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5.1  Institutional Reforms 
The Bank undertook a fine-tuning exercise to align the institutional 
structure with the needs of the Ten-Year Strategy. It also 
developed a People Strategy to guide its human resource 
management between 2013 and 2017 with the goal of 
positioning the Bank as the most desirable workplace for 
professionals in Africa. Decentralization remained high on 
the agenda, with further refinements made to the Bank’s 
representation in its field and country offices across the continent.

Fine-tuning the organizational structure. In September 
2013, the Bank’s organizational structure was changed with 
the following objectives to: 

•  Effectively address the emerging needs and priorities as a 
result of the new Ten-Year Strategy; 

•  Facilitate the speed of decision making and control at the 
higher executive level; 

•  Attain best practice in risk management to maintain the 
Bank’s AAA credit rating; 

•  Achieve effective and efficient handling of required adjustments 
as a result of the implementation of the decentralization 
program;

•  Enhance performance management and monitoring; and 
•  Meet the targets and commitments made under both the 

GCI-VI and ADF-13 replenishment. 

Among the key changes was the creation of a new position 
of Group Chief Risk Officer in line with best practices on risk 
governance in the corporate world and in other multilateral 
development banks (MDBs). The Officer will have responsibility 
for ensuring compliance with risk-related issues with respect 
to credit, operational matters, the market, reputational issues, 
safeguards, internal controls, and business continuity. This 

Officer reports directly to the President, and exercises this 
function independently from the risk-taking departments. The 
Bank created the African Natural Resources Centre (ANRC) 
to enable it to scale up work in natural resource management, 
in light of the importance of oil, gas and other minerals in 
Africa’s emerging economy. The ANRC will work closely with 
the African Legal Support Facility (ALSF) in providing support 
to countries. 

The Bank also created departments dedicated to business 
and financial development to guide the initiation and growth 
of its business within a rapidly-changing African landscape. 
They will have an important part to play in the development of 
Africa50, described earlier, and the growth of Africa’s financial 
sector. Departments were also created in the Secretary 
General’s Complex, while a Delivery and Performance Office 
was established to manage the “Executive Dashboard” and 
provide early warning on areas of slippage. 

Additionally, the Bank upgraded the Fragile States Unit to a 
Department as noted above, to strengthen internal capacity 
in dealing with issues related to conflict-affected countries. 
The Nigerian Field Office was upgraded to a Office headed 
by a Director, to allow for more effective engagement with 
that country. The Bank also upgraded the External Relations 
and Communication Unit to a Department. Similarly a Staff 
Integrity and Ethics Department was created. A number of 
mergers and movements of staff were also made.

Decentralization. In 2013, the Bank Group increased its 
presence in Regional Member Countries (RMCs) from 34 to 37 
countries, although the number of Field Offices (FOs) remained 
unchanged at 31. The Bank now has a field presence in 
Benin, Guinea (Conakry), and Mauritania, without establishing 
Field Offices. The staff are embedded in other agencies. The 

The year saw the launch of the Ten-Year Strategy for 2013 to 2022 followed by the fine-tuning of 
the institutional structure to ensure that its goals would be achieved. This chapter reviews these 
institutional reforms and the policies and sector strategies introduced alongside the strategy. It 
also looks at the Bank’s development effectiveness and quality assurance, and activities of the 
independent operations evaluation function. The ADF-13 replenishment, a key event during the 
year, is also examined, especially the commitments made by the Bank and their implications 
for operations. The deployment of human resources is presented alongside the activities of the 
Bank’s agencies for internal control, integrity and compliance. The chapter also examines the 
issue of the Bank’s return to its Headquarters in Abidjan.
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Bank has similarly reinforced its presence in Guinea-Bissau, 
Mauritius and São Tomé & Príncipe. Of particular emphasis 
has been the need to enhance support to RMCs in fragile 
situations. Examples include designating staff for Comoros, 
Guinea-Bissau, and Somalia at Bank offices in neighbouring 
countries. 
 
During 2013, the share of professional staff based in the field 
increased to 38 percent compared to 36 percent in 2012. 
Overall, the increase in the number of field–based staff, coupled 
with the delegation of authority, led to improvements in the 
management of country portfolios. The number of projects 
managed from Field Offices is now close to 50 percent, 
compared to 44 percent in 2012. Similarly, the number of 
project supervisions led by Field Offices rose to 42 percent 
in 2013 from 32 percent in 2012.

In November 2013, the Bank initiated a mid-term review of 
the Decentralization Roadmap to assess its implementation 
and how much has been accomplished. In particular, it will 
assess the impact on: (i) portfolio management, (ii) capacity 
for field-based analytical work, and (iii) Bank participation 
in policy dialogue, donor coordination and harmonization. 
Finally, it will provide a perspective on the way forward and 
the lessons learnt.

Return to the Headquarters. The Board of Directors approved 
the budget for the “Return to Abidjan” exercise. The Board of 
Governors approved the Roadmap at the Annual Meetings 

in May 2013. The Roadmap has five key triggers: security, 
housing, office infrastructure, education, and health facilities. 
A Director for the Department overseeing the return to Abidjan 
(DIRA) was appointed and a monitoring and advisory committee 
(COSRA) was established and mandated to take any measures 
necessary to keep the process on course. The Board of 
Directors is working closely with Management to oversee the 
implementation of the monitoring matrix. It is expected that 
a large number of staff will relocate to Abidjan during 2014. 

Budget management. During 2013, the Bank continued to 
implement phase 3 of the budget reforms approved by the 
Board in 2007. The purpose of the reforms is to improve the 
budgetary planning process and to ensure that work program 
agreements between Regional and Sector Departments are 
respected. Key components include: (i) the Cost Accounting 
System; (ii) the Activity Time Recording System; and (iii) Country 
Budget Management. The budget reforms implemented so far 
have continued to provide managers with the required flexibility 
of reallocating resources to priority areas, while focusing on 
results. Moreover, by following up systematically on the extent 
to which key performance indicator targets (KPIs), for a range 
of units, are met, the budget function is now in a good position 
to link budgets to deliverables. 

Information technology. The Bank has been implementing 
its Information Technology Strategy (ITS) 2013-2016 since 
the beginning of 2013. The Strategy has six programs in 
support of the Bank’s business strategy, including its return 
to its Headquarters in Abidjan.

The implementation of the IT Strategy is on track. Notable 
progress includes the completion of the Bank’s backbone 
connecting Abidjan, Tunis, Pretoria and Nairobi, and the 
upgrading of the SAP production environment in the first 
quarter of 2013 under the Project Africa 2.0. Achievements 
in 2013 include the following:

•  The Bank’s information technology department, CIMM, has 
been revitalized, with capabilities to plan, build and run IT 
services efficiently to meet its business needs. 

•  By providing high-speed connection to the data centres 
in Tunis and Pretoria, the Bank’s backbone allows it to 
duplicate its data for a better Business Continuity Plan.

•  The introduction of modern communication IT infrastructure 
has changed the way business is conducted in the Bank. 
Staff, member countries and business partners can now 
access each other anywhere and at anytime as long as an 
Internet connection is available to them. 

•  Connectivity to systems and between staff, for sharing 
documents and collaborating on the Bank’s business, has 
significantly improved, bringing efficiency and effectiveness 
to the Bank operations.
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•  The SAP technical upgrade has provided an up-to-date 
environment to run the Bank’s core business  processes. This 
step provides the platform from which functional  process 
improvements can be launched and deployed across the Bank.

Business continuity management. In light of the challenges 
faced at its Temporary Relocation Agency (TRA) in Tunis and 
its HQ in Abidjan, the Management of Business Continuity 
is a key consideration for the Bank. Despite the occasional 
disturbances at the TRA and in the field, the Bank continued 
to meet all its important obligations vis-à-vis its stakeholders. 
Notable achievements included: (1) relocation, evacuation and/
or transfers of international staff and family members from 
the Central African Republic and Mali Field Offices following 
adverse political events there to safer locations, (2) voluntary 
relocation of TRA staff family members following events in 
Tunis, and (3) creation of a Business Continuity site in South 
Africa that is completely outfitted and has been ready for 
use since April 2013. The Bank’s Business Continuity Plan 
(BCP) preparedness has played a key role in the evaluation 
exercises of the rating agencies. They are assured of the 
Bank’s capacity to ensure business continuity in the face of 
any disruptions in its business environment. 

5.2  Policies and Strategies 
The Boards of Directors approved a number of policies, strategies 
and guidelines during 2013 to guide Bank Group operations 
in response to the rapidly-changing global environment and 
circumstances and the needs of the Bank’s clients. The new 
policies, strategies and guidelines will help operationalize the 
Bank’s Ten-Year Strategy for 2013 to 2022.

Guidelines on the Cancellation of Eligible Non-Sovereign 
Operations (approved in January 2013). The purpose of these 
Guidelines is to improve the non-sovereign operations (NSOs) 
cancellation process and its governance framework with a view 
to enhancing utilization of Bank resources. More specifically, 
they are aimed at setting out suitable criteria and procedures 
for cancellation of loans, lines of credit, agency lines, equity 
investments and guarantees. All mandate letters and transaction 
documents of all new NSOs fall under these new Guidelines, 
as regards cancellation issues. The new Guidelines have also 
cleared the way for improved facilitation and coordination on 
cancellation issues within the Bank itself as well as between 
the Bank, co-financiers and their private counterparties. As 
at end of December 2013, one equity investment project (UA 
16.5 million) and one FAPA technical assistance grant (UA 0.7 
million) had been cancelled, in line with the new Guidelines, as 
the operations had not been signed for more than 365 days.

Private Sector Development Policy (approved in May 2013). 
The Policy benefitted from the findings of the independent 

evaluation of the Bank Group’s Non-Sovereign-Guaranteed 
Operations for the period 2006-2011. The goal of the new 
policy is to enhance the private sector’s contribution to 
strong and inclusive economic growth in Africa that leads to 
economic transformation.

Independent Evaluation Strategy, 2013-2017 (approved in 
June 2013). The Independent Evaluation Strategy provides a 
roadmap for realizing the three evaluation policy objectives 
of accountability, learning, and promotion of an evaluation 
culture with the ultimate goal of enhancing the Bank’s 
development effectiveness. The strategy proposes a shift 
in product mix geared towards more country and regional 
strategy evaluations, corporate evaluations and sector and 
thematic evaluations. It also advocates a shift from stand-
alone project performance evaluations to cluster evaluations 
of projects. The strategy clarifies the Bank’s enhanced role 
in supporting the development of an evaluation culture 
across the Bank and in Regional Member Countries. The 
first of its kind among MDBs, the strategy forges the links 
needed between long-term policy goals, evaluation activities, 
evaluation skills, and resource requirements. The strategy aims 
to ensure that the independent evaluation function remains 
relevant and responsive to its internal and external drivers 
of change, as well as to the Bank and to its clients, and that 
it balances its core objectives. The strategy addresses the 
important issues of ensuring impact, quality, credibility and 
timeliness of evaluations. 

Private Sector Development Strategy (approved in July 
2013). Its thrust is threefold. First, it aims to improve Africa’s 
investment and business climate by supporting the efforts of 
countries to strengthen the legal and regulatory environment in 
relation to business, nationally and regionally. Second, it aims 
at the expansion of business access to social and economic 
infrastructure, both hard—transport, telecommunications, 
water, power systems, and fixed assets needed to provide 
education, health and sanitation, and soft—legal and regulatory 
frameworks, payments clearance and settlement systems, 
financial intermediaries and capital markets, collateral registries, 
credit rating agencies, and skills development. Third, it 
aims at the promotion of enterprise development through 
improved access to finance, skills enhancement and value 
addition. Closely aligned to the Ten-Year Strategy, further 
goals include supporting Fragile States with emphasis on 
achieving quick and tangible results. Moreover, it aims to 
put emphasis on support to women as well as to agriculture 
and rural development.

Amendment to the Bank’s Credit Policy. This amendment 
has already been discussed by the Senior Management 
Coordination Committee (SMCC), but not yet approved. 
The Policy, initially adopted in 1998, is being considered for 
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amendment to enable eligible ADF countries, on a case-by-
case basis and under well-stipulated conditions, to have greater 
access to ADB sovereign window financing. This would enable 
the Bank to respond to the high demand for non-concessional 
borrowing from ADF countries, but without compromising the 
financial stability of the Bank. When approved, the new credit 
policy will help diversify the Bank’s client base and mitigate 
concentration risk. 

5.3  Development Effectiveness and 
Quality Assurance 

During 2013, further progress was made by the Bank Group 
in its efforts to enhance the quality of operations, establish 
quality social and environmental safeguards, and strengthen 
its ability to measure and manage for development results. 

The Annual Development Effectiveness Review (ADER) 
2013 explored the theme of Africa’s transition towards a 
sustainable growth path and the Bank Group’s contribution 
to that process. The Report argues that Africa’s growth 
trajectory is closely tied to the sustainable management 
of its natural resources. It notes that strong economic 
growth has reduced income poverty, with the share of 
the population living below the poverty line falling from 
51 percent in 2005 to 39 percent in 2012. The Bank 
recognizes that a major challenge today is how to address 
rising inequality and exclusion. The Report concludes that 
through its investments in infrastructure, agriculture and 
support for regional integration, the Bank has been able 
to deliver tangible development results for Africa.

Enhancing the quality of operations. In January 2013, the 
Bank introduced an evidence-based and results-focused 
method for assessing project performance by making the 
new Implementation Progress and Results Report (IPRR) 
and the revised Project Completion Report (PCR) mandatory 
aspects of reporting. Compliance with the new systems 
and the quality of IPRRs and PCRs are monitored through 
quarterly progress reports. The Bank now has an integrated 
and comprehensive rating system that captures information 
on all public sector operations through the various phases of 
the project cycle: operational performance can be tracked 
at entry through the readiness review (RR) method, during 
implementation through the IPRR rating and at completion 

through the PCR rating. As of end December 2013, about 
66 percent of eligible public sector operations complied 
with the new rating method. The Bank’s quality-at-entry 
standards developed in 2010 were updated. The new set of 
criteria used in the readiness review became effective from 
January 1, 2014. 

Ensuring social and environmental safeguards. The Bank 
and its Regional Member Countries have put considerable 
emphasis on sustainable development, notably the protection 
of the environment and livelihoods during the development 
process. Safeguards are a powerful tool for identifying risks, 
reducing development costs, and improving project sustainability, 
with direct benefits to communities and helping to preserve 
the environment. In December 2013, the Boards adopted 
the Integrated Safeguards System (ISS)—the cornerstone 
of the Bank’s strategy to promote growth that is socially 
inclusive and environmentally sustainable. It was developed 
after extensive consultations. Five regional workshops—in 
Nairobi, Lusaka, Libreville, Abuja and Rabat—provided the 
opportunity to listen, to and address concerns raised by 
various stakeholders, including civil society. The ISS not only 
promotes best practices in these areas, but also encourages 
greater transparency and accountability. It provides a process 
for the people, especially the most vulnerable communities, 
to express their views, by providing, for example, project-level 
grievance and redress mechanisms. 

Tables 5.1 and 5.2 below use a traffic lights system to depict 
scores on the progress made at four levels. For Level 1, 
Africa’s relative performance is measured by comparing its 
progress with that of Africa’s peer group (Low-and Middle- 
income countries around the world); for Level 2 the Bank’s 
performance is measured by comparing expected and actual 
achievements for all operations that have been completed; 
for Levels 3 and 4 the Bank’s progress is measured against 
its progress in achieving its 2013 targets set out in the Bank’s 
Results Measurement Framework. Level 2 scores indicate 
that the Bank has made good progress in its support of 
Africa’s infrastructure, private sector, and skills and technology 
development. It has made moderate progress in its support 
of  governance and accountability and regional integration. A 
more detailed account is provided in Table 5.2 which presents 
the contribution the Bank is making to development through 
its operations in Africa. 
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Table 5.1
Summary Performance Scorecard, 2013 

LEVEL 1:
IS AFRICA MAKING DEVELOPMENT PROGRESS?

Inclusive growth Transition towards green growth
Economic inclusion Building resilience

Spatial inclusion Managing natural assets

Social inclusion Reducing waste and pollution

Political inclusion

Sustaining growth

LEVEL 2:
ARE AfDB OPERATIONS MAKING AN IMPACT?

Regional integration Private sector development
Cross-border transport Private sector

Cross-border energy Agriculture

Infrastructure development Skills & technology Governance & accountability
Transport Vocational training Financial management

Water Education Public sector transparency

Energy Health Competitive environment

ICT

LEVEL 3:
ARE AfDB OPERATIONS MANAGED EFFECTIVELY?

Country-level results Effective & timely operations Gender & climate change
Country engagement Learning from operations Gender-informed operations

Aid effectiveness Portfolio performance Climate-informed operations

Quality of operations

LEVEL 4:
IS AfDB AN EFFICIENT ORGANISATION?

Moving closer to our clients Engaging & mobilising staff Value for money
Decentralisation Human resources Cost-efficiency

Connectivity Gender IT services

Source: AfDB Department for Quality Assurance and Results.

Legend:

 Good progress: On average the group improved over baselines or reference groups.
 Moderate progress: Results are mixed, on average the group of indicators show moderate improvement.
 Progress stalled or regressed: On average the group of indicators stalled or regressed.
 Progress could not be measured.
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Table 5.2
How well AfDB is contributing to Africa’s Development (Level 2)  

2011-2013 2014-2016
Expected Delivered Expected

INFRASTRUCTURE DEVELOPMENT
Transport-Roads constructed, rehabilitated or maintained (km) 9,127 8,192 90% 18,904
Transport-Staff trained/recruited for road maintenance 9,280 9,506 102% 24,736
Transport-People educated in road safety, etc. 536,987 544,996 101% 1,171,568
Transport-People with improved access to transport 27,612,000 26,484,000 96% 41,659,000
of which women1 13,149,000 16,278,000
Energy-Power capacity installed (MW) 994 978 98% 2,164
of which renewable (MW) 325 324 100% 1,064
Energy-Staff trained/recruited in the maintenance of energy facilities 1,537 1,543 100% 1,729
Energy-People with new or improved electricity connections 8,542,000 9,743,000 114% 18,939,000
of which women1 4,970,000 6,667,000
Energy-CO2 emissions reduced (tons per year) 524,000 524,000 100% 2,598,000
Water-Drinking water capacity created (m3/day) 125,912 125,899 100% 300,277
Water-Workers trained in maintenance of water facilities 10,777 10,721 99% 74,441
Water-People with new or improved access to water and sanitation 8,096,000 8,261,000 102% 35,470,000
of which women1 4,180,000 18,445,000
ICT-People benefiting from improved access to basic ICT services 32,000 31,000 97% 2,738,000
of which women1 16,543 …

REGIONAL INTEGRATION
Transport-Cross-border roads constructed or rehabilitated (km) 136 129 95%  2 933 
Energy-Cross-border transmission lines constructed or rehabilitated (km) 467 465 100%  734 

PRIVATE SECTOR DEVELOPMENT
Government revenue from investee projects and sub-projects (USD million)2 1,053 1,060 101% 1,143
SME effect (turnover from investments) (USD million)2 … 208 … 600
Microcredits granted (number) 192,838 156,477 81% 34,629
Microfinance clients trained in business management 10,266 10,054 98% 34,131
Jobs created 1,043,597 1,014,000 97% 1,171,000
of which jobs for women1 254,000 281,000
People benefiting from investee projects and microfinance 4,547,134 4,560,000 100% 5,070,000
of which women1 2,394,000 1,825,000
Agriculture-Land with improved water management (ha) 76,305 52,003 68% 201,879
Agriculture-Land whose use has been improved: replanted, reforested (ha) 725,014 809,503 112% 430,760
Agriculture-Rural population using improved technology 1,012,000 1,456,000 144% 1,665,000
Agriculture-People benefiting from improvements in agriculture 17,918,000 18,896,000 105% 33,532,000
of which women1 8,522,000 17,353,000

SKILLS & TECHNOLOGY
People benefiting from vocational training 97,977 94,141 96% 78,747
of which women1 53,473 36,395
Classrooms and educational support facilities constructed 2,919 2,560 88% 1,037
Teachers and other educational staff recruited/trained 71,800 55,051 77% 22,252
People benefiting from better access to education 2,794,000 2,772,126 99% 1,117,000
of which female1 1,611,000 502,000
Primary, secondary and tertiary health centres 788 971 123% 485
Health workers trained 14,027 14,114 101% 77,445
People with access to better health services 32,292,000 28,628,000 89% 14,749,000
of which female1 18,075,000 6,275,000
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5.4  ADF-13 Replenishment
Activities related to the 13th Replenishment of the ADF (2014-
2016) were important in 2013. Consultations were held over 
three rounds, with the final round held in Paris in September 
2013. The Bank Group called on development partners to 
ensure a strong replenishment that would not only help to 
sustain growth and reduce poverty, but would also advance 
the transformation of Africa as envisioned in the Ten-Year 
Strategy. At the final meeting, participants commended the 
Fund for meeting the needs of its clients during the ADF-12 
period. There was general recognition that the Fund had made 
a tangible impact, particularly in the areas of infrastructure, 
governance, support for Fragile States, and regional integration.

Ultimately, participants reaffirmed their support for Africa’s economic 
transformation and agreed to a total replenishment level of UA 
5.345 billion for the period 2014 to 2016 (Box 5.1). Given the 
deep crisis in the world economy and the tough fiscal situation 
faced by State participants, this was a significant achievement. It 
signalled strong shareholder support for the Bank and for Africa’s 
transformation agenda. Participants welcomed the fact that African 
countries increased their role in the ADF, with Libya and Angola 
joining South Africa and Egypt as contributors to the Fund. 

Table 5.2
How well AfDB is contributing to Africa’s Development (Level 2)  

2011-2013 2014-2016
Expected Delivered Expected

GOVERNANCE AND ACCOUNTABILITY3

Countries with improved quality of budgetary and financial management 27 20 74%
Countries with improved quality of public administration 10 9 90%
Countries with improved transparency, accountability and corruption mitigation in the 
public sector 

31 23 74%

Countries with improved procurement systems 2 1 50%
Countries with improved competitive environment 14 11 79%

Source: AfDB Department for Quality Assurance and Results. 

Definitions:
… = data not available
ha = hectares 
km = kilometres
MW = megawatts 
m3 = cubic metres 
SME = small or medium-sized enterprise 
USD = United States dollars
ICT = Information and communication technology

Notes:
1  Gender disaggregated figures are extrapolated from a subset of projects that have available data with baseline and actual data built in. As more 

projects have started to include gender informed design, this data is expected to become increasingly robust and complete.
2  Original UA figures converted at 1 UA = USD 1.53.
3  The performance indicator for governance applies different thresholds. Given the nature and attribution distance, the levels for the traffic lights are 

different from other indicators: green, 75% and above, amber, 50-75%, and red, below 50%.

Legend:

 Bank operations achieved 95% or more of their targets 
 Bank operations achieved 60-94% of their targets
 Bank operations achieved less than 60% of their targets 
 Data are not available to measure performance

Box 5.1
ADF-13 Replenishment 
 

The ADF Deputies agreed on the ADF-13 replenishment level of UA 5.345 
billion. When the technical gap is excluded, the total resources available for 
the ADF-13 period, 2014-2016, amount to UA 4,820.935 million*. The speci-
fic amounts for the components of the replenishment level are as follows:

• Donor subscriptions = UA 3,789.330 million
• Supplementary contributions = UA 55.684 million
• Technical gap (12.04%) = UA 524.091 million
• Advance Commitment Capacity = UA 975.921 million
Total (ADF-13 replenishment level) = UA 5,345.026 million

Participants agreed that 21 percent of the ADF-13 resources would be 
allocated to the Regional Operations (RO) envelope, and UA 662 million 
to the Fragile States Facility (FSF). In addition, seed capital worth UA 165 
million would be provided to the new Private Sector Credit Enhancement 
Facility (PSF), which is one of the innovative financing instruments created 
to mitigate the risks associated with lending to Low-Income Countries. 

* As noted in paragraph 5.10 of the ADF-13 Report, under Burden Sharing: 
“In a replenishment, the technical gap serves to (1) accommodate the 
subscriptions of new State participants or donors; (2) allow increased or 
additional subscriptions during the life of the replenishment, without impacting 
the burden shares of all participants; and (3) offer State participants the 
flexibility to increase their burden sharing during a particular replenishment 
without exceeding the target replenishment level.”
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A set of reforms was agreed, including improving the system for 
allocating resources to ADF-eligible Regional Member Countries 
(Box 5.2); strengthening the Bank Group’s capacity to respond 
to the challenges of fragility throughout the continent; and 
leveraging ADF resources through two new innovative financing 
instruments (the ADF Partial Credit Guarantee (PCG) and the 
Private Sector Credit Enhancement Facility (PSF)). Moreover, 
under ADF-13, a revised results framework has also been 
developed for measuring and reporting development results.

5.5  Independent Evaluation of 
Bank Operations

The Operations Evaluation Department (OPEV) finalized an 
Independent Evaluation Strategy that will guide its work in 
the medium term. It also completed a number of project, 
sector, thematic, corporate and country level evaluations and 
undertook several knowledge sharing activities. 

During 2013, the Board of Directors approved the Bank Group’s 
Independent Evaluation Strategy, 2013−2017 (see section 
5.2). This Strategy aims to promote learning, accountability, 
and an evaluation culture within the Bank in support of the 
overarching goal of improving development effectiveness 
among the Bank’s Regional Member Countries. 

Compared to previous years, the number of thematic, sector, 
corporate and country strategy evaluations increased markedly, 

while those for stand-alone projects decreased. At the same 
time, attempts were made to ensure greater synergies between 
project level work and high-level evaluations by conducting 
project cluster evaluations, strategically selected to feed 
into on-going high level evaluations. Several independent 
evaluations were completed during 2013 including:

Project Level Evaluations: Road sustainability (covering 
ten road projects) and regional integration (covering four 
multinational and international projects); Thematic and 
Sector Evaluations: Independent Evaluation of Non-sovereign 
Operations, 2006-2011, Review of the Bank’s Economic 
and Sector Work, Evaluation of the Bank’s Integrated Water 
Resource Management, Institutional Strengthening Projects in 
Governance, Transport Sector, and Microfinance; Corporate 
Evaluations: Procurement (first phase), Trust Fund Management 
at the African Development Bank (2012), Additionality and 
Development Outcome Assessment, and Quality at Entry of 
public sector projects; Country Strategy Evaluations (CSEs), 
Botswana (2013), Chad (2012), and Kenya (2013).

Reinforcing feedback from evaluations into Bank operations is 
a key concern for the Bank’s independent evaluation function. 
Throughout the year, OPEV actively disseminated evaluation 
results to the Bank’s stakeholders, and engaged with, and 
shared evaluation knowledge with them. It implemented two 
key actions aimed at strengthening the uptake of evaluation 
results into the Bank’s operations: (i) designed a Management 
Action Record System (MARS) which was approved by 
the Board in October 2013. A software program for the 
implementation of the system will soon be developed; and (ii) 
finalized an Evaluation Results Database designed to facilitate 
rapid recall of lessons, recommendations, findings and ratings 
produced during self and independent evaluations of Bank 
operations. The database contains more than 1,000 lessons 
learnt, covering the period 1998-2013. 

The following key independent evaluation activities also took 
place during 2013:
 
•  Development of a departmental website to facilitate access 

to evaluative knowledge;
•  Organization of several face-to-face events under the auspices 

of the Evaluation Community of Practice, with participation 
from across the Bank, to facilitate knowledge exchange;

•  Organization of regional learning events to facilitate knowledge 
sharing among experts and beneficiaries; 

•  Development of enhanced knowledge sharing tools and 
approaches, including videos and use of social media to 
meet the needs of different target audiences; 

•  Publication of four issues of eVALUAtion Matters (a quarterly 
knowledge publication that presents different perspectives 
on development evaluations).

Box 5.2
ADF-13 Reforms – Amended Performance-Based 
Allocation (PBA) Formula

At the final meeting of the ADF-13 replenishment consultations, the Deputies 
reaffirmed that the main determinants of the PBA formula will continue 
to be country need and country performance. However, the PBA formula 
will be adjusted with the addition of the Africa Infrastructure Development 
Index (AIDI) to the formula’s current needs component to better address 
the infrastructure gap on the continent. At least 91.6 percent of ADF-13 
resources will be allocated based on country performance through direct 
PBA (62 percent), and PBA-linked set-asides (29.6 percent)—FSF Pillar 
I and Regional Operations (RO) envelopes. Additional elements of the for-
mula include provisions that:

•  Individual country allocations may not exceed 10 percent of all resourc-
es available. 

•  A minimum allocation of UA 15 million per cycle will be applied for 
all countries, with the exception of countries in transition to blend or 
ADB-only status. 

•  Each blend country will continue to receive 50 percent of what it would 
receive had it been an ADF-only country, subject to the minimum allo-
cation of UA 15 million for all ADF-eligible countries.
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Comprehensive Evaluation of the Bank. In October 2013, 
the Board’s Committee on Operations and Development 
Effectiveness (CODE) requested a comprehensive evaluation of 
the Bank’s work. It underscored the fact that the organization’s 
specific challenges, its new strategic direction, upcoming events, 
and other changes as well as ongoing work would inform such 
an evaluation. It selected an option with two separate products: 
(1) a review of the implementation of commitments—to be 
delivered in mid-2015; and (2) a comprehensive evaluation 
of development results— to be delivered in 2016. 

Implementation of GCI and ADF commitments. This evaluation 
aims to serve both accountability and learning purposes. It 
seeks to respond to GCI and ADF contributors’ request for 
independent reviews of the implementation of commitments. 
It will review the processes for agreeing and implementing 
commitments as a whole; and will look at the Bank as a whole, 
not only at issues related to one specific funding instrument.

Making a Difference in Africa – A Comprehensive Evaluation 
of the Bank’s Development Results. This evaluation aims 
to address key stakeholders’ need for better assessment 
and reporting of development results at the Bank. While 
studies have been done to address the Bank’s organizational 
effectiveness and efficiency, there is a dearth of credible 
and evidence-based information on development results 
achieved by the Bank on the ground, particularly in terms 
of final development outcomes such as real improvements 
in people’s lives; how the Bank’s development results relate 
and contribute to higher-level RMC goals in infrastructure, 
private sector or social development; and how their impact 
could be enhanced in the future, given the mandate and 
resources of the Bank and a rapidly-changing environment 
for development aid. This evaluation aims to provide answers 
to these questions and to provide lessons for the Bank going 
forward, rather than to simply record backwards.

In addition to the comprehensive evaluation, the following 
evaluations are also underway: Quality at Entry; Energy Sector 
and Food Security Evaluations; The Bank’s Assistance to SMEs 
(2013); Private Sector Equity; and Public-Private Partnerships; 
and the second phase of the Procurement Evaluation. 

5.6  Procurement and Fiduciary Services
As in previous years, the Bank’s procurement functions 
and fiduciary services touched on the design, preparation, 
appraisal, supervision and completion of all projects and 
programs financed by the Bank. Through dedicated capacity 
building, countries have received direct assistance in public 
financial management, including procurement, with positive 
impacts on other areas of the Bank’s work, such as project 
implementation and financial governance.

In 2013, the Bank Group continued to roll out its Delegation of 
Authority Matrix (DAM), a central plank in its decentralization 
efforts. But equally important was the exercise to determine 
new International Competitive Bidding (ICB) thresholds through 
empirical analyses of historical data. It is expected that the 
Bank Group will be able to make savings in procurement 
processing time of some 5.5 months per project, per year, 
through this exercise. It is also now in a position to execute the 
Agreement for Mutual Enforcement of Debarment Decisions 
having reached agreement with other MDBs on cross-
debarment. A total of 122 Bank staff received training on 
procurement issues.

In the specific area of financial management, the focus has 
been on creating guidelines to deal with the complexities 
related to working in a decentralized environment, notably in 
Field Offices, while maintaining the highest levels of fiduciary 
standards. The emphasis on timely submission of project 
audits has yielded results with on-time submission of these 
reports rising from 29 percent in 2012 to more than 90 percent 
in 2013. Along with improved timeliness, there has been a 
sharp reduction in the backlog of reporting and increases in 
the quality of the reports. Less than 10 percent of the reports 
are now rejected on quality grounds, compared to more than 
30 percent in the past. 

5.7  Intermediate Recourse Mechanisms 
and Administrative Tribunal 

The Office of the Auditor General, the Staff Integrity and 
Ethics Office, the Ombudsman’s Office, the Integrity and Anti-
Corruption Department, Compliance Review Mechanism and 
the Administrative Tribunal played important roles in the Bank 
Group as intermediate recourse mechanisms and agencies 
of corporate restraint and responsibility in 2013.

Audit. During 2013, the Office of the Auditor General reviewed 
a number of areas where Management’s attention was 
required to bring about changes in policies and procedures. 
The full automation of internal audit working papers has now 
become standard practice in the Office, with all staff trained. 
Likewise, the Office has carried out intensive training in treasury 
auditing, SAP, data mining techniques, cloud computing and 
procurement practices to raise its analytical capacity and 
efficiency. Finally, closer cooperation has occurred with other 
oversight mechanisms within the Bank with a view to paying 
close attention to all potential risks and to the formulation of 
mitigation measures. The Office has helped enhance the Bank 
Group’s capacity to bring a systematic and disciplined approach 
to the evaluation and improvement of risk management, and 
control and governance processes. In that regard, the Office 
sees its strategic objective as being an effective third line of 
defence in the prudential management of the Bank Group. 
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Staff Integrity and Ethics. During the year, a new Staff 
Integrity and Ethics Office (SIEO) was created as part of the 
fine-tuning exercise. While the new Integrity Unit is housed 
together with Ethics, the roles of the two are different. Ethics 
Officers will continue to provide advice and counsel to staff. 
Integrity staff, on the other hand, will investigate, and prosecute, 
through the Bank’s internal justice system, staff who violate 
rules or whose conduct falls short of prescribed standards. 
The exception will be cases of corruption, which will continue 
to be handled by the Integrity and Anti-Corruption Department 
(IACD). The Staff Integrity and Ethics function completes 
the Bank’s internal justice system, to defend staff rights as 
enshrined in the Bank’s rules and regulations.
 
During the year, the Bank embarked on the review of the current 
Code of Conduct, and launched a Bank-wide consultation 
process, whereby all staff members were invited to present 
suggestions for inclusion in the new Code. The Office also 
seeks to inculcate an ethical culture in every sphere of Bank 
business, both at Headquarters and in the Field Offices. In 
this respect, the Office is continuously developing, aligning 
and introducing programs aimed at reaching out to all staff 
and Management across the Bank. 

By the creation of the Staff Integrity and Ethics Office function, 
the Bank has aligned with practices in other MDBs. It is also 
a member of the Ethics and Compliance Officers Association 
(ECOA), which brings together ethics practitioners from private, 
public and international organizations, and that of the Ethics 
Network of Multilateral Organizations (ENMO).

Ombudsman. The office of the Ombudsman handled a number 
of grievances during 2013 ranging from abuse of authority to lack 
of career development and job security concerns. In all, about 7 
percent of staff at post, with a total of 167 cases, approached 
the Ombudsman for assistance in 2013. The Office was able 
to close about 63 percent of the cases brought to its attention 
in about four weeks, and the total caseload closed by year-end 
2013. The Office has also actively put in place measures to prevent 
work-related grievances before they arise. During 2013, the Office 
took part in the induction of 109 new staff and also undertook 
missions to Field Offices and Regional Resource Centres to impart 
information on the merits of the informal recourse mechanisms 
and conflict prevention in the workplace. Also important, the 
Office trained eight values promotion champions and organized 
the 2013 Conflict Competency Week. 

Integrity and Anti-Corruption. In 2013, the Integrity and Anti-
Corruption Department sought to operationalize the Cross 
Debarment Agreement which the Bank signed with other MDBs 
in 2010. It introduced a two-tier sanctions regime composed 
of a sanctions entity that is independent of the investigative 
office. The first tier, which is the Sanctions Office, is headed 

by a Sanctions Commissioner who is an external expert, and 
whose appointment was approved in February 2013 by the 
Board of Directors. The first batch of investigation reports was 
submitted to the Sanctions Commissioner in August 2013. 
The Sanctions Appeals Board (SAB) is the second tier of the 
sanctions process. It considers cases as they are received 
(on a de novo basis). At the beginning of 2013, the number 
of investigative cases brought forward from the previous year 
was 49, while the number of new cases registered during the 
year was 32, bringing the total number of cases in progress 
to 81 for 2013. 

In addition, the Bank participated in a number of seminars 
and conferences organized in Regional Member Countries, 
including at the Bank Group. Notably, in September the Bank 
hosted the 14th Conference of International Investigators at 
its TRA in Tunis. This annual meeting allowed participants 
from international organizations to discuss issues relating 
to the prevention of corruption and fraud and to share new 
techniques and know-how. Some 155 investigators attended 
the conference.

Compliance Review and Mediation. The Compliance 
Review and Mediation Unit administers the Independent 
Review Mechanism (IRM) focused on the handling of several 
mediation and compliance review cases, training of Bank staff 
and outreach to improve the visibility of the IRM. The IRM 
receives and responds to complaints from people adversely 
affected by Bank-financed projects. 

In 2013, requests were received related to the Road Support 
Project II in Tanzania and the Dakar-Diaminiadio Highway 
Project in Senegal, and these were brought to a satisfactory 
conclusion through the intermediation of IRM. Progress was 
also made in the handling of a complaint, through compliance 
review, about the Medupi power project in South Africa. Several 
of the issues raised by the people affected were resolved by 
the South African electricity public utility, ESKOM, the project 
promoter. The Boards of Directors approved a formal process 
for the IRM to monitor the action plan for this project that was 
jointly agreed by the parties involved. 

During the year, an extensive institutional outreach program 
resulted in improved awareness among Executive Directors, 
Management and other Bank staff of the mandate and function 
of the IRM. Bank staff has benefitted from training on mediation 
and problem-solving techniques. Moreover, the Bank also 
reached out to affected people, local communities, civil society 
organizations, project beneficiaries, project implementation 
units, governments and private sector entities. 

Administrative Tribunal. The Administrative Tribunal, an 
autonomous body of the Bank, performs its role as an 
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independent organ of last resort in matters of disputes between 
staff and Management, and its decisions are binding, final 
and without appeal. Over the 2012-2013 period, the Tribunal 
registered three cases, one of which was withdrawn, while the 
third case was carried forward to 2014. Apart from its judicial 
work, the Tribunal played an active role in activities of other 
Intermediate Recourse Mechanisms of the Bank in 2013 in 
order to enhance their efficacy and to avoid litigation. It also 
organized outreach programs in collaboration with the Staff 
Appeals Committee and the Staff Council through training 
and information seminars which covered seven Field Offices 
and the Bank’s Office in Abidjan, representing approximately 
250 staff in total. 

5.8  Deployment of Human Resources
The Human Resources Department, which has been at the 
centre of the many changes affecting the Bank Group in the 
recent past, continued to strengthen its client focus model 
and significantly increased its efficiency, services provision and 
support for the decentralization process. The People Strategy 
and an accompanying action plan were launched in 2013. The 
provision of critical training to Bank staff has become a key 
ingredient of the Bank’s approach to the operationalization 
of the Strategy. 

People Strategy. A key engagement in 2013 was the 
development and launch of the People Strategy 2013–
2017. It was approved by the Board in May 2013, and is 
well aligned with the Bank’s Ten-Year Strategy. It has four 
pillars: leadership; performance and accountability; employee 
engagement and communication; and developing a workforce 
of the future. The action plan to operationalize the People 
Strategy was also launched. Its goal is to position the Bank 
as the employer of choice for those working on African 
growth and development. 

Subsequently, the Bank completed a staff survey in November 
2013, based on the four pillars of the People Strategy. The 
survey will enable the Bank to assess how well managers 
are delivering on the People Strategy and also form the basis 
for performance contracts. Preliminary results of the staff 
survey indicate that the Bank has made steady and significant 
improvement since the “fully-fledged” Staff Survey of 2007, 
in areas such as (i) AfDB as a place of work; (ii) sense of 
accomplishment that the job provides to staff; (iii) clarity about 
expectations; and (iv) whether AfDB inspires the best output 
from staff. It also indicates that the Bank’s mission continues 
to be a source of pride and inspiration, and Bank staff feel 
that the Institution inspires them to do their best.

Human Resource Action Plan. The Bank is preparing a Human 
Resource Action Plan to set targets for what is  expected in 

terms of deliverables from the People Strategy. In terms of 
targets, the Bank has achieved a 7.9 percent vacancy rate 
for professional level positions, better than the target of 9 
percent for end-December 2013. 

In 2013, the Human Resources Business Partners scheme 
was reinforced through continuous training and now provides 
dedicated services to all Complexes. Efficiency in meeting 
staffing needs was enhanced with a new recruitment strategy 
pilot scheme. The time taken to fill a vacancy was reduced 
by 23 percent. The Bank staff complement increased by 4.1 
percent to 2065 at end-December 2013, including 1,387 
professional staff, 27.4 percent of whom were female, and 
678 general service staff (41 percent male). There were 19 
Executive Directors and 39 Advisors at post. Female Managerial 
staff including two Vice Presidents totalled 44 (25.6 percent 
of Managerial Staff). See Table 5.3 for the details. 

Staff training has been a key human resource development 
activity at the Bank. The goal has been to maximize the impact 
of the training budget on Bank operations and programs. 
Several training packages were introduced through in-house 
and on-site activities in 2013, the focus being on enhancing 
staff competences, ensuring peer-to-peer learning, and transfer 
of knowledge. The broader goal is to create communities of 
learning at the Headquarters and in the field that will translate 
these learning opportunities into an internal Bank resource for 
ideas and skills development. The Knowledge and Learning 
Management System has provided access to learning and 
training in all areas of Bank operations, to a broad spectrum 
of staff members.

Return to Abidjan. The decision to return to the Bank’s 
Headquarters in Abidjan has been an important preoccupation 
for Bank Management, and the Human Resources Department, 
touching on many of its activities and those of the rest of 
the Bank Group. The Bank held several town hall meetings 
and familiarization exhibitions for the benefit of staff and their 
families, and involving key stakeholders from Abidjan (schools, 
banks, service providers, relocation agencies, real estate 
agencies and logistics experts). The Bank has also provided 
important feedback to staff on preparations for the return and 
has undertaken reconnaissance visits to Abidjan to establish 
the level of preparedness with respect to accommodation, 
schools, medical facilities and the social environment. Moreover, 
conscious of the emotive nature of the exercise, regular and 
well-crafted communications on issues pertaining to the 
return have been undertaken, particularly to inform staff on 
progress, allay fears and manage staff concerns. A handbook 
on “arriving and living” in Abidjan has also been compiled. 
Besides, the Bank also continued to provide support for 
the decentralization agenda, particularly with regard to staff 
working conditions in Fragile States. 

Chapter 5 Institutional Reforms and Corporate Management

Annual Report 201360



Table 5.3
Staffing Ratio by Country (Management, Professional and General Services Staff) as of December 31, 2013 

Regional Member Countries 

Management and Professional Staff Other Bank Staff
At post as of December 31, 2013 At post

 VP/EL3  Dir.  Man.  Other PL 

Field Office Based Staff

 Total 
 EL/ PL 

 % of 
 total 

 PL 

 GS Staff 
SABD

Advisors 
to EDs

International 

Local PL 
HQ Reg 

GS
FO Local 

GS Res Rep  PL 
Algeria  -  -  -  11  1  -  2  14 1.0%  6  5  1 
Angola  -  -  -  1  -  -  2  3 0.2%  -  5  - 
Benin  -  -  3  22  -  5  -  30 2.2%  20  -  - 
Botswana  -  1  -  4  -  6  -  11 0.8%  -  -  - 
Burkina Faso  -  2  2  36  1  3  6  50 3.7%  20  7  - 
Burundi  1  -  2  9  -  1  3  16 1.2%  -  4  - 
Cabo Verde  -  -  -  -  1  -  1  2 0.1%  1  -  - 
Cameroon  1  3  6  30  3  4  7  54 4.0%  9  10  1 
Central African Republic  -  1  -  2  -  -  2  5 0.4%  -  5  - 
Chad  -  -  -  9  1  2  5  17 1.3%  7  7  - 
Comoros  -  -  -  2  -  -  -  2 0.1%  -  -  - 
Congo  -  1  1  8  -  1  -  11 0.8%  -  -  - 
Côte d'Ivoire  -  4  4  72  1  7  -  88 6.5%  116  -  1 
Democratic Republic of Congo  -  2  -  4  1  -  8  15 1.1%  4  9  1 
Djibouti  -  -  2  4  -  2  -  8 0.6%  -  -  - 
Egypt  1  1  -  10  -  1  7  20 1.5%  -  7  2 
Equatorial Guinea  -  -  -  -  -  -  -  - 0.0%  -  -  - 
Eritrea  -  -  -  -  -  1  -  1 0.1%  1  -  - 
Ethiopia  -  -  4  16  -  6  12  38 2.8%  6  7  - 
Gabon  -  -  -  4  -  3  5  12 0.9%  2  6  1 
Gambia  -  2  2  14  1  2  -  21 1.6%  -  -  - 
Ghana  1  1  2  22  -  9  7  42 3.1%  27  7  1 
Guinea  -  -  1  10  -  2  -  13 1.0%  7  -  1 
Guinea Bissau  -  -  -  3  -  2  -  5 0.4%  -  2  - 
Kenya  -  -  3  36  1  8  10  58 4.3%  8  9  - 
Lesotho  -  -  -  3  -  2  -  5 0.4%  -  -  1 
Liberia  -  -  -  4  -  -  2  6 0.4%  1  5  - 
Libya  -  -  -  1  -  -  -  1 0.1%  -  -  2 
Madagascar  -  -  -  7  -  -  6  13 1.0%  1  8  1 
Malawi  -  -  -  12  1  7  6  26 1.9%  1  7  1 
Mali  -  -  3  19  1  5  8  36 2.7%  6  8  - 
Mauritania  1  -  -  8  2  3  -  14 1.0%  1  -  - 
Mauritius  -  1  1  7  -  -  -  9 0.7%  -  -  1 
Morocco  -  2  -  9  1  -  7  19 1.4%  3  6  - 
Mozambique  -  -  -  -  1  2  8  11 0.8%  -  8  - 
Namibia  -  -  -  1  -  -  -  1 0.1%  -  -  - 
Niger  -  -  3  9  -  2  -  14 1.0%  2  -  1 
Nigeria  1  4  5  38  -  4  10  62 4.6%  21  8  2 
Rwanda  -  -  2  16  -  5  7  30 2.2%  3  7  1 
São Tomé & Príncipe  -  -  -  1  -  -  -  1 0.1%  -  -  - 
Senegal  -  -  7  28  1  7  10  53 3.9%  10  8  - 
Seychelles  -  -  -  -  -  -  -  - 0.0%  -  -  - 
Sierra Leone  -  -  -  9  1  1  8  19 1.4%  7  5  1 
Somalia  -  -  -  1  -  -  -  1 0.1%  -  -  - 
South Africa  2  -  1  7  -  3  1  14 1.0%  -  6  - 
Sudan  -  -  3  4  -  2  5  14 1.0%  -  6  - 
Swaziland  -  -  -  -  -  1  -  1 0.1%  -  -  1 
Tanzania  -  -  1  15  -  4  9  29 2.2%  3  6  1 
Togo  -  -  1  6  -  2  2  11 0.8%  7  5  1 
Tunisia  -  1  2  31  1  2  -  37 2.7%  157  -  1 
Uganda  1  2  -  18  1  12  8  42 3.1%  2  5  - 
Zambia  -  1  5  11  1  7  6  31 2.3%  -  6  - 
Zimbabwe  1  -  1  16  1  5  1  25 1.9%  3  6  1 
Total Regional Member Countries  10  29  67  610  23  141  181  1,061 78.7%  462  200  25 
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Table 5.3 (continued)
Staffing Ratio by Country (Management, Professional and General Services Staff) as of December 31, 2013 

Non Regional Member Countries

Management and Professional Staff Other Bank Staff
At post as of December 31, 2013 At post

 VP/EL3  Dir.  Man.  Other PL 

Field Office Based Staff

 Total 
 EL/ PL 

 % of 
 total 

 PL 

 GS Staff 
SABD

Advisors 
to EDs

International 

Local PL 
HQ Reg 

GS
FO Local 

GS Res Rep  PL 
Argentina  -  -  -  -  -  -  -  - 0.0%  -  -  1 
Austria  -  -  -  2  -  -  -  2 0.1%  -  -  1 
Belgium  -  1  1  5  -  1  -  8 0.6%  -  -  1 
Brazil  -  -  -  -  -  -  -  - 0.0%  -  -  - 
Canada  1  1  -  33  1  7  -  43 3.2%  2  -  - 
China  -  -  1  4  -  1  -  6 0.4%  -  -  1 
Denmark  -  1  -  4  -  1  -  6 0.4%  -  -  - 
Finland  -  -  -  2  -  -  -  2 0.1%  -  -  - 
France  -  3  8  54  2  7  -  74 5.5%  9  -  - 
Germany  -  -  -  13  -  3  -  16 1.2%  1  -  - 
India  -  3  -  13  -  1  -  17 1.3%  -  -  1 
Italy  -  -  -  7  -  -  -  7 0.5%  -  -  1 
Japan  -  1  -  7  -  1  -  9 0.7%  -  1  - 
Korea (Republic)  -  -  -  3  -  1  -  4 0.3%  -  -  - 
Kuwait  -  -  -  -  -  -  -  - 0.0%  -  -  1 
Netherlands  -  -  -  4  -  -  -  4 0.3%  -  -  1 
Norway  -  -  -  -  -  1  -  1 0.1%  -  -  - 
Portugal  -  -  -  4  -  1  -  5 0.4%  -  -  1 
Saudi Arabia  -  -  -  1  -  -  -  1 0.1%  -  -  - 
Spain  -  -  1  5  -  -  -  6 0.4%  -  -  1 
Sweden  -  1  -  3  1  -  -  5 0.4%  -  -  1 
Switzerland  -  -  -  5  -  1  -  6 0.4%  -  -  1 
United Kingdom  1  3  2  14  -  1  -  21 1.6%  2  1  - 
United States of America  -  3  6  29  -  6  -  44 3.3%  -  -  2 
Total Non Regional Member Countries  2  17  19  212  4  33  -  287 21.3%  14  2  14 
Grand Total  12  46  86  822  27  174  181  1,348 100%  476  202  39 

Number of Female Staff per Category  4  7  25  264  8  29  33  370  310  89  15 
Percentage of Female  
Staff per Category 33.3% 15.2% 29.1% 32.1% 29.6% 16.7% 18.2% 27.4% 65.1% 44.1% 38.5%

Source: AfDB Human Resources Management Department.

Notes:
VP / EL3: including Vice Presidents and Directors with grade EL3; Dir.: Directors (including employees with grade EL4 and EL5); Man: Managers (including 
Division Managers and Head of Units); Res Rep: Resident Representative; FO: Field Offices; HQ: Headquarters; PL: Professional Level; EL: Executive Level; 
GS: General Staff; SABD: Staff Assigned to the Boards of Directors; Reg.: Regular Staff.
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