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EACH EDITION will explore a particular topic 

or theme through a variety of editorial content 

pieces, opinions and perspectives from HR and 

business leaders across a range of local, regional, 

pan-African and multinational brands. But the key 

focus is always on talent and how to unlock talent 

within your company. 

GLOBAL CAREER COMPANY is an innovative 

talent consultancy, unlocking and enabling the 

power of Africa’s talent by helping the continent’s 

employers to recruit and optimise their people.  

FOUNDED IN 2002, Global Career Company’s 

initiatives support employer branding, global 

sourcing, executive search, talent insight and 

advisory; delivered by a network of local talent 

experts across Africa, GCC Associates, and 

supported by our global African Talent Network. 

AFRICAN BUSINESS is the undisputed market 

leader and best-selling monthly pan-African 

business magazine, considered essential reading 

for anyone with an interest in the continent’s 

economy and its development.  

AFRICAN BUSINESS profiles those leaders and 

businesspeople that are shaping the future of 

Africa, the world’s fastest-growing economic 

region.

African Business Magazine and Global Career Company are 
launching Africa’s first ever human capital supplement.
Called Talent Matters: The Human Capital Supplement, this will be 
published quarterly in African Business Magazine, reaching over 
300,000 decision makers, business leaders and policy shapers in 
over 80 countries.

TALENT MATTERS:
THE FUTURE OF WORK  

African Business has teamed up with Global Career Company to produce a quarterly supplement 

 W ters, a quarterly human capital supple-
ment produced in collaboration between  
Global Career Company and African Busi-
ness magazine. Each edition will explore 
a particular topic or theme through a 

variety of editorial content pieces, opinions and 
perspectives from HR and business leaders across a 
range of local, regional, pan-African and multina-
tional brands. However, the key focus will always be 

on talent and how to unlock it within your company.
Focus on this area is long overdue. Anyone who 

believes talent is an issue for the backburner of their 
business, or solely the purview of HR, is already being 
outcompeted by organisations who know that talent 
is a whole-business responsibility, and that engage-
ment directly correlates to bottom-line performance.

I’m writing this from Johannesburg, where Global 
Career Company and African Business are hosting the 
Talent Agenda Series forum. At the conference, we’re 
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Editorial Calendar: 
November Edition
 

Theme: Leadership

Synopsis: 

All successful organisations 

and businesses need effective 

and well-trained leaders to 

formulate and communicate 

strategic direction and, in a 

constantly shifting landscape 

and business environment, 

ensure that the business stays 

on the right path. Leaders 

who show passion, inspire, 

set direction and respect and 

nurture talent are also critical 

factors when it comes to 

attracting and retaining talent 

and driving employer brand 

affinity.

 

This edition of Talent Matters 

will explore some of the key 

themes around leadership such 

as leadership development 

programmes, defining and 

delivering a personal leadership 

brand and the leader’s role 

in delivering an employee 

experience that drives bottom 

line benefits.

August/September Edition
 

Theme: Employee Engagement 

and the Employee Experience

Synopsis: 

Every HR professional or 

business leader knows that 

a great employee experience 

can make the difference 

between hitting and missing 

their business targets, so it’s 

more important than ever 

that organisations continue 

to optimise this experience. 

Now in its 4th year, the annual 

Careers in Africa Employer 

of Choice survey reveals the 

key drivers that matter most 

to African talent across the 

continent and around the 

world, as well as who they 

believe are the continent’s top 

employers.

 

This edition of Talent Matters 

will explore some of these key 

themes and drivers in more 

detail with expert views on 

what companies can do ensure 

they are able to deliver on the 

opportunities that they present.

June Edition
Theme:  
The Future of Work

Synopsis: 

Changes in the use of digital 

technology and the fourth 

industrial revolution have 

already had a huge impact 

in the jobs we do and the 

way we work. This impact is 

only likely to increase as we 

move towards more of a gig 

economy, companies increase 

their investment in artificial 

technology and more people 

connect through mobile devices.

 

This inaugural edition of Talent 

Matters will explore some of 

these key topics around the 

future of work with expert 

viewpoints from companies like 

Willis Towers Watson, Hogan 

Lovells and Africa50.

AFRICA50: AN INNOVATIVE AFRICAN 
SOLUTION TO AN AFRICAN CHALLENGE

Interview Carole Wainaina,  

Carole Wainaina
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Your career has centred around work that mainly involved 
strategy, people, transformation and development. Why 
did you decide to join Africa50?
I often get asked this question given that I don’t have 
an infrastructure background. My leadership and 
business e�perience across di� erent organisations� 
sectors and geographies has taught me that, regard-
less of the entity’s mission, people, organisation 
and partnerships are key success factors. I therefore 
consider my “toolbox”, which contains diverse ex-
periences, capabilities and networks, not only highly 
transferable but complimentary and much needed in 
any organisation today.

Africa50 was particularly attractive because it 
came at a time when I was feeling more called to 
play a bigger role in contributing to the transfor-
mation of Africa. The opportunity to help build a 
more innovative organisation to develop and invest 
in infrastructure on the continent that had both a 
commercial and a developmental mandate was excit-
ing. I was also inspired by the fact that Africa50 is 
an African solution to an African challenge. 

How are you building the team at Africa50 to support 
this mission?
�he �ourney o� building a world�class pan���rican 
organisation is going well. We are up to almost 40 
employees now� covering the gamut o� pro�ect devel�
opment and fi nance e�pertise� backed up by investor 
relations, communications, and other support teams. 
We’ve been able to attract recognised experts in 
fi nance and development who combine outstanding 
academic backgrounds with extensive and diverse 
experience. 

Many come from the private sector and have been 
attracted to Africa50 by our innovative business 
mode, the opportunity to grow professionally and 
also because they are fi rmly committed to making 
a positive impact on the continent.

�hile ��� are ��rican nationals� the others hail 
from Europe, Asia and North America. Such diversity 

Talent Matters: The Future of Work

Carole Wainaina 
was attracted to 
Africa50 by the 
prospect of playing 
a bigger role in the 
transformation of 
Africa.

IMPROVED 
CONNECTIVITY IS 
ALREADY HAVING 
A SIGNIFICANT 
POSTIVE EFFECT 
ON AFRICA AND ITS 
PEOPLE

is not only our goal, it is also a great asset to helping 
us accomplish our mission.

We hear a great deal about the fourth industrial revolu-
tion, a global mega-trend aff ecting the way people live 
and work. How does infrastructure investment and the 
work of Africa50 fi t into that?
Infrastructure is essential for development and af-
fects industrialisation at all levels, be it building up 
traditional manufacturing, which is a priority, to 
the fourth industrial revolution based around ICT 
and innovative technologies. It helps diversify pro-
duction, expand trade, raise productivity, and lower 
costs. Road, airports and ports open and connect 
markets; telecommunications enable information 
and services; water and sanitation improve health; 
and electricity binds it all together. In many African 
countries expansion of traditional infrastructure is 
unlikely to keep pace with technological advances, so 
innovative technologies, mostly in ICT, must bypass 
existing constraints by leveraging alternative forms 
of tech-enabled infrastructure.

ICT (along with power, transport and 
midstream gas) is one of the key sectors 
covered by Africa50’s mandate to help re-
duce the infrastructure funding gap on the 
continent. Through close engagement with 
our 27 African government shareholders 
we act as a bridge between the innovators, 
the investors and government stakeholders 
to fi nance and implement pro�ects.

We also benefi t from having an inte-
grated approach, with the ability to deploy 
capital for both pro�ect development and 
pro�ect fi nance. �his enables us to func-
tion like a one-stop shop throughout the 
lifecycle of a pro�ect, including during the 
crucial early development phase. 

Africa50 has selected ICT as one of its priority sectors. 
How do you reconcile the rapid progress across Africa 
in digital business, mobile banking, and similar services 
with the wider lack of connectivity?
The internet and the digital economy that depends 
on it is one of the most powerful tools to positively 
impact and transform lives, bringing great benefi ts 
in most sectors of human activity. 

Indeed, Africa is already tapping into many of 
the opportunities unlocked by the mobile revolution 
but it must do more to fully engage in the digital 
economy. Although the continent has the fastest 
growing proportion of internet users in the world, 
it still has the lowest levels of internet access, with 
��� of the population o�  ine, including two thirds 
in rural areas. 

The lack of connectivity infrastructure, including 
reliable electricity, is a ma�or barrier to increased 
access, along with high cost, and lack of appropri-
ate local content. On the supply side we need to 
signifi cantly ramp up electricity generation, the 
continent�s most pressing need, and fi nd alternative 
ways of expanding ICT networks to remote areas. On 
the demand side we must improve ICT literacy and 
skills and stimulate interest by providing relevant 

local content and services. And, most of all, we need 
to make all this aff ordable for everyone.

Much depends on what is commonly known as 
“last-mile” connectivity. We must reach not only 
the millions of Africans living in large urban cities, 
but also those far from roads and electricity. This is 
possible. Africa’s international internet bandwidth 
has tremendously increased over the past decade. 
Almost ��� of the population in sub-�aharan Africa 
now lives within reach of an operational fi bre optic 
network node, compared to about ��� in ����.

�f these growth fi gures can be maintained � and � 
believe they can even be accelerated � soon the vast 
ma�ority of Africans will have high-speed internet 
connectivity, allowing the fourth industrial revolu-
tion to really take off .

Africa50 recently launched its fi rst innovation challenge, 
how will that contribute to reducing Africa’s connectiv-
ity gap?
As a pan-African investment platform, we are com-
mitted to contribute to our continent’s most critical 
and pressing development challenges. Internet con-
nectivity is a key driver for inclusive growth, provided 
it is accessible, aff ordable, easy-to-use and adapted 
to people’s needs. 

We �ust launched the fi rst edition of the Africa�� 
Innovation Challenge at the 2019 Transform Africa 
Summit in May 2019. Through this initiative, Africa50 
will crowdsource innovative solutions to help increase 
access to high-speed internet in under-served areas 
in Africa. The call is open for ICT developers, inno-
vators, engineers, entrepreneurs to submit workable 
solutions, via an online platform, to be assessed by 
the Africa50 investment team and its partners. The 
winning solutions will receive cash prizes or be con-
sidered for pro�ect development funding. �ro�ects will 
be rolled-out in Rwanda as the pilot country, with 
the ob�ective to scale them up to other countries in 
Africa. This Challenge is an exciting opportunity 
for us to engage with the most creative minds to 
fi nd novel solutions that can help address last mile 
connectivity in a holistic and sustainable manner. 

What is possible, if Africa has full connectivity and in-
ternet for all?
The impact of improved connectivity and the technol-
ogies and infrastructure that come with it is already 
having a signifi cant positive impact on Africa and its 
people, and this is only the beginning. Even some 
of the most advanced technologies can be applied in 
many parts of Africa, much like cellphones broke new 
ground in the face of some scepticism two decades 
ago. Disruptive technologies such as AI, robotics, and 
drones can help countries in Africa leapfrog hurdles 
in health, education, manufacturing, and transport 
infrastructure, among other areas as it has already 
done in fi nancial services.  

One possibility that is dear to my heart as an Af-
rican mother, is the opportunity for Africa’s youth 
to become key players in the digital economy with 
the right skills and capabilities to help drive the 
economic and social development of our continent 
and, indeed, the world. ■

Promote your brand as one of Africa’s Employers of Choice. 
The Careers in Africa Employer of Choice study will publish the 
top 100 ranking, as voted for by African professionals in the 
August/September Edition of Talent Matters.

Brands who want to attract and retain the best talent will be 
telling their people story in this issue. Make sure you are one of 
them.



Talen Matters will give businesses and HR leaders a voice with which 
to address issues, initiatives and successes in their organisations. With 
our Employer of Choice survey, this is the first truly mainstream media 
platform for discussing people strategies in Africa and showcasing the 
best of the continent’s talent approaches.

Tailored messaging in our 
human capital features Global Career Company

•� �Featuring a variety of interview, roundtable, 

editorial and infographic formats.

• �Thought leadership and exposure to senior 

leaders creates compelling content. 

• �Position advertising for your employer brand 

and opportunities alongside content to amplify 

impact. 

• �Partner HR with corporate communications to 

tell your employer brand, corporate affairs and 

CSR stories which deliver multiple objectives for 

your business.

 

The most powerful network 
for employer branding and 
talent story telling.

600,000+

1.4 million

250,000+

Registered African professionals in our 

talent network

300,000+
Engaged email subscribers

Annual website visitors viewing employer profiles 

and African job opportunities

15,000+
Business Leaders & HR Directors reading Talent 

Matters at Talent Agenda Series events & Marketing

African social media connections

1,000+
Talent Agenda Series attendees per year

African Buisness reach
Africa’s only ABC audited international 
business magazine

26,472
audited copies
Sales breakdown

21% East & Central Africa

31% West Africa

1% North Africa

29% Southern Africa

18% rest of the world

20,000 copies were distributed at  

75+ international and industry specific events



HOW THE FOURTH INDUSTRIAL  
REVOLUTION WILL DISRUPT 

AFRICAN BUSINESS

Crispin Marriott  
 

taking place in the world of work and their implications for African businesses

A truly connected world: Information flows will be 
faster, more global, richer, and more available to 
everyone. Work will be done from anywhere, creating 
a truly global talent ecosystem and faster product 
development. Organisational reputation will become 
a pivotal currency in customer and work markets.

Social and organisational reconfiguration: Increased 
autonomy, and decision-making authority of the 
global workforce will make the workplace more 
power-balanced and less authoritative, structured 
more through social networks and less through 
hierarchy. Work relationships will be more 
freelance, gig, and pro�ect�based and less e�clusively 
employment-based. Organisations will tap more 
diverse avenues for sourcing and engaging talent that 
extend beyond traditional employment.

Human and machine collaboration: Technological 
breakthroughs will produce exponential disruptions 
in markets and business. The rapid adoption of robots, 
autonomous vehicles, commoditised sensors, artificial 
intelligence, and global collaboration will renew our 
thinking about work.

An all inclusive, more diverse talent market: Multiple 
generations will increasingly participate as workers, 
today�s minority segments will become ma�orities, 
older individuals will work longer, and work will be 
more seamlessly distributed around the globe through 
24/7 operations. Organisations that win, will develop 
new employment contracts and hone new leadership 
styles and worker engagement approaches to address 
the varied cultural preferences in policies, practices, 
work design, rewards and benefits. �� functions need 
to get ahead of this curve now.

An exponential pattern of technological change: 
Technological breakthroughs will force organisations 
to adapt and reinvent themselves more quickly. 
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The future of work” and the “fourth industrial 
 are commonly used terms but what 

do they mean? What is the relevance, if any, and 
potential implications for African businesses? 
Can we really believe scare stories in the media 
about an impending ��obpocalypse� at the hands 

of automation? Or is there more to it than that? Should 
we fear or welcome the rise of the machines? 

The fourth industrial revolution is so called be-
cause the speed of current breakthroughs has no 
historical precedent � it�s occurring at an e�ponen-
tial rather than a linear pace. It is disrupting almost 
every industry in every country and it’s happening 
across Africa now. 

It is: A digital revolution, characterised by a fusion of 
technologies blurring the lines of the physical, digital, 
and biological realms, underpinned by a revolution of 
technological breakthroughs (for example AI, robotics, 
the “internet of things”).

It will: Disrupt most industries in most countries and 
will transform entire systems of production, manage-
ment, and governance raising profound questions for 
governments and organisations across the continent.

We’ll see: An unprecedented paradigm shift; consider 
that the most in-demand occupations or speciali-
ties today did not exist 10 years ago and in Western 
economies ��% of children entering primary school 
today will ultimately end up working in �obs that do 
not yet exist. 

Key forces of change
Digging beneath the media coverage, Willis Towers 
Watson, in association with the World Economic Fo-
rum, has identified five key forces of change which in 
turn, shape two emerging themes that will define the 
future of work for the next quarter of a century and 
beyond. These five change drivers are�
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Opposite: Amazon’s 

Staten Island, New 
York, still employs 
humans, but most of 
its work is done by 
robots.
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was prohibitive. Mobile phones changed all that, 
and enabled the continent to leapfrog those capital 
constraints and avoid an increasingly expensive and 
obsolete model of land based telephony. The advent 
of mobile had a huge knock-on eff ect in other areas, 
from employment creation to mobile banking and 
microfi nance, bringing about a massive uplift in ef-
fi ciency and signifi cant social and political impact. 

In my travels across Africa talking about the 
future of work, I am often asked how this is in any 
way relevant to African economies. Where are the 
African companies that use diff erent employment 
relationships like talent platforms, have �obs that 
didn’t exist 10 years ago, leverage new technologies, 
elevate the consumer experience and are changing 
the way in which they deliver their products and 
services, and do all of this in an emerging economy? 
The answer is that the core precepts explained in this 
article are giving rise to new companies in Africa right 
now. One such example is Dial Dakatari in Kenya, a 
rapidly growing Telemedicine fi rm. 

Africa has ��� of the world�s disease burden, but 
only �� of the world�s health professionals and �ust 
�� of global healthcare spend. �ecreating the infra-
structure of a typical Western healthcare system is 
realistically going to take too long and be too expen-
sive. Dial Daktari is in the process of revolutionising 
the potential for healthcare in Africa, and is a prime 
example of a “future of work” organisation. It lever-
ages technological empowerment, with a platform-
based talent pool to deliver personalised primary 
healthcare to its customers. 

A Dial Daktari customer is able to access a real time 
consultation with a live human healthcare profes-
sional (not a chatbot) using their mobile device at a 
time of their choosing. The medical practitioners pro-
viding that service are a multi-lingual talent platform 
of healthcare specialists that may be located anywhere 
in the world. They can triage the initial diagnosis and 
prescribe, and prescriptions are then delivered direct 
to the customer. In a few years that delivery is likely 
to be by drone, locked onto the user’s mobile signal.

Dial Daktari’s founder, Kenyan doctor Don Othoro, 
summarises the impact of this service: “The net 
benefi ts are� the ability to access healthcare, reduced 
waiting times and reduced unnecessary visits to 
healthcare professionals. Faster diagnosis and 
intervention, more localised and integrated primary 
care, overall reduced costs to patients and healthcare 
systems, and better outcomes in preventative care 
and management of chronic conditions.”

Unsurprisingly, many organisations across Africa 
are building services such as these into their employee 
benefi t programmes. 

So, in sum, African economies and businesses are 
not immune to the risks posed by the fourth indus-
trial revolution and its eff ects are increasingly being 
felt by companies, employees and political systems. 
However, fortune favours the brave and many like 
Dial Daktari see not risk but huge opportunity. Are 
you ready to seize the future? ■
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and e�  ciency but also an increase in the workforce 
from 600 to 900 with the creation of new roles such 
as vision designer, which guides and supports the 
robots, robotic engineers and robot trainers. 

Willis Towers Watson argues that initiatives such 
as these clarify the need for a comprehensive “aug-
mentation strategy”, an approach where businesses 
look to utilise the automation of some �ob tasks to 
complement and enhance the comparative strengths of 
their human workforces and ultimately to enable and 
empower employees to extend to their full potential. 

�nterestingly, if the future of work means �ob re-
design with either full automation or AI/human aug-
mentation, multiple sources through which work may 
be done and a redefi nition of what an organisation 
is and does, then many functions within companies 
� for e�ample risk and �� � will have to change, 
and fast. What is the remit of a human resources 
manager when ��� of the resources they manage 
are no longer human? 

The risk management function will also have to 
fundamentally change. Does a more decentralised, 
talent-platform-based talent pool increase risk in 
areas like cybersecurity, reputational risk and protec-
tion of intellectual property? Arguably, the answer is 
a clear “yes”. Alternatively, other risks will poten-
tially diminish, for example the risks of investing in 
a workforce that may rapidly become obsolete with 
ever increasing costs to retrain or rehire in order to 
keep up with a fast-changing world. Labour costs still 
remain by far and away the biggest fi nancial cost for 
many organisations. By using on-demand talent and 
de-risking your talent development proposition, much 
of that fi nancial risk dissipates.

African impact
One key question is the extent to which this future 
world will impact and play out in Africa. Does it 
pose a threat or an opportunity? In many ways this 
is analogous to what happened across the continent 
with the advent of mobile telecommunications. In 
the late 80s and the 90s Africa was underserved in 
telecommunication terms. The capital cost of build-
ing out fi �ed-line telecommunications infrastructure 

Left: A mobile phone captures an aerial image from a 
drone, one of the new technologies playing a role in 
revolutionising work in Africa. 
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‘IF YOU WANT PEOPLE TO STAY,
YOU’VE GOT TO OFFER MORE
THAN FINANCIAL BENEFITS’

called ��e�akeA�iff erence which allows the com-
pany to be more � e�ible in responding to the needs 
of its employees.

“That’s really engaged people in the organisation 
to come forward and say ‘actually we don’t really 
want to work on a Friday afternoon because we end 
up having to do work on Sundays because we’re in 
�ubai� where the work week diff ers, and this has 
helped us to be more � e�ible around working hours.�

�ith o�  ces spanning the globe from �ussia, to 
Asia and Africa and South America, Shepherd says 
that building a diverse workforce with the right mix, 
that caters to diff erent working habits is key to a 
productive company culture: “Within my own team 
I’ve got a diverse culture. A Pakistani CFO, a Scottish 
engineering and operations director, an Egyptian 
���, and they all like to work in diff erent ways. �hile 
ultimately it’s about getting the highest performance 
out of them, at the same time we want to give them a 
�ourney that provides fi nancial incentives, and makes 
them en�oy coming to work.�

As well as off ering an attractive working environ-
ment and performance-driven remuneration package, 
the company has also added professional development 
training courses to its list of benefi ts.

Altaaqa’s parent Company, the Zahid Group, has 
a world-class global training facility off ering eve-
rything from technical training, to leadership and 
management training, he says.

“We’re taking a very active role in people’s career 
development. It’s important for people to see that it’s 

possible to go from being an engineer on site, or 
in accounts, to rise to the top of the company.”  

Looking to the future, Altaaqa’s next chal-
lenge will be courting the coming generation 
of millennials and Gen Zers into an energy 
sector that many of them view as “dan-
gerous, unstable and bad for the environ-
ment”. A recent EY po ll revealed that only 
��� of millennials and �� of �en �ers fi nd 
a career in oil and gas appealing. ■

I
n recent years global energy sector recruit-
ment has slowed as dwindling oil prices bite into 
company budgets. At the same time the rapid 
march of technology has seen the demand for 
degrees in science, technology, engineering, and 
mathematics skyrocket, creating a bunfi ght for 

the best talent. 
As labour shortages shift more power into the 

hands of employees, companies have had to adapt to 
ensure they attract and retain the best talent, says 
Jamie Shepherd, CEO of Altaaqa Global Energy Servic-
es, which provides power and consultancy services to 
oil, gas and other industry pro�ects around the world.

“The world is changing very rapidly at multiple 
levels from a human capital and technology point 
of view and that’s driving businesses and managers 
and leaders to look very diff erently at human capital.

“What’s changed a lot is that people require a 
�ourney. �o get high-performing people to �oin you, 
to stay with you and deliver for you, it requires you to 
think very diff erently about how you progress their 
careers, how you engage them.”

As the technology revolution drives changes in the 
energy sector Altaaqa has expanded its traditional 
workforce of engineers and managers to court em-
ployees equipped with tech-focused skill sets in the 
solar and battery-storage business, Shepherd says. 
But this means competing with big tech companies 
to court the best talent, by off ering more perks such 
as work-life balance and inclusivity, as well as a fat 
pay cheque.  

��t�s not �ust all about money. �ome people are 
driven by money, others prefer to have more time off ,� 
he explains. “I see it more and more with the younger 
generation, when it comes to human capital, if you 
want them to stay, you�ve got to off er more than 
fi nancial benefi ts. �ou�ve got to off er long-term 
career prospects, and in an environment where 
they have input and are listened to. If you do 
that you get the best out of people.”

Altaaqa has also introduced a programme 

Below: Jamie 
Shepherd, CEO of 
Altaaqa Energy 
Services.
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Technology and a new age of cheap oil are shaking up recruitment in the global 
energy sector. Jamie Shepherd Shoshana Kedem 
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solar and battery-storage business, Shepherd says. 
But this means competing with big tech companies 
to court the best talent, by off ering more perks such 
as work-life balance and inclusivity, as well as a fat 

��t�s not �ust all about money. �ome people are 
driven by money, others prefer to have more time off ,� 
he explains. “I see it more and more with the younger 
generation, when it comes to human capital, if you 
want them to stay, you�ve got to off er more than 
fi nancial benefi ts. �ou�ve got to off er long-term 
career prospects, and in an environment where 
they have input and are listened to. If you do 
that you get the best out of people.”

Altaaqa has also introduced a programme 


