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I. INTRODUCTION 

1. In accordance with its terms of reference, the Human Resources Committee (HRC) is 
submitting its annual report for 1 July 2012–30 June 2013 to the Board of Directors.1 The report 
highlights key conclusions and recommendations derived from the committee’s discussions 
during this period (Appendix 1).  
 
2. Taking into account the HRC’s primary responsibility of reviewing, monitoring, and 
making recommendations to the Board on matters of strategic importance related to human 
resources, this annual report focuses on two main items: (i) progress in the implementation of 
the Our People Strategy, and (ii) the 2012 Staff Engagement Survey. Finally, the HRC makes 
an overall assessment of Asian Development Bank (ADB) human resources management and 
recommends public disclosure of the annual report. 
 

II. OUR PEOPLE STRATEGY: IMPLEMENTATION PROGRESS  

A. Human Resources Function Strategic Framework and Action Plan 
 
3. A Human Resources Function Strategic Framework and Action Plan (HRFSF Action 
Plan) was designed to meet the commitments of the Our People Strategy. 2  The Budget, 
Personnel, and Management Systems Department (BPMSD) continued to update the HRC on 
the key initiatives of the HRFSF Action Plan. Separate discussions were held to update the 
HRC on ADB’s initiatives for the following: 
 

(i) learning and development, 
(ii) career development, 
(iii) staff compensation and benefits, 
(iv) work-life balance, and 
(v) diversity enhancement.  

 
4. The committee noted progress on the key initiatives and was pleased that generally 
targets were being met. However, management’s approach could be further strengthened in 
some areas by looking at how the initiatives impact on ADB’s ability to attract and retain staff. 
For instance, an analysis of the changes to staff benefits should be made in relation to the 
retention rates of international staff of Level 6 and below. The committee anticipates that such 
analysis would be incorporated in the comprehensive review of staff salaries and benefits in 
2015.3 
 
5. On gender balance, the committee considered that targets have become relatively low 
and may need to be adjusted under changing circumstances. The committee recognized the 
value of approaches implemented to fill the depleted pipeline of entry-level female staff, noting 
the importance of female staff retention. Those approaches link well with many initiatives for 
career development and work-life balance. The committee emphasized that gender balance is a 
separate yet major issue under diversity and inclusion discussions. 
 
6. In previous annual reports, the committee had consistently commended management’s 
communication approach in terms of informing staff and engaging them in consultations and 

                                                
1
 ADB. 2009. Establishment of the Human Resources Committee. Manila.  

2
 ADB. 2011. Our People Strategy: Skills and Passion to Improve Lives in Asia and the Pacific. Manila. 

3
 The BPMSD confirmed that until the 2015 comprehensive salary review, there are no proposals for benefit changes.  
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discussions to solicit their feedback. In terms of gender balance, the committee noted the need 
to make the objectives and approaches of gender balance clear to all staff, both male and 
female. Any negative perceptions should also be adequately addressed.  
 
7. Similarly, a sound communication strategy is necessary to achieve the targets for work-
life balance. Both staff and managers should be well-informed of the various initiatives on work-
life balance and the positive outcomes for productivity, in order to create an enabling 
environment for acceptance and utilization of the benefits.  
 
8. Finally, in areas of career development, communication is also very important in terms of 
achieving transparency in promotion decisions, and providing guidance about career options to 
staff who are returning from field office assignments.  
 
B. Realignment of the Budget, Personnel, and Management Systems Department 
 
9. In assessing implementation progress of the Our People Strategy, the HRC was given 
the opportunity to inform the design and implementation of the realignment of the BPMSD in 
terms of its human resources functions. The realignment was a response to a recommendation 
of the 2007 Mercer review to abandon the functional approach to organizing ADB’s human 
resources office. The committee noted that the overall objective of the realignment was to 
enhance the efficiency of human resources administration and improve the quality of services to 
clients.  
 
10. Prior to implementation of the re-alignment, the committee emphasized to the BPMSD 
the need to take stock of the lessons learned by other multilateral development banks (MDBs) in 
similar, unsuccessful initiatives. As the realignment progressed, the committee recognized that 
the robust communication and consultation exercises conducted by the BPMSD had ensured 
that departments and staff were aware of the new structure and that human resources-related 
services continued to be accessible.  
 
C. Report of the Ombudsperson 
 
11. The committee noted the report of the ombudsperson and commended the work done in 
solving and closing almost all cases through mediation, negotiation, counseling, and acting as 
intermediary.4 The committee also noted the referrals made by the ombudsperson to the Office 
of Anticorruption and Integrity in specific integrity cases.  
 
12. The committee recognized how the ombudsperson provided upward feedback to heads 
of department concerned with issues related to safety of staff on mission to post-conflict and 
fragile states. The committee fully supports the ombudsperson’s recommendation to 
management to address issues related to: (i) supervisory and collegial relations, (ii) 
organizational climate, (iii) career progress and development, (iv) concerns about safety in post-
conflict states, and (v) development of organizational infrastructure. 
 
13. The committee concurred with the ombudsperson’s conclusion that ADB could make 
improvements in areas such as role interpretation; training and development for resident 
mission staff and for country directors; institution-wide capacity building and skills for promotion 
of dialogue and for conflict management; improving sensitization to civility and respect; and 

                                                
4
 ADB. 2013. Office of the Ombudsperson: Report to the President. Manila. 
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increasing awareness among managers of common issues and concerns so they can be 
addressed in a more cohesive manner. 
 

III. STAFF ENGAGEMENT SURVEY 
 

14. ADB conducted a staff engagement survey (SES) in 2012 for which the HRC was given 
the opportunity to inform the formulation of survey questions. After completion of the survey, 
HRC members had an opportunity to raise their views and make suggestions on how the survey 
results could be assessed and how the issues identified could be addressed. 
 
15. Overall, the committee considered that analyzing the SES results should take into 
consideration the results of perception surveys conducted by other departments, such as the 
Independent Evaluation Department. The committee noted that practices of other MDBs should 
be considered, especially since ADB is a member of a working group comprising international 
financial institutions that assesses best practices on survey follow-ups. 
 
16. As results would be drilled down by management into departments and divisions, the 
committee placed strong emphasis on issues related to career development, specifically for field 
office staff, and performance management, including handling poor performance and 
establishing a system for 360-degree feedback. 
 
17. Talent management. The committee highlighted the need for an effective talent 
management program in order to help address institutional issues that came out of the 2012 
SES. Given the program’s primary objective of effectively acquiring, developing, and 
maintaining a pool of high-performing and high-potential staff, the committee asked 
management to ensure flexibility in the program with a periodic review of the talent pool. Further, 
the committee noted that effectiveness of the program also depends on how management 
capability can be strengthened, for instance, implementing a formal succession planning 
approach for senior positions.  
 
18. The committee suggested key areas on which the program could focus, in particular 
performance management and career management. The committee noted the various initiatives 
on talent acquisition; staff development, including leadership skills development; and 
progression to senior positions for female staff. The program’s communication strategy received 
a satisfactory response from HRC members as they noted how management and department 
heads have been consulted and informed of how best to manage talent acquisition across the 
organization. 
 

IV. OVERALL ASSESSMENT FOR STRENGTHENING ADB'S HUMAN RESOURCE 
MANAGEMENT 

19. For the period covered by the report, the committee showed satisfaction with how 
management continuously communicated and consulted with heads of department and staff, 
especially in clarifying new initiatives. The committee particularly noted management’s efforts in 
employing a sound communication strategy, for which independent consultants have been 
engaged to design and assist in implementing an effective communication framework. 
 
20. However, the committee remains uncertain on the effectiveness of management’s 
communication approach, noting the ombudsperson’s observation that communication, 
particularly on matters of promotion, appointments, and performance, was found to be at the 
center of many staff concerns. The committee strongly believes that more efforts should be 
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made by management in reaching out to staff on matters of career progression and 
performance.  
 
21. The committee notes sound progress in many initiatives and is satisfied with a talent 
management program that will maintain ADB’s future relevance in delivering its programs. The 
committee is generally satisfied that most of its suggestions from the previous annual reports 
have been considered. Moving forward, the committee strongly suggests that ADB continues to 
explore possibilities for (i) a 360-degree feedback mechanism for performance evaluation, and 
(ii) fixed-term appointments for senior staff. 
 

 
V. RECOMMENDATION 

22. The committee recommends to the Board public disclosure of the annual report. 
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Human Resources Committee 
Meeting Program, 2012–2013 

 

Meeting Date Topics Discussed 

26 July 2012 Human Resources Function Strategic Framework Action Plan 
Results of 2012 Staff Engagement Survey  
Update on learning and development initiatives 
 

13 September 2012 Proposed realignment of Budget, Personnel, and Management 
Systems Department   
Update on work life balance initiatives 
Update on career development initiatives 
 

28 November 2012 Update on staff compensation and benefits 
Follow-up actions on 2012 Staff Engagement Survey results  
Proposed diversity enhancement program  

14 February 2013 Talent management 

4 April 2013 
 

Talent management 
Report from the Office of the Ombudsperson for 2012 

27 June 2013 
 

BPHR realignment 
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