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LOOKING IN THE MIRROR
It is good to develop one’s career – It is however bad to put the cart before the horse when you
do not “discover” yourself first and find your purpose in life. Success and fulfilment are possible
but only at the cost of hard work and a preparedness to take risks. In his book, “The Power of
Purpose”, Dick Leider asked a simple question. “If you could live life over again, what would you
change?” The answers were;
1.
To see the big picture.
2.
To be more courageous.
3.
To have made a difference
The hussle and bussle of life in this “hurry up” world prevent us from thinking more about who
we are and why we are here. Sometimes we think our jobs, or the money or the position we have
in society explains who we are and why we are here. Our focus is on ‘ourselves’. The essence of
living is to make a difference in our world or the society we live in and to have the courage to
swim against the current and take risks and correct wrong. It is only then will our hard work and
development of our career yield successes, passion and profit that is fulfilling.
We at HR Focus would like to encourage you,our dear readers, to take a hard look at yourselves
in the mirror. Assess yourselves to know your strengths and weaknesses. In doing that, you are
taking the right steps to discover how you may impact positively in the organizations you find
yourselves in. This edition of HR Focus is focused on recruitment and career development. We
invite you to read our articles and columns that shed more light on how we can develop
ourselves to put us on the road that leads to PURPOSE, PASSION and PROFIT.
Visit us at www.hrfocusmagazine.com for more exciting and thought-provoking artic;les.
Enjoy
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Event

The Official Launch of
a night of pomp and circumstance
I taswas
The L’AINE Office Complex (The LOC)

was officially launched on the 22nd July
2011 at Adabraka.
The LOC, a magnificent, plush, five-storey
building, is located off the Kojo Thompson
Road at Adabraka.
Mrs. Ellen Hagan, Chief Executive of L’AINE
Services Limited, in her welcome address
said L’AINE Services was founded 17 years
ago upon the identification of a need. “Our
marketing orientation is that the product
should be delivered to the market not only
because they are nice physically but
because they meet a need”.
She observed that one way to solve the
unemployment crisis in Ghana is through
entrepreneurship, but people are often
frustrated in their quest to access funds to
start a business.
Guest of honour and Managing Director of
The Trust Bank (TTB), Mr. Larry
Yirenkyi-Boafo, lauded the success story of
L’AINE Services Limited and added that as a
human resource company, L’AINE has
distinguished itself as the core sustainer of
several organisations in the country by
providing
talented
and
qualified
employees.
He described the relationship between
L’AINE and TTB as one that symbolizes the
very core of the bank; using its employee
technology and products to create value

the LOC

and
contribute
to
socio-economic
development.
Features of the day was characterized by
drumming and dancing by the HUSOGOR
Drumming and Dancing Group.
Then the much anticipated dedication of
the building was done by Rt. Rev. K.A.
Dadson, Rt. Rev. C.K. Konadu, Rev. Kusi
Appiah and Mrs. Baaba Bentum-Ahiadekey;
all from the Methodist Church. Mr.
Yirenkyi-Boafo finally cut the tape to
officially open The L’AINE Office Complex
(The LOC) to the general public.
Guests were given a taste of the “LOC
experience”, which entailed a tour round
the different floors of the building, with
each floor representing one of the five core
values of L’AINE Services Limited; integrity,
customer
satisfaction,
teamwork,
dedication, responsiveness.
The ground floor, known as the floor of
integrity, displayed several L’AINE branded
paraphernalia comprising the L’AINE
company profile, different editions of the
HR Focus Magazine, L’AINE Fliers, Folders
and pens and also a book published by
L’AINE Services and authored by Mrs. Ellen
Hagan called “All About Interviews”.
The first floor, also called the floor of
customer
satisfaction,
showcased
pictures of “L’AINE-through-the-ages”
which encompassed pictures of
L’AINE’s 10th anniversary celebration,
the launch of the L’AINE management

training videos and the launch of the HR
Focus Magazine.
On the next floor, the floor of teamwork, the
L’AINE TV commercial was introduced for the
first time to the public on a large display
screen.
The floor of dedication displayed pictures of
L’AINE staff engaging in different activities
that included corporate fun games,
happy-hour moments, HR Focus photo
shoots and several other memorable
moments
captured
during
L’AINE
team-building
and
morale-boosting
activities. Finally, the final floor, the floor of
responsiveness, showed pictures of the LOC
from its foundation level to completion.
All these floors were made accessible by an
ultra-reliable, state-of-the-art twin elevator
facility which has been installed to enable
faster movements between floors.
Guests were also treated to some cocktail
and music.
With the detailed organization and massive
turn out at both the HR Focus launch held in
December, 2010 and the launch of the LOC,
some of the esteemed guests suggested that
L’AINE Services Limited should seriously
consider adding events management to their
services.
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CIMG AWARDS
State House Banquet Hall in Accra,
A tthethe22nd
National Marketing Awards

organised by the Chartered Institute of
Marketing Ghana (CIMG) came off on the
27th August, 2011 under the theme
“Entrepreneurial Marketing – A Tool for
Repositioning”.

In an address, the special guest of honour, Mr
Amaechi Ndili, Chairman and Chief Executive
of the Lionstone Group, Nigeria and a proud
recipient of the Black Star of Africa prize at
the 2010 Millennium Excellence Awards
indicated that the time had come for
developing countries in Africa to pay
attention to the enhancement of
opportunities for local entrepreneurs who
hold the key to the successful development
of African nations.
He said “What technocrats and officialdom
must do is to create the necessary

environment to enable entrepreneurs to
express themselves more appropriately so
that they can lift our economies to higher
pedestals. The entrepreneur of today, when
given the necessary opportunities, should
be able to give a positive new direction to
our struggling economies,” he added.
Mr. Amaechi congratulated the pioneering
members who gave thought and birth to
the awards scheme, which he described as
noble. He also expressed the hope that “the
CIMG and other stakeholders would drive
through the potential that this theme
carries in order to bring about a paradigm
shift that would reposition business
practices in a positive way”.
The National President of CIMG, Mrs.
Josephine Okutu, said this year’s theme was
not only important but relevant to the
theoretical practice of marketing in Ghana.
She reiterated that, “while many marketing

successes are analysed in hindsight using
traditional marketing concepts and
strategies, there were some that challenged
standard
marketing
textbook
recommendations”.
She asked marketers to take a closer look at
the SME sector and develop marketing tools
specifically tailored to the needs of the
sector to support government’s efforts.
Amongst the winners were Mr. Samuel Amo
Tobbin, CEO of Tobinco Pharmaceutical
group of companies, as Marketing Man,
2010; Mrs. Doreen Owusu-Fianko, CEO of
Ghana Airports, as Marketing Woman, 2010;
Mr. Adam Sulley, Executive Head, Retail
banking, ADB, as the Marketing
Practitioner,2010 and Ms. Yvonne Amma
Gyefour, Management Trainee - Unilever
Ghana Limited, as the Marketing Student,
2010.
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News
with Revina Acheampong

DEVELOP HUMAN RESOURCE
BASE IN SCIENCE

The Deputy Minister of Justice and
Attorney-General, Mr. Ebo Barton-Oduro
says for Ghana to see improvement in the
quality of life of people, it is imperative to
develop its human resource base.
Mr. Oduro, who is also the Member of
Parliament for Cape Coast said this at the
opening of a six-day regional Science,
Technology, Mathematics and Innovation
Education (STMIE) camp for basic school
children at Cape Coast in the Central Region
of Ghana.
Speaking on the theme: “Securing our
future through Science, Technology,
Mathematics and Innovation”, he said the
country could only advance in the
Millennium Development Goals (MDGs) if
emphasis was placed on the study of
science and technology, adding that the
disciplines were today’s essential tools for

the progress of every developing economy.
He noted that the unprecedented growth in
emerging digital mobile and new
technologies called for the development of
new competencies, especially among the
youth.

According to organizers, the Ghana Energy
Summit 2011, which would bring together
many of the world’s biggest oil companies
and suppliers, would take place on
November 14 and 15.

The camp which was instituted to replace
the Science, Technology and Mathematics
Education Clinic which focused on only girls
was attended by more than 700 pupilsboth boys and girls, drawn from the 17
districts of the Central region.

SUPPLIER DIVERSITY
PROGRAMME: AN
OPPORTUNITY FOR WOMEN

MAJOR OIL SUMMIT TO BE
HELD IN NOVEMBER
Accra will in November host an oil summit
that is expected to attract hundreds of
international investors after a thriving first
year for the Ghanaian oil industry which has
sparked interest across the globe.

Source: GNA

African Aurora Business Network (AABN) a
market oriented enterprise development
held a seminar at the Highgate Hotel in
Accra.
Speaking on the theme “Expanding your
business horizon: Introduction to supplier
diversity”, Mrs. Maureen Eureka Odoi,
National Programmes Coordinator of the
Africa Aurora Business Network noted that,
“the reason why women do not land
contracts from multinational companies is

9

News

because women do not position themselves
for the bigger market.” Participants of the
seminar who were women entrepreneurs
identified low self confidence, unethical
demands from their male counterparts,
cultural background and inadequate access
to formal credit as some of the factors
contributing to women not being able to
take up big contracts from these
multinational companies.

L’AINE ORGANIZES TRAINING
SEMINARS FOR JOBSEEKERS

L’AINE Services Limited, an HR development
organization, as part of their social
responsibility to aid the Ghanaian public in
career development, organized two
interview grooming and customer service
seminars for job seekers on the 24th and
26th August, 2011. These seminars were held
at the L’AINE conference rooms at the Head
Office in Sakumono and the Adabraka
branch respectively.
These are a few of a series of seminars lined
up by L’AINE yearly and organized monthly to
aid Ghanaian companies in making sure that

their offices are always in perfect shape.
Participants were taken through interview grooming techniques as well as a lecture on
customer service with the topic “Why Customer Service Matters”.
There was also a video presentation and discussion on “We Love Our Customers”, a
management training video produced by L’AINE Services Ltd. where scenarios typical of the
Ghanaian work environment and attitudes are portrayed. This exercise gave the participants
a “look in the mirror” effect.
Other seminars slated for the rest of the year include the following:
22nd – 23rd September: Effective Time Management and Developing Critical
Thinking and Problem Solving Skills
29th – 30th September: Occupational Health and Safety: A Practical Approach
13th – 14th October:

Transforming your Sales-force

27th – 28th October:

Practical Keys to Defensive Driving

25th November:

Stress Management Clinic (An end of year retreat to
de-stress participants, which includes bringing masseurs
and the doctor’s consulting room as well as the lab
technician to the doorstep of participants).

10

Article

Easing The NEW
Worker Into An

ORGANISATION
by Claudette Tettey

A

ny person engaged in work needs to
be properly introduced into whatever
work she or he is engaged in; be it formal or
informal work. This process of introduction
to a job is known as orientation or training.
Orientation usually applies better to the
service industry context and training
usually applies better in the production
industry context although they are used
interchangeably. Easing the new worker
into an organisation requires that the new
employee is provided with the necessary
groundwork, tools and welcomed in a way
that would make his stay successful.
In the world of work, the orientation or
training process begins by introducing the
new worker to the organisation. This may
include:

1

Giving a background profile of the
organisation’s history to the
worker- There is the truism that if you
do not know where you are coming from, it
will be difficult to know where you are
going. The new staff member is better
aligned with the company if they know
where the company is coming from. They
tend to appreciate the values of the
organisation and take ownership of
policies.

2

Telling the worker what industry,
product(s) or service(s) the
organisation is involved in- Though
the new recruit might have done some
research on the organisation regarding
products, services, markets, stakeholders
etc, it is always advisable to hear it from the
“horse’s mouth”. This clears any form of
misinformation, giving the new staff
member a better outlook on the
organisation.

3

Introducing the worker to his or her
new department- The greater part of
development for a new worker begins
with the department. Explaining the job
role and function of the new worker to him
or her, that is the job description within
the department’s function and wider
context is necessary. The new recruit should

therefore be able to state the mission of the
unit, describe the department’s vision,
identify the department’s key services and
primary functions, key policies, procedures
and rules, and identify the key
responsibilities of their position and the
impact on the organisation as a whole. It is
also proper that the new recruit is
introduced to his immediate supervisor,
colleagues and team members: This
encourages friendly interaction that will
make your new worker feel at home.

4

Identify the physical layout of the
facility/building including rest
rooms and emergency exits, the
internal layout like the organogram,
attendance and performance appraisal
policies, understand the sick leave and
vacation policies and how they accrue and
when employees are eligible to receive
benefits and promotions - these are the
human resource policies.
– Training and carrying out orientation
for new workers is a necessary step in the
recruitment, selection and introduction
process of employment. This is a key step
because if an organisation does not ensure
that each of its new workers understands
their job functions and roles within the
wider context of their unit, department or
the entire organisation, the new worker is
likely to undermine, under-perform and be
totally confused in his or her work role. This
in turn, has a negative rippling effect on the
entire organisation.
– Investing time to properly ease a new
worker into your organisation and to a
specific department does not end with
orientation; follow ups must be made to
know how the new employee is fitting in.
Involving your current employees and new
hires in team building activities will also
make the transition fun and beneficial for
everyone. It lays the foundation for a long
and rewarding professional relationship
with the manager or supervisor and ensures
that the employee has the tools needed for
success. A training or orientation process in
place, benefits the organisation immensely

because when the new worker is shown the
practices and techniques of his new role,
there will not be any grounds for
non-performance and un-productivity from
the new worker, but rather growth, value,
wealth and progress will be gained by the
organisation.
There would also be;
Reduced employee turnover
Improved productivity for the new
employee that is more rapidly achieved
Reduced potential for legal violations,
safety violations and penalties for
infractions of governmental regulations
Improved departmental and
interpersonal communications
Reduced organizational costs for
retraining, equipment losses, etc.
Every person or organisation who engages
the skills and services of another desires,
hopes and expects that the newly engaged
worker is to impact upon the environment he
or she is to work in a manner that brings
improvement, quality, wealth and health to
that environment, through a job role.
Therefore do not sit and allow the new hire to
sink or swim; at the end of
the day, the organisation
engaging the new hire is
putting its own self at a
serious disadvantage by
not applying due process
of properly training and
carrying out orientation
Claudette Tettey
for its new hires.

Operational HR
many other professionals, Mr. Kenneth Antwi never nursed the
L ike
thought of becoming an HR professional. He was a science student of

Ghana Secondary Technical School (GSTS) in Takoradi and Tema Secondary
School. He went on to the University of Cape Coast where he read
Mathematics and Economics. Though he had no background in human
resources, he says he had the flair for people management and so when the
opportunity arose for him in the Daewoo Corporation to work in an HR role,
he had very little difficulty fitting in. He describes himself as a caring
husband, parent, friend and colleague who has a strong philosophy of
stepping back and looking at issues holistically for guidance. “I constantly
refer to my strategy and either fine tune it, or re-strategize and make it a
point to get feedback from others about me”.
“I had a happy childhood, growing up among four other siblings in Tema
and will forever be grateful to my mother- a devout Christian, who
provided both moral and financial support and inspired me to greater
heights”.
With no formal HR background to the Head of HR Operations, Barclays
Bank, what secrets does Mr. Kenneth Antwi have to share?

Mr. Kenneth

Antwi

(Head of HR Operations, Barclays Bank)

HRF: How did you get to your current
position? What major challenges or
setbacks did you encounter on the way?
KA: My career started on a very good note
with a strong and powerful career
progression path. My first job was with
Daewoo Corporation, a civil engineering
company, as a Personnel Officer with an
additional responsibility as a Public Affairs
Officer in 1997. Within a year, I had
endeared myself to my stakeholders and
colleagues to warrant a sponsorship deal to
pursue professional studies in Human
Resources Management. In 2001, I was
employed at Nestle Ghana Limited and the
opportunities offered me were wonderful. I
naturally take delight in challenging the
status quo and so I succeeded in

rejuvenating the Nestle Ghana quarterly
newsletter. I also played an instrumental
role as the Manpower Development &
Training Manager by setting up the Training
Department, the Compensation and
Benefits unit within Nestle Ghana.
Furthermore, I worked as the Regional HR
Project Manager for Nestle Central and West
African sub-regions being responsible for
the implementation of HR Best Practices
across the Nestle entities.

a constant lag in time. One of the first things
I do is look out for email requests that are
urgent and those that are due in terms of
time lines, and close them. I continue with
the business of the day as per my calendar,
which includes managing risks related to all
HR processes, Compensation and Total
Reward strategies. At weekends though, I
make every effort to spend quality time with
my family to compensate for my long
absence from home during the week days.

HRF: Describe a typical day at work.
KA: A typical working day for me starts
quite early. As a result of the time zone in
which Ghana is, as compared to the time
zones of the other Barclays entities within
Africa, as well as the Regional office, there is

HRF: As Head of HR operations, how do you
mediate
between
employees
and
management so you are not seen as biased?
KA: It is a very dicey situation to be bashed
by employees on one hand and the
employers on the other hand. The job of the
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Head of HR Operations goes with a lot of
credibility which is built over a period and
has to be managed with fairness and tact. I
go about my job with a high degree of
objectivity in the management of the
various
stakeholders,
namely
the
employees, the unions, the employer, and
the shareholders.

Looking back, however, I believe three key
attributes that have made things relatively
easy for me are maintaining a positive
attitude at all times, challenging the status
quo and arriving at innovative ways of
doing things better and a strong sense of
ownership in my role and the company that
I work with.

requiring swift actions and tough decisions.
In the people business, you can’t avoid
tough discussions.

HRF: At what stage or point do you find
career development necessary in an
employee’s life cycle?
KA: Career development is primarily, a
lifelong effort to establish or confirm and
then maintain appropriate direction and
balance in life. The traditional practice of
matching up one's unique personality traits
with an occupation that requires similar
characteristics is not enough. With the
changes that seem to be occurring in the
lives of a significant number of people,
along with the need to respond to such
changes, it is my opinion that career
development should be an ongoing
process as long as we live in a rapidly
changing, complex and information-based
society. As an HR professional and a line
manager, I do have career development
discussions with the individual members of
the team during the performance
development review meetings, and follow
it up with specific actions in the course of
the year to arrive at the desired results.

HRF: How do you manage your direct sales
team effectively to bring them in line with
your company’s policies?
KA: The working population of this age is
becoming more and more sophisticated.
Therefore, it is vital for HR to understand
how to initiate and manage a mobile
workforce; both to maintain productivity
and also to ensure that all employees
continue to feel needed and appreciated
throughout the potentially vibrant labour
market.
Managing a large mobile workforce
demands a great deal of planning,
discussion, effective communication and
encouragement.
It
starts
from
communicating the corporate strategy,
reviewing the performance over a period
and re-strategizing. Whilst this is being
done, reward is given where it is due, and
consequences of poor performance should
be managed on time.

HRF: Which misconceptions about HR would
you like to correct?
KA: I am of the opinion that the
misconceptions about HR may be a thing of
the past – I may be wrong. Traditionally, the
role of the Human Resource professional
(which used to be known as Personnel
Management) in many organizations has
frequently been viewed as a very
bureaucratic one that pushes paper and
eventually serves as a road block by much of
the rest of the organization. Thankfully, this
perception of the HR role is changing to
align to the changing needs of the
organization. Successful organizations are
becoming more adaptive, resilient,
responsive and customer-centered. Within
this environment, the HR professional is
considered necessary by line managers.

HRF: What special attribute does one need
to become a successful HR practitioner?
KA: When someone throws a party, I have
always believed that the host must provide
certain elements for a successful party these would be facility, food, and some
element of commonality in the guest list or
purpose for the party. However, the guests
must recognize that they too are
responsible for the success of the party; to
have an outlook that says "We are going to
have a good time"! The same is true in the
workplace and for the HR professional. The
HR professional is successful because we
talk to and listen to each other through a
network of like-minded HR colleagues. In
addition to the mindset, it is important to
continuously read and be kept abreast and
follow the trends with the changes and
best practices in the profession. I have
worked with various organizations in my
career, and in each and every case, I have
never seen a situation where quantity is
better than quality when it comes to
people. One of my favourite quotations to
buttress this is “Great people are both hard
to find and worth an infinite number of
average people”, by Jeff Stibel.

HRF: What do you think about HR in Ghana,
generally?
KA: HR in Ghana has evolved over the
period from performing administrative
roles into strategically partnering the
business from the board room level. It is said
largely that the people are the most
important assets of the business. HR plays a
significant role in helping to achieve the
corporate objectives through the right
people in the right places.
Every line manager has some people
management responsibilities which require
a lot of courage. Regrettably, most line
managers prefer to communicate good
news only, and reserve the communication
of tough news to HR. HR is therefore
unfortunately seen as the bearer of “bad
news” or the “executioners”.
Personally, I don’t find matter-of-fact
discussions about performance or the
company’s
decision
to
terminate
appointment
difficult. The
tough
conversations for me are the ones that must
happen as long as we are in business. This
means that sometimes changes in the
landscape of the business or just a natural
disaster can totally change the business,

Unfortunately, such tough discussions
which should be taking place at the line
manager level seem to be “reserved” for the
HR function in most organizations.

HRF: As Head of HR Operations, is there any
new HR policy or innovation that you have
implemented for which you suggest other
practitioners adopt?
KA: For HR to be successful, the employees
in the organization should be engaged and
committed to the cause of the organization.
The level of engagement and commitment
to a very large extent depends on the
communication channels available in the
organization, and how well HR knows and
maintains the relationship with the
employees. Various strategies can be
adopted to encourage and improve a
healthy communication link. One of the
most popular strategies implemented is a
periodic informal meeting with staff from
different functional grades. These meetings
are normally over breakfast or lunch, have
no agenda, with free discussions and are
unrestricted. Key action points picked up by
the HR professional in such meetings should
be addressed and communicated in good
time.
Such informal fora create the opportunity to
address misconceptions, and to get to know
of issues that can be nipped in the bud. It
really works and will be trusted when the
issues are discussed dispassionately and
addressed in good time.
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What Are Employers Really

Looking

For?
by Sally Ogoe

definitely is not a million dollar
T his
question but can certainly determine

the caliber of person an employer decides
to work with. So, will the employer be
looking out for communication skills,
innovative skills, technical skills, flexibility
and the list goes on and on. Sitting back
and pondering over this, it becomes very
challenging to come up with a particular
criteria as to what employers are really
looking for since the dynamic nature of
many organizations has resulted in
different employers looking out for
different qualifications.
While some may want a team of highly
qualified personnel who have the
experience to carry out their tasks without
guidance, there are also those who believe
in molding and helping to bring out the
potential of their team. Other criteria of
employers are those who look out for
unique qualities; moral values or academic
distinction. Whatever these employers may
be after, the way an employee carries him or
herself plays a role in finally deciding what
employers want.
For
every
growing
and
thriving
organization to reach its full potential, its
human capital base must be very strong
and competent. Employers sieve through
the many basic qualities like good
communication
skills,
team
work,
professionalism etc, to the exceptional ones
which make an individual unique from
others. Employers look for the best fit for
their organization based on the
compatibility of their organizational goals
with the goals of the individual. This
enables both the employers and the
employees have a win-win situation for
growth. For employers, working with such a
team will be of greater advantage to the
organization since the organization’s

targets, aims and profit marginalization can
be met and achieved on time.
However, there is also a class of employers
who are more of risk-takers and therefore
like to take a chance on their employees.
They believe in giving people the
opportunity to express themselves and
finding their own niche on the job.
Then again, thinking about it carefully,
could it be that an employer’s choice may
be grounded on the lines of ethnicity?
Perhaps! Most people work better with
people who are ‘just like them’ or have
certain traits in common. Knowing that a
potential employee is from the same tribe
for some employers is definitely a plus.
As with all qualities that an individual may
possess naturally, or attain through training,
the individual must be able to portray it well
to an employer to show that he is ready for
the corporate world and that the employer
can depend on him at all times to carry out
tasks effectively.
Finally, in this mix and turn of what
employers want, one thing can be certain;
all that an employer wants is YOU! Yes you,
because, with you, the employer can carry
out their day-to-day duties effectively and
be the best that they can be.
Employers are looking for good, stable
employees that they can depend upon.
Janet Hunt, a freelance writing professional
says, “Understanding what employers are
looking for will put you ahead of other
applicants in your quest for employment.
Here are some few attributes to develop:
Communication
Skills:
Good
communication skills are crucial in a
business setting. This is one of the first

aspects a potential employer will
notice about you. He will notice
your eye contact during the
interview, how clearly you speak, and most
importantly, how well you listen. Many
people speak fluently but good listeners are
rare.
Self-Motivation: Managers are known for
giving motivational speeches to employees.
You may have a weekly pep talk from a
supervisor to try to get the crew motivated.
Be that motivation. Set the example. Chart
the course. This is the employee companies
are looking to hire.
The right attitude: Attitude is everything in
a job setting. No one wants to be around
negativity. A negative person, who is always
complaining and never happy, cannot expect
to be hired or considered for a promotion.
Don’t give room for negativity and put on
that positive face for your interview. This is
not a self-induced type false happiness. This
is a self-confidence that exudes from you the
minute people meet you.
Dependability: You may have an
impeccable resume and a professional
manner; but what that potential employer is
really asking is; will you be there in a pinch? If
we have to crunch the midnight oil to
complete a project, will you be the one
willing to go that extra mile? Dependability is
a much sought-after quality in an
employment setting.
Teamwork: Finally yet importantly, that
employer wants to know you are one of the
team. Are you willing to work towards a
common goal to benefit the company, or are
you more motivated by your own
self-interests? Self interests are not wrong.
We all have them and they can be healthy.
However, if you put yourself above working
with a team towards a common goal, do not
be surprised if you become expendable to
the company.
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Employee

Recruitment & Development
- A path to Purpose, Passion and Profit

I

love football and will spend time
watching it on TV especially, if the
match involved a team I knew and loved.
The day I knew I wasn’t much of a fan was
the day I went to the stadium during the
African cup hosted by Ghana. There I felt I
had always been pretending.
Responsible adult men and women had
painted themselves red gold and green,
some with a black star at unexpected parts
of their dressing, screaming and shouting
all evening. Some of them, I could even tell,
were not watching the match at all. They
were just enjoying the fun. I wish there was
a stronger word than deafening, to describe
the sound of the “vuvuzelas”. I imagined the
reaction that a parent will give if their
children were blowing on those “vuvuzelas”
the way these people were blowing them at
the stadium. Anytime the Black Stars
scored a goal, the reaction was pure
madness of a kind I have never seen before.
Now, these are the real football fans and
which one word best describes their
behaviour? Passion.
The football fans are not formally recruited.
They get recruited by virtue of the fact that
they live in a particular area or associate
with particular people or even just develop
the love for a team because of a particular
player in the team. The reasons for

associating with a team could go on and on.
They do not receive a salary for supporting
the team but faithfully, they will go to the
stadium each match day and by so doing,
contribute money towards developing the
team. Ideally, every business organisation
should be looking to build a workforce that
is passionate about the purpose of the
organisation and its strategic direction-the
way these football fans are. Question is;
how do you go about building this kind of
passion in a workforce?
The passion that individuals possess for
their job is important for both the
organisation and the individual. Passion for
one’s job and mission in life as an individual
and in the case of employment, for the
organisation’s mission, is an important
driving force for success. Passion must be
born out of a deep internal philosophy
which underpins the individual’s values. It is
that passion which makes the individual
continue to go on in the face of difficulties
and challenges. The best form of passion is
the one borne out of a perfect connection
between an individual’s mission in life and
that of the organisation they work for. That
way, work is not a chore but an exciting
journey every day. The individual who
experiences this perfect connection
between their mission and their job is far
more likely to be successful.

by Mr. Henry Baye

As a first step, career development should
not only be seen as a climb up the corporate
ladder. Career development should be
viewed as building a broad set of skills that
guarantee
the
employee’s
better
performance and growth. Some of the
experiences required for this to happen will
involve lateral moves into another job just to
learn new skills. For example, someone could
move literally from the finance department
to the sales department or risk department.
This could lead to a development of the
person’s career. Indeed, it makes the person’s
CV a more saleable one-all things being
equal.
Career development; whose responsibility?
I find it very interesting that the word career
refers to what an individual does with their
lives in the area of their occupation and
lifelong profession and often, individuals
believe the development of that career is the
job of their employer. Don’t get me wrong; a
career is made up of various work
experiences.
The reason I see career development as
primarily the job of the individual is the
following:
1. It is the individual who makes the choice
to enter a particular employment and stay in
it.
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2. It is the individual who decides on what to
study personally to improve.
3. It is the individual who largely decides
what their career destination is likely to be.
However, once a person enters the employ of
an employer, the responsibility for career
development of the individual becomes a
shared responsibility. Indeed, as part of their
corporate
social
responsibilities,
organisations should even invest in the
development of individuals who do not work
for their organisations because, some of
them may come to work for them one day or
even become counterparty.
Gallup has shown through many years of
research that one of the key drivers of
employee satisfaction in and ultimately
loyalty to an organisation is the
organisations interest and investment in
their development. During the period an
individual works for a particular organisation,
the organisation has a big opportunity to
develop the individual to be able to
contribute over 10 times what they are
capable of contributing over a period of 3-5
years. By so doing, they are also likely to
retain them for a longer period to continue
contributing to the success of the
organisation.
First of all, employees only contribute to the
extent of their knowledge and skills; they
cannot do any more than that. The employer
will be lucky to have individuals who invest
in themselves. Though I must quickly add
that quite a lot of what people call
investment in self is largely academic and
does not have a lot of relevance on what they
do on the day to day basis. My personal
observation
is
that
development
programmes that are well crafted in the
organisational setting will transform much
more the capabilities of the individuals in
contributing to their organisations, than the
typical
academic
programmes
they
undertake.
Secondly, when people are not developed,
they become a stumbling block to future
talents who are recruited into the
organisation and who carry specific
backgrounds and skills to be able to drive
change in the organisation. There is a
dualism of some sort in the skills set and the
backgrounds of the people in the
organisation. It will take you much longer to
implement a small change initiative than it
will normally have taken. The usual song of

the undeveloped staff with narrow
experiences continues to be ‘this is the way
we do it here’. This tends to be destructive
because the world is changing rapidly.
Indeed, any organisation that is doing
things the way it did things two years ago is
in big trouble!
Thirdly, organisations go through many
cycles of strategic development. To move
an organisation from one maturing cycle
into a new cycle, the organisation will
sometimes invest in a new system, launch
new products, launch new channels of
distribution or even just launch new
initiatives to build momentum through a
rejuvenation of the brand of the
organisation. For any of these strategic
initiatives to succeed, the organisation must
invest in its people to enable them acquire
new skills to work with the new system,
process or model. If I may borrow the words
of Jesus, ‘you cannot pour new wine into old
wine skins.’ If you will succeed in launching
your organisations into a new era, you must
provide
thorough
development
programmes that lift your people from their
current level to a new one commensurate
to the new level of the organisation’s
operation.
For Individuals, their career is best seen as a
journey. In the words of the Chinese
proverb, ‘a journey of a thousand miles
begins with a step.’ Every career person’s
development begins with a first step. That
first step could be that first job which
sometimes may not have much connection
to one’s final career destination. No matter
how small that first step is, it needs to be
thought through well.
Once the Individual gets into the world of
work or even starts his or her own business,
the rest of the journey is largely one
comprising formal learning programmes,
lots and lots of learning from colleagues
and bosses and job rotations or job
changes. Of course! every one of the
learning experiences is important for one’s
career development. Let me make a few
remarks about each of the learning
opportunities for developing one’s career.
Formal Learning Interventions
This comprises the typical classroom and
workshop-kind training programmes. The
impact of these programmes is determined
by many different factors. These factors
range from the background and creativity

of the person who developed the training
programme, to the method of delivery of
the programme. I have found that the most
impactful learning in the work environment
are those ones that adopt well prepared
adult learning methodologies such as case
studies, role plays and simulations. It is
important for organisations to source the
right programmes even if it means paying
more for them. The simple reason is that
you must source programmes from which
when your people return they bring change
into the workplace. These are the
programmes that really develop your
people. When employees are given the
platform to practice and impart what they
have learnt from a training programme, the
learning stays.
Creating a Learning workplace
By far, the biggest opportunity for career
development is what happens when a
learning environment is created in the
workplace. Creating a learning environment
starts from a place where senior people
freely impart their knowledge and provide
guidance for junior colleagues. This should
be done in such a way that the learning in
the organisation is not lost but ensures that
the junior employees are given room to be
creative. The acid test for every effective
leader is how much their direct
subordinates have learnt from them and
how much of the learning has been passed
down the line.
The question I always ask is; has the
knowledge acquired from you by your
junior colleagues made such an impact that
they can stand on their own feet and more
when they get into your position? Answer
to this question is one reason why senior
people in every organisation must have a
significant breadth of experience and
exposure to enable them impart good
professional training. To me, every meeting
with your junior colleagues is a learning
opportunity for them and from them. There
must be formal meetings where people are
given the opportunity to share their
learning. Let me take the liberty to share
one of the most classic stories of creating a
learning environment: Akosua had just
been appointed to head the branch of a
bank. Soon after taking over, Akosua
distributed various books on various topics
to each individual. Their task was to read the
books and reduce them into not more that
10 power point slides. Each person was
given 20 minutes during the usual
30-minutes meeting in the morning in turns
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to share what theyhave learnt. Within a
matter of two months, something entirely
new had started, each person had become
an expert in an area.
It is important to note that passion and
purpose begins from the day recruitment
starts. Passion is born out of purpose.
A couple of years ago, I was contacted to
work for a certain company. The group head
office of the company was outside Ghana
and so I flew in on a morning for the
Interview. I was told that my interview was
scheduled for 11:00am in the morning on a
Saturday. When I got to the airport, the
flight was delayed so I called the Head of HR
to advise that this was what was happening
at the airport. However, the flight arrived in
time for me to make it at 11 O’clock. Upon
arrival, I was told the senior personnel I
needed to meet were in a meeting and
would see me soon. I waited till 2pm and I
had still not seen anybody. I kept waiting.
At about 3:00pm, I went to grab lunch and
came back and yet there was still nobody
ready to meet me. Guess what, my first
interview started at about 7:00pm with
the next one scheduled at 9:00pm.
Needless to say, I had made up my mind
long before the Interview started that I
was not going to work for an organisation
that did not have respect for time. It is
important
that
individual
job
applicants recognise that the job
interview is very much an opportunity
for them to check the organisation out
and decide whether they really want to
work there as it is an opportunity for
the organisation also to check
applicants out. The passion you
develop for an organisation begins
from here.
One of the key ingredients a manager
should look out for when putting anybody
in charge of any department or product is
to establish that the person has a real
passion for the customers and products: It
is a key driver of success.
Another way organisations can build
passion through career development is
through the medium of talent pool
identification,
classification
and
development programmes.
Each
company must put together a process that
is backed by a well defined policy for
talent management. Some organisations
build this in, right at the time of
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recruitment such that the top-most talents
are put on an accelerated development
programme.
This requires investment but the returns
usually pay off over time.
The other key tool is a clear succession
planning model. Succession planning helps
the employer identify for all key roles, one
or more staff who are in the position to take
over the role, should the incumbent not be
around. When employees know that they
are in the succession pool of the
organisation, they can see a future. One
biggest de-motivators for any employee is
when they cannot seem to see their way
clearly.
Organisations must also have in place clear
processes for managing staff learning and
development and it must be part of the
performance review and performance
improvement planning processes. Each
staff at the start of the year or periodically

during the year must be given an
opportunity to discuss their development
plan i.e. learning plan.
An important foundation for development
planning is a well defined competency
framework and a learning curriculum. The
organisation therefore must establish for
each role, well defined competences and
learning interventions that will enable the
individual develop those competences
which must merge with the development
plan. The learning progress must be tracked
regularly with a clearly agreed minimum
target learning exposures for each period for
each individual.
The skills required to manage these
processes should be a big determinant of
who becomes managers. Managers are the
most important factor when it comes to
managing processes such as recruitment,
talent management, succession planning
and
development
planning. When
organisations recruit managers, they must
endeavour to recruit managers who are
very
committed
to
the
people
development agenda and will exercise the
right levels of enthusiasm in developing
people. You can have the best tools and
processes for people development in
place but if you do not have the right
calibre of managers in place, the
chances of these tools and processes
succeeding is very low. The quality of
the career development (initiated by
the organisation) of your staff is as good
as the quality of your managers.
A de-motivated workforce does not
generate optimum and growing profit.
One fundamental driver of employee
satisfaction is a growing career. Career
growth is a shared responsibility even
though the primary responsibility rests
with the individual, to the extent that
when the careers of individual employees
grow, the organisation grows. Indeed, this
will require that the organisation, right
from recruitment of
people, must have plans
for their career growth.
The
skills
and
commitment to the
career development of
employees must be a
necessary requirement
evident in any potential
manager.
Mr. Henry Baye

General Manager,
Consumer Banking
Merchant Bank Ltd.
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Article

The New Phase

of

Recruitment

in the Era of

of I.T

Akua Ofori - Boateng
many other business functions,
L ike
recruiting has become increasingly

tied to technology. For recruiters, the
search process is being altered by online
job boards, social networking web sites,
and
software
that
automatically
recommends
applicants
to
hiring
professionals based on their knowledge,
skills and abilities. For job candidates, the
practice of mailing in a resume and waiting
on a phone call for an interview is
increasingly being trumped by the ease of
electronic communication.
The impact of technological innovations in
recruitment over the past few years have
been remarkable; recruiters are now able
to identify and interact with candidates
through social media avenues like
Facebook, LinkedIn and twitter. There
have been advancements in automated
reference checking that result in a quicker
screening process, innovations in video
interviewing, like Skype, which can be a
tremendous resource especially for
companies that have hiring managers
throughout the world. Job boards have
given companies and recruiters alike the
opportunity
to
broadcast
job
opportunities worldwide (many a
Ghanaian living outside constantly search
for job opportunities back home on job
boards). When used effectively, large and
small companies alike can help
prospective candidates by providing
crucial information about the company’s
areas
of
operation,
employment
opportunities, current affairs etc.
In
addition to this, companies can optimize
their websites by using Ad Words; these
are generic words that search engines

such as Google and Yahoo use to place
these companies at the top of a search list.
All of these innovations are helping
organizations to do things efficiently, and
more cost effectively.
The use of technology in recruiting has
provided at least one advantage for small
recruiters; it has levelled the playing field. In
the past, large recruitment companies and
organizations with a large recruitment
budget could afford to spend a fortune on
researching candidates, building a
database, creating publications and
anything else that provided little
information about candidates. Now, thanks
to tools like LinkedIn, it has made things
easy for the “small guys” to have a plethora
of candidate information at their fingertips
and to be able to also compete.
The benefits of technology are not for the
recruiters alone; Job seekers also have
much more power today than they used to;
some have their own blogs, websites and
Facebook or LinkedIn pages which they can
use to market themselves. In addition, for
the discerning employee, there is now
plenty of information available on the web
about companies themselves. All of these
tools have broken down the barriers that
existed in the past where employers were
previously used to operating in a world
where nobody shared information about
who they were or what they did.
Despite
the
ease
of
electronic
communications, the human element is still
important. Before recruiters can fully
embrace these changes, they need to know
their audience; a large scale tilapia farm

seeking a diver probably doesn’t need to fully
immerse itself in Facebook and LinkedIn as
much as a financial services company that is
seeking a recent MBA graduate. Corporate
recruiters must first understand the
demographics of their future workforce. For
most candidates in their twenties and
thirties, the internet is a primary source of
communication and recruiters must respond
to their style of communication in order to
harvest the cream of the crop. These people
rely more on text messages, emails and pins.
However, if you are targeting an older
generation, recruiters will find that their
candidates probably do not use these tools
at all.
While technological advancements can be
powerful additions to the recruiting process,
they should never be considered as a
complete replacement for the professional
recruiter or the only solution to finding the
right candidate. Indeed, technology has
given companies greater transparency in the
hiring process and the use of new
technology and social media have helped
bridge the communication gap that exists
between candidates and their prospective
employers. For recruiters however, while
technology could be a great ally, it can also
be a terrible impediment. When relied upon
too heavily for communication, it only goes
so far. Admittedly, recruiting has certainly
become easier, faster and cheaper, but it is a
mistake to think that we do not need search
firms. With all the new technology, there is
still no guarantee that the hiring manager
will have all the needed information they are
looking for in an interview. Companies
therefore need to be careful in their choice of
a candidate.

Mrs. Doreen

Owusu-Fianko
( MD, Ghana Airports Co. Ltd. )

M

rs. Doreen Owusu-Fianko is the first of five children born to Mr. Anthony K.
Amegah who used to work at the Traffic section of the Ghana Railways and
Mrs. Vicentia Amegah, an Educationist. She describes being born and growing
up at Sekondi Takoradi as wonderful in her days because “Sekondi Takoradi
was regarded as the best city with all the goodies and large shops”. Her
parents, though loving, were very strict disciplinarians and would not
allow them to go as far as the frontage of their gate except when they
had to go to school or to church. “I remember in those days, my
house was the only one with a telephone facility so we had all the
people from the housing corporation picking up their calls from my
house, including Dr. Kwame Nkrumah who would call his auntie
from my house, she recalls with a smile.
“In school, I gathered a lot from Wesley Girls’ High School and
our motto; live pure, speak true, right wrong, follow the king, are
values that have guided me. Our teachers taught us how to learn;
nothing was dished out to us. We were taught comportment and
deportment and also cleanliness”.
She obtained a Bachelors Degree of Science in Economics at the
University of Ghana, Legon. She also has specialist training
certificates from several universities and institutions in both the
USA and the UK including certificates in Aviation Forecasting
and Planning from the International Civil Aviation
Organisation in Senegal and Strategic Planning from the
Practical Management Associates, Ghana.
Her exceptional multi-tasking, team playing, strong
communications and negotiation skills have led her to
various leadership positions in both the Aviation and
Tourism industries in Ghana. Mrs. Owusu-Fianku is a
Rotarian, a Paul Harris Fellow and is currently the first
female fellow of the Chartered Institute of Logistics and
Transport.
She is married to Flt. Lt. Owusu-Fianko and together, they
have three boys; David who is a pilot; Daniel and Dennis
who are both with their father in the USA.
She lives by the Rotary 4-way test; is it the truth; is it fair to all
concerned; will it bring goodwill and better friendship; will it be
beneficial to all concerned.
The HR Focus team had an interesting time with her.
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HRF: What should our readers envisage
when Mrs. Doreen Owusu-Fianko is
mentioned?
DOF: I want them to visualize somebody
who doesn’t take no “for an answer”. People
think I am very strict because of my passion
for excellence. I try to push my team
members to be active and innovative and
encourage them to excel more than I do. I
like to delegate and get the best out of
people; in fact, I never give up on anyone.
HRF: How did you get to where you are
today and what would you say has been
your greatest influence?
DOF: Hmmm! God moves in mysterious
ways to perform His wonders and whatever
happens is for your own good.
I started work on attachment with the
Ministry of Transport. For about three years
we were under training; myself and some
colleagues. After that, we were supposed to
set up plans for various organisations under
the Ministry of Transport. I was assigned to
the Management section and was attached
to the Plans and Management department.
This to me was a new field and a whole new
challenge. While there, my duties included
data collection, data analysis, forecasting
and planning ahead. As the planner, I was
always the dreamer and visionary. Strategic
planning has therefore been what I have
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been involved in all along in my career.
I moved to the Commercial Department of
Ghana Airways, headed the Corporate
Planning Department and moved again to
head the Commercial Department until the
company was liquidated.
In between, I worked on an attachment
with the Ghana Civil Aviation Authority for
six months to upgrade the Planning section
and then to the newly created Ministry of
Tourism as one of their first Directors: There
were only two of us at that time. I later
became the CEO of Ghana Tourist board
and then I came back again to Ghana
Airways as the Head of Commercial until I
was finally appointed MD of Ghana Airport
Company.
My greatest influence I will say has been my
background and the experiences I had in
both aviation and tourism. This, I believe, is
what is driving me here.
HRF: What has been your toughest
experience in your career?
DOF: I have always seen myself as blessed
but unfortunately, several times, I have
been a loner; gender-wise. I have also had
to fight male chauvinism and verbal abuses
but God has always seen me through. I
always try to be better than what I was
before.
HRF: Run us through an average day as MD
of Ghana Airports and what is the best
part about being the MD of Ghana
Airports?
DOF: I get to work quite early and I
am almost always heralded by
people. I figuratively run a clinic
with huge visitor traffic. I have
scheduled meetings with
Heads of departments,
hold Board and Board
subcommittee

meetings. On a regular basis, I visit certain
sections of the airport to inspect ongoing
projects. I do correspondence in between
and my secretary handles my calls; only
transferring the ones that are urgent. The
best part about being the MD is that I have
the God-given mandate to have the final say
on certain issues.
HRF: The aviation sector has had many
challenges and then you go on to win the
best airport in Africa, How did you achieve
this feat?
DOF: An airport, if we are to define it, is a
hospitality centre because anywhere you
have people receiving other people, eating,
looking for washrooms, for shopping as well
as entertainment is considered a hospitality
center. Therefore, all the standards that are
applied in the hospitality centre are also
used at the airport terminal.
Because I was in aviation where safety and
precision is topmost, we also work with some
precision. There is no way you can take short
cuts in this industry; otherwise, a plane will
crash. Our teamwork and combined tireless
effort in delivering service excellence has
won us this global recognition. We are a
customer friendly airport and are happy to
have welcomed three different US presidents
to the airport. In 2010 alone, KIA attracted
four major carriers from USA and Europe.
HRF: How does this make you feel as an
individual and as the MD of Ghana Airports?
DOF: I have worked here with divine
intervention, divine guidance, divine
direction and wisdom and above all, divine
favour. I also have a team here who support
and believe in this God who is the ultimate.
Our vision has been to make Kotoka
International Airport the gateway and hub to
West Africa. As an Airport Company, we

Awards: CIMG Marketing Woman of the Year, 2010,
Millenium Excellence Award in Tourism Promotion,
Routes Africa Marketing - Best Airport in Africa 2011
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have the spiritual charge to guard these
gates (entry and exit to the airport) so that
only the good and positive things pass
through it, which will be beneficial to the
other parts of the world.
We still have the challenge of making sure
that every little thing is done right;
beginning from timely departure to
punctuality. We are not even half-way
through with all the things we have set out
to do so if what we have done so far wins us
awards, we accept them with all modesty.
HRF: What advice do you have for someone
who wants to get to your position?
DOF: My greatest passion is setting targets
or wanting to get somewhere and
achieving it. It is good to have cars and
houses but for me, the greatest satisfaction
comes from getting the job done.
HRF: What will keep you up at night?
DOF: Working on correspondence. I spend
most of the time having meetings during
the day so the only time I get to reply my
mails are during the night or early in the
morning.
HRF: What impression would you want

somebody visiting the airport for the first
time to carry?
DOF: A friendly, neat and comfortable
airport. An airport where you land and
within an hour you are out with your bags
intact. At the end of the day, we want
people to say that this is a small but
functional airport.
HRF: How is it different from the other
airports, specifically in Africa?
DOF: KIA adheres to global best practices in
safety and security, as well as continuous
improvement in handling facilities. In
addition to this, development of its human
capital is unmatched by any airport in
Africa.
HRF: What is your vision for the next five
years for yourself and for Ghana Airports?
DOF: Our vision at Ghana Airports is to
become the preferred global gateway and a
leader in airport business.
Personally, I pray that God will place me at a
place where I would give Him glory and be
a blessing to Ghana and to mankind.
HRF: Congratulations on winning the CIMG

Marketing Woman of the Year 2010. How do
you motivate your staff to emulate you in
giving their best?
DOF: Continuous training of staff locally and
internationally. We also give them practical
attachments with other airports for
exposure.
HRF: What are your final comments for the
teeming youth who aspire to be like you?
DOF: It is a long and turbulent journey but
the youth should learn to climb one step at a
time. To be able to go to the next step comes
with a lot of effort; hardwork, humility,
modesty, the fear of God. Learn to move with
God in every aspect of your life and depend
on God for direction and you will get there.
Some Notable Achievements of Mrs. Owusu-Fianko
1. Won CIMG Marketing Woman of the Year, 2010
2. Led the Ghana Airports Company to win the Routes
Africa Marketing “Best Airport” in Africa, 2010
3. Won the Millennium Excellence Awards 2010,
“Excellence in Tourism and Aviation Promotion”.
4. Successfully facilitated the introduction of four
major international airlines to KIA
5. Secured several US-Government grants for
expansion works at the KIA
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Business Spotlight

A sneak peek on

Hysen Data

Systems Limited
its geographical focus on
H aving
Africa, Hysen has been operating in

Ghana since July 2005 and is part of the
Hysen International Group of Companies
with operations in a number of countries
in sub-Sahara Africa.
Primarily, Hysen is the foremost supplier
and service support provider of ATMs and
other process automation products; IT
products; scanners, high-end printers and
security products. In order to ensure
customers obtain the best products, Hysen
Data Systems has partnered with world
class manufacturers such as Wincor Nixdorf,
Fujitsu, Printronix and OKI, Futurex and
Godrej; inspiring customer satisfaction.
HR Practices and Development
Hysen in Ghana has 15 employees,
including a fully trained sales and support
team which works to provide a seamless
service. To ensure the provision of quality
service, our existing team is trained by the
leading manufacturers with which we are
partnered and additional in house training
is continuous. Hysen prioritises the
professional development of its staff
therefore, where necessary, staff are sent
overseas for product and service training.
Our experience in Ghana shows that
graduates from the universities and

technical colleges have a good grasp of IT
and all businesses utilize IT to some degree.
This we believe is on the increase and with
continued Government encouragement
towards modernization, will continue to
develop and grow. Our long term aim is to
recruit more university graduates and give
them in house-training to develop hands
on practical skills.
Culture
At Hysen Data Systems Limited, we describe
ourselves as a technically minded company
where everybody supports each other with
the best business practices in place - and
operational - to ensure effective
communication between management and
staff which helps the company operate
effectively for the benefit of customers.
Our team is instilled with the strong values
that enable us to provide a world class
service.
Partnership
Hysen markets and supports Wincor
Nixdorf ATMs and other process
automation products; Fujitsu enterprise
servers and other IT products; PFU/Fujitsu
scanners; Printronix high speed line matrix
printers; OKI printers; Godrej safes and
other security products; and Futurex
hardware security modules. As far as we are

concerned, it is not enough just to sell these
products but we provide high quality
maintenance support to ensure these
products work with maximum efficiency.
We are also working with Ghana Interbank
Payment and Settlement Systems (GHIPSS)
to ensure that our ATMs are biometric in-line
with the Bank of Ghana’s requirement and
these will greatly assist rural areas to catch up
with our developing technology. Hysen
works with leading world manufacturers in
their fields and these companies are
constantly developing new products.
Up and About
Our products have accelerated the ability of
banks in Ghana to meet the global
challenges of the 21st century and enabled
local banks to keep up with worldwide IT
developments, making it possible for them
to transact their business more quickly and
efficiently.
The automation of services reduces waiting
time in queues for customers and enables
them to transact their banking at times and
speeds convenient to them.
Our sales and service teams continually liaise
to ensure any difficulties that a customer
encounters is dealt with promptly.

Some partnership Companies of HYSEN
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Some products supplied by HYSEN Systems Ltd.

Hysen also initiates regular meetings with
the customer at all levels to be sure that they
are satisfied with the performance of the
equipment and the support they receive
from the company.
Furthermore, we are selling world class
products and the customer is paramount to
us. We are in constant discussion with them
to ensure that they purchase the right
products at the right price to meet their
requirements. This starts before the sale is
made and continues throughout the life of
the product.
To fit into our clientele, you must be a
forward thinking organization, willing to
embrace change and to take on the benefits
that technology can bring in making your
company more efficient and cost effective.
New Product
Some of the products that will be seen in
Ghana shortly are Cheque and Cash Deposit
Machines (CCDM). These are ATMs in which
one can deposit cash and cheques in
addition to withdrawing cash, further
cutting waiting time for bank customers.
With this entirely easy to use infrastructure
in place, we are sure to obtain significant
market share against well established

competition in a relatively short time.
Our clients can say an emphatic good bye to
fraud because all our products are
extremely secure. As world leaders, all the
manufacturers have to ensure that their
products can deal with all types of fraud
throughout the world.
Corporate Social Responsibility
We know all our principals take the
environment very seriously. They are all
making their current and future products
more energy efficient and green, which will
help the environment. Hysen is aware that
there are less fortunate people in society
and as part of its corporate social
responsibility, supports the Dzorwulu
Special School.
Finally, Hysen provides a broad-based
banking consultancy service that will
enable the customer to update its control
and management systems. There is also
equipment to enable the improvement of
its services and to achieve long term cost
savings and efficiencies and to improve
financial controls and profitability. This is
not limited to IT solutions but assisting
customers in resolving wider banking and
management issues.
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Coaching &
Mentoring:

A Blueprint of Success
by Kobina Ata-Bedu

this edition, I want to pick up from
I nwhere
I left off in my last article but from

a different perspective.

The objective for advocating a link between
academia and industry is to ensure an
effective transfer of knowledge and
experience by accomplished professionals
to students so the students get out of
school with a sneak peek of what awaits
them in the corporate world and are well
prepared for them. If the objective is to
build an army of “educated literates” ready
to serve the corporate world, is getting into
the classroom the only vehicle for achieving
this? Are there other avenues for mentors to
influence and to help in this human capital
development agenda?
Yes, there must be. There must be other
avenues for knowledge transfer without
necessarily going to the classroom or to the
university and polytechnic. If not, how
would Amakye Dede have been the
celebrated musician that he is today
without having sat in a music classroom for
one day to read about Beethoven and
Mozart or try comprehending what an
allegro or a crescendo is? I wonder if even
today he’s able to make his compositions
using the quavers, semi quavers and applies

Get some experience!

the treble and bass clefs on a manuscript.
But of course he studied music and its
composition somehow. He worked under
the tutelage of the popular Akwesi Ampofo
Adjei of blessed memory, Mr. A.A.A., as we
used to call him, as an apprentice, as a
bandsman, before he matured into a
musician worth your penny, before he
formed the evergreen Apollo High Kings
Band, the only band I know of in Ghana with
an Expatriate “Session” Man. This process of
development may be called Coaching.
Coaching is the practice of supporting an
individual through the process of achieving
a specific personal and professional result.
Mentoring is another avenue for supporting
people to develop their capabilities or
achieving their aspirations. In both cases,
there is always a more experienced person
–the coach or mentor; and his coachee,
mentee or protégé. There is however a
slight difference between the two. Whereas
coaching focuses on the performance (as in
developing the skill, mentoring focuses on
the individual (developing the person). The
former is almost always regimental,
following a well defined agenda or routine
whiles the latter need not follow any
programme. In mentoring, the protégé
chooses to enter into mentorship, whilst in

DOS

coaching it
may be a
matter of course – it comes with the job. A
mentor sounds the board by advising while a
coach directs, instructs and monitors
progress.
I want to believe there are several Warren
Buffets in Ghana. How many “Big Men” in
Ghana today have purposed that even if
academia would not open their doors for
them to enter, they would by themselves find
a way to touch and affect lives, be an
inspiration to others and positively influence
the private and secular lives of the up and
coming? Should a mentor be someone who
like they say – don’t mind the body, mind the
engine? Is someone whose
career is exceptional but
lacks morals or values a
good
role
model?
Certainly not!
Who wants to join this
crusade
of
shaping
tomorrow’s leaders?

Kobina Ata-Bedu

& DON’TS

Key rules to understand how to make your internships worthwhile
Do try to obtain at least one internship during your college years.
Do set specific goals for yourself and for each internship. Know
what you want to accomplish with each internship.
Do try to schedule regular meetings with your internship
supervisor.
Do find a mentor within the organization, whether it's your
internship supervisor or some other manager.
Do make sure you leave your internship with new skills, a better
understanding of your field, and tangible accomplishments.

Don't expect to be paid for all internships. Some of the best
internships may be done without any financial benefits.
Don't expect internships to just be handed to you; internships
must be earned, as with any job.
Don't pass up opportunities to have experiences beyond the
regular scope of the internship that lead to chances to learn more
about the company or industry.
Don't be afraid to ask questions.
Don't ever give up in your internship quest.
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The Singer-Song Writer-Shoe Maker

Walter
Walter

The Singer-Song Writer-Shoe Maker
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Tit - Bits

Interviewing Skills

& the Winning CV

There is no single “correct way of writing a Curriculum Vitae (CV) but following some general guidelines will help you write a CV that will make
you stand out from the rest. This is what we term the winning CV.

1

Your CV should be carefully and
clearly laid out - not cramped but not
with large empty spaces either. Use
bold and italic typefaces for headings and
important information. Your CV is your first
contact with an organisation; therefore, it
should be neatly arranged and presentable.
How a curriculum vitae is presented counts
on different levels. For example, when
looking for a creative job, a stylishly laid out
CV might do the trick but always make sure
your presentation is one that suits the job
offer.

2

It should be informative but concisea CV is an appetiser and should not
give the reader indigestion. Don't feel
that you have to list every exam you have
ever taken, or every activity you have ever
been involved in - consider which are the
most relevant and/or impressive for the job.
The best CVs tend to be fairly economical
with words, selecting the most important
information and leaving a little something
for the interview: as much as you want to
impress, you do not want to bore the reader.
Good business communications tend to be
short and to the point, focusing on key facts
and your CV should to some extent emulate
this. Also, do not use big grammar or
complex words that will require the
recruitment manager or whoever is going
through your resume to look up in a
dictionary. They won’t have the time and
they certainly have enough CVs to select
from.

3

Chronological - outlining your career
history in date order, beginning with
the most recent items (reverse
chronological). This is the "conventional"
approach and the easiest to prepare. It is
detailed, comprehensive and biographical
and usually works well. The potential
employer is likely to form judgments by the
first page of your resume, it is therefore best

to present the most recent engagements which are likely to be an improvement on your
former.

4

Target your CV - If your CV is to be sent to an individual in a company who has
requested applications in this format, you should research the organisation and the
position carefully. In the present competitive job market, untargeted CVs tend to lose
out to those that have been written with a particular
role inNgo-Pondi
mind. For example CV sent for
Cilinnie
a marketing position will be different from one sent for a teaching position. The marketing
CV will focus on persuading, negotiating and similar skills where as the teaching CV will
focus more on presenting and listening skills and evidence for these. If your CV is to be used
for speculative applications, it is still important to target it - at the very least, on the
general career area in which you want to work. This will enable you to tailor the CV to the
work and to bring out your own relevant experience. Even if you are using the same CV for
a number of employers, you should personalise the covering letter - e.g. by putting in a
paragraph on why you want to work for that organisation.
(Credit: www.kent.ac.uk)
So, you have landed an interview for a seemingly wonderful job! Now what? Successful
interviewing will be essential in order for you to lock in an offer. Here are a few points and
strategies for effective interviewing:
Dress formally, a suit and tie or tailored trousers and a shirt with tie for men
and a skirt/ trousers suit with plain (not patterned) shirt for ladies
Arrive a few minutes early
Be polite to everyone you meet: You might never know who is “who”
Make a good impression with a smile, a firm handshake, good eye contact, with a
friendly, enthusiastic, confident manner
Listen carefully. Be certain you have heard and understood each question. Asking for
clarification when you are not sure about a question is acceptable
Still want to know more? Here is something for you: Mrs. Ellen Hagan, the Chief Executive of
L’AINE Services has put together an educative and informative book titled “All About
Interviews”. This is meant as a quick-read to give you the extra confidence when attending
a job interview. It brings together all the practicalities of preparing for an interview or
interviewing somebody for a job. With over 20 years experience in HR consultancy and
having interviewed about 15,000 people for various job positions, she presents her writing
style with a clarity that leaves nothing to the imagination. It has chapters which cover areas
like: preparing for the corporate world, behavioural interview guidelines, Curriculum Vitae,
among others.
It is a pocket book written in simple everyday English making it easy to read and apply.
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Special Feature

THE NATION’S PREMIER COMMERCIAL HARBOUR

T

akoradi Port operates a shipyard which has a capacity that can take vessel
specification of length 45 meters with 9.5 meters width and 400 tons with 2,000sq
meters working space, it has an average depth of 3.5 meters CD.
The shipyard has a slipway and drydock facilities up to 350 meters of lay-by jetties which
allows vessels to be maintained and up to 5,500sq meters of concrete spaces for vessels to
be accommodated on blocks for refurbishment. It has a modern electrical, mechanical and
carpentry workshops and a large stock of drydock equipment.
The shipyard offers job satisfaction, provides good maintenance and quick repairs of
vessels. We operate modern shipyard facilities to meet oil and mining equipment
maintenance. Our prices are competitive in the sub-region.

STORAGE FACILITIES
The Port of Takoradi has the capacity to
store all types of cargo. The port has a
covered storage area of 140,000m2 and
an open storage area of 250,000m2. In
addition to this, there are private
warehouses and open storage areas in
the port vicinity and in the metropolis to
augment storage capacity of the port
when the need arises.
REEFER POINTS
The port has 100 reefer points for storing
refrigerated containers. Refrigerated
cargo that are handled in the port
include meat, fish, chicken, fruits etc.
Electricity to the reefer points is
supported by automatic standby
generators to ensure constant electricity
supply when the national electricity
network goes off. This guarantees that
customers’ refrigerated cargo do not go
bad.
VESSEL REPAIR FACILITIES
The port is equipped with dry-dock and a
slipway that have been modernized and
expanded to accommodate vessels and
crafts up to 400tons.

PORT OF TAKORADI, THE GATEWAY TO WEST AFRICA
The Port of Takoradi, Ghana’s premier commercial port
was opened for business in 1928 to handle both imports
and exports in Ghana. Now, its influence has gone
beyond Ghana to the hinterland countries of Burkina
Faso, Mali and Niger, handling a significant number of various cargoes for the three (3)
countries. They include bagged cargo, containerized cargo, chemicals, mining equipment,
iron and steel products, petroleum products, vehicles etc. The port is located 225 km west
of Accra; the capital city of Ghana and 300 km east of Abidjan; the capital city of La Cote
d’lvoire.
The port of Takoradi handles about 70% of national exports and 18% of national imports
annually. Major export commodities include bauxite, manganese, cocoa beans, cocoa
products, sawn timber and non-traditional exports. Imports include vehicles, clinker,
petroleum products, quick-lime, limestone, containerized cargo, wheat, rice, sugar, flour,
fertilizer, plant and equipment, mining supplies and equipment, oil drilling equipment,
pipes and other supplies.

EQUIPMENT
With the introduction of private sector
participation in port operations, the port
has eight (8) stevedoring companies in
addition to GPHA. Shore handling
operations have also been privatized.
With this, the port has adequate stock of
operational equipment to handle all
types of cargo passing through the port.
These include mobile cranes, top lifters,
reach stackers, RoRo tractors, tele trucks
and forklifts of various lifting capacities
to support every operation in the port.
CONTAINER SCANNER
A Gamma Ray scanner has been installed
at the port to speed up container
inspection by Customs officials. The
scanner allows Customs officials to see
by x-ray, the entire content of a container
without offloading contents. Customers
are consequently assured of quick
clearance of containerised cargo.
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We have very a good and fast route from the port to Kumasi.
Trucks are able to make the 303km journey from Takoradi to
Kumasi in about 5 hours.
The region abounds with very strong and fast haulage trucks
that can travel the full distance with the maximum
permissible load without breaking down on the roads.
The roads are relatively free from
harassment by security agencies.

traffic

and

undue

Takoradi is also linked to Kumasi by the western rail network
that is well integrated into the road network. This provides
shippers with a 50% cheaper mode of transport from
Takoradi to Kumasi.

FISHING HARBOUR
The port has a fishing harbour located in
Sekondi with a draft of 3 metres. The fishing
harbour has an ice making plant to assist
fisher folk preserve their catch.
EXCEPTIONAL ADVANTAGES
The unrivaled customer focused services,
access to decision makers in times of
operational
challenges
for
quick
interventions; efficient operations and
excellent security offered by the port have
made the port an envy of competitors.
COMPETITIVE TARIFFS
The port offers very competitive, flexible,
and attractive tariffs to customers. Transit
traffic enjoys additional rebates on vessel,
stevedore and cargo related charges.
In addition to this, all the transit trade
facilitating institutions from the three
Sahelian countries of Burkina Faso, Mali and
Niger are represented in the port. They
include Nitra, Conseil Nigerien des
Utilisateurs des Transports (CNUT) from
Niger, CBC, Chamber of Commerce, and
Organisation
Transporteurs
Routiers
(OTRAF) from Burkina Faso and the National
Warehouse Operator from the Transport
Directorate of Mali.
EFFICIENT, SAFE AND COMPETITIVE
ROAD TRANSPORTATION TO AND FROM
THE PORT
There are direct roads from Takoradi to the
central and northern parts of Ghana and the
neighbouring hinterland countries, notably:
- Ouagadougou, Bobo Dioulasso, Bamako,
Niamey, and Abidjan.
Our roads have the following advantages:

CARGO AND VEHICLE SECURITY ON CORRIDOR
The application of the ECOWAS Inter State Road Transit
Scheme, the introduction of a satellite tracking system along the entire Ghanaian corridor
up to the boarder and the sealing of articulated trucks carrying transit cargo to Niger, Mali
and Burkina Faso have significantly minimized harassment and improved cargo and vehicle
security and transit time on the Ghanaian corridor.
QUICK DELIVERY OF CARGOS
The port is serviced by very efficient, experienced, and dedicated clearing, and forwarding
and transport agents. The Ghana Community Network (GCNet), a single computerized
platform for documentation and delivery of cargo has made clearing and forwarding at the
Takoradi Port easier. Hence, there is the possibility of clearing customers’ goods within two
days provided customers’ documents are accurate and money is available to pay customs
duties promptly.
TAKORADI - A PREFERRED CRUISE DESTINATION
The peaceful, political, and social atmosphere in Ghana, the friendly shipping community in
Sekondi-Takoradi and the abundance of tourist attractions in the Western and Central
Regions have made Takoradi one of the most preferred cruise destinations for most
European and American tourists visiting West Africa.
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Developing a

Successful Career

in Finance
by Joseph Ciici Arthur
has been perceived as the
F inance
dream course to pursue in order to

gain recognition and rake in more bucks.
This is evident in the number of applicants
who enrol at various institutions yearly for
an MBA (Finance) program; not even
knowing the course content.
My few years’ experience in the finance and
accounting field has taught me 6 key
principles needed to excel in a
finance/accounting career. Surprisingly and
to the relief of most people, it is not all
about number crunching.

1

Getting the qualification – Before
one would be considered for a job
opportunity in today’s workplace,
one’s credentials must be able to draw
attention. Truth be told, most big
organizations will on any day want to flaunt
the quality of their human capital.
Investment Banks, in their proposals, would
make sure the Management team they are
presenting are top-notch. If for nothing at
all, the right qualification qualifies one to
the next screening process. It is important
to note however that, practical experience
is also very important and more often than
not, it is the major deciding factor for a job
placement.

2

Developing the “soft skills” –
Finance and accounting requires a
good appreciation of Microsoft
office particularly the excel program. “Soft
skills” involve one’s ability to leverage on his
knowledge in basic IT to make his life easy
at the workplace. It is increasingly
becoming an important competitive tool
besides the academic qualifications. The
question, “what makes you unique” during
interview
sessions
has
become

commonplace. In most instances, they may
want to find out what skills set you have
besides
your
qualification.
Basic
programming in Microsoft excel, charts,
power point and even optimising the use of
Microsoft outlook sets you apart from the
rest and propels you up the ladder. I always
encourage people at their leisure time to be
more curious and try to get to know what
else the Microsoft office suite can do for
them to make life easier for them and give
them competitive advantage.

3

Build Human Capital – Invest time
and effort in networking with people
who have blazed the trail in finance
and accounting. Identify mentors and learn
from them. One popular social site that I will
encourage young professionals to sign up
with is LinkedIn where you have the
opportunity to make friends with other
finance and accounting professionals. You
are able to view their profiles and see what
they have been able to achieve over the
years so you can do some benchmarking. By
this, you are able to assess whether you are
simply killing time or you are adding value
to yourself. There are certainly more
challenges and opportunities ahead and
the aim is to get to a point in your career
where you no longer have to submit your
CV for a job. I believe over time, your
proficiency in your career, together with
your network should position you for
referrals and subsequent ‘discussions’ with
your prospective employer as against an
interview session.

4

Understand your call – It will be
very difficult to become a medical
doctor or even a pastor if you cannot
behold a corpse. In like manner, it will be
difficult to excel in a career in finance if you

www.scgpayrollsolutions.com

are uncomfortable with working late. I must
admit that working late is not in the least
pleasant but that is the nature of the
profession. Meeting deadlines and reporting
dates are sacred if you want to keep your job
and this sometimes calls for a few extra hours
after work. In developing your career, this
must be understood, and once you have the
passion in this chosen career, it should be the
least of your worries.

5

Google it! - I am sometimes puzzled
when people are seeking some
information and go round in circles
not knowing what to do especially when
they are connected to the internet. When
such people ask me, I walk them back to their
PCs to Google it, and eureka! There they have
it. It is amazing to see their beaming smiles as
if I have solved a rocket science question.
Google search engine is a powerful tool
where you can access a lot of resource
materials in whatever you seek to know.
There are a lot of fora on many subject
matters that could be of interest to you and
where you could put across any issue that
bothers you. There are a lot of finance fora
with seasoned professionals contributing to
discussions. Finance 3.0 is one good site
where you can get a lot of resource materials
in finance and accounting.

6

Be humble and uphold your
integrity – these are values necessary
for anyone who wants to rise to the
top in finance and accounting. Be humble to
learn from everyone including your
subordinates. Your integrity is also critical
and you should put in a conscious effort to
maintain and uphold that integrity bearing in
mind that, it takes only a day to tarnish that
integrity but it may take you a lifetime to
rebuild it.

(0302) 235149
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Outsourcing;
A Necessary Synergy
by Samuel Dzackah & James Laar

a prominent Human Resource
B eing
Development Company and a leader

of “Outsourcing” in Ghana, L’AINE was
invited by the International Labour
Organisation for a 3-day conference in 2006
at Tadomah Hotel in Accra, to participate in
the drafting of an LI to back the 2003
Labour Act, (Act 651) 2003. There were
various interest groups in attendance;
labour
unions,
employers,
legal
practitioners, health personnel, legislators,
labour officers and private employment
agencies. When the deliberation got to the
point of “outsourcing”, someone asked what
it was and another man in dark glasses said
“oh! It is something to do with private
security companies who employ security
men and women and send them out to
keep watch over properties and offices
belonging to third parties, so the
government has recognised it and put it in
the labour law.” Obviously, outsourcing has
a deeper meaning than just providing
security guards.
Outsourcing is the transfer of or delegation

to an external service provider the
operation and day-to-day management of a
business process. The customer receives a
service that performs a distinct business
function, which fits into the customer’s
overall business operations. In “traditional”
outsourcing, employees of an enterprise
cease to perform the same jobs to the
enterprise. Rather, tasks are identified that
need to be performed, and the employees
are normally hired by the service provider.
In “Greenfield” outsourcing, the enterprise
changes its business processes without any
hiring of personnel by the service provider.
The question that is often asked is, “What do
we outsource”?
Human resource
departments, under pressure to prove their
added value to organisations, find the need
to identify the gap between the
administrative or system controlling role
and the strategic role the department plays
or will like to undertake. Roles that have
traditionally been outsourced include;
training, insurance, recruitment, human
resource information system (to facilitate

human resource work), training and
development planning, assessment systems,
human resource planning, careers and
succession planning, payroll administration,
international human resource management,
etc
While local industries are still struggling to
come to terms with outsourcing,
multinationals
and
non-governmental
organisations, especially those who set up
projects in countries other than their parent
countries, rely solely on outsourced
providers to carry out their projects. Many
organisations have used its cost saving and
cost restructuring benefits to find their feet
on sound financial grounds. In Ghana for
example, L’AINE has supported most of these
multinationals as well as those who set up
new branches or new products lines to
survive and grow.
With outsourcing, the service provider does
not only provide and manage the personnel,
but plays a strategic role in the planning
process leading to the outsourcing,
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especially, in the areas of responsibilities and
cost saving to the principal. Staff is managed
on the outsourced basis so that the human
resource department is relieved of the
administrative burden of day-to-day
personnel management. This enables them
to concentrate on strategy and the broad
picture.
In the case of personnel
outsourcing, packages such as loan facilities,
salary advances welfare fund or issues are
managed by the service provider.
Outsourcing gives organisations the
opportunity of using variable labour to meet
business requirement and enjoy all the
flexibilities it brings.
Sophisticated
organisations stress on flexibility of human
resource practices to meet their business
exigencies. The advantages they enjoy from
using outsourced labour include; numerical
flexibility,
working
time
flexibility,
contractual flexibility and financial flexibility.
Staff attendance can be more closely
matched to actual need in the organisation
thereby, increasing flexibility and the ability
to respond quickly to shortages created by
sickness, absence or sudden increase in
workload.
Organisations that use outsourced services
always have access to a pool of qualified, well
behaved and disciplined staff, who will adapt

easily and fit in with the culture of
organisations when they intend to fill
permanent positions from among the
outsourced personnel. The fact that they
have worked with them for a long time also
makes it easy for selection and thereby
reducing recruitment costs associated with
recruiting new staff from outside.

Even though there is a challenge in
measuring and controlling the costs and
benefits especially, reducing the complexity
of humans to financial numbers, people
employed account for the largest single
operating cost; the cost benefit analysis
discussed shows clearly where the strings
lie.

Outsourcing helps to reduce high labour
turnover as people are made to sign fixed
term contracts with the service provider.
This
ensures
continuity
therefore
unnecessary interruption to the office
operations is avoided. During structuring
and re-structuring processes, outsourcing is
used as a tool to allow organisations some
space to do their succession planning more
effectively because they will not be under
pressure to do things too quickly.

Principals only bear the cost of wages,
statutory payments and management fees.
The rest of the costs related to employment
are born by the service provider. These
include cost of recruitment, welfare,
administration, social cost, etc. On top of
these is the priceless management of the
entrance and exit processes of these groups
of outsourced workers. Service providers
understand the laws governing these
processes and are able to manage them
without the usual noise associated with
issues of that nature.

Another advantage associated with
outsourcing is the competition it brings
between full time employees and the
outsourced personnel in terms of
performance. Also referred to as third party
personnel, the outsourced staff always try to
perform better than their colleagues in the
full time position so that they can justify
themselves for permanent considerations
thereby increasing productivity and putting
the full time men on their toes.

To the employee, outsourcing opens up
new job possibilities for people who would
otherwise not be able to go
to work in the economy. It
opens up the labour market
to a wider group of
employees and hence, the
employer’s ability to select
the best people.
Samuel Dzackah
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Mental Health - Ways to Know

Your Employee is

Depressed
By Dr. Marcus Manns

self-worth (low self-esteem), disturbed
sleep or appetite, low energy and poor
concentration.
These problems can become chronic or
recurrent, substantially impairing an
individual’s ability to cope with daily life. At
its most severe state, depression can lead to
suicidal tendencies.

S

heesh! Who wouldn’t be! With the
bills to be paid, the traffic in town,
the corruption, politics, heartbreaks and
so forth?
Mental health is how well one expresses his
or her emotions and effectively adapts to
situations. All too often, the more common
emotion experienced is disappointment,
frustration and anger. Our mental health is
under siege and we must TAKE ACTION
and begin liberating it today.
The World Health Organization says mental
health is a state of WELL-BEING in which
every individual realizes his or her own
potential, can cope with the stresses of life,
can work productively and fruitfully, and is
able to make a contribution to their
community. In this regard, 10th October has
been assigned as WHO Mental Health Day
poised at raising public awareness about
mental health issues. We want to take the
lead and start raising your awareness NOW!
DOCTORS have served many people with
mental health issues at various centers,
most of which are all too common, such as
stress, depression and anxiety disorders,
and some less common, such as
schizophrenia. We all know that we can
never do away with stress completely.
Rather, how we adapt and manage the
stress is what determines the outcome.
Unmanaged stress that is not addressed
EFFECTIVELY deteriorates to depression
and sometimes fear and even rage.
What is Depression? Depression is a
condition, characterized by sadness, loss of
interest or pleasure, feelings of guilt or low

YOU KNOW YOU ARE DEPRESSED WHEN:
You don’t sleep well or you sleep too
much
You often feel a sense of hopelessness
and helplessness
You have a feeling of self-disappointment
You are much more irritable and
short-tempered than usual
You lose interest in things you previously
enjoyed
You have unexplained aches and pains
You feel sluggish, drained, tired or low on
energy
Employees often hide the fact that their
stress levels are overwhelming. This is
because that's their way of coping, or they
don't want you to know, because it's a
private thing, or they are afraid it'll be seen
as a sign of weakness.
That is their prerogative of course, but as an
employer or manager, you want to ensure
that you offer support to staff suffering with
ongoing stress that is likely contributing to
depression.
SIGNS THAT YOUR EMPLOYEE IS
DEPRESSED:
Reduced quality of work;
Indecisiveness and poor judgment;
anxiety
Loss of sense of humour;
More frequent minor illnesses;
Withdrawal; over-sensitivity; seeming

jumpy or ill-at-ease;
Increased sick leave;
Poor time-keeping;
INDIVIDUAL SOLUTIONS
Learn how to say “no” – Know your limits
and stick to them. Whether in your personal
or professional life, refuse to accept added
responsibilities.
Avoid people who stress you out – If
someone consistently causes stress in your
life and you can’t turn the relationship
around, limit the amount of time you spend
with that person or end the relationship
entirely.
Take control of your environment – If the
news makes you anxious, turn the TV off. If
traffic’s got you tense, take a longer but
less-traveled route.
Avoid hot-button topics – If you get upset
over religion or politics, cross them off your
conversation list.
Pare down your to-do list – Analyze your
schedule, responsibilities, and daily tasks. If
you’ve got too much on your plate,
distinguish between the “should” and the
“musts.” Drop tasks that aren’t truly necessary
to the bottom of the list or eliminate them
entirely.
CORPORATE SOLUTION
The best solution is to create a work culture
that is proactive, impacts/ includes and
prevents employees from falling victim to
the deteriorating cycle of depression;
That creates a compelling future for
employees and makes them aware of
their continual growth/development in
life
That adds diversity and
breaks the monotony
of their daily routine.
That is inspiring and
encourages a balanced
lifestyle.
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A MICROSCOPIC

LOOK INTO PRIVATE RECRUITMENT

COMPANIES
by James Laar

my business development trips
T hrough
in Accra, I have been asked this one

question probably over 10 times, “why
should we use a recruitment agency when
we can recruit for our company for free”?
Well, you may be able to recruit but it is NOT
for free; it comes at an extra cost far beyond
what you will pay for an agency, which will
do it better for you.
The recruitment process refers to sourcing,
screening, and selecting people for a job
vacancy within an organization. The role of a
recruiting firm is to provide the finest
opportunities for job seekers, fitting their
potential and experience-in minimal
time-and by presenting eligible candidates
to the hiring organisations. For most
companies like L’AINE SERVICES, every
recruitment request is a unique project but
the general process goes through a request
from an employer, job profiling, setting out
the recruitment plan, selecting qualified CVs
from a wide range of sources including;
existing database of job seekers or
applications from postings on the internet
and media advertisement, rating the CVs,
face to face pre-screening, testing and then a
final selection interview.
THE RIGHT FIT
One of the greatest challenges to a business
can be recruiting the right people to enable
the organisation to grow. Both from a cost
and time perspective, recruitment can be a
significant demand on a business as many
hours have to be spent on recruiting and
selecting the right employee for the
organisation. The processes involved are
technical and therefore need professional
expertise to handle. Recruiting Officers
undergo specialised training that empowers
them to execute recruitment tasks using
standard tools objectively through sourcing,
attitude/behaviour
and
character
assessment
as
well
as
managing
expectations of both the jobseekers and
employers.
During difficult economic moments,
recruiting the right talent could be complex
since organisations out of distress may select
desperate candidates who may not fit the

curve they might be maneuvering at that
time. It is important for organisations to
develop
good
relationships
with
recruitment companies such as L’AINE
whose pre-occupation is human resource
solutions. Due to the nature of services
L’AINE provide, they understand the labour
dynamics, are in close relationship to and
have a wide network with the available
talents in the market so that in times of
need they can get the best fit. Recruitment
companies deal with organisations that are
into diverse fields of businesses and
therefore come into contact with complex
recruitment requests and handle critical
employment issues, constantly adopting
best practices to get solutions to crucial
modern recruitment challenges.
SALARY SURVEYS
Salary surveys are very expensive exercises
to undertake but some organisations get it
from the agencies for free, especially, when
the position being sought to fill is relatively
new and complex.
JOB SEEKERS
The private recruitment companies serve as
centres where jobseekers present their
Curriculum Vitae and particulars indicating
their job preferences among others.
Similarly, employers also request the
recruitment companies to select candidates
to fill vacancies within their organisations.
As a job hub, the companies serve to meet
the needs of both the jobseekers and the
employer organisations. These companies
have a database of candidates with diverse
qualifications. In L’AINE for example,
candidates are pre-screened and put on a
wait list, pending demands from
organisations that use their services and are
able to place faster when such requests
come, thereby saving time.
OBJECTIVITY
For most multinational organisations
including NGOs, recruitment agencies are
the best solution for them to avoid the
problems of favoritism and nepotism
through recruiting. To ensure that
candidates are employed on merit rather
than by favour, organisations in these

categories always resort to the services of
agencies for best results.
HR TIME SPARED TO CONCENTRATE ON
STRATEGY
It is obvious that the HR department of
organisations tasked with strategic
planning for the human resource needs,
training and day-to-day running of the
organisation will not add the stress of going
through tens of thousands of applications,
doing shortlisting, setting up a panel for
each process when they could get this done
faster by a recruitment agency for less than
half the cost of recruiting without stress.
ADVANTAGE FOR GRADUATES
In Ghana, recruitment companies assist
hundreds of fresh graduates from the
polytechnics and universities to find jobs to
start with, which they will otherwise not get
through direct employment thus, saving
the government a great deal of pressure
from the teeming unemployed youth who
could otherwise get involved in social vices.
Recruitment companies also provide
orientation that transforms the lives of
people with low level education or the
ambition to achieve their maximum by
re-equipping them with skills that can find
them lucrative careers through counseling,
retraining and inspiration.
CHARGES
Some recruitment companies take part of
the salaries of candidates they find jobs for,
but this is perceived as inappropriate
because the recruitment companie get paid
for their services by the organisations that
fill the vacancies. Recognised companies
like L’AINE SERVICES do not charge
candidates for looking for jobs for them but
rather
charge
the
organisations.
The
authorities in charge of
regulating this strategic
sector in human resource
development in the
nation
should
put
measures in place to
ensure
that
the
recruitment profession is Mr. James Laar
Chief Operating Officer
not taken for granted.
L’AINE Services Limited
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HR DÉCOR- CHOOSING THE RIGHT FURNITURE
Choosing the right furniture for your home/ office can be fun as long as you find
quality pieces at the right price.
Make it fun and exciting by assessing your needs
You need to ask yourself these questions: Will it last? Will it be difficult to take care
of? How much should I spend?
Just like the move process, the task of properly furnishing your home/ office can be
an anxiety-inducing experience, especially, when furniture purchase seems to be so
very final. Following some smart shopping basics below will reduce your stress and
help make the right decisions without panicking as you approach the process of
furnishing your home/ office.
Deciding on what you like
You need to make a list of your preferred colors, textures and patterns. Mixing and
matching is an acceptable practice, as long as it is within reason. However, if you do
not trust yourself, try to assign your décor to one of these major categories:
Casual (comfy-looking, earthy, woods)
Contemporary (sharp, angular, metallic)
Country (soft, floral, painted woods)
Traditional (antiques, dark red woods, damask and chintz)
Eclectic (ethnic or artisan pieces, highly individualized)
It is generally best to decide on one main theme for a space, and use contrast to
accent your look. Most experts will advice that you make a scrapbook of styles that
you like to help narrow down the options. Most importantly, remember that you are
the one who has to enjoy your surroundings – not the decorator, not your best
friend and not your mother.
Evaluate your existing décor
Take measurements in the room you are planning to furnish and take a cold, hard
look at the furniture you already have. How will it all work together? Will your old
furniture look as nice next to something brand new? If you will be mixing old and
new furniture, add samples of your existing colors, textures and styles to your
scrapbook so you can evaluate a good match when you are shopping. If you are
painting, dip a Popsicle stick in the paint, let it dry and add it to your scrapbook so
you can be sure your furniture will complement the room. You do not want to rely
merely on your own judgment when confronted with 20 shades of blue.
Be honest about your lifestyle
If you have two toddlers, a 200-pound mastiff and three cats, then you may want to
reconsider white silk as the choice fabric for your new curtains. An expensive leather
sectional could also be seen as overkill if you rarely entertain guests or have a small
living room.
Decide what’s most important
There’s no rule that you have to buy everything at once. Start with items that need
replacing first, and build the room (slowly if necessary) around pieces you love.
Set a price limit ahead of time
Look for the best values in your price range. Be patient and shop around.
Take advantage of free services where you can
Many stores have free interior design consulting, product brochures and
room-planning guides. Learn to be an expert on the look you are going for.
Do not let anyone rush you
Trust your own judgment. Do not buy furniture you do not like, no matter what
others recommend. Remember, it is your home or office and no one else’.
And if you are interested in doing some home décor research, check out TV shows,
magazines, books, catalogs, Web sites and furniture chat rooms for ideas.

Beaula B. Lamptey
Moving.com
Prodesign Ltd
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JOB Listing
INTERNAL AUDIT MANAGER
DUTIES:
Improve the effectiveness of risk management, control and governance
processes
Develop and submit for approval to Board Audit Committee an annual
internal audit plan that outlines activities to be taken by the Internal Audit
Department during the year
Evaluate the effectiveness, efficiency, and economy of the institution’s
operations
Review operations and transactions of the institution that could
adversely affect the Well-being of the institution

QUALIFICATION:
Degree in Accounting or Business Administration
2 years experience in similar role

BRANCH MANAGER
DUTIES:
Supervise and coordinate all activities of the branch including general
office management
Implement policies, procedures and internal controls at the branch
Ensure that target agreed with the management is reached
Plan and control liquidity of the branch
Decide on all operational issues within the framework of existing
regulations and management decisions
Ensure key operations reconciliations (payment orders, interbranch
accounts and clearing) are carried out continuosly and effectively

QUALIFICATION:
Degree in Accounting
Degree in Business Administration and Economics
2 years experience in branch management

INDIRECT PURCHASE OFFICER
DUTIES:
Develop and implement commodity strategies
Develop and maintain a supply base of competitive and innovative
companies
Negotiate contracts, ensure statements of work (SOW), ensure
deliverables and performance are clear and can easily be quantified

QUALIFICATION:
Degree or equivalent qualification in Purchasing and supply
Computer literacy - Proficiency in MS Office - Excel, Word, Powerpoint,etc
Qualification in French (advantage)

...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

