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The African Management Initiative (AMI) is a new and ambitious drive to strength-
en management capacity in Africa. Since completing this report, AMI has launched 
three projects: 1) New business schools: We are developing a guide for potential 
sponsors and philanthropists on how to start a high-impact African business school, 
and hope to pilot the first school in 2013; 2) Mass Impact: We are developing low-
cost, highly practical short management courses for SMEs and middle managers 
with a strong emphasis on personal development; and 3) AMI Register: We are 
launching an online network of African managers committed to the highest stan-
dards of performance and responsibility.
 
AMI was founded by the Association of African Business Schools, the Global Busi-
ness School Network, the Lundin Foundation and The Tony Elumelu Foundation. 
More details can be found at the AMI website, www.africanmanagers.org.
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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 
investment. Africa has an abundance 
of natural wealth and a young and 
fast-growing population. 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 capitalise 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 quality 
managers are entirely inadequate to 
meet the opportunities the next few 
decades will bring. More young Afri-
cans are pursuing higher education, 
but too often, the quality is low. 

Organisations across all sectors often 
struggle to recruit staff with the skill 
to manage and implement their vi-
sion. 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 

could rely on to establish their brands 
in new markets, of entrepreneurs bat-
tling to build the team to catapult their 
business to the next stage of growth, 
of NGO leaders unable to transform 
communities because they lacked the 
people to execute their vision, and of 
investors wondering if their investee 
companies had the skills to deliver 
required returns.  Each group em-
phasised different dimensions of the 
problem, but virtually all cited a lack 
of management capacity as a serious 
constraint to growth. as one senior 
management consultant put it when 
asked to talk about the challenges his 
clients faced in establishing and build-
ing strong management 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 continent is to create the eco-
nomic and institutional basis for a 
prosperous future. Equipping a cadre 
of high-quality managers is essential 
and urgent. We need organisations 
to commit to developing managerial 
talent, and managers to commit to 
developing themselves. We also need 
more institutions, of a higher quality, 
backed by relevant content, to reach 
more people. 

This report aims to provide a high-lev-
el survey of how management talent 
in Africa can be strengthened. Chapter 

“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

IntroductIon
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1 explores why management is impor-
tant and how it relates to competi-
tiveness and growth. Chapters 2 to 4 
draw on desktop research and primary 
interviews to understand the demand 
side of the equation in more detail: 
what does the management gap look 
like for different types of organisa-
tions? What kind of managers do or-
ganisations require? What kind of or-
ganisational and systemic challenges 
do we face in addressing this prob-
lem? Chapters 5 to 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 exam-
ine what has worked well previously, 
identifying the core characteristics of 
successful programmes, including dif-
ferent models for scalability and finan-
cial sustainability. Chapter 7 presents 
ideas for impact.

researCh sCope anD 
MethoDology

This report draws on secondary data 
from academic literature, and reports 
from development institutions and 
online information about existing pro-
grammes and institutions. Primary 
research was also conducted to under-
stand the nature of the management 
gap in more detail, and to generate 
ideas for how it can be filled. Over 
50 in-depth interviews with individu-
als were conducted at 40 organisa-
tions, including employers, educators, 
thought leaders, training providers, 
consultants, investors and entrepre-
neurs working mostly in Africa and 
other emerging markets. a snowball 
sample was used, with each respon-
dent asked to recommend other po-
tential 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. 

Most interviews lasted 45-60 minutes 
and were conducted over the phone. 
A few were conducted face-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 trian-
gulated with secondary data – both 
quantitative and qualitative.

researCh liMitations
Ideally, the findings should be tested 
using a much larger and more repre-
sentative sample, perhaps with differ-
ent sets of questions for each stake-
holder group. For this study, efforts 
were made to ensure representation 
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 
businesses. Inevitably, respondents 
were concentrated in the main eco-
nomic hubs of Lagos, Nairobi and Jo-
hannesburg, although efforts were 
made to include representatives from 
other countries such as Ghana, Rwan-
da and Zambia. North, Francophone 
and Lusophone Africa were not ad-
equately represented and the sample 
was largely urban rather than rural. 
The public sector 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. For empirical evidence 
of the lack of quality middle manage-
ment and lack of quality training, ex-
ternal survey-based research will be 
required.
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afriCa: a neW frontier of 
opportUnity

Africa is changing and the world is 
starting to notice. GDP has risen steadi-
ly over the last decade and outpaced 
that of most other world regions, 
while equity markets have outper-
formed their counterparts elsewhere1. 
Foreign direct investment (FDI) in-
creased sharply, driven by political 
stability, macroeconomic reform, im-
proved governance, a better business 
climate and interest from emerging 
market powerhouses China and India2. 
Growth has been fuelled by the com-
modity boom. But other sectors, such 
as telecommunications, banks, infra-
structure and manufacturing have also 
contributed, and purchasing power is 
strengthening.

These positive signs, however, mask 
deep disparities in wealth and devel-
opment. Poverty is still widespread 
and the continent lags on most devel-
opment indicators. To reach a new pla-
teau of prosperity, African countries 
must seize a greater share of world 
trade through increased competitive-
ness and economic diversification. A 
competent workforce will be required 
to make this possible. although skills 
development is needed across the 
board, managerial skills need special 
focus given that institutional manage-
ment is the cornerstone of any suc-
cessful modern economy.  High quality 
managerial skills will be key to driving 
Africa’s competitiveness3. The World 

1  Boston Consulting Group: The African Challengers: Global 
Competitors Emerge from the Overlooked Continent, 2010; 
McKinsey: Lions on the Move: the Progress and Potential of 
African Economies, 2010

2 World Economic Forum, The Africa Competitiveness 
Report, 2011

3 WEF, 2011

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 gap4.

Good managers build vibrant compa-
nies that create jobs, create the ca-
pacity to absorb resources and drive 
development. Many companies that 
are currently enjoying rapid growth 
in Africa are not able to find enough 
people with the required competency 
to manage55. If we take the widely 
accepted management to worker ra-
tio of 1:10 and use the International 
Labour Organisation’s figure of 111 
million wage collecting labour force, 
we can estimate that the continent 
probably has about 11 million people 
in managerial/supervisory roles. Our 
research tells us that most of these 
people are inadequately trained 
and prepared for this responsibil-
ity. Any attempt to substantially im-
prove the quality of management in 
africa will therefore have to reach 
one in ten of those managers: over  
1 million managers. 

4 Johanson, R.K. & Adams, A. V., Skills Development in sub-
Saharan Africa, World Bank, 2004 

5 GBSN Annual Conference notes. Accessed at http://
www.gbsnonline.org/2011; Reuters, Africa growth brings 
local-born bankers home 2011; Financial Times, Leadership 
Lessons in Africa, 2011

111 million workers in
formal wage-paying jobs

11 million managers

The Need: 1 million well-
trained managers

Figure 1: The need in numbers

chapter 1
Why ManageMent?



7

Representatives from four stakeholder groups on the demand side of the managerial gap 
were asked how they perceived the problem. Their responses are illustrated below: 

Across the board, the picture is gloomy. Large multinationals and pan-African regional 
companies describe 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 de-
veloping local people, they are too often poached. Entrepreneurs trying to catapult their 
business to the next stage of growth describe how they struggle to attract the people to 
help them make their dreams reality, and too often end up trying to do everything them-
selves. NGOs cite a lack of human capacity as one of the top constraints for expanding 
their impact, and say they struggle to meet donor demands for professionalism. Investors 
say they are keen to pump money into the continent, but that often, finance needs to be 
accompanied by extensive managerial support, which too often renders smaller deals 
unprofitable.  And this is all in a context where unemployment figures – especially among 
the youth – are dangerously high.  

Big Business

sMes/entrepreneurs

ngOs

investOrs

What DOes the ManageMent gap Mean fOr YOu?

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

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

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

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

chapter 2
Understanding the ManageMent gap:   
What does it Mean?
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Having determined how the management 
gap impacts different stakeholder groups, it 
is useful to understand what kinds of man-
agers are required to manage strong and 
competitive organisations in tune with the 
complexities of African markets.

This chapter begins to address the ques-
tion of what good management is, and 
should be, in an African context. It identifies 
six characteristics that African employers 
would like their managers to exhibit.

Interviews with employers and sector ex-
perts indicate that impactful African manag-
ers should have:

personal Drive
Organisations require managers with 
initiative, personal drive and results 
orientation. Too often, managers fail 
to take personal responsibility for 
delivering results and wait to be told 
what to do. Any new intervention will 
need a strong focus on attitude and 
personal development.

planning sKills
Basic planning skills are sorely lack-
ing. Respondents said that managers 
frequently lacked the ability to drive 
and manage a project, particularly if 
it required working across functional 
silos. Several respondents said that a 
high-quality, practical project manage-
ment and work readiness course could 
be the single most immediately useful 
intervention. 

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. Edu-
cators felt that ethics should be inte-
grated into programmes and courses, 
rather than taught as a stand-alone 
subject.

CritiCal thinKing sKills
Many managers lack problem-solving 
skills, in part, due to an old-fashioned 
education system. Some respondents 
also cited a lack of strategic thinking. 
Several respondents noted that im-
proved analytic and decision-making 
skills would enable managers to dis-
play greater initiative.

praCtiCal experienCe
Local African managers often lack 
practical experience. At the lower 
level, basic work readiness skills such 
as IT literacy and working in teams are 
lacking. At a more senior level, man-
agers are inhibited by an underdevel-
oped business ecosystem and lack of 
international exposure. Across levels, 
managers struggle to translate man-
agement theory into practice on the 
job. More practical programmes, ac-
tion learning, inter-country exchanges 
and a greater emphasis on internships, 
placements and work readiness skills 
could help address this problem. 

FLExIBILITy
African economies need a special kind 
of manager – one who is comfortable 
with the complexity and (sometimes) 
chaos of dynamic markets. Some re-
spondents characterised this as the 
need for entrepreneurial thinking, oth-
ers said it was about flexibility and ag-
ile decision-making. Most commented 
that educators could help cultivate 
this competence by integrating more 
action learning and locally relevant 
material into programmes.

chapter 3
Understanding the ManageMent gap: 
What kind of Managers does africa need?
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This chapter considers the organisational and 
systemic challenges that need to be under-
stood to complete the demand-side picture. It 
identifies six key organisational and systemic 
challenges which any effort to promote man-
agement development in Africa will need to 
consider. These challenges are captured below:

the MiDDle ManageMent gap
africa’s most pressing problem is at the 
middle management level: the ‘engine 
room’ that drives organisations. There is a 
huge gap between very competent senior 
executives with foreign education and ex-
posure, and middle and lower-level man-
agers who lack basic work readiness skills, 
and have experienced little or sub-stan-
dard training and development. Middle 
managers lack exposure to management 
best practices, and even when they have 
some grasp of theory, are rarely able to 
apply it at work. 

CUltUral hierarChy
There is little point in developing manag-
ers 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 
systemic issue that would require creative 
thinking and extensive work to overcome. 
Change must happen at an organisational 
level and will require buy-in from senior 
executives. Strong performance manage-
ment systems would represent a major 
first step.

laCK of operational systeMs
As discussed earlier, African companies 
often struggle to progress from the locally 
successful owner-manager stage to the 
next level of regional and even interna-
tional growth. This is partly due to a failure 
to implement company-wide systems – 
from both an operational and governance 

perspective – to reduce dependence on a 
strong founder or leader. There is no sys-
tematic transfer of knowledge and a lack 
of long-term thinking. Organisations need 
operational systems that will profession-
alise companies and improve execution.

LOW WILLINGNESS (AND ABILITy) TO PAy
Most African business schools and qual-
ity training programmes are too expen-
sive for ordinary managers and for all but 
the largest companies and organisations. 
MBAs—at $5,000-$25,000—are only for 
an elite few.  the economics of the west-
ern business school model simply does 
not add up for most Africans, and any new 
effort will need innovative thinking to cre-
ate a new price-quality paradigm to build 
flexible payment options, and to create 
more accessible products.

RuRAL/uRBAN DIVIDE
Given the urban migration of young tal-
ent, organisations in rural areas have a 
particularly tough time recruiting, retain-
ing and developing strong management 
teams. Most business schools and training 
programmes are located in urban centres, 
meaning they are inaccessible to huge 
swathes of the continent. We need solu-
tions that will use technology to reach re-
mote geographies, and to creatively chan-
nel resources to rural areas.

POOR PRE-TERTIARy EDuCATION
In more developed countries, manage-
ment development programmes build on 
the basics taught by primary, secondary 
and usually tertiary education systems. In 
Africa, basic education levels are signifi-
cantly lower, and employees often arrive 
at a managerial level without having de-
veloped the strong numeracy and literacy 
skills, IT proficiency and critical thinking 
competences required.   

chapter 4
Understanding the ManageMent gap: 
organisational and systeMic challenges
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Earlier chapters have addressed the de-
mand for management skills. The next few 
chapters will now look at the supply of these 
skills. We will look at what is already hap-
pening in terms of management develop-
ment, what appears to work well, and which 
new ideas could lead to potential impact.

In more developed economies, managers 
receive education, training and develop-
ment through a variety of delivery methods. 
Business schools offer formal MBAs, gener-
ally for senior and upper middle manage-
ment. Lower middle management can take 
shorter diplomas and certificates either 
through business schools or independent 
training companies and colleges. Quality is 
enforced through rigorous and well-estab-
lished accreditation systems. Developed 
economies have built whole ecosystems to 
support good management practices.

this chapter will illustrate that the african 
management development ecosystem is 
patchy at best. Formal training and edu-
cation suppliers are either insufficient in 
number, or sub-standard, at all levels of 
the pyramid. There are some excellent in-
house corporate training programmes, but 
they are largely limited to multinational and 
large regional firms.

This chapter provides a quantitative and 
qualitative review of the existing landscape 
for management development, looking at 
each element of the established ecosystem.

proviDers
Business and Management Schools
Africa currently has approximately 90 
business schools and universities pro-
viding MBA and executive-level train-
ing which amounts to about 1 school 
for 11.2 million people. Only nine of 
these meet up to international stan-
dards – less than 1 percent of the 
world’s 950 internationally accredited 
business schools. Compare this with 
India which boasts over 1,500 man-
agement schools for a slightly larger 
population. The distribution of these 
schools is very uneven across the con-
tinent. Most of the top schools are in 
South and North Africa. Regions like 
West Africa are grossly underrepre-
sented while there is no representa-
tion at all for Central Africa.

Based on research and interviews, we have 
identified three groups within the approxi-
mately 90 business schools and institutions 
identified in Africa.

chapter 5
the sUpply side landscape

Figure 2: The Business School Landscape
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tier one
The list comprises nine business or management schools, which either have international accreditation (in their 
own right rather than as a satellite campus of a European/American school) or a ranking on an internationally 
recognised list, such as the Financial Times. These schools meet global standards and their characteristics are il-
lustrated below:

tier two
 These roughly 40 schools do not generally meet the same standards of global excellence as their Tier One coun-
terparts, but they do provide reasonably good management education at a local level. They have been the focus 
of much work by the Association of African Business Schools (AABS) and the Global Business School Network 
(GBSN). Most of them are members of AABS, and therefore meet a set of criteria which include faculty, classroom 
hours, content, local accreditation and executive. Their characteristics are illustrated below:

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

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
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tier three
There are just over 40 known Tier Three schools. They are neither members of AABS nor other international or-
ganisations, but offer an MBA and/or EMBA.  They are registered with local authorities, and many are part of tra-
ditional universities. Some also offer undergraduate or Masters degrees, while others provide professional short 
courses, although not customised executive education. It is likely that there are many more schools in this cat-
egory that we do not know about because they have not formed partnerships or reached out to industry bodies. 

The Middle of the Pyramid: Non MBA 
The landscape in the middle of the pyramid is fragmented, unstructured and often low-quality. Short non-aca-
demic courses are being offered by many Tier 1 to 3 schools but are usually too expensive for the majority of mid-
dle and lower-level managers. This report identifies two groups of mid-market providers, beyond the mainstream 
business schools described above: 1) Business institutes and colleges which offer undergraduate, diploma and 
certificate courses in management and business; 2) Independent training providers which usually work directly 
which companies, but also provide open short courses. 

Tier Four Business Institutes and Colleges
There are thousands of higher and tertiary education colleges—both public and private—in Africa offering busi-
ness courses. Without a widely recognised accreditation system, it is hard to identify the quality of these institu-
tions. According to employers and sector experts interviewed, this strata of institution offers more affordable, but 
usually sub-standard courses to middle managers and managers at mid-level companies. 

Training providers
 If the Tier One business schools are too expensive for medium-sized companies, and if the executive education 
programmes of 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 economies, this gap would often be filled 
by private training providers, which offer practical courses usually tailored for specific companies, at lower rates 
and a lower level of rigour than business schools. Africa does have a training provider market, but it is fragmented 
and lacks mechanisms for quality assurance. Training providers tend to be small, and lack brand recognition.

organisations
in-house Corporate training
Given the supply-side gaps, a few companies provide their own management training and development in-house. 
This is standard practice in many parts of the world, especially for large companies, which develop customised 
programmes in conjunction with business schools. Multinationals in Africa traditionally send their most promis-
ing local executives to company training programmes overseas at the head office. As African multinationals and 
regional players emerge, and as the African units of international companies grow, many are starting to devel-
op more extensive local management development programmes. Indigenisation 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 development programmes, and are 

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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working with local business schools and institutes to develop the educational ecosys-
tem. However, this is generally only a viable option for larger companies.

Other organisational enablers
The best companies support training with a culture that encourages meritocracy and 
innovation rather than rigid hierarchy and systems that institutionalise best practices 
and monitor performance management. They also have formal systems for mentor-
ing, and a strong base of good managers that act as role models for younger recruits. 
Any approach to tackling management development in Africa Must help foster these 
organisational enablers, and should perhaps bolster support with incentives such as 
‘best employer’ rankings or awards.

SMEs, SGBs and Entrepreneurs
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. 
Many of the best programmes aimed at building entrepreneurship and SME capacity 
are donor-funded, which raises questions about sustainability. Most have also strug-
gled to find the mechanisms to scale up their impact.
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It has been established that Africa’s manage-
ment education, training and development pro-
grammes are insufficient to meet the needs of 
employers, investors, entrepreneurs and NGOs. 
it is also a fact that there are pockets of excel-
lence across the learning ecosystem in Africa, as 
well as lessons that can be applied from other 
geographies and sectors. This chapter will ex-
plore what tends to work well in management 
education and development, and conversely, 
what usually fails. It identifies eight character-
istics, or properties, of successful programmes 
or institutions, and provides concrete examples 
from across different delivery mechanisms (see 
the full report for case studies to illustrate these 
characteristics). The report deliberately seeks to 
identify patterns that can be applied across dif-
ferent types of institutions or programmes, to es-
cape the constraints of existing categories when 
we move to generating new solutions. The eight 
characteristics are summarised below. Not all 
successful programmes exhibit all of the points 
listed, but many of the best appear to have culti-
vated most of them. Successful management de-
velopment interventions across delivery mecha-
nisms are often:

entrepreneUrial
They are started from scratch by a strong 
local entrepreneur with ‘skin in the game’ 
and some independence from legacy insti-
tutions. They are often legally non-profits 
but are operationally self-sustaining. 

interaCtive
They foster communities of learning and 
build networks of like-minded people ex-
hibiting good management practices. For-
mal learning is combined with mentorship, 
follow-up activities and opportunities to 
practice teamwork and peer-to-peer learn-
ing.

PRACTICE-BASED
Many African managers are well qualified 
on paper but ill equipped for work. The 
best programmes (business schools anD 
SME programmes) use case studies, action 
learning, experiential learning and con-
sulting projects to help managers trans-
late what they learn in the classroom into 
the boardroom. They avoid the traditional 
‘chalk and talk’ approach. 

relevant
They are rooted in the local political, social, 
cultural and economic context. They draw 
on content and curricula that is adapted to 
the peculiarities of the local economy and 
generates frank and open discussion about 
managing in the local environment. 

ACCESSIBLE
There is room for excellent premium-priced 
business schools in Africa. But to achieve 
real scale, programmes need to be acces-
sible. Some 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 
providers typically need to subsidise fees.    

aspirational
Materials and facilities are high-quality 
and aspirational, although not necessarily 
expensive. A quality assurance system is 
in place. The perception of quality is often 
as important as quality itself. To scale suc-
cessfully, programmes must be widely rec-
ognised and trusted. Some boost credibility 
through accreditation, although Africa lacks 
widely-recognised and relevant accredita-
tion systems. Well-respected partners can 
also be useful for creating brand credibility.

perCeiveD valUe
The best programmes are linked to clear 
outcomes and value. SME programmes link 
training with finance for entrepreneurs that 
meet criteria. Good business schools and 
colleges link successful completion of a 
course with employment prospects through 
career services, and successful executive 
education links training with performance 
management.

ConneCteD
successful programmes form partnerships 
and networks to scale up impact. They also 
form partnerships with more developed in-
stitutions in other countries to help fill re-
source gaps, such as qualified faculty, and 
to boost their own brand.

chapter 6
What Works?
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This chapter proposes some ideas for potential in-
tervention, which have emerged from the research 
process. All of these ideas would need further 
evaluation and testing. Some may sound unrealis-
tic, but the aim is to move our thinking beyond the 
status quo. 

Clearly, we need more institutions and more high 
quality courses, but this research illustrated very 
clearly that offering certificates or degrees in isola-
tion will simply exacerbate the ‘diploma mill’ effect 
described by several interviewees, and is unlikely 
to actually improve the quality and quantity of 
practising managers in African organisations. In-
stead, we will need a systemic approach that builds 
a movement of managers exhibiting the kinds of 
competences needed, and which encompasses all 
elements of the Management Development eco-
system.

proviDers
Business School Planting 
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 where resources are available, es-
pecially given that many of the best tier 1 
schools started out as entrepreneurial green-
field operations.

AMI will develop a blueprint or ‘management 
school in a box’ model for highly practical, 
modern and entrepreneurial new manage-
ment schools rooted in local market realities 
which The Tony Elumelu Foundation will pilot 
once developed as a challenge to others to 
follow. AMI will develop a standardised busi-
ness model based on some of the findings in 
this report around what employers want, and 
what kind of properties good programmes ex-
hibit. The model could include best practices 
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 a school and provide the up-
front capital. These schools would aim to be 
self-funded within a specified timeframe.    

Some ideas for a modern and innovative Afri-
can Business School:

• Locally relevant curriculum addressing the 
needs of African economies: courses cover-
ing issues such as microfinance, inter-African 
trade and currency hedging, managing in an 
African cultural context, public policy, etc.

• 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.

• Compulsory team consulting projects in ru-
ral businesses and NGOs. This would help 
plug the skills gap in rural and low-income ar-
eas. The school could charge a small ‘success 
fee’ if appropriate. 

• inter-african exchanges between aMi net-
work schools to build pan-African networks. 

Low-Cost ‘Business Schools’ and Colleges
While Tier 1 schools are differentiated by 
thought leadership, innovation, expertise and 
customisation, these Tier 2-4 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.

• pay-as-you-go: Break courses into short, af-
fordable modules, which allow managers 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 faculty, in or-
der to leverage expertise and avoid replica-
tion.

• 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 partici-
pants?

There are many more ideas that have been 
captured in the full report but what is impor-
tant is that innovative, affordable, and scal-
able approaches are needed to address the 
scale of the problem.

chapter 7
 ideas for iMpact
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Project Management for Middle 
Managers 
Many respondents commented that 
there was an urgent need for a short, 
high-quality, extremely practical proj-
ect management or ‘introduction to 
management’ course. This would in-
clude basic IT, planning, sales, team 
management, report writing, result 
measurement & delivery. 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.

AMI could develop a branded course 
for middle managers. It could be deliv-
ered:

a) Through local partners such as Tier 3-4 
schools and local training providers.

b) Through a new spin-off social busi-
ness 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.

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 busi-
ness 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.

• 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.

• High quality local case studies, simu-
lations and games. 

organisations
Organisational Enablers
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 or-
ganisations. Organisations need help 
implementing the ‘enablers’ listed 
here, and need to be held accountable 
through the quality assurance mecha-
nisms suggested below:.

• performance management systems: 
AMI could provide a ‘how to’ guide for 
developing a good pMs, as well as a 
consulting service for implementation.

• Systems and succession planning: 
Many organisations need to imple-
ment the systems that ensure good 
governance and guard against ‘Found-
er’s Syndrome’. Again, these could be 
provided in a ‘how to’ form, with sup-
plementary consulting services.

• Mentoring and role modelling: aMi 
could provide organisations with tem-
plates for more formal mentoring sys-
tems, with implementation services if 
required.

• in-house training: AMI could provide, 
or work with a partner to provide, 
templates for basic training courses. 
We could provide a ‘train the trainer’ 
service to help organisations conduct 
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their own in-house training, or link or-
ganisations to an AMI accredited pro-
vider who could facilitate the course.

Quality 
one of the biggest challenges in the 
management development space is 
the lack of widely recognised and en-
forced quality standards. There is no 
shared understanding about what 
good management means in an Af-
rican context, about what kind of 
behaviours and competences good 
managers exhibit, about which train-
ing providers provide a good quality 
service, or of best practice within or-
ganisations. AMI could develop mech-
anisms to play this role:

• Register or Network of Individuals.

• Register or Network of Organisations.

• Accredit schools.

• Accredit Training Providers. 

• Monitoring and Evaluation Tool.

• Awards and Prizes.

Geographic and industry focus
We might consider focusing efforts 
and resources on particular industries 
or particular countries and regions. 
In terms of industry, should we focus 
on sectors where africa may have a 
natural global comparative advan-
tage, 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? Statistics 
indicate that the biggest shortage of 
Tier 1 and 2 business schools are in 
East, Central and West Africa. Middle-
income African countries also tend 
to rank above the african average on 
competitiveness, and have a smatter-
ing of good business schools, but not 
enough. there is an argument to be 
made that good quality management 
schools and programmes could have 
more impact and leverage in middle-
income transition countries with rea-
sonable competitiveness rankings, 
than in higher-income oil exporting 
economies (diversified economies 
tend to already have a decent concen-
tration of business schools). Should we 
therefore consider focusing our efforts 
on this middle stratum of countries?
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This interim report provided an overview of the African management landscape. It ex-
plained 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 mes-
sages emerged:

1) Good managers are engines of growth and development. They build globally com-
petitive companies and vibrant SMEs which create jobs, they execute on develop-
ment strategy and they drive national economies forward. Africa currently has at 
least 11 million managers. To have a significant impact on the management land-
scape 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 companies become overly dependent on a small group of senior manag-
ers; NGOs struggle to execute 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 in-
ternational standards. Another 40 offer reasonable quality, but often fail to trans-
late 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, involving providers, inputs, organisational enablers and quality assurance. 
This should include a) Building or enabling new institutions and programmes, par-
ticularly in the middle of the market, b) Developing high-quality inputs to support 
new and existing programmes and institutions, c) Supporting organisations to de-
velop their own people through effective systems and training, d) Creating recog-
nised 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, quali-
ties and competences to drive Africa’s next phase of growth and development.

conclusIon
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This is a summarised version of the full report ‘Catalysing Management Development in Africa: Iden-
tifying Areas for Impact’, which is available to download on the African Management Initiative web-
site at www.africanmanagers.org/?q=node/50. 

For more details on AMI, please contact Rebecca Harrison at rebecca@aabschools.com or on +27 
11 771 4296.

This is a summarised version of the full report ‘Catalysing 
Management Development in Africa: Identifying Areas for 
Impact’, which is available to download on the African Man-
agement Initiative website at  
www.africanmanagers.org

For more details on AMI, please contact 
 rebecca harrison at rebecca@aabschools.com 
 or on +27 11 771 4296.
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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, cur-
rently 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, Zambia; Strathmore Business School, Kenya; university of Dar es Sa-
laam Business School, Tanzania; Lagos Business School, Nigeria; American univer-
sity in Cairo Business School, Egypt; and the Gordon Institute of Business Science of 
the university of Pretoria (GIBS), South Africa. The secretariat is hosted by GIBS in 
Johannesburg. 

participating organisations 
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participating organisations 

GLOBAL BuSINESS SCHOOL NETWORK (GBSN) 
GBSN is an international non-profit network of leading business schools and is en-
gaged 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 practices of management education 
through their network of 46 top-ranked business schools. GBSN is based in Wash-
ington D.C. and is a registered 501 (c) 3 non-profit organisation. 
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participating organisations 

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 Foundation 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 organisa-
tions solve critical systemic challenges. 
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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 Foundation is committed to the economic transformation of Af-
rica by enhancing the competitiveness 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 entrepreneurs. The Foundation operates 
through a series of programmes and initiatives to generate action and capital that 
foster competition in the African private sector. These include leadership develop-
ment 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 
international business schools with innovative mid-sized African-owned businesses 
across the continent. TEF also runs a grants programme to scale innovative initia-
tives that contribute to fulfilling the mission of the Foundation.

The Tony Elumelu Foundation

participating organisations 
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