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I. INTRODUCTION 
 
1. The Human Resources Committee1 (HRC) is submitting this annual report to the Board 
of Directors of the Asian Development Bank (ADB) pursuant to its terms of reference.2 The 
report presents key findings and conclusions from the six HRC meetings held from 1 July 2015 
to 30 June 2016 (Appendix). 

 
II. STAFF ENGAGEMENT SURVEY: RESULTS AND FOLLOW-UP ACTIONS 

 
2. The HRC noted that the Staff Engagement Survey (SES) results, released in August 
2015, identified some improvements, but it also highlighted substantial deteriorations compared 
to the last SES, conducted in 2012, in the following areas: (i) communication with staff; (ii) job 
satisfaction; (iii) leadership and management; and (iv) rewards, benefits, and recognition. The 
following areas have been continuously declining since 2008: (i) work tools and conditions, (ii) 
work organization and efficiency, and (iii) job satisfaction. The HRC is concerned about the lack 
of progress in these areas and whether some of Management’s actions aimed at addressing 
them are effective. The HRC views these results as a possible indication that ADB does not 
effectively manage change and thinks there may be a need for more professional change 
management and matching of skills inside ADB as well as external expertise to train managers 
how to effect change.  

3.  The HRC welcomed Management’s briefings conducted with the International Women’s 
Committee (IWC), the Staff Council, and the Board on SES results and the next steps. The HRC 
also welcomed Management’s commitment to make rigorous efforts to address the SES 
problem areas that are continuously declining. The HRC supported the initiated actions such as 
(i) the development of more leadership programs; (ii) 360 degree feedback; and (iii) mandatory 
staff training for levels 7–10 with a focus on direct supervision, communication, and diversity. 
The HRC noted that the bulk of work will be channeled through the working groups of the 
Midterm Review of Strategy 2020. The HRC commended the Budget, Personnel and 
Management Systems Department (BPMSD) for its work plan in 2016 to organize tailored 
workshops; standardize career management; enhance the Assessment Development Center; 
and integrate specific components on innovation and knowledge, and diversity and inclusion 
into the performance review process and work plans.  

4. The HRC urged BPMSD to take action on other important issues such as harassment, 
gender, and mid-level career progression. The HRC welcomed BPMSD’s plans to implement 
mandatory antiharassment training for all staff and suggested additional training requirements 
for managers. The HRC expressed that Management should prioritize issues related to mid-
level progression (for staff levels 5–6). The HRC supports future training programs to be 
sensitive to nationality, gender, and experience.  

5. The HRC acknowledged that women provided the most critical feedback in the SES. 
There is a decline in women international staff entering ADB, and the continuous rise in 
dissatisfaction is concerning. The HRC emphasized the importance of targeting women staff in 

                                                
1
 As of 30 June 2016, HRC members included: David Murchison (as of 29 January 2016, replacing Anthony Baker as 
Chair); Koichi Hasegawa (as of 6 July 2015 replacing Kazuhiuko Koguchi), Philaslak Yukkasemwong (as of 1 
November 2015 replacing Maliami bin Hamad), Mathew Fox (as of 29 January 2016 replacing Anthony Baker), 
Wenxing Pan, Veronika Baumgartner.  

2
 ADB. 2009. Establishment of the Human Resources Committee. Manila. 
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the recruitment and appointment process. It also urged BPMSD to make more efforts retain 
qualified women and strongly supported the adoption of a new gender action plan.  

6. In the formulating of a new gender action plan, the HRC recommended that BPMSD 
should take into consideration inputs and suggestions from the IWC and work with them on core 
issues and concerns of young women staff. The HRC also suggested undertaking an 
accreditation program on gender, such as EDGE, to assess the gender climate in ADB and to 
help benchmark and measure progress of the gender action plan. This process started in 
February 2016 and will be completed within the year. The HRC said it would closely monitor the 
process and the inclusion of the EDGE results into a new gender action plan.   

III. COMPENSATION AND BENEFITS REVIEW 

7. The HRC noted that over 1,000 comments were received from staff and retirees after 
Management introduced several changes to staff’s compensation and benefits package. 
Following feedback and a series of consultations with concerned groups, Management made 
several modifications to the package including delaying the offset mechanism for the cost of 
living adjustment and the introduction of the dental and vision supplements, until a wider review 
of the Staff Retirement Plan (SRP) is carried out.  

8. The HRC welcomed the establishment of an advisory task force (ATF) for the SRP and 
for the Group Medical Insurance Plan (GMIP) to conduct reviews and prepare relevant 
recommendations to Management. The two ATFs include representatives from Staff Council, 
the Association of Former Employees, and external experts. The HRC consulted with the Board 
to ensure two Board members were included in each ATFs.  

9. The HRC underscored the importance of maintaining regular communication with staff 
regarding the SRP and GMIP review processes and their outcomes. It urged Management to be 
open and transparent with issues or problems identified by both ATFs and to work on solutions 
in close consultation with all relevant parties. 

10. The HRC closely monitored the work progress of the ATFs, which have finalized and 
submitted their recommendations to Management after having held briefing sessions with staff.  

11. The SRP needs improvement to strengthen its sustainability and reduce the need for 
additional ordinary capital resource transfers. It needs to reflect international experience and 
best practices, including a higher retirement age, a more mobile workforce, and the introduction 
of risk-sharing features between staff and employer in pension design. The HRC recognized the 
need for reform and for strengthening the sustainability of the SRP, but it emphasized the 
importance of acknowledging the consequences of undertaking such changes. For example, the 
extension of the retirement age beyond 60 for all existing staff members might encourage some 
weak performers to stay on and possibly block promotion routes. In this case, a robust 
performance management system would be important to mitigate these concerns.  
 
12. The SRP and GMIP are important parts of a competitive benefits package, which allows 
ADB to continue to attract and retain the best talent, consistent with its mission and in line with 
international trends. The HRC is convinced that some of the staff’s dissatisfaction with GMIP 
could be reduced through better direct communication with staff and their families instead of 
relying on Cigna to provide the information.  
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IV. IMPLEMENTATION OF THE MIDTERM REVIEW AND RELATED ACTIONS 

13. The HRC acknowledged that the following HR related actions were implemented in 
relation to the Midterm Review of Strategy 2020:  

(i) A 360-degree assessment for staff level 7 and above as input for their contract 
renewal was launched in 2015; 

(ii) A new talent review methodology to assess the performance and potential of 
staff was adopted in 2014; 

(iii) An operational skills audit was carried out to identify whether there is shortage or 
surplus of skills in the Bank; 

(iv) A Bank-wide workload and workforce analysis was completed; and 
(v) Enhancements were introduced to the performance review process.  
 

14. The 3-year strategic departmental staffing plans with a longer outlook for staff 
development and growth still need to be introduced.   
 
15. The HRC noted that the current performance rating system restricts Management from 
determining if there are significant differences in the distribution of performance ratings across 
different departments. The HRC discussed the feasibility of merging the talent and performance 
review processes and possibly setting up an executive committee to discuss assessments.  The 
new performance review system, once implemented, could be used to analyze this. The HRC 
would closely monitor the implementation of the new performance system and whether the 
introduction of this new performance review process would result in positive outcomes. 
 
16. The HRC received a briefing on ADB’s new online recruitment system—the ADB Career 
and Employment System. The initial evaluation and feedback from users of the system were 
positive. The HRC emphasized the importance of humanizing the process and providing quick 
feedback to applicants.  
 
17. The HRC recognized BPMSD’s ongoing efforts to streamline the process for the 
redeployment of staff going to resident missions and returning to headquarters. This would 
improve staff mobility between headquarters and resident missions and also among resident 
missions.  

 
18. HRC urged Management to consider additional flexibility in hiring staff by providing an 
attractive package to work for the Private Sector Operations Department (PSOD). BPMSD 
agreed that a differentiated approach would allow flexibility for results-driven PSOD work and 
agreed to explore in 2016 the possibility of introducing variable pay within the same budget 
envelope, which could be very appealing to PSOD. The HRC would monitor the progress on this 
matter. 
 
19. The HRC learned about the Expert Pool Initiative, which aims to source high-quality 
experts to strengthen ADB’s knowledge base and enhance the quality of its project design and 
the implementation and of its overall services to developing member countries. The HRC 
stressed the importance of noting conflicts of interest and ensuring knowledge sharing amongst 
external experts and ADB staff.  
 
20. As a result of the SES, ADB made the Leadership Development Program a key priority. 
BPMSD launched a series of leadership development programs. The HRC considered this very 
positive, especially with the focus on women as a target group. It noted that it would be useful to 
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consider Directors’ Advisors for these programs. The HRC will continue to track the updates on 
the Leadership Development Program.  

V. OTHER MATTERS 

A. The Ombudsperson’s Report 

21. The HRC noted the key issues that the Office of the Ombudsperson (OOMP) has dealt 
with in 2014 and its future work plan, which includes the following: 

(i) OOMP would conduct a survey in 2016 to be open to all staff that used its 
coaching and/or mediating services to determine whether it has been useful. The 
survey will measure satisfaction with OOMP’s services and results.  

(ii) OOMP would start an initiative to find a cohesive way of keeping track of the 
concerns for ADB as an institution. It also intends to explore how it can better 
serve resident mission staff. 

B. Meeting with Staff Council 

22. The HRC met with Staff Council to discuss staff concerns particularly on pension and 
health insurance schemes, the SES, dispute resolution, the compensation and benefits review, 
and harassment and bullying. The HRC communicated the concerns to Management. It also 
commended Staff Council’s continued work on improvements in the areas of staff concerns. 

VI. RECOMMENDATION 

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

Meeting Schedule and Discussion Topics, 2015–2016 
 

Meeting Date Discussion Topics 

 
1 October 2015 

 
Staff Engagement Survey: Results and Next Steps 
Compensation and Benefits Review: Next Steps and Feedback 
 

 
3 November 2015 

 
Implementation of HR-related and Mid Term Review Actions 
Staff Engagement Survey: Results and Next Steps 
 

 
11 November 2015 

 
The Ombudsperson’s report 
 

19 February 2016  Establish priorities and set agenda for 2016 

12 April 2016 Recruitment: new recruitment system and initiatives  

8 June 2016 SRP and GMIP ATF findings  
Leadership Development & 360 
 

 




