevie, Beatrice Opoku-Asare, Director
– Talent Management, Inclusion and Diversity at Newmont
Corporation, Prof. Elsie Kaufmann, Associate Professor at
the University of Ghana and Quizmistress for the National
Science and Maths Quiz, Cynthia Ofori-Dwumfuo, Hollard
Ghana’s Group Head of Marketing and Corporate Affairs,

and Juliet Akamboe, Standard Bank Group’s Head of Mining
and Metals, West Africa. Other Newmont Ghana employees
from various units also engaged the girls on leadership and
career development topics.
Speaking about her experience as a participant of the
initiative, final year Geological Engineering student of the
Kwame Nkrumah University of Science and Technology,
Rebecca Ohemeng Appiah said, “The camp has been
life-changing for me, as it has broadened my perspective
on leadership, helped me appreciate practical industry
insights and given me a sense of belonging. I have found a
community of experts and peers ready to help me achieve
my career goals in the STEM field.”
“The exposure I have gained from this learning experience
has empowered me personally and professionally by
reminding me of my potential. It has fueled my aspirations to
become a globally recognized engineer,” she added.
The New Futures for Girls Leadership Camp is a Corporate
Social Responsibility initiative under Newmont Ghana’s
Tertiary and Secondary Skills Enhancement Programme
(T-SSEP). The skills and career development workshop
aligns with the UN Sustainable Development Goals (SDGs),
which seek to promote gender equality (SDG 5), create
decent work and economic growth (SDG 8) and forge
partnerships that contribute to achieving these goals (SDG
17) in the country.
Newmont Ghana believes that by empowering young
women and encouraging STEM careers, such initiatives can
play a critical role in accelerating gender parity in the mining
industry.
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Basic Financial Rules
Every Individual
Should Know
By: Samuel Agyeman-Prempeh

I

n your everyday activity, you find that money is used for almost
all transactions. Whichever form it may be in; electronic or
hard cash, you make payments for the various services and
products you want. For breakfast, if it is Auntie Munni’s waakye
with egg and wele, or Hajia’s hausa koko and koose, you will
spend some coins.
Sometimes, because we often think about the products and
services we are getting, we do not realise we are even spending
money. If you think about it more closely, you would realise that,
if you did not have money, you could not have enrolled for that
degree or pursued that professional program. You probably
needed money for your medical bills, unless your organisation
caters for that. Even if that is the case, your organisation still
pays for it.

It is almost as if we cannot get results or solutions to our
everyday needs unless we exchange money. It is possible this is
the reason the Bible highlights, ‘money answers all things.’ The
function of money suggests that we all need to understand not
only how to have enough, but also how to guard what we have.
Can we call this the basic financial rules every individual should
know?
Kpakpakpa
In 2014, a Joy (FM) News correspondent engaged the general
public on the general assessment on the Ghanaian economy. In
one of the videos which became viral, the interviewee explained
that the nature of the economy is so unpredictable that one has
to engage in ‘kpakpakpa’. The term, which lends itself to many
definitions, will for the purpose of this material be rendered as
‘side gig’.

www.hrfocusmagazine.com
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In whatever you do, having an extra source of income has a
way to cushion you to ensure you do not get to the level where
you are over burned financially. It is prudent not to depend on
a single source of income. Having increased channels to make
money should be a preferred approach.
If you are a student, engage in a paid internship. What can you
sell? What else can you do, aside your main job to make money?
If you are a worker, learn an extra skill and trade with it. By all
means, do kpakpakpa; have a side gig.
How much do you have to your name?
Financial advisor to King Pharoah, Joseph the dreamer, in
presenting his financial
forecast, informed by
his interpretation of the
dream, instructed that
20% of all their food is
saved within a 7-year
period. By ensuring
this was well done, the
country could fall on
the one fifth that was
saved during the time
of crisis. Savings 20%
during a time of enough
or plenty was what was
used to remedy a time
of famine.

“

Joe-Impre
The term ‘Joe-Impre’ is a locally acclaimed one that is used
to describe persons who make impressions to show off. They
act and do things in a certain way to let people have a more
flamboyant impression of them. If you are called Joe, please do
not be offended.
A Joe-Impre creates false impressions about him or herself;
they buy things they cannot afford and travel to places they
do not have a budget for. Don’t be lured to keep up with false
impressions. Don’t let people spending their harvest intimidate
you to spend your seed or investment.
Social Security
In Ghana, the Social
Security and National
Insurance Trust (SSNIT)
is a statutory public
Trust charged under the
National Pensions Act,
2008 Act 766 with the
administration of Ghana’s
Basic National Social
Social Security Scheme.
There
is
Three-Tier
Pension Scheme of which
SSNIT is the first tier.
If you work in a typical
corporate
institution,
you are likely to hear the
terms Tier 1, Tier 2 and Tier 3. Please do not act as if these
things do not concern you. A social security package can serve
many purposes for you, including serving as a collateral for a
loan and a welfare package for you during your retirement.
There are some contributions you make and others that your
company makes on your behalf in these trusts. It is your
responsibility to discuss with your employer to be sure of the
commitments that you are making and what is being made on
your behalf, the benefits and how and when you can access the
fund.

The function of money
suggests that we all need to
understand not only how to
have enough, but also how
to guard what we have.

Unforeseen circumstances do happen. You do not have to wish
for them. In the event of an emergency, do you have money in
your account to cater for it? Often times, if you do not save out
of the income you make, you will have nothing to fall on in times
of need.
When I was in Legon Hall in the University of Ghana, the hall
management body made us pay a certain amount to cater
for damages that may occur in our rooms. This amount, often
referred as ‘refundable’ by the students, was to be refunded in
the case of no damage. At the end of the semester, we were
filled with glee when this amount was refunded to us.
It is hard to do, but the pain of discipline weighs in grams, the
pain of regret, weighs in kilograms. You may not save 20%, but
decide to save a certain percentage of all your income.
Zero-Based Budget
During our orientation in boarding house in senior high school,
our hall executives assigned us to various roles in the house.
In Achimota School, I was in Lugard House. There were times
I scrubbed the balcony. Other times, I cleaned the washrooms
popularly referred to then as ‘the tubes’. By all means, our
executives ensured that every fresher was playing a role in
the house. Every part of the house was made clean and tidy
because it was allocated to a student.
That is how you have to relate with your finances; every money
that comes into your hands and enters into your account is
assigned to a task. This way, you can account for every cedi of
your income. The concept of zero-budget suggests that when
you deduct all you have from the expenses, you get a zero.
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Top 5 Money Management Apps
Every Personal Finance Enthusiast Must Use
It is so hard to go a full day without putting your phone down. Well, if you must be so attached,
we have found 5 mobile applications that can help you manage your finances. You are welcome!

1
2
3
4
5

Mint

This App allows you to pull all your personal finance accounts into one place so you can manage
your money from anywhere. You can track your spending, create a budget, andget bill alerts and
reminders from this mobile app that allows you to see all of your accounts – chekcin, savings,
and credit cards – in one place!

Check (formerly Pageonce)

This app is a very simple and easy to use tool to help you remember when payments are due and
to create monthly budgets. Check stays on top of your bills and money for you, so you can avoid
missing a bill payment or getting hit with late fees. When bills are due or funds are low, the app
will let you know so you can address the issue before it becomes a problem.

You need a budget
As the name suggests, YNAB helps you build a reasonable budget and stick to it to help you get
out of debt. It helps you make smarter decisions when it comes to purchases by giving you an
overall picture of what your financial situation looks like. It is subscription based, which will cost
you $60.00, but offers a free 34 day initial trial period before you commit to buying.

Doxo

Doxo is an app, created based on the success of social media apps like Facebook and Twitter.
Doxo allows you to centralize all of your important family information into one organized space,
helping you move beyond financial management and into household management. It allows you
to back-up important family documents, manage household payments, and connect with utility
and service providers.

SigFig
SigFig is a mobile app that will design you a professionally diversified investment portfolio,
monitor it, and automatically make the necessary changes to keep it on track. Once you sync
your accounts (currently works with over 100 brokerages including Fidelity, Vanguard, Schwab,
Ameritrade, E*Trade, and Scottrade), it allows you to see all your investments, including
your 401K and IRA, in one central place.

Credit: lifehack.org
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“ I am grateful that we are able to celebrate the seasons

that God gives us in our lives. I have come to the stage
where I believe it is no longer about me so I have
stopped doing interviews that talk about me and what
I have done or accomplished. I hope that my story
and the mistakes I made serve as a point de depart
for others to do better. It is said that one’s story may
inspire another and so I hope that what I share about
my experiences will encourage anybody and I mean
anybody to do more than I have in their time. I hope
this especially for the younger ones who have so much
at their disposal. This is your time to be more creative,
more daring, and to make sure that you do not leave
the world the way you met it. I charge you all to find
your purpose and implement it.”
Dr. Mrs. Ellen M. Hagan
Founder & CE L’AINE Services
Co-Founder, Legacy Girls’ College

A

head of her 60th birthday celebration, we joined Mrs. Hagan
to celebrate over forty years of practicing HR, impacting
lives and businesses, and excelling in Corporate Ghana.
During our conversation, Mrs. Hagan dropped a few pointers on
making impact that outlasts us and the concept of leadership.
HR Focus Africa sat with Dr. Mrs Ellen Hagan, and this is the
conversation that ensued:
HRFA: How will you describe the career path you chose?
EH: To be honest, I didn’t choose this career path. I can say that
it is the career that found me - I just stumbled into it. But upon
hindsight, I think it was something that had been prepared in
advance for me to do, as it was said in the book of Ephesians
2:10: “…we are God’s handiwork, created in Christ Jesus to do
good works, which God prepared in advance for us to do…”
Human resource, being a Human Resource Practitioner has
given me the opportunity to influence and impact and point
people to their purpose in life.
HRF: If you could describe your entrepreneurship journey
in one word, what would it be? Why would you choose this
word?
EH: “Rollercoaster”. Whether as a verb or a noun, rollercoaster
is an apt description of my entire entrepreneurship journey. At
theme parks, the rollercoaster is a train-like machine that takes
you through a series of shakes, turns, sudden twists and turns. It
is quite troubling and exciting at the same time, provided you are
able to end the trip in one piece. I believe that describes quite
aptly how my journey has been: one with a lot of fast changes,
dramatic and scary situations, but all tied together, they make it
quite exciting and fulfilling.
HRF: What sort of leader would you say you are?
EH: [laughs] It may be better if we asked someone else this
question, don’t you think so? Well, when you are asked to say
emphatically what you have been trying to do all your life, getting
the right words may not come easily. Every leader has a follower.
As such, being called a leader means there are some people
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who wish to follow you – that is an honour in itself. It is therefore
a privilege to lead. I believe in situational leadership, which says:
‘there is no best way of leading’. The sort of people you lead, their
willingness and adaptability will determine how you should lead
and influence them. Leadership is very task oriented – you will
want to be effective by ensuring that the methodology you are
using to motivate and encourage them works. The tricky part is:
every situation or change determines what methodology works.
For example, if fire were to breakout in an office, the team leads
will not call a meeting to decide whether to jump out of a window
or walk outside in a queue. Someone will bark instructions and
others follow, in order to keep everyone safe – that will be the
time to do autocratic leadership and not laissez-faire. Then
there are other times when a leader has to be laissez-faire, easy
going, and find out people’s views. Situational leadership is what
I have been trying to do because I believe it is one way to be
effective in any leadership role.
HRF: What will you say has been the most rewarding thing
in your professional life?
EH: That will be difficult to say but I will try and answer that
in a story. I once went with my colleagues to pitch for a very
important project. Upon our arrival, we greeted the team we were
pitching to, and one all-important looking man, who happened
to be the decision maker, shook all my colleagues’ hands but
refused to shake mine. When I asked why, he explained that he
will rather give me a hug. It was strange for me, as I had not met
him before. His reason was: through my influence and the team
at L’AINE, we had given him his first job that transformed his life.
Even further, he brought his nephew as well, and he also got
a job that took him beyond the borders of Ghana and became
the hen that laid the golden egg in the family. The man was in
tears as he told us this story and it was a humbling and yet very
fulfilling moment in my life. And of course, we won the pitch!
HRF: Was there ever a time you felt lost or disheartened
about your vision? What situation was that and what did you
do to get past that feeling?
EH: If I were to give you an honest answer, it happens all the
time. There are low times and there are high times. Something
as simple as feeling overwhelmed, can get you down. Generally,
swimming against the current makes the job a bit tougher. It
is very easy to do what everybody else is doing, especially
when it is a shortcut. As a consultancy however, we depend
on professionalism to get things done, and believe in practicing
corporate governance. When opportunities pass you by
because you refuse to compromise, it is discouraging. It is even
worse when people within your organisation do that. We once
caught a staff member being fraudulent – considering the first
of our core values is integrity, that was a big blow. Having to
de-hire someone we had groomed, developed and trained, it
was like destroying myself. Fortunately, we have had more highs
than lows and we give God the glory.
HRF: Over the past 40 years, you must have gone through
various seasons. Can you share a few of these seasons with
us?
EH: As someone who sees the glass as half full rather than
half empty, I remember the positives more than the negatives.
One of my favourite sayings is: “when the season changes,
the assignment also changes”. At L’AINE, we try to re-invent
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ourselves by jumping onto new sigmoid curves, to remain
relevant; but with what Is happening globally, strategy needs
to change almost daily. Through the years, I have seen us
provide thought-leadership in more rewarding ways than I can
mention. I believe from starting as a recruitment company and
gradually becoming an HR organisation, arguably the leading
HR Company in Ghana, speaks volumes.

EH: In the Bible when Abraham was told to go and sacrifice his
son and he set off to obey, I always wonder how he felt when
he heard God’s voice asking him to stop. What I feel may be
akin to what Abraham must have felt; wonder, relief, the French
would say: soulagement. I am grateful for all that could have
gone wrong but did not, and all the things that went right. We
thank God for how far he has brought us.

One interesting season was when we made the audacious
decision to change the story of the Girl Child by developing a
new breed of women leaders by starting Legacy Girls’ College.
Our legacy is in the girls that are passing through the portal, the
halls and the lanes of Legacy Girls’ College, Akuse. I remember
when we welcomed people to come and see the school and
entrust us with their daughters, I promptly burst into tears when
I mounted the podium to deliver the welcome address. You can
imagine how embarrassed I was but everybody understood
because seeing the dream being made manifest after such a
long and hard road was emotional.

HRF: In your point of view, what is the most important value
of leadership?
EH: I will not be able to point out one thing. It is only leaders
who will create other leaders. How you lead and inspire others
permeates in your organisation and comes out as the culture. For
this reason, it is clear that as a leader, you have to think about
how you are leading, how consistent you are, how inspiring you
are, and how effective you are.

HRF: What will you say your legacy has been?
EH: You know our mission in L’AINE, is to transform the life of
every business and individual we come across with HR solutions.
The thousands of people who have gotten employment through
our efforts may have been pointed to their purpose. I believe it
is something that we should be proud of. The work we do can
be considered as a ministry except that we receive our reward
here on earth.
HFA: How does it make you feel, knowing that you have
positively impacted the lives and careers of over 30,000
people?

HRF: Wow. Sixty years, with over forty years of HR practice!
What is next for Dr. Mrs. Hagan?
EH: Well, once there is life, there is always hope. I do not know
what the future holds, but I look forward to what God will do.
I would like to end with a word of encouragement, taking a cue
from one of Steve Harvey’s speeches. There is a difference in
being successful and being great. Success is for one’s benefit,
a personal achievement but greatness? Greatness is when a
person impacts communities and changes lives.
Dare to be great, and do not settle for success alone. Live in
such a way that your great grand child will know your name
and be proud of who you were and what you did. That is what
LEGACY is made of; to live a life that will outlive you.
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Posture:

what it means for today’s businessperson
By: Elise Tirza

Imagine walking into a meeting (when
the outsides are fully open, of course
and this coronavirus is not keeping us
mostly indoors). A big meeting to make
a few major decisions about a business
venture. There are three people in that
meeting. You are the first one in, so you
sit and watch the other two walk in.

The first one in is a tall, graceful lady,
in a lovely suit. She has on her 4-inchhigh heels and walks with poise. Her
shoulders are square, and her chin is up
– she exudes confidence. The gentleman
is not as tall. He has on a white shirt,
folded to the elbows, and gives off really

good gentlemanly vibes also. Imagine
the kind of meeting it would be… all the
great ideas that would be discussed. The
attitude of the two. The high expectations,
the energy!

Now imagine another meeting a few
days after that one. Maybe a completely
different business venture. A slightly
bigger meeting – four people. Two
ladies, and two gentlemen. You compare
and notice that it lacks the verve of the
previous business meeting. Two of the
ladies sit slouching in their seats, only
one gentleman looks excited about the
meeting, and even he is hunched over his
www.hrfocusmagazine.com

laptop half the time. The other man just
sits and takes notes. It does not sound
like the most successful meeting, and in
the end, not so much may came out of it.
Okay, lets come out of the imaginations
now.
Apart from having an effect on the energy
or lack of it in a room/office, posture can
also be a very important part of our health
and general well-being. We may not
realize it much, but posture makes a big
difference
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The human spine naturally has three main curves, and when
properly aligned, they have an ‘S’ shape, that ensures that weight
is well distributed throughout the body, so that we can function
well. Bad posture can change the shape of our natural curves,
leading to a change in the amount of pressure and weight being
distributed in different parts of the body. Depending on the
change that occurs, the body tries to adapt or compensate, and
this ends up leading to multiple dire consequences
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back. Ensure that all the three natural curves of your back are
present.
• Keep your head at the level of your shoulders, with your ears
slightly aligned with the shoulders.
• Keep your computer screen at eye level.
• Do not slouch! If you catch yourself slouching, correct
yourself immediately.
• Invest in a good office chair to ensure you are always sitting
properly.

The purpose of our spines apart from holding us up, is also to
absorb shock. Bad posture can slowly deteriorate this natural
ability, putting our bodies at risk for more serious injury in the
future, such as:
• Pain (especially back and neck pain, as well as headaches).
• Poor Sleep
• Poor digestion
• Reduced energy levels
• Bad moods
• Falls in the elderly
Most of us spend close to twelve hours at work each day. More
than half of that time is often spent sitting (slouched or bent)
behind a computer screen.
A study was done in Israel a few years ago to find out the
correlation between posture and workplace productivity. In the
end, they noted that most of the workers spent hours slouched
over their work, and this resulted in back pain, reduced
productivity, poor health, and as a result missed workdays. After
the study, the participants were each trained to be more aware
of their postures, and then were given a wearable device to aid
their posture.
It would surprise you to know that at the end of it all, 75% of
the participants experienced improved posture, reduced
episodes of back pain, and felt and were noticed to be a lot
more productive at work!

I do not have statistics on the amount of money spent on back
pain and its related problems in Ghana, due to poor posture.
But I do know that one of the commonest conditions that people
come to hospital with is back and neck
pain. And often, it is a result of bad posture!

There are multiple ways to correct posture in the workplace, but
here are a few:
• Stand straight and tall – not only will you keep your body in
proper balance, you will also radiate confidence.
• Keep your shoulders back, while tucking your tummy in
• When you sit, sit up with your back straight and shoulders
www.hrfocusmagazine.com
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Purpose-Driven Leadership;

in the eyes of Rev.Celia Apeagyei-Collins

R

ev. Celia Apeagyei-Collins is a formidable force to reckon
with in today’s world of people development. She is an
award-winning leader and is recognised as one of the top
ten most influential black Christian women in the UK. An excellent
international speaker, her work is in ever-increasing demand
globally, extending to over 45 countries. A highly sought-after
executive, Rev. Celia runs a Mentoring Network for leaders and
a Development Forum for Young and Emerging Leaders. She
comes alongside pastoral leaders to help strengthen ministries
and equip them for community transformation.

HRFA: What will you describe as your Character strengths
and weaknesses, and how have you dealt with them?
CAC: My character strength is that I love God, I love people, and
I really love to improve people’s lives. I am very compassionate
and I have a strong sense of purpose, stewardship and a call to
help transform society. My weakness, I would say is too much
compassion as it affects good judgement sometimes. Many
times, our strengths can also become our weaknesses when
they are not applied well. So, I manage this weakness through
accountability; I love it.

In a conversation with HR Focus Africa, Rev. Celia shares some
nuggets on leadership and how she recommends individuals
take responsibility for their grooming as leaders in today’s
fast-paced world.

HRFA: As the vision bearer of Rehoboth Foundation, you
may have encountered some consistent issues that need
to be tackled when raising leaders. What are some of these
issues?
CAC: I have realised that sometimes people need to be
persuaded that development is necessary- nobody likes to
change. Alvin Toffler said: “Illiterates of the future are not those
who cannot read or write but those who refuse to learn, unlearn
and re-learn” and unlearning and re-relearning does not come
naturally to human beings because that suggests change, which
is uncomfortable because nobody likes to leave their comfort
zones. Another consistent issue is the lack of contextualisation;
we try to make everybody the same but everyone is not the same
– without context, there is no meaning. A remedy for this is to be
sensitive to where you are and to the people you lead – what is
their history? How do they think?

HRFA: Tell us a little bit about your work and yourself.
CAC: I have a very holistic approach in my leadership and I also
care about those who are underprivileged. Marginalised, and
under-served in our society; I have a passion for it. To that effect,
I am very much involved in providing healthcare, educational
care and some degree of micro business support for some
of our street peddlers. We are currently working on different
projects: we send teams to villages to help provide access to
clean water and sanitation, we dig boreholes for villages that do
not have clean drinking water, we provide toilets for schools and
we are working on an education-enhanced training for teachers.
We also send teams to villages to do malaria, diabetes and high
blood pressure health screenings for the aged. This year, our
target is to pay National Health Insurance premiums for 20,000
people.

HRFA: In what ways do you think these issues can be best
addressed?
CAC: I think we have to make personal and leadership
development part of the culture of every organisation, where
sound leadership is not just taught but modelled and people
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are allowed to participate and influence what happens in their
space as young leaders today, and not tomorrow when they
become senior leaders. Leadership is a practical thing and one
of the greatest hindrances to people becoming leaders is giving
responsibility without the ability to influence outcomes through
authority or to participate in the change process. The difference
between power and authority is that power is the ability to decide
what is wanted and then, impose that idea.
HRFA: What will you describe as the leadership problem in
Ghana or Africa as a whole?
CAC: There are three things I will mention: First of all, the lack of
stewardship. When you steward something, you are managing
resources on behalf of somebody else, you do not own it and
as such you are accountable to someone and will need to be
transparent. Accountability and Transparency are the two other
things that are lost in this continent. Once accountability and
transparency are lost, trust is lost, once trust is lost, leadership
is lost.
The situation we find now is many people have huge titles, but
no influence with the people because there is no trust. When
this happens, leaders adopt oppressive and fraudulent means
to get the influence power they need to lead. The source of
all these is that we do not actively train our leaders. When we
work with a conscience, we impact the fruit of our labour. When
we do not, we brutalise everything. If everyone - both leaders
and followers do things conscientiously, we are able to filter
through values, standards, principles, and ethics. What we see
now is that there is no filter and as such, there is no restraint.
You cannot be conscientious and do the right things if you do
not have ethics, values, standards and principles in place. A
Leader’s philosophy, the way they see life, is very important and
directly affects how they lead.
HRFA: In what ways do you believe leadership can be an
effective tool for causing positive change in the country?
CAC: There is something I always say: “nothing happens without
leadership, nothing is influenced without leadership, nothing
is created without leadership, nothing is advanced without
leadership”. Everything rises and falls on leadership, as leaders
can envisage and re-imagine the future enough to persuade
people to do better to get into that imagined future. A leader’s
philosophy on life is very important – and that philosophy and
sense of responsibility must be cultivated from their formative
years. It can therefore not be a side effect or by product. It must
be intentionally grained in the individual’s development.
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HRFA: We have heard you mention that “everyone leads
someone in one way or another”. What then, will you
describe as leadership?
CAC: Leadership is hard to define; it is like beauty: you will know
it when you see it. Why? Because leadership is a progressive
effect to a desired outcome. It is therefore the capacity to turn
vision into reality. Leadership is also the dynamic process by
which a person with capacity influences a specific group of
people towards the fulfilment of a desired purpose. And my
famous saying is that leadership begins when we start solving
problems. A true leader will always come with the three things;
a diagnosis, a prognosis and then a prescription. Either they will
already have the three or in their diagnostics, they will engineer
a process that brings forth a solution. Leaders understand that
it is not just up to them, as they can only serve through others.
There is no leader until there is influence.
HRFA: In your leadership network, what are the trends of
exceptional leadership that you have noticed?
CAC: I think as a Reverend, I’ll say the fear of God. That way,
you handle things as a steward and are accountable to God.
Exceptional leadership comes from exceptional character - all
other competencies can be learnt. The exceptional trends are
people who have a great sense of responsibility; these people
are very creative in how they serve. I have also seen people who
are incarnational in their leaderships; incarnational leadership
means they identify with the people they serve thus they do not
have to struggle for influence because there is buy-in.
HRFA: What remedy do you have for the leadership gap we
have in the Ghanaian atmosphere?
CAC: I honestly think that leadership development has to be a
key strategy for developing a solution-oriented leadership, good
character leadership and future-fit leadership and developing
these intentionally is important. In developing intentional
leadership for each sphere; whether it is social, family, media,
entertainment, politics, business or commerce, we have to
be intentional, understanding our history, challenges and
understanding what is needed in terms of future fits and then
finally, understanding globalisation in order to progress in the
“VUCA WORLD” we live in. VUCA is an acronym for a world that
is volatile, uncertain, complex, and ambiguous.

HRFA: In your experience as a transformational leader, how
can one discover their purpose in leadership?
CAC: One place to start is by answering the question “what are
you passionate about?”. Every transformational and true leader
has a cause – meaning they are fuelled, inspired or motivated
by something. First of all, look at what you are passionate about,
look at your strengths and how you can affect and influence
change in the field you are passionate about. If all you want
is money then you cannot be a leader – leaders are focused
on doing good somewhere and then money comes as a byproduct. I mean, Ghana has a lot of armchair politicians, the
real people who get out there and provide leadership are the
ones who say “I don’t like what I see, I am going to step up
and do something about it”. Sometimes, we have little change
or slow progress because many in leadership positions may just
be concerned with their bottom-line remittance and not about
the change they can affect.
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Our People, Our Priorities;
Asaase Radio’s Story:

I

n a time of uncertainty, the Asaase Radio team took the bold
step of kickstarting a vision of quality content for social impact.
Their secret? A polyvalent, hardcore, and dedicated team. In a
conversation with Naomi Nelson Barnes and Prince Moses OforiAttah, we were given a deeper insight into the inner-workings of
Asaase Radio, and their strategy of prioritizing their people, who
in turn, prioritise the vision. This is the conversation that ensued:

Naomi Nelson Barnes
HRFA: Kindly share with us the vision with which Asaase
Radio took off.
AR: The vision of Asaase is really simple: to present platforms
for our listeners and viewers credible and reliable source of
information. With that in mind, we make sure that the people
who relay credible information are professional, objective and
present viewers and listeners with raw data and not opinions.
Our passion is speaking to the issues that matter to people in the
society and influence some form of positive change in society.
HRFA: What structures have been put in place to ensure that
Asaase Radio sails to its desired destination?
AR: We have gone out of our way to handpick people that
are well equipped to deliver excellence to our customers, and
tackle actual issues in the society. For any organisation to
be successful, the kind of staff you pick is key. Another thing

we put effort into, is the bespoke programming that we have
put together for our viewers and listeners. They are meant to
tackle issues in society and be relatable instead of just being
reportage. We use the voice we have to tell the right stories with
the hope that the right people will hear it and make the right
kind of changes in our society; by ‘our society’ we do not only
consider Ghana as our space of operation. We are a pan African
station and it reflects in everything we do; every show we air,
and every discussion we have.
HRFA: The radio station’s first air date was right in the
middle of a pandemic; wow! How did the Asaase Radio team
manage to pull this off?
AR: Yes! Our first air date was 14th June; right in the middle of
all the COVID-19 drama that has been happening all over the
world. That period was hectic, stressful and crazy; but on the
grand scheme of things, it was a bold step that was worth it.
Seeing the vision, we have realized so far, it has been very much
worth the long hours and dedication. For example, our office
manager, Joana Davis for the kick-off period was here 24/7 to
ensure everything was on course.
Everyone jumped in, as we all felt the importance of what we
are building and were willing to bend over backwards to make
it happen. From every level of operation, we were all fully
committed to making it a successful launch – and it was!
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are involved with this project. However, we have stayed focused
and objective. So much so that The European Commission
Election Observer Team gave us reason to jubilate as we were
publicly recognized as extremely objective in our news reporting
during the electoral season.
HRFA: What is the team’s leadership style and how has it
been successful in running the station so far?
AR: Our leadership style is a very flexible one. We have to be
flexible primarily because these are not normal times so we are
readapting as I said; It is a very polyvalent group of persons we
have here. We all have very atypical backgrounds so coming
together, we are able to find our bearings very quickly, as things
change all the time. The marketing environment around the world
Is not what it used to be, so we keep adapting to make it work.

HRFA: How would you describe the organizational culture
within which the staff of Asaase Radio operate?
AR: The people we have here are very dedicated. Management
has done a great job in involving everyone in everything we do
as much as possible. With that, we have everyone’s buy-in from
day one. As members of staff, we all know we are contributing
to a bigger picture, and that is the culture that exists here. A
friendly and professional environment filled with dedication, a
hands-on attitude and can-do spirit. The people at Asaase Radio
do what they need to do to get things done the right way. Even
so, at a time where people were losing their jobs, we managed to
stay afloat and support each other through losses and struggles
in the pandemic.

The Leadership

Prince Moses Ofori-Attah

HRFA: Which people form the leadership of Asaase Radio?
AR: The leadership of Asaase Radio includes: the CEO, Nana
Opoku Agyemang, the General Manager, Prince Moses OforiAttah. There is also a line management system we have in place
consisting of Joana Davis, who is the HR Director, we have Naomi
Nelson Barnes in charge of marketing and Communications.
The head of programmes/ the programmes director whose
name is Nana Otu Gyando, the finance Head, who is Benjamin
Offei-Addo and we also have the head of sales in the person of
Edwin Adinkra. And we have our director at large; he is a board
member, and an anchor at the radio station. He is the person
we go to, being the one with the most experience, Kojo Mensah

HRFA: Where will Asaase Radio be in the next five years?
AR: Honestly, we’ll never know. Businesses have folded up
while others are thriving. We started during COVID and for that
reason, we have a clear understanding of the challenges that
face this industry. We are still going through what you would
call growing pains and we are hopeful that we will be able to
actualise the ambitions we have. We are planning on expanding
our organisation to be able to do other things other than our
core mandate which is what we are doing now. Asaase is about
quality programming, and quality journalistic values. We hope
to maintain that and we hope to be a beacon to the industry.
We are not here to change people’s habits. We are just here to
propose quality.
HRFA: If anyone wishes to be a part of the Asaase Radio
team, what core skills and competencies should they
possess?
AR: As I said earlier, everyone at Asaase Radio is very Polyvalent
with atypical backgrounds. So if anyone is interested in joining
the team, that is a requirement. We live in a world today that is not
clear cut – a lot of things can be thrown your way unexpectedly
and this pandemic has shown us that. We have to be able to
readapt very quickly. If you would like to join us, you have to be
well equipped in a lot of core competencies. There’s a saying
that I completely disagree with: “Jack of all trades, master of
none.” I have personally had a lot of experience in a lot of things,
and though I have stayed faithful to media, I have a lot of core
competencies in other areas as well. In summary, you must be
polyvalent, you will need an atypical background and you should
be able to change at the drop of a hat.

HRFA: As a leadership team, what challenges have you
faced since the radio stations’ inception.
AR: We started off right in the middle of COVID so that has been
quite challenging. We had to re-adapt our business plan to fit
this new environment. They say it is a new normal, so we are
trying to find our way through. I think because we had to start
off in such challenging times, we have been able to readapt
quite easily, perhaps, more than our competitors who have had
to change course entirely. Due to the global pandemic we are
battling, we have had quite a number of deaths amongst the
families of some members of staff – that has really shaken up
our emotions. We have also had to battle with smear campaigns
against our product, because of some professional people who
www.hrfocusmagazine.com
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Everyone Leads In The
‘New Normal’
Corporate Environment

he COVID-19 pandemic has been very evasive and has
invaded organisational cultures globally. It has affected
what, which, how, when and where things are done in
organisations. No longer is there safety in sticking with what
brought success in the past. A ‘new normal’ is born, meaning,
new working cultures have ensued in the corporate world.
Consequently, the way of leading and managing organisations
as well as the behavior of the people in organisations have to
take a sharp turn for survival. An organisation’s response to it
must be bold in nature and destructive to its own entrenched
culture, charting a new way of corporate life for survival.
The traditional view of looking up to appointed leaders in
organisations to figure out the way forward cannot work under
the ‘new normal’ corporate environment occasioned by the
pandemic. We are living in a period of constant transition and
the shelf life of our solutions to the issues that the ‘new normal’
presents keeps getting shorter. What works becomes history in
no time.

Leadership by All Employees
Everyone in the organisation must exhibit leadership behavior.
It means, coping with the new corporate environment calls for
‘Leadership by All’, where no one is left out in leading, making
hierarchical reverence less important for survival of the business
and assurance of job security. It is the regime of changing ‘order
of things’ and unlocking the leadership potential of all manner
of employees in the organisation. Employees must be willing to
break new grounds and influence others to come along, doing
something new for the purposes of moving forward with oneself
and others. Often the appointed leader doesn’t get to see every
problem as quickly as the employee does. All in the organisation
must lead in their own right.
The question then is “How do organisations ensure ‘leadership
by all’?
• Leadership Mindset
Unless all levels of employees are oriented and re-oriented
to have the mindset to be pioneers, to explore, to go forward
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without guarantees and to move into the future without road
maps, the organisation will perish in the ‘new normal’ regime.
Employees are to be made to take risk in the environment. Higher
level leadership must demonstrate with style and manner that
leave no doubt about their commitment and endorsement of the
expected leadership role of all employees in the organisation.
• Communicate for Understanding of Employees
Employees need to hear the logic, the rationale behind the
decision for the ‘new normal culture’ of leadership. Give them
the hard facts about the evasive nature of the pandemic in the
market place and the organisation’s competitive position. Next,
employees would want to know what is coming, and how they will
be affected personally. You must give them clear understanding
of what is expected regarding the new ways of work. You need
to preach hope and explain the part they are expected to play in
the new leadership strategy.
• Listen and Listen Actively to Employees
More importantly, listen actively to employees. Making the
genuine effort to understand the employees’ point of view about
the new order ensures willingness of employees to commit to
exercise expected leadership behavior at all times. Make a
habit of listening to your employees and ask their opinion about
the new order of leadership. If you listen first, and listen with an
open mind, employees are much more likely to cooperate when
you decide something has to be done differently. Listening is
taken for granted, but it is the better-half of communication.
Listening improves understanding and good interaction. It is
one of the best ways for gathering facts, ideas, and recognising
feelings of people in a ‘new order.’
• Infuse Sense of Ownership in Employees
Sense of Ownership in the ‘new normal culture’ is taking charge
of every pursuit of the business as one’s supreme duty. Research
and practice have proven time and again that participation
generates ownership. Employees in an organisation are likely
to modify their own behavior when they participate in problem
analysis and solution development. They are also likely to carry
out the decision, once they have contributed to making it.
• Search for Opportunities
All employees must be freed to search for openings that can
lead to a better future and believe in the opportunities, and
will make opportunities appear. Each and every employee
must figure out what the organisation needs, then move on it.
Stretching employees with unfamiliar pursuit is critical in this era.
Self-directed behavior is essential in this world of ‘new normal’ in
the process of determining what works best.
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you could get from anywhere else. Most of the time, employees
must be coached to come up with completed work and not
coming to supervisors with problems along the way.

• Set Employees Free From un-workable Policies and
Procedures
Importantly, in the ‘new normal’ environment, employees are
set free from policies and procedures that do not work. Early
moves must be bold, dramatic, totally out of character so far
as the old order is concerned. Employees have to believe
that the organisation is dead serious about this endeavor and
determined to see it through. Doing things, the same old way
may seem a lot safer, but it actually hurts the organisation’s
chances for success in this pandemic raid. A culture where
people won’t stick their necks out won’t find it easy to win. It will
not also serve the right environment for everyone to exercise
leadership behavior in the organisation.
• Improve Leadership Capacity Building
To facilitate the practice of ‘leadership by all’ in an organisation,
leadership capacity building for employees must be a regular
feature for all in the development strategy of the organisation.
This must start from the entry level at the on-boarding stage and
must dovetail into the learning and development agenda of the
organisation for all. The purpose is to develop leadership skills
that will enhance the individual’s capacity at early stage of career
building and to discover the employee’s innate potentials for
leadership effectiveness at any level. Leadership is relentlessly
developmental especially in the regime of ‘leadership by all
employees.’
In conclusion, for all employees to lead in their own right, the
entire organisation must welcome disruption by the COVID-19
pandemic. It may sound strange, but disruption is one of today’s
conditions for survival. Organisational leaders must have faith
in the employees as untapped leadership resource to be
deployed unusually. All levels of employees must have faith in
the opportunities in the ‘new normal’ environment. People do
best job of managing new fields when the mindset is relentlessly
positive. Leadership by all will make life easier and quicker
for organisations. Time productivity will be high and business
results may be of high quantum.

• Problem Solving
All levels of employees must be in charge of problem solving.
One does not need to have all the answers; nobody does.
Employees need to just show some initiative, come up with their
own answers, and there’s a good chance they will be better than
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Put Your Mind Where
Your Mouth is;

T

Boosting Productivity Through Speech.

ake a moment to reflect on your day. How many times
have you spoken today? What did you say? Could you
have gone through today without speaking to someone?
Well, that may be nearly impossible, as human beings speak to
communicate with one another. Without speaking, life will be a
lot harder; and with some of the unpleasant things we say, we
make life difficult for the people around us.
Studies have shown that, reinforcements; any stimulus
which strengthens or increases the probability of a specific
response;can tremendously influence people’s attitudes and
behaviors.Meaning, if a person sings and receives positive
reinforcements, they are encouraged to keep singing. However,
if that person receives negative reinforcements, they are
discouraged from singing.
Last December, I found myself on the set of a commercial
production. It was my first time on set and I was very excited
about it. The shoot which was scheduled to end by 8pm, ended
up running late into the night until the next morning around 4am.
There was a 9-year-old actress who had been waiting on set
the whole night. When it was time to shoot her scene, she was
obviously very tired and just wanted to go back to sleep. As
expected, her tiredness affected her performance on set. The
director, realizing this, first started by commending her for a
good job done with the first few scenes, then, he directed her
on the changes he wanted her to make in subsequent scenes.
The shoot turned out to be a success, and the commercial came
out beautifully, and was broadcasted all over television. This is a
clear example of how positive reinforcement affects productivity.
As a line manager or worker, how you interact with other workers
directly affects their productivity. Are you the screaming boss

or the boss whose employees feel comfortable sharing their
challenges with? I have heard of employees who hide mistakes
they have made from their bosses because of how their bosses
will react.This affects productivity in the long run, especially
when the boss is in the right position to fix the employees
mistake, and provide a teachable moment for growth. Speaking
to team members at work in a way that shows they are primarily
human beings, involves respect, good communication skills and
emotional intelligence; all of which will boost productivity at the
workplace.
Our words and demeanor in our office spaces can make our
co-workers happy, sad, anxious etc. Imagine a coworker crying
at the work place because she felt bullied by another co-worker.
We commute to work every morning to collectively work towards
achieving our companies’ ultimate goal and improving the
organisation’s bottom line. Work can be stressful, as such; one
should not be subjected to working in an environment where
they feel unhappy because of what another employee says to
them.
In a nutshell, what we say has the potential to positively or
negatively affect our environment.
We should all therefore endeavor to
provide safe spaces for the people
around us by choosing our words
carefully.
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Thoughts of a mother

“What if…”
“What if Kwaku doesn’t grow up to be a useful person in society
and all that I wish him to be?...” Lately, these thoughts have been
plaguing my mind as a mother. What if, what if and what if ------?

What has the home status got to do with what kwaku will become.
Right from birth, he has had it all: good health, a good education,
good upbringing, and all that I could have offered within my
power to start him off right in life. Attend a seminar/conference
and you will hear a business testimony from a renowned citizen
about where he has come from, how he grew up, and how he
became a success. Walking to school with no shoes, one square
meal a day, single parent {mother} upbringing, and the rest was
all a good, good dose of determination and a strong resolve to
move only upwards with no turning back.
As a conference participant and a mother, you sit there in deep
thought, filled with pride for the great mother of this young man,
who is either too poor or too unwell to make it anywhere near the
plush conference room where her son is showering praises and
paying glowing tribute an “unknown mother” .
Recently, my hubby said some very strong meaningful lines to
me, when I was trying to establish between the two of us who
was responsible for bringing up our son. He suddenly took on a
very serious tone of voice and told me that it was a known fact
that children especially sons were greatly influenced by their
mothers, stating that he himself was a shining example of this,
-- many things his mother taught and shared with him as a boy
helped to shape his destiny today.
Day after day, I watch a very dynamic woman who runs a very
vibrant drinking spot working very hard at her business. She has
three grown-up sons and I have often wondered how she has
managed over the years to keep these young men out of the
bar and from becoming drinking patrons of the club. At her own
level, she has tried to educate these sons beautifully. Thoughts
of a mother run very deep. What if, what if?
Truly, come graduation day, come his wedding day, come his
job appointment announcement, it is his mother who will strut
around majestically receiving all the accolades from wellwishers.
The father will simply sit at one place, beaming with pride and
nodding his head subtly in answer to the many congratulatory
messages.
Now, let us get down to the task of how a mother can get things
right to ensure a successful “end product” is achieved, which
will be beneficial to all.
A concerned mother once told me a story many years ago: one
day when her 18 year old son who had just finished Senior high
school was going out to a party with friends, she called him to
her room as he was getting ready and gave him a packet of
condoms. Her son looked at her horrified and said “oh! Maa,
you know I wouldn’t need these”. – I also had a horrified look

on my face, waiting anxiously to hear her reply to her son’s
embarrassed plea. It was simply, “kwaku, I know, but it is better
to be safe than sorry”.
And if you think this is stressful try raising a daughter up to age
18 too, girls have a different set of challenges too, by this time
they have daddy wrapped round their fingers and they are a law
unto themselves. We will need a whole piece to tell you about
the “the taming of a teenage/adolescent daughter”
Thoughts of a mother: did she get any sleep at all that night, Is
he alright, is he safe is he drinking, is he ……? “Mum, I will be
okay”.
Mother is certainly working hard to make something of her son,
meanwhile in Aboabo No. I in the Brong Ahafo Region or in Seva
in the Volta region, another mother is sound asleep, while her
son of the local middle school is having an amorous chat with
Opanyin’s Kojo’s daughter who attends the same school. Mama
here is not worried. Strong culture and good village upbringing
has already taught him to be very careful about doing any
act which will bring disgrace to his family. He is constantly
reminded of the fact that he has to become a doctor to take
care of mama’s health or that he has to replace ‘dada’s’ swish
building with a big modern concrete one when he grows into a
fine working man one day.
As a mother of the urban town, I ask myself, which of the
upbringing is more difficult. Mothers cry in their hearts for their
children to be alright, so when does he not want to go to school
anymore, when you know that from class one to secondary
school, Kwaku was the best or amongst the best, so why is he
now joining the ranks of school drop-outs; why is he smoking
wee now and drinking all that he can lay his hands on including
the lime juice cordial?
Pondering over all these awful scenario, my thoughts are, “were
we too strict on our children, did we suppress their sense of
adventure, should we have allowed them to experiment a little
bit with the realities of life?
Painful thoughts of a mother, what if, what If……….
It is therefore becoming clear that mothers shape the lives of
their sons. Do mothers reap what they sow? Didn’t you as a
mother sow all those good seeds, didn’t Dada in Seva also sow
good seeds, why is her son giving the good testimony today and
you are weeping for your son whom at the height of his life has
turned everything upside down and
uprooted all the good seeds that you
his Mama sowed many years ago?
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Listing
JOB ROLE:
WELFARE ADMINISTRATOR

JOB ROLE:
GENERAL MANAGER

Qualification: Minimum of first degree in
Psychology or related field.

Qualification: Minimum of first degree in
Electrical /Chemical

JOB ROLE:
CIVIL ENGINEER

JOB ROLE:
GEODETIC ENGINEER

Qualification: First degree in Civil Engineering,
Building Technology or related field

Qualification: Minimum of a Bachelor’s Degree in
Geomatics Engineering

JOB ROLE:
SALON MANAGER

JOB ROLE:
SENIOR BROKING OFFICER

Qualification: Minimum of a First Degree in BSc
Business Administration or relevant field

Qualification: Minimum of a University Degree in
Insurance or its equivalent

JOB ROLE:
FOREX TRADER

JOB ROLE:
SOLAR INSTALLATION ENGINEER

Qualification: Chartered Financial Analyst (CFA)
Degree with 7 to 10 years working experience.
Having ACI certification is an added advantage

Qualification: Higher National Diploma or Degree
5-years solar installations Experience
Energy commission certification license

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.
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Sweet potato, spinach & feta tortilla
Ingredients

3 sweet potatoes
2 tbsp olive oil
100g baby spinach
6 large eggs
100g feta , crumbled

Method

• STEP 1
Pierce the potatoes a few times on each side. Microwave on
high for 5-8 mins until soft, then set aside to cool a little.

• STEP 2
Heat the oil in a 20cm ovenproof frying pan and wilt the spinach for a minute or
two (you might have to do this in batches). Cut each potato in half lengthways
and use a spoon to scoop out the flesh, keeping it in big chunks. Whisk the eggs.
• STEP 3
Add the sweet potato to the pan and stir to combine with the spinach – don’t
break it up too much. Pour in the egg and swirl around so it fills any gaps in the
pan. Scatter over the feta and cook for 4-5 mins over a low heat until the bottom
and sides are set.
• STEP 4
Place under the grill for 1-2 mins to cook the top – poke a knife into the centre to
ensure it’s cooked through. Cool before slicing into wedges. Keep chilled for up to
a day.

Chicken taco salad
Ingredients

¼ tsp olive oil
2 tbsp low-fat soured cream
1 tsp white wine vinegar
1 Baby Gem lettuce , shredded
50g sweetcorn , drained
5 cherry tomatoes , halved
75g cooked BBQ chicken
juice 1 lime
½ small avocado , peeled and chopped
1 corn taco shell, broken into pieces

Method

•STEP 1
Make the dressing by combining the oil, soured cream and vinegar.
Keep in the fridge.
• STEP 2
Put the lettuce, sweetcorn, tomatoes and chicken in a lunchbox. Stir
the lime juice into the avocado and put on top. Pack the dressing on
the side.
• STEP 3
Scatter the taco over the salad to serve.

38

Questions Hitting HR
HR Focus Africa

with

Dr. Mrs. Ellen Hagan

Dear HR,

Dear Unhappy Woman,

I am a middle-aged woman working in the banking industry
in Nigeria. I have been here for five years and I still have not been
offered a promotion. I have initiated several internal projects that
have both improved the efficiency of our systems as well us boosted
engagement and productivity. Yet, I have not been considered for any
promotion or significant salary increase. Initially, I assumed the issue
was lack of growth opportunities in the organisation.
However, after I had a conversation with one of the HR Officers, I feel
as though I am a victim of corporate bullying. In our conversation I
inquired about the opportunity for promotion, as I had supervised
and trained may new entrants into the community and have fully
mastered the current role I occupy. As proof of the good work, I
mentioned the initiatives I have championed in the organisation and
he seemed to agree that I have been doing a good job.
Now, I am constantly excluded from internal announcements,
brainstorming sessions, huddle meetings, etc. I only find out about
such meetings from colleagues as they are gathering at meetings, or
immediately after they are done with meetings.
I do not know what to do to rectify this situation. Should I quit?
I feel very confused and stuck.

Sincere apologies for what you are going through. You may need to
escalate this issue to either your manager or the HR Officer’s supervisor.
Before then, you will need to have the right evidence to back your claim
of bullying. Start by documenting everything that happens, so that you
will be able to better communicate the problems you are facing to your
supervisors.
You can also have a conversation with your line manager concerning
your desire for promotion. There may be a way to re-craft your job to give
you more responsibilities and to challenge you more in the role you find
yourself in. Before having this conversation, you need to decide what is
important to you: more responsibility in your job role or a salary increase?
This information will be useful to you in the conversation.
I wish you all the best in your endeavours and I hope this turns out
positive for you.
Regards,
HR

Signed,
Unhappy Woman
www.hrfocusmagazine.com
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