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I. INTRODUCTION 

 
1. On 1 July 2009, the Board of Directors established the Human Resources Committee 
(HRC) to review, monitor, and make recommendations to the Board on matters of strategic 
importance to human resources of the Asian Development Bank (ADB). Its terms of reference 
affirm that the HRC will be a means by which the Board can provide guidance on ADB’s human 
resources management (Appendix 1).  
 
2. In consultation with the Board, the President appointed Siraj Shamsuddin as HRC chair; 
and Curtis Chin, Masakazu Sakaguchi, Richard Edwards, and former Board members Kyung-
Hoh Kim, and Fangyu Liu as members. The following comprise the current membership of the 
HRC: 
 

Siraj Shamsuddin (chair) 
Curtis Chin  
Richard Edwards  
Masakazu Sakaguchi  
Jaejung Song  
Xiuzhen Guan  

 
3. From 1 July 2009 to 30 June 2010, the HRC met eight times to discuss broad and 
specific human resource matters, as well as topics that would have implications for ADB’s 
human resources management (Appendix 2). The HRC also consulted with Staff Council and 
the Professional Women's Committee, and discussed with each group issues that would inform 
the HRC of their varied perspectives on matters related to human resources.  
 
4. In accordance with its terms of reference, the HRC submits to the Board this annual 
report, which covers the HRC’s work from 1 July 2009 to 30 June 2010. In this report, the HRC 
highlights its key conclusions and recommendations about ADB’s strategies, processes, and 
approaches to managing its human resources.  
 

II. CONCLUSIONS AND RECOMMENDATIONS FROM DISCUSSIONS OF KEY 
FUNCTIONS OF ADB’S HUMAN RESOURCES MANAGEMENT 

 
5. The HRC believes that effective human resources management requires the coordinated 
interplay of the key functions of ADB’s Human Resources Division (BPHR) and Staff 
Development and Benefits Division (BPDB) with all other aspects of ADB’s operations. The 
HRC emphasized the need for the human resources functions to work effectively in meeting the 
organizational goals. The HRC also stressed the importance of having human resources 
functions professionally led by qualified and experienced human resources professionals. 
 
A. Human Resources Planning 
 
6. ADB needs a workforce that has the skills and expertise to meet the requirements of 
implementing Strategy 2020. 1

 

 The HRC’s insights and suggestions on human resources 
planning are highlighted in paras. 7–15. 

                                                
1 ADB. 2008. The Long-Term Strategic Framework of the Asian Development Bank, 2008–2020. Manila. 
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1. Skills Mix  
 
7. Merit-based human resources management based on the skills mix requirements of a 
job is at the core of Our People Strategy 2  and the Human Resources Function Strategic 
Framework and Action Plan. 3

 

 Some members stressed that strategic appointments, while 
following due procedures, should be based more on merit, and that they expect a shift so that 
strategic appointments are made only in exceptional circumstances. 

8. The HRC noted that ADB’s skills framework was derived from requirements of Our 
People Strategy and the workforce planning exercise that established the types of skills, 
corporate values, and competencies that ADB needs and values as an organization. The HRC 
emphasized the necessity to recruit people with in-depth expertise in specific sectors and 
subsectors, as it would also contribute to enhancing ADB’s knowledge capacity. However, the 
HRC noted that in the derived business model that translates into technical and behavioral skills 
expected of staff, it is important to have flexibility in the use of resources to avoid such 
resources becoming obsolete and difficult to replace in the future. In this context, it also 
acknowledged the importance of considering the best combination of staff and consultants. 
 
9. The HRC noted that, for a particular skills mix to be effective, staff must recognize the 
importance of strong coordination and teamwork. It is also important that both Management and 
staff value diversity so that cultural and gender issues are addressed appropriately. The HRC 
also stressed that managing diversity better (in terms of gender and national background) is 
necessary. 
 

2. Skills and Competency Framework 
 
10. The HRC acknowledged Management’s efforts in enhancing ADB’s competency 
framework, particularly in developing better descriptors of competencies expected at various 
levels. The framework could be made more elaborate to guide staff in planning and exploring 
how they can progress in the organization. 
 
11. HRC members recognized the differentiation in the accountability competency between 
staff and managers. Members underlined the importance of measuring and ensuring 
accountability of managers, particularly their accountability for staff’s performance. Members 
emphasized the importance of communication both internally and externally in building a culture 
of greater accountability. 
 

3. Workforce Planning 
 
12. A refined workforce planning methodology is essential to translate ADB’s work program 
into a projection of the skills mix required to implement Strategy 2020. Underpinning this 
exercise is the revised skills framework, including both technical skills and competency and/or 
behavior skills.  
 
13. The HRC raised concerns about ADB’s ineffectiveness in hiring staff with technical 
expertise (e.g., on information technology and human resources management) for senior staff 

                                                
2 Asian Development Bank. 2010. Our People Strategy: Skills and Passion to Improve Lives in Asia and the Pacific. 

http://www.adb.org/Documents/Brochures/Our-People/Our-People.pdf. 
3  Asian Development Bank. 2010. Human Resource Function: Strategic Paper and Action Plan  

http://www.adb.org/documents/policies/human-resource-function/in90-10.pdf. 
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positions. It also underlined the need to recruit people with technical expertise in key sectors 
and subsectors as this could strengthen and promote success in country and sector work. The 
HRC recognized the effectiveness of the lead professional program and recommended its full 
utilization. All these considerations are important in making ADB more knowledge-based.  
 
14. The following issues were also raised by the HRC: (i) marginal efforts in strengthening 
the resident missions, (ii) inadequate field presence in some countries, (iii) lack of an increase in 
workforce requirements proportional to the significant increase in the volume of lending and 
complexity of project design, (iv) lack of explanation for governing principles in areas where 
outsourcing through the use of consultants is preferred over recruitment, and (v) lack of detailed 
skills mapping.  
 
15. The HRC expects that in the future workforce planning will be discussed at an HRC 
meeting before discussion of the Work Program and Budget Framework at the Budget Review 
Committee, so that HRC could provide inputs to the Budget Review Committee. 
 
B. Acquiring Human Resources 
 
16. As ADB’s operations are expected to escalate following the fifth general capital increase, 
the HRC noted that increased staff requirements would have to be supported by effective 
systems and processes of staffing, with a primary objective of meeting the goals of Strategy 
2020 and the demands of developing member countries (DMCs). 
 

1. Recruitment and Selection 
 
17. The HRC recommended to Management strategies and approaches to recruitment and 
selection of staff. Emphasis was placed on the need to enhance ADB’s image on strategic 
appointments and to be recognized for keeping a highly performing workforce through an open, 
transparent, and merit-based recruitment and selection process. 
 
18. The HRC encouraged Management to explore more ways of expanding the pool of 
qualified candidates. Members noted the positive developments on spousal employment. Some 
also suggested better leveraging of national officers through career development programs to 
make them better equipped to apply for professional staff positions. Members emphasized the 
importance of having a balance of candidates from both developed and developing member 
countries to bring in varied perspectives and first-hand experiences on development work.  
 
19. The HRC made suggestions on recruitment activities undertaken by BPHR. Members 
recommended that recruitment missions be characterized by profile-raising activities for 
increased awareness of ADB in the external market. However, it is also important to have a 
mechanism for monitoring recruitment activities through appropriate metrics, especially for cost 
effectiveness and the goals of the Gender Action Plan III.4

 
 

2. Retention 
 
20.  The HRC noted the continued decline in termination rates, and supported current 
approaches to separation. Members saw scope in assessing the merits of the current retirement 

                                                
4 Asian Development Bank. 2007. Review of the Second Gender Action Program (GAP II, 2003-2006) and Proposal 

for the Third Gender Action Program (GAP III, 2008-2010).  
http://bphr.asiandevbank.org/gender/2008/GAP_III_Final_Paper_pdf.pdf 
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age, and suggested comparing it with practices of other multilateral development banks. The 
HRC suggested that trends on separation rates be analyzed further to assess improvements on 
overall human resources management and the attractiveness of ADB as an employer.  
 

3. Gender 
 
21. The HRC noted that the Gender Action Plan III, which runs through to 2010, will fall short 
of its two numerical targets—35% women professional staff and 25% women professional staff 
at senior levels (7–10). The HRC noted that more proactive recruitment measures should be 
implemented, while maintaining the merit-based principle, along with improvements in the 
working environment to make it more conducive to attracting and retaining women professional 
staff. The HRC also stressed the importance of attracting women at all levels. 
 
C. Compensation and Benefits 
 
22. The HRC strongly emphasized the importance of having a competitive compensation 
and benefits package to attract and retain good staff. The package should ensure the 
appropriate balance with corresponding packages of other multilateral development banks.  
 
23. The current bonus system is perceived to be detrimental to promoting teamwork, and 
often becomes a disincentive to staff. The HRC believed that a sound and effective motivation 
system for staff is important, especially since bonuses could affect a staff’s career progression.  
 
24. Some members generally found the current compensation methodology, as approved by 
the Board in 2005, to be relevant. However, members reiterated the recurring requests by the 
Board for an expanded analysis and comparison (using comparators beyond the World Bank 
and European Bank for Reconstruction and Development), and for a comprehensive review of 
the salary methodology for professional staff. The HRC acknowledged that Management had 
responded by engaging external consultants to conduct the review. The outcome of the review 
is expected to be discussed by the HRC during its next year of activities, which started on 1 July 
2010.  
 
D. Performance Management 
 
25. The HRC generally supported the approach to performance development plans (PDPs) 
for staff, emphasizing their usefulness for both performance and career management. The HRC 
recognized both advantages and disadvantages of adopting a 360-degree performance 
evaluation system. Members acknowledged that careful consideration should be made in 
exploring such an option, especially since a 360-degree evaluation is not meant to evaluate 
managers but to help them become better managers. While appreciating the application of the 
performance system, the HRC viewed the results of this year’s staff engagement survey on this 
matter with concern. Much more needs to be done to ensure fair and effective application of the 
performance system, especially to ensure that the diversity of staff does not influence 
judgments made. 
 
26. Some members emphasized that the PDPs are a tool for Management to identify staff 
with potential for promotion, since it is important that staff are promoted based on the work that 
they have done. The PDPs provide a system for determining their accomplishments. To fully 
utilize this function of PDPs, Management should provide guidance and advice to managers in 
implementing the PDPs. Similarly, adequate measures should be in place to raise management 
skills of supervisors in improving staff performance and productivity.  



5 
 

 

 
27. The HRC drew some insights on the PDP exercise for the rating period from 1 January 
to 31 December 2009, based on BPHR’s report and informal feedback from staff. Some 
members considered the PDP more about the judgment of supervisors than that of staff, while 
the quality of managing staff remained a potential strategic weakness in ADB. The HRC 
encouraged Management to continue taking stock of lessons learned from this exercise and 
improving the PDP system. There was also a suggestion to explore the possibility of an 
ombudsman that could accommodate human resources issues of staff. 
 
28. Concerns were raised on the mechanism used to separate staff with unsatisfactory 
performance from those with skills that are no longer relevant in ADB. For staff rated 
unsatisfactory, the emphasis was on follow up, monitoring, tutoring, and training tools that would 
provide staff with chances to do better. 
  

III. CONCLUSIONS AND RECOMMENDATIONS FROM DISCUSSIONS OF ADB’S 
STRATEGIES, ACTIVITIES, AND METRICS FOR EFFECTIVE HUMAN RESOURCES 

MANAGEMENT 
 
29. The HRC was established at an opportune time since Management had approved and 
begun to implement in March 2009 the Human Resources Action Plan, which was based largely 
on the findings and recommendations of the review of the Human Resources Strategy, 2005–
2007, conducted largely by a consulting firm. This enabled the newly formed HRC to better 
understand and appreciate ADB’s human resources management issues and challenges, as 
well as to provide guidance to Management and BPMSD. The HRC played its role in helping 
ADB to improve human resources processes and practices. 
 
A. Our People Strategy 
 
30. During early consultations with Management, the HRC provided recommendations on 
the scope and timetable for processing Our People Strategy. Comprehensive suggestions were 
made for Management’s consideration, covering detailed assessments of goals, indicators, 
baselines, and desired outcomes. The HRC also emphasized the importance of a participatory 
process for developing and implementing the strategy that would involve all of ADB’s key 
stakeholders. Members affirmed that an effective and meaningful consultation process is less 
about consensual participation than about getting Management fully informed on issues so they 
can make sound decisions.  
 
31. The HRC recognized that its inputs had generally been incorporated in Our People 
Strategy. As the strategy moved towards implementation, HRC members highlighted some 
insights and suggestions. 
 
32. Effective implementation is the key to the success of the strategy. It is important that 
progress is continually monitored and evaluated, including measuring and updating the 
baselines as appropriate. The HRC suggested that communication—a key aspect of 
implementation—be strengthened as it has been viewed as a weak area of human resources 
management, according to staff surveys. In terms of ADB’s accountability framework, the basic 
responsibility for driving and implementing the strategy falls on managers (directors and above) 
and human resources executives.  
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B. Human Resources Function Strategic Framework and Action Plan  
 
33. The HRC noted the objective of the Human Resources Function Strategic Framework in 
aligning various human resources functions with Our People Strategy. The HRC recognized 
how the framework presents key principles that would ensure proper functioning of human 
resources functions as tasks and responsibilities associated with managing ADB staff.  
 
34. HRC members noted the importance of clarifying roles of departments and offices other 
than BPMSD, and the tasks of the Board and the HRC. Adequate accountability mechanisms 
should also be in place, especially for managers and supervisors, for managing performance 
appraisal and recruitment. Some members felt ADB needed to do more to show how the human 
resources function increasingly will be led by qualified and experienced human resources 
professionals. 
 
C. Human Resources Action Plan 
 
35. Following the implementation of Our People Strategy and the Human Resources 
Function Strategic Framework and Action Plan, the action plan approved by Management in 
March 2009 needed to be updated to ensure linkage, coherence, and consistency of the 
required actions and activities with the goals of the strategy.5

 
 

36. The HRC provided inputs to the updates, particularly on issues related to resident 
missions. Some members expressed the view that country directors (managers of resident 
missions) should have the same level of decision-making authority as their World Bank 
counterparts, including the authority to manage and allocate resources. Members noted that, 
because operations, reporting systems, and delegation of authority vary across resident 
missions, a review of each one would be useful in line with the budget allocation process for 
resident missions. The committee expressed alarm at the poor ratings provided by resident 
mission staff in this year’s staff engagement survey. It is clear that BPMSD must accelerate 
efforts to ensure resident mission staff and directors feel that they are treated on a par with 
headquarters staff. 
 
37. HRC members noted all the updates made to the human resources action plan, 
including issues related to national and administrative staff, the Gender Action Plan, recruitment 
and selection, career development and progression, remuneration and benefits, and 
performance metrics. The HRC suggested adequate accessibility to the status of updates for 
better monitoring by the Board. 
 

IV. CONCLUSIONS FROM DISCUSSION OF OTHER HUMAN RESOURCES 
MANAGEMENT ISSUES 

 
A. Integrity and Ethics  
 
38. The HRC was briefed on the administrative process undertaken and arrangements 
established in separating the functions of the Office of the Auditor General and the Office of 
Anticorruption and Integrity, and noted separate functions and terms of reference of the two 
offices. The HRC noted that, despite the separation of functions, the two offices will continue to 

                                                
5  Asian Development Bank. 2009. Human Resources Action Plan - A Roadmap Towards a More Effective 

Management of Human Resources. Manila (DOC.IN.58-09) 
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maintain synergy and work harmoniously together and maintain reporting to the Audit 
Committee of the Board. 
 
39.  At the briefing, the committee had an opportunity to receive clarifications on various 
aspects of audit procedures, including measures in place for addressing conflicts of interest. In 
terms of the role of the Board, HRC members emphasized that the committee is involved in 
many issues, including those concerning integrity and ethics. Hence, in cases where an audit 
objection would raise issues regarding the competency and integrity of a staff member, 
involvement of BPMSD and the HRC would be warranted.    
 
B. Staff Associations 
 
40. The HRC met with officers of the Staff Council and the Professional Women’s 
Committee (PWC). The HRC noted various human resources issues and concerns that the Staff 
Council and the PWC wish to be addressed by Management. 
 
41. The HRC recognized the extent of Management’s consultations with those groups in 
finalizing Our People Strategy and drafting the Human Resources Function Strategic 
Framework. The HRC anticipates the same, if not greater, involvement by the Staff Council and 
PWC in specific human resources activities, as appropriate. 
 

V. OVERALL ASSESSMENT AND RECOMMENDATIONS FOR STRENGTHENING 
ADB'S HUMAN RESOURCES MANAGEMENT 

 
42. The HRC notes significant milestones and accomplishments in improving ADB’s human 
resources management in the past year, particularly the formulation of Our People Strategy, 
and the adoption of the Human Resources Strategic Function and Action Plan to support that 
strategy. The HRC especially notes that both documents contain time-bound indicators along 
with responsible parties that should promote desired results that can be monitored and 
measured. Significant within these documents is the more formal and structured introduction of 
a human resources function—from recruitment to appointment, performance management, 
career progression, and staff development—that is solidly based on skills and competencies.  
 
43. While these accomplishments are commendable, the HRC notes that continued efforts 
and focus will be needed to maintain the momentum of human resources reforms. The HRC 
highlights for Management's consideration the following priority areas for improvement and 
implementation.  
 
44. The most recent staff engagement survey highlighted the importance of continuing to 
focus on a number of key areas to strengthen these. These include 
 

(i) getting the performance appraisal system right and used fairly and effectively—
many staff feel this is not working; 

 
(ii) managing diversity better—both in terms of gender and nationality—and ensuring 

that staff diversity is capitalized on and not used to discriminate against 
individuals in their appraisals, career, and treatment; and 

 
(iii) managing career development better—many staff feel this is not working for 

them. 
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45. The HRC will continue to guide and monitor implementation of the Human Resources 
Action Plan in the next year. Other priority areas for the future include the following human 
resources issues: compensation and benefits review; development of technical and behavioral 
competencies; matters affecting national officers and administrative staff (in both headquarters 
and resident missions); resident mission-specific issues (both for professional staff and national 
offices and administrative staff); rewards and recognition; and staff development. 
 
 

VI. RECOMMENDATION FOR BOARD APPROVAL 

46. The HRC recommends that this annual report be publicly disclosed after its 
consideration by the Board. 
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TERMS OF REFERENCE OF THE 
 

HUMAN RESOURCES COMMITTEE OF THE BOARD OF DIRECTORS 
 
 
1. The Human Resources Committee will be a means by which the Board can provide 
guidance on the human resources management of the Asian Development Bank. Its primary 
responsibility will include reviewing, monitoring and making recommendations to the Board of 
Directors on ADB's human resources strategy and policies.  
 
A. Composition 
 
2. The committee will consist of not more than six members of the Board of Directors. The 
members of the committee will be appointed for a term starting on 1 July of the appointment 
year and ending on 30 June 2 years later. If a member of the committee ceases to be a member 
of the Board, a replacement will be appointed for the remaining term of the committee.  
 
B. Responsibilities 
 
3. The committee will be expected to satisfy itself that ADB's human resources 
management activities are adequate and effective. In this regard, the specific responsibilities 
that the committee will carry out on behalf of the Board are as follows: 
 

(i) Review, monitor and make recommendations to the Board of Directors on the 
Bank's human resources strategy and policies that pertain to staffing, compensation, 
benefits, and related issues of strategic importance that directly affect ADB's ability to 
recruit, develop and retain the highly-qualified staff needed for it to achieve its mandate.  
 
(ii) Review any external evaluations of ADB's human resources strategy and policies 
pertaining to the issues set out in (i) above, and report to the Board its findings and 
recommendations on such issues.  
 
(iii) Consider with other Board committees and Management the repercussions of 
recommendations of other Board committees on ADB's human resources strategy and 
policies. 

 
4. The purpose of the committee is not to influence the recruitment and career prospects of 
individual staff members or groups of staff members.  It would be a serious violation of ethics for 
any committee member to use his or her position for such a purpose.  
 
5. The committee will make reports and submit recommendations to the Board of Directors 
through the President in his capacity as the chair of the Board. 
 
6. The committee will make reports as it considers necessary, but at least once a year. 
 
C. Meetings 
 
7. The committee will meet as often as it considers necessary. Committee meetings will be 
held at ADB headquarters in Manila. 
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8. The quorum for a meeting will be three members of the committee. If the chair is not 
present, the committee will select one of the members present to preside over that meeting. 
 
9. All other Board members may attend meetings of the committee. Directors’ advisors may 
attend the meetings of the committee except as otherwise advised by the chair of the committee. 
 
D. Information and Communication 
 
10. The committee may request such information as is considered necessary by the 
committee to discharge its responsibilities. The committee may, with the concurrence of the 
President, seek briefings from staff members concerned on relevant matters and request their 
participation at meetings. 
 
11. If a document or information requested by the committee is not provided, the request 
may be referred by the chair of the committee to the President, in the President’s capacity as 
chair of the Board of Directors, for a final decision. 
 
12. All communication between the committee and ADB staff will be conducted through The 
Secretary of ADB.  
 
E. Administrative Arrangements 
 
13. Secretariat support will be provided by the Office of the Secretary and technical support 
will be provided by the Budget, Personnel, and Management Systems Department. 
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HUMAN RESOURCES COMMITTEE 
2009–2010 MEETING SCHEDULE 

 
Meeting Date Topics 

22 July 2009 Planning Meeting  
• Guidelines for the conduct of HRC meetings 
• HRC work plan 

10 August 2009 1. HRC meeting procedures 
2. HRC 2009 meeting program 
3. People Strategy 
4. Update on Human Resources (HR) Action Plan 

Introductory session with Staff Council (Staff Council) 
22 September 

2009 
1. Salary Methodology, Compensation and Benefits for Professional Staff  
2. Workforce Planning 
3. HR Action Plan Update (additional measures under consideration for 

resident missions) 
4. Update on Our People Strategy 
5. HR Performance Metrics 

13 October 2009 1. Our People Strategy 
2. Gender Issues 
3. Integrity and Ethics 

Introduction to Professional Women's Committee (PWC) 
18 November 

2009 
1. Recruitment & Selection 
2. Skills Mix 
3. Updates on Our People Strategy 
4. Staff Engagement Survey 2010 

4 December 
2009 

 

1. Updates on Our People Strategy 
2. Performance Management 

25 February 
2010 

1. Follow-up of Our People Strategy (elaborate on 10 Commitments)  
2. Status of Recent Performance Development Plan (PDP) Exercise 
3. Refinements to Competency Framework 
4. 2010 Staff Engagement Survey 
5. Comprehensive Review of Professional Staff Salary and Benefits 

25 March 2010 1. HR Function Framework (and metrics) 
2. Update of HR Action Plan 
3. Recruitment/Retention Status 
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