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Executive Summary   

 

In line with its previous medium-term strategies and its present Ten Year Strategy (2013-2022), 

the African Development Bank remains committed to the decentralization of its country 

operations. The goals are to align the Bank’s operations more closely to the needs and systems of its 

Regional Member Countries, promote deeper policy and sector dialogue, develop new business 

opportunities, improve donor coordination, enhance the efficiency and effectiveness of its 

interventions, and enhance impact in the countries in which the Bank intervenes.  

 

An external Mid-Term Review of the Roadmap implementation was undertaken in 2014 to 

assess progress and make recommendations to enhance and fine-tune the Bank’s 

decentralization program as needed. At the same time, separate reviews of the Bank Group’s 

Fiduciary Risks and Safeguards in the context of the decentralization and the Organization and 

Operations of the Pilot Regional Resources Centers in East and Southern Africa established in 2012 

were also undertaken. The reports concluded that decentralization has served the Bank and its 

Regional Member Countries well but that refinements were needed in some areas, including portfolio 

management and delegation of authority.  

 

Despite these positive achievements, the Bank continues to face many challenges in meeting the 

development agenda of its Regional Member Countries (RMCs), including helping them to spur 

sustainable growth and reduce poverty levels. In addition, the Bank’s capabilities are still too 

heavily concentrated at its headquarters, diminishing the ability to make development impact, because 

it has left regions and countries without the full resources or accountability required to develop 

business and to optimally manage the existing portfolio. Many of the Bank’s processes are in need of 

reform. They are overly complex and take much longer than those of the Bank’s peers, which impacts 

on the time it takes to process projects and respond to requests from its clients. This raises costs and 

reduces productivity for the Bank compared with peers, and worst of all, it reduces its ability to deliver 

developmental impact across the continent diminishing and its competitiveness. The Bank is also 

constrained by limited human and financial resources to meet Regional Member Countries’ needs 

and to provide greater development leadership on the ground, as most of the decisions are referred 

back to and taken at the Headquarters.  

 

To address these concerns, the Board of Directors approved a new Development and Business 

Delivery Model (DBDM) in April 2016. The new DBDM is aimed at: (I) consolidating the Bank's 

achievements and repositioning the institution for greater effectiveness and efficiency to deliver on 

the TYS’ High 5s, and the SDGs; (ii) ensuring the financial sustainability of the Bank and meeting 

the evolving development challenges of its RMCs; and (iii) providing leadership, particularly, in areas 

where it has or can develop comparative advantage as well as areas mandated to it by RMCs and the 

international community. Management will also take steps to contain the incremental costs of 

decentralization. 

 

The updated Decentralization Action plan Bank is inextricably tied to the DBDM and its 

implementation. It does not envisage a wholesale revision of the Bank’s decentralization strategy, 

but is aimed at adjusting the decentralization process that has made good progress and that has the 

potential of improving significantly the quality of the Bank’s operations in its Regional Member 

Countries. The proposals start with actions to operationalize the proposed DBDM for decentralization 

over the period 2016-2018, and include preliminary projections of the costs associated with 

implementing the DBDM. Consequently, the Board is invited to consider and: (I) endorse the 

proposed update of the Action Plan for Decentralization; and (ii) approve the criteria for establishing 

and adjusting country presence under this new Bank delivery model. 
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1. Introduction 

 

1. In line with the goals set out in previous medium-term strategies,  the  2013-2022 Ten 

Year Strategy (TYS) and the recently approved Development and Business Delivery Model 

(DBDM), the African Development Bank remains committed to the decentralization of its country 

operations in order to align them more closely to the needs and systems of its Regional Member 

Countries (RMCs), promote deeper policy and sector dialogue with its stakeholders, develop new 

business opportunities, improve donor coordination, enhance the efficiency and effectiveness of its 

operations, and enhance impact in the countries in which the Bank intervenes.1  

 

2. The decentralization of the Bank’s operations began in 1999, when the Bank’s Board of 

Directors approved, on a pilot basis, the establishment of three country offices and two regional 

offices. Since then, the Bank has considerably expanded its country presence. It has also deployed 

about 30 percent of its staff to country offices and recruited local professional and support staff. To 

support the decentralization process, the Bank created in 2011, the Permanent Committee on the 

Review and Implementation of the Bank’s Decentralization Strategy (PECOD) to coordinate the 

decentralization process.  

 

3. The Decentralization Road-map and the Action Plan, approved by the Board of 

Directors in 2011 have guided the Bank’s decentralization program.2 The principal objective of 

the Roadmap was to strengthen and improve the Bank’s decentralization process. The Bank’s 

Decentralization Roadmap was built on three pillars:  Strengthening Field Offices; Expanding the 

Bank’s Presence in Fragile States; and Consolidating the Bank’s Regional Capacity. The Roadmap 

also identified a number of policy and operational actions that the Bank would take to support the 

decentralization program. These included: implementation of the Delegation of Authority Matrices 

(DAM); actions to minimize the fiduciary risks of decentralization; and  strengthening essential 

services, such as human resource (HR) management, information and communications technology 

(ICT), and general services.  

 

4. An external Mid-Term Review of the Roadmap implementation was undertaken in 2014 

to assess progress and make recommendations to enhance and fine-tune the Bank’s 

decentralization program as needed.3 At the same time, separate reviews of the Bank Group’s 

Fiduciary Risks and Safeguards in the context of the decentralization4, and baseline perception study 

and performance assessment of the two Pilot Regional Resources Centers in East and Southern Africa 

were also undertaken5. The reports concluded that decentralization has served the Bank and its 

Regional Member Countries well but refinements were needed in some areas, including portfolio 

management.  

 

5. Important challenges remain: Despite these positive achievements, the Bank continues to 

face many challenges in meeting the development agenda of its RMCs, to help spur sustainable 

growth and reduce poverty levels. In addition, the Bank’s capabilities are still too heavily 

concentrated at its headquarters, diminishing the ability to make development impact, because it has 

left regions and countries without the full resources or accountability required to develop business 

                                                        
1 See “AfDB, Ten Year Strategy, 2012, p.26. 
2See “Decentralization Roadmap – Final Version” (ref. ADB/BD/WP/2010/64/Rev.4 and 

ADF/BD/WP/2010/38/Rev.4), April 2011. 
3 Dalberg, “Mid-Term Review of the AfDB Decentralization Roadmap 2011-2015” (ref. 

ADB/BD/WP/2010/64/Rev.4/Add.4 and ADF/ADBWP/2010/38/Rev.4/Add.4), May 2014. 
4 PWC, “Review of the African Development Bank Group Fiduciary Risks and Safeguards in the context of the 

Decentralization Roadmap”, (ref. ADB/BD/WP/2010/64/Rev.4/Add.5 and ADF/BD/WP/2010/38/Rev.4/Add.5), June 

2014. 
5 Review of the Two Pilot Regional Resource Centers (RRCs) (ref. ADB/BD/IF/2015/46 and ADF/BD/IF/2015.75), June 

2015. 
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and ensure the achievement of results on the ground. Many of the Bank’s processes are in need of 

reform. They are overly complex and take much longer than those of the Bank’s peers, which results 

in many projects being delayed. This raises costs and reduces productivity for the Bank compared 

with peers. More importantly, they reduce the Bank’s ability to deliver developmental impact across 

the continent. The Bank is also constrained by limited human and financial resources to meet the 

needs of RMCs and to provide greater development leadership. 

 

6. Moreover, the Bank does not always have the right leadership and effective teams on the 

ground in country and regional offices. The lack of appropriate senior leadership on the ground in 

the countries and in the regions compromises the ability of the Bank to lead on policy dialogue. It 

also reduces the influence and overall effectiveness of the Bank on the ground, as most of the 

decisions are referred back to and taken at the Headquarters. Therefore the Bank is unable to adjust 

rapidly to the changes in realities on the ground in discussions with regional member countries, other 

development partners, civil society and the private sector. Furthermore, as currently configured, the 

country offices are not appropriately rationalized with regard to the levels of staff needed, or sector 

expertise that must be on the ground to drive the business operations. In addition, there are inadequate 

numbers of task managers as well as sector managers, to effectively drive the operational delivery 

and speed of execution of the Bank. The Bank is not always perceived as a knowledge institution that 

influences and helps to shape economic and sector policies and strategies. 

 

7. To address these concerns, the Board of Directors approved a new Development and 

Business Delivery Model (DBDM) in April 2016. The impetus behind reforms to the Bank’s new 

DBDM are the need to: (I) consolidate the Bank's achievements and reposition the institution for 

greater effectiveness and efficiency to deliver on the TYS’ High 5s and the SDGs; (ii) ensure the 

financial sustainability of the Bank and meet the evolving development challenges of RMCs; and (iii) 

provide leadership, particularly, in areas where it has or can develop comparative advantage as well 

as areas mandated to it by RMCs and the international community.   

 

8. The purpose of this document is to present for the Board’s consideration, an Updated 

Action Plan for the Bank’s Decentralization Program that is in line with the DBDM.  The goal 

is to enhance the effectiveness and efficiency of the Bank’s region and country-based operations, and 

enable it to achieve its TYS goals by refocusing and streamlining the decentralization program in line 

with the approved new structure of the Bank. The update draws on the lessons learnt from the 

implementation of the decentralization program, the findings from the independent reviews noted 

above, and the guidance provided by the Board of Directors during the extensive discussions held 

over the last 18 months.  

 

2. Decentralization Progress and Challenges  

 

9. Human resource capacity in the field has been significantly strengthened but more needs 

to be done to ensure an adequate skills mix in the RRCs and country offices.  As of the end of 

2015, the staff complement in the country and regional offices has increased significantly since 2009. 

The total number of budgeted field posts, as of the end of 2015, stood at 593 compared to 324 in 2009. 

The proportion of budgeted professional posts to the total budgeted operations professional staff stood 

at 40.6 percent – in line with the Roadmap target of 40 percent by 2015. 

 

10. Operations departments have decentralized their staff at varying paces but regions do 

not have the critical mass of staff, the right skills mix, and the level of authority to deliver better 

development outcomes. The pace of staff deployment to the country and regional level offices has 

been affected by both the unwillingness of staff to be relocated from the Headquarters reflecting a 

lack of a clear career path in the field and reluctance of key departments like energy, climate change 

and the private sector development to decentralize sufficient staff across the RRCs and country offices. 
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Overall, these factors have resulted in understaffing of the RRCs in some key sectors most notably in 

the energy and private sectors, while there is overstaffing in others relative to country portfolio 

management needs. The varying pace of decentralization of staff has also resulted in the shortage of 

professional staff (at the PL3 level and above) for some key sectors in the RRCs. This has limited the 

ability of the Bank to fully decentralize its operations. As a result, almost half of all project related 

tasks are still managed from Headquarters. 

 

11. The Delegation of Authority Matrices (DAM) marked a major step forward in 

delegating more authority to staff in country offices and regions.  Management issued a revised 

DAM in 2012 as a ‘living document’ that would be adjusted periodically as needed. Experience with 

implementing the DAM has indicated the need for further delegation of authority to adjust some of 

the delegated authorities, particularly with respect to project procurement. There is also a need to 

reduce a number of review and approval steps that have proven to be redundant. In addition, there is 

the need to align the Bank’s SAP system with the changes in the DAM. Further revisions may, 

however, be required to align it to the changes that are likely to be introduced with the review of the 

business processes and the operationalization of the DBDM.  The review of the Bank’s business 

processes has only recently been launched with the establishment of the Delivery Accountability and 

Process Efficiency Committee (DAPEC).  

  
12. The Bank performed well and has exceeded important key performance indicators 

(KPIs) for portfolio management in the regions between 2009 and 2015, but business 

development and disbursements have stalled. Annual supervisions by country offices have 

increased from 40 to 53 percent, projects task managed from the field have increased from 16 to 60 

percent, and the proportion of projects at-risk in the active portfolio decreased significantly from 31 

to 13.3 percent. Improvement is needed in reducing the time between project approval and first 

disbursement which stood at 18.8 months in 2015 compared to 11 months in 2009. While 

improvements in this KPI are dependent, in part, on timely action by governments, more effort is 

required of staff in the field to improve sector analytical works which are instrumental for higher 

quality-at-entry of projects, especially private sector projects which have the longest lead times. This 

is crucial to ensure that the intended development impact is achieved within the planned timeframe. 

 

13. Significant increases in overall Bank analytical work was registered since 2009, but 

country and region-based analytical work has consistently fallen below targets.6 In the area of 

field-based analytical work and, in particular, Economic and Sector Work (ESW), the synergy that 

had been expected to develop between the work of country economists and the ECON complex has 

yet to be fully realized. Moreover, reduced budgetary resources have compelled the Bank to allocate 

resources to more pressing operational needs with funding for ESW consequently curtailed. This has, 

in turn, resulted in the financing of ESW being highly dependent on Trust Fund resources.  

 

14. The Bank is increasingly coordinating its interventions with other development partners 

but there is a need to leverage growing partnerships for funding the TYS’ High 5s. It has made 

significant improvements in meeting the Paris Declaration targets by increasing its use of country 

systems and decreasing the number of parallel project implementation units. Bank representatives at 

the country level are also chairing important donor coordination groups. Looking forward, the 

challenge facing the Bank is leveraging these growing partnerships it is building with RMC 

governments and other donor partners at the country level to scale up funding for the High 5s, improve 

portfolio management, grow its business, and enhance its development effectiveness.  

 

                                                        
6 The targets for field-based analytical work comprise targets for: (1) Regional Integration Strategy Papers (RISPs); (2) 

Country Portfolio Performance Reviews (CPPRs); (3) Economic and Sector Work (ESW); (4) Country Strategy Papers 

(CSPs); and (5) Policies and Papers.  
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15. Fiduciary risks and safeguards are well managed but will continue to require continuous 

monitoring and strengthening. In terms of Fiduciary Risks and Safeguards, the Bank commissioned 

Price Waterhouse Coopers (PwC) to review fiduciary risks and safeguards in the context of the 

decentralization program.7 The study found that: (I) the Bank’s fiduciary risk framework is rated 

globally as partially defined; (ii) decentralization is still a “change in progress” but no increase in risk 

exposure has been observed; (iii) risk awareness and understanding level remain very heterogeneous; 

(iv) the Bank has in place three lines of defense but the second line (Group Risk Management 

Function) is not strong enough; (v) an enhanced dialogue (among the many stakeholders) and the 

definition of a common policy are much needed; (vi) most of the administrative budget remains 

managed at the Headquarters level; and (vii)  processes in place for corporate budget include adequate 

control levels. 

 

16. The total upfront costs associated with decentralization have increased substantially as 

the Bank opened new offices and deployed more of its Headquarters based staff to the field. The 

growth, while slow in the initial years, has accelerated between 2011 and 2013 reflecting in part the 

establishment of the two RRCs. The main cost drivers of decentralization are staff benefits, other 

employee expenses, and accommodation/office occupancy. The rise in the total costs of 

decentralization is a reflection of the increased pace of decentralization and is, therefore, to be 

expected. However, two elements need to be closely monitored: (i) avoiding duplication of functions, 

and (ii) incremental costs associated with decentralization. These are essential to ensure  the value for 

money  promised by decentralization  is indeed realized. It is important to keep in mind that while 

decentralization will inevitably entail some level of incremental costs, the benefits for the Bank and 

its Regional Member Countries are high. Decentralization will also generate some savings: (i) costs 

associated with mission travel; (ii) change in the staffing mix by substituting local for international 

professional staff where appropriate; and (iii) operating from a lower costs base than Abidjan.   

 

3. Updating the Decentralization Action Plan 

 

17. In the new DBDM, Management has identified a series of core principles to drive the 

organisational changes following a detailed diagnostic of the Bank’s current performance. The 

first set focuses on aligning the structure with the strategic objectives of the TYS for achieving 

inclusive and green growth, and the High 5 priorities of the TYS to accelerate delivery and 

development impacts. The second set of principles focuses on bringing the Bank closer to its clients 

and more efficiently and effectively into the regions and countries. This will be achieved by increasing 

the presence of senior leadership on the ground, putting the right people in the right positions and 

recruiting the right caliber and quality of staff to more effectively drive the business and development 

impacts of the Bank on the ground. Finally, a third set of principles focuses on improving 

organizational effectiveness through faster decision-making, avoidance of duplication of functions, 

greater transparency and a stronger performance culture. 

 

18. The updated Action plan of the Bank is inextricably tied to the DBDM and its 

implementation. It does not envisage a wholesale revision of the Bank’s decentralization strategy 

but it is aimed at adjusting a decentralization process that has made good progress and that has the 

potential of improving significantly the quality of the Bank’s operations in its Regional Member 

Countries. The proposals start with actions to operationalize the proposed DBDM for decentralization 

over the period 2016-2018, and include preliminary projections of the costs associated with 

implementing the DBDM.  

 

                                                        
7 PWC, “Review of the African Development Bank Group’s Fiduciary Risks and Safeguards in the context of the 

Decentralization Roadmap”, (ref. ADB/BD/WP/2010/64/Rev.4/Add.5 and ADF/BD/WP/2010/38/Rev.4/Add.5), June 

2014. 
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19. Management believes that there is a strong case for further strengthening the 

architecture of Bank’s business delivery model and decentralization. This will require the 

following actions: (i) strengthening the presence of the Bank at the regional level; (ii) right-sizing the 

offices at country and regional level; (iii) reconfiguring the role, functions and relations of the sector 

departments at Headquarters in response to the enhanced decentralization; and (iv) establishing the 

Regional Development, Integration and Business Delivery (RDIBD) hubs.  

 

20.    Table 1 shows the consolidated implementation timeline of the Updated Action Plan. 
The proposed actions are sub-divided by major categories and a broad timeline for implementing 

them over the three-year period between 2016 and 2018. The Implementation of the Action Plan is 

aligned with the roll out of DBDM (see Annex I) which presents the roll out of structural changes at 

the regional, sectoral and corporate level).  The establishment of the five RDIBD hubs will commence 

in 2016 and be concluded in 2017.  To ensure effective execution of the revised DAM, Management 

will commence the training of staff and management on the implementation of the current DAM 

while working to align the revised DAM with the new DBDM and the revised business processes (i.e. 

alignment with the SAP), including the  operationalization of the new procurement framework.  A 

number of enabling policies and guidelines particularly relating to the roll out of the DBDM will be 

updated or developed in 2016 under the leadership and coordination of the Transformation 

Management Team (TMT).  Other actions to be prioritized in 2016 and onward will include  reinforce 

the fiduciary safeguards, creating awareness and managing risks, rationalizing and managing 

administrative costs, finalizing and implementing the new Results Measurement Framework, 

strengthening  knowledge generation and management  relationships, and signing and managing 

performance contracts. A Detailed Action Plan will be rolled out by the TMT after its inception to 

ensure a One Bank approach to establishing the DBDM. 

  

Table 1.   

Sequencing of Planned Actions 

 ACTION 2016 2017 2018 

 Operationalizing the RDIBD Hubs 

1 Operationalize Communication Plan for Bank Staff    

2 Reassess country presence and typology needs    

3 Map sector and technical staff to regional hubs    

4 Operationalize the East, North and Southern Africa Region Hubs    

5 Operationalize the Central and West Africa Region Hubs    

 Rolling-out the Delegation of Authority (DAM) 

6 Move responsibilities from HQ to regions    

7 Revise DAM    

8 Align SAP with revisions to the DAM    

9 Set service standards    

10 Establish a Help Desk    

11 Train staff on SAP/DAM manual    

 Optimizing Capacity and Cost Effectiveness 

12 Review options for strategic use of long-term consultants    

13 
Review of benefits and allowances for staff working from regional 

hubs and country offices 
   

14 Review Headquarters footprint    

 Enabling Policies and Services 

15 Align the Operations Manual to the RDIBD Complex mandate    

16 
Streamline and automate business processes for RDIBD Complex 

efficiency in line with the 2017-2020 ICT Strategy 
   

17 Revise staff rotation and reintegration policies     
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 ACTION 2016 2017 2018 

18a 
Develop and implement guidelines on right-sizing staff in regional 

hubs and country offices  
   

18b 
Develop and implement guidelines to right-sizing regional hub and 

country office facilities  
   

 Reinforcing Fiduciary Risks and Safeguards 

19 Train staff on the new Procurement Policy and Guidelines    

20 Implement fiduciary and operational risk mitigating measures     

 Enhancing the Bank’s Delivery  

21 
Develop new working relations for country economists and ECON 

for improved analytical work 
   

22 
Align 2017-2019 Results Measurement Framework indicators to 

RDIBD Complex mandate  
   

23 
Establish and implement the system of performance contracts with 

regional and country managers 
   

 Fully Mainstreaming Decentralization 

24 
TMT oversight of the planning, implementation, and follow-up of 

the new operating arrangements  
   

25 
Implementation progress reporting on the RDIBD Hubs 

transformation and development impact (semi-annually) 
   

 

3.1. Strengthening the Bank’s Presence at the Regional Level 
 

21. The two pilot RRCs hubs have shown the many advantages of what could be described 

as a “hub and spoke system”. In restructuring the organization, Management’s first major objective 

is to build regional capabilities and bring responsibility for client activities closer to the regions 

transferring appropriate functions from Headquarters to the RDIBD hubs. To achieve this, 

Management has proposed the creation of five RDIBD hubs, each run by a Director General: Southern 

Africa, North Africa, West Africa; East Africa, and Central Africa (see Figure 1 and Annex II for the 

terms of reference). In terms of timing, the roll out of these RDIBD hubs will be sequenced as already 

reflected in the Board approved DBDM. The East, Southern and North Africa RDIBD hubs will 

leverage the existing Bank facilities in Nairobi, Pretoria and Tunis and be operationalized in 2016, 

while those of Central and West Africa will be established in 2017.  The establishment of the hubs in 

these two regions will be based on the same selection criteria that were approved by the Board of 

Directors for locating the Regional Resource Centers (RRCs) in East and Southern Africa (EARC 

and SARC, respectively), and North Africa (NARC).  Annex III presents the Board Resolution on the 

selection criteria8.   

 

22. The RDIBD hubs will house relevant sectoral functions and administrative capabilities in a 

shared service for rapid deployment into the individual countries. Relevant executional functions 

(such as procurement and disbursement) will be moved out of the headquarters into the regions to 

support execution of the Bank’s functions closer to to its clients. These hubs will also oversee a 

combination of country and liaison offices, as well as countries without Bank presence. Senior sector-

level staff with appropriate delegated authority power, as well as Task Managers, will be housed 

within the hubs, to help drive the overall business of the Bank effectively on the ground.  

 

 

 

 

                                                        
8 Board Resolutions B/BD/2015/10 – F/BD/2015/0, adopted on 17 September 2015 
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Figure 1: 

 
 

23. The move to RDIBD hubs will enable the Bank to better share resources across countries 

in each region and, as such, allow it to have smaller country offices. The Bank will be able to 

offer more structured support to transition countries by building capabilities in the region (and in 

select transition countries) to provide the advisory and implementation support that these states need. 

It will also be able to streamline several of its offices to match the true volume of work and associated 

revenue that each one brings. This will bring equity and prudence to in-country teams by matching 

the size of the country offices to their current and projected financial and operational needs.  The 

operationalization of the DBDM will ensure that the Bank has the required skills for implementing 

the Ten Year Strategy and the High 5s. All staff assignments (existing and new) to the RDIBD hubs 

and country offices will be determined by their business requirements. The RDIBD hubs will be 

headed by Directors General who will be responsible for ensuring that the offices are appropriately 

staffed to meet their business requirements. They will also be responsible for generating business for 

the Bank, contributing to the improvement of the Bank’s income and ensuring high quality Bank 

portfolio and quality dialogue with the countries and bodies in the region. 

 

24.  In this regard, the President will delegate full power to the Vice-President of the RDIBD 

Complex and Directors General as per the approved DBDM. The line of full accountabilities 

between country offices and RDIBD hubs will be defined depending on the size of the country offices 

and the functions that will be delegated on a case by case basis to the existing skills mix on the ground. 

The coordination of the RDIBD hubs’ work programs in all aspects and the overall supervision of the 

decentralization of the Bank will be under the authority of the Vice President, Regional Development, 

Integration and Business Delivery (RDIBD) Complex.    

 

25. On the portfolio volumes, quality, and associated income generation capacity, 

Management believes that the Bank must truly move closer to its clients. It must give strong 

sectoral operations support to the regions, especially in the Bank’s priority areas, and streamline the 

critical internal activities and avoiding duplication of functions that delay revenue realisation. On the 

cost side, the changes will ensure that the Bank’s country offices are able to cover their cost at a 
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minimum (except in select cases such as transition countries), and that all transversal activities 

currently performed sub-scale in the countries are centralised in the regions. Non-structural enablers, 

including stronger business processes, more robust performance management, rightly placed 

delegated power and the development of an execution culture, will support all of this. Besides the 

imperative to change the income trajectory of the Bank, Management believes that there is also need 

to accelerate the impact of development. Management will entrench a discipline to generate more 

revenue from operations and try to cover a greater share of the costs of operations, even as we deploy 

resources to drive developmental impact. A financially healthier Bank will be a more effective 

development institution.   

 

26. The implementation of the Bank’s decentralization agenda under the new DBDM will 

take into consideration the special requirements of fragile situations and ensure the deployment 

of staff with the requisite knowledge and experience, and better leverage partnerships at the 

regional level. As such coordination within the RDIBD Complex as a whole will be critical.  The 

DBDM builds on the progress made on the fragility agenda over the past years and allows it to 

strengthen its operational effectiveness in fragile situations. The application of the fragility-lens as 

part of the Bank’s strategic engagement with fragile situations will be coordinated centrally through 

the reconfigured ‘Transition States Coordination Office’, while the operational engagement will be 

strengthened through an enhanced presence in the regional hubs and country offices.  The office, 

under the RDIBD Vice-Presidency, will also play a critical role in strengthening and ensuring 

effective partnerships in insecure environments with the UN system and non-state actors, notably 

private sector and civil society organizations in both countries where the Bank is maintaining a 

presence, and where security issues are impeding physical presence. It will also deepen the 

collaboration with the African Union and Regional Economic Communities to develop and support 

regional solutions. The experience of the regional hubs will inform the Bank’s sharing of experience 

and lessons learned with other development partners, through fora such as the OECD International 

Network on Conflict and Fragility (INCAF).  

   

27. The RDIBD hubs will drive regional integration and work more closely with the regional 

economic communities. The development and business delivery model, by bringing the Bank much 

closer to the sub-regions, with senior leadership and managerial capacity on the ground, will help to 

drive a much faster pace of regional integration. The regional hubs will be capacitated to work more 

effectively with Regional Economic Communities while the Regional Integration and Coordination 

Office will play the coordinating role at the continental level. The specific needs of the Middle Income 

Countries (MICs), especially in terms of need for increased level of financing, will be addressed by 

not just the decentralized model, but with other interventions such as scaling up private sector support, 

as well as improved headroom for lending for sovereign and non-sovereign operations. The sharper 

strategic and policy focus of the sector complexes on the critical challenges facing the MICs, such as 

power and energy, agriculture for diversification, private sector and industrialization, and skills and 

jobs for the youths, will go a long way to also address the challenges of these countries.  

 

3.2. Right-sizing Country Offices 

 

28. Management does not see the need to open additional offices or to close any in the near 

future9. Nonetheless, it will closely monitor events on the ground to determine if a stronger presence, 

through opening additional offices, is warranted in countries in transition situations.  Currently, the 

Bank has offices in 38 RMCs excluding Cote d’ Ivoire and Tunisia which host the Headquarters and 

Temporary Relocation Agency, respectively.  The RDIBD hubs will oversee a combination of country 

and liaison offices, as well as countries without Bank presence. The majority of Bank offices in RMCs 

were established on the basis of criteria approved by the Board of Directors in 1999 which were later 

                                                        
9 Management will review pending requests (Benin, Guinea, and Niger) from Regional Member as cited in the 

Decentralization Roadmap (p.8) in line with the criteria proposed in this document. 
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enhanced in 2004 with the addition of the criterion on the governance situation in a country, and in 

2011 with the strategic focus on fragility with the adoption of the “Decentralization Roadmap”. Given 

the diverse development challenges of RMCs, Management is proposing to right-size all country 

offices on the basis of a new criteria for country presence, as presented in Box 1.  

 

Source: African Development Bank 
 

29. There is a clear need to revisit the size and composition of country offices as most of 

these were established before the creation of Regional Resource Centers in 2012. This is 

necessary to ensure the efficient use of the Bank’s human and financial resources. The right-sizing of 

country offices will have two dimensions: (I) the right-sizing of the staff in the light of the 

establishment of the RDIBD hubs; and (ii) the right-sizing of the facilities used by country offices in 

response to the proposed changes in staffing (Box 2).   

 

 Right-sizing of staff. At present, the staffing in a number of country offices consists of 

relatively large numbers of internationally recruited staff as well as a significant number of 

locally recruited professional and support staff. As at May 2016, the Bank had about 600 

budgeted staff positions in its regional and country level offices (see Annex IV for the 

breakdown of these positions by location). The relatively high concentration of 

internationally-recruited staff in some country offices was justified in the past by the absence 

of a region-based technical support system and the responsibilities assigned to some country 

offices to provide support to neighboring countries. Other country offices, by contrast, face a 

shortage of staff for key positions, such as country program officers. While the Bank has met 

the 2015 Decentralization Roadmap target to have 40% of operations professional staff 

working from these offices, the majority of these staff are still based at Headquarters. This 

situation has also been exacerbated by the recruitment freeze and staff separations during the 

Return to Headquarters exercise in 2014 and 2015 that necessitated the use of consultants.  

Hence, a number of actions to update or develop staff guidelines are proposed to ensure that 

all RDIBD hubs and country offices are optimally staffed to ensure delivery of the Ten Year 

Strategy and the High 5s.  

Box 1.    Criteria for Establishing and Adjusting Country Presence 

Under the New DBDM 

 Size and complexity of the portfolio: The nature (size, sectors, risk level, percentage of problematic 

projects, etc.) will characterize the number, level and mix of internationally and locally recruited 

professional staff in each country office. The level of associated loan income and whether it is adequate 

to cover costs will be an important consideration. 

 

 Countries in transition: Fragility will drive Bank’s presence in contexts where there is no substantive 

portfolio, but is critical to remain engaged.  This will also include challenges faced by small island 

states. Countries will see a relatively high proportion of internationally recruited professional staff to 

allow the Bank to help build country capacity on the ground and deliver on its projects and programs. 

 

 Pipeline development: Pipeline and business development opportunities coupled with type and nature 

of policy and sector dialogue will inform Bank presence and skill mix required to generate and increase 

the Bank’s portfolio in the country. 

 

 Transport logistics and local living conditions: The decision on where to locate a Bank office will be 

determined inter alia by logistical convenience, local living conditions, and security.  

 

 Privileges, immunities and exemptions:  Assurances to accord, respect and defend the privileges, 

immunities and exemptions set forth in the Agreements establishing the ADB and ADF regarding the 

property, assets and staff of the Bank in the proposed host country, including where necessary 

intervening in any litigation where the Bank’s immunities, privileges and exemptions are challenged. 
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 A continued use of both short-term and long-term consultants can be expected as the Bank 

proceeds to establish operations of the RDIBD hubs and scale-up results in the five high 

priority areas of the Ten Year Strategy (the High 5s).  For 2016 and 2017 in particular, the 

process of right-sizing the staffing of offices may necessitate filling skills gaps through 

consultants as new job descriptions are prepared and new staff recruitments are undertaken to 

address specific business needs.  The use of long-term consultants is a proven cost effective 

way for optimizing an organization’s staffing mix. These specialists would contribute to 

building capacity of existing staff by imparting new knowledge, skills and ways of working 

not readily available in the Bank. Management will ensure that the procedures of the Bank are 

complied with in the hiring of these consultants10. Right-sizing will be a dynamic and iterative 

process not a “one-off” exercise; the portfolio composition and the other criteria listed under 

Box 1 will be applied by Management as required. 

 

 Right-sizing the facilities.  As the staffing of country offices is adjusted, there is also a need 

to revisit the space requirements for these offices. In this regard, adjustments in the size of 

country offices can be expected for a number of offices.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                        
10 Reference is made to Presidential Directive No 02/2012 Concerning the Procedures for the Acquisition of Consulting 

Services Funded by the Administrative or Capital Expenditure Budget of the Bank Group. 

Box 2. What does the Right-Sizing of Field Offices Mean and what are the Consequences? 

1. In adopting the new Business Delivery Model, Management remains committed to a 

continental presence that is “fit for purpose” and is fully aligned with the basic principles of the on-

going HR reforms and skills audit. Its main goals are to ensure that a critical mass of operations staff is 

available at the RDIBD hubs and in countries in transition, or that have a large portfolio that requires close 

implementation and monitoring. Management is aware of the efficiency and value-for-money proposition 

that this right-sizing exercise entails. Many countries can be better served from RDDB hubs with the core 

and sufficient operations, technical, and specialized experts than from a “wrong-sized” presence at country 

level. At the country level, the model and associated right staffing aim for a lighter presence. This would 

imply the following actions and adjustments: 

 

 Core staff in country offices will include a Country Manager, a Country Program Officer (CPO), a 

Country Economist , and support staff;  

 Country offices would strategically use internationally-recruited professional staff. CPOs and 

economists are to be locally recruited, except in countries in transition where skills availability may be 

an issue);  

 Leverage the fungibility of staff to perform both the role of Country Economist and CPO, and to be 

able to cover more than one country, where feasible; 

 Ensure an appropriate skills mix, with increased use of locally/regionally recruited professionals where 

possible without compromising on quality of work; and  

 Leverage ECON’s capacity to support analytical works initiated from the field. 

 

2. “Right-sizing” will also include the rationalization of office space and premises and this is 

expected to generate savings over time, through anticipated reduction in rental and ancillary costs; co-

location arrangements with other institutions and host government; and effective use of buy or lease options 

to generate savings on premises. Cost savings could take some time to fully materialize as many practical 

issues such as leases, etc. are revised. These savings will be reflected in the 2017-2019 budget. A direct 

consequence of this exercise will be assurance that the Bank will have the right premises for each field 

presence. A separate exercise will revisit buy-vs-lease options that may result in additional savings over 

time. This could allow for substantial savings on rent and related ancillary costs for each location where the 

Bank is present. These are all aimed at containing the incremental costs associated with decentralization, 

while at the same time ensuring effectiveness and efficiency as well as value-for-money in the delivery of 

services and products to the Bank’s clients.  



 

11 

3.3. Reconfiguring at Headquarters to Support the Regions 

 

30. In implementing the DBDM, the role of Headquarters (HQ) will move away from day-

to-day project and portfolio administration and management of the lending program to focus 

more on providing oversight, setting common policies, developing guidelines for regulations, 

harmonization of practices, ensuring quality control and assurance, and maintaining the AfDB 

brand in all operations 11.  HQ will also implement an effective system to monitor activities and 

programs in RMCs to ensure that the activities in the regions are fully aligned with the Bank’s policies, 

practices, and procedures.  However, some activities such as project finance and syndications would 

best be located in HQ as it provides the speed for action and global best practice of getting better 

leveraged agreements. The sourcing of projects requiring PPP type solutions in financing would be 

done at the regional country level, while the supply of financing solutions would be coordinated from 

HQ. 

 

31. Sector complexes at the Headquarters level will be expected to adjust their role and 

responsibilities and consequently their staffing. As the regional capacity of the Bank is 

strengthened and the RDIBD hubs and country offices are given full responsibilities and authority, 

higher-level issues related to portfolio management, project origination, business development, and 

policy dialogue will be cleared or approved by the Directors General but routine matters will be 

handled at the country level.  Sectors competencies at HQs level will be devoted to strategy, oversight, 

policy, harmonization and branding functions.  

 

32. The other complexes, namely the Human Resources and Corporate Services, Finance, and 

Economic, Governance and Knowledge Management, will develop different working relations with 

the RDIBD complex as decentralization proceeds to ensure full support of operations under each 

regional hub.  For example, the consolidation of the work on economic governance under the Chief 

Economist as a result of the recently approved Bank's organigram, coupled with the proposals for 

further decentralization, would go a long way to enhancing the quality of economic and sector work 

and better linkages between global and regional good practices. 

 

33. A strong center is required to effectively support the decentralization of Bank operations 

and provide leadership. The center must also implement an effective system to monitor activities 

and programs in Regional Member Countries to ensure that activities in the five regions are fully 

aligned with Bank policies, practices, and procedures in order to minimize the risk of regional hubs 

isolation and ‘mini-Banks’ appearing in the future. Appropriate human resources policies to promote 

diversity in the staffing of the regional hubs and country offices will also be required. In brief, as 

decentralization proceeds, the Center would need to strengthen itself by developing and putting in 

place effective tools to monitor and oversight functions to guide the Bank’s country operations in 

Regional Member Countries. The reconfiguration of Headquarters, as a consequence of the further 

decentralization of the Bank’s operations, could be expected to have important ramifications for the 

Bank and its “footprint” at the Center. To address these broader issues Management will, in due time, 

submit a separate document for the Board’s consideration (see Annex V on the AfDB Headquarters 

Footprint). 

 

4. Business Processes and Institutional Effectiveness 

 

34. In line with the DBDM, a key objective of the decentralization update program must 

necessarily be to empower Directors General and Country Managers as well as staff, while also 

holding them accountable. This will strengthen the Bank’s execution capabilities by significantly 

                                                        
11 As stated in the DBDM document (approved April 2016), sector complexes are to: (I) develop policy and strategy; (ii) 

provide deep sector technical expertise to the Regions by gathering pool of experienced individuals who can be consulted 

for their expertise on complicated transactions; and (iii) develop new financing instruments. 
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improving performance management through clarifying role descriptions, re-aligning KPIs with the 

Bank’s priorities, and revitalizing performance contracts. These changes are an integral part of the 

proposed reform and fundamental to achieving the goal of enhancing development effectiveness and 

delivering measurable results for clients. In addition, Management will revamp several processes to 

expedite loan approvals and actual disbursements.  With these changes, the culture of the Bank will 

be strengthened through execution, collaboration, and impact on the ground, moving the Bank and it 

component parts towards “a new way of doing business”.   These will be reflected in the “performance 

contracts” that will be signed at various levels of the Organization. 

 

35. The Bank is in the process of rolling out a new procurement policy to ensure increased 

country focus, accountability and to help reduce project delays. The Procurement Framework 

supports Bank-financed operations and enhances procurement systems of the RMCs in order for them 

to obtain optimal Value for Money (VfM). The business development and delivery model and the 

new procurement policy are mutually reinforcing. The new development and business delivery model 

increases the expertise in the regions and countries with offices to support capability building of the 

state enterprises that is required to properly deliver on the approved procurement policy. Furthermore, 

the accountability of Directors General and Country Managers for accelerated and rigorous approvals 

and disbursement will create a support system for the procurement team to further the mandate laid 

out in the procurement policy. 

 
36. Management is already taking decisive actions to address delays in disbursements. In 

this regard, a Presidential Directive PD 02/2015 was issued in the last quarter of 2015 to help address 

disbursement challenges. A special disbursement monitoring team will be introduced and their role 

will be to bring attention to projects pending disbursement due to procedural bottlenecks in the Bank’s 

systems and processes. The team will have the mandate to identify and escalate these to eliminate 

undue delays in the time to disbursement.  The new RDIBD hubs will bring required focus and 

expertise to each country and region to ensure projects have appropriate resources. The Delivery, 

Performance and Results Department will be responsible for monitoring disbursement performance 

through the Executive Dashboard, Portfolio Flashlight, and Implementation Performance and Results 

Reporting (IPR) tools. At the institutional level, disbursement performance continues to be monitored 

by Senior Management through the Executive Dashboard, while the Monthly Operations Status 

(MOS) Meeting chaired by the Senior Vice-President ensures a more in-depth review of disbursement 

status. 

  

5. Delegation of Authority within the context of the DBDM 

 

37. The 2012 Delegation of Authority Matrix (DAM) marked an important milestone in the 

Banks’ efforts to decentralize its operations. The DAM aimed “… to empower the staff in the 

country offices by providing clarity on delegation of decision making, authority levels as well as 

segregation of duties, while ensuring that the necessary control measures are in place”.  The DAM 

recognized that as the Bank moves to country-based operations, the country manager and the Director 

General are the “ultimate approving authority of the Bank’s operations” in their respective regions.12 

There is a need for a revision of the DAM to incorporate the lessons learnt from its implementation 

over the last three years. In particular, there is a need for additional delegation of authority to and 

associated training of staff in regional and country offices in the context of newly approved DBDM. 

This work is already underway. The Update and Review of the 2012 DAM is on schedule for 

completion by the end of June 2016.  

 

 

                                                        
12 AfDB, “Delegation of Authority Matrices”, October 2012, p. ii. 
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38. In the on-going revision of the DAM the principle of subsidiarity is being applied to 

ensure that the Bank’s operational tasks are done at the appropriate level. Applying this 

principle in the context of the newly approved structure in which all operational tasks are performed 

at the RDIBD hub or Country Office level means that approving authority should be carried out at 

that level. The role of the Headquarters is primarily that of providing deep technical expertise when 

required; formulating policy, strategy, framework and guideline; strengthening and institutionalizing 

the quality at entry and project preparation framework; providing structured and rigorous oversight 

and overall quality control and assurance on all aspects of the Bank’s operations and programs. The 

DAM will instill a culture of management for results and introduce an accurate measure of 

performance to strengthen accountabilities. Furthermore the DAM will be revised in line with these 

changes and the new project life cycle process to ensure clarity in accountability. 

  

39. Addressing other challenges that have surfaced in the review of the operations of the 

DAM would entail: (I) introducing service standards to ensure the provision of high quality, 

impactful and timely solution delivery by all concerned; (ii) bridging the observed incongruence 

between the DAM and the SAP in some of the DAM processes; and (iii) addressing the inadequacy 

of staff knowledge on the workflow processes. Management will examine all these issues and take 

the required actions to resolve them, including providing training and capacity building support to 

staff by ensuring full implementation of DAM. To facilitate the implementation of revised DAM in 

line with the DBDM, EADI and CHRM will jointly deliver a training program for relevant staff at 

both Headquarters and regional and country offices. Box 3 outlines the outlook of the planned training 

program. 

 

Source: African Development Bank 
 

40. An effective application of the revised DAM will necessitate full alignment with SAP and 

other internal processes to facilitate transparency and accountability. Such alignment will 

strengthen and safeguard institutional and fiduciary oversight of Headquarters. A DAM Help Desk 

will be established as a nimble ‘e-counter’ and managed in consonant with the Senior Vice President’s 

role as the custodian of DAM. The Help Desk will be part of the mechanism to: (I) support the 

institutionalization of the DAM and its associated process by providing further assistance to 

colleagues from across the regional hubs and country offices; (ii) address challenges and matters 

Box 3.   DAM Training and Support 

 

The key focus of the training, mentoring and continuous capacity building for the Delegation of Authority 

Matrices (DAM) is essential to ensure that staff are conversant with the authority delegated to them, are 

comfortable with using them and have the full support of the senior management of the Bank in doing so. 

Furthermore, approach such as organizing sensitization campaigns as part of the general training would help 

to reduce potential challenges posed to staff with regard to lack of familiarity with different aspects of the 

authority delegated to them. Scenario and case study approach to training will target behavioral aspects of 

usage. It will also demonstrate senior management support and reduce the level of resistant to change and 

perceived risks. Hence, the training program will focus on various categories of staff with practical activities 

to include: 

 

(i) Focused training including senior management buy-in with full participation of  Senior Vice 

President, Vice Presidents, Directors General, Directors, and Country Managers – to buttress the 

importance of the DAM to the Bank;  

(ii) Mentoring, with innovation use of online peer support and DAM Help Desk to address and 

alleviate challenges that staff may face. This will enhance the continuous usage of DAM;   

(iii) Training on technological compliance with the SAP and relevant IT systems such as the IT 

procurement workflow management system. 

 

To implement the training on the DAM and support, budgetary provisions have been made for the period 

2016-2018. 
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requiring further clarifications, guidance and enunciation from across the Bank; and, (iii) capture and 

keep abreast, issues of common origin as indicated in the enquiries from the regions and country 
offices to the Help Desk. Eventually, the Helpdesk will through compiling of the issues impeding 

the effective implementation of the DAM help management to revise the DAM accordingly.   

 

6. Enabling Policies and Services for Effective Decentralization 

 

41. Going forward, there is little doubt that the success of the Bank’s decentralization 

program will in part depend on the Bank adopting important enabling policies including 

guidelines, and providing the necessary supporting services. These cover human resources (HR) 

management, information, communications and technology (ICT) services, and administrative 

services.  The updating and development of the policies and guidelines to support the roll out of the 

Bank’s decentralization in line with DBDM will be completed during Q3 2016 to enable: (i) HR 

planning of new staff transfers and staff rotations to and between the RDIBD hubs and country offices 

to complement the decisions that will be taken by Directors General on right-sizing of offices;  and 

(ii) fulfillment of requirements to align and improve functionality of ICT services and effectiveness 

of the administration of these offices.  See Annex VI for an overview of the HR High Level Business 

Plan that will support organizational re-design and institutionalize a new way of working.  

 

6.1. HR Policies and Practices 
 

42. Based on the experience with the decentralization program and the assessment of its HR 

management needs, the Bank will take the following measures:  

 

 To ensure that the Bank selects staff with the right qualities and competencies, the Bank 

will institute a more robust assessment system. It has become evident that the ability of country 

offices in successfully delivering on their programs and activities depends in large part on the 

leadership provided by Country Managers. The post of Country Manager not only requires a 

deep understanding of Bank policies and procedures but exceptional leadership abilities, 

diplomatic skills, and the capacity to work closely with governments and other stakeholders. In 

addition, prior to the Country Managers taking up their posts, they will be required as has been 

the practice to take an induction course to familiarize themselves with the responsibilities that 

they will be expected to shoulder. Periodic training sessions or retreats will also be arranged. 

These actions will draw on the experience of other institutions, such as the UNDP, that have put 

such systems in place. 

 

 The Bank will also develop a clearer career path for operations staff working in the regions. 

The grading of the position of the head of a country office (currently referred to as Resident 

Representative) will henceforth be expanded to include  a PL3 level staff posted in countries 

with small portfolios and a Director level staff, posted in countries with large portfolios and 

requiring high-level policy engagement or countries with complex country and regional 

challenges. All heads of country offices will directly report to the Directors General.    

 

 A third policy area is instituting a more robust staff rotation policy that is fully aligned 

with the Bank’s business delivery requirements. With the increasing decentralization of its 

sovereign and non-sovereign operations, Bank staff should expect to be deployed in country 

offices or in RDIBD hubs. Rotations in the future will not only involve rotation between 

Headquarters and country offices but also rotation within and across the regions and countries 

with office. In time an internal 'market’ for such rotations should develop, providing information 

to staff on possible openings (as staff deployment time limits are met) with CHRM facilitating 

such rotations. The Bank will also develop a re-integration policy to deal with staff and managers 

returning to Headquarters. One primary objective of staff rotations is to allow for exchange of 
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experiences across the regions and countries served by the Bank. As a result, the duration of staff 

assignments - three (3) years for country offices and 4 years for RRCs with the possibility of 

extensions - may need to be revised. The maximum duration of any staff posting in a regional or 

country office has been equivalent to two consecutive assignments. Going forward, extensions 

and consecutive assignments in the same office would need to be aligned with the continued 

business requirements of the skills provided by staff eligible for rotation.  As a result, the Field 

Mobility Guidelines for internationally recruited professional staff (PL) approved in 2012 will 

be re-visited and will also integrate terms of how locally recruited professional staff (LP) will be 

utilized within the regions.    

 

 A fourth policy area is to ensure that Bank has conducive compensation policies and 

competitive benefits and allowances packages to attract and retain staff required to work 

from the regional hubs and country offices.  Management in consultation the Board are 

ensuring that the compensation policies of the Bank at all levels of its operations are competitive. 

However, the return of the Bank’s operations from the Temporary Relocation Agency (TRA) in 

Tunisia to the Bank’s official Headquarters in Cote d’Ivoire will with effective from 1 July 2016 

entail important adjustments to the benefits and allowances package for staff working outside of 

Abidjan. The change of the Bank’s base city from Tunis to Abidjan will entail that the cost of 

living allowance (COLA) and other allowances for the different countries with Bank offices shall 

be calculated using Abidjan as base city. Hence, COLA would only be applicable where the cost 

of living at the duty station is higher than in Abidjan.  The new cost of living indices for outside 

of Abidjan will also have important implications for other allowances such as the staff housing 

subsidies.  But provisions such as for education and those in place to support staff assigned to 

countries in fragile situations will remain unchanged (Annex VII for Hardship and Non-Family 

Duty Station Allowances).   

  

 A fifth policy area is to ensure the diversity of staff in the RDIBD hubs and country offices 

as RDIBD hubs postings can be expected to attract more staff from the regions. Maintaining 

the AfDB identity and brand would require ensuring that the composition of staff in country 

offices and RDIBD hubs reflects the overall diversity of the Bank in all its dimensions (gender, 

regional, non-regional, etc.).  

 

 A sixth policy and practice area relates to the roll out of performance contracts that will 

ensure alignment of priorities for implementation and provide a common framework for 

ensuring accountability.  Such contracts would be critical during and after the roll out of the 

revised DAM as they will provide tools to track implementation at the complex as well as 

individual levels while helping maintain a common corporate culture.  Coupled with orientation 

of new staff as they join the Bank, the risks of sector silos at Headquarters and fiefdoms in the 

regions would be minimized. 

 

6.2. ICT Services 

 

43. The Bank has made considerable progress in improving the connectivity of its country 

offices with Headquarters and between the RRCs and the country offices (Box 4). This has 

enabled better communication (including widespread use of videoconferencing) between 

Headquarters, RRCs and country offices thereby allowing much work and even training and 

seminars/workshops to be done through such means and reducing the need for travel. In addition, the 

planned project “AfDB Anytime/Anywhere” promises to enable staff to work from any location.   
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Source: African Development Bank 
 

44. CIMM is currently working on the 2017-2020 ICT Strategy.  This upcoming strategy is 

expected to be completed by Q1 2017 will focus heavily on digitalization and mobility: 

 

 Digitalization: CIMM will work hand in hand with the Bank complexes to automate and 

streamline all business processes, including those that will improve RDIBD hubs such as the 

DAM, procurement, and disbursement.  As the digitalization of the Bank ramps up, so will the 

volume and quality of data that will be made available.  CIMM’s role will be to work with the 

complexes to create the data governance framework necessary for leveraging large volume of data 

to support better business decisions making. In parallel, CIMM will work with regional hubs to 

fully update and align the ICT systems to support all the internal processes of the Bank.  

 

 Mobility: To be truly effective in the field, in the office or at home, Bank staff need to have access 

to their technological toolset wherever they have an Internet connection.  The next strategy will 

include a framework to purchase or design business applications with mobility in mind so that 

they perform in the field as well as they do in the office. 

 

 

6.3. Administrative Services 

 

45. The Bank’s administrative services have provided essential support – in particular 

procuring facilities for country offices and RDIBD hubs -- to make possible the implementation 

of the decentralization program. In the next phase, these services will build on their experience to 

make the decentralization exercise more cost-effective. In this regard, important actions will include:  

 

 A review of the options for country office facilities in the light of the new development business 

model and the right-sizing of country offices.  

 

 Examining further the buy/rent option for some country offices and the RDIBD hubs. 

 

46. The administrative services will in addition draw up plans for a more decentralized 

corporate procurement system. Safeguards will be further strengthened to ensure the smooth 

administration of country offices and RDIBD hubs. Plans will also be drawn up, in cooperation with 

CHRM, to ensure that country offices and RDIBD hubs have the necessary support staff (including 

operation assistants), in line with existing Bank norms.13 

 

 

 

                                                        
13 The review of the two pilot RRCs has revealed a shortage of support staff forcing professional staff to undertake routine 

administrative tasks that would normally be carried out by such staff. This is particularly the situation with respect to 

operation assistants.    

Box 4.   Advancing Delivery through the 2017-2020 ICT Strategy 

 

Gains from the 2013-2016 Information and Technology Strategy have seen the implementation of a scaled 

and resilient Bank’s ICT network, anchored by world class data centers in Abidjan and Pretoria.  The 

Bank’s ICT infrastructure is now agile, scalable and designed to adapt to the future needs of the 

institutions.  Accelerating the implementation of the DBDM will be a particular point of focus in the 2017-

2020 ICT strategy.  As part of its business plan, CIMM will: (I) strive to design tools and systems that are 

available and perform well anywhere; and (ii) work with business units to align, review automate and 

streamline our business processes to drive performance and efficiency Bank wide. 
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7. Managing the Fiduciary Risks and Strengthening Safeguards 

 

47. A major finding of the Fiduciary Risks and Safeguards Review conducted by PwC was 

the absence of any increase in the risk exposure of the Bank that could be associated with 

decentralization. The study also noted that most of the administrative budget remains managed at 

Headquarters level and that the processes in place for the corporate budget include adequate control 

levels. The proposals in the Update to the Decentralization Action Plan will not increase the risk 

exposure of the Bank, as the safeguards that are in place  ̶  for example, for  project procurement and 

disbursement, financial management or administrative budget control  ̶  will be maintained and where 

possible reinforced. In addition, some decentralization in the administration of the corporate budget 

and corporate procurement systems to country offices and RDIBD hubs is foreseen as there are 

adequate controls in place to mitigate any increased risks. 

 

48. In line with the commitments made in response to the findings and recommendations of 

the external Review, Management will continue to take actions to strengthen the Bank’s 

policies and practices with respect to risk management and safeguards. These actions will cover 

policy and procedures; fiduciary risk governance and structure; fiduciary risk management 

processes; monitoring and reporting; tools and ICT support system; and HR capacities and risk 

culture.  

 

49. The transformation of the regions with authority delegated to Directors General for all project 

cycle activities, will improve project management efficiency and development effectiveness. The 

Bank’s 2015 Procurement Policy Framework highlights a combined fiduciary and developmental 

vision which is currently being executed by ORPF. The department is one of the most decentralized 

in the Bank with a predominant majority of its staff in the regional and country offices. As this is also 

consistent with the new vision of the Bank, there will not be a major departure from the present model. 

Appropriate safeguards are in place to minimize fiduciary risks and to improve efficiency and quality 

in transactions, including in countries in transition. Drawing on the flexibility of the new procurement 

policy, the Bank through regional hubs will have the capacity to actively support the management 

and oversight of the procurement processes in fragile situations as well as provide technical assistance 

and ensure effective use of procurement agents where local capacity is not sufficiently adequate. 

  

8. Making Decentralization Cost Effective 

 
50. The proposed structural changes to the Bank’s operating model will be implemented 

without any additional budgetary resources, above and beyond those approved by the Board. 

At the same time, it will create operational and financial capacity to deliver the High 5s and strengthen 

the profitability of the Bank. By working within the confines of already approved budget and positions, 

the new structure is budget neutral up to the end of 2018. 

  

51. The organisational restructuring and associated with the DBDM, including 

decentralization, plans represent an investment of around UA 24.7 million for the Bank, split 

over 3 years. The Board approved the 2016 budget, while endorsing the work program budget for 

2016-2018, with the clear understanding that budgets for 2017 and 2018 are only indicative. The 

development and business delivery model and associated costs estimates have been designed and 

estimated to be consistent with the 2016-2018 Work Program and Budget. An amount of UA 10.4 

million budgeted in 2016 will be used to restructure the corporate centre and sector complexes, and 

launch the restructuring of three of the regional hubs.  Another UA 10.4 million will be required in 

2017 to finalise the restructuring of two regional hubs. UA 3.9 million would be required in 2018 to 

complete the restructuring of the Bank.  

 



 

18 

52. The costs reflected in this update are in line with the approved DBDM document. Based 

on the assumptions behind the DBDM, the cumulative costs specifically related to structuring and 

implementing the regional hubs and right-sizing country offices and facilities over the period of 2016 

to 2018, are estimated at approximately UA 34.39 million, out of which, UA 27.65 million are non-

recurrent costs, and 6.74 million are recurrent costs. The non-recurrent costs, which will serve to 

properly equip the regional hubs with the appropriate and adequate expertise capable of delivering 

the Bank’s High 5s agenda, are mainly relocation (moving and travel costs to duty station, and 

installation allowance), and staff skills mix adjustment costs. The recurrent costs reflect staff salaries 

and benefits and office accommodation rentals.  

 

Table 2. 

Cost Implications of the DBDM, including Decentralization Plans, 2016-2018 

 

 

 

  
Budget  

(UA million) 

 (A)  TotaAdditional Costs  34.39 

   Non-recurrent cost  

   Staff skills mix adjustment 19.11 

   Relocation expenses 8.54 

   Recurrent costs - 

   Rental cost 5.76 

   Salaries & benefits 0.98 

     

(B)  Savings Salaries & benefits (9.69) 

   Corporate center restructuring  (3.54) 

   Sector restructuring (6.15) 

    - 

  Total   24.70 
 

Source: African Development Bank 
 

53. The DBDM is factoring immediate savings of UA 9.69 million resulting from the 

restructuring of the corporate center (retiring units and reviewing the profile of some 

positions/functions) and sector complexes. While most of the expected savings are estimated to occur 

in the later years, some are expected to be realized in 2016 as soon as the revised salary grid applicable 

to internationally recruited staff becomes effective as it will change the allowances and benefits 

payable in various countries and regional offices such as the cost of living allowance (COLA). 

    
54. Management will make every effort to contain and reduce the incremental cost of 

decentralization. The Bank can potentially save costs of around UA 24 - 28.9 million by rationalizing 

field staff benefits, reorganizing office space, and changing the staff mix of the Bank (Figure 2). The 

following actions are planned in this regard: 

 

 Optimization of the staff in country offices, RDIBD hubs, and Headquarters in line with the 

guidelines provided;  

 

 Review of field staff benefits in light of the return of the Bank to its Headquarters in Abidjan;  

 

 Reduce Headquarters costs to compensate for the deployment of staff in the country offices by 

right-sizing the Headquarters staff and by reducing the operations footprint in Headquarters; 
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 Compensate for the increased recruitment of support staff in country offices by a corresponding 

reduction in support staff at Headquarters;  

 

 Adjust the costs of facilities in response to the right-sizing of country offices and proactively 

exercising the Buy/Lease Option; and 

 

 Review terms of contracts with the airlines with a view of re-negotiating them.  

 

Figure 2: 

Recurring savings by key initiative                                                 Housing Allowances                
UA Million                                                                                                                Utility Allowance 

         

     4.1  

28.9 

 

 

15.3 

 

9.5 

    

 
 
 

13.3 
 
 

     

 2.0      

      Rationalization of                   Increased Proportion          Move to new HQ               Total saving 
       Benefits                                    of LP staff and long              building (in Abidjan)       
                                                          term consultants 

Source: African Development Bank 
 

55. In addition, Management plans to reduce travel costs between headquarters, regional hubs and 

country offices, replacing them to the extent possible through the use of the Bank’s videoconferencing 

facilities. It is expected that the right-sizing of the existing country and regional offices will also lead 

to potential savings derived from the adjustment of staff headcount in these offices or from the 

optimization of the Bank’s infrastructure footprint at its HQ. These savings could compensate capital 

budget investments required for the implementation of the DBDM, mainly in the areas of general 

services, real estate and facility management.  

 

9. Managing Decentralization for Results 

 

56. The RDIBD Complex will, in developing the annual work programs and budgets, specify 

the Bank’s decentralization targets and the KPIs that will be monitored at regional and country 

level. Similarly, the other complexes will indicate the specific actions they will take in support of the 

Updated Action Plan.  The Delivery and Results Department will adjust the Bank-wide KPIs it 

monitors and provide Senior Management with updates on the progress of the Updated Action Plan 

(Box 5). The Senior Vice President will be expected to call regular meetings to monitor the Bank’s 

implementation progress, with regard to both business development and development impact.  

Management expects these new arrangements to come into effect on 1 January 2017, with the second 

half of 2016 providing a period for transition and planning.  
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Source: African Development Bank 
 

57. The Bank’s 2017-2019 Results Management Framework (RMF) expected to be finalized 

by end 2016 will measure Bank performance as a decentralized institution at two of the four 

RMF levels.  Level 3 of the RMF tracks the Bank’s performance in managing its operations, and thus 

allows a balanced focus between speed of delivery, on one hand, and quality of operations and 

development impact, on the other. Level 4 of the RMF examines the Bank’s efficiency and 

effectiveness as an organization and will specifically target indicators relating to decentralization. 

Some of the indicators under Levels 3 and 4 are reflected in Annex VIII, and would be consistent 

with the requirements to monitor progress in line with the DBDM. 

 

58. New performance contracts will be designed for the Vice President of the Regional 

Development, Integration and Business Delivery Complex as well as with the Directors General 

and Country Managers. These performance contracts will clearly outline the responsibilities and 

accountabilities for each employee. They will include a few measurable KPIs (key performance 

indicators) that are focused on development impact, business development, pipeline building, 

approvals, disbursements and cost management, as well as behavioral drivers such as cross-complex 

collaboration, teamwork and common corporate targets such as efficiency measures and service 

standards. Management believes that staff will embrace these culture changes if given the proper 

budget and human resources incentives as outlined in Management’s compensation framework 

proposals which are scheduled for Board discussions in the second quarter of 2016. 

 

59.  The Transformation Management Team (TMT), chaired by the President with the 

Senior Vice President as the alternate Chair, will be established to provide oversight of the roll 

out of the new DBDM model and change management processes to ensure that the 

mainstreaming of decentralization is comprehensively supported by all Bank business units. 
Management believes that PECOD (established under Presidential Directive No. 01/2011) has 

delivered on its mandate and helped the Bank to achieve many of the targets set in the 2011 Roadmap. 

With the progress made in recent years and the direction that the Bank’s decentralization is taking, 

there is no longer a need for a separate organizational unit to coordinate and monitor the 

decentralization program.  

  

60. During the period 2016 to 2018, overall responsibility for the implementation, design, 

coordination, communication and monitoring of the roll out of the DBDM will be under the 

TMT.  Management will report semi-annually, to the appropriate Board Committee on the 

implementation of the decentralization action plan. In addition, the quarterly budget and work 

program performance reports containing information on the key performance indicators described in 

the updated decentralization action plan. All existing monitoring reports sent to the Board would 

include any relevant information on decentralization that may be helpful to the Board’s oversight role. 

Box 5.   Results Monitoring Framework for Decentralization 

 

The monitoring framework of the Updated Decentralization Action Plan will be anchored on the 2016-2019 

Results Management Framework (RMF) expected to be finalized by end 2016 for Board consideration. The 

RMF will reflect and support the new operational paradigm aiming to scale-up and accelerate delivery of the 

Ten Year Strategy in five of the Bank’s priority areas.  The RMF would also reflect recent policies and 

operational guidance that have emerged since 2013 such as the adoption of the Strategy for addressing 

fragility and Building Resilience in Africa in 2014 and  recommendations of the Fiduciary Risks, and 

Safeguards Review.  Key performance indicators for decentralization build on those articulated in the 2011 

– 2015 Roadmap.  

 

KPI targets will be set and updated through the regular programming and budget planning process to be 

fully coherent with available resources.  
 



 

21 

The Annual Development Effectiveness Report issued as part of monitoring progress of the RMF will 

also provide an overall assessment on the Bank’s performance with regard to Levels 3 and 4 of the 

RMF.  

 

61. The roll out of the DBDM necessitates a sound communication plan on the progress 

made by and impact of the Bank as a fully decentralized organization to inform management 

and staff, as well as other stakeholders. In this regard, the TMT will operationalize the 3-phased 

communication plan elaborated in the Proposal to Redesign the Bank’s Development and Business 

Delivery Model. Also DBDM related communications missions undertaken by Senior Management 

to the regions will be used as part of the change management process.  Similar missions undertaken, 

immediately following the adoption of the model in May 2016, were well received and enabled 

positive consultations to address staff concerns. 

 

10. Conclusions and Recommendations 

 

62. The Bank has made substantial progress in decentralizing its operations and enhancing 

its regional and country presence, as well as improving its visibility and franchise value. The 

Bank and its Regional Member Countries have benefited from the decentralization of the Bank’s 

operations. The increased visibility of the Bank in its Regional Member Countries has led to more 

intensive and regular policy and sector dialogues. Its proximity has led to improved portfolio 

management, and a better understanding of the national and regional development challenges. Despite 

these positive developments there is scope to enhance the Bank’s decentralization program.  Measures 

to make it more effective and efficient will include strengthening the regional presence of the Bank, 

right-sizing and optimizing the staffing of country offices, giving greater delegation of authority to 

the regional hubs and country offices, and implementing enabling policies, practices and services. 

Management will also take steps to contain the incremental costs of decentralization.  

 

63. To address these concerns, the Board of Directors approved a new Development and 

Business Delivery Model (DBDM) in April 2016. The impetus behind reforms to the Bank’s new 

DBDM are the need to: (I) consolidate the Bank's achievements and reposition the institution for 

greater effectiveness and efficiency to deliver on the TYS’ High 5s, and the SDGs; (ii) ensure the 

financial sustainability of the Bank and meet the evolving development challenges of RMCs; and (iii) 

provide leadership, particularly, in areas where it has or can develop comparative advantage as well 

as areas mandated to it by RMCs and the international community. Management will also take steps 

to contain the incremental costs of decentralization.  

  

64. In line with the above, the Board is invited to consider and:  

(i)  Endorse the proposed update of the Action Plan for Decentralization; and  

(ii) Approve the criteria for establishing and adjusting country presence under the new 

DBDM. 
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DBDM IMPLEMENTATION SCHEDULE, 2016 to 2018 
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RDIBD COMPLEX TERMS OF REFERENCE 

 

Vice Presidency (VP): Regional Development, Integration and Business Delivery Complex 

(RDIBD) 

 

1. Role 

 

The Vice Presidency for ‘Regional Development, Integration and Business Delivery’ (RDIBD) is 

responsible for operational relevancy, efficiency and effectiveness of the Bank Group’s operational 

programs, and activities. The VP-RDIBD will ensure that the Bank operates successfully across its 

RMCs and will oversee the full implementation of all aspects of the Bank’s Regional Directorates. 

The incumbent will provide effective coordination in pooling and sharing resources across countries 

within each of the five (5) Regional Directorates (RD) and within the Complex. The VP, will provide 

operational leadership to optimize sub-scale activities within each RD, work closely with client 

countries and the Bank’s member states. The VP for RDIBD will ensure exceptional leadership, 

coordination and will be accountable for (I) operational efficiency, effectiveness and overall health 

of the Bank’s portfolio across the five (5) RDs to achieve impactful development; (ii) oversee, 

business development,  all investments drive across all regions through the African Investment 

Forum, (iii) partner with key stakeholders including Regional Economic Communities (RECs) to 

foster regional integration leading to impactful development throughout the continent, (iv) provide 

coherent, exceptional and strategic direction to all the regional directorates and country offices. 

 

The RDIBD Complex will effectively operationalize its mandate by: (I) developing critical resources 

and technical capability necessary for sourcing and origination of bankable projects including 

collaboration with the private sector on projects with social impacts in the RMCs.  The VP will be 

responsible for ensuring efficient and effective project completion by focusing on timely execution, 

strengthening internal processes, supported with exceptionally technical, capable and well-motivated 

staff. It will oversee a speedy and effective incubation of critical resources required for business 

development, timely execution of programs and projects. The complex will (ii) Collaborate with 

Sector Complexes who are to provide deep technical expertise for complex transactions, share 

knowledge and experience in order to ensure that RDIBD is able to advise governments on technical 

issues. (iii) RDIBD is to promote country ownership and selectivity through alignment with countries’ 

needs and regional priorities. The Complex is charged with donor coordination, speedy response to 

emerging needs and assisting RMCs in reinforcing country systems to facilitate their use in donor-

financed projects.  

 

2. Reporting relationships   

The Vice-President for Regional Development, Integration and Business Delivery reports to the 

President and supervises: 

 Five (5) Regional Director Generals (Central, East, North, South and West Regions); 

 Special Operations Unit; 

 Transition States Coordination Office; 

 Regional Integration Office.  
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Director General: Regional Development, Integration and Business Delivery Complex 

 

(Central, East, North, South and West) 

 

1. Role 

 

The Director General (DG) for each of the Bank Group’s five Regional Directorate (RD) provides 

overall strategic direction to the country offices within each respective region. Each DG is 

responsible, answerable and accountable for: (I) all aspects of ensuring efficient and effective 

portfolio management and successful project completion through timely execution, (ii) rigorous and 

measureable service delivery;  and robust internal processes, (procurement, disbursement, legal, 

administrative) while maintaining vigilant and dynamic fiduciary,  as well as operational safeguards); 

(iii) ensuring coordinated support to transition states and speedy response to fragility situations; (iv) 

sourcing and origination of bankable projects in collaboration with stakeholders and the private 

sector, in support of impactful developmental objectives in the RMCs to achieve Bank Group’s 

Business development objective. (iv) Working closely with Regional Economic Communities 

(RECs), development partners, cooperation with and ensuring dynamic donors coordination within 

each region; (vi) be responsible for all aspects of instilling a sense of purpose and maintaining and 

upholding the Institutions reputational and intangible assets in the spirit of ‘One Bank’ by upholding 

sound fiduciary practices on all of the Bank Group’s footprint within the respective domain of each 

DG. 

 

Each Regional Directorate will operationalize its mandate by bringing together the critical technical 

expertise to bear on the Bank’s operations, business development, projects management, 

administrative, budgeting, disbursement, legal and other responsibilities. To accomplish this, each 

RD will be responsible for (I) developing critical resources, competent staff and state of the art 

technical capability necessary for effective portfolio management, efficient internal processes, and 

responsive sourcing and origination of bankable projects with meaningful economic, human and 

social development impacts on the RMCs; (ii) working in full collaboration with all stakeholders 

including the private sector, RECs, donors, and other development institutions as a hallmark of a 

successful engagement of each DG on the ground in each region. RD will lead investments drives 

across the region through the ‘African Investment Forum’; develop partnerships and alliances for 

promoting effective regional integration and cross-border trade and investment opportunities. 

Furthermore, (iii) each RD is charged with ensuring speedy response to emerging needs in transition 

states, fragility situation and, in collaboration with the SVP, they are to systematically strengthen 

countries for project implementation units and execution agencies within its region, in order to 

improve their absorptive capacity and reinforce the country systems to achieve greater impact from 

donor-financed projects. RDs will promote country ownership, selectivity and alignment with 

countries’ needs and regional priorities, and work in collaboration with Sector VP, in the context of 

the Bank’s TYS and its High 5s. The DG will ensure alignment between countries’ development 

plans, that projects are properly originated and, in concert with the Sector Complex- advise 

governments on technical issues, share knowledge and experience to deepen RMCs ability to 

prioritize building of robust pipeline of bankable projects, increase quality at entry of projects and its 

developmental impacts.  
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2. Reporting relationships   

The Director General reports to the Vice-President, Regional Development, Integration and Business 

Delivery and supervises:  

 Operations, Portfolio Management, Services and Business Development Divisions;   

 All the Countries Offices within each Director General’s Region.  

 

Director General Central Africa Region 

Cameroon, Central African Republic, Chad, Congo Democratic Republic, Republic of Congo, 

Equatorial Guinea, and Gabon. 

 

Director General East Africa Region 

Burundi, Comoros, Djibouti, Eritrea, Ethiopia, Kenya, Rwanda, Seychelles, Somalia, South Sudan, 

Sudan, Tanzania and Uganda. 

 

Director General North Africa Region 

Algeria, Egypt, Libya, Mauritania, Morocco and Tunisia. 

 

Director General Southern Africa Region 

Angola, Botswana, Lesotho, Madagascar, Malawi, Mauritius, Mozambique, Namibia, São Tomé and 

Príncipe, South Africa, Swaziland, Zambia and Zimbabwe.  

 

Director General West Africa Region 

Benin, Burkina Faso, Côte d’Ivoire, Gambia, Ghana, Guinea, Guinea Bissau, República de Cabo 

Verde, Liberia, Mali, Niger, Nigeria, Senegal, Sierra Leone and Togo. 
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CRITERIA FOR SELECTING THE LOCATION OF REGIONAL HUBS 

(Initially approved for the establishment of Regional Resource Centers) 

 

AFRICAN DEVELOPMENT BANK                              AFRICAN DEVELOPMENT FUND  

 

BOARDS OF DIRECTORS 

Resolution B/BD/ 2015/10 – F/BD/2015/06 
Adopted on a lapse-of-time basis by the Board, on 17 September 2015 

Decentralization Action Plan 2015-2017 
 

THE BOARDS OF DIRECTORS,  
 

HAVING REGARD to: (I) the Agreement Establishing the African Development Bank (the “Bank”), in 

particular Articles 32 (Board of Directors: Powers) and 39 (Office of the Bank); (ii) the Agreement 

Establishing the African Development Fund (the “Fund”), in particular Articles 22 (Organization of the 

Fund), 26 (Board of Directors: Functions) and 32 (Office of the Fund); and (iii) the General Regulations 

of the Bank, in particular Article 1 (Offices of the Bank);  
 

RECALLING Resolution No. B/BD/2011/16 – F/BD/2011/09 adopted on 8 April 2011 by the Board of 

Directors of the Bank and approving the designation of two existing field offices as Regional Resource 

Centers on a pilot basis;  
 

RECALLING FURTHER the decision of the Boards of Directors on 8 July 2015 to establish a regional 

resource center for North Africa, as recommended by Management in Document 

ADB/BD/WP/2015/74/Rev.1 - ADF/BD/WP/2015/54/Rev.1 entitled “A Proposal to Update the 

Decentralization Action Plan 2015-2017 – Revised”  
 

HAVING CONSIDERED Document ADB/BD/2015/74/Rev.1/Add.2/Approval – 

ADF/BD/WP/2015/54/Rev.1/Add.2/Approval entitled Regional Resource Center for North Africa – 

Criteria for Selecting the Location;  
 

HEREBY APPROVE the following selection criteria that Management will use in selecting the location 

of the Regional Resource Center for North Africa and, subsequently, in the selection of the location of 

any other regional resource center that the Boards may approve in the future:  
 

a) The availability and quality of the Bank’s physical infrastructure;  
 

b) Good international transportation to countries in the region;  
 

c) Status as a regional growth pole;  
 

d) Good quality and dependable communications;  
 

e) A reasonable degree of security of life and property; and  
 

f) The presence of quality education and health facilities for staff and their families.  
 

AUTHORIZE the President of the Bank to take all measures that the President deems necessary or 

appropriate to implement this resolution, including negotiating and concluding the required agreements 

and conventions with the countries selected in accordance with the above criteria. 
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STAFF IN REGIONAL AND COUNTRY OFFICES, MAY 2016 

 

OFFICES 
BUDGETED AT POST 

PLI LP LGS Total PLI LP LGS Total 

East Africa 62 56 44 162 52 51 43 146 

Burundi 2 3 4 9 1 3 4 8 

Ethiopia 7 10 7 24 5 10 7 22 

Kenya 32 12 8 52 28 11 7 46 

Rwanda 5 7 7 19 4 5 7 16 

South Sudan 2 2 3 7 1 2 3 6 

Sudan 3 3 4 10 3 3 4 10 

Tanzania 6 9 5 20 5 9 5 19 

Uganda 5 10 6 21 5 8 6 19 

Central Africa 24 32 44 100 23 29 41 93 

Cameroon 8 9 8 25 7 9 7 23 

Central African Rep. 1 1 5 7 1 1 4 6 

Chad 3 4 7 14 3 4 7 14 

DR Congo 4 9 8 21 4 7 7 18 

Gabon 4 4 8 16 4 4 8 16 

Madagascar 4 5 8 17 4 4 8 16 

North Africa 10 17 16 43 10 17 15 42 

Algeria 1 3 4 8 1 3 4 8 

Egypt 3 7 6 16 3 7 6 16 

Morocco 6 7 6 19 6 7 5 18 

Nigeria 9 8 8 25 8 7 8 23 

Nigeria 9 8 8 25 8 7 8 23 

West Africa 44 43 45 132 49 42 41 132 

Burkina Faso 5 5 7 17 5 4 7 16 

Ghana 8 8 6 22 5 8 6 19 

Liberia 4 3 5 12 4 3 4 11 

Mali 6 8 7 21 6 8 7 21 

Senegal 12 9 8 29 12 9 8 29 

Sierra Leone 4 8 5 17 3 8 5 16 

Togo 4 2 5 11 4 2 4 10 

South Africa 61 28 37 126 53 28 37 118 

Angola 3 2 5 10 2 2 5 9 

Malawi 3 7 6 16 3 7 6 16 

Mozambique 3 6 8 17 3 6 8 17 

South Africa 45 6 7 58 39 6 7 52 

Zambia 3 6 6 15 3 6 6 15 

Zimbabwe 4 1 5 10 3 1 5 9 

Customized Offices 6  3 9 6  3 9 

Benin 1   1 1   1 

Congo (Brazzaville) 1    1   1 

Guinea 1   1 1   1 

Guinea Bissau 1  2 3 1  2 3 

Mauritania 1   1 1   1 

Mauritius 1    0    

Sao Tome & Principe 1  1 2 1  1 2 

Total 216 184 195 595 191 174 187 552 

      Source: African Development Bank 
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AfDB HEADQUARTERS FOOTPRINT, 2018  
 

 Staffing and Implications for Space Allocation 

 

As at end May 2016, the total workforce of the Bank stood at 2,645, including Staff at 

Headquarters; staff in country offices; short term staff, consultants and service providers. A detailed 

breakdown is provided in table 1 below.   

 

The projections made in the DBDM forecast around 1000 staff (PL and EL) in regional and country 

offices by the end of the implementation process in 2018, in addition to the 379 representing the Local 

professionals (LP) and local general service staff (LGS). Referring to the last Business Continuity 

report, the additional capacity in terms of work stations is 450 in Pretoria; 400 in Tunis; and 70 in 

Nairobi. While the details of absorptive capacity in individual country offices are being worked out 

in the context of the DBDM, these figures at the regional level provide a safety cushion for the initial 

staff redeployment exercise. 

         

The projected foot print in Abidjan in 2018 will take into account the current HQ + CCIA headcount 

of 1277, plus 332 vacant positions, 30 HQ staff still in Tunis, and about 300 consultants, short term 

staff, technical assistants and special service providers (Travel agents, Catering, Post Office, 

Telephone support, Security and “Sapeurs pompiers”, etc.). This brings the head count to 1930 people 

that would need to be accommodated first at the HQ building, and in any alternative office space.  

 

The capacity of the HQ building today is 1200 work stations, down from the 1300 originally set up 

and taking into account the open space plan. The difference stems from the additional space that was 

allocated to the medical center in the context of improved occupational health safety at HQ.  

Consequently, there will remain about 730 people to be accommodated. The Bank owns a floor at 

Immeuble Atlantic (IMA) with a capacity of 30 work stations. However, Management is still 

reviewing options to develop the land in Riviera, which will be discussed with the Board in due 

course. Therefore, other options will be explored including the continuous occupancy of the CCIA 

building, with the possibility of co-renting with sister institutions to share the costs and mutualize the 

maintenance and security requirements.   
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EXECUTING THE NEW BUSINESS DELIVERY MODEL 

HR High Level Business Plan 

 
Following the Board’s approval of the new Development and Business Delivery Model, the HR 

Department is positioning itself as a strategic business partner in preparing and transitioning the 

organization to the desired end-state. In particular, we shall actively enable the ramping-up of the 

organizational capabilities (Strategy, Structure, Systems & Processes, and Culture, People & 

Knowledge Resources) to deliver a high performance organization. 

 

A roadmap for subsequent approval that will enable the organizational re-design and institutionalize 

the new way of working through: 

 

 Setting up a regional development and business delivery structure which will bring the Bank 

much closer to the sub-regions, with senior leadership and managerial capacity on the ground, 

to drive a much faster pace of regional integration. 

  Streamlining the Headquarters (HQ) in Abidjan to operate more effectively while reduce 

operating costs.  

 Creating new sector complexes to focus on the Bank’s Ten Year Strategy and High 5 priorities. 

 On-boarding best-in-class talent with unique skill sets and competencies required by the new 

business model.  

 Building a work culture and a work environment in which teams and individuals are inspired 

to realize their full potential as they deliver the Bank’s long and mid-term strategic promises. 

  Re-wiring the HR processes to enable a winning organisation.  

 
Critical CHRM interventions in the transitioning of the organisation to the desired end-state 

organisation (post - DBDM) will include but are not limited to the following in the table below: 

 

Intervention Critical success factor 
Start 

Period 

In Partnership 

with 
 Scoping the DBDM  

HR Component  

 Alignment of the HR strategy to the 

new Business Delivery Model 

 Participation in the TMT  

 Project Management Planning 

Q2 2016 SVP Complex 

 Design and sign-off a 

Comprehensive 

Change Management 

Framework  

 Employee Communication Pack 

 Change Management coalition  

(Change Champions) and staff 

training  

Q3 2016 RDIBD Complex  

 Agree the ideal size of 

 the new organisation  

 Analysis of complex-wise headcount, 

job-evaluation (levels)  and costing to 

demonstrate efficiencies flow-through 

Q3 2016 RDIBD Complex  

 Completion of job 

descriptions (refresh 

old jobs and create 

new ones) 

 Definition of vertical-wise technical 

and leadership competencies  

Q3 2016 RDIBD Complex  

 Internal Job Posting of 

vacancies and 

evaluation of 

applicants to ensure 

best fit  

 Establishment of assessment centres, 

online testing tools and interview 

panels as appropriate  

Q3 2016 RDIBD Complex  

 On-board all placed 

employees into the 

new work-way and 

 Co-creation and cascade of the new 

culture, values and clear Key 

Performance Indicators  

Q4 2016/ 

Q1 2017 

RDIBD Complex  

 

Complex Change 

Champions 



 

IX 

new Performance 

Framework  
 Alignment on the compensation & 

benefits policies to the mobility 

imperatives 

 Refresh and Automate 

HR Processes for 

Superior Employee 

Experience and 

Efficiencies 

 Fully Integrated HRIS14 

 User Training developed and used 

 Automated contract renewal 

functional and fully utilized 

 New Performance Management 

System implemented incl. 3600 

Q4 2016/ 

Q1 2017 

CIMM 

 Organisation-wide 

Culture and Employee 

Engagement Programs 

 Robust Internal Communication 

Strategy 

 Team building and work-place 

initiatives 

Q4 2016/ 

Q2 2017 

SAPR /CERD 

 Stabilize the new 

Organisation and 

Evaluate the 

Transition for 

learnings 

 Organisation Health Survey 

 Town Halls across the Organisation  

 Planning Ahead  

Q3 2017  SAPR/CERD 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

                                                        
14 Human Resources Information System 
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ANNEX VII 

 

STRUCTURE OF BENEFITS AND ALLOWANCES 

FOR STAFF ASSIGNED TO HARDSHIP AND NON-FAMILY DUTY STATIONS 
 

 
 

STRUCTURE OF BENEFITS AND ALLOWANCES 

As at May 2016 
 

HARDSHIP DUTY STATIONS  

Monthly Allowance 
 

A non-pensionable hardship allowance is paid for non- family or D or E rated 

field offices.  
 

The rating is based on UN scales - 17.5% for E non family locations, 15% for D 

non family, 12.5% for D family and 12.5% for C non family through payroll on 

basic salary 
 

NON-FAMILY DUTY STATIONS  

Relocation 

Shipment 

 

Shipment of the personal effects  

(20-foot container)  
 

Cost of shipping one vehicle for the staff from the current duty station to the 

non-family duty station  
 

Shipment of dependents’ personal effects 

 (40-foot container) 
 

Relocation Travel 
 

Travel of staff member from the current duty station to non-family duty station  
 

Travel for dependents from current duty station to home country or lump sum 

payment equivalent to the cost entitlement for “current duty station to new duty 

station” 
 

Home Leave 
 

Annually 

Round trip economy ticket for staff only 
 

Family Leave  
 

Payment of air ticket from duty station to home country 
 

5 working days as annual family leave days  
 

Rest and 

Recuperation 

 

Lump sum of UA 1000 per trip every 8 week cycle 
 

Five (5) consecutive calendar days with two (2) travel days, even if these days 

fall on weekends or public holidays. 
 

 

Education 

 

The Bank’s contribution for education will be 80% instead of  the normal 

ceiling of 75%   
 

 

NOTES: 

Hardship Countries:  

Angola, Burundi, Central Africa Republic, Chad, Democratic Republic of Congo, Guinea, Liberia, Malawi, Mali, 

Mauritania, Sierra Leone, South Sudan and Zimbabwe                
 

Non-Family Duty Station: 

Burundi, Central Africa Republic, Chad, Democratic Republic of Congo, Liberia, Mali, South Sudan, and Sudan 

 

 

 



 

XI 

ANNEX VIII 
 

INDICATIVE RESULTS MONITORING FRAMEWORK FOR DECENTRALIZATION PERFORMANCE * 

IS AFDB MANAGING ITS OPERATIONS EFFECTIVELY? 

(LEVEL 3 OF THE RMF) 

Indicators Unit Source 

Strengthening Results at Country and Regional Level 

New CSP and related papers Number Data consolidated by RDIBD Complex 

New RISPs and related papers Number Data consolidated by RDIBD Complex 

New ESW and related papers  Number Data consolidated by RDIBD Complex 

Fragility Assessments and related papers Number Data consolidated by RDIBD Complex 

Completed operations with a timely PCR  % AfDB Annual Retrospective Review Report 

Deepening Policy Dialogue and Leading Donor Coordination 

Working groups chaired by AfDB in RMCs Number Data consolidated by RDIBD Complex 

Client’s perception of “Preferred Partner Status” % AfDB Annual Client Survey 

Increasing Business Opportunities in RMCs 

Volume of pipeline generated in strategic priority areas  UA million AfDB Executive Dashboard 

Delivering Quality Operations 

New operations rated satisfactory % AfDB Readiness Reviews 

Accelerating Speed of Delivery and Improving Portfolio Performance 

Time from Approval to Signature (Public and Private 

Sector projects separately) 

Months AfDB Annual Retrospective Review Report 

Time from Approval to First Disbursement Months AfDB Annual Retrospective Review Report 

Projects Flagged for Performance delays and 

challenges 

% Monthly Portfolio Flashlight 

Disbursement ratio of active portfolio % AfDB Annual Retrospective Review Report  

Operations at Risk % AfDB Annual Retrospective Review Report  

Improving Management of Fiduciary Risks and Safeguards at the Regional Level 

Key Risk Indicators  AfDB (ORPF and GORU)  

Achieving Greater Development Impact 

Completed operations rated satisfactory % AfDB (IDEV) 

Completed operations with sustainable outcome % AfDB (IDEV) 

IS AFDB MANAGING ITSELF EFFICIENTLY? 

(LEVEL 4 OF THE RMF) 

Moving Closer to Clients 

Operations Managers based in Regional and Country 

Offices 

% AfDB Annual Retrospective Review Report  

Operations ecosystem based in Regional and Country 

Offices 

% AfDB Annual Retrospective Review Report  

Human Resources - Engaging Staff for Results  

Employee engagement index % AfDB Annual Retrospective Review Report  

Share of professional staff locally recruited % AfDB Annual Retrospective Review Report  

Share of women in managerial position % AfDB Annual Retrospective Review Report  

Improving Cost Efficiency 

Coverage of operational expenses % AfDB Annual Retrospective Review Report  

Cost of preparing a lending project UA million  AfDB Annual Retrospective Review Report  

Cost of supporting project implementation UA million  AfDB Annual Retrospective Review Report  

Leveraging Partnership   

Co-financing resources leveraged Ratio AfDB Annual Retrospective Review Report  

Source: African Development Bank 
NOTES:  

* The performance indicators will be measured in accordance with the definitions provided in the One Bank Results Measurement Framework 2017-2019 and 

other Bank annual Programming and Budget Reports. Unless specified as for “regional and country offices” the measure will be at corporate level with 
consideration given to achievements as being attributable to activities executed or decentralized operations.   

 

 


