
East Africa
2018

SOURCING TALENT
in an Evolving Africa

A white paper on executive recruitment in African regions



Executive Summary
The following document is the first in a series of white paper documents prepared by
consultants at SpenglerFox Executive Search to provide our clients and business partners 
with insight into new developments on African markets.  We focus primarily on changes 
taking place in four key regions on the continent:

Northern and Maghreb Africa
East Africa
Southern Africa
West Africa
This issue of the comprehensive white paper looks in particular at the market in East 
Africa and addresses a number of key issues: growth markets in the region and how
businesses plan the location of hubs and headquarters; the HR outlook and how talent 
sourcing occurs in the region; regional specificities related to finding talent that might not 
be obvious at first glance, and standard salary packages for executives and upper-level 
managers.

To make the document more timely and relevant for readers, we have also included an 
interview with a business partner who has first-hand experience managing operations in 
the East Africa region. This testimony highlights what areas are most difficult for sourcing 
talent; what successes have been achieved with programmes for finding talent (best 
practice); what mistakes have been made, and learnt from, in recent years and what 
advice the interviewee has to offer on succession-planning.  

The interview provides added value and real-life examples of how a business has 
addressed issues that impact a number of organisations in the given region: sourcing 
expat vs. local talent; promoting worker mobility; setting up attractive remuneration 
packages and talent retention programmes; and managing long-term talent development 
programmes. We hope this text proves both informative and useful.
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Market Overview:
East Africa

International companies active in this region usually operate out of two countries: Kenya 
and Ethiopia. This is evidenced by the volume of requests we receive from clients for our 
headhunting/executive search and leadership consulting services for those two markets.  
Ethiopia tends to be a strategic marketplace for businesses working in the region; this is 
because of its size (population) and relative political and economic stability. Businesses 
view Kenya, on the other hand, as a regional hub and the most advanced market in the East 
Africa region. As concerns management logistics, many multinational firms manage their 
activities from Dubai in the United Arab Emirates (UAE). They do this as part of a broader 
Middle East Africa (MEA) region. In some cases, we see operations led from Johannesburg 
in South Africa; as part of what some businesses call their Sub-Saharan clusters. 

Corporate Logistics

HR Market / Talent Outlook

When you look at the talent pool in Kenya, businesses appear to be trying to address a 
number of needs. For example, they need talent to serve the Kenyan (domestic) market, or 
they are looking for managerial talent to take on regional roles.  Nairobi, the capital, is of 
course a regional centre and there you will find the highest concentration of professionals 
with regional exposure and experience. When running an executive talent search for the 
East Africa region, i.e. a placement in a role like CFO or Commercial Director, it is possible 
to recruit from Kenya as there is already a strong talent pool there; including many persons 
trained by multinational companies. Multinationals active in Kenya work across a wide array 
of business sectors: fast-moving consumer goods (FMCG), pharmaceuticals, industrial 
equipment and professional/financial services, etc. In all these cases, most global players 
have offices in Nairobi. Likewise, it is the top global corporations across various sectors who 
pioneered entry into the market; this applies specifically to global food companies and 
telco/mobile phone operators. These companies drive demand for executive search in
Kenya and also have a strong impact on business costs (talent-wise) in the country.
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Kenya:
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Unlike Kenya, Ethiopia does not have the status of a regional hub for multinational busi-
nesses. However, a handful of companies have reported that Ethiopia is a priority market 
for them in the region. This is because of its population and, thus, market potential: the 
country offers around 100 million potential consumers/customers. As concerns industry 
segments, the food and beverage, pharmaceutical and automotive markets are the strong-
est sectors. Generally, it is more difficult for companies entering the Ethiopian market to 
find needed talent; definitely more so than in neighbouring Kenya. The number of multina-
tionals working on the market is significantly lower (around thirty across all sectors) and 
thus there are less businesses from which to recruit. This not only results in challenging 
hiring processes for support functions (i.e. HR, supply chain roles and finance), but it also 
makes search for specialized roles (like marketing, sales and general management) 
extremely difficult. Companies looking to hire must be more flexible and willing to work 
with candidates coming from outside the given sector.

It is also worth mentioning that the Ethiopian capital, Addis Ababa, is the site of the Head 
Office for the Organisation of African Unity (OAU). This has had an interesting impact on the 
local labour market. First, the country has a "neutral" position as regards speaking English 
or French: it favours neither. Then, due to OAU activities, the country has attracted a whole 
slew of NGOs who've set up office in the capital and these organisations have spent a
significant amount of money investing in their talent. This means that the NGO sector is an 
interesting source of talent also for business; growing companies know they can tap the 
NGO sector to find staff and managers to lead expanding operations. Our professional 
experience is that it is difficult to recruit for Ethiopia from other parts of Africa. This is 
namely due to language. However, sometimes we also come up against a lack of willingness 
to relocate to Addis Ababa. Thus, the Ethiopian market for executive talent has been forced 
to be self-reliant.  

Ethiopia

There are two other significant markets in the region: Tanzania and Mozambique. Tanzania 
offers a promising domestic market of 55 million consumers. Meanwhile, Mozambique 
shows strong potential based on its supplies of natural resources and related investor
interest.

Up-and-Coming Markets



Professional mobility is still an "idea in development" in East Africa. Yet, Nairobi does 
attract and host a good amount of professional talent from neighbouring countries. It has 
a reputation as a regional hub that offers a more Westernized lifestyle. This makes it a 
venue of choice for expatriates looking to settle in East Africa. Nairobi has cultivated a 
large community of foreigners who have worked in the city, usually, for a number of years.  
Stays for expatriates tend to extend well beyond traditional 3-4-year assignments.
Overall, feedback from expatriates living in the Kenyan capital is very positive. Once new 
recruits have passed through their initial transition, they often develop a strong, emotion-
al connection to Kenya. This drives their willingness to stay in the country for an extended 
period of time. If you compare, for example, expatriate mobility in East Africa to Western 
Africa, you will find that it is much easier to manage expat assignments into and around 
Kenya than it is to do in a West African market like Nigeria. 

Structural Environment
Labour Mobility
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Salary Package / Remuneration Structure
Ethiopia

Multinational
(Beverages beer and

soft drinks, Automotive,
Hotels, Oil Companies)  

200,000 up to
300,000

5,514,000 to
8,271,000

40-70%
of Annual
gross pay

GM Role

Private medical insurance,
pension/provident fund.

Super Tax 
= 35%

Ethiopia
(ETB)(USD)

Bonus on top
of Annual Base

Pay (%)
Benefits Tax

120,000 to
200,000

3,305,280 to
5,508,800

20-30%
of Annual
gross pay

Private medical insurance,
pension/provident fund.

75,000 to
120,000

2,065,800 to
3,305,280

15-35%
of Annual
gross pay

Private medical insurance,
pension/provident fund.

Annual Base Pay (currency conversion done at rate of
1 USD = 27.5 Ethiopian Birr ETB)
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*The salary figures listed above have been collected by SpenglerFox consultants based on 
specific regional projects completed in 2017. They do not represent exact figures for each 
specific role, rather they are meant to offer readers general benchmarks.

Other general comments on remuneration packages: 

Almost all multinational companies in Ethiopia are led by expat GMs, and some companies                      
have expat leadership teams. 

In cases, where an expat has filled a given role, they are entitled to Housing (50,000 USD) 
and Schooling (25,000 USD per child) stipends. 

All persons in leadership roles have the right to a company car with full expenses paid. 

Some companies have long-term incentive (LTI) bonus programmes of 30% for GMs and 15% 
for leadership team members.

Some companies also provide a home leave account offering up to 25,000 USD per annum.

Notes on Salary Tables (above):

Super Tax 
= 35%

Super Tax 
= 35%

Medium-sized
Multinational

(Textile, Water
Treatment, Wineries) 

Locally-owned
Medium-sized

Company
(Banks, Hotels,

Insurance, Trading)
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*The salary figures listed above have been collected by SpenglerFox consultants based on 
specific regional projects completed in 2017. They do not represent exact figures for each 
specific role, rather they are meant to offer readers general benchmarks.

Other general comments on remuneration packages: 

Almost all multinational companies in Ethiopia are led by expat GMs, and some companies                      
have expat leadership teams. 

In cases, where an expat has filled a given role, they are entitled to Housing (50,000 USD) 
and Schooling (25,000 USD per child) stipends. 

All persons in leadership roles have the right to a company car with full expenses paid. 

Some companies have long-term incentive (LTI) bonus programmes of 30% for GMs and 15% 
for leadership team members.

Some companies also provide a home leave account offering up to 25,000 USD per annum.

Notes on Salary Tables (above):

Salary Package / Remuneration Structure
Ethiopia

60,000 to
120,000

1,654,200 to
3,308,400

30-60%

Leadership
Team Role

Private medical insurance,
pension/provident fund.

Super Tax 
= 35%

Ethiopia
(ETB)(USD)

Bonus on top
of Annual Base

Pay (%)
Benefits Tax

40,000 to
60,000

1,101,760 to
1,652,640

25-35% Private medical insurance,
pension/provident fund.

30,000 to
50,000

8,26,320 to
1,377,200

15-25% Private medical insurance,
pension/provident fund.

Annual Base Pay (currency conversion done at rate of
1 USD = 27.5 Ethiopian Birr ETB)

Super Tax 
= 35%

Super Tax 
= 35%

Multinational
(Beverages beer and

soft drinks, Automotive,
Hotels, Oil Companies)  

Medium-sized
Multinational

(Textile, Water
Treatment, Wineries) 

Locally-owned
Medium-sized

Company
(Banks, Hotels,

Insurance, Trading)



HR Director at Inchape Ethiopia 

Interview with:
Anteneh Tegegn

What is the most challenging function in your region to find talent for? 

Mainly technical and leadership roles in Manufacturing, HR, Finance, Logistics and Sales.

Could you please share with us some success stories that have worked in terms of
developing and retaining talent in your current or previous organisation?

We have defined and integrated talent acquisition, capability development and retention 
programmes that focus on a number of issues. For example, we have an entry level 
recruitment set-up that features a Graduates in Training programme which runs for a year 
before an actual placement is made. Likewise, we also offer internal talent development 
programmes focused on sales and technical training. We have leadership development 
programmes that support talent development from the first-line supervisory level on 
through to the executive level. We offer coaching and mentoring support, where our inter-
nal personnel have been tagged to take on roles as coaches and mentors to work with 
talent selected as emerging leaders. We couple this with regular talent development 
reviews, so that we can identify candidates for succession planning programmes, assess 
retention risks and monitor progress with ratings and gap assessments. Beyond this, we 
monitor employees’ key skills and work to develop them further. This is done through best 
practice visits to OEMs in an effort to create specialists and by rotating employees through 
key jobs across different roles. We also support employees’ efforts to further their own 
education.  

Beyond additional training, we have retention programmes focused on developing quality 
of life and work-life balance. This includes efforts to support investment in housing,
programmes to facilitate loans for talent via partner banks, and engaging employees in 
our CSR activities. 

Thanks to the programmes above, we have been able to turn around talent supply
challenges and now have a strong bench of quality recruits and also future talent. We have 
succeeded in fulfilling our management talent requirements internally by 85%. We have 
also reduced major machine downtime, boosted employee engagement to a score of 
83%, sustained business performance, and localized most of the key roles in our
organisation. 
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What are the most common mistakes multinationals make when hiring talent in
your region?

Often, they tend to recruit for a position rather than for a specific purpose.  They also tend 
to rely too often on hiring expats as opposed to investing in developing local talent.  
Sometimes, they don't pay enough attention to cultivating employee character and 
organisational culture. Other issues that have an impact are how organisations assess or 
evaluate candidates, i.e. legacy tools vs. newer ones like CBA (Competency Based 
Assessment), LPCAT (Learning Potential Computer-based Adaptability Tests), PPA
 (Personality Profile Assessment) and MCPA (Management Career Path Appreciation). 
Additionally, problems arise when businesses fail to place enough value on the local con-
text of a given role or do not spend enough time developing job candidates from within.
  
Succession planning: shifting from expat placements into local senior leadership
recruits – what does it take, how long does it take, what are the challenges?

A robust process has to be in place for identifying potential talent to be developed through 
assessment, defined training, and development interventions. The process should contin-
ue with coaching and mentoring activities and programmes for retention of talent in 
development. You have to empower future leaders and involve them in decision-making.  
Senior leadership in the business needs to pay attention to top talent and expose qualified 
candidates to varied areas of the business. Time needed to develop local talent depends 
on a number of factors: the nature and level of the role, talent availability, and candidate 
trainability.  You also need to have a commitment from expat leadership to invest time in 
grooming their successors and understanding the value of succession to the business. 
Ultimately, this may involve linking expat leadership’s personal agendas to their commit-
ment to train and develop local talent, i.e. promotions, repatriation bonuses, transfers to 
new territories, etc. – i.e. they move only when their successor is ready.

What means do you use to find new talent (head-hunters, networking, advertisements, 
LinkedIn, etc.)?
 
We use a multiple-sourcing strategy that involves head-hunting for select roles. Then we 
also rely on employee referrals; school recruitment mainly for trainees; internship pro-
grammes; advertisements in newspapers and soft media; employment agency searches; 
employee referrals; and social media such as LinkedIn. We sometimes take part in career 
and job fairs to attract new talent and build our employer brand. For some specific roles, 
we have a talent pool, and we use talent mapping for leadership roles. 
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