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Churning Out Baby Graduates

Entrepreneurs, business owners, policy makers as well as industry
leaders are increasingly fascinated by a myriad of “implementation
ready” schemes that improve productivity worldwide. The interest is
fuelled by the desire to get work done in a timely and cost- effective
manner. In this world of work, there is no room for error, and work is
expected to be done on time and in style. This requires the potential
employee to literally “hit the ground running” as soon as he/she is
employed.
This is extremely difficult considering the big gap existing between
theory and practice. In order for this to happen, people in the labour
market need to be properly trained (the right mix of classroom
instruction and practical work placement), in other words, potential
employees need to be “implementation ready” right after their
training.
“Implementation ready” training offers a low-cost, rapid turn-around
training that provides a competitive edge in the labour market. This
type of training is designed with one word in mind – PARTNERSHIP.

In today's world it is more about how ready one is to WORK than just
acquiring a degree for instance....so one may go to a college to learn a
trade but if that person is unable to function in a work situation,
he/she may be a liability. People need to learn organizational,
analytical skills and learn how to work in teams. It is of very little use if
a person who has studied in a certain profession does not practically
do what a professional of such profession is supposed to do.
Through a combination of classroom instruction and work
placements, students are able to fulfil the dream of employers to the
benefit of the economy. In this issue of HR focus, we are trying to deal
with a crisis in the world of work. Our universities and polytechnics
are churning out babies as graduates who are not “IMPLEMENTATION
READY.” “Quality” as we understand it, is simply “fitness for use.” What
are we doing about this situation?
We still believe that mentoring goes a long way so we have
showcased some giants who have chalked some successes in their
line of work, in addition to our HR melange and other spotlights.
Enjoy.
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The Head of GCB

Training School Wins
International Award
Head of the Training School of the Ghana Commercial Bank
T he
Limited, Mr Edward Kwapong, has been bestowed one of the

prestigious and the high awards of HR Leadership by the World
HRD Congress, a not-for-profit Best Practice Organisation.
The award is one of the highest conferred on an individual for his
contribution to the field of HR.
The accompanying citation said, "Your leadership and contribution
to the field of HR is well known and the position you occupy in the
fraternity is strategic and iconic. As a thinker and a doer, you are a
role model and a believer in change."
The aim of the Awards is to recognise the best of the best in the HR
Profession and the focus is on benchmarking talents and HR
practices.
Mr Kwapong, 55 years, has 26 years of HR work experience. Until
mid 2009, he was the General Manager, Human Resource Division
of GCB.
He worked with the Volta River Authority for 12 years after serving
with Ashanti Goldfields (now AngloGold Ashanti) for three years.
A Barrister at Law (Specialising in Labour Law), Mr Kwapong holds
a Master of Public Administration (MPA) from the Business School
of the University of Ghana, Legon and Post Graduate Certificate in
Job Evaluation, Solihull College, Birmingham, UK.
He has consulted for a number of local and international
organizations, including UNDP - Sierra Leone, Kofi Annan
International Peacekeeping Training Centre, Trust Bank of the
Gambia, International Bank of Liberia, Cadbury Ghana Ltd,
Association of Rural Banks, and Ghana Health Sector.
Mr Kwapong has served on several Boards and Committees. These
include the Tripartite Committee, Advisory Committee on Labour,
GEA Council, St Peter's Sec Sch., Abokobi Rural Bank and Tasty
Treats Company Limited.
He is a member of the Ghana Bar Association, Institute of HRM
Practitioners (Ghana) and Institute of International Research,
South Africa.

Mr. Edward Kwapong
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odafone Business Solution (VBS), an addition to the innovations of Vodafone Ghana
was launched on 7th April, 2011 at the airport polo grounds in Accra.

VBS is dedicated to meeting the communication needs of corporate bodies, SMEs and
government agencies and will focus on a full range of fixed and mobile communication
services; both voice and data.
Speaking at the launch, Mr. Derek Appiah, Director of Vodafone Business Solutions said
“Our customers are the heart of everything we do. Our step, our people, our innovations,
are all focused on helping businesses seize every opportunity to progress, improve,
advance and ultimately succeed. We are focused on businesses and finding ways in which
businesses can take advantage of communication opportunities to realize ambitions they

have for the future”. He recounted the
achievements of Vodafone, stating that as
the world’s leading telecommunications
company and the fifth largest brand in the
world, Vodafone has proven a track record of
understanding
and
delivering
what
businesses needed to succeed.
VBS also unveiled the Blackberry Torch at its
launch. The device features a touch screen, a
slide- out QWERTY keypad and a 5 mega
pixel ‘zero shutter’ camera.
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QUALITY HUMAN RESOURCE: A CRUCIAL
FACTOR FOR ACCELERATED DEVELOPMENT

I

t was a pool of ideas as captains of
industry and business met on the 27th
April, 2011 at the Novotel Hotel in Accra to
deliberate on issues concerning the
collaboration between industry and
academia.
This meeting was the first in the year and the
fifth in the series following four others
organised by the Ghana Employers
Association (GEA) and it was dubbed “Forging
industry-academia collaboration for skills
development.
Mr. Oko Nikoi Dzani, the Group Executive
Chairman of NDK Financial Services and GEA’s
second Vice President delivered the
presidential speech. He observed that, the
concerns of employers were principally,
critical skills shortage in both the public and
private sectors of the economy especially, in
the fields of Science and Applied Science and
secondly, most graduates lacked employable
skills to fit into the world of work.
He said “Polytechnics now produce graduates
more in the field of business than they do in
Science and Applied Science and cautioned

the polytechnics not to lose sight of the
reasons why they were established”.
In his speech, the speaker for the
programme, Prof. William Otoo Ellis, Vice
Chancellor of Kwame Nkrumah University of
Science and Technology (KNUST) observed
that, the advent of globalisation has
brought in its wake stiff competition among
industries and businesses. He said, “quality
human resource is a crucial consideration in
every productive venture and it is in fact, the
most important of all the factors of
production. The quality of human resource
base of any country is critical if that country
is expected to experience accelerated
development and achieve competitive
advantage, and thus far, there is little or no
argument about this maxim”.
He added that, this notwithstanding, a
country that was to develop should not
produce human capital for the sake of it, but
production should result in a quality human
resource base that has direct correlation
with the nation’s developmental vision.
On the theme, he reiterated that “an effort
to address the challenge facing industry

and academia has led to most businesses
and industries trying various initiatives;
among which is the industry and academia
partnership”.
He acknowledged that similar partnerships
have been the force behind the success
achieved by industries in countries within
North America, Europe and the Asian region.
Therefore the University-Industry linkage
and industry-academia collaboration and
partnership have more than ever before
increased the possibilities to convert
knowledge and innovative ideas generated
through the quality research activities of
higher institutions of learning into
commercial business enterprises. He
therefore called on academia to fully satisfy
industries’ need, by knowing and
appreciating the requirements of its external
customer, that is industry.
Among those present were Mr. Alex
Frimpong- CEO of GEA, Mr. T.K. Gyau- GEA
Honorary Council Member, Mr. Charles
Coffie- immediate past President of the GEA,
Mr. Daniel Baffour Awuah- CEO, Council for
Technical, Vocational Education and Training.
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MOBILE NUMBER

PORTABILITY TO TAKE

FULL SWING
J

uly 1, 2011 is the date set for full
implementation of number portability,
which will enable subscribers to move from
one mobile operator to another without the
fear of losing their numbers.
The National Communications Authority
(NCA) says all is set for the Mobile Number
Portability (MNP) to take-off this year
indicating that a test run for staff of mobile
operators has began.

Communication Reporters (NCR) in Accra.
Speaking on preparations so far, Mr. Bob
Palitz, the NCA consultant on the MNP, said
"this is one of the major collaborative
processes that the NCA has been involved
in."

MNP allows mobile phone users to move
their phone numbers, including the
network code, to a different network and
retain their numbers in the process.

He said Ghana stands at an advantage
because it did not have to reinvent the
wheel, because, the NCA had taken cues
from the experiences of other countries that
had introduced the MNP system. The
original network under MNP system
becomes the ‘donor’ of the number, while
the new network is the ‘recipient’ of the
number.

"The MNP system is ready and we know it’s
going to help the customer. We have the full
cooperation of the operators and total
political support to run it," said Mr. Joshua
Peprah, the NCA boss, in a media
interaction with members of the Network of

Currently, the NCA says it had procured the
centralised equipment and service needed
for the effective and smooth run of the
system. Once a person's port is approved by
the recipient, the central equipment system
quickly sends a message to all networks in

Ghana informing them that the person's
phone number has been ported, and that all
calls and test messages should be routed to
the recipient network.
The Authority said the drafting of the
contract between the NCA and the six mobile
licenses had also been completed for signing
and operators had begun to connect to the
NCA central system.
The NCA said it would have a regulatory
authority in place to ensure that the mobile
companies operated the MNP system in the
publics’ interest. The MNP planning process
started about one and half years ago, with
the NCA forming a MNP Steering Committee
Group, which included representatives of all
the six mobile licenses. MNP is active in
countries like Australia, Denmark and
Sweden.
CREDIT: ghanaweb.com, myjoyonline.com

Innovative HR
Mr. Samuel

Kwame Boafo
(Director of Human Resources of CAL Bank )

w

hen his dad died, he was only 15 years old. After elementary
school, there was nobody to take care of him so his mother put
him into apprenticeship as an auto electrician when it became quite
impossible to put all four children through school. He stayed an
apprentice auto electrician for one year. He also had to be a hawker, a
cobbler, a photographer, a driver’s mate, among other professions for
survival until his elder brother, who had then completed the university, decided to send him to school again.
He does not mince his words as he speaks to the HR Focus team. This
is a man who is confident and knows what he is about. He portrays
that unique attribute when he says “I hate the ‘this is the way things
are done around here’ cliché. So far as you are unable to
justify why you are doing what you are doing
and whether that is the optimum way of
doing it, it does not give me any
reason to go along with it. In the
same vein, the moment you get
comfortable with dealing with
templates, you refuse to think. I
expect that every single case is
treated differently: no two
things are the same. I like
that quote by President
Obama “You cannot do the
same things the same old
way every time and expect
something different”.
Now, let’s meet Mr.
Samuel Kwame Boafo.

HRF: Tell us about yourself
SB: I am a Fante. My father was in the army so
he moved a lot from one station to another.
Fortunately for me, Kumasi was his last duty
station and I was born in Kumasi, I grew up
and schooled there. I attended the Salvation
Army Primary School, Technology Secondary
School for my ‘O’ level and Kumasi High
School in 1993 for my ‘A’ level. I proceeded to
the University of Ghana for a BA degree in
Psychology and later studied for Industrial
and Organisational Psychology at the same
University. I later studied HR on a sandwich
programme at the University of Cape Coast. I
must admit I was very troublesome as a child,
mainly because of the absence of a dad. I
battled it out with my siblings in terms of
control. We are four in number: two boys and
two girls; I am the last born.

HRF: Why HR?
SB: Any time I have the opportunity to talk to
people, I tell them that “growing up, I never
had anyone to guide me through career
choices. HR is not a profession I entered
because I wanted to. The interest in managing
and understanding people came basically
because of the course I took, especially, when
I had to study Industrial and Organisational
Psychology.
Casting my mind back, in 1995/6, lecturers of
the Universities went on strike so out of
frustration; I decided to abandon schooling to
join the army. My mum who didn’t like the
idea told my uncle, who lived at Kanda at the
time, about my decision. He invited me to his
house. His flat was located directly behind the
GBC entrance from Kanda so any time there

was a coup d’état, the entrance to GBC
became a’’ battle zone’’. He took me on a
little excursion around his house and
showed me remnants of those battles:
bullet holes on the buildings. Finally he
asked me:” are you really sure you want do
this? So if there ever was anybody to guide
me concerning my career, it was my uncle. It
was also the only encounter I had with him
in so far as my education and career was
concerned.
I remember him telling me that “I want to
see that when you write your name, some
letters are added to it”. That was his way of
saying get additional qualifications. My
mind was made up after that.
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HRF: Kindly navigate with us through your
paths towards your current position and
outline the challenges you faced on the way.
SB: When I was doing my Masters
programme, there was a requirement to do
an internship or attachment. The industrial
and organisational psychology course was
not really known in Ghana. As a result, the
department felt one of the ways to get the
industries to understand the essence of the
programme was to go out to the industries
for internships. I sent thirty eight letters and
I got only one response and that was from
SG-SSB. I stayed with SG-SSB for nine
months, at the end of the ninth month, I was
offered appointment as the Employee
Relations Officer. I was working with the
Compensations and Employees Relations
Manager. Eventually, when he resigned I was
made to perform that role till I resigned in
August 2005 to join CAL Bank as the
Assistant Manager, Human Resources and
later became Director of Human Resources
in February 2007.
HRF: What does Mr. Boafo look out for in an
employee?
SB: As the HR Director of CAL, I look out for
someone who is hungry for success and who
demonstrates the core values of the Bank.
The person must show passion for service,
be proactively innovative, not just effective
but efficient, be results focused, and also be
flexible and decisive.
HRF: Describe your management style.
SB: I will describe my style as the
‘laissez-faire’ type but sometimes I adopt the
extremes of each style. I can be extremely
democratic so far as you trade your
argument in a business-like manner that
makes sense. I am very approachable. This
enables employees to walk to me and air
their views or bring up their ideas without
holding back. I think I know about 99% of
everybody who works at CAL Bank by name
and face.
If I read something new that I feel might
interest my team, I share It with everybody
in my team so that when I am introducing
something new, they can understand where
I am coming from. On the other hand, some
people enjoy living in their comfort zones
and until you push them, you might not get
anything out of them. Therefore, if I have to
‘’dictate’’ to people in order to move them
from their comfort zones, I will and in that
case I might seem very autocratic. Managing
people is not easy, it is an art and one has to
find a way to perfect it.

HRF: Please tell us about some decisions you
made whilst growing up that have affected
you either negatively or positively.
SB: My brother, who was sponsoring my
education at the time, wanted me to go to
the medical school but I realized I could not
stand the sight of blood so whilst in the
secondary school, I switched to economics.
He only found out that I wasn’t doing
science after the results were released.
Eventually when he saw the results, I think it
dawned on him that he would have made a
mistake because I passed with distinction.
Also, it was forbidden for a business student
to do Government in the Advanced Level
but I spoke to my teacher and he allowed
me to do it. I further realized that
Accounting was not the thing for me so
when the time came for us to register for
our final exam, I registered for Government
instead of Accounting. When my
Headmaster got to know of it, I was
punished to serve as a deterrent to others.
When the results were released, again, I
think he also realized he would have made a
mistake if he had stopped me because I was
the only student who had grade A in the
Government paper. From that point,
virtually, everybody left me alone to make
my decisions.
HRF: Would you consider yourself
successful? Why?
SB: Considering the circumstances I have
had to go through, I can say I have come a
long way but there are more challenges
ahead. This is only the beginning.
HRF: What is your take on the saying:”A
company is known by the people it keeps”?
SB: As I said earlier, it is never easy to
manage people. There are people who are
naturally gifted, but there are people who
learn. For example, at Technology
Secondary School, we were taught to paint
and there are people who have become
very good artists through the process. If you
relate that to the world of work, you can
have all the technical brains in a team but if
you do not learn how to manage these
brains, you will fail as a company. Many
managers have failed because their people
relationship is bad. A company is known by
its people: the way you manage them
counts a greater deal.
HRF: What makes CAL Bank stand out?
SB: Our tag line is “Bank on our service” and
therefore we ensure that we provide hassle
free banking services that will delight our
clients at all times. We conduct mystery

shopping once every quarter to check on
our service quality. Appropriate sanctions
are applied to staff who fall short of our
standards.
HRF: CAL Bank is noted for its corporate
social responsibilities. What passion drives
you to want to take such giant strides?
SB: There is a strong affinity towards
orphanages and that is borne out of the fact
that we count ourselves fortunate. There is
always a thin line between sitting in the
office and hawking on the streets like some
of our unfortunate brothers and sisters.
Looking at myself, I could have been there.
We give our National Service personnel the
chance to choose any community-related
project on their heart. We discuss and
choose which project to go for with the help
of technical committees we have set up. As
part of our vision, we say in making the
profit, we will remain good corporate
citizens. This passion drives our corporate
social responsibility activities.
HRF: What attribute should an HR executive
have?
SB: Working with a generation that is
mobile and always on the go is challenging.
Apart from learning how to manage them,
there is also the aspect of knowing what
they want and how to meet it; so as an HR
executive, you have to anticipate people’s
needs and make provision for those needs
even before they come to you.
HRF: How do you transition yourself from
school to the workplace?
SB: Most of our universities, unfortunately,
do not counsel students about their careers.
Instead, these students spend most of their
time thinking about their examination
results even though there are so many
opportunities for them to prepare
themselves while on campus. It is said that
Noah did not build the ark when it was
raining; he built it before it rained. It is also
said that it is better to be prepared and not
have an opportunity than have an
opportunity and not be prepared. Students
therefore have the onerous responsibility of
preparing themselves-gaining extra skills in
addition to their qualifications for
opportunities in the economy. .

“You cannot be innovative if you
do not challenge the status quo.
You see, I don’t break conventions
that affect work flow. The bottomline is about efficiency and cost”.
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BRIDGING THE GAP BETWEEN

INDUSTRY & ACADEMIA
…Let’s do something !
long as I can remember, there
F orhaveas been
a lot of complaints from

employers that the caliber of graduates
being churned out of the universities and
polytechnics are not really up to scratch.
Initially, nobody could tell specifically what
was not right about the school leavers. It
started off with whingeing such as “Why
does he wait for me to tell him everything
before he implements them, he needs to
show more initiative”; “He cannot express
himself well – he doesn’t have a good
command of the English language.” “He got
a first class but he does not know the first
thing about attention to detail”. “ This man
is not a team player; he seems to have
trouble getting on with everybody”….
The list could go on and on. I picked the
brain of a few people in industry regarding
how we could rectify this …
Mrs. Naana Osae
Omaboe’s thoughts:
Most
times
the
unfortunate impression
is created that these two,
- academia and industry,
Marketing &
necessarily be
Communications must
Consultant.
mutually exclusive of
Merit Marketing
each other, but nothing
Communications.
can be further from the
truth. Both thrive on each other, both
sustain each other, and when properly
managed, can be a sheer delight to behold
at work. Raw academics, without direction,
and for the seemingly pointless sake of
acquiring tons of 'theoretical nothings' just
for its sake, would be a sad waste indeed of
our precious human resource! Same goes
for an Industrial sector bereft of
knowledgeable, sharp-minded, qualified
and well trained academics! What a sad
commentary that would be! Our country
urgently needs a constructive merger of
both worlds. This current situation where
both worlds eye each
other with large doses of
unhealthy
suspicion
must cease, if we're ever
to leap forward as a
nation!
Family Medicine
Specialist,
Sandalwood
Medical Centre

Input from
Dr. Clarence Clottey
MB ChB, MPH, FGCP, CCFP

:

Academics are the theoretical foundation
and the evaluative base on which industry
grows, and establishes an effective impact
on society. Academics furnish the skill sets
and innovation that can be harnessed to
drive industry and maximize its potential.
The various forms of industry and their
inner workings and attributes, on the other
hand, provide a rich medium for academic
enquiry, research and development.
A Personal
Perspective of
Paul Ankrah :
I believe that there is a
Director,
need
for
proper
Ghana Institute of u n d e r s t a n d i n g ,
Consulting.
communication
and
alignment of the needs and expectations of
all stakeholders – employers, students,
parents,
tertiary
institutions
and
government institutions. On a recent
engagement with students from one of our
universities, it became clear that many
students do not know what corporate
Ghana is looking for; and as such many are
ill-prepared to properly engage employers
when job opportunities emerge. The
academic curriculum does not adequately
prepare them for the corporate world.
Students invariably acquire good core
competencies based on their fields or areas
of study but are bereft of the softer skills
required to engage a potential employer. As
a result, a gap between taught academic
curricula and the expectations of corporate
Ghana has emerged. This would suggest
that there is an opportunity for industry to
collaborate with our tertiary institutions to
identify and bridge this gap and help to
develop the leaders of tomorrow. However
a number of things need to happen first:
1. Employers must conduct an internal
evaluation of their recruitment strategies to
see how, when and where graduates or
interns can feature in their overall growth
and development plans. This process may
require modifications to existing strategies
and internal processes and requires careful
thought and planning to identify risks and
options.

By Mrs. Ellen M. Hagan

2. Once defined, employers should then
identify
and
communicate
their
graduate/internship policies through various
media and communication platforms to
graduates and tertiary institutions. This
should include the type of projects graduates
are likely to work on, the types of preferred
disciplines, annual graduate or intern intake,
corporate
expectations,
mentorship
programmes explaining how the graduate or
intern will be directed and supported,
information on what the graduate is likely to
experience, and what the likely benefits will
be etc. An indication of some token
compensation or allowance is also
encouraged wherever possible. This process
may require frequent collaboration and
monitoring to ensure that proper and
effective alignment, collaboration and
communication is achieved between
employers and educational institutions.
3.
Employers should also aim to use
internships as a possible step to providing
permanent employment and must therefore
build this into their overall recruitment
strategies. This will have an impact on the
selection criteria and qualities required from
interns or young graduates.
4. Graduates on the other hand must quickly
study, understand and respect the
requirements of the corporate world – time
management, discipline, attitude to work,
ethics, professional conduct, dress codes,
inter-personal relationships, hierarchy and
culture of the organisation, confidentiality
issues etc.
5. Graduates must also find innovative ways
of differentiating themselves in what is a very
small and competitive employment market.
This should include investing in training and
development schemes that provide the
graduate with much-needed industry
practicing skills that can be communicated at
interview stage and hopefully leveraged in
the organisation through internships and job
placements.
6. Graduates should recognize that an
opportunity given on the basis of internship
places a cost on the firm in developing the
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learning experience of the graduate or
intern. The shorter the learning curve the
more value you add to an organisation
because the employer does not have to
incur too much cost to train and develop
the graduate to a required level in the
organisation.
7. Graduates must be flexible enough to
gain work experience wherever it comes
from because it teaches you things in life
that the classroom cannot teach you.
Vacation internships or part-time jobs are
very good preparation grounds for the
young graduate. Part of the problem we
face stems from the manner in which our
culture rightly or wrongly places unusually
high premiums on certain categories of
jobs and industries – banking, law, finance,
engineering, medical, accounting etc to the
detriment and
lower appreciation of
others. Therefore many graduates are
reluctant to take on lesser known roles in
various sectors or parts of the country.
Thoughts from
Mr. Richard Kyereboah :
The issue of the gap
between the academia
and industry is a huge
challenge for developing
world and poses a threat
Senior Group HR
Specialist, Executive to the development of
Leadership
developing countries.
Development,
Knowledge, conceptual
Ecobank
Transnational
view and skills acquired
Incorporated.
at school by young
graduates must connect with industry
demands or requirements to make learning
meaningful and useful to the individual,
industry as well as the nation. Corporate
bodies do not find products of schools and
universities readily relevant.
The problem needs to be tackled from a
holistic perspective. The stakeholders
involved governments, educational
institutions and industry must work
together to fashion out relevant and
integrated
academic
and
industry
educational policy with a disciplined
execution strategy to ensure effective
implementation. There will be the need to
back such an integrated policy with a
national educational policy to give it
statutory support and authority to ensure
that educational strategies are properly
designed and coordinated for productive
and relevant learning by all.
Structured industry experiences that form
an integral part of educational curriculum

may probably be the most appropriate
method of bridging the gap between the
academia and the industry environments.
Industry partners must be encouraged to
provide hands-on opportunities for
students to experience work life situations
with the testing of theories and concepts
learnt at school.
Governments must provide incentives by
way of tax relieves for industrial
establishments that would be partners to
the educational institutions. The tax relief
will make up for the cost that may be
incurred in exposing the students.
Social responsibility of institutions must be
extended to cover industrial exposure of
students by such corporate bodies.
Integrate serious and structured internship
system in their curriculum and vigorously
and consistently implement it in
partnership with industry as a requirement
for graduation. Renewal of accreditation of
educational institutions – private or public
must be based on the quality and regular
internship programs offered to students.
Besides, as in the case of compulsory
national service scheme in Ghana,
organizations must be made to structure
their
annual
work
schedules
to
accommodate periodic and supervised
internship programs to feed into the
current continuous assessment program
applied by educational institutions for
students.

A student seeking an internship is looking for
an opportunity to apply ideas learned on
campus to real situations. Employers are
therefore supposed to provide opportunities
for the student to apply learning in new
ways.
Many companies are dropping the ball on
this and failing to put the necessary effort
into providing quality internship programs
because there are too many people looking
for work for even less pay than what interns
want. Most employers See it as “Doing
interns a favour” and some interns have a bad
attitude to work and training. It takes a lot of
work and effort to have internship
programmes
organized
effectively.
Employers should note they might as well do
it properly or not at all…. We should not
expect to take in interns and leave them to
their own devices, sent on the occasional
errand, and treated as interruptions and
people who are “in the way” of busy, serious
people. I hope this article challenges us to
put in our bit through proper internship
programmes to help our undergraduates
become more productive in the World of
Work.
Implementing a successful Internship
Program - CHECKLIST
An Internship policy with the following
clearly defined
Purpose.
Duration.
Projects / Tasks to be completed.
Compensation.
Establish qualifying criteria
Minimum GPA/ Level. E.g. 2nd year,
BSc Admin.
Application process.
Selection criteria and process.
Identify supervisor within department .

Mrs. Ellen M. Hagan
(Chief Executive of L’AINE Services Ltd.)

SUGGESTIONS FOR THE WAY FORWARD
Acknowledging the need for internship
programmes as an effective way of bridging
this gap seems to be the immediate
solution : Interns should be prepared and
should try to do this without monetary gain
and employers should try and reward them
with some allowance to let them feel like
employees.
Why INTERNSHIP?
Apart from being a learning exercise, it is a
SOLUTION to our national problem of
bridging the academic and industrial gap.

Intern On-boarding
Induction.
Weekly / half monthly review.
Regular feedback to intern.
Assessment /Evaluation at the end of the
program.
Objective achieved.
The job description and expected duties
are clearly laid out.
An Orientation, either formal or informal.
Get the intern a mentor.
Ensure the intern is stretched to
perform at his or her full potential. Ensure
intern is not overwhelmed.
Leadership is critical.
Student Assessment form completed .
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how
Relevant

is The MBA?

By Samuel Dzackah

“I

have been working here for years”,
“why have I not been promoted”?,
“This is the status quo”……”This is how we
do things around here”….
These are common statements of “me ba ha
atse” (MBA) holders. They resist change.
They want to continue to do things the ‘old
way’ and are not ready or willing to
embrace ‘new ways’ of doing things; they
continue in the manual and unprofessional
ways of executing tasks. Some even go to
the extent of plotting the downfall of
young,
dynamic,
fresh-minded,
professional minds to bring change, vigour
and efficiency.
These conspirators mentioned above will
resist any form of change. They believe in
the ways that afford them opportunities to
‘circumvent’ laid down procedures to line
their pockets to the detriment of
companies, organizations and even the
State. Is this the kind of MBA we need in
companies, both private and public?
CERTAINLY NOT!
What we need are youthful, dynamic,
ambitious, versatile, proactive, dedicated

and action oriented professionals
with vision and mission, with that
burning
desire
to
transform
private/public
organizations
and
institutions. People with the right attitude,
character,….people who inspire hope, are
able to move people along, dream a
common dream, share a common vision all
geared
towards
transformational
leadership.

This is basically as a result of the present
competitive nature of the job market which
makes just being a first degree holder
less relevant. Even in the medical field,
being a general practitioner is
becoming less attractive hence the
desire of doctors to specialize
in one area or the other, for
example,
being
a
gynaecologist (specialist in
dealing with health care for
women, especially the diagnosis and
treatment of disorders affecting the female
reproductive
organs),
pediatrician
(specialists in children) and others.

These categories of people hold Masters in
Business Administration (MBA).
MBA is a second degree that is pursued and
awarded to candidates who have had a first
degree (which offers general knowledge)
and have a desire to specialize in an area,
say, Human Resource Management.

Another school of thought is that going the
MBA way may not be the best way to go.
Why? Some MBA holders are very good on
paper but find it extremely difficult to
practically fit in their positions. However,
there are some first degree holders who
perform above expectations, people who are
able to think on their feet, strategise,
implement and transform their domain. After
all, some achievers and inventors attained
great feats with limited certificates. Mention
could be made of the founder of Microsoft
Corporation, Bill Gates and our own Pastor
Mensa Otabil.

For example, I have a Bachelors degree in
Social Sciences (Economics & Geography)
which affords me a general tertiary
knowledge in managing resources both
human and material. It is my desire to better
manage these resources, especially human
resource, hence my resolve to pursue and
attain an MBA in Human Resource
Management.

Now! The critical question here is, do
employers go for the ME BA HA ATSEs,
Master In Business Administration(MBA)
holders, first degree holders or simply hire
people who can deliver irrespective of one’s
certificate,
people
with
the
right
competencies, right attitudes and the right
self motivation.
What do you think dear reader?

Mr. Asare

Akuffo
( MD of HFC Bank, Ghana )

The MD of HFC Bank (Ghana) Limited, Mr. Asare Akuffo - who also happens to be the President of the Ghana Association of Bankers - is an achiever
by any standard. The story of his role in the inception and growth of Home Finance Company Limited to a formidable bank is an inspiration to all.
HR Focus deems it as both an honour and a necessity to share his story.
HRF: Briefly tell us about your educational background and how
your experiences while growing up, has shaped you today.
AA: My parents being Presbyterians, I was baptized as a Presbyterian.
I started school at the Presbyterian Primary School at Akropong and
then continued to Akropong Salem which was a Presbyterian Boys’
Boarding School. I attended Swedru Secondary School, and Opoku
Ware Secondary School for my O’level and for A’ level respectively. I
proceeded to the School of Administration-University of Ghana,
where I obtained a BSc. Administration Degree, majoring in
Accounting. My Presbyterian background taught me to be humble
by emphasizing that God lifts up the humble. I wasn’t born into a
wealthy family, but my parents ensured that I had all I needed to be
well educated. There were always books to read in order to develop
my vocabulary.
HRF: How did you get to this point of your career?
AA: When I finished university, I wanted to obtain a professional
qualification so I worked mostly with accounting firms while
studying for a professional qualification. After I obtained that
strength, I worked briefly as a Financial Analyst for a USAID project. In
trying to develop myself, I also worked with SSNIT for about a year as
an Investment Manager. While at SSNIT, I joined a team that was in

discussions with the World Bank about the establishment of a
mortgage finance company in Ghana. I was actively involved in
those discussions so when the project concept and a company was
established; Home Finance Company (HFC), I was requested to help
develop it. Subsequently, HFC offered me a permanent appointment
as Financial Controller in 1991. From there, I was made the Financial
Director in 1995 and then the Managing Director in 2005.
HRF: What are some of your personal attributes, apart from hard
work, that have kept you in your position till now?
AA: I think I have a strong philosophical grounding: I believe that we
all come into this world to make a difference. I also believe that if you
sacrifice, you will get rewards- which of course stems from my
Christian beliefs. I am also very principled, I treat people fairly and
generally I am somebody that people trust. I am bold to do what is
necessary to achieve any set objective.
HRF: If you should leave HFC Bank today, what will you be
remembered for?
AA: I will be remembered as one of the three pioneers who were able
to establish Home Finance Company, an institution that most people
didn’t expect to survive. As MD, I think I will be remembered as

21

someone who was able to establish HFC Bank
as a formidable, universal banking institution.
My tenure of office as MD was when there was
so much competition and I remember
questions were asked whether it was right for
HFC to become a bank. People thought it
should have remained as a mortgage finance
institution.
HRF: How do you think your staff will describe
you?
AA: (Laughs)… They will say I’m calm, patient
but firm.
HRF: What perception will somebody meeting
you for the first time have about you?
AA: I don’t believe in first impressions but I
think someone meeting me for the first time
will say I am a nice man but I don’t think I am.
HRF: Why do you think you are not a nice man?
AA: I don’t think that you can get very far in
this world by being a nice person. I believe that
I am nice when I have to be. In this world, you
have to be able to make tough decisions. The
world belongs to those who look people in the
face and tell them the truth when the need
comes. I think you have to be nice when you
have to. In this world people will judge you by
what you have been able to achieve and not
how nice you are!
HRF: At what point in your life did you say
‘eureka’ (I’ve found it) regarding your career or
has it always been the financial sector for you?
AA: I got into finance step by step. For
example, in my 6th form days, the best
students who went to the University of Ghana,
Legon did Administration. I believed I was one
of the best students so I chose to do
Administration. It was actually at the Business
School that I realized I had the liking for
accounting and finance. I also realized that I
had the flair and the character for anything
that had to do with banking and finance.
Though some Accountants look at just being
Accountants, I looked beyond that and I found
finance and investment more exciting, so I
pursued a career in that area of the profession.
HRF: Give us a brief history about HFC Bank.
AA: It started as Home Finance Company in
1990. Ghana had just gone into the Economic
Recovery Programme (ERP) and the economy
was stabilizing. The World Bank was looking at
how to upgrade the various communities in
the towns. A brilliant idea came up for the
World Bank project to establish a housing
finance company. They brought together
Merchant Bank and government to help in the
process. While the World Bank and SSNIT
provided funding, Merchant Bank provided

management. To the credit of the pioneer
management team, we realised that we
needed to move the company to the
private sector domain, so we then
opened up a shareholding and invited
the major private insurance companies to
join in. We thereafter moved onto the
stock market in 1995. With that, we were
able to use a total amount of USD24
million to provide home loans to nearly
6000
Ghanaians.
We
expected
competition in housing finance to be
keener in the years ahead, mainly to come
from the banks. To meet this competition,
a level playing field needed to be
obtained. We therefore transformed into
a bank in November 2003.
HRF: As MD of HFC Bank, what has been
your contribution to the bank’s current
position in the banking industry and in
Ghana?
AA: In my estimation, looking at
profitability, liquidity, solvency and
quality of management, I will put HFC at
number 4 out of 26 banks in the banking
industry. We are number 1 in mortgage
finance because we have more home
loans than any other institution in the
country and we are serving the larger
segment of the population. When I
became MD, we had 5 bank branches,
now we have 25 branches in a matter of
five years. We have 24 ATMs, Internet
banking, SMS banking. I also introduced
HFC Realty Limited and the HFC Boafo
Micro Finance Services Limited. I am
looking at how HFC can be assured of a
certain steady flow of customers so we
are not just interested in businesses but
the individual Ghanaian wherever he/she
is - home and abroad. We have branches
near markets and the university
campuses. I want to build an institution
that will last.
HRF: From 2003, as a new bank, to 2011still in business- what has been HFC
Bank’s competitive advantage?
AA: We are the most diversified financial
institution in the country. Apart from
commercial banking that every bank
offers, we also provide investment
banking, fund management and asset
management services, we offer micro
finance services and we have a real estate
subsidiary called HFC Realty Limited.
Because of our expertise in mortgage
finance, we have assisted The Gambia
and Sierra Leone to establish mortgage
finance companies. This ability to provide
a wide range of financial services is our

competitive advantage.
HRF: As the President of the Private
Enterprise Foundation (PEF), what do you
think has accounted for the high
unemployment rates in Ghana?
AA: As President of PEF, I personally believe
Ghana made the wrong decision when we
chose the socialist path instead of the free
market economy. The colonial government
was private sector oriented; it built the cocoa
industry and this made Ghanaians leave the
towns and their comfort zones to cultivate
farms. Consequently, Ghana became the
leading producer of cocoa. The private
sector was not empowered to deliver after
independence as the government became
more dominant in the economy. Despite the
dominance of the government, majority of
Ghanaians are employed by the private
sector and not the public sector. If
government‘s role in the economy is
restricted to what the private sector is
incapable of doing, we will solve our
unemployment problem in a decade.
HRF: In what ways can the academic and
industrial gap be bridged so that we have a
well-rounded human resource?
AA: I think this is between academia and the
government; they both have to identify
where the gaps are. The universities should
set up arms that can assess the abilities of
their products in the job market, identify
their shortcomings and improve the course
content with the aim of producing better
graduates. They must actively engage
industry to determine their needs to carry
out relevant research. The universities must
constantly ensure that they bring out the
right products on the market. The Ministry of
Employment and Social Welfare must also
actively engage the educational institutions
and employers to support the production of
graduates who are ready for the market.
HRF: Do you have any future projections
which are different from what you do now?
AA: For the years that I have here, I want to
move HFC Bank to a level where it takes on a
life of its own with strong corporate values
and self motivated staff who will drive the
bank to grow, reward shareholders and
create jobs for our youth.
HRF: Final word to the youth who aspire to be
like you.
AA: First of all my advice to the youth is to
have strong moral grounding. They must
also have a sacrificial attitude. Finally, they
should always have a plan for their lives
because as the saying goes; if you fail to plan,
you plan to fail.

Ms.

Constance
SWANIKER
(C.E.O of Accents & Arts)

As I parked my car outside the gates of Accents & Art, around Bubuashie, a suburb of Accra, what
immediately struck me was the serenity of the cottage like environment created amidst the grinding
noise of metal being worked on. A beehive of activity, as men busily worked on a variety of sculptures,
railings etc.
I then asked to see the proprietor; she appeared from the workshop wearing a long flowing outfit, hair
pulled back severely into a ponytail. She led me quietly into the showroom and office block and oh!
The sheer elegance of metals moulded into different shapes sizes and colour. I was impressed by the
level of innovation and the brains behind it. I was eager to find out what was so fascinating about
metal and what motivated Constance to consider a career in metal art. Her answer was very simple
and straight forward. She said, “Metal is a very ductile material which when heated in a forge is very
easy to bend into limitless shapes and patterns. I discovered this fascinating nature by chance whilst
experimenting as a beginner artist, various mediums in which to find my niche. Its natural forms and
lines allow it to specially blend with wood, glass and other basic materials”.
I was thrilled; I wanted to know more…
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Entrepren- HER

HRF: Tell us a bit about your family and your
background (education, parents, etc)

HRF: What are your most significant
products or services?

CS: I have a multi-cultural / multi-functional
background having spent eighteen years
outside my native Ghana; in The Gambia,
Botswana and Zimbabwe. This diversity in my
background has been the dominant factor in
how I approach the arts and business. Whilst a
student at the Kwame Nkrumah University of
Science and Technology, I worked as an
apprentice carpenter for a period of five years
in a joinery company but specialized in metal
work and sculpture, graduating with honors in
Sculpture in 1999.

CS: My significant products are
balustrades, security grilles, gates and
furniture. Accents and Art has an
unlimited selection of traditional and
contemporary design choices and
provides expertise in wrought iron and
wood furnishing, whilst meeting the
quality needs of homeowners, architects,
interior designers and construction
professionals.

HRF: What motivates you? Who inspires you?
CS: The desire to succeed motivates me. As an
entrepreneur and strategic thinker, I see the
“big picture” – the future of the arts in Ghana. I
enjoy the challenges of this environment,
cutting through a male dominated sector. My
mother inspires me. From her, I learnt the value
in transforming my ideas and skills into a
successful
organization
by efficiently
managing my available resources.

HRF: What are the most crucial things you
have done to grow your business?
CS: I realized right from the onset that if I
was to move my business forward, I
would have to move into a more
adventurous role, think creatively and
voice my ideas, devise strategies and see
them through. I adopted a “can do spirit”
which opened doors to corporate
advancement. I identified opportunities
and did not see my position as a woman
heading a male dominated organization
as a challenge, but rather a way of
overcoming the relic obstacles of the
man’s business world. With determination
and hard work, I proved my worthiness
and broke through the glass ceiling
without looking back.
HRF: What plans do you have now to
expand your business further?
CS: Accents and Art is currently working
on expanding our showroom and
administration facilities. We are also
forging a healthier relationship with our
existing clients and our target market
through the promotion of our current
products and our introduction of our new
product lines for both children and adults
alike. A possible export of our products to
neighboring countries within the sub
region is quite evident in the near future.
HRF: How did you finance your business?
What has been your most effective source
of financing over the years?
CS: In the beginning, access to funding

was my greatest challenge. However, my
mother sustained this business financially
on several occasions, till the time when we
had finally been able to secure enough
machinery and equipment to run a steady
and effective production. From then
onwards, we have grown organically, raising
internally generated funds.
HRF: What has been your most effective
marketing technique?
CS: My most effective marketing technique
has been referrals from our clients and by
word of mouth. The Accents and Art values
of professionalism, design innovation,
on-time
delivery
and
quality
of
workmanship has consistently shown our
uncompromising commitment to meeting
the needs of our clients.
HRF: If you were to start another business,
what might it be?
CS: Today, Accents and Art is a well
established brand that offers outstanding
and elegant furnishing solutions for modern
homes, offices and schools. These qualities
have challenged us to set up an Art Institute
that will train the next generation of artists
and raise a new standard for Ghanaian art.
For this, plans are still ongoing. I am also
proud to state that work has begun on our
totally new line of business called The
Breezes Café, a place where lovers of art can
relax, enjoy the sounds and scenery and
purchase art pieces.
HRF: What advice would you
entrepreneurs starting out today?

offer

CS: Unleash your enthusiasm and expect to
find solutions even for situations that seem
impossible. To be a successful entrepreneur,
you need to implement plans that give you
direction for today and increase your
potential for tomorrow. Revisit the past in
order to gain a true perspective and think
with understanding. Reject the limitations
of common thinking to achieve uncommon
results. Finally, include others to help you
attain compounding achievements and
collaborate with them.
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CAN INDUSTRY
& ACADEMIA
BE ALIGNED IN GHANA?
By Kobina Ata-Bedu

F

olks, have you ever had to eat humble
pie? Well, let me tell a short story of
how I had to eat one. I always got
irritated when I heard a former Managing
Director of a very well respected multinational complain about the poor quality of
graduates from the Ghanaian universities. It
was always a foregone conclusion that you
would fail his interviews if you had to
compete with another graduate from a
“syto” university in England, as long as the
person schooled in UK. To affirm this, he
sent his sons to school abroad.
It was very depressing for us young
graduates who dreamed of making a career
in his company due to the kind of
development his company offered at the
time. It’s a shame his company has lost that
place in the hearts of graduates these days.
Ironically, this business executive happened
to be the Chairman of the University
Council of one of Ghana’s prestigious
universities. I always, in my anger, would
question why he of all people could
complain. He had all the power under the
sun to ensure that at least graduates from
his university would measure up to his
standards – that the curriculum was
relevant to industry, that the faculty was
qualified and well-resourced, that the right
students were selected and the modus
operandi was the most appropriate. That
was not to be and it left me more frustrated
when I heard him time and again lambast
Ghanaian-trained graduates.
Several years down the line and having
worked under his direction in one of the
affiliate companies of the conglomerate
and having risen through the ranks to be a
people manager and at some point a
head-hunter for other businesses, I have
had to agree with him that we do indeed
have a problem with our Ghanaian-trained
graduates. I have ended several headhunts
wondering what people learn at school. Are
people going to school these days to pass
examinations or to acquire knowledge? In a
literal translation from a Ga saying, I should
be saying to this well-respected business
executive, “sir, here is your stone”!

We have graduates who do not have a clue
what they want out of their careers. They
most of the time do not have a career
objective. It becomes obvious they were
asked to go to school or they went to school
because others were going to school and
the natural progression from there is to find
a job. It seems their focus in school was to
pass the lecturer’s exams so they “chew,
pour, pass and forget”. Ask them to do a case
study at an assessment centre and you’d be
shocked to the marrow the kind of analysis
they make, talk less of making deductions
or the quality of the English language!
The challenge to us as an HR community is
that how do we ensure we find a consistent
supply of the right people for our
organisations. We have a problem! We have
a looming HR crisis – who will be the next
set of business executives? Do they have the
right preparation to take them to the next
level? What will become of shareholder
value if present businesses are left in the
hands of ill-prepared managers?
I have been trying very hard to understand
how we got to where we find ourselves. I
almost concluded the decline in
educational standards was due to the
educational reforms until very recently.
We are where we are because academia
does not attract skilled lecturers with
experience in industry to the classroom in
Ghana neither will they accept that some
people might possess the expertise
necessary to serve as a catalyst to boost
industry. Why, I am not sure.
What I know though is that someone like Dr.
Sam Jonah is not an academic but he
lectures every now and then at Harvard
Business School and Pennsylvania State
University. He’s a visiting Professor at
University of Witwatersrand in South Africa.
But has he lectured in any business school
in Ghana?
Agya Koo Nimo the celebrated palm wine
guitarist, who is a biochemist and with no
formal music qualification, is a visiting
music lecturer at the Columbia University.

In the USA, you have people like Peter
Williamson, a well-known consultant with
INSEAD and Boston Consulting Group also
lecturing at Harvard Business School. Warren
Buffet of Berkshire Hathaway and Jeffery
Bewkes of Time Warner are regulars at
Stanford University.
But in Ghana, we have accomplished
business people like Dr. Kwesi Ndoum, Prince
Kofi Amoabeng, Dr. Kofi Amoah, Prince
Alhassan Andani, Tony Oteng Gyasi etc. Why
is it that none of these accomplished
business people hold faculty membership in
any of our universities? I happened to have
attended an interview somewhere some
time back. One member of the panel, a very
well-respected professor and consultant,
who has been associated with almost every
business school in this country; University of
Ghana, GIMPA, Central University, paused at
a point and asked if I was lecturing in any of
the universities? I answered in the negative
and he asked why I was not doing so? He
ended the interview and said he thinks
someone like me should be in the classroom.
Rather than offer me that job, he directed
that I go to his Vice Rector friend and tell him
that he, Professor So-So and So said he
should give me an appointment to lecture
Procurement Management.
To my surprise, the Vice Rector friend would
not entertain the proposition because I did
not attend a university. He is right; you’d
never find my name in any Ghanaian
University’s register. I opted for a professional
career and went straight into that. I attended
Accra Polytechnic and graduated with an
HND. I did self-study with no tuition to
charter with the Chartered Institute of
Purchasing & Supply (CIPS) in UK. I pursued
an EMBA in Strategy with a French Business
School by distance learning, though at the
time I was yet to submit my dissertation, so I
had not graduated. In between these I had
pursued some other postgraduate courses
over time at both GIMPA and University of
Ghana. So he was right, I did not hold a BSc,
MSc, MPhil or an MBA at the time but I hold
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an MCIPS, the highest professional
qualification in procurement management
comparable to ACCA, CA, CIM or CIB.
I had also worked in three multinational
companies and headed functions in these
multinational companies with global brands
including being Acting Head of Human
Resources and Head of Supply Chain. I had
held a regional role as Procurement Executive
in an oil company across the Ghana, Nigeria,
Togo and Benin corridor. I had set up a supply
chain function, resourced it and developed
systems and people to deliver results. I had set
up a consultancy and undertaken some
notable assignments. My experience spans the
manufacturing, telecoms, oil, automobiles,
heavy duty equipment industries and you
name it.
In effect, when it came to my professional
domain, I had been well exposed to impart
knowledge from industry.
I guess that was why the professor felt in this
era, where procurement was attracting so
much attention, both in the public and private
sector; people like me should go to the
classroom to raise more people of my kind to
impact industry.

I left that Rector feeling sorry for
Ghanaian business. How best can we
create better linkages between industry
and academia than to allow people from
industry into the classroom? How can we
align academia and industry if we do not
stimulate and facilitate research through
such interaction? How best can we have
our students get a sneak peek of the way
all that theory really applies in practice?
Dr. Jean Aka and Oyeeman Wireko
Ampem II have passed on with all the
banking experience but we still have
Kobina Richardson, Mike Ezan, Charles
Cofie, Kwesi Abeasi, Adelaide Ahwireng
and the likes. Will we watch all these
industry giants fall off without them
sharing their legacies?
My mind went back some years to a
casual joke by Komla Dumor on Joy FM
about how he was shocked to realise he
actually had the same lecture notes as his
father at the University of Ghana. Can you
believe that? A single lecturer taught two
generations of people using the same
lecture notes? Incredible! If this is how we
will grow our future industry giants then
Ghana is in trouble.

My take is that Human Resource
Development Directors and Managers
should begin to build linkages and
relationships with academia. They should
influence the teaching methods applied in
Ghanaian universities and polytechnics.
They should influence the content of the
curriculum and the values industry seeks.
They should contract these institutes to
conduct research not because they need the
results but to compel the faculty to do what
they are supposed to be doing anyway.
That is the only way we can align industry
and academia to ensure we have a sturdy
flow of human capital to run our businesses.
They should allow students to do internships
and write reports to management before
they return to the classrooms.
In procurement management this is part of
strategic sourcing – we call it supply source
development or supplier development
programmes.

Reach me with your comments &
contribution via:
Kobina.ata-bedu@mcarthurnassociates.com
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Business Spotlight

A
FAMILY
COMPANY
SC Johnson Ghana
I first joined SC Johnson, I heard
“W hen
people being referred to as Dor (short
form of Doris), Grandpa, Awo and I was
stunned. I thought ‘wow, a family company
indeed’. It didn’t take long to realize that this
homely work environment would by no
means interfere with the professional way in
which we conduct our business and deal
with customers.”- Hafsa-Rimantha ArthurSenior Brands Manager, SC Johnson Ghana.
SC Johnson Ghana (SCJ) was established in
June 1963 as Johnson Wax Ltd; SC Johnson
& Sons Incorporated’s first subsidiary in
Africa, ahead of South Africa, Nigeria, Kenya,

Egypt, French West Africa and Morocco.
SC Johnson prides itself as an
environmentally conscious company being
one of the first companies in the world to
change from the ozone depleting
chlorofluorocarbons
(CFC)
to
environmentally friendly hydrocarbons in
1975 in its aerosols.
Today SC Johnson is even more committed
to this goal, producing products that are
based on bio-degradable inputs and the use
of natural, raw materials.
SC Johnson’s products are ‘Designed to
Value’. Product concepts are consumer
driven and designed with a high
commitment to quality and ensuring the
safety of both user and environment.
SC Johnson’s business focus is to provide
home care solutions through its
Insecticide, Home Cleaners and Air Care
products and services. Notable brands
which have been produced over the years
include; Raid Insecticides (aerosol, liquids,
stick, coil. chalk, powder & mat), Mr.
Muscle Bravo Scouring Powder, Sparkle
liquid detergent, Crusade antiseptic
disinfectant, Dazzle bleach, Crusade head
lice cleaner, Carefree floor polish, and OFF
mosquito repellant, to mention a few.

Hafsa-Rimantha Arthur

Since 2008, SC Johnson Ghana has
launched at least 6 new products
including Mr. Muscle specialty cleaners for
toilet, bathroom and kitchen and the
Glade
Continuous
Freshness
air
refresheners. All of which are performing
phenomenally well.
SCJ is committed to excellence and
dedicated to consumers. This value is

taken from the words of a former CEO, H. F.
Johnson Snr. (1919-1928), “We believe that
the enduring goodwill of the people is the
sole substance; the rest is shadow”.
Work Environment
Being a great place to work means being in a
place where highly-skilled people see
opportunities to achieve their career
development goals. SCJ therefore finds the
need to put structures in place that
encourage individual growth while driving
organizational effectiveness. “This is evident
in the fact that turnover is very low,” explains
Hafsa. “Most people have been in the
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Range of SC Johnson Ghana Products
company for well over ten years. There is
gender balance among administrative
and managerial staff with the current
Managing Director being a woman. SCJ
appreciates diversity and has adopted a
‘1-minute manager style’ which gives
each individual the ability to work with
minimal supervision and be able to take
personal ownership for work done. This
gives the opportunity to build on
personal capabilities.”

Achievements
As part of its notable achievements, SCJ,
Ghana is currently SC Johnsons fastest
growing subsidiary in Africa and Europe.
In 2006, Raid was adjudged by the
Chartered Institute of Marketing as the
‘Top Consistent Brand for 25 years of the
Institutes Existence’ with their Managing
Director winning the coveted ‘Marketing
Practitioner of the year’ award by same
institute in 2010. SC Johnson has just
acquired Kiwi shoe care business from
Sara Lee and SC Johnson Ghana is excited
to be part of that business.
Corporate Social Responsibilities
On SCJ’s social responsibility, Hafsa had
this to say; “we believe in contributing to
the well-being of the countries and
communities where we conduct
business. In 2000, a community school
sponsorship program for some selected
public schools along the Spintex Road
community was inaugurated. These
schools are the Martey Tsuru Presby JHS,
the Kotobaabi Cluster of schools and the
Baatsona cluster of schools. Each year, SCJ
sponsors some 500 pupils from primary
through high school education, and in
some special cases, tertiary education.
There is also a reading club in the schools
to encourage the habit of reading.
Beyond supporting education, SC
Johnson Ghana is in the business of
preventing insect-borne diseases such as
malaria by developing a malaria
education toolkit which has been offered
to the Community Health Nurses Group,

Ghana, to make their education campaign
more practical. The kit contains educational
material in a simplified pictorial format as
well as samples of various pest control
interventions for demonstration. More
recently, a ‘Raid Malaria Awareness Week’
was established in line with the World
Malaria Day”.
What to expect
SCJ has been doing business in Ghana for
the last 50 years and is gearing up for the
next 50 years. As this milestone is hit, brands
and businesses of SC Johnson will be
refreshed with a new burst of life and vitality.
“RAID is our flagship brand accounting for
about 80% of the business, however, we are
equally committed to supporting all our new
products to ensure their survival and
growth”.
Being market leaders in insecticides,
household cleaners and air care products,
SCJ promises to resonate with today’s
home-maker who is young, active, dynamic
and energetic; and by so doing, remain
number one for the next 50 years! The
coming year also has some phenomenal
products up for launch which will delight
consumers.
In 2010, SC Johnson was named as the
fourth most innovative company by Fast
Company Magazine. Responding to that,
Hafsa simply smiles and says, “Our goal is to
always delight consumers with our family
care solutions and if this makes us one of the
most innovative company, then we will take
it as a testimony of our stewardship.”

HOLD
THE
FUTURE
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ESI

YANKAH

M

eet Esi Yankah; a young, free-spirited,
bubbly and burgeoning entrepreneur
born to Mr. Kojo Yankah and the late Miss.
Susan Esi Thompson. At age 26, her love for
babies has endeared her to founding Ticklz N’
Gigglz, a company that is concerned with
everything to do with pregnancy and babies.
She is a product of Achimota Junior High
School, Wesley Girls’ High School, Savanna
State University and Emerson College and
the Director for the BrandYou Institute at the
African
University
College
of
Communications, past Creative Consultant
at Yankah and Associates, and the founder of
The Africa Mentor Network.
Asked what inspired her to start her own
business at such a young age as opposed to
formal work, she explained how she was
motivated by the exposure she was
privileged to get, having lived and schooled
abroad. This, she says, made her see things
differently. To her, it’s worrying that most
young people out of universities prefer to sit
and wait for nonexistent jobs, rather than
create one, themselves. She attributes this
phenomenon to the fear of failure; “I think
the problem is that people do not take risks
because they are afraid to fail. One of my
greatest strengths is that I am not afraid to
fail because through everything, I learn
something new and I draw new experiences.
I am more at peace knowing I tried and did
not get it right. There are factors in our
educational
systems
that
are
not
encouraging but at the end of the day, it
boils down to you, the individual.”
As a young entrepreneur, Esi looks to God
and her parents for inspiration. “My
inspiration always comes from God because I
always look up to Him in anything I do and it
always works. There have been many
occurrences in my life that I believe God put
me through because He had a vision for me.
My parents are also a great inspiration to me.
My mother was a very determined, strong
and enthusiastic woman. My father on the
other hand is a very strong disciplinarian
who ensures we always do things right. ”

CEO of Ticklz N’ Gigglz

mothers will be encouraged to eat the right
foods. “We just want to have fun but at the
end of the day, we want to drive a message
home,” she explained. “At the end of it all,
ideally, our aim is to see the child happy and
grow up healthy and we can achieve this if
the mother is happy“.
M i s s
Ya n k a h
said she was
moved to do the
toddler festival (Baby FEST) so as to end the
many myths surrounding pregnancy and
birth in our society. According to her, this
unfortunately makes a pregnant woman,
who is supposed to feel happy and proud of
her pregnancy rather hide it for fear of
being susceptible to unforeseen spirits.
She reiterated the fact that Baby FEST will
help achieve the Millennium Development
Goals by making aware the importance of
women and the partners, striving to gain
knowledge about pregnancy and its related
issues. According to her, Most of the
complications in pregnancy are as a result
of negligence; people do not read about
pregnancy, pregnant women do not even
know their blood types: all they know is that
they are pregnant. Once they are
enlightened, many of the problems and
incidences associated with pregnancy will

be curtailed: child mortality rate will reduce
significantly. They will ask the doctors the
r i g h t
a n d

questions
t h e

She hinted that Ticklz N’ Gigglz has a barrage
of exciting events in store for Ghanaians,
including a pregnancy fashion show in
December which will showcase different
fashions for the different stages of pregnancy.
There is also a pregnancy magazine in the
offing and the much anticipated “PUSH”
pageant: a beauty pageant for pregnant
women where they will be encouraged to feel
confident regardless of their status. Another
show to look out for is the Baby SUMMIT. It is
a show that will afford– real mums and real
dads, real stories, real advice. She advises
Ghanaians not to see the fun side of the show
only but also acknowledge the theme it
carries with it!
According to Miss Yankah, what drives her to
achieve such innovative heights is the loss of
her beloved mum when she was just
seventeen years old. “This made me
independent and enabled me to see the
bigger picture of life,” she said. “It spurred me
on to want to achieve what she couldn’t
achieve. She had personal dreams, some of
which she couldn’t achieve due to the
sacrifices she had to make for us. I see the
need to work harder and do more for my
children so that they can live happily in the
future. My mum gave us a good foundation
where we can still hold our heads up high in
every situation.”
Miss Yankah has had her share of
disappointment in life, the worst being the
loss of her mother. “In life, one of my major
disappointments was losing my mother,” she
said sadly. “But my faith in God, passion for
life,
respect,
integrity,
loyalty
and
proactiveness are the personal values that
will carry me in my journey through life.”
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Unearthing the
potential manager

By Henry Baye

3. Motivation: The ability to
inspire others unto action
and keep ahead to show
example and direction. It
involves an ability to
empower people through
building trusting relationships.

I

t was my first real attempt at getting a
job. Following an interview where I
was grilled by five very senior people in the
organisation I was attempting to join, I had
been invited for a second round of what I
thought was going to be another interview.
Fourteen of us arrived early in the morning
not knowing what to expect.
By the time the day got off I found out that I
was into a rather competitive day. We
started with some aptitude tests of some
sort and then we had some team work
exercises. I thought to myself ‘what a way to
find a job?’ but I was to find out that I was
just about 20% into a very long day. The rest
of the day was full of exercises and
simulations, some of which involved groups
where we were asked to carry out projects
without an assigned leader. For most of
these exercises, we had to do presentations
afterwards. Unknown to us, there were
some senior people in the organisation and
some consultants who were in the most
unobtrusive ways watching us all the time.
We were put through such a variety of
activities and situations that by the end of
the day the processes tested so many
aspects of the personalities and potentials
of the participants. Out of the total number
some
people
were
selected
as
management trainees i.e. to go through
accelerated management development
programmes.
The story I have just told you is one example
of how some organisations go about
unearthing potential managers. This story
shows that the life-long process of
unearthing potential managers begins
from the day of recruitment. The day when

organisations first start the process of
recruiting an individual or a set of people
into its fold presents the best opportunity
to unearth potential. In some cultures and
organisational establishments it is thrice as
difficult to fire a person that to hire a person.
This is one reason why the best time to
unearth potential is to ensure that in the
first place we recruit great people.
The growth and success of any organisation
is determined by the quality of its people. I
guess one of the crucial questions is who
potential managers are or what do
potential managers look like. Hardly do you
find that the first thing experts talk about
when speaking about great managers is
their level of intelligence or their level of
knowledge even though the two things are
very important. This could probably be
because these two are taken for granted
and are considered a given.
There are certain traits though, that great
managers have been found to usually
exhibit. In addition to knowledge, skills and
intelligence, ten of the most written about
qualities are:
1. Creativity: The ability to recognise the
obvious whilst finding ideas and solutions
in not so obvious places and situations.
2. Visionary: The ability to create or see
the big picture, paint a picture of it in
people’s minds and communicate it. The
other big part is the ability to get others to
buy into it. This requires that the great
manager must also be a good
communicator.

4.
Personal
Integrity:
Trustworthiness, a certain
transparent honesty that
makes people able to trust
the manager and expect
consistency in principle and dealings.
5.
Commitment
and
enthusiasm:
Commitment is staying on course and
demonstrating a belief in the course, in a way
that never says die. Together with
enthusiasm, it is a certain infectious attitude
that gets everyone around wanting to go the
extra mile till a solution is found and it gets
done.
6. Ability to make decisions and solve
problems: This may sound obvious, but the
most frustrating phenomenon in any
organisation is to fill management with
people who cannot make decisions. No
manager gets it always right but at all cost
decisions have to be made by managers. That
is what they are paid to do.
7.
Ability to just be human: Great
managers remain human, self-giving and can
truly empathise. They are capable of spotting
individuals from the crowd and focus on
them when needed whilst leading
everybody else. Great managers have a way
of creating lightness about stressful
situations and celebration of little victories.
8. Ability to inspire self: Sometimes
managers themselves need to be inspired,
but the truth is that it is lonely at the top and
so to stay there you need a certain kind of
self inspiration that works like a dynamo
rejuvenating you almost on a daily basis.
9.
Disciplined and focused: Largely
managers are paid to get results and this
requires focus. Managers must have enough
discipline to create the right control
structures where they do not exist and to
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work within them where they exist.

bigger things.

10. An ability to always learn: Linda Hill of Harvard Business School observes that the best
managers are those who have an appetite for learning and are willing to work on
themselves.

Your future managers take up a task and
do it from end to end without waiting for
instructions at every stage.

The real question then is how do you unearth potential managers? The need to identify,
classify and develop managers both for the now and for the future remains an important
organisational capability. Indeed, organisations that have institutionalised processes for
identifying and developing potential managers have a better chance of creating a constant
pool of potential managers. Senior and Middle managers must identify and classify all their
human resources in a clear and yet dynamic way to be able to put in place the right learning
interventions to develop them. The Matrix below is an example of a tool used by some
organisations.

Future managers will identify the risks in
instructions they are given and ask
questions or put in place mitigants and
discuss them with their bosses.

Performance

High Potential
Low Performance(HPLP)

High Potential
High Performance(HPHP)

Potential

Low Potential
Low Performance(LPLP)

Low Potential(LPHP)
High Performance

It is possible for organisations to kind of place each of their staff in one of these quadrants.
People with high potential and low performance (HPLP) are your typical new entrants who
have to be given opportunities to learn fast and grow their experiences on the job to enable
them move into the HPHP quadrant. People in the LPHP quadrant are your very experienced
people who have reached the maximum competency levels and may not have the capability
to advance further. However, the level of the experience these people have is such that they
will continue to be core contributors for the organisation. These people have to be taken
care of and maintained to ensure that they pass on their experience and continue to play
their role. For those in the LPLP quadrant, they should quite frankly be on their way out.
Make plans to give them a befitting hand shake. I assume that most smart managers will
know what to do with those in the HPHP quadrant. Quite frankly, they are your most
important resources. The more of such people you have, the brighter the future of your
organisation if the right leadership and conditions are provided for them.
In addition to the institutionalised processes is the need to have managers who have a
natural knack or a learnt knack for spotting talents. One of the things that get in the way of
a genuine commitment to this process is the issue of nepotism arising out of tribalism,
‘old-schoolism’ and plain corruption. Where these things are not in the way, daily working
with people can help managers see their future managers. Most future managers will start
displaying the qualities of great managers early on. Potential managers will usually show
that they have such potential in various ways.
They will always show an ability to learn and to do so fast.
They will show that they have outgrown their current jobs and are ready for their next
job.
They will usually put up their hands when the call for someone to take up something
comes up.
They come up with suggested solutions to problems that come up in the
organisation.
Your future managers will even show by the way they dress that they are ready for

Potential managers add another touch
to their work that differentiates them
from others.
Your potential managers demonstrate a
discipline that dissociates them from all
diversionary acts and other acts of
indiscipline in the organisation.
The learning environment is another great
place for unearthing potential and talent.
This is one of the reasons why managers
must take interest in what happens to their
staff in the learning environment i.e. when
they go on courses, attachments and job
rotations and indeed, they must have a
process for collecting feedback on the
performance of their staff during those
interventions. It is a great opportunity when
managers take some time off to spend a few
hours themselves helping out with training.
It is a great place to spot talent and
potential. One of the key things I look out
for in recruiting managers is their people
management capability, and one of the
pivotal aspects to that is their ability to spot,
develop and grow talent. The more
managers we have with the managerial
instincts to spot good people and take risks
on them, the better the organisation is in
the long run.
In this article, I have discussed the need to
place a lot of premium on the recruitment
process as the first opportunity to spot
talent. Secondly, organisations must have
institutionalised processes for identifying,
classifying and developing each category
with the right strategy. Managers have a
natural or learnt instinct
for identifying talent
and there must be
tools such as the
potential matrix to
classify
potential
talent. The key to
ensuring that we
unearth
great
managers in our
Henry Baye
organisations is the
need for processes
General Manager,
with integrity.
Consumer Banking
Merchant Bank Ltd.
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ALTERNATIVE LABOUR

ECONOMICS

& THE LAW
happens when we embark on an
W hat
employment relationship? I believe

that there is an exchange of value. People
are an organisation’s most important asset –
its human capital. This human capital can be
measured in a particular currency that I will
call People Capability (PC).
PC is a combination of the knowledge,
networks, skills and competencies of
employees. The employee provides physical
energy and intellectual capacity in exchange
for some cedis (or dollars) and other VALUE.
It is this other value that I intend to briefly
discuss in this quarter.
Exchange Rates
What do employees get from the employment relationship? What do they value the
most? Is there a correlation between PC and
CEDIS? Is it about the paycheck alone? This
question requires a certain amount of
workplace analysis by human resource
professionals and managers. Trust me, the
ability to answer that question correctly and
put strategies in place that address
employee satisfaction will certainly raise the
PC value and enhance productivity and
retention. Do you get the exchange rate
connection? If you increase your PC, you will
increase your GHC. Simple!

By Cilinnie Ngo- Pondi

The Law on PC
The Law recognises that the value of the
employment relationship is not necessarily
about the amount of money an employer
pays an employee to do a job, and focuses
more on employees acquiring enhanced
responsibilities, capabilities and skills in a
fair and equitable workplace than on
financial reward. The Constitution 1992,
Labour Act 2003, National Vocational
Training Act (1970), National Vocational
Training Regulations, and The Education
Act (1961) all enjoin organisations to
continuously capacity build and train their
employees. They promote PC.
These laws emphasise the point that the
financial value that an organisation gives in
return for employee’s human capital must
not only be in the form of salaries, benefits
and bonuses. Most employees look for
something more than cash. Embedding
principles of imparting value to our
people-assets conditions their motivation,
commitment and loyalty, and hence their
contribution to enhancing the value and
the worth of other stakeholders. The Law
will always step in, just as in any other
contract, to ensure that there is an
equitable exchange of value.

How do you rate your PC?
Employees, “How do you value yourself as
an employee?” What price would you put on
your value to your organisation? How much
is your PC worth? What’s your exchange
rate? Do you quantify yourself by salary or
competence? If your PC rate is low, how will
you raise it to increase your GHC and other
value? Figure it out and discuss this with
your manager at your next performance
appraisal.
Business owners, “How do you value your
employees?” How do you enhance PC and
what do you give for it? Is it on the basis of
what an employee individually contributes
to your organisation, how productive they
are, or their pedigree – so-and-so is related
to the big honcho who owns this or that?
What is your policy on PC? Do you have one?
If you don’t have one, get one.
The bottom line is about creating value for
your organisation by delivering value to its
external stakeholders who are the
organisation’s customers, clients and service
users. The Law enjoins us to
do so, however it makes
good business sense to
build and enhance the
capability
of
the
organisation’s
most
valuable asset – its
people. I cannot end
without an equation.
Consider this simple one; Cilinnie Ngo-Pondi
“NO PC = NO GHC”.
C.E.O, Employment
Relations Center
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Finance Column

PRIVATE EQUITY - A VIABLE ALTERNATIVE

SOURCE OF FUNDING FOR GHANAIAN SMEs
By Joseph Ciici Arthur

G

hana’s
workforce
is
predominantly employed by the
informal sector. This sector of our
economy is largely made up of Small-and
Medium-scale Enterprises (SMEs) and sole
proprietorships (“one man business”). This
is confirmed by available data from the
Registrar General’s Department which
indicates that 90% of companies
registered in Ghana are SMEs. Over time,
this target group has been identified as
the catalyst for economic growth, serving as
the major source of income and employment
for many Ghanaians.
SMEs often face a daunting task accessing
capital from financial institutions. Banks shy
away and would want to do a lot of due
diligence before a decision is taken to
partner their business financially. This stance
taken by the banks is as a result of the high
credit risk associated with these SMEs. This
risk may emanate from some of the
following:
Lack of proper accounting records
Absence of corporate governance practices
i.e. “one-man show” business
Unrealistic business plans
Poor or lack of credit history
Inappropriate financial structure
These possible reasons, albeit not
exhaustive, are the major causes why
funding remains a challenge for SMEs. This
article will want to delve more into the last
point of the reasons above being the issue of
inappropriate financial structure and private
equity as an emerging funding alternative.
Typically, many large organizations we have
today evolved from small businesses.
Businesses which are able to survive the
market at initial stages, all other things being
equal, will increase their scale of operations
into SMEs and over time, become large,
successful companies. The right financing
package for each stage of the company’s
development is critical for its survival or
otherwise. Studies have shown that debt
capital for start-ups most often leads to the
collapse of potentially viable business from
onset due to the early financial burden these
young companies have to carry by way of
regular debt servicing. Start-ups and SMEs

equity fund managers will also want to
safeguard their interest and will therefore
want to keep a close eye on the business’
activities. Most private equity firms in
Ghana have similar investment strategy,
most of which will suit our SMEs.

require capital that does not burden the
business with regular cash outflows but
that which supports them in early years for
them to gain solid ground in their
operations and ensure financial stability.
Equity will be the best form of financing for
this stage of the company’s life cycle. Equity,
simply defined, is regarded as money
injected into a business by owners or
investors who want to be co-owners of a
company. Management’s concern in terms
of cash flows to shareholders will be annual
dividend payments which are sometimes
not declared but rather ploughed back into
the business to propel growth.
Private equity or venture capital is an
emerging form of financing in our part of
the world and which will be appropriate for
SMEs. In simple words, private equity is
equity that is not quoted on a stock
exchange. It is a unique source of funding
and typically will involve a blend of low cost
debt (mostly convertible preference shares)
and equity depending on the specific needs
and current financial structure of the
business. Private equity is not new in Ghana
but only few entrepreneurs and businesses
have considered it as a means of financing
their businesses. With private equity, not
only does the business access cheap
funding, but the business receives that
added value in management through the
partnership with private equity fund
managers. By agreeing to invest in a
company, the private equity firm normally
will take a minority stake in your business
and negotiate to have a representation on
the company’s board to help direct the
company’s operations to achieve the set
targets of the company. This is because as
co-owners of the business, the private

1. They invest in unquoted companies
with good products or services and most
importantly, management teams with
direct experience in their markets and
industry.
2. They seek investments in companies in
which they can acquire significant minority
stakes (25% - 49%) and add value through
their representations on their Board, close
monitoring, supervision and collaboration
with management.
3. They invest in early stage, growth or
expansion stage businesses and their
period of investment is usually for medium
to long term.
4. They seek to mitigate exit risks by
building self liquidating structures in their
funding structure. Normally, they exit after
4-7 years by availing themselves for a
buy-out to existing shareholders or new
investors. This will be detailed out in the
funding terms and structure.
5. They promote corporate social
responsibility, good corporate governance
practices and environmental management
by ensuring investee companies comply
with relevant laws and regulations.
Private equity is gradually becoming a
popular cheaper alternative source of
funding for SMEs. Most importantly, private
equity funding is structured to relieve
Start-Ups and SMEs of
financial burden in
their early stages and
allow them to gain
momentum in their
early
years
and
position them for debt
financing in later
years.
Joseph Ciici Arthur
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A SILENT KILLER
OF MEN!
By Senyo Norgbey

eventually die of other disease causes. This
is because cancer of the prostate is, in most
cases, slow-growing, symptom-free, and
since men with the condition are older they
often die of causes unrelated to the
prostate cancer, such as heart/circulatory
disease, pneumonia, other unconnected
cancers, or old age. About 2/3 of cases are
slow growing, the other third more
aggressive and fast growing.

Why all the fuss??
rostate cancer is the most common
cancer among males. Although
prostate cancer can be slow growing,
the disease nonetheless accounts for 10% of
cancer-related deaths in males, with
thousands of men dying from prostate
cancer each year.

P

This form of cancer develops in a gland in
the male reproductive system called the
prostrate. There
are
known,
well
documented cases of aggressive prostate
cancers, though most are known to be slow
growing. The cancer cells may metastasize
(spread) from the prostate to other parts of
the body, particularly the bones and lymph
nodes. Prostate cancer may cause pain,
difficulty in urinating, problems during
sexual intercourse, or erectile dysfunction.
Other symptoms can potentially develop
during later stages of the disease.
With the development of Prostate-Specific
Antigen (PSA) screening, however, prostate
cancer is being diagnosed earlier in the
disease course than it was prior to PSA
examination. Currently, most cases of
prostate cancer are found because of
abnormalities in a screening PSA level or
findings on Digital Rectal Examination (DRE)
rather than because of symptoms.
Rates of detection of prostate cancers vary
widely across the world, with Africa and for
that matter Ghana detecting it less
frequently than in Europe, and especially the
United States. Prostate cancer tends to
develop in men over the age of fifty and
although it is one of the most prevalent
types of cancer in men, many never have
symptoms, undergo no therapy, and

Many factors, including genetics and diet,
have been implicated in the development
of prostate cancer. The presence of prostate
cancer may be indicated by symptoms,
physical examination, Prostate Specific
Antigen (PSA), or biopsy.
The PSA test increases cancer detection but
does not decrease mortality. Suspected
prostate cancer is typically confirmed by
taking a biopsy of the prostate and
examining it under a microscope. Further
tests, such as CT scans and bone scans, may
be performed to determine whether
prostate cancer has spread.
Treatment options for prostate cancer with
intent to cure are primarily surgery,
radiation therapy, and proton therapy.
Other treatments, such as hormonal
therapy, chemotherapy, cryosurgery, and
High Intensity Focused Ultrasound (HIFU)
also exist, depending on the clinical
scenario and desired outcome.
The age and underlying health of the man,
the extent of metastasis, appearance under
the microscope, and response of the cancer
to initial treatment are important in
determining the outcome of the disease.
The decision whether or not to treat
localized prostate cancer (a tumor that is
contained within the prostate) with curative
intent is a patient trade-off between the
expected beneficial and harmful effects in
terms of patient survival and quality of life.
It is an important gland to man!
The prostate is a part of the male
reproductive organ that helps make and
store seminal fluid. In adult men, a typical
prostate is about 3cm long and weighs

about 20g. It is located in the pelvis, under
the urinary bladder and in front of the
rectum. The prostate surrounds part of the
urethra, the tube that carries urine from the
bladder during urination and semen during
ejaculation. Because of its location, prostate
diseases often affect urination, ejaculation,
and rarely defecation. The prostate contains
many small glands which make about
twenty percent of the fluid constituting
semen. In prostate cancer, the cells of these
prostate glands mutate into cancer cells.
The prostate glands require male
hormones, known as androgens, to work
properly.
I’ve got this all figured out! Really?
Several risk factors predispose an individual
to the development of prostate cancer and
these are as follows:
Advancing age: Prostate cancer is very
uncommon in men younger than 45, but
becomes more common with advancing
age. The average age at the time of
diagnosis in Ghana is 65.
Family history / Genetic: Men who have
first-degree family members with prostate
cancer appear to have double the risk of
getting the disease compared to men
without prostate cancer in the family. This
risk appears to be greater for men with an
affected brother than for men with an
affected father.
Diet: Evidence from epidemiological
studies supports a possible protective role
in reducing prostate cancer for dietary
Vitamin B6, selenium, vitamin E, and soy
foods. Lower blood levels of vitamin D may
increase the risk of developing prostate
cancer. High cholesterol diet also increase
the risk of developing prostate cancer, as
studies have shown that obesity and
increased blood testosterone levels
increase the risk of developing prostate
cancer. High alcohol intake may increase
the risk of prostate cancer.
Medication exposure: Folic acid
supplements have recently been linked to
an increase in risk of developing prostate
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cancer. Use of the cholesterol-lowering drugs
known as the statins may also decrease
prostate cancer risk.

management of the symptoms of the
disease Benign Prostatic Hyperplasia (BPH).
It is scored from 0 – 35.

Infection: Infection or inflammation of the
prostate (prostatitis) may increase the
chance for prostate cancer while another
study shows infection may help prevent
prostate cancer by increasing blood to the
area. In particular, infection with the sexually
transmitted
infections
chlamydia,
gonorrhea, or syphilis seems to increase risk.

The IPSS was designed to be
self-administered by the patient, with
speed and ease in mind. Hence, it can be
used in both urology clinics as well as the
clinics of primary care physicians (i.e. by
general practitioners) for the diagnosis of
BPH. Additionally, the IPSS can be
performed multiple times to compare the
progression of symptoms and their severity
over months and years. In addition to
diagnosis and charting disease progression,
the IPSS is effective in helping to determine
treatment for patients.

Co morbidities (Hypertension): Men with
high blood pressure are more likely to
develop prostate cancer.
Signs & Symptoms
No symptoms
Bloody urine
Bloody ejaculate
Impotence
Lower back pain
Bone pain
Fractures without any trauma
Spinal cord compression – paraplegia
(weakness in limbs or inability to walk)
urinary and faecal incontinence.
International Prostate Symptom Score
(IPSS)
The International Prostate Symptom Score
(IPSS) is an 8-question (7-symptom questions
+ 1 quality of life question) written screening
tool used to screen for, rapidly diagnose,
track the symptoms of, and suggest

Okay! So now what?
Treatment for prostate cancer may involve
active surveillance (monitoring for tumor
progress or symptoms), surgery (i.e. radical
prostatectomy), radiation therapy, among
others. However, the most effective
treatment option is bilateral orchidectomy
(testes removal) for low grade, early
detected prostate malignancy.
Which option is best depends on the stage
of the disease and the PSA level. Other
important factors are the man's age, his
general health, and his feelings about
potential treatments and their possible
side-effects. Because all treatments can
have significant side-effects, such as erectile
dysfunction and urinary incontinence,

treatment discussions often focus on
balancing the goals of therapy with the risks
of lifestyle alterations. Prostate cancer
patients are strongly recommended to work
closely with their physicians and use a
combination of the treatment options
when managing their prostate cancer.
Castration? You must be joking!
Well, there’s never a dull moment in the
practice of medicine and controversy
certainly comes with the territory. As
originally stated, the prostate gland
requires male hormones (androgens) to
function properly and these androgens are
also
required
for
the
malignant
transformation witnessed when the
prostate gland becomes cancerous. That
begs the question. Why not get rid of these
androgens especially when a man has had
all his children and completed his family?
Androgens are mainly produced in the
testes (testosterone) and thus CASTRATION
REMAINS THE SUREST WAY TO PREVENT
PROSTATE CANCER. Never a dull moment,
right? Certainly worth
a mention!

Senyo Norgbey
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JOB Listing
ASSISTANT INTERIOR DESIGNER / ARCHITECT
DUTIES:

HUMAN RESOURCE OFFICER
DUTIES:

Spatial planning

Control and monitor workers of total strength of 200

Furniture and décor sourcing/ design

Staff administration (salaries, welfare, annual leave, bonus)

Quantity surveying

QUALIFICATION:

Project management

QUALIFICATION:
Tertiary education in Design/Architecture

SOFTWARE KNOWLEDGE:
Microsoft Office
AutoCAD
3D studio Max (optional)
Illustrator (optional)
Photoshop (optional)

GENERAL MANAGER, SERVICE INDUSTRY
DUTIES:
Overall supervision of country office

QUALIFICATION:
University degree in Social Sciences or Management
Masters degree would be an advantage
5 – 10 years’ work experience
Fluency in spoken and written English
Must be able to open affiliate offices in other parts of Ghana
Computer literate

NANNY
DUTIES:
Bath and dress baby
Prepare baby’s meals
Wash baby’s clothing
Accompany baby to nursery and pick up after closing

QUALIFICATION:
Female within the ages of 25 years and 35 years
Must be neat and patient

Diploma/ Degree/ Postgraduate in Human Resource
Good computer knowledge (including Tally)
Good communication and negotiation skills
At least 4 years’ work experience

...don’t ignore the DETAILS
that’s our SPECIALITY.
Printing is not just a skill, it’s
also an art. We at TYPE have
both qualities; the perfect
ingredients for your corporate
or personal printing needs.
Covering a wide range of
design and print services, you
are sure to fit somewhere. Just
in case you are curious, call us
on 030.223.2252 today!

www.typecompany.com
t: +233.30.2232.252
t: +233.30.2254.011
f: +233.30.2254.578
type@africanonline.com.gh
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Remodeling Your Office
Creating a Unique, Impressive Workspace
What does your office say about your business? Surely, this article will provide you
with some tips for remodeling your office to create an inspiring and a unique
workspace that will electrify your employees and impress your clients. However,
specifics may vary from business to business; here are some helpful and important
guidelines from which we all can benefit. A professionally remodeled office can
increase the value of your business dramatically, and not just in terms of equity. Your
office makes an impression, but its impact - positive or negative - is up to you. When
your employees show up for work, do they see a dry, boring workspace filled with
gray walls and cubicles? Or do they see bright walls and open workspace that inspire
creativity and engagement? The design of your office can literally be the difference
between a highly productive workforce that enjoys coming to work and a group of
people who show up and do what they need to do to get by.
Now take a moment and think about what your prospective clients see when they
walk in the door. What is their first impression? Do they see a business that scraped
together some desks and chairs? Or do they see a business that put time into their
workspace and their employees to create an office environment that stimulates
growth? Remodeling your office could be just what you need to turn things around.
A professional office designer will work with you to assess your entire office and
then provide you with a design that makes everything flow perfectly. But first you
need to decide on what's right for you and your employees. Here are some design
features that you should consider:
Color Schemes
All too often, offices are just boring spaces with neutral furniture and neutral walls.
There is nothing about neutral decor that sparks creativity! Adding contrasting
colors to your office, whether they are in the form of a few cleverly placed brightly
colored chairs or eye-popping accent walls, will add some life to your office space.
Contrast can be very powerful. It can be used to break up a large space or draw
attention. Contrasting colors can be bold, or they can be soft and subtle. It all
depends on how you use them. Solid colors can also create different feelings in
people. For instance, light yellow is said to stimulate intellect and encourage
communication, while dark blue represents knowledge, power and integrity. Monochromatic color schemes can also be used to create a different sense in your office
environment. They impart a sophisticated feel with a look of uniformity. Plus, if you
use the same base color for all the walls, the rooms will flow together as one.

PRODUCTS AND SERVICES
Interior Design
Build Services
Graphics & Branding
Project Management
Post Project Services

Consultancy

Interiors Communicate With Users in

Furniture and Lighting
Believe it or not, furniture and lighting are two of the most important aspects of
office design. Quality office lighting is a necessity. Studies have shown that light can
impact people in many ways: physically and psychologically. Poor lighting can
negatively affect overall performance - especially in the workplace. Office lighting
should accomplish more than just the task of providing light. It should be controllable at all times, energy efficient, maintainable, well-integrated, cost efficient and
accommodating to any project.
Office furniture can truly be the difference between great productivity and just
getting it done. Think about it. Sitting in the same chair for 8-10 hours can be
oppressive if that chair is uncomfortable. Ergonomics are important to your health
especially if you plan to sit at your desk for long periods of time. Also, try choosing
natural materials as much as possible including wooden desks, floors, shelving,
filing cabinets and tables. Not only is this better for the environment, it also creates
a warm, inviting feeling in your office.
Use these ideas to create a plan for remodeling your office. Remember - a unique
workspace will electrify your employees and impress prospective clients!
Beaula B. Lamptey
Editorial today.com
Prodesign Ltd

18 Klanaa Street,
Ako Adjei Park, Osu.
P. O. Box GP 1262
Accra - Ghana
Tel: 0302 771536, 0302 769535
Fax: 0302 769536

www.prodesign3dworld.com

