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Hello Fellow Practitioners! 

elcome to the November/December 2021, 
as well as second Anniversary Edition of The 
HR News!!

As the curtains of the year 2021 draws to a close, 
the Editorial Team is once again, excited to come 
your way, our esteemed readers, with our latest 
edition, the 5th successive edition of The HR News 
which incidentally doubles up as our second 
anniversary edition.

This issue is packaged with exciting and informative 
articles right from the opening message of the Chief 
Executive Officer of our Institute, through to the 
Guests Speakers’ Speech at the Institute’s recent 
Level 4  Graduation ceremony and inspirational 
nuggets from the Personality Profile of an experi-
enced HR influencer to among others. 

This edition’s cover story, “CIHRM Admits 50 HR 
Professionals into Charter Status,” delves into the 
Graduation of 50 HR Professionals as Chartered 
Human Resource Management Practitioners. Find 
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the full list of the Chartered Members on page 
23.

Indeed, as has been part of our editorial mission 
of acknowledging as well as learning from the 
experiences of our forebears in the field of HR, 
this edition’s Personality Profile column 
features the fifth President of our beloved Insti-
tute, and former Group Head of Human 
Resource and Industrial Relations of Unilever 
Ghana Limited who generously granted us an 
exclusive interview.

In his engaging interview with us, John Wilson, 
an experienced HR Practitioner of over two 
decades, takes us on a walk into memory lane, 
and in the process, grants us a peep into his 
formative years, his evolution in academics and 
his eventual step into the HR arena, his rise to 
the pinnacle of HR in the corporate world, as 
well as his leadership of the Institute as its 
former two – term President.

In the features column, we take an in-depth 
look at some latest and informative topics on 
the HR radar, authored by both local and inter-
national authors: 

Rebel Leaders and Corporate Mindset

Of the CEO position – A Human Resource   
    Glass Ceiling? (2)

Our Public Sector Service Pay Reform – So  
    far So Good, But …

It would be recalled that in the previous edition, 
a new column dubbed, “Industry Insight,” was 
introduced in which we pioneered the National 

Labour Commission (NLC), taking a closer look 
at its strategic role as an arbiter of the industrial 
relations process in the Country. In this edition, 
we produce the second part  of the story on the 
National Labour Commission, delving into 
among others, the Typologies of Disputes and 
the Dispute Resolution Processes.

With all of these and much more, we believe 
you will enjoy this well packaged November / 
December edition! We are grateful to be of 
service to you all! 

As always, we would love, to hear from you and 
welcome great ideas, any feedback, comments, 
or questions on the magazine. This is in line 
with our Editorial policy on continuous 
improvement.

CIHRM Ghana Admits 50 HR Professionals
... into Charter Status
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This issue is packaged with exciting and informative 
articles right from the opening message of the Chief 
Executive Officer of our Institute, through to the 
Guests Speakers’ Speech at the Institute’s recent 
Level 4  Graduation ceremony and inspirational 
nuggets from the Personality Profile of an experi-
enced HR influencer to among others. 
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the full list of the Chartered Members on page 
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Indeed, as has been part of our editorial mission 
of acknowledging as well as learning from the 
experiences of our forebears in the field of HR, 
this edition’s Personality Profile column 
features the fifth President of our beloved Insti-
tute, and former Group Head of Human 
Resource and Industrial Relations of Unilever 
Ghana Limited who generously granted us an 
exclusive interview.

In his engaging interview with us, John Wilson, 
an experienced HR Practitioner of over two 
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look at some latest and informative topics on 
the HR radar, authored by both local and inter-
national authors: 

Rebel Leaders and Corporate Mindset
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    far So Good, But …

It would be recalled that in the previous edition, 
a new column dubbed, “Industry Insight,” was 
introduced in which we pioneered the National 

Labour Commission (NLC), taking a closer look 
at its strategic role as an arbiter of the industrial 
relations process in the Country. In this edition, 
we produce the second part  of the story on the 
National Labour Commission, delving into 
among others, the Typologies of Disputes and 
the Dispute Resolution Processes.

With all of these and much more, we believe 
you will enjoy this well packaged November / 
December edition! We are grateful to be of 
service to you all! 

As always, we would love, to hear from you and 
welcome great ideas, any feedback, comments, 
or questions on the magazine. This is in line 
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LETTER  FROM   THE EDITOR-IN-CHIEF

1.

2.

3.

Warm Regards, 
& A Happy New Year 
to All of Us. Cheers!!!

Kindly Contact:
The Editor, The HR News via 
E-mail : y.sapark@cihrmghana.org
Mob : +223 - 242-438758

Follow us @ CIHRM

For Submission of ideas/suggestions
or Editorial and Advertising Enquiries, 
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Slowly and steadily, we have come to 
the end of another eventful year 
2021, a period where most Practi-
tioners and organisations  experi-
enced uncharacteristic upheavals due 
to the impact of the COVID-19 crisis. 
Indeed, some agile organizations have 
witnessed an up-scale shift to remote 
work, the dynamic reallocation of 
resources, and the acceleration of 
digitization and automation to meet 
changing individual and organisation-
al needs.

Yes, while some organisations have 
stepped up and worked hard and met 
the challenges of this crisis moment 
head-on, others have really struggled 
to keep their heads barely above the 
turbulent waters. But as we move 
forward to what we will describe as 
the post Covid -19 era, organisations 

are being encouraged to adopt HR 
strategic value-creation initiatives 
that will ensure competitiveness into 
the future.

Opportunities
Despite the devastation and uncer-
tain situation confronting organisa-
tions, we are humbled to inform all 
members that your beloved Institute 
brazed the storm and, in the process, 
made the following notable progress:

Held its post Charter historic 
maiden virtual Annual General 
Meeting in which we pioneered 
the virtual elections for the new 
National Governing Council mem-
bers
Graduation/Admission of 50 HR 
Professionals into Chartered 
member status.

Introduction and launch of the 
Institute’s maiden virtual Profes-
sional Certification Programme 
with the enrolment of 50 pioneer 
students.
Graduation of 322 Level 3 
students into Associate member-
ship status.

May I thus seize this opportunity to 
respectfully enjoin all HR Practition-
ers not to lose sight of the image 
boosting acknowledgement of the 
critical role of our profession to the 
success of our organizations as 
demonstrated with the granting of 
the charter status to our Institute to 
regulate the HR profession.

Challenges
Within the corporate space however, 
recognition is largely limited to 

Dear Cherished Practitioners,

1.

3.

4.

2.

The Chief
Executive Officer

Message From The

MESSAGE FROM THE CHIEF EXCECUTIVE OFFICER

Dr. Ebenezer Agbettor
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MESSAGE FROM THE CHIEF EXCECUTIVE OFFICER
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to the impact of the COVID-19 crisis. 
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witnessed an up-scale shift to remote 
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al needs.
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stepped up and worked hard and met 
the challenges of this crisis moment 
head-on, others have really struggled 
to keep their heads barely above the 
turbulent waters. But as we move 
forward to what we will describe as 
the post Covid -19 era, organisations 

are being encouraged to adopt HR 
strategic value-creation initiatives 
that will ensure competitiveness into 
the future.

Opportunities
Despite the devastation and uncer-
tain situation confronting organisa-
tions, we are humbled to inform all 
members that your beloved Institute 
brazed the storm and, in the process, 
made the following notable progress:

Held its post Charter historic 
maiden virtual Annual General 
Meeting in which we pioneered 
the virtual elections for the new 
National Governing Council mem-
bers
Graduation/Admission of 50 HR 
Professionals into Chartered 
member status.

multi-national companies as the 
public institutions, small to medium 
companies, are still apparently lagging 
in their appreciation of the critical 
role of strategic HR in impacting 
organizations.

Additionally, the situation has been 
made more acute by the lack of 
appropriate HR professional skill set 
in the HR space in Ghana for which 
the Institute is committed to chang-
ing.

How HR has Changed
Certainly, the 4th Industrial revolu-
tion and the covid-19 pandemic have 
further accelerated the changes 
across the HR profession. Technology 
and trends in different forms have 
changed the narratives all together.

Automation of HR operational activi-
ties, working remotely, flexible work-
ing regimes, work-life balance, man-
aging gig workers, rise in digital 
people management, digital/smart 
office environment, human/robot 
collaboration, are some of the real 
changes occurring, and HR profes-
sionals are expected to lead the trans-
formational agenda and manage the 
situation professionally to support 
organizational survival and competi-
tiveness into the future.

Value-Adding Impact of HR
Essentially however, since HR is all 
about generating organizational 
performance through people, practi-
tioners must seek to build a world 
class organization by creating value 
via /through: 
a) Agility i.e., Flattening structure 
from hierarchy to network of teams 
for simplicity and fast decision 
making; Developing Flexible and 
adaptable skills set to be responsive 
to changes, and building agile digital 
HR platform (Technology infrastruc-
ture) to reap value from data.

b) Scalability i.e., Leaning into learn-

ing culture by reskilling and upskilling 
talent. That is, embrace continual 
learning, assessment and adjustment 
of capabilities, and mapping talent to 
value, and enhancing HR ecosystem 
where competitors become collabo-
rators. That is, with HR-Tech players 
and others in the wider HR ecosys-
tem.

d) Culture i.e., Taking employee expe-
rience (includes team morale and 
positive mindset, workspaces) to the 
next level, and creating workplace 
environment that support diversity, 
remote working, gig workers, flexible 
working regime, etc.

In a nutshell, Practitioners must note 
that traditional HR skills have not 
diminished in value, but simply are no 
longer adequate to satisfy the wider 
strategic demands on the evolving 
HR function, hence focus should be 
on understanding the needs of the 
business and delivering value-added 
HR strategic business solutions 
through technology and analytics.

Appreciation
As we draw down the curtains for the 
year 2021, I would like to take this 
opportunity to thank all Members of 
the Institute for your continuous 
support and participation in the Insti-
tute’s activities, i.e.,

attending CPEs, 
contributing through committee 
works, 
facilitating programmes, 
representing the Institute at 
events, 
recommending the Institute to 
colleagues at workplaces, 
participating in Chapter meetings,
providing feedback to the Secretar-
iat on areas of improvement in 
service delivery, among others.

At this point, I would also like to 
thank all Council members and the 
Secretariat staff for the efforts made 
to make the year 2021 another 
successful one. For the fact that we 
have worked as a team, harnessing 
all the strengths, and minimising the 
impact of areas of weaknesses, is 
what has made all the difference. 
Ayeekoo to all of you!!!

Not forgetting The HR News Maga-
zine Editorial Team, what a yeoman’s 
job that you have done. We 
celebrate the second year of the 
maiden edition of the Magazine. 
Congratulations and thank you all for 
a wonderful job done.

Above all, I give thanks and praise and 
all the glory to the Lord God Almighty 
for how far He has brought us 
(EBENEZER), and how far He is taking 
us, as He ushers us into the new year, 
2022.

We look forward to a better future 
and petition the throne of Heaven for 
God’s continuous protection, guid-
ance, and leadership as we move into 
the year 2022.

I wish everyone a Merry Christmas 
and a Happy and Prosperous New 
Year!!!!

 

 

THE HR NEWS  |  PAGE 8



GRADUATION 2021: GUEST SPEAKER'S SPEECH

“The Chartered Human Resource 
Management  Practitioner (CHRMP): 

Responsibilities And Privileges” 

the occasion of the Graduation Ceremony for Level 4 Students of the 
Professional Certification Programme (PCP) on Friday 29th October 2021

Courtesies and Acknowledgement,
The President of the Chartered Insti-
tute of Human Resource Manage-
ment, Ghana Dr. Edward Kwapong 
(represented by Mr. Leonard Quar-
coopome, Vice President), Members 
of the National Governing Council, 
the Chief Executive Officer, Mr. Eben-
ezer Agbettor, Chairman and Mem-
bers of the Professional Certification 
Board, Fellows, Honorary Fellows and 

Members of the Institute, Resource 
Persons and Staff of the Institute, 
Graduating Class of 2020 and 2021, 
Media Persons, Invited Guests, 
Distinguished Ladies and Gentlemen.

I am indeed grateful for the honour 
and privilege to be the Guest Speaker 
of this important ceremony (the first 
after obtaining our Charter status) to 
confer the award of Chartered 
Human Resource Management Prac-
titioner on successful Level 4 gradu-
ands of the Institute. 

Mr. President, I dedicate this presenta-
tion to all the working mothers who 
have passed through our Professional 
Certification Programme.

Congratulations also to the awardees 
for successfully completing the 
programme and for all those who 
supported them, we say Thank You.

The Chartered Human Resource 
Management Practitioner: Responsi-
bilities and Privileges

Your achievement is worth celebrat-
ing because of your hard work and 
sacrifices. I can identify with your 
success as a reflection of what our 
team went through to obtain the 
statute under which you are being 
awarded, the Chartered Institute of 
Human Resource Management, 
Ghana Act, 2020 (Act 1020). 

You have earned a distinguished 
accolade and title: the Chartered 
Human Resource Management Prac-
titioner (CHRMP). The Chartered 
status should stand you in a good 
stead and position of privilege wher-
ever you may be. That Chartered 
status also brings with it significant 
responsibilities. You do not only hold 
in your hand a certain qualification, 
but an award that has been conferred 
on you by the people of the Republic 
of Ghana through their elected repre-
sentatives in Parliament and assented 
to by His Excellency, the President.
 
Who then is the Chartered HRM Practi-
tioner?

Speaker:
Alexander Williams

A Native of British Sekondi 
Growing up as a young boy in the 
early 1950s in what is popularly 
referred to as “British Sekondi” in the 
heart of Essikado, Sekondi in the 
Western Region of Ghana, our 
Personality in focus, thought he was 
just passionate about co-ordinating 
roles and people. Little did he know 
that was defining his future career as 
an HR Practitioner, and a successful 
one at that. Up to date, the Interna-
tionally Certified HR Practitioner has 
fond memories of the notable “British 
Sekondi” enclave and considers it to 

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
Trainer sits at the epicentre of change 
as a Strategic Implementation Partner 
to the ILO Sustaining Competitive 
and Responsible Enterprises (SCORE), 

advising a wealth of Small and Medium Enterprises (SMEs) around  Africa. In 
addition, he brings to bear to his expertise on the AU Technical Committee on 
Micro, Small and Medium Enterprises (MSMEs), while growing his Consultancy 
firm.
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What then are your Responsibilities 
and Privileges?

Responsibilities and Privileges
A responsibility is ‘a duty to be in 
charge of or look after something, so 
that you make decisions and can be 
blamed if something bad happens.’ 
(Longman Dictionary of Contempo-
rary English). 

A responsible person is also described 
by the Merriam-Webster’s Dictionary 
of Law, as one ‘characterized by trust-

worthiness, integrity and requisite 
abilities and resources.’ 

Premised on the Act, where our 
appointments are made by the Presi-
dent in accordance with Article 70 of 
the Constitution, you may be consid-
ered a Public Officer. 

As a Public Officer, one of your 
responsibilities is ‘not to put yourself 
in a position where your personal 

interest conflicts or is likely to conflict 
with the performance of the function 
of your office.’ (Article 284 of the 
1992 Constitution).

As a Member of the Institute, you 
must at all times be of good standing, 
which means that your ‘membership 
subscription has been paid up to 
date.’

Fundamentally, it is your responsibili-
ty to practice in accordance with Act 
1020. According to Section 40, if you 
contravene this responsibility, you 

A cross section of some of the newly admitted Chartered 
HRM Practitioners at the Conferral Ceremony

Courtesies and Acknowledgement,
The President of the Chartered Insti-
tute of Human Resource Manage-
ment, Ghana Dr. Edward Kwapong 
(represented by Mr. Leonard Quar-
coopome, Vice President), Members 
of the National Governing Council, 
the Chief Executive Officer, Mr. Eben-
ezer Agbettor, Chairman and Mem-
bers of the Professional Certification 
Board, Fellows, Honorary Fellows and 

Members of the Institute, Resource 
Persons and Staff of the Institute, 
Graduating Class of 2020 and 2021, 
Media Persons, Invited Guests, 
Distinguished Ladies and Gentlemen.

I am indeed grateful for the honour 
and privilege to be the Guest Speaker 
of this important ceremony (the first 
after obtaining our Charter status) to 
confer the award of Chartered 
Human Resource Management Prac-
titioner on successful Level 4 gradu-
ands of the Institute. 

Mr. President, I dedicate this presenta-
tion to all the working mothers who 
have passed through our Professional 
Certification Programme.

Congratulations also to the awardees 
for successfully completing the 
programme and for all those who 
supported them, we say Thank You.

The Chartered Human Resource 
Management Practitioner: Responsi-
bilities and Privileges

commit an offence and liable on 
summary conviction to a fine of not 
less than one hundred penalty units 
or a term of imprisonment of not less 
than six months and not more than 
twelve months or to both.

Under Act 1020, it is your responsi-
bility to conduct yourself and your 
business professionally. The Third 
Schedule of Act 1020 states clearly 
what would constitute professional 
misconduct. Let me emphasize here 
that any professional misconduct can 
lead to your name being struck off 
the register of members (Section 27).

In the performance of your duty as a 
Chartered Practitioner, you must 
think like the employer and at the 
same time identify with the employ-
ee. A delicate balancing act, I must 
say. You must therefore protect the 
interests of both the employer and 
the employee.

And as a Chartered HRM 
Practitioner,you must clearly 
appreciate and acknowledge 
that ‘one size does not fit all’

You must customize and categorize 
standard documents, so they fit 
specific constituents in your organiza-
tion. For example, the medical exami-
nation form must be segregated such 
that the manual worker doesn’t go for 
the same screening as the back-office 
staff.

As a Chartered Practitioner, you must 
be knowledgeable and conversant 
with every aspect of the work in the 
employment. 

A Native of British Sekondi 
Growing up as a young boy in the 
early 1950s in what is popularly 
referred to as “British Sekondi” in the 
heart of Essikado, Sekondi in the 
Western Region of Ghana, our 
Personality in focus, thought he was 
just passionate about co-ordinating 
roles and people. Little did he know 
that was defining his future career as 
an HR Practitioner, and a successful 
one at that. Up to date, the Interna-
tionally Certified HR Practitioner has 
fond memories of the notable “British 
Sekondi” enclave and considers it to 

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
Trainer sits at the epicentre of change 
as a Strategic Implementation Partner 
to the ILO Sustaining Competitive 
and Responsible Enterprises (SCORE), 

advising a wealth of Small and Medium Enterprises (SMEs) around  Africa. In 
addition, he brings to bear to his expertise on the AU Technical Committee on 
Micro, Small and Medium Enterprises (MSMEs), while growing his Consultancy 
firm.

The Chartered HRM Practitioner
Section 42 of Act 1020 defines a 
Chartered HRM Practitioner as ‘an 
associate member who has complet-
ed level four of the Professional 
Certificate Programme of the Insti-
tute’. As a Human Resource Manage-
ment Practitioner, Act 1020 
describes you as ‘a person who has 
formally registered with the Institute 
and has been issued with a certificate 
to practice as a Human Resource 
Management Practitioner.’

GRADUATION 2021: GUEST SPEAKER'S SPEECH
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For instance, you must be able to 
determine the statutory obligations 
of your organization and their compli-
ance, and of course be very familiar 
with our working legislation, the 
Labour Act, 2003 (Act 651) and other 
employment related statutes. You 
must be seen to be running the 
organization and not always waiting 
for instructions to act. But more 
importantly, your submissions to 
Management must be empirical and 
in line with the strategic plan. 

One of the things I noticed during the 
COVID-19 pandemic when the lock 
down was effected under the Imposi-
tion of Restrictions Act, 2020 (Act 
1012), was the dearth of leadership 
from HRM Practitioners. I very much 
expected that our members will take 
the initiative to advise Management 
on how to charter the new area of 
responsibility instead of waiting to 
take instructions. There were various 
issues which were novel but had to be 
dealt with, not only to sustain the 
business but also protect the human 
resource in the employment. The 
pandemic exposed the serious gaps in 
the Labour Act, 2003 (Act 651) and 
other laws, and therefore the knowl-
edge and skills of the Practitioner was 
very critical at the time.

Your duty should go 
beyond leave rosters 

and appointment letters, 
promotion communication 

and termination letters.

Your training should stand you out as 
leaders and advisers and not follow-
ers.

What are your privileges?
A “privilege” is the advantage that is 
given only to one person or a group of 
persons. A privilege can also be with-
drawn. A privilege is not necessarily a 
right, which is an interest recognised 
and protected by law, respect for 
which is a duty and disregard of which 
is wrong. 

My proposal is that our Act does not 
confer any privileges. Any privileges 
you may get as a Chartered HRM 
Practitioner will come with how you 
carry yourself and execute your man-
date. I will however address your 
mind to some expectations that could 
bring to you various privileges in your 
practice.

You are privileged to be among the 
few Practitioners in Ghana, with the 
backing of the laws of Ghana, who 
are setting the pace in building a 
strong and distinctive brand for 
human resource management

In this regard, you are going to be the 
beacon and reference point in matters 
relating to the HR practice.

Let’s walk the Talk
You may be placed on some special 
committees or working teams for the 
discharge of some assigned duties. 
Let your presence be felt with useful 
and practical suggestions. Let your 
contributions make a difference and 
let the appointing authority be proud 
of you, because you are a Practitioner. 
You must therefore be knowledgea-
ble and assertive. I want to see a 
Chartered HR Practitioner who is 
made a member of non-HR Commit-
tees and not just to be covering 
proceedings of their meetings.

Of course, privileges may come with 
benefits, but my prayer is that you 
look beyond the benefits to establish-
ing a legacy which will outlive you and 
inure to the benefit of others.

Conclusion
In conclusion, you may recall the 
following statement during your first 
lecture in Legal Aspects of HRM, that:

The Sovereignty of Ghana resides in 
the people of Ghana in whose name 
and for whose welfare the powers of 
government are to be exercised in the 
manner and within the limits laid 
down in this Constitution.’ (Art. 1(1) of 
the 1992 Constitution.) Without an 
iota of doubt, the most important 
resource in any organization is the 
human resource. 

You must place yourself within this 
Constitutional provision and 
acknowledge the fact that your func-
tions must be performed in their 
name and for their welfare and must 
be exercised within the limits of the 
authority, both implied and 
expressed, conferred on you. 

That is both a responsibility and privi-
lege for the Chartered HRM Practi-
tioner.

Once again accept my congratula-
tions. Make yourself and the Institute 
proud. 

We should take the HR practice 
notches higher from our current 

laidback, backseat and supporting 
positions to drive strategy by 

assuming leadership in shaping the 
most vital asset in employment and 

in every aspect where human 
capital is involved.

A Native of British Sekondi 
Growing up as a young boy in the 
early 1950s in what is popularly 
referred to as “British Sekondi” in the 
heart of Essikado, Sekondi in the 
Western Region of Ghana, our 
Personality in focus, thought he was 
just passionate about co-ordinating 
roles and people. Little did he know 
that was defining his future career as 
an HR Practitioner, and a successful 
one at that. Up to date, the Interna-
tionally Certified HR Practitioner has 
fond memories of the notable “British 
Sekondi” enclave and considers it to 

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
Trainer sits at the epicentre of change 
as a Strategic Implementation Partner 
to the ILO Sustaining Competitive 
and Responsible Enterprises (SCORE), 

advising a wealth of Small and Medium Enterprises (SMEs) around  Africa. In 
addition, he brings to bear to his expertise on the AU Technical Committee on 
Micro, Small and Medium Enterprises (MSMEs), while growing his Consultancy 
firm.

GRADUATION 2021: GUEST SPEAKER'S SPEECH
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President Nana Addo Dankwa 
Akufo-Addo has appointed Labour 
Relations Expert, Mr. Benjamin 
Arthur, as the Chief Executive Officer 
of the Fair Wages and Salaries Com-
mission (FWSC).

Originally a trained Civil Engineer 
from the Kwame Nkrumah University 
of Science and Technology (KNUST), 
Mr. Arthur has evolved into a man of 
many parts. A Certified Mediator, he 
comes to his new portfolio with a 
diverse background in labour admin-
istration, employment service, labour 
relations, alternative dispute resolu-
tion and workplace conflict manage-
ment, and a strong research back-
ground. 

Benjamin Arthur heads 
Fair Wages and Salaries Commission

The HR Centre

A corporate member of the Ghana 
Institute of Engineers (GhIE) and with 
over 23 years’ experience as a Practis-
ing Civil Engineer, the new Chief 
Executive Officer is well known by 
the Chartered Institute of Human 
Resource Management (CIHRM) 
Ghana, with whom he has a strong 
bond and working relations. Indeed, 
Mr. Arthur is credited as the Engineer 
who built the newly constructed 
headquarters of the Institute, the Tse 
- Addo based HR Complex.

Coincidentally, Mr. Benjamin Arthur 
comes to the position as Chief Execu-
tive Officer of the Fair Wages and 
Salaries Commission (FWSC), taking 
over from Dr. Edward Kwapong who 
is the President of the Chartered 
Institute of Human Resource Man-
agement, Ghana. Dr. Edward 
Kwapong had been the CEO since the 
first term of the Akufo-Addo-led 
government.

The HR News observed in a Facebook 
post that Ing. Arthur has since 
expressed gratitude to God, President 
Nana Addo Dankwa Akufo-Addo, 
the Chief of Staff, Akosua Frema Osei 
Opare and the Minister of Employ-

ment and Labour Relations, Ignatius 
Baffour Awuah.

Considering the fact that there are 
several areas ripe for collaborative 
initiatives between the two sister 
institutions, the Fair Wages and 
Salaries Commission and the Char-
tered Institute of Human Resource 
Management, Ghana,  The HR News 
hopes that the already existing cordial 
relationship between the two institu-
tions, would be scaled to new heights 
under the leadership of the new CEO. 

CONGRATULATIONS SIR!!!
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The Vice-President of the Chartered 
Institute of Human Resource Manage-
ment, Ghana,  Leonard Quarcoopome 
has charged the newly admitted Char-
tered Human Resource Management 
Practitioners to make Human Resource 
(HR) count in any organisation they 
find themselves.

Mr. Quarcoopome made this call when 
he admitted 50 Chartered Human 
Resource Management Practitioners 
on Friday, 29th October, 2021 at the 
Institute’s newly built HR office 
complex at Tse-Addo, Accra.

The ceremony was to officially confer 
charter status and present certificates 
to deserving Graduands who complet-
ed the Level 4 Project Work of the 
Professional Certification Programme 
of the Institute. By this charter status, 
Graduands for the first time, had to 
swear an oath.

The Vice-President of the Institute 
informed the HR Practitioners that as 
soon as the Legislative Instrument (LI) 
is passed, the Institute will be able to 
operationalise the law and regulate the 
profession appropriately.

He added that the Committee is work-
ing tirelessly to get the HR Standards 

Make HR Count in any Organ-
isation you find yourselves – 
Vice President of Institute of 
Human Resource to HR 
Practitioners

ready for members.

He also hinted that the date for the 
inauguration of the new Council would 
soon be set by the Sector Minister.

The Chief Executive Officer (CEO) of 

the Institute, Ebenezer Ofori Agbettor, 
urged the new Chartered Graduands to 
step out there and be  excellent ambas-
sadors of the noble profession and the 
Institute.

He continued that, having been 
equipped with all the tools/competen-
cies, they should distinguish them-
selves from the cowboys/girls parading 
in the HR space and make the Institute 
proud by contributing significantly to 
the advancement of HR management 
practice in the country.

According to the CEO, the Conferral 
was very significant as the Institute 
continues to witness an increase in the 
number of Chartered Members (from 
160 to 194, an increase of 21.25%.)

Speaking on the theme: “The Char-
tered HRM Practitioner: Responsibili-
ties and Privileges,” the Guest Speaker 
for the ceremony, Alexander Williams, 
said the achievement of the Chartered 
Member is worth celebrating because 
of the hard work and sacrifices they 
had demostracted, which he said, can 
be likened to what the team went 
through to obtain the statute under 
which they are being awarded, the 
Chartered Institute of Human 
Resource Management, Ghana Act, 
2020 (Act 1020).
“You have earned a distinguished acco-

lade and title. The Chartered status 
should stand you in a good stead and 
position of privilege wherever you may 
be. The title also brings with it signifi-
cant responsibilities”, Mr. Williams 
added.

He explained that as  Members of the 
Institute, you must at all times be of 
good standing, which means that your 
membership subscription must be paid 
up to date.

“Fundamentally, it is your responsibility 
to practice in accordance with Act 
1020, which gives the responsibility to 
conduct yourself and your business 
professionally.”

According to section 40 of the Act, “if 
you contravene this responsibility, you 
commit an offence and would be liable 
to summary conviction of a fine of not 
less than one hundred penalty units, or 
a term of imprisonment of not less 
than six months and not more than 
twelve months or to both”, he enumer-
ated.

On privileges, the Guest Speaker said, 
his proposal was that the Act does not 
confer any privileges, adding “any 
privileges you may get as a Chartered 
HRM Practitioner will come with how 
you carry yourself and execute your 
mandate.”

The Chairman of the Professional 
Certification Board of the Institute, 
John Eluerkeh, in a speech read on his 
behalf by one of the Professional Certi-
fication Board Members, Paul Nartey, 
explained the difference between 
“Certified” and Chartered Members, 
saying, Certified is the term that was 
used until the enactment of the Char-
tered Human Resource Management, 
Ghana Act2020 (Act 1020) in August, 
2020.

He said, the Professional Certification 
Board’s expectations are that Mem-
bers would remember that though they 
may enjoy some privileges such as 
having a professional allowance, they 
should be mindful of the fact that the 
Charter comes with great responsibili-
ties. 

“These responsibilities, you owe to 
Ghana, the Institute, your organization 
and yourself,” he said.
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The Chartered Institute of Human 
Resource Management (CIHRM), 
Ghana, has added to its catalogue of 
milestones, another one with a 
colourful ceremony of the confer-
ment of Chartered status on 50 newly 
qualified HR Professionals. The 50,  
who were hitherto Associate Mem-
bers, earned the Chartered status 
after successfully completing the 
Institute’s Level 4 (Project Work) 
stage of the Professional Certification 
Programme.

The Ceremony
The brief but colourful Conferral 
Ceremony was held under the theme, 
“The HR Practitioner, Responsibilities 
and Privileges.” It marked the 
commencement of yet another chap-
ter of the Institute, being the maiden 
one to be held following the Insti-
tute’s achievement of Chartered 
status, as well as the maiden one to 
be held at the Institute’s own premis-
es, the HR Centre in Tse-Addo.

Welcoming participants and the invit-

CIHRM Ghana Admits 
50 HR Professionals
………..into Charter Status

ed guests, the Chief Executive Officer 
of the Institute, Mr. Ebenezer Agbet-
tor in his welcome address spelt out 
the objective of the ceremony  as 
below:
“Obvious as it looks, the main 
purpose of today’s ceremony is to 
officially confer Charter status and 
present certificates to our deserving 
Graduands who completed the Level 
4 Project Work of the Professional 
Certification Programme of the Insti-

A cross section of the Graduands taking the Membership 
Oath of Practice at the Conferral Ceremony

tute. This means that for the first time 
they will also be swearing an oath.”

On his part, the Chairman of the 
Professional Certification Board, Mr. 
John Eluerkeh, in a speech read on his 
behalf, revealed that:
“Our first Conferral Ceremony should 
have taken place on March 27, 2020, 
but it was not to be, due to the 
COVID – 19 pandemic and the 
lockdown restrictions at the time.”

A Native of British Sekondi 
Growing up as a young boy in the 
early 1950s in what is popularly 
referred to as “British Sekondi” in the 
heart of Essikado, Sekondi in the 
Western Region of Ghana, our 
Personality in focus, thought he was 
just passionate about co-ordinating 
roles and people. Little did he know 
that was defining his future career as 
an HR Practitioner, and a successful 
one at that. Up to date, the Interna-
tionally Certified HR Practitioner has 
fond memories of the notable “British 
Sekondi” enclave and considers it to 

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
Trainer sits at the epicentre of change 
as a Strategic Implementation Partner 
to the ILO Sustaining Competitive 
and Responsible Enterprises (SCORE), 

advising a wealth of Small and Medium Enterprises (SMEs) around  Africa. In 
addition, he brings to bear to his expertise on the AU Technical Committee on 
Micro, Small and Medium Enterprises (MSMEs), while growing his Consultancy 
firm.

FEATURE: COVER STORY

Explaining the fact of the ceremony 
as the first Conferral Ceremony, Mr. 
Eluerkeh further revealed that, “in the 
years past, the Level 4 Graduation 
was merged with that of Level 3 
(Associate Members). However, due 
to increasing numbers of graduates, 
we have discontinued the practice.”

Difference Between “Certified” and 
“Chartered” HR Practitioner
Concluding his speech on a point of 
clarification, the Chairman of the 
Certification Board revealed that, 
“‘Certified’ is the term that was used 
until the enactment of the Chartered 
Human Resource Management, 
Ghana Act, 2020 (Act 1020) in August 
2020.”

“Now, every person who completes 
the Level 4 of our Professional Certifi-
cation Programme will be deemed a 
Chartered Human Resource Manage-
ment Practitioner.” 

Stand Out as Leaders and Not 
Advisors
The Chief Executive Officer of the 
Ghana Investment and Securities 
Institute, Alexander Williams speak-
ing as a Guest Speaker, entreated the 
newly conferred Chartered HR Practi-
tioners to move out of the shadows 
within the corporate space:
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Advisors,
he said.

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
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as a Strategic Implementation Partner 
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and Responsible Enterprises (SCORE), 
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A Charge to KeepExplaining the fact of the ceremony 
as the first Conferral Ceremony, Mr. 
Eluerkeh further revealed that, “in the 
years past, the Level 4 Graduation 
was merged with that of Level 3 
(Associate Members). However, due 
to increasing numbers of graduates, 
we have discontinued the practice.”

Difference Between “Certified” and 
“Chartered” HR Practitioner
Concluding his speech on a point of 
clarification, the Chairman of the 
Certification Board revealed that, 
“‘Certified’ is the term that was used 
until the enactment of the Chartered 
Human Resource Management, 
Ghana Act, 2020 (Act 1020) in August 
2020.”

“Now, every person who completes 
the Level 4 of our Professional Certifi-
cation Programme will be deemed a 
Chartered Human Resource Manage-
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Stand Out as Leaders and Not 
Advisors
The Chief Executive Officer of the 
Ghana Investment and Securities 
Institute, Alexander Williams speak-
ing as a Guest Speaker, entreated the 
newly conferred Chartered HR Practi-
tioners to move out of the shadows 
within the corporate space:
  

Leonard Quarcoopome, addressing the Graduands 
at the Conferral Ceremony

On his part, the Chairman for the event and Vice President of the Institute, Mr. 
Leonard Quarcoopome, soon after the conferment of the Chartered Status  
charged them to go beyond the chartered certification by going out there to, as 
he put it, “make a difference,” by coming out with creative ideas to institute 
systems and processes to engage people to make HR count.

In attendance were members of the National Governing Council, members of 
the Professional Certification Board, the Chief Executive Officer of the Institute 
and staff of the HR Centre, Project Supervisors, Resource Persons, families, and 
friends of the graduands and other invited guests. 

A section of families and friends of the Graduands 
and other invited guests at the Ceremony
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ur Personality in focus, John Arthur Wilson, commonly known as John Wilson, is the Founder and Managing 
Consultant of WILSJON Consult Limited, an HR Management Consulting Firm. He is also the Executive Director 

of SCORE Training Solutions Ghana (STSG), an Implementation Partner to ILO-Sustaining Competitive and Responsible 
Enterprises (SCORE) Program: a practical Workplace Improvement training program to ensure productivity improvement 
and sustainability of enterprises.

In this edition, we caught up with our Personality, and engaged him in the interview below. John walked us through his 
upbringing, the twist and turns of his life, his industry experience, as well as his thoughts on contemporary HR practice.

A Native of British Sekondi 
Growing up as a young boy in the 
early 1950s in what is popularly 
referred to as “British Sekondi” in the 
heart of Essikado, Sekondi in the 
Western Region of Ghana, our 
Personality in focus, thought he was 
just passionate about co-ordinating 
roles and people. Little did he know 
that was defining his future career as 
an HR Practitioner, and a successful 
one at that. Up to date, the Interna-
tionally Certified HR Practitioner has 
fond memories of the notable “British 
Sekondi” enclave and considers it to 

By Yen Sapark

John Arthur Wilson (FCIHRM)
- Founder and Managing 
Consultant for WILSJON Consult Limited

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
Trainer sits at the epicentre of change 
as a Strategic Implementation Partner 
to the ILO Sustaining Competitive 
and Responsible Enterprises (SCORE), 

advising a wealth of Small and Medium Enterprises (SMEs) around  Africa. In 
addition, he brings to bear to his expertise on the AU Technical Committee on 
Micro, Small and Medium Enterprises (MSMEs), while growing his Consultancy 
firm.
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John Wilson, in his usual smart outlook,
prepared to host the Editor of The HR News

The Wilsons were not among the 
wealthy, but John had quite a privileged 
upbringing in what he phrased,  “a mix of 
Methodist – Anglican religious home” as 

his dad was a devout Methodist and 
his mum, Anglican.

PERSONALITY PROFILE

Early Life
The tales of John’s childhood, begins 
with his birth in the ‘50s on a Thurs-
day, heralded by a set of twins, and 
thus accordingly named Ekow Tawiah 
at birth in line with his Fante custom. 
The Thursday born who described 
himself as “a direct replica of his late 
dad,” is the second of his mother’s 
children of two brothers and five 
sisters. “I however have other older 
siblings as well,” he added. John grew 
up in his Essikado home in the 1950s 
and ’60s when children had a lot of 
freedom to roam about. 

Ekow, as his Dad affectionately called 
him, grew up in a relatively scholarly, 
disciplined, and sociable family. His 
Mum, the late Faustina Wilson, 
described as caring but a disciplinari-
an headteacher of St Peters’ Anglican 
Primary School in Sekondi, was mostly 
home with the children serving as a 
regular check, and kept them in line.

His trekking father, late George Harry 
Wilson, a man with strong passion for 
music, worked with the then Ghana 
Railways and Harbours Authority as a 
District Traffic Superintendent for the 
Tarkwa Area.

Such was the influence of his musical 
father, a renowned Associate Member 
of the Victory College of Music 
(AVCM), UK that, he deliberately 
moulded a relationship with him as he 
started playing music by age eleven 

(11) with a piano bought for the 
family by his dad. It was therefore not 
surprising that young Ekow joined the 
choir of his local Methodist Church at 
Essikado at an early age of 10.

John Wilson who is married to Effie 
Wilson and is blessed with four adult 
children, speaks fondly of his siblings 
because of the bond created by his 
parents.

Early Education
With the Essikado British Sekondi 
location giving residents access to 
quality schools, young John had his 
basic education at St. Peter’s Anglican 
Primary in Sekondi and Anglican 
Middle School-Continuation School 
in Ketan, Sekondi.

His favorite High School was Mfant-
sipim School. “Mfantsipim School 
was a kind of tradition in my family 
and so the boys attended it while the 
girls patronised Wesley Girls High 
School,” John revealed, explaining his 
choice of High School. After complet-
ing his Ordinary (O) Level education 
in his family’s favorite male high 
school in Mfantsipim in 1970, he 
proceeded to Fijai, for his Advanced 
(A) Level, and then eventually entered 
the University of Ghana in 1973 to 
read Sociology, Economics and Geog-
raphy, graduating in 1976.

Stepping into the World of Work – 
John’s Twist and Turns
Following his graduation from the 
University of Ghana, Legon, in Sociol-
ogy with Geography, the young Grad-
uate, had his first stint of corporate 
world experience with his graduate 
internship or national service at the 
District Administration Office, then 

Dangme District Council in Ada. It 
was there that John Wilson got intro-
duced to administrative issues, 
handling personnel matters, manage-
ment as well as administration in 
general.

Despite the early taste of success, 
young ambitious John knew early in 
the day that just staying at that level 
might not be enough for him to make 
it big. So, this dawn experience rather 
lit the Personnel Management 
passion of John Wilson as he then 
opted to join the then competitive 
and popular Public Service Adminis-
tration class where he started his 
professional career as an Administra-
tive Officer at the Public Service 
Commission (PSC).

In the process, John had a brief stint 
with the Central Regional Administra-
tion, where he got posted to the 
District Administration at Saltpond. 

“Nippy Wilson,” as he was affection-
ately nicknamed in his Secondary 
School days, reflects on his period at 
the District Administration as one 
which offered a “window of opportu-
nity” to commence a career and 
develop as an emerging professional.

Inspiration Of Pursuing Administra-
tion, Personnel Management/HR
Tracing his role and time at the Public 
Service Commission at the 
commencement of his experience in 
Personnel Management (as HR was 
referred to at the time), he revealed 
his inspiration of becoming an HR 
Practitioner thus: "I've always had 
such an interest in co-ordinating roles 
and dealing with people or personnel 
issues, and I never wanted to limit 
myself."  
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his inspiration of becoming an HR 
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John’s Time at Twifo Oil Palm Planta-
tion (TOPP)
In what appeared a step up in career, 
John Wilson seized the opportunity 
to join the then sprawling and largest 
Agro – Industrial Complex in the 
Central Region, Twifo Oil Palm Plan-
tation as its Administrative Officer.

“Under the management of the Com-
monwealth Development Corpora-
tion (CDC), Mr. John Siaw Martinson, 
a seasoned Personnel/Employee 
Relations Head at Mobil Oil, share-
holders of TOPP, was seconded to the 
Company to help set up its HR 
Department.” John explained.

John was strongly influenced by Mr. 
Martinson as the arrangement 
required him understudying the 
experienced International HR/Per-
sonnel Manager under a 
well-planned mentorship 
programme. 

How Did John’s HR Mentor Help Him 
Excel in His Career?
Touching on his mentorship relation-
ship with his mentor, John who paid 
glowing tribute to his Mentor 
described the experience as one of a 
good  match  saying: 

I was new to the HR Manager role, 
but Martinson was instrumental in 
supporting me. I’ve grown as a 
leader.

Eventually, John Wilson took over as 

the Head of HR/Personnel Manager 
for the Twifo Oil Palm Plantation, 
managing over thousand (1000) 
employees of the Agro - Industrial 
Complex, the largest in the Central 
Region at the time. In addition to the 
mentorship, John undertook several 
professional development courses in 
Human Resource Management and 
Industrial Relations both overseas 
and locally to equip him for the role.

Time at Unilever (Ghana) Limited
From his HR senior role at TOPP, the 
Man who does not give up easily 
when pursuing an action that he is 
convinced of, was again ready for his 
next challenge in his professional 
career, offered this time by Unilever 
Ghana Limited.

Here, he assumed the high position of 
the Group Human Resource and 
Industrial Relations Manager, where 
he worked from 1999 until his retire-
ment in 2011.

During the period, he led the Human 
Resource Functional Transformation 
Project (HRT) in Unilever Ghana as 
HRT/Change Lead and completed 
with distinction as part of a global 
assignment and later became the HR 
Business Partner to various Func-
tions. He again led the largest Region-
al Business Transformation Project in 
Unilever Central Africa cluster across 
nine (9) countries.

While at Unilever, the current Vice 
President of the National Governing 
Council, Leonard Quarcoopome 
worked closely with John Wilson. 
 
 

TOPP thus seemed “the best 
opportunity for a new adventure” to 
John’s evolving Personnel Manage-
ment/HR career as he reflected the 

unique opportunity nostalgically and 
in his own words, he said, “Mr. John 

Martinson, now deceased really 
developed me.”
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 Leonard Quarcoopome
- Vice President (CIHRM)

John is a very cautious leader
and takes risks that have been

carefully calculated. Even when he 
has made up his mind on an issue, 
he will still ask opinions of others
to see if there will be any superior
arguments than those upon which
he made his decision. I see John as

an embodiment of the saying
“experience is the best teacher”.

John Wilson Dines with the Institute
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Mr. Kodwo Afedzi - Mensah
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Excel in His Career?
Touching on his mentorship relation-
ship with his mentor, John who paid 
glowing tribute to his Mentor 
described the experience as one of a 
good  match  saying: 

I was new to the HR Manager role, 
but Martinson was instrumental in 
supporting me. I’ve grown as a 
leader.

Eventually, John Wilson took over as 

the Head of HR/Personnel Manager 
for the Twifo Oil Palm Plantation, 
managing over thousand (1000) 
employees of the Agro - Industrial 
Complex, the largest in the Central 
Region at the time. In addition to the 
mentorship, John undertook several 
professional development courses in 
Human Resource Management and 
Industrial Relations both overseas 
and locally to equip him for the role.

Time at Unilever (Ghana) Limited
From his HR senior role at TOPP, the 
Man who does not give up easily 
when pursuing an action that he is 
convinced of, was again ready for his 
next challenge in his professional 
career, offered this time by Unilever 
Ghana Limited.

Here, he assumed the high position of 
the Group Human Resource and 
Industrial Relations Manager, where 
he worked from 1999 until his retire-
ment in 2011.

During the period, he led the Human 
Resource Functional Transformation 
Project (HRT) in Unilever Ghana as 
HRT/Change Lead and completed 
with distinction as part of a global 
assignment and later became the HR 
Business Partner to various Func-
tions. He again led the largest Region-
al Business Transformation Project in 
Unilever Central Africa cluster across 
nine (9) countries.

While at Unilever, the current Vice 
President of the National Governing 
Council, Leonard Quarcoopome 
worked closely with John Wilson. 
 
 

Sharing his thoughts on John Wilson, 
Mr. Quarcoopome had this to say:

Answering a question on how and 
when he joined the Institute, John 
Wilson said he learnt of the Institute, 
then Ghana Institute of Personnel 
Management (GIPM) when he was 
with Twifo Oil Palm Plantation. Even-

tually he joined the Institute in the 
late ‘90s through the encouragement 
and recommendations of Mr Kodwo 
Afedzi – Mensah, then Executive 
Secretary of the Institute. 

Having joined the Institute through 
the Tema Chapter, and by dint of hard 
work, he was recognised and elected 
to the Executive Body of the Institute 
from where he rose to become a two 
– term Vice President (2007 – 2013) 
and ultimately President also for two 
terms from 2013 to  2017.

Looking back at his time in leadership 
of the Institute, he reserved comple-
mentary tribute for his predecessor, 
former President of the Institute, Dan 
Acheampong, for his exemplary 
leadership adding that “he delegated 
absolutely without abdication of his 
responsibilities.”

Similarly, he described Kwadwo Asare 
– Bediako as a pillar and acknowl-
edged all the forerunners of the Insti-
tute for their respective passion for 
the Institute in holding it dear as 
though the Institute was their 
personal property. 
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John Wilson’s Views on HR in Ghana, 
Key Message to Contemporary HR 
Practitioners
John pointed to the growth of HR and 
the diversity management. He 
acknowledged the quest for acquisi-
tion of HR professional qualifications 
but bemoaned the lack of what he 
described as “corresponding practical 
exposure and experience, the nuanc-
es of HR.”

To fill this void, John Wilson proposed 
that the Institute consider instituting 
HR Mentorship Programmes, to 
match new HR Practitioners to 
seasoned Practitioners to deepen 
regular engagements and consulta-

tions, so as to tap their knowledge 
and valuable experience. This is sure 
to go a long way to shore up the more 
required practical experience of the 
mentees for the HR practice. 

Referencing his personal belief in 
integrity, the experienced and Inter-
nationally Certified HR Practitioner 
called on contemporary HR Practi-
tioners to also prioritise and scale up 
their personal and professional integ-
rity by avoiding cutting corners but 
rather sticking with their convictions 
and ethics of the profession.

“HR Practitioners should endeavour 
to match HR requests  with Commu-
nity practice,” he said.

Discount any new perceived feeling 
of having arrived and continue to 
learn and upskill to be more relevant.  
Above all, the HR Practitioner should 
also learn and understand the 
language of the business, the other 
business functions in which they 
operate and that is the sure way to 
become eligible for the Chief Execu-
tive’s role, when opportunity arises.

Time for Good Byes and Departure

As John Wilson takes leave of us, we hope you enjoyed this edition’s Personality Profile.
Stay put and check out the next Personality in the upcoming edition.
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Touching on the quest for success in 
HR practice, the HR Pro now turned 
Consultant, had a concluding  word of 
advice for contemporary HR Practi-
tioners, 
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Sekondi” enclave and considers it to 

have been an idyllic and safe environ-
ment for childhood exploration.

Several years gone by, now a Fellow 
and former two-term President of the 
Chartered Institute of Human 
Resource Management, Ghana, the 
Sociology and Geography Graduate of 
the Premier University, the University 
of Ghana, has enjoyed a prolific 
career, the north of which was his 
ascension to the position of Group 
Human Resource and Industrial 
Relations Manager of Unilever Ghana 
Limited in 1999; a post he held till his 

eventual retirement in 2011, after 
leading a Regional Project as Change 
Management and HR Lead. The Tema 
headquartered Unilever Ghana Limit-
ed, is a Ghana-based multinational 
company engaged in manufacturing 
and sale of fast-moving consumer 
goods (FMCG). 

Today, John, an immaculate HR Pro, 
turned Consultant, and ILO certified 
Trainer sits at the epicentre of change 
as a Strategic Implementation Partner 
to the ILO Sustaining Competitive 
and Responsible Enterprises (SCORE), 

advising a wealth of Small and Medium Enterprises (SMEs) around  Africa. In 
addition, he brings to bear to his expertise on the AU Technical Committee on 
Micro, Small and Medium Enterprises (MSMEs), while growing his Consultancy 
firm.
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The language of change has long 
been around in organisations and 
disruption is now a shared, lived 
experience. We seek business 
solutions that are profitable, person-
alised, nimble and innovative. We’re 
used to the glorification of 
moon-shot start-ups, disruptive rule 
breakers, radical thinkers with social 
media encouraging people en masse 
to follow their dream, make millions 
and save the planet. Covid-19 added 
an extra urgent imperative: innovate 
to survive. We need major 
systems-change.

Now, more than ever, we realise the 
game of big business needs to trans-
form rapidly, but we come from an 
era in which corporations were not 
designed to do so. We have a 
long-held mindset which has the 
implicit effect of ensuring that few 
employees at any level are brave 
enough to make radical changes. 

Fearing shame if the company ‘loses’ 
because they didn’t play the game 
correctly, initiating deep change 
creates tension with traditional 
corporate values.

Corporate values and protocols 
collectively represent a worldview 
which crosses cultures, countries, and 
cause. They have major influence in 
our current reality and they’re the 
possible veto-vote in everything from 
politics and environment to family 
dynamics and mental health. Corpo-
rates are my favourite passion project 
because of their impact – they are the 
space in which intentional change 
makes a big difference. In Corporates, 
change has compounded impact and 
my drive is to ensure this is trans-
formative, meaningful, ethical, and 
effective. 

From an individual or team perspec-
tive, potent organisational change is 

repressed by certain ways of doing 
things. We’ll call it Corporate Mindset 
and it’s deeply systemic. It does not 
necessarily win gold stars in the 
popularity stakes, but it is followed 
with cult-like obedience because it 
feels bigger than us.

Enter Rebel Leaders - non-conven-
tional, differently skilled, and precise-
ly what large organisations are look-
ing for, even if unconsciously. 

So, what’s the problem?
Maverick visionaries with a sense of 
purpose have exponential potential 
for impact and influence. They’re 
thinking out of the box, looking to 
make a difference and driven to excel. 
When a person is both real and 
ethical whilst leading with a vision 
and conviction, they get major 
support. When given room to make 
authentic change, these ‘organisa-
tional outsiders’ can become resilient, 

innovative, solution-creators. 
Successful Rebel Leaders are adap-
tive, agile, systems thinkers – they’re 
the clues, doorways, and maps to our 
future. 

And they often terrify Corporate 
Mindset.

Rebel Leaders can be difficult to 
manage in the traditional way. 
They’re unimpressed by protocol or 
jargon and frustrated by tick-box 
versions of change (those well-mar-
keted and beautifully branded trans-
formations that create new packaging 
for More-of-the-Same). They can be 
nerve-wracking, because their pace, 
methodology and way of following 
process may seem alien. They need 
autonomy, challenge, trust, and space 
to think creatively, whereas Corpo-
rate Mindset is schooled to function 
on spreadsheet detail.

Rebel Leaders align with intentional 
principles. They want to interrogate 
systems until they can produce 
whole, sustainable, inclusive results. 
They want impact and meaning. They 
want to change the world. Corporate 
Mindset is hooked by the idea of 
these kinds of results yet trapped in 
the comfort zone of ‘the way things 
are usually done around here’. For 
Rebel Leaders in organisations, this 
eventually creates stubborn inertia, 
drains life-force and inspiration, and 
often causes stress and/or ego-based, 
destructive rebellion.

Don’t Worry, we’ve got a whole 
Department for that!
Attempting to remain relevant, 
Corporate Mindset sometimes 
produces a well-meaning simulation 
of the Rebel Leader which seems both 
exciting and safer. This symbolic 
challenger positions as a crusader for 
change in reaction to frustration and 
in recognising the value of innovation. 
Different from a Rebel Leader, it 
responds to what already exists by 

following Corporate Mindset 
assumptions and tweaked protocols. 
The real result is negotiation, 
compromise, and fatigue, parading as 
breakthrough and change. 

The crusader can have an effect. They 
can make incremental change and 
they can sometimes activate a 
groundswell. However, if this grows 
enough to have systemic impact, the 
system will ‘eat it’. This means that the 
momentum of change gets colonised 
and reworked back into the Corpo-
rate Mindset system, using compro-
mise languages like bottom line, 
business logic, trade-offs, and trendy 
branding.

Populist corporate revolutions and 
semi-innovations have seemed 
comforting in the past because they 
looked like change. Unfortunately, 
too often they were actually just lids 
to cover the boiling frog.* Terminolo-
gies changed, restructuring was 
initiated, brands and logos updated, 
but the underlying protocols and 
processes remained unchanged. 

Many that tried to initiate meaningful 
organisational change experienced 
slow, numbing deflation and a sense 
of ‘I suppose a small step is better 
than nothing’ instead. This kind of 
compromise seems easier than the 
stubborn, slow application of trans-
formative principles. It’s a version of 
going-with-the-flow. However, many 
Rebel Leaders-to-be were over-
whelmed and anxious with the 
frustrated knowing that this is not 
enough, that more is necessary. The 
disruptions of the past few years: 
environmental, political, and person-
al, plus the presence of Covid-19 has 
made it extremely clear: lip service is 
not enough. Real, radical action is 
essential.

Yes, but!
The density of corporate processes 
and the unwieldly weight of 

decision-making continues to make 
change risky – even if only at a 
sub-conscious level. Many people are 
trying to maintain a business-as-usual 
attitude, resisting the opportunity to 
stop and reassess everything. The 
left-over habits of BC (Before Corona) 
feed the fear of putting our heads 
above the parapet: heads will roll, 
egos will flare, and profit margins may 
be affected! 

Corporate Mindset is instinctively 
against the essential risks required to 
make a real difference. The fear of 
shareholder wrath, lost value and 
weak profit margins is deeply embed-
ded (truth is, these losses were 
already happening BC and will contin-
ue AC). Ironically, disruptions make 
business-as-usual behaviours hold 
more tightly, become more risk 
averse and invest in more due 
process.

Our Staff Aren’t Ready
Another aspect that prevents Corpo-
rate Mindset from embracing Rebel 
Leaders, is the relationship to person-
al power. Because business is a 
breeding ground for strong egos, 
power has become a difficult concept 
for people to navigate. There are 
complexities about the value and 
relevance of individual power in 
corporations. Rebel Leaders cultivate 
engagement and presence, this has 
innate power. Corporate Mindset is 
resistant to giving Rebel Leaders 
fertile ground because it feels like 
surrendering power and control.

Systemic power creates politics, 
mediocrity, and imbalanced dynam-
ics. People without autonomy devel-
op stress, anxiety and neurosis. 
People thrust into power positions, or 
those that grasp for them, become 
burned out. Rebel Leaders, exhausted 
in the system, often find themselves 
wrestling all these dynamics, rather 
than having the impact they and their 
organisations desire.

Within Corporate Mindset, the 
freedom required for full expression 
of unusual, potentially vital talent 
seems impossible. The challenge is 
that Now demands we rapidly adjust 
for the unknown and survival-innova-
tion will be a continuing Must for a 
while to come. Instead of fearing the 
challenge of difference, organisations 
can find ways to open to more flow 
and transformation.

Truth is, Rebel Leaders just need 
simple frameworks and practices to 
activate and maintain their mojo and 
Corporate Mindset can learn how to 
embrace and mentor their value.

Rebel Leaders and Corporate Mindset
Corporate Mindset is often a systemic obstacle to the innovation and success it currently needs. As we journey through 
the impact of Covid, we need bright, innovative genius and deep, consistent values. We need people prepared to make 
deep changes – the Rebel Leader. How can we adjust and cultivate the mindset which enables this? How do we use the 
best of what we have to survive and thrive? Is it possible to make radical, safe, empowering change?

A Business 
Philosophy for 
Rebel Leaders
By Lesanne Brooke

We Can and We Must

So much talent, skill and wisdom has 
long been trying to toe the line: numb 
from pushing against systemic obsta-
cles; shamed or frustrated by 
compromise; fighting self-doubt and 
imposter syndrome (forgive me if this 
sounds dramatic.)

There is a way to reframe process, 
protocol, and function in corporates. 
Many resist the seeming complexi-

ties, but the Covid-19 catalyst 
washed excuses away. 

Changes are the new reality and 
many layers of complexity need to be 
considered. It is possible to do so 
successfully and without total chaos, 
but it takes a mindset shift. 

For this, we need to cultivate Rebel 
Leaders.

LESANNE BROOKE -  
Transformative Leadership - 
Mentor, Coach and Facilitator
(27)83 588 7131
lesanne@dialogueSA.co.za
Lesanne.brooke@gmail.com
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The language of change has long 
been around in organisations and 
disruption is now a shared, lived 
experience. We seek business 
solutions that are profitable, person-
alised, nimble and innovative. We’re 
used to the glorification of 
moon-shot start-ups, disruptive rule 
breakers, radical thinkers with social 
media encouraging people en masse 
to follow their dream, make millions 
and save the planet. Covid-19 added 
an extra urgent imperative: innovate 
to survive. We need major 
systems-change.

Now, more than ever, we realise the 
game of big business needs to trans-
form rapidly, but we come from an 
era in which corporations were not 
designed to do so. We have a 
long-held mindset which has the 
implicit effect of ensuring that few 
employees at any level are brave 
enough to make radical changes. 

Fearing shame if the company ‘loses’ 
because they didn’t play the game 
correctly, initiating deep change 
creates tension with traditional 
corporate values.

Corporate values and protocols 
collectively represent a worldview 
which crosses cultures, countries, and 
cause. They have major influence in 
our current reality and they’re the 
possible veto-vote in everything from 
politics and environment to family 
dynamics and mental health. Corpo-
rates are my favourite passion project 
because of their impact – they are the 
space in which intentional change 
makes a big difference. In Corporates, 
change has compounded impact and 
my drive is to ensure this is trans-
formative, meaningful, ethical, and 
effective. 

From an individual or team perspec-
tive, potent organisational change is 

repressed by certain ways of doing 
things. We’ll call it Corporate Mindset 
and it’s deeply systemic. It does not 
necessarily win gold stars in the 
popularity stakes, but it is followed 
with cult-like obedience because it 
feels bigger than us.

Enter Rebel Leaders - non-conven-
tional, differently skilled, and precise-
ly what large organisations are look-
ing for, even if unconsciously. 

So, what’s the problem?
Maverick visionaries with a sense of 
purpose have exponential potential 
for impact and influence. They’re 
thinking out of the box, looking to 
make a difference and driven to excel. 
When a person is both real and 
ethical whilst leading with a vision 
and conviction, they get major 
support. When given room to make 
authentic change, these ‘organisa-
tional outsiders’ can become resilient, 

innovative, solution-creators. 
Successful Rebel Leaders are adap-
tive, agile, systems thinkers – they’re 
the clues, doorways, and maps to our 
future. 

And they often terrify Corporate 
Mindset.

Rebel Leaders can be difficult to 
manage in the traditional way. 
They’re unimpressed by protocol or 
jargon and frustrated by tick-box 
versions of change (those well-mar-
keted and beautifully branded trans-
formations that create new packaging 
for More-of-the-Same). They can be 
nerve-wracking, because their pace, 
methodology and way of following 
process may seem alien. They need 
autonomy, challenge, trust, and space 
to think creatively, whereas Corpo-
rate Mindset is schooled to function 
on spreadsheet detail.

Rebel Leaders align with intentional 
principles. They want to interrogate 
systems until they can produce 
whole, sustainable, inclusive results. 
They want impact and meaning. They 
want to change the world. Corporate 
Mindset is hooked by the idea of 
these kinds of results yet trapped in 
the comfort zone of ‘the way things 
are usually done around here’. For 
Rebel Leaders in organisations, this 
eventually creates stubborn inertia, 
drains life-force and inspiration, and 
often causes stress and/or ego-based, 
destructive rebellion.

Don’t Worry, we’ve got a whole 
Department for that!
Attempting to remain relevant, 
Corporate Mindset sometimes 
produces a well-meaning simulation 
of the Rebel Leader which seems both 
exciting and safer. This symbolic 
challenger positions as a crusader for 
change in reaction to frustration and 
in recognising the value of innovation. 
Different from a Rebel Leader, it 
responds to what already exists by 

following Corporate Mindset 
assumptions and tweaked protocols. 
The real result is negotiation, 
compromise, and fatigue, parading as 
breakthrough and change. 

The crusader can have an effect. They 
can make incremental change and 
they can sometimes activate a 
groundswell. However, if this grows 
enough to have systemic impact, the 
system will ‘eat it’. This means that the 
momentum of change gets colonised 
and reworked back into the Corpo-
rate Mindset system, using compro-
mise languages like bottom line, 
business logic, trade-offs, and trendy 
branding.

Populist corporate revolutions and 
semi-innovations have seemed 
comforting in the past because they 
looked like change. Unfortunately, 
too often they were actually just lids 
to cover the boiling frog.* Terminolo-
gies changed, restructuring was 
initiated, brands and logos updated, 
but the underlying protocols and 
processes remained unchanged. 

Many that tried to initiate meaningful 
organisational change experienced 
slow, numbing deflation and a sense 
of ‘I suppose a small step is better 
than nothing’ instead. This kind of 
compromise seems easier than the 
stubborn, slow application of trans-
formative principles. It’s a version of 
going-with-the-flow. However, many 
Rebel Leaders-to-be were over-
whelmed and anxious with the 
frustrated knowing that this is not 
enough, that more is necessary. The 
disruptions of the past few years: 
environmental, political, and person-
al, plus the presence of Covid-19 has 
made it extremely clear: lip service is 
not enough. Real, radical action is 
essential.

Yes, but!
The density of corporate processes 
and the unwieldly weight of 

decision-making continues to make 
change risky – even if only at a 
sub-conscious level. Many people are 
trying to maintain a business-as-usual 
attitude, resisting the opportunity to 
stop and reassess everything. The 
left-over habits of BC (Before Corona) 
feed the fear of putting our heads 
above the parapet: heads will roll, 
egos will flare, and profit margins may 
be affected! 

Corporate Mindset is instinctively 
against the essential risks required to 
make a real difference. The fear of 
shareholder wrath, lost value and 
weak profit margins is deeply embed-
ded (truth is, these losses were 
already happening BC and will contin-
ue AC). Ironically, disruptions make 
business-as-usual behaviours hold 
more tightly, become more risk 
averse and invest in more due 
process.

Our Staff Aren’t Ready
Another aspect that prevents Corpo-
rate Mindset from embracing Rebel 
Leaders, is the relationship to person-
al power. Because business is a 
breeding ground for strong egos, 
power has become a difficult concept 
for people to navigate. There are 
complexities about the value and 
relevance of individual power in 
corporations. Rebel Leaders cultivate 
engagement and presence, this has 
innate power. Corporate Mindset is 
resistant to giving Rebel Leaders 
fertile ground because it feels like 
surrendering power and control.

Systemic power creates politics, 
mediocrity, and imbalanced dynam-
ics. People without autonomy devel-
op stress, anxiety and neurosis. 
People thrust into power positions, or 
those that grasp for them, become 
burned out. Rebel Leaders, exhausted 
in the system, often find themselves 
wrestling all these dynamics, rather 
than having the impact they and their 
organisations desire.

Within Corporate Mindset, the 
freedom required for full expression 
of unusual, potentially vital talent 
seems impossible. The challenge is 
that Now demands we rapidly adjust 
for the unknown and survival-innova-
tion will be a continuing Must for a 
while to come. Instead of fearing the 
challenge of difference, organisations 
can find ways to open to more flow 
and transformation.

Truth is, Rebel Leaders just need 
simple frameworks and practices to 
activate and maintain their mojo and 
Corporate Mindset can learn how to 
embrace and mentor their value.

We Can and We Must

So much talent, skill and wisdom has 
long been trying to toe the line: numb 
from pushing against systemic obsta-
cles; shamed or frustrated by 
compromise; fighting self-doubt and 
imposter syndrome (forgive me if this 
sounds dramatic.)

There is a way to reframe process, 
protocol, and function in corporates. 
Many resist the seeming complexi-

ties, but the Covid-19 catalyst 
washed excuses away. 

Changes are the new reality and 
many layers of complexity need to be 
considered. It is possible to do so 
successfully and without total chaos, 
but it takes a mindset shift. 

For this, we need to cultivate Rebel 
Leaders.

LESANNE BROOKE -  
Transformative Leadership - 
Mentor, Coach and Facilitator
(27)83 588 7131
lesanne@dialogueSA.co.za
Lesanne.brooke@gmail.com
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The language of change has long 
been around in organisations and 
disruption is now a shared, lived 
experience. We seek business 
solutions that are profitable, person-
alised, nimble and innovative. We’re 
used to the glorification of 
moon-shot start-ups, disruptive rule 
breakers, radical thinkers with social 
media encouraging people en masse 
to follow their dream, make millions 
and save the planet. Covid-19 added 
an extra urgent imperative: innovate 
to survive. We need major 
systems-change.

Now, more than ever, we realise the 
game of big business needs to trans-
form rapidly, but we come from an 
era in which corporations were not 
designed to do so. We have a 
long-held mindset which has the 
implicit effect of ensuring that few 
employees at any level are brave 
enough to make radical changes. 

Fearing shame if the company ‘loses’ 
because they didn’t play the game 
correctly, initiating deep change 
creates tension with traditional 
corporate values.

Corporate values and protocols 
collectively represent a worldview 
which crosses cultures, countries, and 
cause. They have major influence in 
our current reality and they’re the 
possible veto-vote in everything from 
politics and environment to family 
dynamics and mental health. Corpo-
rates are my favourite passion project 
because of their impact – they are the 
space in which intentional change 
makes a big difference. In Corporates, 
change has compounded impact and 
my drive is to ensure this is trans-
formative, meaningful, ethical, and 
effective. 

From an individual or team perspec-
tive, potent organisational change is 

repressed by certain ways of doing 
things. We’ll call it Corporate Mindset 
and it’s deeply systemic. It does not 
necessarily win gold stars in the 
popularity stakes, but it is followed 
with cult-like obedience because it 
feels bigger than us.

Enter Rebel Leaders - non-conven-
tional, differently skilled, and precise-
ly what large organisations are look-
ing for, even if unconsciously. 

So, what’s the problem?
Maverick visionaries with a sense of 
purpose have exponential potential 
for impact and influence. They’re 
thinking out of the box, looking to 
make a difference and driven to excel. 
When a person is both real and 
ethical whilst leading with a vision 
and conviction, they get major 
support. When given room to make 
authentic change, these ‘organisa-
tional outsiders’ can become resilient, 

innovative, solution-creators. 
Successful Rebel Leaders are adap-
tive, agile, systems thinkers – they’re 
the clues, doorways, and maps to our 
future. 

And they often terrify Corporate 
Mindset.

Rebel Leaders can be difficult to 
manage in the traditional way. 
They’re unimpressed by protocol or 
jargon and frustrated by tick-box 
versions of change (those well-mar-
keted and beautifully branded trans-
formations that create new packaging 
for More-of-the-Same). They can be 
nerve-wracking, because their pace, 
methodology and way of following 
process may seem alien. They need 
autonomy, challenge, trust, and space 
to think creatively, whereas Corpo-
rate Mindset is schooled to function 
on spreadsheet detail.

Rebel Leaders align with intentional 
principles. They want to interrogate 
systems until they can produce 
whole, sustainable, inclusive results. 
They want impact and meaning. They 
want to change the world. Corporate 
Mindset is hooked by the idea of 
these kinds of results yet trapped in 
the comfort zone of ‘the way things 
are usually done around here’. For 
Rebel Leaders in organisations, this 
eventually creates stubborn inertia, 
drains life-force and inspiration, and 
often causes stress and/or ego-based, 
destructive rebellion.

Don’t Worry, we’ve got a whole 
Department for that!
Attempting to remain relevant, 
Corporate Mindset sometimes 
produces a well-meaning simulation 
of the Rebel Leader which seems both 
exciting and safer. This symbolic 
challenger positions as a crusader for 
change in reaction to frustration and 
in recognising the value of innovation. 
Different from a Rebel Leader, it 
responds to what already exists by 

following Corporate Mindset 
assumptions and tweaked protocols. 
The real result is negotiation, 
compromise, and fatigue, parading as 
breakthrough and change. 

The crusader can have an effect. They 
can make incremental change and 
they can sometimes activate a 
groundswell. However, if this grows 
enough to have systemic impact, the 
system will ‘eat it’. This means that the 
momentum of change gets colonised 
and reworked back into the Corpo-
rate Mindset system, using compro-
mise languages like bottom line, 
business logic, trade-offs, and trendy 
branding.

Populist corporate revolutions and 
semi-innovations have seemed 
comforting in the past because they 
looked like change. Unfortunately, 
too often they were actually just lids 
to cover the boiling frog.* Terminolo-
gies changed, restructuring was 
initiated, brands and logos updated, 
but the underlying protocols and 
processes remained unchanged. 

Many that tried to initiate meaningful 
organisational change experienced 
slow, numbing deflation and a sense 
of ‘I suppose a small step is better 
than nothing’ instead. This kind of 
compromise seems easier than the 
stubborn, slow application of trans-
formative principles. It’s a version of 
going-with-the-flow. However, many 
Rebel Leaders-to-be were over-
whelmed and anxious with the 
frustrated knowing that this is not 
enough, that more is necessary. The 
disruptions of the past few years: 
environmental, political, and person-
al, plus the presence of Covid-19 has 
made it extremely clear: lip service is 
not enough. Real, radical action is 
essential.

Yes, but!
The density of corporate processes 
and the unwieldly weight of 

decision-making continues to make 
change risky – even if only at a 
sub-conscious level. Many people are 
trying to maintain a business-as-usual 
attitude, resisting the opportunity to 
stop and reassess everything. The 
left-over habits of BC (Before Corona) 
feed the fear of putting our heads 
above the parapet: heads will roll, 
egos will flare, and profit margins may 
be affected! 

Corporate Mindset is instinctively 
against the essential risks required to 
make a real difference. The fear of 
shareholder wrath, lost value and 
weak profit margins is deeply embed-
ded (truth is, these losses were 
already happening BC and will contin-
ue AC). Ironically, disruptions make 
business-as-usual behaviours hold 
more tightly, become more risk 
averse and invest in more due 
process.

Our Staff Aren’t Ready
Another aspect that prevents Corpo-
rate Mindset from embracing Rebel 
Leaders, is the relationship to person-
al power. Because business is a 
breeding ground for strong egos, 
power has become a difficult concept 
for people to navigate. There are 
complexities about the value and 
relevance of individual power in 
corporations. Rebel Leaders cultivate 
engagement and presence, this has 
innate power. Corporate Mindset is 
resistant to giving Rebel Leaders 
fertile ground because it feels like 
surrendering power and control.

Systemic power creates politics, 
mediocrity, and imbalanced dynam-
ics. People without autonomy devel-
op stress, anxiety and neurosis. 
People thrust into power positions, or 
those that grasp for them, become 
burned out. Rebel Leaders, exhausted 
in the system, often find themselves 
wrestling all these dynamics, rather 
than having the impact they and their 
organisations desire.

Within Corporate Mindset, the 
freedom required for full expression 
of unusual, potentially vital talent 
seems impossible. The challenge is 
that Now demands we rapidly adjust 
for the unknown and survival-innova-
tion will be a continuing Must for a 
while to come. Instead of fearing the 
challenge of difference, organisations 
can find ways to open to more flow 
and transformation.

Truth is, Rebel Leaders just need 
simple frameworks and practices to 
activate and maintain their mojo and 
Corporate Mindset can learn how to 
embrace and mentor their value.

We Can and We Must

So much talent, skill and wisdom has 
long been trying to toe the line: numb 
from pushing against systemic obsta-
cles; shamed or frustrated by 
compromise; fighting self-doubt and 
imposter syndrome (forgive me if this 
sounds dramatic.)

There is a way to reframe process, 
protocol, and function in corporates. 
Many resist the seeming complexi-

ties, but the Covid-19 catalyst 
washed excuses away. 

Changes are the new reality and 
many layers of complexity need to be 
considered. It is possible to do so 
successfully and without total chaos, 
but it takes a mindset shift. 

For this, we need to cultivate Rebel 
Leaders.

LESANNE BROOKE -  
Transformative Leadership - 
Mentor, Coach and Facilitator
(27)83 588 7131
lesanne@dialogueSA.co.za
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We need excellence, agility, and 
inspired solutions. We need brave

 people who are prepared to lead in 
new ways. We need to stop losing 

and denying this potential. 



In the first part of this article 
published in the June/July 2021 
edition of The HR News, the author, 
Dr. Edward Kwapong concerned by 
why HR Leaders rarely become CEOs, 
examined the phenomenon of an 
invisible barrier based on attitudinal 
or organizational biases that prevents 
many an HR Practitioner from reach-
ing the headship of the Corporate 
Strategic table. He wondered: ‘’If the 
CEO seat became vacant and around 
the current Strategic or C – Suite 
Table were the Chief Operating 
Officer (COO), Chief Finance Officer 
(CFO), Chief Human Resource Officer 
(CHRO), Chief Information Technolo-
gy Officer (CITO), who could the next 
CEO be?” 
In this concluding part of the article, 
the author looks at the way forward if 
the HR profession is to eliminate the 
glass ceiling.

OF THE CEO POSITION 
– A HUMAN RESOURCE 
GLASS CEILING? (2)
By Dr. Edward Kwapong (FCIHRM)

Dan Acheampong, an example of an HR Officer who navigated the layers of the 
organizational ladder to the summit as CEO and current CEO of the Volta 
Aluminium Company

The Way Forward
To redeem the profession and to 
eliminate the glass ceiling, several 
steps would have to be taken to repo-
sition the HR Function as a key player 
in value creation at the highest level.  
This can be done by adopting Dave 
Ulrich’s HR Management Model 
(2009) which advocates the following 
imperatives for HR Practitioners:

Administrative Expertise
Business Partnering
HR Credibility
Employee Champion
Change Agent

Administrative Expertise
HR Management traces its root to 
Administration.  In the transforma-
tional HR Management process, HR 
Practitioners should not lose sight of 
where the discipline has come from 
and where it is heading to, while not 
forgetting the continuing need to 
build upon that expertise.

Administrative structures, practices, 
processes, and procedures must be 
put in place to ensure the smooth 
functioning of the entire operations 
management system of the company. 
The administrative practices must 
create an enabling environment and 
culture that promotes effective 
records keeping, reporting, and 
generation of HR Analytics that 
update Management on operations 
and productivity.

Beyond Administrative Expertise, the 
HR Practitioner must acquire and 
exhibit superior Strategic Manage-
ment expertise by way of re-design-
ing and constantly revising the exist-
ing Management System of the 
organization. The HR Practitioner 

must do this in collaboration with all 
stakeholders while maintaining a 
tipping point Change Management 
initiative, at all times.

The HR Practitioner must initiate and 
attend Leadership and Strategic Man-
agement Courses, including Executive 
Boot Camps together with peers and 
members of the Executive Manage-
ment Committee.

Business Partnering
Upon building a foundation of Admin-
istrative and Strategic Management 
Expertise, the HR Practitioner should 
understand the business of the Com-
pany and contribute effectively to all 
discussions on new initiatives and 
the corporate strategic thrust.

The HR Manager must be able to 
explain the HR implication of all 
strategic goals to Management and 
impress on Management, new ways 
of saving cost and improving revenue 
through strategic HR initiatives.

To be able to do this effectively, the 
HR Practitioner must take part in 
courses attended by mainstream 
Executives and Subject Matter 
Experts just so they can appreciate 
the fundamentals and the emerging 
trends in the business of the company 
and the industry as a whole.

In one leading bank, for instance, 
freshly recruited HR Managers are 
rotated through all core operations 
(Retail, Corporate, Small and Medium 
Scale, and Microfinance) as part of the 
Induction and Orientation program.  
Similarly, new entrants earmarked for 
HR Management in most mining 
companies are required to gain expo-

sure and insight into mainstream 
operations at the mine sites before 
assuming duty at the Corporate 
Office.  This way, the HR Practitioner 
can adjust to the rigors of mining 
operations at the mine site and appre-
ciate the peculiar mentality, culture, 
and norms at the mine site where the 
ore is mined.

In a particular bank that we studied, 
we observed that Heads of Strategic 
Business Units are sponsored for an 
annual Summer School, a two–week 
annual program in the UK, and almost 
invariably included HR Practitioners 
as beneficiaries.  HR Practitioners are 
thereby exposed to the latest 
frontiers in banking as part of the 
process of allowing them to under-
stand the business of banking.

Again, as part of the Leadership and 
Career Development Process, all 
C-Suite Managers including HR Man-
agers are taken through Creative 
Leadership Programs to ensure fair 
opportunity for all Managers with a 
proven track record and potential to 
progress through the rungs without 
any discrimination whatsoever.

HR Credibility
When HR has exhibited a clear under-
standing of the business of the Com-
pany and partnered business to work 
to achieve business goals, the HR 
Practitioner must be able to exhibit 
credibility in terms of being on top of 
his own game.  He must exhibit HR 
Management expertise and demon-
strate thought leadership and author-
ity in HR matters.  The Practitioner 
must be able to bring to bear on Man-
agement, new trends, and best prac-
tices in the industry generally.  This 

will call for regular updating of knowl-
edge in the field of HR practice as well 
as the creation of a platform for Line 
Managers to understand their role in 
People Management.

Employee Champion
The role of HR Management is essen-
tial to attract, retain, and deploy a 
highly motivated workforce.  To be 
able to play this role effectively, HR 
must be able to study the level of 
engagement of employees and moni-
tor the industrial atmosphere of the 
company at all times.

The HR Practitioner must be able to 
pick signals from employees and 
transmit the same most effectively 
and professionally to top Manage-
ment.  While serving as a link 
between management and the work-
force, he must not compromise or 
betray the trust of either party.

The HR Practitioner must demon-
strate a strong leadership role and 
ensure mutual trust among all stake-
holders.  He must be seen, though, as 
projecting the interest and aspirations 
of the workforce through a regular 
interface with employees’ representa-
tives – The Trade Union.

Change Agent
Charles Darwin, in his “Theory of 
Evolution” (1859) is quoted as having 
said, “It is not the strongest of species 
that survive, nor the most intelligent, 
but the one most responsive to change.”  
Companies like natural organisms are 
in a continuous state of change.

Employees change in their value 
propositions, expectations, and levels 
of motivation.  Their adjustment to 

new technology, skills, and knowl-
edge change, and the HR Practitioner 
must be able to monitor and advise 
Management on all these changes.

The HR Practitioner is also required 
to liaise with other Line Managers to 
identify emerging trends in technolo-
gy, operations management systems, 
processes and procedures, and best 
practices and to seek to ensure a 
seamless adoption by all staff.

Essentially, Change Management 
boils down to change of employee 
mindset and new ways of doing 
things.  The HR Practitioner is the 
most well placed to conduct intelli-
gence with the help of the various 
tools to identify employees’ disposi-
tion towards the change and possible 
challenges that may be encountered 
and inform Management accordingly.

Another example of one HR, and this 
time a woman who rose from the 
position of HR Practitioner to the 
strategic table, is:
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The HR Practitioner must be able to 
identify the ‘push’ and ‘pull’ factors 
and work on them to come to a 
common ground and to move the 
process forward.

Conclusion 
We set out to discuss the apparent 
glass ceiling facing HR Practitioners.  
We have traced the trends and 
navigated through the evolution of 
the discipline and the reasons for its 
low profile in Management.

Using Dave Ulrich’s Model, we have 
recommended actions to take to draw 
HR to the Board Room for it to be 
heard and to prove that it is equally 
capable of taking up higher positions 
in the organization.  

On his part, the exemplary HR Practi-
tioner turned CEO, Mr. Dan Acheam-
pong sharing a thought on how HR 
Practitioners can break the glass 
ceiling said:



In the first part of this article 
published in the June/July 2021 
edition of The HR News, the author, 
Dr. Edward Kwapong concerned by 
why HR Leaders rarely become CEOs, 
examined the phenomenon of an 
invisible barrier based on attitudinal 
or organizational biases that prevents 
many an HR Practitioner from reach-
ing the headship of the Corporate 
Strategic table. He wondered: ‘’If the 
CEO seat became vacant and around 
the current Strategic or C – Suite 
Table were the Chief Operating 
Officer (COO), Chief Finance Officer 
(CFO), Chief Human Resource Officer 
(CHRO), Chief Information Technolo-
gy Officer (CITO), who could the next 
CEO be?” 
In this concluding part of the article, 
the author looks at the way forward if 
the HR profession is to eliminate the 
glass ceiling.

Dan Acheampong, an example of an HR Officer who navigated the layers of the 
organizational ladder to the summit as CEO and current CEO of the Volta 
Aluminium Company

The Way Forward
To redeem the profession and to 
eliminate the glass ceiling, several 
steps would have to be taken to repo-
sition the HR Function as a key player 
in value creation at the highest level.  
This can be done by adopting Dave 
Ulrich’s HR Management Model 
(2009) which advocates the following 
imperatives for HR Practitioners:

Administrative Expertise
Business Partnering
HR Credibility
Employee Champion
Change Agent

Administrative Expertise
HR Management traces its root to 
Administration.  In the transforma-
tional HR Management process, HR 
Practitioners should not lose sight of 
where the discipline has come from 
and where it is heading to, while not 
forgetting the continuing need to 
build upon that expertise.

Administrative structures, practices, 
processes, and procedures must be 
put in place to ensure the smooth 
functioning of the entire operations 
management system of the company. 
The administrative practices must 
create an enabling environment and 
culture that promotes effective 
records keeping, reporting, and 
generation of HR Analytics that 
update Management on operations 
and productivity.

Beyond Administrative Expertise, the 
HR Practitioner must acquire and 
exhibit superior Strategic Manage-
ment expertise by way of re-design-
ing and constantly revising the exist-
ing Management System of the 
organization. The HR Practitioner 

must do this in collaboration with all 
stakeholders while maintaining a 
tipping point Change Management 
initiative, at all times.

The HR Practitioner must initiate and 
attend Leadership and Strategic Man-
agement Courses, including Executive 
Boot Camps together with peers and 
members of the Executive Manage-
ment Committee.

Business Partnering
Upon building a foundation of Admin-
istrative and Strategic Management 
Expertise, the HR Practitioner should 
understand the business of the Com-
pany and contribute effectively to all 
discussions on new initiatives and 
the corporate strategic thrust.

The HR Manager must be able to 
explain the HR implication of all 
strategic goals to Management and 
impress on Management, new ways 
of saving cost and improving revenue 
through strategic HR initiatives.

To be able to do this effectively, the 
HR Practitioner must take part in 
courses attended by mainstream 
Executives and Subject Matter 
Experts just so they can appreciate 
the fundamentals and the emerging 
trends in the business of the company 
and the industry as a whole.

In one leading bank, for instance, 
freshly recruited HR Managers are 
rotated through all core operations 
(Retail, Corporate, Small and Medium 
Scale, and Microfinance) as part of the 
Induction and Orientation program.  
Similarly, new entrants earmarked for 
HR Management in most mining 
companies are required to gain expo-

sure and insight into mainstream 
operations at the mine sites before 
assuming duty at the Corporate 
Office.  This way, the HR Practitioner 
can adjust to the rigors of mining 
operations at the mine site and appre-
ciate the peculiar mentality, culture, 
and norms at the mine site where the 
ore is mined.

In a particular bank that we studied, 
we observed that Heads of Strategic 
Business Units are sponsored for an 
annual Summer School, a two–week 
annual program in the UK, and almost 
invariably included HR Practitioners 
as beneficiaries.  HR Practitioners are 
thereby exposed to the latest 
frontiers in banking as part of the 
process of allowing them to under-
stand the business of banking.

Again, as part of the Leadership and 
Career Development Process, all 
C-Suite Managers including HR Man-
agers are taken through Creative 
Leadership Programs to ensure fair 
opportunity for all Managers with a 
proven track record and potential to 
progress through the rungs without 
any discrimination whatsoever.

HR Credibility
When HR has exhibited a clear under-
standing of the business of the Com-
pany and partnered business to work 
to achieve business goals, the HR 
Practitioner must be able to exhibit 
credibility in terms of being on top of 
his own game.  He must exhibit HR 
Management expertise and demon-
strate thought leadership and author-
ity in HR matters.  The Practitioner 
must be able to bring to bear on Man-
agement, new trends, and best prac-
tices in the industry generally.  This 

will call for regular updating of knowl-
edge in the field of HR practice as well 
as the creation of a platform for Line 
Managers to understand their role in 
People Management.

Employee Champion
The role of HR Management is essen-
tial to attract, retain, and deploy a 
highly motivated workforce.  To be 
able to play this role effectively, HR 
must be able to study the level of 
engagement of employees and moni-
tor the industrial atmosphere of the 
company at all times.

The HR Practitioner must be able to 
pick signals from employees and 
transmit the same most effectively 
and professionally to top Manage-
ment.  While serving as a link 
between management and the work-
force, he must not compromise or 
betray the trust of either party.

The HR Practitioner must demon-
strate a strong leadership role and 
ensure mutual trust among all stake-
holders.  He must be seen, though, as 
projecting the interest and aspirations 
of the workforce through a regular 
interface with employees’ representa-
tives – The Trade Union.

Change Agent
Charles Darwin, in his “Theory of 
Evolution” (1859) is quoted as having 
said, “It is not the strongest of species 
that survive, nor the most intelligent, 
but the one most responsive to change.”  
Companies like natural organisms are 
in a continuous state of change.

Employees change in their value 
propositions, expectations, and levels 
of motivation.  Their adjustment to 

new technology, skills, and knowl-
edge change, and the HR Practitioner 
must be able to monitor and advise 
Management on all these changes.

The HR Practitioner is also required 
to liaise with other Line Managers to 
identify emerging trends in technolo-
gy, operations management systems, 
processes and procedures, and best 
practices and to seek to ensure a 
seamless adoption by all staff.

Essentially, Change Management 
boils down to change of employee 
mindset and new ways of doing 
things.  The HR Practitioner is the 
most well placed to conduct intelli-
gence with the help of the various 
tools to identify employees’ disposi-
tion towards the change and possible 
challenges that may be encountered 
and inform Management accordingly.

Another example of one HR, and this 
time a woman who rose from the 
position of HR Practitioner to the 
strategic table, is:
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The HR Practitioner must be able to 
identify the ‘push’ and ‘pull’ factors 
and work on them to come to a 
common ground and to move the 
process forward.

Conclusion 
We set out to discuss the apparent 
glass ceiling facing HR Practitioners.  
We have traced the trends and 
navigated through the evolution of 
the discipline and the reasons for its 
low profile in Management.

Using Dave Ulrich’s Model, we have 
recommended actions to take to draw 
HR to the Board Room for it to be 
heard and to prove that it is equally 
capable of taking up higher positions 
in the organization.  

On his part, the exemplary HR Practi-
tioner turned CEO, Mr. Dan Acheam-
pong sharing a thought on how HR 
Practitioners can break the glass 
ceiling said:



In the first part of this article 
published in the June/July 2021 
edition of The HR News, the author, 
Dr. Edward Kwapong concerned by 
why HR Leaders rarely become CEOs, 
examined the phenomenon of an 
invisible barrier based on attitudinal 
or organizational biases that prevents 
many an HR Practitioner from reach-
ing the headship of the Corporate 
Strategic table. He wondered: ‘’If the 
CEO seat became vacant and around 
the current Strategic or C – Suite 
Table were the Chief Operating 
Officer (COO), Chief Finance Officer 
(CFO), Chief Human Resource Officer 
(CHRO), Chief Information Technolo-
gy Officer (CITO), who could the next 
CEO be?” 
In this concluding part of the article, 
the author looks at the way forward if 
the HR profession is to eliminate the 
glass ceiling.

Dan Acheampong, an example of an HR Officer who navigated the layers of the 
organizational ladder to the summit as CEO and current CEO of the Volta 
Aluminium Company

The Way Forward
To redeem the profession and to 
eliminate the glass ceiling, several 
steps would have to be taken to repo-
sition the HR Function as a key player 
in value creation at the highest level.  
This can be done by adopting Dave 
Ulrich’s HR Management Model 
(2009) which advocates the following 
imperatives for HR Practitioners:

Administrative Expertise
Business Partnering
HR Credibility
Employee Champion
Change Agent

Administrative Expertise
HR Management traces its root to 
Administration.  In the transforma-
tional HR Management process, HR 
Practitioners should not lose sight of 
where the discipline has come from 
and where it is heading to, while not 
forgetting the continuing need to 
build upon that expertise.

Administrative structures, practices, 
processes, and procedures must be 
put in place to ensure the smooth 
functioning of the entire operations 
management system of the company. 
The administrative practices must 
create an enabling environment and 
culture that promotes effective 
records keeping, reporting, and 
generation of HR Analytics that 
update Management on operations 
and productivity.

Beyond Administrative Expertise, the 
HR Practitioner must acquire and 
exhibit superior Strategic Manage-
ment expertise by way of re-design-
ing and constantly revising the exist-
ing Management System of the 
organization. The HR Practitioner 

must do this in collaboration with all 
stakeholders while maintaining a 
tipping point Change Management 
initiative, at all times.

The HR Practitioner must initiate and 
attend Leadership and Strategic Man-
agement Courses, including Executive 
Boot Camps together with peers and 
members of the Executive Manage-
ment Committee.

Business Partnering
Upon building a foundation of Admin-
istrative and Strategic Management 
Expertise, the HR Practitioner should 
understand the business of the Com-
pany and contribute effectively to all 
discussions on new initiatives and 
the corporate strategic thrust.

The HR Manager must be able to 
explain the HR implication of all 
strategic goals to Management and 
impress on Management, new ways 
of saving cost and improving revenue 
through strategic HR initiatives.

To be able to do this effectively, the 
HR Practitioner must take part in 
courses attended by mainstream 
Executives and Subject Matter 
Experts just so they can appreciate 
the fundamentals and the emerging 
trends in the business of the company 
and the industry as a whole.

In one leading bank, for instance, 
freshly recruited HR Managers are 
rotated through all core operations 
(Retail, Corporate, Small and Medium 
Scale, and Microfinance) as part of the 
Induction and Orientation program.  
Similarly, new entrants earmarked for 
HR Management in most mining 
companies are required to gain expo-

sure and insight into mainstream 
operations at the mine sites before 
assuming duty at the Corporate 
Office.  This way, the HR Practitioner 
can adjust to the rigors of mining 
operations at the mine site and appre-
ciate the peculiar mentality, culture, 
and norms at the mine site where the 
ore is mined.

In a particular bank that we studied, 
we observed that Heads of Strategic 
Business Units are sponsored for an 
annual Summer School, a two–week 
annual program in the UK, and almost 
invariably included HR Practitioners 
as beneficiaries.  HR Practitioners are 
thereby exposed to the latest 
frontiers in banking as part of the 
process of allowing them to under-
stand the business of banking.

Again, as part of the Leadership and 
Career Development Process, all 
C-Suite Managers including HR Man-
agers are taken through Creative 
Leadership Programs to ensure fair 
opportunity for all Managers with a 
proven track record and potential to 
progress through the rungs without 
any discrimination whatsoever.

HR Credibility
When HR has exhibited a clear under-
standing of the business of the Com-
pany and partnered business to work 
to achieve business goals, the HR 
Practitioner must be able to exhibit 
credibility in terms of being on top of 
his own game.  He must exhibit HR 
Management expertise and demon-
strate thought leadership and author-
ity in HR matters.  The Practitioner 
must be able to bring to bear on Man-
agement, new trends, and best prac-
tices in the industry generally.  This 

will call for regular updating of knowl-
edge in the field of HR practice as well 
as the creation of a platform for Line 
Managers to understand their role in 
People Management.

Employee Champion
The role of HR Management is essen-
tial to attract, retain, and deploy a 
highly motivated workforce.  To be 
able to play this role effectively, HR 
must be able to study the level of 
engagement of employees and moni-
tor the industrial atmosphere of the 
company at all times.

The HR Practitioner must be able to 
pick signals from employees and 
transmit the same most effectively 
and professionally to top Manage-
ment.  While serving as a link 
between management and the work-
force, he must not compromise or 
betray the trust of either party.

The HR Practitioner must demon-
strate a strong leadership role and 
ensure mutual trust among all stake-
holders.  He must be seen, though, as 
projecting the interest and aspirations 
of the workforce through a regular 
interface with employees’ representa-
tives – The Trade Union.

Change Agent
Charles Darwin, in his “Theory of 
Evolution” (1859) is quoted as having 
said, “It is not the strongest of species 
that survive, nor the most intelligent, 
but the one most responsive to change.”  
Companies like natural organisms are 
in a continuous state of change.

Employees change in their value 
propositions, expectations, and levels 
of motivation.  Their adjustment to 

new technology, skills, and knowl-
edge change, and the HR Practitioner 
must be able to monitor and advise 
Management on all these changes.

The HR Practitioner is also required 
to liaise with other Line Managers to 
identify emerging trends in technolo-
gy, operations management systems, 
processes and procedures, and best 
practices and to seek to ensure a 
seamless adoption by all staff.

Essentially, Change Management 
boils down to change of employee 
mindset and new ways of doing 
things.  The HR Practitioner is the 
most well placed to conduct intelli-
gence with the help of the various 
tools to identify employees’ disposi-
tion towards the change and possible 
challenges that may be encountered 
and inform Management accordingly.

Another example of one HR, and this 
time a woman who rose from the 
position of HR Practitioner to the 
strategic table, is:

Corporate HR Leaders ought to 
develop a DNA of the business 

strategy, understand the language 
of the business beyond HR. 

Becoming an HR Leader or Director 
of an Organization is not enough.
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The HR Practitioner must be able to 
identify the ‘push’ and ‘pull’ factors 
and work on them to come to a 
common ground and to move the 
process forward.

Conclusion 
We set out to discuss the apparent 
glass ceiling facing HR Practitioners.  
We have traced the trends and 
navigated through the evolution of 
the discipline and the reasons for its 
low profile in Management.

Using Dave Ulrich’s Model, we have 
recommended actions to take to draw 
HR to the Board Room for it to be 
heard and to prove that it is equally 
capable of taking up higher positions 
in the organization.  

On his part, the exemplary HR Practi-
tioner turned CEO, Mr. Dan Acheam-
pong sharing a thought on how HR 
Practitioners can break the glass 
ceiling said:

Dr.(Mrs.) I. Stella Agyenim-Boateng
 -Deputy Chief Executive (Services),
 Volta River Authority (VRA)



This article is inspired by the recent 
agitations on the Labour front about 
pay, and their potential to erode gains 
so far made in eliminating inequalities 
in our Public Sector Pay System.

Pay, a key component of compensa-
tion or emolument has essentially two 
elements i.e., its level on one hand 
and its equity on the other. Level 
simply implies quantum or amount in 
relation to its purchasing power in the 
market or its competitiveness to 
others. Equity essentially implies its 
fairness in terms of what is paid to 
other jobholders within the same 
employment set, which is the Public 
Service Sector in this instance.

Level is normally set through negotia-
tions between the employer and the 
union, or solely by Management 
where no union is involved. In all 
instances the setting is based on a 
number of factors, which are not 
covered by this article. 

Equity is determined through job 

OUR PUBLIC SERVICE SECTOR 
PAY REFORM – SO FAR SO GOOD, 
BUT…
By John Warmann (FCIHRM)

analysis and evaluation, and grading. 
In simple terms, Job Evaluation is the 
systematic process of determining 
the relative value of different jobs in 
an organisation. The goal is to 
compare jobs with each other in order 
to create a pay structure that is fair, 
equitable and consistent for every-
one. Job evaluation is a complicated 
but important process in achieving 
pay equality.

This article is not about “Pay Level,” 
but about how we keep working 
towards removing pay inequities 
from our Public Service Sector pay 
system and re-introduce them 
through industrial actions. The article 
will touch briefly on the Presidential 
Emoluments Committee as per Article 
71 of the Constitution, which has 
contributed its fair amount of heat in 
the recent controversy over pay.

Composition of our Public Service 
Sector
The 1992, 4th Republican Constitu-
tion, Article 190 sets our Public 

Service Sector to comprise all of our 
services namely, Civil, Judicial, Audit, 
Ghana Education, Ghana Health, 
Parliamentary, National Fire, Customs 
Excise & Preventive, Prisons, Internal 
Revenue, Local Government, and 
Police, public corporations other than 
those set up as commercial ventures, 
public services established by the 
Constitution and all other public 
services that Parliament may 
prescribe by law.

By its composition our Public Service 
Sector can be described as a steam-
roller of a contrivance, employing 
some 700, 000 workers and having an 
estimated 180, 000 – 200, 000 jobs 
on its establishment role. Undoubted-
ly ensuring the right pay relativity and 
equity in such a juggernaut cannot be 
a mean task. Consequently, our Public 
Service Sector pay system has gone 
through quite a reform since 1967 to 
ensure fairness to all. Regrettably we 
keep going round in circles.

Period Preceding the Single Spine 
Pay Policy (SSPP)
Public Service Sector pay reform is on 
record to have started with the Mills - 
Odoi Committee in 1967 followed by 
the Issifu Ali Committee in 1973, 
Azu-Crabbe Commission, from 1979 
to 1983 and the Gyampoh Commis-
sion of 1992. None of the commis-
sions resolved the thorny issue of 
Public Sector pay disparities and ineq-
uities.

The first ever holistic Public Sector 
pay reform, captioned the Ghana 
Universal Salary Structure (GUSS) 
occurred in 1997. Built on a 22-tier 
job grading and salary structure, 
following a nationwide job evaluation 
of Public Service Sector jobs, its 
objects were “to address anomalies, 
disparities, distortions and inequities 
in the public pay structure.”  

Regrettably GUSS’s Central Manage-
ment Board and Appellate arm were 
not backed by legislation and so the 
strong and powerful public service 
institutions declined to enrol onto the 
new pay system, retaining their power 
to negotiate separately for their pay 
and conditions of service. Over time 
those institutions that had enrolled 
felt more and more disadvantaged 
and began agitating to come off it.
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This article is inspired by the recent 
agitations on the Labour front about 
pay, and their potential to erode gains 
so far made in eliminating inequalities 
in our Public Sector Pay System.

Pay, a key component of compensa-
tion or emolument has essentially two 
elements i.e., its level on one hand 
and its equity on the other. Level 
simply implies quantum or amount in 
relation to its purchasing power in the 
market or its competitiveness to 
others. Equity essentially implies its 
fairness in terms of what is paid to 
other jobholders within the same 
employment set, which is the Public 
Service Sector in this instance.

Level is normally set through negotia-
tions between the employer and the 
union, or solely by Management 
where no union is involved. In all 
instances the setting is based on a 
number of factors, which are not 
covered by this article. 

Equity is determined through job 

analysis and evaluation, and grading. 
In simple terms, Job Evaluation is the 
systematic process of determining 
the relative value of different jobs in 
an organisation. The goal is to 
compare jobs with each other in order 
to create a pay structure that is fair, 
equitable and consistent for every-
one. Job evaluation is a complicated 
but important process in achieving 
pay equality.

This article is not about “Pay Level,” 
but about how we keep working 
towards removing pay inequities 
from our Public Service Sector pay 
system and re-introduce them 
through industrial actions. The article 
will touch briefly on the Presidential 
Emoluments Committee as per Article 
71 of the Constitution, which has 
contributed its fair amount of heat in 
the recent controversy over pay.

Composition of our Public Service 
Sector
The 1992, 4th Republican Constitu-
tion, Article 190 sets our Public 

Service Sector to comprise all of our 
services namely, Civil, Judicial, Audit, 
Ghana Education, Ghana Health, 
Parliamentary, National Fire, Customs 
Excise & Preventive, Prisons, Internal 
Revenue, Local Government, and 
Police, public corporations other than 
those set up as commercial ventures, 
public services established by the 
Constitution and all other public 
services that Parliament may 
prescribe by law.

By its composition our Public Service 
Sector can be described as a steam-
roller of a contrivance, employing 
some 700, 000 workers and having an 
estimated 180, 000 – 200, 000 jobs 
on its establishment role. Undoubted-
ly ensuring the right pay relativity and 
equity in such a juggernaut cannot be 
a mean task. Consequently, our Public 
Service Sector pay system has gone 
through quite a reform since 1967 to 
ensure fairness to all. Regrettably we 
keep going round in circles.

Period Preceding the Single Spine 
Pay Policy (SSPP)
Public Service Sector pay reform is on 
record to have started with the Mills - 
Odoi Committee in 1967 followed by 
the Issifu Ali Committee in 1973, 
Azu-Crabbe Commission, from 1979 
to 1983 and the Gyampoh Commis-
sion of 1992. None of the commis-
sions resolved the thorny issue of 
Public Sector pay disparities and ineq-
uities.

The first ever holistic Public Sector 
pay reform, captioned the Ghana 
Universal Salary Structure (GUSS) 
occurred in 1997. Built on a 22-tier 
job grading and salary structure, 
following a nationwide job evaluation 
of Public Service Sector jobs, its 
objects were “to address anomalies, 
disparities, distortions and inequities 
in the public pay structure.”  

Regrettably GUSS’s Central Manage-
ment Board and Appellate arm were 
not backed by legislation and so the 
strong and powerful public service 
institutions declined to enrol onto the 
new pay system, retaining their power 
to negotiate separately for their pay 
and conditions of service. Over time 
those institutions that had enrolled 
felt more and more disadvantaged 
and began agitating to come off it.

By 2005 the need to abandon GUSS 
for a new pay system had been 
established beyond reasonable 
doubt.

The Single Spine Pay Policy (SSPP)
With lessons learnt, the passage of 
the Fair Wages & Salary Commission 
(FWSC) Act, 2007 (Act 737) preceded 
the 2009 Single Spine Pay Policy 
(SSPP), which was approved by a 
Government White Paper, WP. No. 
1/2009, in November 2009. SSPP has 
the same policy objective as GUSS 
namely, to deal with disparities and 
inequities in the Public Service Sector 
in a consistent manner through job 
evaluation and grading onto its 
25-tier Single Spine Salary Structure 
(SSSS).

Due to its legislative backing, compul-
sory enrolment onto the policy by all 
public service institutions was accom-
plished by year end of 2009 to give 
SSPP a good start.

SSPP was a great landmark which 
caught the attention of the Kenyan 
Government and made it to invite 
some officials of the FWSC to Nairobi 
to brief it. If Kenya thereafter has 
developed a workable and more 
enduring pay system than we current-
ly have, it certainly would be a sad 
reflection on how we have led and 
slipped back.

SSSS cost the tax payer another $2 
million in design, job evaluation and 
job grading. On the surface it all 
seems we have preserved Public 
Service Sector pay relativities 
because of the single negotiating 
forum, the Public Service Standing 
Joint Negotiating Committee (PSS-

GUSS cost the nation $2 million 
to design and failed to resolve 
Public Sector pay inequities, 

not because of its defects, but by 
the unwillingness of a segment of 

the sector to make it work.

JNC), in use for negotiations.  Howev-
er, beyond the seeming calm façade, 
is a steaming cauldron of distortions 
and disparities that have been intro-
duced since 2009 and are threatening 
to undo all the objectives of the SSPP.

The major challenge to the SSPP has 
been the issue of “Market Premium 
and Inducement” payments. 

Confusion over Market Premium and 
Inducement

“Market Premium” and “Inducement” 
are not one or same. However, the 
Government White Paper on the 
SSPP, in Section 4.8 erroneously 
linked up the two as if they either are 
same or interchangeable. Irrespective 
of the mistake, the FWSC should 
have, working with its social partners, 
ensured the proper interpretation of 
the two terminologies in order to 
have avoided the creation of a back-
door for the re-introduction of distor-
tions.

A “Market Premium” is an addition to 
salary for a specific individual, post or 
group of post(s). It becomes applica-
ble and paid where this post(s) has 
been identified as hard to fill or retain 
and an employer is restrained from 
being able to recruit or retain staff on 
the employer’s salary scheme. A 
Market Premium is not negotiated 
but determined on the basis of the 
differential between the salary of that 
specific individual or the pay offer 
from an organisation’s salary struc-
ture were it to be recruiting, and the 
market anchor or market pay rate.

Section 4.8 of the Government White 
Paper on the SSPP categorically 

states that “not all jobs within a 
particular Service Classification will 
be eligible”, and yet entire service 
classes, professional and occupational 
groups and associations are being 
paid market premia on negotiated 
terms.

Readers may wish to refer to the 
following two online documents:
“Market Premium Procedure for 
Recruitment and Retention of Staff, 
March 2010” at 
https://www.kelsi.org.uk, and
“Policy on the Use of Market Related 
Payments – Leeds Beckett University” 
at https://www.leedsbecket.ac.uk. 

Inducement, according to the Cham-
bers dictionary is “that which induces, 
especially something which is persua-
sive, or which influences or encourag-

es certain behaviour.” Inducement 
therefore is an incentive, a sweetener 
for example to encourage movement 
of expertise into deprived areas to 
work. Such an arrangement or 
scheme needs to be targeted properly 
and controlled otherwise it cascades 
and gets out of hand. A great measure 
of caution exists by way of threat, in a 
USAID project report captioned “The 
Capacity Project and Ghana Ministry 
of Health: Assessment of the Addi-
tional Duties Hours Allowance 
(ADHA) Scheme: Final Report” – 
December 2007.

A key lesson from the report is that 
ADHA, which’s original objective was 
to compensate frontline doctors for 
hours worked beyond the standard 
40 hours per week or 160 hours per 
month ended up being cascaded 

throughout the entire health sector, 
resulting in its budget ballooning from 
“GHc 3.7 billion in 1998 to 7 billion in 
1999 to over 800 billion in 2005,” 
before its consolidation into the base 
pay of all health care workers in 
September 2005. By implication an 
overtime payment for just a section of 
an occupational group, ended up 
being paid to all health care workers 
both in and out of the field.

The ghost of ADHA still lingers on 
and we need to take care it does not 
return in full effect.

It would be helpful, despite the 
Government White Paper if FWSC 
could collaborate with its social 
partners to clearly delineate the two 
modes and re-set the criteria for 
payment of both. 
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By 2005 the need to abandon GUSS 
for a new pay system had been 
established beyond reasonable 
doubt.

The Single Spine Pay Policy (SSPP)
With lessons learnt, the passage of 
the Fair Wages & Salary Commission 
(FWSC) Act, 2007 (Act 737) preceded 
the 2009 Single Spine Pay Policy 
(SSPP), which was approved by a 
Government White Paper, WP. No. 
1/2009, in November 2009. SSPP has 
the same policy objective as GUSS 
namely, to deal with disparities and 
inequities in the Public Service Sector 
in a consistent manner through job 
evaluation and grading onto its 
25-tier Single Spine Salary Structure 
(SSSS).

Due to its legislative backing, compul-
sory enrolment onto the policy by all 
public service institutions was accom-
plished by year end of 2009 to give 
SSPP a good start.

SSPP was a great landmark which 
caught the attention of the Kenyan 
Government and made it to invite 
some officials of the FWSC to Nairobi 
to brief it. If Kenya thereafter has 
developed a workable and more 
enduring pay system than we current-
ly have, it certainly would be a sad 
reflection on how we have led and 
slipped back.

SSSS cost the tax payer another $2 
million in design, job evaluation and 
job grading. On the surface it all 
seems we have preserved Public 
Service Sector pay relativities 
because of the single negotiating 
forum, the Public Service Standing 
Joint Negotiating Committee (PSS-

JNC), in use for negotiations.  Howev-
er, beyond the seeming calm façade, 
is a steaming cauldron of distortions 
and disparities that have been intro-
duced since 2009 and are threatening 
to undo all the objectives of the SSPP.

The major challenge to the SSPP has 
been the issue of “Market Premium 
and Inducement” payments. 

Confusion over Market Premium and 
Inducement

“Market Premium” and “Inducement” 
are not one or same. However, the 
Government White Paper on the 
SSPP, in Section 4.8 erroneously 
linked up the two as if they either are 
same or interchangeable. Irrespective 
of the mistake, the FWSC should 
have, working with its social partners, 
ensured the proper interpretation of 
the two terminologies in order to 
have avoided the creation of a back-
door for the re-introduction of distor-
tions.

A “Market Premium” is an addition to 
salary for a specific individual, post or 
group of post(s). It becomes applica-
ble and paid where this post(s) has 
been identified as hard to fill or retain 
and an employer is restrained from 
being able to recruit or retain staff on 
the employer’s salary scheme. A 
Market Premium is not negotiated 
but determined on the basis of the 
differential between the salary of that 
specific individual or the pay offer 
from an organisation’s salary struc-
ture were it to be recruiting, and the 
market anchor or market pay rate.

Section 4.8 of the Government White 
Paper on the SSPP categorically 

states that “not all jobs within a 
particular Service Classification will 
be eligible”, and yet entire service 
classes, professional and occupational 
groups and associations are being 
paid market premia on negotiated 
terms.

Readers may wish to refer to the 
following two online documents:
“Market Premium Procedure for 
Recruitment and Retention of Staff, 
March 2010” at 
https://www.kelsi.org.uk, and
“Policy on the Use of Market Related 
Payments – Leeds Beckett University” 
at https://www.leedsbecket.ac.uk. 

Inducement, according to the Cham-
bers dictionary is “that which induces, 
especially something which is persua-
sive, or which influences or encourag-

es certain behaviour.” Inducement 
therefore is an incentive, a sweetener 
for example to encourage movement 
of expertise into deprived areas to 
work. Such an arrangement or 
scheme needs to be targeted properly 
and controlled otherwise it cascades 
and gets out of hand. A great measure 
of caution exists by way of threat, in a 
USAID project report captioned “The 
Capacity Project and Ghana Ministry 
of Health: Assessment of the Addi-
tional Duties Hours Allowance 
(ADHA) Scheme: Final Report” – 
December 2007.

A key lesson from the report is that 
ADHA, which’s original objective was 
to compensate frontline doctors for 
hours worked beyond the standard 
40 hours per week or 160 hours per 
month ended up being cascaded 

throughout the entire health sector, 
resulting in its budget ballooning from 
“GHc 3.7 billion in 1998 to 7 billion in 
1999 to over 800 billion in 2005,” 
before its consolidation into the base 
pay of all health care workers in 
September 2005. By implication an 
overtime payment for just a section of 
an occupational group, ended up 
being paid to all health care workers 
both in and out of the field.

The ghost of ADHA still lingers on 
and we need to take care it does not 
return in full effect.

It would be helpful, despite the 
Government White Paper if FWSC 
could collaborate with its social 
partners to clearly delineate the two 
modes and re-set the criteria for 
payment of both. 
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It would be recalled that in the earlier publication 
of this article in the June/July 2021 edition of The 
HR News, the Director of Administration and 
Human Resources of the National Labour Com-
mission, Dr. Bernice Welbeck in an exclusive inter-
view with The HR News, provided an insight into 
the role of the Commission as one of an arbiter in 
labour disputes resolutions.

Presenting a current picturesque insight into 
industrial disputes and resultant complaints filed 
at the Commission from 1st January 2018 to 30th 
April 2021 as captured in the table behind, the HR 
Director revealed that: 
“Unfair termination topped the list of complaints 
by type with a total complaints of 622 represent-
ing 27% of the total number of complaints filed 
within the period.”

This, she added, was followed by wrongful 
dismissal which recorded 503 complaints repre-
senting 22% of the total number of complaints 
filed.

SPOTLIGHT: 
REFEREEING THE INDUSTRIAL 
RELATIONS GAMES IN GHANA
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Dr. Bernice Welbeck (FCIDA)
Director, Administration & Human Resources, NLC



Touching on strikes, Dr. Welbeck said, 

the Commission during the period 
under review recorded a total of 44 
strikes of which majority came from 
the tertiary education sector of the 
public service followed by the health 
sector.

Between Employers and Employees 
Who filed the Most Cases/Disputes?
In this continuation article, the HR 
Director revealed that over 90 
percent of the complaints or 
petitions were filed by employees 
with the leading issues out of those 
filed petitions being those of unfair 
termination, unpaid salaries, and 
wrongful dismissal.

On the part of employers, Dr. Bernice 
Welbeck pointed out that their 
complaints have been mainly on 
claims of illegal industrial actions by 
workers.  However during adjudica-
tion of some of the disputes filed by 
workers or their representatives, 
some of the issues that often come 
out at the hearings, largely have to do 
with absenteeism, vacation of post as 
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well as failure of employees to offer 
the mandatory notifications at the 
point of resignation from the services 
of the organization.

The Issues - Why the Numerous 
Strikes?
Delving into the Commission’s man-
agement of labour agitations and 
work stoppages or industrial actions 
in the country, Dr. Bernice Welbeck 
pointed to the lack of co-operation by 
some employers and employees 
and/or their representatives during 
negotiations and the non–adherence 
to the procedures enshrined in the 
Law for instituting strikes, citing an 
example of the lack of compliance  or  
non-compliance with Section 159 of 
the Labour Act, 2003 (Act 651) which 
stipulates thus:

Where
a. the parties fail to agree to refer the 
dispute to voluntary arbitration; or

b. the dispute remains unresolved at 
the end of the arbitration proceed-
ings, either party intending to take 
strike action or institute lockout, shall 
give written notice of this to the 
other party and the Commission, 
within seven days after failure to 
agree to refer the dispute to volun-
tary arbitration or the termination of 
the proceedings.

Expatiating on the above provision, 
and as part of the effective manage-
ment of industrial disputes for indus-
trial harmony, Dr. Bernice Welbeck 
urged parties to industrial disputes to 
get the processes right. To this end, 
she outlined a stepwise approach of 
processes to be followed before the 
advent of a strike action:

Step 1 – Contrary to the practice of 
parties intending to strike serving the 
other party and serving the Commis-
sion a copy, Dr. Bernice Welbeck 
pointed out that the correct process is 
for a written notice to strike by a party 
to be served on both the other party 
and the Commission.

On the part of the notice to be served 
on the Commission, Madam Welbeck 
revealed that two (2) copies of the 
notice must be brought or served on 
the Commission for a copy to be 
signed and stamped with the Com-
mission’s stamp or acknowledged in a 
messenger’s notebook upon receipt 
by the Commission. 

She added that, contrary to practices 
by some parties, the seven (7) days’ 
notice starts from the date of receipt 
of the notice by the Commission and 
not the date stated on the notice.

Step 2 – Madam Welbeck said that, 
upon receipt of the notice, the NLC 
will summon the disputing parties 
(complainant(s) and respondent(s) in 
question within seven (7) days to 
appear before the Commission for a 
hearing of the dispute. Once invited 
by the Commission, she continued, it 
is illegal for the Party that issued the 
notice to go ahead to embark on 
strike or in instances where the strike 
action has commenced, the party 
must discontinue the strike.  This, she 
explained is in pursuance of “Cool-
ing-off” period under Section 160 of 
Act 651.

Alternatively, where Notice or inten-
tion to strike is duly served and 
received in accordance with the Law, 
if no action is taken by the Commis-

sion and the strike action is 
commenced upon expiration of the 
seven (7) days’ notice, then the strike 
may be deemed as “legal strike” and 
settlement will be done through 
compulsory arbitration under Section 
164 of Act 651.

Dr. Bernice Welbeck further 
explained that deadlock in negotia-
tions does not ripen the institution of 
a strike action, but instead a referral 
of the issue(s) in dispute to the Com-
mission for its intervention. She 
added that in instances where the 
Parties deadlock, then it behoves on a 
party or both parties to report the 
failure to settle or the uncooperative 
attitude of one party, which has 
resulted in the deadlock to the Com-
mission, but not to serve notice to 
strike.

Other Factors Leading to Labour 
Agitations
Aside the non-compliance with the 
law by the parties, Dr. Bernice 
Welbeck revealed that for many an 
employer, the Commission found out 
key shortcomings including:

Weak internal systems or absence 
of policies and systems.
Lack of documented policies and 
where they are documented, they 
are incoherent. 
Poor drafting of employee 
contracts
Unilateral variation of contracts 
Absence of internal systems for 
handling grievances (grievance 
handling mechanisms) 

Of Essential Services and Strike 

THE HR NEWS  |  PAGE 41



Action
Touching on Essential Services, the Director of HR said their right to stage a strike action has been taken by the law, the 
Labour Act, 2003 (Act 651) and replaced with an expeditious resolution of their disputes. To that end, she added that 
whenever the Essential Service Providers have issues of concern over which the employers and employees disagree or 
are deadlocked or even where the non-cooperative attitude of one party is stalling an agreement, the matter may be 
referred to the Commission which will trigger Compulsory Arbitration to determine the dispute.

Settlement of Industrial Disputes
Dr. Welbeck outlined the dispute settlement procedures as depicted in the diagram below starting with the receipt/filing 
of complaint till its final determination within prescribed timelines.

Is the National Labour Commission Pro-Labour?
Concluding the interview by answering the question of whether the Commission is pro-labour as perceived by many 
employers, Dr. Bernice Welbeck smiled and said it is all about industrial democracy and good governance and that the 
Commission is always fair to disputing parties and its neither pro-employee or pro-employer.

NATIONAL LABOUR COMMISSION
THE DISPUTE SETTLEMENT PROCEDURES 

UPON SETTLEMENT THE 
COMMISSION ISSUES:
DECISIONS /ORDERS /
RULINGS / DIRECTIVES

STRIKE AND LOCKOUT 
DISPUTES ARE DETERMINED 

BY THE COMMISSION

WHERE FACILITATION 
FAILS REFERRED TO 

MEDIATION FOR SETTLEMENT 
WITHIN 14 WITHIN DAYS

FORWARDED TO RESPONDENT 
WITHIN THREE DAYS TO 

RESPOND WITHIN 14 DAYS

A COMPLAINT IS DETERMINED BY THE 
COMMISSION IF IT IS:

DISPUTE OF RIGHT
A PARTY FAILS/REFUSES TO 

CO-OPERATE A PARTY OR PARTIES FAIL 
TO CONSENT TO MEDIATION OR 

VOLUNTARY ARBITRATION

WHERE MEDIATION 
FAILS REFERRED TO VOLUNTARY 

ABITRATION FOR DETERMINATION 
AND ISSUANCE OF 

AWARD WITHIN 14 DAYS

COMPLAINT 
RECEIVED/FILED

REFERRED TO FACILITATION
FOR SETTLEMENT

RESPONDENT GIVEN 
FURTHER 7 DAYS IF RESPONSE 

IS NOT RECEIVED
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