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INTRODUCTION
Discourse on the various factors that accounted for the massive emigration of highly trained
Africans to the developed countries of Europe and North America in the 1980s and 1990s have
been well documented. The subject of brain drain from developing countries to more developed
countries (causes, economic implications, repercussions, etc.) has spawned a huge literary
industry with many publications devoted exclusively to the subject (Miyagiwa, 1991; Mountford,
1997; Carrington and Detragiache, 1999; Boyce and Ndikumana, 2001; Kapur and McHale,
2005; Chellaraj et al., 2006). Nevertheless, debates and discussions about the many problems
associated with brain drain are of little effect if they are not backed by cogent action plans and
quantifiable implementation. Appropriately, the concept paper for COREVIP 2007 described “a
phenomenon that continues to attract heated and not always productive debate.”
The intent of this paper is first to accept the reality of the present situation regarding African
talent export to developed countries, irrespective of what caused the flight. It is fair to assume
that for most of the Africans in the Diaspora, the emigration is permanent. In fact, for some,
pulling down tent and permanently relocating to their home countries would sever all the
connections they had painstakingly made over the years, and these links may be crucial to their
ability to assist in the upliftment of their home countries. Many may return as investors and
entrepreneurs, but most would relocate permanently only at retirement. The focus of discussions
should therefore be to explore ways in which the current professional positions and clout of these
Africans in the Diaspora can be leveraged for the overall benefit of home countries in Africa.

CHARACTERISTICS OF AFRICANS IN THE DIASPORA
The constitution of many of the developed countries of Europe and North America make it fairly
easy for immigrant professionals to become permanent residents and citizens after meeting some
conditions. Naturally, many Africans in the Diaspora take advantage of this opportunity to
naturalize in their host countries, thereby providing permanency and security for their families.
With a few exceptions, these immigrants can be broadly classified as follows:
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a) Those who were already in mid-career in their home countries before opportunities for
professional fulfillment opened up for them in the host countries, with all the added
economic benefits and career security.
b) Those who left their home countries upon graduation from college to embark on graduate
studies overseas but who did not return after their studies because they had secured lucrative
and challenging career opportunities in the host countries.
c) Those who left their home countries after secondary school, had all their tertiary education
overseas, and found rewarding career opportunities in the host countries.
d) Those often referred to as “1½ generation” immigrants. These are the children of immigrants
who arrived in the host countries as pre-teenagers. Unlike the first generation immigrants in
the above classifications who usually had deep roots in their home countries, “1½
generation” immigrants left the home countries too early in life, and their emotional
attachment to the home countries would be limited at best.
e) Those that are second or later generations of immigrants, having been born in the host
countries.
The degree to which an African immigrant would be motivated to participate in and commit to
development efforts in Africa would normally be highest for those in (a) and decrease
progressively to (e). The bulk of immigrants in (d) and (e) generally view their African-ness
more with nostalgia within the context of cultural affirmation than with any measure of
commitment to the continent’s development.
For those in (a) and (b) who emigrated in the 1980s and 1990s, for example, their ability to be
effective in leveraging whatever clout they may have acquired in the host countries is
realistically limited to no more than ten to twenty years. It is therefore crucial that this short
window of opportunity should be aggressively explored by home countries and Diaspora
Africans. The above underscores the fact that any assistance from Africans in the Diaspora can
only be a temporary measure. The heavy load must still be carried by committed home country
organizations for there to be measurable and sustained success in these efforts.

NETWORK OF HIGHLY MOTIVATED AFRICANS IN THE DIASPORA
Although as an organization, Heritage Africa, Inc. did not come into being until 2006, the
groundwork had been building up for nearly thirty years among a group of African professionals
in the United States. Individually and privately, each person had been involved in various efforts
to improve the welfare of his extended family, home community, and even home country.
Several unrelated events and issues coalesced to focus the attention of the group on what could
be done collectively for Africa rather than for individual countries. As an example, a person
originally from one country might have the expertise and special skills that are needed to help in
another African country other than his own.
Begun as a social network of African professionals who met to share information about goingson of interest on the African continent, it soon became clear that here was a group of African
professionals who had made their marks in their chosen fields in the United States, and whose
skills spanned practically the whole spectrum of needs in Africa. This epiphany resulted in the
ACF National Leadership Summit on Africa, held in Washington, DC in 2006. Members of the
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group were particularly challenged by the example of the founding of Ashesi University in
Ghana, where Patrick Awuah, a young and highly motivated successful Ghanaian living in the
United States had invested his personal fortune into the founding of the institution. The
establishment of Heritage Africa, Inc. was the result of the Washington summit, the idea being
that each component organization would donate its specialized skills and services into the
common pool for as-needed service to African agencies. It is a non-profit organization of highly
motivated African professionals, including many scientists, doctors, engineers and university
professors, who seek to assist in the rejuvenation of the African infrastructure in the areas of
education, health, information technology, economic development, agriculture and the
environment.
Kingdon (1997) described the circumstances under which several unrelated streams of events
could come together to become a cogent issue that could get on the agenda of policymakers.
Sometimes, this issue immediately gets on the agenda for immediate attention. At other times, it
does not. Quite often, the coalescence of ideas would occur only within a very narrow window
of opportunity after which the streams may disperse and never coalesce again. On the other
hand, the coalesced idea may be held in abeyance until the right opportunity of being placed on
an agenda comes up, often becoming a dormant solution waiting for a suitable problem to which
it would be applied.
It was felt among this group of African professionals that the talent pool was there, the
enthusiasm and motivation was there, the World Bank was talking about it, UNESCO was
talking about it, the African Union was talking about it, and now the university administrators
were talking about it through the AAU. The timing must therefore be right. Moreover, it was
felt that the window of opportunity that currently existed for the group, either in being able to
leverage their professional situations in the United States or to be relevant to the needs of Africa
was pretty narrow, and the time to take the plunge was therefore now.
A World Bank publication on how countries could draw on the talents of their Diaspora
(Kuznetsov, 2006a) has been a major resource that has helped to focus on the goals of the group,
while being mindful of potential pitfalls resulting from frustrations and lack of achievement of
all stated objectives. Within the context of this publication, assistance to African organizations
and institutions would be informed by several considerations, including the following:
1. Talent and Motivation
The talent pool of Africans in the Diaspora, especially in North America, is very high. While the
opportunity for a better personal and professional life was the reason many people emigrated, for
those who achieved professional success, it had been a tough and risky journey up the career
ladder because most had to outperform peers on the job in order to prove their competence.
Thus, toughness complemented talent. It is that tough doggedness that motivates the likes of
Patrick Awuah because he believed that only by investing his resources could an idea he held
dear about higher education in Ghana could be fulfilled. Of the many who are talented, only a
few are motivated enough to want to volunteer assistance.
For these authors and many other consultants to Heritage Africa, Inc., another motivation is very
personal. Many families have been blessed with offsprings who have gone on to become very
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proficient in their chosen professional fields. The best legacy that can be passed on to them was
to instill in them a love and passion for their homeland, not just for emotional and cultural
reasons, but to the extent of also wanting to invest their talents into the upliftment of their
homeland long into the future. For authors, it is a most exciting time to be Africans who are
privileged and positioned to be able to offer assistance where this is needed and wanted.
2. Diasporans as Enablers
With the best of intentions, Africans in the Diaspora can only be enablers. This makes
cooperation with motivated and committed home organizations crucial. Africans in the Diaspora
can make connections and open doors of opportunity for home-based organizations, and can
leverage their positions to benefit home country economies, much as Indians in the information
technology industry in the United States who have worked up to executive positions have been
able to influence the development of the industry in India (Pandey et al., 2006).
In seeking out home-based partners with whom to work anywhere in Africa, Heritage Africa,
Inc. will cooperate only with those that have shared visions and are willing to commit to joint
projects. The intention is that the organization would help initiate projects, nurture them and
then leave them to home-based organizations, so as to free its limited resources for other
assignments elsewhere.
3. Manageable Size of Efforts
Projects to be handled by Heritage Africa, Inc. would be those that can show immediate promise
and encouraging results and that would be limited by the available resources. It is desirable that
home governments would actively support these voluntary efforts without subjecting them to
unnecessary bureaucracy. Ideally, government interference should be minimal and limited to
providing an environment conducive to the success of the projects.
One of the authors (Obiekwe) just recently led a medical team of doctors and nurses for a clinic
in Burundi as part of the outreach of Heritage Africa, Inc. Apart from treating patients and
carrying out surgeries, the visit also included workshops for local medical personnel. Esiobu
has recently been working with some universities in Nigeria with the purpose of revamping the
course content of programs in microbiology in line with recent developments in the field.
Akinmusuru’s efforts, based on skills gained from being an accreditation program evaluator,
center around assisting engineering departments that are desirous of bringing their programs in
line with international standards in the review and updating of their curricula. These and several
others are examples of “baby step” work that can and continue to be done under the auspices of
Heritage Africa, Inc.
4. Potential for Frustrations
Kuznetsov (2006b) has cautioned about the potential for frustrations and possible failure, and
members of Heritage Africa, Inc. are taking this advice seriously. This would inform on what
projects members take on. Some members who were once on the faculties of some home
country universities have wondered whether their offer of assistance would be welcomed by their
former colleagues. The concern has been that some home university colleagues might wonder if
Heritage Africa, Inc. volunteers had some hidden agenda. However, it is difficult for one to live
many years in the United States without being influenced by the culture of philanthropy that
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pervades the higher educational system. Some folks may wonder why an industrialist could have
worked hard all his life only to give away most of his wealth for charitable causes or for research
into finding the cures for cancer or other diseases. Many people know about philanthropists like
Bill and Melinda Gates and Warren Buffett, but they also need to know of the thousands of
middle-class Americans who routinely support causes with their means without expecting
anything in return. Africans in the Diaspora cannot do any less. Hopefully, privileged
industrialists in African societies would also learn the joy in giving of their time and money.

PARTNERSHIP OPPORTUNITIES IN HIGHER EDUCATION
The economic growth of a nation depends largely on the quality of its higher education
programs, measured in terms of the relevance of the courses being offered by its universities.
This means that university programs must evolve in alignment with societal needs and in
consonance with the demands of the global economy (Akinmusuru, 2006). Several countries,
including China, India, Brazil and South Africa, have followed this path to varying degrees
(Dahlman and Utz, 2005; Dahlman et al., 2007; Marks, 2006). However, South Korea has been
touted as being the best example of a country that has made its transition to a knowledge-based
economy (Suh and Chen, 2007), judging from the bold steps that were taken as a result of
government policies to move the country’s economy from subsistence agriculture in the 1960s to
dependency on foreign technologies in the 1970s to domestic high technologies in the 1990s
until the present. It all starts with conducive government policies and university administrators
who are willing to phase out programs that do not meet current or projected future needs of the
society, at the same time investing into those that are of direct importance to these needs.
Without a doubt, and from the experience of the authors in their previous academic careers in
African universities, those on the various faculties in African universities are just as talented as
those who have had fairly successful careers overseas. The difference is mainly in the
opportunities that the Diaspora Africans have had that are not readily available to their
colleagues back home. The challenge is in how best to leverage these opportunities and the
associated open doors for the benefit of institutions in Africa. A few of these opportunities are
described briefly in the following sections.
1. Assistance with Reviewing Dated Curricula in the Sciences
The body of scientific knowledge changes continuously as new breakthroughs take place in the
scientific community. Because of the availability of more superior research infrastructure in
developed countries, the new course materials that can be added to update the science and
technology curricula outpace similar revisions that can be done in developing countries. In a
separate study (Akinmusuru, 2007), it was shown that the content of the curricula in the
engineering programs in most Sub-Saharan African universities outside of South Africa can do
with some revision and retooling. Many have not adequately kept pace with the changes that
have been necessary due to changing technologies, such as one finds in programs in Europe,
North America and parts of Asia. While comparing notes with a colleague who teaches
microbiology in an African university, one author (Esiobu) found that much of the content of a
key course had not been updated for many years to reflect the advances that had taken place in
the discipline.
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The above situations are due to the limited access colleagues have to current scientific journals
and the inability to participate in scientific dialogue with peers from other countries at
professional conferences. In spite of the dedication of such faculty, a limited exposure to new
developments in their fields is bound to impact adversely on the curriculum content as well on
the quality of their classroom delivery. Africans in the Diaspora can assist in reviewing dated
curricula in order to improve the learning process for students. Heritage Africa, Inc., for
example, is positioned to serve as a resource body to link science and technology program
directors in African universities with appropriate African experts in the Diaspora for cooperation
on this. Guidance can be provided on curriculum development and program review in many
disciplines. Specifically, because of their extensive experience in engineering program review
and professional accreditation processes in the United States, Outcomes Strategies LLC can work
one-ol(onk )]TJ- 35.03pr
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In many states in the United States, to maintain a professional license (accounting, engineering,
law, etc.), the individual must show that he has taken so much continuing education credits. For
a university professor, especially in the sciences and technology, it is even more crucial in order
to remain relevant. The university communities in Africa must subscribe to the concept of
lifelong learning as an integral part of their professional growth and the continued improvement
of their programs.
The authors have benefitted immensely from such training opportunities. The recent explosion
in the volume of knowledge now available in the life sciences would make the work of a
professor who still depends on biology notes that are twenty years old really archaic. Heart
surgeries that were a rarity three decades ago have now become very commonplace. Many of
the new techniques already in use in developed countries would not get into textbooks for many
years, and then when they do, newer techniques would have made them obsolete. Many
communities in Africa are devastated by erosion, and local engineers appear helpless. There are
however many processes already available for routinely combating this problem even though
these methods would make their way into textbooks and design standards for many years to
come.
Networks of Africans in the Diaspora with expertise in the above new procedures, such as
Heritage Africa, Inc., should be encouraged to work with the appropriate university departments
to organize training sessions for faculty. Between the overseas organizations and the home
universities, sponsorship can be sought from government agencies or from companies.
Typically, such discipline-specific faculty training workshops are best organized for groups of
universities in the same geographical region.
4. Establishment of Visiting Faculty Positions for Diaspora Faculty
It is gratifying to note that some African universities have already established offices for linkage
programs to foster beneficial interaction with overseas universities. A suggestion is hereby
strongly advocated to take this a step further. Each African university ought to consider
establishing professorial positions, housed in the linkage program office or otherwise run from
the office of the university president, dedicated exclusively to the Diaspora partners who have
agreed to make long-term commitments to the institution. Several universities in China, Taiwan,
Singapore, Turkey, India, etc. have adopted this position. Programs like this could be selfsupporting.
The larger research universities in the United States have routinely put similar plans in place to
achieve specific objectives. It is, for example, not uncommon for a university to seek out a
Nobel laureate from another country for short-term appointment to its faculty with monies raised
from sources other than the regular operating budget. A former Secretary of State could be hired
for no more than a commitment to delivering one or two major public lectures in a year on
topical foreign policy issues. Corporations in the area and alumni typically would underwrite the
cost, and remunerations for the visiting professors may be only token at best. The benefits for
the university include the exposure such individuals bring to the academic community. This
translates into more clout for that university.
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On a personal note, one of the authors (Akinmusuru) was invited out of Obafemi Awolowo
University in Nigeria to the University of Michigan in the United States twenty years ago to an
endowed chair as the Martin Luther King – Rosa Parks – Cesar Chavez Professor of Civil
Engineering. This was the culmination of the efforts of that university for many years to attract a
qualified professor of color to the engineering faculty, to serve as a role model for Americans of
color in the engineering profession. This also helped to erase the misconception that hard-nose
engineering was a “white thing” only!! Because this appointment beat out many others in the
country based on scholarship, it was clearly a glowing testament to the quality of research output
that came out of Obafemi Awolowo University. The University of Michigan benefitted from
establishing that a researcher and teacher of color and of equal status could be appointed from a
developing country into such hard-nose profession as engineering. The community benefited as
the enrollment of Americans of color dramatically increased when they could see one of their
own in the choice midst of white professors. It was a long-sought opportunity for this professor
to be accepted as an equal in a world-class university, and to be exposed to all the facilities that
such appointment enabled.
Within the context of assisting African universities, there are several benefits to the proposal to
establish these professorial positions from the Diaspora. For one thing, the host university
obtains commitment from a fairly visible African academician who could also provide a measure
of international recognition for the university. In addition, the host university gains a champion
who could become its goodwill ambassador overseas for linking up with additional networks.
The adjunct faculty may be resident on the campus only in the summer months when his duties
at this home university are much reduced. Nevertheless, he could still remain in constant touch
with the institution throughout the year.
The recognition by the African university gives him at his home university more credibility when
applying to funding agencies for support of research or equipment grants for use in the African
university. Such appointment makes it easier for all concerned to be more effective in
collaborative research. Another benefit is that it becomes more likely that such visiting
professors would spend their sabbatical semesters at these adjunct posts.
5. Alumni as Major Resource
The most important resource a university has is its alumni. Unfortunately, most African
universities have not fully appreciated the immense asset alumni associations can be.
Universities in the United States have perfected the way to nurture this gem, and African
universities should take a cue from them. A walk through any large campus would confirm this
in the number of buildings named after alumni who have given much to their university. From
supporting the sports programs to endowing chairs to providing monies for the construction of
new buildings, the imprint of the alums is everywhere on campus. A prudent university
administrator would quickly find out that alums are fervently committed to their university and
would respond to calls for help from the university.
An example would illustrate this. A few years ago, a call came in to one of the authors
(Akinmusuru) from the alumni relations office of his alma mater in England. There had been no
communication with the institution for nearly thirty years, but then the caller was introducing a
new nonprofit organization, the University of Sheffield in America, Inc., whose main driving

8 of 11

force was an alumnus who was the 1993 Nobel laureate for medicine. My university had finally
discovered the uniquely American way of raising funds! Monies given to this nonprofit
organization would be used primarily to provide scholarships and bursaries for needy students
and to acquire necessary teaching and research equipment. It was a win-win situation because
such money was tax deductible for the donor. It should not be difficult to appreciate why a
person would likely give to his alma mater more readily if he gets follow-up mail or calls from a
Nobel laureate! This is consistent with the suggestion made by Kuznetsov (2006b) that
universities should cultivate a small core of alumni who would form a group of intellectual
leaders for the entire alumni community and who can be critically important in successfully
mobilizing other alumni. Every university that has graduated students for more than twenty
years has alumni who can give substantially, if the university does a good job pitching the idea.
Many African universities have hundreds of alumni all over the United States. Although some
alumni associations sometimes raise funds to award scholarships for students in their alma mater,
most of their interaction is social only, and many do not even know the name of the current
president of their university!! Many alums are frustrated with what they consider to be
combative relationships between university administrations and their students. In some
universities, frequent work stoppages disrupt the learning process and it takes students too long
to graduate. Students soon become alumni who in the future can be an asset to the university.
Graduating from college on a sour note does not augur well for relationships between alums and
their universities. University administrators could invite respected alumni to campus to interact
with students so as to diffuse potential problem situations.

CONCLUSIONS
This paper emphasized the need to forge cooperation between Africans in the Diaspora who have
acquired relevant specialized skills and institutions in Africa. There is benefit in this for all. The
African institutions would benefit from the experience, exposure and the clout of those living
overseas. The latter for their part would experience the satisfaction of being able to give
something tangible back to the homeland.
As an organization of African professionals with careers in North America, Heritage Africa, Inc.
seeks cooperation with African universities to foster the promotion of education that is focused
on the pressing needs of society and of outcome-based learning for the students. This
cooperation could include assistance with reviewing dated curricula to reflect current trends in
the basic and medical sciences and in cutting-edge technology. It could also include assistance
with enhancing peer-to-peer scientific interactions between Africans in the Diaspora and
Africans in the Motherland, on the basis of equality and mutual respect, but with the sole purpose
of transferring knowledge between peers, through exchange programs between our universities,
through workshops and seminars, and through sabbaticals. Through Heritage Africa, Inc.,
professor training institutes can be arranged to assist in expanding the knowledge base of
teachers to newer things that they had not been exposed to. Through partnerships between
African universities and relevant organs affiliated with Heritage Africa, Inc., individualized
assistance packages can be customized that are suitable for each institution.
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This paper further advocates that African universities consider the creation of professorships
dedicated to visiting Africans in the Diaspora in order to optimize the benefits of the interaction
between the host institution and the home establishment of the visitor. Finally, it was observed
that most African universities have not tapped into the wealth of assistance that could be derived
from their alumni and alumnae. University administrators are strongly encouraged to court these
organizations because they could be a huge source of relief for the pressures inherent in running
a university.
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