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EXECUTIVE SUMMARY 
 
 

During 2010–2012, the Asian Development Bank (ADB) carried out a 3-year workforce 
plan, allocating 500 new positions or about 20% increase compared to 2009 to address the 
immediate need to realign its workforce and ensure that it has the highly skilled and motivated 
staff required to implement Strategy 2020. The driving factors for this one-time exercise 
included (i) the larger business volume in recent years; (ii) stronger project implementation 
needed to achieve development effectiveness; (iii) expanded private sector operations, 
nonsovereign operations, and public–private partnerships; (iv) enhanced risk management 
functions; and (v) implementation of more robust safeguards and related policies. The plan took 
into account the efficiency gains from the streamlined business processes as well as further 
improvements anticipated through the past business process review and planned internal 
realignments. ADB was well prepared for the expanded recruitment and has made good 
progress in filling vacancies on a timely basis.  
 

The implementation of the 3-year workforce plan strengthened ADB’s in-house skills in 
the core operational areas defined in Strategy 2020 and increased staff capacity to implement 
Strategy 2020. Complemented by redeployments of existing resources, the workforce plan 
increased ADB’s core skills in the priority sectors and themes by about 48% compared with 
2009. The positions were allocated to the operations departments and resident missions to 
increase staff capacity in project administration and portfolio management, safeguards 
compliance, gender and development, and social development. The largest increases in staff 
were in resident missions, project administration, and private sector operations.  
 

This report reviews the implementation of the 3-year workforce plan as presented in the 
Work Program and Budget Framework, 2010–2012. The report compares the actual allocation 
of 500 new positions over 3 years with the original allocation plan. It also documents the early 
signs of the positive impact on ADB operations based on a survey of departments, offices, and 
resident missions conducted in early 2013 by the Budget, Personnel and Management Systems 
Department, as well as visits to selected resident missions. The Multilateral Organization 
Performance Assessment Network Common Approach 2010 found that respondents considered 
ADB’s two greatest strengths to be its regional role and the competence and knowledge of its 
human resources. Adaptability and responsiveness were also frequently mentioned as ADB 
strengths, which were attributed to ADB’s continual efforts to refine its decentralization model 
and delegate more staff to resident missions in order to increase responsiveness to clients. The 
recent utilization of staff consultants suggests a strong correlation between the increase in staff 
and the decrease in staff consultant costs for project processing as well as country and regional 
strategy and programming. The development effectiveness reviews for 2010–2012 recorded 
notable progress in organizational effectiveness. In addition, several recent multilateral 
assessments have noted good ratings on ADB's performance, including improved client 
relations and responsiveness through a stronger field presence and increased capacity. The 
ADB perceptions survey—a multinational survey of stakeholders released in 2013—found that 
stakeholders see a closer association between ADB’s priorities and Strategy 2020’s core 
operational areas and drivers of change than in 2009. ADB has continued to strengthen its 
organizational effectiveness and efficiencies by (i) streamlining business processes and 
realigning jobs at minimal or no cost; (ii) adopting flexible approaches to assign more staff to 
resident missions; and (iii) redeploying positions to continually adjust existing job and skill 
allocations. However, the full impact on ADB operations of the new positions, as well as the 
various organizational initiatives, has not been seen yet.  



  ii 
 

 
Through their recent submissions for the preparation of the Work Program and Budget 

Framework, 2014–2016, departments and offices reported their remaining staff shortages. As 
these additional staffing needs may not be accommodated by the current budget, they need to 
be managed largely by redeploying existing positions and providing existing staff with new skills. 
ADB needs to consider innovative workforce planning, including strategic staffing approaches 
and talent management. ADB will also continue to consider organizational realignments and 
business process streamlining when possible and warranted.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 

 

I. INTRODUCTION 
 
1. Strategy 20201, approved in April 2008, reaffirmed the mission of the Asian Development 
Bank (ADB) to reduce poverty and improve living conditions and the quality of life in Asia and 
the Pacific. It also introduced measurable goals for ADB operations, particularly the following:  

 
(i) by 2012, 80% of ADB operations will focus on five core operational areas: 

infrastructure, environment, regional integration, finance sector development, and 
education; and 

(ii) by 2020, more than 50% of ADB operations will be directed towards private 
sector development2 and 30% to regional cooperation and integration.   

 
2. Shareholders and donors provided the financial backing to implement Strategy 2020 
through the fifth general capital increase and the 10th replenishment of the Asian Development 
Fund (ADF).3 These funds allowed ADB to continue responding to the rapidly growing demand 
for assistance. ADB's ordinary capital resources (OCR) and ADF operations grew from an 
average of $6.8 billion a year in 2003–2005 to an average of $11.6 billion a year in 2006–2008. 
Operations during the 2010–2012, the period of the workforce plan, averaged $17.8 billion 
including cofinancing. The portfolio under implementation grew from $32.6 billion in 2004 to 
$42.4 billion in 2008 and to $62.5 billion in 2012. 
 
3. As operations expanded, ADB staff grew by 8% from 2004 to 2008, and the average 
annual internal administrative expenses (IAE) budget increased by 1.6% in volume (Figure 1) 
from 2004 to 2008. 4  The additional workload were accommodated through internal 
reorganization, streamlining of business processes, greater use of resident missions, upgrading 
of information and communication technology, and other efficiency improvements. However, 
growing pressures were placed on ADB’s capacity to deliver in a timely manner without 
undermining the quality of operations.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                 
1
 ADB. 2008. Strategy 2020: Working for an Asia and Pacific Free of Poverty. Manila. 

2
  Including both private sector operations by the Private Sector Operations Department (PSOD) and operations 

supporting private sector development by regional departments. 
3
  In April 2009, ADB shareholders approved the fifth general capital increase, tripling ADB's capital base from about 

$55 billion to about $165 billion. In May 2008, donors agreed to a total replenishment of ADF resources of SDR7.1 
billion ($11.3 billion). 

4
  Staff grew from 2,343 (856 international staff and about 370 in resident missions) in 2004 to 2,532 staff in 2008 

(909 international staff and about 500 in resident mission). The IAE budget rose from $280 million in 2004 to $357 
million in 2008. 
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Figure 1: Growth of ADB Operations, Staff, and Internal Administrative Expenses, 
2004–2008 

(2004 = 100) 
 

A. By Approval and Portfolio Amount 
 

 B.  Operations by Number 

 

 

 
 

ADF = Asian Development Fund, IAE = internal administrative expenses. 
Source: Asian Development Bank staff estimates. 
 

 

4. The workforce planning exercise conducted in 2009 used the originally planned level of 
operations in 2012 as a benchmark for ADB’s medium-term requirements, taking into account 
the impact of past and planned efficiency measures. A shortfall of 180 international staff and 
320 national and administrative staff was recognized in the planned staffing levels. The gaps 
were concentrated in the operations departments and selected direct operations support 
departments and offices. The 3-year workforce plan for 2010–2012, conducted as a one-time 
exercise, was intended to address the immediate need to realign ADB’s workforce over the 
short term in order to ensure that ADB has the highly skilled and motivated staff required to 
implement Strategy 2020 as laid out in Our People Strategy.5  The yearly allocations were 
subject to consultation, validation, and confirmation with individual departments, offices, and 
resident missions. The driving factors for the exercise included (i) the larger business volume in 
recent years; (ii) stronger project implementation needed to achieve development effectiveness; 
(iii) expanded private sector operations, nonsovereign operations, and public–private 
partnerships (PPPs); (iv) enhanced risk management functions; and (v) the implementation of 
more robust safeguards and related policies. The plan took into account the efficiency gains 
from the streamlined business processes as well as further improvements anticipated through 
the past business process review and planned internal realignments. To meet the challenges of 
implementing Strategy 2020, address the staff shortages experienced in the past years, 
properly implement the growing portfolio, and prepare a large number of new operations and 
knowledge activities, 500 new positions were allocated in 2010–2012. 
 
5. This report reviews the implementation of the 3-year workforce plan. It compares the 
actual allocation of 500 positions with the original allocation plan. The report documents their 
recruitment and absorption, as well as the initial impact of the workforce plan observed by 
departments and offices (Appendix 1). The review considered the feedback from departments, 

                                                 
5
 ADB. 2010. Our People Strategy. Manila. 
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offices, and resident missions to a survey conducted in early 2013 by the Budget, Personnel 
and Management Systems Department (BPMSD). The review considered staff consultant 
utilization in the context of the expansion of staff resources.6 The review also consolidated the 
initial impacts on organizational effectiveness and efficiency as a result of business process 
streamlining and/or internal realignments done at minimal or no cost. The end of this report 
documents the remaining staffing gap and resource challenges that were reported by 
departments and offices.   
 
6. However, the full impact on ADB operations of the new positions, as well as various 
organizational initiatives, has not been seen yet. The Work Program and Budget Framework 
(WPBF), 2013–2015 reported that the volume and number of new approvals are expected to 
level off, but the size of ADB’s portfolio is projected to continue growing. When viewed against 
the projected limited growth in staff, this suggests the need for further productivity and efficiency 
gains in utilizing staff to deliver and implement a large and increasingly complex portfolio (Figure 
2).  
 

Figure 2: Growth of ADB Operations and Staff Strength, 2006–2015 
 (2007 = 100) 

 

A. Operations by Volume 
 

 B.  Operations by Number 

 

 

 
 

ADF = Asian Development Fund. 
Source: Asian Development Bank staff estimates. 
 

 
7. The actual staff allocations have largely followed the original plan (Tables 1–3 and 
Figure 3). Most of the allocations were to strengthen regional departments' priority sectors and 
themes, project implementation and portfolio management, and private sector operations and 
risk management—the same as in the original plan. However, the following adjustments were 
made: 

(i) The yearly allocation was advanced in 2011 compared with the original plan, 
because of the critical need to fill the staffing gap in order to cope with the 
continually growing portfolio and increasing business complexity. 

(ii) The total allocation of administrative staff positions was increased resulting in 
decreased national staff allocation, because of the urgent demand to absorb 
contractors who performed core resident mission functions. 

                                                 
6
 Latest available is 2011 staff consultant retrospective report by Budget and Management Services Division. 
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(iii) The distribution among the functional department groups was slightly changed, 
because of (a) higher demand for additional resources from an operational 
support group, particularly for strengthening credit and risk management, as well 
as project disbursement and implementation; (b) the findings and 
recommendations of an independent review of information technology 
organization and governance, which resulted in the staggered release of 
additional resources to strengthen those areas; and (c) the redeployments of 
existing resources by regional departments to complement the additional position 
allocation. 

(iv) The distribution between headquarters and resident missions was adjusted. As a 
result of operations departments outposting more international staff in resident 
missions through redeployments of existing resources, the allocation of new 
positions to resident missions was reduced.7 The adjustment was also brought 
about by the redeployment of existing resources to the resident missions to 
absorb contractors performing core functions8. The balance in the allocation was 
used by the departments in headquarters. 

(v) The percentage of positions allocated to safeguards, gender and development, 
and social development was slightly reduced, because of (a) redistribution 
among the key areas and functions where higher demands for additional 
resources by a direct operational support group and an indirect support group 
were observed; and (b) redeployments of existing resources by regional 
departments to complement expertise in safeguards, gender and development, 
and social development.9 

 
Table 1: Position Allocation by Staff Category, 2010–2012   

 (Planned versus Actual) 

Source: Budget, Personnel, and Management Systems Department. 

 

                                                 
7
  The number of outposted staff increased by 52% from 2009 to 2012. 

8
  Among the total contractor absorptions in 2010–2012, redeployments of existing resources accounted for 60%. 

9
 Of the 62 positions added to safeguards, gender, and social development expertise during 2010–2012 in 
headquarters and resident missions, 16% were redeployed from the existing resources. 

 Planned Allocation  Actual Allocation 

Staff Category 2010 2011 2012 Total  2010 2011 2012 Total 

International Staff 90 47 43 180  90 46 44 180 

National Staff 84 50 46 180  88 59 23 170 

Administrative Staff 76 31 33 140  72 55 23 150 

Total 250 128 122 500  250 160 90 500 
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Table 2: Position Allocation by Department Type, 2010–2012   
 (Planned versus Actual) 

  

  Direct Operations Support Departments Indirect Operations 

Operations 
Departments

a
 

Knowledge 
Departments

b
 Others

c
 Support Departments

d
 

 Planned Actual
e
 Planned Actual

e
 Planned Actual

e
 Planned Actual

e
 

Total Staff 340 307 50 47 65 77 45 60 

Note: Total staff includes administrative staff, international staff, and national staff. 
a
 Regional departments and the Private Sector Operations Department. 

b
 Economics and Research Department, Office of Regional Economic Integration, and Regional and Sustainable 

Development Department. 
c
 Operations Services and Financial Management Department, Controller's Department, Office of Cofinancing 

Operations, Office of the General Counsel, Office of the Special Project Facilitator, Office of Risk Management, 
Strategy and Policy Department, Independent Evaluation Department, and Office of the Compliance Review 
Panel. 

d
 Budget, Personnel, and Management Systems Department; Department of External Relations; Office of 

Administrative Services; Office of the Auditor General; Office of Information Systems and Technology; Office of 
the Secretary; and Treasury Department. 

e
 Excludes 4 positions for the Office of the Vice-President for Private Sector and Cofinancing Operations (2 

international staff and 2 administrative staff) and 5 unassigned (3 national staff and 2 administrative staff) for 
future redeployment for emergency or critical position requirements. 

d
 Budget, Personnel, and Management Systems Department; Department of External Relations; Office of 

Administrative Services; Office of the Auditor General; Office of Information Systems and Technology; Office of 
the Secretary; and Treasury Department. 

e
 Excludes 4 positions for the Office of the Vice-President for Private Sector and Cofinancing Operations (2 

international staff and 2 administrative staff) and 5 unassigned (3 national staff and 2 administrative staff) for 
future redeployment for emergency or critical position requirements. 

Source: Budget, Personnel, and Management Systems Department. 

 

 

Table 3: Position Allocation by Location of Assignment, 2010–2012 
(Planned versus Actual, %)  

 

Headquarters  Resident Missions
a
 

International 
Staff 

National Staff and 
Administrative Staff 

 
International 

Staff 
National Staff and 

Administrative Staff 

Allocation Planned Actual Planned Actual  Planned Actual Planned Actual 

Total
b
 27 32 36 40  9 4 28 24 

Regional 

Departments
c
 17 24 15 22  16 8 52 46 

 

a 
Including positions outposted from headquarters. 

b
 Percentage of positions allocated to resident missions as share of total positions. 

c
 Percentage of positions allocated to resident missions as share of positions allocated to regional departments. 

Source: Budget, Personnel, and Management Systems Department. 
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Figure 3: Position Allocation by Key Functions and Areas of Activities, 2010–2012 
(Planned versus Actual) 

 
Source: Budget, Personnel, and Management Systems Department. 
 

 

II. RECRUITMENT OVERVIEW 

8. Filling 500 positions. ADB was well prepared for the expanded recruitment and has 
made good progress in filling vacancies on a timely basis. At the end of 2010, ADB had 
recorded the highest fill ratio for international staff (97.7%). 10  During 2010–2012, 380 
international staff 11  were appointed with a 3-year average fill ratio of 96.4%. Of the new 
positions provided in 2010 (90 international staff, 88 national staff, 72 administrative staff), the 
fill ratio was 98.9% for international staff, 98.9% for national staff, and 100% for administrative 
staff by the end of December 2012. Of the new positions provided in 2011 (46 international staff, 
59 national staff, 55 administrative staff), the fill ratio was 87.0% for international staff, 89.8% for 
national staff, and 96.4% for administrative staff by the end of December 2012. Of the new 
positions provided in 2012, (44 international staff, 15 national staff, 20 administrative staff), the 
fill ratio was 77.3% for international staff, 78.3% for national staff, and 91.3% for administrative 
staff. The recruitment of national staff and administrative staff for the positions in headquarters 
went generally better than for the field offices. At the end of 2012, the fill ratio of total national 
staff and administrative staff in headquarters was 98.1%, compared with the fill ratio of 94.1% 
for the field offices. International staff hired with an engineering background increased from 16.7% 
in 2009 to 18.1% in 2013, while international staff hired with an economics background 
remained stable (37.3% in 2009 to 37.0% in 2013). 
 

                                                 
10

  During 2004–2008, the fill ratio at year-end never exceeded 95%. 
11

 Including filling of new positions and existing vacancies. 
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9. Recruiting women. ADB has intensified efforts to recruit women in recent years. 
Women accounted for 35.9% of the new recruits in 2010, 50.8% in 2011, and 40.4% in 2012. 
ADB will continue to try to expand the pool of qualified candidates through traditional and 
nontraditional approaches, including the use of specialized search firms for hard-to-fill positions. 
ADB will continue to scale up recruitment to improve gender balance. 
 
10. Absorbing new staff. To enable operations directors to manage their teams’ delivery of 
key mandates efficiently and effectively, ADB reviewed the span of control12 for operations 
departments in 2010. The review concluded that operations directors in headquarters 
sometimes supervised too many staff and some operations divisions covered sectors that were 
too diverse. In response to the review, five new operations divisions13 were established in 2011–
2012, which helped limit the number of the international staff under the supervision of an 
operations director to 15.14 Operations divisions are also encouraged to set up an internal 
divisional management team, including the division’s director and senior international staff.15 
 
11. To absorb the new staff effectively, ADB has paid special attention to their training. In 
addition to the regular staff development programs, a new staff orientation program has been 
established, wherein an experienced sponsor in the same division guides new staff on managing 
work assignments, as well as life in and outside the office. The sponsorship is for the first year 
probationary period of the new staff, allowing her or him to integrate smoothly into ADB’s work 
environment and daily life. The sponsorship program covers (i) organizational information, (ii) 
reporting systems and procedures, (iii) work assignments, and (iv) operational policies. After 
their first-year probationary period, 92.2% of the new hires were confirmed in 2010,16 92.4% in 
2011,17 and 91.7%18 in 2012—equivalent to the 2009 level of 91.6%. These statistics generally 
show good recruitment quality, despite the large number of new hires. To equip ADB managers 
with the skills and knowledge needed to manage more staff, in-house training programs were 
initiated in 2010–2012. These focused on (i) developing and/or enhancing managerial skills, (ii) 
improving feedback for effective staff performance management, and (iii) understanding the 
effective use of coaching conversations in motivating and engaging staff. In the BPMSD survey, 
departments and offices generally reported smooth absorption of the new staff and no major 
issues were encountered. The survey also confirmed that sponsorship, mentoring, and coaching 
of new staff worked well. 
 
 

                                                 
12

 Number of staff supervised by one director. 
13

 Including the Environment, Natural Resources and Agriculture Division of the Central and West Asia Department 
(CWER); the Environment, Natural Resources and Agriculture Division of the South Asia Department (SAER); the 
Urban Development and Water Division of the Southeast Asia Department (SEUW); and the Human and 
Development Division of the South Asia Department in 2011, as well as the Private Sector Investment Funds and 
Special Initiatives Division in 2012. 

14
 Even with the anticipated staff growth in 2012, the span of control of operations divisions is expected to remain in 
the range. 

15
 Such as lead professional and level 6 and level 5 staff with good managerial potential. 

16
 The ones not confirmed included one two non-confirmation of appointment, three probation extended, and six 
resignations.  

17
 The ones not confirmed included one non-confirmation of appointment, five probation extended, and two 
resignations. 

18
 Staff appointed from first and second quarter of 2012, excluding staff whose confirmation is pending advice from 
department (eight staff). The ones not confirmed included one non-confirmation of appointment, six probation 
extended, and four resignations. 
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III. MAIN AREAS STRENGTHENED BY THE 3-YEAR WORKFORCE PLAN 

12. The 3-year workforce plan strengthened ADB‘s in-house skills in the core operational 
areas defined in Strategy 2020 and increased staff capacity to implement Strategy 2020. 
Complemented by redeployments of existing resources, the workforce plan increased ADB‘s 
core skills in the priority sectors and themes by about 48% compared with 2009 (Figure 4).  
Positions were allocated to the operations departments and resident missions to support staff 
capacity in project administration and portfolio management, safeguards compliance, gender 
and development, and social development. Out of the 500 new positions, resident missions 
gained the largest increase in staff resources and in terms of key sectors/ functional areas, 
project administration and private sector operations. Appendix 2 shows the main areas 
strengthened in 2010–2012. 

 
A. Position Allocation and Staff Capacity, by Departmental Functions 

13. Strengthened capacity of operations departments19 and resident missions. The 3-
year workforce plan assigned about 62% of the new positions to the operations departments 
(Table 2), increasing their share of ADB staff to 56% in 2012 from 53% in 2009 (meeting the 
corporate target of 56%). Of these positions, more than half are allocated to the resident 
missions (Figure 5), including outposted headquarters staff, bringing the share of resident 
missions to about 50% of regional departments’ staff and exceeding the 48% target set for 2012 
in the ADB results framework (Figure 6). More than 75% of the new positions assigned to 
resident missions were national staff, technical analysts, and administrative staff.  

                                                 
19

 Regional departments and the Private Sector Operations Department (PSOD). 

Figure 4:  Main Skills Strengthened in Priority Sectors, Themes, and Operational Areas, 
2009-2012 

(number of staff) 

 
Source: Budget, Personnel, and Management Systems Department. 
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Figure 5: Position Allocation to Operations Department  
and Resident Missions, 2010–2012 

 
Source: Asian Development Bank. 
 

 

 
 

Figure 6: Staff Strength in Resident Missions and Regional Departments, 2009 and 2012  

 
 

 
 

AS = administrative staff; IS = international staff; NSAS= national staff and administrative staff; RD-HQ = regional 
department staff based in headquarters; RD-RMs = regional department staff based in resident missions. 
Source: Asian Development Bank. 
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Box 1: Establishing Deputy Country Director Positions in Large Resident Missions 

The institutional and management structure of resident mission improved in 2011–2012 through the 
establishment of deputy country director (DCD) positions in large resident missions. This is intended to 
relieve country directors of some of their responsibilities to allow them to focus more on interacting with 
clients, development partners, and stakeholders. The country directors and DCDs have clear 
responsibility-sharing arrangements as the purpose was not to create an additional bureaucratic layer, 
but to enable more effective functioning of resident missions.  

 
Since taking office in 2011, the DCD in the Viet Nam Resident Mission has had an immediate impact 
on office management, internal communications, staff development, performance management, and 
other human resources issues. The DCD has not only improved the working environment in finance 
and administration, but provided substantial opportunities for the country director to concentrate on 
strategic issues and strengthening relationships with the government and other external stakeholders.  
 
The DCD in the People’s Republic of China Resident Mission has helped strengthen office 
management, internal communications, and staff performance management. The DCD also enhanced 
project management, disbursement, and technical assistance supervision, as well as interaction with 
central and local governments. Since the DCD took office in 2011, the portfolio of the resident mission 
has increased to 50% of the entire Asian Development Bank portfolio for the country and more than 
50% of the disbursement delegation. The communications and synergy between the sector divisions of 
the East Asia Department and the resident mission has also been strengthened in various areas. One 
example is the mandatory participation of the resident mission’s national project officers in loan 
processing missions. With DCD available to oversee office administration, the country director is able 
to concentrate more on strategic issues, such as innovative lending and technical assistance 
programming, knowledge works, and strengthening the relationship with the government and other 
development partners. 
 
Source: Asian Development Bank regional departments. 

14. The development effectiveness reviews (DEfRs) for 2010–2012 recorded notable 
progress in organizational effectiveness. In 2010, ADB added 144 new staff positions in 
operations departments,20 compared with 15 in 2009; 61 of the new positions were assigned to 
resident missions. In 2011, 112 additional positions were allocated to operations departments, 
including 60 in resident missions.21 In 2012, 51 additional positions were provided to operations 
departments, including 17 in resident missions.22 These positions were allocated to strengthen 
field expertise in project implementation supervision, portfolio management, safeguards review 
and compliance, gender and development, and social development, as well as coordination with 
governments and development partners. The new positions also bolstered the finance and 
administration function in resident missions. Together with the new deputy country directors for 
large resident missions, these additional positions have enhanced internal governance and 
control at resident missions (Box 1). While 28 directly engaged contractors of resident missions 
were absorbed through the allocation of 2010–2012 positions, complemented by redeployment 
of existing resources, some directly engaged contractors still need to be absorbed. ADB 
continues to monitor absorption of the directly engaged contractors performing core functions 
through the redeployment of existing resources.  
 

                                                 
20

 Including five regional departments and PSOD. 
21

 Including deputy country directors for resident missions in the People’s Republic of China, Indonesia, Pakistan, and 
Viet Nam. 

22
 Including deputy country directors for resident missions in Bangladesh and India. 
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15. Building on more than 20 years of increasing delegation to field offices, ADB has 
developed a business model for decentralization that is based on close collaboration between 
field offices and the headquarters under the combined leadership of the country directors and 
the sector directors with the oversight of the regional director general. The successful 
implementation of the decentralization model rests on two aspects. The first is assigning clear 
responsibilities to country directors and sector directors. Country directors are responsible for 
country programming, and program and portfolio oversight; sector directors are responsible for 
sector-level issues and most new project processing—both under the guidance of the regional 
director general. The second aspect is the cooperative and consultative approaches between 
resident missions and staff and management at headquarters. The decentralization model has 
been strengthened through strong teamwork, effective communication, and posting staff from 
both operations and support departments in the field. ADB’s moderate size, proximity to 
developing member countries (DMCs), and collegial working culture has allowed it to implement 
the decentralization model pragmatically and successfully.   
 
16. From 2000 to 2012, the budget for resident missions grew from $18.2 million (8.4% of 
ADB’s total IAE) to $90.1 million (16.5%). The strengthened capacity of resident missions has 
enabled them to perform their expanded role and functions effectively. Nearly all country 
programming and country portfolio reviews are now conducted by resident missions. Resident 
missions have increased their share of implementation of loan and grant projects from 15.0% in 
2000 to 44.0% in 2012. For technical assistance (TA) projects, the resident missions’ share of 
implementation rose from 6.0% in 2000 to 17.0% in 2012 (Appendix 3). 
 
17. Through this enhanced field presence and capacity, ADB’s client relations and 
responsiveness have improved, as shown in the following reports:  

(i) ADB Perceptions Survey: Multinational Survey of Stakeholders 2012. 23 
Released in 2013, this survey found that stakeholders see a closer association 
between ADB's priorities and Strategy 2020’s core operational areas and drivers 
of change than in 2009.  

(ii) Multilateral Organization Performance Assessment Network Common 
Approach 2010.24  This report noted that respondents considered ADB’s two 
greatest strengths to be its regional role and the competence and knowledge of 
its staff. Adaptability and responsiveness were also frequently mentioned as ADB 
strengths. This was attributed to ADB’s continual efforts to refine its 
decentralization model and delegate more staff to resident missions in order to 
increase responsiveness to clients.   

(iii) 2011 Multilateral Aid Review.25 The review rated ADB very good, identifying 
strengths in areas such as (a) critical role in sustainable economic development 
across Asia with a strong focus on wealth creation through infrastructure and 
regional integration, and good delivery against challenging poverty-focused 
objectives in close engagements with partner governments; (b) strong 
operational performance in Afghanistan and maintaining staff at difficult times 
(Pakistan) and conflict-sensitive countries (Nepal); (c) robust environmental and 
social safeguards; (d) clear mandate and an independent evaluation and lesson-
learning culture; and (e) low administrative costs compared to peers. The report 

                                                 
23

 ADB. 2013. Perception survey; Multilateral survey of stakeholders. Manila 
24

 Multilateral Organisation Performance Assessment Network. MOPAN Common Approach – Asian Development 
Bank 2010. 2011.  

25
 UK Department for International Development . Multilateral Aid Review. 2011. 
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noted ADB’s progress in improving organizational structures, including better 
allocation of staff to field offices.26  

(iv) 2013 Multilateral Aid Review Update.27 The review recognized ADB’s effective 
decentralization of staff (and devolution of decision making) to resident missions 
to support policy dialogue with partner governments.  

(v) AusAID 2012 Multilateral Scorecards.28  This assessment of 42 multilateral 
organizations released by the Australian Agency for International Development 
rated ADB very strong or strong in delivering results, alignment with Australia’s 
objectives, contributing to the wider multilateral system, strategic management 
and performance, cost and value consciousness, and transparency and 
accountability. 

 
18. Strengthened capacity of knowledge departments.29 The addition of 47 positions in 
the three knowledge departments during 2010–2012 accounted for nearly 10% of all new 
positions (Figure 7). These new staff have (i) enhanced in-house research skills and capacity; 
(ii) strengthened the capacity of staff to support and forge partnerships with external clients in 
knowledge dissemination and sharing of experiences among the different regions and 
subregions; (iii) contributed to higher quality in-house research work (such as the Asian 
Economic Integration Monitor and Asia Bond Monitor); and (iv) increased support to the regional 
departments’ operational work. They have also supported the communities of practice (CoPs), 
enabling them to organize the expert network and activities. CoPs are contributing to quality at 
entry of projects by organizing peer reviews at the project processing stage, participating in 
project processing missions and providing technical guidance at the request of regional 
departments, initiating sector information databases and newsletters, and conducting 
knowledge research. The finance sector team in the Office of Regional Economic Integration 
(OREI), for example, grew from three to eight staff with coverage of the major financial 
subsectors such as capital markets, microfinance and commercial banking, insurance, and 
contractual saving.  Despite their pivotal role, CoPs suffer some critical weaknesses. While their 
mandate is substantial, CoP effectiveness relies on volunteer leaders who continually have to 
balance the workload of their operations jobs with the time required to lead the CoP. While the 
capacity of knowledge departments has been strengthened, some areas require more attention, 
such as the need (i) to take knowledge and best practices into operational projects; (ii) to 
explore and develop an effective approach—beyond the usual dissemination instruments (e.g, 
publications, workshops, and seminars)—in applying knowledge in ADB operations; (iii) for 
knowledge and operations departments to work together in effectively supporting inclusive 
growth in the region; and (iv) to encourage staff participation. 
 
 
 
 
 
 
 
 
 

                                                 
26

 2010 MOPAN is the latest assessment available. The 2012 assessment is expected to be released in December 
2013. 

27
 UK Department for International Development . Multilateral Aid Review Update.  2013. 

28
 Australian Agency for International Development. AusAID 2012 Multilateral Scorecards.  2013 

29
 Knowledge departments include Economics and Research Department, Office of Regional Economic Integration, 
and Regional and Sustainable Development Department. 
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Box 2: Strengthened Operations Services and Financial Management Department 
 
The main operational areas of the Operations Services and Financial Management Department 
(OSFMD) were strengthened by the 2010–2012 position allocation, including (i) project and portfolio 
management, (ii) capacity development, (iii) procurement, (iv) consulting services, and (v) outposting 
of international staff. The additional positions helped OSFMD cope with the 42.7% increase in 
transactions from 110 submissions in 2009 to 157 submissions in 2012. One notable initiative was the 
systematic monitoring of procurement committee transactions, which led to a decrease in the average 
review time of the Asian Development Bank (ADB) from 77 calendar days in 2011 to 69 calendar days 
in 2012. With the increase in staffing, OSFMD’s international staff was able to focus on strategic 
aspects of consulting services and procurement. It also allowed the department to intensify its 
enforcement of consistency and quality assurance through OSFMD’s advisory role with regional 
departments and resident missions on loan and grant consulting services. 
 
With a 14% staff increase in 2010–2012, OSFMD improved its services in procurement and portfolio 
management through following actions:  

 

 

Figure 7: Strengthened Capacity in Knowledge Departments 

 
ERD = Economics and Research Department; OREI = Office of Regional Economic Integration;  
RSDD = Regional and Sustainable Development Department. 
Source: Budget, Personnel, and Management Systems Department. 
 

 

19. Strengthened capacity of other direct operations support.30 Departments and offices 
providing direct operational support, particularly in the areas of credit risk management, 
procurement, and project implementation were strengthened through the allocation of additional 
positions as well as redeployment of existing resources. Box 2 shows how the 3-year workforce 
plan improved the operations of Operations Services and Financial Management Department 
(OSFMD). 
 

                                                 
30

 Direct operational support departments include the Controller’s Department, Independent Evaluation Department, 
Office of Cofinancing Operations, Office of the Compliance Review Panel, Office of the General Counsel, Office of 
Risk Management, Operations Services and Financial Management Department, Office of the Special Project 
Facilitator, and Strategy and Policy Department. 

0

4

8

12

16

20

24

ERD OREI RSDD

S
ta

ff
 n

u
m

b
e
r

2009 Capacity  (international staff and national staff)
2012 Capacity  (international staff and national staff)



  14 
 

(i) Experienced procurement specialists were outposted to large resident missions in 
Bangladesh, People’s Republic of China, Indonesia, and Viet Nam. These specialists 
serve as OSFMD focal point in the resident missions, providing operational support in 
procurement due diligence review. They build the capacity of the resident mission’s 
project administration unit and provide capacity development for their government 
counterparts. They also conduct extended capacity development for resident missions 
and executing agencies of neighboring countries. 

(ii) A dedicated unit for centralized assessment of ADB’s portfolio was established. The unit 
regularly reports to Management on portfolio trends, and conducts in-depth analysis and 
special studies on key portfolio performance issues. The unit also serves the secretariat 
for ADB’s network of project administration unit heads network, engaging them on 
portfolio management policy and discussions. 

(iii) A procurement accreditation program was launched in early 2011 to provide on-the-job 
training to a cadre of international and national procurement specialists. Accreditation will 
help effective delegation of authority for the approval of procurement decisions and 
prepare the way for possible further delegation. 

(iv) The performance reviews of executing agencies’ procurement systems were streamlined 
to help complement the risk assessment requirements in documents such as country 
partnership strategies, project concept papers, and procurement capacity assessments. 

(v) Knowledge sharing was enhanced through e-learning, customized short courses, and 
OSFMD website 

 
Source: Operations Services and Financial Management Department 
 

 
20. Strengthened capacity of indirect support.31 The indirect support departments and 
offices have largely coped with ADB’s increased business volume through efficiency gains, such 
as business process streamlining, outsourcing, and greater use of information technology. For 
example, the Office of Administrative Services 2010-2012 fully or partially outsourced transport 
services, communications and facsimile services, inventory management and store operations, 
and archives and records management. The rollout of the ADB recruitment center in 2009 has 
streamlined and automated recruitment. This has reduced the number of tasks involved in each 
recruitment case from 24 to 11, saving internal resources. Minimum new positions have been 
allocated to meet additional staffing requirements in Office of Information Systems and 
Technology (12), Treasury Department (10), Office of Anticorruption and Integrity (8), Office of 
the Auditor General (7), Department of External Relations (6), and Office of the Secretary (4). 
The other positions also supported the priority areas of the indirect operations support 
departments in strengthening recruitment, staff development, and administrative services.  
 
 
B. Main Operational Skills Mix in ADB’s Core Operational Areas and Priority Sectors 

and Themes of Strategy 2020 

21. Nearly 75% of the new positions in 2010–2012 were allocated to strengthen ADB’s 
capacity in its core operational areas and priority sectors and themes of Strategy 2020, 
including procurement, project administration, portfolio management, private sector operations, 
private sector development, credit risk management, safeguards, and gender and development. 
Compared with 2009, staffing in priority sectors and themes has increased by about 39% 
through the new position allocations. The staff allocation and the associated impact on ADB’s 

                                                 
31

 Indirect support departments include Budget, Personnel and Management Systems Department; Department of 
External Relations; Office of Administrative Services; Office of Anticorruption and Integrity; Office of the Auditor 
General; Office of Information Systems and Technology; Office of the Secretary; and Treasury Department. 
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in-house skill strengthening in the core areas and priority sectors and themes are discussed in 
paras. 22–33.  
 
22. Procurement, project administration, and portfolio management. Recognizing that 
effective project implementation is essential for well-designed projects to achieve their intended 
objectives, ADB assigned 111 new positions in 2010–2012 to sector divisions of regional 
departments in headquarters and resident missions, as well as line departments such as 
OSFMD, to strengthen staff capacity in procurement, project administration, and portfolio 
management (Figure 8). 

 

Figure 8: Strengthened Capacity on Procurement, Project Administration 
and Portfolio Management  

 

 

 

 

   
 

CWRD = Central and West Asia Department; EARD = East Asia Department; OSFMD = Operations Services and 
Financial Management Department; PARD = Pacific Department; SARD = South Asia Department; SERD = 
Southeast Asia Department; HQ = headquarters; RM = resident mission. 
Source: Budget, Personnel, and Management Systems Department. 
 

 
 

23. In addition to the increased project implementation capacity in the resident missions and 
sector divisions at headquarters, regional departments have also enhanced the departmental 
portfolio management focal teams in their front offices. These teams are led by a senior portfolio 
management specialist with the support of a senior portfolio management officer and two or 
three project analysts. Some regional departments have upgraded their portfolio management 
team into a division-equivalent unit led by an advisor. The portfolio management teams and 
units are responsible for (i) monitoring project implementation progress of the sector divisions 
and resident missions; (ii) identifying at risk projects for closer implementation supervision; (iii) 
initiating quarterly portfolio reviews (chaired by the director general); (iv) participating in country 
portfolio review activities; and (v) coordinating with the direct operations support departments 
and offices for the department-wide generic issues relating to project implementation.  
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24. The institutional focus on project implementation and portfolio management, as well as 
strengthened staff capacity, helped to improve project implementation quality. The 2012 DEfR32 
reported improvement in the achievement of core sector outcomes of ADB-supported 
operations since 2010, although it remained below the target. ADB also sustained the upward 
trend in the 3-year average TA project success rate, which for the first time surpassed the 80% 
target for both ADB and ADF.  
 
 
25. However, regional departments identified areas that would require continual support, 
such as (i) strengthening project implementation in resident missions; (ii) increasing the capacity 
of national staff to better contribute to portfolio performance by providing them with more 
authority, and adjusting ADB’s internal systems to align them with this proposed expanded role 
of the national staff; and (iii) exploring creative areas to manage staffing through redeployment 
in the absence of an additional position to cope with the increasing complexity and volume of 
ADB’s portfolio.  

 

26. Private sector operations and private sector development. During 2010–2012, the 
largest staff resources increase was in private sector operations and private sector development 
as the Private Sector Operations Department (PSOD) and the Office of Risk Management 
(ORM) nearly doubled in size (Figure 9). For PSOD and ORM, a total of 76 new international 
staff and national staff positions have been provided (including 4 redeployments of the existing 
resources) in the areas of credit and risk management (21), enhanced staff capacity in project 
processing (18), safeguards and related policy implementation and compliance (10), project 
administration (10), PSOD presence in field offices 33  (6), trade finance (3), investment 
committee (2), portfolio management  (2), stronger collaboration and coordination with regional 
departments (1), and development effectiveness (1). 

 

Figure 9: Strengthened Capacity in Private Sector Development, Private Sector 
Operations, and Risk Management 

 
CWRD = Central and West Asia Department; EARD = East Asia Department; ORM = Office of Risk Management; 
PARD = Pacific Department; PSOD = Private Sector Operations Department; RSDD = Regional and Sustainable 
Development Department; SARD = South Asia Department; SERD = Southeast Asia Department. 
Source: Budget, Personnel, and Management Systems Department. 
 

                                                 
32

 ADB, 2013. Development Effectiveness Review 2012 Report . Manila. 
33

 PSOD staff are outposted in resident missions in the People’s Republic of China, Kazakhstan, India, Indonesia, 
Thailand, and Viet Nam. An outposted staff for the Pacific Liaison and Coordination Office will report on 1 October 
2013. 
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27. With additional project processing staff available, approved PSOD projects increased 
from $1.67 billion in 2009 to $1.96 billion in 2012, while the number of projects doubled from 10 
to 20. The strengthened operations coordination team in PSOC participates in selected country 
team retreats, country partnership strategy (CPS) initiating meetings, CPS and country 
operations business plan (COBP) missions, and consultations with government, introducing 
PSOD and private sector operations at stakeholder consultations. Thematic and sector 
assessments, as well as sector road maps, are important building blocks for country strategies. 
The operations coordination team contributes to this analysis to ensure that CPSs and COBPs 
cover both public and private sector operations, as well as private sector development. In 2010, 
the PSOD development effectiveness team began preparing annual development effectiveness 
reports for private sector operations. As the development effectiveness team grew from two to 
four staff during 2009–2012, the team helped improve quality-at-entry of new projects by (i) 
reviewing the design and monitoring frameworks, (ii) computing the economic analysis of 
projects, (iii) ensuring the articulation of the project’s alignment with ADB strategies and value 
addition, (iv) establishing a minimum list of indicators for private sector operations, and (v) 
introducing a schedule in legal documents to monitor development results indicators. The 
template for a 10-page report and recommendation of the President for private sector 
operations was also developed in 2011. PSOD’s development effectiveness team was one of 
the key contributors to ongoing harmonization work with other multilateral development banks 
on common development impact indicators and evaluation guidelines. The enhanced 
environment and social safeguards team also contributes to better quality-at-entry through the 
preparation and/or review of concept papers for all PSOD projects, categorization forms, 
safeguards and social dimension documents, safeguards and social dimension sections of 
reports and recommendations of the President, legal agreements, and monitoring reports.  
 
28. PSOD’s project administration team for private sector operations has also been 
improved. From 2010 to 2012, 15 new positions (or 22% of the total new positions provided to 
PSOD during this period) were allocated to strengthen project administration, including a unit 
head for project administration in its capital markets division and a project administration 
specialist for Infrastructure Finance Division 2. In 2012, 13 extended annual review reports 
(XARRs) were completed (representing 65% of the total XARR program), compared with 5 in 
2009 (or 42% of the program). During 2010–2012, 323 monitoring reports were submitted to 
ORM. The average risk rating of the nonsovereign portfolio improved from 7.4 at the end of 
2009 to 6.3 at the end of 2012.  
 
29. ADB’s PPP operations will continue to be guided by the four pillars of the PPP 
Operational Plan: 34  (i) advocacy and capacity development, (ii) enabling environment, (iii) 
project development, and (iv) project financing. Regional departments will be responsible for the 
first three pillars; PSOD will oversee the fourth pillar. All operations departments have ongoing 
operations and specialized PPP staffing in place to provide the required assistance for the first 
three pillars of the operational plan. Transaction advisory teams are engaging on a country and 
transaction basis. However, it is premature to see specific project outputs. 
 
 
 
 
 

                                                 
34

 ADB 2011. Public–Private Partnership Operational Plan. Manila. 
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30. Safeguards implementation and compliance. Since the new safeguards policy was 
implemented in 2010, 51 safeguard positions have been allocated to headquarters and resident 
missions with a priority to increase staff capacity in the operations departments. By 2012, the 
increase in staff for safeguards implementation and compliance had fully met the staff gap 
anticipated in the updated Safeguards Policy Statement (2009), as shown in Figure 10.35  

 

Figure 10: Strengthened Capacity in Safeguards Implementation and Compliance  
 

 

 

 

   
 

CWRD = Central and West Asia Department; EARD = East Asia Department; PARD = Pacific Department; PSOD = 
Private Sector Operations Department; RSDD = Regional and Sustainable Development Department; SARD = South 
Asia Department; SERD = Southeast Asia Department; HQ = Headquarters; RM = Resident Mission. 
Source: Budget, Personnel, and Management Systems Department. 
 

 
31. The Regional and Sustainable Development Department (RSDD) maintains oversight for 
safeguard compliance across ADB, while operations departments retain responsibility for 
safeguard implementation. All new safeguards positions have been allocated to operations 
departments to strengthen the implementation of the Safeguard Policy Statement. Operations 
departments have adopted different business models in structuring their safeguards teams. The 
Central and West Asia Department (CWRD) and PSOD, for instance, centralized its 
headquarter-based safeguards expertise in a division or division-equivalent unit to provide 
safeguards support to sector divisions, while the safeguards specialist based in the resident 
mission takes care of safeguards compliance of all projects in the country. Some other regional 
departments, such as the Pacific Department (PARD) and the Southeast Asia Department 
(SERD), allocate departmental safeguards expertise to resident missions and sector divisions. 
Other regional departments, such as the East Asia Department (EARD) and the South Asia 
Department (SARD), have taken a hybrid approach and housed safeguards focal points in the 
front office, while allocating other safeguards specialists to resident missions and sector 
divisions. The safeguards specialists take charge of safeguards review and compliance for each 
project, while the focal points in the front office monitor, supervise, coordinate, and report at the 
departmental level. All these models have worked well because they respond to the specific 
departmental situation.  

 

                                                 
35

 ADB has 49 environment safeguards and 56 social safeguards specialists, allocated in the operations departments 
(including resident missions) and the Regional and Sustainable Development Department. 
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32. Gender and Development. The 2012 DEfR reported that ADB exceeded the gender 
mainstreaming targets for the second consecutive year. This was attributed to several factors 
including strengthening of regional department’s staff resources and staff skills to better identify 
gender mainstreaming opportunities in operations. In addition to the operational incentive, the 
strengthened staff capacity in these areas helped in achieving better results (Figure 11). The 
recently completed Gender Action Plan III extension,36 together with the strengthened staff 
capacity, helped sustain gender mainstreaming progress in project design and implementation. 
Despite the increase in gender and development positions, positions are still needed to absorb 
existing consultants on gender and development in resident missions. 

 
 

Figure 11: Strengthened Capacity in Gender and Development 
 

 

 

 
   

 

CWRD = Central and West Asia Department; EARD = East Asia Department; PARD = Pacific Department; RSDD = 
Regional and Sustainable Development Department; SARD = South Asia Department; SERD = Southeast Asia 
Department; HQ = Headquarters; RM = Resident Mission 
Source: Budget, Personnel, and Management Systems Department. 
 

 

 

33. Priority sectors and themes. ADB continues to enhance its staff skills mix in priority 
sectors and themes, including infrastructure, financial sector development, education, and 
environment (such as natural resources management and climate change), as shown in Figure 
12. New staff with skills in the priority sectors and themes have been recruited. Staff with 
expertise in urban transport and mass transit have tripled since 2009. The positions allocated to 
the education sector have more than doubled compared from 2009. New recruits in the 
education sector have upgraded the in-house skills mix from basic education to a broader 
coverage that includes secondary education, higher education, technical and vocational 
education, and education economics. With more education resources, regional departments 
started to strengthen the institutional structure for promoting assistance in the sector. In 2011, 
for example, SARD created a new human and social development division to scale up the 
department’s education assistance. ADB’s in-house climate change expertise has expanded to 
cover core sectors such as climate change for energy, transport, and climate change adaptation. 
New positions also supported businesses areas such as disaster risk management (Box 3). 

                                                 
36

 Gender Action Plan III completed on 31 December 2012. 
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Box 3: New positions for Disaster Risk Management  
in Regional and Sustainable Development Department 

 
In 2010, the Asian Development Bank (ADB) employed only one senior disaster risk management 
(DRM) specialist in the Regional and Sustainable Development Department (RSDD); none of the 
regional departments had DRM specialists. Two new positions were allocated to RSDD as part of the 
3-year workforce plan: (i) a senior DRM specialist with expertise in disaster risk finance; and (ii) a DRM 
specialist with expertise in disaster risk reduction, climate change adaptation, and urban and land-use 
planning. Disaster risk finance is a new business line for ADB and it was essential for RSDD to have 
expertise in this specialized area. It is also critical to optimize the synergy and links between DRM and 
climate change adaptation to avoid duplication and overlapping operations. With a team of three DRM 
international staff, RSDD is now much better equipped to (i) prepare a new integrated disaster risk 
management operational plan (scheduled approval in the first quarter of 2014);  (ii) provide support to 
operations departments in implementing the new plan; (iii) oversee and expand the plan’s trust fund 
(approved in February 2013), providing resources for DRM operations; (iv) provide direct technical 
support to operations on DRM; and (v) manage a robust portfolio of technical assistance support for 
DRM and disaster risk finance. 
 
Source: Regional and Sustainable Development Department 

 

 

Figure 12: Strengthened Capacity in Priority Sectors and Themes  
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CWRD = Central and West Asia Department; EARD = East Asia Department; OREI = Office of Regional Economic 
Integration; PARD = Pacific Department; RSDD = Regional and Sustainable Development Department; SARD = 
South Asia Department; SERD = Southeast Asia Department 
Source: Budget, Personnel, and Management Systems Department. 
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C. Staff Consultant Utilization 
 
34. The findings of the recent staff consultant retrospective study concluded that the 3-year 
workforce plan helped reduce the use of staff consultants in ADB's core operational activities. 
Although staff consultant usage against net internal administrative expense increased from $18 
million in 2008 to $24 million in 2011, the study noted a strong correlation between staffing and 
staff consultant. Staff share of project processing cost per project approval increased by 3.7% 
and staff consultant share decreased by 7.1% from 2008 to 2011 (Table 4A). The average 
combined staff and cost for country or regional strategy and programming per CPS declined 
from $1.7 million in 2008 to $1.4 million in 2011, representing an average 5.3% annual reduction 
(Table 4B). This implies that staff and staff consultant use both decreased, reflecting efficiency 
gains from the streamlined business processes and better development partner coordination 
and collaboration on strategy formulation. With the provision of the 2010–2012 positions, ADB 
contained the staff consultant budget in principle in light of the enhanced staff skills mix and 
staff number. 
 

Table 4A: Combined Staff and Staff Consultant Expenses  
for Project Processing per Project Approval  

($’000) 
 

Expense by Category  

Year 

  

Average Annual Increase (%) 

2008 2009 2010 2011 2008–2011 

Operations Departments 373 365 363 400  2.30 

Knowledge Departments 12 12 13 17  13.40 

Other Departments 3 3 3 3  4.90 

Total 388 380 379 420  2.70 

Staff Type       

Staff 347 345 350 388  3.70 

Staff Consultants 40 34 29 32  (7.10) 

Total 387 380
a
 379 420  2.70 

( ) = negative. 
a 

Numbers may not sum precisely because of rounding 
Source: Budget and Management Services Division. 

 
Table 4B: Combined Staff and Staff Consultant Expenses for Country and Regional 

Strategy and Programming per Country Partnership Strategy Equivalent  
($’000) 

 

 Expense by Category 
Year 

 

Average Annual Increase (%) 

2008 2009 2010 2011 2008–2011 

Operations Departments 1,684 1,434 1,578 1,387  (6.3) 

Knowledge Departments  41 46 42  n/a 

Other Departments      n/a 

Total 1,684 1,475 1,624 1,429  (5.3) 

       

Staff 1,475 1,266 1,379 1,237  (5.7) 

Staff Consultants 209 209 246 192  (2.7) 

Total 1,684 1,475 1,625 1,429  (5.3) 

( ) = negative. 
n/a = not applicable 
Source: Budget and Management Services Division. 
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D. Weakness in Position Allocation, 2010–2012 

 

35. Through the support of the Board and Management, the 500 positions that were added 
in 2010–2012 have substantially met the staff shortages experienced in recent years. However, 
allocations to departments, offices, and resident missions were not equally distributed. While the 
operations department and resident missions received the most, some direct operational 
support departments reported that they had insufficient resources to handle the business 
volume increase in the recent years. Some small resident missions expressed the view that they 
did not receive sufficient staff resources, particularly national staff and administrative staff, to 
cope with the increased portfolio (Figure 13). 
 

Figure 13: Position Allocations to Resident Missions, 2010–2012 
 

 
Source: Budget, Personnel, and Management Systems Department. 
 

36. In the position allocation, 2010–2012, resident missions were unable to fully absorb 
contractors who performed core functions. Given the staff gap experienced in recent years in 
managing the growing portfolio and preparing more new operations and knowledge activities, 
the 500 new positions were largely prioritized as additional staff resources for departments, 
offices, and resident missions. Adjustments were made by increasing administrative staff above 
the original plan and advancing the yearly allocation of national staff and administrative staff 
positions. However, these were not sufficient to fully absorb the contractors performing core 
functions. Nevertheless, 28 directly engaged contractors performing resident mission core 
functions were absorbed in 2010–2012 through the provision of new positions and 
redeployments of existing resources.37 The remaining absorption needs to be resolved over a 
longer period.  

 
 

IV. ORGANIZATIONAL THRUSTS: IMPROVING ORGANIZATIONAL 
EFFECTIVENESS AND EFFICIENCY 

A. Internal Departmental Realignments to Achieve Organizational Effectiveness 

 

37. In 2010–2012, ADB continued to strengthen its organizational effectiveness and 
efficiencies through business process streamlining and internal realignments at no or minimal 
costs. While various institutional setup models in regional departments led to the improved 
support in areas of portfolio management, safeguards, gender mainstreaming, etc., other 
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supporting departments have pursued the organizational effectiveness through efficiency 
initiatives. The following presents several examples that the organizational effectiveness of 
departments and offices has been enhanced through internal realignments and efficiency 
approaches. 
 
38. Improving the operational performance of the Central and West Asia Department 
through enhanced organizational structure. The establishment of the Portfolio, Results, 
Safeguards and Social Sector Unit (CWOD-PSS) in CWRD improved support for portfolio 
management (pipeline and ongoing), results management, financial management, integrity due 
diligence, safeguards management (environmental and social), gender mainstreaming, Civil 
Society Organization coordination, and cofinancing coordination. The centralized management 
structure and business model allowed more efficient use of staff resources in the department.  
 
39. Portfolio management. CWOD-PSS helped to improve the content of various 
meetings38 and provided opportunities to analyze processing and portfolio management issues 
collectively for comprehensive decision making. This led to better guidance and quicker 
responses to project teams, which ensured the alignment of government discussions with ADB 
policies and guidelines, as well as CWRD’s internal requirements. Through its strict internal 
control system, CWRD had the least deviation from the Project Administration Instruction for all 
revised contract awards and disbursements projections (S-curves) approved in 2012. CWRD 
has increased its contract awards and disbursements achievement where bulk are contributed 
by projects (in contrast to past years, when the bulk was contributed by program loans and 
grants). It has also improved its project performance ratings. 
 

Table 5: CWRD’s Contract Awards and Disbursements, 2010-2012 
 

    Contract Awards   Disbursements   
    Projection  Actual  %   Projection  Actual  %   

  2012 2,712 2,642 97   1,583 1,698 107   
 2011 2,177 2,007 92  1,505 1,429 95  
  2010 1,812 1,608 89   1,303 1,526 117   

Source: Central and West Asia Department. 
 
 

40. Safeguards management. As CWRD’s centralized safeguards management unit, 
CWOD-PSS manages all safeguards-related operations: (i) contributing to CPSs; (ii) assisting 
project processing and implementation, and addressing complaints to ensure compliance with 
ADB’s Safeguard Policy Statement; (iii) conducting compliance reviews and issuing the 
safeguard policy compliance memos for category B projects; (iv) processing, administering, and 
managing capacity building regional TA to improve the safeguards systems in Central and West 
Asian DMCs, and to strengthen executing agencies’ capacity to handle safeguards-related 
matters; (v) producing knowledge products on issues related to the environment and social 
safeguards, and conducting safeguards awareness training sessions for staff from CWRD and 
executing agencies; (vi) conducting country safeguards reviews for all ongoing projects; and (vii) 
developing and managing an environmental and social safeguards database (including early 
warning, monitoring, and complaint tracking). 
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41. ADB’s chief compliance officer reported improvement in CWRD’s safeguard compliance 
for 2011 and 2012 operations. CWRD's 111 ongoing projects (as of the end of March 2013) and 
45 expected projects for 2013 comprise largely category A or B projects for the environment, 
involuntary resettlement, and indigenous peoples. Through the work of its safeguards 
specialists and project complaints tracking system, CWRD was able to pay greater attention to 
registered complaints and take appropriate actions to address them within the period required 
by ADB's Accountability Mechanism.  
 
42. Financial and integrity management. With 210 audited project accounts and financial 
statements to be reviewed annually, CWOD-PSS developed departmental audit review 
guidelines and a checklist to standardize the audit review procedures and forms. CWRD is also 
establishing umbrella agreements with three DMCs (Pakistan, Uzbekistan, and Azerbaijan) on 
handling audited project financial statements in line with the Public Communications Policy 2011. 
The recruitment of an international staff member to handle portfolio integrity contributed to 
focused due diligence, reducing reputational risk.  
 
43. Gender mainstreaming. CWOD-PSS manages all operations related to gender 
mainstreaming: (i) contributing gender aspects to CPSs; (ii) assisting project processing to 
promote gender mainstreaming, and monitoring implementation of gender action plans; (iii) 
processing, administering, and managing regional TA promoting gender-inclusive growth in 
Central and West Asian DMCs; and (v) producing gender-related knowledge products. The 
number of CWRD's approved projects supporting gender mainstreaming trended upward in 
2010–2012. 
 
44. Establishing the Knowledge Sharing and Services Center. The Knowledge Sharing 
and Services Center (KSSC) was established in RSDD in May 2012. It is expected to develop 
new and more useful ways to extend the knowledge solutions ADB generates to its DMCs. The 
KSSC’s mandate includes boosting knowledge sharing—within ADB; between ADB and its 
DMCs; and between ADB, its DMCs, and its knowledge partners—providing technology 
platforms to facilitate knowledge sharing, supporting CoPs, and  enhancing sector and thematic 
staff development.  

 
45. The KSSC has helped shape the development of the ADB’s Knowledge Management 
Directions and Action Plan (2013–2015): Supporting “Finance++” initiated by the Office of the 
Vice-President for Knowledge Management and Sustainable Development and approved in 
March 2013. The KSSC also acted as secretariat to the inaugural knowledge forum chaired by 
the President in July 2013. The KSSC moved quickly to liaise and assist CoPs with their sector 
and thematic knowledge management plans and staff development program implementation, 
which improved the CoPs’ budget utilization. Through informal meetings, KSSC has 
reconnected with key knowledge focal persons in operations departments to coordinate 
knowledge initiatives and facilitate knowledge sharing across ADB. 

 

46. The KSSC engaged with partner institutions, beginning with the Republic of Korea and 
Japan, and called major bilateral aid agencies and key multilateral organizations to hold the 
Roundtable Conference on Building Effective Knowledge Sharing for Development in the Asia 
and the Pacific, which took place in Seoul in January 2013 in collaboration with the Republic of 
Korea.  In parallel, the KSSC led the Asia Leadership Program on Sustainable Development 
and Climate Change to assist in achieving sustainable development in the age of climate 
change through development projects in DMCs. The KSSC partnered with The Energy and 
Resources Institute in the design and delivery of the program, which involved 69 officials from 
26 DMC countries. These initiatives were designed to demonstrate ADB’s capacity to leverage 
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the knowledge of partnerships, including regional centers of excellence, to form the basis for 
ongoing collaboration as envisaged in Strategy 2020 and the Knowledge Management 
Directions and Action Plan. Besides emphasizing partnerships, the KSSC has worked to 
increase the extraction of knowledge from ADB’s lending and TA projects, enhanced web 
access to knowledge through a dedicated knowledge portal, and piloted a knowledge calendar 
to help better coordinate ADB’s many knowledge initiatives.  
 
47. The KSSC has focused on contributing—rather than attributing—meaningfully to the 
effective delivery of knowledge solutions in ADB and preserving the status it has earned 
consecutively from 2011 in the “most admired knowledge enterprise” survey. 
 
48. Establishing a dedicated financial management unit in the Operations Services 
and Financial Management Department. In late 2012, a financial management unit (FMU) 
was established in the Central Operations Services Office, which was subsequently converted 
to OSFMD. The new organizational structure brings together core fiduciary functions governing 
ADB's sovereign operations, including procurement, portfolio management and financial due 
diligence. The new structure provides the opportunity to exploit the natural synergies between 
these functions and recognizes the corporate nature of services to be provided by OSFMD. The 
FMU represents Management's renewed commitment to financial management and recognition 
of the impact that effective financial management can have on development outcomes. The 
FMU focuses on operational support, capacity development, quality control, and outreach 
activities. The financial management and financial analysis guidance is being updated, training 
programs are being held, and the FMU is reviewing all key project documents (from the 
perspective of financial due diligence) and attending Management review meetings and staff 
review committee meetings. The quality of ADB's financial due diligence and financial 
management during project implementation should improve over time, with a positive impact on 
development outcomes. 
 
49. Improving work efficiency of Office of Regional Economic Integration staff in 
delivering outcomes and achieving results. The internal realignment of OREI in 2012 has 
contributed to its overall delivery of outcomes and achievement of results with a clear division of 
labor (through teams) and collective efforts (through coordination). The realignment has helped 
to fully conform with the Regional Cooperation and Integration (RCI) Strategy of 200639. Three 
of the OREI’s teams focus on the strategy’s four pillars: (i) monetary and financial cooperation 
(pillar 3); (ii) trade and investment (pillar 2); and (iii) horizontal RCI links (pillars 1 and 4). The 
fourth team on financial sector development provides internal operational support, while 
strengthening partnerships with external institutions. In addition, the ASEAN+3 Bond Market 
Initiative team is now part of the front office. The realignment has helped various teams work 
together closely in initiating the Asian Economic Integration Monitor, and on an OREI in-house 
research program called Rebalancing Asia and Its Implication to Regional Cooperation and 
Integration.  
 
50. OREI established a portfolio administration unit and strengthened its efforts to improve 
portfolio quality by tightening links between staff and consulting inputs and outputs and 
outcomes under TA, utilizing the ADB corporate results framework. 
 
51. Streamlining the Treasury Department to enhance knowledge services and 
provide client solutions. Because of the new positions provided in 2010–2012, the Treasury 
Department was able to reallocate its resources to enhance knowledge services and provide 
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client solutions. A client solutions unit, based on the one-stop shop approach, was established 
in May 2012 to strengthen the Treasury Department’s outreach to its internal and external 
clients, and to enable ADB to be responsive to client needs on financial management and local 
currency capabilities. This is in line with the organizational structure of other comparable 
institutions.  
 
52. The client solutions unit was created by realigning the existing client service team under 
the Financial Policy and Planning Division and the existing local currency team under the 
Funding Division. The realignment reinforced the synergy between the two teams, particularly in 
terms of common sets of external stakeholders (ministries of finance, debt management offices, 
central banks, securities commissions, and local stock exchanges) and internal clients (regional 
departments and PSOD). This streamlining of Treasury Department staffing increased the 
emphasis on knowledge services and client solutions in the following areas:  

(i) local currency financing of projects and strengthening of domestic capital 
markets,  

(ii) developing of clients’ capacity in debt and financial management, and  
(iii) offering financial solutions to client needs.   
 
 

B. Resident Mission Strengthening Initiatives 

53. Resident missions received 138 new positions, or 28% of the total during 2010–2012, to 
enhance internal governance and control. The 2012 DEfR recorded notable progress in 
organizational effectiveness. From 2000 to 2012, the budget allocation for resident missions 
grew from $18.2 million (8.4% of ADB’s total IAE) to $90.06 million (16.5%). With their 
strengthened capacity, resident missions have been able to perform their expanded role and 
functions effectively. Resident missions now conduct nearly all country programming and 
country portfolio reviews. In 2012, resident missions implemented 44% of loan and grant 
projects, as well as 17% of TA projects.  

 
54. In 2011, the new staff grading system was introduced that separated the locally recruited 
staff into two stand-alone categories: national staff and administrative staff. Job requirements 
were articulated through well-defined job and competency frameworks for each position level 
together with the review and updating of position titles to better capture their skills and 
responsibilities. An additional entry level for the national staff category was also established 
together with an additional higher level of national staff for resident missions. This paved way for 
better career progression paths and expectations for national staff and administrative staff. An 
expanded menu of staff development and training activities for staff in the resident missions was 
also created. The training budget for resident missions was also increased to allow resident 
mission staff more opportunities to attend seminars, workshops, and training programs at ADB 
headquarters. The developmental assignment program was introduced to encourage operations 
departments to include resident mission national staff on operational missions to other countries 
within the same regional department. This includes providing on-the-job learning opportunities 
for local staff through short duration postings outside of their home departments.  
 
55. The CoPs continued to be partners in expanding the sector and thematic expertise of 
staff through seminars, workshops, and external networks. DMC counterparts and development 
partners participated in several sector and thematic knowledge-sharing sessions and forums. 
This included expanding resident missions’ contribution to knowledge management initiatives 
and capacity building activities and closer collaboration with knowledge departments and CoPs. 
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Box 4: Procurement Accreditation and Skills Scheme Assessment by Regional Departments 
 
In less than a year of implementation of the Procurement Accreditation and Skills Scheme (PASS), the 
regional departments have recognized its benefits, particularly in ensuring procurement governance. 
The initial implementation also allowed the regional departments and the Operations Services and 
Financial Management Department (OSFMD) to identify areas for improvement. 
 
Regional departments identified the hub PASS workshops for the resident missions as one of the 
strengths of the program. As of the first quarter of 2013, the Pacific Department had 35 staff at various 
stages of the program, although none had received the final accreditation. The Southeast Asia 
Department (SERD) noted that attendees and/or nominees possessed greater awareness and 
appreciation in resolving project administration issues, particularly in consultant recruitment and 
procurement. They also had the confidence to make decisions that were previously done by 
headquarters staff. Further, PASS was recognized as useful in standardizing the knowledge and skills 
of procurement officers. The East Asia Department noted that staff were becoming aware of the critical 
areas in procurement that require more attention, and had learned to deal with executing and 
implementing agencies on their procurement issues in close coordination with OSFMD. Heads of 
project administration units are now dealing with project staff on procurement to ensure that they 
anticipated issues before they arise and discussed solutions comprehensively and collectively rather 
than making unilateral decisions. 

C. Procurement Accreditation Program to Strengthen Capacity in Procurement and 
Project Implementation 

56. Initiated in 2010, the Procurement Accreditation and Skills Scheme (PASS) is intended 
to help effective delegation of authority for the approval of procurement decisions, as well as 
prepare the way for possible further delegation. It is crucial for procurement governance. PASS 
aims to reduce overall levels of procurement-related risks to ADB, its borrowers, and 
stakeholders. By 2014, only PASS-accredited staff will be able to endorse contract award 
proposals to sector directors and/or country directors.  
 
57. The pilot test of PASS in OSFMD provided a more accurate measure of the current 
working knowledge of staff in procurement (goods and works) and consulting services 
(particularly for TA). PASS testing is intended to be a regular feature for new OSFMD 
procurement specialists and provides an ongoing baseline against which knowledge levels for 
non-OSFMD staff can be compared.  
 
58. Of the 474 staff nominated for the PASS, 324 (68%) successfully completed the PASS 
e-learning and 296 (62%) successfully completed the workshop modules (as of 15 August 
2013). PASS final exams are a challenging and useful gauge of the current working knowledge 
of staff in procurement and consultant recruitment. The first PASS final exam for consultant 
recruitment and procurement in November 2012 had a passing rate of 70%; exams held 
between April and August 2013 had passing rates of 75% and higher. A total of 118 staff have 
passed the consultant final exam and 127 staff have passed the procurement final exam. 
 
59. In May 2013, 20 PASS nominees (11 for consultant recruitment and procurement, 4 for 
consultant recruitment only, and 5 for procurement only) were accredited. The Procurement 
Accreditation Committee is expected to meet in September 2013 to accredit the second batch of 
PASS nominees, who have satisfied all PASS accreditation requirements. (Box 4) 
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The regional departments also identified some areas for improvement of the PASS program. The 
Central and West Asia Department noted that smaller resident missions had limited opportunities to 
complete actual transactions. The Pacific Department noted the extended period of learning and 
hands-on practice before staff can receive the full PASS certification. SERD found that the PASS 
program is less useful for staff who are not directly involved in the day-to-day procurement review. 
Because the knowledge is not used on a daily basis, and will likely be forgotten, the difficulty of 
completing the PASS is also a concern, especially its validation process. SERD and the South Asia 
Department noticed that the packages that the procurement mentor had in mind were geared towards 
headquarters procurement, such as international competitive biddings requiring procurement 
committee approval. The absence of a mentor in resident missions, as well as the lack of consultant 
mission travel to resident missions to undertake the final accreditation in bulk, was also identified as a 
concern.  
 
Source: Asian Development Bank regional departments. 

D. Flexible Approaches in Managing Staff Resources 

60. Outposting. ADB has adopted flexible approaches to increase the assignment of staff to 
resident missions. In addition to resident mission-based positions, outposting has been piloted, 
placing headquarters staff in resident missions to strengthen client support, while retaining close 
supervision and a reporting relationship with headquarters.40 The outposted sector staff from 
regional departments become sector focal points in the resident missions, providing a link to 
client sector agencies for the sector portfolio and reporting to sector and country directors. 41  
This arrangement provides opportunities to improve responsiveness to sector policy issues and 
enhance knowledge work. It also helps update the sector road map and build a strong project 
pipeline. Outposting sometimes supports specific tasks or projects. For example, sector staff are 
outposted to resident missions to process projects that require a field presence, or administer 
problematic projects that require a high level of technical and sector expertise. Private sector 
operations staff are outposted to resident missions to enhance the operational relationship with 
regional departments, contribute to CPS formulation, and seek private sector business 
opportunities. 42  Procurement specialists outposted by OSFMD to resident missions for a few 
years on a rotating basis work to strengthen the cadre of national procurement officers through 
PASS in order to help ADB make more responsive procurement decisions, while ensuring 
necessary fiduciary controls. In addition to the new positions allocated to resident missions in 
2010–2012, outposting has become vigorous to complement the resident mission strengthening 
initiatives. By 2012, the number of outposted staff had increased by 52% from 2009. Regional 
departments reported positive impacts of their outposted staff in enhancing ADB operations, 
strengthening the project capacity of resident mission staff and their DMC counterparts, and 
promoting coordination with development partners. 
 
61. OSFMD’s experience with resident missions in Cambodia, the People’s Republic of 
China (PRC), and Viet Nam demonstrated that outposting of resident procurement specialists 
(RPS) contributes to implementation of delegated projects, leads to favorable portfolio 
performance, and reduces transaction costs for both development partners and government 
agencies.  
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 Under the outposting arrangement, the positions belong to the headquarters division, but staff are assigned to a 
resident mission. The outposted staff report jointly to the headquarters director on direct operations-related issues 
and to the country director on daily administrative matters. 

41
 As of 31 December 2012, 21 sector staff of regional departments were outposted to resident mission. 

42
 As of 31 December 2012, PSOD had outposted five international staff in four resident missions (two in the PRC, 
and one each in India, Indonesia, and Kazakhstan) and four national staff in four resident missions(Thailand, Viet 
Nam, the PRC, and Kazakhstan). 
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62. Outposting produced the following benefits: 

(i) It allowed for more frequent and in-depth interactions with key government 
procurement counterparts through in-person meetings with executing agency 
staff on specific procurement problems, which led to quicker resolutions of often 
complex issues. For example, through frequent meetings with executing agency 
staff evaluating bids under their first international competitive bidding process, 
outposted staff provided advice on issues identified in the bids and on the format 
of the technical evaluation report. This facilitated the regional department’s 
acceptance of the submitted report within 2 working days. 

(ii) It provided a deeper appreciation of the opportunities and risks in a country’s 
portfolio, and facilitated the generation of targeted solutions supported by 
regional department staff. For example, OSFMD faced serious procurement-
related challenges in Viet Nam’s natural resources sector. To alleviate these 
challenges, the RPS is working closely with colleagues in the resident mission 
and SERD to improve future project designs. 

(iii) It enhanced consistency in procurement practices across sectors—between 
project teams and between executing agencies and implementing agencies (e.g., 
on eligibility and state owned enterprises issues in Viet Nam). The development 
and delivery of tailor-made training programs for the benefit of specific projects, 
executing agencies, implementing agencies, and resident mission staff has 
increased (i.e., development and delivery, jointly with the World Bank, of 
workshops targeting the domestic construction industry). 

(iv) Viet Nam, ADB, World Bank, and the Public Procurement Agency jointly 
developed harmonized national bidding documents that will be available in both 
English and Vietnamese. Further, during 2010–2012, ADB and the World Bank 
worked with the Department of Investment and Cooperation to produce the 
second version of the Government of Cambodia’s procurement manual and 
related bidding documents applicable to all projects funded by development 
partners. 

 
63. The presence of RPSs in resident missions has also raised ADB’s profile in those 
countries through more direct and active involvement in policy dialogue with national authorities, 
as well as with other aid agencies. In 2012, the Viet Nam resident mission took the lead in 
internal consultations between development partners on a new draft public procurement law. In 
early 2013, the resident mission and the World Bank organized a stakeholder workshop on the 
law involving the government and other major development partners. This was followed by a 
second, more specialized workshop—cosponsored by ADB, Agence Française de 
Développement, and the Department for International Development of the United Kingdom—on 
Viet Nam's PPP legal framework and related considerations to be covered in the new draft 
procurement law involving government representatives, development partners, and investors. In 
2011–2012, the RPS worked with the World Bank to support the General Department of Public 
Procurement in the drafting of multiple iterations of Cambodia's first Public Procurement Law. 
 
64. Procurement specialists outposted by OSFMD have helped strengthen the 
procurement capacity of the resident missions and the national procurement officers. This has 
enabled ADB to be more responsive to procurement issues and improve fiduciary controls. 
Procurement specialists are also being placed in the front offices of operations departments, 
which will enable OSFMD to strengthen its link to operations, strategically manage 
procurement services to the departments, and provide more upstream support during project 
processing. 
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65. SERD has outposted 24 staff to its resident missions since 2010 to supplement resident 
mission staff, mostly in dealing with processing and implementation work. Of those outposted 
staff, 80% has been for sector staff, with more than half in infrastructure. As the volume of 
infrastructure project approvals in Southeast Asia almost doubled from 2010 to 2012, the 
outposted infrastructure staff contributed to project delivery and facilitated implementation.  
Outposted staff provided similar support in the education sector, where a number of projects 
have been delegated to the resident missions, especially in Viet Nam. 

66. Outposting also allowed the resident missions to respond to country-specific needs in 
non-core operations, ensuring that ADB’s responsiveness to client–country priorities is not 
compromised. Projects in agriculture and natural resources in the Lao People’s Democratic 
Republic and Viet Nam were handled by the outposted staff. Outposted staff also respond to 
vulnerability concerns, such as providing for an emergency food assistance project in Cambodia. 
Outposted staff resources in the Mekong resident missions have provided support to other 
countries in the region, enabling multicountry assignments. 
 
67. Resident Missions in SERD have largely benefitted from outposting through (i) better 
communication and accessibility of SERD through closer proximity with government and/or 
project counterparts, (ii) early detection and prompt resolution of potential problems in the field, 
and (iii) quick response time to in-country requests. Outposting has also provided the flexibility 
to quickly respond to (i) urgent, but maybe less permanent, needs in the field; (ii) time-bound 
needs of limited duration; (iii) specialized needs, which only a few department staff can address; 
and (iv) emerging or emergency requirements. 

 
68. Further, outposting resulted in the (i) stronger capacity of resident missions in project 
administration and policy dialogue; (ii) facilitation of in-house capacity building and knowledge 
sharing through on-the-job training between international staff and national staff; and (iii) more 
flexible and optimal distribution of resources, as and when needed between headquarters and 
resident missions. 
 
69. PSOD has outposted international staff and national staff in the resident missions in 
India, Indonesia, Kazakhstan, the PRC, Thailand, and Viet Nam. The outposted staff (i) 
contributed to the establishment of a stronger private sector presence in these countries; (ii) 
enabled PSOD to be represented in CPSs; (iii) participated in business development; and (iv) 
assisted in project processing and administration. Outposted staff in the PRC worked closely 
with local counterparts in establishing synergy in the resident mission, which led to innovative 
projects such as the Loan Program for Clean Bus Leasing.43 PSOD intends to outpost more 
staff to build stronger relationships with regional departments and increase ADB’s private sector 
presence in the host country.   
 
70. EARD’s outposted staff in the PRC strengthened relationships and worked closely with 
key stakeholders (e.g., regulators and other government officials, private sector counterparts, 
academia, and the media). An outposted health specialist in the Mongolia Resident Mission 
contributed to the establishment of a specialized section on health matters and helped build the 
capacity of national staff. The outposted staff in Mongolia contributed to more effective project 
processing, administration, policy dialogue, development partner coordination, and knowledge 
work. The outposted staff also strengthened relationships with the government, civil society 
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organizations, academia, development partners, and the media. The outposted position is highly 
appreciated by the Government of Mongolia, which expressed satisfaction with ADB’s faster 
response time and better understanding of specific Mongolia issues. 
 
71. Conducting position redeployments to continually adjust existing position 
allocation and their skills. In addition to allocating new positions, ADB has optimized resource 
allocation and utilization as part of its efficiency and cost containment measures. ADB has been 
reviewing its existing skills mix and deployment, as well as implementing internal redeployments 
where possible to meet immediate business needs identified across the organization. In 2010–
2012, ADB internally redeployed 166 international staff positions and 114 national staff and 
administrative staff positions. These have largely complemented the allocation of new positions 
to meet staffing requirements by operations departments and resident missions, and to 
implement priority sectors, themes, and focus areas of Strategy 2020. 
 

V. REMAINING CHALLENGES 

 
72. Although the implementation of the 3-year workforce plan has essentially addressed the 
past resource gaps in the delivery of ADB’s key results and outputs, gaps remain in 
implementing new operational initiatives (such as reengagement with Myanmar); and in 
handling the increasing business complexity and volume of work, which requires additional staff 
positions in selective areas. Through recent staffing submissions for preparation of the WPBF, 
2014–2016, departments and offices reported their remaining shortages in staff resources, 
particularly those providing direct operational support. These additional staffing needs will 
largely be managed through efficiency measures, including redeployments of existing positions 
and training and teaching new skills to existing staff. However, the requirements for Myanmar 
may need to be complemented through the allocation of additional new positions  
 
73. Along with the ongoing midterm review of Strategy 2020, ADB needs to reassess the 
skills mix in order to match the business changes, and consider further position redeployments 
to deliver the desired outcomes and outputs effectively. ADB should also consider more 
innovative workforce planning exercises, including strategic staffing approaches and talent 
management. 
 
74. With minimal staff increases anticipated in the next few years, ADB should tightly 
monitor and control the allocation of vacant positions, as well as allocate and/or redeploy 
positions to where they are most needed. ADB needs to be prepared to take a flexible approach 
in adjusting its institutional structure depending on the outcome of various ongoing reviews, 
such as the midterm review of Strategy 2020 and the review of ADB’s decentralization. ADB will 
consider organizational realignments and business process streamlining when possible and 
warranted. 
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INITIAL IMPACT OF THE 3-YEAR WORKFORCE PLAN  
(Observations by Some Departments and Offices) 

 
1. Increased operational capacity of South Asia Department. Of the positions the Asian 
Development Bank (ADB) allocated to the South Asia Department (SARD) from 2010 to 2012, 
44% went to headquarters and 56% went to resident missions. The India Resident Mission, 
which accounts for about half of SARD’s business, got the largest share of the resident mission 
positions. The additional positions allocated in 2010–2012 allowed SARD to (i) strengthen 
sector and thematic expertise; (ii) enhance project management and administration skills; and 
(iii) account for the increased complexity in projects and public scrutiny with respect to 
governance, fiduciary risk, social inclusion, and safeguards. 
 
2. The lending volume and number of projects have doubled since 2006,  with the annual 
lending volume during 2010–2012 averaging $4 billion. 1 Staff resources in comparison have 
barely kept pace with the growth on the program side. From 2006 to 2012, the number of 
budgeted positions increased by 33%, while the number of international staff positions rose by 
20%.  

 
3. In addition, Energy Division (SAEN) and the resident missions in India and Sri Lanka 
also strengthened their capabilities with dedicated staff positions to monitor portfolio 
performance. With the additional positions in SARD, about 45% of projects were delegated to 
resident missions in 2010–2012. Without adequate staffing in the resident missions, delegation 
of projects would not have been possible.   

 
4. SAEN, Environment, Natural Resources and Agriculture Division (SAER), Transport and 
Communications Division (SATC), and Urban Development and Water Division (SAUW) 
Divisions, as well as the resident missions in Bangladesh, India, Sri Lanka, and Nepal, now 
have the full complement of safeguard staff to attend to divisional-level safeguard compliance of 
all projects, technical assistance, and Japan Fund for Poverty Reduction (JFPR)-funded 
operations at the processing, implementation, and monitoring phases. The provision of 
divisional environmental and social safeguard specialists, as well as resident mission 
environmental and social safeguard officers, has reduced delays in project processing, 
improved the quality and standard of safeguard planning instruments, and allowed the 
monitoring the implementation of projects, technical assistance, and JFPR operations. 

 
5. The senior safeguard specialist in the front office coordinates and assists the safeguard 
staff members in headquarters and resident missions in ensuring the required standards of 
compliance with the environment, involuntary resettlement, and indigenous peoples safeguard 
policy requirements. 2  The establishment of the SARD safeguard network, the issuance of 
safeguard compliance reports for category B projects by each division, and the continual 
dialogue among the safeguard staff and between each safeguard specialist and the senior 
safeguard specialist in the front office, and the close liaison between safeguard staff with the 
Regional and Sustainable Development Department on safeguard category A projects have 
helped to ensure a robust safeguard system in SARD. 

 
6. SARD’s gender and social inclusion team in its front office and the resident missions in 
Bangladesh, India, Nepal, and Sri Lanka have achieved some major breakthroughs. SARD 

                                                 
1
 The number of sovereign and nonsovereign operations has risen from 14 in 2006 to 30 in 2013. Similarly, the 

amount almost doubled from $1.78 billion in 2006 to $3.57 billion in 2012. 
2
 ADB. 2009. Safeguard Policy Statement. Manila 
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continued to meet ADB’s targets of having significant gender mainstreaming in 40% of projects 
funded by the Asian Development Fund (ADF) and ordinary capital resources (OCR), and in 50% 
of ADF projects, by 2012 (i.e., with a categorization of either gender equity or effective gender 
mainstreaming). Thus, SARD has contributed towards meeting ADB’s overall organizational 
gender mainstreaming targets. In 2009, 30% of SARD’s ADF and OCR loan projects, and 50% 
of its ADF-funded projects, were categorized as either gender equity or effective gender 
mainstreaming. In 2010, the figures rose to 38% and 52%, respectively.  The figures jumped in 
2011 with 58% for both OCR and ADF projects and 92% for ADF-funded projects. In 2012, the 
trend was maintained with 52% for ADF and OCR projects and 53% for ADF-funded projects 
categorized as either gender equity or effective gender mainstreaming. 

 
7. SARD created the portfolio, results, and quality control unit to strengthen monitoring and 
reporting of portfolio, thematic, and development results, while enhancing quality in all aspects 
of operations. 

 
8. The additional positions, together with the establishment of a Human and Social 
Development Division in 2011, allowed SARD to pursue a broader spectrum of interventions to 
improve human development conditions in South Asia. In 2011, two major projects were 
approved—the Third Primary Education Development Project3 for $320 million in Bangladesh 
and the School Sector Reform Program4 for $65 million in Nepal. In 2012, ADB approved two 
projects for Bangladesh—the Second Teaching Quality Improvement in Secondary Education in 
Bangladesh5 for $70 million and the Urban Primary Health Care Services Delivery Project6 for 
$50 million. Education as a share of total SARD lending has increased from 0% in 2010 to 2% in 
2012. 

 
9. Strengthened project capacity in Bangladesh Resident Mission. Following the 
appointment of a deputy country director in the Bangladesh Resident Mission on 11 May 2012, 
the resident mission was reorganized to focus more on country operations. The deputy country 
director, who is part of the country director's office and reports to the country director, is 
responsible for the resident mission’s operations, including the daily operations of the office.  

 
10. The country operations group, supervised by the deputy country director, includes the 
portfolio management unit, the disbursement unit (with dual reporting responsibility of unit head 
also to the Controller’s Department), and six resident mission sector units mirroring the 
organization of the sector divisions of SARD and comprising 29 local staff and 5 international 
staff (including the outposted procurement specialist from the Operations Services and Financial 
Management Department).  

 
11. The deputy country director oversees the delivery of agreed portfolio and country results 
for projects based both in headquarters and the resident mission, including monitoring of 
processing milestones and project readiness. The deputy country director also coordinates 
directly with Office of the Director General (SAOD) and SARD sector divisions and other 
headquarters offices, ensuring the implementation of the One ADB policy and streamlining 

                                                 
3
 ADB. 2011. Third Primary Education Development Project. Manila (LN 2761-Bangladesh, approved on 5 July, 

through private sector (sovereign) financing) 
4
 ADB. 2011. School Sector Program. Manila (TA 7935 and Grants 0272 and 0289-Nepal, approved on 22 November, 

through private sector (sovereign) financing) 
5
 ADB. 2012. Second Teaching Quality Improvement in Secondary Education Project. Manila (LN 2859-Bangladesh, 

approved on 30 March, through private sector (sovereign) financing) 
6
 ADB. 2012. Urban Primary Health Care Services Delivery Project. Manila (TA 8118, LN 2878, and Grant 0298-

Bangladesh, approved on 18 July, through private sector (sovereign) financing) 
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decision making. An important function of the deputy country director is to work with the 
Government of Bangladesh and other development partners to reduce delays in the preparation 
and implementation of projects. Considerable progress has been reached in this policy dialogue, 
both jointly with all other partners and directly for ADB-supported projects. 

 
12. The country director and deputy country director jointly manage the relationship with 
ADB’s development partners, civil society, and private sector groups in Bangladesh. This allows 
for more frequent and in-depth contacts with all partners and promotes coordination, joint views 
on governance, and cofinancing of the ADB program. 

 
13. Impact of additional positions on Southeast Asia Department. The infrastructure 
work of the Southeast Asia Department (SERD) has been strengthened the most by the 
additional position allocations over 2010–2012. With 7 additional infrastructure specialists and 
11 safeguard specialists—both including national staff—over 3 years (equivalent to 30% of the 
new position allocations), SERD’s infrastructure lending pipeline soared from 34% of its total 
dollar volume in 2010 to 62% in 2012. The number of projects grew from 13 to 16 in the same 
period. The average loan size for infrastructure projects increased from $72 million in 2010 to 
$123 million in 2012, involving more complex processing issues, but SERD managed these 
changes with additional staffing and expertise.  

 
14. The provision of additional safeguards positions (environment, resettlement, and social) 
in SERD has expanded the department’s ability and strengthened its position in ensuring 
compliance with and better monitoring of safeguards policies and solutions during project 
processing and administration—a critical requisite in all infrastructure projects. More adequate 
attention to safeguards through the additional safeguards positions has helped avert high 
reputational risk and mitigate operational exposure for ADB (e.g., in dealing with a high-profile 
project called Rehabilitating the Railways in Cambodia).7 

 
15. Project implementation has been generally strengthened with the provision of 10 
positions related to project administration, including two project administration heads, and 
national and administrative staff positions. SERD’s capacity in accelerating project 
implementation and portfolio management in various sectors and themes has been 
strengthened, which has enabled the department to keep at risk projects at about 5%. The 
higher number of project administration positions provided to resident missions relative to 
headquarters has boosted resident missions’ capacity to undertake project implementation for 
the increasing number of delegated projects, and to provide support to nondelegated ones. 

 
16. The positions allocated to SERD improved the department’s client orientation and 
responsiveness; due diligence; and knowledge creation and sharing. With more than 50% of the 
new positions allocated to resident missions in SERD, management, technical, and 
administrative support in the field offices have been strengthened, which has allowed the 
resident missions to dedicate attention to operational and portfolio management issues. Further, 
it enabled the resident mission to be adequately represented in meetings with governments, 
executing agencies, and other development partners. Without the added positions, SERD would 
have to had a weaker field presence, compromising ADB’s credibility.  

 

                                                 
7
 ADB. 2012. Greater Mekong Subregion: Rehabilitation of the Railway in Cambodia Project. Manila (LN 2602, and 

Grant 0187-Cambodia, approved on 12 January, through private sector (sovereign) financing) 
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17. Additional positions also helped deepened the knowledge agenda in SERD 8  and 
facilitated the positioning of ADB as a knowledge institution in the region, which supports the 
“finance ++” as an ADB agenda. Without the additional economists and sector specialists, 
SERD would have lacked the depth and breadth of engagement in strategic areas. 

 
18. Achieving key operational outputs in Cambodia Resident Mission. The new 
safeguards position in the Cambodia Resident Mission allowed it to address safeguards issues 
in the high-profile, nondelegated project, Rehabilitating the Railways in Cambodia, including its 
regional and subregional dimensions. The position greatly improved monitoring of safeguard 
compliance and solutions to all safeguard-related issues (resettlement, environment, indigenous 
people and ethnic groups) for both delegated and nondelegated projects. The position enabled 
the resident mission to address issues related to resettlement plans of the flagship Railways in 
Cambodia Project. The new positions in the resident mission strengthened the relationship with 
government and nongovernment organizations, and minimized the adverse impact on affected 
households. 

 
19. The positions allocated to the Cambodia Resident Mission in 2010–2012 also improved 
the performance of delegated and nondelegated projects, and strengthened the project 
administration unit in the resident mission. The resident mission was able to prepare a better 
pipeline of projects, including terms of advance actions and pre-filtering to ensure projects and 
technical assistance are implemented with the best possible start. Project performance at 
implementation improved from 80% in 2009 to 90% in 2012, while the average time for loan 
approval to first disbursement was cut from 16 months in 2010 to 14 months in 2012. 

 
20. New finance and administration positions enabled the resident mission to respond more 
effectively to the increasing number of missions and workshops or training events in Cambodia. 
The recruitment of these positions strengthened the finance and administration unit’s capacity in 
delivering work more efficiently and supporting the achievement of the resident mission’s key 
operational outputs. 

 
21. Ensuring the rights of affected persons in People’s Republic of China Resident 
Mission, East Asia Department. In October 2010, the resettlement officer in the People’s 
Republic of China Resident Mission, provided through the new position allocation, participated 
in the annual review mission of the Taiyuan–Zhongwei Railway Project and visited a 
resettlement site near the Suide Railway Station.9 The resettlement officer was advised that it 
would be completed and ready for construction of new houses in June 2011. The mission 
requested that the construction of the resettlement site be expedited to enable displaced 
persons to resettle permanently as early as possible.  

 
22. In September 2011, the resettlement officer again visited the resettlement site and found 
that no significant progress had been made since the previous review mission. The resettlement 
officer explored the reasons for the delay and urged the railway company to immediately 
mobilize resources to speed up construction. The mission also reminded the executing agency 
that the further delay in resettlement progress may induce unexpected social incidents, threaten 
the security of railway operations, and seriously prolong the transitional period for displaced 
persons. The resettlement officer also followed up on the progress by telephone from the 

                                                 
8
 SERD prepared its Knowledge Management Framework in 2010 and pioneered the preparation of the Country 

Knowledge Plan as part of the country operations business plan for the Philippines in 2012. 
9
 ADB. 2006. Taiyuan-Zhongwei Railway Project. Manila (LN 2274-People’s Republic of China, approved on 23 

November, through private sector (sovereign) financing) 
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resident mission in Beijing. In December 2012, the resettlement officer again reviewed the 
project and visited the project site, noting that 286 new houses were substantially completed 
and about 40 households had been resettled. The community facilities included tap water, 
natural gas, power supply, and access roads that were well connected. The affected persons 
were living in better housing facilities than the ones that had been acquired for the project. The 
case shows that close monitoring of the resettlement implementation by safeguard staff is 
essential for identifying social risks in a timely manner, finding solutions, and improving project 
performance. The additional safeguards staff since 2010 enabled more resident mission 
projects to be closely monitored. 
 
23. Strengthened staffing in support of fragile situations. The 3-year workforce plan in 
2010–2012 strengthened staffing in support of fragile situations. ADB's local presence in Pacific 
countries has been strengthened through the provision of coordinator positions. An additional 17 
positions were allocated to the resident missions in Afghanistan and Nepal, which have 
strengthened procurement, project administration and portfolio management, public 
management and governance, gender and social protection, and the environment. The staffing 
capacity in fragile and conflict-affected situations (including Nepal) has increased by 33% since 
2009. 

 
24. ADB has also strengthened coordination and cooperation with development partners 
and government agencies through high-level consultations. Development coordination offices 
were also established jointly with the World Bank in the Cook Islands, Federated States of 
Micronesia, Palau, and Republic of Marshall Islands to increase ADB’s field presence in the 
Pacific. This allows closer alignment with government priorities, better coordination with 
development partners, and more effective ADB assistance (two development coordinators were 
provided by the new position allocation in 2010–2012). 

 
25. Meeting challenging markets: Private Sector Operations Department. Private 
Sector Operations Department (PSOD) staff was strengthened by 70 positions (30 international 
staff, 25 national staff, and 15 administrative staff) during 2010–2012. With the added staff 
strength, Private Sector Operations Coordination Division (PSOC) was able to support PSOD’s 
operational divisions with (i) development effectiveness, (ii) safeguards, (iii) coordination and 
business development, (iv) Investment Committee secretariat, (v) technical assistance and 
advisory support, (vi) integrity due diligence, and (vi) investment workouts.  
 
26. The increase in staffing has contributed to the strong performance of PSOD’s portfolio. 
In addition to PSOC, staff growth in 2010–2012 strengthened the project administration units 
(PAUs) by increasing the number of international staff directly involved in project processing. 
This allowed PSOD to process more transactions in more challenging environments. PSOD 
strengthened integrity due diligence procedures applied to all private sector operations.  
 
27. The increase in staffing had an impact on PSOD’s ability to meet Strategy 2020 targets 
for nonsovereign operations volumes. In 2010, 20 projects with total financial assistance of 
$1,918 million were approved, comprising $1,053 million in loans, $243 million in equity 
investments, $300 million in guarantees, $320 million in B-loans, and a $2 million grant.  
 
28. The increase in staffing had a significant impact on PSOD’s operations. In terms of the 
volume of approvals for 2010–2012, PSOD’s operational outputs were as follows: 

 
(i) 2010. ADB approved 20 private sector projects with total financial assistance of 

$1,918 million in 2010, comprising $1,053 million in loans, $243 million in equity 
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investments, $300 million in guarantees, $320 million in B-loans, and a $2 million 
grant. OCR financing totaled $1,596 million, 12% above the 2010 target of 
$1,420 million. Of the 20 projects, 8 (40%) were approved in 2010 were for 
assistance in group A and group B countries (excluding India and the People’s 
Republic of China). As of 30 September 2010, PSOD administered 131 accounts 
(excluding Trade Finance Program (TFP) accounts) and administered projects in 
24 developing member countries (DMCs).  

(ii) 2011. ADB approved 16 projects with total financial assistance of $1,731 million 
in 2011, comprising $1,125 million in loans, $89 million in equity investments, 
$417 million in guarantees, and $100 million in B-loans. The total included $125 
million of a $250 million loan approved for the Bangalore Metro Rail Project in 
India, a nonsovereign public sector operation jointly processed by PSOD and 
SARD.10 OCR financing totaled $1,631 million, 14% above the 2011 OCR target 
of $1,425 million. PSOD exceeded its commitment of 40% of its projects 
approved (by number) in group A and B countries (excluding India). Of the 16 
projects, 8 (50%) approved in 2011 were for assistance in group A and group B 
countries (excluding India). The total included a regional project for the 
expansion of telecommunications service in Papua New Guinea (group B) and 
the Solomon Islands (group A). It was a record year for the PSOD technical 
assistance (TA) program, with the largest TA amount ($12.4 million) from ADB's 
TA core funds, the highest number of TA projects in processing (11), and the 
best utilization rate of the allocation (expected at 82.5%). As of 30 September 
2011, PSOD administered 132 accounts (excluding TFP accounts) and 
administered projects in 23 DMCs. The only remaining outstanding investment in 
Malaysia was fully disposed of in 2011. 

(iii) 2012. ADB approved 20 projects with total financial assistance of $1,957 million 
in 2012, comprising $1,087 million in loans, $131 million in equity investments, 
and $339 million in guarantees. The amount approved included $64 million of a 
$128 million partial credit guarantee for the PCG Facility for Credit Enhancement 
of Bonds in India, a nonsovereign public sector project jointly processed by 
SARD and PSOD.11 OCR financing totaled $1,757 million, 25.5% above the 2012 
OCR target of $1,400 million and 7.7% higher than the previous year’s OCR-
funded approvals. Seven TA projects totaling $5.6 million were approved in 2012. 
As of 30 September 2012, PSOD administered 145 accounts (excluding TFP 
accounts) and administered projects in 23 DMCs. 

 
29. Fulfilling the Office of Risk Management’s mandate through additional resources. 
The allocation of new positions has been crucial to the ability of the Office of Risk Management 
(ORM) to meet its institutional mandate. Credit risk assessment and credit portfolio monitoring 
grew notably, in line with the expansion of ADB’s nonsovereign operations under Strategy 2020 
and the full implementation of the Operations Manual section on nonsovereign operations. 
Without the additional positions provided in 2010–2012, ORM would have been unable to  
 

(i) ensure that all key risks in new nonsovereign transactions are identified, 
measured, and mitigated—and that these transactions are appropriately priced;  

                                                 
10

 ADB. 2011. Bangalore Metro Rail Transit System Project. Manila (LN 7329-India, approved on 31 March, through 
private sector (nonsovereign) financing). 

11
 ADB. 2012. Credit Enhancement of Project Bonds. Manila (LN 7360-India, approved on 20 September, through 
private sector (nonsovereign) financing). 
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(ii) identify credit risks in the nonsovereign portfolio in a timely manner, process 
waiver and amendment requests, and protect the value of impaired assets;  

(iii) develop rating tools that enable the accurate measurement of credit risks, 
develop a pricing tool to determine a cost recovery price for nonsovereign 
transactions, and review the long-term capital adequacy framework that supports 
the retention of ADB’s AAA credit rating; and  

(iv) develop and start implementation of the Operational Risk Management 
Framework, which identifies, assesses, and manages these risks across ADB to 
minimize potential adverse impacts. 

 
30. Since the nonsovereign portfolio is inherently riskier than ADB’s traditional sovereign 
loan portfolio, ORM’s mandate is to ensure that ADB’s capital is safeguarded and its AAA rating 
is maintained as nonsovereign operations expand. The fulfillment of this mandate was made 
possible through the additional staff allocated to ORM. With the provision of the 2010–2012 
positions for credit risk assessment and credit portfolio monitoring, ADB’s nonsovereign risk 
exposure increased to $4.8 billion at the end of 2012, representing a 44% increase over the 
previous 3 years. 
 
31. Making independent evaluation more influential. Independent evaluation has evolved 
in response to ADB's changing focus. Since 2009, the Independent Evaluation Department (IED) 
has changes its work program to become more relevant, responsive, and influential. In 
particular, IED sought to (i) devote more efforts to higher-level evaluations of value to ADB 
Board, Management, and external stakeholders; (ii) enhance the quality, usefulness, timeliness, 
and effectiveness of its work (including lessons and recommendations); and (iii) strengthen and 
expand its knowledge dissemination and outreach activities.  
 
32. The positions allocated in 2010–2012 allowed IED to devote more resources to 
corporate, country, and thematic evaluations to improve their individual coverage and 
comprehensiveness, given the increased complexity and importance of these studies. Such 
studies help in (i) formulating future strategies and programs of operations departments through 
country assistance evaluations; (ii) generating knowledge products covering one or more of 
Strategy 2020’s strategic development agendas, drivers of change, or core areas of operations; 
and (iii) promoting rigorous impact evaluations in select high-priority areas to better understand 
and assess the development effectiveness of ADB operations. IED encouraged greater 
teamwork, with each study being provided more resources with greater focus on matching the 
skill and experience profile of the team with the requirements of the study.  

 
33. The number of more rigorous impact evaluations conducted by IED grew from two 
completed in 2007–2009 to five completed in 2010–2012. IED also substantially expanded the 
number of evaluations of nonsovereign operations (project/program performance evaluation 
reports and validations of extended annual review reports) from 9 in 2007–2009 to 20 in 2010–
2012. IED’s knowledge dissemination program has also grown considerably. The program 
emphasizes the importance of knowledge management and sharing, especially for evaluation 
findings, recommendations, and learning lessons for targeted audiences. IED outreach 
initiatives include website content management, briefings and presentations, learning events, 
publications, multimedia, and use of information systems and technology. 

 
34. Contribution of new staff to financial sector development: Office of Regional 
Economic Integration. New staff added in 2010–2012 have contributed to various ADB 
priorities, including the preparation and implementation of the Financial Sector Operational Plan, 
which was approved by the President in May 2011. Subsequently, the staff have supported the 
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smooth running of the financial sector development community of practice (CoP) and the 
production of a major ASEAN+3 bond market guide. 

 
35. The new and enhanced team in the Office of Regional Economic Integration has helped 
build knowledge and capacity of ADB staff through more than 40 knowledge events, including 
the Financial Sector Forum, an annual event organized by OREI for learning and knowledge 
sharing among high-level policy makers, experts, and ADB staff. The first forum in 2012 focused 
on enhancing financial stability. For 2013, the proposed topic is financial inclusion. 

 
36. In addition, OREI provided about eight training courses on financial sector development 
during 2010–2012. Under the umbrella of the financial sector development CoP, two subgroups 
have been created—the microfinance working group and the small and medium-sized 
enterprise (SME) finance interest group. The two subgroups, which are mainly coordinated by 
OREI staff, regularly meet to facilitate staff networking, information sharing, and mutual learning. 
OREI staff have assisted regional departments in providing operational support on topics such 
as microfinance, contractual savings, microinsurance, and SME finance. Beyond internal 
networking, partnerships with international financial institutions and think tanks, as well as with 
international standard setters, have been strengthened. 

 
37. In September 2011, the financial sector development CoP (through OREI) took over the 
management of the Financial Sector Development Partnership Fund from the Office of 
Cofinancing Operations. Subsequently, six projects totaling $2.65 million were approved by the 
Government of Luxembourg. These TA operations focus on financial inclusion, financial stability, 
poverty reduction, prudential standards on Islamic finance, and financial sector program. 
Furthermore, some OREI staff have been heavily involved in the conversion of the FSDPF from 
a trust fund into a special fund in order to increase its financial resources and, therefore, to meet 
the growing demand for financial sector TA. Consultation with other possible donors is 
progressing to strengthen its support of financing key knowledge works, policy advice, and TA 
on financial sector development. 

 
38. New staff also coordinated work on the ASEAN+3 Bond Market Guide, which is a 
groundbreaking document as it is the first market guide that has been produced for the 
ASEAN+3 region. The market guide provides (i) an overview of the ASEAN+3 bond markets 
and their infrastructure, as well as issues confronted by each bond market in the region; and (ii) 
an analysis of  the harmonization and standardization of the bond markets in ASEAN+3, along 
with individual market guides of 11 economies. 

 
39. New position allocations in Economics and Research Department. The international 
staff positions added in 2010–2012 supported new activities of the Economics and Research 
Department: (i) analytical work related to the flagship Asian Development Outlook (ADO); (ii) 
country diagnostic study; (iii) poverty estimation and analysis; (iv) strengthening ADB’s 
macroeconomic monitoring and forecasting capacity including training programs targeting 
country economists in the regional departments; and (v) the development of analytical tools to 
improve global forecasts and risk analysis. The new positions also supported the shift to a 2-
year production horizon for the ADO and the ADO Update.  

 
40. The national staff and administrative staff positions contributed significantly to (i) 
research and administrative assistance on TA, including the upgrading of the Asian 
Development Review, publications such as the working paper series and the e-research 
bulletin; (ii) plan and monitor the production of the ADO; and (iii) both technical and 
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administrative support to operations and advisory research, particularly scaling up country 
diagnostic studies. 

 
41. Strengthening internal governance functions: Office of Anticorruption and 
Integrity. The additional positions in 2010–2012 contributed to ADB’s desire to strengthen 
internal governance functions. The 2010 positions were necessary for ADB to establish an 
independent Office of Anticorruption and Integrity (OAI). This placed ADB on an even footing 
with its comparator institutions, such as the World Bank, Inter-American Development Bank, 
and the European Bank of Reconstruction and Development, each possessing separate 
independent integrity and anticorruption functions. The 2011–2012 positions were utilized to 
strengthen OAI’s project procurement-related reviews, which led to capacity building among 
regional departments. This gained recognition across ADB for its contributions to enhancing 
development effectiveness of projects.  

 
42. The new positions also enhanced OAI’s ability to deliver relevant and country-specific 
fraud and corruption awareness training and capacity building within ADB’s DMCs through the 
effective administration and implementation of OAI-assigned regional TA projects. The new 
positions also strengthened and expanded OAI’s ability to conduct timely investigations and 
integrity due diligence in accordance with its mandate. It allowed OAI to sustain its productivity 
while meeting the additional demands resulting from the 28% increase in the number of 
complaints received from 2010 to 2012. If these had been left unattended, they could have 
increased the risk of complainants becoming disgruntled and airing the complaints through less 
favorable means (e.g., at ADB’s Annual Meeting, at public forums, or through the internet and/or 
media) and having adverse impact on ADB. 
 

 



Appendix 2  42  
 

 

 

    

NEW POSITIONS ALLOCATED TO STRENGTHEN MAIN SKILLS, 2010–2012 
(International and National Staff) 

 
 

 Allocation of New Positions, 2010–2012 

Sector or Theme International 
Staff 

National 
Staff Total 

Procurement, project administration, and portfolio 
management 

18 43 61 

Safeguards, gender, and social development 27 24 51 
Private sector, nonsovereign operations and risk 
management 

36 37 73 

Priority sector  58 31 89 
Other Areas:    

Resident mission strengthening (deputy 
country directors, resident representatives, 
finance and administrative unit) 

8 5 13 

Support to knowledge departments (including 
positions not classified above) 

4 4 8 

Support to other direct operations support 
departments (including positions allocated to 
OCO and SPD that are not classified above) 

1 4 5 

Support to indirect operations support 
department (including positions allocated to 
DER, OAG, OAI, OSEC, BPMSD, OAS, 
Treasury, and OIST)  

26 19 45 

Establishment of the Office of the Vice-
President (Private Sector and Cofinancing 
Operations)a 

2  2 

Unassignedb  3 3 
Total 180 170 350 

BPMSD = Budget, Personnel, and Management Systems Department; DER = Department of External Relations; OAG 
= Office of the Auditor General; OAI = Office of Anticorruption and Integrity; OAS = Office of Administrative Services; 
OCO = Office of Cofinancing Operations; OIST = Office of Information Systems and Technology; OSEC = Office of the 
Secretary; SPD = Strategy and Policy Department. 

 

a 
The office of the Vice-President (Administration and Corporate Management) was established in 2013, for which 

staffing requirements were met through existing resources. 
b
 Unassigned excludes three national staff positions for future redeployment for emergency and/or critical position 

requirements. 
Source: Budget, Personnel, and Management Systems Department. 
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MAIN AREAS  STRENGTHENED (2009 AND 2012) 
 

 

PPP = Public-Private Partnership; RCI = Regional Cooperation and Integration. 
  Source: Budget, Personnel, and Management Systems Department. 
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Evolution of Resident Mission Operations, 2000-2012 

 

 
2000 2007 2012 

Resident Mission Operations No. % No. % No. % 

Number of operational resident missions 13 23 26
a
 

Resident Mission Staff Strength 
b
 174 505 675 

  (percentage of regional departments) 23 47 50 

  (percentage of ADB positions) 9 20 22 
Resident missions leading country programming 

3 23 20 87 26 100 
Resident missions leading country portfolio 
review 11 69 21 91 24 92 
Resident missions leading country ADO and 
ADO Update 4 31 20 87 25 96 
Loans and grants processed by resident 
missions 

c 
 5 7 5 7 20 12 

TA processed by resident missions 
c
 6 2 26 11 32 16 

Loans and grants administered by resident 
mission

 c
 67 15 187 39 355 41 

TA administered by resident missions 
c
 65 6 147 16 184 20 

Resident missions with delegated loan 
disbursement

 
 3 23 6 26 7 27 

Economic, sector, and thematic works prepared 
by resident missions 

d
 63 

Resident missions with videoconference 
facilities 

5 33 21 95 26 100 
Internal administrative expenses ($ million) 18.2 8.4 51.3 17 90.6 16.5 
ADB = Asian Development Bank, ADO = Asian Development Outlook, No. = number, TA = Technical Assistance 
a
 Excluding Extended Mission in Myanmar, Turkey Regional Office, Bhutan Resident Mission, and Representative 

Offices in Europe, Japan, and North America 
b
 Including outposted staff in the resident mission 

c 
Operations Services and Financial Management Department data 

d
 The historical data was not available 

Source: Asian Development Bank. 

 


