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10 years ago, HR Focus was an idea. 10 years ago, HR Focus magazine was birthed. In its 10th year, HR Focus magazine
is now HR Focus Africa! Yes, we are 10 years old!
Africa has come of age and so has its human resource. The conversation has shifted from having a human resource
that is told what to do to developing people to know what to do and take initiatives. Today, employers face an
arduous collection of historic challenges as they speed into a digital economy that’s already transforming businesses.
But you see, the call is to move beyond mere conversation to taking action. HR is pursuing the critical new skills
needed to succeed in the digital age. Analytics, digital labour and artificial intelligence is the talk for now and the
future.
So for those in HR Management, the expectation is to be championship coaches; leading and guiding employees
throughout their careers and becoming more essential than ever to business analytics and strategy.
Indeed, the evolution in the HR profession will continue as machines and technology replace tasks once performed
by humans. HR leaders will need to be bigger, broader thinkers, and they will have to be tech-savvy and agile enough
to deal with an increasingly agile and restless workforce, and HR Focus will grow with them every step of the way!
We are very excited to introduce to you our very first HR Focus Africa edition on the theme: The Future of HR. As we
take this journey to explore Africa, how Human Resource as a profession, and in practice, is growing, as well as the
differences and similarities that come with different climates, we invite you to join us on this adventure.
This year and in the coming years, HR Focus brings you endless possibilities with a Universe of thought-provoking,
educative and exciting digital content. Together, let’s chart the path of the next 10 years!
Subscribe for your quarterly HR Focus, and to our YouTube channel (HR Focus Universe): 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 all our social media platforms (Facebook, Twitter, Instagram, LinkedIn)
@HRFocusU.
Cheers!

www.hrfocusmagazine.com

HRFocusU

Need a perfect gift
for a loved one?
Choose the perfect Gift Bundle for that
special person.
Dial *527# to access the MTN Digital Shop.

# WeDey4U
everywhere you go

mtn.com.gh
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Africa 2018 Forum: Egypt
pledges to boost Investment
and cooperation in Africa

E

gypt has announced a number of
initiatives aimed at boosting more
investment, economic integration and
greater cooperation among African states, as
President Abdel Fattah Al Sisi calls for urgency
in tackling Africa’s needs.

favour, it is our duty and responsibility,” he said.
And in remarks at the Presidential Panel –
Bold Leadership and Collective Commitment
–Advancing Intra-African Investments –
President Al Sisi also passionately emphasised
on the need for urgency.

Speaking at the African 2018 Forum held
in the resort town of Sharm El Sheikh, the
Egyptian leader outlined to delegates,
including African Heads of State and leading
business leaders, how Egypt will help tackle
some of the issues and constraints holding
back investment and economic growth
around the continent.

“We have another pressing challenge in Africa
– that of time. People ask me, ‘Why are you
in so much of a hurry?’ But we are in a race
against time and the needs of our people are
so pressing. I believe building hope for our
people cannot wait any longer. We have to be
in a hurry and apply progress in a speedy way
in whatever we do,” he said.

He announced that Egypt will establish a
risk insurance fund to encourage Egyptian
entrepreneurs to invest in other African
countries to benefit from the continent’s
massive opportunities.

Ethiopian Airlines is a remarkable success, says
CEO

A guarantee fund dedicated to investing in
infrastructure, information technology and
high-end digitisation of African economies
was also announced.

Tewolde GebreMariam, Chief Executive Officer,
Ethiopian Airlines, talks about Ethiopian’s new
stakes in African transport companies across
the continent and the challenges of planning
for the long term.

“This event emphasises how much
importance Egypt accords to theAfrican
continent,” he said. “It’s been an important
platform to enhance the multilateral
framework of African countries. Improving
African infrastructure and a clear focus on
development will be central to our agenda
during our chairmanship of the AU.”

Despite being state-owned, Africa’s largest
airline by revenue and profit has long been
free from government meddling. This is one
reason why Tewolde GebreMariam, Ethiopian
Airlines’ CEO since 2011, has survived the
country’s recent political rev¬olution.
New prime minister, Abiy Ahmed, has
purged senior staff from other state-owned
enterprises, but Tewolde’s team and vision
remain intact.

“We have to provide the leadership necessary
for young people to be free, explore and
express themselves. We are not doing them a

Another reason is that under his stewardship,
the company has made extraordinary
progress. Its net profit in the 2017/18 financial

Go Easy; Do More!

year rose to $233m, from $229m the previous
year, while its operating revenue rose by 43%
to $3.7bn – figures unmatched by any other
carrier on the continent.
Vision 2025, a 15-year strategy drawn up in
2010, has been so successful that Tewolde is
already working on a scaled-up successor for
2030. The fleet is only 20 planes away from
its target of 120 by 2025, which would make
it the continent’s largest. “It is a remarkable
success,” Tewolde said in his office next to Bole
International Airport, which is fast becoming
one of the continent’s busiest hubs. “Some of
the targets we set in 2010 to be achieved by
2025 we achieved by 2016.”
Meanwhile, Ethiopia has overtaken Dubai as
a conduit for long-haul passengers to Africa,
highlighting the success of the state airline’s
expansion drive and the reforms of its new
prime minister.
Travel consultancy ForwardKeys said on
Wednesday Addis Ababa airport had
increased the number of international transfer
passengers to sub-Saharan Africa for five years
in a row, and in 2018 had surpassed Dubai,
one of the world’s busiest airports, as the
transfer hub for long-haul travel to the region.
Source: Reuters.com
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Nine of ten Africans unqualified
for the Jobs they apply to

C

lose to 90% of applicants that apply to a
job position are objectively not a match
to the role advertised. This is caused
less by a shortage of jobs, but a fundamental
misunderstanding of job requirements, both
from employers and candidates.
This has been uncovered by research
conducted by Ringier One Africa Media
(ROAM).
Matthew Page, ROAM Head of Jobs, on the
background of the research: “We have recently
conducted a data review and were shocked
by this huge gap. Our initial hypothesis was
that this is due to a shortage of jobs, gaps
in the labour markets, and desperation.
However, digging deeper into our database,
our analysis found that many candidates were
indeed qualified for other available jobs, but
did not necessarily apply for these. African
employers and our clients indeed face a
challenge in hiring the right people.”

Hiring the right competency upfront typically
returns 3x productivity for the employer
The company’s research further brought
to light that an average job listing receives
about 140 – 160 applications. This showcases
that there are huge hiring efforts involved
in the application and recruitment process,
even before the interview. This is both on
the candidate side, to launch this large
number of wrong applications, as well as
from the employer, to identify the 10% of
right candidates, amidst a large number of
unqualified requests.
“Hiring the right competency upfront typically
returns 3x productivity for the employer. It
also minimises the onboarding time required
to get an employee up to speed. That is why
we have launched smart employer products
in the last months. These facilitate a smooth
hiring experience for employers, through
tech-enabled shortlisting and matching

products that identify the best candidate for
the best position,” adds Matthew Page.
Clemens Weitz, CEO of ROAM elaborates
on the potential for economic growth: “Our
research clearly shows that the education
of the African job market has a long way to
go – both on the seeker and employer side.
Solving this challenge will unlock tremendous
latent economic potential. Imagine an
efficient economy, where all employees sit
in the job that is a perfect, natural fit for their
individual nature. Productivity and satisfaction
would skyrocket. AI and machine learning
have tremendous potential, and we plan to
fundamentally solve this challenge in 2019.”

Morocco: Strengthening the
Private Sector

T

he trade war continues between the
United States, China and soon Russia.
Washington is reviewing its investment
roadmap for the African continent.
A positioning duel that Washington intends to
win by releasing $426 million to finance major
projects in Africa. The country expects to rank
as the continent’s largest investor ahead of

China, which had $2.4 billion in foreign direct
investment in 2016.
We discuss this with Joseph Szlavik, a policy
analyst in Washington DC, USA.
Morocco intends to position itself as the
privileged partner of its African peers through
investments and cooperation. It intends on

www.hrfocusmagazine.com

embarking on major projects led by operators
from the kingdom. The country, plans to
increase its participation in development by
injecting nearly €357 million from Moroccan
companies to African countries. Morocco
relies, among other things, on the private
sector as a development tool.
Credit: www.africanews.com
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Amendments to labour
relations legislation National minimum wage,
parental and adoption leave

T

he President of South Africa, Cyril
Ramaphosa, signed the new national
minimum wage statute into law
effective from 1 January 2019. Apart from
the national minimum wage of R20 per hour
introduced for all employees of all industries
(*excluding farm workers and domestic
workers), the National Minimum Wage Act
(NMWA) also triggered other amendments to
inter alia the Basic Conditions of Employment
Act (BCEA) and the Labour Relations Act (LRA),
the most significant being the introduction of
parental and adoption leave.
Below are some of the National Minimum
Wage Act and other amendments for your
own edification.
What does the National Minimum Wage Act
entail for employers?
The national minimum wage was
introduced based on a per hour tariff (R20
per hour) and not in respect of a monthly
minimum amount. The hours calculated
exclude any lunch breaks and, on average,
the national minimum wage amounts to
a monthly minimum salary of R3,200 –
R3,500. Employers will be legally obliged to
pay at least the national minimum wage to
their employees.
Employers must note that only the
minimum wage component of legislation

was amended. Other provisions with
reference to deductions, overtime, leave,
working hours, housing, etc. as applicable
to the specific industry shall still apply.
Also, if an industry’s set minimum wage is
higher than the national minimum wage,
employers must pay the higher wage.
The national minimum wage exemption
process
The National Minimum Wage Act (NMWA)
and regulations also make provision for
business owners who feel that they cannot
afford to pay the new national minimum
wage, to apply for exemption. To qualify
for national minimum wage exemption,
a business must be able to demonstrate
that it had not made a profit for the past
two financial years or that its profit was less
than 6% of the value of the assets of the
business.
Introduction of parental and
adoption leave :
The aggregate effect of the introduction of
parental and adoption leave from a basic
condition of employment perspective is that –
three days’ paid leave per year provided
for in the past under Family Responsibility
Leave for a parent on the birth of a child
falls away and is replaced with 10 days’
unpaid leave under parental leave and
adoption leave respectively;

the three days’ Family Responsibility Leave
per year is now only available when a child
is sick or on the death of certain closely
related family members;
in the event of the birth of a child, an
employee as parent would be entitled to
either maternity leave or parental leave
(not both), and in the event of adoption
of a child, to parental leave or adoption
leave (not both), with all categories of leave
(maternity, parental and adoption) being
unpaid.
It is important to note that an employee as
parent is entitled to the new parental leave
and adoption leave irrespective of the marital
status of such an employee/parent or the
same-sex or different sex (heterosexual)
affiliation of such an employee/parent.
Businesses will have to ensure that their
employment policies and procedures are
sound in line with the amendments to the
Basic Conditions of Employment Act and
National Minimum Wage Act. Employers who
fail to comply with the relevant legislation risk
being caught up in unnecessary legal action
and disputes as some employees and unions
might see this as an opportunity to exploit the
situation.
Credit: Bizcommunity.com
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The

Future
By: Ewurabena Neequaye

W

e are in an age of technological advancement –
we hear theories and see movies scripted around
different concepts of ‘the future’. We hear of a future
where technology takes over and we live in a robot age, a
future where people can do everything from the comforts of
their homes, a future filled with artificial intelligence, just to
mention a few. In a time where we see the future everyday in
different forms, how ready is Africa’s workforce for the future
of work?
Think tanks and professionals have forecasted the trends that pave the way to the
world of work’s future. A team from PwC and the Saїd Business School made some
revelations on how the world of work will look like in a few years. Their research,
spanning a ten-year period, came out with results covering these six areas:

www.hrfocusmagazine.com
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i. Demographic Shifts:
The world’s population is expected to grow by about 1.15 billion
people, reaching a total of 8.5 billion by 2030, with 97% from
developing countries. While Africa’s population will double, Europe’s
will shrink. Africa’s challenge will be to maximise returns from its young
population.
ii. Shifts in global economic power:
Developing nations are expected to grow even more rapidly, making
emerging markets the core growth markets for global businesses. Global
multinationals will be led by people from the emerging economies and
business culture will become more diverse.
iii. Rapid Urbanisation:
Over the next two decades, urbanisation will accelerate across the globe.
The real opportunity for business lies in the large cities in Sub-Saharan
Africa, whose populations are projected to double by 2030. Businesses
and governments that seek to lead the pack need to invest in hard and
soft infrastructure to cultivate a robust and sustainable economy.
iv. Resource scarcity and climate change:
On the whole, the world’s economic development model is extending
beyond the planet’s capacity to cope. No country is currently managing
to achieve a low ecological footprint and a high score in Human
Development Index. A businesses’ sustainability will determine how
prospective stakeholders’ willingness to work with them.
v. Technological Breakthroughs:
Technology, the biggest disrupting force in the life of today’s organisation,
is a combination of the internet, mobile devices, data analytics, and

There have been conversations and concerns about how the future
will look like, especially with the kind of futuristic stories Hollywood
movies tell. There is neither a positive nor hopeful tone in the storylines
that make it to cinema screens. This does not only lead to a broader
conversation, but actually hints at the kind of research being done in the
area of technological advancement.
In Africa, the conversation on the future of work in centred on how to
adequately prepare the largely youthful population of the continent
for a fast advancing future. Christine Lagarde, the Managing Director of
the International Monetary Fund (IMF) has shared concern about this
through different avenues. In her opinion, knowledge and information
are the resources of the future. As such, countries in Africa need to
promote digital literacy and identify the skills that will allow the next
generation to take advantage of technology rather than be replaced
by it.
In 2018, the Global Shapers Community; a worldwide community of
young people driving dialogue, action
and change; assembled a panel
to discuss The Future of Work
and how the Ghanaian labour
force can remain relevant. It is
interesting to note that Ghana
is still educating the youth in
the same way previous
generations (as far as
5 generations ago)
were educated.

cloud computing, among many others. In this digital age, a majority of
the population will be well-versed in handling and developing digital
software. As such, it is only a matter of time before the world of work in
Africa gets the full impact of the digital revolution.
vi. The Journey to the Future:
There is a huge expectation that the world of work will turn out to be
one of these four:
Innovation will not only be a necessity, but will be the way of life.
Trends and advancements will move at a faster pace than it is now.
For this reason, small and medium-sized businesses will aggressively
compete with big businesses because of the influence of digital
platforms and the power and access they give.
There will be a high demand for specialised skills and the value
placed on human capital at the top of the food chain will greatly
increase, whereas others will be paid very little or not paid at all.
Organisations will be concerned with how their work affects the
environment negatively and will use this consciousness to hire, train
and maintain talent and other stakeholders.
The working force of the world of work will hold more respect and
authority, as they will be more aware of their rights and more willing
to fight. In addition, there will be a strong emphasis on ethics and
fairness in the future world of work.

This is a troubling turn of events, taking into consideration the vast
difference between how the world currently is, and how it used to be
twenty years ago. The Global Shapers Community panel discussion
brought up some interesting policy action points that could improve
any African country, if they were implemented.
The primary point worthy of note is how much education and skill
training in Science, Technology, Engineering and Mathematics (STEM)
is one thing that will help workers secure jobs in the future. If training is
not taken seriously, workers will find that they are redundant and have
been replaced in the world of work.
Another point to note: emerging industries is a phenomenon to
be acquainted with. The current digital age provides a platform for
digitisation of various services across industries. Currently, industries
such as Agriculture, Finance, Crude Oil, E-commerce and Education
are all technology enabled. For this reason, the work force needs to
be adequately prepared for a time in the future when there will be
no option but to embrace technology. Urbanisation in the African
continent is steadily increasing and with it, should be equivalent
industrialisation. Without this, there will be a general inability to keep up
with the advancing times.
Essentially, the future of the world of work comprises several
uncertainties and many possibilities. How ready the human resource is
depends on the policies that are set and implemented in the fields of
education, agriculture, trade, and industry. Indeed, the African continent
is endowed with all the physical, mental and financial resources needed
to take on the exciting future that comes speedily towards us.
Source: www.pwc.com.ng
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A Letter to my 21 year-old
self from the Year 2063
By: Irene Yaa Frimpomaa Sasu

D

ear Irene Yaa Frimpomaa Sasu,
I write to you from a future I am not
happy and proud of living in, and I
hope this letter guides you at least to forge a
better future than I currently find myself in for
yourself.
I am sending you this letter from a place where
our continent has been invaded and no longer
ours, a place where many young people have
no dreams anymore and the old folks have
all lost hope. Our resources; the diamonds of
Botswana, the gold of South Africa, the cocoa
of Ghana, and all the resources that some
years ago were ours now belong to huge
multinational companies and conglomerates.
We no longer have working governments but
puppets controlled by these companies. Our
forests all gone, our waters all polluted. I am
quite sure you still have fish to eat – here, there
is no fish where I am and I miss it.
Our salaries are nothing compared to what our
masters make. All of the money we work so
hard and tirelessly for never stays here at home
in Africa – all of it is sent away in large planes
to the West, which is the home of these huge
companies. Our economy is dictated to us and
we almost have no say. The Africa we used to
complain about some years ago in terms of
growth and development is now worse off –
everything has fallen apart.
And you know those things you people call
trees? We don’t have them here anymore; we
cut them all to produce furniture for countries
abroad and to build homes. All we have now
are some artificial ornaments that look like
trees – an invention by these companies
propelled by electricity and that is how we get
our oxygen.

You know some years ago the United
Nations came up with the idea of Sustainable
Development Goals; right now, in this place
– there is no way we can achieve that everything has fallen apart. I mean how can we
achieve Sustainable Development Goals when
we have companies dumping waste into our
water bodies, mining our forests and pumping
poison into our air space?
Irene, I write this to you because I believe more
in you and in your generation and would not
want you to end up the way I have. Africa is not
just a place like it is for the rest of the world –
for us it is home, the place where everything
great can happen.
Even as I write this to you – I feel the heat of the
sun rays even more than it used to be; experts
say something called the ozone layer has now
depleted completely.
Irene, your generation has the numbers – you
have the highest number of young people as
compared to any other place on earth, use
these numbers. You have the power to create
the largest businesses in the world; you have
the power to decide how you want to be ruled
and controlled, and how this continent should
look like in the next one hundred years. There
is no end to what you can achieve.

Your generation is smart, intelligent and
creative – explore ways by which you can unite
to create jobs for yourselves and at the same
time protect your environments. Take charge
of the opportunities this continent has to offer
before others do.
Unite with all countries across the continent
and build it, remember, Africa is not for sale.
Only you have power to make it happen – no
corporation does.
When you do these, in the years to come when
you still have access to fresh water, clean air
and tress that were made by God, you will
have yourself to thank for making it happen
and taking control.
Irene, when your stories are told by the next
generations that come after some day, you will
always be remembered in the books of history
as “the ones who did not let Africa down’’ and
you will never be forgotten.
Your generation is phenomenal and has all it
takes. Make it happen!
Cheers,

You have goals; Sustainable Development
Goals and the African Union’s agenda, let these
be your commandments.
Build sustainable cities and properly manage
your waste so you do not have it polluting
your water bodies and killing the life in there.
Continue to enjoy the beautiful breeze your
trees produce and refuse to exploit your
natural resources.
www.hrfocusmagazine.com
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a Strategic
CEO & HR Synergy
Mrs. Amma Benneh-Amponsah
Human Resource Executive - MTN Ghana

Human Resource is the power behind the performance.
For some, it is the engine force that propels the vehicle.
However, this force does not work exclusively but with
other facets of the vehicle for excellent results.
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In the Q1 2018 edition of the HR Focus
magazine, we caught up with Mrs. Amma
Benneh-Amponsah, HR Executive of MTN
Ghana, to discuss her beautiful beginnings,
education, her vibrant employer brand, and
her award winning HR strategies.
As our cover personality in this edition, we take
the conversation a step further. Read on to find
out more as HR Focus once again engages
Mrs. Amma Benneh-Amponsah in this riveting
interview…
HRF: We watch you from afar and we admire
your leadership and exploits, what do you
enjoy doing the most, outside work?
AB-A: I devote my time to family; I really enjoy
family time

Cover Story | HR Focus Africa

add value during interviews. Opening up
internship opportunities for students across
various institutions is a priority for MTN Ghana.
We start identifying our future talent
from an intern pool who eventually join
the organisation for National service and
subsequently, our graduate development
programme.
Increasingly, a lot more
institutions are seeing the value of internships
and are proactively partnering with industry to
make the process a lot more structured.
HRF: For an HR department, one thing
you might have to deal with is change
management and getting staff aligned, how
do you ensure that staff adapt, are equipped,
prepared, and supported in order to drive
organisational growth?

HRF: You lead a very dynamic and fast-moving
industry and team, what is your vision for the
year in terms of people management?

AB-A: Change at the organisational level I
believe must be kept simple, transparent,
and should focus on two-way feedback
and expectations managed throughout the
process. It is better to have small successes
that culminate into the end-state outcome
than trying to do it all at once. It is also
advisable that the HR team takes ownership
for organisation-wide change regardless of
the area of the business as this ensures that
fundamental change management principles
are applied with every change experience.
This limits bad experiences that make future
initiatives difficult to deploy.

AB-A: The vision is an HR team that can
accommodate a mind shift movement that
can mimic the pace of change in our industry
and organisation both locally and globally.

HRF: For some HR practitioners, one hurdle is
getting management to buy into their peopleoriented initiatives; in what ways do you think
HR can win in this regard?

HRF: A recent survey by HR Focus reveals that
most candidates have good CVs but do not
perform well in interviews; what do you think
is the reason for this?

AB-A: I suppose as practitioners, we should
strive to promote initiatives that directly or
indirectly impact the business’s reason for
existence in the short, medium or long term
and as such communicate our business cases
for these initiatives. Furthermore, we may
want to explore partnerships in achieving
some of our people initiatives as this tends to
reduce the financial and risk burdens on our
organisations.

HRF: MTN is a big supporter of the creative and
music industry in Ghana, who is your favourite
musician and what genre of music will we find
you grooving to?
AB-A: My taste in music is very eclectic. I listen
to different genres of music. I, however, prefer
hymns and choral music, especially in the
morning.

AB-A: As much as interviews are meant
for candidates to sell themselves for a role,
“listening/hearing” by candidates is a key
component. By doing this you do not only
project good communication skills but also as
an interviewee, your style is likely to match that
of the interviewer. A second observation I have
made is that candidates who make an effort to
mimic the interviewers’ demeanour tend to
connect better. Organisational cultures are
more complex now and having a gauge of the
type of culture at the interview stage requires
being a lot more particular about the areas
mentioned whilst being professional.
HRF: What can institutions (schools,
organisations) do to help solve this issue? What
is MTN doing?
AB-A: Being exposed to the workplace whilst
studying does help with confidence building
and developing specific work ethics that can

ABOUT HR/ CEO RELATIONSHIP
HRF: What are the essential ingredients for an
epic CEO/HRO relationship?
AB-A: The HR Head on a C-suite should
function no differently from any other C-suite
role and once that principle is established, it
translates into your accountability as an HR
Practitioner for the consolidated profits and
losses of your organisation from both a people
and organisational perspective. Beyond being
a strategic partner, you become a lot more
focused on sustainability, which makes you a
valued partner and advisor to your CEO, peers
and the business at large.

www.hrfocusmagazine.com

HRF: Here is what one HR person had to say
about sharing information… “There will be
conversations that I have with my peers and
others in the company that the CEO should
never know about. Just as CEOs will tell me
things they cannot tell anyone else, I am
effective only to the extent that others have
the same trust that I will keep their confidences
as well.” What is your view on this?
AB-A: As Practitioners, we are privy to a lot
of information about our employees and it is
important that the protection of information
and data that we have is prioritised. I am
however of the view that businesses need
to be a lot more transparent with generic
employee and business enabling information
to ensure better performance management, as
well as expectation management.
HRF: Having worked with MTN a number of
years, you have seen a number of changes,
especially in leadership, how has HR worked
and adjusted to different leaders to achieve
the corporate vision?
AB-A: Organisations should be shaped by its
values, vital behaviours that employees have to
display, mission, vision, key strategic themes/
focus areas and an organisational ambition for
the short, medium and long term all co-created
and clearly communicated across the entire
business. The role of leadership where these
exist is mainly to steer the business towards
achieving them. HR definitely has a major role
to play in making seamless transitions noting
that we have a role to guarantee the integrity
of our organisation’s culture, as well as the
positioning of the new leader.
HRF: HR plays a critical role in maintaining
your organisation’s effectiveness—while also
containing rising costs. That is why you have
to stay abreast of its performance and identify
possible capability gaps. Current research
involving 2,500 CEOs shows that the capability
gap is an area of concern for many companies.
How can some of these issues be addressed, at
least to reduce cost?
AB-A: Employee cost metrics ideally should be
agreed once you define your businesses plans.
What employee cost compared to metrics
such as revenue, profit, total cost, etc. are you
ready to accommodate as an organisation?
This provides a metric that guides your people
plans as an organisation. I will also recommend
that how you perform against these metrics is
transparently communicated to the business/
all employees to manage expectations. Where
this is clearly articulated, employees see how
they directly impact their own remuneration
based on their output and contribution to the
bottom line.
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ABOUT RETENTION AND PEOPLE
DEVELOPMENT
HRF: You recently won an award for
“Outstanding Employee Retention Policy.”
What is your current retention rate and how do
you keep employees, considering the raging
‘war’ for talent?
AB-A: Consecutively for 6 years, our voluntary
exit rates have been less than 2%. Retention
to us is having a comprehensive employee
value proposition that focuses on our brand,
careers, learning and development, pay and
benefits(both short, medium and long term)
and most importantly, striving to make MTN a
Great Place to Work by learning from local and
global companies who strive to achieve this
feat.
HRF: Again, succession planning is a major
issue for most organisations: the leader exits
and there is no suitable candidate within the
organisation to fill the position. How can this
be fixed?

AB-A: Succession planning is HR led yet
achieved day to day together with line
managers. It is important to develop line
managers to be effective in order to achieve
good successor development rates. It is
also very important to be deliberate about
succession backed by the right developmental
interventions that should be blended in order
to attain the desired results.
HRF: Do you think the leaders of this country
are doing enough when it comes to people
development? What more can be done?
AB-A: We prioritise education in Ghana which
is a good thing. Our practical interventions,
however, may require some enhancement and
it will be good for both the public and private
tertiary institutions to encourage internships
and apprenticeships. This is required to build
the desired workforce of the future.
ABOUT ACHIEVEMENTS AND THE FUTURE
HRF: As an HR practitioner, what will you say
has been your biggest achievement?

AB-A: I am still work in progress and the HR
landscape keeps evolving. I am however very
grateful that together with my immediate
team and organisation, we have been able
to enable high-quality people management
standards that have been recognised both
locally and internationally.
HRF: If you had the opportunity to change
anything about HR in Ghana, what will it be?
AB-A: A bigger focus on the HR experience
we give to our employees at every touch point
and focus less on HR being process drivers.
HRF: What major transformation do you
envision in HR Management and practice in
Ghana in the next 5 years?
AB-A: A bigger focus on sustainability vs.
being strategic only, less transaction and a lot
more interaction in the way we are expected
to deliver HR services and initiatives and lastly,
less focus on cost and a lot more on value.

I look forward to a future where HR is proactively enabling business with
structures that empower energise, and engage employees, where employee
experience is prioritised at every touch point; where technology is deployed
for better employee self-service; where data is used for decision making, and
where HR promotes the hearts and minds within the organisation.
Amma Benneh-Amponsah
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The

Smart
Moneyman
By: Nana Akosua Agyepong

W

stick to a budget in the past, it will not be any
easier now, however, you can take conscious
baby steps and with time, you will become an
expert.

These are but a few of the secrets he shared
with me...

Be financially literate. It is unfortunate that in
school, we were thought English since we will
need it everyday, but we are not thought about
our finances. We use money every single day,
consciously or unconsciously. Financial literacy
is not only for the analyst and economist; it is
for everyone. You need to educate yourself on
your economy. This knowledge will give you
an insight into when to make some purchases
and when to invest your money. For example,
when your economy is not doing too well,
that is not the time to buy a luxury car or an
expensive one. If you really have to, go for a
cheaper model. Invest the rest of the money
and let that grow.

It is never too early to teach your children
the importance and need for budgeting.
Budgeting is an essential part of money. This
will give you a clear idea of your daily and
monthly expenses, which will give you the
power to know what you spend most of your
money on. If you have found it difficult to

Know the difference between a need and
a want. Before you spend your money on
anything ask yourself this, can I live without
it? Of what benefit is this purchase to my life?
You are going for a classy event, you can pick a
couple of your classy attire and select the best
one, there is no need to buy a new dress.

hen we were children, for most
Africans, we loved superheroes and
Barbie dolls. Growing up, we were
taught to learn and get good grades to enter
good schools. When we got to the university,
we were taught to pass well and get good
jobs. There is nothing wrong with any of these,
do not get me wrong: the issue is that no one
taught us there is more to life than just going
to school and getting good paying jobs. There
are lots of people who have very good paying
jobs yet are not financially stable. This got me
curious so I started doing my research and
I came across this man every one called the
Smart Money Man. To satisfy my curiosity, I
went to look for him to discover how he came
by his name.

www.hrfocusmagazine.com

We need to be careful who we seek advice
from on our money and who is telling us
what to do with our money. Seek advice from
experts; people who know how to make
money and have evidence on how they made
it. You cannot ask someone who has not yet
given birth about the pains of giving birth.
That is not to say such a person cannot give
you good advice, far from it. The person could
but the question is between Warren Buffett or
Brain Tracy and your next door neighbour who
will you trust more to give you better advice on
your finances?
These are a few of the secrets he shared with
me. Everyone can become a smart moneyman.
It is a skill we all need to develop and be
committed to every day.

Associate
Max International
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“Our Employees, our
most valuable asset…”
By: Gideon Ataraire

T

he shift is real: Like a hurricane sweeping through big businesses
– multinational corporations and conglomerates, SMEs too are
forced along. The emphasis is no longer on revenue and bottom
line. Thanks to human rights activists and refined labour laws, employees
have again taken center stage in the business world. ‘Our employees
are our most valuable assets’ has become an anthem of sorts among
business leaders. Some chorus it grudgingly, some campaign for it
energetically. Thanks to social media crusaders and the worldwide web,
organisations that insist on treating their people shabbily will be out of
business soon. No, some are already out of business.
But how can responsible corporations prioritise the welfare of their
people? In developing countries, the employees are the breadwinners
of the immediate family - sometimes shouldering the financial burden
for the extended family. Personal accident, disability or death of this
breadwinner will throw the entire family into a quandary.
Yet, the dependents are the motivation behind the long hours these
employees put in at work. Guaranteeing the welfare of the employees is
a singular major boost for employee productivity.
Some organisations have policies in place to pay a stipend to the
dependent survivors of a deceased employee. Often times, such risk
containment measures are expensive and unsustainable hence, the
need for Group Life Insurance.
Group life insurance is a yearly renewable term life insurance policy
in which an employer takes a single policy to cover an entire group
of employees. The Group Life Cover is a bundled policy that provides
financial protection in the event of death, critical illnesses, disability and
workmen’s compensation.The scope of cover is explained below:
Death
Death as a result of either natural or
accidental causes is covered. A lump sum
benefit payment is made to the employer
who then pays to the beneficiaries of the
deceased.The limits of coverage can be
designed based on annual salary multiples
or flat amounts.

Critical Illness
This covers a list of predefined dreaded diseases
diagnosis such as stroke, heart attack, coronary artery
bypass surgery, kidney failure, etc. Normally, existing
employee health insurance schemes exclude such
extensive coverage.The limit of coverage is normally
between 25% -50% of the Sum Assured under the Life
cover.
Disability
Group Personal Accident cover will help your employees maintain
against the financial burdens caused by disability resulting from
accidental causes. The components are as follows:
Accidental Permanent Disability
The benefit is a lump sum payment of 100% of the death sum assured.
Total and Temporary Disability
The benefit is a weekly wage payable up to a maximum of about a year.
Medical Expense incurred as a result of a sustained physical injury
The normal benefit is a lump sum payment of 10% of the death benefit.
Workmen’s compensation can be added as an additional benefit to the
Group Life cover.
An alternative solution
Group Personal Accident or Workmen’s compensation policy – provides
no cover for natural death and critical illnesses and hence falls short of
the objective.
It is a visionary approach to provide Group Life Insurance as part of the
employee benefit package thus a great tool to attract and retain talent
within a company. There is flexibility to choose the insurance covers
and amounts according to your preferences and your staff categories.
Thankfully, this protection package is heavily discounted since it covers
all members of a group.
Speak to a life insurance company or an
insurance intermediary today on Group Life/
Personal Accident Cover for your Employees.

CEO
Allianz Life Insurance
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ALLIANZ
GROUP LIFE
INSURANCE
ALL IN ONE: LIFE, CRITICAL ILLNESS,
DISABILITY, WORKMEN’S COMPENSATION

Lexta Square, No. 79 Achimota Road,
Ebony Crescent (Off the Olusegun
Obasanjo Highway) Accra
PMB CT 353, Cantonment-ACCRA
Tel: 233 - 0302 267 892
Email: azghcorporatelife@allianz.com
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Cerebral Palsy:

What do you

Know

About it?
By: Mawuena Awuku Segbedzi

I

n most parts of Africa, most people suffer from this disorder that
occurs in both children and adults. It was once thought that Cerebral
Palsy is caused by complications during the birthing process and this
does happen, but it is now widely agreed that birthing complications
account for only a small percentage of health cases but current research
suggests the majority of Cerebral Palsy cases result from abnormal brain
development or brain injury prior to birth or during labor and delivery.
Accidents, abuse, medical malpractice, negligence, infections, and injury
are some known risk factors that may lead to Cerebral Palsy. The brain
damage is caused by brain injury or abnormal development of the brain
that occurs while a child’s brain is still developing before birth, during
birth, or immediately after birth.
Cerebral Palsy has been defined as a neurological disorder caused by
a non-progressive brain injury or malformation that occurs while the
child’s brain is under development. Cerebral Palsy primarily affects body
movement and muscle coordination. This means that from when they
are born, or when they have an illness such as meningitis or cerebral
malaria early in life, they lack the ability to learn to hold themselves
steady and move in purposeful ways. Besides the movement disorders,
children with cerebral palsy can also have other problems: These
may include epilepsy, learning difficulties, impairment of hearing or
vision, and difficulty in learning to speak even when they have normal
intelligence. But it is also important to remember that many children
with cerebral palsy have no learning difficulties and might even have
exceptional intelligence.

Most people with the
disorder have body
movement
defects,
muscle control, muscle
coordination, muscle
tone, reflex, posture
and balance, so their
highest priority is to visit
the physiotherapist,
if they have
physiotherapy
or occupational
therapy from very
early in their lives, they
can hold themselves upright
and move purposefully, but if they do not, they can become inflexible
and immobile and it is challenging for them to lead independent,
satisfying lives.
It is also important that at home the children be placed and supported
in sitting and standing positions so they are able to hold themselves
in these positions to enable them see what is going on around them,
and also learn to take weight on their limbs using specialised chairs and
standing frames.

Eating and drinking can be a big problem for many children with
cerebral palsy because of difficulties with coordinating the muscles
that are needed for safe chewing and swallowing. Without a specialist’s
help, many mothers struggle to feed their babies and this adds greatly
to the stress of caring for such children. Children with mild cerebral Palsy
can join the mainstream schools, while children with severe cases join
special schools. There are a few cerebral Palsy rehabilitation centers and
special schools in Ghana that cater for children with special needs

www.hrfocusmagazine.com
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Wellness
Tips for a
productive
By: Pearl Kitcher

C

urrent research findings from the World health Organisation
(W.H.O.) suggest that about 70% of deaths worldwide are from noncommunicable diseases (NCDs). Pre-mature deaths are rampant among
people from ages 30 to 69 years. It is even more striking to know that over 85%
of pre-mature deaths occur in low and middle-income countries. This often
leads to decreased productivity and economic losses through accumulated
healthcare costs. Therefore, the W.H.O. considers NCDs as one of the ten global
health threats that need to be addressed in 2019. As the first quarter of the year
comes to an end, let us ponder on some five tips to become more productive
and holistically healthy in the year 2019.

Eat Healthily
Daily food intakes need to
contain adequate proportions of
macronutrients and micronutrients
altogether. Macronutrients, which
include carbohydrates, proteins, and
fat, are essential for growth, bodybuilding and repair of worn-out tissues.
Micronutrients, which include calcium,
potassium and iron are needed for bone
health, muscle strength and cardio-protective
effects. It is very important for people to learn
to suppress their cravings for unhealthy foods,
and instead, begin to focus on foods that help
to improve health and wellbeing.
Make yourself physically active
For the working population,
especially those who work in
offices and spend prolonged
hours sitting behind their work
desks, physical inactivity is
very common. Unfortunately,
prolonged sedentary times are risk factors
for conditions such as obesity and other
associated lifestyle diseases. Few minutes (1015 minutes) of brisk walking daily will go a long
way in helping to maintain a fit and healthy
body. This will help you to get your energy
balance right.

Consume fruits and
vegetables daily.
It is recommended that people
consume at least five portions
of fruits and vegetables daily.
Fruits and vegetables are rich in
phytochemicals and compounds
that have antioxidant properties and protective
effects for the body. Vegetables are helpful for
providing satiety and they also contain dietary
fibre that aid in food digestion.
Remain well hydrated
In general, people are mostly
advised to consume about 1.5L
of water daily, and this 1.5L,
translates to the large mineral
water bottle size or 3 sachets
of water. Keeping the body
hydrated helps every system in the
body, including organs such as the heart,
brain and muscles to function effectively.
Drinking fluids help in facilitating the transport
of nutrients to the body cells and help to
reduce the likelihood of constipation. It is also
necessary to look out for signs of dehydration.
These include minimal or no urination, dry lips,
and extreme thirst.
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Get ample sleep to rejuvenate
Lack of sleep makes people less
productive and also affects their
moods, and this usually triggers
negative emotional reactions
to daily hurdles, especially at
the workplace. Also, chronic
lack of sleep, makes it difficult for
the brain to recall detailed information and
ultimately, can affect productivity. Therefore,
in order to remain effective and productive,
the body needs to rest properly at night. This
will help in improving intellectual function and
alertness. Ample sleep also helps to boost a
positive mood and a well relaxed state of mind.

Diet & Health Professional
Diet Maze

Give Your
HR Department
A Facelift With
HRComms!
HR Focus provides tailored and innovative internal HR communication
and compelling engagement ideas and strategies to corporate Ghana.

Services
EVENT MANAGEMENT
- Away Days
- End of year Parties (themed always refreshed)
- Milestone celebrations
- Public holiday themed events (supporting causes)

EMPLOYER BRANDING
- Social media management (HR Pages)
- HR App
- Branded paraphernalia

EMPLOYEE ENGAGEMENT MATERIALS
- Achievement Videos
- Catalogue Videos
- Internal Branding Materials and events

PUBLICATIONS
- Newsletter
- Annual Reports

VIDEO PRODUCTION
- Recruitment Videos
- Orientation Videos
- Exit Videos
- Health & Safety Videos
- First Aid Training videos

ADD Ons
- Photography and videography for corporate events
• DISCOUNTED Photography and videography for staff’s personal events
(weddings, naming etc)
We know HR, we understand HR,
call us now: 0302717190/ 0204555526 or send email to info@hrfocusmagazine.com
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Dr. Mrs. Ellen Hagan
Hello HR,
I am an HR Manager in a very diverse company. I have been working here for the past six years and I have
managed to improve employer and employee relations since I started work.
The company is in a season where we have been hiring a lot of new people. It has come to my notice that
some of the top-talents that we have recruited may have an unconventional mindset towards corporate
clothing. The influx of new blood in the company has also influenced those who have been working here
much longer.
Management called an emergency meeting and I was informed that a board member was very unhappy
with how one lady was dressed when he came into the office unannounced.
My issue is how to solve this issue without ruffling the feathers of the new talents we recruited, as I fear we
may lose their commitment or interest once I confront them.
Sincerely,
Confused HRM

Dear Confused HRM,
What you are facing is an issue that can be rectified with a company policy on dressing and workplace behaviour, if
you have one. If your company does not have one, this is a good time for you to introduce one. Primarily, the industry
or culture of the institution determines how the workers are expected to dress.
If you do not have a written down dress policy, for starters, organise a staff meeting and explain to your staff why it is
absolutely necessary to dress a particular way in your organisation. Once this is done, put together a clearly defined
policy that will guide employees on the way they dress for work: Define all terms, and specify what a violation of the
policy would look like, with respective repercussions. If there is an existing policy, ensure it is clearly communicated.
This can be done through events, videos and staff meetings. Additionally, include it in the recruitment/ orientation
package you give to your new staff. This policy will then guide your interactions on appropriate clothing with
employees.
Note that an unchecked negative behaviour is likely to become a culture, which will potentially destroy the values
and fabric of the organisation.
I hope this was helpful, and I wish you all the best in rectifying this issue!
Yours Faithfully,
HR
www.hrfocusmagazine.com

7 MOST POPULAR
SPORTS IN AFRICA
FOOTBALL

Football is no doubt Africa’s most popular and favourite sport. Unlike
other sports, football requires minimal resources, and for this reason, it
has penetrated every part of Africa. It’s common to find youngsters
across the continent, including rural areas, enjoying football.

RUGBY
The popularity of rugby has increased rapidly, especially in recent years
when the sport has gained a foothold in a couple of countries in Africa. Did
you know South Africa, alone, has over 600,000 registered rugby players?
Other African countries that have excelled in this sport include Kenya,
Namibia, and Ghana.

CYCLING

Even though cycling has always been associated with western
nations, the sport has increasingly become popular in Africa.
Cycling is a fast-growing sensation and very popular in South Africa,
which is famous for its scenic and exciting cycling routes.

ATHLETICS

Africa is an athletics powerhouse, especially in field and track events,
where the continent has performed extremely well in global
competitions. Several countries in Africa are known for their sterling
athletic performance to include Kenya, Ethiopia, South Africa, and
Algeria.

CRICKET

Cricket is a popular sport in Africa, especially in South
Africa, Kenya, and Zimbabwe. Just like other sports, cricket
has become popular and is appreciated across the
continent.

WRESTLING

Wrestling has always been part of many African communities
since time immemorial, where wrestling matches were common in
village arenas. This tradition has continued in many communities
to this day, particularly in Senegal, Sudan Nubian communities,
and Southern Egypt .

MOTOR RALLYING
Motor rallies in Africa are known all over the continent and
globally. The rugged African roads and off-road terrain is a
favourite for motor rally lovers. African motor rallies are
considered to be the most challenging in the world. Motor rallies
are widely popular in countries such as Uganda, Rwanda,
Zimbabwe, Zambia, Kenya, and Senegal.
@HRFocusU

Data Credit: Africa.com
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Training and Development:

What the Ghanaian Soccer
Club should Know

D

uring one of my regular soccer player
training symposia, I showed them a
video. They were to say whether a
decision the referee in that video took was
right or wrong. Unfortunately, none of them
was able to explain to me using the FIFA law
on Penalty (LAW 14). For that reason, this
article is channelled towards soccer player
training off the soccer field.
Football clubs need to provide sufficient
knowledge of these rules and principles, as
well as succinct topics about the game of
football. Inasmuch as most of these young
players are extremely talented on the field,
they need to be trained to be successful
wherever they find themselves. To achieve
that, football clubs need to indulge them in a
Human Resource Management training and
development venture.
Training, as a Human Resource Management
principle involves a process of providing
Knowledge, Skills and Abilities (KSA’s) specific
to a particular task or job. Training is only
appropriate when skills and knowledge are
missing while the individual is willing to
learn. It provides the skills that can be used
immediately and is an excellent solution for
any short term skill gap.
Developmental activities, on the other hand,
have a long term focus on preparing for future
responsibilities while increasing the capacities
of players and technical team to perform their
current jobs. These activities are broader in
scope than training activities. It is however
worth noting that pertaining to soccer
clubs, though effective on seasonal periods,
should align their training and development
solutions to their long term goals.
In Ghana, most soccer clubs place a lot of
emphasis on elaborate skills and on-the-field
training and development of the players.
Lower tier clubs do not even do such training
to perfection. Majority of the clubs also
potentially ignore the development and
training of their technical team, coaches
and players to be abreast with the latest
technology. This goes a long way to affect the
players’ performance on the field.
Though widely patronised, on-field training
and development may not be properly

By: Kwame Gyan

done due to lack of expertise in the areas of
importance. Additionally, off-field training and
development for players and technical team
is not included in their daily and seasonal
routines. The assiduous efforts by the Football
Association to fix this problem have still not
achieved the desired results. As such, more
must be done to change this phenomenon.

equipment and also, get players and coaches
to go on refresher courses more often
especially during the off season periods.
Some clubs rely on external facilitators to
make this development stage a success. It is
important to state that at this phase, the type
of training programmes becomes an integral
part of planning.

It is therefore imperative that objectives
and programmes for players off the field
are closely aligned to the club’s seasonal
strategic goals. A systematic and complete
process is used to determine the needs of the
player, develop the training of the player, and
eventually evaluate the player’s outcomes. A
well-known instructional design model that is
conclusive to any type of learning is called the
ADDIE MODEL.

IMPLEMENTATION
In the implementation stage, the programme
is delivered to the target audience. Several
questions at this phase need to be asked.
Some of these questions may include:

ADDIE stands for A- needs ASSESSMENT;
D- programme DESIGN; D- programme
DEVELOPMENT; I- programme
IMPLEMENTATION, and E-EVALUATION:
ASSESSMENT:
The first phase is Assessment. Here, data is
collected to identify gaps between actual and
desired performance of club players and the
technical team. If those gaps point to the lack
of players’ knowledge and skills on topics like;
soccer formations, drills, tactics, laws of the
game, and so on; specific training objectives
are established to address the on-field and
off-field training needs.
DESIGN
The Design phase is where initial decisions
on training course contents, course goals and
objectives, delivery methods (on and off field)
and implementation strategies are made.
The outcome of the design phase is a rough
sketch of what the final training programme
will look like. All major content components
are described, including the order and
method in which they will be presented –
whether on-field or most importantly, off-field
seminar.
DEVELOPMENT
In the Development phase, materials are
created, purchased and/or modified to meet
the stated objectives. The club’s hierarchy
determines if there is the need to change
training tactics or purchase more training
www.hrfocusmagazine.com

*What are the learning objectives of the
programme?
*What are the cost limitations?
*What is the time frame for the programme?
*What equipment is available for delivering
the programme?
*Who is the audience?
There are however, several common training
approaches categorised as classroom training,
self directed study, e-learning, blended
learning, and on-the-job training.
EVALUATION
The Evaluation phase consists of comparing
the programme results to the established
objectives to determine whether the original
needs were met.
Indicators such as; players and technical team
reactions, learning, behavioural changes
regarding their KSA’s, and changes in club’s
performance should all be considered when
evaluating training results.
This Human Resource Model is important
for soccer clubs and should be inculcated
into their seasonal planning policies and
training itinerary. As such, for clubs to receive
the full value of their off-field training and
development, they simply have to outsource
it to top-notch human resource personnel,
who understand the
football metrics in the
country.

Sports HR Management Expert
Idiche Sports Consult
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AFCON
2019:
Resumption of Continental Hostilities
on the Football Pitch Beckons

By: Frederick Godwill Amissah

T

he long awaited continental showpiece is here again! This is
the only platform where the powerhouses in African football
lock horns to contest the much coveted AFCON trophy. The
tournament, which hitherto was hosted every two years saw a change
in its schedule, in May 2010, from even to odd-numbered years mainly
because it clashed with the World Cup.
Changes made to the competition
The 32nd edition of the Africa Cup of Nations (AFCON) has seen some
changes in organisation and participation. This year’s flagship biennial
men’s football tournament, dubbed the TOTAL 2019 Africa Cup of
Nations for sponsorship reasons, is scheduled to take place from June
15 to July 13. It was changed from the usual January–February slot by
the continent’s football governing body – Confederation of African
Football (CAF), to make it possible for the continent’s best players
to feature in the tourney following. In the past, handlers of African
national teams faced resistance from European clubs in releasing
players for the AFCON because it occurred at a crucial period for the
European leagues, forcing many African stars to choose between
staying with their clubs, who are also their employers, and representing
their countries.
Meanwhile, that is not the only change that has been effected.
Participating teams have been increased from sixteen (16) by eight (8)
new slots, bringing the number of participating teams to twenty-four
(24).
Host nation dilemma resolved
Egypt was named the new host of this year’s tourney after title-holders,
Cameroon, were stripped off the rights to host the competition on the
grounds of safety and infrastructural concerns. Not only is Cameroon
bereft of the requisite infrastructural developments, but there is also
anarchy due to the civil dissensions birthed by language concerns.
Additionally, the insurgency of the infamous Boko Haram group in the
country does not make it fit to serve the purpose of host nation.

hosted across eight venues in five cities, and it is worth noting that the
75,000-capacity Cairo International Stadium will be just awesome for
the opening fixture and its ceremony.
Participating teams
Ghana, Kenya, Tunisia, Egypt, Senegal, Nigeria, Algeria, Morocco, Mali,
Guinea, Uganda, Cote d’Ivoire, Mauritania have already qualified
and await the others to battle it out for continental supremacy.
Interestingly, Madagascar will make a historic maiden appearance and
were surprisingly the first to qualify for the competition.
Who is who?
The continent’s best-performing football icons will converge on
the pitch to exhibit their prowess. The likes of Mo Salah, El Hadary
of Egypt; Victor Moses, Ahmed Musa, Alex Iwobi of Nigeria; Slimani,
Mahrez, Brahimi of Algeria; Mane of Senegal; Andre Ayew and the
resilient Asamoah Gyan of Ghana will make the competition exciting
to watch. Mohammed Salah, the hottest footballer on the continent
at the moment, comes into this year’s competition on the back of a
successive African Player of the Year Award. His red-hot form makes
him a threat to any team his country faces; but we live to see if he can
deliver as expected of him. Can Sadio Mane, who carries the Teranga
Lions’ hopes, replicate his fine form at Anfield, which has earned him
a spot amongst the Premier League’s best attackers? Or will Asamoah
Gyan be able to stage an all-time-best performance in this year’s
competition or help break the jinx and hand his country the trophy
before he hangs his boots? Only time will tell!
We eagerly look forward to the mouth-watering goals, the dazzling
runs, the deft touches, the electrifying pile-drivers, the clinical finishes
and the wonderful saves the competition brings. This year’s edition
promises to be exciting, and we cannot but join other soccer fans to
say: “Ooo! Let the games begin!”

All the same, Egypt is not without problems. There are serious safety
concerns for participating teams and their supporters as the gloom
of the 2012 mayhem, which led to the demise of over 70 Al Ahly fans,
lingers on in the minds of many. It was not until this year that fans were
allowed to throng the various stadiums to witness football matches
after the incident happened albeit, a lot more supporters groups have
yet been barred from attending games. Nonetheless, in spite of any
unfortunate circumstances, Egypt will provide the right ambience
and space for the showpiece event to blossom. The tourney will be
www.hrfocusmagazine.com
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Job
Listing
PRODUCTION MANAGER

CHEMICAL ENGINEER

QUALIFICATION

QUALIFICATION

Bachelor’s/Master’s degree or equivalent minimum 5 years
experience in management position in manufacturing.

Degree in Chemical Engineering 2.1 (UK), 2nd Class Upper
Division

DUTIES

DUTIES

• Ensure that the factory operates at 99% efficiency level daily

• Trouble-shoot process or quality issues

• Ensure every shift meets and exceeds the set target with
minimum waste

• Provide technical oversight for day-to-day operations
• Participate and lead continuous improvement efforts, root
cause analysis and problem solving to improve: Process safety,
Product yields, Capacity release, Uptime performance

• Coordinate all production activities and ensure the final
products meets the highest quality levels

For more information please email enquiries@laineservices.com or
Call: 0302 717039 or 0302 716986
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Power Tips to dreslys forWork
te
appropria

A

nyone who wants to be taken seriously needs to dress the
part. With this in mind, there are some general tips that
can guide your efforts towards decent appearance in the
workplace. This article will lay out some helpful tidbits and
if you put them into practice, your dressing could pave the way for
interesting prospects in the office!
There is a school of thought that says: the way you look plays a role
in your success in the modern workplace. This can be buttressed by

By: Ewurabena Neequaye

science fact that shows that your dressing has a direct relationship
with your demeanor. Think about it – have you ever seen a recluse
or sulking teenager who’s dressed in a sharp shirt and tie or skirt
suit?
One way in which you can get the best out of yourself is to wear
the best form of yourself! Consider the following as rules every
professional should follow!

General:
There may not be much variety in the corporate world as there
will be in the entertainment world but even in professional spaces,
there are some generally acceptable things you can try:
• Wear well-kept, polished shoes:
It may be the first thing someone sees
on you, or it may be the last. One thing
is for sure – a good shoe always leaves
a lasting impression. Make it a good
one.

• Know your industry:
Your industry determines whether
or not you can wear shorts, cut-offs
or neither. Your company may have
a dress code that you can follow.

• Wear glasses that fit:
If your glasses keep sliding down
your nose, you will have the
tendency to look sloppy.

•
Be mindful of colour choices:
Dark colours are known to usually convey
a stronger impression than lighter ones
and rich colours express more authority.
Flashy clothes can be distracting and are
the visual equivalent of shouting. For this
reason, you need to be careful of neon colours.

For en:
Wom

For
Men:

I have always been of the notion that men
have it very easy when it comes to fashion
or appearance. There are a few things that
could make a man look inappropriately
dressed – once their clothes have been
neatly ironed, they will look sharp wherever
they find themselves!
Avoid ankle socks:
Gentlemen, when you cross your legs and
the pants slightly slip back, there should be
no skin showing. Your socks need to be an
appropriate length to make this possible.

Be mindful of your facial hair:
Your facial hair is not meant to overwhelm
your face. A full bushy beard does not work for
everyone, in the same way some haircuts are not
for everyone. What works is determined by your
face shape and features.

Some women feel the need to make a huge statement with what they wear
or how they smell. In addition to the adage “less is more,” it is noteworthy
that you would not want to put off anyone before they get the chance to
be marveled at what you have to offer as a professional.
‘Sexy’ is not the goal:
When it comes to clothing for the office, the point is not to be sexy.
That will not only be distracting, but may also give a wrong impression.
Avoid too-short hemlines, too-tall heels, plunging necklines and exposed
under garments. You could end up discrediting yourself by looking too
provocative.
Get regular pedicures:
If you’re going to show your toes, make sure your toes are well-groomed.
Some people have weird reactions to feet – you do not want to put off a
potential client with open-toed heels showing messy toes.
Do not over-accessorise:
Accessories should neither overpower nor announce your outfit. Subtle
and silent jewelry will always do the trick!

www.hrfocusmagazine.com
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Preparation

Ingredients
•
•
•
•

1 tablespoon olive oil
4 large eggs, lightly beaten
1/4 cup half and half
Kosher salt and freshly ground black
pepper, to taste
• 8 mini croissants, halved horizontally
• 4 ounces thinly sliced ham
• 4 slices cheddar cheese, halved

• Pour olive oil into a mixing bowl, add garlic, cayenne pepper, cumin, black
pepper, rosemary powder, paprika, salt and soy sauce.
• Stir and set aside.
• Slice the chicken into layers and add to the marinade.
• Stir to coat evenly, cover with cling film and set in the fridge for 30 minutes.
• Heat olive oil in a skillet over medium heat and pan grill the chicken for 3
minutes on each side.
• Slice and set aside.
• Heat the tortillas in a pan over medium heat for a minute on each side.
• Scoop spoonful of jollof on the tortillas, add lettuce, onion and chicken
slices.
• Drizzle with mayonnaise and roll up.
• Jollof tortillas ready.
• Cut into two and serve.
Credit:

TelandeWorld.com
www.hrfocusmagazine.com
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How can Technology Support the
Fight for Gender Equality and
Women’s Rights?
By: Maame Darkwah Twum Barima

G

ender inequality is an issue that does
not only affect women. It has a dire
impact on the entire population and
continues to remain deeply entrenched in
many African societies.

technology. It is quite unbelievable that
such gaps exist, given the incessant efforts
of ensuring women and girls have access to
technology and play a role in creating and
developing technological tools.

Gender equality, which is also known as sexual
equality, is the state of equal ease of access
to resources and opportunities regardless of
gender, including economic participation and
decision-making. It pushes the agenda that
all human beings are free to develop their
personal abilities and make choices without
limitations set by stereotypes, rigid gender
roles, and prejudices; where the different
behaviours, aspirations and needs of women
and men are considered, valued and favoured
equally. It has ripple effects on the different
aspects of society;

Technology as a catalyst towards equality
and a tool for advocacy
The question still lies unanswered: what role
does technology have in aiding the fight for
gender equality and women’s rights?
Digital technologies give women a means
to improve their livelihoods. Some digital
technology tools give women the flexibility
to earn income online, as well as look after
their families, boosting economic growth in
the process. It can transform women’s lives
in a myriad of ways especially in Africa where
many women have limited opportunities to
earn their own income. Many women and
girls still do not have equal opportunities in
spite of civil right laws across the continent.
Information and communication technologies
are important tools for advancing gender
equality and facilitating women and girl’s
empowerment.

Economic Effects: it presents a huge loss
of human potential. When women are not
given the opportunity to apply their skills and
knowledge in the society with their potential
untapped, it creates a hindrance to economic
growth.
Health Effects: it impedes long term growth
and efficiency due to reduced working lives
and lower productivity levels. Inequality is
posing a threat to the society, as equality
improves societal health and education
outcomes.
Technology Effects: Despite an increase in
awareness about these issues, progress on
this front continues to stagger. In 2017, the
world search on Google’s search engine had
about millions searching for the meaning of
women’s rights and gender equality. Despite
this high search on Google, it was realised that
fewer women have little access to technology.
According to Intel’s report on Women and
the Web, nearly 25 percent fewer women
than men have access to the Internet, and
the gender gap soars to nearly 45 percent in
regions like sub-Saharan Africa. Today, there
are 200 million more women than men who
do not have a mobile phone, which continues
to widen the gender gap and access to

Technology will enable women to get jobs
in the competitive job market and enable
them to pull themselves out of poverty. In
an era of entrepreneurship, technology can
be useful for female entrepreneurs in starting
and growing their businesses especially in
today’s virtual market thereby enabling them
to earn an income. Studies have shown that
something as simple as owning a mobile
phone can help promote a business through
online advertisements.
In Zambia, ICT has been used in the fight
against gender-based violence (GBV).
Organisations combating violence against
women have used social media to help raise
awareness and educate the public about GBV.
Access to social media is a particularly effective
way to reach youth and mobilise them on a
grassroots level in campaigns against GBV.
ICT can aid grassroots women’s movements
to organise public actions and reach out
across borders for international support.

www.hrfocusmagazine.com

Thanks to the power of the Internet, and the
emergence of social media, women across the
world have been able to connect and push
for their rights such as the #MeToo agenda
and women marches. In 2015, we witnessed
how technology facilitated an international
mobilisation around Boko Haram’s kidnapping
of school girls in Nigeria. Across the continent,
women’s groups on social media worked
through the hashtag #BringBackOurGirls to
campaign for the release of the schoolgirls.
As an advocacy tool, ICT can help empower
African women to demand reforms that will
bridge the gap between their legal rights
and its enforcement. It gives women the
opportunity to communicate their needs
in their own ways, in real time and on a
massive scale. The use of social media through
pseudonym aids in offering anonymity, which
is important when speaking out on sensitive
issues that might endanger a woman’s life or
safety.
Without access to ICT, women are at greater
risk of being left behind as agents of change
and leaders in a rapidly changing global
society. It is imperative that women, as well as
men at all social levels and in all countries, can
access and use technology.
Girls and women must be supported in
becoming technologically competitive and
they must gain proper understanding of how
to use it safely and effectively. With Africa’s
growing youth population and increasing
competition for jobs and other opportunities,
addressing these issues is imperative in
any effort to promote women’s security,
employability and financial independence.
Sources: [i] https://www.thinkwithgoogle.com/
advertising-channels/search/internationalwomens-day-digital-engagement/

Women’s Rights Activist &
Communications Specialist
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BLOCKCHAIN
FOR ALL
By: Mary Wamaitha

A

nyone in the financial sector has
undoubtedly heard of bitcoin, even if
only vaguely. The technology is making
the rounds in the finance and technology
industry especially after its price significantly
dropped. I initially heard of the technology
in 2015 through a blogger who claimed
that he had made massive returns from the
cryptocurrency in the last four years. A short
check on the history of the cryptocurrency
proved his claim as the cost of a bitcoin had
increased from $31 in 2011 to around $500 in
late 2015. So at that time, the investment was
worth it. The price continued with the upward
trend after that, managing to get to about
$19000 in late 2017. However, its woes started
in 2018 dropping to $ 6300 on 31st October
2018 as it celebrated its 10th Anniversary.
The mention of the bitcoin might suggest the
term blockchain, the technology on which the
cryptocurrency is founded.
A blockchain is simply a ledger that is used to
record transactions, and once the deals are
registered, they cannot be altered. It is more
complicated than the daily ledgers used in
business, but it is based on that principle. To
help us understand how this “ledger” works,
let us imagine a savings group made of
four members: Jane (Chairperson ), Audrey
(Financial Officer ), John, and James.
The group contributes Gh¢50 each week.
Audrey oversees the storing of finances, while
Jane keeps the records of the finances.
Jane has a personal emergency, so she asks
Audrey if she can take Gh¢100 from the group
account; Audrey agrees. The records are now
altered, and the group has Ghc100 instead
of Gh¢200. Now, James finds out about the
transfers and is infuriated by the leaders’
actions. To ensure accountability, James, who
is familiar with blockchains, creates a paper
version of a block chain.
For every transaction that is put on the ledger,
a hash is generated. The hash is a collection
of characters and numbers that form one
string generated by a mathematical function

known as a hash function. A slight change in
the founding variable results in a total change
of the hash associated with an entry on the
ledger. So changing, for example, Audrey’s
contribution from 50 to 0 so that she would
not have to contribute would result in a new
hash.
Someone stole James’ ledger and changes the
transactions. James decided to complicate
the ledger by creating the chain such that
each new hash is generated from the current
transaction plus the previous. He also created
numbers known as “Nonce.” The numbers he
chose were such that the hash function would
generate hashes that end with zero. This would
mean that to change the entries in the ledger;
the thief would have to change all the hashes
as they are dependent on each other and also
have to go through creating functions that
would all end with zeros. These numbers are
known as nonces.
James records all these transactions on a
spreadsheet weekly. Then he divides the
spreadsheet into parts and sends it to different
computers around the world. The computers
are known as nodes, and the spreadsheets are
a block. A collection of all these blocks forms a
chain, hence the name blockchain.
Now, each of the members can have permission
to put transactions on the block eliminating the
need for one person to have complete charge
of the transactions. In other words, there is
no need for a middleman /intermediary. To
transact on the block, each member would
need a wallet and a digital signature. The wallet
is a combination of alphanumeric characters
that act as address identifiers for computers
that carry out transactions on the block.
When the transaction is carried out, the wallet
address (public key) is what is recorded rather
than the name of the transacting user.
The digital signature is a private key (meaning
it must be kept secret) made up of a string of
characters that the user combines with the
public key. Introducing the private key also
encrypts the data, after which the transaction
message is put on the block.

www.hrfocusmagazine.com

The following diagram illustrates the process.
Once the transaction message is sent, it is
broadcasted to all the nodes in the network,
who need to approve the validity of the
transaction. On approval, the transaction is
placed on the block, and its details can no
longer be changed.
Remember: The transaction can only go
through if most of the nodes approve it .This
creates a more transparent environment and
makes fraudulent processes almost impossible.
The technology is based on three main
principles
Decentralized – it is not in one location or
controlled by one individual as the nodes are
distributed through out the world. Failure of
one node can therefore not cripple the whole
system.
Distributed
Peer to peer network.
These three words have with time become
the technical definition of a blockchain. A
decentralized distributed peer-peer ledger
which allows recording of unalterable
transactions.
The explained principle is the foundation of
all block chains. Now, instead of coins, users
can trade shares, stocks, votes, properties and
basically, any item of value on the chain.

Student
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