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I. INTRODUCTION 
 
1. The Human Resources Committee (HRC) is submitting this annual report to the Board of 
Directors of the Asian Development Bank (ADB) in accordance with the committee’s terms of 
reference.1 The report summarizes HRC’s discussions with the Budget, Personnel and 
Management Systems Department (BPMSD) from 1 July 2013 to 30 June 2014 (Appendix). 
 
2. The succeeding sections highlight the HRC’s assessment of some ongoing initiatives 
under the Our People Strategy and talent management program.2 On the scheduled Staff 
Engagement Survey and comprehensive review of staff compensation and benefits, the HRC’s 
views will be used to inform the work plan and framing of these exercises. 
 

II. IMPLEMENTATION OF OUR PEOPLE STRATEGY 
 
3. The committee continued to monitor the implementation of the Our People Strategy. It 
was briefed on the role of BPMSD’s Unit for Institutional Coordination (UIC) and its processes in 
managing staff positions. This helped inform the committee. The briefing was useful in obtaining 
a broad picture of how staffing and skill mix requirements define job assignments and allocate 
positions, with due consideration to budgetary resources and operational needs. The HRC 
emphasized the importance of applying adequate flexibility for managers, and balancing that 
against the overall business needs of ADB in accordance with budgetary constraints. The HRC 
raised the possibility of moving from a person-based budget approach to some form of 
US dollar-based budgeting approach; this will be looked into further. 
 
4. Goal 3 of the Our People Strategy emphasizes the need for ADB to foster a supportive 
and enabling workplace environment and culture. Encouraging diversity in the workforce is 
central to this. The HRC discussed ADB’s diversity and inclusion framework (DIF). It noted that 
the elements of diversity crossed into age, nationality, culture, ethnicity, skills, and education; 
and that no targets would be set here. However, they will be set on gender. In terms of 
inclusion, the HRC noted the need to make staff feel valued as individuals—respected and 
valued in the workplace for their culture, practices, and diversity.   
 
5. The committee emphasized the importance of inclusiveness in implementing the DIF. 
This went to a number of elements including the need for transparency of gender data; robust 
and wide-ranging consultation processes where staff views are obtained; and an effective 
accountability mechanism for heads of departments and offices to ensure the DIF is well 
understood, received, and practiced. Training for both managers and staff should be adequate, 
including managerial skills training and cultural sensitivity training for new staff. 
 
6. A supportive and client-oriented human resources function is one of the key principles 
under the Our People Strategy. ADB’s ombudsperson has a key role to play here. The HRC met 
with the new ombudsperson, congratulated him on his early performance, and noted that 
performance assessment and merit-based promotion were recurring concerns in his cases. 
HRC members expressed a view that staff issues raised to the ombudsperson would usefully 
inform various action plans following the Strategy 2020 midterm review.3 

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

2
 http://www.adb.org/sites/default/files/our-people.pdf 

3
 http://www.adb.org/sites/default/files/strategy-2020-midterm-review-action-plan.pdf 
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III. STAFF ENGAGEMENT SURVEY 
 
7. The committee continued to track follow-up actions to the 2012 Staff Engagement 
Survey, focusing on performance management, stress, work–life balance, workload, rewards 
and recognition, and career development. While noting measures in place to address these 
issues, the HRC reiterated its position on ADB’s performance evaluation system, including the 
need for a 360-degree feedback and a streamlined approach for underperforming staff. The 
HRC was also of the view that the performance evaluation system should recognize the 
contributions of staff to crosscutting activities and deliver incentives to encourage staff in 
knowledge work.   
 
8. The HRC acknowledged that some of the issues it raised were being addressed in the 
context of ADB’s talent management program. It also acknowledged the delay in conducting the 
next survey from 2014 to 2015. ADB Management deems it appropriate to incorporate the 
results of the midterm review of Strategy 2020 and the upcoming comprehensive review of staff 
compensation and benefits into the next survey. 
 

IV. TALENT MANAGEMENT 
  
9. The HRC noted the progress of the initiatives under the talent management program. 
Members were generally satisfied on the new initiatives, including strengthening performance 
management arrangements for underperforming staff. The HRC emphasized the importance of 
having a robust communication strategy specifically for managers, so that they understood and 
were prepared to champion the revised system.  
 
10. Management has revised the selection process for managerial positions, levels 7 to 9, 
and has introduced renewable term and coterminous appointments for international staff levels 
9 and 10. On these initiatives, the committee reminded Management of the absolute importance 
of delivering a transparent and merit-based recruitment and selection process.  

 
11. The HRC also noted the progress of the skills audit exercise. The audit will assess the 
skill gaps derived from comparing ADB’s current skills, generated from the technical skills 
registry, with the projected skills identified from a series of focus group discussions. The HRC 
viewed that in focus group discussions, key crosscutting skill requirements and the need for 
skills in key areas, including private sector operations, should be captured. It was felt that input 
from a range of staff with technical and nontechnical expertise would improve the quality of the 
exercise. Further, HRC members suggested inviting country clients and partner institutions to 
provide inputs to skills requirements. Lastly, the HRC underscored the need for validation of the 
inputs submitted by staff in the technical skills registry as they were based on self-assessment.    

 
V. COMPENSATION AND BENEFITS REVIEW 

 
12. In preparation for the comprehensive review of the compensation and benefits of ADB 
staff in 2015 (the 2015 compensation review), BPMSD briefed the committee on compensation 
and benefits-related matters.    

 
13. The committee was briefed on the proposal to fund the Post-Retirement Group Medical 
Insurance Plan, to be reviewed alongside the 2015 compensation review. The committee 
expressed concerns regarding possible implications for the budget.  
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14.  The committee was also briefed on the progress of the technical review of ADB’s staff 
retirement plan (SRP). The HRC reminded ADB to be very careful in applying changes to the 
SRP and to ensure appropriate and timely communication with staff to avoid adverse impacts 
on staff morale. The HRC emphasized the importance of the SRP in contributing to ADB’s ability 
to recruit and retain staff.  

 
15. On the proposed structure of the 2015 compensation review, which will take into 
consideration the results of the Strategy 2020 midterm review, the committee recommended a 
participative process involving continuous consultation and feedback to and from staff. The HRC 
recognized how the review would provide an opportunity for staff to be better informed regarding 
the non-compensation programs in place at ADB and how those programs may be enhanced. 
The HRC noted the importance of the review to be holistic in nature and the primary need to 
attract and retain talent both in headquarters and in the field.  
 

VI. STRENGTHENING ADB’S HUMAN RESOURCES MANAGEMENT  
 

16. The committee recognized the good work being done by ADB, and in particular BPMSD, 
to import and apply the findings from institutional exercises like the staff engagement survey. 
Policy enhancements in recruitment and appointments, performance management, diversity, 
and inclusiveness, among others, have been significantly improved by such exercises.    
 
17. The HRC anticipates further progress on implementation of the Our People Strategy and 
the various initiatives under the talent management program. It looks forward to action plans 
that will follow up on the results of the Strategy 2020 midterm review and the 2015 
compensation review. In designing those actions, the committee emphasized the need for ADB 
to keep staff (including national and administrative staff) well informed of any changes to human 
resources policies and processes, as well as decisions made on matters of appointments, 
promotion, and performance assessment. It is critical that managers understand the principles 
behind the policy and process changes. It is also important that the changes be consistently 
applied. Performance management in ADB also needs to be strengthened. Leadership skills 
and performance assessment capacities of managers and supervisors need to be continuously 
strengthened. Finally, building on the pilot exercise, more efforts are needed to scale up the 
360-degree performance assessment system gradually throughout ADB.  

 
VII. RECOMMENDATION 

 
18. The committee recommends to the Board public disclosure of the annual report. 
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HUMAN RESOURCES COMMITTEE OF THE BOARD OF DIRECTORS 

2013–2014 Meeting Schedule and Discussion Topics 

 

Meeting Date Discussion Topic 

22 August 2013 (i) Diversity and Inclusion 
      - Cultural diversity training, including in field offices 
(ii) Role of the Unit for Institutional Coordination  
(iii) Any other business: Update on Philippine taxation issue, including 

scenario planning and risks and opportunities for ADB 

24 October 2013 Funding Post-Employment Obligations 

27 November 2013 Staff Engagement Survey: Update on Follow-Up Actions 

26 February 2014 1. Talent Acquisition  
- Including ADB-wide integrity assurance processes for 
recruitment and interviews 
- Multilateral development bank practices 

2. Talent Management Implementation – Progress Report 
- L9/L10 positions and 360-degree feedback requirement 
- Performance management 
- Staffing strategies 

29 May 2014 1. Update on the Technical Review of the Staff Retirement Plan 
2. Preparing for the Total Compensation Review 

26 June 2014 1. Skills Audit 
2. Update of Ombudsperson Activities 
3. Any other business: Staff Engagement Survey 

ADB = Asian Development Bank.  
Source: Asian Development Bank.  
 
 

 

 
 

 
 


