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A Unique
Breed
F

eeling a part of something means being able to contribute in ways
that have meaning and direct impact. But where you feel left out
or misunderstood, then what happens is a laidback attitude that
leaves everyone feeling distraught.
There is a great deal of difference from one individual to another
within any generational cohort. However, for any generation, the
environment affects them, individually, in ways that are observable as
broad tendencies. These tendencies can be analysed with regards to the
workplace, technology, culture, etc.
If there is any group that has received a lot of attention lately, it is the
Millennials, with varying accounts and discourses on how they ought to
be treated and understood.
Millennials, like everyone else, are increasingly responsible for companies’
budgets, staffing, and major decisions. Yet many still seem to struggle to
feel like they belong at work. Helping them feel part of the company
requires both knowing how to onboard them into the general workforce
and also how to integrate them into your particular workplace culture.
Are millennials culture rebels? The Q1 2017 edition, which we call the
“Light Issue” of the HR Focus magazine, answers this question on the

theme, Millennials: Culture Rebels? We take the perspectives of two HR
practitioners on the subject and possibly find a roadmap to dealing with
this rather unique breed.
This edition is spiced differently to bring you holistic solutions and ideas
on your health, finances, and of course, your corporate personality in the
HR mélange. Get sizzling articles from our writers and spotlights from
some of our most revered personalities.
To make this year more exciting, HR Focus magazine is giving
organisations the unique opportunity to subscribe for their HR
departments and also to feature their “Employee of the Quarter” in the
HR Focus magazine. 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!
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Enlisting a Global Work Force
of Freelancers

A

person in a company of one can look to the
world like a very large company and have
access to all kinds of services — and that is
largely because of this kind of model.”

“This is one more step in the path to leveling
the playing field between small and large
businesses,” said Thomas W. Malone, a
professor at the Sloan School of Management
at the Massachusetts Institute of Technology,
and author of “The Future of Work” (Harvard
Business School Press, 2004). “A small-business

Business processes are allowing companies to
mix and match services with more ease than
ever. An array of freelance marketplaces is
making services tradable online, just as eBay
and Craigslist made goods tradable a decade
ago. These sites include general freelance
marketplaces; Guru, Elance, oDesk. These
platforms are diversifying beyond mainstay
tasks like Web and software development and
graphics. Freelancers, increasingly, are taking
on assignments like customer service, data
entry, writing, accounting, human resources,

new generation of online service
marketplaces is giving small companies
more opportunities than ever to find
specialised expertise and affordable labour.
Main Street businesses can shop a virtual
international bazaar of freelancers to recruit
computer programmers in Russia, graphic
designers in San Francisco or data analysts in
India.

marketing, payroll, accounting — and
virtually any “knowledge process” that can be
performed remotely.
One common mistake is to think outsourcing
allows you to put a project out of sight and out
of mind. Instead, Mr. Rosati, Chief Executive of
Elance, recommends that companies break
projects into segments, establish milestones
and keep tabs on progress. “Whenever you hire
someone, it is really important to recognise
you have responsibility for the outcome,” Mr.
Rosati said. “You cannot completely hand
things over to someone and say, ‘Go off and do
it, and I will see you in a month’ — unless you
have worked with the person, and they know
exactly what you want.”

The year 2017 belongs
to HR data experts

H

uman resources departments around
the world will experience profound
shifts during the next few years, and it
is all being driven by a single factor -- data.
Just as data and the insights it provides has
changed many areas of business, it will change
the way organisations recruit and manage
their staff. The potential benefits for those who
get it right are massive.
With the knowledge that HR must be able to
show credible data relating to factors such as
productivity, engagement, and performance,
these three critical elements that will feature in
your HR Data journey this 2017:
Data-driven recruitment and management
Rather than using job descriptions, HR
departments will increasingly focus their
recruitment activity on staff profiles. These
profiles will be based on high-performing
people already within the organisation. What
qualifications do they have? What experience
www.hrfocusmagazine.com

do they bring? What personality traits do they
possess?
A new data-driven approach will be taken for
staff management too. Decisions will be based
on data gathered about actual performance.
Who has consistently met sales forecasts? Who
has suggested productivity changes? Who is
outperforming? Such data will be constantly
gathered and used to ensure decisions are
based on solid evidence rather than intuition
or personal opinion.
Predictive analytics take charge for
performance management
In order to really utilise employees’ best skills,
businesses will look at workers’ behaviour
more closely. Are they engaged? Are they
happy? What interests them to stay involved
within the company? We will see that cloudbased systems will take talent and successionplanning data, to help predict and make
intelligent next-role recommendations and

connect employees with mentors to help
prepare them for that particular role. Predictive
analytics not only leads to the source of
the breakdown, but also provides forwardlooking insights that illustrate how an issue or
employee may evolve.
Businesses will get in the competitor game
by identifying with consumers
Digital solutions are your gateway to collecting
and analysing quality data. So, through the
information gathered, businesses will be
able to determine how to best align talent
strategies to business objectives and remain a
top competitor in the workplace.
2017 is going to be an exciting, change-filled
year. Through embracing the opportunities of
data and analytics, the HR department of 2017
and beyond will become an even more vital
resource for successful organisations.
Credit: economictimes.indiatimes.com
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HR lags behind in addressing
employee concerns:
TimesJobs

A

ddressing people-related concerns is a
key area where HR lags behind, a new
study reveals. The study by TimesJobs
states that immediate attention is required
in that area along with the improved time
management in acting on employee concerns.
The study states that while organisational
structures and employee attitudes have
undergone a paradigm shift, the HR function
has been slow to adapt to this change.
“Most HR functions are still structured for
an industrial economy rather than a people
economy. For most businesses, the biggest
value lies in the people of the organisation
rather than machines or patents. To deal with
this new generation of employees, HR leaders
need to make concerted efforts to improve
their employee engagements, HRM practices,

policies and procedures in order to bridge the
perceptual gap revealed in this study.” says
Nilanjan Roy, Head of Strategy, Times Business
Solutions.
According to the study,
Inaccessible HR
The majority of employees say they do
not have good access to HR for advice and
assistance. 60% employees say they face
problems in finding and obtaining access to
right person in HR department to get their
problems addressed. In addition, 15% say that
their problems are never resolved!
HR plagued by poor response time
The majority of employees (55%) blame the
poor turn-around-time of HR on insufficient
skills in the department. Employees say getting
HR information is more difficult because of lack

of sufficient skills of the HR staff. Another 45%
blame it on the lack of enough HR staff and
resources in the department.
Poor People Orientation
While 65% employees rated their HR as ‘Good’
to ‘Excellent’ in handling process related
issues, nearly 60% employees say their HR
department fares poorly in acting on and
managing people-related issues reported to
them.
There is nothing worse than having unhappy
employees for any organisation. While there
are many factors that can trigger employee
dissatisfaction - a disconnect with HR is a
critical one that must be addressed urgently.
Credit: economictimes.indiatimes.com

What HR needs to catch
from Pokémon Go

W

ithin two days of the launch of
Pokemon Go, Nintendo’s shares
surged a quarter and $7.5 billion was
added to its valuation.
In India alone, the app has been downloaded
over 100 million times, 50 million in Singapore
and boasts 9.55 million total daily US users.
Pokemon Go has well and truly taken the
world by storm. Seemingly overnight, the
world has woken up to multiple people
challenges, ranging from security issues,
compliance, manpower availability, lack of
competitive strategies, inability to capture new
opportunities, etc.
It has also added to the HR’s complex
responsibility of creating a ‘Future Ready,
Competitive Organisation’. The advent of the

virtual creatures reiterates the importance of
the following messages for the HR community:
People engagement continues to be the
single most potent driver of business
results: When people are engaged with a
product, service, or for that matter the game
in this case, they put in unprecedented
amounts of effort to achieve their goals.
Be it customers or employees. HR’s biggest
challenge is creating a culture of engagement
for employees of the digital tribe.
Technology has evolved into both the
creator and the destructor of business
challenges: Technological disruptions are
creating competition from unthinkable
directions. Who would have imagined that
Pokemon Go could pose a threat to Whatsapp,

Twitter or even Tinder when it comes to
customer engagement? HR needs to be able to
handle this mammoth invasion of technology
in the world that we work in.
So, what is it that the HR community
needs to do? HR’s capabilities need to
be exceptionally agile to deliver solutions
for business challenges that have not yet
emerged. This would call for ‘Transformation’
of not only the HR systems and processes but
the entire HR Mindset. HR needs to evolve into
‘Proactive and Procreative’ mindset that enables
organisations to prepare for not only the real
challenges, but also virtual and augmented
challenges. It is time to move beyond fighting
with the ‘Art of HR’ to leveraging the arsenal of
technology, data and analytics.

www.hrfocusmagazine.com
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Efficient

Make 			
Use of
at The Work Place

Time

“Everything requires time. It is the only truly
universal condition. All work takes place in
time and uses up time. Yet, most people take
for granted this unique, irreplaceable, and
necessary resource. Nothing else, perhaps,
distinguishes effective executives as much
as their tender loving care of time.” – Peter F.
Drucker
I chanced upon a piece of research conducted
somewhere in the United States and will like to
share a bit of it because of its relevance to the
subject matter: In the annual Wasting Time at
Work Survey, salary.com reported that 89 per
cent of respondents admitted that they waste
time at work each day. A small percentage
even admitted that they waste at least half of
an 8-hour workday on non-work-related tasks.
Dr. Donald E. Wetmore, who made over
2,000 presentations across the globe about
management and personal productivity,
itemizes findings from a survey of more than
1,000 people: “When we last did this survey in
2012, 64% of our survey respondents said they
waste time at work on a daily basis.” He notes
that in 2013, that number rose to as much as
69%. Most people (34%) said they routinely
waste 30 minutes or less each day while on
the clock. Nearly one-quarter (24%) said they
waste between 30-60 minutes daily, with 11%
claiming they spend several hours per day
wasting time on non-work-related items on a
daily basis.”
One thing the above statistics reveal is this:
time wastage in corporate settings is alive
and well. In Ghana (as is the case with many
developing countries), statistics about time
wastage in corporate circles is non-existent.
However, a cursory observation will reveal
that perhaps time wastage is rather rife. The
use of work hours for non-work related tasks
is an all too common phenomenon in many
companies in Ghana, especially in public
sector institutions. It is an open secret that
in several offices, many workers are routinely
late for work and yet are the very same people
who exit their offices earlier than they should.
Some employees idle about, chat excessively,
or browse the internet (social media sites in
particular), leaving undone significant loads
of work that ought to have been completed.
Some employees are accustomed to being

extremely slow in carrying out their duties.
They see long queues form and yet rather than
increase their pace of work so as to serve as
many clients as possible, they move at their
own pace. Productivity and profitability suffer
as a result. Time wastage is counter-productive
and should give employers, managers and
human resource professionals a cause for
serious concern.
Company time is not your time
You are contracted to provide some service
(s) within a specified period of time (where
applicable) for some amount of money (pay,
salary, allowances, wages). It therefore makes
perfect sense to exert your best efforts in the
performances of your assigned role(s). Wasting
company`s time will eventually show in the
results you bring to the table. In other words,
your productivity is, at least, partially tied to
how well you use your time while on the job.
As an employee, have you ever wondered why
some of your colleagues seem to achieve so
much within a relatively short period of time?
Check how well you utilize company time.
Employers must get involved
There is hardly any employer who does not
desire that employees optimise productivity
while on the job. It is therefore in the interest
of employers to ensure that time wastage is
nipped in the bud as soon as possible, and as
much as practicable so it does not become an
organisational culture.
That said, employees ought to be given daily,
weekly and monthly targets where applicable.
With results-oriented targets and goals,
employees will be more focused on their tasks
and will have less time to engage in non-workrelated tasks. What if they are able to meet
those set targets or deadlines early enough
to have some time on their hands? Joyson
Demer has some thoughts to share: “Instead
of restricting employees’ online activities,
employers should focus on personal work
outcomes. If employees are completing all of
their work on schedule despite spending half
their work day wasting time, it might be smart
to add more duties to their job descriptions.”
Quite obviously, some employers will not be
too happy with Demer`s suggestion since it
means their work load will increase. However, a

by Daniel Dunoo

measure such as that suggested by Demer will
boost productivity with the benefits trickling
down to employees in the long run. Where
employees put in more work, productivity
levels will most likely increase and so will
business profitability, which may translate to
better pay and remunerations.
More suggestions for maximizing
company time
Ultimately, both employers and employees
ought to take personal responsibility in dealing
with time wastage at work. The suggestions
below will aid both employers and employees
make significant strides in this direction:
Employers must ensure that their companies
invest in high quality machines and office
supplies. Obsolete machines break down
frequently and are not as efficient as new and
upgraded versions. Even where employees
are poised to exert their best efforts, obsolete
machines and equipments will simply retard
their progress and result in time wastage on
the job. A task that should have taken 2 hours,
may take 4 hours or more to accomplish where
machines are obsolete. The reverse is also true.
Employees must be driven by a sense of duty
and prioritize daily work-related tasks. Avoid
procrastination as much as possible. The
adage, “Procrastination is the thief of time”
holds true. Christopher Parker once made an
insightful statement thus: “Procrastination is
like a credit card. It is a lot of fun until you get
the bill.”
Continually work at improving your
competence. An incisive mind once noted,
“Yesterday is a canceled check. Tomorrow is a
promissory note. Today is cash on hand. Spend
it wisely.”
All things being equal, a win over time
wastage will be a win
for productivity and
profitability; it will be a
win for company success
and career advancement.
Let`s get to work then.
Professional Marketer,
Freelance Writer

www.hrfocusmagazine.com
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On Choice:

Back to Reading
by Teddy Totimeh

W

hen I was in primary school, the
children’s library was just a trotro
ride away from home. We would
walk to the main Korle Bu Station, board a
trotro to Bishop Station in Central Accra, and
walk the rest of the way. Sometimes, we
would walk the whole way back home as
10-year-old kids, crossing the Korle Lagoon in
all its polluted glory.
It all started in class 3 when the book boxes
started arriving in the classrooms. It was a
small box mainly of Ladybird books, brought
around during the Reading Period. By the
time I had gone through those precious
books, I wanted more. So walking across the
bridge and back from the children’s library
was not a big deal. They had books then
and with the right contacts, like my friend
Nii Kpani and I had, we could go down to
the storeroom, where lay buried the treasure
trove of Asteriixes and Tintins waiting for
transfer upstairs.
I got a membership card, started borrowing
and returning every week. That got me
through a decent range of books, so much so,
that I could recognise a Ghana Library Board
book from a mile away. There were some in
my class who were also avid borrowers. One
day, I saw a book I did not recognise. It looked
new, it was a recent edition of a famous
children’s suspense author and was securely
jacketed in sturdy transparent plastic. It was
a British Council Library book. It made the
books I was used to look old, neglected and
uncovered. And now, I wanted to go there
www.hrfocusmagazine.com

and see what happened there.
So one day, I went across to the library
on Liberia Road. I could not even get in,
because I had no card, and there was no
one accompanying me. And the charge
for getting registered, along with other
requirements, were out of reach. Here, even
the membership cards had people’s photos
on them! When I finally got to accompany
someone in, it was paradise. It was an airconditioned library, with a lavish children’s
section complete with games, videos and
magazines. Suddenly, the Ghana Library
board was Spartan to me. And still is.
By the time I got a card, I was no longer a
child. I did enjoy that library for a while, until
they shut it down to start more profitable
businesses. I have recently gone back to
both libraries and though time has passed,
somethings have changed and others have
not.
The Children’s Library still has the imposing
facade, with the gently sloping wide walkway
in front of it. It was a Saturday morning, and
I went with the children. I ushered them
in, held the door open and then when the
door left my hands, it rammed against the
other door with quite a startling bang. The
receptionist was ready to take my head off for
disturbing her morning reverie. Which had
been going quite well considering she had
the radio blaring an Akan station for all to
hear, whether they were reading or not. The
library looked rundown, even though it had
been adopted by an electronics company

which had their name emblazoned at the
door. Even the computer lab donated by this
company was populated by dismembered,
dysfunctional antique desktops.
When
the children said they wanted to use the
washroom, I knew we had to leave, I did not
want to check what had happened there.
The British Council remains as snazzy as ever.
Glass paneling, air conditioned conference
rooms, buffet restaurant. The library area
is a test area for language proficiency, with
tastefully decorated rooms, paintings on the
walls and exams that cost big money. It just
happened that I had to use the washroom…
I really did. It was pure class.
Growth is natural. Deterioration is unnatural.
Both are choices. Both are decisions of
leadership. Both are directions that crowd
the crossroads of life. If we must have an
educated, productive populace of tomorrow,
we must get them reading now. If we are not
ready to get the books, we must be ready to
deal with the fruit of miseducation; ignorance,
indecision, inconsistency, irresponsibility and
all those other powerful ingredients of failure.
I need to go and see
what I can give back to
the Children’s Library,
when I have something
reasonable.

Neurosurgeon
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Millennials;
Corporate Rebels?
The Perspectives
Dr. Mrs Ellen M. Hagan
Chief Executive, L’AINE Services Limited

T

he idea of managing Millennials and the difference they bring to
the world of work has become more important in recent times
than any other time; largely because they form not less than 60%
of a company’s workforce. I think 60% is too important a sample of
the working population to ignore. Also, because of the challenge they
pose to the status quo, they have become a significant study on how
modern organisational work environments should look like.
Let me debunk the persistent and rather unfortunate attempt to
classify Millennials as being rebellious and defiant. It is far from the
case. My own observation after raising three Millennials, and leading a
company with not less than 60% of its total workforce being Millennials
is that Millennials carry exceptional leadership potential that if guided
and shaped, will be of great benefit to society. I admit their insistence
on their rights, their probing nature and rare entrepreneurial instincts
make them come across as being overbearing sometimes. However, it
is also the more reason why we must learn to recognise and appreciate
their difference.
Are they culture rebels? Yes, and no, dependent on the content of
the company’s culture. Typically, Millennials will react to a controlling,
totalitarian, command-and-control structure. Hence, they may be seen
as “culture rebels” in the eyes of the managers of such an enterprise.
The workplace culture of the previous generations was and still is (for
some companies that are either slow to change or fail to embrace
change) largely process-driven and bureaucratic. The tall layers and
complex reporting procedure characteristic of most workplaces
make work even more stifling and unattractive to a generation born
in an era where technology rendered some of these same practices
“old school”. Hence, the reality is not that they are rebellious, but that

cultures, as the ones described above, make it simply difficult for them
to contribute to the value creation process.
As HR practitioners, we must not downplay the strong relationship
between culture and performance. This relationship is even crucial
now that it is evident how disruptive models of the modern age have
rendered long held business processes and inventions irrelevant.
These are complex and uncertain times in business, and as we
welcome more and more of Millennials into the workplace, we must
leverage on their diversity to enhance business performance.
What we must admit is that Millennials, by their very inquisitive
and adventurous initiative, will thrive in an innovative, collaborative
culture, and in a work environment where there is energy (passion),
boundary-less communication and learning, one that promotes
entrepreneurship and makes social impact. Interesting though that a
Millennial does not mind quitting a lucrative job to go and volunteer
on a roadshow in rural communities insofar as they find it deeply
satisfying and fulfilling. Thus, our inability or sheer reluctance to create
the kind of work environment that hones and maximises the potential
of the Millennial workforce may be reasons why we may be tempted
to think they are rebellious.
It appears to me that companies that will nurture the insight and
strategy to engage Millennials in a manner that they find engaging
and fulfilling will optimise their contribution to business growth. It
will require disturbing existing organisational structures, reorganising
departments and developing value-driven social projects that touch
lives.

www.hrfocusmagazine.com
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Mr. Kwame Annor

Acting Human Resource Director, Airtel Ghana

T

he latest Generation found in the corporate world today are the
Millennial. I call them the Idealist. They are also known as the
Generation Y. We in the Technology Industry call them the Digital
Natives. They are a generational cohort born between 1982 and 2002.
They are the most talked about in both industry and academia.
Millennials are the fastest-growing generation of consumers in the
marketplace today without a doubt. In the last two years, Millennials
have become the largest generation in the corporate workforce all
over the World, which present both opportunities and challenges.
In addition to the above, Millennials have different perspectives
toward employment, career and the workplace, which challenges
many conventional stratagems and approaches to work and career
management.
Fast moving through the ranks and exerting greater influence in the
workplace, Millennials are now forcing changes in how to motivate
and engage in the workplace, as well as working in the way that suits
them best. They prefer to work from home instead of being present
at work all the times. They assert that employees’ rewards based on
being present at work is counterproductive but employee rewards
based on productivity is the most essential. They believe they could
produce superior performance in a shorter period than sitting in
the office for 8 hours a day and 40 hours a week and more, which is
contrary to the beliefs of other generations ahead of them. This group
of employees believe that promotion should be based on merit and
not how long one has served in an organisation because they aspire to
occupy leadership positions after school. By this very fact, Millennials
are perceived as “Corporate Rebels’. This perception is an unconscious
bias towards Millennials just to say the least.
Millennials are perceived today as Corporate Rebels due to what I
term the complete lack of understanding and harmonisation between
them and their generational predecessors, the Generation X (Born
between 1965 and 1980) and the Baby Boomers (Born between 1946
and 1964).
There is a great deal of variation from the Generation X who were
raised by Baby Boomers who are now departmental heads, manager
and supervisors and the millennial generational cohort.
To understand the underlying reasons for this perception about
Millennials, the distinctive characteristic of the Millennials should be
examined in detail.
First and foremost, Millennials are Technology savvy. Technology
dominates every area of their lives. According to a Nielsen survey,
‘Millennials cited technology use as the most defining characteristic
of their generation, over other factors like music, pop-culture
consumption, and liberal mindset’. Consequently, Millennials believe
that unrestricted access to technology makes them more effective
at the workplace. They prefer to communicate electronically than
face to face. Furthermore, Millennials say they carry out personal
www.hrfocusmagazine.com

tasks during work hours. Though keen to perform well at work, it is
virtually impossible for them to leave their personal lives behind, as
they typically check happenings on social media platforms such as
Facebook and Twitter, conduct IM chats and send and receive text
messages on their devices throughout the day. Millennials strongly
believe that technology empower their personal lives to also drive
communication and innovation in the workplace. They also believe
that because of technology, they can work flexibly anytime, anyplace,
and that they should be evaluated on results produced - not how,
when or where they got it done. Millennials feel the generations
before them have rigid work styles which has to be modernised. They
do not talk, they text. This leaves a lot of room for misunderstandings
with fellow teammates and supervisors.
The Baby Boomers and Generation Xers who are occupying
apex positions in most of our organisations, today, find this
communication preferences and the unrestricted technological
access and work styles of Millennials bizarre, thus the conflicts and
counter accusations between both generations at the workplace.
Secondly, Millennial cultural models, however, can also clash with the
other employees who are mainly Baby Boomers and Generation X,
who are comfortable to traditional hierarchies and more intentional
boundaries in the workplace. Millennials feel that long organisational
hierarchies are outmoded. This is another thing that is fueling the
perception that the Millennials are Corporate Rebels.
Corporate Leadership in Ghana must invest more in developing and
understanding Millennials. Organisations must appreciate the fact
that Millennials hold the key to the transformation and success of their
organisations when they are resourced and provided with the right
tools and technology at the workplace. Information Technology aimed
at promoting collaboration and networking should be deployed to
meet their aspirations. Corporate Leadership should leverage the
innovativeness of Millennial to transform their organisations and
industries. Hiring managers and compensation managers should
review their compensation and rewards system to meet the aspiration
of this generation. Provide ‘on the go’ working tools such as iPhone
and tablets with high speed internet connectivity for the Millennials
in your workplace and see the level of innovations and creativity that
will burst forth in the workplace. I also recommend reverse mentoring
where the younger generations in the workplace will mentor the older
generation on the use of modern technology to improve productivity.
In addition, organisations in Ghana should institute programmes
aimed at helping Millennials at the workplace to appreciate corporate
values. To meet their voracious pursuit for career growth, organisations
should provide stretched rotational assignments to challenge
Millennials in the workplace.
Millennials can be great corporate assets when we put in a deliberate
effort and strategies to redirect their energies towards productivity in
Ghana.
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Corporate Social Responsibility to
Corporate Social Entrepreneurship
by Emmanuel Woyome

E

very member of society is expected to have a (personal) social
responsibility to society, be they students, professionals, or regular
individuals or citizens. Social responsibility is an ethical framework
and suggests that an entity or individual, has an obligation to act for the
benefit of society at large. Social responsibility is a duty every individual
has to perform so as to maintain a balance between the economy and
the ecosystems.

With the need to address societal challenges as a motivation, Corporate
Social Entrepreneurship provides new perspectives and allows for
more transformational innovation, which is relevant to society, but also
creates new business opportunities and markets. Additionally, the social
challenges motivate and inspire workers to come up with new solutions
that matter.

Corporate Social Responsibility is the “obligation” of an organisation,
its management, in particular, towards the interests and welfare of the
society in which it operates. In a broader sense, social responsibility is
also an ethical framework that encompasses obligation to perform their
duties, in order to maintain a state of equilibrium or balance between the
economy and the society. It is also safe to refer to social responsibility as
a management strategy, since businesses now make use of it to create a
positive impact on society and establish a good reputation as they carry
out their normal business operations.

Below are the differentiating characteristics between CSR and CSE.

Over the years, social responsibility has proven itself to be a valuable
linkage to companies’ business strategies because it helps to build a
positive brand image in the community of operation.
Unfortunately, some corporate bodies misunderstand the concept of
Corporate Social Responsibility. Some may be involved in unethical
business practices to make undue profit and later donate petty items
or little money to the vulnerable few in the community and term that
as their Corporate Social Responsibility. Corporate Social Responsibility
is not an activity or a department, but a business philosophy that
permeates through the whole organisation to its stakeholders.
Whilst some companies are yet to fully grasp the concept of Corporate
Social Responsibility (CSR), there is an ongoing shift towards Corporate
Social Entrepreneurship (CSE). While CSR is about minimizing negative
impact (a moral obligation, or meeting legal obligations), CSE is about
proactively pursuing socio-economic development, thereby maximising
positive impact, by riding on societal challenges or problems (e.g.
unemployment) as a motivation for innovation in your business, whilst
making profit, impacting people and protecting the planet.
Corporate Social Entrepreneurship is a philosophy of doing business
or executing a CSR strategy by solving social problems using social
enterprise business models in order to achieve the three-bottom line:
making profit, helping people and protecting the planet.

www.hrfocusmagazine.com

CSR
• Minimizing negative impact
• Incremental innovation
• Separated from business
• Reactive
• Business as usual
• Stimulating sustainable and routine corporate behaviour
• Meeting today’s requirement
CSE
• Maximising positive impact
• Transformational innovation
• Part of the core business
• Proactive
• Exploring new markets
• Stimulating entrepreneurial spirit and innovation
• Meeting tomorrow’s challenges
In order to adopt Corporate Social Entrepreneurship for transformational
innovation, the right conditions need to be in place: basic understanding
of the ‘new economy,’ an enabling entrepreneurial and socially engaged
workplace culture, visible commitment and leadership from top
management, an open and collaborative stance towards the outside
world, a well-designed and structured programme, resource availability,
and most of all, an inspiring ambition and vision to
change the world through corporate innovations.
It is about time to look the other way!

Career Coach/Trainer & CEO of
Corporate Life Consulting
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Mahmoud

Mansi

On His Shared
Development Model

M

ahmoud Mansi is the founder of HR Revolution Middle East, a
four times TEDx speaker, a social entrepreneur, an award winning
author, a creative writing instructor, a business journalist, a
photographer, and yet remains an employee as a Senior HR Specialist
and an HR Lecturer in the MBA programme of AASTMT University, Egypt.
Mahmoud believes that HR cannot only change the organisation, but it
can change the world. He is the Founder of “Shared Development” HR
Model, and is currently writing a new book called: “HR for Millennials”.
Mahmoud believes in the importance of being a follower and a leader
at the same time.

all, or may include talents that are directly related to the department and
to the organisation.

Mr. Mahmoud Mansi was a speaker at the just ended EMEA HR Summit
in London, where HR Focus Magazine was a media partner, and he
enlightens us on the Shared Development Model.
HRF: tell us what the Shared Development Model is about.
MM: Since all approaches to development are strongly focused on
“human capital,” I thought about applying the SWOT analysis on
the individual level. It works this way: the HR department primarily
introduces the idea to employees of all departments, reflecting how
each employee is distinctive and how the organisation wants to fully
utilize the talents and knowledge of each employee. Each employee will
then simply list his/her own (strengths and weaknesses), which includes
their professional and personal talents.
Name: Ekuwa
Department: HR
Job Title: HR Generalist

Personal SWOT Analysis

S

Photography
Talent Management
Marketing Research
Employment Law
English Grammar

W

Public Speaking
English Vocabulary
Payroll
E-Marketing
Logistics

Strength: Something I am able to teach.
Weakness: Something I need to learn more about.

The (above mentioned) criteria for choosing the strengths and
weaknesses will include talents that might not be related to the job at

This data (the SWOT) will be submitted to the HRIS department where
specialists can match employees from different departments using
technology according to what they want to learn and what they can
teach.
The Learning and Development department will take it from here,
where they can actually match the suitable employees to “mentor and
coach” one another in matters related to work skills and to personal skills.
This means that each employee will be both a mentor and a learner.
After each coaching session, the learner will grade the mentor and vice
versa, in order for it to reflect in the “performance appraisal sheet” where
learning and mentoring will be two new categories added. By this, at the
end of the year, we will have “mentor of the year” and “learner of the year”
bonuses issued based on the data.
HRF: When did you first introduce the “Shared Development Model”?
MM: In August 2016, I introduced the idea through TEDxGUC, as
TEDx is all about “ideas worth spreading”. I was not sure if my idea was
www.hrfocusmagazine.com
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worth spreading at first. When I got accepted
as a TEDx speaker with TEDxGUC in Cairo,
Egypt, I was more enthusiastic about the
idea. The audience of this event consisted
of approximately 1000 attendees, and were
mostly Millennials.
The empowering feedback I had after the
talk made me insist on bringing the idea
to reality. The model was very primitive so I
started completing what was missing, and
then I applied as a speaker in the EMEA HR
Summit (Europe, Middle East & Africa) that was
held in London/ Nov 2016, where I discussed
Shared Development Model in full details.
That was my first public speech in HR out of
the boarders of my country. So though I had
practiced the model on Millennials and HR
professionals, I had not yet shared it with HR
professionals in my country until January 2017
at a workshop organised by AHRA (Alexandria
Human Resources Association) in Alexandria,
Egypt. I was also granted an honorary award
by AHRA that day. This gave me another push
to actually publish the model and work on
consulting for it to any interested organisation.
HRF: What need has the Shared Development
Model come to satisfy? What are the benefits of
this model?
MM: According to the contemporary global
economic crisis (which includes financial and
ecological crises,) many expenses have been
cutoff in organisations. One of these expenses
is the “training budget”. Employees suffer lack
of development, and HR people on the other
hand suffer from losing best talents. This
model allows employees to train one another
and learn from one another. This saves the
training budget and allows the organisation to
completely utilize its human capital.
When a human being learns something new,
he/she feels a unique kind of happiness.
Similarly, when a person teaches something,
he/she will feel that they are important and
are capable of giving. Employee happiness
is one of the important HR trends nowadays,
and through this model, HR practitioners will
encourage leadership across all employees and
will witness the two types of achievements of
continuous learning and teaching at the same
time.
The employee will learn countless skills that
are either relevant or irrelevant to his/her
career. This will help both the HR department
and the employee know whether or not there
will be any career shifting or job rotation. This
will also assist the employee to be prepared
for a managerial position, and will assist any
manager to understand employee interests
across the organisation.
www.hrfocusmagazine.com

This model will also connect different
generations together and will absolutely
diminish any sort of stereotyping on the
different generations, giving Generation Y (the
Millennials) a voice. A good example is: having
a junior employee in a department teach his
strength in a certain skill to a senior employee
who has the same skill as a weakness. In such a
situation, the junior employee will mentor the
senior employee.
Additionally, this model will work on enhancing
“employee engagement” as it will connect
employees from different departments and
establish a new relationship between them.
When someone teaches a skill to another
person, it builds loyalty. Imagine the amount
of loyalty that would be created across the
organisation through this model – it goes
to empower the organisational culture and
encourage creativity.

in their interviews and selection when it comes
to recruitment. This way, they will encourage
their candidates to “read” more, and rely on
“self-learning” rather than certificates. This is
the idea of the Shared Development Model. An
employee working in such an organisation will
have the ability to acquire massive amount of
knowledge and skills in only one year. Imagine
the effect of this worker on the organisation,
the community, and even on his/her own
family. As a worker, you will have the ability
to deliver this knowledge to other people
you care about outside the organisation
and in time, you will have a country with an
intellectual human capital.

Regarding “Employee Retention,” usually HR
professionals face the problem of employees
finding jobs in other organisations after
investing a lot of money into training them,
hence classifying them as “lost assets”. When
the employees realise that they are treated as
assets, not as human beings, they tend to lose
loyalty. In the Shared Development Model,
we treat employees as human beings when
it comes to development, because we, as HR
people, tend to develop their professional and
personal talents.

HRF: How can HR Practitioners apply this model
in their respective organisations to achieve
corporate objectives?

The left-hand side of the model increases
the loyalty, engagement and trust between
employees. These connections built between
employees can also encourage the emergence
of new ideas and projects that would empower
the mission statement and overall strategy.
The right-hand side of the model increases
the loyalty and engagement towards the
organisation itself.

Before applying the Shared Development
Model, HR practitioners should ensure that
the organisational culture is ready for that.
First, employees and line-managers should be
informed on the benefits they will get from
this project. The Learning and Development
department must make a good choice in
matching the candidates with one another
according to personality as well, at least at the
beginning of the project, because this would
be the first experiment to this project among
the employees. An introduction should be
given on the ethics between the learner
and the mentor, how each one will evaluate
the other, and how this will reflect on the
performance appraisal and bonus system.

The next step is to encourage “employee
branding” and the social responsibility of
employees towards their environment. The
employees will be also graded upon their
“civil work” activities using the new skills they
have learnt from each other, to show how
employees should have an impact on the
society.
HRF: When it comes to the economic issues,
can you share with us ways through which this
model will improve the lives of workers?
MM: In a developing country, it costs a lot of
money to attain an international certificate. I
think if HR practitioners in developing countries
want to have a deeper effect on the economy
of their country, they should focus less on the
certificates and focus more on the knowledge

MM: Depending on the size of the organisation,
for example if it is a startup, it can be easily
applied manually. If the organisation is 30
members or more (up to 150 for instance) it
can be applied on an excel sheet. If it is more,
I recommend that the HRIS would design an
internal software programme for it to keep the
data more organised and meaningful.

HRF: This is really interesting, what other
exciting projects have you been working on
with regards to HR?
MM: I am currently writing a book “HR for
Millennials,” which includes this model and
more original models that empower a new
era of management and change. The book
includes new models related to recruitment,
organisational design, compensation, and
most importantly, putting the right person in
the right place/s.
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Another look at
Millennials and Values

by David Mills

A

frica is the youngest continent in the world: it is believed that nearly 60% of its population is below 35 years. Over the
last four to five decades, the world, in general, has seen many young people leading significant changes; from politics,
through social revolutions, to business to religion. In 1955, a 26 year-old Baptist preacher and civil rights’ leader by the
name Martin Luther King, Jr. led the infamous Montgomery Bus Boycott, defying segregating practices and empowering the
African Americans to resist White supremacists.
He went on to win the Nobel Peace Prize for 1964, the youngest in history to win this prestigious award. At about the same
time in 1964, a young Nelson Mandela led a militant wing in the African National Congress to defy apartheid (a system of racial
oppression where the white minority controlled state resources at the expense of the African majority). For this show of bravery
and audacity, he spent 26 years of his life in prison.
www.hrfocusmagazine.com
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In 1976, two young dreamers, Steve Jobs
and Steve Wozniack, started a to-be world
class consumer electronics company in Jobs’
father’s garage. Jobs was 21 then. At the time
of his death in 2011, Apple (the company he
co-founded) was the World’s Most Valuable
Company, courtesy its iProducts. Zuckerberg
founded Facebook in his Harvard dormitory
room at the age of 19. Patrice Lumumba and
Lee Kwan Yew each became Prime Minister
of their countries (Congo and Singapore
respectively) at the age of 35. From a biblical
perspective, the likes of David, Saul and
Joseph became leaders of notable rank in
world history at the ages of 30.
To sum up, young people have spearheaded
some of the significant transformations in
history and even the modern era. In Ghana,
there is an emerging force of Millennials
leading change in many disciplines. The
following persons readily come to mind:
Dean Derry of DreamOval; Hawa Yansen
Quao of Leading Ladies Network; Godwin
Martey of Websoft Solutions; Randy Osae
Bediako of Kharis Group, LLC; Beryl Agyekum
of Echo House, and a host of others. These
are serial entrepreneurs predominantly in
their thirties yet, overseeing some of the
most thriving and competitive businesses
in their industries. They prove, by their
entrepreneurial exploits and leadership, that
indeed, the modern era rightfully belongs
to Millennials (high potential young leaders
with audacious vision, exceptional peopleskills, and compelling strategies for delivering
results).
Researchers and analysts of human behaviour
coined the terminology “Millennials” for
persons born between 1980 and 2000.
Otherwise known as Generation Y, Digital
Natives, and Echo Boomers, the Millennial
generation present the world of work with
an extreme dichotomy of being highly
entrepreneurial and quite rebellious. They
wield an unyielding desire to achieve their
personal dreams and are on the constant look
for organisations whose corporate mission
reflects their own. I have said before that a
millennial does not mind quitting a lucrative
job to go and volunteer for an orphanage
insofar as he finds this experience fulfilling
and deeply satisfying.
The challenge of the modern HR practitioner
is to create a workplace experience that
connects with the deepest desire of the
millennial, unearth the best in him, develops
his leadership potential and engages his
heart and mind. On record, they are known
to be the workforce with the highest attrition
rate. Now, this is particularly so because it
www.hrfocusmagazine.com

appears there still remains a generational gap
between the older generation (mostly, the
Baby Boomer generation) and the younger
ones (Millennials). This disconnect seems
to be the result of an African construct that
says: “age is the teller of all.” Thus, the aged
will always be right; whereas the young
should only listen. What is even worrying is
a society that always talks the younger one
into apologising to the elderly for being
infuriated by the elderly’s blatant dishonesty
or disregard for him (the younger person).

deliver results. More importantly, it shapes
values, character and culture. I believe if
young people are provided with internship
opportunities at tender ages, it makes them
learn to respect values and its impact on life
and relationships. Such an early introduction
to work environments helps them mature in
speech; in goal setting and in the rudiments
of planning to achieve one’s goals; in building
long-term, sustainable relationships that
create value, and finally, in learning to be
honest and truthful in all dealings.

My radar, as far as this article is concerned, is
on Millennials and their value system, which
appears to be their Achilles’ heel also.

Young people should be assigned mentors
in schools and churches
People’s values are shaped by four
environments: the home, the church, the
school and the community. Of the four,
young people spend more time in school
than anywhere else. As a matter of fact,
they spend, averagely, the first 24 years of
their lives in school. By this age, they would
have already formed their value systems,
principles, thought patterns and paradigms
about life. The presence of mentors in their
lives would be to shape their value systems
and align it with what is morally acceptable.
Mentors are guardians on life’s journey. They
wield insight into what the protégé intends
to do and so are able to expertly guide the
protégé to avoid pitfalls that could delay or
absolutely impede the fulfilment of his or her
dreams. It is important to mention that the
biggest disadvantage with having a flawed
value system is that you fail to accomplish
the things you set to accomplish, and even
if through some means you are able to
accomplish them, you would not be able to
sustain it over the long haul.

Born in interesting times, the Millennial
generation are quite the opposite of the
Boomer generation. Whereas the boomer
generation is typified by a rare commitment
to process and values, Millennials are easily
swayed by the latest trend. In spite of their
results-oriented nature, they lack that
painstaking effort to commit to things and
see them completed. Hence, the resultant
effect of this slack in values and character is
a lot of unfinished projects, unrefined ideas
and below potential enterprises. It is this
same character flaw that has ripped many
Millennials off the golden opportunity of
living their dreams. Whilst they are experts
at dreaming and wishing, many lack the
discipline of planning and meticulously
crafting their enterprise. One motivational
speaker I spoke to prior to writing this article
reminded me that part of why the Millennial
generation lack a commitment to process
and to values is attributable to the era in
which they grew up: one of fast food and
instant click of a button. He opined: “This
immediate access to information and service
at literally less resistance accounts for why
the Millennial generation are quick on results,
yet lack process.” As we acknowledge their
innovative and entrepreneurial prowess, we
also need to be intentional about working
on their impatience and the numerous
attitudinal deficiencies they bring to the
workplace, if they are to be groomed to
become that world class leaders they have so
much potential to become.
In order to address this challenge, I
recommend the following:
Internships
should
be
massively
encouraged right from primary school to
the tertiary level.
Internships are avenues to develop
workplace ethics and to understand how
people, processes and systems work to

Let us create workplace cultures that
embrace diversity, openness and agility
The Millennial generation is characterised
by high levels of creativity, entrepreneurship
and social impact. It is my careful submission
that Millennials would be committed to any
system that explicitly practices these values.
The challenge remains how HR practitioners
can balance workplace cultures that have
been hinged on command-and-control
structures, killing fluidity and innovation,
with an open, collaborative culture that is
deeply committed to continuous learning
and excellence. We have got to change our
thinking if we are to
hone the potential of the
Millennial generation.

Business Strategy Officer
L’AINE Services Limited
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Food
for
thought
Career Development Strategy

by Dr. Mrs. Ellen Hagan

I

have always had a passion for people, their development and the
actualisation of their dreams and aspirations. As a woman, I have
a particular interest in the powerful legacies women can leave
behind through our careers and family-life. As a result of my passion,
I developed a career dedicated to positively transforming the lives of
people, especially the working class in Ghana; L’AINE Services.
Through this business, I am proud to say we have transformed the lives
and shaped the careers of thousands of people. Now, I am excited to
share with you timely and relevant career development strategies that
will help you succeed in the world of work.

First, let us make a distinction between a career and a job. A job is
something one does in the short term in order to meet a financial need.
A career on the other hand is the pursuit of a well-thought through
life-long dream or vision. A career usually requires special learning that
includes individualised components that develop abilities beyond that
which training is capable of, while a job may or may not require an
education or special training.
Often, the pursuit of a career comes at great cost to the individual
concerned: it may require having to sacrifice some seemingly lucrative
offers in sectors that are not directly related to their vision and building
www.hrfocusmagazine.com

19

HR Focus Magazine | Article

expertise in an industry related to their passion. Perhaps, the most
significant difference between a job and a career is in a person’s attitude.
That notwithstanding, it is also necessary to mention that, sometimes,
in order to broaden one’s skill base, it will be prudent for one to take on
different roles and jobs (some of which may not be directly related) so
as to enrich his or her knowledge. This advice may be useful for persons
planning to go into areas such as: management consulting or corporate
strategy. Armed with this insight, I want to suggest that you craft a plan
and strategy for your career.
A career strategy is simply a detailed plan with timelines for bridging the
gap between where a person is and where he or she intends to be. For
purposes of clarity, let me demonstrate this with an analogy…
A fresh economics graduate decides to become a full university
professor in 24 years. She will need to have a clear strategy to guide
her. One option is that, after national service, she can choose to work
in industry for two years, and then go and study for an MSc or MPhil
degree in economics for another two years. To gain insight into some
aspect of monetary economics or public policy, she may decide to take
up an appointment with the Bank of Ghana or with a policy think tank to
deepen her knowledge in the aforementioned areas, which could take
another four years.
After deepening her knowledge, she may decide to pursue a three-year
PhD programme in International Finance & Economics. Already, twelve
(12) out of the twenty-four (24) years are gone. After her PhD, she may
secure a teaching appointment with a university as a Lecturer. After
lecturing for five (5) years, she applies and is appointed a Senior Lecturer
and later as Head of Department. Then, after 4 years, she is appointed an
Associate Professor.
Four years later, a full professorship is conferred on her by the university.
Now, assuming she graduated from the university at age 23, by the time
she would have attained full professorship status, she would have been 47.
The lesson here is: chances are that, without a clear career development
plan and strategy, she would have turned 47 and still would not have
achieved her goal of becoming a full university professor. Someone else
may dream of becoming the Chief Executive of a multinational by 45. To
another, she may intend to set up her own consulting business by Age
35. Whatever your career dreams are, it is instructive to have a plan and a
strategy. Without it, your dreams are likely not to materialise, at the time
you wish them to. It is usually explained in this way: If you do not know
where you are going, any road will take you there.
The decision to pursue a PhD may not be applicable to all – but may
be essential if you wish to stay in Academia. These days, people go to
school for going to school sake or to while away the time because they
are not getting a job.

Discover your Purpose:
Dr. Myles Monroe once said, “The greatest tragedy in life is not death, but
a life without a purpose.” You should discover the one thing you were
born to do and to commit your life to living it. Often, purpose discovery
comes through either revelation or association. There are times when
God will drop a vision in your heart and then bring amazing ideas and
people your way to help you actualise it, as it was in the biblical case
of Joseph. There are also times when your association with someone
reveals to you a gift or potential you have within you, as it was with Elijah
and Elisha. In fact, your purpose is always connected to your giftedness.
The world has a place for persons that are able to successfully convert
their talents or gifts into an enterprising craft. My observation is: when
your purpose and your career are aligned, you impact with excellence.
There are 2 important days in everybody’s life – the day you are born and
the second is the day you discover why you were born. However, there
are many who do not discover that second day.
Be prepared to learn:
The period of time between discovering your purpose and stepping
into leadership must be committed to faithful learning. To prove this, I
will share with you the story of David. When David was barely 17 years,
God sent the Prophet Samuel to anoint him King of Israel but he only
ascended the throne at age 30.
Immediately after he was anointed, he was recruited to serve in Saul’s
court to play the harp and drive away the evil spirits that tormented
Saul:
• You will only be hired because you have a proven and demonstrable
skill and capable of solving problems. He faced stiff opposition from
the King after killing Goliath and receiving praises from the ladies:
• Every dream, career or vision will be challenged; but you have to
trust God to see you through. He rose to the top of his career after
13 years of consistent service and training. David waited for 13 years
to become king; and it was worth the wait. Please note that nobody
rises to the top by accident. As young men and women, you ought
to make informed decisions about your careers, beginning today.
Decide early in life what you want to become and focus your energy,
resources and relationships on achieving that.
Live the values of Integrity and Excellence:
We live in a world that is deeply committed to shielding wrong and
bending the rules. My final words to you are these: let your light shine
before men so they may see your good deeds and glorify your father in
Heaven.

In designing a career development strategy, I will challenge you to
consider the following nuggets:
Trust in God:
There seems to be a postmodern attempt to alienate God from the
success equation. The many self-help books on our shelves lately
prescribe all manner of success principles except God. Let me first
register my disappointment at this development; true success is the one
God gives. Yes, success hinges on hard work and tons of discipline but
the God factor is unquestionable: knowing Him protects and preserves
your wealth and gives you peace to enjoy your riches.
www.hrfocusmagazine.com
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Nana Osae
Addo-Dankwa
CEO, InvestEye Capital
…With an Eye on Investments
Over the last decade, the Financial Services Industry has experienced substantial growth and improvement. Amid controversies, the investment
sector of this industry has also seen some challenges with people being wary of where to invest their monies.
However, there are certain individuals and institutions that are making a mark in this industry and proving with their efforts and drive that the
Financial Industry and especially the ones they head, make all the difference you need.
Nana Osae Addo-Dankwa is an assertive and result-oriented team player with over Sixteen (16) years’ experience in the Financial Services Sector.
Aside his very good communication skills and first-class analytical and problem-solving skills, he is dedicated to maintaining high quality standards.
His objective is to play a pivotal role in the Global Financial Sector, while his personal philosophy hinges on providing good and exemplary leadership
wherever he finds himself, as well as imbibing the basics of financial literacy to the less knowledgeable. In his world, “Attitude is everything and with
God everything is possible if you set your mind to it”
Nana has recently been recognized as one of the top ten (10) of the Entrepreneurial Category for “Study UK Alumni Awards 2017”.
HR Focus had the opportunity to sit down with Mr. Nana Osae Addo-Dankwa, and this is what ensued:
HRF: Tell us about your career journey so far
NAD: I have gained experience over the years
that span Strategic Planning, Treasury Sales,
Investments, Client Relationship Management,
Credit Appraisal and Consultancy with
proven leadership skills including managing,
developing and motivating teams.
I started off in 2000 as an Associate Consultant
with SEM International Associates. After two
years, I joined Fidelity Bank Ghana (then a
Discount House) as the first Treasury Bills
Officer and later became a Money Market
Dealer, there I worked for four years. I also
worked with Intersperience Consulting for

a brief period while studying for my MBA in
the UK. I as recruited in the U.K through the
Careers In Africa programme by Oceanic Bank
Plc of Nigeria for the Bank of Africa (then Amal
Bank) as the Deputy Treasurer in 2007. In 2008,
I joined Bond Financial Services Ltd as one of
the pioneering Managers (Head of Treasury). I
later had a short stint with Express Savings and
Loans Ltd as the Managing Director between
2012 -2013.
It was later in September 2013 that I cofounded InvestEye Capital Partners Ltd with
two other like-minded partners, and I have
since not looked back.

HRF: Wow, that is some experience! Considering
the fact that you have worked for over 16
years in the financial industry in Ghana, what
positive and negative changes have you
noticed?
NAD: The first and most obvious of the
changes is that customers now have options
in the financial market space to choose from,
and have become more informed in making
these choices; I believe technology has played
a significant role in this development. The
Banking sector has become very dynamic,
vibrant and competitive, especially since the
Nigerian Banks moved into our market.

www.hrfocusmagazine.com

21

HR Focus Magazine | Spotlight

Unfortunately, with the increase in options,
there has rather been a decrease in the quality
of Human Capital in the financial industry.
There seems to be a lack of the much needed
training that is imperative to maintain a level
of excellence in the financial industry, and
that seems to be causing a decline in quality
human capital that are readily employable.
HRF: What motivated you to INVESTEYE; what
need do you intend to satisfy?
NAD: My past experiences, first as Head of
Treasury and then as Managing Director
pushed me to start this company. These job
experiences afforded me the opportunity
to see the bigger picture. The second thing
was the desire to create a one-stop Wealth
Management destination where things are
done differently yet professionally.
I also felt a dire need to help fill the Investment
Gap between the Middle/High net worth
individuals class/group and the desire to
restore trust and confidence in clients. I realized
that in order to do this, I needed to start small.
HRFM: Tell us about InvestEye Capital and
some of your products and services
NAD: InvestEye Capital Partners Limited is
licensed by the Securities and Exchange
Commission (SEC) as an Investment Advisor
and Fund Manager, and the National Pensions
Regulatory Authority (NPRA) as a Pension
Fund Manager. Our capabilities are in the
areas of fund management, fund placement,
syndication in project and corporate
finance transactions, cross selling and cross
investment purposes. Currently, our flagship
money-making, money market instrument
known as “Monimac” proposes interest rates
benchmarked at rates above the prevailing
Bank of Ghana Treasury Bill Rates. Our other
products include: InvestEye Group Plan (IGP),
which is an investment plan for groups of
people, such as Clubs, Associations, and
Employees. It is an investment product that
allows participants to pool funds together
for investment towards a special objective,
project, or purchase being planned by the
group after a year (12 months). This particular
investment option preserves your principal
while earning you very attractive interests
within a reasonable time frame, and returns
are also benchmarked to the Treasury Bill. The
other product category is InvestEye Monthly
Interest Plan. With this, an individual can invest
an amount of GH¢10, 000.00 plus and request
monthly payment of interest. The monthly
interest acts as a source of supplementary
income for individuals. This product is very
convenient for retirees, pensioners and people
www.hrfocusmagazine.com

with no regular source of income. We also offer
Brokerage Advisory services amongst others.
HRF: As CEO of InvestEye, what kind of impact
would you like to make in the institution and in
the Financial industry as a whole?

customers very wary and skeptical. Also, the
fact that InvestEye is fairly new on the Ghanaian
market tends to be a major challenge.
HRF: What are some of the challenges that the
Securities Industry in Ghana face?

NAD: As an individual in this position, I
hope to be a role model to all young and
up-coming professionals in the corporate
world. I hope that through my achievements
and experiences, the young ones will have
someone to look up to, envisaging that with
hard work and working smart, one can still
make it in Ghana. I also want others in the
financial industry to recognize the power of
the Blue Ocean Strategy. If you understand the
Blue Ocean Strategy well, you will appreciate
that there is always enough to go around for all
players depending on how well one positions
their organization.

In Ghana, the Securities Market is always in
competition with the Money Market for Funds.
Ghanaian investors have a short-term appetite
as compared to investing for the long term.
However, there is more room for improvement
by way of education and getting our economic
indices right. Investing and savings should also
be introduced into our basic level curriculum
so our children will know about savings and
investments at very early ages.

HRF: As CEO, what is the management style
you work with?

NAB: Early Childhood Education will solve most
of these problems, and it should be the first
big step in my opinion. Also, the Government
can reduce the cost of borrowing on the
Domestic Market significantly by issuing and
floating shares in its major companies to help
and diversify its monopoly in some of these
State Owned Enterprises. This will also ensure
the efficient and effective running of these
institutions.

NAD: At InvestEye, I work with an Open-door
policy. I provide guidance by leading, instead
of managing. There are times when I have to
be autocratic in order to instill some order or
to get everyone moving in the same direction,
but I try my best to blend different leadership
styles. I choose to be more of a leader than a
manager.
HRF: There are so many investment companies
in Ghana but what makes InvestEye different?
NAD: What makes us different is summed up in
our Five (5) Service Credos;
T - Trust in God/With God all things are possible!
R - Reward Results not Efforts!
U -Under promise Over deliver!
S - ervice quality/Serving our Clients is why we
are here!
T - Think and Problem-solve!
Our clients can afford to trust us because of
our experience and track record of excellence.
Also, our service quality is exceptional. We
empathize with each customer and place
emphasis on our customers’ peculiar needs,
making sure that we are able to delight and
satisfy our customers.
HRF: What has been your most difficult task as
CEO of InvestEye Capital, and how did you go
about it?
NAD: Amongst others, I will definitely say
that raising funds tops the list because of
the challenging economic conditions we are
experiencing. Other minor difficulties are:
issues such as the DKM saga which has made

HRF: What do you think can be done by
Government and other stakeholders to help
solve these challenges?

HRF: Where do you see yourself and InvestEye
in the next 5-10 years?
NAB: In the next 5 years, with God on our side
and hard work, I am certain InvestEye will be
a household name in Ghana. We would have
expanded into some of our major capitals such
as Takoradi and Kumasi, and, eventually, into
West Africa and Africa as a whole. I will not
downplay the possibility of becoming a Bank
or owning a Bank.
HRF: Do you have any advice to financial
institutions in Ghana?
I think we should keep to our mandate. Most of
those who have had problems were those who
went outside their core mandates. Within this
industry, we should have more collaboration
than competition because I hold the view that
the cake is big enough to go around when we
collaborate with each other. I would also like
to mention that there is no short-cut to riches.
It is a gradual process and when it comes to
money matters, trust and integrity are all that
matter.
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with
Dr. Mrs. Ellen Hagan
Maame writes…
I am being used, and helpless

Aseye writes…
I’m torn in between…

Dear HR,
I am in a little bit in a fix here. After struggling to find a job for almost
three years, I managed to secure a job just six months ago at a financial
institution. Since I got here, I always hear my colleagues complain about
this client who is proving difficult in giving us a huge contract. About a
week ago, this client finally signed on to do business with us. Ever since
we got the business, the client has taken some undue interest in me. He
always requests my presence at every meeting and even asks to go on
dates with me. I was not very comfortable with this arrangement, so I
told my manager about it. My manager however insists that I keep the
client “happy,” until we finish executing the business. I have also been
promised a reward if I play my part and the deal goes through smoothly.
Even though I know how important this deal is to us, I feel like I am
being used, and helpless. Aside feeling that way, I do not know what
else I will be asked to do the next time if I do not put my foot down!
But I also fear I will lose my job if I do not compromise. What should do?

Dear HR,
I was laid off a couple of months ago, but my best friend managed to
get me a job in her company. We happen to be in the same department
so we go on marketing errands together. As interesting as it may sound,
this whole incident has put me in a tight fix. My friend apparently has
been revealing trade secrets to our competitors and has been using me
and the so-called “errands” as a decoy. When I found out and confronted
her, she told me she was doing me a favour, and that she will be leaving
the company soon, so I can be promoted in her place.

Hi Maame,
Values are at the center of business growth and sustainability. Successful
corporations like Enron and WorldCom collapsed as a result of the
ethical compromises of their directors. More importantly, our life’s
decisions are regulated by the values we dearly hold on to. Also, it is
important to be reminded that at the far end of every compromise is a
fatality. If you are being tempted to compromise because of the reward
your manager pledged, you should not forget that the firm is not under
any contractual obligation to reward you for compromising your ethical
values for the company’s gain.

Hi Aseye,
I acknowledge how important your friendship means to you. However,
integrity is by far the highest virtue of life. It is crucial to your own life
and that of your friend’s. As a matter of fact, thinking you would be
protecting your friendship at the expense of truth if you reported the
matter to your superiors is in itself a compromise of your integrity. I
advise that if you have already confronted your friend over her unethical
practice, you talk to her again, this time, providing context to your earlier
discussion by making it known to her the implications of her actions
on her own career, the company and everybody else whose livelihood
is dependent on the company, at least for now. If she persists after
you have provided this meaningful context, make it known to her you
will inform your bosses as her actions are unacceptable and could be
detrimental to the company’s growth. Your friend may distance herself
initially if you reported her, but with time, she will come to realise what
a gem of a friend she has in you and may come around. Have you heard
this before: Friends come and go, but true friends stay?

One revered HR professional has said, “You are better off without a
job than being in a ‘bad’ job.” He defines a bad job as one that induces
an employee to act against the very foundation of his or her moral
conscience. Ultimately, I suggest that if your employers tend to treat
you unfairly in a manner that affects your work or humiliates your
personality, seek redress with the National Labour Commission (NLC).
The company’s position to attempt to lure you to “keep the client happy”
is implicitly harassing and demeaning to human dignity and that puts
them on the wrong side of the law. You, thus, have an edge in the event
that you are unfairly treated for upholding your values. Remember, a
good name is better than riches. Best regards

This did not sit down well with me, so the first thing I decided to do was
to report her to our bosses. But upon second thought, I do not want it
to look like I betrayed her. Apart from being my friend, she also got me a
job, for which I am grateful. Now, I am torn between loyalty to my friend
and integrity on my job. How do I go about doing the right thing?

Never compromise on truth in any circumstance for any reason. Keep
this advice and it will protect you always. I wish you a successful career.

www.hrfocusmagazine.com
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Caution! Not all that
“gliTechs” is Gold
by Kofi Arhin

A

ll over the world today, individuals and
organisations are adopting improved
technologies to support their activities.
Some people perceive technology to be the
one catalyst for the improvement in lives and
business all over the world. In this article,
however, I put forth a differing opinion; that
technology adoption and use could be the one
tool for retarding the growth of organisations.
Before you declare me a prophet of doom,
permit me to emphasise that I am merely
expressing an opinion on an important matter
that affects our daily lives.
I still remember the day I received my first cell
phone. I was so excited to the extent that I
stayed up throughout the night, exploring
phone functions, and simply savoring the
prestige the mobile phone would bring to
my somewhat ordinary life. This has been the
attitude of some organisations before, during
and after acquiring one technology or the
other to facilitate organisational processes.
The zest to embrace such technologies causes
organisations to overlook accompanying
threats. They grow to become so dependent
on these technologies to the extent that
any system failure or attack results in zero
productivity. These system attacks can be
natural or man-made. Examples of natural
attacks include flooding, earthquakes, and
lightning. However, artificial or man-made
attacks include deliberate sabotage, hacking
and a poor maintenance culture. Sometimes,
usually, through the efforts of experts, systems
are restored or repaired. For a long time,
information security experts have managed
the activities of cyber criminals by trying
to outwit them through developing more
sophisticated tools such as firewalls and
intrusion detection systems. However, new
trends in attacks on organisational technology
resources are emerging. Some of these are
discussed below:
Insider Threat
Unfortunately, the extent of man-made
induced breakdowns far outnumber the
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natural ones. Some security experts believe
that employees are the number one cause of
attacks through negligence, and sometimes,
deliberate acts. This is referred to as the insider
threat problem.
According to Kaspersky Lab, developers
of Kaspersky Anti-Virus, the rate at which
cyber criminals are recruiting people within
organisations to attack systems is rising. In
a 2015 report, Kaspersky further revealed
that employee behaviour was found to
be the largest source of confidential data
loss to organisations. This is a worrying
development for organisations and human
resource departments all over the world. One
of the strategies for dealing with this threat
is to assign roles in developing systems so
that one needs a security clearance before
they are granted access to information. Also,
some organisations provide training in the
area of information security to ensure that
the incidence of attacks through employee
negligence is reduced. Deliberate acts of
malice by employees can also be checked by
including activity logs and breach triggers in
developing systems for organisations. These
security features, if not requested for, are
usually overlooked in the development or
purchase of organisational software.
Ransomware
Another worrying development in the use of
technology is the problem of Ransomware.
This is when attackers demand some form of
payment before releasing systems back to their
owners. Failure to comply with their request
results in permanent data loss. Most of the time,
it is impossible to track these perpetrators due
to the degree of sophistication of the attacks.
Information on how to attack systems are easy
to find online. There is even a black market for
tools and companies that offer these malicious
services at a fee. Other security experts believe
that these acts have come to stay and will only
grow in number. The best way of tackling this,
from this from an organizational perspective
is to demand the best practices in securing

systems whether from internal information
security employees or external consultants.
Although the attacks may not stop, there will
be available remedies when they occur.
Technology Competition
Technology competition is sometimes not
perceived to be a negative phenomenon. This
is when organisations purchase one form of
technology or the other simply because their
competitors are using it. This sometimes results
in poor preparation for information security
attacks on these systems. Beyond determining
the technology needs of an organisation,
stakeholders need to assess the readiness of
the organisation to handle security breaches
and other threats to technology that affect
organisational operations after acquiring these
technologies. Sometimes, information security
roles are outsourced to experts, but these
also have financial implications that may be
a burden. Cost-Benefit Analysis should also
cover Attack/Failure Analysis to determine the
probability of attack and response times. This
presents organisations with a holistic view to
make critical technology decisions.
Organisations all over the world aim to stay
competitive and relevant in the global market.
This desire has resulted in a desire to stay
connected and produce results at faster rates
through the use of sophisticated technologies.
However, the use and development of these
technologies in organisations have ultimately
resulted in new trends of cybercrime as
already discussed. It is therefore imperative
for organisations to start taking the issue of
information security seriously to ensure that
goals and targets are met.

Information Systems
Professional, GIMPA
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5

Digital Trends HR
Must Know about and what
exactly you should do about it

T

he phenomenal rate in which digital and technology is transforming
our world is affecting our working needs. The digital age has
redefined the meaning of ‘work’ and is relatively aligned around
the world. The interest in big data now means we can track beyond age,
gender and location, and as digital behaviours evolve, it is crucial that
HR professionals take responsibility in assessing behavioural change in
the workplace to identify solutions that can reshape the way we operate.
Let us start by looking into five digital-related behavioural trends and
ensure that we set up our organisations for success to; a) retain strong
workforce talent, b) encourage employee engagement and c) lead by
example with good HR practices.

byJoyce Dodd

1. The complexities of Millennials
This may appear slightly peculiar, referring to human beings as trends,
but Millennials are a vital instrument in the drive of digital and will
continue to be for the next few years. The under 30’s are dictating their
needs in the digital space, determining the shelf life of every platform,
defining what is on trend and even creating new trends. There are many
studies and interpretations of Millennials, as marketers try to determine
the best way to communicate with them, but one mistake that may
be easy to make is to assume they are all the same. Uniqueness is a
value of the millennial generation and so it is important to listen to their
opinions.
www.hrfocusmagazine.com
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What to do: Those in your organisation need a platform to be creative
and share their ideas for reshaping your business – offer them that
platform and immerse yourself in their world. When recruiting, consider
the skills of Millennials as equally as valuable in shaping the future of
your organisation, as recruiting for those with many years of experience.
The two are complimentary to the successful growth of your business.
2. The Increasing demand for learning
With the Internet allowing peers to instantly share their work globally,
serious organisation have recognised that competition, cuts across
borders. The desire for continuous professional development is
therefore on the rise. Good news - education no longer needs to be in
the classroom. The ease of use of video platforms and editing software
means we should expect a growth in the e-learning category. Whilst
I would always promote blended learning as best practice, it is not
always feasible to send employees for workshops. However, e-learning
may be an immediate solution to ensure that the organisation is still
developing. LinkedIn has recently launched LinkedIn Learning, which
is a video-based learning platform and such virtual education tools
means Africa now has wider access to education, a range of experienced
specialists and more choice. Vice versa, Africa can now teach the rest of
the world the lessons that can only be taught from local experts on this
complex continent. And as companies look to expand into this region
of the world, e-learning provides opportunities for businesses to gain
recognition and development of each other’s knowledge.
What to do: Explore various e-learning opportunities to allow your
workforce to continue to develop, if you are a larger company with
capacity, why not look into recording proprietary e-learning modules
(and perhaps monetise by selling them to other companies?)
3. Social media - the driving force of an opinionated population
One in every four minutes spent on the Internet is on a social media
platform and where over 2.3 billion users globally are reading and
sharing experiences online, it is important to note that this could be
in reference to your company and be written in either a positive or
negative light. Existing employees have a strong influence on how
others view your organisation. They may share photos of office perks
such as pizza and coke Fridays, whilst expressing their love for their
company. Alternatively, your employees may have nothing to say about
your organisation, which may not sound too off-putting, but when your
competitors’ employees are singing their bosses praises, it automatically
positions you in second place. Oversees, Glassdoor is a perfect example
of a social listening platform designed specifically to receive anonymous
feedback from workers, to help companies understand their employees’
opinions and is increasing in contributions year on year.
What to do: Feedback online, whether written positively or negatively,
provides important information on employer brand perception. What is
key is how you respond to it; always communicate the actions you are
going to take to improve the organisation. Create an internal listening
platform where employees can vent frustrations (to avoid airing dirty
laundry in public) and create natural positive experiences internally in
addition to social media advocates, to organically drive the messages
externally.

4. The diversification of the ‘gig economy’
There is a saying; “If you don’t build your own dream, someone else will
hire you to help them build theirs,” which seems to be the fear of many
of our youth living in Africa. So, we see a swarm of recently graduated
CEOs building their empires, scouting their own contracts and taking
cash-in-hand ‘gigs’. The term ‘gig’ comes from musicians taking one-off
deals to perform at bars, clubs and restaurants. This culture has spread
across all industries. On one hand, it represents a proactive generation
of entrepreneurs – the true spirit of Africa. But what it also creates is
a fragmented work infrastructure. These businesses lack the structure
of scaling into a fully functioning organisation; with all the frameworks
that experienced HR professionals put in place, and so risk building
strong foundations for a strong future workforce. It also means business
owners may start to experience a decrease in loyalty in their employees;
using working hours to complete private projects, lower retention rates
or higher staff turnover. The economy ahead is looking shaky in this
respect. Either way, gig culture is here to stay.
What to do: Plan for a robust employee engagement strategy and
provide the new generation of employees a reason to want to be a
part of a larger organisation and feel like a partner vs. a worker. Look
at implementing internal ‘gigs’ to encourage the personal talents of
employees.
5. Customisation becomes an expectation
We are all entitled to choice, and at the click of a button, we can now
tailor our choices by; style, colour, material, flavour, smell, price, size,
texture, the list goes on (we can even opt for personal messages or
names engraved on products). Brands such a Nike, Coca-Cola and Oreo
are to name but a few examples that have tapped into the need for
personalisation, early on. Now we see this as the norm in the digital space,
even in its simple form of changing profile backgrounds. The digital age
is constantly expressing differences as a way to celebrate diversity and
respect for different choices and opinions. In the workplace, there is a
common need for choice, especially as individual circumstances differ.
The need of a new mother will inevitably contrast to that of a young
single male, both working in the same office.
What to do: Re-assess your company benefits to allow for flexibilities
where possible for e.g. flexible working hours or working from home
one-day a week, birthday afternoon off or birthday party in the office,
annual fuel voucher or annual grocery voucher, monthly cinema tickets
or fruit salad on Wednesdays. The idea of choice and customisation of
packages is likely to drive positive engagement. Give it a trial.
Whether you take a proactive, reactive or non-active approach to
addressing these changes is entirely your choice, what is advisable is to
assess the potential return that these recommendations could bring to
you and to your business.

Talent Managment &
Digital Expert
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Take a Bold Step;
Have a Pap Test

T

he pain on her face was nothing compared to what she was feeling
inside. When the reporter asked her to give a little more detail, she
started crying, and her words were muffled by her sobbing. This
woman, probably in her mid-50s, was battling with something that was
quite beyond her and though on national television, she could not but
lay it all bare. Then came her silent but very loud plea, “Every lady, 25
years and above should get a Pap test, do not wait until it is too late.”
Cervical Cancer is real, and in a society where mentioning the names
of some parts of the body is considered a taboo, it is almost difficult to
have people talk about the things that really disturb them, let alone go
to the hospital to have some doctor check their “private” parts. However,
this is not a matter to place your taboos on as lives are likely to be lost if
not taken seriously.
What is the fuss about?
Worldwide, cervical cancer is both the fourth-most common cause of
cancer and the fourth-most common cause of death from cancer in
women. In 2012, an estimated 528,000 cases of cervical cancer occurred,
with 266,000 deaths. About 70% of cervical cancers occur in developing
countries. In low-income countries, it is the most common cause of
cancer death.
Cervical cancer occurs when abnormal cells on the cervix (the lower part
of the uterus that opens into the vagina) grow out of control. Cancer is
the result of the uncontrolled division of abnormal cells. Most of the cells
in our body have a set lifespan; when they die, new cells are produced to
replace them. Abnormal cells can have two problems:
•
They do not die
•
They continue dividing
This results in an excessive accumulation of cells which eventually form
a lump - a tumor. Scientists are not completely sure why cells become
cancerous. However, there are some risk factors which are known to
increase the risk of developing cervical cancer. These risk factors include:
HPV (human papillomavirus), many sexual partners or becoming sexually
active early, weakened immune system, giving birth at a very young age,
several pregnancies, use of contraceptive pill, other sexually transmitted

by Revina Acheampong

diseases (STD), socio-economic status (Studies in several countries have
revealed that women in deprived areas have significantly higher rates of
cervical cancer).
Symptoms of Cervical Cancer
•
Bleeding between periods
•
Bleeding after sexual intercourse
•
Bleeding in post-menopausal women
•
Discomfort during sexual intercourse
•
Vaginal discharge tinged with blood
•
Pelvic pain
Why do I need a Pap test?
The majority of deaths associated with cervical cancer could be
prevented if all women had undergone cervical screening. Authorities
posit that a female should start screening at the age of 21, or within 3
years of her first sexual encounter - whichever occurs first.
Cervical cancer can often be successfully treated when it is found early.
It is usually found at a very early stage through a Pap test.
As part of a pelvic exam, you should have a Pap test. During a Pap test,
the doctor scrapes a small sample of cells from the surface of the cervix
to look for cell changes. If a Pap test shows abnormal cell changes, your
doctor may do other tests to look for precancerous or cancer cells on
your cervix. Your doctor may also do a Pap test and take a sample of
tissue (biopsy).
There is nothing to be shy about. Your health should matter to you more
than whatever reservations you hold about what ought to be seen by
your doctor. Take a bold step; as is said, “Better safe than sorry.”
Source
Medicaltoday.com
www.webmd.com
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HR Generalist

Chief Operations Officer

Qualification

Qualification

BSc. / BA .Administration - Human Resource Management/
Industrial Sociology/Psychology/ Economics / Statistics with at
least Seven (7) years’ experience

DUTIES

A master’s degree in business administration or finance, or
equivalent business experience. 10+ years of progressively
responsible experience

DUTIES

•

Keep up to date profile of business objectives and existing
talent needs.

•

Assist in formulating the company’s future direction and
supporting tactical initiatives

•

Develop strategies for retention, recruitment, training,
coaching and knowledge management with the Learning
and Development Coordinator

•

Monitor and direct the implementation of strategic business
plans

•

Develop the annual manpower budgets & plan and
generate timely management information reports on
recruitment function across the company

•

Manage the capital request and budgeting processes across
the company and all subsidiaries and affiliates

•

Provide input and oversight into the financial aspects of
product development

•

Oversee employee benefit plans, with particular emphasis on
maximizing a cost-effective benefits package

•

Coordinate with recruitment agencies across Togo/Benin,
Ghana and Nigeria regarding all aspects of permanent
recruitment.

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

Facebook is FREE
on MTN Free After 1.

Pay only for the first minute of your call on MTN Free After 1 and enjoy
FREE Facebook for the rest of the day.

Dial *315# to sign up now.
Terms & Conditions Apply.

Follow @MTNGhana on

/ visit mtn.com.gh for more details.

everywhere you go

