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ARTICLE INFO ABSTRACT

Keywords: Local content laws are essential for promoting positive synergies between extractive industries and broader
Scale economies. This paper is a critical evaluation of the employment effects of Ghana's local content law. It draws on
Local content the relational geography concept of scale — a constructed arena of activities that are highly interrelated - to

E:T;plogment examine the dynamic roles and relations between actors and how that shapes employment opportunities and
8;1 and gas outcomes for Ghanaians in the oil and gas industry. The paper shows that Ghanaians dominate onshore ad-
ana

ministrative positions and low echelon (ratings)/low skill positions offshore. There is a significant salary dis-
parity between Ghanaians and expatriates due to poor regulation by the petroleum commission, corruption and
undercutting by local recruitment agencies. It is imperative that the petroleum commission stringently enforce
the regulation on skill transfer, introduce guidelines on salary and conditions of service as well as effectively
monitor and regulate the activities of local recruitment agencies to limit their ability to undercut Ghanaian

workers.

1. Introduction

Natural resource extraction has the potential to promote the social
and economic development of countries. In countries such as Norway,
Malaysia, and Botswana, natural resource extraction played an im-
portant role in their socio-economic transformation (Larsen, 2006).
Norway, for instance, had the lowest GDP per capita among its neigh-
bors Sweden and Denmark until the 1970s when it overtook them after
the start of oil production (Larsen, 2006).

However, in developing countries like Nigeria (Humphreys et al.,
2007), Bolivia (Auty, 1995), Sudan, Equatorial Guinea, Democratic
Republic of Congo and Angola (Karl, 2007), in what has become known
as the resource curse, the discourse has largely focused on how natural
resource have had negative social, environmental, economic and poli-
tical outcomes. Although the discourse on Africa’s extractive sector and
development are changing (see Africa Progress Panel, 2013; Chuhan-
Pole and Angwafo, 2011; Heilbrunn, 2014; Mahajan, 2011; Roxburgh,
2010), the role of extractive industries in Africa’s political economy is
still contentious.

The discovery of commercial quantities of oil and gas off Ghana’s
western coast in 2007 (Ablo, 2016, 2017; Ablo and Overa, 2015;
McCaskie, 2008) has sparked the debate on the strategies that can
promote the extractive Industries-led transformation of the country’s

economy. This is particularly important because of the failure of
Ghana’s long history of natural resource extraction with gold mining
which dates as far back as the last quarter of the 19th century (Hilson,
2002) to engender any significant transformation of the country
(Whitfield and Buur, 2014). Deploying the Actor-Network Theory
(ANT) and Assemblages, Siakwah (2017) analysed the impacts of the oil
and gas industry on agriculture. He argues that oil simply diversified
Ghana’s dependence on natural resources and has failed to trigger any
structural transformation of the economy particularly the agriculture
sector.

For Panford (2017), the lapsed policy in Ghana context can limit the
potential benefits that the country can derive from the oil and gas in-
dustry. Mohan and Asante (2015) show that transnational factors play
critical roles in shaping elites’ coalition which has implications for
governance of the oil and gas industry. Several scholars have argued
that transparency and accountability, quality of institutions, and the
enforcement of the rule of law and local participation can help mini-
mize, if not eliminate, some of the problems associated with resource
extraction (Darkwah, 2013; Kolstad and Wiig, 2009; Ovadia, 2016).

In 2013, Ghana enacted a local content policy (LCP) which requires
the use of local personnel, goods, and services at each level of the oil
and gas industry value chain. LCPs can generate linkages to develop
local economies beyond the financial advantages from the resource
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revenue (Ablo, 2016; Klueh et al., 2007; Ovadia, 2015; Ramdoo, 2015;
Tordo et al., 2013).

The linkages between the extractive sector and national economies
can take forward, backward, fiscal or consumption forms, and can sti-
mulate the structural transformation of economies (Ablo, 2016; Bloch
and Owusu, 2012; Ovadia, 2015). Fiscal linkages in the form of tax
receipts are crucial to the central government. In the first half of 2016,
for instance, the government of Ghana received US$2.23 million in
corporate income tax, US$31.85 million in royalties, US$82.55 million
carried and participation interests, US$9.30 million in gas revenues and
US$435, 094 in surface rental bringing a total revenue of US
$126.41 million (PIAC, 2016). This, however, is a 55% reduction in
revenue compared to the same period in 2015 when the government of
Ghana received a total of US$274.47 million. Due to this instability
associated with revenue flow from the oil and gas industry, over-re-
liance on fiscal linkages exerts significant budgetary constraints on
African governments.

Forward linkages emerge from the processing of commodities for
export. Currently, only gas from Ghana’s Jubilee field is processed for
the domestic market (Ablo and Asamoah, 2018). With a low-level
manufacturing sub-sector, forward linkages from the oil and gas sector
are limited. The expenditure of profits and wages accruing from com-
modity production in the local or national economy constitutes the
consumption linkages. Backward linkages, on the other hand, arise
from activities established to supply inputs into the production of a
commodity.

The prominence of LCPs in the extractive industries is that their
proper implementation can help countries avert the tendency for the oil
and gas industry to operate as enclaves that are disconnected from
national economies (Ackah-Baidoo, 2012; Ferguson, 2005, 2006). LCPs
have become essential policy initiatives in addressing this enclavity of
the extractive industries. This paper critically examines the employ-
ment effects of Ghana’s local content law. Studies on Ghana’s oil and
gas sector have focused on training and youth employment (Darkwah,
2013), entrepreneurship and local participation (Ablo, 2016; Ovadia,
2016; Overa, 2016) as well as the economic impacts of oil and gas in-
dustry (Obeng-Odoom, 2014; Panford, 2017). This paper contributes to
the literature by examining the extent to which various employment
targets proposed in Ghana’s local content law are achieved. It draws on
the relational geography concept of scale which describes the con-
structed arenas of activity that are interrelated (Swyngedouw, 2004) to
argue that the extent of Ghanaians employment in the oil industry is a
function of the cross-scalar interaction between multinational compa-
nies (MNCs), state institutions and Ghanaian companies.

Based on extensive fieldwork and review of various documents, the
study found that Ghanaians dominate onshore administrative positions
and low echelon (ratings)/low skill positions offshore. There is a sig-
nificant salary disparity between Ghanaians and expatriates, a situation
more pronounced offshore. The low wages of Ghanaians in the oil and
gas industry is an outcome of poor regulation by the Petroleum
Commission, corruption and undercutting by local recruitment agen-
cies. There are also low levels of training, capacity development, skill
and knowledge transfer as well as career progress for Ghanaians in the
oil industry. It is recommended that the Petroleum Commission strin-
gently enforce the regulation on skill transfer and how long expatriates
can work in Ghana, introduce guidelines on salary and conditions of
service, effectively monitor and regulate the activities of local recruit-
ment agencies to limit their ability to undercut Ghanaian workers.

2. 0Oil and gas extraction and development: a scalar dilemma

Exploratory activities in sub-Saharan Africa (SSA) has increased
substantially over the past few decades while the debate on the role of
natural resource extraction in the African economy continues. The or-
thodox resource curse perspective (see Auty, 1995; Humphreys et al.,
2007) which has dominated the discussion has been challenged and in
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recent times studies by Siakwah (2017), Obeng-Odoom (2014) and
Ovadia (2012) among others have shown the complexity pertaining to
the role of natural resources in African economies.

This paper contributes to the debate, by drawing on the relational
geography concept of the production of spatial scale (Herod, 2011)
emphasises the interrelatedness of processes which must not be viewed
in isolation. The scale can be viewed as the ‘constructed arenas of ac-
tivity that are highly interrelated’ (Haarstad, 2014b). For analytical
purposes, this paper makes a distinction between national, supra-na-
tional and local scales as constructed arenas within which actors are
embedded. Scale is used as a heuristic to untangle how the relations
between the government of Ghana, MNCs, and local businesses shape
the pursuit of local participation and employment in the country’s oil
and gas sector.

As interconnected arenas, scales are produced and constructed
through socio-spatial processes (Haarstad, 2014a; Herod, 2011;
Swyngedouw, 2004). In pursuing local content in the extractive sectors,
governments aim to overcome the tendency of resource extraction to
occur in enclaves that are disconnected from society (Ferguson, 2005),
but must also maintain a favourable investment climate to attract for-
eign direct investments. The pursuit of local content from a scalar
perspective is, therefore, a balancing act between regulating operations
of MNGCs, local and foreign service providers and contractors by
creating the platform for local participation while maintaining an at-
tractive investment climate.

As Haarstad (2014a) notes, the relational conception of scale rests
on the assumption that scales exist in relation to other scales as well as
the socio-political and spatial processes that change them. This is a
move away from the conception of scales as naturally occurring units
that can be viewed in isolation. Scalar perspectives are useful in high-
lighting how events and processes on one scale shape events and out-
comes on another scale. To thoroughly explore the potential of Ghana’s
local content law to foster internal and external linkages between the
country’s oil and gas industry and the national economy, attention must
be paid to how interests and events across scale shape the pursuit of
local participation and employment. Swyngedouw (2004) observed that
the success of social strategies, in this context the employment of
Ghanaians in the oil and gas sector, relates to how geographical scale is
considered and mobilised.

Attention to scalar complexities is important in understanding the
employment effects of Ghana’s local content law for two main reasons.
First, there is an inherent tension between local interest, national de-
velopment agenda and the interest of MNCs which shapes how the local
content and employment is pursued. As will be shown in this paper, the
interest of political elites, bureaucrats, Ghanaian entrepreneurs and
their dynamic relations with MNCs circumscribe the space for
Ghanaians employment in the oil and gas industry. According to
Swyngedouw (2004), scalar configurations, whether they are reg-
ulatory orders, networks or discourses are in a constant state of flux and
conditioned by the socio-political dynamics. Secondly, opportunities
and constraints to local employment in the oil and gas industry may
originate in processes at another scale. Although the government of
Ghana sets local content targets, the successful employment of Gha-
naians in the oil and gas industry as later discussed is dependent on
their abilities to meet the skill and expertise requirement in the oil
industry, monitoring and enforcement of regulations by the Petroleum
Commission (PC) of Ghana as well as the operational strategies de-
ployed by Ghanaian recruitment agencies.

The dynamics of local content and employment in the oil and gas
industry cannot, therefore, be understood without taking into con-
sideration ‘how incentives and interests are shaped from above or
below’ (Haarstad, 2014b, p. 981). Indeed, events and conditions at the
supra-national scales do have the potential to circumscribe the oppor-
tunities for local content and employment in the oil and gas sector in
Ghana. Similarly, the strategies and approaches adopted by MNCs in
Ghana’s oil and gas sector are conditioned by events and processes at
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the local scale. In a study of the resources and strategies deployed by
Ghanaian entrepreneurs in the oil and gas industry, Ablo and Overa
(2015) for instance show how local entrepreneurs circumvent laborious
public institutional context and deal directly with MNCs to secure
contracts in the petroleum sector a process described as ‘jumping scale’
(see Haarstad, 2009; Swyngedouw, 2004). Scale then emerges as an
arena ‘where cooperation and competition find a fragile stand-off’
(Swyngedouw, 2004, p. 35). Thus, the opportunities for local content
and the employment in the petroleum sector is conditioned and con-
strained by processes both at the national, local and the supra-national
scale and the inherent power relations among actors across the scale. In
the following section, the data collection method is discussed followed
by an overview of Ghana’s oil and gas industry, local content law and
employment.

3. Data collection

The paper draws on several fieldworks conducted by the author in
Accra, Tema, and Sekondi-Takoradi since May 2011 in addition to re-
cent fieldworks between June and August 2017. This allowed for the
tracking of the employment trend in the oil and gas industry and
monitoring of the progress of Ghanaian employees in the oil and gas
industry. More specifically, the extended fieldwork afforded me the
opportunity to explore the extent to and ways by which various em-
ployment targets proposed in the local content law are achieved.

Data were collected through interviews, surveys, observations, and
review of various documents and regulations. A total of 26 key in-
formants were interviewed (see Table 1) including 14 officials of
Ghanaian recruitment companies on the types of jobs, salaries and
conditions of service of Ghanaian workers on oil rigs and Floating,
Production, Storage and Offloading (FPSOs) vessels.

Other issues discussed are the recruitment process, training and
capacity development of Ghanaians. Officials of the Petroleum
Commission and the Ministry of Energy and Petroleum were also in-
terviewed on the local content law, employment, enforcement of local
content requirements and challenges to skill and knowledge transfer in
the oil industry.

Officials of MNCs and other foreign service companies were inter-
viewed on their approaches to meeting employment targets outlined in
the LCP, capacity development, and skill transfer. The chairman of the
Rig Workers Association (RWA) was also interviewed in-depth on the
role of the association in negotiating salaries and conditions of service
of Ghanaian rig workers, addressing grievances between Ghanaian
workers and foreign contractors and local companies. Officials of the
African Center for Energy Policy (ACEP), a Civil Society Organisation
and an official of a welding institute in Takoradi, were also interviewed
on local content, employment and other issues relating to the oil and
gas industry in Ghana.

A total of 30 Ghanaian rig workers were surveyed. The survey fo-
cused on their salary, general conditions of service, their relationship

Table 1

Categories of key informants interviewed.
Category of interviewee Men  Women
Officials of local companies (CEOs, HR, Logistics & crew 10 4

manager)

Petroleum Commission of Ghana 2
Ministry of Energy and Petroleum 3
Officials of I0Cs 2
Officials of foreign service companies 1
Civil Society Organization (CSO) 1 1
Chairman, Rig Workers Association 1
Training officer 1
Total 26

Fieldwork (2017).
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with expats and other Ghanaians, training, capacity development and
career progress. The survey was conducted only for offshore workers
and those in other technical jobs because Ghanaians dominate onshore
administrative positions while few Ghanaians work offshore.
Additionally, oil rig work provides a unique window for examining the
success of employment targets outlined in the local content law. Also,
offshore employment provides the best opportunities for the transfer of
critical technical expertise that are unique to the oil industry and that
are not readily available in Ghana, when compared with onshore ad-
ministrative expertise.

In-depth interviews were conducted for 16 informants out of the
total 30 survey respondents. The 16 interviewees were selected because
of their availability and willingness to be interviewed. The in-depth
interviews focused on the experiences, expectations, and challenges
faced by low echelon rig workers (also known as ratings) and officer
rank (highly skilled) workers. The officers include a Dynamic Position
Operator, an Assistant Driller, and a trainee Safety Officer. The ratings
are three Derrickman, two Roustabout, two Roughneck, three
Scaffolders and a Sample Catcher, a Painter and a Motorman. A major
challenge faced was the unwillingness of several companies to disclose
the contents of some of their contracts due to confidentiality and non-
disclosure clauses embedded in some of these contracts. This made it
difficult for accessing and exploring some other dynamics relating to
the employment of Ghanaians in the oil and gas industry. In the next
section, a contextual overview of Ghana’s oil and gas industry, local
content and employment is presented.

4. Overview of Ghana’s oil and gas industry and the local content
law

4.1. Ghana’s emergent oil and gas industry

Almost every African country today is prospecting for oil and par-
ticularly along the Gulf of Guinea (De Oliveira, 2007). Commercial oil
and gas discoveries were made off Ghana’s western coast in 2007 in two
deepwater blocks: West Cape Three Points and Deepwater Tano known
as the Jubilee Field. Oil production commenced in December 2010,
with an estimated output of 120,000 bopd at the peak of production.

Other discoveries were made in the Owo field by Tullow, Dzata field
by Lukoil, Banda-1 by Kosmos and Akasa-1 by Anadarko (see Asafu-
Adjaye, 2012). The second major field Tweneboa-Enyera-Ntomme
(TEN) has an estimated recoverable reserve of 245 million barrels
(mmbls) of oil and about 365 billion cubic feet (bcf) of gas. The Sankofa
Gye Nyame (Offshore Cape Three Points) — (OCTP) Development which
holds an estimated 42 million barrels of oil with drilling operations at
about 31.5% completion (PIAC, 2016). Production in Ghana’s Jubilee
Field has been saddled with various technical challenges and currently
stands at about 108,000 bopd. According to a recent report, Ghana’s
crude oil production for the first half of 2016 fell by about 40% and
stood at 11.4 million barrels (PIAC, 2016).

Some key legislation governing Ghana’s oil and gas industry include
PNDC Law 84 (Petroleum Exploration and Production Law), and PNDC
Law 64 (Ghana National Petroleum Corporation Law (GNPC)) estab-
lished and mandates the GNPC (the national oil company). Petroleum
Commission Act 821 also established the Petroleum Commission of
Ghana to regulate the upstream oil and gas industry and to promote
local participation in the industry with the Petroleum Revenue
Management Act, 2011 (Act 815) providing a framework for mobi-
lizing, allocating and managing the country’s petroleum revenue.

4.2. A review of the local content law and employment in the oil and gas
industry

The success of local content policies (LCPs) in Norway, Malaysia,
and Brazil have influenced the pursuit of LCPs in oil-producing African
states (Ovadia, 2014). The use of LCPs to promote broad-based
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economic development first emerged in the North Sea in the 1970s
(Tordo et al., 2013) and today, over 90 per cent of countries extracting
natural resources have some form of LCPs (Dobbs et al., 2013; Ramdoo,
2015).

In 2013, Ghana passed the Petroleum (Local Content and Local
Participation) Regulations 2013, L. 1. 2204 which defines local content as
‘the quantum or percentage of locally produced materials, personnel,
financing, goods and services rendered in the petroleum industry value
chain and which can be measured in monetary terms’ (Regulation 49 of
L.I. 2204) (Ministry of Energy, 2013, p. 27). The framing of Ghana’s
LCP is guided by a drive towards employment creation, technology
transfer, local ownership and maximisation of local procurement.

Regarding local ownership in Ghana’s oil and gas sector, Regulation
4 (L.I. 2204) requires foreign companies to enter into joint ventures
with local firms and mandates GNPC as a party to all upstream petro-
leum agreements in Ghana. The promotion of joint ventures between
local and foreign companies aims to provide opportunities for tech-
nology transfer to Ghanaian companies as outlined in Regulation 24
and 25 (L.I. 2204).

To localize the oil and gas industry sector supply chain, Regulation
11 (L.I. 2204) requires that preference should be given to indigenous
Ghanaian firms in the bidding process. According to Ovadia (2016),
between US$584 and US$600 million worth of contracts have been
awarded to Ghanaians firms. This figure, however, constitutes less than
5 per cent of the total value of contracts awarded in Ghana’s oil and gas
sector. Ablo and Overa’s (2015) studies of local entrepreneurial activ-
ities in the oil industry also show that most of the local companies are
not able to meet the various industry standards. This is due to the small
scale at which over 70% of Ghanaian and African businesses operate
(Abor and Quartey, 2010).

An essential component of Ghana’s LCP is to promote the employ-
ment of Ghanaians at each level of the oil and gas industry value chain.
In this regard, Regulation 9 (L.I. 2204) stipulates that first consideration
should be given to qualified Ghanaians with respect to employment.
The minimum number of Ghanaians to be employed at each stage of a
foreign company’s operation is outlined in the first schedule of L.I 2204.

As can be seen in Table 2, the goal of the employment regulation is
to ensure that 10 years after the commencement of the operation of any
foreign company, Ghanaian employees will be in majority. It thus re-
quires a concerted effort from various actors across scale to ensure
training, capacity development, and knowledge transfer to ensure that
Ghanaians obtain the requisite expertise to take up various job posi-
tions.

Foreign companies are therefore required to submit a research and
development plan prior to the commencement of their operation
(Regulation 20 and 21 of L.I. 2204). The significance of the employ-
ment component of Ghana’s LCP is further elaborated in the next sec-
tion which presents an overview of (un)employment in the country.

5. (Un)employment in Ghana: a contextual overview

Unemployment is one of the fundamental developmental challenges
facing Ghana and most countries globally. Unemployment is among the
biggest threats to social stability in many countries. Importantly, a
country’s prosperity depends on the number of people employed and

Table 2
Employment targets in L.I. 2204.
Source: Ministry of Energy (2013).

Job categories Duration and percentage of local employment

Start 5 years 10 years
Management staff 30% 50-60% 70-80%
Technical core staff 20% 50-60% 70-80

Other staff 80% 90% 100%
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their productivity (Elder and Smith, 2010). The rate of unemployment
in most developing countries continue to increase in view of population
growth and urbanization. The high rate of unemployment and limited
economic opportunities especially among the youth can create a po-
tentially explosive social problem in many African countries (Eguavoen,
2010) especially as large numbers of school leavers remain unemployed
many years after graduation (Hove et al., 2013; Obeng-Odoom, 2011).

Historically, by the end of the 1980s, several African countries in-
cluding Ghana implemented the International Monetary Fund (IMF)
and World Bank-led market reforms with disastrous consequences in-
cluding exacerbating unemployment (Gibbon, 2003; Konadu-
Agyemang, 2000; Whitfield, 2005), underemployment, income in-
equality and an increased poverty levels (Ablo, 2012). Today, with an
estimated population of about 27 million, the literacy rate among
Ghanaians 11 years or older is about 63% (GSS, 2016). According to the
Ghana Statistical Service’s 2015 labour force report, 67.6% of Ghana’s
labour force (all persons 15years or older) are employed, 9.1% are
unemployed while the rest 23.3% are currently not in the labour force
(GSS, 2016). The categories of people not in the labour force are usually
those aged between 15 and 19 years who are likely to be in school and
those over 65 years who are retired. More men (71.4%) are employed
than women (64.7%), which follows the global pattern of the likelihood
of men to be employed than women (Elder and Smith, 2010). Irre-
spective of sex, however, the report shows that the population in rural
areas (70.4%) are more likely to be employed than those in urban areas
(65.1%).

Defining unemployment as persons 15 years or older who within the
period of the report do not have jobs and are available for jobs, the GSS
report shows that unemployment in Ghana is 11.9% and the rate is
higher among women (12.5%) than men (11.1%). Various factors in-
cluding lower levels of education for females than males, dis-
criminatory practices of employers which undermines the effort of
women to obtain jobs as well as the difficulties women face in estab-
lishing their own enterprises account for the higher unemployment rate
among women than men (Baah-Boateng, 2012).

The private sector employs as much as 91.8% of the labour force in
Ghana. Majority of those employed in the private sector operate their
own enterprises or engaged independently in a profession or trade.
Table 3 above shows the distribution of employment according to
sectors.

From the table, more women are employed in most of the sectors
than men except the public service and NGOs. The GSS (2016) report
also shows no significant structural transformation of employment in
the Ghanaian economy over the past decades. For instance, agriculture,
forestry, and fisheries remain the sector that employs most. Wholesale
and retail trade, as well as repair of motor vehicles and motorcycles,
comes second with manufacturing as the third with regards to the
proportion of employment.

Overall, 59.6% of the youth (persons aged 15-35years) are em-
ployed, 12.1% are unemployed while the rest 28.3% are not in the la-
bour force. There is not a significant difference between the number of
female (12.0%) and males (12.3%) youth who are unemployed. Indeed,

Table 3
Sectors employing Ghana’s population 15 years and older.
Source: Extracted from GSS Labour Force Report (2016).

Employment sector Male Female Total
Civil Service 56,092 68,725 124,817
Public Service 316,300 249,535 565,835
Parastatals 4252 5622 9874
NGOs (Local & International) 20,187 13,883 34,070
Inter-organizational/Diplomatic Mission 4606 4911 9517
Private Sector 3,873,792 4,633,696 8,507,488
Others 9105 10,231 19,336
Total 4,284,334 4,986,603 9,270,937
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youth unemployment is a major challenge facing Ghana. In the case of
those who have completed tertiary institutions, the frustration of not
securing a job and the difficulty of starting a business led to the for-
mation of the Unemployed Graduate Association of Ghana (UGAG).
This group was subsequently rebranded as the Association of Graduates
in Skills Development-Ghana. The production of oil and gas since 2010
is expected to provide opportunities for Ghanaian’s employment at each
level of the industry value chain and contribute to a reduction in un-
employment in the country. In the next section, findings of the study on
Ghanaians employment in presented.

6. Local content and employment in the oil and gas industry

Currently, no official statistics exist on the number of Ghanaians
employed, the categories of people employed, the segments of the oil
and gas industry value chain that employs most Ghanaians and the
conditions of service as well as salaries of Ghanaians. Officials of the PC
estimate that over seven thousand (7000) Ghanaians are employed in
the oil and gas industry between 2014 and 2016. Between 60% and
70% of these people are employed onshore in non-technical positions
such as administrators, accountants, human resource managers, IT
specialists, procurement managers, and other support services. The rest
of the people constituting up to about 30% are employed in core
technical areas mostly offshore either on oil rigs or the FPSO.

6.1. The experiences of Ghanaian onshore workers

Although Ghanaians dominate employment in onshore adminis-
trative positions, the study found that several senior management po-
sitions are held by expatriates. In one of the MNCs which operates an oil
field, it was found that while Ghanaians dominate entry-level positions,
the number reduces when it comes to mid to senior management po-
sitions. For instance, only five Ghanaians are employed in middle-level
management position including two in Health, Safety, and Environment
(HSE); one each in Well Operations, General Services and Local Content
and Sustainability positions.

According to an official of the company, Ghanaian the workers have
now formed a union and are demanding a clear succession plan where
Ghanaians could assume job positions currently held by expatriates.
According to the interviewee, the company has no salary structure and
personnel development plan for Ghanaians although the latter is a re-
quirement in the LCP. There is a significant wage disparity between
Ghanaians and expatriates and as an informant, notes ‘The expats take
up to 400% more than their Ghanaian counterparts.” For instance, a
Ghanaian at coordinator level gets about US$ 1400 a month, an ex-
patriate at the same level earns US$4000 (185.7% more). She disputes
the view that expatriates have more working experience than
Ghanaians that is why such wage gap exists.

The interviewee has over 13 years working experience with inter-
national agencies but has not had any significant career progress four
years after joining the MNC. Currently, is a unit leader and performs
senior management roles but is paid as a coordinator. According to her,
she consistently pushed for promotion to and full recognition as a senior
management. However, she is told over the past year to wait and ‘that
an expat will be exiting the company’ then she can be promoted. In her
view, this is unfair given the fact that the expatriate is in a completely
different department from the one she currently leads. She recounts
four occasions when highly qualified and experienced Ghanaians exited
the company because they were poorly paid in comparison to the ex-
patriates. This case was confirmed by a director of another MNC where
two of those workers are currently employed. An experienced Ghanaian
in charge of an MNC’s aviation had to quit the job because a less
qualified expatriate with limited experience was recruited from the
home country of the MNC as a superior to the Ghanaian. She questions
why the PC and the Ghana Immigration Service will approve the work
permit of an expatriate for a job that a qualified Ghanaian is doing and
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has been doing over the past years. Currently, all work permits for
expatriates in the oil industry requires approval from the PC before
being granted by the Ghana Immigration Service. The rationale is to
ensure that only expatriates with skills and expertise that are lacking in
Ghana are granted work permits although this is not implemented.

According to a procurement and contract manager, the general
unemployment and low wages in Ghana create the environment for
foreign companies to pay Ghanaians relatively lower wages in the oil
and gas industry. Having been part of the company’s recruitment team
over the past two years, the informant notes that when Ghanaian job
seekers are asked to quote their expected salary, ‘they [job seekers]
quote low salaries even though they are highly qualified. This is because of
unemployment and people’s desperation for jobs. Most graduates with master
degree quote between US$350 and US$450 as their expected monthly
salary. If they complain about the poor salary after starting work, they can
easily lose the job and there are job seekers ready to take up the job for same
salary or even less.” Research fellows at the African Center for Energy
Policy (ACEP) note that state regulatory institutions are failing to
protect the interest of Ghanaians. They contend that personal interest of
those in authority is potentially compromising the pursuit of local
content in the oil and gas sector.

6.2. Offshore employment opportunities and outcomes for Ghanaians

Offshore job opportunities can be placed into two broad categories,
officer level, and ratings/low echelon jobs. Officer level positions are
highly skilled positions while the ratings are low skills and entry-level
positions. Generally, offshore work is seasonal while the number and
categories of people recruited are dependent on the number of rigs
operational in Ghana’s continental shelf in addition to FPSOs. The ac-
tivity type and stage of operation of an offshore field also determine the
number of people needed. A scaffolder, for instance, is only needed
when there are scaffolding jobs that must be done. This is also the case
even for jobs on the FPSO which is a relatively permanent infrastructure
until a field is decommissioned. Most of the oil rigs operating in Ghana
are semi-subs or drill ships so jobs like DPO - responsible for the sta-
bility of the rig, is available if a rig is operational in Ghana’s territorial
waters.

A review of the crew list of one of the rigs shows the dominance of
expatriates in highly skilled positions. The Offshore Installation
Managers (OIM) are a Canadian and British, Stability Section Leaders
are a Malaysian and American while the Dynamic Position Operators
(DPO) are a Ghanaian, American, Dutch, Polish, Latvian and two
British. The Safety Officers are two America, a British and a Ghanaian.
Other positions such as Deck Pusher, Subsea Engineer among others are
all occupied by expatriates.

6.3. Training, capacity building and the challenge of skill transfer

Training, capacity building, and skill transfer are essential to local
participation in the oil and gas industry. Training, skill enhancement
and transfer of know-how are key to increasing not just the participa-
tion of Ghanaians but also their ability to climb the career ladder off-
shore. Currently, the government of Ghana has no clearly outlined skill
enhancement program for Ghanaians. According to an official at the PC,
they are currently in touch with a private technical institute in Takoradi
to facilitate the training of the youth to make them employable in the
oil industry. The CEO of the training institute, however, is of the view
that the government has no commitment to the training program. He
had sent a proposal to the PC and followed up several times to volunteer
his time to train the youth. However, there has not been any real
commitment from the government to enhance the capacity of the youth.
Indeed, this comes at the back of the collapse of the Enterprise
Development Center (EDC) which was established by the government of
Ghana with funding from the Jubilee Partners to enhance the capacity
of SMEs to take advantage of opportunities in the oil and gas industry
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(see Ablo, 2015 for detailed discussion of the EDC).

All the MNCs and other foreign service companies in this study offer
training programs for Ghanaian rig workers. These training programs
are aimed at putting the workers on a track to progress on the job. The
training, however, is not translating into career advancement for
Ghanaian rig workers. This informant attributes to the reluctance of
expatriate supervisors and team leaders to offer opportunities to
Ghanaian trainers to gain critical practical experiences needed because
as one informant puts it ‘they don’t want us to take over their job’. The
Human Resource Manager of a local company agreed that there are
several instances where expatriates intentionally give bad reviews to
Ghanaian trainees. He notes that ‘it is not easy for you to train someone to
replace you’. It is widely acknowledged that the expatriates are facing
job insecurity since training Ghanaians will ultimately lead to them
losing their jobs as they will be replaced by Ghanaians.

Thus, once a Ghanaian has the skill and expertise to do a job ac-
cording to the local content law, they must be given the job. The im-
plication is that most of the trainers on the rigs are not willing to
provide the practical exposure and hands-on training for Ghanaian
trainees as these trainees are threats to the continued working of the
expatriate in the country. The tactics deployed by the expat is to give
bad reviews to Ghanaian trainees. Rig workers recount several cases of
verbal abuse by expatriates especially Ghanaian trainees. But according
to a female Dynamic Position Operator (DPO), the insults are more
common if the trainee is a rating on a track to officer level position. The
verbal abuse is however not common among officer level trainees ra-
ther ‘bad reviews is what we [officers] get’. This ultimately leads to the
Ghanaians either losing their job or being transferred to a different
department as a trainee or in some instances, being demoted to a lower
job position. This was confirmed by both officials of PC, local compa-
nies and officials of some foreign companies. Below is a case of how
activities of expat team leaders affect career development of Ghanaian
rig workers.

Case 1. From HSE trainee to the kitchen, obstacles to skill transfer

Kwame' was recruited to the rig as a roustabout — an entry-level
position that can be categorised as unskilled or semiskilled manual la-
bourer. His main responsibilities include but not limited to keeping the
deck clean and clear of safety hazards, moving equipment around the
rig, connecting section of pipe for the well, rig and sling loads being
moved by the crane. Due to his hard work, Kwame was recommended
by his team leader for training as a safety officer. He takes theoretical
lessons at the end of his 28 days shift when he is onshore and undergoes
practical training during his shift offshore. As a trainee HSE officer,
Kwame worked in the marine, drilling, and technical departments to
have a broad overview of operations on the rig and understand the HSE
issues for these departments. However, towards the end of the training,
the expat HSE officer who was supervising Kwame’s training started
giving him bad reviews. Eventually, based on the recommendation of
the expat, it was decided that Kwame is laid off. After various nego-
tiations with the Ghanaian recruitment company, Kwame was not
sacked but re-assigned to work in the kitchen which is a demotion given
that he has risen from a roustabout, worked in all the department before
he qualified as a trainee HSE officer.

The crew manager of the Ghanaian company that recruited Kwame
acknowledged the difficulties Ghanaians face but note that it is very
little they can do to help. According to him, it is only the PC that can
send supervisors onboard offshore facilities and they are the only in-
stitutions that can intervein. This is especially so as local companies can
easily lose the contract with little to no legal ramification for the foreign
company. The crew manager suggests that Ghanaian rig workers in-
cluding Kwame except they are placed in life threating situations

1 All informant names are pseudonyms.
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offshore, ‘must develop a tough skin’. He contends that it is a natural
response for the expatriate to try and protect his work. In his words ‘our
guys need to be patient. They must resist the push from the expats’. He gave
an instance where ‘a Polish crane operator was rude to the Ghanaian
trainee...but the guy [Ghanaian trainee] endured and is now the crane
operator’. In a context where the PC has failed to protect the interest of
Ghanaians, it is up to the workers to protect their own interest by being
patient. This is particularly so as the Rig Workers Association is con-
sidered by many interviewees as an unhelpful organization. It is alleged
that the leaders of the association are ‘sellouts,” as they are easily bribed
by the ‘big men’. There is little trust in the union to protect workers’
interest. The chairman, however, refuted these allegations but ac-
knowledged resistance from expatriates.

6.4. The dilemma of protecting Ghanaian employment in the oil industry

Beyond asking the workers to endure, officials of local companies
note that the fear of losing their contracts limits the extent to which
they can pursue unfair and sometimes illegal labour practices in the oil
industry. The Human Resource Manager of a local recruitment com-
pany recounted a case when a Ghanaian worker was unfairly treated.
She reported the case to the PC for redress. According to her the PC
official in charge of the case was reluctant in pursuing it. She decided to
directly engage the foreign company in addressing the dispute. She,
however, discovered that the PC official’s son works with the foreign
company. She believes this was the reason why the official was not
interested in the case. After realizing the situation, she backed off be-
cause in her view ‘if I continue to follow this case, we can lose our contract’.

Another challenge to promoting and protecting Ghanaians em-
ployment in the oil industry is the short duration within which several
of the oil rigs are operating in Ghana. This limits the extent to which
various skill enhancement programs can lead to Ghanaians working in
high-level positions. Several of the oil rigs operate from a few months to
three years and move to other countries. The situation has worsened in
the past few years because of low oil prices and the maritime dispute
between Ghana and Cote d’Ivoire which has stalled exploratory activ-
ities off Ghana’s coast. The short operational periods of the oil rigs
mean that they leave Ghana before the time frame given in the LCP for
Ghanaians to move up the employment ladder. When a new rig comes
or a new contract is signed at the end of a contract the lasted less than
the five years outlined in the LCP these companies cannot be prosecuted
for failing to meet their local content targets. Additionally, except for
the few highly skilled Ghanaian rig workers, the ratings often start from
entry-level positions when they move to a new rig. Thus, a roughneck
who has progressed to a trainee safety officer position on one rig could
start as a roughneck or roustabout when they move to a new rig. This
situation is a major challenge towards achieving employment targets
outlined in the LCP.

6.5. Same job, same risks, different salaries

6.5.1. Exploitation by local recruitment agencies: the view from a rig
operator

A major issue of contention in the oil and gas industry is the wage
disparity between Ghanaians and expatriates with similar qualification
and experience. This wage disparity is due to the exploitative activities
of local recruitment companies which drives down the wages of
Ghanaian workers. It is noteworthy that all Ghanaian offshore workers
are currently recruited by local recruitment companies. These local
companies undercut the salaries of Ghanaian rig workers and pay sig-
nificantly lower than the amount they charged foreign companies.

The Human Resource Manager of a rig contractor is of the view that
‘the issues of poor salaries cannot be blamed on the foreign companies but
the exploitation by local recruitment companies.’ In her view, the contracts
they sign with Ghanaian businesses is such that, mostly, rig workers are
paid average market rate. She notes that the only salary difference that
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should exist between Ghanaians and expatriates doing similar work on
the rig is some allowances that expatriates receive but are not paid to
Ghanaians.

In her view, rather than being unemployed Ghanaian rig workers
accept whatever amounts they are paid although they know they are
being cheated by the local recruitment companies. According to her
‘whatever amount they [rig workers] get offshore is more than they can
earn anywhere else’. She contends that they (rig operator) have a salary
structure that ensures that offshore workers are entitled to similar basic
salary irrespective of their geographic location. The only difference that
exists is in the allowances that are paid. She concludes that the activ-
ities of local recruitment agencies are principal in the low salaries of
Ghanaian rig workers compared to expatriates.

Apart from salaries, the contracts between local recruitment com-
panies and rig operators include training costs, certification, and in-
surance for the workers. The insurance package that local recruitment
agencies secure for Ghanaian rig workers, for example, is lower than the
insurance for expatriate rig workers. According to the Human Resource
Manager of the foreign company, there was an instance when an ex-
patriate was injured and received substantial compensation from the
insurance. However, when a Ghanaian working on the same rig was
injured, the compensation he received was meagre compared to what
the expatriate received. According to her, ‘the guy [Ghanaian rig
worker] felt he was cheated since he received a very low compensation
compared to what the expatriate received.’

The worker subsequently contacted the rig operator for extra com-
pensation similar to the amount the expatriate received. The rig op-
erator did not pay him since the local agency that recruited him
charged for insurance at a rate similar to those of the expatriates.
According to her the rig operator cannot intervein to ensure that
Ghanaians are properly paid, because in her words ‘that, it is the re-
sponsibility of the state and organized labour’. In cases where such activ-
ities could adversely impact their operations, the company intervenes to
ensure their smooth operation.

6.5.2. Local company’s perspective on the low wages of Ghanaian workers

Local recruitment company officials contend that the low salaries of
Ghanaian rig workers are because of the unhealthy competition in the
oil and gas industry. There are too many local recruitment companies
struggling for the meagre contracts that are available. As the CEO of a
local engineering company notes, ‘over 90% of fabrication is done outside
and only 10% done in Ghana’. This creates the situation where local
businesses ‘bid down’ the value in their attempt to secure contracts even
if they make marginal profits. To make up for the lost provide due to the
low contract values, these local companies cut the salaries of Ghanaian
rig workers. Ultimately, as a Logistics and Crew Manager puts it ‘salaries
are not imposed on the workers’. Rig workers according to this official,
have the right to accept or reject the job offer.

Explaining why Ghanaians are paid lower salaries in comparison to
expatriates local companies allude to several factors including the value
of the contract, the experience of the rig worker and the duration of the
contracts. They note that experienced offshore workers are paid higher
than inexperienced workers even for the same job. Additionally, long-
term contracts attract lower daily wage because of the relative stability
that comes with it. A three-year contract on a rig or an FPSO will pay
lower daily rate than a three-month contract.

Additionally, local recruitment companies claim that they cater for
the cost of workers certification including HSE training, Helicopter
Underwater Escape Training (HUET) and Basic Offshore Safety
Induction and Emergency Training (BOSIET). These are expensive
certifications, a cost they claim is borne by local companies and thus,
affects how much the workers are paid. This claim is however disputed
by an official of a foreign company who argues that all those certifi-
cation costs are factored into the contract sum. Indeed, this position is
supported by an official of a state institution who notes that all costs
including training and capacity building as well as certification of
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workers are included in the operational cost of an oil well. The local
companies can therefore not claim that as a cost they incur as a busi-
ness.

Corruption is also a major factor accounting for the low wages of
Ghanaians. Officials of three leading local recruitment companies note
that they pay bribes to state officials to secure contracts. This lowers
their profit margins hence they cannot afford to pay Ghanaian workers
high salaries. While none of these interviewees was ready to name state
officials accused of corruption, they all gave instances where they had
to pay a bribe to secure contracts. According to the CEO of a local
company, ‘you have to be corrupt to succeed in this industry’. Some of the
allegations were that, before a contract is finalised, local companies
must pay some percentage to the contract sum to government officials
before approval is given. It was also alleged that some state officials are
shareholders of the local recruitment. All these alleged corrupt practices
negatively affect local employment in the oil industry.

6.5.3. Salary disparity: a regulatory failure?

The PC is the main regulator of the upstream oil and gas industry
and it is expected that they initiate measures to ensure parity in re-
muneration for Ghanaians in the oil and gas sector. Indeed, Ghanaian
rig workers, officials of local companies, MNCs and rig operators note
that the PC is the only institution that can put in place structures to
ensure some parity in the wages whether offshore or onshore. Officials
of the PC, on the other hand, were of the view that, the issues of salaries
are outside their jurisdiction. Arguing from neoclassical economic
perspectives, PC officials contend that firms in the oil and gas industry
are operating in a free market economy where market conditions de-
termine the salaries people get. The commission they argued can make
suggestions but cannot impose or force employers how much they can
pay employees and that workers are free to accept or reject their con-
ditions of service.

When asked why the foreign companies could not employ Ghanaian
rig workers directly as is the case for the onshore administrative posi-
tion, the official notes ‘that is how it is done everywhere’. The argument
made by the interviewee is that the activities of recruitment agencies is
not new in Ghana or not unique to the oil and gas industry. He further
notes that foreign companies cannot directly access the Ghanaian la-
bour market until they arrive in the country. This assertion, however,
raises several questions which were not adequately answered. The first
is why will the commission not operate a database of skilled and qua-
lified job seekers that the MNCs and other service providers can access
whether they are in Ghana or not? Secondly, why will the commission
not ensure that for instance six months after recruitment by local
companies, foreign companies can take over the employment of the
Ghanaian workers directly? These are relevant questions in view of the
exploitation by the local recruitment companies. The inability of the
commission to actively regulate the activities of local recruitment
companies has been attributed to corruption. Several interviewees in-
cluding state officials, Ghanaian rig workers and officials of foreign
companies claim that influential politicians and bureaucrats are part
owners of some of these recruitment companies. These local companies
then provide avenues for elites to capture resource rent.

7. Scale, local content and the challenge of Ghanaians
employment

Local content and local participation in the oil and gas sector is a
critical step towards the promotion of inter-sectoral linkages between
the extractive sector and national economies (Ablo, 2016, 2017; Bloch
and Owusu, 2012; Ovadia, 2015). LCPs are essential for countries to
limit the potential of the extractive sector to operate as an enclave
(Ferguson, 2005). This paper draws on the concept of scale (Haarstad,
2007, 2014a; Herod, 2011) which describe a constructed arena of ac-
tivity that is highly interrelated to discuss the employment outcome of
Ghana’s oil and gas industry.
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Source: Fieldwork (2017).

It examines the employment opportunities available for Ghanaians,
training and capacity building and skill transfer to underscore the ex-
tent to which targets proposed in the LCP is achieved. The key actors
shaping local employment in the oil and gas industry are the PC,
Ministry of Energy and Petroleum, MNCs, foreign service companies
and contractors and local recruitment companies. Scale has been used
as a heuristic to untangle how relations, interests, and activities of ac-
tors (Herod, 2011) affects local content and petroleum sector-led de-
velopment in Ghana.

7.1. Training, capacity building, and skill transfer: a scalar complexity

To promote Ghanaians employment in the oil and gas industry, the
LCP requires training, capacity building, and skill transfer. Knowledge
transfer is essential for the benefits from the extractive sector to
transcend the period of production. Diffusion of core technical skills
could be deployed in other sectors of the Ghanaian economy. But as
shown in the paper scalar complexities (Herod, 2011; Swyngedouw,
2004) are central to understanding the extent to which the employment
targets can be achieved. Regarding training and capacity building for
Ghanaians to boost their employment, there is an inherent tension be-
tween actors across scale (Haarstad, 2014a). The interests of interna-
tional companies, local recruitment agencies, and state institutions are
influencing the transfer of expertise essential for improving Ghanaians
employment. The interest and activities of expatriates who are keen on
protecting their jobs make it challenging for Ghanaians to get the re-
quisite skills that will ensure know-how and job transfer, as the case of
Kwame shows. Verbal abuse and bad reviews of Ghanaian workers by
expatriates are limiting the extent to which Ghanaians can progress on
the job and proposed local content targets are achieved.

Crucially, the lax oversight and regulation by the PC at the national
scale create the environment for expatriates to perpetuate these alleged
malpractices as well as continue working in Ghana thereby limiting the
pace of skill transfer and increased local content. The continues ap-
proval of work permits for expatriates with skills that are available in
the country is a major drawback to achieving increased Ghanaian em-
ployment in the oil industry. Clearly, interests across national, local and
supranational scales (Haarstad, 2007, 2014a, 2014b; Herod, 2011;
Swyngedouw, 2004) negatively affects employment in the oil and gas
industry. The lack of an effective labour union to actively guard Gha-
naian workers interest in the oil industry is another factor that is lim-
iting employment.

7.2. Local recruitment companies, employment, and value retention

Local recruitment companies are critical agencies whose activities
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are negatively affecting Ghanaians employment. The development of
small and medium scale enterprises (SMEs) as (Ablo, 2016) argues can
be essential for promoting inter-sectoral linkages between the oil and
gas industry and the broader national economies. Given the fact that
SMEs constitute about 70% of all businesses in the country, (Abor and
Quartey, 2010; Fafchamps, 2003) their activities could be essential for
the pursuit of LCP in the oil and gas sector. In this study, however, it is
shown that SMEs recruiting Ghanaian workers offshore are limiting the
extent of diffusion of the employment benefits to the wider Ghanaian
society. These local companies have become avenues for elites to cap-
ture the resource wealth (Ovadia, 2012) and minimize value retention
by paying Ghanaian workers low salaries.

Often, the orthodoxy on the relationship between natural resource
extraction and the development of African societies fails to capture the
dynamic role of actors across scale. As illustrated in Fig. 1, the strategies
deployed by local recruitment companies could potentially be con-
tributing to inequality in the country. These local companies have be-
come conduits for few well-connected elites to capture value (Ablo,
2017; Ovadia, 2012) from the oil and gas industry. By cutting the sal-
aries of rig workers as shown in Fig. 1 where a Roughneck could have as
much as 76% cut in the salary, even if a significant number of Gha-
naians are employed, government revenue from income tax on Gha-
naians employed in the oil and gas industry could be affected.

The success of LCPs in the extractive sector is an outcome of the
events and activities of actors, institutions, and interests that can be
local, supra-national and national (Haarstad, 2007; Herod, 2011;
Swyngedouw, 2004). The poor salaries of Ghanaian workers, the slow
pace of knowledge transfer and the limited level of Ghanaians em-
ployment offshore is a result of poor regulation by the PC, resistance
from expatriate workers as well as activities of local recruitment com-
panies.

8. Conclusion

Drawing on the concept of scale, the paper shows that achieving
significant levels of local participation depends on the ability of state
institutions to enforce various regulatory requirements, the activities of
local and foreign companies. The extent to which LCPs promote broad-
based socio-economic development in African countries can therefore
not be understood without taking into consideration how cross-scalar
processes and interest shape these outcomes.

For effective and sustained employment of Ghanaians, it is re-
commended that the Petroleum Commission stringently enforce the
regulation on skill transfer and the duration of stay of expatriates
working in Ghana’s oil and gas industry. Additionally, there is the need
for government to introduce and enforce regulations on salaries and
conditions of service to bridge the wage disparity between Ghanaians
and expatriates. This can be achieved through inter-agency collabora-
tion between the PC, Ministry of Energy and the Labour Commission to
ensure effective enforcement, monitoring, and evaluation of key sta-
keholders. Local recruitment agencies should be regulated properly to
minimize their ability to exploit Ghanaian oil rig workers.

Acknowledgment

This project was supported by the University of Ghana building a
New Generation of Academics in Africa (BANGA-Africa) Project, with
funding from the Carnegie Corporation of New York. The statements
made and views expressed are solely the responsibility of the author.

References

Abor, J., Quartey, P., 2010. Issues in SME development in Ghana and South Africa. Int.
Res. J. Finance Econ. 39 (6), 215-228.

Africa Progress Panel, 2013. Equity in extractives: Stewarding Africa’s natural resource
for all Retrieved from Geneva.


http://refhub.elsevier.com/S0016-7185(18)30247-1/h0005
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0005

A.D. Ablo

Asafu-Adjaye, J., 2012. Tracking Transparency and Accountability in Ghana’s Oil and Gas
Industry 2011 PTRAC Report. Institute of Economic Affairs.

Ablo, A.D., 2012. Manning the rigs: a study of offshore employment in Ghana's oil in-
dustry (Master). The University of Bergen.

Ablo, A.D., 2015. Local content and participation in Ghana's oil and gas industry: Can
enterprise development make a difference? Extract. Indus. Soc. 2 (2), 320-327.
https://doi.org/10.1016/j.exis.2015.02.003.

Ablo, A.D., 2016. From local content to local participation? Exploring entrepreneurship in
Ghana’s oil and gas industry (PhD). University of Bergen.

Ablo, A.D., 2017. The micromechanisms of power in local content requirements and their
constraints on Ghanaian SMEs in the oil and gas sector. Norsk Geografisk Tidsskrift —
Norw. J. Geogr. 71 (2), 67-78. https://doi.org/10.1080/00291951.2017.1299213.

Ablo, A.D., Asamoah, V.K., 2018. Local participation, institutions and land acquisition for
energy infrastructure: the case of the Atuabo gas project in Ghana. Energy Res. Soc.
Sci. https://doi.org/10.1016/j.erss.2018.03.022.

Ablo, A.D., Overd, R., 2015. Networks, trust and capital mobilisation: challenges of em-
bedded local entrepreneurial strategies in Ghana's oil and gas industry. J. Modern Afr.
Stud. 53 (03), 391-413. https://doi.org/10.1017/50022278x15000385.

Auty, R.M., 1995. The resource curse thesis: minerals in Bolivian development, 1970-90.
Singap. J. Trop. Geogr. 15 (2), 95-111.

Baah-Boateng, W., 2012. Review of employment creation challenges, relevant policies
and employment promotion initiatives in Ghana. Ghana’s Employ. Challenges
123-151.

Bloch, R., Owusu, G., 2012. Linkages in Ghana's gold mining industry: challenging the
enclave thesis. Resour. Policy 37 (4), 434-442. https://doi.org/10.1016/j.resourpol.
2012.06.004.

Chuhan-Pole, P., Angwafo, M., 2011. Yes, Africa Can: Success Stories from a Dynamic
Continent. World Bank Publications.

Darkwah, A., 2013. Keeping hope alive: an analysis of training opportunities for Ghanaian
youth in the emerging oil and gas industry. Int. Dev. Plan. Rev. 35 (2), 119-134.
https://doi.org/10.3828/idpr.2013.9.

De Oliveira, R.S., 2007. Oil and Politics in the Gulf of Guinea. Columbia University Press.

Dobbs, R., Oppenheim, J., Kendall, A., Thompson, F., Bratt, M., van der Marel, F., 2013.
Reverse the curse: Maximizing the potential of resource-driven economies.

Eguavoen, 1., 2010. Lawbreakers and livelihood makers: youth-specific poverty and am-
biguous livelihood strategies in Africa. Vulnerable Children Youth Stud. 5 (3),
268-273.

Elder, S., Smith, A., 2010. Women in Labour Markets: Measuring Progress and Identifying
Challenges. International Labour Office.

Fafchamps, M., 2003. Market Institutions in Sub-Saharan Africa: Theory and Evidence.
MIT Press.

Ferguson, J., 2005. Seeing like an oil company: space, security, and global capital in
neoliberal Africa. Am. Anthropol. 377-382.

Gibbon, P., 2003. AGOA, Lesotho' ‘Clothing Miracle’ & the politics of sweatshops. Rev.
Afr. Polit. Econ. 30 (96), 315-350.

GSS, 2016. 2015 Labour Force Report. Retrieved from Accra.

Haarstad, H., 2007. Collective political subjectivity and the problem of scale. Contemp.
Polit. 13 (1), 57-74. https://doi.org/10.1080/13569770701246237.

Haarstad, H., 2009. Changing Conditions for Political Practice: FDI Discourse and
Political Spaces for Labor in Bolivia. The University of Bergen.

Haarstad, H., 2014a. Climate change, environmental governance and the scale problem.
Geogr. Compass 8 (2), 87-97.

Haarstad, H., 2014b. Cross-scalar dynamics of the resource curse: constraints on local
participation in the Bolivian Gas sector. J. Dev. Stud. 50 (7), 977-990. https://doi.
0rg/10.1080,/00220388.2014.909026.

Heilbrunn, J.R., 2014. Oil, Democracy, and Development in Africa. Cambridge University
Press.

Herod, A., 2011. Scale. Routledge, New York.

Hilson, G., 2002. Harvesting mineral riches: 1000 years of gold mining in Ghana. Resour.
Policy 28 (1), 13-26.

Hove, M., Ngwerume, E., Muchemwa, C., 2013. The urban crisis in Sub-Saharan Africa: a
threat to human security and sustainable development. Stability Int. J. Security Dev.

189

Geoforum 96 (2018) 181-189

2 (D).

Humphreys, M., Sachs, J., Stiglitz, J.E., 2007. Escaping the Resource Curse. Cambridge
Univ Press.

Karl, T.L., 2007. Oil-led development: social, political, and economic consequences.
Encycl. Energy 4, 661-672.

Klueh, U.H., Pastor, G., Segura, A., Zarate, W., 2007. Inter-sectoral linkages and local
content in extractive industries and beyond-the case of Sao Tome and Principe. IMF
Working Papers 1-49.

Kolstad, I., Wiig, A., 2009. Is transparency the key to reducing corruption in resource-rich
countries? World Dev. 37 (3), 521-532. https://doi.org/10.1016/j.worlddev.2008.
07.002.

Konadu-Agyemang, K., 2000. The best of times and the worst of times: structural ad-
justment programs and uneven development in Africa: the case of Ghana. Prof.
Geogr. 52 (3), 469-483.

Larsen, E.R., 2006. Escaping the resource curse and the Dutch disease? Am. J. Econ.
Sociol. 65 (3), 605-640. https://doi.org/10.1111/§.1536-7150.2006.00476.x.

Mahajan, V., 2011. Africa Rising: How 900 million African Consumers offer More Than
You Think. Pearson Prentice Hall.

McCaskie, T.C., 2008. The United States, Ghana and oil: global and local perspectives.
Afr. Affairs 107 (428), 313-332.

Mohan, G., Asante, K., 2015. Transnational Capital and the Political Settlement of Ghana's
Oil Economy, ESID Working Paper No 49. Available at SSRN: <https://ssrn.com/
abstract=2597189>.

Obeng-Odoom, F., 2011. The informal sector in Ghana under siege. J. Dev. Soc. 27 (3-4),
355-392.

Obeng-Odoom, F., 2014. Oiling the Urban Economy: Land, Labour, Capital, and the State
in Sekondi-Takoradi. Routledge, Ghana.

Ovadia, J.S., 2012. The dual nature of local content in Angola's oil and gas industry:
development vs. elite accumulation. J. Contemp. Afr. Stud. 30 (3), 395-417. https://
doi.org/10.1080/02589001.2012.701846.

Ovadia, J.S., 2014. Local content and natural resource governance: the cases of Angola
and Nigeria. Extractive Ind. Soc. 1 (2), 137-146. https://doi.org/10.1016/j.exis.
2014.08.002.

Ovadia, J.S., 2015. The Petro-developmental State in Africa: Making Oil Work in Angola,
Nigeria and the Gulf of Guinea. Hurst, London.

Ovadia, J.S., 2016. Local content policies and petro-development in Sub-Saharan Africa: a
comparative analysis. Resour. Policy 49, 20-30. https://doi.org/10.1016/j.resourpol.
2016.04.003.

Overd, R., 2016. Local navigations in a global industry: the gendered nature of en-
trepreneurship in Ghana’s oil and gas service sector. J. Dev. Stud. 1-14.

Panford, K., 2017. Africa’s Natural Resources and Underdevelopment: How Ghana’s
Petroleum Can Create Sustainable Economic Prosperity. Springer.

PIAC, 2016. Semi-annual report on management of petroleum revenues for the period
January to June 2016. Ghana Public Interest and Accountability Committee, Accra,
Ghana.

Siakwah, P., 2017. Actor Network Theory, globalised assemblages and the impact of oil
on agriculture and industry in Ghana. The Extractive Industries and Society.

Ramdoo, I., 2015. Unpacking Local Content Requirements in the Extractive Sector: What
Implications for the Global Trade and Investment Frameworks.

Roxburgh, C., 2010. Lions on the Move: The Progress and Potential of African Economies.
McKinsey Global Institute.

Swyngedouw, E., 2004. Globalisation or ‘glocalisation’? Networks, territories and re-
scaling. Camb. Rev. Int. Affairs 17 (1), 25-48. https://doi.org/10.1080/
0955757042000203632.

Tordo, S., Warner, M., Manzano, O., Anouti, Y., 2013. Local Content Policies in the Oil
and Gas Sector. World Bank Publications.

Whitfield, L., 2005. Trustees of development from conditionality to governance: poverty
reduction strategy papers in Ghana. J. Mod. Afr. Stud. 43 (04), 641-664.

Whitfield, L., Buur, L., 2014. The politics of industrial policy: ruling elites and their al-
liances. Third World Quart. 35 (1), 126-144. https://doi.org/10.1080/01436597.
2014.868991.


http://refhub.elsevier.com/S0016-7185(18)30247-1/h0015
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0015
http://refhub.elsevier.com/S0016-7185(18)30247-1/h9040
http://refhub.elsevier.com/S0016-7185(18)30247-1/h9040
https://doi.org/10.1016/j.exis.2015.02.003
http://refhub.elsevier.com/S0016-7185(18)30247-1/h9025
http://refhub.elsevier.com/S0016-7185(18)30247-1/h9025
https://doi.org/10.1080/00291951.2017.1299213
https://doi.org/10.1016/j.erss.2018.03.022
https://doi.org/10.1017/s0022278x15000385
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0050
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0050
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0055
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0055
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0055
https://doi.org/10.1016/j.resourpol.2012.06.004
https://doi.org/10.1016/j.resourpol.2012.06.004
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0065
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0065
https://doi.org/10.3828/idpr.2013.9
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0075
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0085
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0085
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0085
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0090
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0090
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0095
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0095
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0100
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0100
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0105
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0105
https://doi.org/10.1080/13569770701246237
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0125
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0125
https://doi.org/10.1080/00220388.2014.909026
https://doi.org/10.1080/00220388.2014.909026
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0135
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0135
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0140
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0145
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0145
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0150
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0150
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0150
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0155
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0155
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0160
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0160
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0165
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0165
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0165
https://doi.org/10.1016/j.worlddev.2008.07.002
https://doi.org/10.1016/j.worlddev.2008.07.002
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0175
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0175
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0175
https://doi.org/10.1111/j.1536-7150.2006.00476.x
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0185
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0185
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0190
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0190
https://ssrn.com/abstract=2597189
https://ssrn.com/abstract=2597189
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0200
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0200
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0205
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0205
https://doi.org/10.1080/02589001.2012.701846
https://doi.org/10.1080/02589001.2012.701846
https://doi.org/10.1016/j.exis.2014.08.002
https://doi.org/10.1016/j.exis.2014.08.002
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0220
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0220
https://doi.org/10.1016/j.resourpol.2016.04.003
https://doi.org/10.1016/j.resourpol.2016.04.003
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0230
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0230
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0235
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0235
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0240
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0240
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0240
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0255
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0255
https://doi.org/10.1080/0955757042000203632
https://doi.org/10.1080/0955757042000203632
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0265
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0265
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0270
http://refhub.elsevier.com/S0016-7185(18)30247-1/h0270
https://doi.org/10.1080/01436597.2014.868991
https://doi.org/10.1080/01436597.2014.868991

	Scale, local content and the challenges of Ghanaians employment in the oil and gas industry
	Introduction
	Oil and gas extraction and development: a scalar dilemma
	Data collection
	Overview of Ghana’s oil and gas industry and the local content law
	Ghana’s emergent oil and gas industry
	A review of the local content law and employment in the oil and gas industry

	(Un)employment in Ghana: a contextual overview
	Local content and employment in the oil and gas industry
	The experiences of Ghanaian onshore workers
	Offshore employment opportunities and outcomes for Ghanaians
	Training, capacity building and the challenge of skill transfer
	The dilemma of protecting Ghanaian employment in the oil industry
	Same job, same risks, different salaries
	Exploitation by local recruitment agencies: the view from a rig operator
	Local company’s perspective on the low wages of Ghanaian workers
	Salary disparity: a regulatory failure?


	Scale, local content and the challenge of Ghanaians employment
	Training, capacity building, and skill transfer: a scalar complexity
	Local recruitment companies, employment, and value retention

	Conclusion
	Acknowledgment
	References




