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Taking the Right Steps
Usually, when you are told to take the right steps, ultimately, you 

are being told not to make any mistakes. Lately, we have received 
various lectures on how it is “OK” to make mistakes. In fact, it says, 

“fail forward.”

Career development, personal growth and job progression have proven 
to be a herculean task and for those who have gotten it wrong, it is 
indeed heartbreaking. For some people, they are not where they would 
have loved to be, career-wise: Call it a failed educational system, but for 
some, they are right where they want to be currently, but do not know 
where to go from there.

It is necessary, with the help of your manager or HR practitioner, to chart 
a course or develop a career path. This will involve understanding what 
knowledge, skills, personal characteristics, and experience are required 
for you to progress your career laterally, or through access to promotions 
and / or departmental transfers. 

To retain and engage employees, the business must also provide the 
avenue to encourage career development including dual career ladders, 
job redesign, job rotations, lateral career paths, upward and dialed-down 
career paths, consulting and contingent work opportunities.

In this edition of the HR Focus magazine, four (4) HR managers discuss 

the theme, “Career Pathing: The Trajectory.” From the web, we reveal 
four (4) unique personalities that you should meet. We also bring you 
exciting articles, and answer your questions in your favourite “Questions 
Hitting HR” Section. 

The HR Mélange is spiced to bring you practical ideas on your health, 
finances, diet, and the Corporate Me Column, where you are encouraged 
to “Whip Up your Hair.” It does not end there: The HR Practitioner of the 
Year 2017, Mrs. Amma Benneh-Amponsah, is ready to share some tips 
on her life and career, do not miss it.

This year, HR Focus brings you endless possibilities. Subscribe for your 
quarterly HR Focus Magazine and let’s take this journey together. Simply 
send a mail to the Editor-In-Chief, info@hrfocusmagazine.com, for more 
details.

Visit our website: www.hrfocusmagazine.com to read our past editions 
and our HR blog. We will be happy to have you share your views and 
get interactive with us on our Facebook (HR Focus Magazine) Twitter (@
HRFocusMag) and LinkedIn pages, or do drop us a mail; 
info@hrfocusmagazine.com. 
Enjoy!

       Editorial | HR Focus Magazine
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Smartphone Learning Apps 
Risk Excluding Some Employees

Speaking at the Learning Technologies 
Conference, David Kelly, Executive Director 
of the eLearning guild, said training 

providers should ensure that employees 
who do not regularly use technology such as 
smartphones or tablets are catered for when 
they are creating digital learning content.

“If you are creating content that is just digital, 
then you are probably breaching some form of 
right. Not everybody has a smartphone, so you 
need to offer paper-based learning, or on a PC 
too,” he said.

Learning tools should not be limited to 
smartphone apps to avoid alienating 
employees who may be less digitally literate.
It was noted at the Conference that although 
the majority of people now had a smartphone 
and it could be seen as an easy medium to 
deliver training, it may not always be the most 
productive method of learning.

Kelly explained that if digital training 
delivery was chosen, learners who were less 
comfortable with the technology needed to 
be given an incentive in order to engage with 
the content.

He advised that in order to evolve their learning 
strategies, organisations needed to look at 
the learning programmes they provide and 
consider what would be the least disruptive 
way of doing things differently. Otherwise, he 
said, they could risk alienating their staff.

Credit: personneltoday.com

L’AINE Services Limited has successfully 
launched its Foundation on Friday, 23rd of 
February, 2018.

The Foundation is a corporate social 
responsibility arm of L’AINE Services and was 
fully incorporated in 2009 with the vision to 
develop and support world-class entrepreneurs 
through training, mentoring, funding and 
facilitation, through contemporary means of 
engagement.

Speaking on behalf of the Keynote Speaker 
and Minister for Business Development, Hon. 
Ibrahim Mohammed Awal, Mr. Joe Tackie, the 
Acting Chief Director for the Ministry of Business 
Development, urged all present to invest more 
time in developing the upcoming generation. 
His commitment to entrepreneurial ideas led 
him to support a young entrepreneur who is 
into bead making.

Dr. Mrs. Ellen Hagan, Chairman of the L’AINE 
Foundation shared her greatest vision for the 
Foundation. She clarified that the Foundation 
will not just be a Corporate Social Responsibility 
but a call and a platform to reach out and raise 
resourceful leaders.

Mrs. Dzigbordi Dosoo was the Chair for 
the launch of the Foundation and led the 
fundraising session, which was to mobilize 
funds towards the Entrepreneurship Club 
Challenge 2018. 

The CEO of Type Company Limited, Mr Coby 
Asmah, the guest speaker, also gave an 
inspiring speech and encouraged students to 
aim at being employers and not employees.

The Founder and Managing Partner of B&P 
Associates, Mrs. Adelaide Benneh Prempeh 
declared the foundation duly launched. 

Mentors were introduced and the missions of 
the mentors were spelt out which included 
coaching students in the entrepreneurship 
challenge and empowering them in all facets 
of their lives.

The L’AINE Foundation also champions SME 
Workshops, Entrepreneurship clubs, and the 
development of Technical and Vocational 
Centers, where people are trained to meet the 
Foundation’s vision. 

The Foundation launch also doubled as 
the launch of the Entrepreneurship Club 
Challenge.

Credit: www.lainefoundation.com

LAINE Foundation and 
Entrepreneurship Club 
Challenge Officially Launched



Lengthy hiring practices and slow feedback 
from potential employers are among the 
biggest frustrations for jobseekers.

According to a poll of 1,000 jobseekers by 
a recruitment firm in the UK, 52% were 
concerned about slow feedback, while 44% 
said poor communication about the steps 
required of them was a frustration.

The research also discovered that 39% were 
unsatisfied with delayed decision-making, 
while 35% were frustrated by lengthy hiring 
practices and having to go through multiple 
job interviews with the same employer.

Matt Weston, Director at Robert Half UK, 
said timely communication throughout the 
application process was important in keeping 
potential candidates interested in the role on 
offer.

He said: “With increasing concerns around 
a growing skills gap and top talent in short 
supply, businesses cannot afford to alienate 
prospective employees with drawn-out 
interview processes.

“A company’s recruitment process needs to 
be balanced against the expectations and 
frustrations of jobseekers. Companies should 
be thinking about how they can streamline 
application and interview processes to ensure 
that frustrations such as delays in providing 
feedback and poor communication, do not 
cost them the best candidates.”

More than a third (38%) of jobseekers said 
they did not receive any feedback at all about 
their performance in an interview, while 46% 
claimed they were not told the reasons why 
they had not been offered a job.

Around half (52%) claimed they would 
not recommend a company as a potential 
employer if it had been slow to update them 
on progress or had failed to give them any 
feedback.

About 36% of people suggested they would 
consider withdrawing their application if they 
had not been given an update about its status.
Disengaged job applicants who have had a 
negative experience with a company are not 
only more likely to withdraw their application, 
they could potentially speak negatively of 
the organisation at hand, jeopardising the 
attractiveness of the company as an employer 
of choice and even potential business.”

Credit: personneltoday.com

HR Focus Magazine | News 7

How Health Insurance Can 
Help Employers Compete in 
the Race for Talent

Slow Feedback Putting Off 
Job Applicants

Employees’ expectations of how their 
employer will support their physical 
and mental health are growing. Global 

companies are constantly evolving what 
benefits they offer staff, and this has an impact 
on how businesses attract new talent.

Bupa Global has released research that looked 
at how international businesses were meeting 
the healthcare needs of their globally mobile 
employees.

The research found that the world of employee 
healthcare was changing. Employers reported 
that they were adapting their offerings to 
meet the demanding requirements of globally 
mobile employees.

It also showed that businesses must flex 
and adapt to meet the changing needs of 
their workforce, and insurers with them. 
One demand that we increasingly see from 

businesses is for a greater focus on prevention 
rather than cure.

Employees expect their employer to play 
an active role in their health and wellbeing, 
providing them with care that is right for them 
– alongside businesses seeking to partner 
with providers that offer a holistic approach to 
health and wellbeing.

Increased longevity, the development of the 
gig economy and a rise in the incidence of 
lifestyle-related diseases all mean businesses 
are adapting their healthcare schemes and 
employee benefits to meet changing demands 
and needs.

Mental health support, flexible working hours, 
shared parental leave and unlimited holiday are 
just some of the newer workplace wellbeing 
trends coming to the fore.

As businesses look to grow, attract talent and 
remain competitive, they must identify their 
employees’ expectations and demonstrate 
that they are able to meet these needs.

In addition to providing quality healthcare, 
there is great demand for “softer” health 
benefits such as health assessments, wellness 
days and challenges, and mental health and 
maternity initiatives.

Provided employers get this right, partnered 
with the appropriate provider, they can attract 
the right talent and create a positive working 
environment that improves retention and 
ultimately business reputation.

Credit: personneltoday.com



Ghana Club 100
5th Best Company in Ghana

CSR Project of the Year 
UK Ghana Chamber of Commerce Business Excellence Awards

Ghana Oil and Gas Awards
Excellence in Corporate Social Responsibility (Downstream Petroleum)

Group picture with representatives of L’AINE Services Ltd.
and VIVO Energy

Ghana Energy Awards
Oil and Gas Company of the Year 2017

Ayekoo!

For 90 years, you have o�ered a comprehensive range of
industry-leading fuel and lubricants to the Ghanaian market.
L’AINE Services Ltd. applauds you for your excellence and dedication, which 
earned you these coveted awards in 2017.

Ebenezer Faulkner
Mr.

Managing Director, VIVO Energy Ghana
Ellen Hagan
Dr. Mrs.

Chief Executive, L’AINE Services Ltd.
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Managing change is inevitable for career 
growth, and success and at some 
point in time, you are likely to feel the 

need for a change in your professional life. As 
changes occur in life, there will be a need for 
alterations to adapt to the changing trends. 

The changes required may be different in 
nature for different people. For some people, 
they may need to change profession, change 
their employer, and quit working on weekends 
to make time for family life, quit their jobs 
completely or change their roles in the 
company. 

Below are the five genuine reasons why people 
may want to make a change in their careers.

1. You want a better work-life balance
Sometimes, a lucrative job can be a trap that 
denies you work-life balance: It pulls you in 
because the money is so attractive to resist, but 
then, you find yourself in a role that prevents 
you from enjoying your social life. One of my 
career coaching clients once told me, “I work 
from Monday to Saturday. I have only Sunday 
to myself. I make much money, but I don’t 
have time to even enjoy life with my money.” 
Eventually, she had to find a new job that did 
not require working on weekends so she could 
enjoy time with family.

2. Your life has changed
Work is only one component of our career, in 
addition to education and social life. A change 
in one component can trigger a change in 
the other. Abeiku was pursuing his Ph.D. 
whilst holding a job as a teacher in a Junior 
High School with his master’s degree. After 
completing his doctorate degree, he quit 
teaching in the Junior High School to become 
a lecturer in a university. 

When Sarah was not married, she could return 
from her work as a banker as late as 9:00pm. 
When she got married and gave birth, she 
needed extra time in her new life as a mother, 
to cater for her child. She had to quit her 
banking job to take up a teaching role in a 
school close to her house, so she could care 
for her child. A change in your educational or 
social life may require a change in your career 
in 2018.

3. You want to make more money 
It is not wrong to desire to make more money. 
In fact, making more money is the number 
one reason why people make career changes. 
Money may not be the most important thing 
in the world, but it is one of the most necessary 
in the world. At some point in time, you may 
realise that your current job does not pay as 
much as you desired, and you want a change. 
You may quit that job to get a new one within 
a different company that will pay you more. 
You may also want to change your career path 
entirely, maybe from accounting to sales or 
you may want to quit in other to start your own 
business. Feel free to take whatever decision 
you need to make more money.

4. Your talent does not match your current 
role
Sometimes, we are so desperate for jobs for 
survival that we get entangled in jobs that do 
not match with our strengths or talents. We 
only realise when we now have some money 
to meet our basic needs. You begin to feel 
bored and dread going to work. You might 
have a creative talent but you are stuck in an 
accounting role. Maybe you enjoy variety and 
meeting new people but you work in a routine 
job with the sample work colleagues. If your 
talents and skills don’t match your current 
career, it might be time to make a change. 

5. The Prospect for your Industry is not 
Bright
As the business environment change, some 
industries or sectors of the economy become 
less attractive. Maybe your career field was 
booming a few years ago but now due to 
technological advances and changes in the 
sector, things are not looking so bright for 
the future. If you find yourself in this position, 
it is probably a good idea to change career. 
For instance, mobile app and other electronic 
banking systems such as “mobile money” 
are drastically affecting job prospects in the 
banking industry in Ghana. There are dwindling 
demands for bank tellers and customer service 
executives as customers.

Explore emerging markets and research what 
industries employ people in the jobs that 
interest you. Find out what you need to do to 
become qualified and build your career from 
there.

Managing changes is part of your career 
development process in response to industry 
changes. These are the five genuine reasons to 
make a career change in 2018. If you believe 
you need a change in your career, plan ahead 
and take the necessary actions to actualise 
your dream.

9HR Focus Magazine | Article
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According to research, one of the main reasons why 
employees are unhappy and as such, unable to drive the 
culture of the workplace is not having a clear career path. 

Increasingly, companies have recognised that employees who do 
not have a sense of growth possibility in a firm are likely to leave 
that organisation in search for growth options. 

If you are someone who manages others, have you thought about 
a trajectory for each of your employees? Have you connected 
recently to talk about their career goals? Are you facilitating 
reaching those goals so that your team can grow and develop 
their core competencies? If you are not, those high performers you 

manage may soon leave to go find someone who will. 

In this article, we will explore the different facets of employee 
career pathing, which workers, managers, and human resource 
practitioners can be mindful of, and gather the thoughts of some 
HR heads in the process.

The Origin and Career-Pathing Today
“The concept of employee career pathing developed as a result 
of organisations seeking to create more meaningful growth 
opportunities for their staff. As part of the off-shoots of career 
pathing, concepts such as career ladders, career development paths, 

          TheTrajectory:
Employee Career Pathing

Theme Story | HR Focus Magazine
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career lattices and other similar terminologies 
have sprung up. All these concepts share a 
common denominator: employee growth and 
talent retention to ensure high productivity 
leading to shareholder value.

One thing is clear: there is a morphing of career 
pathing as we have known it. Organisational 
careers and the job architecture do not 
look the way they did before. The modern 
organisational design is flatter, de-layered and 
the span of control is measured all in a bid to 
ensure operational efficiency and customer 
satisfaction. 

I argue that the traditional career trees are 
withering and giving way to what I call “career 
shrubs:” short span career experiences.

Today’s workforce has been described as the 
G5 multigenerational workforce, and has re-
shaped the world of work. The focus of older 
generations, which has traditionally been on 
vertical growth within the same organisation 
or function, is giving way to today’s younger 
generation, who seem more at ease taking 
lateral positions that offer new learning 
experiences. 

According to Christine Juettner, Managing 
Director of talent and technology firm, Cobb 
Systems Group, LLC, “The implication of this 
is that employees can ‘re-price’ themselves 
and switch industries and roles based on 
their ability to demonstrate knowledge, skills 
and experiences that are transferable to new 
situations, regardless of their actual experience 
in a particular niche function that so often 
limits who will hire them today and for what 
roles.”

My view is that traditional career paths do 
not guarantee ‘Career Insurance’ – ‘Career 
Experiences’ do. Career Experiences through 
mobility opportunities, rotations, swaps, 
attachments, transfers, working in squads and 
other knowledge enriching and skill acquiring 
activities ensure that staff are developed all-
round. Of course, there is the argument of 
‘width’ verse ‘depth’ - that will be left for another 
time. An employee value proposition, which 
places emphasis on career experiences is a 
‘better sell’ for the 21st Century workforce than 
traditional career pathing. The debate is on.” - 
William Easmon,  HR Director (Barclays Bank). 

Think Sustainability
“When we think about employee benefits, 
it is easy to go straight to the common 
ones like: health insurance, paid time off, 
and other ancillary offerings. One benefit to 
offer employees that can actually save your 
organisation in terms of lost productivity, 
reduced turnover, and increased employee 
engagement is Employee Career Pathing.

Reasons normally given for looking elsewhere 
for work tend to be:

• Better compensation and benefits
• Seeking a new experience with new 

challenges
• Dissatisfaction with their current career 

path

However, all three are linked and it could be 
argued that the underlying dissatisfaction 
with their current career path is: limited 
compensation and benefits or limited new 
experiences and opportunities. 
What is not mentioned, but is critical to an 
employee’s progression on a career path, is 
what efforts they make to reflect and improve 
on their performance in whatever position 
they are in. This is frequently overlooked yet, 
if addressed with the right support, it can 
empower the Employee’s career development.
The question then stands: how can an 
organisation address this need and make our 
Company a place that employees want to be? 
Suggestions that can be implemented include:

1. Introduce and explain the concept of 
Employee Career Pathing to all employees, 
beginning with those coming from a 
professional background, or with a graduate 
degree. Discuss with them their career plans 
and expectations over the next five, and ten 
years 

2. Link the importance of reflecting on their 
performance and seeking to continuously 
improve on it to achieving their career goals

3. Within the company, adopt a policy of 
internal recruitment and promotion prior to 
bringing in external recruits

4. Introduce and establish a performance 
management system that encourages 
employees to measure their performance in 
their current roles.

Ask employees the relevant questions: ‘How 
can your work be improved?’ ‘Through what 
processes will you reach your goal?’ ‘Over what 
time scale will you be able to reach your goals?’ 
and ‘What are the implications for your chosen 
career path?’ - Sergius Ephson, HR/Admin 
Manager (MAC Ghana Ltd.)

The “End” in mind
“One thing that is inevitable in a trajectory of 
career-pathing is ‘the end’. Knowing how you 
want your career to pan out should include 
how you will want it to end. For this reason, 
employee career pathing should also focus on 
retirement, from the moment you receive your 
appointment letter. 

About 20 years ago, a Ghanaian worker 
typically retired between the ages of 55 
and 60. Now, people are more likely to delay 
retirement and continue working longer or 
work part-time in retirement. Good planning 
will save you from the worry of an unsettled 
future or career’s end.

As a worker, it is wise to plan for a long 
retirement when calculating the amount of 
money you need to save. Considering workers 
are usually focused on achieving the heights 
of their career and reaching the peak of their 
trajectory, the onus lies on managers and 
human resource practitioners to sensitise 
workers on this. 

Workers need to save and if they do not, they 
may outlive their retirement fund – taking 
into consideration the effect of inflation. At 
just 3% a year, inflation could reduce the 
purchasing power of your income by more 
than 25% in ten years. Additionally, almost 
half of today’s retirees say they are spending 
more on healthcare than they anticipated. This 
is another reason why workers should make 
career moves and choices, having ‘the end’ 
in mind. Healthcare costs are increasing each 
year, even as life expectancies increase.

Another point worthy of note: statistics show 
that women live longer than men, but earn 
less than men during their working years 
(which are often fewer due to time taken off for 
childbirth). According to the Ghana Statistical 
Service per the 2010 census, 52.3% of the 
population over age 60 is women, and about 
51.6% of older people living in poverty are 
women. For this reason, women need to take 
charge of their career goals and take a lot more 
into consideration as compared to men. 

We have no control over growing old, but we 
have control over living comfortably in our 
old age. As we consider the trajectory of our 
careers and that of those we supervise and 
manage, we need to take a special interest 
in our future – the end of the trajectory – as 
much as we think about the next steps to take 
in the short-term.” George Banahene Opoku, 
HR Officer (Bulk Oil Storage and Transportation 
Co. Ltd)

HR Focus Magazine would love to receive your 
opinion on the foregoing topic. The debate 
is indeed on! Send your comments to info@
hrfocusmagazine.com

HR Focus Magazine | Theme Story

Compiled by Ewurabena Hagan

Employee Career Pathing
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TCCBCGL has announced the appointment of Seth Adu-Baah 
as their new CEO. He succeeds Mr. Felix Gomis, who has been 
appointed Head of the West Africa Business Unit of the Equatorial 

Coca-Cola Bottling Company (ECCBC) - made up of 10 countries of 
which Ghana is part. 

Seth has been part of the ECCBC team for 18 years, beginning in finance 
management before being promoted to Ghana Managing Director. 
Through his excellent leadership, teamwork, resilience, strategic and 
customer centric approach to business, he led teams to design and 
execute programmes that brought high levels of efficiencies and overall 
business effectiveness with significant impact to business growth, 
profitability and return on investment.

During this period, he has been Country Manager for Gambia and 
Liberia.

Prior to his Country Manager appointments, he worked as Management 
Accountant in Ghana and Head of Finance of the ECCBC operations in 
Sierra Leone.

Seth holds an Executive Master’s degree in Business Administration 
(Finance option) and a degree from the University of Ghana Business 
School. He is a Fellow of the Association of Chartered Certified 
Accountants (ACCA) with various qualifications in leadership, Business 
management and Entrepreneurship from Cranfield University; School of 
Management-UK; AT Emile Woolf College, London; San Telmo Business 
School, Seville-Spain; ESADE Business School, Barcelona Spain, and Wits 
Business School, South Africa. 

Seth has returned to where his professional journey with Coca-Cola 
began: In February 2018, he was appointed to the position of Managing 
Director - The Coca-Cola Bottling Company Ghana
Limited, the first Ghanaian to hold this position in the company.

HR Focus Magazine gets up-close and personal in this exclusive 
interview. . .

HRF: As the first Ghanaian Managing Director of TCCBCGL what does 
this achievement mean to you and what do you think contributed to 
your elevation?

S Adu-Baah: It is a great honor to assume this role as the first Ghanaian 
Managing Director at TCCBCGL. I am excited to lead this team to 
contribute towards the growth and expansion of the company and 
the larger industry. I believe a lot more was taken into consideration 
than I am aware of, however, the wealth of experience I have acquired 
throughout my career with the Equatorial Coca-Cola Bottling Company 
(ECCBC) has adequately prepared me for this role. 

Upon entering the ECCBC system almost 18 years ago, my commitment 
to delivering greater results beyond expectations and work ethics 
among other competencies has enabled me rise through the ranks. 
Being at the helm of affairs as Country Manager for the Equatorial Coca-
Cola Bottling Company (ECCBC) operations in these countries gave me 
oversight responsibility for formulating strategy that led to significant 
results on the overall business. My management style has been a bit 
different and I am also a firm believer of divine appointments and God’s 
timings.

HRF: You mentioned that your management style is different, tell us 
about it and how it has helped you in your past positions?
S Adu-Baah: In today’s competitive world, the best way to ensure 
organisational success is to ensure your people are taken care of. If a 
company or organisation is to succeed, it is imperative that it focuses 
on the human factor, because overall, that is what matters most. People 
drive businesses, businesses do not drive people, so establishing that 
mutual trust between the people and the business is key. The work 
environment must be such that people work without fear, and within 
a culture that encourages pride in both personal and organisational 
accomplishments. I truly believe focusing on people is one of the key 
drivers behind the success of my career so far. I believe in developing the 
people I manage and giving them a sense of ownership and belonging 
to the business we all work for. If people carry a sense of ownership of 
their jobs and understand their importance in the daily functionality of 
the business, they tend to put in the necessary work to ensure they carry 
their own weight for the business to run smoothly.

To ensure this, we have put in place Business Process Improvements 
that has People Development at its core and we continue to develop 
and maintain strategic business relationships with our customers and 
consumers at all levels, focusing on creating value for our mutual benefit. 

www.hrfocusmagazine.com

Seth Adu-Baah, EMBA, FCCA
First Ghanaian Managing Director, 
The Coca-Cola Bottling Company of Ghana Limited

13



 His Leadership | HR Focus Magazine14

www.hrfocusmagazine.com

HRF: You have garnered some experience in 
different parts of Africa. How has this impacted 
who you are?
S Adu-Baah: I have always been interested 
in understanding the way decisions are 
made concerning the political and business 
environment in other African countries.  Having 
the opportunity to work outside of Ghana in 
West Africa for over 14 years and other markets 
across Africa has equipped me to work in 
different cultures with different perspectives. 
I have a better appreciation of diversity and 
different viewpoints. This will enable me 
to better understand the challenges and 
needs within the market we operate, thereby 
responding and proffering solutions that win 
in the market place now that I am back home 
in Ghana. My time outside also enabled me 
to impact the communities I served in the 
sectors of health, WASH, childhood and higher 
education, and women empowerment, which 
are all sectors in grave need of support across 
Africa. I am motivated to do same in Ghana 
knowing that we have many social challenges 
that need addressing.

HRF: How did the HR function contribute to 
getting you to your current position?
S Adu-Baah: The HR Function has been 
extremely instrumental in my growth as an 
employee and an Executive. Through the HR 
function of the business, I was opportune 
to participate in various development 
trainings within the company and Executive 
training programmes in top Business Schools 
(London Business School, Cranfield School of 
Management, ESADE Business School, San 
Telmo Business School and many others – this 
not only improved my work ethics, but also, 
taught me new skills and strategic leadership. 
Apart from these trainings, I have also been 
privileged to gather some key learnings from 
other markets, as well as participate in senior 
level forums, meetings, classes, and seminars, 
which has exposed me to various styles of 
management, and broadened my scope as a 
leader. 

HRF: It is early days yet, but what one thing 
have you learnt from your position so far, 
which you would like to share?
S Adu-Baah: I have been back home at 
TCCBCGL for a little over a month now, and 
one thing that I have learned from my new 
team so far is that people are always willing to 
work hard and make the necessary sacrifices 
mandated to them if you, as a leader, are able 
to make those same sacrifices yourself. As a 
leader, you cannot ask the people you lead 
to do something you would not do yourself. 
It does not set the right precedence, and I am 
learning that and growing with my team daily.

YOUR LEADERSHIP
HRF: Tell us about a typical day as Managing 
Director of TCCBCGL.
S Adu-Baah: Well, I must start by saying that 
no day here is necessarily typical, as they all 

come with their own challenges that need to 
be addressed one after another. However, my 
usual routines involve reviewing and deciding 
on areas of focus, checking on the well-being of 
my direct reports and understanding the issues 
that need my attention for the day, attending to 
those issues in order of importance, touching 
base with HQ and Region Office, talking to key 
stakeholders where necessary, and making the 
needed decisions.

HRF: As an organisation, part of your vision 
is to “continue achieving sustainable quality 
growth” and to “maximise long-term return 
to shareholders while being mindful of [your] 
overall responsibilities,” what steps is TCCBCGL 
taking to realise this vision? How are you 
influencing this as Managing Director?
S Adu-Baah: We are realising this vision by 
ensuring that our people are well taken care 
of. I say people to generalise the people who 
benefit from us, and who we benefit from. 
That is the consumers, suppliers, distributors, 
the outlets that carry our products, and the 
people who work for us. We are serving the 
Ghanaian market to the best of our abilities 
to ensure that our beverages are available 
to everyone around the country at the most 
reasonable price, while also giving back to 
these communities we proudly serve by 
investing in sustainability initiatives through 
our corporate social responsibilities. In my 
capacity as Managing Director, I am working 
as hard as I can to ensure that we do not stray 
away from these values which make us the 
great brand we are, but rather do what I can to 
multiply all the wonderful works we are doing 
and continue to keep our people as priority. 

HRF:  Considering HR’s role in developing 
your people, in what ways do you hope to 
foster or create a synergy between HR and top 
management to achieve business goals? 
S Adu-Baah: In creating or fostering a synergy 
between HR and top management to achieve 
the goals of the business, we will continue to 
work with HR to put in place the processes 
to create the right work conditions that will 
empower all to deliver and make the right 
choices. We will encourage transparency, 
trainings and development, mentoring and 
understanding of the business and the people 
who keep it going. It is important that top 
management communicates openly with 
the HR to discourage any miscommunication 
between the two, and ensure that the needs of 
the top management, as well as the needs of 
the HR are being fully addressed as necessary 
by both parties. Finally, we will model the 
way through our words and actions—to 
demonstrate how employees should behave.

HRF: In what area would you say TCCBCGL 
has made the most outstanding contribution 
(CSR) and what new projects are you looking 
to initiate? 
S Adu-Baah: TCCBCGL has, over the years, 
invested in sustainable development in 

the communities we operate in through 
programmes such as, women empowerment 
and youth development, health and active 
healthy living (donation of medical equipment 
to health facilities, sponsorships and 
rehabilitating health facilities), providing access 
to potable water in deprived communities, and 
in education: providing educational materials 
and building a few facilities for learning. With 
all these amazing contributions, which has 
greatly impacted our communities, what I am 
most proud of as an employee of TCCBCGL is 
the joy we bring to our consumers with every 
taste of a cold bottle of Coca-Cola. Other than 
that, a new project we are working on, is a 
plastic recycling initiative that you will get to 
know more about very soon. 

HRF: What is your vision for TCCBCGL in the 
next 5 years? 
S Adu-Baah: I have so many plans in store. 
The first and most pressing, is to recover and 
grow our market share across all categories. 
As I previously stated, it is important to us at 
TCCBCGL to ensure our product is available 
everywhere it might be craved, so I intend 
to improve our presence and visibility 
outside of Accra and into the remote areas 
of Ghana. Through these plans, I intend to 
lead the profitability drive of the company 
and give back to the communities within 
which we operate by investing in sustainable 
development and initiatives. Another thing I 
wish to do is contribute in making TCCBCGL a 
preferred place to work – for this, I look forward 
to working closely with HR in making it a 
reality.  Lastly, I plan to build mutually beneficial 
businesses for TCCBCGL and our partners & key 
stakeholders (customers, suppliers, owners, 
etc.) that withstands the test of time even after 
my work with the company is finished. 

HRF:  What legacy would you want to leave 
behind in future and how are you working to 
achieve this? 
S Adu-Baah: Being the first Ghanaian to lead 
operations here at TCCBCGL has come with its 
own expectations and challenges, however, 
I plan to continue to be myself and remain 
true to my values, while pursuing everything 
I know will bring significant positive impact 
and expansion to the company and industry. 
I hope my commitment, work ethic, and my 
story remains an inspiration to the youth, 
so they understand what results hard work, 
dedication, and passion can yield. I hope that 
through my work and service at TCCBCGL, the 
youth are encouraged to see that having a 
vision, working hard, and practicing honesty 
and integrity pays in the long run. And last but 
not the least, as I did in Gambia, Sierra Leone, 
and Liberia, I hope to leave a lasting impact in 
the community that keeps the flag of Ghana 
waving high above ground.



The HR team at The Coca-Cola Bottling 
Company Ghana Limited (TCCBCGL) is 
the wind behind the sail. Their goal is 

to lead and partner with the management 
team on employee related issues whilst 
delivering on HR services such as Talent 
Management, Business Partnerships, Total 
Reward, Employee/Industrial Relations, as 
well as Internal Communication on change 
and cultural rejuvenation. The team is well-
integrated and efficient, providing structure 
and innovation through strategic partnership 
and engagement with all departments, and 
ensuring that people strategy is aligned with 
the overall business strategy.

Angela Abraham, HR Director of TCCBCGL, 
shares some more snippets about the HR 
Team, and the broader perspective of the HR 
function at TCCBCGL. 

HRF: One of HR’s role is to develop its people 
to achieve business objectives, what strategies 
have you put in place to develop your staff and 
maintain the right fit for your organisation.
Angela A: We have developed robust Training 
Plans and Talent Management Initiatives that 
address all developmental needs, bridge 
capability gaps, as well as groom young 
talent and high potential employees into a 
talent pool  that ensures business continuity, 
whilst providing talent for new positions, both 
within and out of the country – with the larger 
group, Equatorial Coca-Cola Bottling Company 
(ECCBC) – in the West Africa Region.  

HRF: What is TCCBCGL’s Corporate Culture
Angela A: Our corporate culture is to achieve 
sustainability through diversity and leadership 
in products, packaging and pricing, encourage 
passion, excellence and accountability in our 
people, and develop winning teams.

HRF: At what stage in an employee’s life 
cycle will you consider career development 
necessary.
Angela A: From the very first day they become 
a part of the Coke Family.  This is planned and 
reviewed bi-monthly during the 6-month 
probationary period through our robust 
appraisal system and subsequently, bi-annually 
to enable continuous improvement. 

HRF: What will you say are some of the 
challenges and issues the HR department face 
on a regular basis and how do you deal with 
such.
Angela A: Aligning the employee and 
especially our unions’ expectations with the 
reality of the business.  However, through 
a social partnership approach and with 
regular engagements, open-door system and 
transparency, we have win-win dialogues 
during negotiations.

HRF: TCCBCGL has the vision to “be a great 
place to work where people are inspired to be 
the best they can,” and to “ be a highly effective, 
lean and fast-moving organisation,” how is the 
HR function working to achieve this and what 
have you done in the past.
Angela A: Most of our talent management 
programmes, technical and QOESH trainings 
are specifically designed to fit our purposes 
with strong emphasis on on-the-job training to 
strengthen the skills of employees, especially 
our sales force for effective trade executions. 
This is all done in alignment with a strategic 
business plan and managed effectively within 
approved budgets.

HRF: What Human resource policies has 
TCCBCGL put in place to ensure employee 
safety and well-being, and to keep staff 
motivated.

Angela A: Our QOESH Team handles all safety 
issues at the work place. However, our HR 
activity plan includes many programmes that 
address employee health and safety such as 
our annual Health fair, planned leave days, 
annual medical screening for employees with 
high risk roles and, our annual Family fun day 
for staff and their families to relax and stay 
motivated. Our staff benefits, and monthly 
incentives are also major drivers for motivation.

HRF: What has been HR’s contribution to the 
Coca-Cola brand as a whole?
Angela A: TCCBCGL prides itself as having one 
of the best trained manufacturing professionals 
within the industry. 
We also passed the Supplier Guiding Principle 
(SGP) audits - ‘A Coca-Cola International 
Quality Audit.’ The HR team ensures that all our 
third-party service providers always meet the 
requirements under the SGP which is, abiding 
by all statutory requirements and the Ghana 
Labour Law.  HR leads in conducting periodic 
mock audits and constant engagements 
with our suppliers to ensure that they remain 
compliant.

HRF: So, what do I do when I want to be an 
employee of TCCBCGL.
Angela A: Monitor our page on LinkedIn, 
apply for the job that is commensurate with 
your qualifications, and experience. These are 
key to shortlisting our candidates.  If you are 
contacted for an interview, just be confident, 
articulate, and have the right ATTITUDE.

I wish you the best on this quest; we are a great 
family to belong to… The Coke Family:)

Leading a Robust
HR Team Angela Abraham

HR Director, TCCBCGL
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Writer, blogger & 
professional marketer

FocusGuardYour
by Daniel Dunoo

I once heard a brief yet profound quote 
which impresses me all the time - “Where 
focus goes, energy flows.” This quote can be 

attributed to each person’s output in life. 

My personal experience
As a writer, an unproductive season in 
my career is when I get distracted by 
multiplicity of competing responsibilities 
and pressures. During such periods, instead 
of channeling my energy towards meeting 
deadlines, marketing my services, attending 
to assignments, and creating quality content 
for my blogs, I end up doing otherwise. 
Whenever distraction sets in, my creativity, 
passion and motivation spots are always 
at their lowest. I have realised this trend is 
negatively impacting my revenue generation. 
Conversely, during my productive season, I 
remain focused on the task at hand, and this 
has a direct bearing on my performance.

When distraction sets in 
One’s focus becomes zero after yielding to 
distraction. Distraction is relative and may 
come in varying forms and degrees. Usually, 

people get distracted during work; while 
seated behind the desk at work, their minds 
are miles away. 

Some employees are known to make mistakes 
in the course of performing their duties. The 
reality is that some of these mistakes happen 
because an employee got distracted by either 
a work-related or non-work related challenge. 

The point is that, once distraction gets in 
the way and we get comfortable with it, 
we are faced with the consequence. For 
instance, Nana Yaw, never meets deadlines. 
He frequents social media sites with the idea 
that the scheduled date is far ahead. He ends 
up giving flimsy excuses when it is time for 
submission. 

 Focus is vital
In virtually every facet of life, including the 
pursuit of personal development, relationship 
building, and career related goals, focus is 
vital. The efficacy of focus is projected so 
beautifully in Alan Pariser`s assertion: “The 
sun’s energy warms the world. But when you 
focus it through a magnifying glass it can 
start a fire. Focus is so powerful!”  

The acronym F.O.C.U.S can make a world of 
difference in your chosen field of work. 

F – Follow, O – one, C – course, U – until, 
S – successful (Follow one course until 

successful). Following a similar train of 
thought, Timo Kiander opined: “So rather 
than trying to do too many things at once, 
switch over to a mindset of focusing on just 
one thing while you are working.” Guard 
your focus. Do not give up on your career 
pursuits. Admittedly, there will be occasions 
where you will be tempted to take a detour. 
Maintain your focus nonetheless.

Do you want to climb high the corporate 
ladder? Do you want to invest in building 
your knowledge, skills and competences? 
Do you want to be better at your job? Are 
you working towards meeting a sales quota 
or exceeding it by a certain margin? Are 
you working towards meeting a particular 
deadline? If your answer to any of the 
questions asked  is in the affirmative, you 
must guard your focus with passion. It is 
important that you maintain your focus in the 
pursuit of your goals, dreams and aspirations. 
Maintain your focus on the task at hand and 
you will most likely see signs of progress in 
your career pursuits.

“The successful warrior 
is an average man, with 

laser-like focus.”
Bruce Lee
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The word ‘Tyrant’ sends various images 
when mentioned; none of them a 
pleasant picture. But as an employer or 

a key-decision maker in a business, will you 
be ready when the tyrant strikes? According 
to Wikipedia, “A tyrant is an absolute ruler 
unrestrained by law or person, or one who 
has usurped legitimacy.” A tyrant is often 
described as a cruel person.

“The customer is King,” and the customer is 
always right are business mantras that have 
been around for quite a while. In various 
parts of the world including Ghana, efforts 
are continuously being made to exceed 
customer expectations while increasing 
profitability through various methods. What 
happens though when the ‘King’ turns tyrant? 
A tyrant customer can end up terrorising and 
oppressing your employees with abusive 
words and even physical abuse.

The question I ask is, are Ghanaian Human 
Resource policies silent on these? Are 
there procedures in place to prevent such 
occurrences and even address them when 
they happen? Are these incidents addressed 
or dismissed as ‘mere’ occupational hazards? 
The king turning tyrant is not hypothetical. 
For example, on 10 November 2017, the 
Daily Mail Online featured an article where 
a ‘crazed’ woman jumped over a Burger King 
counter and began hitting and slapping 
an employee of the company. In another 
incident, a customer attacked a staff because 
he did not like the milkshake he was served 
with, and in yet another incident, a customer 
attacked an employee because he wanted 
the air conditioner turned down because he 
was feeling hot.

I was impressed once when I walked into a 
company which had a notice that implied 
that the company was prepared to serve their 
‘Kings’ to the best of their abilities, however, if 
the King (customer) turned tyrant towards the 

company’s ‘front liners,’ the necessary action 
was going to be taken. Employees working 
in such an environment would be ready 
to give off their best (all other things being 
equal) knowing that their employer ‘has their 
back.’ This is in contrast with a company that is 
silent on such matters and thus an employee 
would be unsure of their fate if any abusive 
incident happened to them. 

In most cases, the question is, “Who gets 
blamed: is it just one of the people in the fight 
or both?” Who should be liable for any injuries 
or damages? Should the employer have 
provided better security or done something 
else to prevent the attack?

Unfortunately, all too often, the person who 
has been attacked is disciplined right along 
with the attacker. This is particularly true if the 
attacker is a customer or client, in which case 
the employer often dismisses the employee 
to mitigate possible liability.

As efforts are made to serve external customers 
and improve upon services and products 
in Ghana, my view is that organisations and 
HR practitioners should also look keenly and 
closely at policies and procedures that would 
create a balance and a win-win situation 
between the organisation and customers, 
internal and external. As external customers 
are served, internal customers should also 
be protected to enable them give off their 
best. The organisation should not falter either 
way lest they end up raising and harbouring 
internal tyrants. The Golden Rule would apply 
here as well. Finally, 
to use the words of 
Stephen R Covey, “Always 
treat your employees 
exactly as you would 
want them to treat your 
best customers.’’

King
TurnsTyrant
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HRF Tips:
The legal issues involved with discipline 
or termination following a fight can be 
very complicated and vary widely from 
one jurisdiction to another. Employees in 
unionized workplaces should immediately 
contact their union representatives. Those 
in non-union workplaces may face a more 
untenable situation, in that they might be 
disciplined or terminated whether the fight 
was their fault or not. 

Whenever an attack occurs, the first thing to 
do is call the police. Even if the attacker has 
left the scene, creating an accurate police 
report can go a long way to establishing 
your rights in both criminal and civil cases. 
Also, talk to any witnesses, get their take on 
what happened, and collect their contact 
information in case you need to call them 
as witnesses later.

Once you have left the scene, contact an 
attorney. A lawyer will be able to advise you 
about your legal rights in the situation, help 
to shield you from possible liability in case 
the attacker said you started the fight or 
injured him/her while defending yourself, 
and guide you through the entire legal 
process from making your demands to 
collecting your final judgment.

Source: www.hg.org

Career Coach/Trainer, 
Corporate Life Consulting



Have you ever wondered why someone 
would attend a cocktail, seminar or 
wedding without interacting with 

anyone and then say, “The people are nice 
just that I was shy to approach them?” We 
would have to talk about shyness in another 
publication and provide strategic ways to 
overcome it.

Not long ago, I was privileged to be recruited 
to join the Global Shapers community of the 
World Economic Forum, Accra Hub (www.
globalshapersaccra.org) where I serve as 
the Assistant Project and Fundraising Lead. 
This opportunity came because I took 
advantage of a friend’s post on Facebook, 
which advertised the opening to recruit new 
members into the hub. A year down the line, 
I have interacted with many professionals and 
colleague hub members, who have given me 
the opportunity to learn a thing or two from 
them professionally. I have also developed 
cordial relationships with people from various 
professional backgrounds. 

A lot of times, people get the opportunity to 
interact with CEO’s, Managing Directors, and 
entrepreneurs but they fail to ask the right 
questions at the right time. This makes it 
difficult to unlock certain opportunities that 
could be made available. 

Here are a few tips to consider on how to 
leverage your network to make a positive 
impact in your society and in your business. 
First, let us understand what leveraging means. 
“Leveraging is the ability to use something 
to a maximum advantage” according to the 
Merriam Webster dictionary. For example: 
Organising a cleanup exercise and asking 
people to volunteer. To this extent you become 
more efficient and accountable for the actions 
you take. Do not forget to maximise the 
resources you have to benefit others, especially 
if it is possible to do so.

A question to consider is why should you 
leverage at all on whatever project you are 
working on? 

• Leveraging is the key to going beyond 
what you already have. Just like a crowbar, 
leverage allows you to harness the power of 

good positioning and strategic application 
of energy to move mountains.

• 
• Economic growth: Your workforce is the 

most valuable asset. The knowledge and 
skills they have represent the fuel that 
drives the engine of the business. Learn to 
leverage that knowledge. 

• Industrialisation:  In the era where industries 
are springing forth, sometimes, some 
smaller manufacturing companies can just 
grow by following similar core strategies 
their competitors use. Trying to maximise 
your potential to make impact has a lot 
to do with networking with people and 
sharing ideas. Quite recently, I read a viral 
article that stated that certificates and 
grades alone do not define your future but 
networking with the right people along the 
line and learning to improve on what you 
already know keeps you ahead. 

Networking is a process that fosters the 
exchange of information and ideas among 
individuals or groups that share a common 
interest. By sharing ideas, people find their 
business partners, life partners, co- founders 
and many other prospects. 

It is always advisable to define the scope of 
what you want to know before approaching 
people. Put your ideas in shape. 

Even as we are encouraged to share our ideas 
with people, we are faced with challenges 
such as;

• Individualist approach: let me do it alone 
always

• Misappropriation of resources: no checks 
and balances

• Trust issues: having a hard time trusting 
company A + B

We must not relent on sharing that billion-
dollar idea with a prospective investor despite 
the fears of the unknown.

These approaches are the surest way to 
maximise your social network to make a 
positive impact in society or in business. 

• Strategic partnerships: Most often, 
companies have strategies in place to 
check the outcome of any project they 
embark on. Sometimes, you can save a lot 
of money, time and resources, if you find 
some organisations that share similar vision 
with your organisation.

• Team work:  This is a no-go area for some 
people. However, you are likely to meet 
someone who would be interested in your 
idea and hence, would want to feature 
the concept to make it more feasible 
and influential. It is necessary to learn the 
nitty gritty of working in smaller groups/
teams to harness the ideas of other team 
members to make an impact.

• Volunteering: Another effective way to 
make lasting impact is to volunteer an hour 
or more towards a positive cause in society. 
People get recommended for a demanding 
role just because they have devoted some 
time to learn, assist and guide a group of 
people on charity work. Volunteer today! 

• Investment: People fail to invest in 
something worthwhile. I recently gathered 
from my colleagues at work that investing 
money in a talent/ business with your 
business partner boosts your level of 
confidence and creates more platforms for 
others to learn from you. Sometimes, you 
might not be aware of the impact you want 
to make if you fail to invest in something 
that brings you so much fulfillment.

If you decide to go along and practice these 
4 nuggets, your year would be fruitful. Let 
me borrow the words of George Soros, a 
Hungarian-American investor and business 
magnate. – “It is much easier to put existing 
resources to better use than develop resources 
where they do not exist.” 

Be resourceful and 
leverage on your social 
network to make a 
positive impact in 2018 
and beyond.

Leverage on Your 
People Network 
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by Prosper Tonyi

Founder,
Proswrites Foundation



She describes herself as passionate, reflective and curious. Her fondest memory 
of her childhood is the close bond that her family shared. For a family that had 
five girls, her parents were great at motivating them to be better versions of 

themselves. She describes her mother as her role model, and her father as a man who 
believed in dialogue; a family trait that encouraged them to challenge themselves 
positively without being judgmental, but rather find a balance and strive for the best 
in every situation. “There was no right or wrong answer at home – in everything, be 
it cooking, board games, exchanging serious dialogue together, it was always about 
trying to find a common ground and listening to the other person’s view point,” she 
says.

Benneh-Amponsah 
Mrs. Amma
HR Executive - MTN Ghana,
HR Practitioner of the Year – HR Focus Awards 2017

Award
Winning
HR
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Mrs. Amma Benneh-Amponsah joined 
Scancom when the brand name was Spacefon, 
now MTN Ghana, a company currently 
numbering over 2,000 workers (permanent 
and non-permanent staff ). Though she was 
not interviewed for an HR role, she was advised 
by one of her mentors, who thought she 
would fit perfectly into the HR environment; 
an advice she followed. 
    
Today, she is the HR Executive of MTN Ghana 
and the HR Practitioner of the Year 2017 – HR 
Focus Awards.

Early Days and Leading  
“At that time, the HR responsibilities reported 
in the Admin Function. I started reporting to 
the Head of Admin of Scancom (Spacefon) a 
few months after joining the business and 
he gave me the opportunity and freedom to 
build an HR function that would work for the 
organisation at the time. We were not this big 
an organisation and the person I reported to 
was a Finance person by training.  I will say, I will 
say I have been fortunate to have worked with 
Managers who believed in me and believed 
in people management and the impact of 
effective people management structures on 
organisational growth and the bottom line.”
“I suppose my personality has evolved a lot over 
time and I am grateful for the role my career has 
played towards this.  As direct and forward as I 
may want to be, being in a leadership role, and 
especially an HR leadership role behooves you 
to apply a lot more diplomacy, be reflective, 
and to listen before speaking.” 

“As a personal philosophy, I believe strongly 
in being a better version of oneself every time 
and it is one thing I always strive towards. I 
tend to reflect on where I am and what I can 
do differently, going forward. I also believe in 
being true to one’s self. I will say this has shaped 
my leadership style a lot. I believe everyone has 
a relevant part to play in a team.  My leadership 
style is predominately defined by that. Your 
team members will push you, challenge you 
and bring out the best in you only if given the 
opportunity. For this reason, I endeavor to be 
democratic in how I lead, and solicit their views 
on our projects for the best outcomes.”

MTN’s Unique HR Function
“The HR function in MTN is positioned to 
be a business enabler: one that sustains a 
culture that promotes productivity, enterprise 
employees and results within the organisation.  
It is nice to have fun as a business, but if that 
does not translate into business performance, 
you would have failed as an HR person and 
leader.

We are deliberate about resourcing and we 
ensure the right people are attracted into 
the right roles. This is only possible when the 
design of your organisation is right, you deliver 

a solid employee value proposition that goes 
beyond pay and continuously enable, energize 
and engage your employees throughout the 
eight (8) hours they spend at the workplace.” 

“In every adult relationship, the bottom line is 
transparency and I think we should bring the 
adult relationship into the workplace. Every 
employee is an adult and it is important that 
you treat them as such. One thing we do well 
here at MTN is, nothing is taboo. We promote 
candor and enable our employees to be 
candid and challenge the status quo.” 

“We promote two-way communication and 
transparency.  When there are issues, we do 
not talk about it in the corridors. We have 
structures and feedback loops that employees 
can use to voice their concerns.  One of such 
initiatives is our HR Clinic that provides a safe 
environment to discuss employee concerns 
similar to consulting with your General 
Practitioner. We strive to engage employees 
proactively as well.”

A lot of our innovations have come from 
employees, and feedback rate to our internal 
surveys do not go below 98% because 
employees believe something will be done 
about their responses.”
 
“MTN operates a very flat structure.  There are 
no excess layers and employees at all levels of 
work see themselves as leaders; self-leadership 
is very evident.  It gives me a lot of joy to see 
that employees are more responsible for 
operations as they tend to take more pride 
in the company’s success. This is one of the 
reasons why I love working here. I eat in the 
staff canteen every day, and one thing I love 
about that is the conversations I get to have 
with employees across the various functions 
and levels of work.” 

Amma’s Management Model and Philosophy
“Given the opportunity, everyone can attain 
what they want to, and I encourage diverse 
ideas and creativity from the team as opposed 
to trying to steer the ship alone – that is how 
I have managed and it has worked for me. HR 
teams are usually small compared to other 
functional teams and we do not normally 
have the luxury of having many specialists. 
To deliver results, I have endeavored to 
empower my team by promoting continuous 
development and exposure to cross functional 
projects. We have a defined partnership model 
and employees of the organisation are a key 
partner and stakeholder of the HR Team.”

Amma - A Champion of Change
“The nature of our business lends itself to a 
lot of change, and at a very fast pace, to meet 
customer needs.  Considering the industry, 
agility becomes very important and we are 
constantly enabling people, process and 

technology change.  Every change in process 
comes with getting people to think and act 
differently, because every change deals with 
and impacts people. Many are the changes, 
but similar principles apply.”

We have realized that self-leadership and 
employee engagement drive an ownership 
mentality and decision-making in this business. 
Our employees spend a minimum of eight 
hours at work and they should be energized by 
their work environment, the actual work being 
done, and their work enablers. Employees 
should want to show up to work.”

A vibrant employer brand – Finding the 
perfect fit for the organisation
“Our employer brand is primarily what our 
employees say about us. Every employee is 
projecting the MTN brand and we strive to 
make MTN a great place to work.  You can 
only showcase what you have.  Firstly, we 
care about the experience our employees 
have as MTNers from the minute they step 
into the office.  Ensuring that employees see 
our brand values come to life is important to 
us.  Secondly, fostering a culture that makes 
people come to work and enjoy the work that 
they must do enabled by the right tools and 
people managers is key and finally, treating 
people as human beings – treating them how 
you would want to be treated. That is the H 
in human resources.  Creating policies and 
practices that you will want applied to you.” 

“For potential employees, we look for a fit to 
the MTN culture.  Our interview process is 
very rigorous and as an HR professional, it is 
one HR process that I still find daunting.  You 
have about an hour to decide on behalf of 
your organisation.  Wrongful recruitments are 
a huge cost and risk to any organization.   We 
look out for people who can lead themselves, 
are results oriented, customer centric and a 
fit to the MTN defined vital behaviors.  MTN is 
what it is because of the people we have.” 

Dealing with an employee who is not 
culture aligned or not performing
“MTN has a defined code of conduct and 
it is available to employees. If an employee 
breaches the company’s code of conduct or 
acts in an anti-culture manner, the process is 
applied.  We have in place a formal grievance 
process as well that ensures a structure for 
all employees to raise any work related or 
impacting grievance they may have against 
another employee regardless of the level of 
work.”

“With regard to performance management, 
expectations are communicated clearly, and 
performance contracts are agreed on.   We 
believe performance should not be assessed 
at the end of the year only, and prioritise 
continuous performance management. Where 

www.hrfocusmagazine.com
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an employee is struggling, it is the role of the line-manager to equip them to do their best 
and HR recommends interventions to improve performance including development, 
mentoring, coaching, project exposure, etc.  Where the employee is unable to improve 
their performance after interventions have been put in place, the company’s policy on 
nonperformance is applied.

“We keep high performing workers who fit into the organisation, buy into the vision and 
mission of the organisation, and are living and working by the code of conduct of the 
firm.” 

On Emerging HR Practitioner of the Year – HR Focus Awards 2017
“Thank you very much. It was a very humbling experience, receiving that award. I came 
into the function to enjoy myself, as we always look forward to HR Focus programmes; 
they are fun despite the suspense associated with awards. That award was one that really 
humbled me and made me realise that there is a lot more responsibility on me within 
the HR community; to be a positive role model. There is the motivation to continuously 
improve oneself.”

Amma’s Personal Projects 
“I have four children under 18 years and that is a personal project in itself.  I 
devote time to family and religious projects. I also do a lot of mentoring, and 
I am passionate about women-related initiatives because I think it is an area 
that needs a lot of support.” 

The Future of HR in Ghana
“I look forward to a future where HR is proactively enabling business 
with structures that empower, energize and engage employees, 
where the employee experience is prioritised at every touch point, 
where technology is deployed for better employee self-service, 
where data is used for decision making, and last but not the 
least, a function that promotes the hearts and minds within 
the organisation.” 

Amma’s Legacy 
“I ask myself these questions a lot.  What difference am 
I making? What is the long-term value of my role and 
what unique contribution will I be remembered for?  
Being deliberate about my organisations’ culture, 
embedding the right values and approaching 
people management and practices from a 
perspective that guarantees and sustains MTN’s 
financial health is very important to me. What I want 
to be remembered for is an executive who enabled 
other executives and the entire organisation to be 
better versions of themselves.” 

Mrs. Amma Benneh-Amponssah has an Executive Education from 
Columbia Business School, an MBA from Coventry University, and a BSc 
Administration from University of Ghana. At the HR Focus Awards 2017, her 
HR team also won awards for Best HR Management in Telecommunications 
and IT, Best Organisation in Organisational Culture, Best Organisation in HR 
Information Systems, Employer of Choice, Overall Best Organisation in HR 
Practice.

Be true to yourself, that is about 
the only person you know.

Amma Benneh-Amponsah
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 I feel disrespected

Hi HR,
There is this colleague at my workplace, who I interact with when a task 
needs to be completed even though he is not in my department. He 
acts very cold towards me and does not accord me the same respect I 
give him. He gives me cheeky answers publicly even when it is a group 
discussion. My boss does not seem to care because they are related.

Generally, there is this strong bond between employees so my two year-
stay in my organisation has been great, but my hurdle is his behaviour. 
Their department and mine work together so there is no way I can 
ignore him. 

I am thinking of reporting his behaviour to the HR Manager, but I do 
not want to get into my boss’ bad books, considering that he looks 
on unconcerned at his nephew’s behaviour.  I tried confronting my 
colleague once and this made issues worse. What do I do?

Yours faithfully,
Kofi

Hello Kofi, 
 
In a perfect world, all work colleagues would get along, but there are 
different types of people in the workplace, some of them unpleasant. 
Your colleague’s behaviour does not help team cohesiveness. If you 
have not already told him how his actions are affecting your work, I 
suggest you do so - Stay calm, speak firmly and be very polite during 
your conversation – this approach models the respectful behaviour you 
will like to see. Be very clear about what the abusive behaviour was and 
explain explicitly what you expect in the future. For all you know, he 
does not know how his actions are affecting you. It is also possible there 
is something you might have done in your line of work to grieve him: 
find out and apologise. However, if these actions do not yield any result, 
talk to your boss about it and if no action is taken, report the issue to 
your HR department -  make sure you have evidence on his behaviour 
- document each occurrence; write down the date, time and what was 
said, as well as how you responded. Consider recording the episodes 
if appropriate – most organisations have regulations that cover how 
coworkers should behave towards each other. I believe these steps will 
help solve the issue. All the best.
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Ghana’s first and only Human Resource 
magazine and organizers of the 
HR Focus Conference & Awards, 

has organised yet another HR interactive 
programme dubbed: “CEO&HR: A Business 
Love Story.” The event brought together CEOs 
and HR professionals to engage in discussions  
on the theme: Developing the perfect synergy 
between CEO and HR.

Th event saw HR practitioners and CEO 
across various industries share perspectives 
and deliberate on how to maximize the 
contribution of HR in the achievement of 
overall business objectives. 

The keynote speakers’ speeches empowered 
CEOs to speak the language of HR by 
mastering the three pillars of strategic HR: 
Talent, Technology and Analytics to inform key 
business decision-making.

The first speaker, CEO of Drivers’ Vehicle 
Licensing Authority (DVLA), Dr. Kwasi 
Agyeman-Busia, touched on the general roles 
of the CEO and mentioned some instances 
they could foster work ethics through cordial 
relationships with their HR departments and 
other immediate managers. He said, “When 

the CEO and the HR leadership are in sync and 
using collected data by the HR department: 
the impact of the workforce on business 
results, the business is able to make better-
informed strategic decisions. He added that 
too many CEOs know what they need to know 
about finance and operations but not what 
they need to know about talent.

Mr. Agyeman-Busia identified that what CEOs 
require from HR departments is for HR to 
proactively help find and hire those who are or 
will become ‘industry stars,’ stating: “A true HR 
leader must help market the company in a way 
that attracts the best talent in the industry.” 
“Recruitment is a continuous and diligent sales 
process, he added. He advised HR to match 
talents and resources to business strategy.

The HR Executive of MTN Ghana, and HR 
Practitioner of the Year 2017, Mrs. Amma 
Benneh-Amponsah was the second speaker. 
She emphasized the fact that HR can be 
empowered to contribute significantly to 
business growth through talent acquisition 
and development, and data analysis. She stated 
that before the HR department becomes 
relevant in a business, “your processes must be 
attached to the people. Detached processes 

will never have you seen or heard in your 
organisation,” she said.

Mrs. Benneh Amponsah touched on the need 
for collaborative workplaces, progressive work 
environments and emotional intelligence at 
the workplace. She reiterated the need for HR 
to understand the strategy of the business 
and the long-term positioning of the business. 
She encouraged all HR heads present to go 
beyond the ordinary to place their companies 
on a higher pedestal by looking out for the 
needs of their staff and the business.

As part of the programme, there was an open 
forum session which brought to the fore 
further insights about the unique benefits 
organisations can garner from a collaborative 
CEO and HR relationships. 

The programme ended with the CEO of L’AINE 
Services, Dr. Mrs. Ellen M. Hagan encouraging 
all to put into practice all that have been 
shared in their workplaces. 

CEO&HR: A Business Love Story took place on 
the 14th of March, 2018 at the Golden Tulip 
Hotel, Accra.

HR Focus Organises an HR 
Interactive Programme - 

CEO & HR:
A Business Love Story



Ladder to

Leadership
Development:

Leadership is highly situational and so is 
Leadership Development.  So, let me start 
with the caveat:  the following perspectives 

on leadership development are directed to 
the context in which I primarily practice: the 
African continent.  The opinions expressed may 
not be relevant to the situation found in North 
America or Europe. I am, of course excited to 
write something on leadership primarily for 
the African context because too often, I read 
wonderful books and articles from the “West” 
but I am left scratching my head wondering 
how to apply it to my context.  That, however, 
is the subject for a different article.  Today, my 
focus is on leadership development in the 
African context: What goes wrong? What we 
need to do differently?

1. We assume that a display of technical 
competence is sufficient for a person to 
display effective leadership.
Too often, I encounter men and women 
who have been promoted into positions 
of leadership without having the requisite 
development in their leadership capabilities.  
Someone is fantastic in sales, before you know 
it, they are promoted to Sales Manager.  There 
is an underlying assumption: that because 
the person is technically good at their job, 
they can lead others.  The difficulty is that 
leadership requires a radically different set of 
competencies.  

• What we need to do differently is to start 
developing our staff for leadership even 
before they assume formal management 
or supervisory roles.  Furthermore, we 
need to send the message that leadership 
is everyone’s business, not just those with 
titles or formal management positions.  
In this respect, everyone, not just formal 
leaders, should be provided with some 
basic capacity development in leadership. 

2. We assume leadership competency 
develops with experience.
Once in the job, we continue to promote 
employees to even greater levels of seniority 
without systematically strengthening their 
capacity as leaders.  The assumption is that 

they will learn from experience.  Unfortunately, 
experience is not always the best teacher.

• What we need to do differently is to 
provide managers with periodic leadership 
development training regardless of their 
years of on-the-job-experience.

3. We confuse acquisition of knowledge 
with learning. 
Companies and organisations that provide 
their managers with leadership training often 
send them to executive education academic 
programmes at different universities.  These 
programmes can be very useful in exposing 
participants to the latest thinking and theories 
about leadership. However, acquisition of 
this new knowledge should not be confused 
with true learning.  The latter happens when 
managers are supported to put the knowledge 
they have gained into practice.   

• What we need to do differently is to 
complement formal academic programmes 
with support to managers to practice what 
they have learned.  Coaching is a powerful 
tool in this respect. Unfortunately, it is too 
often underutilised in our region. 

4. We pay insufficient attention to 
emotional intelligence.
For over a decade now, research and evidence 
has demonstrated why emotional intelligence 
is vital to effective leadership. In our region, 
however, the conversation about emotional 
intelligence and how it affects leadership is 
only now gaining momentum.  Thus, the few 
existing leadership capacity development 
initiatives provided tend to focus on strategy, 

skills and aspects of the business with 
insufficient attention to the soft skills related to 
emotional intelligence.

• What we need to do differently is to 
incorporate emotional intelligence 
competencies into existing frameworks 
for recruiting, developing and evaluating 
leaders. Furthermore, we should ensure 
that our leadership development initiatives 
are centered on emotional intelligence 
with the ability to lead self as a pre-requisite 
to leading others.

5. We treat leadership development as an 
event; not a journey.
Strengthening one’s leadership ability is a 
lifelong journey. It is not something you learn 
after one course or training event. Too often, 
however, we offer leadership development 
only once to an employee and happily tick 
it off after the relevant certificate has been 
issued for proud display in participants’ offices! 

• What we need to do differently is to 
recognize that becoming a better leader 
is a life long journey.  Thus, leadership 
development should be something that we 
offer periodically over time in a manager’s 
career not just view it as a one-time event.
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Ladder to
Wealth

Humans have an innate desire to be 
independent at a certain stage in life. 
This desire drives us to all lengths to do 

all kind of things. 

Indeed, money is very essential to life as the 
Bible rightly states in Ecclesiastes 10:19b: 
“Money answers all things.” It is good to have 
money and be able to provide and cater for 
one’s needs without depending on anyone. 
Creating and accumulating wealth can 
however, be very challenging and frustrating as 
it requires a great deal of patience, persistence 
and hard work.

In the book, The Richest Man in Babylon, it is 
said that “attaining financial independence is 
just like a tree that grows from a tiny seed. The 
earlier you plant the seed, the earlier the plant 
grows, and the more faithfully you nurture and 
water the plant with consistency, the sooner 
you will bask with contentment beneath its 
shade.” It stands to reason that the earlier one 
tries to attain financial freedom, the better. 

The following are tips that one could 
adopt:
• Be Disciplined and Determined
Determination is one of the keys to success. 
Before you set out for any task, you have to 
make up your mind to work towards the end or 
goal. Taking up the challenge to create wealth 
is not easy and requires the conscious effort of 
discipline and determination. It is required of 
you to be disciplined in spending. Thus, there 
is the need for one to have a personal budget 
to take note of all revenues and expenditure 
to help track where your money goes. This can 
be realised only if you are patient to see your 
money grow.  

• Build Up a Saving Culture
You can only save if you spend less than you 
earn. It has become very common in recent 
times for people to buy things to assume a 
certain class, impress, and feel accepted in 
society. You need to be disciplined to say ‘NO’ 
to most of these false social media offers and 
spend wisely. Deny yourself of some luxury 
in order to save. Do not wait to start earning 
a fat income before you start saving. Saving is 
a habit; if you cannot save out of the little you 
have, you cannot save when you have more.  It 
is best to cultivate the habit of buying in bulk 
to avoid impulse buying.

• Multiply your savings by Investing
Once you are able to save to an appreciable 
amount, you should immediately open an 
investment account and let your money start 
working for you. When investing, you need to 
bear in mind that you want to preserve your 
principal while growing it by earning interest 
on the principal. You need to know that a small 
return on a safe investment is more desirable 
than one with a higher risk. 

You need to put each coin to labouring; this 
will produce its kind and grow over time into 
a stream of wealth which flows constantly. 
Where you have little or no knowledge about 
investment, seek professional advice no matter 
the amount of money involved and know 
what you are investing in. 

• Develop leisure that does not require money 
spending 
Minimise spending as much as possible. 
Reduce hobbies that revolve around spending 
and identify things you enjoy that do not 
involve spending money. 

• Build extra sources of income
Earning income outside your job is another 
great way to gain more. Turn your passion into 
income by being innovative. What problem 
is there in your community that you are 
passionate to help solve? Start something that 
does not require so much capital and involve 
less time. For instance, start a blog. You can 
make use of social media to advertise your 
products and to help you sell. Do not be in a 
hurry to make big profits, you can consider 
freelance in your spare time. 

• Make your spouse your partner
This is often taken for granted. Your spouse 
should know and understand what you hope 
to achieve. Your partner, just like yourself, 
should stay disciplined and be investment-
oriented to better help you attain your goal. 

You would not want to be gathering while 
your spouse is scattering hence, the need for 
a partner who agrees with you. The Bible even 
confirms that with a question in Amos 3:3, “Can 
two walk together except they agree?”

It takes time to see your hard work yield results, 
but it will eventually happen. If you already are 
doing any of these and it does not seem to be 
working, change your approach, but do not 
quit. 

by Wendy Nyavor 

The
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Investment Analyst,
InvestEye Capital Partners Limited



I  have lived an unhealthy life for most of 
my years, though I did not know it was an 
unhealthy life for most of those years. I simply 

lived as those around me did. For this reason, 
as far back as I can remember, I have had to 
jump from one crash diet to another cleanse 
to another nutritionist-certified-lifestyle.  The 
problem; half of them were not effective or 
sustainable. It has been a grossly frustrating 
“yoyo” type of life. 

I have concluded that weight-loss and a 
healthy life are two very different things. 

Speaking from the perspective of someone 
who had unhealthy eating habits for most of 
her life, the focus needs to shift from quick-fix 
methods to sustainable, realistic, long-term 
efforts. Through my cyclic weight-loss filled life, 
I have learnt some things that I believe will be 
of help to you. 

1. Know your body
I had a lot of unanswered questions like ‘why 
me?’ and ‘what did I ever do to deserve this’ 
until I got to know my body. I took one of those 
random body type quizzes and got curious 
about the subject. When I spoke to my doctor 
about it, she confirmed that there are different 
ways in which bodies work. It could be from… 

• Genes: Genes set the basic parameters on 
a body’s metabolic efficiency. Hence, your 
genes play a part in your body’s efficiency 
or inefficiency to burn calories. If one of 
your parents is obese, you are more likely 
to be obese than someone who has 
parents of a healthy weight. 

• Metabolic Rate: Your metabolic rates are 
largely determined by how active you are. 
The slower your metabolic rate, the fewer 
calories you can burn.

• Eating Patterns: Families favoring high-
fat, high calorie foods are at a greater risk 

of gaining weight as opposed to families 
that serve smaller portions of lean meats, 
steamed vegetables and brown rice. The 
speed at which people learn to eat and 
the consciousness with which they do so 
are very important. People who eat quickly 
tend to eat more than people who eat 
slowly, as it takes a few minutes for your 
stomach to tell your brain it is full. 

• Exercise: Exercise builds lean muscle mass 
and burns up fat reserves. Muscles are 
very metabolically active. Adding muscle 
mass through strength training raises 
metabolism and makes it easier to lose 
weight. Strength training reduces the 
risk of accidental injury, improves bone 
density, helps with digestion, and assists in 
lowering blood pressure. 

2. Health is more Important
When the topic of health comes up, there are 
a lot of things to be taken into consideration. 
You have cholesterol level, blood sugar level, 
mental stability, and general wellbeing. 
Reducing your body fat to a particular level will 
not guarantee that you are healthy. Yes, it will 
eradicate a load of health issues if you are not 
obese, but I have met slim people who have 
skyrocketing blood sugar levels. 

It is necessary to put effort into taking care of 
your body on the whole than focusing only on 
your dietary management. 

3. Renew your mind
Many things are not learnt in school or at 
home. There are lessons you could learn 
through a movie, personal research or random 
conversation. Another aspect to health is 
mental health. Mental health (as described 
by the World Health Organization) is a state of 
wellbeing in which the individual realises his 
or her own abilities, can cope with the normal 
stresses of life, can work productively and 

fruitfully, and is able to contribute to his or her 
community.  

4. Stay focused
It is easy to drift away from your personal goals, 
especially if you follow food-related blogs and 
some social media accounts. Staying focused 
will help you walk the straight path of living a 
healthy life. If you do not live alone, you should 
know that others have different meal plans 
and eating schedules than you do. Having this 
in mind, you should be prepared to face these 
temptations and still eat right. 

There will come a time when you would rather 
sleep than workout, considering the workload 
you are facing in the lecture halls or at the 
office. Do not give in! Remember what I said 
about metabolism and keeping active? Keep 
yourself active constantly. 

I understand it could get frustrating or even 
painful to restrain from satisfying certain 
cravings or push yourself to start and finish a 
work-out routine – but stay focused and do it 
anyway!

5. Think healthy over thin 
This last one is really on my heart and is for 
emphasis. It goes specifically to those who are 
on (or should be on) one weight-loss journey 
or another. Keep your mind on being healthy; 
and by healthy, I mean all-round health and 
wellness as opposed to a quick-fix solution. 

Be positive and open to a complete lifestyle 
change if that is what it takes, but do not settle 
for the fastest means – it is 
usually unrealistic and will 
lead you back to where you 
began. 
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Health! 
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DO YOU HAVE ANY OF THESE?
How to Solve Common Employee Problems
HR wears many hats and one of them is 
smoothing out the “people problems” that 
inevitably arise in any organisation.

Whether advising managers on how to rein 
in their difficult employees, or having the 
problem thrown right in your lap, you must 
be prepared to effectively manage a host of 
personnel issues. 

Here is useful advice on some employee 
problems and how best to solve them:

Five-Fingered Freddy
Problem: Even honest employees who would 
never dream of stealing money out of the 
petty cash drawer may not think anything of 
occasionally taking notepads, a box of pens, 
blank CDs, and other office supplies home with 
them. Over time and over multiple employees, 
these items add up to big losses.

Solution:  Communicate that taking items 
of nominal value amounts to theft and is a 
disciplinable offense. 

Put theft prevention measures in place if 
you cannot count on employees to control 
themselves. Someone must be put in charge 
of conducting routine physical inventories and 
tracking supply use. Someone must also be 
tasked with approving supply requests before 
orders are put in. Finally, keep the supply room 
locked so employees cannot gain access 
without a member of management present. 
An alternative is to keep the supplies in a 
central location, in plain view, so it is obvious 
when someone takes something.

Constance the Complainer
Problem: An employee’s complaint-writing 
activities have started to noticeably eat into 
work time.

• Solution: You are not paying employees 
to complain, but that does not mean you 

can completely prohibit them from doing 
so during work hours. While your intent 
may be to get the employee back to work, 
it may look as though you are trying to 
silence a disgruntled employee. And that 
could run afoul of the National Labor 
Relations Act which protects workers’ right 
to complain about terms and conditions 
of employment. Make it clear that you 
are not trying to discourage him/her 
from voicing his/her complaints, but that 
he/she needs to keep up with job duties 
and that complaints can be written up at 
home. Advise employees on the proper 
way to file a complaint. Make sure they 
understand how and to whom complaints 
should be submitted.

Battling Bettys
Problem: Two employees just cannot get 
along. For whatever reason, they do not like 
each other. They refuse to interact with each 
other if they can help it, but sometimes it 
cannot be helped. The tension is thick enough 
to cut with a knife.

Solution: You cannot make them like each 
other, but as their employer, you can expect 
them to be professional, work to the best of 
their abilities and display a positive attitude. 
If you have determined that there is no basis 
behind their conflict that requires company 
intervention (e.g., bullying, racial animosity), 
and it truly is a personality clash, take no 
prisoners. The combative employees need to 
be sat down and told in no uncertain terms 
that they need to grow up and get over it, and 
if they cannot put aside their differences, they 
need to find new jobs.

Musical Mary
Problem: Says she works better while listening 
to music, so she wears headphones so she 
does not disturb those around her, but 
because she constantly has them on, she is 
difficult to communicate with.

Solution: Listening to music at work is a 
privilege, not a right, so you can impose 
restrictions for the good of your business 
operations. Require that employees:

• Keep the volume level low or keep just 
one earpiece in so that it does not hinder 
others from trying to communicate with 
them

• Remove their headphones when 
approached by any manager, employee or 
client, no matter how brief the exchange

• Not walk around the office, attend 
meetings or meet with clients while 
listening to their iPods

Bad Attitude Barry
Problem: An employee has been with the 
company for years and does excellent work. 
The problem is his extremely negative attitude.
Solution: Telling the employee he has a bad 
attitude is not enough: You need to point 
out specific behaviours and how they affect 
the workplace, make clear that they need to 
change, and provide a time frame for making 
improvements. Sometimes, an employee just 
needs to be heard and acknowledged. Once 
you have opened the door, you can approach 
the negativity problem from a “here’s a better 
way to deal with it” angle.

Of course, you must evaluate the validity of the 
employee’s negative feelings. If his complaints 
have merit, take the opportunity to fix the 
problem before others are affected. In some 
cases, though, you may have to just accept the 
fact that the employee is an overall unhappy 
person and no matter how far back you bend 
for him, he will never be happy.

Read PART 2 in the next edition and send your 
comments about your own experience to 
info@hrfocusmagazine.com

Source: www.inc.com

How to Solve Common
Employee Problems



Do I need a website, or social media is fine?
Anytime Website Development is mentioned, 
most people reply with this, “Why do I need 
a website, when I can just use social media 
to promote my business?” There is more to a 
website than social media.

Do you want to build a website that has 
numerous costs (domains, hosting, designers, 
SEO, updates, maintenance, and more), when 
you could just setup social media pages for 
your business on sites like Facebook, LinkedIn, 
Twitter, and Instagram … for FREE?

Benefits of Social Media to Small Businesses
Besides being free to get a business page 
setup on Social Media, there are also millions 
of users on the platform looking forward to 
interacting with you. When used correctly, this 
allows you to grow a following faster than you 
can imagine.

Here are some of the benefits derived from 
having social media pages for small businesses:

Requires Little or No Technical Expertise
Most of the platforms are easy to use, requiring 
no technical expertise. When creating a 
business page, there are straight forward forms 
to fill out. These forms usually ask for all vital 
business information in an organised and easy 
to follow manner.

Optimised for Search Engines
Due to the number of pages, the high amount 
of shared content, and the popularity of these 
sites, business pages on popular social media 
platforms are search engine optimised. Hence, 
the page shows up high in search rankings 
when someone’s searching for that particular 
business in search engines.

Marketing Tools and Integrations
Most social media platforms have great 
marketing capabilities and integrations. One 
can build an e-mail list, raise money, sell 
products and a lot more from the tabs on a 
Facebook page.

Most platforms have similar capabilities and 
the analytics of each platform continues to 
improve, allowing visitors to be tracked on 
pages, preferred content, and possible reach. 
This enlightens you on the positives and 
negatives.

What You Need to Know Before Building a 
Website for Your Business
Having a website built for your business is 
very different from the points made above, 
especially when it comes to cost. When done 
professionally, a website is going to cost more 
than setting up free social media pages, but 

the differences do not end there. Here are 
some things you will need to do to build a 
website for your local business.

Purchase a Domain and Get Website 
Hosting
To get started, you have to pay recurring costs 
for your domain and website hosting. The 
domain is the “address” where you will build 
your website (example: “yourbusiness.com”). 
Website hosting is the server space (the “land”) 
where your website will live.

Design, Development, and Technical 
Expertise
Since most small business owners do not 
double as website designers, you will have 
to hire a web designer to design, build, and 
occasionally update the website.

Even these “free” and “drag and drop” website 
builders require some technical and design 
expertise to end up with a site you will love.

Search Engine Optimization (SEO)
If you want your website to rank well in search 
engines for certain keywords, like your business 
name, it will require an understanding of 
some basic on-page SEO. If you do not know 
anything about SEO then you might consider 
paying someone to help you with that.

This is just the beginning of what it will cost to 
have a website, which is why so many people 
turn to social media. Why build a website for 
your business when you could use these free 
social media platforms to market your business 
online? The answer is, with a website you are 
100% in control.

Benefits of Having a Website
Be a Control Freak (You Need to Be in 100% 
Control of Your Online Presence)

As a business owner, would you rather:

A) Set up shop in someone else’s store (without 
a lease) OR

B) Own or lease a dedicated space for your 
business?

With the first option, you are at the mercy of the 
store owner. If they do not want your business 
in their store anymore, then you are now out 
of business until you find a new location. If 
they decide not to open up one morning, your 
business cannot reach its customers and your 
revenue will be affected.

However, if you own or lease, then you have 
much more control over your situation. The 
changes in someone else’s business will not 

affect whether you stay in business or how 
much it will cost to stay in business. The same 
is true for having a website that you control, 
rather than building your online presence 
solely on a social media platform.

Do Not Be at the Mercy of Someone Else
If you setup shop solely on one or more social 
platforms, your business is ultimately at the 
mercy of those platforms. They can make 
changes whenever they want, and you do not 
have a voice, even if it impacts your business. 
If that platform gets acquired and changed or 
shut down, you may no longer be able to reach 
your customers.

A great example is when many business pages 
were recently hurt when Facebook updated 
its algorithm, decreasing the reach of business 
pages. There was nothing businesses could do, 
except complain. At the end of the day, they 
had to accept the new rules and move on.

The same thing could happen on another 
social platform. YouTube could start charging 
you to store videos on their servers. Twitter 
could decide to become a premium platform 
where businesses have to pay to play. In either 
of these circumstances, if you do not pay, then 
you no longer get to communicate with your 
customers.

Your Website is the Hub of your Online 
Presence 
Like the store analogy above, you can have 
your own store and still set up a rack of your 
items in someone else’s store. Especially, if they 
offer the space for free. Not only do you control 
your store, you also get to use someone else’s 
space to market your items and make some 
sales. If they close, then you might lose a 
great marketing space, but you are not out of 
business.

NB -This is how you should treat social 
media.
Use social media as a marketing platform to 
drive traffic back to your website. Use that 
traffic to grow your email and customer list 
so you can communicate with them anytime, 
anywhere, on your own terms.

At the end of the day, it is much smarter to 
invest in something you own than to build on 
land that does not belong to you. Someday, the 
rules are going to change, and it could have a 
major impact on your business, if you are not in 
control. Therefore, we highly recommend that 
you invest in a website that you own and then 
use social media – and it has many benefits – to 
reach new audiences and grow your business.
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Social Media vs. Website
by Penuel Anoff
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How
Hackeddid I get

How did I get hacked? If you have asked 
yourself this question recently, I hope 
you can take solace in the fact that 

security experts are striving daily to find ways 
to detect and prevent attacks. The level of 
sophistication and novelty of cyber attacks 
continue to widen in scope. For organisations 
(whether large, medium, or small), these are 
worrying times because while technology 
serves as a catalyst for growth and productivity, 
it also creates vulnerabilities. The rates at 
which authorised access to private accounts 
and confidential information are breached 
daily are worth discussing. While some of 
these attacks are very sophisticated in nature, 
others require very little understanding of how 
systems work. Sometimes, activities of account 
holders create an opportunity for attackers to 
gain unauthorised access to accounts. Below 
we discuss some opportunities created by 
unsuspecting users that leave them exposed 
to attacks by hackers. 

1. Drive-by Downloads 
This is the unintentional downloading of 
malicious content by visiting compromised 
websites. These malicious files are placed on 
key pages of a website by attackers. As soon 
as the page is visited, browsers are forced to 
download these hazardous files. All of this is 
done without a user’s approval. When these 
files are downloaded onto your device, they 
stealthily grant access to an attacker. In some 
rare cases, antivirus software prevents users 
from visiting sites that are suspected to be 
compromised. Some recommendations to 
prevent this mode of attack is to purchase 
a highly-rated antivirus software, update 
your operating system regularly, look out 
for security prompts, and stay away from 
suspicious websites. 

2. Trojan Horse Attacks 
Have you seen the 2004 movie titled “Troy” 
starring Brad Pitt? You should – not only 
because it is a good movie, but it puts this 
section into perspective. Trojan Horse attacks 
occur when a compromised software is 
installed on a computer, including mobile 
devices. The software may be disguised as a 
game or a useful application. Upon installation, 
an attacker either gains unauthorised access 
to your device or releases viruses and worms 
onto a device. The software may be performing 
without any glitches. It is important to note 
that Trojan Horse attacks are not manifested 
only in software. They can be found in videos, 
documents, and other related files. Some 
strategies to adopt in order to prevent this 
mode of attack is to purchase a highly-rated 
antivirus software, update operating system 
regularly, look out for security prompts, and 
only install trusted software. 

3. Phishing Scam 
A few months ago, a friend received an email 
from a popular email service claiming he had 
ran out of inbox space. As such, a link was 
provided to request for additional space. When 
he clicked the link, he was asked to confirm his 
username and password which he keenly did. 
To date, I can confirm that he has not received 
a kilobyte of additional space. Had he paid 
critical attention to the header of the email and 
the links provided, he would have realised 
that the email was not from the purported 
email service. Rather, he had just given out 
confidential information to attackers. This is 
an example of how phishers operate. Phishing 
scam is therefore the art of deceiving users to 
divulge confidential information. The channels 
used for attacks may come in different forms. 
Some examples include emails, text messages, 
phone calls, among others. One of the most 
basic of strategies for avoiding this is to verify 

that request for confidential information are 
from authentic sources. 

4. Shoulder Surfing 
Shoulder surfing is gaining popularity in recent 
times. This is simply the practice of looking 
over a user’s shoulder to steal confidential 
information such as passwords, pins, credit 
card details, among others. This mode of attack 
usually happens in crowded spaces such as 
airports, bus stops, malls and restaurants. 
There have been several reports and records of 
fraudulent money transfers that have occurred 
through this mode of attack. If you must check 
your private account in a public place, ensure 
that you are not being monitored. You can 
also consider using secluded areas of a public 
space such as restrooms (yes, sometimes you 
have to go the extra mile). It is a better practice 
to abstain from checking confidential accounts 
when in public spaces. 

The mode of attacks discussed above are in 
no way exhaustive. However, they provide 
an understanding of some popular ways by 
which users, through their own activities, 
compromise the security of their devices and 
information. The suggestions provided are also 
basic strategies that users can employ to stay 
secure. If you suspect that your account or 
device has been compromised, do not hesitate 
to consult a professional.

by Kofi Arhin

Lecturer, School of 
Technology - GIMPA
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Whip Up
Your

Considering how policies, tastes and 
preferences differ from industry to 
industry, it will be slightly difficult to 

rule out what hairstyles are appropriate or 
inappropriate for you. One thing is certain, 
though – your hair should be a pleasing sight. 

There has been a long and unending debate 
on whether or not natural hair is appropriate 
for the corporate world.  This debate stems 
mainly from the fact that natural hair has a 
high tendency of being unkempt. However, if 
you know me personally, you will agree with 
me that permed hair can also be unkempt, if 
you allow it to. 

The secret to hair troubles is in its presentation. 
I am very certain that your job offer will not 
depend on whether you keep your hair natural 
or treated/permed. However, maintaining 
your job may depend on how you keep your 
permed or natural hair within your workspace. 
If you think about it critically, your hair is 
an extension of you. Seeing how deeply 
connected your hair follicles are to your blood 
stream, it is safe to say that being asked to 
change it for a job is similar to being asked to 
change something about your body for a job. 

In the same vein, knowing that your hair is an 
extension of your body, you should be very 
particular about how your hair is presented. 
Here are a few points on how to ensure that 
your hair is always whipped into shape for your 
office. 

Know your hair: It is essential to 
ensure that you have full knowledge 
of your hair’s characteristics, in order 
to know how you can manage your 
hair to maximize growth and the 

limits (or lack thereof ) you have for styles and 
treatments. 

Plan ahead: In addition to knowing 
your hair, you should never be 
found wanting, hours before you 
are expected to report to work. It is 

necessary to plan ahead, knowing that 
you may not have the luxury of time to explore 
all hairstyle options or treatments before work. 

Learn 3 hairstyles you can do in less 
than 5 minutes: In view of point two, it 

is necessary to have at least three quick-
fix hairstyles that you can do under 

pressure and still have a presentable 

outcome. There are some hairstyles that can 
last weeks without needing alteration. Then, 
there are styles that cannot stay longer than 
a day without being added to or taken from. 
Learning different kinds of styles before hand 
could save you a lot of stress and time. 

Never miss your hair appointments: 
Whether your hair appointment is at 
the salon with a hairdresser or you are 
a DIY haircare person, be faithful in 

setting and meeting hair appointments, 
in order to keep your hair neat, healthy and 
presentable at all times. 

Hair care does not begin and end with ladies. 
There are some men who prefer to keep long 
hair as opposed to short hair. Even for men 
who keep short hair, a proper presentation of 
your hair can make all the difference in giving a 
positive first impression to your clients. 

No matter the industry you work in, remember 
to keep your hair right – it is an extension of 
you!

Hair
by Ewurabena Hagan



Ingredients
• 2 large baking potatoes
• ½ pound lean bacon
• ¾ cup shredded mild Cheddar cheese
• ½ cup sour cream
• ¼ cup milk
• 2 tablespoons unsalted butter, melted
• ½ teaspoon salt
• ½ teaspoon ground black pepper
• ½ teaspoon garlic powder

Preparation
• Preheat oven to 400 degrees F (200 degrees C). Grease a 

9×13-inch casserole dish.

• Poke a few holes into each potato using a toothpick.

• Bake potatoes in the preheated oven until fully cooked, 
about 1 hour. Cool for about 15 minutes.

• 
• Place the bacon in a large skillet and cook over medium-high 

heat, turning occasionally, until evenly browned, about 10 
minutes. Drain the Bacon slices on paper towels and crumble.

• Cut a thin slice from one side of each potato; carefully scoop 
out the flesh and transfer to a bowl. Discard skins. Mix 3/4 
cup of cheddar cheese, sour cream, milk, butter, chives, salt, 
black pepper and garlic powder with potatoes. Spread potato 
mixture into the prepared casserole dish; top with ¾ cheddar 
cheese and crumble bacon. 

• Bake in the preheated oven until just bubbling, 20to 25 
minutes. Cool for at least 5 minutes before serving

Twice Baked Potato Casserole 
With Bacon

Orangeade

Ingredients
• *2 cups of water
*1 ½ cups white sugar
*6 cups water
*1 ½ cups freshly squeezed orange juice
* 1/3 cup freshly squeezed lemon juice

Directions
• Bring 2 cups water and sugar to a boil in a small saucepan; cook 

at a boil for 3 minutes, stirring to dissolve sugar, and creating a 
simple syrup.

• Combine simple syrup, 6 cups Water, orange juice, and lemon 
juice in a large pitcher; refrigerate until cold.
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• No need to peel potatoes before boiling 
them; the skin will just slide off once they 
are cooked.

Cooking Tip: 
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Terminologies
1. Emotional Intelligence - Describes the mental ability an 
individual possesses, enabling him/her to be sensitive to the 
emotions of others, as well as being able to manage their own 
emotions and impulses.

2. Employee Relations - A broad term used to refer to the general 
management and planning of activities related to developing, 
maintaining, and improving employee relationships by 
communicating with employees.

3. Redundancy- The act of dismissing an employee when that 
employee is surplus to the requirements of the organisation.

4. Employee Retention - An effort by a business to maintain a 
working environment which supports current staff in remaining 
with the company

  
5. Ergonomics - The measurement of physical characteristics of 
the human body and the development of equipment to fit them, 
so that strain on the body is reduced.

6. Exit Interview - An interview conducted to reveal reasons why a 
member of staff of an organisation is leaving the job.

7. Extrinsic Rewards - Two forms: Money and non-money rewards. 
Examples: job enrichment, job enlargement, personal and working 
relationships with colleagues and supervisors and managers.

8. Intrinsic Rewards - A reward given to an employee for an 
achievement of a particular goal, objective or project.

9. Fringe Benefits  - Compensation for employment other than 
wages or salary, Examples are: annual and sick leave, medical 
insurance, life insurance, retirement benefits, profit sharing, bonus 
points, etc  

10. Upward Mobility - A system for training, educating or 
otherwise preparing employees for more responsible, higher 
paying positions of employment

11. Validation - The assessment of an action, decision or plan to 
establish that it is being implemented as intended.
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1. Emotional Intelligence	-	Describes the mental ability an individual possesses, enabling 
him/her to be sensitive to the emotions of others, as well as being able to manage their own 
emotions and impulses. 

 

2. Employee Relations - A broad term used to refer to the general management and planning 
of activities related to developing, maintaining, and improving employee relationships by 
communicating with employees. 
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COMPLIANCE MANAGER

INVESTMENT BANKING STRATEGIST

QUALIFICATION

QUALIFICATION

• To provide an effective mechanism for monitoring 
regulatory compliance consistently across the business 
units/departments to sustain a high level of compliance 
awareness within the business.

• Develop and manage the FI and IB business of the Company.  

• Develop a comprehensive 3-year strategy (and 
implementation plan) for the Company’s FI and IB business.  

• Actively manage all the key relationships in the Company’s FI 
and IB business.  

• Expand the Company’s active FI and IB client base.

A  minimum of First Degree from an accredited tertiary institution 
in any of the following fields or related field; A member of the 
following professional bodies; Institute of Chartered Accountants, 
Association of Chartered, Certified Accountants or Institute 
of Internal Auditors will be an added advantage; 5 years post 
qualification experience in similar position will be an added 
advantage.

Bachelor’s Degree in Finance, Accounting, Economics, 
Mathematics or a related field; Master’s Degree in the above 
field is an advantage; Qualification as a Chartered Financial 
Analyst is an advantage;7-10 years relevant experience in 
related field.

For more information please email  enquiries@laineservices.com or
Call:  0302 717039 or 0302 716986

JobListing

DUTIES

DUTIES
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Enrol your girls in Ghana’s first all girls private boarding school for SHS students, offering an enhanced 
Ghanaian  (WASSCE) and British (Cambridge IGCSE) curriculum at Akuse.

Legacy Girls’
College Akuse

Book a Date for Entrance Exams:
4th May 2018 | 14th June 2018.

Proficiency Tests:
Science, English and Mathematics

Venue:
Legacy Girls’ College, Akuse

Time:
9:30am prompt

Mo�o: Make your Mark, Leave a Legacy

 Website: www.lgc.edu.gh     |     Email: info@lgc.edu.gh     |     Phone: 0244 244 937/ 0201 423 474     |     Address: P.O. Box 84, Akuse




