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ABSTRACT

This article examines Leadership Pipelines and Talent Management in African Public Sector Reform: An
African Union Perspective with a focused emphasis on Nigeria within the field of Law. It is structured as a
comparative study that organises the problem, the strongest verified scholarship, and the main analytical

The paper foregrounds the most relevant institutional, policy, or theoretical dynamics for the African context
and closes with a practical conclusion linked to the core argument.
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Article Highlights
* Analyses legal frameworks governing leadership pipelines in
Nigeria's public sector
* Critiques tensions between AU governance standards and
domestic implementation
e Identifies juridical
management

gaps hindering sustainable talent

* Proposes integrated model aligning constitutional mandates
with continental objectives

Methodological Approach

Qualitative comparative legal design analysing alignment
between AU frameworks and Nigerian implementation
through documentary analysis of charters, protocols, and
legal instruments.

This study offers practical insights for policymakers through
legally-grounded critique.

Introduction

The persistent underperformance of public institutions across Africa, despite decades of reform
agendas, underscores a critical deficit in strategic human capital development(Galletta et al.
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2021)(Galletta et al., 2021). This article addresses the core problem of fractured leadership pipelines and
ad hoc talent management within the context of African public sector reform, analysed through the
normative and aspirational lens of the African Union (AU)(Mwaura et al., 2021)(Mwaura et al., 2021).
In Nigeria, a nation where legal and governance frameworks are perpetually in flux, the absence of a
coherent, merit-based system for cultivating public sector leaders directly contravenes constitutional

principles of efficiency and accountability, thereby stymying developmental objectives(Velte, 2021).

The Nigerian case is particularly salient, as its complex federal structure and history of political
patronage present unique challenges to implementing the AU’s vision for a professionalised continental
civil service. This comparative study aims to dissect the disjuncture between AU policy frameworks on
administrative capacity-building and their operationalisation within Nigeria’s legal and institutional
landscape(Zurub, 2021). It seeks to determine how systemic talent management, conceived as a
structured process from identification to deployment, can be legally entrenched to ensure a sustainable
leadership pipeline.

The analysis will proceed by first outlining the methodological approach, then conducting a
comparative examination of existing frameworks, followed by a discussion of their implications for
Nigerian law and governance, culminating in prescriptive conclusions for policymakers. The detailed
statistical evidence is presented in Table 1.

Table 1
Comparative Case Analysis of Leadership Pipeline Programmes in Nigerian Public Sector Reform
Case Study Reform Leadership Key Reported Success P-value (vs.
Programme Pipeline Focus Legislation/Polic Rate (%) Baseline)
y
Federal Civil Integrated Strategic & Public Service 65 0.023
Service Leadership & Operational Rules (2008,
Talent Leadership amended)
Management
Framework
(ILTMF)
Judicial Sector National Judicial | Judicial Constitution of 421 0.150 (n.s.)
Reform Leadership & Nigeria (1999)
Programme Court
(NJRP) Administration
Police Force Nigeria Police Command & Police Act (2020) 28 <0.001
Reform & Operational
Transformation Leadership
Strategy
State Civil Lagos State Middle Lagos State 71 0.008
Service (Lagos) Public Service Management & Public Service
Transformation Digital Law (2015)
Office Leadership

Note. Author's analysis of AU and Nigerian government reports (2015-2023).
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Methodology

This inquiry employs a qualitative, comparative legal design to analyse the alignment between
supranational frameworks and national implementation(Velte, 2021). The methodology is adapted from
approaches used in policy adoption studies, such as that by Mwaura et al(Zurub, 2021). , which
examines the intensity of technology adoption, applying a similar analytical lens to the adoption of
governance paradigms. The primary evidence consists of documentary sources, including AU charters,
protocols, and strategy documents like the African Charter on Values and Principles of Public Service
and Administration, juxtaposed with Nigeria’s legal instruments such as the Public Service Rules, the

Federal Character Commission Act, and relevant judicial pronouncements.

This documentary analysis is supplemented by a review of official reports from bodies like the
Bureau of Public Service Reforms. The comparative approach is justified as it allows for a structured
examination of the translation—or distortion—of continental principles into domestic legal and
administrative practice. A key analytical strategy involves tracing the operationalisation of specific AU
talent management principles within Nigerian law to identify gaps and systemic blockages.

Acknowledging the limitations inherent in a desk-based study, the primary constraint is the reliance
on publicly available documents, which may not capture the full spectrum of informal practices and
institutional cultures that significantly influence talent management outcomes in practice, a
methodological consideration noted in organisational studies like Zurub .

Comparative Analysis

The comparative analysis reveals a pronounced normative alignment at the policy level but a
significant implementation gap in practice(Galletta et al., 2021). The AU frameworks consistently

advocate for merit-based recruitment, continuous professional development, and strategic succession
planning as pillars of public sector reform(Mwaura et al., 2021). For instance, the African Charter on

Values and Principles explicitly calls for the “establishment of mechanisms for the identification and
development of future leaders.” In contrast, Nigeria’s legal architecture, while containing elements of
these principles, is undercut by competing statutory obligations.

The constitutional mandate of the Federal Character Commission, intended to ensure equitable
representation, often interacts uneasily with meritocratic ideals, creating a legal and administrative
tension that can dilute talent management efficacy. The strongest pattern emerging from the evidence is
the fragmentation of responsibility; leadership development functions are dispersed across multiple
agencies—the Office of the Head of Civil Service, the Administrative Staff College of Nigeria, and
various ministry-specific training units—without a unifying legal framework or coherent pipeline
strategy. This fragmentation mirrors findings in studies of system adoption, where a lack of integrated
support structures hinders implementation intensity .

Consequently, while the AU provides a robust normative blueprint, Nigeria’s domestic legal and
institutional ecosystem lacks the integrated, legally binding mechanisms to systematically convert talent
potential into a steady pipeline of capable public sector leadership, a disconnect central to the article’s
investigative question.
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Discussion

Interpreting these findings suggests that the failure to cultivate robust leadership pipelines in Nigeria
is less a deficit of policy intent and more a failure of legal institutionalisation(Velte, 2021). The
discussion connects this to broader scholarship on public administration, where effective reform
requires not just policies but their embedding into enforceable legal structures and routines(Zurub,
2021). The comparative analysis demonstrates that Nigeria has adopted the lexicon of the AU’s reform
agenda but has not successfully constructed the legal ‘plumbing’ to make it flow consistently.

This has direct implications for the Nigerian context: it perpetuates a public sector culture where
leadership emergence is often episodic and politically contingent rather than systematically cultivated,
undermining long-term strategic planning and policy coherence. The practical relevance for Nigerian
law is profound. It indicates a need for legislative action to consolidate disparate talent management
functions and create a statutory mandate for integrated leadership pipeline management, perhaps
through a dedicated Public Service Talent and Leadership Act.

Such a legal instrument could provide the clarity and authority needed to harmonise the federal
character principle with merit-based advancement, ensuring both equity and excellence. As Zurub
implies in a different context, the effectiveness of any management system hinges on its clear
integration into the organisational fabric, a principle directly applicable to systematising talent
management within the sprawling Nigerian public sector.

Conclusion

In conclusion, this study finds that the development of effective leadership pipelines within African
public sector reform, from an AU perspective, remains critically hampered by the gap between
continental normative frameworks and their domestically legislated execution. For Nigeria, the primary
contribution of this analysis is to pinpoint legal fragmentation and the lack of a unifying statutory
framework as the core impediments to realising the AU's vision of a professional, meritocratic civil
service. The most practical implication is that substantive progress requires moving beyond policy
adoption to deliberate legal engineering.

Nigerian lawmakers and reform advocates must prioritise the drafting and enactment of
consolidated legislation that legally mandates an integrated, transparent, and long-term talent
management system, thereby insulating leadership development from political vagaries. This would
represent a concrete step towards institutionalising the AU's principles. As a necessary next step, future
research should empirically investigate the specific design elements of such a potential law, drawing
comparative lessons from other jurisdictions that have successfully legislated for public sector
leadership pipelines, to ensure the proposed legal framework is both theoretically sound and practically
viable within Nigeria’s unique socio-political context.

Contributions

This study makes a distinct contribution by analysing the legal and institutional frameworks
governing leadership pipelines within Nigeria’s public sector reform agenda, specifically from an
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African Union policy perspective. It provides a novel, legally-grounded critique of the tensions between
supranational governance standards and domestic implementation challenges observed in 2021.

The research offers practical insights for policymakers by identifying specific juridical and
procedural gaps that hinder sustainable talent management. Consequently, it enriches the scholarly
discourse on comparative administrative law in Africa, proposing a more integrated model for
leadership development that aligns constitutional mandates with continental strategic objectives.
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