
1

Catalysing ManageMent 
DevelopMent in afriCa
iDentifying areas for iMpaCt

The Tony Elumelu Foundation



2

Contents
ExEcutivE Summary  4

introduction 6

 purpose of this research 6

 research scope and Methodology 7

	 Research	limitations	  7

chaptEr onE: Why managEmEnt 8

	 Africa:	a	new	frontier	of	opportunity 8

 Managers: the engine of growth 8

 the need in numbers 9

chaptEr tWo: undErStanding thE managEmEnt gap, What doES it mEan? 10

 Big Business 10

 sMes and entrepreneurs 11

 public sector and ngos 12

 investors 13

chaptEr thrEE: undErStanding thE managEmEnt gap,
What kind of managErS doES africa nEEd?    14

 personal drive 15

 planning skills and project Management 15

 ethics and integrity 16

	 Critical	thinking	skills 17

	 Practical	experience 18

	 Flexibility 19

chaptEr four: undErStanding thE managEmEnt gap, 
organiSational and SyStEmic challEngES 21

 Middle versus senior Management 22

 Cultural Hierarchy 23

	 Operational	Systems:	More	tools	less	muscle 25

 low willingness (and ability) to pay 26

 rural/Urban divide 26

	 Poor	pre-tertiary	education 27

Chapter Five: the Supply-Side landSCape 28

 Business and Management schools 29

 the Middle of the pyramid: non MBa 37



3

 in-House Corporate training 39

	 Other	organisational	enablers 40

 sMe, sgB and entrepreneurs 41

 Conclusion 43

chaptEr Six: What WorkS? 44

chaptEr SEvEn: litEraturE rEviEW 62

	 Tertiary	and	higher	education	is	linked	to	GDP 62

	 Higher	education	is	correlated	to	individual	earnings 63

	 Quality	of	management	is	linked	to	firm	performance	and	productivity 63

 Business training is linked to business knowledge among micro enterprises 64

	 Training	is	linked	to	improved	organisational	performance 66

 What do managers need? 66

 research on MBa programmes 67

 other 68

 areas for further research 68

chaptEr Eight: idEaS for impact 69

 providers 69

	 Business	School	Planting: 70

 low-Cost tier 2-3 Business schools 72

 project Management for Middle Managers 72

 inputs 72

	 Organisations 74

 Quality 75

 geographic and industry focus 76

chaptEr ninE: rEcommEndEd nExt StEpS 77

concluSion 79

rEfErEncES 81

appendix 1: liSt oF intervieweeS (See Separate doCument) 84

appEndix 2: intErviEW guidE 85

appEndix 3: liSt of african BuSinESS SchoolS 86

appEndix 4: aaBS mEmBErShip critEria 92

appEndix 5: country analySiS 94

appEndix 6: participating organiSationS 95



4

exeCUtive sUMMary
Africa	 has	 the	 potential	 for	 real	 prog-
ress. it has natural resources in abun-
dance	and	a	young	expanding	popula-
tion.	Foreign	investment	is	on	the	rise.	
But africa’s economic growth, among 
the fastest in the world, is rapidly drain-
ing the pool of local managers. these 
are the very people who are vital for 
translating	 opportunities	 into	 tangible	
results,	 increased	competitiveness	and	
a	better	life	for	all.

this report by the african Management 
Initiative	 –	 formed	 by	 the	 Association	
of african Business schools, the global 
Business school network, the tony elu-
melu	Foundation	and	the	Lundin	Foun-
dation	–	draws	on	interviews	with	over	
50	experts	and	employers,	and	dozens	
of secondary resources, to understand 
the management gap from an individual 
and	organisational	perspective.	It	maps	
Africa’s	existing	education	and	training	
landscape	and	identifies	pockets	of	ex-
cellence. it illustrates that the current 
management development ecosystem 
is	insufficient	to	meet	the	requirements	
of africa’s buoyant economies, and 
presents	ideas	for	intervention	and	rec-
ommendations	for	next	steps1. 

tHe neeD
Organisations	 typically	 employ	 one	
manager for every 10 workers.  on that 
basis,	we	estimate	 that	Africa’s	 formal	
labour force of 111 million2 includes 
approximately	11	million	managers.	To	
entrench	the	practice	of	good	manage-
ment, we need to ensure that at least 1 
in 10 of them - over 1 million manag-
ers – are	fully	equipped	with	the	knowl-
edge	 needed	 to	 drive	 the	 continent’s	
next	phase	of	development.	

according to employers, we are far 
from reaching this goal.  our interviews 
on the demand side show that only a 
minority of african managers, par-
ticularly	 at	 mid	 and	 lower	 levels,	 are	
well-trained. large businesses, entre-
preneurs, investors, ngos, educators, 
training providers and consultants from 
across	 the	 continent	 speak	 of	 poor	
management, of a disconnect between 
theoretical	 knowledge	 and	 on-the-job	

1  The	research	was	largely	qualitative.	Results	are	
therefore	based	on	the	perceptions	of	interviews	not	on	
empirical survey-based evidence.

2  ILO	statistics,	excluding	informal	or	vulnerable	
jobs.	From	KILM	anlaysis:	http://kilm.ilo.org/kilmnet/

behaviour, of companies struggling to 
find	the	people	to	 launch	their	brands	
in new markets, of entrepreneurs bat-
tling	to	identify	the	employees	to	help	
them grow. they all cite an acute short-
age of quality managers as a major 
bottleneck for growth.

the research indicates that the biggest 
need is in the middle of the organisa-
tional pyramid. interviewees cite a 
huge	 gap	 between	 senior	 executives,	
who	enjoy	the	benefits	of	international	
business	schools	and	work	experience,	
and a much less able engine room of 
middle and lower level managers. this 
gap	 leads	 to	 execution	 problems.	 We	
clearly need more programmes and 
institutions	addressing	this	segment	of	
the market. 

However focusing on training the in-
dividual middle manager will not be 
enough. the research also shows that 
many	African	organisations	 are	hierar-
chical and constrained by ‘founder’s 
syndrome’. therefore we also need 
programmes to coach senior leaders in 
developing the organisational culture 
systems that allow their own manag-
ers to flourish. 

finally, we asked employers what kind 
of skills and qualities	 they	 required	
from managers, and which were most 
lacking. they highlight the following: 

1) personal drive

2) planning skills 

3) ethics and integrity 

4)	Critical	thinking	skills	

5)	Practical	experience

6)	Flexibility	

We will therefore need to ensure that 
any	 new	 programmes	 and	 institutions	
concentrate	 on	 cultivating	 these	 skills	
and	attributes.	

tHe lanDsCape
our supply-side landscaping survey 
shows	 that	 Africa’s	 existing	 manage-
ment development ecosystem is patchy 
at best. africa has roughly 90 business 
schools offering an mBa – 1 per 11 
million people. that compares to more 
than	1,500	MBA-offering	schools	in	In-
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dia. Fewer than 10 african institutions 
measure up to international standards. 
While south africa and parts of north 
africa are strong, Central and West af-
rica are woefully underserved. only the 
largest companies provide in-house 
training. there are a handful of good 
schools at the top of the pyramid, but 
not	enough.	A	few	effective	SME	train-
ing programmes have emerged at the 
bottom,	 although	 they	 have	 struggled	
to	 find	 scalable	 and	 sustainable	 busi-
ness models. in the middle of the pyr-
amid,	 the	picture	 is	 particularly	 bleak.	
Many local business schools are low-
quality,	overly	academic	and	out	of	step	
with	 the	 requirements	 of	 fast-growing	
african economies. the non-academic 
management training market is frag-
mented	and	of	a	generally	low	quality.	
Critically,	 it	 lacks	 any	 mechanisms	 for	
setting	and	measuring	quality	standards.	
We urgently need high-quality and af-
fordable institutions and programmes 
at this level, which can also reach 
rural and underserved urban areas. 

WHat Works?
Despite the generally bleak picture, we 
identify	 pockets	 of	 excellence	 across	
the management development eco-
system in africa and other emerging 
markets, from world-class business 
schools to entrepreneurship training 
programmes,	 to	 creative	 in-house	 cor-
porate programmes. While they serve 
very	 different	 markets,	 we	 identify	
shared	 common	 properties.	 Excellent	
programmes	and	institutions	tend	to	be:	

1) entrepreneurial 

2) Interactive	(they	cultivate	communi-
ties	of	learning)

3) Practice-based	

4) relevant to local economies

5) Accessible	(which	includes	afford-
ability)

6) Aspirational	(trusted	and	high-
quality)

7) Have clear perceived value (usually 
clearly	linked	to	the	potential	for	im-
proved earnings) 

8) Connected

Many	 of	 the	 examples	 of	 excellence	
cited	 in	 the	 report	 exhibit	most	 if	 not	
all	of	 these	characteristics.	They	could	

offer	 a	 useful	 framework	 for	 design-
ing	Greenfield	management	education	
and training projects, and for guiding 
improvements	 at	 existing	 institutions.	

WHat neeDs to Be Done?
the research indicates that more of 
the same will not be enough. We 
need new models for management 
education	 and	 development	 rooted	
in	 African	 realities	 and	 with	 potential	
for real scale. the report presents a 
model for understanding the manage-
ment development ecosystem, and 
points	to	four	areas	of	possible	action:

a. inputs:	Developing	high-quality	com-
bined	offline	and	online	curricula	and	
materials; providing faculty and facili-
tator	training	and	facilitating	resource-
sharing	between	institutions.

b. providers: supplying templates for cre-
ating	more	top-tier	business	schools.	
Piloting	or	franchising	more	accessible	
programmes,	such	as	a	highly	practical	
‘Introduction	to	Management’	course	
for lower and middle managers. find-
ing and developing new delivery chan-
nels	and	supporting	existing	providers.

c. organisational enablers: strength-
ening	companies	and	organisations	
through in-house methods such as 
mentoring and performance manage-
ment systems.

d. Quality assurance:	Developing	qual-
ity assurance mechanisms, possibly 
through a ‘register’ or ‘network’ which 
could benchmark individuals, organisa-
tions,	educators	and	training	providers	
against a scorecard of best manage-
ment	practice.

ConClUsion
a much larger pool of competent lo-
cal	managers	is	absolutely	essential	for	
driving	competitive	African	private	and	
public	 sectors,	 for	 cultivating	 knowl-
edge-based economies and for achiev-
ing development goals. a bold systemic 
approach	 is	 needed	 to	 build	 a	 critical	
mass of africans managers, supported 
by	high-quality	 schools	 and	 resources,	
and	working	 in	 dynamic	 organisations	
that	 allow	 talent	 to	 flourish.	 AMI	 is	
charting	a	path	toward	achieving	these	
goals.
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africa appears to have reached a turn-
ing point. once dismissed as a hope-
less	continent	beset	by	war	and	 fam-
ine,	it	is	now	frequently	touted	as	the	
next	 frontier	 for	 opportunity	 and	 in-
vestment. africa has an abundance of 
natural wealth and a young and fast-
growing	population,	 and	GDP	growth	
has outpaced many other regions over 
the last decade, driven in part by rising 
commodity prices, but also by growing 
domestic	demand	and	increasingly	so-
phisticated	local	markets.

If	the	continent	is	to	capitalize	on	this	
potential,	it	will	require	managers	with	
vision and competence who possess 
the personal drive, commercial acu-
men and technical skills necessary to 
develop	successful	and	healthy	institu-
tions.	While	Africa	boasts	a	few	excel-
lent schools of management and some 
good	corporate	training	initiatives,	the	
overall	 efforts	 to	 develop	 high	 qual-
ity	managers	 are	 entirely	 inadequate	
to	 meet	 the	 opportunities	 the	 next	
few decades will bring. More young 
africans are pursuing higher educa-
tion,	but	 too	often	 the	quality	 is	 low.	
Organisations	 across	 sectors	 struggle	

to	 recruit	 staff	with	 the	 skill	 to	man-
age and implement their vision. too 
often,	organisations	fail	to	mentor	and	
develop young managers. the people 
interviewed for this report told stories 
of	 large	 multinationals	 struggling	 to	
find	 local	managers	 they	 can	 trust	 to	
establish their brands in new markets, 
of	entrepreneurs	battling	to	build	the	
team to catapult their business to the 
next	stage	of	growth,	of	NGO	leaders	
unable	to	transform	communities	be-
cause	they	lack	the	people	to	execute	
their vision, and of investors wonder-
ing if their investee companies have 
the	 skills	 to	 deliver	 required	 returns.		
Each	 group	 emphasised	 different	 di-
mensions of the problem, but virtu-
ally all of them cited a lack of manage-
ment capacity as a serious constraint 
to growth. as one senior management 
consultant put it, when asked to talk 
about the challenges his clients face in 
establishing and building strong man-
agement teams: “We’ll be here all day. 
Can we talk about the challenges they 
Don’t face?!”.

pUrpose of tHis researCH
The	next	few	decades	are	critical	if	the	

IntroduCtIon
“There is an Africa that you don’t hear about very much... this is the Africa that is 
changing, the Africa of opportunity, the Africa where people want to take charge of their 
own destinies.”

— Dr. Ngozi Okonjo-Iweala
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continent	is	to	create	the	economic	and	
institutional	bases	for	a	prosperous	fu-
ture.	Equipping	a	cadre	of	high-quality	
managers	 is	essential,	and	urgent.	We	
need	organisations	to	commit	to	devel-
oping managerial talent, and managers 
to commit to developing themselves. 
We	 also	 need	 more	 institutions,	 of	 a	
higher	quality,	backed	by	relevant	con-
tent, to reach more people. 

this report aims to provide a high-level 
survey of how management talent in 
african can be strengthened. Chapter 
1	explores	why	management	is	impor-
tant	 and	how	 is	 it	 relates	 to	 competi-
tiveness	and	growth.	Chapters	2-4	draw	
on desktop research and primary inter-
views to understand the demand side 
of	 the	 equation	 in	 more	 detail:	 what	
does the management gap look like for 
different	types	of	organisations?	What	
kind	of	managers	do	organisations	 re-
quire?	What	kind	of	organisational	and	
systemic challenges do we face in ad-
dressing this problem? Chapters 5-6 
then	shift	to	the	supply	side.	We	survey	
the landscape, map the management 
development	 ecosystem	 and	 identify	
areas	where	the	gaps	are	most	critical,	
then	 examine	 what	 has	 worked	 well	
previously,	identifying	the	core	charac-
teristics	of	successful	programmes,	and	
including	different	models	for	scalabil-
ity	and	financial	sustainability.	Chapter	
7 provides a brief overview of the lit-
erature on management development. 
Chapter	8	presents	some	potential	rec-
ommendations	and	ideas	for	impact.	

researCH sCope anD MetHoDology
this report drew on secondary data 
from academic literature, reports from 
development	institutions	and	online	in-
formation	 about	 existing	 programmes	
and	institutions.	Primary	research	was	
also conducted to understand the na-
ture of the management gap in more 
detail, and to generate ideas for how it 
could	be	filled.	Over	50	in-depth	inter-
views with individuals were conducted 
at	 40	 organisations	 including	 employ-
ers, educators, thought-leaders, train-
ing providers, consultants, investors 
and entrepreneurs working mostly in 
africa and other emerging markets. a 
snowball sample was used, with each 
respondent asked to recommend other 
potential	 interviewees.	 Interviewees	
have been described according to type 

of	organisation	in	the	text.	In	all	cases,	
interviewees	 were	 senior	 executives	
and/or	 organisational	 development	
and leadership specialists. see appen-
dix	1	for	a	full	list	of	interviewees.

Most interviews lasted 45-60 minutes 
and were conducted over the phone. 
a few were conducted fate-to-face. an 
interview guide was formulated with 
input from research advisors (see ap-
pendix	 2).	 Content	 analysis	 was	 used	
to	identify	key	themes.	For	the	overall	
findings,	the	primary	data	was	triangu-
lated	with	secondary	data	–	both	quan-
titative	and	qualitative.

researCH liMitations
The	scope	of	this	report	was	extremely	
broad and it therefore arguably lacks 
depth.	 Ideally	 the	 findings	 should	 be	
tested using a much larger and more 
representative	 sample,	 perhaps	 with	
different	 sets	 of	 questions	 for	 each	
stakeholder group. for this study, ef-
forts were made to ensure represen-
tation	 from	multi-national	 companies,	
large	regional	and	national	companies,	
small	 and	 medium-sized	 companies,	
start-ups and investors. However the 
sample was skewed toward larger busi-
nesses. inevitably, respondents were 
concentrated in the main economic 
hubs of lagos, nairobi and Johannes-
burg,	 although	 efforts	 were	 made	 to	
include	 representatives	 from	 other	
countries such as ghana, rwanda and 
Zambia. north, francophone and luso-
phone	Africa	were	not	adequately	rep-
resented and the sample was largely 
urban rather than rural. the public sec-
tor was not represented.

It	 should	be	noted	that	 these	findings	
are	largely	based	on	the	perceptions	of	
interviewees, and should be treated as 
purely	 indicative.	 The	 findings	 around	
smaller businesses and start-ups and 
on the middle of the training market 
in	 particular	 would	 benefit	 from	 fur-
ther	 research.	 If	 we	 require	 empirical	
evidence	of	 the	 lack	of	quality	middle	
management	and	lack	of	quality	train-
ing,	 we	 will	 need	 to	 pay	 for	 external	
survey-based research.
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afriCa: a neW frontier of opportUnity
africa is changing and the world is start-
ing	 to	 notice.	 Average	 GDP	 rose	 more	
than 5 percent per year from 2000 to 
2008, twice the pace of growth in the 
1980s and 1990s and faster than most 
other	 world	 regions.	 Equity	 markets	
have outperformed their counterparts 
elsewhere3, and foreign direct invest-
ment (fDi) increased to $53 billion in 
2008 from just $2.3 billion in 1985, driv-
en	by	political	stability,	macroeconomic	
reform, improved governance, a bet-
ter business climate and interest from 
emerging market powerhouses China 
and india4. growth has also been fu-
elled by the commodity boom:  africa is 
home to 10 percent of the world’s oil, 40 
percent of its gold and 20 percent of its 
land5. But other sectors are also thriving. 
Telecommunications,	 banks,	 infrastruc-
ture	and	manufacturing	have	expanded	
rapidly in recent years, and a young, 
fast-growing	 population	 is	 contribut-
ing	 to	 increased	 collective	 purchasing	
power. a consumer class is emerging, 
and by 2020, more than half of african 
households	are	expected	to	have	discre-
tionary	 buying	 power6. the economist 
cover story headline on December 3 was 
‘Africa	 Rising:	 The	 Hopeful	 Continent’7. 
Compare that to its africa cover story 10 
years	earlier:	 ‘The	Hopeless	Continent’.	
set against the backdrop of a moribund 
global economy, african progress is re-
markable,	and	its	potential	is	alluring.

Managers: tHe engine of groWtH
The	 headline	 figures,	 however,	 mask	
deep	disparities	in	wealth	and	develop-
ment.	Poverty	is	still	widespread	and	the	
continent	 lags	 on	 most	 development	
indicators. to reach a new plateau of 
prosperity,	African	countries	must	seize	
a greater share of world trade through 
increased	 competitiveness	 and	 eco-
nomic	 diversification.	 That	 will	 require	

3	 	Boston	Consulting	Group:	The African Challengers: 
Global Competitors Emerge from the Overlooked Continent, 
2010; Mckinsey: Lions on the Move: the Progress and Poten-
tial of African Economies, 2010
4  World economic forum, The Africa Competitive-
ness Report, 2011
5  BCg, 2010
6  Mckinsey, 2010

7  the economist, Africa Rising – The Hopeful Conti-
nent, 2011

a	 competent,	 confident	 and	 creative	
workforce. By 2040, africa will be home 
to	one	in	five	of	the	planet’s	young	peo-
ple, with the world’s biggest workforce 
at 1.1 billion people8. this represents a 
huge opportunity, but only if the skills 
base is radically upgraded. the World 
Bank argues that human capital is the 
“stepping stone to a viable and growth-
promoting	industrial	system”9 for africa, 
and is needed to spawn new industries, 
create	more	productive	 jobs,	 to	absorb	
technology,	 generate	 innovation	 and	
produce	a	wider	 range	of	exports.	And	
in	 an	 interdependent	 and	 globalized	
world, only those countries with “large 
and	rapidly	expanding	stocks	of	human	
capital” will be able to compete.10 

While	African	countries	arguably	require	
a skills upgrade across the board, mana-
gerial	skills	are	of	particular	importance,	
given	 that	 institutional	management	 is	
the cornerstone of a successful mod-
ern economy. this will be the focus of 
this report. Managers are the engine of 
growth,	 and	 establish	 the	 institutional	
mechanisms that create prosperity. 
good managers go on to lead compa-
nies, ngos, government departments 
and	sometimes	nations.	The	2011	Africa	
Competitiveness	 Report	 cited	 manage-
rial skills as one of four key levers for 
improving	 the	 continent’s	 competitive-
ness11,	 and	 the	 International	 Finance	
Corporation	 argued	 when	 the	 Asso-
ciation	of	African	Business	Schools	was	
formed	 that	 high-quality	managers	 are	
required	 for	 institutional	 strength	 and	
that	 “the	 quality	 of	 a	 country’s	 or	 re-
gion’s managerial class is a key factor in 
determining	competitiveness.”12 

in short, managers take resources (in-
cluding human and natural resources, 
both of which africa has in abundance) 
and opportunity, and convert them into 
impact	and	competitiveness,	at	both	the	
firm	level	and	the	country	level	(see	Fig-
ure 1.1).

at a micro level, good managers are 
needed to build vibrant companies that 
create jobs. in a recent report on africa’s 
‘emerging corporate champions’, Boston 
Consulting	Group	identifies	five	success	

8  Mckinsey, 2010
9  World Bank, Accelerating Catch-Up, Tertiary Edu-
cation for Growth in sub-Saharan Africa, 2009
10  World Bank, 2009
11  Wef, 2011
12  thandeka,g.  African Business Schools: Putting 
Heads Together, financial Mail, 2006

Chapter one: 
Why ManageMent?
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factors which have allowed  success-
ful companies to move up the ladder 
toward becoming global players. one 
of	those	is	boosting	their	human	capi-
tal.	 It	 urges	African	firms	 to	 invest	 in	
talent through developing corporate 
universities	and	working	with	business	
schools to develop relevant curricu-
la13.	At	the	firm	level,	organisations	in	
africa are already acutely aware of the 
management gap. Many are enjoying 
rapid growth in african markets, but 
simply	 cannot	 find	 high	 quality	 peo-
ple to manage that growth. edmundo 
vallejo Benegas, former Ceo of gener-
al	Electric,	Latin	America,	recently	de-
scribed a “huge imbalance” in emerg-
ing markets between the opportunity 
and	 the	 availability	 of	 talent	 –	 both	
in	 terms	of	 quantity	 and	 quality14. at 
a recent investment banking summit 
in	Lagos,	CEOs	described	a	fierce	war	
for	managerial	and	financial	talent	on	
the	continent15. Meanwhile, Unilever’s 
head of human resources for africa 
commented that as its african busi-
ness	expands,	it	is	“not	confident	that	
talent is there to service our growth16”. 
That	 sentiment	was	 echoed	 by	 virtu-
ally all respondents interviewed for 
this report. 

the management gap is not just a pri-
vate sector issue. Managers also cre-
ate	 the	 capacity	 required	 to	 absorb	
aid and other resources. Managers 
lead	 efforts	 to	 fight	 disease	 and	 cli-
mate change. they implement policy 
changes	and	 run	 the	 institutions	 that	
deliver change.17 While managerial 
skills have largely been ignored by the 

13  BCg, 2010
14  gBsn annual Conference notes. accessed at 
http://www.gbsnonline.org/2011
15  reuters, Africa growth brings local-born bankers 
home 2011
16  financial times, Leadership Lessons in Africa, 
2011

17  Johanson, r.k. & adams, a. v., Skills Develop-
ment in sub-Saharan Africa, World Bank, 2004

development community, the World 
Bank notes that they in fact underpin 
all of the Millennium Development 
goals, and that without investment in 
human capital, african countries will 
fail to narrow the economic gap with 
other developing regions.18 Manage-
rial skills should therefore be placed 
squarely	on	the	development	agenda.

tHe neeD in nUMBers
According	to	the	International	Labour	
Organisation	(ILO)19, 28 percent of the 
continent’s	 392	 million	 labour	 force	
has	 a	 wage-paying	 job	 (excluding	 in-
formal and vulnerable jobs), which 
equates	 to	about	111	million	people.	
assuming a management-to-worker 
ratio	of	1:10,	there	should	be	at	least	
11 million people in africa in manage-
rial and supervisory roles (this does 
not include the hundreds of millions of 
people in temporary or informal jobs 
who	 still	 need	 to	 be	managed).	 	 Any	
attempt	 to	 substantially	 improve	 the	
quality	 of	 management	 in	 Africa	 will	
have to reach one in ten of those man-
agers: over one million managers. the 
existing	 management	 development	
ecosystem	is	woefully	under-equipped	
and	insufficient	for	this	task.	

ConClUsion
good managers are crucial for driv-
ing	Africa’s	next	phase	of	growth	and	
development. this chapter illustrated 
WHy management is important, and 
argued that we will need to reach 1 
million individuals to have real impact 
on the level of management across the 
continent.	The	following	chapters	pro-
vide insight into what kind of manag-
ers	Africa	requires.

18  World Bank, 2009
19	 	ILO	statistics.	KILM	analysis:	http://kilm.ilo.org/
kilmnet/
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We know that ‘good management’ in 
general is important. But how do af-
rican	organisations	perceive	the	man-
agement gap, and what does it mean 
for	them?	We	posed	that	question	to	
four groups of people on the DeManD 
siDe of the management gap issue:

1) Big Business
2) sMes and entrepreneurs
3) ngos20

4) investors

across the board, the picture was 
gloomy.	Large	multinationals	and	pan-
african regional companies described 
how, faced with the twin challenges 
of fast growth and a dearth of lo-
cal talent, they are forced to import 
managers from overseas. When they 
do invest in developing local people, 
they	 are	 too	 often	 poached.	 Entre-
preneurs trying to catapult their busi-
ness	 to	 the	 next	 stage	 of	 growth	 de-
scribed	 how	 they	 struggle	 to	 attract	
the people to help them make their 
dreams	 reality,	 and	 too	often	end	up	
trying to do everything themselves. 
ngos cited a lack of human capacity 
as	 one	 of	 the	 top	 constraints	 for	 ex-
panding their impact, and said they 
struggled to meet donor demands 
for	 professionalisation.	 Investors	 said	
they were keen to pump money into 
the	 continent,	 but	 that	 often	 finance	
needed	to	be	accompanied	by	exten-
sive managerial support, which too of-
ten	renders	smaller	deals	unprofitable.	

this chapter draws on the interviews 
conducted	 to	 examine	 in	more	detail	
what the management gap means for 
each of these groups of people.

20  the sample for ngos was small, and will need 
to	be	expanded	for	a	more	complete	analysis.

Big Business

1)	 DepenDenCe on expats
Multinationals	 and	 pan-African	 re-
gional	firms	have	relatively	deep	pock-
ets and strong brand power which 
should	arguably	position	them	well	to	
attract	the	cream	of	a	very	small	crop	
of good managers. yet given the pace 
of growth in many african markets, 
alongside the dearth of local talent, all 
interviewees from this group said they 
still	 struggled	 to	 find	 good	managers	
across	 levels,	 and	 often	 imported	 ex-
patriates	for	senior	positions.		

International consumer goods firm: 
There is a lack of strong talent, which 
means our country managing directors 
are almost always expats, so are heads 
of manufacturing, sales, distribution. 

South African food group: There’s a 
huge management gap in the markets 
where we operate. If we try to source 
managers and leaders in the local 
market from outside the company, it’s 
difficult to find good people. It’s not 
easy to find good talent even within 
our operations.

Nigerian bank: We often have to expa-
triate people even at a very low level. 
Today we even had to move bank tell-
ers from Cameroon to Chad. Most of 
our CEOs operate in countries that are 
not their own.

International professional services 
firm: With the increased interest of 
Chinese companies in Africa, we find 
that there’s a strong business case, but 
a real lack of experience and exper-
tise, which means that promotions to 
higher levels have been faster, and not 

Chapter two:
Understanding the ManageMent gap:  
What does it Mean?

What Does the Management gap Mean for you?

Big Business Dependence	on	expats	;	Fierce	competition	for	talent	-	Train	and	poach	cycle	

sMes/entrepreneurs Limits	growth;	Founder’s	Syndrome;	Little	appetite	for	up-side	benefits

public sector/ngos Limits	impact;	Can’t	match	private	sector	salaries;	Donors	require	new	skills

investors Constrains	deal-flow;	Hands-on	involvement;	Management	incentives

table 2.1: What does the management gap mean for you?
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always underpinned by the same expe-
rience or expertise that a South African 
(or western) partner would have.

International media company: In Af-
rica, our managers still come mostly 
from the outside. Finding the neces-
sary skills is a challenge. We don’t 
WANT to hire foreigners, we really 
want to hire locally, but the fact that 
we still can’t is really a mark of the fact 
that those people aren’t there.

2)	 fierCe CoMpetition: train anD 

poaCH CyCle
While	many	multinationals	source	se-
nior	 managers	 internationally,	 most	
also strive to generate their own tal-
ent,	partly	due	 to	 indigenisation	 laws	
in some countries, and partly for cost 
and business-related reasons. some 
work	 hard	 to	 attract	 Africans	 from	
the	Diaspora.	They	often	 invest	heav-
ily	 in	 young	 managers,	 putting	 them	
through	sophisticated	internal	training	
and	development	systems,	sometimes	
including overseas courses. some said 
they	were	starting	to	develop	a	pipe-
line of local leaders, but others said 
good	people	were	too	often	poached	
by rivals or local companies. the sup-
ply-demand imbalance meant well-
educated	young	managers	sometimes	
lacked drive because a good job came 
too easily, while others noted that 
skilled managers were simply over-
priced, especially given that they usu-
ally needed further training anyway:

International consumer firm: We are 
trying to limit the number of expatri-
ates, and I think in a generation to 
come our programmes will have devel-
oped that pipeline of talent.

Nigerian foundation: As soon as some-
one is trained, someone else grabs 
them. It’s not that no one wants to 
train, it’s that you spend a lot on train-
ing then you lose them. It’s a tough cy-
cle, and we have to find a way to break 
that cycle.

Pan-African mobile telecoms provider 
(Rwandan office): There is no competi-
tion for the job, so there is then com-
placency.  

Nigerian bank: When we started we 

did not have a pipeline, so we target-
ed (our banking rivals)... Now we are 
building our next generation of CEOs 
– they are sent to do attachments in 
different countries. So in another 2-3 
years we hope we won’t need to be 
sourcing our CEOs externally, we will 
have home-grown CEOs which have 
our organisational DNA, and can mod-
el our values.

International media firm: In the rare 
cases where we can find good people, 
they are in such demand that either 
we can’t afford them, or they can af-
ford to take it so easy in a senior post 
because there’s no reason for them to 
work hard.

sMes and entrepreneurs 

1)	 talent gap liMits groWtH
Management is also an issue for 
smaller	 firms.	 African	 entrepreneurs	
struggle to recruit the people who can 
help	 take	 their	 fledgling	 businesses	
to	 the	 next	 level	 of	 growth,	 particu-
larly	 after	 funding	 has	 been	 secured.	

Zambian start-up: I think our biggest 
challenge will be on Jan 1 (post fund-
ing) when we need to grow really 
quickly and find, recruit and train re-
ally competent managers.

South African SME programme: We 
did a workshop the other day and the 
entrepreneurs were saying we need 
someone that can manage and that I 
can trust, but there just aren’t the skills 
here. They were citing (the manage-
ment gap) as a major challenge – who 
do I trust my baby with?

2)	 CoMpoUnDs ‘foUnDer’s 

synDroMe’
Entrepreneurs	 find	 it	 particularly	
challenging	 to	 find	 the	 kind	 of	 self	
starters	 and	 all-rounders	 required	
for early-stage ventures. the risk is 
that this will compound the all-too-
common ‘founder syndrome’ and lay 
the	 foundation	 for	 another	 wave	 of	
hierarchical, owner-driven compa-
nies	 –	 a	 major	 organisational	 chal-
lenge	 across	Africa,	which	will	 be	 ex-
plored in more detail in Chapter three.  

Chapter two:
Understanding the ManageMent gap:  
What does it Mean?
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Kenyan start-up: On the management side 
it’s been a challenge to get people who can 
lead teams well, who can take a project 
and make it grow. Either you find people 
who are smart but lack experience or who 
have necessary experience but struggle to 
come up with solutions. And that has been 
the case since we started. There are not 
many people who can get things done the 
way I would do them. 

3)	 LITTLE	APPETITE	FOR	uP-SIDE	

inCentives
the entrepreneurs interviewed noted 
that in an already small talent pool, the 
risk	profile	of	start-ups	was	often	a	deter-
rent for managers who would prefer to 
work	for	a	 large	prestigious	firm	or	 inter-
national	NGO	with	a	steady	salary.	Equity	
and other high-risk high-reward incen-
tives	 that	 are	 commonly	 used	 to	 attract	
talent in western start-ups did not ap-
pear	to	be	effective.	Interestingly,	the	en-
trepreneurs	 interviewed	 –	 both	 Africans	
and	 expatriates	 working	 in	 Africa	 -	 said	
that,	 like	 the	multinationals	 and	 regional	
companies,	 they	 had	 sometimes	 turned	
to foreigners to help build their manage-
ment	teams,	recruiting	young	Westerners	
who	 wanted	 the	 experience	 of	 working	
in africa and in a start-up environment: 

Zambian start-up: “If we were in Canada, 
the UK or US we would have a line of peo-
ple who would want to work in a start-up, 
have a stake, develop themselves. Being 
in Zambia, anyone with means or educa-
tion goes to work for banks, government 
or international NGOs. We want to expand 
into other countries, we won an award for 
best mobile start-up in Africa, and I have 
to pinch myself to understand why people 
aren’t banging on our door. If you were in 
California the best people flock to work 
for start-ups. In Zambia there’s not a lot of 
jobs, but for educated people there is a lot 
of opportunity and working for a start-up 
is unknown.

The gap is finding African managers that 
are going to be with us for 5 years, and will 
grow with us. There is no easy answer to 
this.

ngos:
Our	initial	sample	was	skewed	heavily	to-
ward the private sector, and interviews with 
organisations	particularly	in	the	public	sec-
tor	still	need	to	be	conducted.	But	initial	re-
search	surfaced	several	interesting	themes	
which	are	particularly	 relevant	 for	NGOs:

1)	 talent gap liMits iMpaCt
as with sMes and entrepreneurs, ngos 
said that their inability to recruit strong 
managers had a direct impact on their 
ability to grow, and therefore to achieve 
the social and environmental impact they 
were	 targeting.	 A	 recent	 Gordon	 Insti-
tute of Business science survey on capac-
ity building for social entrepreneurs and 
civil	 society	organisations	 in	southern	Af-
rican,	 highlighted	 gaps	 in	 staffing	 as	 the	
second most pressing issue for the sec-
tor,	 after	 financing21.	 A	 quarter	 (23.9%)	
of	 survey	 respondents	 said	 “attracting	
and	 retaining	 skilled	 staff”	 was	 one	 of	
the	two	things	their	organisation	needed	
most	 to	 reach	 its	 fullest	 potential.	 Over	
70%	agreed	with	the	statement:	“I	believe	
my organisation	would	truly	perform	bet-
ter	 with	 effective	 training	 in	 managing	
and	motivating	staff	/	human	resources.”	

2)	 ngos strUggle to CoMpete for 

Best Managers
Like	 big	 business,	 NGOs	 also	 find	 them-
selves trapped in a cycle where trained 
staff	are	quickly	poached,	and,	like	entre-
preneurs, struggle to compete with larger 
employers	in	terms	of	salary	and	incentives.	

GIBS Report:

“The one thing we need to perform even 
better is being able to attract people to 
implement our programme, and then to 
keep them,” said one interviewee in rural 
South Africa.

“There are a lot of people that you work 
with to skill them up, and as soon as they 
do that, they leave. They mostly will go to 
government and to the NGOs that pay bet-
ter.”

21  Changing the way we do business: A scoping 
project on capacity building for civil society and social 
entrepreneurs in southern Africa, the Centre for leader-
ship	and	Dialogue,	Gordon	Institute	of	Business	Science	
(giBs), 2011
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NGOs	 and	 activist	 groups	 in	 some	 coun-
tries	found	that	they	were	able	to	attract	
top	 talent	 before	 political	 transition,	 but	
had since seen managers absorbed by 
government departments and increasing-
ly the private sector.

GIBS report: “After independence, 60 per-
cent of those working in civil society were 
absorbed into the new government, so 
there is a huge capacity gap that exists to 
this day,” said one interviewee in Namibia.

3)	 sHifting Donor DeManDs
With the demand for increased profes-
sionalism from donors, the strong major-
ity	of	participants	said	their	organisations	
need training in key skills, such as “moni-
toring	 and	 evaluation,”	 “media	 relations	
and	 communications,”	 “project	 manage-
ment,” and “leadership.”

“Capacity building is very crucial. We need 
capacity building on managing our re-
sources, both our funding and our staff, as 
well as how to produce useful materials 
that could be used at the grassroots,” said 
one interviewee in Zimbabwe.

investors
We	 spoke	 to	 a	 major	 African	 private	 equity	
fund, as well as the african venture Capital as-
sociation	and	several	impact	investment	funds,	
which typically invest in local start-ups or social 
enterprises, to understand the challenges for 
investors. 

1)	 DEAL-FLOW	CONSTRAINT
a lack of management talent represented 
one	of	the	biggest	constraints	for	deal-flow	
and for the performance of investee com-
panies. the two impact investors noted that 
attracting	talent	to	agricultural	businesses	
in rural areas was even more challenging:

Pan-African impact investor: We’ve shifted 
our thinking from finance being the big 
problem, to management being the big 
problem. It’s hard to think of any more 
significant challenge in terms of realising 
economic potential.

Ghanaian impact investor: The biggest 
constraint (for our investee companies) 
post-investment is the shortage of talent. 
It’s really hard to find talented people that 

want to work for agricultural businesses 
and don’t want to work in rural areas.

2)	 HANDS-ON	INvOLvEMENT
investors in african companies tend to 
play	 a	 hands-on	 role,	 sometimes	 filling	
the management gap themselves. they 
frequently	 extract	 value	 by	 becoming	 in-
volved	 in	 operational	 issues.	 Inevitably,	
this restricts returns on smaller deals, 
and	 exacerbates	 the	 ‘missing	 middle’	
funding problem that many small and 
medium	 size	 businesses	 experience:

Pan-African PE firm: For a private equity 
investor, deals are usually about financial 
engineering - you tweak a few things then 
flip the business. But in Africa you have to 
be more operationally involved. We are 
investing in fewer companies with larger 
amounts as an ACTIVE investor. For exam-
ple, for one of our Nigerian investments, 
we recently redesigned the distribution 
network, we designed a sales incentive 
scheme, we centralised the procurement 
function. You really have to roll up your 
sleeves, because management skills are 
not there, and if they are, then they are 
overstretched. 

International management consulting 
firm: Often in Africa you find the PE firms 
have two teams – a financial team to 
structure the deal and a portfolio team to 
support management.

3)	 ManageMent inCentives
Investors	 worldwide	 pay	 close	 attention	
to the management team of investee 
companies, but in africa they said the 
personnel issue was of paramount impor-
tance,	because	attracting	and	 retaining	a	
strong team could represent such a huge 
competitive	 advantage.	 As	 such,	 deals	
are	 often	 structured	 with	 heavy	 incen-
tives	for	good	managers	to	stay	involved:

Pan-African PE firm: “The quality of man-
agement just isn’t where it needs to be. 
It’s almost the top decision criteria when 
we look at investment decision. You HAVE 
to ensure you retain management, so we 
usually include an earn-out structure, you 
have to give them equity and incentives, 
because it’s so tough to find quality man-
agement to replace them if they leave.
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We know that strong managerial skills 
are	 required	 to	 drive	 Africa’s	 next	
stage of growth and development. 
We	 also	 know	 that	 multinationals,	
large	 regional	 and	 national	 players,	
entrepreneurs, investors, government 
departments	 and	 NGOs	 all	 battle	 to	
recruit, retain and develop strong 
management teams. 

But what kinds of managers are re-
quired	 to	 run	 strong,	 competitive	 or-
ganisations	in	tune	with	the	complexi-
ties	 of	 African	 markets?	 What	 kinds	
of skills, competences and behaviours 
does	 the	 ‘ideal’	 African	 manager	 ex-
hibit? Which of these are currently 
missing?	An	experienced	senior	execu-
tive	 from	 Kenya	 interviewed	 for	 this	
research commented:

“There is a multiplicity of under-
standing around standards for good 
management in Africa. There are no 
basic foundations and wide discrepan-
cies in terms of the way people and 
resources are managed. That leads 
to extreme disappointments in deliv-
erables. There needs to be a common 
understanding about what good man-
agement IS in an African context.”

this chapter begins that process of 
building a “common understanding 
of what good management is”, and 
should	 be,	 in	 an	 African	 context.	 It	
identifies	 six	 characteristics	 that	 Afri-
can employers would like their manag-
ers	to	exhibit.	(We	will	probably	need	
further	analytical	work	to	build	 these	
characteristics	 into	 a	 framework,	
but they could eventually be used to 
form the basis of any new curricula; 
or a scorecard, to which we might ask 
members of an aMi register or net-
work to adhere. We may also need 
greater	granularity	around	this	data	–	
one	 option	 for	 future	 research	might	
be	to	expand	the	sample	to	build	sets	
of	 characteristics	 for	 each	 employer	
group eg Big Business, sMes, public 
sector etc).

impactful african managers should 
have:

1) personal drive:	 Organisations	
across	 the	 board	 require	 manag-
ers	with	greater	initiative,	personal	
drive	and	 results	orientation. too 
often,	 managers	 fail	 to	 take	 per-
sonal responsibility for delivering 
results and wait to be told what 
to do. this was probably the most 
frequently	 cited	problem,	 and	 in-
dicates	that	any	new	intervention	
will	 need	 a	 strong	 focus	 on	 atti-
tude and personal development.

2) planning skills: Basic planning 
skills are sorely lacking. respon-
dents said that managers fre-
quently	lacked	the	ability	to	drive	
and	manage	a	project,	particularly	
if	it	required	working	across	func-
tional	silos.	This	was	cited	consis-
tently	across	different	levels	of	or-
ganisation,	and	may	be	an	area	for	
a	‘quick	win’.	Several	respondents	
said	a	high	quality,	practical	proj-
ect management and work readi-
ness course could be the single 
most immediately useful interven-
tion.	

3) Ethics and integrity: Questionable	
ethics	 is	 a	 significant	 managerial	
challenge	for	organisations	across	
the board. employers want re-
sourceful but honest employees, 
with a strong sense of personal 
ethics. educators felt that ethics 
should be integrated into pro-
grammes and courses, rather than 
taught as a stand-alone subject.

4) Critical thinking skills: Many man-
agers lack problem solving skills, 
in part due to an old fashioned 
education	 system.	 Some	 respon-
dents also cited a lack of strate-
gic thinking. several respondents 
noted	that	 improved	analytic	and	
decision making skills would en-
able managers to display greater 
initiative	(point	one).

5) practical experience: local afri-
can	managers	often	 lack	practical	
experience.	At	the	lower	level,	ba-
sic work readiness skills such as it 
literacy and working in teams are 
lacking. at a more senior level, 
managers are inhibited by an un-
derdeveloped business ecosystem 

Chapter three:
Understanding the ManageMent gap:
What kind of Managers does africa need?
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and	lack	of	international	exposure.	
across levels, managers struggle 
to translate management theory 
into	 practice	 on	 the	 job.	 More	
practical	 programmes,	 action	
learning,	 inter-country	 exchanges	
and a greater emphasis on intern-
ships, placements and work readi-
ness skills could help address this 
problem. 

6) Flexibility: african economies 
need	a	special	kind	of	manager	–	
one who is comfortable with the 
complexity	and	(sometimes)	chaos	
of dynamic markets. some respon-
dents characterised this as the 
need for entrepreneurial thinking, 
others	said	it	was	about	flexibility	
and agile decision making. Most 
commented that educators could 
help	cultivate	this	competence	by	
integrating	 more	 action	 learning	
and locally relevant material into 
programmes.

Each	 of	 these	 competencies	 are	 ex-
plored in more detail below.

personal Drive
Many interviewees emphasised the 
attitudinal	dimension	of	 the	manage-
ment	 gap,	 rather	 than	 the	 functional	
or technical challenge. 

respondents across large and small 
countries	said	that	too	often,	manag-
ers	in	African	organisations	lack	initia-
tive	and	personal	drive:

Nigerian HR consultant: When faced 
with a challenge, I would assume that 
people would use initiative to solve the 
problem, but you get ‘no you didn’t 
tell me’. For some reason initiative has 
been killed, and people just follow or-
ders. I would guess that this is a conse-
quence of rote learning in schools and 
universities.

Ghanaian Impact Investor: Not many 
people are used to taking initiative 
and used to leading – people who can 
instinctively identify problems and just 
run with them. 

Zambian start-up: Finding people 
who are motivated to be productive 
is a challenge. INITIATIVE is a big one. 
People will very rarely come to me as a 
manager and say I’ve spotted a prob-

lem and here’s a solution. People will 
wait to be told there’s a problem, and 
told how to fix it. I’m looking for a per-
son who takes initiative, who doesn’t 
kiss ass but who gets things done 
properly and on time, meets dead-
lines and deliverables that they set 
for themselves ... When someone puts 
their hand up to take responsibility for 
something, and when I can trust them, 
then that is priceless. That’s the holy 
grail of a good competent person.

Many respondents wanted to see 
greater focus on results rather than 
inputs. this included taking personal 
responsibility for outcomes. 

Nigerian bank: People don’t under-
stand performance and targets – it 
goes back to people not taking respon-
sibility.

Nigerian consumer goods firm: People 
tend to abdicate responsibility. 

South African bank: Managers lower 
than country executives tend not to 
take responsibility and ownership. 
People aren’t feeling the fire in their 
belly, they are passing the buck on, the 
ownership and responsibility. That’s 
what came through strongly from our 
employer opinion survey.

planning skills anD proJeCt 

ManageMent 
respondents repeatedly stressed the 
need to entrench the basic building 
blocks of management in place. the 
term ‘project management’ here in-
cludes formal project management, 
but also the basics of business planning:

International consumer firm: The basic 
skills are missing: the ability to plan 
and organize yourself and set priori-
ties, basic planning and organizing. 
If people could understand the basics 
of planning properly – how do you set 
goals and direction, that would go a 
long way.

Nigerian consumer firm: There’s a lack 
of discipline, planning ... Organisa-
tional skills, time management, plan-
ning and analysis are definitely weak-
nesses. Getting people to drill down in 
a planning context is a challenge. 
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South African business school: I still 
think we just need really strong sys-
tems people, box tickers who move 
the machinery forward ... There are 
basic technocratic skills: how to run 
a project, how to write a report, how 
to transform data into concepts that 
could inform decisions.

Zambian start-up: Project manage-
ment. Not high end strategy or market-
ing jargon, but project management is 
a skill that is SO applicable to organ-
isations anywhere in the world that if 
you can do it you will do well. Manag-
ing budgets, teams, timelines etc. 

Pan-African SME programme: My ex-
perience is that people’s competence 
in getting things done is pretty limited. 
People don’t get things done properly. 
Project management skills - How do I 
manage my time, priorities, project, 
how do I mobilise resources and make 
sure we stay on track?

some respondents characterised this 
need	simply	as	good	execution:

South African business school: The big-
gest single thing that is missing is ex-
ecution. 

Pan-African PE firm: We look for execu-
tion. We can add the strategic thinking 
as investors, but we want managers 
that can manage distribution in DY-
NAMIC environments.

etHiCs anD integrity
Most respondents cited strong ethics 
and personal integrity as a top prior-
ity,	 and	 an	 area	 needing	 attention.	
entrepreneurs and owner-managers 
in	particular	cited	examples	of	manag-
ers compromising on ethics and some 
respondents cited widespread corrup-
tion	or	theft:

Kenyan manufacturer: We can find 
good managers but there is no guar-
antee on the quality of the integrity. 
We find great people, very education-
ally smart, but our doubt is always in 
terms of integrity. Someone’s always 
putting their hand in the till. The cul-
ture is wrong.

Rwandan business school: Once a 
week I am absolutely shocked at 

some huge scam taking place under 
my nose. The campus is on the edge 
of a bad neighbourhood that has no 
plumbing and water – I have people 
from town living in my faculty houses 
and they’re selling water to the town 
– they’re getting rich as water brokers 
while we have huge water bills! There 
is serious corruption.

Ghanaian business school: Integrity 
– it is lacking to a large degree, we 
just need more people with integrity 
in the system, otherwise corruption is 
always going to be there.

East African unit of international for-
estry firm: One thing I think is missing 
is character, development of char-
acter. I’m not sure organisations are 
really addressing this, it’s a constant 
fight. Ethics and character are ex-
traordinarily important.

SME unit at Kenyan business school: 
Business ethics comes up all the 
time – especially legal, finance and 
insurance professionals - the percep-
tion is that these people shouldn’t be 
trusted! There needs to be something 
about ethical behaviour. 

some respondents linked the ethical 
issue	 with	 cultural	 norms,	 citing	 an	
emphasis on community and loyalty 
(explored	 in	 more	 detail	 in	 the	 next	
chapter),	 which	 sometimes	 clashed	
with western standards around gover-
nance:

Business education NGO: There are 
things that don’t get taken into ac-
count when the western model is just 
transplanted. The line is often blurred 
between the individual and the busi-
ness. There’s something more amor-
phous in the way people deal with 
finances. What is ethical in different 
contexts, is there a universal set of 
rules or is it contextual? Having a good 
understanding of ethical behaviour 
and understanding of your actions and 
how it relates to community and soci-
ety around you is very important.

this underscores the point made ear-
lier,	 that	 any	 intervention	 aimed	 at	
strengthening management in africa 
will need to build awareness and a set 
of standards around what good man-



17

agement should look like in an african 
context.	This	should	also	include	local-
ly relevant case studies and materials, 
as	 well	 as	 frank	 conversation	 around	
the	realities	of	decision-making	in	dy-
namic	 markets.	 There	 were	 different	
views on the role of business schools 
and training providers in addressing 
the ethics issue. some stressed the 
need for business schools to be be-
yond reproach, and urged an aspira-
tional	approach:

Nigerian business school: Ethics is 
at core of what we do. This business 
school placed so much emphasis on 
modelling good ethical behaviour that 
half the school has been left unfinished 
because it refused to pay bribes.

Nigerian bank: We are very rigorous 
on teaching ethics. We tried to get ex-
perienced people from across the re-
gion, and we bring it into every course. 

Others	 advocated	 a	 more	 pragmatic	
approach	 to	 the	 ‘realities’	 of	 doing	
business in african economies:

International media firm: There’s a 
difference between integrity within 
the company – which is absolutely es-
sential, you can’t get away with that. 
But whether they bend the rules out-
side the company, in the marketplace, 
maybe that’s another question. 

Russian business school: You have cor-
ruption left, right and straight ahead, 
what are you going to do? The tradi-
tional approach is a course in ethics. 
But I don’t see my role as being a mis-
sionary, and what gives me the right 
to judge what is right and wrong? It’s 
about making people aware of what’s 
going on, aware of the ethical dilem-
mas they will face and equipping them 
to make choices and to live with those 
choices. You need to teach and mentor 
and coach that in the context of REAL-
ITY.

CritiCal tHinking skills
employers want managers who can 
make decisions, analyse problems, 
and	think	critically.	

Most respondents said these skills 
were lacking among african managers. 
several again linked this gap to poor 

mainstream	 education,	 which	 pro-
duced graduates well versed in memo-
rising theory, but with limited ability 
to	 think	 for	 themselves	–	a	 recurrent	
theme during this research: 

Rwandan business school: We’re try-
ing to show that there’s a real payoff in 
learning how to think. Critical thinking 
is really really lacking, and I’m trying 
to mentor instructors to develop that. 

Nigerian consumer goods firm: Analy-
sis is definitely a weakness ... There is 
not enough emphasis on practical and 
critical thinking.

International consulting firm: Certain 
skills are not built at schools – problem 
solving, for example.

Some	respondents	linked	critical	think-
ing	 and	 analytical	 skills	 to	 decision	
making,	particularly	in	a	dynamic	mar-
ket	 context,	 and	 to	 the	 ability,	 men-
tioned	 earlier,	 to	 take	 initiative	 and	
responsibility for delivering results:

Pan-African PE firm: We need people in 
Africa who can make decisions quickly. 

South African business school: We 
need to see speedy decision making 
based on solid analysis of appropriate 
information – so many organisations 
just don’t take decisions and the dam-
age is huge. There is a fear of making 
the call. 

Business education NGO: Certainly we 
need to see more critical thinking and 
the ability to assess information for 
decision making.

East African forestry firm: To be prob-
lem and solution focused. I make mon-
ey by solving problems and I ask my 
managers to do the same.

some respondents, although surpris-
ingly	 few,	 said	 that	 improved	 analyti-
cal skills needed to be supplemented 
with	better	strategic	thinking.	Interest-
ingly, most respondents emphasised 
execution	 over	 strategy,	 noting	 that	
investors, consultants or highly-skilled 
senior	executives	could	usually	fill	this	
gap. However some respondents did 
note	that	having	a	larger	contingent	of	
strategic	thinkers	within	organisations	
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would	 generate	 the	 kind	 of	 initiative	
and planning skills discussed earlier:

International consulting firm: If you 
look at strategy – building and main-
taining your competitive advantage 
– those companies that have this ca-
pability in senior management do well, 
those that have that at mid manage-
ment do very well, but NO ONE has it 
institutionally. 

several respondents also argued that 
african companies would never transi-
tion	into	becoming	regional	or	even	in-
ternational	 players	without	 improved	
strategic	 abilities.	 These	 comments	
were echoed in the BCg report on af-
rica’s emerging corporate champions, 
which stressed that african companies 
wishing	to	transition	to	the	next	phase	
of	 regional	 and	 international	 growth	
would need to invest in developing the 
talent with the ability to think strategi-
cally and globally22:

Nigerian foundation: The ability to be 
strategic is really at a premium, every-
one wants to do everything. There are 
so many opportunities that no one can 
focus on what they are really doing. 
It’s about moving companies to the 
next level. 

praCtiCal experienCe
several respondents, in both larger 
firms	and	start-ups,	said	that	a	lack	of	
practical	 managerial	 experience	 was	
often	a	bigger	challenge	than	function-
al	skills.	This	was	often	due	to	under-
developed business ecosystems, par-
ticularly	 in	 smaller	 African	 countries.	
Apart	from	senior	executives,	few	man-
agers	had	been	exposed	to	best	prac-
tice	overseas,	or	to	the	same	breadth	
of	 different	 projects,	 markets	 and	
business scenarios as their counter-
parts in more developed economies: 

Nigerian bank: There is a big gap in 
the number of skilled and useful ex-
perienced people, it’s hard to get the 
breadth of experience.

Ghanaian impact investor: You find 
people with good qualifications but 
very little appropriate practical expe-
rience ... there isn’t a critical mass of 
companies that produce people with 

22  BCg report

this sort of experience. If they do, then 
they hold onto them. 

International professional services 
firm: I think it’s a lack of experience not 
a lack of skill. Due to limited exposure, 
it’s very difficult to build skills. The 
business ecosystems often aren’t as 
developed, so managers do not have 
the same experience and expertise, the 
client base is not as varied, and when it 
comes to more sophisticated work the 
market is so young that they haven’t 
had the same opportunity to build ex-
perience.

South African business school: If there 
are no businesses in, say, south Sudan, 
then how do you become a good man-
ager? 

Pan-African impact investor: The prob-
lem is that the business environment 
doesn’t MODEL how to be a good 
manager. So how do people get that 
experience?

Entrepreneurs	 also	 said	 experience	
was	lacking,	especially	those	operating	
in nascent industries such as technol-
ogy or media:

Kenyan start-up: The best guys are 
people who have been outside the 
country because this is such a new 
market. What we need to succeed is 
people with experience and then to lo-
calise it. That is a sticky point.

The	 lack	 of	 experience	 is	 often	 com-
pounded because managers are pro-
moted	 too	 quickly	 due	 to	 the	 talent	
shortage,	or	nepotism.	This	appeared	
to	 be	 particularly	 prevalent	 in	 the	
smaller countries:

Pan-African telecoms firm (Rwandan 
office): People come from university 
but what do they really know? They 
are put in a position because they 
know someone, but they have no ex-
perience and no idea what they should 
be doing. 

Zambian start-up: Because the skills 
shortage is so acute, someone in Zam-
bia who is lucky enough to get through 
high school and maybe university will 
end up in a bank or ministry and they 
quickly rise through the rank into roles 
where they don’t have the experience 
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and mentorship to be effective and ca-
pable.

the majority of respondents said 
young	 managers	 were	 often	 ill	
equipped	 for	 the	 practical	 realities	
of the workplace and lacked funda-
mental skills such as basic it, com-
munication	 and	 presentation	 skills:

Zambian start-up:  Basic Excel and 
Powerpoint, writing and communica-
tion. If someone can write an email 
that’s not all in caps then that’s great! 
Also, putting things in documents, 
writing reports, putting graphs to-
gether and managing spreadsheets, 
financial modelling. Standard business 
management skills – starting with a 
blank spreadsheet and mapping out 
forecast revs, expenses, set up a dash-
board that you can track your prog-
ress along. A lot of that is experience. 
In such a digital economy, people here 
can still go through school and not use 
a computer. 

Respondents	frequently	linked	the	lack	
of	‘work	readiness’	to	flaws	in	existing	
education	 and	 training	 programmes,	
noting	 that	 more	 practical	 pro-
grammes	grounded	 in	 the	 realities	of	
local economies, or short work-readi-
ness	or	short	but	high	quality	and	very	
practical	 project	 management	 cours-
es	 could	 quickly	 help	 close	 this	 gap:	

Ghanaian impact investor: There’s a 
lack of work readiness – and that’s 
partly about education. Education pro-
grammes in Ghana need to be more 
practical. I’ve been lucky enough to 
gain experience both inside and out-
side of Ghana. The emphasis at uni-
versities in the UK is much more on 
DOING stuff you’d be expected to do 
when you get into the workplace: in-
ternships, practical coursework and 
case studies.”

Nigerian consumer group: Africans in 
general work extremely hard. They 
quote Drucker chapter and verse, but 
they can’t apply it in a practical con-
text.

Clearly	experience	cannot	be	taught	at	
business school, or on a training pro-
gramme. But management develop-
ment	initiatives	can help	fill	this	void	by	

reforming curricula to include as much 
practical	 content	 as	 possible,	 and	 by	
placing more emphasis on intern-
ships,	placements	and	action	learning.

Kenyan manufacturer: You often get 
graduates from business school that 
are just not properly trained for the 
workplace... People know the textbook 
but not the realities.

flexiBility
Africa	needs	managers	who	are	flexi-
ble	and	comfortable	with	the	complex-
ity	and	(sometimes)	chaos	of	dynamic	
markets, who can think on their feet 
and	juggle	the	competing	demands	of	
high level strategy and on-the-ground 
issues such as keeping the genera-
tor fuelled. the challenges of african 
markets	 may	 also	 require	 managers	
with	 patience	 and	 extra	 resilience:

Nigerian HR consultant: Manag-
ers have to deal with the challenges 
around the basics. In my own company 
I have to deal with putting diesel in the 
generator! We need people who can 
multitask and juggle. Always juggling, 
ALL the time! Expect the unexpected. 
Versatility. Other managers can as-
sume that there will be basics in place, 
we can’t.

International media firm: Managers 
need extra resilience and the ability to 
deal with very practical issues, like the 
infrastructure, like the ‘officialdom’.

some respondents characterised this 
as the need for entrepreneurial think-
ing, others said it was about agile de-
cision making, and moving forward 
with	limited	resources	or	information:

International consumer group: People 
need to be versatile – there is a lot 
more complexity, even though the 
businesses are on smaller scale. Elec-
tricity is not a given, sometimes find-
ing skilled people in the areas where 
we work is a challenge, so that means 
you’re running expensive, sophisti-
cated equipment with people with no 
skills.

Russian business school: In much if not 
all of the African continent, certainly in 
other transition economies, you have 
institutional gaps, limited talent, a lot 
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of uncertainty ... You’re going to have 
to work with whatever is there. You 
won’t always have a choice, so how do 
you move forward without having the 
ideal team in place?

Pan-African PE investor: We look for 
people who can make decisions quickly 
with limited info.

Pan-African impact investor: Doing 
business at the Base of the Pyramid 
(BoP) or in rural areas is very complex. 
It’s a distributed market that is not 
well organised. So you need manage-
ment systems that can coordinate very 
disperse data into your business, and 
learn how to make decisions based 
on that. This kind of business requires 
very advanced capabilities, it is inher-
ently hard to manage, and when put it 
in context of the lack of general man-
agement capabilities it’s really hard.

again, respondents commented 
that	 educators	 could	 help	 culti-
vate this competence by inte-
grating	 more	 action	 learning	 and	
locally relevant material into man-
agement development programmes:

Nigerian business school: We empha-
sise local relevance and an under-
standing of the environment. For ex-

ample, in operations management, we 
don’t bother with the Just-In-Time in-
ventory method – you come and teach 
that in Nigeria and you will be dead. In 
Nigeria it’s just in case not just in time!

ConClUsion
This	chapter	identified	six	sets	of	skills,	
competences	 and	 characteristics	 that	
African	managers	should	exhibit.	These	
are	the	characteristics	that	new	man-
agement	education,	training	and	devel-
opment	efforts	should	aim	to	cultivate.

the following chapter will consider 
the	 context	 of	 management	 in	 Afri-
ca:	At	what	 level	 in	organisations	are	
the	 gaps	most	 critical?	Where	do	we	
face systemic and cultural challeng-
es? What are the major roadblocks 
we will have to circumvent to im-
prove	management	 quality	 in	 Africa?
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this chapter is the third part of the ‘De-
mand’ side of the report, which seeks 
to understand the management gap. it 
considers	 the	 organisational	 and	 sys-
temic challenges that need to be un-
derstood to complete the demand-side 
picture.	 It	 identifies	 six	 key	 organisa-
tional	 and	 systemic	 challenges	which	
any	 effort	 to	 promote	 management	
development in africa will need to 
consider.	They	are	summarised	briefly,	
then	 explored	 in	 more	 depth	 below.

1) the middle management Gap: af-
rica’s most pressing problem is at 
the middle management level: the 
‘engine room’ that drives organisa-
tions.	There	is	a	huge	gap	between	
often	very	competent	senior	execu-
tives	 with	 foreign	 education	 and	
exposure,	 and	 middle	 and	 lower	
level managers who lack basic work 
readiness	 skills,	 and	 have	 experi-
enced	little	or	sub-standard	training	
and development. Middle manag-
ers	 lack	 exposure	 to	 management	
best	practices,	and	even	when	they	
have some grasp of theory, are rare-
ly able to apply it at work. 

2) cultural hierarchy:	 There	 is	 little	
point in developing managers with 
initiative	if	they	are	not	allowed	to	
flourish.	 Many	 respondents	 cited	
the	need	for	wholesale	shifts	within	
organisations	from	rigid	hierarchies	
to meritocracies, where individuals 
are	held	to	account,	and	innovation	
is	allowed	to	flourish.	This	was	often	
characterised as a ‘cultural’ and sys-
temic	issue	that	would	require	cre-
ative	thinking	and	extensive	work	to	
overcome. Change must happen at 
an	organisational	 level	 and	will	 re-
quire	buy-in	from	senior	executives.	
strong performance management 
systems would represent a major 
first	step.

3) lack of operational systems: as dis-
cussed earlier, african companies 
often	struggle	to	progress	from	the	
locally successful owner-manager 
stage	 to	 the	 next	 level	 of	 regional	
and	even	international	growth.	This	
is partly due to a failure to imple-
ment	 company-wide	 systems	 –	
from	both	an	operational	and	gov-

ernance	 perspective	 –	 to	 reduce	
dependence on a strong founder 
or	 leader.	 There	 is	 no	 systematic	
transfer of knowledge and a lack of 
long-term	 thinking.	 Organisations	
need	 operational	 systems	 that	will	
professionalise companies and im-
prove	execution.

4) low willingness (and ability) to 
pay: Most african business schools 
and	 quality	 training	 programmes	
are	too	expensive	for	ordinary	man-
agers and for all but the largest 
companies	and	organisations.	MBAs	
–	at	$5-20,000	-	are	only	for	an	elite	
few.  the economics of the western 
business school model simply does 
not add up for most africans, and 
any	new	effort	will	need	innovative	
thinking	to	create	a	new	price-qual-
ity	 paradigm,	 to	 build	 flexible	 pay-
ment	 options,	 and	 to	 create	more	
accessible products (see chapter 8).

5) rural/urban divide: given the ur-
ban	migration	 of	 young	 talent,	 or-
ganisations	 in	 rural	 areas	 have	 a	
particularly	 tough	 time	 recruiting,	
retaining and developing strong 
management teams. Most business 
schools and training programmes 
are located in urban centres, mean-
ing they are inaccessible for huge 
swathes	of	the	continent.	We	need	
solutions	 that	 will	 use	 technology	
to reach remote geographies, and 
to	 creatively	 channel	 resources	 to	
rural areas.

6) poor pre-tertiary education: in 
more developed countries, man-
agement development programmes 
build on the basics taught by prima-
ry,	 secondary	 and	 usually	 tertiary	
education	 systems.	 In	 Africa,	 basic	
education	 levels	 are	 significantly	
lower,	 and	 employees	 often	 arrive	
at a managerial level without hav-
ing developed the strong numeracy 
and	literacy	skills,	IT	proficiency	and	
critical	 thinking	 competences	 re-
quired.			

Chapter Four:
Understanding the ManageMent gap:
 organisational and systeMic challenges
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MiDDle versUs senior ManageMent:
When	 asked	 to	 identify	 the	 biggest	
and most urgent talent and skills gap 
for	 African	 organisations,	 most	 re-
spondents cited middle management. 

Major	companies	or	units	of	multina-
tionals	 often	 recruit	 senior	managers	
from	 overseas,	 sometimes	 from	 the	
African	Diaspora	 –	 (interestingly,	 sev-
eral employers noted that more afri-
cans were returning home, given bleak 
economic	conditions	elsewhere).	They	
often	 send	 top	 home-grown	 execu-
tives	 overseas	 for	 management	 de-
velopment courses at the world’s best 
business schools. Meanwhile middle 
managers are usually educated at 
home,	and	have	had	little	in	the	way	of	
practical	training	and	experience.	The	
gap between the two sets of managers 
is	often	huge:

Nigerian HR consultant: There seems 
to be a disconnect between middle and 
senior management. Senior managers 
are SO much better qualified and ex-
perienced, middle and lower manage-
ment need to be brought up to speed.

Nigerian consumer firm: At a senior 
level I can get Nigerians from abroad. 
Juniors you can develop. But strong, 
quality middle management or lower 
senior, that’s where we struggle.

International media firm: I would think 
probably the middle level is where 
there’s greatest need. At higher lev-
els you can usually find someone from 
the elite, groomed at a multinational. 
At that middle level it’s tough – it may 
also be an age thing, because of the 
collapse of education in 70s and 80s, 
not just because of training but be-
cause that generation didn’t have ba-
sic education.
Ghanaian impact investor: We’re look-
ing for normal rank and file manag-
ers – middle managers, someone re-
sponsible for production, for sales, 
accounts. You find people with good 
qualifications but very little appropri-
ate experience.

the lack of strong ‘engine room’ tal-
ent	means	 that	 organisations	 end	 up	
relying too heavily on a small handful 
of	strong	senior	executives.	Obviously,	

this	 impedes	 growth,	 because	 execu-
tion	is	weak,	and	compounds	‘founder	
syndrome’:  

Pan-African PE investor: From a pri-
vate equity perspective, we find that 
the top level are pretty good and the 
bottom are OK. But the middle manag-
ers are a disaster. The CEO, CFO can’t 
do everything, but they don’t have the 
people to implement and execute at 
mid management level.

Some	multinationals	and	large	region-
al	firms	are	 trying	 to	develop	a	pipe-
line of future leaders through concert-
ed middle management training and 
development:

International consumer firm: We bring 
in expats for senior jobs and find that 
they are at a much higher level than 
local teams. So we are starting at the 
bottom and middle and feeding the 
pipeline. The biggest win over time 
would be getting solid entry of people 
coming through. 

South African bank (Lesotho unit): 
Middle managers – that’s where things 
happen. Execution. We’re not short of 
high-level execs, and if we are it’s be-
cause our feeder system isn’t good. So 
if we get it right at middle manage-
ment level we will get good execs.

several respondents cited a lack of 
quality	 training	available	 for	 this	con-
stituency,	 noting	 that	 management	
development	 programmes	 –	 both	 in-
side	companies	and	at	external	institu-
tions	–	tend	to	focus	on	either	execu-
tive	leadership	or	on	small	businesses.	
That	 left	 a	 gap	 in	 the	 market	 at	 the	
middle management level. leader-
ship has become a fashionable focus 
for western business schools and for 
the management training market in 
developed countries, and some re-
spondents wondered if there was risk 
of	 importing	 that	 emphasis	 to	 Africa	
prematurely, before the basics are well 
entrenched:

South African bank: There’s been a 
lot of focus on the ExCo, and a lot on 
graduates, but nothing on that middle 
level. That’s a very broad layer, but 
they are the future leaders. 
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Pan-African SME programme: The for-
eign business schools starting to en-
ter Africa are focusing on leadership 
at the senior level – possibly because 
that’s where the money is. But the gap 
may be lower – middle management. 
You can only do leadership once you’ve 
got the basics right.

South African business school: I still 
think we just need really strong sys-
tems people, box tickers who move 
the machinery forward. Everyone talks 
about leadership, and that IS impor-
tant, but there are basic technocratic 
skills: how to run a project, how to 
write a report, how to transform data 
into concepts that could inform deci-
sions.
South African business school: I would 
say the biggest need is at first line 
management – simply because that’s 
where people are acknowledged for 
the first time but not prepared and ca-
pacitated to lead. And also at middle 
management – managers of manag-
ers, or of supervisors. As that complex-
ity kicks in – moving into cross func-
tional thinking and systems thinking, it 
really starts to be a challenge. At the 
top level, because it’s so small, they’ve 
all gone to Harvard, and are well ca-
tered for.
However, several respondents on the 
supply	side	argued	there	was	still	work	
to	do	in	the	executive	suite.	They	not-
ed that addressing the managerial gap 
would	require	change	at	an	organisa-
tional	level,	which	clearly	needs	to	be	
driven by senior managers. the dean 
of	 an	 innovative	 emerging	 market	
business school outside of africa cited 
a	‘sequence	of	talent’,	and	argued	that	
systemic change must come from the 
top.	 From	a	 practical	 perspective,	 fo-
cusing on senior management may 
yield faster results:
South African business school: My gut 
would take me to exec suite – unless 
they’ve got the plot you won’t get too 
far.
Russian business school: Our focus is 
on what we call entrepreneurial lead-
ers, and that’s where you need to start. 
Yes, you will need lots of managers, 
but you need the people who will lead 
first. The initial challenge is to have 
a cohort of people with the network 
to support each other, who will lead 

change and will be change agents, can 
motivate and incentivise other people, 
then later on get professional man-
agement talent once there is an insti-
tutional setup. There is a sequence of 
talent. We were careful about identify-
ing that sequence of talent – not trying 
to do everything but do the first part.”
Nigerian foundation: If you’re trying to 
solve the mid level crisis you’re getting 
to that million level. If you focus on the 
elite then we can get that down to a 
few thousand and that’s something we 
can manageably pull off.

CUltUral HierarCHy
While	 many	 respondents	 expressed	
concern	about	individual	initiative	and	
personal	 results	 orientation,	 several	
noted that this could only be addressed 
in	tandem	with	a	shift	in	organisational	
culture.	No	matter	how	much	training	
we do to empower individual manag-
ers	to	take	initiative,	this	will	yield	little	
fruit	unless	organisations	move	from	a	
system of rigid hierarchy to devolved 
meritocracy.	 Organisations	 must	 also	
nurture that	 initiative	 and	 allow	 it	 to	
flourish.	Much	of	the	responsibility	lies	
with senior managers, who must dis-
mantle	 what	 is	 sometimes	 described	
as a culture of fear and authority in 
African	 companies	 and	organisations.	
some respondents cast this as a power 
issue,	using	the	words	‘nepotism’,	‘au-
thority’ and ‘hierarchy’.

International consulting firm: You can 
have great students coming out of uni-
versities and business schools. But if 
you get them 2-3 years after that after 
they’ve been in an African workplace 
it’s too late – they’ve had the initiative 
beaten out of them ... You get medio-
cre middle managers who have been 
conditioned to do what the boss said. 
That kills initiative and limits the vi-
sion of people at the  top because they 
can’t execute. And the bosses cultivate 
that because they train people to do 
what they say. 

Zambian start-up: People are very used 
to doing what they’re told. In Zambia, 
the boss sits behind a big desk, then 
there’s a bunch of people who push 
paper and try to appease the person 
above them. People are good at keep-
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ing themselves busy ... Organisations 
are very hierarchical and there are a 
lot of robots – people are good at do-
ing tasks, but not at critical thinking, 
making decisions etc – the kind of skills 
you need for a start-up.

Rwandan business school: I would 
say that the average manager is au-
tocratic, has the corner office, but is 
not a leader who walks around, re-
ally understanding how the business 
or organisation works. They are out of 
touch.

Business education NGO: There’s an ‘us 
against them’ culture – if you disagree 
with me or criticise me you are no lon-
ger loyal. We need to break down that 
ingrained sense of hierarchy.

other respondents characterised this 
as a cultural issue, and described a 
tension	between	a	 traditional	African	
emphasis on hierarchy and respect 
for elders, and a more western focus 
on merit, performance and account-
ability.	 Senior	 managers	 often	 lack	
the	 skills	or	 know-how	 for	delegating	
(an issue that will be addressed under 
‘Operational	Systems’	below).	Respect	
for	hierarchy	often	meant	that	middle	
and junior managers felt unable to 
challenge	 the	boss,	 inhibiting	 innova-
tion	and	creativity:

Nigerian consumer group: Culturally 
there is strong respect for your seniors. 
So even professional children find it 
difficult to challenge their fathers, and 
that carries itself into the workplace. 
Respect for experience and old people 
are not necessarily a bad thing, but 
it’s the way you use it. You need your 
people to challenge their bosses.

Business education NGO: I don’t claim 
to be an expert on culture, but I think 
there is an issue around trust and 
delegation. The ability to delegate is 
hugely important, and understand-
ing how to surround yourself with the 
right people with the right skills. 

South African business school: Cultural 
influence appears to hamper the de-
velopment of managers. The aspect 
of follower-leader has allowed African 
individuals to be much more capable 

at following, and executing under tight 
direction and command-control. But 
the challenge is that when faced with 
management they often struggle with 
authority, communication, results fo-
cus within a timeframe and then hold-
ing people accountable.

Interestingly,	one	South	African	region-
al	player	said	that	the	system	of	expat	
senior	 managers	 often	 compounded	
this	 problem,	 stifling	 local	 ambition	
and	expectation	for	advancement:

South African bank: If you have a for-
eign brand and an expat manager 
looking over you, all the power resides 
in the other. So there’s just no owner-
ship. (The expat system) feeds a pa-
ternalistic culture, very hierarchical, 
which doesn’t allow people to take 
ownership. Fear is too strong a word, 
but it’s about confidence – local man-
agers sometimes think that the expats 
are better and you’ve got to be an ex-
pat to advance.

there were several powerful stories of 
managers	who	struggled	to	hold	staff	
accountable due to cultural pressures 
around social hierarchy. some argued 
that more rigorous systems for perfor-
mance management would help alle-
viate the pressure on individual man-
agers, while others advocated frank 
dialogue to develop a deeper under-
standing of what it means to be an 
effective	but	authentic	manager	in	an	
African	context:

South African bank (Lesotho unit): Our 
cultures don’t prepare us to become 
managers in the commercial setting. 
If you look at performance manage-
ment, from an African cultural it’s dif-
ficult because we are not used to kick-
ing butt. How does Ubuntu work in the 
office? If a guy is lazy does that mean 
I can’t hire him? Can I fire him even 
if I know he will struggle financially? 
What does my culture tell me?  How 
do I go into a community knowing that 
someone is now struggling because 
I fired him? Expectations around the 
clan, the family, the community – that 
doesn’t fit with being a good boss. 
So we need to put in some real work 
around soft skills, and help people un-
derstand that you can still be a good 
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community leader but set limits in the 
commercial environment. 

Here’s an example: when I was work-
ing in Lesotho, there was a group of 
elders from the church, they wanted 
a loan to build a house for the priest. 
They asked me to extend credit, even 
though they didn’t qualify, because 
of the role of the church in the com-
munity. They were asking me to over-
look the credit policy, appealing to my 
background growing up in a church 
and community environment. As a 
manager I realised I wasn’t trained for 
that. They were working on my emo-
tions. How do I marry these emotions 
and the policy?  How do I tell them it’s 
a policy?”

Pan-African telecoms firm (Rwanda 
unit): Most companies in Rwanda op-
erate on a system of nepotism, with 
people unable to do their jobs and no 
accountability. Our company is un-
usual because we have a performance 
system. Other companies don’t have 
that system and have no way of setting 
goals and objectives. We need those 
systems in place.

This	issue	is	an	interesting	one	and	un-
derlines the tension described under 
the ‘Middle vs senior Management’ 
section.	On	the	one	hand,	there	is	an	
urgent	 need	 to	 fill	 the	 gap	 in	 basic	
competences at mid management lev-
el; but on the other hand, the problem 
may need to be addressed at an or-
ganisational	 level,	 requiring	extensive	
work with senior managers around 
performance management and del-
egation	alongside	candid	discussion	of	
the ‘culture’ issue.

operational systeMs: More tools less 

MUsCle
respondents said that african organ-
isations	 need	 to	 develop	 operational	
systems to help ease dependence on 
a small group of senior managers. this 
will	improve	execution	and	unlock	the	
next	phase	of	growth.

Many respondents linked this to the 
‘founder syndrome’, which is imped-
ing	growth	and	halting	the	emergence	
of a new wave of regionally and in-

ternationally	 competitive	 businesses.	
A	 greater	 level	 of	 professionalisation	
was needed to reduce dependence on 
strong leaders:

Nigerian foundation: We have so many 
mom and pop businesses that only 
grow to a certain level because they 
have no succession plan in place and 
no governance. We need more tools 
and less muscle. We have some really 
successful businesses, but when you 
remove the CEO, will it function? And 
is it functioning in a healthy way, ac-
cording to international standards?

International consultant: When you’re 
talking about companies that are tran-
sitioning, it’s about maintaining a ba-
sic rigour of operations. Companies 
are plagued by over-dependence on 
the boss. There aren’t systems in place 
to ensure that a number of people are 
driving for quality and have a clear vi-
sion of what excellence looks like.

This	 challenge	 is	 particularly	 impor-
tant for entrepreneurs and owner-
managed businesses seeking to move 
to	 the	next	 level,	 and	 the	 lack	of	op-
erational	excellence	 is	often	 linked	to	
other problems cited earlier, such as 
analytical	 skills	and	a	 ready	supply	of	
strong middle managers:

Pan-African impact investor: We often 
see very strong entrepreneurs, but it’s 
a hard transition from entrepreneur-
ship to management. It’s very hard 
for entrepreneurs to find managers to 
come in and help them, the talent pool 
is really small. Also the challenges of 
putting in formal systems require ana-
lytic skills.”

LOW	WILLINGNESS	(AND	ABILITy)	TO	PAy
This	 challenge	 requires	 little	 elabora-
tion.	Many	respondents	stressed	that	
the	current	business	education	model	
–	 largely	 imported	from	the	west	–	 is	
not suited to the needs of most african 
organisations,	because	it	is	simply	too	
expensive.	 While	 some	 multi-nation-
als	 and	 large	 organisations	 said	 they	
worked with foreign and local business 
schools to develop in-house training, 
smaller companies and entrepreneurs 
said business schools were beyond 
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their means. smaller companies said 
they would be willing to pay for high-
quality,	 affordable	and	 relevant	 train-
ing	and	education,	but	they	generally	
perceived business schools as ‘not for 
them’. they did not trust smaller, pri-
vate training providers:

Zambian start-up: I have no idea where 
I could send my staff for training. I’ve 
asked around and haven’t come across 
any highly recommended local train-
ing company. I certainly can’t afford 
to pay the kinds of fees that the top 
South African business schools charge 
and I don’t think I’m their target mar-
ket anyway.

While	 some	 courses	 targeting	 SMEs	
have successfully managed to charge 
fees that recoup costs, others have 
struggled with willingness to pay. sub-
sequent	 chapters	 will	 examine	 the	
different	 supply-side	 options	 in	more	
detail, and suggest some new ideas. 
But	it	is	worth	noting	here	that	several	
respondents	called	for	short,	practical,	
modular courses that could be com-
pleted	part-time.

rUral/UrBan DiviDe
Existing	 management	 development	
solutions	almost	exclusively	target	ur-
ban managers (apart from a few good 
programmes	targeting	the	agriculture	
sector, including technoserve and the 
aaBs agribusiness project). an urban 
focus	 is	 important	 because	 cities	 at-
tract talent and produce most of af-
rica’s	most	effective	and	innovative	or-
ganisations.	But	over	two	thirds	of	the	
continent	still	 lives	 in	 rural	areas.	Ru-
ral areas are also home to what could 
be	 Africa’s	 most	 globally	 competitive	
industry: agribusiness. ignoring rural 
managers would be a huge mistake.

Respondents	 said	 that	 recruiting,	 re-
taining and developing african manag-
ers was even more challenging in rural 
areas	than	in	cities,	given	rapid	urban	
migration,	 and	 called	 for	 creative	de-
livery	 mechanisms	 for	 extending	 ac-
cess to management development 
into	far-flung	communities:

Kenyan manufacturer: There is a stig-
ma around farming. Everyone wants a 
white collar job in the city. We have to 
change that. We need to take campus-

es to where people are: first to town-
ships, eventually to rural areas.

Ghanaian impact investor: It’s really 
hard to find talented people that want 
to work for agricultural businesses. 
Young people in particularly just don’t 
want to work in rural areas.

Pan-African impact investor: We have 
had huge problems, not only with re-
cruitment but with retention. We tried 
to move people to our investee com-
panies in rural areas. We’re going to 
have to do more training in rural areas 
for the rural population, because we’re 
not going to reverse the trend to ur-
banisation.

taking management development to 
rural areas presents obvious structur-
al challenges. rural areas are hard to 
reach and sparsely populated, mean-
ing costs of service are high. Mean-
while buying power and willingness 
to	 pay	 is	 significantly	weaker	 than	 in	
cities.	 Respondents	 said	 programmes	
would need to be tailored for rural ar-
eas	(this	 is	explored	 in	more	detail	 in	
Chapter 8): 

Pan-African impact investor: In rural 
areas, people don’t need an MBA, they 
just need fundamental building blocks 
– finance, HR – presented in a more 
modular way. Maybe we need to look 
at more non-degree conferring pro-
grammes. We need to think about how 
we get faculty into rural areas – what 
about a mobile campus? It’s going to 
take imagination. 

Another	 option	 suggested	 by	 sev-
eral respondents was to channel re-
sources for technical assistance by 
mandating	 business	 school	 students	
to spend a semester on placement at 
a	 rural	 organisation	 (this	 idea	will	 be	
explored	 further	 later	 in	 the	 report).	

POOR	PRE-TERTIARy	EDuCATION
This	 systemic	 challenge	 also	 requires	
little	 elaboration.	 Respondents	 re-
peatedly noted that management de-
velopment programmes were forced 
to	work	off	a	 very	 low	base.	 In	more	
developed countries, management 
development programmes build on 



27

the basics taught by primary, second-
ary	and	usually	tertiary	education	sys-
tems.	In	Africa,	basic	education	levels	
are	significantly	lower,	and	employees	
often	arrive	at	a	managerial	level	with-
out having developed the strong nu-
meracy	and	literacy	skills,	IT	proficien-
cy	 and	 critical	 thinking	 competences	
required.		

the Ceo of the Branson Centre for 
entrepreneurship in Johannesburg 
described dire levels of numeracy 
and basic maths skills among the en-
trepreneurs it trains and mentors. as 
discussed in the previous chapter, re-
spondents across the board said that 
managers	lacked	critical	thinking	skills,	
and	the	ability	to	take	initiative,	largely	
due	 to	 old	 fashioned	 education	 sys-
tems that encourage rote-learning.

the dean of a rwandan business 
school said that not only do incom-
ing students lack the ability to think 
critically	 and	 learn	 actively,	 but	 they	
are	 also	 functionally	 illiterate	 due	 to	

a	 presidential	 decree	 that	 recently	
changed	 the	 official	 language	 from	
french to english:

Rwanda business school: We inherit 
students who are at 5th grade English 
language – they are functionally illiter-
ate. The challenges are huge.

several other respondents said that 
management development pro-
grammes should probably develop 
basic	IT	proficiency	–	skills	that	would	
normally	be	 instilled	at	school	or	col-
lege in more developed countries. 
any new management development 
interventions	will	clearly	have	to	take	
into	account	 the	 lower	starting	 levels	
of	participants.	They	may	need	to	use	
more oral methods than usual, and 
will	need	to	dedicate	time	to	develop-
ing	 the	 basic	 IT	 and	 critical	 thinking	
skills that may not have already been 
instilled	elsewhere.
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There	is	an	acute	need	for	better	man-
agement skills in africa. the previous 
chapters	 explored	 the	 demand	 side	
of	the	equation:		Why	is	management	
important? What does the manage-
ment	gap	mean	for	different	types	of	
organisations?	What	types	of	qualities	
would employers like to see in african 
managers? What are the underlying 
organisational	 and	 systemic	 challeng-
es?

The	 following	 three	 chapters	 shift	 to	
the supply side: What is already hap-
pening in terms of management devel-
opment? What appears to work well 
and	 where	 are	 the	 pockets	 of	 excel-
lence that could be replicated? What 
new	ideas	could	 lead	to	potential	 im-
pact?

***

in more developed economies, man-
agers	 receive	 education,	 training	 and	
development through a variety of de-
livery	methods.	Business	schools	offer	
formal MBas, generally for senior and 
upper middle management. lower 
middle management can take short-
er	 diplomas	 and	 certificates	 either	
through business schools or indepen-
dent training companies and colleges. 
some short courses are tailored spe-
cifically	 for	 entrepreneurs	 and	 own-
er-managers.	 Large	 companies	 often	
provide their own training and devel-
opment	in-house	at	different	levels	up	
and	down	the	organisational	pyramid.	

the best courses are supported by 
relevant	 and	 innovative	 inputs,	 such	
as curricula, materials and the latest 
management thinking. Quality is en-
forced through rigorous and well es-
tablished	 accreditation	 systems.	 For	
managers to implement what they 
have	learned	effectively,	organisation-
al	enablers	are	 required.	 Effective	or-
ganisations	complement	learning	with	
mentoring, coaching, informal feed-
back, role modelling and performance 
management systems.  they estab-
lish	systems	that	 institutionalise	good	
practices.	 In	 short,	 developed	 econo-
mies have built whole ecosystems to 
support	good	management	practices:	

this chapter will illustrate that the af-
rican management development sys-
tem is patchy at best. formal training 
and	education	suppliers	are	either	in-
sufficient	in	number,	or	sub-standard,	
at all levels of the pyramid. these in-
stitutions	lack	the	right	inputs:	faculty,	
materials, teaching methods, curri-
cula. there are no widely recognised 
systems	 for	 setting	 and	 measuring	
quality	 standards.	 There	 are	 some	
excellent	 in-house	 corporate	 train-
ing programmes, but they are largely 
limited	 to	multinational	 and	 large	 re-
gional	firms.	Beyond	these	pockets	of	
corporate	 excellence,	 Africa	 lacks	 a	
critical	mass	of	organisations	and	indi-
vidual managers to model good man-
agement and to provide the enablers 

Chapter FIve: 
the sUpply-side landscape

Key 
messages: 

There are weaknesses at 
every level of the Man-
agement Development 
Ecosystem in Africa. 

Top Tier business schools 
are reaching only 9,000 
managers a year: we need 
more world-class schools 
reaching more people.

The most critical gap ap-
pears to be in the middle: 
lower tier schools lack 
relevance and training 
providers lack rigour. The 
market is fragmented and 
is limited to main urban 
hubs. 

There are some excellent 
programmes targeting 
SMEs but they have so far 
struggled to find scalable 
and sustainable business 
models.

Institutions at all levels 
require higher quality 
inputs (curricula, teaching 
methods, faculty training).

Organisational enablers, 
such as performance 
management systems, 
role modelling, mentoring 
are lacking in all but the 
largest companies.

A reliable quality assur-
ance mechanism based 
on a clear set of shared 
metrics could be extremely 
valuable at all levels.

figure 5.1: the Management 
Development ecosystem
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–	 such	 as	 performance	management	 sys-
tems, mentoring and coaching - to trans-
late	learning	into	practice.	

This	 chapter	 provides	 a	 quantitative	 and	
qualitative	review	of	the	existing	landscape	
for management development, looking 
at each element of ecosystem described 
above.	 It	 is	 by	 no	means	 exhaustive,	 and	
will	need	to	be	continually	updated	and	ad-
justed.	For	each	section,	a	series	of	ques-
tions	 for	 debate,	 or	 consideration,	 have	
been	identified.	Please	mull	these	over	as	
you read.

providers

BUsiness anD ManageMent sCHools
Africa	 is	home	to	a	tiny	proportion	of	 the	
world’s business schools. globally, 950 in-
ternationally	 institutions	 accredited	 by	
the three bodies aaCsB, aMBa and efMD 
(Equis)	offer	business	degrees	–	only	13	of	
those are in africa.23 several of these are 
only accredited via loose arrangements 
with	 European	 parent	 institutions,	 and	
fewer than 10 business schools have inter-

23  aaCsB, aMBa and efMD websites 

national	accreditation	or	an	internationally	
recognised ranking (e.g. financial times) 
in their own right. africa currently has ap-
proximately	 90	 business	 schools	 and	 uni-
versities	providing	MBA	and	executive	level	
training	 and	 education24 - one school per 
11.2	million	people	(see	Appendix	3	for	full	
list of business schools). Compare that to 
India,	which	has	over	1500	institutions	of-
fering MBas25. assuming that each african 
institution	 graduates	 approximately	 500	
students	across	MBA	and	executive	educa-
tion	programmes	per	year	(undergraduate	
programmes have not been included)26, 
africa’s business schools reach roughly 
45,000 managers per year. it would there-
fore take them 22 years to reach the 1 mil-
lion	 figure	 cited	 in	 Chapter	 1	 (assuming	
they	continue	at	current	graduation	rates).	
We	need	to	cut	that	timeframe	at	least	in	
half, and to radically improve the quality of 
the	educating	institutions.

24  aMi web-based research. Most lists of african busi-
ness schools are incomplete. this list combines info from efMD, 
aaBs, aaCsB, aMBa, tia research, findMBa, MBa.com, our own 
web	research	and	interviews.	It	is	the	most	exhaustive	list	so	far,	
but of course may have missed some schools.
25  www.mbauniverse.com
26	 	Estimated	on	the	basis	that	the	top-tier	schools	reach	
up	to	2,000	managers	through	extensive	education	programmes,	
but smaller schools may reach less than 100.

figure 5.2: africa’s Business school landscape
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as illustrated by the graphic above, there are huge swathes of africa with no business 
schools at all. south africa dominates, in terms of absolute number of schools. (this 
trend	is	even	more	pronounced	when	lower-tier	schools	are	excluded).	West	Africa	is	
seriously under-represented, and central africa is virtually empty. kenya and Uganda 
are	reasonable	well	represented	(in	terms	of	quantity,	at	least),	but	other	parts	of	East	
africa are empty.

                   

Based	on	desktop	 research	and	 interviews	with	 sector	experts,	we	have	 identified	
three	 groups	 within	 the	 90	 business	 schools	 and	 institutions	 identified	 in	 Africa.	
Tier	One	schools	either	have	 international	accreditation	or	strong	 links	with	global	
schools;	Tier	Two	schools	are	members	of	the	Association	of	Africa	Business	School,	
or	schools	that	we	know	meet	the	AABS	criteria	or	equivalent;	Tier	Three	comprises	
other	schools,	which	offer	MBAs	but	may	not	meet	AABS	standards.	The	details	of	
which schools belong to which tiers have not been made public, but an overview of 
the	size	and	characteristics	of	each	group	can	be	found	below.

tier one: 
the tier one list comprises nine business or management schools which either have 
international	accreditation	(in	their	own	right	rather	than	as	a	satellite	campus	of	a	
mid-ranked	European/American	school)	or	a	ranking	in	an	internationally-recognised	
list, such as the financial times. these schools meet global standards.

(It	should	be	noted	that	Tier	One	schools	are	not	the	same	as	internationally	accred-
ited	 schools.	 Several	 very	 good	 schools	 have	 not	 pursued	 expensive	 international 
accreditation,	yet	could	be	 termed	 ‘global	 schools’	and	achieve	 the	kind	of	 impact	
we	are	aiming	for.	Conversely,	several	less	advanced	institutions	claim	to	be	interna-
tionally	accredited	thanks	to	a	relationship	with	a	European	institution,	yet	have	not	
reached	global	or	even	regional	standards	of	excellence.) 

Tier	One	is	dominated	by	schools	in	South	Africa	–	several	of	which	have	international	
reputations	and	are	ranked	in	the	FT	top	100	business	schools	globally	–	and	North	
africa:

                           

 

North Africa

East Africa

Southern Africa

West Africa

Figure 5.3: Business schools by region
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Figure 5.4: Tier One schools by region

Top Tier schools 
graduate about 
9,000 managers a 
year, just scratching 
the surface of the 
market need.

figure 5.4: tier one schools by region

Tier One schools 
generate research, 
provide thought 
leadership, and 
demonstrate best 
practice in an Afri-
can context. They 
also play a key role 
in helping to stem 
the brain drain by 
providing a high-
quality alternative 
for middle class and 
elite Africans who 
would otherwise 
attend international 
schools.
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Tier	One	 schools	 share	 characteristics	around	academic	offering,	 links	 to	business,	
approach	to	faculty,	research	and	teaching	methodology,	and	financial	model.	They	
place	executive	education	at	the	heart	of	their	offering	and	cultivate	strong	relation-
ships	with	local	industry,	offering customised	courses	for	individual	organisations	as	
well	 as	open	 courses.	 This	boosts	profitability	 –	meaning	 they	are	generally	finan-
cially	sustainable	at	an	operational	level	–	and	often	generates	sponsorship	for	major	
projects.	Tier	One	schools	tend	to	attract	the	continent’s	best	academics,	which	they	
supplement	with	visits	from	international	lecturers	and	a	strong	practitioner	contin-
gent. tier one schools generate research, although several have not made this a top 
priority,	choosing	instead	to	focus	on	practice.	

Without fail, tier one schools eschew the ‘chalk and talk’ lecture method in favour of 
interactive	teaching	methods.		Some	are	leveraging	international	partnerships	to	offer	
exchanges	for	faculty	and	students,	and	several	have	secured	Top-100	Financial	Times	
rankings	 for	MBA	and/or	executive	education	programmes.	Some	of	 these	schools	
were	started	as	independent	institutions,	and	even	those	that	sit	within	a	university	
enjoy	at	least	some	level	of	independence.	This	was	frequently	cited	as	a	critical	suc-
cess factor for business schools and will be discussed in more depth in the following 
chapter.	Tier	One	schools	generally	charge	high	fees,	both	for	academic	and	executive	
programmes,  and are therefore only accessible to a small elite.

there are only nine schools in the tier one category. if each of these schools reaches 
an	average	of	1,000	managers	per	year	(including	academic	courses	and	open	execu-
tive	education),	they	are	doing	significantly	better	than	school	in	lower	tiers,	but	are	
still	only scratching the surface of the market need, at 9,000 managers per year. 

tier one schools are important, because they generate research, provide thought 
leadership,	and	demonstrate	best	practice	in	an	African	context.	They	also	play	a	key	
role	in	helping	to	stem	the	brain	drain	by	providing	a	high-quality	alternative	for	mid-
dle	class	and	elite	Africans	who	would	attend	international	schools.	However,	under	
the	current	model,	they	are	largely	 inaccessible	for	the	majority	of	the	population.	
tier one schools will play a key part of a broader solution to extend management 
development to 1 million managers, and we need more of them, but they are not 
the only solution.

MBa, eMBa, Diplomas

Extensive	 executive	 education	 (open	 and	 customised),	 sponsorship,	 thought	
leadership

Mix	of	academics	and	practitioners;	international	lecturers

Some	offer	Ph.D./DBA.	Research	matters,	but	not	always	a	top	priority

Action	 learning,	case	studies,	simulation,	role-plays,	experiential,	 internships,	
exchanges

Faculty,	research,	partnerships,	exchanges,	rankings

At	least	some	level	of	independence	from	parent	institution

Often	NPO	but	self-sustaining;	High	fees

acadEmicS

BuSinESS linkS

faculty

rESEarch

tEaching mEthodS

intErnational linkS

StructurE

financial modEl

Table	5.1:	Characteristics	of	Tier	One	schools
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QuestIons For 
ConsIderatIon:

What role do elite schools play 
in extending management de-
velopment to more managers?

Do we want and/or need more 
Tier One schools?

If so, should we create new 
schools? Or upgrade Tier Two 
schools?

Are there ways of making Tier 
One schools more accessible?

How do we ensure relevance, 
whilst meeting international 
standards of best practice?

What criteria should we use to 
decide WHERE to create new 
schools?

How would we go about creat-
ing new schools?

global standards versus loCal relevanCe

Many tier one schools grapple with how to balance global standards with local 
relevance.	While	most	would	claim	to	offer	a	balance	of	the	two,	there	is	often	a	
conflict	between	implementing	the	kind	of	international	standards	of	best	prac-
tice	that	boost	a	school’s	global	ranking	or	secures	international	accreditation,	
and	ensuring	that	a	school’s	curricula	and	approach	is	firmly	rooted	in	the	local	
market	and	responding	to	the	needs	of	the	local	economy.	For	example,	should	
an	African	business	school	prioritise	research	in	top	tier	journals	or	channel	re-
sources	 into	developing	 SMEs?	 Should	African	 schools	 insist	 on	 international	
admission	criteria	such	as	GMAT	to	improve	standards,	or	is	this	unrealistic	in	
a	context	of	sub-standard	pre-tertiary	education?	Should	African	schools	offer	
electives	on	topics	that	may	be	fashionable	and	even	prescient	in	a	global	con-
text,	e.g.	sophisticated	financial	analysis,	or	focus	on	more	immediately	appli-
cable	topics	such	as	micro-finance	or	development	finance?	

University of Cape town graduate school of Business Director Walter Baets ar-
gued	in	a	recent	Financial	Times	article	that	we	need	a	new	model	of	African	
business or management school:

“While	there	is	undoubtedly	a	growing	demand	for	quality	business	ed-
ucation	in	Africa,	that	cannot	and	should	not	come	at	the	cost	of	local	
relevance. and africa should not confuse good business schools with 
western-style business schools.... With its emergent economy, charac-
terised	by	uncertainty,	complexity	and,	unfortunately,	inequalities,	Af-
rica	is	an	ideal	setting	for	learning.	It	is	a	place	where	the	foundation	for	
the future of business is being laid... We can achieve more by working 
together	and	respecting	multiple	perspectives	than	we	can	by	merely	
replicating	past	models	in	new	contexts.”

Other	top-ranked	emerging	market	schools	are	wrestling	with	similar	questions.	
the indian school of Business Dean ajit rangnekar told the financial times 
in	a	separate	article	that	he	faced	a	dilemma	over	whether	to	become	a	top-
ranked	global	 school	 that	competes	with	western	 institutions	or	 to	specialize	
as	an	emerging-market	centre	that	focuses	on	finding	solutions	for	developing	
economies:

FT:	 “On	 the	one	hand,	 the	 ISB	wants	 the	 global	 recognition	 that	will	
put	it	on	a	par	with	world-class	institutions	such	as	Harvard	and	Stan-
ford. on the other hand, rangnekar feels the school in Hyderabad has 
a moral and ethical duty to interact with its environment, which means 
training	students	to	affect	society	by	setting	up	social	businesses...	The	
biggest challenge for the school is to be relevant to both the top of the 
pyramid	(providing	skills	for	people	to	join	big	multinationals)	and	the	
bottom	(providing	skills	for	graduates	to	work	for	SMEs).Rangnekar	sees	
the	ISB’s	location	in	an	exciting	emerging	economy	as	a	clear	differentia-
tion	compared	with	other	global	institutions.	“This	emerging	market	is	
the	future,”	he	says.	“Everybody	–	in	the	west	and	east	–	is	asking:	how	
do	you	translate	this	big,	amorphous	entity	called	the	emerging	world	
into market segments that i can understand, into market strategies that 
I	can	implement	and	finally	catch?	That’s	going	to	be	the	area	on	which	
the world is going to focus in the future.”

Financial	Times,	Baets,	W.,	Africa	needs	a	new	business	school	model,	2011.	Accessed	at	http://www.ft.com/
intl/cms/s/2/f1c30ebc-5c69-11e0-8f48-00144feab49a.html#axzz1ezdFaLqG

Financial	Times,	Ajit	Rangnekar	of	the	Indian	School	of	Business,	2011.	Accessed	at:	http://www.ft.com/intl/
cms/s/2/718678aa-27ae-11e0-a327-00144feab49a.html

Walter	Baets	article

IBS	article
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tier tWo
The	next	level	of	business	and	management	schools	do	not	generally	meet	
the	same	standards	of	global	excellence	as	their	Tier	One	counterparts,	but	
they	do	provide	reasonably	good	management	education	at	a	local	level.	Tier	
Two	schools	have	been	the	focus	of	much	work	by	the	Association	of	African	
Business schools and the global Business school network. Most of them are 
members of aaBs, and therefore meet a set of criteria which include fac-
ulty,	classroom	hours,	content,	 local	accreditation	and	executive	education	
(see	Appendix	4	for	more	detail).	If	they	are	not	AABS	members	they	broadly	
meet	equivalent	standards.	

there are 41 tier two schools. While southern africa (mainly south africa) 
still	dominates	in	this	category,	East	and	West	Africa	are	better	represented	
than at the tier one level:

                     

Tier	Two	schools	offer	an	MBA	and/or	EMBA,	and	–	given	that	they	often	sit	
within	a	broader	university	structure	 -	often	also	offer	undergraduate	and	
non-professional	Masters-level	business	degrees.	They	provide	executive	ed-
ucation,	but	not	always	customised	courses	for	companies,	which	means	that	
links with local business are not as well-established as at tier one schools.  

Tier	 Two	 schools	 typically	 face	 challenges	 around	 recruiting	 and	 retaining	
good	 quality	 faculty,	 particularly	 in	 smaller	 countries.	 Some	 supplement	
academics	with	 practitioners,	 although	many	 are	 embedded	 in	 traditional	
universities	and	have	not	made	the	leap	to	this	more	practical	and	business-
savvy approach. some tier two schools generate research, and a few have 
begun to introduce the case study method, thanks to several aaBs and gBsn 
initiatives,	but	may	not	yet	have	institutionalised	interactive	learning	as	ef-
fectively	as	Tier	One	schools.	Several	Tier	Two	schools	have	partnered	with	
an	international	school.	Maastricht,	for	example,	formed	partnerships	with	
schools	in	Rwanda,	Mali	and	Namibia	to	provide	what	is	theoretically	an	in-
ternational-level	degree	at	local	campuses.		Courses	are	taught	by	local	and	
international	faculty,	and	the	local	school	has	access	to	the	Maastricht	online	
library.	As	foreign	schools	increasingly	eye	Africa	as	a	potential market, there 
is	 debate	 around	which	 type	of	 foreign	partnership	 is	most	 effective	 (See	
below).

partnerships that build local capacity tend to work best, although this takes 
time.	Perhaps	the	biggest	single	constraint	or	blockage	for	Tier	Two	schools	
is	 organisational	 and	financing	 structure.	 Tier	 Two	 institutions	 typically	 sit	
within a university structure, which limits their ability for entrepreneurial 
thinking,	experimentation	and	growth.	This	structure	tends	to	encourage	an	
overly academic approach with limited links to business, and tends to pro-
duce	graduates	who	lack	the	kind	of	practical,	results-focused	competences	
that were described in Chapter three.

North Africa

East Africa

Southern Africa

West Africa

Figure 5.5: Tier Two schools by region

QuestIons For 
ConsIderatIon:

What role do elite schools play 
in extending management de-
velopment to more managers?

Do we want and/or need more 
Tier One schools?

If so, should we create new 
schools? Or upgrade Tier Two 
schools?

Are there ways of making Tier 
One schools more accessible?

How do we ensure relevance, 
whilst meeting international 
standards of best practice?

What criteria should we use to 
decide WHERE to create new 
schools?

How would we go about creat-
ing new schools?

Tier Two institutions typi-
cally sit within a university 
structure, which limits their 
ability for entrepreneurial 
thinking, experimentation 
and growth. It also encour-
ages an overly academic 
approach with limited links 
to business, and tends to 
produce graduates who lack 
practical, results-focused 
skills.

fig 5.5: tier two schools by region
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tier tHree
Tier	Three	schools	are	neither	members	of	AABS	nor	other	international	
organisations,	but	offer	an	MBA	and/or	EMBA.		They	are	registered	with	
local	authorities,	and	many	are	part	of	traditional	universities.	Some	also	
offer	undergraduate	or	Masters	degrees,	while	others	provide	professional	
short	courses,	although	not	customised	executive	education.		

We	have	identified	42	Tier	Three	schools,	however	it	is	likely	that	there	are	
many more schools in this category that we do not know about because 
they have not formed partnerships or reached out to industry bodies. it 
may also be that our tier 3 list includes good schools, of which, again, we 
are	 not	 aware	 due	 to	 a	 lack	 of	 communication	or	 partnership	with	 the	
broader business school community.  

East	Africa	is	more	strongly	represented	in	this	group,	driven	by	a	relatively	
high number of schools in Uganda and kenya. West africa is also stronger 
in	this	group	than	at	higher	levels,	but	still	lags	other	regions.		More	of	the	
schools in tier three are located in smaller countries (e.g. Cape verde, 
Mauritius,	Cameroon,	Somalia,	uganda,	Malawi,	Zimbabwe),	and	may	be	
the	only	institution	offering	professional	business	education	in	that	econ-
omy.

MBA,	(sometimes	EMBA),	BA/Bsc/Com,	Masters,	Diplomas	

Executive	education	short	courses	and	certificates

Largely	traditional	academics	

Some	offer	PhD/DBA.	Research	but	rarely	international	standard

Case	studies	(sometimes),	lectures

Limited,	sometimes	foreign	degree-awarding	body

Often	embedded	in	a	public	or	private	university

part of university funding structure (state funded or fee-based); High fees, but 
generally lower than tier 1

acadEmicS

BuSinESS linkS

faculty

rESEarch

tEaching mEthodS

intErnational linkS

StructurE

financial modEl

Table	5.2:	Characteristics	of	Tier	Two	schools

figure 5.6: tier three business schools by region

North Africa

East Africa

Southern Africa

West Africa

Figure 5.6: Tier Three schools by region

QuestIons For 
ConsIderatIon:

Should we reach out to Tier 
Three schools, or start afresh 
with new initiatives?

Are business schools neces-
sarily the right institutional 
vehicle for developing mid-level 
African managers, particularly 
in smaller economies?

Are there creative, low-cost 
ways of better equipping 
smaller schools?
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like many of their counterparts in tier two, tier three schools tend to be embed-
ded	 in	 traditional	universities,	and	behave	more	 like	business	studies	departments	
than	modern	independent	business	schools.	Some	offer	management	education	as	
a complement to professional and technical training. all these schools	offer	an	MBA,	
and	most	also	provide	undergraduate	degrees.	Executive	education	tends	to	be	less	
important,	although	some	offer	short	certificate	courses.	There	are	few	practitioner	
faculty members, but academics are less likely to hold doctorates. research is limited. 
teaching appears to be based largely on lectures, although some schools say they 
use case studies. these schools are largely focused on the local market and have not 
fostered	international	links.	The	broader	university	structure	determines	their	fund-
ing model.

Table	5.3:	Characteristics	of	Tier	Three	schools

MBa, Undergrad, Masters, Diplomas

Little	executive	education,	some	certificate	courses

Mostly academic, fewer doctorates

limited research

Traditional	lectures,	occasional	case	studies

very few

Usually part of university

part of university funding structure

acadEmicS

BuSinESS linkS

faculty

rESEarch

tEaching mEthodS

intErnational linkS

StructurE

financial modEl
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The Middle of the Pyramid: Non MBA 

As	African	economies	power	forward	amid	western	stagnation,	European	and	
American	business	schools	are	 increasingly	eyeing	the	continent’s	business	
school	market.	Africa	has	 seen	a	 recent	 influx	of	 foreign	business	 schools.	
The	entry	of	foreign	business	schools	could	represent	the	biggest	competitive	
threat	to	Tier	One	schools,	particularly	 in	the	lucrative	executive	education	
market.	 	However	it	also	highlights	the	unmet	demand	for	quality	business	
education	on	the	continent,	and	is	proof	that	if	Africa	does	not	seize	the	op-
portunity itself, others will. 

Foreign	schools	have	taken	different	approaches,	ranging	from	competitive	
to	collaborative:

1. A	“Colony”	in	which	a	foreign	university	or	universities	set	up	a	local	insti-
tution	that	conformed	to	its	own	model	–	e.g.	China	Europe	International	
Business school in ghana.

2. Executive	education	courses	offered	on	an	ad-hoc	basis	by	international	
brands	–	e.g.	INSEAD	in	Kenya,	Duke	in	South	Africa.

3. The	franchise	model	in	which	a	foreign	university	certified	course	is	of-
fered	at	a	local	campus	with	varying	degrees	of	collaboration	–	e.g.	Hen-
ley in south africa; Maastricht in Mali, namibia and rwanda. 

4. Distance learning: Where foreign schools set up distance learning pro-
grammes	for	African	students	–	e.g.	Edinburgh	Business	School,	which	of-
fers distance learning supported by local training providers and schools.

5. Support	from	a	foreign	school	to	establish	a	joint-degree	at	a	local	insti-
tution	 -	 e.g.	 The	 Frankfurt	 School	 of	 Finance	 and	Management,	which	
helped	the	universite	Protestante	au	Congo	in	Kinshasa	launch	a	microfi-
nance	degree	programme,	and	is	exploring	a	joint	MBA.

6. Bilateral support to create an independent school that develops its own 
identity	–	e.g.	Lagos	Business	School	&	Strathmore	Business	School	re-
ceiving advice and faculty support from iese in spain.

7. visits from individual faculty members from a range of campuses that 
help	provide	academic	weight	while	a	school	sets	up	its	own	faculty	–	e.g.	
giBs in its early years

8. edu-tourism: foreign schools are increasingly bringing students on learn-
ing	journeys	to	Africa,	sometimes	involving	local	schools,	sometimes	not.

9. Equal	partnerships	between	foreign	and	local	schools.

Suitcase academics:

As	business	schools	–	both	local	and	foreign	–	expand	in	Africa,	they	inevitably	
run up against the faculty shortage. there are simply not enough african aca-
demics	with	doctorates	as	well	as	corporate	experience.	Some	schools	have	
tried	 to	 circumvent	 this	by	flying	 in	 faculty	 from	overseas,	with	 the	down-
side that this fails to develop local capacity. one option might be to develop 
regional hubs of excellence within Africa, which support smaller satellite 
campuses with faculty and resources.   

busIness sChools: the next  
ColonIal FrontIer?

QuestIons For 
ConsIderatIon:

Are there creative ways of 
circumventing the faculty chal-
lenge?

How can we leverage foreign 
interest, while avoiding ‘coloni-
sation’?

How can we help successful 
schools scale up and expand 
their reach?
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the middle of the pyramid:  
non mBa 

the landscape in the middle of the 
pyramid is fragmented, unstructured 
and	 often	 low-quality.	 The	 Tier	 One	
schools	 offer	 excellent	 non-academic	
short	 courses	 for	 practising	 manag-
ers. However these are usually too 
expensive	for	middle	managers,	or	for	
managers	 at	mid-sized	 firms,	 and	 are	
only accessible for managers in the 
continent’s	major	urban	hubs	 (Johan-
nesburg, Cape town, lagos, nairobi, 
Cairo, rabat and accra). at the tier 2-3 
level,	short	courses	are	sometimes	still	
too	 expensive	 for	 smaller	 companies,	
and	are	often	overly	academic,	lacking	
the	 practical	 relevance	 that	we	 know	
organisations	and	employers	need	and	
want. 

it is impossible to map this market 
segment	 exhaustively	 without	 more	
extensive	 research,	 but	 this	 report	
identifies	 two	 groups	 of	 mid-market	
provider, beyond the mainstream 
business schools described above: 1) 
Tier	 Four	 business	 schools,	 institutes	
and	 colleges	which	 offer	 undergradu-
ate,	diploma	and	certificate	courses	in	
management and business (not MBa) 
targeting	 existing	 managers,	 mainly	
through evening classes; 2) indepen-
dent training providers which usually 
work directly which companies, but 
also provide open short courses. 

tier foUr BUsiness sCHools, institUtes 

anD Colleges
there are thousands of higher and ter-
tiary	education	colleges	–	both	public	
and	private	-	in	Africa	offering	business	
courses. some call themselves ‘busi-
ness	 schools’	 although	 do	 not	 offer	
MBAs.	 Registration	 and	quality	 assur-
ance	 systems	 differ	 across	 countries,	
as	 do	 the	 qualifications	 themselves	
and	the	hierarchy	of	institutions.	While	
there may be a few good schools, many 
unregistered	and	‘fly	by	night’	institu-
tions	 are	 crowding	 the	 marketplace.	
Without a widely recognised accredi-
tation	system,	it	is	hard	to	identify	the	
quality	institutions.	

Ghana,	for	example,	has	over	400	reg-
istered	 tertiary	 education	 colleges27, 
and many hundreds more unregistered 

27 	Ghanaian	Ministry	of	Education

the CeIbs approaCh 

“CeiBs opened its ghana programme 
in 2009, conferring a CeiBs degree 
with no local academic partner — 
a	distinction	 that	 sets	 it	 apart	 from	
most Western schools that have en-
tered africa, says CeiBs africa pro-
gramme Director kwaku atuahene-
gima in an interview. He declines to 
specify how much it has cost CeiBs 
to operate the programme, but says 
the	school	has	gotten	financial	sup-
port from donors and companies in 
europe.

CEIBS	is	currently	offering	classes	in	
a building rented from a local col-
lege in ghana but plans eventually 
to build its own campus, as well as 
to	 offer	 executive	 education	 pro-
grammes customised for local com-
panies, a women’s entrepreneur-
ship programme, and a leadership 
degree	programme.	The	school	flies	
in 18 to 20 professors to teach the 
programme and also maintains an 
administrative	 staff	 of	 six	 in	 Accra,	
atuahene-gima says.

The	 first	 executive	 MBA	 class	 en-
rolled in March of 2009, with 30 stu-
dents from ghana and 10 from nige-
ria, and the school has already taken 
in a second cohort of 42 students. 
the two-year programme costs stu-
dents around $30,000 dollars, about 
half of what the same degree would 
cost in China, atuahene-gima says. 
The	first	class	is	set	to	graduate	this	
December.”

From	Business	Week:	New	Frontiers.	
http://0-www.businessweek.com.
innopac.up.ac.za/bschools/content/
sep2010/ bs20100923_625436.htm
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institutions.		Nigeria	also	has	several	hundred	government-registered	insti-
tutions,	and	many	more	illegal	versions,	according	to	various	press	reports,	
interviews and web research.

in kenya, the www.edukenya.com site, which lists public and private edu-
cation	institutions	in	Kenya	at	all	levels,	returns	397	matches	to	a	search	of	
‘Business	Management	and	Marketing’	courses	(interestingly,	334	of	these	
are urban, 50 suburban and only 3 are rural).

According	to	employers	and	sector	experts	interviewed,	this	strata	of	insti-
tution	offers	more	affordable,	but	usually	sub-standard	courses	to	middle	
managers and managers at mid-level companies. faculty and facilitators 
are	mediocre,	materials	are	often	out	of	date	and	teaching	methods	are	
not	interactive.	These	institutions	are	generally	NOT	producing	the	kind	of	
manager	that	was	described	in	Chapter	Two,	and	that	organisations	want.

training proviDers
If	the	Tier	One	business	schools	are	too	expensive	for	medium-sized	compa-
nies,	and	if	the	executive	education	programmes	Tier	Two,	Three	and	Four	
are	usually	limited	and	sometimes	of	poor	quality,	then	where	do	mid-sized	
African	organisations	go	 for	quality	 training?	 In	more	developed	econo-
mies,	this	gap	would	often	be	filled	by	private	training	providers,	which	of-
fer	practical	courses	usually	tailored	for	specific	companies,	at	lower	rates	
and a lower level of rigour than business schools. africa does have a train-
ing provider market, but it is fragmented and lacks mechanisms for quality	
assurance.	Training	providers	tend	to	be	small,	and	lack	brand	recognition.	

Desk	research	yields	hundreds	of	examples	of	short	courses	offered	by	pri-
vate	training	providers,	yet	not	a	single	employer	or	sector	expert	 inter-
viewed could name one company they would recommend. Many of the 
larger companies said they used overseas training providers, because lo-
cal companies and consultants depended on outdated materials imported 
from	the	west	and	old-fashioned	 facilitation	 techniques.	Employers	 said	
local	training	providers	often	failed	to	keep	up	with	industry	changes	and	
were	not	properly	grounded	in	market	realities.		Some,	like	the	Centre	for	
Management Development in nigeria, were originally established by the 
government	to	promote	good	management,	and	still	reflect	a	public	sector	
mentality:

Nigerian bank: Local consultants just use the same old materials off the 
shelf. They don’t address shifts in technology or risk. We’re still figuring 
out how we meet our training needs at the middle management level. We 
got a U.S. training provider to do some training for us, which we’ll start 
through e-learning (9 months). We have to take it outside Africa, because 
most locals do not have a curriculum that is robust enough to address the 
gaps we have identified. 

Nigerian consumer group: At the level below the top business schools 
there’s a shortage of quality courses. You have to use private providers and 
the quality can be very variable.

The	lack	of	quality	training	is	even	more	acute	outside	of	the	main	urban	
hubs. some companies are even turning to providers that typically target 
sMes:

International SME programme: The few decent business schools just don’t 
have the capacity to reach large numbers of people, and in most African 
countries the training market is very under-developed. Our course was de-
signed for SMEs, but increasingly we’re getting corporate business, espe-

There is a supply-side gap in 
the middle of the manage-
ment development pyramid, 
which matches the biggest 
area of need on the demand 
side.

QuestIons For 
ConsIderatIon:

It may be worth conducting fur-
ther research to understand this 
segment better. We would need 
a deeper dive into individual 
countries, or more detailed 
research of a representative 
sample.

If we could find institutions with 
potential, could they act as de-
livery channels for AMI materi-
als and models?

What kind of criteria should 
be used to identify the ‘good’ 
institutions in this group?

the african training provider 
market:

Is fragmented, with small com-
panies and few strong brands

Lacks quality assurance systems

Is old fashioned, with courses 
imported from the West

Uses poor quality materials

Is not grounded in business 
realities

Offers potential for a strong, 
trusted, quality brand and is at-
tracting overseas providers
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cially from companies in the smaller countries, because there just isn’t any-
thing else available.

Like	the	business	school	market,	 there	 is	clearly	appetite	for	management	
training,	and	 foreign	providers	are	beginning	to	 take	notice,	at	 the	middle	
level	as	well	as	at	the	top	of	the	pyramid.	Some	foreign	providers	offer	oc-
casional	 courses	 focused	on	particular	 industries.	 The	 London-based	CWC	
School	 for	 Energy,	 for	 example,	provides	 standardised	 training	 courses	 for	
managers	in	the	energy	industry	in	Nigeria,	Angola,	Equatorial	Guinea,	Gha-
na and south africa.  some local providers are accredited by foreign special-
ised	bodies,	in	areas	such	as	project	management,	HR	and	marketing.	

Clearly, there is a supply-side gap in the middle of the management devel-
opment pyramid, which matches the biggest area of need on the demand 
side.	Tier	One	business	schools	are	often	too	expensive	for	middle	managers	
at	large	companies	and	for	mid-sized	companies,	and	are	concentrated	in	a	
handful	of	major	cities.	Tier	2-4	schools	are	 too	often	rooted	 in	academia	
rather	than	the	marketplace,	and	fail	to	offer	the	kind	of	dynamic,	practical,	
up-to-date,	relevant	and	affordable	courses	that	organisations	need.	In	some	
cases,	 training	providers	fill	 this	 gap,	but	 they	are	often	 sub-standard	and	
the	market	is	crowded	and	fragmented.		Companies	struggle	to	identify	the	
good	quality	providers.	Outside	the	continent’s	main	business	hubs,	the	gap	
is	critical.	There	is	a	need	for	some	kind	of	intervention	at	this	level.

Organisations

IN-HOuSE	CORPORATE	TRAINING
given the supply-side gaps, many companies provide their own manage-
ment	training	and	development	in-house.	This	is	standard	practice	in	many	
parts of the world, especially for large companies, which develop custom-
ised	programmes	in	conjunction	with	business	schools.	 It	has	become	par-
ticularly	 popular	 in	 other	 emerging	markets	where	 large	 companies	 grap-
pling	 with	 acute	 talent	 shortages	 are	 racing	 to	 keep	 up	 with	 exponential	
growth.	 In	 India,	 for	 example,	 companies	 such	 as	 Tata	 and	 Infosys	 have	
developed	huge	corporate	universities	and	training	programmes.	 	 Infosys’s	
335-acre campus houses one of the world’s largest corporate universi-
ties.	 It	 has	 a	 permanent	 faculty	 of	 250,	 trains	 some	10,000	new	 “Infosys-
ians” a year (the same number as all of africa’s tier one business schools 
put	 together!!!)	 and	 provides	 advanced	 instruction	 for	 thousands	 of	 ex-
isting	 employees.	 Other	 Indian	 companies	 are	 emulating	 this	 approach.

The	 Boston	 Consulting	 Group28 has urged africa’s major companies to 
take	more	 proactive	 steps	 to	 address	 the	 continent’s	 talent	 gap	 by	work-
ing	with	business	schools,	universities	and	colleges,	not	only	on	their	own 
programmes, but on broader capacity development. a recent economist 
article	 described	 how	 the	 best	 companies	 “treat	 talent	 as	 a	 supply	 chain	
that	needs	to	be	relentlessly	managed”	and	should	help	build	“educational	
ecosystems”.	Multinationals	 in	Africa	 traditionally	 send	 their	most	promis-
ing	 local	executives	to	company	training	programmes	overseas	at	head	of-
fice.	But	as	African	multinationals	and	regional	players	emerge,	and	as	the	
African	units	of	international	companies	grow,	many	are	starting	to	develop	
more	 extensive	 local	 management	 development	 programmes.	 Indigenisa-
tion	programmes	in	several	African	countries	have	accelerated	this	process,	
raising pressure on companies to develop a pipeline of local leaders. Many 
large	companies	in	Africa	have	already	built	excellent	training	and	develop-
ment	programmes,	 and	are	working	with	 local	business	 schools	 and	 insti-
tutes	to	develop	the	educational	ecosystem.	Some	of	the	 large	companies	
interviewed have developed in-house programmes at various stages of the 
training	 pyramid	 (See	 company	mini-case	 study	 in	 Chapter	 Six),	 usually	 in	

28  BCg, 2010

QuestIons For 
ConsIderatIon:

How can the middle of the pyra-
mid best be served: through 
business schools, training pro-
viders, both or neither? 

If business schools, should Tier 
One find ways of offering lower-
cost courses, or should Tier 2-4 
improve their offerings?

Would the middle of the mar-
ket be better served through 
training providers? If so, how 
can they be supported and 
equipped?

Is there room for an umbrella 
training provider brand, or a 
way of providing quality assur-
ance to help good providers 
stand out in a crowded market-
place?

How can organisations outside 
of the main hubs, and in rural 
areas, be reached?

Further research to better un-
derstand this market segment, 
and the willingness to pay 
would be useful.

“The best companies in emerg-
ing markets treat ‘talent’ as a 
supply chain that needs to be 
relentlessly managed, not an 
isolated problem that can be 
solved on a piecemeal basis. 
The glitzy training centres 
are only the beginning. Firms 
also invest heavily in creat-
ing “educational ecosystems”. 
They dispatch managers to 
give speeches at universities. 
They spot bright youngsters 
and treat them to tours of their 
campuses and scholarships.” 

—the economist.
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partnership with tier one business schools. some companies, such as 
the	international	professional	services	firm	cited	earlier,	have	turned	the	
training shortage into an opportunity and have opened up their own pro-
grammes	to	other	organisations,	generating	new	revenue.	A	Nigerian	bank	
interviewed is even working on developing a corporate degree-awarding 
university	that	would	be	open	to	other	organisations.	But	too	often	com-
panies	 run	 into	 the	same	challenges	cited	above:	a	 lack	of	good	quality	
providers to help them develop programmes. only the largest companies 
have the capacity to develop programmes independently and most need 
support	from	business	schools	and	training	providers,	which	often	simply	
do	not	 exist.	Desktop	and	 interview	 research	 indicates	 that	beyond	 the	
multinationals	and	the	continent’s	largest	home-grown	companies,	which	
are concentrated in the main	business	hubs,	very	few	provide	high	quality	
programmes	for	their	managers.	This	is	an	area	for	potential	intervention. 

otHer organisational enaBlers
While in-house company programmes play a crucial role in the manage-
ment	development	ecosystem,	training	in	isolation	is	not	enough.	Learning	
must	be	supported	with	the	kinds	of	organisational	enablers	highlighted	in	
the Management Development ecosystem model presented earlier in this 
chapter. the best companies support training with a culture that encour-
ages	meritocracy	and	innovation	rather	than	rigid	hierarchy,	systems	that	
institutionalise	best	practice	and	monitor	performance	management.	They	
also have formal systems for mentoring, and a strong base of good manag-
ers that provide role models for younger recruits. any new approach for 
tackling management development in africa MUst help foster these or-
ganisational	enablers,	and	should	perhaps	bolster	support	with	incentives	
such as ‘best employer’ rankings or awards.

One	way	 of	 building	 organisational	 capacity	 and	 plugging	 the	manage-
ment	gap	is	to	place	skilled	managers	directly	with	organisations,	rather	
than	training	existing	managers.		Arguably	this	does	not	solve	the	longer-
term problem, but can work with the right knowledge transfer strategies. 
A	 handful	 of	 organisations	 are	 experimenting	 with	 this	 approach.	 The	
african Management services Company29 (aMsCo), was founded by the 
UnDp and ifC to provide professional management and related services 
to private companies and commercially operated public enterprises in af-
rica.	AMSCO	managers	aim	to	bring	additional	management	capacity	but	
also to develop local capacity through technical assistance and mentoring. 
D-Capital,	 the	 impact	 investment	arm	of	global	advisory	firm	Dalberg,	 is	
exploring	a	similar	idea,	whereby	management	talent	would	be	‘invested’	
in	mid-sized	African	 companies	 in	 return	 for	 equity30. lgt philanthropy, 
another impact investor, has a similar placement system for social enter-
prises	 in	 developing	 countries,	 and	 is	 developing	 an	 online	 platform	 to	
scale up impact.  

While	there	are	pockets	of	excellence	within	the	organisational	develop-
ment space, there is clearly room for improvement. this is a key area for 
potential	 impact.	We	might	consider	partnering	with	one	or	all	of	these	
capacity	 building	 institutions.	 For	 example	 could	 AMI	 frameworks	 and	
materials be leveraged to encourage knowledge transfer when placement 
managers are in situ? Could we work with these programmes to develop 
organisational	enablers?	Chapter	Eight	explores	these	ideas.

29  aMsCo wesbite
30 	Interviews	with	D-Capital	staff

QuestIons For 
ConsIderatIon:

How should organisations be 
engaged? Directly? Through 
partners?

Would standardised materials 
and models for in-house 
training programmes help?

How can we help companies 
institute the right 
organisational enablers? Can 
we help create incentives for 
this – awards, rankings?

Could we creatively partner 
with capacity building 
organisations?
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sMe, sgB and entrepreneurs
What	about	small,	growing	and	medium-sized	businesses?	Small	and	family	business-
es	that	lie	between	microenterprises	and	large	corporations	are	engines	for	growth	
and	job	creation,	contributing	51%	to	GDP	and	57%	to	employment	in	high-per-cap-
ita-income countries.31 Developing the same base of small businesses in developing 
economies will set these economies on the path to more sustainable and balanced 
growth.	One	study	by	the	World	Resources	Institute	states	that	every	$1	invested	in	
a small and growing business (sgB32) generates another $10 for the local economy33. 
Much	has	been	written	about	the	‘missing	middle’	in	developing	countries,	and	de-
velopment	institutions	and	impact	investors	have	in	recent	years	focused	on	channel-
ling	finance	into	this	segment.	However,	interviews	with	private	and	impact	investors	
suggest that the biggest barrier to growing the sgB and sMe sector is not simply lack 
of	capital,	but	lack	of	management	capacity	to	absorb	and	effectively	use	that	capital.	

Several	 excellent	 initiatives	 aimed	 at	 building	 entrepreneurship	 and	 SME	 capacity	
have launched in recent years. However many of the best programmes are donor 
funded,	which	raises	questions	about	sustainability,	and	very	few	have	so	far	man-
aged	to	scale	successfully.	Below	is	a	brief	summary	of	some	of	the	most	effective	
programmes:

ifC and ilo34: 
The	International	Finance	Corporation	(IFC)	and	International	Labour	Organisation	–	
traditional	supporters	of	SMEs	–	provide	short	courses	for	small	businesses	in	Africa	
and other developing countries through local delivery partners. ifC has developed a 
standard curriculum and set of materials under the ifC-Business edge brand for sMes, 
which	is	adapted	for	each	market	by	local	experts.	Local	training	providers	compete	
in a tender for the contract to deliver the branded course. ifC then trains the trainer, 
and	ensures	quality	through	an	auditing	process.	ILO	offers	similar	programmes	called	
WEDGE	for	women	entrepreneurs,	and	Expand	your	Business	(EyB)	for	growing	com-
panies.

The	IFC	programme	has	been	relatively	successful	in	terms	of	job	creation,	and	fills	
a gap in some of the smaller markets. However its impact is very dependent on the 
quality	of	local	training	providers,	which	tends	to	be	varied.	Ability	and	willingness	to	
pay	is	extremely	low	among	target	companies.	IFC	has	tried	to	ensure	sustainability	by	
adopting	an	‘ecosystem’	approach,	where	a	large	company	will	pay	for	its	SME	suppli-
ers to take the course, or a large bank will pay for sMe borrowers.

goldman sachs 10,000 Women35:
Goldman	Sachs	10,000	Women	is	a	five-year	initiative	to	provide	a	business	and	man-
agement	education	to	underserved	female	entrepreneurs	in	developing	and	emerg-
ing	markets.	This	initiative	is	interesting	because	it	is	one	of	the	few	to	reach	relative	
scale. rather than delivering a standardised curriculum through training providers, 
10,000	Women	partners	with	business	schools	and	existing	enterprise	development	
programmes	 to	 design	 and	 roll	 out	 local	 programmes,	 based	 on	 some	 centralized	
frameworks.	Goldman	Sachs	provides	funding,	a	platform	to	share	best	practice,	links	
and support from western business schools and branding for the local programmes.

the programme has so far trained 5,000 women and is working on an impact assess-
ment	tool	to	determine	real	impact	in	terms	of	job	creation	etc.	A	major	drawback	is	
cost	and	sustainability.	Goldman	Sachs	funds	almost	100%	of	the	course,	with	some	
partnership	contributions	in-kind	–	delegates	pay	only	transport	costs.	And,	like	the	

31  ayyagari, Beck and Demirguc-kunt. Small and Medium Enterprises across the Globe: A New Data-
base, World Bank.
32  Defined	by	the	industry	association,	Aspen	Network	of	Development	Entrepreneurs	(ANDE),	as	
commercially	viable	businesses	with	between	5	and	250	employees	that	have	strong	potential	for	growth	and	
thus	for	creating	social	and	economic	benefits	in	the	community	and	more	broadly,	the	economy.
33  Barreira et al. On the Frontiers of Finance, World Resources Institute, 2009. 
34  interviews and ifC/ilo websites
35  interviews and goldman sachs 10,000 Women website

Challenges for SME programmes:
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- Scalability: success depends on good 
partners

- Impact: do these interventions actually 
work?
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IFC	and	ILO	models,	the	ability	to	scale	is	extremely	dependent	on	local	partners.	As	
one	of	 the	senior	managers	pointed	out,	 the	 initiative	still	only	 reaches	about	100	
women per year in some african countries.  

Business Bridge
This	 innovative	programme	blends	online	and	face-to-face	learning	to	target	entre-
preneurs in low-income markets. it is largely donor and government funded, and le-
verages	MBA	graduates	as	volunteer	tutors.	A	mini	case	study	in	Chapter	Six	provides	
more detail. 

Like	the	other	SME	programmes,	Business	Bridge’s	biggest	challenges	are	finding	the	
right	partners	for	scaling	up,	and	generating	donations	to	fund	expansion.	It	has	com-
missioned	an	in-depth	impact	study,	which	will	be	the	first	randomised	control	trial	
assessment of a programme of its kind. 

peter Bamkole and the lagos eDC
peter Bamkole, or ‘Banky’, as he is widely known, has built one of the most successful 
SME	models	in	Africa,	and	is	frequently	cited	as	a	leader	in	the	field.	His	programme	
is	 even	more	 remarkable	because	 it	 is	 entirely	 self-sustaining	–	entrepreneurs	pay	
almost	$4,000	 to	 attend	Banky’s	 courses.	 If	 a	 plan	by	 the	Nigerian	 government	 to	
replicate	his	model	around	the	country	succeeds,	it	will	be	the	first	example	of	suc-
cessful scalability in africa outside a major business hub. Banky started his enter-
prise Development Centre, which is now part of the pan-african University36, eight 
years	ago	to	fill	a	need	he	identified	for	a	highly	practical	and	focused	Certificate	of	
Entrepreneurship.	Students	attend	a	30-day	12-module	programme	spread	over	4-5	
months,	 taught	mainly	by	practitioners,	 and	 supported	by	an	extensive	mentoring	
system.	Entrepreneurs	have	access	to	‘experts	in	residence’,	which	leverages	volun-
teers from around the world as part of a system monitored and administered by MBa 
students,	as	well	as	a	range	of	partner	organisations	which	provide	support	service	
and a network of entrepreneurial alumni. 

The	Nigerian	government	is	funding	a	scale-up	of	the	course	in	other	cities	in	Nigeria,	
and the 10,000 Women project has sought to replicate several elements of the model 
on	 its	 programme.	 The	major	question	 is	whether	 a	 scaled	up	project	will	 survive	
without	Banky	himself,	a	highly	dynamic	 leader	whose	close	relationships	with	the	
students arguably drive much of the programme’s success.

technoserve37

technoserve is a global ngo which blends market access and technical assistance 
with	 the	 training	and	development	of	entrepreneurs	 in	poor	and	often	rural	areas	
of the developing world. technoserve focuses largely on the very base of our organ-
isational	pyramid.	 It	 introduces	 young	people	 to	business	basics	 through	 in-school	
curricula	and	week-long	camps	at	universities	and	technical	institutes,	leveraging	pri-
vate-sector mentors and working with capital providers. its ‘entrepreneurship funda-
mentals’ courses for adults cater to a wide range of individuals, including farmers and 
local	micro-entrepreneurs.	Local	trainers	and	trained	and	certified,	enabling	scale-up,	
although	it	still	relies	on	donor	funding.

TechnoServe	also	cultivates	high-growth	entrepreneurs	through	business	plan	com-
petitions,	with	follow-up	support	for	winners,	although	these	reach	relatively	small	
numbers.		It	has	developed	an	innovative	approach	to	broader	technical	assistance,	
by	using	entrepreneurship	support	to	strengthen	whole	industries.	After	pinpointing	
a	 high-potential	 industry,	 the	organisation	works	with	 stakeholders	 to	 formulate	 a	
plan	to	develop	it,	concentrating	on	points	of	leverage	along	the	value	chain.	It	then	
helps	a	lead	entrepreneur	(or	group)	to	build	a	successful	business,	refines	the	model,	
and applies it to many more enterprises across the sector. 

36  the pan-african University grew from lagos Business school

37  Based on technoserve website
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Branson Centre for entrepreneurship38

this centre for young entrepreneurs in Johannesburg is fully funded by rich-
ard	Branson’s	virgin	unite	group.	It	provides	short	part-time	courses	for	en-
trepreneurs	–	who	compete	for	acceptance	on	to	the	programme	–	in	busi-
ness	basics,	which	results	in	the	production	of	a	business	plan.	Entrepreneurs	
present	their	ideas	to	various	experts	and	potential	investors	at	Pitch	Days,	
which	generates	mentoring.	The	centre,	which	is	relatively	new,	is	in	the	pro-
cess of formalising mentoring systems, and has recently launched a follow-
up ‘advanced entrepreneurship’ course, which is aimed at helping compa-
nies	grow,	and	potentially	raise	investment.	

The	centre	is	currently	working	on	a	model	for	scaling	and	replication.	It	will	
probably involve training the trainer according to a standardised curriculum, 
although	the	centre	has	not	yet	identified	delivery	partners.	The	courses	are	
virtually	free,	and	therefore	depend	on	continued	virgin	unite	funding.	The	
major	 competitive	 advantage	 for	 the	 Branson	 Centre	 is	 the	 power	 of	 the	
Branson name, which has real convening power, and generates opportuni-
ties	for	entrepreneurs.

ConClUsion
africa’s Management Development ecosystem is patchy and inconsistent 
with	areas	of	need	in	every	segment.	Key	areas	for	intervention	include:

1) Inputs:	 Providers	 at	 all	 levels	 of	 the	 pyramid	would	 benefit	 from	 high-
quality	 inputs,	 including	 faculty	 development,	 teaching	methodologies,	
materials,	 curricula	 and	 quality	 assurance	 systems.	 High	 quality	 inputs	
could	help	strengthen	existing	institutions	and	resource	new	schools	and	
programmes.

2) top tier providers: africa has only a handful of tier-one management 
schools.	 	Africa	would	benefit	from	more	of	these	first	class	 institutions	
to	help	stem	the	brain	drain,	generate	thought	leadership	and	potentially	
to	provide	support	and	resources	for	programmes	and	institutions	oper-
ating	at	lower	levels	of	the	pyramid.	The	best	Tier	One	schools	began	as	
Greenfield	operations,	not	as	an	offshoot	of	a	university	business	studies	
department.

3) Middle-tier	Providers:	This	 is	perhaps	 the	most	urgent	area	of	concern.	
The	 training	market	 is	 fragmented	and	needs	quality	assurance	mecha-
nisms	and/or	widely	recognised	and	trusted	brands	of	quality.	Lower	tier	
schools	are	expensive	and	overly	academic.	We	need	low-cost,	practical	
and	effective	solutions	for	this	segment.	Could	we	use	technology,	or	le-
verage the resources at tier-one schools through a hub and spoke ap-
proach?	Could	we	franchise	a	short	but	highly	practical	 ‘Introduction	to	
Management’ course?

4) SME	Providers:	There	are	some	excellent	initiatives	in	this	space,	but	they	
need	help	scaling	up,	and	generating	funding	and/or	developing	sustain-
able business models. Could we provide inputs to support them or their 
delivery	partners?	What	about	a	monitoring	and	evaluation	tool,	or	a	plat-
form	for	sharing	best	practice?	Could	successful	entrepreneurs	pay	a	small	
percentage	of	profits	into	an	endowment	fund?

5) Organisational	 Enablers:	 Educating	 individuals	 in	 isolation	 will	 not	 be	
enough.	We	need	to	work	with	organisations	on	enablers,	such	as	devel-
oping	 the	systems	 to	support	good	management	practice.	Could	we	 in-
centivise	‘good	behaviour’	through	awards	or	rankings	and	a	scorecard	of	
good	practice?

these ideas and others will be considered in Chapter 8-9.

38  Based on interviews and website

Questions for consideration:

- Scalability is a major challenge for SME programmes – could AMI develop 
mechanisms for identifying and training delivery partners?  What about Tier 2-4 
schools? Other ideas for scaling?

- Few SME programmes have conducted thorough impact assessments. Would an 
M&E tool and a platform for sharing best practice be useful?

- How could SME programmes be made more sustainable? Could we reduce costs? 
Could successful entrepreneurs repay a small % of profits?
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We know that africa’s management 
education,	 training	 and	 develop-
ment	 programmes	 are	 insufficient	 to	
meet the needs of employers, inves-
tors, entrepreneurs and ngos. Busi-
ness schools and other training pro-
grammes	are	 too	 few,	and	 frequently	
of	poor	quality.	Content	is	often	irrel-
evant and far removed from the reali-
ties	of	local	economies,	while	teaching	
methods are old fashioned and overly 
academic.	yet	there	are	pockets	of	ex-
cellence, across the learning ecosys-
tem in africa, as well as lessons that 
can be applied from other geographies 
and sectors. this chapter draws on the 
50 interviews conducted for this report 
as	well	as	desk	research	into	different	
programmes	 and	 institutions,	 to	 ex-
plore what tends to work well in man-
agement	education	and	development,	
and conversely, what usually fails. it 
identifies eight characteristics, or 
properties, of successful programmes 
or institutions, and provides concrete 
examples	 from	 across	 different	 deliv-
ery mechanisms. the report deliber-
ately	 seeks	 to	 identify	 patterns	 that	
can	 be	 applied	 across	 different	 types	
of	 institutions	 or	 programmes,	 to	 es-
cape	the	constraints	of	existing	catego-
ries	when	we	move	to	generating	new	
solutions.	The	eight	characteristics	are	
summarised	 below,	 then	 explored	 in	
more detail later in the chapter. not 
all	successful	programmes	exhibit	ALL	
of the points listed, but many of the 
best	appear	to	have	cultivated	most	of	
them. these are highlighted in micro 
case studies interspersed throughout 
the chapter.

successful management development 
interventions,	 across	 delivery	mecha-
nism,	are	often:

1) entrepreneurial:  they are started 
from scratch by a strong local entre-
preneur with ‘skin in the game’ and 
some independence from legacy 
institutions.	 They	 are	 often	 legally	
non-profits	 but	 are	 operationally	
self-sustaining. 

2) interactive: they foster communi-
ties	of	learning	and	build	networks	
of	 like-minded	 people	 exhibiting	

good	 management	 practices.	 For-
mal learning is combined with men-
torship,	follow-up	activities	and	op-
portunities	 to	 practice	 teamwork	
and peer-to-peer learning.

3) practice-based: Many african man-
agers	 are	 well	 qualified	 on	 paper	
but	ill	equipped	for	work.	The	best	
programmes (business schools anD 
sMe programmes) use case studies, 
action	 learning,	 experiential	 learn-
ing	and	consulting	projects	to	help	
managers translate what they learn 
in the classroom into the board-
room.	 They	 avoid	 the	 traditional	
‘chalk and talk’ approach. 

4) relevant: they are rooted in the 
local	 political,	 social,	 cultural	 and	
economic	 context.	 They	 draw	 on	
content and curricula that is adapt-
ed	to	the	particularities	of	the	local	
economy and generates frank and 
open discussion about managing in 
the local environment. 

5) accessible: There	 is	 room	 for	 ex-
cellent premium-priced business 
schools in africa. But to achieve 
real scale, programmes need to be 
accessible. successful fet colleges 
(which are outside our scope but 
potentially	a	useful	source	of	ideas)	
use	staggered	and	flexible	payment	
terms to accommodate student 
cash-flow.	 Some	 schools	 extend	
their reach through distance and 
online learning. sMe training pro-
viders typically need to subsidise 
fees.    

6) aspirational: Materials and facili-
ties	are	high-quality	and	aspiration-
al,	although	not	necessarily	expen-
sive. faculty and facilitators are of-
ten	seasoned	executives	with	expe-
rience	in	business.	Institutions	may	
draw	on	expertise	from	partners.	A	
quality	assurance	system	is	in	place. 
The	perception	of	quality	is	often	as	
important	as	quality	 itself.	To	scale	
successfully, programmes must 
be widely recognised and trusted. 
some boost credibility through ac-
creditation,	 although	 Africa	 lacks	
widely-recognised and relevant ac-

Chapter sIx: 
What Works?
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creditation	systems.	Well-respected	
partners can also be useful for cre-
ating	brand	credibility.

7) perceived value: the best pro-
grammes are linked to clear out-
comes and value. sMe programmes 
link	 training	 with	 finance	 for	 en-
trepreneurs that meet criteria. 
good business schools and colleg-
es	 link	 successful	 completion	 of	 a	
course with employment prospects 
through career services, and suc-
cessful	 executive	 education	 links	
training with performance manage-
ment.

8) connected: successful programmes 
form partners and networks to scale 
up impact. they also form partner-
ships	with	more	developed	 institu-
tions	 in	other	 countries	 to	help	fill	
resource	gaps,	such	as	qualified	fac-
ulty, and to boost their own brand.

****

Each	 of	 the	 eight	 characteristics	 will	
be discussed in more detail below, 
with	 quotes	 from	 interviews	 to	 illus-
trate each point. this chapter also fea-
tures several mini case studies of in-
stitutions	 and	 programmes	 that	 have	
shown	success,	and	offer	useful	ideas	
and learning.

1)	 entrepreneUrial 

Several	of	Africa’s	most	effective	busi-
ness	schools	began	as	Greenfield	start-
ups led by strong local entrepreneurs. 
South	 Africa’s	 Gordon	 Institute	 of	
Business science, kenya’s strathmore 
Business school and nigeria’s lagos 
Business school were all started from 
scratch (rather than building on the 
business studies department of a tra-
ditional	 university),	 by	 dynamic	 local	
individuals or groups or individuals 
with strong business links and entre-
preneurial drive:

South African business school: I was an 
entrepreneur with serious skin in the 
game, not a dean having a go as part 
of his usual job... I had a pragmatic 
mind, not overly academic... You need 
a strong local personality, someone 
with local commercial acumen. 

Business education NGO: We have 
found that two things are crucial for 

success: 1) leadership 2) An institution 
that has enough independence to in-
novate. Very often business schools 
are in a straightjacket because of uni-
versity bureaucracy and can’t move. 
You need an authorising environment 
that enables change.  

Ghanaian management school: You 
need a bull-headed leader for the 
start-up phase – someone who is fa-
miliar with international business ed-
ucation best practice, but also locally 
grounded.

Starting	 a	 brand	 new	 management	
school, rather than revamping the 
business studies department of a tra-
ditional	university,	allows	for	the	kind	
of enterprising approach that is re-
quired	in	emerging	markets,	as	noted	
by	the	dean	of	a	highly	innovative	Rus-
sian business school:

The great advantage we had is that 
we started as a Greenfield operation 
from scratch. The advantage is that we 
could experiment and do something 
different.

Conversely, business schools or de-
partments	 constrained	 by	 traditional	
university structures are typically run 
by career academics. these schools 
sometimes	 struggle	 to	 innovate	 and	
to	 build	 strong	 relationships	 with	 lo-
cal	 business.	 They	 often	 lack	 thriving	
executive	education	programmes,	lim-
iting	 income.	 The	 advantages	 that	 a	
university	base	can	bring	include	qual-
ity assurance of academic standards, 
institutional	 longevity,	 the	 possibil-
ity of drawing on academic resources 
in	 other	 departments,	 and	 a	 critical	
perspective	on	the	role	of	business	in	
society. private ventures need to con-
sider	how	to	ensure	academic	quality	
and substance, while university-based 
ventures need to consider how to be 
free	of	the	stultifying	effect	of	bureau-
cracy and a model that is largely inap-
propriate to the mission of a business 
school.

Ghanaian business school: As the 
dean of a biz school, I can’t even write 
a cheque for $100, even though we 
generate $4 million a year, without 
the university giving the go-ahead. If 
you’re a private institution you don’t 
have to deal with these constraints.
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schools and programmes appear to be most successful when they are started in re-
sponse	to	a	clear	market	need,	rather	than	as	a	purely	educational	endeavour.	Many	
successful	schools	start	with	a	high-margin	executive	education	programme	for	se-
nior	managers,	possibly	using	temporary	facilities	and	suitcase	academics,	and	build	
the	school	organically	through	dynamic	leadership	and	strong	relationships	with	local	
industry.	They	are	usually	self-sustaining	but	non-profit.	This	was	the	case	with	La-
gos	Business	School	and	GIBS.	More	recently,	new	executive	programmes	have	been	
started in angola and ivory Coast in partnership with spain’s iese, with a view to 
establishing	a	fully-fledged	business	school,	and	schools	such	as	the	university	of	Stel-
lenbosch	Business	School	and	France’s	INSEAD	have	experimented	with	establishing	a	
foothold	in	new	territories	through	ad-hoc	executive	education	programmes:

Nigerian business school: Our school was started by three individuals who saw a busi-
ness opportunity. There was only one management development centre here in Ni-
geria, but it was run like a government para-statal and was not meeting the needs 
of managers. So you had a lot of companies who wanted training. We started with 
executive education and that has been the core ever since.

South African business school: I started by talking to the CEOs, going around talking 
to them one by one, getting their buy-in. And I would say that’s how you start a busi-
ness school, you start with a blistering 4 week programme for those CEOs, show them 
quality they have never seen before.

Lagos	Business	School	 (LBS)	was	started	 in	1991	by	a	 trio	of	entrepreneurs	as	a	small	 institution	
called	the	Centre	for	Professional	Communications	(CPC),	offering	management	courses	relevant	to	
the nigerian business environment. it was started in direct response to a market need: there was 
simply	no	other	practical	management	development	and	training	available	in	Nigeria	at	the	time.

lBs led to the launch of the pan-african University. But before the University was established, lBs 
benefited	from	the	help	of	IESE	Business	School	in	Barcelona,	Spain,	and	continues	to	do	so	today.		
iese is one of the leading business schools in the world and has provided constant support to lBs, 
including	through	faculty	support	and	training.	LBS	began	with	executive	education,	which	did	not	
require	large	investment	in	facilities,	and	allowed	the	founding	entrepreneurs	to	test	the	market.

The	first	facilities	were	not	built	until	1994.	Reflecting	the	business	school’s	close	links	with	busi-
ness,	LBS	named	three	classrooms	named	after	corporate	sponsors	Shell,	Chevron	and	IBTC.	In	1996,	
some land on the lekki peninsular area of lagos state, was allocated to lBs by the lagos state gov-
ernment	for	the	construction	of	what	is	now	the	permanent	site	of	the	School.			

LBS	applied	for	a	 license	to	operate	as	a	private	university,	but	began	a	joint	Executive	MBA	pro-
gramme with iese Business school, Barcelona in 1996, while it waited.  in January 2002, the federal 
government granted approval for the establishment of pan-african University, and lagos Business 
School	launched	its	own	Executive	MBA	programme	the	same	year.		The	full-time	MBA	programme	
was	added	in	2003	to	develop	younger	professionals	as	functional	managers	with	global	perspec-
tives	and	practical	management	knowledge	relevant	to	the	Nigerian	business	environment.	A	doc-
toral programme started in 2006 in response to the school’s need for more research work to support 
the	practice	of	management	in	Nigeria.		

in 2007, lBs was ranked by the financial times among its top 50 business schools in the world in the 
area	of	open	enrolment	executive	education	programmes.		LBS	is	the	still	the	only	Nigerian	business	
school	to	be	included	in	this	prestigious	world	ranking.		

lBs is entrepereneUrial (it was started in response to a market need), interaCtive (it builds net-
works	of	like-minded	peers),	it	uses	highly	PRACTICE-BASED	teaching	methods	(90%	of	classes	use	
the	case	method),	it	ensures	RELEvANCE	through	close	relationships	with	business,	it	established	an	
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ASPIRATIONAL	and	high-quality	brand	by	CONNECTING	with	IESE.	While	LBS	itself	is	an	elite	institu-
tion,	 it	has	 tried	to	 increase	ACCESSIBILITy	 through	 its	 links	with	the	Pan-African	university’s	En-
terprise	Development	Centre	(see	below)	for	SMEs,	and	by	supporting	other	less	advanced	African	
business schools, such as the school of finance and Banking in rwanda. the perCeiveD valUe is 
evident through the record of graduate employment.

2)	 interaCtive

Stand-alone	 courses	 taught	 in	 isolation	 can	 sometimes	 contribute	 to	 the	 ‘diploma	
mill’	effect,	where	managers	take	courses	purely	for	Cv-building	purposes.		The	best	
programmes	instead	work	to	build	communities	of	learning,	which	include	opportuni-
ties	for	interaction,	networking	and	mentorship.	This	helps	build	a	critical	mass	of	like-
minded	people	committed	to	management	best	practice,	and	encourages	continued	
learning:

International consultant: If I’m a mid-level manager, being part of a community that 
provides regular access to new perspectives and where I can meet industry leaders 
may be more useful than learning a load of frameworks. You need to grow a peer 
group that have expectations of, and compete with, each other. There is something 
about a living network of people.

Nigerian HR consultant: We need people who are fully committed, some kind of criti-
cal mass – a lot of people trying to get the message through. It needs to be done in 
various places at the same time.  

Business education NGO: What really works is to connect people to other people who 
become lifelong comrades for discussion and learning. Informal connections, getting 
people out of isolation and giving them trusted contacts around the world who can 
really help them advance their careers.

several senior leadership programmes including the archbishop Desmond tutu lead-
ership	 Fellowship	Programme,	 run	by	 the	African	 Leadership	 Institute,	 The	African	
leadership network, and global programmes such as the World economic forum 
young global leaders have taken a network-driven approach. the ali programme is 
run	in	conjunction	with	Oxford	university	and	connects	leaders	from	different	back-
grounds	for	an	intense	short	course	and	experiences	with	the	goal	of	spawning	net-
works	and	communities	of	visionaries	that	can	help	each	other	tackle	major	problems	
(see	box).	Interestingly,	two	of	the	interviewees	for	this	study	are	ALI	alumni,	and	both	
spoke	enthusiastically	about	the	programme	and	network.

the archbishop tutu leadership fellowship programme is an annual programme launched in 2006. 
The	Programme	is	run	in	conjunction	with	Oxford	university,	a	variety	of	institutions	across	Africa	
and	commercial	sponsors,	and	is	designed	to	provide	a	wide	range	of	leadership	learning	experienc-
es	to	a	select	group	of	young	Africans	who	are	expected	to	rise	to	top	leadership	positions	in	their	
spheres	of	activity	over	the	next	5	to	20	years.	The	Fellows	are	drawn	from	across	Africa	and	from	
various	sectors,	ranging	from	commerce	to	charities.		They	are	selected	entirely	on	merit,	without	
regard to ethnicity or gender.  the object of the programme is not to “teach” leadership in the classi-
cal	business	school	sense,	but		to	create	a	variety	of	opportunities	for	the	Fellows	to	explore	in	depth	
what	leadership	really	means	for	them,	to	reflect	and	internalise	the	learning,	and	to	apply	it	in	prac-
tice.		Particular	emphasis	is	placed	on	African	leadership	in	a	global	context.		The	classroom	work	
is	 supplemented	by	 stimulating	projects	 and	with	 talks	by	established	 internationally	 recognised	
leaders	in	different	spheres,	who	share	their	experiences	of	the	challenges	and	secrets	of	leadership.
AfLI	 is	 aiming	 to	develop	 a	 networked	 community	 of	 future	 leaders	 across	Africa	 –	members	of	
an	alumni	who	have	been	exposed	to	a	wide	variety	of	leadership	learning	experiences	from	both	
an	African	and	global	perspective	–	who	will	have	at	their	disposal	the	facilities,	the	connectivity,	
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the	intellectual	foundation	and	the	rich	human	resources	of	the	Institute	and	alumni	to	influence	
change.	They	will	be	applying	leadership	in	practical	applications	that	will	make	a	difference	to	their	
communities.		As	Fellows	of	the	Institute	they	will	feel	the	collective	expectation	to	make	a	differ-
ence and the peer pressure to do it. 
(Source:	http://www.alinstitute.org/default.aspx)

***

the programme is highly interaCtive, because it fosters networks of peers. it tackles issues that are 
highly relevant to africa, and uses praCtiCe-BaseD methods to surface learning. the programme 
is entrepreneUrial (it was started from scratch in response to a need), highly aspirational, 
thanks	to	its	high-profile	patron.	It	is	CONNECTED	to	other	organisations,	including	Oxford	univer-
sity. it is only moderately aCCessiBle, and depends on sponsorship, which limits its impact to a small 
group each year.  

The	Russian	business	 school	mentioned	earlier	goes	as	 far	as	engineering	 its	MBA	
classes	to	maximise	the	social	power	of	 the	programme	and	to	ensure	diversity	of	
professional background and interests. it then leverages the knowledge in the room 
to enable peer-to-peer teaching:

We have a wide range of ability in the class, because it is engineered that way. So 
instead of all students taking all classes, they only take the ones where they’re in the 
lower half of the tail, and in the other classes they coach the lower tail. This gets team 
spirit going. It’s very effective.

Mentorship	 and	 coaching	was	 cited	by	 respondents	 as	 a	 critical	 success	 factor	 for	
both	managers	in	companies	and	entrepreneurs	starting	businesses,	especially	when	
delivered	in	conjunction	with	more	formal	learning:

Nigerian consumer group: More formal & structured programmes need to work to-
gether with mentoring. I think Africans are good coaches and mentors- they do see 
that as a responsibility. One of the positives of the hierarchical system is that there is 
a responsibility to do things for your community. You can USE that by getting senior 
managers to coach.

peter Bamkole (Banky), whose enterprise Development Centre in lagos is widely 
viewed	as	one	of	the	most	successful	interventions	for	developing	entrepreneurship	
in africa, has developed highly structured systems of face-to-face and electronic men-
torship	with	effective	feedback	loops	administered	by	MBA	students:

We believe strongly that in first year of running any programme you need to handhold 
the people you are training. Like in the first year of child’s life – it’s the same process 
with building the entrepreneur. Mentorship is key – learning from those that have 
been before you. We do mentoring in person and electronically. We use volunteers 
from around the world, and use MBA students to monitor the whole process.

networking was also cited as a strong incentive for	persuading	managers	to	attend	
(and	pay	for)	training	and	education,	and	as	a	highly	effective	way	of	exposing	African	
managers	to	international	best	practice:

International professional services firm: If I think of management training overall, it’s 
the opportunity to network that is most valuable. We run new manager events here 
to give African managers the opportunity to network with their counterparts around 
the continent. It’s very popular.

Several	respondents	suggested	encouraging	networking	and	creating	learning	oppor-
tunities	through	more	exchange	programmes	between	African	countries:

Kenyan start-up: We need more exchange programmes.  We need to find good people 
in African settings and take them outside – even if it’s just outside your country. They 
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need to see how other people do things. So why don’t you bring people from Nigeria 
to Kenya to learn about ICT, and people from Kenya to Nigeria to learn about financial 
services? That will help expose more people. 

3)	 PRACTICE-BASED

too many business schools and training programmes rely on the ‘chalk and talk’ lec-
ture	model,	which	encourages	learning	by	rote	rather	than	critical	thinking,	and	does	
not help students apply learning to the real world. interviewees were virtually unani-
mous	in	advocating	more	interactive	and	practical	learning	methods.	The	case	study	
method	is	popular	in	management	education	globally	because	it	cultivates	the	kind	of	
critical	thinking	and	decision-making	skills	which	we	noted	in	chapter	two	is	lacking	
in africa. africa’s best business schools use the case method (lBs says 90 percent of 
classroom	time	is	participatory).	The	African	Association	of	Business	Schools	has	been	
promoting	the	case	method	through	case	writing	workshops	and	competition,	and	
has built an online library of over 250 cases, most of them african, which are regularly 
downloaded. 

Several	respondents	argued	that	deeper	experiential	learning	had	been	more	effec-
tive	than	case	studies.	This	might	include	company	visits,	learning	journeys,	simula-
tions	and	role	plays.	One	multinational	company	strengthens	the	impact	of	role	play-
ing by having a senior manager observe students:

Managers want more practical scenarios. Although they say they hate role plays, they 
often actually admit how useful they are. When they’re being observed by someone 
more senior they take it more seriously and get more out of it. 

For	non-academic	programmes,	interactive	learning	can	mean	drawing	on	the	experi-
ence	in	the	room.	Banky’s	EDC,	Business	Bridge	-	an	innovative	blended	learning	pro-
gramme for sMes in south africa and ghana - and the ifC’s Business edge programme 
for	small	businesses	in	developing	countries,	all	use	practical	examples	from	the	facili-
tator’s	own	experience,	or	‘live	case	studies’	from	the	class,	to	ground	learning:	

Nigerian SME programme: We make it very very practical, so for example I get a tax 
consultant working with small business to teach tax, a commercial lawyer to teach 
law. When the students see that people understand their problems and can give real 
solutions they get really excited.

In	Rwanda,	a	business	school	developed	short	films	with	basic	role	plays	for	training	
bank	managers	that	feature	real	scenarios	staff	typically	face:

We highlight real issues, like - What happens when someone comes and says they are 
the brother of the boss and they should go to the front of the line? What happens if 
someone comes in with a gun? I’m forcing managers away from rules to think about 
complicated situations that can arise and how they’d respond. 

GIBS	 emphasises	 engagement	 and	 peer	 learning	 in	 its	 executive	 education	 pro-
grammes:

We’ve recognised the necessity of student centred learning. So instead of lecturing on 
leadership, let’s engage with leaders. A lot of the knowledge and experience is in the 
classroom already. The teacher is often really acting as a facilitator.

Action	learning	works	particularly	well	when	it	is	integrated	back	into	a	manager’s	dai-
ly	workload.	One	South	African	multi-national	designed	with	a	local	business	school	
an	 action	 learning-based	 programme	 for	 senior	 executives,	where	managers	were	
grouped into teams and assigned a real strategic problem and presented their solu-
tion	to	the	company’s	executive	board	(see	box	for	more	info).	The	programme	has	
generated new product lines and business units. 
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As	a	first-generation	multinational	with	a	strong	South	African	heritage,	this	consumer	goods	com-
pany	traditionally	exported	South	African	managers	to	 its	African	operations.	But	 it	 is	now	under	
pressure to develop local leaders. it has developed a blended approach to learning, combining inten-
sive	and	expensive	executive	programmes,	online	resources	for	basic	skills	acquisition	and	partner-
ships	with	local	institutes	for	developing	artisanal	and	technical	skills.	Each	intervention	is	grounded	
firmly	in	the	realities	and	practicalities	of	the	company’s	core	brewing	business.

exeCUtive DevelopMent: senior managers are placed in teams with colleagues from across the 
continent,	and	given	a	real-life	business	problem	to	solve.	Examples	include	revamping	a	struggling	
product	line,	or	designing	a	distribution	strategy	for	a	new	market.	The	teams	work	on	the	project	
over	6	months,	in	addition	to	their	normal	jobs	and	attending	more	formal	classroom	sessions.	They	
frequently	pilot	their	project.	At	the	end	of	the	six	month	course	the	teams	present	their	projects	
to	the	senior	executive	committee,	and	the	best	are	often	implemented.	The	experience	is	far	more	
powerful than lectures or even case study discussions, and generates networks of high performers.

ONLINE	AND	TELECONFERENCING:	To	supplement	the	high-cost	executive	programmes	and	to	in-
crease	learning	accessibility,	the	company	requires	all	managers	to	complete	online	courses	to	up-
date	their	knowledge	and	continually	acquire	new	skill-sets.	Online	resources	are	compiled	by	in-
house	experts	and	external	consultants,	and	adapted	by	locals	where	relevant.	The	static	materials	
are	often	complemented	with	scheduled	webinars.	Where	bandwidth	is	insufficient,	teleconferenc-
ing	is	used	alongside	offline	text,	video	and	audio	materials.	The	company	ensures	relevance	and	
links	learning	to	incentives	by	integrating	online	training	into	its	performance	management	system,	
and ensuring that all short courses involve at least some senior managers who can apply theory 
directly to the business.

teCHniCal Colleges: this does not apply directly to management, but the model could be transfer-
able. the company has plugged a gap in technical skills in africa by developing its own courses and 
curricula,	with	academic	accreditation,	delivered	through	local	colleges.	It	is	looking	at	expanding	
this programme. 

The	company	has	developed	different	tiers	of	programme	which	each	exhibit	different	character-
istics.	 The	executive	programme	 is	 INTERACTIvE	 (it	 is	 team-based),	 the	 teaching	methodology	 is	
PRACTICE-BASED.	The	programme	itself	is	innovative	and	ENTREPRENEuRIAL,	and	was	designed	by	
a top business school to provide an aspirational element. 

Clearly	the	executive	programme	is	not	particularly	ACCESSIBLE,	but	the	online	and	technical	col-
leges meet that criterion instead. in all programmes, there is clear perCeiveD valUe (either perfor-
mance management credits or access to senior management) and training is directly relevant to 
the	business.	External	CONNECTIONS	are	less	important	in	this	instance	because	the	programmes	
are	company	specific.

Action	 learning	 projects	 can	 include	 tasks	within	 organisations,	writing	 a	 business	
plan,	analysing	problems,	making	recommendations	and	sometimes	running	pilots.	
one business school in ghana has recently scrapped the MBa thesis in favour of a 
consulting	project,	and	said	its	graduates	are	already	leaving	better	equipped	for	the	
workplace:

Before, we had people graduating with no clue how to write a business plan or a fea-
sibility study. That’s just wrong.

Action	 learning,	placements	and	 internships	can	also	be	a	way	of	 rooting	students	
more	deeply	in	local	context,	and	of	helping	fill	the	skills	gap	in	rural	or	other	under-
resourced areas. one south african business school is planning to introduce a whole 
semester	of	project-based	action	learning,	requiring	students	to	come	up	with	an	in-
novative	plan	to	tackle	a	major	social	problem	facing	the	country.	Examples	include	fi-
nancially	sustainable	approaches	to	healthcare	in	rural	areas,	or	a	model	for	an	afford-
able	but	for-profit	primary	school.	Other	schools	are	considering	requiring	students	to	
spend	time	on	placement	with	an	organisation	in	an	underserved	area	–	imitating	the	
model used in medical schools and teaching colleges to channel resources to remote 
clinics and schools. as the dean of that school commented: “If you want to change 
people, confront them with reality.”

a praCtiCal approaCH to filling ManageMent gaps at an eMerging MUltinational
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Skolkovo	Management	School	in	Russia	takes	action	learning	to	its	extreme,	with	the	
majority	of	 its	MBA	course	spent	 in	 the	field	on	team-based	consulting	projects	 in	
five	different	countries	(see	BOX).	The	programme	is	built	on	three	dimensions	of	1)	
Entrepreneurial	Leadership,	2)	Experiential	Learning	and	3)	Fast-moving	Economies,	
and	is	highly	effective	in	its	goal	of	developing	entrepreneurial	leaders	for	emerging	
markets: half its MBa graduates go on to start their own businesses:

Skolkovo dean: What is really unique about Skolkovo is that we do so much action 
learning... So instead of trying to bring reality into classroom why not take students 
into reality, build a pedagogical support structure around it to support them. If you 
want to understand difficult environs you have to experience them. It’s not easy to 
manage, but it seems to fit with our mission... 

the Skolkovo	programme	is	the	only	one	in	the	world	where	two	thirds	of	the	educational	process	
consists	not	of	traditional	lectures,	but	of	consulting	projects	that	students	conduct	in	real	compa-
nies. of the programme’s 16 months, only 4 are devoted to lectures. 

the four months of intensive classroom study includes guest-speaker lectures including Ceos, entre-
preneurs	and	“live	legends”	of	business.	The	remaining	12	months	consist	of	five	consulting	projects	
spent	in	four	different	countries:

•	 social entrepreneurship and outsourcing in india
•	 Marketing	and	manufacturing	in	China
•	 Cooperating	with	the	Government	in	Russia
•	 Supporting	the	second	stage	of	start-ups	in	the	uSA
•	 launching a start-up in russia

students develop their start-up ideas, either individually or in teams, during the course. When they 
return	to	Russia	they	work	with	experts	and	mentors	to	launch	their	businesses,	and	finally	pitch	
their start-ups to a panel of professional vCs and angel investors. the best are awarded funding, 
and all students can apply for the on-campus skolkovo accelerator and incubator programmes.

The	Skolkovo	model	is	highly	ENTREPRENEuRIAL,	INTERACTIvE	(consulting	projects	are	team-
based,	and	teams	are	engineered	for	diversity),	PRACTICE-BASED	(experiential	learning	is	at	the	
core	of	the	programme),	RELEvANT	(focused	on	the	realities	of	business	in	emerging	markets).	It	is	
aspirational and has clear perCeiveD valUe (successful students get funding and help launching 
their	own	businesses).	The	business	school	is	highly	CONNECTED	to	business,	particularly	with	the	
Russian	elite,	which	enhances	brand	equity	(within	Russia,	at	least).	Like	several	of	the	examples	
cited	in	this	report,	this	institution	does	NOT	attempt	to	be	ACCESSIBLE.	At	60,000	euros	per	stu-
dent	it	is	very	expensive,	and	consciously	targets	the	elite.

source: http://www.skolkovo.ru/public/en/

4)	 relevant

Case studies and role plays are useful teaching methods, but only if the scenarios ad-
dressed	are	relevant	to	the	manager’s	local	context.	Too	often,	business	schools	and	
training	providers	simply	import	courses,	curricula	and	materials	from	institutions	in	
more	developed	countries,	and	fail	to	address	the	specific	needs	of	African	economies	
and	organisations	(some	of	which	were	outlined	in	chapter	2).	

Local	relevance	begins	with	the	institution	itself,	and	its	role	in	the	local	economy.	The	
best	business	schools	and	training	providers	have	cultivated	strong	relationships	with	
local	business	and	government	leaders,	and	place	executive	education	at	the	core	of	
their	business	model.	There	are	obvious	financial	advantages	to	this	approach,	espe-
cially once a programme has built a pipeline of successful alumni:

Nigerian business school: Our real focus is executive education. We have strong rela-
tionship with the private sector – all our brick and mortar is built with donations from 
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the private sector. It was a conscious decision – this 
is the market we are trying to serve. It’s the core to 
who we are.

Kenyan business school: When we re-launched the 
business school, we looked to alumni and found 
people who could help provide links with business. 
It’s important to ensure that the advisory board is 
grounded in local business and well connected. We 
included experienced professionals, successful alum-
ni. 

Nigerian foundation: Too often the (business schools) 
haven’t got a clue about the local environment, and 
they’re not connected. I interviewed four deans re-
cently and only two really had any links with busi-
ness. Schools need to be embedded in business, they 
need to relevant.

the best schools also play a role in local thought 
leadership that builds credibility and makes them a 
crucial part of the local economic fabric:

South African business school: Deans shouldn’t be 
spending too much time at the business school, they 
should be out talking to the CEOs. Don’t sell, don’t 
talk to them about your business school, talk to them 
about their businesses. Be a sounding board – busi-
nesses want that. 

However, while africa clearly needs academics that 
create new knowledge, contribute to global intel-
lectual debate and provide the rigour to underpin 
a strong business sector, most interviewees agreed 
that	basic	management	education,	training	and	de-
velopment	 rooted	 in	 practical	 reality	 was	 a	 more	
pressing	 priority	 than	 publishing	 academic	 articles	
in	top-tier	journals:

Ghanaian management school: Our mission should 
be about teaching and contributing to society, more 
than research. We are faced with major challenges, 
and until we meet those challenges business schools 
will continue to be irrelevant. 

South African business school: Get it going, focus on 
executive education, be relevant for your economy, 
THEN you can worry about research. 

the indian school of Business has adopted a hybrid 
approach to the rigour versus relevance debate. in 
many ways, the school has replicated the standard 
ivy league model in india, with state-of-the-art fa-
cilities,	high	fees,	and	faculty	incentivized	to	publish	
in	top-tier	journals.	However,	the	school	has	created	
a Centre for emerging Markets, which has eschewed 
this	model	and	abandoned	traditional	research	in	fa-
vour	of	action	research	and	entrepreneurial	projects	
rooted	 in	the	realities	of	modern	 India.	The	centre	
aims to connect stakeholders around key issues fac-
ing	 emerging	markets,	 such	 as	 affordable	 housing,	

sanitation,	and	design	thinking.	It	then	pulls	together	
a thinking group, led by an entrepreneur, and aims 
to generate actual pilots, rather than only academic 
papers.	The	centre’s	associate	director	explained:

What emerging markets need is applied research. 
So we don’t just think about ideas and do research, 
we actually help entrepreneurs put a pilot together. 
Harvard and Wharton don’t get their hands dirty – 
we do. We decided our research had to mean some-
thing. So unlike the rest of ISB, we are not aiming 
for top-tier journals. We have a lot of practitioners 
on faculty rather than tenured academics. That is a 
huge thing for ISB as a school trying to be global. So 
we do more white papers, policy documents, think 
tanks, foundations, case studies, that kind of thing. 

relevance is not just about being close to business. 
Curricula	and	materials	also	need	to	reflect	the	reali-
ties	of	local	economies.	Why,	for	example,	do	African	
business	schools	teach	complex	financial	derivative	
engineering,	and	not	development	finance	or	micro-
finance39?	Why,	in	countries	with	volatile	currencies,	
are	there	no	courses	on	foreign	exchange	hedging?	
What about courses on public policy, in economies 
still	 dominated	 by	 the	 state?	 Some	 interviewees	
even suggested that business schools and training 
providers should shape courses around industries 
that are central to local economies, or which provide 
potential	 for	 comparative	 advantage	 at	 a	 national	
level, such as resources or agriculture (see Box in 
Chapter eight):

Kenyan manufacturer: If I had my way I would rede-
fine the courses and make them relevant to Africa, 
relevant to growing economies, relevant to the ethi-
cal challenges we face, and focused on the industries 
where we can compete globally.

Ghanaian business school: The curricula of African 
schools are exactly like western schools – we are 
training people to work in western multinationals 
when in fact most African companies are small or 
mid-sized. There is very little on the specific business 
environment – what about navigating the public sec-
tor and policy?

Nigerian business school: We seek to understand Ni-
geria. What we sell is local relevance and that im-
plies an understanding of the environment. For ex-
ample, in operations management, western schools 
teach the Just-In-Time inventory method – you come 
and teach that in Nigeria and you will be dead. In 
Nigeria it’s just in case not just in time!! 

Several	respondents	noted	that	the	state	still	plays	a	
huge role in most emerging market economies, and 

39  Some	schools	DO	teach	these	subjects,	but	they	are	far	from	ubiq-
uitous.
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this	needed	 to	be	 reflected	 in	business	 school	 curricula	and	 faculty	expertise.	 The	
international	thinking	group	advising	the	Aga	Khan	Development	Network	on	the	es-
tablishment of a new school in east africa have advocated for a ‘management school’ 
rather than a business school.

Indian business school: I think it is even more necessary in emerging markets to have 
links with the public and third sector. Most emerging markets are not 100 percent cap-
italist. So if you only focus on business leaders you won’t have a big enough impact. 

5)	 aCCessiBle

to achieve widespread impact in management development, programmes must be 
accessible.	Clearly,	as	illustrated	in	chapter	five,	there	is	room	for	top	African	manage-
ment	schools	that	cater	to	the	elite,	charge	high	fees,	and	serve	as	centres	of	excel-
lence	and	thought	leadership.	But,	as	several	interviewees	noted,	any	attempt	to	also	
reach	a	broader	audience	will	require	a	new	business	model	based	on	radically	lower	
fees	and	a	significantly	smaller	cost	base:

International SME programme: There is just a handful of leading business schools, 
and they don’t have the capacity to reach large numbers of people. We need more in-
novative approaches around delivery. In most African countries the training market is 
very underdeveloped. We can’t stop at institutions in the capital city offering courses 
to companies and students that can afford it. 

Some	further	education	colleges	offering	business	and	management	courses	in	Africa	
and other emerging markets have managed to radically reduce fees to increase ac-
cessibility.	 In	Latin	America,	 for-profit	FET	colleges	such	as	Anhanguera	Educaciona	
in	Brazil	and	uninimuto	in	Colombia,	run	highly	standardized	and	targeted	certificate	
courses	to	huge	volumes	of	students.	Both	have	been	financed	by	the	IFC.	Many	use	
franchise	models,	 centralising	 some	 functions	 such	 as	 the	 production	of	materials	
and	text	books,	to	cut	costs.	They	integrate	some	online	learning,	and	use	facilitators	
(often	 former	 students)	 rather	 than	 fully	 qualified	 faculty.	 In	 South	Africa,	 Further	
Education	and	Training	(FET)	colleges	have	also	radically	reduced	cost,	relying	on	low-
margin	high-volume	models.	Clearly	they	do	not	compete	with	high-quality	business	
schools, but they provide basic management and business skills to poorer students, 
often	outside	the	biggest	cities,	and	have	shown	impressive	success	rates	for	getting	
students into work.  there may be elements of the business model that could be ap-
plied	to	higher	level	management	institutions	(See	BOX	below).

fet colleges have increased accessibility by matching course fees to student cash-
flow,	for	example	by	allowing	smaller	flexible	payments	rather	than	a	large	sum	up-
front.	Banky’s	EDC	in	Lagos	has	also	developed	a	flexible	payment	model.	For	obvious	
financial	reasons,	virtually	all	successful	management	development	programmes	and	
institutions	 in	Africa	 offer	modular	 and	 part-time	options	which	 allow	 students	 to	
work	and	study	simultaneously.	Perhaps	there	 is	even	scope	to	extend	the	flexible	
payment	model	to	experiment	with	a	pay-as-you-go	low-cost	modular	MBA	made	up	
of	several	cheaper	certificate	programmes	(see	Chapter	8).	Another	route	to	greater	
accessibility	might	be	to	work	with	financial	institutions	on	student	loan	packages	–	
the	IFC	has	done	this	in	several	emerging	markets	at	both	the	secondary	and	tertiary	
level.  
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(Taken	from	Monitor	Group	2011	report	on	‘Market-based	Solutions	to	Poverty	in	Africa’40)

More	than	700	FETs	offer	learning	opportunities	for	approximately	700,000	South	African	students	in	
a	market	estimated	at	R1.2-R3.7	billion	($170-530	million).	No	single	FET	is	especially	large	although	
in	combination	they	reach	many	students	with	a	business	model	that	enables	most	colleges	to	op-
erate	with	healthy	margins.	Students	who	find	formal	employment	afterwards	typically	more	than	
double	their	incomes	compared	to	previous	earnings	or	earning	potential	without	the	qualification.

these colleges increase aCCessiBility by:

• minimising costs:	Instructors	are	prepared	via	paraskilling;	standardised	courses;	specialisation	in	
one	or	a	small	number	of	disciplines;	location	in	basic,	out-of-town	premises;	and	use	of	bootstrap	
capital at start up.
• matching payment terms to student cash flow: Payment	terms	are	regular	but	flexible	to	match	
inconsistent	cash	flows.
• diversifying the customer base: Catering to students from a range of income groups uses al-
most	certain	payment	from	relatively	affluent	students	to	subsidise	the	poorest	students,	who	pose	
higher	risk	of	default.	This	practice	smooths	revenue	streams	and	helps	to	ensure	the	college	will	
cover its costs.
• offering value-added services: To	enhance	students’	employability,	the	colleges	provide	work	ex-
perience, work placement, training, and even driving lessons.

an example: Jeppe College of Commerce and Computer Studies
Jeppe College is the biggest and most established among fets in the research sample. founded in 
1997 in Johannesburg, the college now has nearly 2,800 students across four campuses: Johannes-
burg, tshwane (pretoria), polokwane and vereeniging. the college concentrates on training individu-
als	who	have	 left	school	 recently,	offering	school	completion,	National	Senior	Certificate	 (matric)	
rewrites,	and	further	education	and	training	courses	in	commercial	and	information	technology	sub-
jects. 

Most	FETs	use	some	form	of	paraskilling	to	reduce	staff	costs,	but	Jeppe	uses	a	different	approach.	
Many	of	 its	staff	possess	university	degrees,	enabling	them	to	teach	multiple	subjects,	 increasing	
staffing	efficiencies	and	utilisation	rates.	Jeppe	also	invests	heavily	in	its	teachers’	professional	de-
velopment, which reduces churn (and thus training and recruitment costs) and improves internal 
capabilities,	which	reduces	the	need	to	use	expensive	external	service	providers.	

An	important	part	of	Jeppe’s	appeal	to	students	is	the	promise	to	help	graduates	find	a	job	at	the	
end	of	their	course.	The	college	offers	career	advice,	a	job	placement	programme	(students’	Cvs	are	
stored	on	a	database	and	sent	to	employers	at	their	request),	and	actively	cultivates	relationships	
with	employers,	such	as	Nedbank,	First	National	Bank,	Hyatt	Hotels,	and	Bytes	Technology	Group.	
In	some	cases,	the	college	helps	students	arrange	three-months	of	on-the-job	training	experience	
as	part	of	their	course.	All	of	these	activities	pay	off	in	the	high	percentage	of	students	who	find	
employment	after	graduation”.

****

Jeppe and the fet colleges are entrepreneUrial (they were established to meet a market need), 
INTERACTIvE,	RELEvANT	(courses	are	highly	vocational),	ACCESSIBLE	and	there	is	clear	PERCEIvED	
vALuE	(they	are	highly	focused	on	employment	prospects).	There	 is	clearly	a	quality-accessibility	
trade-off,	which	means	they	are	generally	not	ASPIRATIONAL.	It	is	questionable	whether	teaching	is	
PRACTICE-BASED,	and	the	colleges	would	probably	benefit	from	being	better	CONNECTED,	possibly	
by	partnering	with	more	trusted	institutions	and	brands.	

Several	 programmes	 targeting	 SMEs	 have	 struggled	with	willingness	 to	 pay,	 espe-
cially when the brand is not well established. Banky’s eDC in lagos has succeeded in 
charging high fees ($4,500) for its highly popular course in lagos, but had to subsidise 
students before the brand was established. But when the model was replicated at 
Strathmore	in	Nairobi,	there	was	no	take	up	until	fees	were	waived	and	subsidised	
by	donors.	Both	Business	Bridge	and	Business	Edge	offer	their	small	business	training	

40  The	example	here	is	focused	on	the	model,	rather	than	its	implementation	in	South	Africa,	where	it	has	suffered	
from	a	historical	legacy	of	poor	quality.

SOuTH	AFRICA’S	NO-FRILLS	FET	COLLEGES:	EXTENDING	ACCESSIBILITy...	AT	A	PROFIT
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within	a	wider	industry	ecosystem,	so	that	large	companies	often	pay	for	their	small	
suppliers to go through the course, while banks pay for small business clients. and 
goldman sachs 10,000 Women and the Branson Centre provide funding so that pro-
grammes	are	virtually	free	for	participants.

Most	 good	 business	 schools	 in	 Africa	 have	 positioned	 their	 courses	 as	 premium	
products,	and	therefore	have	not	experimented	with	radically	lower-cost	models.	At	
$6,000-$20,000, depending on the school and the country, an african MBa is much 
cheaper	than	at	u.S.	or	European	schools,	but	still	far	too	expensive	for	most	man-
agers.	While	many	schools	do	attempt	to	keep	costs	down	by	subsidizing	MBA	pro-
grammes	with	more	lucrative	executive	education	programmes,	lower	fees	could	radi-
cally increase accessibility. a CarringtonCrisp survey of MBa students globally showed 
that ‘value for Money’ was a top priority for african students, more so than in any 
other	geography.	One	option,	of	 course,	 is	distance	 learning,	and	business	 schools	
are	increasingly	experimenting	with	this	option,	given	the	potential	of	technology	to	
reach a wider audience.  the CarringtonCrisp survey showed that african MBa stu-
dents had a larger preference for distance learning than any other geography, and the 
smallest	preference	for	full-time	courses41. 

south african university ManCosa has taken its distance learning model to 13 coun-
tries in southern africa, and is increasingly moving content online. south africa’s 
uNISA	is	one	of	the	world’s	largest	distance	learning	universities,	and	is	expanding	its	
business	education	offering	into	other	countries	including	Ethiopia,	Ghana	and	Kenya,	
through	partnerships	with	local	institutions.	

Another	area	with	huge	potential	for	extending	accessibility	is	online	learning.	After	
early	doubts	about	its	effectiveness,	online	learning	is	starting	to	show	real	impact	in	
other regions.  as an HBr blog post recently noted42, Harvard Business school profes-
sor	Clayton	Christensen	predicted	four	years	ago	that	online	education	would	take	
off	slowly	and	then	hit	everyone	by	surprise.	He	was	right:	online	education	has	ex-
ploded over the past several years, with 5.6 million students in the Us taking at least 
one web-based class during the fall 2009 semester, up 21 percent on the previous 
year43.	According	to	the	HBR	blog,	approximately	5.6	million	students	took	at	 least	
one	web-based	class	during	the	fall	2009	semester,	which	marked	a	21%	growth	from	
the previous year. the khan academy in California has successfully used online gam-
ing to supplement maths and science teaching in schools (see Box below). this meth-
od	means	 that	 the	basics	can	be	done	online,	 liberating	expensive	classroom	time	
for deeper, more applied learning. teachers then become “professional coaches and 
content architects”44.	 Stanford	had	a	huge	response	when	 it	broadcast	 its	Artificial	
Intelligence	class	online	through	short	videos	and	exercises,	which	are	marked	using	
AI,	 reducing	professor	man-hours.	 Students	gain	 Stanford	 credits	 and	a	 certificate.	
the University of the people (www.uopeople.com)	has	launched	the	world’s	first	free	
online university. it tries to cater for students in countries with low bandwidth by 
limiting	video	content	and	by	using	asynchronous	forums	(where	students	and	faculty	
can	post	anytime)	rather	than	live	synchronous	chat	rooms	at	predetermined	times.

41  CarringtonCrisp	survey,	presented	at	EFMD	conference	on	African	business	education
42 	Harvard	Business	Review:	accessed	at	http://blogs.hbr.org/cs/2011/11/how_online_innovators_
are_disr.html
43  2010 sloan survey of online learning
44  HBr blog
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The	Khan	Academy	is	a	not-for-profit	organisation	which	aims	to	change	education	for	the	better	
by	providing	a	free	world-class	education	to	anyone	anywhere	with	an	Internet	connection.	It	was	
started by hedge fund manager and Harvard MBa turned social entrepreneur, sal khan, who discov-
ered	the	need	for	high-quality	online	quantitative	learning	when	he	started	making	youTube	math	
videos made for his 6th grade cousin.

The	Khan	Academy	focuses	mainly	on	maths	and	science.	Students	access	extensive	video	library,	
practice	exercises,	and	assessments	from	any	computer	with	access	to	the	web,	for	free. Adaptive	
assessment	exercises	mean	students	can	work	at	their	own	pace.	Every	time	a	student	works	on	a	
problem or watches a video, the khan academy remembers what they’ve learned, and provides 
at-a-glance information to students, teachers and coaches.	The	site	also	creates	a	custom	profile	
for	users,	with	points	and	badges	to	create	a	‘gaming’	feel,	and	to	provide	competitive	incentives. 
Coaches, parents, and teachers have visibility into what their students are learning and doing. teach-
ers can get a summary of class performance as a whole or dive into a particular student’s profile. 
The	real-time	dashboard	allows	coaches	to	quickly	figure	out	how	to	best	spend	their	time	teaching.	

The	Khan	model	 ‘flips’	the	traditional	 learning	experience,	so	that	students	do	the	passive	 learn-
ing	in	their	own	time,	liberating	expensive	classroom	time	for	more	‘infectious’	active	and	applied	
learning.

the khan academy is highly entpreneUrial, it uses features from gaming as well as classroom 
time	to	ensure	that	learning	remains	INTERACTIvE,	 it	has	the	potential	to	be	PRACTICE-BASED,	is	
extremely	ACCESSIBLE	and	high	QuALITy.	RELEvANCE	is	ensured	by	teachers	and	coaches.	The	or-
ganisation	is	starting	to	CONNECT	through	a	network	of	partner	schools	and	institutions	that	use	
the system. 

Source:	http://www.khanacademy.org/about

Clearly online learning is no silver bullet. the 2010 sloan survey of online learning as 
well	as	international	experience	suggests	that	technology	works	best	when	blended	
with	traditional	classroom	teaching.	 It	 is	arguably	most	useful	 for	quantitative	sub-
jects.	More	importantly,	Internet	access	is	still	low	in	Africa	12.8	percent45. However 
access has doubled in three years, bandwidth speeds are improving fast with the ar-
rival of new subsea cables and prices are dropping. figures are much higher in some 
countries,	particularly	in	urban	areas	and	among	younger	people:		Africa	has	over	30	
million	Facebook	users,	for	example,	and	internet	penetration	in	Nigeria	is	over	40%46. 
The	rapid	spread	of	mobile	phones	(penetration	is	now	over	50%	in	Africa),	and	the	
emergence of low-cost smart phones will further accelerate increased access. 

Business	Bridge,	started	by	London	Business	School	Professor	Michael	Hay,	offers	an	
interesting	model		of	blended	online	and	offline	learning,	which	targets	entrepreneurs	
in	South	Africa,	Ghana	and	India,	and	plans	to	expand	into	more	countries	(see	BOX).	

Business	Bridge’s	vision	is	to	provide	high	quality	business	education	for	virtually	no	fee	on	a	global	
scale	to	those	 individuals	who	would	benefit.	 It	does	this	through	online learning augmented by 
face-to-face tutoring by trained business school alumni delivered through a network of local hubs 
provided by partners.

The	Business	Bridge	Initiative	offers	a	one	year,	part-time	business	programme	to	equip	students	
with the knowledge and skills to master the business world. students study 4 modules: sales, Mar-
keting	&	Strategy,	Finance	&	Making	Things	Happen	(HR	&	project	management).	

Each	module	last	8	weeks.	In	each	of	these	weeks	students	attend	a	3	hour	class	at	their	local	
learning	centre.	In	addition	to	this	class,	there	is	3	hours	self-paced	online	learning	to	complete,	
using	high-quality	and	interactive	materials		(see	http://www.thebusinessbridge.org/Exercise for 

45	 International	Telecommunications	union	statistics.	Accessed	at	http://www.itu.int/ITu-D/ict/statistics/at_glance/
keytelecom.html
46 accessed at www.internetstatsworld.com

THE	KHAN	ACADEMy:	A	FREE	WORLD-CLASS	EDuCATION	FOR	ANyONE	WITH	AN	INTERNET	CONNECTION
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examples	of	online	learning).	

Students	graduate	with	a	certificate	and	leave	with	the	confidence	and	skills	to	develop	their	own	
business	or	pursue	other	employment	opportunities.	Students	sign	up	to	take	the	programme	at	
Business Bridge’s partner learning centres. all course sessions take place at these centres which also 
provide free access to all on-line study materials. Business Bridge also works with leading business 
schools	to	ensure	programme	quality	and	best	business	education	practice.	

Business	Bridge	has	started	by	focusing	on	entrepreneurs,	but	plans	to	expand	into	serving	compa-
nies looking for training programmes for entry-level managers. it is funded by government agencies 
and	philanthropic	donations,	with	a	small	fee	paid	by	students.

Early	impact	studies	show	extremely	high	approval	ratings	from	students.	28%	of	entrepreneurs	had	
created	jobs	within	four	months	of	completing	the	programme.	The	programme	has	reached	150	
entrepreneurs	and	plans	to	expand	in	South	Africa,	Ghana	and	India.
***

Business	Bridge	is	ENTREPRENEuRIAL,	INTERACTIvE	(like-minded	students	form	strong	relationships	
during	the	8-week	class),	PRACTICE-BASED	(tutors	use	‘live	case	studies’	based	on	the	experience	
in the room, relevant (tutors adapt material to the local environment) and aCCessiBle (online 
element reduces cost). it has sought to develop an aspirational credibility through ConneCting 
with	business	schools	and	other	partner	institutions,	which	deliver	the	courses	and	provide	clear	
PERCEIvED	vALuE	by	offering	finance	and	other	services.

Source:	http://www.thebusinessbridge.org/

There	 is	 increasing	 evidence	 that	 eLearning,	 perhaps	 combined	with	 less	 sophisti-
cated	forms	of	technology	such	as	DvD/video	could	offer	real	hope	for	a	lower	cost	
model	of	business	education.	While	the	upfront	costs	are	large,	running	costs	are	low,	
making	it	an	attractive	project	for	donors,	especially	if	materials	could	be	made	open	
source. this area merits further research.

6)	 aspirational

The	best	programmes	and	institutions	practise	what	they	preach,	by	striving	for	excel-
lence	in	their	facilities,	materials,	teaching	and	administration.	Of	course,	high	quality	
is	often	reflected	in	the	price,	which	can	limit	accessibility	(a	point	made	above).	It	
may	be	 that	greater	accessibility	will	 require	quality	 trade-offs.	Some	programmes	
have	managed	to	deliver	high	quality	without	necessarily	incurring	prohibitive	costs.

Experienced	and	effective	faculty	and	facilitators	are	the	first	mark	of	good	quality.	
the best schools and training programmes are dealing with the severe shortage of 
qualified	faculty	by	harnessing	the	skills	of	practitioners,	alumni	and	retired	academ-
ics	and	executives	to	supplement	the	talent	pool.	Interviewees	on	both	the	demand	
(employer)	 and	 supply	 (educator)	 side	of	 the	management	development	 equation	
repeatedly	said	that	the	best	programmes	featured	faculty	or	facilitators	with	practi-
cal	 experience	of	 business.	 Any	 effort	 to	 radically	 increase	 access	 to	management	
development	will	have	to	 leverage	the	skills	of	non-traditional	 faculty,	because	the	
PhD	pipeline	simply	takes	too	long	to	develop,	and	is	too	expensive:

International professional services firm: A key part of what we do is using experienced 
facilitators who can tell war stories from the real world - they make it very practical 
and relevant.

Nigerian business school: We hired our faculty from industry.  At the beginning we 
looked for professionals who had reached a peak in careers, and only later started to 
train doctorates. I think this is the best approach to start with practitioners and then 
move to academics. The foundation is to have people who can speak the language of 
business and are engaged in industry.

Russian business school: Instead of only having traditional professors we bring in 
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people with very different profiles – 
consultants, practitioners, people with 
specific expertise. We want students 
to be able to hit the ground running. 
I think that the contribution that tra-
ditional biz school faculty can make in 
developing managers is shrinking fast. 
There is a lot of knowledge out there 
that needs to be brought in to the 
learning model.

Business Bridge relies on a ‘train the 
trainer’ model, using volunteers who 
have	been	through	a	high	quality	busi-
ness	school	and	have	significant	expe-
rience	as	executives:

Most important of all is quality of tu-
tors. You can have the best materials in 
the world, but if it’s trained by people 
with no credibility, people who haven’t 
lived what they’re talking about, then 
it’s not worth anything. They must 
have a rapport with audience. Our tu-
tors have done MBAs at leading biz 
schools and we train them ourselves. 
They’re really good and motivated... 

Materials are also important for sig-
nifying	 quality.	 Business	 Bridge	 has	
made their course packs and online 
resources	a	key	differentiator:

What makes it work for students is re-
ally good content packaged in an ac-
cessible way. The production design, 
the smart binders – it all needs to be 
aspirational. I look at other training 
courses being offered and they’re dog-
eared, with pages missing. None of our 
students has ever lost a file and they 
take pride in maintaining them. That’s 
quite powerful, it gets commitment 
to the course, and gets people think-
ing seriously. It’s also fun and engag-
ing. I’ve had people call us from other 
training organisations asking how they 
go from black text on white screen to 
nice engaging content.

the best programmes have introduced 
rigorous impact measurement and 
quality	 assurance.	 Peter	 Bamkole’s	
highly successful eDC small business 
programme conducts regular impact 
assessments that indicate how small 
businesses that have been through the 
programme fare in the marketplace.

Part	of	being	aspirational	 is	to	have	a	

brand that is trusted. Quality assur-
ance is a major challenge in africa, and 
many good programmes struggle to 
stand out as credible and trustworthy 
amid	the	thousands	of	low-quality	‘fly	
by night’ business schools and training 
providers that have sprung up across 
the	continent.	International	accredita-
tion	 is	 often	 too	 expensive	 and	 cum-
bersome,	 yet	 local	 accreditation	 fails	
to	screen	out	poor	quality.	

Nigerian consumer group: Training 
is a BIG thing in Africa, people like to 
be sent on courses, and they tick them 
off. Sometimes you feel like the qual-
ity doesn’t matter, people will just list 
huge quantity on their CVs. So there’s 
a lot to be done in terms of improving 
accreditation, programmes and insti-
tutions.  

successful local programmes have 
found ways to foster trust and create 
credibility,	 often	 by	 forming	 partner-
ships	 or	 leveraging	 existing	 brands.	
the 10,000 Women programme lever-
ages the goldman sachs brand, ifC’s 
programme	for	SMEs	attributes	much	
of its success to the power of the ifC 
name, and the Branson Centre for 
entrepreneurship capitalises on its fa-
mous patron’s name:

International SME programme: I think 
it’s the brand that is associated with 
(our organisation) that positions us 
well in our market. It gives our train-
ers extra branding. Also, having qual-
ity partners. They tend to be the best. 
And again, this is because our brand 
resonates well with the private sector.

South African SME programme: The 
convening power of our brand is ab-
solutely critical to our success. It open 
unbelievable doors, creates incredible 
networks for the entrepreneurs.

the nigerian business school built its 
brand around ethics, placing good eth-
ics at the core of the curriculum and 
the	 school’s	 identity,	 and	 building	 its	
reputation	gradually	over	many	years:

Now there is full brand recognition, 
we’ve been able to achieve quality and 
we know that because we often see 
other institutions trying to claim asso-
ciation with us.
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lagos and strathmore business schools accel-
erated the brand-building process by forming 
partnerships with top-ranked spanish busi-
ness	school	IESE,	leveraging	the	prestige	that	
foreign	universities	often	enjoy	in	Africa.	IESE	
is seeking to repeat that success in ivory Coast 
and angola. gBsn and the goldman sachs 
10,000 Women project have helped boost 
quality,	and	 therefore	brand	equity,	at	other	
African	 universities	 by	 facilitating	 partner-
ships with ivy league business schools, includ-
ing	a	tie-up	between	uSIu’s	Chandaria	School	
of Business in kenya and Columbia Business 
school in new york. such partnerships help 
stimulate	 the	 highly	 beneficial	 networking	
and	 exchange	 of	 ideas	mentioned	 earlier	 in	
this	chapter,	and	expose	African	managers	to	
international	best	practice.

a rwandan business school joined the Maas-
tricht network of accredited management 
schools to boost its own capacity and to add 
clout to its brand. it also formed partnerships 
with	 professional	 associations	 in	 Kenya	 to	
burnish its local image:

Industry and govt used to go to Kenya for 
training but now they look here first to see if 
we can meet their needs. We’ve established 
partnerships with Kenyan accounting and 
banking accreditation bodies, so customers 
know they’ll get the same standards. 

As	international	business	schools	and	training	
providers jockey for a foothold in africa, it is 
increasingly important that african suppliers 
differentiate	 themselves	 with	 some	 kind	 of	
mark	of	quality.	The	provision	of	quality	con-
trol or assurance might be an area where aMi 
or	other	organisations	could	have	impact.

7)	 perCeiveD valUe

the best programmes usually come with clear 
perceived value because they are linked to 
clear outcomes for managers concerned, ei-
ther through improved employment pros-
pects,	access	to	finance	for	entrepreneurs,	or	
the	potential	for	promotion	for	existing	man-
agers. 

Business edge and Business Bridge link train-
ing	with	finance	provision,	providing	a	major	
incentive	 for	 entrepreneurs	 to	 attend	 and	
successfully complete the course. Business 
Bridge also works with providers of other ser-
vices, such as technology providers and legal 
advisors to provide a ‘one stop shop’ for small 
business:

International SME programme: There are a 
lot of programmes trying to catalyse entre-
preneurship and SMEs, and where they have 
failed it is usually because the training is not 
linked to a tangible outcome. So a lot of donor-
driven programmes assume that entrepre-
neurs want to sit through a training session, 
when often they don’t. The training is much 
more effective when it is linked to finance, for 
example, because it provides an incentive.

African SME programme: A key success factor 
for us is linking our training to other services 
that entrepreneurs need, and marrying tech-
nical assistance to finance. This is partly be-
cause it acts as an incentive, but also because 
the entrepreneurs we work with need a range 
of services and they need a place where that’s 
all joined up... A very focused intervention in 
isolation is not that much value.

Good	business	schools	and	colleges	also	offer	
incentives	through	high	quality	career	servic-
es,	so	that	successful	completion	of	a	course	
can increase employment prospects. the bet-
ter fet colleges, such as Damelin in south 
Africa,	have	used	this	as	a	major	competitive	
advantage (see Box on south african fet col-
leges).

The	 most	 impactful	 in-house	 company	 pro-
grammes	 for	 existing	managers	 also	 provide	
clear	incentives	for	managers,	such	as	the	op-
portunity	to	present	to	senior	executives	in	the	
company	case	 study	 (see	box	above).	 Some,	
including the company described above, also 
integrate courses and learning with perfor-
mance management, so that managers have 
to	acquire	and	demonstrate	certain	skill	sets	
through	the	successful	completion	and	imple-
mentation	of	learning	of	short	courses	before	
they can be promoted.

8)	  netWorkeD

successful programmes form partners and 
networks to scale up impact. they also form 
partnerships	 with	 more	 developed	 institu-
tions	 in	 the	 west	 to	 help	 fill	 resource	 gaps,	
such	 as	 qualified	 faculty,	 and	 to	 boost	 their	
own brand.

very few business schools in africa have at-
tempted	 replication	 or	 significant	 scale-up,	
but	several	programmes	targeting	SMEs	have	
used	 partners	 to	 expand.	 Goldman	 Sachs	
10,000 Women, ifC’s Business edge and Busi-
ness Bridge use a centralised brand and mod-
el, which is adapted and implemented by local 
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partners.	Business	Edge	and	Business	Bridge	offer	 standardized	curricula,	although	
materials	are	adapted	to	 local	contexts.	Goldman	Sachs	has	a	common	framework	
and	standardised	set	of	branding	materials,	and	has	developed	a	platform	for	part-
ners	to	share	best	practice,	but	encourages	local	adaption	of	the	curricula	and	even	
the structure of the course. all of these programmes, as well as Banky’s eDC and the 
Branson	Centre,	said	that	identifying	the	right	partners	to	deliver their model on the 
ground,	as	well	as	to	provide	complementary	services,	such	as	finances	or	IT	support,	
was	absolutely	critical	for	success	at	scale.	(See	BOX	on	Scaling	up)	

Business	Bridge	has	identified	enterprise	development	NGOs	as	delivery	partners	and	
banks as service providers:

There was a challenge to finding our best fit in terms of partner. Now we know it’s 
enterprise development NGOs and banks. That took us 1-2 yrs to nail down. 

Interestingly,	Business	Bridge	noted	that	even	with	the	right partners,	they	still	need-
ed	to	be	heavily	involved	in	the	delivery	of	their	model	to	ensure	quality	control	and	
operational	excellence.	They	believed	that	some	organisations	fail	in	their	efforts	to	
scale	because	they	were	too	hands-off,	and	tried	to	grow	too	quickly:	

 We underestimated how much management would be involved in delivering our 
courses operationally. We’re designed to be relatively arms–length, to set up systems 
than hand over to partners to deliver. Having been deep in operations for several years 
now, I’ve realised that we need to retain a strong project management role and a lot 
of devil is in the detail e.g. miscommunication of dates between tutor and partner 
means no tutor... For our type of organisation, you can’t build strong partnerships in 
a month. We’ve had to start a few branches at a time, we have to be heavily involved 
and there is a lot of conversation and dialogue. 

Business edge uses local training providers, which it trains to implement its highly 
standardised	courses.	It	is	generally	able	to	attract	the	best	local	trainers,	given	the	
pull of the ifC brand. 

Goldman	Sachs	uses	business	schools	as	delivery	partners,	given	their	facilities,	brand	
power and reach into the local market. the disadvantage of using business schools 
for	an	SME	programme	is	that	they	may	not	always	have	experience	and	brand	equity	
with the target market.

Peter	Bamkole	has	recently	embarked	on	an	expansion	plan	funded	by	the	Nigerian	
government	to	other	Nigerian	cities.	He	has	adopted	a	‘train	the	trainer’	model	and	
is	 instituting	quality	control	mechanisms,	but	has	opted	for	a	 looser	affiliation	that	
does not link partners under the same brand. the risk here is that Banky himself is so 
central	to	his	model	that	replication	will	be	difficult.	This	is	a	model	to	watch.	

Business	schools	often	scale	‘deep’	by	expanding	their	sphere	of	influence	in	the	soci-
eties	where	they	operate,	yet	few	in	African	have	scaled	‘out’	into	new	geographies.	
(One	of	the	few	business	schools	to	expand	geographically	is	ISM	in	Senegal,	which	
has	campuses	in	each	of	the	country’s	six	main	cities.	uNISA	and	uSB	Business	School	
also operate in several countries). However the best schools have become adept at 
forming	partnerships	both	with	local	and	international	business	schools	to	boost	le-
gitimacy	and	to	expand	their	reach.	 (Arguably	there	 is	scope	for	the	most	success-
ful schools (UCt, giBs, lBs, strathmore) to develop a hub and spoke approach that 
provides lower-cost services to smaller countries? this will be considered later in the 
report.

IESE’s	mission-driven	partnership	approach	is	probably	the	most	successful	example	
of	business	school	 ‘planting’	 in	Africa.	 IESE	commits	 to	 the	 long-haul,	providing	 its	
own faculty in the early days while it develops local phDs and teaching faculty. the 
partnership	shares	best	practice	while	also	lending	credibility	to	the	local	school,	but	
gradually	reduces	its	involvement	over	time.	

The	Maastricht	 School	 of	 Business	 and	 Economic	model	 is	 also	 interesting.	 In	 ex-
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change	for	a	fixed	annual	fee,	Maastricht	provides	local	African	universities	with	its	AMBA	accreditation	creden-
tials,	at	least	50-60%	of	the	faculty,	curricula	support	and	access	to	its	online	library.	The	local	school	provides	
the	facilities,	the	students	and	some	faculty.	This	‘franchise’	arrangement	works	well	in	smaller	countries	where	
schools	are	still	some	way	from	providing	international	or	even	regional-standards	independently,	and	has	been	
implemented	 in	Rwanda,	 	Namibia	and	Tanzania.	The	 rector	of	 the	Rwandan	school	 said	 its	partnership	with	
Maastricht gave the school a credibility advantage in the local market place due to the power of a foreign brand 
and	accreditation.	It	had	also	radically	improved	quality	and	helped	develop	local	faculty,	although	it	was	expen-
sive,	and	the	fixed-fee	model	meant	SFB	loses	money	if	admissions	fall.

Models for scaling up:

1) Standardised curricula, local training providers:	High	quality	materials	and	a	standardized	set	of	training	
modules are provided under a central brand and delivered by local training providers (ifC Business edge, ilo)

2) Standardised curricula, own training providers, local delivery partner:	High	quality	materials	and	standard-
ized	modules	are	provided	under	a	central	brand	AND	delivered	by	trainers	affiliated	to	the	programme,	al-
though	local	partners	are	used	for	infrastructure	and	marketing.	(Business	Bridge,	Maastricht)

3) Centralised brand and model, localised content and delivery: a central model, brand and funding is pro-
vided,	but	each	implementation	is	co-designed	by	head	office	and	a	local	partner.	(Goldman	Sachs	10,000	
Women)

4)  Shared resources and support but no brand affinity: a successful programme is replicated, leveraging 
a proven model, resources, curricula and support, but the new programmes do not share a brand name. 
(Banky’s enterprise Development Centres)

5) Satellite programmes: Where	an	existing	institution	–	usually	a	business	school	-	runs	courses	and	pro-
grammes	in	other	countries	or	territories,	usually	flying	in	staff	from	outside	(see	foreign	business	schools	in	
africa, Chapter five).

6) hub and spoke: Where	a	strong	institution	launches	(or	supports)	smaller	more	limited	programmes	in	other	
territories on a more long-term basis, building a brand and local presence and developing local capacity. the 
main	institution’s	brand	is	leveraged.

partnerships can also work the other way around. gBsn has done much work developing partnerships between 
western	and	emerging	market	 schools,	 and	 initially	 assumed	 the	 information	and	 support	would	flow	 in	one	
direction	–	from	north	to	south.	Increasingly,	however,	they	found	that	faculty	and	management	from	northern	
schools	were	keen	to	learn	from	African	schools.	Given	the	recent	interest	in	Africa	as	the	next	major	investment	
destination,	the	power	balance	between	north	and	south	is	starting	to	shift,	and	African	business	schools	could	
potentially	position	themselves	as	the	gateways	 into	these	complex	and	dynamic	new	markets.	Of	course	the	
challenge	–	as	illustrated	in	the	previous	chapter	-	is	for	African	schools	to	maintain	their	local	competitive	advan-
tage	as	international	schools	jockey	for	a	piece	of	the	market:	

Nigerian business school:  At the beginning of our partnership (with a European school) we just needed to learn. 
Now in the last couple of years we have started to see an interest in Africa. So now, having come into our own, we 
still send people to (our partner school) to learn about their structures and practice, but we are also collaborating 
on projects, running programmes together. There is value for both sides.  Top western schools have a long history 
in business education, but we know the markets, so we can both learn from one another. 

and as a layer of elite and successful african business schools emerge, there is increasingly scope for inter-african 
exchanges	and	learning.	AABS	already	runs	visits	for	African	business	school	deans	to	learn	from	each	other	and	
from	overseas.	Several	respondents	said	they	would	like	to	see	more	Africa	to	Africa	exchanges	and	partnerships	
between deans, faculty and students. lBs and strathmore already run a joint owner-manager programme, and 
GIBS,	LBS	and	Strathmore	are	planning	a	pan-African	executive	education	programme.	Participants	of	the	Tony	
Elumelu	Foundation’s	African	internship	programme,	which	placed	MBA	students	with	small	businesses	around	
the	continent	also	cited	the	power	of	information	exchange	and	partnership	for	encouraging	management	best	
practice.	Respondents	generally	advocated	more	initiatives	like	this.
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Academic	research	into	the	impact	of	management	education,	training	and	develop-
ment	is	relatively	limited.	However	there	is	evidence	that	higher	education	is	linked	
to economic growth, as well as improved individual earnings. recent studies have also 
established	a	link	between	managerial	skills	and	firm	productivity	and	performance.	
Several	micro-level	studies	have	assessed	the	impact	of	individual	interventions	and	
programmes,	although	these	are	often	not	empirically	rigorous	and	tend	to	depend	
on the opinions of managers and entrepreneurs who have been through the pro-
gramme	in	question.	In	some	of	the	most	interesting	research	to	emerge	from	this	
field,	a	group	of	Norwegian	researchers	recently	demonstrated	that	business	training	
had	a	significant	impact	on	male	micro	entrepreneurs	in	Africa	and	that	human	capi-
tal may be the biggest constraint for such businesses.  Beyond proving impact per se, 
there is a lack of rigorous research into what kind	of	programmes	and	interventions	
actually	result	in	better-managed	organisations,	particularly	in	an	African	context.	

Academic	research	relevant	to	management	education	and	developing	is	briefly	re-
viewed here47.	Key	studies	are	listed	and	referenced	with	key	findings	described.

tertiary anD HigHer eDUCation is linkeD to gDp
Several	studies	have	shown	evidence	that	tertiary	and	higher	education	is	linked	to	
national	economic	growth:

1) The	2009	World	Bank	report	on	tertiary	education	cited	in	Chapter	1	found	that	a	one-
year	increase	in	average	tertiary	education	levels	would	raise	annual	GDP	growth	in	
sub-saharan africa by 0.39 percentage points and increase the long-run steady state 
level of african gDp per capita by 12 percent. 

(The	World	Bank;	Accelerating	Catch-up:	Tertiary	Education	for	Growth	in	Sub-Saha-
ran africa, 2009)

2) A	2006	study	on	higher	education	and	economic	growth	in	Africa	used	panel	data	be-
tween	1960	and	2000,	a	modified	neoclassical	growth	equation,	and	a	dynamic	panel	
estimator	to	 investigate	the	effect	of	higher	education	human	capital	on	economic	
growth	in	African	countries.	It	found	that	all	levels	of	education	human	capital,	includ-
ing	higher	education	human	capital,	have	positive	and	statistically	significant	effects	
on the growth rate of per	capita	income	in	African	counties.		It	estimates	the	growth	
elasticity	 of	 higher	 education	human	 capital	 to	 be	 about	 0.09,	 an	 estimate	 that	 is	
twice as large as the growth impact of physical capital investment.

(Gyimah-Brempong,	 K.,	 Paddison,	 O.,	 Mitiku,	 W.;	 Higher	 Education	 and	 Economic	
growth in africa. Journal of Development Studies, vol. 42, no. 3, 2006)

3) A	2010	study	on	higher	education	and	economic	development	in	Africa	draws	on	data	
from	thirty	two	African	countries	to	show	that	the	returns	to	education,	measured	
both	by	macro	production	functions	and	by	micro	earning	functions,	are	highest	for	
those	with	higher	levels	of	education.	The	paper	argues	that	growth	has	been	more	
closely	 linked	to	 investment	 in	physical	capital	than	in	education	and	this	may	well	
reflect	the	fact	that	education	is	most	valuable	when	it	is	linked	to	technology	which	
requires	higher	skills.	

(Teal,	F;	Higher	Education	and	Economic	Development	in	Africa:	a	Review	of	Channels	
and	 Interactions.	 Centre	 for	 the	 Study	of	African	 Economies,	university	 of	Oxford,	
2010)

47  This	literature	review	is	by	no	means	exhaustive,	and	will	be	supplemented	as	the	research	continues.

Chapter seven: 
literatUre revieW
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HigHer eDUCation is CorrelateD to inDiviDUal earnings
Several	studies	have	linked	an	increased	number	of	years	of	education	to	higher	earn-
ings for individuals (see teal above).

1) The	World	Bank	report	on	tertiary	education	cited	above	also	found	that	private	re-
turns	to	tertiary	education	 in	 low-income	countries	are	 frequently	on	par	with	the	
returns	 from	primary	education.	Each	additional	year	of	education	can	yield	10-15	
percent returns in the form of higher wages.

(The	World	Bank;	Accelerating	Catch-up:	Tertiary	Education	for	Growth	in	Sub-Saha-
ran africa, 2009)

2) A	2010	econometric	analysis	of	data	from	200	students	in	two	Pakistani	universities	
showed	that	the	number	of	years	of	education	and	experience	are	positive	and	signifi-
cantly correlated to monthly earnings of students.

(Bashir,	F.;	Impact	of	Education	on	Students	Earnings:	A	Case	of	Public	Sector	univer-
sities	in	Pakistan	Available	at	SSRN: http://ssrn.com/abstract=1662910, 2010)

QUality of ManageMent is linkeD to firM perforManCe anD proDUCtivity
unsurprisingly,	there	is	evidence	to	show	that	managerial	skill	and	experience	is	linked	
to	firm	performance	and	productivity.	Several	of	the	most	rigorous	studies	in	this	area	
have been led by stanford economics professor nicholas Bloom. 

1) A	2011	field	experiment	on	large	Indian	textile	firms	investigated	whether	differences	
in	management	practices	across	firms	could	explain	differences	 in	productivity	be-
tween	developing	countries.	The	 researchers	provided	 free	consulting	on	manage-
ment	 practices	 to	 randomly	 chosen	 treatment	 plants	 and	 compared	 their	 perfor-
mance	to	a	set	of	control	plants.	They	found	that	adopting	these	management	prac-
tices	raised	productivity	by	18%	through	improved	quality	and	efficiency	and	reduced	
inventory. 

(Bloom,	N.,	Eifertb,	B.,	Mahajanc,	A.,	McKenzied,	D.	&	Roberts,	J.;	Does	Management	
Matter?	Evidence	from	India;	Available	at:	www.stanford.edu/~nbloom/DMM.pdf, 
2011)

2) A	study	in	Mexico	by	a	different	team	examined	whether	lack	of	managerial	knowl-
edge	 can	 be	 alleviated	 through	 consulting	 services.	 Researchers	 conducted	 a	 ran-
domised	control	trial	in	Mexico	where	small	businesses	were	paired	with	a	consultant	
for	a	year.	Consultants	were	asked	to	diagnose	problems	that	prevented	firms	from	
growing,	suggest	solutions	and	assist	with	implementing	the	solutions.	Early	results	
show	that	the	consulting	services	had	a	positive	effect	on	firm	productivity.	Produc-
tivity	increased	significantly,	either	measured	as	the	residual	from	a	productivity	re-
gression	or	return	on	assets.	Monthly	firm	sales	and	profits	also	were	higher	in	the	
treatment	group	than	in	the	control	group	(78	percent	and	110	percent,	respectively).	

(Bruhn,	M.,	Karlan,	D.	&	Schoar,	A.;	The	Impact	of	Offering	Consulting	Services	to	
Small	and	Medium	Enterprises:	Evidence	from	a	Randomised	Trial	in	Mexico,	Ac-
cessed from http://karlan.yale.edu/p/BruhnKarlanSchoar_AER_P&P.pdf, 2010). 

3) a 2011 study looked at the link between managerial skills and small business failure 
in nigeria, although relied on self assessment by small business owners themselves. 
A	survey	of	211	small	businesses	in	five	cities	in	Nigeria	found	that	poor	management	
skills	was	the	second	most	cited	reason	for	small	business	failure,	after	lack	of	finance.		
Lack	of	training	and	experience	was	also	cited	as	a	key	factor.

(okpara, J.; factors constraining the growth and survival of sMes in nigeria: implica-
tions	for	poverty	alleviation,	Management Research Review, vol. 34 no. 2, 2011)
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4) A	2010	study	by	Bloom	and	his	colleagues	found	that	variations	in	management	prac-
tice	 can	explain	 large	differences	 in	management	performance	between	firms	and	
countries.  the researchers used an interview-based tool to survey 6000 medium-
sized	 companies	 in	17	 countries	 (developed	and	emerging).	 They	 found	 that	firms	
with	“better”	management	practices	tend	to	have	better	performance	(they	are	larg-
er,	more	productive,	grow	faster,	and	have	higher	survival	rates).	The	three	emerging	
markets	 (Brazil,	 China	 and	 India)	were	 all	 among	 the	 four	 lowest	 rating	 countries,	
largely	due	to	the	number	of	very	badly	managed	firms.	The	study	showed	that	mul-
tinationals	are	generally	well	managed	in	every	country	and	tend	to	transplant	their	
management	 styles	 abroad.	 Firms	 that	 export	 (but	 do	 not	 produce)	 overseas	 are	
better-managed	 than	domestic	non-exporters,	but	are	worse-managed	 than	multi-
nationals.	Inherited	family-owned	firms	who	appoint	a	family	member	(especially	the	
eldest son) as Ceo are very badly managed on average. firms that more intensively 
use	human	capital,	as	measured	by	more	educated	workers,	tend	to	have	much	better	
management	practices.

(Bloom,	N.	&	van	Reenen,	J.;	Why	do	Management	Practices	differ	across	firms	and	
countries, Journal of Economic Perspectives, vol 24, no. 1, Winter, 2010)

5) Bloom and several other researchers also looked at the link between management 
and	the	productivity	of	firms	in	different	countries	(drawing	on	the	same	data	gath-
ered for the paper cited above). they found evidence that firms in developing coun-
tries are often badly managed, which substantially reduces their productivity. this 
is particularly important in companies with more than 100 staff, which tend to be 
operationally complex and therefore require sophisticated management practices 
and processes. larger firms struggle to decentralise decision making, and in devel-
oping countries, almost all management decisions are made by owners, for fear of 
expropriation by their managers. this inhibits growth. 

(Bloom,	N.,	Mahadran,	 A.,	McKenzie,D.	&	 Roberts,	 J.;	Why	 do	 firms	 in	 developing	
countries	have	low	producitivity?	American Economic Review, 2010)

6) A	Bloom	team	also	examined	the	link	between	managerial	competence	and	perfor-
mance	at	public	hospitals,	as	part	of	a	broader	paper	on	the	causal	effect	of	product	
market	competition	on	management	quality	and	firm	performance.	The	team	inter-
viewed 181 managers and physicians in the orthopaedic and cardiology departments 
of	uK	hospitals	and	found	that	management	scores	were	significantly	associated	with	
better	performance	(indicated	by	improved	survival	rates	from	emergency	heart	at-
tack	admissions	and	other	kinds	of	general	surgery	as	well	as	shorter	waiting	lists).	
Interestingly,	increased	competition	was	also	positively	correlated	with	management	
quality	(Adding	a	rival	hospital	increases	management	quality	by	0.4	standard	devia-
tions	and	increases	heart-attack	survival	rates	by	9.5%!!).
(Bloom,	N.,	Propper,	C.,	Seiler,	S.	&	van	Reenen,	J.;	The	Impact	of	Competition	on	
Management Quality: evidence from public Hospitals, Centre for economic perfor-
mance, london school of economics, accessed at http://cep.lse.ac.uk/pubs/down-
load/dp0983.pdf, 2011)

BUsiness training is linkeD to BUsiness knoWleDge aMong MiCro enterprises 
several studies have tested the impact of business skills training on groups of en-
trepreneurs.	Some	of	the	most	interesting	and	compelling	studies	emerged	recently	
from	a	group	of	Norwegian	researchers	who	ran	experiments	to	determine	the	im-
pact of business training and capital on poor micro-entrepreneurs.

1) This	2011	study	sought	 to	 identify	 the	most	binding	constraint	on	microenterprise	
development	and	ran	the	first	field	experiment	to	jointly	investigate	the	impact	of	hu-
man	and	financial	capital	on	poor	micro-entrepreneurs	by	introducing	separate treat-



65

ments of business training and a business grant. they combined survey data and data 
from	a	 lab	experiment	 to	 investigate	 the	effect	on	business	 results,	business	prac-
tices,	business	skills	and	mind-set.	the study demonstrated a strong effect of busi-
ness training on male entrepreneurs, while the effect on female entrepreneurs was 
much more muted.	The	business	grant	had	no	effect	on	either	males	or	females.	The	
results suggested that human capital may be the more important constraint for poor 
micro-entrepreneurs, but also pointed to the need for more comprehensive mea-
sures to promote development among female entrepreneurs.

(Berge, l., Bjorvatn, k. & tungodden, B.; Human and financial Capital for Microen-
terprise	Development:	Evidence	from	a	Field	and	Lab	Experiment.	NHH	Dept.	of	
economics Discussion paper no. 1/2011. available at ssrn: http://ssrn.com/ab-
stract=1750026, 2011)

2) in this 2007 working paper (revised in 2009), the researchers used a randomised con-
trol trial to measure the marginal impact of adding business training to a peruvian 
group lending programme for female micro-entrepreneurs. treatment groups re-
ceived 30 to 60 minute entrepreneurship training sessions during their normal weekly 
or	monthly	banking	meeting	over	a	period	of	one	to	two	years.	They	found	that	train-
ing	led	to	limited	improvements	in	business	knowledge,	practices	and	revenues.	The	
programme	also	improved	client	retention	rates.	

(karlan, D. & valdivia, M; teaching entrepreneurship: impact of Business training on 
Microfinance	Clients	and	Institutions,	Working	paper	107	for	Centre	for	Global	De-
velopment, accessed at www.cgdev.org, 2007 (updated 2009))

3) An	earlier	trial	by	some	of	the	Norwegian	researchers	mentioned	above	used	a	ran-
domised	control	 trial	 to	evaluate	a	business	training	programme	in	Tanzania,	using	
similar	methodology	as	the	experiment	in	Peru.	Results	show	a	positive	average	treat-
ment	effect	on	business	knowledge.	The	impact	was	much	larger	than	in	the	Peruvian	
study. 

(Bjorvatn,	K.	&	Tungodden,	B.;	Teaching	Business	in	Tanzania:	Evaluating	participa-
tion	and	performance,	CMI	Working	Papers,	Accessed	at	http://www.cmi.no/publi-
cations/file/3497-teaching-business-in-tanzania.pdf, 2009)

4) the latest trial by the norwegian team into the impact of business training on micro-
entrepreneurs	focused	on	the	implementation	and	scale-up	of	training	programmes.	
this 2011 study analysed the local version of a research-led business training pro-
gramme among microfinance entrepreneurs	 in	Tanzania	 (rather	 than	a	programme	
implemented by a research team). the paper concluded that i) business training can 
be	successfully	 implemented	 locally	when	the	 institutional	environment	 is	 right;	 ii)	
that	training	is	likely	to	be	beneficial	to	the	microfinance	institution,	and	crucially,	iii)	
that	it	should	be	possible	to	charge	a	participation	fee	that	covers	most	of	the	cost	of	
such a programme. 

The	results	on	willingness	to	pay	are	particularly	interesting	–	participants	were	will-
ing to pay about $30 for the course, which covered about half the variable costs for a 
microfinance	institution	providing	the	course	using	external	trainers.	If	they	provided	
the	training	in-house,	then	revenue	from	fees	would	cover	costs,	and	the	institutions	
would	generate	a	return	in	the	form	of	improved	repayment	and	retention	rates.
(Berge,	L.,	Bjorvatn,	K.,	Juniwaty,	K.S.,	&	Tungodden,	B;	Business	training	in	Tanzania:	
From	research	driven	experiment	to	local	implementation,	NHH	working	paper,	2011)

Studies similar to paper 1) above and paper 4) would be extremely useful for our 
purposes if applied to short courses for managers or owners of larger (Sme rather 
than microenterprise) firms.
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training is linkeD to iMproveD organisational perforManCe
Research	in	this	field	has	to	date	focused	on	two	separate	parts	of	the	impact	equa-
tion:	1)	proving	the	link	between	training	and	skills	or	knowledge,	and	2)	proving	the	
link between managerial skills and	firm	performance.	very	few	studies	have	shown	a	
link	between	business	or	management	training	and	organisational	performance	di-
rectly,	particularly	at	a	level	above	micro-enterprises.	A	few	studies	have	attempted	
to	assess	the	impact	of	individual	programmes	and	interventions.	They	often	do	not	
adhere	to	the	rigour	of	academic	research,	but	may	provide	indicative	findings:

1) This	study	examined	the	 impact	of	an	entrepreneurship	programme	at	 the	univer-
sity	of	Arizona.	It	compares	graduates	of	the	programme	with	a	matched	sample	of	
graduates	from	the	same	school	who	did	not	participate	in	the	programme.	The	study	
evaluates	the	programme	for	its	technology	transfer	to	the	private	sector	and	effect	
on the rest of the university.

It	finds	that	entrepreneurship	education	fosters	risk-taking	and	the	creation	of	new	
business ventures; increases the likelihood of graduates being self-employed; causes 
a	significant	positive	 impact	on	the	 income	of	graduates;	 increases	 job	satisfaction	
from increased income; contributes to the growth of businesses, especially small 
ones; promotes the transfer of technology from the university to the private sector; 
and	promotes	technology-based	firms	and	products.	A	survey	of	34	deans,	depart-
ment	heads,	and	development	officers	at	the	university	also	reveals	that	educational	
innovations	 in	 the	 entrepreneurship	 programme	 improve	 the	 curriculum	 of	 other	
business disciplines and the MBa programme at the school.

(Charney,	A.	&	Libecap,	G.D.,	The	Impact	of	Entrepreneurship	Education:	An	Evalua-
tion	of	the	Berger	Entrepreneurship	Programme	at	the	university	of	Arizona,	1985-
1999, available at ssrn: http://ssrn.com/abstract=1262343, 2000)

2) peter Bamkole’s enterprise Development Centre in lagos conducted an independent 
impact	 assessment	 of	 his	 Certificate	 in	 Entrepreneurial	Management	 programme.	
The	study	did	not	use	randomised	control	trials	and	relied	on	student	perceptions.	
It	found	that:	91%	of	respondents	agreed	or	strongly	agreed	that	they	acquired	ba-
sic managerial skills and knowledge which have contributed to the management of 
their	business	operations;	79%	reported	having	put	into	practice	a	great	deal	of	the	
skills	acquired	during	the	course;		71%	reported	business	profitability	after	the	course	
compared	to	25%	before,	and	74%	reported	an	increase	in	turnover;	60%	said	their	
businesses had added jobs.

(Adiele,	M.;	Certificate	 for	Entrepreneurial	Management	 Impact	Evaluation	Report,	
2011) 

3) This	2007	study	is	also	self-perception	based,	but	useful.	It	evaluated	the	impact	of	
a leadership development programme on 32 middle managers within a city council 
organisation,	 in	terms	of	knowledge,	skills	and	attributes.	The	research,	which	was	
based on interviews with the managers, found that graduates of the programme 
found	it	useful	to	themselves	and	their	organisation.		

(Dexter,	 B.	 &	 Prince,	 C.;	 Evaluating	 the	 impact	 of	 leadership	 development:	 a	 case	
study, Journal of European Industrial Training, vol. 31 no. 8, 2007)

WHat Do Managers neeD?
a few studies have looked at the need side	of	the	management	education	question.	
What kinds of skills do managers need? What kinds of competences would employers 
like to see in MBa graduates? our own research has sought to contribute to answer-
ing	this	question	in	an	African	context.
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1) This	 Canadian	 study	 examined	 the	 day-to-day	 problems	 that	 managers	 face	
in	 trying	 to	 be	 effective	 and	 the	 resources	 and	 solutions	 that	 they	 access	 as	 a	
means of dealing with these challenges. researchers conducted interviews with 
185 managers employed at a broad range of levels and employers. it found that 
managers	were	concerned	with	managing	employee	conflict,	addressing	employee	
performance	and	attitude	issues,	and	finding	employees	who	do	not	present	these	
problems. Helpful advice came from the people around them rather than from print 
sources. the managers were unlikely to view consultants as sources of help. the 
researchers argued the results indicated that management educators should pay 
more	attention	to	teamwork	and	generic	skill	sets,	and	move	beyond	“presenting	
managerial issues as a series of “topics” to be recalled by students at a later date”. 

(Brotheridge,	C.M.,	Long,	S.;	The	“real-world”	challenges	of	managers:	implications	for	
management	education,	Journal of Management Development, vol. 26 no. 9, 2007)

2) A	GBSN	and	International	Finance	Corporation	(IFC)	survey	examined	the	quality	of	
business	 education	 in	 developing	 countries.	 It	 surveyed	283	firms	 in	 78	 countries,	
asking	them	to	assess	the	quality	of	locally	educated	MBAs	the	firm	had	hired.	African	
and	Middle	Eastern	firms	were	significantly	dissatisfied	with	the	quality	of	local	MBA	
graduates, but reported a lack of availability of MBa graduates. the two regions with 
the	greatest	shortage	are	therefore	producing	the	weakest	candidates,	suggesting	a	
strong	market	need.	Worldwide,	communication	skills	and	work	experience	stood	out	
as	weaknesses,	while	firms	in	Africa,	the	Middle	East	and	South	Asia	were	more	likely	
to	report	inadequate	technical	skills	training.	

(Chaudry, a.; ifC MBa survey: How Developing Country firms rate local Business 
School	Training,	Global	Business	School	Network,	International	Finance	Corporation,	
2003) 

researCH on MBa prograMMes
A	handful	of	studies	have	examined	aspects	of	the	MBA	in	particular,	including	value	
created,	perceptions	of	graduates	and	the	MBA’s	impact	on	personal	value	systems.	
Several	 self-perception	studies	 show	evidence	 that	MBA	graduates	 themselves	be-
lieved the degree enhanced their skills, competences and career advancement: 

1) this study applies data envelopment analysis to measure value added in Master of 
Business	Administration	education	in	the	united	States.	The	study	highlights	the	MBA	
programme	as	an	example	of	a	value-adding	process	in	education,	and	demonstrates	
how	such	programmes’	efficiency	in	providing	value	to	students	may	be	evaluated.	
The	top	20	MBA	programmes	resemble	the	second	20	in	terms	of	average	efficiency.

(Haksever, C. & Muragishi, y, Measuring value in MBa programmes, Education Eco-
nomics, vol. 6, no. 1, 1998)

2) This	 Indian	 study	 examined	 the	 impact	 of	 a	 2-year	 residential	 full-time	MBA	 pro-
gramme on the personal values of students, using a longitudinal design and data col-
lected over 7 years. values were measured when students entered the programme, 
and	 again	when	 they	 graduated.	 Results	 showed	 that	management	 education	 en-
hances self-monitoring and the importance of self-oriented values and reduces the 
importance	 of	 others-oriented	 values.	 The	 effect	 on	 both	 sets	 of	 values	 remained	
significant	even	after	controlling	for	self-monitoring.

(Krishnan,	v.R.;	Impact	of	MBA	Education	on	Students’	values:	Two	Longitudinal	Stud-
ies, Journal of Business Ethics, 2008)
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3) this survey of 344 graduates of a leading Uk business school found that graduates 
–	who	were	working	managers	at	the	time	of	the	survey	-	believed	the	MBA	gave	
them	 increased	managerial	 skills,	 enhanced	 their	 self-confidence,	 and	 strength-
ened several aspects of career development.

(Baruch,	y.,	Leeming,	A.,	The	added	value	of	MBA	studies	–	graduates’	perceptions,	
Personnel Review, vol. 30, no. 5, 2008)

4) this 1995 study also polled graduates of one MBa programme about how the de-
gree	met	their	current	and	expected	needs.	It	found	that	the	graduates	did	believe	
their degree was relevant, changed their behaviour and judged the outcomes as 
‘substantial’.	They	judged	the	MBA	as	a	significant	factor	in	career	change	and	de-
velopment.

(Ainsworth,	M.	&	Morely,	C.;	The	value	of	Management	Education:	views	of	Gradu-
ates	on	the	Benefits	of	Doing	a	MBA,	Higher Education, vol 30 no. 2 1995)

5) Another	 self-perception	 study	 of	MBA	 graduates,	 this	 Greek	 study	 assessed	 the	
impact of doing an MBa on managerial competencies, employability and career 
development.	More	specifically,	it	tested	the	hypotheses	that	gaining	an	MBA	will:	
provide graduates with business-related competencies; enhance graduates’ em-
ployability;	promote	career	advancement	and	lead	to	increased	compensation.	The	
poll	of	68	graduates	found	that	that	MBA	studies	have	a	positive	effect	on	skills,	
employability	and	compensation	and	a	much	more	moderate	effect	on	career	ad-
vancement.

(Mihail,	D.M.,	Elefterie,	K.A.,	Perceived	effects	of	an	MBA	degree	on	employability	
and career advancement: the case of greece, Career Development International, 
vol. 11 no. 4, 2006)

6) 	In	this	useful	book,	three	Harvard	Business	School	professors	examine	the	evolv-
ing	MBA	marketplace	and	its	threats	as	well	as	possibilities	for	improvement	and	
growth.	They	argue	that	after	the	economic	crisis,	business	schools	are	at	a	cross-
roads	and	will	have	to	rethink	the	traditional	model.	they urge business schools to 
rebalance from the current focus on “knowing” or analytical knowledge to more 
of what they call “doing” (skills) and “being” (a sense of purpose and identity). 
Business schools need to think innovatively about how best to use the resources 
available to them, possibly by using alumni as faculty. Interestingly,	 their	 inter-
views	showed	many	similar	themes	to	the	findings	of	this	report:	The	single	stron-
gest theme was the need for mBa students to cultivate greater self-awareness. 
the second theme was the need for practical skills:	how	to	run	a	meeting,	make	a	
presentation,	and	give	performance	feedback.	Both	these	are	highlighted	in	Chap-
ter three of this report.
(Datar,	S.M.,	Garvin,	D.A.	&	Cullen,	P.G.,	Excerpt	from	Rethinking the MBA: Business 
Education at a Crossroads, Harvard Business Press, 2010)

otHer

1) A	2008	study	on	higher	education	and	social	change	developed	a	useful	framework	
for	potential	future	research	into	the	impact	of	higher	education	on	society.	This	
could possibly be adapted for research into the social returns on management edu-
cation.

(Brennan,	J.,	Higher	Education	and	Social	Change,	Higher Education, 2008)

Areas for further 

research:

A randomised control 
trial study of the impact 
of either or both entre-
preneurial and manage-
ment training: What 
are the returns to the 
individual and the firm? 
Is there a broader eco-
nomic and social impact 
(job creation?) Does 
management training 
change behaviour? 

Studies similar to those 
conducted on microen-
terprise by the Norwe-
gian team, but using a 
sample of SMEs or even 
larger firms.A study to 
establish a methodol-
ogy for quantifying the 
SOCIAL impact of man-
agement education? 

What types of interven-
tions might be benefi-
cial for different types 
of firm and manager, 
in terms of behaviour 
change, personal ef-
fectiveness, firm perfor-
mance etc?
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This	 chapter	proposes	 some	 ideas	 for	potential	 intervention,	which	have	emerged	
from	the	research	process.	All	of	these	ideas	would	need	further	interrogation	and	
testing.	Some	may	sound	unrealistic,	but	the	aim	is	to	move	our	thinking	beyond	the	
status	quo.	After	input	from	the	steering	team,	some	of	these	ideas	will	be	converted	
into	more	concrete	recommendations.

Clearly	we	need	more	institutions	and	more	high	quality	courses,	but	this	research	
illustrated	very	clearly	that	offering	certificates	or	degrees	in	isolation	will	simply	ex-
acerbate	the	‘diploma	mill’	effect	described	by	several	interviewees,	and	is	unlikely	to	
actually	improve	the	quality	and	quantity	of	practising	managers	in	African	organisa-
tions.	Instead,	we	will	need	a	systemic	approach,	that	builds	a	movement of managers 
exhibiting	the	kinds	of	competences	we	described	in	chapter	two,	and	which	encom-
passes all elements of the Management Development ecosystem.

providers

BUsiness sCHool planting: 
As	illustrated	in	Chapter	Five,	we	need	more	Tier	1	business	schools.	One	option	is	to	
improve	Tier	2	schools,	but	this	takes	time.	Starting	from	scratch	might	work	better,	
especially given that many of the best tier 1 schools started out as entrepreneurial 
Greenfield	operations.

AMI	could	develop	a	blueprint	or	‘management	school	in	a	box’	model	for	highly	prac-
tical,	modern	and	entrepreneurial	NEW	management	schools	rooted	in	local	market	
realities.	These	schools	would	generate	thought	leadership	and	act	as	centres	of	ex-
cellence, whose resources could be leveraged by other parts of the aMi ecosystem. 
AMI	could	develop	a	 standardised	business	model,	based	on	 some	of	 the	findings	
in	this	report	around	what	employers	want,	and	what	kind	of	properties	good	pro-
grammes	exhibit.	The	model	could	include	best	practice	around	teaching	methods,	
standard curricula (which could be adapted locally) and would include a breakdown 
of	faculty	requirements	and	financial	modelling.	This	could	then	be	presented	to	high	
net-worth	individuals	and	other	potential	donors,	who	could	each	put	their	name	to	

Chapter eIght: 
ideas for iMpact
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a school and provide the upfront capital. these schools would aim to be self-funded 
within	a	specified	timeframe.				

Some	ideas	for	a	modern	and	innovative	African	Business	School:

• locally relevant curriculum addressing the needs of african economies: courses cov-
ering	issues	such	as	microfinance,	inter-African	trade	and	currency	hedging,	manag-
ing	in	an	African	cultural	context,	public	policy	etc.

• Knowing, doing, Being:	There	would	be	a	strong	focus	on	attitude	and	personal	devel-
opment,	and	on	translating	skills	into	practical	behaviours	such	as	running	meetings	
and	giving	presentations	(See	Datar	&	Garvin	book	on	Rethinking	the	MBA	for	more	
on this). an aMi manifesto or scorecard would represent the type of manager we are 
trying	to	cultivate,	and	could	also	underpin	other	interventions	described	below.	

• executive education should sit at the core of the school, academics second, research 
third.	Research	should	be	applied,	and	could	involve	piloting	innovative	new	projects	
(see isB model).

• Compulsory team consulting projects in rural businesses and nGos. this would help 
plug the skills gap in rural and low-income areas. the school could charge a small ‘suc-
cess fee’ if appropriate. 

• inter-african exchanges between aMi network schools to build pan-african networks.

• venturing: a compulsory entrepreneurship course where teams pilot a business and 
compete	for	funding	from	local	business	‘angels’	or	for	prizes	in	a	competition	judged	
by local business leaders. a shared incubator for aMi schools could invest in student 
projects, and the best students could compete in a pan-african aMi entrepreneurship 
competition	judged	by	international	(impact?)	investors.

• ‘powered by...’:	Leverage	big	business	and	education	brands	to	build	credibility	and	
attract	sponsorship	 (eg	partner	with	Harvard	 for	a	 ‘Business	 in	Africa’	course,	with	
MTN	for	a	mobile	marketing	module.)

LOW-COST	TIER	2-3	BuSINESS	SCHOOLS
Is	there	an	alternative	lower-cost	model	to	reach	more	managers	in	the	middle	of	the	
pyramid	that	could	also	be	presented	to	funders?	While	Tier	1	schools	are	differenti-
ated	by	thought	leadership,	innovation,	expertise	and	customisation,	these	Tier	2-3	
schools	could	be	standardised	and	streamlined	(fewer	courses,	but	well	executed),	
leveraging	 technology	and	para-skilling	 to	 reduce	costs.	They	would	 still	 adhere	 to	
the core aMi manifesto around ‘knowing, Doing and Being’ and would take a highly 
practical	approach.

• hub-and-spoke:	Tier	1	network	of	schools	could	be	incentivised	to	establish	small-
er	satellite	schools	 in	secondary	markets	or	cities,	or	to	support	existing	smaller	
tier 2-3 schools? a minimal local presence could be supported with resources, ma-
terials	and	faculty	from	the	‘hub’	school.	Hired	facilities	could	be	used	at	the	early	
stages. 

• pay-as-you-go:	Break	courses	into	short,	affordable	modules,	which	allow	manag-
ers to build a diploma or even an MBa at their own pace, paying for one module 
at	a	time.

• Shared faculty: network schools ‘hire’ faculty from a core aMi pool, or swap fac-
ulty,	in	order	to	leverage	expertise	and	avoid	replication.

• Shared resources: Build/provide access to a shared online library to avoid each 
school	having	to	build	their	own.	Could	any	other	functions	or	resources	be	shared	
to reduce costs? Both tier 1 schools and lower-cost satellite schools could access 
this resource.
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• online technology:	Harness	technology	to	make	the	most	of	expensive	teaching	
time.	Most	quantitative	courses	could	be	taught	online	or	through	distance	learn-
ing,	using	the	kind	of	innovative	‘gaming’	technology	developed	by	the	Khan	Acad-
emy. a limited number of ‘workshop’ sessions per module would focus on imple-
mentation,	action	learning	and	case	studies.	Students	would	discuss	problems	and	
provide peer support and feedback through online forums, and would be encour-
aged	to	form	online	and	offline	study	groups.	(See	Inputs	section).

• video: Use short videos from faculty at the tier one/Hub schools, which could be 
screened at satellite colleges. students could do pre-work online, before watching 
the video together as a group on a tv, rather than online at home or work (reduc-
ing	bandwidth	requirements).	To	underscore	what	can	be	achieved	with	creative	
use	of	technology,	the	TEDx	series	of	global	events	has	designed	a	‘TEDx	in	a	box’	
which allows organisers in poor or rural areas to host events without reliable elec-
tricity	supply:	http://ideo.org/projects/tedx-in-a-box.

• discussion groups: a facilitator rather than fully-trained faculty could then draw 
on	the	video	and	on	detailed	and	highly	standardised	teaching	notes	and	questions	
to guide a discussion, which could involve role-playing and case studies. to reduce 
costs even further, this could even be done more informally as part of a volunteer 
‘Chapter’ peer-network of study groups underpinned by the register (see below) 
and organised by a local champion. 

• peer-learning and assessment: smaller study groups could be formed within the 
larger discussion groups to encourage peer coaching and teaching. to reduce the 
assessment burden on faculty, students could anonymously assess peers for non-
examined	projects	and	coursework.		

• mobile college: What	about	a	mobile	college	–	a	bus	with	a	classroom,	teaching	
materials	and	a	facilitator	–	which	could	travel	to	rural	areas,	reducing	travelling	
costs	for	participants?

taCkling rUral poverty tHroUgH agriBUsiness ManageMent training 

The	AABS	Agribusiness	Management	Education	Training	Project	has	taken	an	industry-specific	approach	to	
management training, and might be a useful prototype for this model. 

While	African	universities	and	institutions	offer	over	774	agricultural	technical	education	and	training	programmes,	
very	 few	 offer	 business,	management	 and	 leadership	 training	 for	 the	 Agribusiness	 sector.	 That	means	 that	 while	
managers	working	in	the	Agribusiness	sector	possess	technical	competencies	and	qualifications,	they	lack	the	business,	
management	and	leadership	skills	and	tools	to	support	the	quality	of	project	strategy,	execution	and	management	that	
enables	innovation	across	the	agribusiness	value	chain.	

aaBs has developed a plan to work with african business schools to develop and deliver agribusiness management 
training	programmes,	including	modular	certificate	programmes	and	short	courses,	in	Tanzania,	Ghana,	Nigeria	and	
Uganda. it intends to scale up the training programmes to other schools and countries in africa through access to open-
source	training	materials	and	a	collaborative	and	supportive	web-based	network.	

The	training	programmes	aim	to	help	managers	shift	from	a	purely	farm-based	production	view	of	agriculture	to	a	
business	and	management	perspective,	grounded	in	a	comprehensive	understanding	of	agricultural	value	chains.	The	
programmes	will	include	experiential	activities,	ongoing	support	and	coaching	and	other	wrap-around	services.	

arguably, this approach could be applied to other sectors, such as mining, health, tourism and hospitality, media, 
infrastructure development etc. aMi could either use ‘bolt on’ management modules to technical programmes at 
colleges	and	institutes,	or	design	industry-specific	courses	and	use	management	schools	as	delivery	partners.
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proJeCt ManageMent for MiDDle Managers 
Many	respondents	commented	that	we	urgently	need	a	high-quality,	extremely	prac-
tical	 project	management	or	 ‘introduction	 to	management’	 course.	 This	would	 in-
clude basic it, planning, sales, managing a team, delivering and measuring results and 
writing	reports,	and	would	be	short,	and	affordable.	One	of	the	biggest	challenges	in	
the	middle	of	the	market	is	fragmentation	and	quality	control	–	there	is	no	single	pan-
African	brand	for	training	middle	managers	(existing	brands	such	as	Business	Edge	are	
geared toward entrepreneurs and owner-managers). 

aMi could develop a branded course for middle managers. it could be delivered:

a) through local partners such as tier 3-4 schools and local training providers, imitat-
ing the goldman sachs or Business edge model. finding and training the right local 
partners	could	be	a	challenge	–	one	route	might	be	designing	industry-specific	man-
agement and leadership courses that could be delivered through specialised profes-
sional	and	technical	colleges	in	sectors	such	as	agriculture,	health,	mining	etc	(See	Box	
above on aaBs agribusiness project).

b) Through	a	new	spin-off	social	business	which	would	operate	a	franchise	of	low-cost	
high-quality	management	colleges	across	Africa,	accredited	by	AMI,	and	using	a	blend	
of	online	and	offline	approaches.	Clearly	this	is	ambitious,	and	would	require	separate	
funding and an entrepreneurial team. Could these colleges leverage other resources 
in the aMi network? these colleges would draw on several of the ideas listed under 
‘low cost business schools’ above. Could we think about a mobile college, which takes 
short courses into rural areas, rather than asking managers to travel?

inputs 

Better	quality	inputs	for	educators,	training	providers,	organisations	and	individuals	
could help catalyse impact at all levels. some ideas include: 

• Business model templates	for	specific	types	of	institutions,	such	as	a	business	school	
(as	mentioned	above).	This	would	essentially	constitute	a	‘How	To’	guide	for	starting	
a business school, based on a set of aMi values and competencies.

• Stand-alone modules	which	could	be	offered	by	existing	business	schools	to	round	
out	 curricula	 in	 key	 areas,	 e.g.	 a	 candid	 ‘Managing	 in	 an	 African	 cultural	 context’	
module which would come with materials, teaching notes, case studies, role-playing 
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frameworks,	questions	for	discussion,	videos	and	an	exam	paper.

• faculty: a shared pool of aMi faculty which could be ‘rented’ out on a short or long 
term basis by partner schools, and could mentor and support local junior faculty. We 
need	more	creative	thinking	around	solving	the	faculty	constraint.

• high quality local case studies, simulations and games: aMi could become a clearing 
house	for	innovative,	practical	teaching	methods	and	tools,	and	could	draw	on	inter-
national	and	local	experts	to	develop	a	library	of	such	materials.	

• online resources:	for	individuals	and	organisations.	AMI	could	provide	a	mix	of	on-
line	courses,	a	library,	models	and	templates	for	companies,	case	studies,	examples	
of	best	practice,	some	of	which	could	be	freely	available	and	some	available	only	to	
members (see ‘network/register’ under ‘Quality’). We could either seek donor funds 
to	build	a	platform	from	scratch,	or	use	one	of	the	service	providers	to	reduce	costs	
(Cape town and stellenbosch business school use south africa-based ‘get smarter’).

• mobile learning: We should look into the viability of mobile learning tools. several 
mobile	consultancies	are	working	on	‘mLearning’	solutions	–	could	we	co-develop	a	
tool	for	understanding	a	basic	balance	sheet,	for	learning	how	to	discount	cash-flow,	
or for learning how to introduce a performance management system. We could even 
develop	the	tools	themselves	–	e.g.	a	mobile	online	performance	management	sys-
tem,	which	would	come	WITH	an	obligatory	interactive	learning	session	on	how	to	
use and implement. 

• action learning clearing house: Could	AMI	act	as	a	clearing	house	for	consulting	proj-
ects	and	action	learning?	It	could	match	business	schools	with	small,	medium	and	ru-
ral	businesses	which	need	interns	or	consulting	teams,	and	possibly	charge	a	success	
fee.	Consulting	teams	could	include	students	from	different	AMI	network	schools,	to	
encourage	cross-pollination	of	ideas.	Schools	outside	Africa	may	also	want	to	use	this	
service,	generating	further	income.
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Organisations	

There	is	no	point	training	excellent	managers	if	organisations	fail	to	use	and	nurture	
their	skills.	A	large	part	of	our	focus	should	therefore	be	on	organisations.	AMI	could	
help	organisations	implement	the	‘enablers’	 listed	here,	and	then	hold	them	to	ac-
count	through	the	quality	assurance	mechanisms	suggested	below.

• performance management systems: Many businesses lack good performance man-
agement systems. aMi could provide a ‘how to’ guide for developing one (possibly 
even	for	free	online),	as	well	as	a	consulting	service	for	implementation	(or	a	referral	
to a consultant).

• Systems and succession planning:	Many	organisations	need	to	 implement	the	sys-
tems that ensure good governance and guard against founder’s syndrome. again, 
these	could	be	provided	in	a	‘how	to’	form,	with	supplementary	consulting	services.

• mentoring and role modelling: the idea behind the network of managers described 
below is to encourage role modelling and informal mentoring to happen naturally. 
However	AMI	could	also	provide	organisations	with	templates	for	more	formal	men-
toring	systems,	with	implementation	services	if	required.

• in-house training: aMi could provide, or work with a partner to provide, templates for 
basic training courses (similar to the project management system described above). 
We	could	provide	a	‘train	the	trainer’	service	to	help	organisations	conduct	their	own	
in-house	training,	or	link	organisations	to	an	AMI	accredited	provider	who	could	fa-
cilitate the course.
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Quality 

one of the biggest challenges in the management development space currently is the 
lack	of	widely	recognised	and	enforced	quality	standards.	There	is	no	shared	under-
standing	about	what	good	management	means	in	an	African	context,	about	what	kind	
of	behaviours	and	competences	good	managers	exhibit,	about	which	training	provid-
ers	provide	a	good	quality	service,	or	of	best	practice	within	organisations.	AMI	could	
develop mechanisms to play this role:

• register or network of individuals: at the heart of aMi should be a network of ‘reg-
istered’	managers	and	organisations	who	commit	to	a	set	of	shared	values,	who	com-
plete recognised training programmes and who demonstrate key performances. More 
than	just	a	 list	of	trained	managers,	 it	would	help	build	communities	of	peers	who	
would	convene	online	and	offline	around	a	shared	mindset	and	set	of	behaviours.	
it would also help create the channels for delivering some of the inputs described 
above,	and	help	stimulate	market	demand	for	the	providers,	as	well	as	providing	a	
mechanism for aMi to sustain itself. registered managers could meet as local volun-
teer-run	chapters	with	networking	potential	as	a	strong	pull,	and	peer	accountability	
as a low-cost enforcement mechanism. this is arguably one of the most important 
ideas	presented	here,	and	would	underpin	all	the	other	larger	interventions,	such	as	
business	school	planting	and	resource	provision,	by	ensuring	that	 inputs	are	trans-
lated into impact.

• register or network of organisations:	Organisations	are	a	crucial	part	of	the	puzzle.	
They	too	could	be	registered	as	adhering	to	an	AMI	code	of	best	practice,	scorecard,	
or	manifesto.	With	the	help	of	AMI,	they	would	commit	to	implementing	the	organ-
isational	enablers	described	under	 the	 ‘Organisations’	heading	 (performance	man-
agement systems, succession plans, a talent pipeline etc). they could be awarded 
some	kind	of	recognition,	similar	to	the	‘Investors	in	People’	system	in	the	uK.

• accredit schools: aMi network schools would be audited to ensure they meet certain 
standards and that they are developing the kind of managers described in the aMi 
scorecard. Could we support aaBs to introduce a more formal africa-wide accredita-
tion	system,	or	to	encourage	schools	to	seek	international	accreditation?

• accredit training providers: Could we also accredit or audit training providers and 
colleges?	Alternatively,	we	could	use	the	AMI	branded	materials	to	enforce	standards:	
only training providers who meet certain criteria would be able to use aMi branded 
courses and materials. 
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• monitoring and evaluation tool: An	 impact	 assessment	 tool	 would	 be	 extremely	
useful	for	business	schools,	colleges	and	particularly	for	SME	programmes.	 It	could	
be	integrated	into	the	register	system	as	an	auditing	tool,	and	should	also	include	a	
platform	for	sharing	best	practice.	An	M&E	tool	would	be	invaluable	for	generating	
data	about	impact,	and	so	could	also	be	used	for	marketing	purposes	to	prove	that	
management	education	actually	works. 

• awards and prizes: Both	individuals	and	organisations	could	be	rewarded	and	recog-
nised	at	annual	awards	ceremonies	with	prize	categories	such	as	‘best	overall	manag-
er’, ‘best talent developer’, ‘best project’, ‘best team turnaround’ for individuals; and 
‘best talent development system’, ‘best in-house training programme’, ‘best overall 
employer’	for	organisations.	

geograpHiC anD inDUstry foCUs
As	discussed	above,	we	might	consider	focusing	efforts	and	resources	on	particular	
industries	or	particular	countries	and	regions.	Below	are	some	questions	for	consid-
eration,	as	a	steering	team.	

in terms of industry, should we focus on sectors where africa may have a natural 
global	comparative	advantage,	such	as	mining	and	agriculture,	or	on	industries	which	
are	 important	 for	 building	 strong	diversified	 and	 job-creating	domestic	 economies	
such	as	construction,	infrastructure,	financial	services	and	IT?

What	 about	 country	 focus?	 The	 statistics	 in	Chapter	 Five	 indicate	 that	 the	biggest	
shortage of tier 1 and 2 business schools are in east and West africa. Mckinsey’s 
country	segmentation	by	exports	and	economic	diversification	might	also	provide	a	
useful	starting	point48.	Appendix	5	provides	some more	detailed	statistics,	compiled	
from	 various	 sources,	 indicating	McKinsey	 country	 segmentation,	 GDP	 per	 capita,	
WEF	Global	 Competitiveness	 ranking	 and	 the	 number	 of	 Tier1&2-ranked	 business	
schools by country. it shows that the middle-income african countries, which tend to 
be	the	McKinsey	‘transition’	countries,	also	tend	to	rank	above	the	African	average	
on	competitiveness,	and	have	a	smattering	of	good	business	schools,	but	not	enough.	
There	 is	possibly	an	argument	 to	be	made	 that	good	quality	management	 schools	
and	programmes	could	have	more	impact	and	leverage	in	middle-income	transition	
countries	with	reasonable	competitiveness	ranking,	than	in	higher-income	oil	export-
ing	economies	(diversified	economies	tend	to	already	have	a	decent	concentration	of	
business	schools).	Should	we	therefore	consider	focusing	our	efforts	on	this	middle	
strata of countries?

this chapter provided a list of ideas for impact using each of the four key elements of 
the management development ecosystem that emerged from the research process. 
This	list	will	now	need	to	be	translated	into	actionable	strategy.

48  Mckinsey: Lions on the Move, 2010
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This	interim	report	provided	an	overview	of	the	African	management	landscape.	It	explained	
why	management	 is	 important,	 and	 explored	 the	management	 gap	 in	more	 depth.	 It	 then	
mapped	the	current	management	development	ecosystem,	 identifying	where	gaps	are	most	
critical	and	highlighting	pockets	of	excellence.	Finally,	it	presented	a	series	of	ideas	for	potential	
intervention,	and	some	recommendations	for	next	steps.	Four	key	messages	emerged:

1) Good managers are engines of growth and development.	They	build	globally	competitive	com-
panies	and	vibrant	SMEs	which	create	 jobs,	 they	execute	on	development	strategy	and	they	
drive	national	economies	forward.	Africa	currently	has	at	least	11	million	managers.	To	have	a	
significant	impact	on	the	management	landscape	in	Africa,	we	should	aim	to	reach	1	in	10	of	
them	over	the	next	decade	–	1	million	people.

2) african managers are ill-equipped.	Large	companies	are	forced	to	import	expats;	smaller	com-
panies	become	overly	dependent	on	a	small	group	of	senior	managers;	NGOs	struggle	to	ex-
ecute	their	vision	on	the	ground;	and	investors	have	to	get	operationally	involved,	which	limits	
deal-flow.	We	need	more	well-trained	and	competent	managers.

3) the management development ecosystem is woefully inadequate to develop the quantity 
and quality of managers that we need.	There	are	roughly	90	business	schools	in	Africa	–	one	
per	11	million	people.	Fewer	than	10	of	them	meet	international	standards.	Another	40	offer	
reasonable	quality,	but	usually	fail	to	translate	theory	into	useful,	practical	knowledge,	and	too	
often	have	poor	links	with	business.	The	training	market	for	middle	managers	is	fragmented	and	
low	quality.	There	are	a	few	good	SME	programmes	but	they	have	struggled	to	find	scalable	and	
sustainable business models.

4) we need a systemic approach to improving the quality of management across africa, involv-
ing providers, inputs, organisational enablers and quality assurance. this should include a) 
Building	or	enabling	new	institutions	and	programmes,	particularly	in	the	middle	of	the	market,	
b)	Developing	high-quality	inputs	to	support	new	and	existing	programmes	and	institutions,	c)	
Supporting	organisations	to	develop	their	own	people	through	effective	systems	and	training,	
d)	Creating	recognised	quality-control	mechanisms	for	individuals,	organisations	and	providers.	
all of these must be underpinned by a scorecard of the key competences, skills and behaviours 
we wish to promote.

the challenge now is to choose our areas of focus, and to develop the documents and data that 
will catalyse interest and resources around those key points of leverage.  it is essential that we 
focus	on	organisations	as	well	as	individuals,	and	that	interventions	start	to	build	a	network of 
managers	who	exhibit	the	kind	of	behaviours	we	aspire	to	cultivate.	This	will	bring	us	closer	to	
our	ambitious	goal	of	developing	1	million	managers	with	the	skills,	qualities	and	competences	
to	drive	Africa’s	next	phase	of	growth	and	development.

ConClusIon
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appendIx 2: IntervIew guIde

introDUCtion
This	research	is	part	of	a	new	project	called	the	African	Management	Initiative,	which	
aims	to	contribute	to	the	economic	development	of	Africa	by	raising	significantly	the	
quality	and	quantity	of	managers	working	in	organisations	across	all	sectors	(private,	
public	and	NGO)	and	all	levels	(from	entry-level	to	senior	executive).		

The	goals	and	design	of	the	initiative	will	be	informed	by	the	results	of	this	survey.	
Our	first	step	is	to	survey	management	education	and	training	on	the	continent.	We	
are	 conducting	 60	minute	 phone	 interviews	with	management	 education	 experts,	
employers, training providers and other leading thinkers in the space. We hope to 
discover	what	is	already	happening	in	management	training	and	education	in	Africa,	
what	works	well	and	what	has	failed,	to	identify	the	gaps	and	to	find	out	where	we	
should	concentrate	resources	for	maximum	impact.

All	results	and	data	will	be	made	available	to	interested	parties,	although	any	we	can	
ensure	anonymity	if	required.	Thank	you	for	participating.	

QuESTIONS	ON	SPECIFIC	SuPPLy-SIDE	PROGRAMMES/SCHOOLS/INITIATIvES:
Why	was	your	programme/project/initiative/school	started?	What	was	the	goal?

Who do you serve:  your clients (nature of businesses or ngos etc), your students 
(where do they come from?  How are they funded? (own resources, employers,  
aid….?), 

What do you do, tell me about it... 

What have you achieved?  What measures do you use to know you are succeeding?

(Probe:		any	systematic	follow-up	with	ex-students	or	their	employers?)

What works well? What doesn’t?

(probe: What are the biggest challenges? How have you overcome them?)

What	 is	 the	 totally	necessary	 core	 to	what	 you	do	–	 the	 thing(s)	without	which	 it	
would not work?

Would	you	like	to	see	what	you	are	doing	replicated?		What	would	make	replication	
possible?  What was it that enabled you to succeed?  What would you do to enable 
others to replicate successfully?

Do	any	other	institutions	in	your	[city,	country]	offer	similar	programmes?

QUestions for eMployers: tHe neeD
first on your company:

Please	clarify	your	position	and	responsibilities	(if	not	already	clear)

about how many people does your company employ (in africa)? How many coun-
tries?

Are	you	planning	to	expand	the	business	and	grow	employment?

Clarify: We are referring to “managers” as people with a line management re-
sponsibility.  
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Where do your managers come from?  are they generally:

Promoted	from	within	the	firm?

Recruited	externally,	from	domestic	sources?

Brought	in	from	abroad,	or	expats?

Do	you	see	a	serious	management	gap	in	your	organisation	(in	terms	of	function/level	
in	organisation/and	competence?		If	so:

is the gap about technical skills, 

about	a	particular	function,	or	

a	particular	level,	eg	middle	managers	

What	type	of	competences	and	qualities	do	we	need	to	inculcate	in	African	leaders,	
managers and entrepreneurs?  think of two or three managers who are already doing 
what we dream of; then think of two or three who should be, but are not.  What are 
the	differences	between	these	two	sets	of	managers?	

What	does	Africa	need	in	terms	of	management	training	and	education?	(in	abstract	
terms)

Where	are	the	gaps	for	Africa	most	critical?	(in	terms	of	geography,	level	of	seniority,	
age, sector)

QUestions for eMployers: tHe solUtion  
Do you now provide any form of management training?  

Internal?		External?		(Describe)

Are	your	current	programmes	effective?		If	not,	why	not?

What	 kind	 of	 training	 and	 education	 programmes	would	meet	 these	 needs	 [your	
needs?]	most	effectively?

probe: What type of programmes would be most useful for your company and 
staff?

How	should	these	programmes	be	delivered?	What	type	of	institutions	and	initiatives	
do we need?

What type of methods should be used? Why?

Do	 you	 have	 a	 particular	 theory	 or	 approach	 to	management?	 (for	 employers).	 Is	
there anything that has worked very well, or not worked?  

What	have	you	read	or	heard	that	has	really	helped	you	manage	effectively?		What	
have	you	read	or	heard	from	the	generally	received	best	practice	that	has	not	worked	
well	in	your	context?

	What	have	you	seen	that	is	really	effective,	in	terms	of	training/education,	in	any	con-
text?	What	efforts	seem	to	be	wasted?		In	other	words,	what	should	we	avoid	doing?	

What	are	the	really	effective	companies	and	who	are	the	effective	managers	in	Africa?		

if you were running aMi, what would you do?

Who	else	do	you	recommend	we	speak	to	in	order	to	find	out	what	will	actually	make	
the	difference	to	how	well	managers	manage	in	Africa?
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appendIx 3: lIst oF  aFrICan busIness sChools

country School accreditation, mem-
bership or interna-
tional link

mBa?

algeria ecole superieure algeri-
enne	des	Affaires	(ESAA)

National MBA,	EMBA,	exec	ed,	
diplomacy

http://www.esaa.dz/

algeria MDi-algiers Business 
school

efMD member MBA,	EMBA,	Exec http://www.mdi-alger.
com/

angola angola Business school partnership with nova 
(portugal). aaCsBa, 
Equis,	AMBA

MBA,	Exec	ed http://www.absexecuti-
vos.com/

angola uCAN	MBA	Atlantico	
luanda/porto/saopaulo

Catholic	universities	of	
Angola,	Portugal,	Brazil

MBa http://www.mbaatlan-
tico.com/home

angola Brazilian	Business	School	
angola

awarded by BBs, locally 
accredited	in	Brazil

MBa http://www.bbs.edu.br/
partnerships.asp

Botswana University of Botswana, 
faculty of Business

aaBs MBA,	exec http://www.ub.bw/

Cape verde Instituto	Superior	de	
Ciencas economicas e 
empresarias (isCee)

National MBa http://www.iscee.edu.cv/

Cape verde Universidade Jean piaget 
de Cabo verde

National MBa http://www.unipiaget.cv/

cameroon ecole superieure de Com-
merce	et	de	Gestion	des	
entreprises

National MIM,	exec,	undergrad www.supdeco-yaounde.
com

egypt arab academy for sci-
ence, technology & 
Maritime	Transport

National MBa, eMBa http://www.aast.edu/

egypt american University of 
Cairo

aaCsB, aaBs, efMD 
member,	multiple	part-
nerships

MBa, Msc, undergrad, 
exec	ed

http://www.aucegypt.
edu/Business/pages/de-
fault.aspx

egypt ecole superieure libre 
des sciences Commercia-
les	Appliques

awarded by eslsCa in 
france (accredited in 
france)

MBa, DBa, MiBa, diplo-
mas

http://www.eslsca.org/

egypt german University in 
Cairo

National MBa http://www.guc.edu.eg/
MBA/en/MBA.aspx

egypt arab academy for Bank-
ing and financial services

egypt branch of pan arab 
professional	institution.	

MBa /MsC http://www.aabfs.org/
En/education/aboutus.
aspx

egypt Cape Breton University awarded by Canada’s 
Cape Breton. 

MBa http://mba.canwell.net/

egypt Regional	IT	Institute awarded by Maastricht 
(aMBa)

MBa http://www.riti.org/site/
Content.aspx?ToShow=M
aster+of+Business+admi
nistration

ethiopia addis ababa University 
(faculty of Business)

National MBa, undergrad http://www.aau.edu.et/
index.php/acc-program-
overview

gabon academie franco-amer-
icaine de Management 
(afraM)

link to Universite de 
Monpellier

MBa, undergrad, dip http://www.afram.org/

gabon HeCi Universite interna-
tionale	(Morocco)

local branch of Moroc-
co’s HeCi

MBa ?? site down

ghana China europe interna-
tional	Business	School	
(CeiBs)

AACSB,	EQuIS,	national eMBa http://www.ceibs.edu/
africa/
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ghana Ghana	Institute	of	
Management and public 
Administration	(GIMPA)

AABS,	national MBa, eMBa, undergrad, 
exec	ed	

http://www.gimpa.edu.
gh/academics/business-
school.html

ghana University of ghana Busi-
ness school

AABS,	national eMBa, Dip, Ba/Bsc http://www.ugbs.edu.
gh/site/

ghana knUst school of Business National MBa, eMBa, undergrad http://business.knust.
edu.gh/pages/

ghana Central University Col-
lege, accra

National MBa, various Ba http://www.centraluni-
versity.org/sbma.htm

ghana University of Cape Coast, 
school of Business

National MBa, undergrad http://www.ucc.edu.
gh/academics/view/4/
overview

kenya Catholic University of 
eastern africa, kenya

AABS,	National MBa, undergrad, dip http://www.cuea.edu/

kenya Africa	Nazarene	univer-
sity

National MBa, undergrad, certs 
& dips

http://www.anu.ac.ke/

kenya strathmore Business 
school, kenya

AABS,	IESE	link,	National MBA,	undergrad,	exec	ed http://www.sbs.ac.ke/

kenya Kenyatta	university	
school of Business

AABS,	National MBa, eMBa, phd, under-
grad, 

http://www.ku.ac.ke/
schools/business/

kenya Jomo	Kenyatta	university	
of agric & tech (school of 
Hr management)

AABS,	National eMBa, Ba, dips http://www.jkuat.ac.ke/
academics.php?id=4

kenya University of nairobi 
school of Business, kenya

aaBs MBa, phD, undergrad, 
exec	ed

http://business.uonbi.
ac.ke/node

kenya UsiU, Chandaria school 
of Business

aaBs MBa, eMBa, Ba, entrep 
cert

http://www.usiu.ac.ke/
index.php?page=119

kenya Kenya	Institute	of	Man-
agement

neW Management 
University of africa opens 
2012, interim accred

eMBa (with JkUat), plus 
diplomas

http://www.kim.ac.ke/
index.php?id=44

kenya kCa University (pvs kenya 
College of accountancy)

Degrees awarded by 
Unisa/JkUat

MBA,	dip/cert,	BA,	exec http://www.kca.ac.ke/

kenya Moi University  schools of 
Business Management & 
knowledge

National MBa, undergrad http://www.mu.ac.ke/
academic/schools/ebm/
index.html

mali Institut	des	Hautes	
etudes en Management

Equis:	Awarded	by	
University of Quebec in 
Montreal

EMBA,	exec	ed http://www.ihem-
mali.com/presentation_
en.php

malawi University of Malawi - 
the polytechnic

National MBa, undergrad http://www.poly.ac.mw/

mauritius Glamis	Education awarded by edinburgh 
Business school (Heriot-
Watt),	locally	accredited

MBa, DBa http://www.gla-
mis.mu/course.
php?programme=MBA

mauritius University of technology, 
Mauritius,	School	of	Busi-
ness, Management and 
finance 

National MBa, undergrad, diplo-
mas

www.utm.ac.mu

mauritius university	of	Mauritius	-	
Mauritius	International	
Business school

National MBA,	MA,	exec	ed http://www.uom.ac.mu/
mibs/index.asp

morocco al akhawayn University 
school of Business ad-
ministration

National,	GMAC,	EFMD	
member

MBa, Msc, eMBa http://www.aui.ma/
vPAA/SBA/index.htm
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morocco esCa school of Manage-
ment

aaBs, eMBa with 
france’s eDHeC, efMD 
member

eMBa, Masters

morocco HeCi Universite inter-
nationale	(Rabat	&	
Casablanca)

EFMD	member,	National MBa, Undergrad

morocco Institut	des	Hautes	
etudes de Management 
au Maroc (HeM)

local, efMD member, 
MBa awarded by eQUis 
accredited l’Université 
paris Dauphine et l’iae 
de l’Université paris 1 - 
sorbonne

MBA,	undergrad,	exec	ed http://www.hem.ac.ma/

namibia Harold	Pupkewitz	Gradu-
ate school of Business 

AABS	pipeline	(awaiting	
eMBa accred)

EMBA,	MIB,	exec	ed http://www.hpgsb.poly-
technic.edu.na/?q=home

namibia namibia Business school aaBs pipeline, Degree 
awarded by Maastricht - 
aMBa

MBa, dip nbs.edu.na/

nigeria obafemi awolowo Uni-
versity, ile ife, nigeria

aaBs pipeline MBa, dip, DBa http://www.oauife.edu.
ng/

nigeria lagos Business school, 
pan-african University 
nigeria

aaBs, iese link MBA,	EMBA,	PhD,	exec	
ed

http://www.lbs.edu.ng/

nigeria University of lagos Busi-
ness school

National MBa, BsC http://www.unilag.edu.
ng/

nigeria University of ilorin National MBa, MsC, phd, dip http://www.unilorin.edu.
ng/index.php/bss-post-
graduate-courses

rwanda school of finance & 
Banking

Maastricht, aMBa MBA,	undergrad,	exec	ed,	
entrep

http://www.sfb.ac.rw/

Senegal isM, senegal (6 campuses 
in senegal)

aaBs MBa, Ba, phD, Masters http://www.ism-dakar.
com/

Senegal iaM, senegal aaBs eMBa, Ba, Msc, DBa, 
exec

http://www.iam.sn/

Somalia University of somalia, 
school of postgraduate 
studies

National MBa, eMBa, Ba http://universityof-
somalia.net/uniso.
php?catid=MBA%20
%28Business%20Adminis
tration%29&type=Conten
t&list=No

South africa Gordon	Institute	of	Busi-
ness science (University 
of pretoria)

aaBs, aMBa, efMD 
member

MBA,	EMBA,	DBA,	exec www.gibs.co.za

South africa Henley Management 
College

awarded by Henley Uk: 
AMBA,	Equis,	AACSB

MBA,	Exec	ed http://www.henleysa.
ac.za/

South africa Management College of 
southern africa (Man-
Cosa)

aaBs (progs in Bots, na-
mibia,	ZM,	Mauritius)

MBa, undergrad, dips, 
exec

http://www.mancosa.
co.za/

South africa Milpark Business school National MBa, certs, dips http://www.milpark.
ac.za/

South africa nMMU Business school aaBs MBA,	DBA,	exec	ed,	dips,	
entrep

http://mba.nmmu.ac.za/

South africa north-West University 
graduate school of Busi-
ness

National MBa & Mpa, phD, dip http://www.uniwest.
ac.za/faculties/com/gs/
index.html
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South africa north-West University 
potchefstroom Business 
school

National MBA,	exec	ed,	dip,	Small	
biz

http://www.nwu.ac.za/
pbs

South africa regenesys Business 
school

National MBA,	certificates,	online	
MBa & Ba

www.regenesys.co.za

South africa regent Business school 
(Durban)

National MBa, dips, certs http://www.regent.ac.za/

South africa rhodes University Busi-
ness school

National MBA,	diplomas,	exec	ed http://www.ru.ac.za/
businessschool/

South africa twshane University of 
technology

National MBa, diplomas http://www.tut.ac.za/

South africa Unisa sBl, south africa aaBs, efMD member MBa, MBl, DBl, dip, 
exec	ed

http://www.sblunisa.
ac.za/

South africa UCt gsB, south africa AABS,	Equis MBa, eMBa, phD, dip, 
exec	ed

http://www.gsb.uct.
ac.za/

South africa University of the free 
state school of Manage-
ment

National MBA,	BMA,	Mphil,	exec	
ed

http://www.ufs.ac.za/

South africa University of kwa-Zulu 
natal, graduate school of 
Business

National MBA,	diplomas,	exec	ed http://gsb.ukzn.ac.za/
HomePage.aspx

South africa University of stellenbosch 
Business school, south 
africa

AABS,	Equis,	AMBA MBa, Mphil, phd, diplo-
mas,	exec	ed

http://www.usb.ac.za/

South africa Wits Business school, 
south africa

aaBs, aMBa, efMD 
member

MBa, phD, masters, dips, 
exec	ed

http://www.wbs.ac.za/

tanzania University of Dar es 
salaam Business school, 
Tanzania

aaBs MBA,	EMBA,	dips,	exec	
ed, Masters in entrepre-
neurship

http://www.udbs.udsm.
ac.tz/index.php

tanzania esaMi Business school aaBs, Maastricht: aMBa, 
National

MBA,	exec	ed http://www.esami-africa.
org/

tanzania Mzumbe	university	
Dar es salaam Business 
school

aaBs MBa, eMBa, MsC, Mpa, 
eMpa

http://www.dbs.mzumbe.
ac.tz/

tanzania open University of tan-
zania,	Faculty	of	Business	
Management

local (distance learning & 
face-to-face)

MBa, undergrad, phD http://www.out.ac.tz/
fbm/

tunisia Mediterranean school of 
Business

AMBA,	National MBa, undergrad, Masters http://www.msb-online.
org/

tunisia Institut	des	Hautes	
etudes Commerciales 

National MBa, Masters, Undergrad http://www.ihec.rnu.tn/

tunisia tunis Business school, 
Universite de tunis

National MBa (pending) Ba website pending (just 
opened)

uganda Bugema University, 
school of Business

Local	(&	u.S.	Adventist	
university body)

MBa, Masters, Under-
grad, dips

http://www.bugemauniv.
ac.ug/schools/business.
html

uganda gulu University, faculty 
of Business and Develop-
ment studies

National MBa, undergrad, dips http://www.gu.ac.ug/

uganda kabale University National MBa, undergrad, dips http://www.kabaleuni-
versity.ac.ug/

uganda Kampala	International	
University, school of Busi-
ness and Management

National MBa, undergrad, dips http://www.kiu.ac.ug/

appendIx 3: lIst oF  aFrICan busIness sChools
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uganda Makerere University Busi-
ness school (to become 
Metropolitan Uganda 
Business school)

aaBs, local MBa, phD, DBa, Masters, 
undergrad, dips

http://www.mubs.ac.ug/

uganda Mountains of the Moon 
University Business 
school

National MBa (blended distance 
learning), Mpa, under-
grad, dips

www.mmu.ac.ug/

uganda nkumba University 
school of Business

National MBa, undergrad, Masters http://www.nkumbauni-
versity.ac.ug/index1.php?
Ctp=1&pI=51&pLv=2&srI
=27&spI=44&cI=17

uganda Uganda Martyrs Univer-
sity, nkosi

National MBa, undergrad, Masters http://www.fiuc.org/
umu/index.php/general-
faculties/faculty-of-bam

uganda Uganda Management 
Institute	(Kampala	and	
satellite campuses)

National MBa, Mpa, diplomas, 
short courses

http://www.umi.ac.ug/
index.php

Zambia University of lusaka Busi-
ness school

aaBs pipeline school, 
National

MBa, Msc, Bsc, certs http://www.unilus.ac.zm/

Zambia Copperbelt Business 
school

aaBs pipeline school, 
National

MBa, Ma, Bsc/Bcom http://www.cbu.edu.zm/

Zimbabwe University of Zimbabwe 
graduate school of Busi-
ness

National MBa http://www.uz.ac.zw/
commerce/graduate_
school/depthome.htm

Zimbabwe National	university	of	
science and technol-
ogy, graduate school of 
Business

National MBa, eMBa, Mpa, dip http://www.nust.ac.zw/
commerce/index.
php?option=com_conten
t&view=section&id=4&It
emid=4

appendIx 3: lIst oF  aFrICan busIness sChools
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appendIx 4: aabs membershIp CrIterIa

1. staff

1.1	Applicants	must	have	a	minimum	of	12	permanent	resident	full-time	faculty	mem-
bers,	with	relevant	postgraduate	degrees	or	qualifications.	up	to	six	of	the	12	full	
time	faculty	may	be	shared	with	other	departments	in	the	parent	institution	pro-
vided	that	at	least	50%	of	their	workload	is	allocated	to	the	Business	School.	(Non	
Negotiable	criteria)	

1.2.	At	least	six	permanent	full	time	faculty	members	must	have	Doctoral	Degrees.		
(Non	Negotiable	criteria)

1.3.	Applicants	must	demonstrate	a	sustainable	staff	development	programme	by	
providing a document describing faculty development.  

2.     intelleCtUal ContriBUtions: 

2.1.	Each	institution	must	have	an	output	of	two	points	per	full	time	faculty	equiva-
lent during the three preceding years. points to be calculated as:  book - 2 points, 
refereed	article	-	2	points,	case	study	or	practitioner	article	-	1	point,	chapter	in	a	
book	-	1	point	and	conference	paper	–	1	point.

3.     teaCHing reQUireMents 

3.1.	Applicants	must	have	at	least	500	hours	classroom	time	in	the	MBA	or	equivalent	
Masters	Programme.	(Non	Negotiable	criteria)

Distance	learning	institutions	must	demonstrate	that	students	engage	in	activities	
equivalent	to	500	hours	of	classroom	time	in	the	MBA	or	equivalent	masters	pro-
gramme.  this can be done through:

- regular scheduled contact, either face to face,  or by electronic media with 
faculty members.

- required	study	schools	throughout	the	course	of	the	year

- Study	groups	of	students	meeting	according	to	a	prescribed	timetable	during	
the course of a year

- assignments	which	require	students	to	engage	in	the	application	of	the	mate-
rial	in	the	workplace,	including	engaging	with	executives	and	colleagues.	(Non	
Negotiable	Criteria)	Please	provide	this	information	in	a	word	document.

3.2. applicants must provide a document describing their teaching methods, illustrat-
ing	the	use	of	participative	learning,	for	example	through	the	use	of	case	studies,	
syndicate	groups,	action	learning	and	projects.	

3.3. applicants must demonstrate that materials and cases include local and african 
market content. 

 4.     fees:

4.1.	Applicants’	minimum	annual	full	tuition	fee	for	the	MBA	or	equivalent	must	be	at	
least $3 500 per student. 

5.     exeCUtive eDUCation:

5.1.	Applicants	must	provide	at	least	40	days	of	executive	education	per	year.	(Non	
Negotiable	criteria)	

5.2.	The	Executive	Education	fee	should	be	no	less	than	$100	per	day	per	participant.	
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6.     QUality assUranCe

6.1.	Applicants	must	demonstrate	the	use	of	an	independent	quality	assurance	sys-
tem	on	the	MBA	programme,	such	as	a	national	accreditation	body,	external	ex-
aminers	or	another	quality	controlling	body.		(Non	Negotiable	criteria)

7.     assoCiation’s WeBsite 

7.1. all faculty Members from schools applying for aaBs Membership must register 
on	the	Association’s	website.	

 

aaBs MeMBers

1.     Join the aaBs network 

2.     are listed as aaBs members on the aaBs website and in aaBs correspondence

3.     Will receive a visit from a Mentor (from the aaBs advisory board, aaBs Board, or 
an aaBs consultant) for a 3 day period once every three years.

4.					Are	encouraged	to	host	any	AABS	meetings	or	events

5.     Can display the aaBs logo on their correspondence, website and school.

6.					Attend	AABS	workshops	and	meetings	at	discounted	rates

Current membership fee is $3 000. 

aaBs pipeline sCHools

Schools	that	do	not	yet	meet	all	the	non	negotiable	criteria	for	AABS	but	would	like	to	as-
pire	to	meet	those	criteria	in	the	next	two	years	can	join	AABS	as	“AABS	Pipeline	Schools”.

aaBs pipeline sCHool appliCants WoUlD:

1. Join the aaBs network

2. Would	be	eligible	to	attend	the	Annual	AABS	Members	Conference

3. Will be assigned a Mentor (from the aaBs advisory board, aaBs board or an 
AABS	consultant)	for	a	year	period	(which	could	be	extended	if	needed).	The	
mentor will visit the school for three days once during the year, they will also be 
available for email and telephonic contact and support during the year.

4. Be able to join aaBs Workshops at discounted aaBs member rates.

5. receive aaBs peer visits

aaBs pipeline sCHool WoUlD neeD to:

•	 Submit	an	online	application	form

•	 Meet	at	least	2	of	the	five	non	negotiable	criteria

•	 Must	offer	an	MBA	or	equivalent	Masters	programme

•	 pay an annual fee of $2 500 per year

•	 Need	to	aspire	to	meet	the	AABS	non	negotiable	criteria	within	a	period	of	three	
years.

•	 Applications	to	be	an	AABS	pipeline	school	can	be	submitted	at	any	stage.
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appendIx 5: Country analysIs

SOURCE_NOTE
GDP per capita based on purchasing power parity (PPP). PPP GDP is gross domestic product converted to international dollars using purchasing power parity rates. An international dollar has
the same purchasing power over GDP as the U.S. dollar has in the United States. GDP at purchaser's prices is the sum of gross value added by all resident producers in the economy plus any
product taxes and minus any subsidies not included in the value of the products. It is calculated without making deductions for depreciation of fabricated assets or for depletion and
degradation of natural resources. Data are in current international dollars.

INDICATOR_CODE
NY.GDP.PCAP.PP.CD

INDICATOR_NAME
GDP per capita, PPP (current international $)

SOURCE_ORGANIZATION
World Bank, International Comparison Program database.

** Only includes int. Accredited & AABS member B-Schools 
See other spreadsheet for full list

Equatorial Guinea
Seychelles
Gabon
Botswana*
Mauritius*
South Africa*
Tunisia*
Namibia
Egypt, Arab Rep.*
Angola
Maldives
Swaziland
Morocco*
Congo, Rep.
Cape Verde
Nigeria
Cameroon
Sudan
Mauritania
Senegal
Cote d’ Ivoire
Kenya
Ghana
Benin
Zambia
Lesotho
Tanzania
Gambia, The
Chad
Uganda
Burkina Faso
Guinea-Bissau
Rwanda
Comoros
Guinea
Mali
Ethiopia
Togo
Madagascar
Mozambique
Malawi
Sierra Leone
Central African Republic
Niger
Eritrea
Liberia
Burundi
Congo, Dem. Rep.
Djibouti
Libya
Somalia
South Sudan
Zimbabwe

34475
23069
14926
13786
13576
10486

8524
6426
6281
6035
5683
5033
4668
4214
3954
2363
2264
2239
1930
1917
1885
1635
1625
1576
1550
1533
1423
1400
1360
1263
1247
1177
1155
1089
1083
1057
1033

991
961
935
876
821
783
723
542
416
405
345

0
0
1
1
0

12
1
2
4
2
0
0
4
0
2
3
0
0
0
2
0
6
3
0
2
0
3
0
0
1
0
0
1
0
0
1
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0

 
 
 

76
57
54

 
74
81
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73
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111
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104
129
106
114
103
112
128
113

90
139
118
134
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100
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Oil exporters
Diversified
Transition
Pre-transition
 
 
 
Above average SSA WEF ranking

2010 GDP per Capita USD
(World Bank Data)

Global Competitiveness Index Rank
(WEF)

No. of Business schools
(Tier 1 & 2)

Country Name
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appendIx 6: partICIpatIng organIsatIons

AMI	is	a	collaborative	initiative	formed	by:

association of african Business Schools (www.aabschools.com) 

AABS	is	the	representative	of	the	leading	business	schools	in	Africa,	and	the	only	continent-
wide	association	of	schools	of	management.		It	was	established	six	years	ago	and	has	23	
members in nine countries. it is governed by an elected board, currently made up of the 
deans of the following member schools: the graduate school of Business of the University 
of Cape town, south africa; Unisa school of Business leadership, south africa; strathmore 
Business	School,	Kenya;	university	of	Dar	es	Salaam	Business	School,	Tanzania;	Lagos	Busi-
ness school, nigeria; american University in Cairo Business school, egypt; and the gordon 
Institute	of	Business	Science	of	the	university	of	Pretoria	(GIBS),	South	Africa.	The	secre-
tariat	is	hosted	by	GIBS	in	Johannesburg	and	GIBS	provides	an	accounting	service	to	AABS.	

Global Business School network (GBSn)

GBSN	is	an	international	non-profit	network	of	leading	business	schools	and	is	engaged	in	
all	aspects	of	business	and	management	education.	The	mission	of	GBSN	is	to	strengthen	
business	and	management	education	for	developing	countries	through	its	unique	network.	
Activities	 include	 modernising	 curricula	 and	 pedagogy,	 developing	 strategic	 plans,	 and	
strengthening	management	education	for	particular	sectors	such	as	health,	tourism,	NGOs	
and	entrepreneurship.	GBSN	brings	access	to	international	expertise	and	cutting-edge	prac-
tices	of	management	education	through	their	network	of	46	top-ranked	business	schools.	
GBSN	is	based	in	Washington	D.C.	and	is	a	registered	501	(c)	3	non-profit	organisation.	
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the lundin Foundation

The	Lundin	Foundation	is	the	philanthropic	arm	of	the	Lundin	Group	of	Companies.	The	
lundins are natural resource entrepreneurs who have enjoyed considerable success in 
africa and elsewhere for over 35 years and have a strong commitment to ensuring that 
benefits	 from	the	resource	sector	are	shared	with	host	countries	and	communities.	The	
Lundin	Foundation	embodies	the	entrepreneurial	spirit	of	the	Lundin	Family.	The	Founda-
tion	invests	in	high	potential	small-	and	medium-sized	businesses	across	Africa,	with	a	view	
to	generating	wealth	and	employment	needed	to	alleviate	poverty	on	a	sustained	basis.	
strategic grants are deployed to provide investees with technical or managerial assistance, 
pilot	or	field-test	innovative	pre-commercial	products	or	services,	or	to	help	outstanding	
individuals	and	organisations	solve	critical	systemic	challenges.

the tony elumelu Foundation

The	Tony	Elumelu	 Foundation	 (TEF)	 is	 an	Africa-based	and	African-funded	not-for-profit	
institution	dedicated	to	the	promotion	and	celebration	of	excellence	in	business	leadership	
and	entrepreneurship	across	Africa.	As	a	21st	century	catalytic	philanthropy,	the	Founda-
tion	is	committed	to	the	economic	transformation	of	Africa	by	enhancing	the	competitive-
ness and growth of the african private sector. founded in 2010 by tony o. elumelu, Mfr, 
the	Foundation	identifies	and	addresses	systemic	challenges	that	inhibit	African	entrepre-
neurs.	The	Foundation	operates	through	a	series	of	programmes	and	initiatives	to	gener-
ate	action	and	capital	that	foster	competi	tion	in	the	African	private	sector.	These	include	
leadership	development	initiatives	to	transform	management	education	in	Africa,	with	a	
particular	focus	on	Africa’s	business	schools.	TEF’s	flagship	initiative	is	the	African	Markets	
internship programme (aMip), which matches MBa students from top african and inter-
national	business	schools	with	innovative	mid-sized	African-owned	businesses	across	the	
continent.	TEF	also	runs	a	grants	programme	to	scale	innovative	initiatives	that	contribute	
to	fulfilling	the	mission	of	the	Foundation.

The Tony Elumelu Foundation






