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The final level of AfDB’s Results Measurement Framework assesses how well we manage ourselves 
as an organisation. We use 15 indicators to measure how far we have come in improving our 
structures and management processes to achieve value for money for our partner countries. This 
section examines our progress in decentralising our staff and functions to the country level and 

in strengthening our staff management. It looks at whether business process reforms, including the 
introduction of new IT systems, have led to greater efficiency. We take stock of the structural changes we 
introduced to help us deliver the Bank Strategy and respond to the needs of our partner countries. We 
also reflect on the move back to the Bank’s permanent headquarters in Abidjan, assessing how this major 
operation has affected the delivery of our operations.

Decentralisation: moving closer to our clients
Decentralisation of staff and functions has been a long-term objective 
of the Bank, responding to clear demand from our client countries. 
Decentralisation brings us closer to the people we serve and enables 
us to participate more effectively in country development processes. 
Since 2000, the Bank has expanded its country presence outside of 
headquarters  to 38 countries. 

Throughout this period, we have undertaken periodic reviews and 
adjusted the decentralisation approach accordingly. In 2014, we 
undertook a midterm review of the Decentralisation Roadmap 
that has guided the process since 2011. This review identified 
many benefits from our in-country presence (see Box 4.1), noting 
in particular the progress in policy dialogue and improved donor 
coordination. A revised decentralisation action plan is now being 
developed to ensure that country offices are staffed according to 
each country’s needs and business development opportunities and to 
ensure delivery on the Bank’s Ten Year Strategy.

We also commissioned an assessment of fiduciary risks and safeguards 
in the context of our decentralised Bank structure. This review assured 
the Bank that the current approach did not expose it to any major 

risk. However, it identified procedural changes and training needs to 
improve risk management and awareness and minimise fiduciary risks, 
so as to ensure efficient and effective operations.

We have exceeded our 2014 targets for decentralising staff and 
tasks to the field. We devolved more management responsibility to 
country offices through our 2012 Delegation of Authority Matrices, 
with more than 50% of projects managed from field offices1, 
compared to 42% in 2012. The share of our total professional 

operational staff based in field offices was 50%, surpassing our 
target of 40% and enabling us to provide more robust and flexible 
management of our operations. The necessary infrastructure is in 

Level 4: How efficient AfDB is 
as an organisation

1 A green bullet indicates that we have achieved or are within 90% of achieving the target.

Box 4.1 Successes on the road to decentralisation

A 2014 midterm review of the Bank’s Decentralisation Roadmap 
concluded that decentralisation has increased the Bank’s 
visibility in regional member countries. Bank staff who are 
based in country offices have developed a better understanding 
of the country context and are able to participate more readily 
in key policy discussions and local events and workshops. 

Many staff and clients also stated that project supervision is more 
effective when conducted from a field office. Specialist staff are 
able to offer advice and solve problems, while project teams can 
address financial and procurement issues and resolve any delays 
or difficulties. Overall, the local presence means that the Bank has 
become more responsive in dealing with its clients.

We have exceeded our 2014 
targets for decentralising tasks 
to the field, with 51% of projects 
managed from the field
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Table 4: How efficient AfDB is as an organisation (Level 4)

This table presents the Bank’s progress in achieving its 2014 targets for organisational performance:

We have achieved or are within 90% of achieving the target We have not made enough progress but are within 80% 
of achieving the target

We are not moving towards the target Data points are missing

INDICATOR BASELINE  
2012

LATEST  
2014

TARGETS
2014 2015 2016

DECENTRALISATION: MOVING CLOSER TO OUR CLIENTS

Operational staff based in field offices (%) 36 50 40 45 50

Projects managed from field offices (%) 42 51 50 53 55

Connecting to field offices (% successful videoconferences) 90 98.5 more than 95 more than 95 more than 95

HUMAN RESOURCES: ENGAGING AND MOBILISING STAFF

Employee engagement index (%) 53 .. 64 67 70

Managerial effectiveness index (%) 48 .. 55 60 65

Operations professional staff (%) 67 66 70 70 70

Share of women in professional staff (%) 27 27 28 30 33

Share of management staff who are women (%) 24 31 28 30 32

Net vacancy rate — professional staff (%) 9 16 15 13 9

Time to recruit new staff (days) 223 .. .. 150 100

VALUE FOR MONEY: IMPROVING COST EFFICIENCY

Administrative costs per UA 1 million disbursed (UA 000) 86 98 87 85 80

Cost of preparing a lending project (UA 000) 1 74 71 72 71 70

Cost of supporting project implementation (UA 000) 1 21 14 20 19.5 19

Work environment cost per seat (UA 000) 3.5 3.3 3.4 3.35 3.3

Share of users satisfied with IT service delivery (%) 96 97 more than 97 more than 97 more than 97

.. = Data not available; IT = information technology; UA = Units of Account. 
1 Both the cost for project preparation and the cost for project implementation are still based on estimates.

Source: African Development Bank

place to ensure effective communication between staff in field offices 
and at headquarters, with 97% of videoconferences successfully 

connecting to field offices.

Human resources: engaging and mobilising staff
As Africa’s premier development finance institution, the Bank aims 
to engage professionals of the highest calibre from a wide range 
of specialties. The Bank’s People Strategy sets out the measures 
we are taking to ensure that we attract and retain the right mix of 
skills and expertise. The four pillars of this comprehensive strategy 
are developing leadership, strengthening employee engagement, 
improving performance and accountability and creating the workforce 
of the future. Our Human Resource Action Plan 2013–2015, which 
sets out in detail how we will deliver on the strategy, is being 
implemented across the organisation. 

To enable staff to deepen their expertise and remain at the cutting 
edge of their professions, we launched a Learning and Professional 
Development Strategy. This approach serves to attract dedicated and 
high-quality professionals to the Bank, strengthening our position 
as an employer of choice for people who work in development. 

Figure 4.1 Decentralisation

Operational staff based in field offices 
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Projects managed from field offices  
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Connecting to field offices
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We strive to retain and motivate staff and encourage their 
high performance by providing an active learning environment 
that enhances both technical specialisation and leadership and 
management skills (see Box 4.2). 

As part of our drive for better management throughout the 
Bank, we undertook a strategic review of our staff performance 
management practice. Drawing on the findings of this review, we 
made a number of changes to embed a high-quality performance 
management culture throughout the Bank. Core to this agenda is a 
more systematic and quality dialogue between staff and supervisor. 
The principles underpinning the new approach are that performance 
management practice must clarify expectations; be simple, clear and 
fair for all parties; and be an ongoing, continuous process.

To assess progress under our People Strategy, we measure 
employee engagement2 and managerial effectiveness 

through staff surveys. Partly because of the Bank’s move to Abidjan, 
the 2014 survey was conducted in April 2015, later than originally 
scheduled. The findings of the survey were not available by the 
time this report went to print but will be published later this year. 
Staff surveys on specific pillars of the People Strategy will take 
place in 2015 and 2016, with a full survey on all pillars in 2017. 
To respond to some key issues raised in the 2013 staff survey, 
we acted to make decision-making more open and transparent, 
facilitate better internal communications and feedback, and 
recognise and reward high staff performance through awards to 
individuals and teams.

The return to our headquarters in Côte d’Ivoire was an immense 
logistical challenge and a major change for Bank staff and their 
families. Over a nine-month period, briefing sessions for relocating 
staff, along with meet-and-greet arrangements, provided a range 
of services to help over 1000 staff members and their families 
settle in Abidjan. Through careful planning and implementation, 
the move was achieved successfully with minimal disruption to our 
operational work.

During the move, the staff complement fell by 6.4%, to 2065. The 
net vacancy rate for professional staff3 stood at 16%, above the 

target of 15%. As the Bank implements its strategic staffing exercise, 
the Bank’s net vacancy rate was deliberately maintained at a high 
level. This, combined with the freeze on recruitments, provided 
management with greater flexibility to realign our workforce with the 
objectives of the Bank’s Ten Year Strategy. 

In regard to gender parity in our staffing, we continue working to 
raise the proportion of women in professional and management 
positions, but we still have some distance to go. We achieved our 

Box 4.2 Investing in people at the AfDB

The Bank’s Learning and Professional Development Strategy 
(2014–16) helps attract and retain the high-quality workforce 
needed to implement the Bank Strategy. We are working to provide 
the learning resources and environment needed for continual staff 
development by investing in five key areas.

 ◗ Leader-led learning: developing leadership and management 
skills so that the leadership team is well equipped to ensure 
that learning takes place for all staff in their teams.

 ◗ Business-aligned learning investments: focusing on learning 
that directly supports the Bank’s business imperatives.

 ◗  Promoting gender equity: investing in initiatives and activities 
to promote gender equity, both within the Bank and throughout 
all our operations.

 ◗ New architecture for cross-boundary learning: supporting new 
Professional Practice Groups and strengthened Communities of 
Practice.

 ◗ Focus on results, impact and value for money: developing 
better learning methodologies to achieve results, development 
impact and better value for money.

Figure 4.2 Human resources
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2 A grey bullet indicates that data points are missing.
3 A yellow bullet indicates that we have not made enough progress but are within 80% of achieving the target.

31% of women hold management 
positions, up from 24% in 2012
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2014 targets, with the share of women in professional staff roles 
at 27% and in management roles increasing to 31% from 
24% in 2012. Overall, the proportion of our employees who are 

operational professional staff was 66%, against a target of 70%, 
showing that we need to keep this area under active review.

Value for money: improving cost-efficiency
The Bank is committed to achieving greater value for money in all 
our development investments. This requires maximising the benefits 
for our clients and increasing the efficiency of our spending. We 
are working in this area not only for our own operations, but also 
in cooperation with other multilateral development banks (see 
Box 4.3).

In recent years, our administrative costs have been well contained 
through actions to streamline business processes and procedures. We 

have implemented cost-rationalisation measures such as streamlined 
missions and consultancies, cost-effective printing facilities and 
better use of office spaces. The ongoing strategic staffing review 
is expected to align the efforts behind our strategic priorities and 
results and should also reduce costs. In addition, we are introducing 
better cost accounting, such as staff time recording to strengthen the 
link between resources and results. For example, the costs of project 
design and implementation will in the future be carefully tracked 
against project achievements.

As a result of these measures, we have made good progress 
in keeping our costs at reasonable levels, achieving our targets 
for three of our four value-for-money indicators (Figure 4.3). 

Administrative costs per UA 1 million disbursed4, UA 98 000, was 
a 4% improvement on last year’s figure (UA 102 000), but was above 
the target of UA 87 000.  It is important to note, however, that this 
failure to meet our target does not reflect increased administrative 
costs but rather disbursement volumes that were below targets, 
mainly for the concessionary window (the African Development 
Fund). Higher disbursement targets were set after an increase in 
loan commitments, but countries borrowing from that window were  
experiencing delays in the processing of some procurement and 
disbursement requests.

We have reduced the cost of preparing a lending project from 
UA 74 000 in 2012 to UA 71 000 and decreased the cost of 
supporting project implementation from UA 21 000 to UA 14 000 
— well below our target of UA 20 000. Careful office management, 
control of rental and lease renewals and an increase in office capacity 
have brought down the work environment cost per seat to 
UA 3300 from UA 3500. 

The provision of a high-quality IT infrastructure is critical to enabling 
a decentralised Bank to operate effectively whilst containing 
administrative costs. Efficient and continuous IT services enable 
both field offices and headquarters to operate in a timely and 
efficient way, delivering services to our clients, communicating 
well and providing the back-up and advisory support needed for 
prompt and effective service delivery. As a result of our efforts, the 

share of users satisfied with IT service delivery is 97%.

In 2014, the transfer of our IT infrastructure back to our headquarters 
in Abidjan proved to be a resounding success. Careful IT recovery 
plans and procedures were put in place to facilitate the move, and 
they played a key part in minimising disruption to our operations. In 

Box 4.3 A new framework for measuring value 
for money in multilateral development banks

Achieving good value for money is essential to the multilateral 
development banks. It underpins their credibility and guides 
them in improving their institutional efficiency. Led by the AfDB, 
multilateral development banks are working together to develop a 
new conceptual framework to provide a common approach to value 
for money. This work will determine the actions needed to ensure 
that each development bank maximises value for money and has 
systems in place to track its progress. While the principles will be 
shared, the systems need to be tailored to each institution’s unique 
mandate, structures, governance requirements and activities.

4 This does not include the Bank’s 2014 cost of the return to headquarters, amounting to UA 50.6 million, which are mostly one-off expenses such as transportation cost for staff and 
families, return and installation allowances, etc.

Careful management and control 
have brought down the work 
environment cost per seat from 
UA 3500 in 2012 to UA 3300 

Figure 4.3 Value for money: improving cost 
efficiency

Administrative costs per UA 1 million 
disbursed (UA 000)1

Cost of preparing a lending project
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Cost of supporting project 
implementation (UA 000)

Work environment cost per seat 
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addition, improved IT systems have helped to support management 
reforms such as the new integrated staff performance management 
system. We also implemented an improved procurement workflow 
process to increase efficiency and enable staff to collaborate on 
procurements across geographical boundaries.

Conclusion 
For more than a decade, the decentralisation of staff and functions 
has improved our performance for our clients. Yet decentralisation 
involves complex management challenges. We took stock of our 
progress with decentralisation in 2014, and as a result, we will 
make additional efforts to ensure that staff are carefully allocated 
to country offices in line with the business needs of the country. We 
have also undertaken a range of reforms to our business processes to 
contain costs and increase efficiency. 

Our new human resource initiatives are improving staff management 
processes and creating learning and professional development 
opportunities to attract and retain staff of the highest calibre. We are 
achieving our diversity targets by increasing the share of women in 
professional and management roles. Our IT services have delivered 
high-quality services, enabled improved business processes and 
procedures and played a key role in the smooth transition back to our 
headquarters in Abidjan.

To meet the level of ambition set out in the Bank Strategy, we must 
keep our own organisation under continuous review, seeking out 
opportunities to drive up performance and achieve better value for 
our partner countries. This period has therefore been particularly 
dynamic for the Bank, as we have realigned our structures and 
resources to deliver on the Strategy (see Box 4.4).

Through all these actions, we are working to ensure that the Bank 
continues to deliver the best possible development results through 
its operations across Africa. 

Box 4.4 Adapting the Bank’s structure to better 
respond to countries’ emerging needs

One key focus area in our Strategy is the sustainable development 
and management of Africa’s vast natural resources. To strengthen 
and scale up our assistance in this area, we have created an 
African Natural Resource Centre as a nexus of expertise and 
specialised services. 

Another area on which the Bank has committed to focus is 
financial inclusion. We have created a new structure to promote 
robust financial systems and inclusion. Working closely with 
country offices, the new unit will drive forward the financial 
sector development priorities in our Bank Strategy.
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