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REGULATION NUMBER 206/202

A REGULATION TO PROVIDE FOR THE
POWER AND DUTIE RGANIZATION, AND
OPERATIONS OF CIVIL SERVANTS’
COMPETENCY ASSESSMENT AND
ERTIFICATION INSTITUTE
WHEREAS, it has been found necessary to establish
and implement a human resource management and
development system within the public offices of the
Addis Ababa City Administration based on competence;

WHEREAS, it has been found necessary to establish a
competence and certification system in order to
empower the civil servants of the city administration
with knowledge, skills, and good character as well as to
make them effective;
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WHEREAS, it is believed to promulgate the power and
duties, organization, and operations of the competence
assessment and certification institute in order to
maximize the satisfaction and confidence of citizens in
public offices through implementing a transparent,
collaborative civil servants’ competence assessment and
certification activities in a sustainable manner and
ensuring accountability as well as improving the quality
and effectiveness of the service delivery;

WHEREAS, it is believed to promulgate the power and
duties, organization, and operations of the competence
assessment and certification institute to implement civil
servants’ competence assessment and certification
activities in a transparent, collaborative, sustainable
manner, and in a way to ensure accountability as well as
improving the quality and efficiency of service delivery
in order to maximize the satisfaction and confidence of
citizens in public offices;

NOW, THEREFORE, in accordance with Sub-Aurticle
(2) of Article 17 of the Addis Ababa City
Administration Civil Servants’ Proclamation Number
87/2025, the Cabinet of the Addis Ababa City
Government has issued this Regulation.

PART ONE
GENERAL PROVISIONS
1. Short Title

This Regulation may be cited as: “Civil
Servants’ Competency Assessment and
Certification Institute Power and Duties,
Organization, and Operations Determination
Regulation Number 206/2026.”

2. Definition

In this Regulation, unless the context requires

otherwise:

1. “City” means the Addis Ababa city;

2. “City Government” means the Addis
Ababa City Administration;

3. “Proclamation” means the Addis Ababa
City  Government  Civil
Proclamation Number 87/2025;

4. “Bureau” means the Addis Ababa City
Administration Public Service and Human
Resource Development Bureau;

Servants’
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Z. a-PT”  “Int  newf(G  TICUCT: 5. “Knowledge” means an understanding
hrAams A 0HPNE 20U vl SS acquired from formal education, training,
N0 AZE PIC PA PTLLPE  avlE and experience as well as an intellectual
e mn: P\ PP maturity to recall, express, analyse,
CMRLTN: P g KRG PG organize, evaluate, and create an organized
information about a given subject;
AR ZP NAT Yot 9 J
Z. ‘et TaT h1L wieE ) .
6. “Skill” means the capacity or ability to use
HérCo-9° Pr (T°VCTST NAAMST . .
the knowledge that is acquired naturally,
WO QARE e1Te T hobdt through  education and training or
(evady® erama? ¢ 0PATET: experience to execute a given activity
0-thJJ-L0r4 pet  a“hTo7 efficiently, continuously, and with quality;
PULLNTA API® @LY° Paomdy® oD
1m-: 7. “Behaviour/Character” means the
L. “Ue” TINT ATE wilerE ol capacity of an employee to demonstrate
A.POGo7 a-MA2L: AkhaN. hottT positive or negative responses  for
DLI° ARWPLCT  POUGFLm hAPTIP customers, situations, or working
LY AQSP goa eamAMmIG procedures while undertaking his duties and
ANEFAONT (H0C T00T Poy AN to translate his understanding into action;
hAd9® ro-:
. 8. “Capacity Framework Units” means a
L. “PNPT N0PFE RAT “10T (1PRLE0 _ _
document that consists of behavioural and
PTAR 26207 No-mI11 T AovldA9° . . .
technical competency units, capacity
PULENTA PAVCER AT PERLIA AFT descriptions, capacity indicators, and
ALz PNPT R P et assessment methods and techniques that
AaoAW ¥ AG aevdhd P e0T A enable to effectively carry out identified
PI°NG P ATTTIG He,24% At jobs at various levels;
for el N1 -t
9. “Comprehensive Competency Category”

i

“pPA PANPT LA M Wb LAcT
AP AVET oo Polb Ll
AT ARTL PPN OACT NL904.
AL P ROVTPAK POLPRCT Prvie:
PO AG Po-mT 8017 PPN -k

means the categorization of jobs, people,
and result related issues in terms of their
close relationship among the identified
competency units and the overall positive
contribution for a single competency

standard;
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1. PP T  RLBE TN PrePT 10. “Competency Level” means  the
0NN PAPT AG Npet combination of behavioural and technical
LT NHPIE o 0L helEo 08 competency that an employee who will be
ACLA OLE (0@ P avgAl Wit assigned in a given position is expected to
AIS.0MA P mlber PAVLEP AG meet when the complexity, depth, and
. efforts required for the job increase from
eERZhA NP ETT AnPae 001 1o q J
. the lower to the higher level;
s, “POPT AAM¥FT 0T PTAPwe-7
. 11. “Competency Indicators” means the
NPT AooAld (X LATPT 078 AIR
overall ~ observable and  measurable
AT QAN PLTA CC PAVCER AT behavioural and technical competency
eEnLha 0P T e 2T G- expressions that employees are expected to
18, ‘“Poveoh¥  ovdle“ TN 1MWCLRT possess  regarding  the identified
O-EhzhA P h0RT AR competence;

12. “Assessment Tool” means a tool which is
e-ramabtt NPT hawAhFf prepared based on the competency
W/l (19949 KG Préde a7 indicators that are specified under the

i , . x behavioural and technical competency units
H-rs Quc 179°-F @-0r (177010 ) -
o o and taking the content and characteristics of
a7 PP LB ATVLDNT the positions into consideration to verify the
competency level of candidates;
POUNIE AL P o petency
13. “Competency Gap” means the observed
. ‘eNPt st Tt > éar performance capacity gap between the
N.medm PCAULLP AT C-EnLhAa required  behavioural ~and technical
4.4 NPT AT wierFo- Qde- competencies of a job and the actual
NPT avhhd 99930 Cavld.d9° hP9 competencies possessed by an employee;
LA -k 14. “Competency Gap Filling” means the
T, “PALT ST oo-d AT (0P capacity building process which is carried
out to bridge the identified competency
e e > JS - »
AGET PAAA P Q0 eATTE e gaps during competency gap survey studies,
NG AG (N7e REAAI® I°HG P T competency assessment of employees, and
performance evaluation;
erae NPT hetT7 AovovAdt e
15. “Institution” means the competence

Ty
oo

o924 ChPI° VIO 1Lt -k

“t+Rg>” At APE. RIPE
aw/l P rRRav PP
ML, TR -k

assessment and certification institute that
was established as per Article 17 of the

Proclamation;
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T2, “eNP T+ 99401 PPANC ol 16. “Competency Certificate” means a
YA R Pan) ot Wl ol credential, which is valid only for five
POy L0107 AWEPPS Ehvha NPT years, issued to a civil servant for passing
CAD NAGoWP AT PTINLE o-m T an assessment confirming that he possesses
WA WIU OLIP ARDT GawT AF the behavioural and technical competencies
AL LA AT @bl md that is required by a specific job and that
o2t AN TINCE Y must be renewed periodically;

2 NPT owc® RT7 70T dovdmC 17. “Competency Database” means an
toSLlo AP T NG APPS information source used to store data about
R A PN T A V0 i o i L I W 7 those applicants who have got the minimum
o-m. I TAma- LATPms passing result of the recruitment but were
T085L2F APMe A“lom- Tavdng, not hired due to their result ranking and
A4.47, Toed ACLnedk Pl avfT outlined sequentially for  subsequent
No-mJTo- P  htd  oowl recruitment for similar positions that require
AL Pms PavlB go3 o re the same criteria, and to store other
PULLINDA ARG AAT NI POUHG Y assessment related data;
e lRPTT PULL s 18. “Job Category” means a collective name

TE 0wl SCR TINT Cr2&7TT 0 for jobs that is categorized as technician,
CAMERTT AP AG CTIVCT KRBT professional, and managerial based on the
aow LT N77£:47 PEnLAe: condition of a job, the required
PTCLATA AT Pme ovd (1714 competencies, and educational level and
P-hdd.a. AG PLNTFo- TPLE PATo- have its own hierarchy;
Pl DT PPN oMl P 10k

T, ‘P PLET MIAT o077 @LI° 19. “Job Hierarchy” means the sequential
g DRI il LT description of a job title by categorizing its
ONNOATT KRG PHALY T v (12.LE grade based on the weight and complexity
Qohbedtr Croee apmefas 1N of a profession or job and the level of
avrs neeA 0+ L9° oA responsibility;
PAINKAT G- 20. “Leadership” means a director general,

. “Ra G TN Naow 7)o av g @ (LT

ONP WL ETT Polavld. [LLENTC
Tl [LLATC L9 (L7

an/,

b JH

director, or team leader who directs

employees in a specific public office;
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3.

4.

5.

21. Other words and phrases defined in the
Proclamation and used in this Regulation
shall maintain the definitions given to it
under the Proclamation.

Gender Expression

In this Regulation, any expression in the
masculine gender shall apply to the feminine.
Objective

This Regulation shall have the following

objectives:

1. To establish and implement a human
resource  management and development
system based on competence in public
offices;

2. To establish and implement a competency
assessment and certification system that
enables to shape civil servants with
knowledge, skills, and the necessary
characteristics for a job and make them
effective;

3. To identify the behavioural and technical
competency levels of newly hired and
existing civil servants using competency
assessment tools;

4. To implement the competency assessment
and certification system with uniformity,
transparency, and coordination, as well as
ensure accountability.

Principles

1. Recruitment, promotion, career structure,
transfer, and other human resource
management and development activities
must be based on competence.

2. The relationship between the bureau, the
institute, public offices, and employees to
be assessed shall be based on the principles

of transparency and accountability.
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v) Mhte? Wrka  eolfioo- PG
4 L6NTC AT ATLhNEA
PNTA PG 8 LLNTC/CT:

Q) arém-  hNéAL  CUPr Pe-
N0 TG W
[ AR S

gtRovo. Tmért ALCo- LPTA::

Z. ¢1Roo- oAMNYS AH0C

‘+Rov. P TAT ANIE FN0ET
LGN -

5.

aco-  e97ah hAooAWTTT ARLE
AL oo @ REU)1T avOAl: AHo-o-C:
ALALA AT Aodna-T Pae- U
ml RovlCo TG ALt PICNS
P 1L PTG NP TT Noomdby® NP7
LaNGA: P9°HGT o-ml7 ANCo- AT
AT LAMA:

3. The competency  assessment  and
certification process shall be participatory
and inclusive of all stakeholders.

4. The placement or re-deployment of active
employees must be based solely on the
competence that is demonstrated through
assessment.

5. The assessment and certification process
shall provide affirmative support to persons
with disabilities, women, and ethnic groups
with  lower representation who need
additional support when they achieve the
minimum passing result in the competency
assessment.

6. The capacity building activities of public
servants must be based on the identified
competency gaps.

PART TWO
ORGANIZATION AND POWER AND
DUTIES

Organization and Accountability

1. The institution shall have:

A. Director General and deputy Director
General/s, as deems necessary, to be
appointed by the mayor of the city;

B. The necessary departments and staff for
the job.

2. The institution shall be accountable to the
bureau.

Power and Duties of the Institution

The institution shall have the following power
and duties:

1. Assess candidates that are referred by the
bureau for human resource management
activities such as promotion, career
structure, transfer, redeployment and other
related activities using various assessment
tools and techniques; provide the
assessment result to the bureau and
candidates;
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AG PIINLAIS hPIC P9 LALT). AAPE trainings  through  preparing  various
behavioural and technical competency
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. PhavlC WG Wi NPT net-117
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;. PONTTE RS ANITE AAGCTT ovdot

AL CYT nl.Co- N9¢CN PP ool
AP T7  Novao i)l A5 NP7

lovaolly (NG 74 ovfAl AL
Pawpo . WA Pl PPCT
LhGo-GA:

Pyl ol (LT WA

AQNT PATETT ALELNTT RT9A0AGT
ATEN9°T  PeLeN NPT AAMS
HE.2 7 (ewpf T PAAMT HCHET7
ALCo  AQLLT  PAm-PA: OALP
T90EP PRCIAE e (1J AL
Phavidol: PAAMT  aoCY PNETT:
oG AAMSPT WG Pe AL
AP°I° LT PavFFN:

AP ooNPF AT AAANTTT 0T
L£LE NT0AMT Pov-@ AP P°HT AT
PAO-PS  TULDMm P9PANC wdl
LATMAN:

modules for different professional sectors
that help to develop the execution and
implementation capacity of employees and

the leadership; implement empowerment

system;
Assess the behavioural and technical
competency levels of employees and

provide competency certificates to those
who achieve the minimum passing result;
Plan training programs based on identifying
the competency gaps of the leadership and
employees through studies to implement
various training programs including on-job
training that focus on behavioural and
technical competency; provide training;
Recruit civil servants for vacancies by
registering candidates and  assessing
competencies based on the request of the
bureau through taking the procedures of
diversity and inclusiveness into
consideration;

Identify competency training methods that
help enhance and modernize the efficiency
and accessibility of service delivery in
public offices and notify training lists to the
bureau in advance; implement same upon
approval; facilitate training programs based
on a specific workplace, job-focused
training, and practical apprenticeships;
Train competency assessors and trainers at
level and issue

city professional

competency assessment and recognition

certificates;
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8. Establish a collaborative relationship with
local and foreign institutions that have
similar mission and objectives focusing on
management training and competency

certification activities as per the relevant

laws to build knowledge and capture best

practices;

9. Organize training programs, symposiums,
seminars, workshops, and conferences in
collaboration with local and foreign peer
institutions, through notifying the city
administration, to enhance the knowledge,
skills, and professional ethics of
competency assessors, competency material
designers, and evaluators;

10. Conduct studies and research on the
selection and utilization of assessment
methods, the effectiveness of the provided
training, and training procedures; identify
and determine the appropriate assessment
methods that verify the relevant technical
and behavioural standards;

11. Receive and organize job descriptions
prepared for a specific position and the
approved  behavioural and technical

competency assessment criteria from public

offices as approved by the bureau; prepare
or cause the preparation of various
competency assessment tools and methods;

12. Ensure quality standards are maintained
across competency assessment, competency
training, and certification  processes;

establish quality assurance procedures and

methods;

carry out quality assurance

activities;
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13. Organize IT-based active data, candidates

personal profiles, assessment results, and
competency assurance certificates; organize
assessment questions in a database prepared

for such purpose; maintain a database;

. Maintain strict confidentiality procedures

regarding matters related with competency
assessment systems; establish transparent
and accountable procedures; and implement

Same;

. Delegate parts of its power and duties,

specially  activities related to the
behavioural and technical assessment of
candidates or  existing  employees,
competency training, and the provision of
competency assessment certification to
other qualified and competent governmental
or non-governmental institutions pursuant

to the written authorization of the bureau;

. ldentify and carry out other income

generating activities that align with its

objectives and helps to attain same;

. Receive complaints raised by examinees

regarding their assessment results and

provide relevant responses;

. Evaluate the competency level of those

private entities and public enterprises that
want to manage public services through a
contract as per the criteria prepared by the
bureau; issue certificate for the competent

ones;

. Exercise the collective power and duties

that are specified under the executive
organs establishment and powers and duties
determination Proclamation of the city

government.
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8. Power and Duties of the Director General
The Director General shall:

1. Lead and represent the institution;

2. Without prejudice to the overall expressions
of Sub-Article (1) of this Article, the
Director General shall:

A. Implement the powers and duties of the
institute that are specified under Article
7 of this Regulation;

B. Hire, administer, and dismiss the civil
servants of the institute in accordance
with the civil servants’ laws of the city
government;

C. Prepare the work program and budget
of the institute; implement same upon
its approval by the bureau;

D. Effect payments as per the financial
laws based on the approved budget;
administer the thereof;

E. Represent the institute in all its dealings
with third parties;

F. Prepare the performance and financial
reports of the institute and present same
to the bureau and the relevant organs.

3. The Director General may delegate part of
his powers and duties to the Deputy
Director General and other Officials of the
institute to the extent necessary for the
effective performance of the activities of the
institute.

9. Power and Duties of the Deputy Director

General

The Deputy Director General shall, being

accountable to the Director General, have the

following power and duties:

1. Carry out activities that are specifically
assigned by the Director General;

2. Act on behalf of the Director General
during his absence on matters that he is
specifically delegated.
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into the following three job categories:

technician, professional, and managerial;

The technician category includes positions
at public offices that require technical and
vocational ~ education and  training
professional competence with Levels | to V
certificates or qualifications below a

Bachelor's degree;

The professional  category includes
positions at public offices that require
qualifications of a Bachelor's degree or
above;

The managerial category covers merit-based
leadership  positions  across  various

responsibility levels in public offices.

11. Competencies of a Civil Servant

1.

Behavioural and technical competency
types shall be implemented in public
offices;

Both the behavioural and technical
competencies that are specified under Sub-
Article (1) of this Article shall have the
following three comprehensive grouping:

job, people and result;

A total of 27 competency units have been
designed for public offices; and among
these 15 are behavioural competency units

and 12 are technical competency units;
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4. Public offices may develop and include
additional behavioural and technical
competency units based on their unique
operational nature upon the approval of
same by the bureau.

12. Competency Framework Preparation

1. Technical competency frameworks shall
be determined by a directive to be issued
by the bureau to ensure uniformity;

2. Public offices shall prepare their own
technical competency frameworks based
on the directive issued by the bureau;

3. The bureau shall prepare the behavioural
competency framework and ensure its
implementation in public offices of the
city administration;

4. Notwithstanding Sub-Article (3) of this
Article, public offices may design
additional behavioural competencies if
they have any as per their unique
operational nature; and submit it to the

bureau for approval and inclusion.

13. Competency Levels

1. Technical competency levels for the
technician, professional, and managerial
categories shall be prepared based on job
hierarchies that are specified under the job
evaluation and grading system;

2. The behavioural competency levels for
the  technician,  professional, and
managerial categories shall be determined

by a directive to be issued by the bureau.
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details shall be specified in a directive to be
issued by the bureau.

15. Competency Assessment of Civil Servants

and Confirmation Process

1.

The bureau should create awareness for
examinees and public offices and make sure
that they go to the implementation phase;
Public offices and civil servants that are
participating in the human resource
competency  assessment  should  be
sequentially identified as per the criteria to
be developed by the bureau and got
approved;

Any public office must ensure that its
permanent employees must undergo
through the competency assessment and
certification system;

Any permanent civil servant who has
achieved the minimum passing score in the
competency assessment should compete and
hold a position; and should be included in
the incentive system;

Any civil servant who fails to achieve the

minimum passing score in the competency
assessment should undergo a competency
gap-filling training which is related to his
job;

Notwithstanding Sub-Article (5) of this
Article, the employee shall be re-assessed
within six months after taking the gap-
filling training to verify his competence;

If the employee fails to achieve a passing
score in the second competency assessment,
he will be dismissed from his job pursuant
to the provisions of Article 133 of the

Proclamation;
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16.

17.

competency assessment and performance
result handling of civil servants shall be
carried out as per the directive to be issued
by the bureau;

9. The behavioural and technical competency
of a civil servant shall be assessed and
verified by the institute or by another organ,
delegated by the institute, which carries out

similar activities.

Preparation of Competency Assessment
Methods and Tools

1. Various assessment tools and methods shall
be developed and used to assess the
competency of civil servants. The details
shall be specified by a directive;

2. The developed competency assessment
tools and methods must consider the
situation of persons with disabilities and

pregnant women.

Competency Certificate

1. Any candidate who achieve the minimum

passing score in the behavioural and
technical competency assessment will be
awarded a certificate of competence;

2. If any existing employee or trainee who has
taken a preparatory training achieves the
minimum score in the competency

assessment, the institution shall award him a

certificate of competence;
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3. A certificate issued by the federal
government, regional governments, or Dire
Dawa City Administration, based on the
nationally developed competency
assessment and certification standards and
criteria for an existing employee or trainee

shall be valid.

18. Certificate Reqgistry

1. The Institute  must  maintain  a
technologically supported master registry of
the competency assessment certificates of
candidates and organize the thereof via
database;

2. The Institute shall forward the data that was
organized as per Sub-Article (1) of this

Acrticle to relevant public organ.

19. Validity and Utility Period of the Certificate

1. The competency certificate shall be
valid for only 5 years;

2. Notwithstanding Sub-Article (1) of this
Article, if a certified individual is not
actively employed and giving service,
the competency certificate shall be valid
for only 3 years;

3. The competency certificate shall serve
as legal proof required for recruitment,
promotion, career structure,
redeployment, and transfer across any

public office within the designated field.
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must be renewed before two months prior to its

expiration. The implementation details shall be

specified by a directive.

PART FOUR
IMPLEMENTATION OF HUMAN
RE RCE MANAGEMENT AND

DEVELOPMENT

21. Recruitment of Civil Servants

1.

The recruitment of civil servants shall be
carried out after the potential candidates are
assessed and certified as competent through
assessment tools that are prepared based on
behavioural and technical competencies;

The recruitment of civil servants shall be
conducted solely through the institute upon

a request made by the bureau.

22. Promotion and Career Structure of Civil

Servants

1.

A civil servant shall be promoted when he
is assessed and certified as competent
through assessment tools that are prepared
based on behavioural and technical
competencies for a given position open for
promotion;

Civil servants move from one career ladder
to the next when they are assessed and
certified as competent through assessment
tools designed to measure the behavioural
and technical competencies set for the level

they are advancing to.
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23. Transfer of Civil Servants
The transfer of civil servants shall be made

24.

25.

within equivalent job levels as per the proven

competency of the employee on that specific

position based on the behavioural and technical

qualifications designed for the position.

Redeployment of Civil Servants

1.

When a public office has studied and

implemented a new organizational
structure, redeployment of an employee
shall be carried out when he is assessed
and certified as competent through
assessment tools that are prepared based
on behavioural and technical
competencies for a given position he is
going to be assigned;

Notwithstanding Sub-Article (1) of this
Article, competency re-assessment is not
required if an employee presents a valid
and unexpired competency certificate for

the position he is going to be deployed.

Competency Gap-Filling Training for Civil

Servants

1.

The training intended for a civil servant is
carried out to improve his abilities to
achieve better results in his assigned work
or to introduce new practices in the field
or to prepare him for a higher
responsibility in the career ladder;

Training provided to civil servants should
focus on in filling gaps in performance or
performance-related competencies or gaps
that are witnessed during competency
assessments or that are identified in

competency assessment gap surveys;
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3. The provided training are preparatory,
modular, and complementary; and should
be given by trainers who have a certificate
of competency;

4. An employee who received a gap-filling
training shall receive a certificate for the
completion of the training;

5. Civil servants are obliged to take training
that is designed to enhance their

professional competencies.

PART FIVE

DUTIES AND RESPONSIBILITIES OF

TAKEHOLDERS INVOLVING IN
THE DEVELOPMENT AND
IMPLEMENTATION OF
COMPETENCY ASSESSMENT AND

CERTIFICATION SYSTEM

26. Duties and Responsibilities of the Bureau
Without prejudice to the duties and
responsibilities specified by other laws, the
bureau shall:

1. Oversee the

development and
implementation  of the  competency

assessment and  certification  system;
monitor the execution of the thereof;

2. Prepare or cause the preparation of
competency assessment and certification
implementation directives, manuals, and
standards; approve and implement same;

3. Provide the necessary inputs for the
realization of the competency assessment
system; create favourable conditions; and

provide awareness raising training;
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4.

10.

Identify, involve, and recognize institutions
that participate, at various levels, in the
process of establishing the competency
assessment system;

Make sure that active civil servants of the
city administration are competent and
certified; build or cause the building of the
capacity of those civil servants who have
competency gap through training; monitor
the implementation of the thereof;

Monitor, ensure, and control the human
resource  management and development
activities of public organs are implemented
pursuant to the legal frameworks that are
issued based on competency;

Establish a procedure for handling
dissatisfactions and complaints during the
process of implementing civil servants
competency assessment and certification
system; monitor the execution of the
thereof;
Work in

institutions of the federal and the city

collaboration  with  various
government for the implementation of the
competency assessment and certification
system;

Organize and maintain a comprehensive
database on the assessment, level of

position, and related information of
employees; make the thereof available for
the required services;

Identify or cause the identification of the
competency gaps of civil servants of the
city administration  through  studies,
competency assessment, and performance

evaluation;
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217.

institutions for the provision of human
resource gap-filling training based on their
gap; monitor and evaluate the execution of
same;

12. Learn from international and national best
practices regarding human  resource
competency assessment and emulate same;
prepare documents and avail it for future
purposes;

13. Implement and follow up supervision and
monitoring activities regarding human

resource competency and certification

works; provide feedback; and present
recommendations;

14. Investigate complaints raised by examinees
and public organs of the city administration
related to the institution and provide

appropriate responses.

Duties and Responsibilities of Public Organs
Without

prejudice to the duties and

responsibilities specified by other laws, public

organs of the city administration, for the

implementation of this Regulation, shall:

1. Develop technical competency frameworks
for their respective institutions by involving

field;

implement the thereof upon its approval by

experienced experts in each
the bureau;

2. ldentify additional competency categories
as per the unique work nature of their office
and submit it to the bureau; implement

same upon approval;
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3. ldentify the competency gap of employees
of the office; ensure that their gaps are
filled; and make sure that their
competencies are assessed and verified;

4. Ensure the recruitment, transfer, promotion
and career ladder, redeployment, and
training in public offices are carried out in
accordance with the competency assessment
strategy and legal frameworks;

5. Maintain complete assessment data of
employee; make it ready for the required
purpose and send it to the bureau;

6. Identifying challenges encountered in the
competency assessment and certification

process and present same to the bureau for

solutions.
PART SIX
BUDGET AND BOOKS OF
ACCOUNTS

28. Budget Source
The budget of the institution shall be:

1. Allocated by the city administration;
2. Obtained from funds gained from various
lawful sources.

29. Books of Accounts

1. The institute shall keep complete and
accurate books of accounts;

2. The books of accounts and financial
documents of the institute shall be audited
annually by the Auditor General or an
auditor assigned by him.

PART SEVEN
MISCELLANEOUS PROVISIONS
30. Duty to Cooperate

Any person is duty bound to comply with and

enforce this Regulation.
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31. Inapplicable Laws

1. Article 16 and 17 of Part three of the Addis
Ababa City Government Leadership
Academy Organization and Procedures

Establishment Regulation Number
187/2025 is hereby repealed by this
Regulation.

2. Any Regulation or directive or customary
practices issued by the cabinet which are
inconsistent with this Regulation shall have
no effect on matters that are covered under
this Regulation.

32. Effective Date

This Regulation shall enter into force as of this
12" day of June 2026.

Done at Addis Ababa, this 12" day of
June 2026.

Adanech Abiebie

Mayor of Addis Ababa City



