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I. INTRODUCTION 
 
1. Since its establishment in July 2009, the Human Resources Committee (HRC) has 
provided guidance on the many facets of Asian Development Bank (ADB) human resources 
management. In its first year, the committee made recommendations on human resources-
related strategies and policies, which ADB Management has considered and incorporated in 
planning for the implementation of these strategies and policies. In its second year, the 
committee, in compliance with its terms of reference (Appendix 1), reviewed and monitored 
human resources actions and activities that pertain to staffing, compensation, benefits, and 
related issues of strategic importance that directly affect ADB’s ability to recruit, develop, and 
retain the highly-qualified staff needed for it to achieve its mandate. 
 
2. For the period 1 July 2010–30 June 2011, the committee met nine times to discuss both 
broad and specific human resources-related matters (Appendix 2). Membership of the 
committee underwent few changes following the retirement of some members from ADB’s 
Board of Directors. Chairmanship remained the same for the period. Below were the members 
of the HRC as of 30 June 2011. 
 

Siraj Shamsuddin (chair) 
Richard Edwards  
Masakazu Sakaguchi  
Jaejung Song  
Robert Orr1 
Xiuzhen Guan  

 
3. In accordance with its terms of reference, the HRC submits to the Board this annual 
report, which covers the committee’s work from 1 July 2010 to 30 June 2011. In this report, the 
HRC highlights its key conclusions and recommendations on the implementation of ADB’s 
strategies, new initiatives, and approaches to managing its human resources.  
 
 

II. CONCLUSIONS AND RECOMMENDATIONS ON THE IMPLEMENTATION OF            
OUR PEOPLE STRATEGY  

 
4. On 21 January 2010, the Board endorsed Our People Strategy (the strategy),2 which 
aimed to (i) build on the core corporate values, goals, and drivers of change identified in 
Strategy 2020; (ii) outline what ADB offers and seeks in its present and future staff, and the 
values, competencies, and skills needed to achieve its vision and perform its mission; (iii) define 
the focus of its efforts to recruit, manage, and motivate its workforce to achieve the goals of 
Strategy 2020;3 and (iv) identify what ADB strives to be as an employer, the principles that will 
guide it, how it will monitor its progress, and who will be responsible and accountable for 
ensuring the successful management of human resources at ADB. 
 
5. The HRC was satisfied that most of its recommendations were incorporated into the final 
strategy, and commended Management on the extent of consultation it had undertaken to 

                                                
1
 Replaced C. Chin as member effective 26 October 2010. 

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

http://www.adb.org/documents/brochures/our-people/Our-People.pdf 
3 ADB. 2008. Strategy 2020: The Long-Term Strategic Framework of the Asian Development Bank, 2008–2020. 

Manila. 

http://www.adb.org/documents/brochures/our-people/Our-People.pdf
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obtain the inputs of various stakeholders. Moving forward, having the mandate to monitor and 
review human resources actions and activities, the committee remained engaged in the 
implementation of the strategy through updates and discussions with the Budget, Personnel and 
Management Systems Department (BPMSD), and consultations with stakeholders.  
 
6. The following subsections highlight the HRC’s major conclusions and recommendations 
derived from discussing updates to the Human Resources Function Strategic Framework (the 
framework), which outlines how ADB’s human resources functions would effectively deliver the 
human resources services that will support successful implementation of the strategy. Also 
highlighted are the HRC’s views on the revisions to the Human Resources Action Plan, which 
specifies the initiatives, actions, and milestones needed to achieve the objectives of the 
framework and, consequently, the strategy. 
 
A. Recruitment 
 
7. The committee noted the varied initiatives and actions undertaken to expand ADB’s pool 
of candidates, specifically exploring ways to reach a larger audience for vacancy announcement 
and profile-raising, obtaining cooperation of knowledge groups like the Communities of Practice 
(CoPs), and engaging external search firms. The committee stressed the importance of tackling 
diversity while ensuring strict adherence to merit-based recruitment. 
 
8. The committee commended the recruitment efforts that would give priority to achieving 
greater gender balance. HRC members noted how Management has sent the strong message 
to all departments and offices that extra effort should be given to expand the pool of women 
applicants for international staff positions. The committee suggested strengthening and utilizing 
the Young Professionals and Internship programs to maintain a pool of women candidates from 
universities in developing member countries and to increase awareness about ADB in those 
universities. The committee also emphasized the importance of having women in more senior 
positions. To attract more women candidates, the committee asked the BPMSD to identify 
factors that discourage women from applying and staying at ADB, and to introduce better 
incentives other than financial incentives for women to join ADB. Some members expressed 
concern that the pace of change on agreed reforms was at times slower than it should be.  
 
B. Compensation and Benefits 
 
9. The HRC welcomed the actions to review and streamline the methodology for 
determining the salary and benefits of staff. For the 2010 external review of the compensation 
and benefits of international staff, the HRC engaged with the BPMSD during the various stages 
of the review, providing inputs on both the mechanics and framework of the review. The HRC 
emphasized the importance of a robust consultation process with all stakeholders, given the 
lack of clarity among staff on the review’s methodology. Further, any ensuing changes on 
compensation and benefits should be clearly communicated to staff. 
 
10. In designing the methodology for determining staff compensation, the committee 
suggested that there should be a greater differentiation in salary increases that are based on 
performance and accountability for development results. HRC members also noted the 
importance of having a compensation and benefits package that is reasonably competitive to 
attract and retain high caliber staff. Any changes should not put staff at a disadvantage.   
 
11. The committee was also consulted about the separate review of compensation and 
benefits of national and administrative staff, and noted the scope of the review that would 
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include looking at market comparators of the World Bank and linkages with the World Bank 
system. Particular attention should be given to the expanding roles of the resident mission staff, 
and to consider competitive security arrangements and incentives for staff in conflict-sensitive 
locations. 
 
C. Career Planning and Management 
 
12. The committee followed up on Management’s commitment to enhance and increase the 
role of supervisors in the career development of staff. HRC members viewed that 
communication between supervisors and staff should be strengthened to ensure supervisors’ 
guidance in the career development of staff. The committee noted the formal mid-year 
discussion between supervisor and staff on career development, which also links to staff 
development planning. 
 
13. HRC members discussed the Bank’s Lead Professional program, and emphasized that 
communication is again the key to promote the program and make staff aware of non-
managerial career paths for those with strong technical expertise. Further, the Assessment 
Development Center was discussed by the committee as a functional tool for preparing Level 6 
international staff for managerial progression, especially for women staff. The committee 
continues to monitor the progress of this program, also in relation to gender issues. 
 
14.  With regard to national and administrative staff, the committee recognized the prime 
objective of the revised grading system for staff to be more fully utilized, for their skills to be 
upgraded, and for them to have more opportunity for career progression. The HRC also 
discussed issues relating to the salary of directors’ advisors, and agreed that ADB should take 
into consideration the practices of other international financial institutions (IFIs). 
 
D. Staff Development  
 
15. The committee noted the continuous efforts to improve the training programs available 
for staff, including close coordination with departments and offices to identify user-specific 
training needs, and to carry post-evaluation of the training programs. Noting the innovation in 
the identification of staff’s learning and development requirements through mid-year discussion 
of staff and supervisors, the committee also emphasized the importance of appropriate learning 
and development programs for supervisors to strengthen managerial competencies. This would 
include specialized training for country directors since the position may require special skill sets 
appropriate for unique country situations.  
 
16. In terms of methodology, the committee recommended further exploring various             
e-learning tools to reach a wider response to learning and development offerings. The 
committee also suggested more extensive and mandatory courses on managing diversity, 
gender, and culture, especially since managers are now given greater responsibility and 
accountability in meeting gender targets. 
  
E. Performance Management 
 
17. The committee recognized the efforts to enhance ADB’s human resources competency 
framework, which is vital in informing performance management exercises. Given this, the 
committee viewed the importance of having an adequate accountability mechanism for staff who 
cannot achieve the expected competency, since all staff are expected to learn and improve their 
performance continuously.    
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18. For the 2010 performance development plan (PDP) exercise, the committee 
commended the promotion of face-to-face discussions, and recommended that it be made 
mandatory for future PDP exercises. There should also be a system that allows discussion, 
monitoring, and feedback on staff performance throughout the year. The committee discussed 
that the 360-degree performance evaluation should be formalized and institutionalized to 
provide feedback to managers on their managerial skills while noting that the 360-degree 
feedback was increasingly used as a developmental tool to help managers improve their 
managerial effectiveness. It is also important that varied contributions and accomplishments of 
staff from ADB-wide activities, including CoP work, are incorporated in the performance 
assessment.  
 
19. Outside of the formal PDP process, the committee noted the introduction of a new 
rewards and recognition system that includes departmental awards and spot awards. One 
member raised concern about the possible risk of the system becoming a disincentive to staff, 
and on the possible perception of linkage with the year-end PDP exercise. The rewards system 
should be kept simple, limited, clear about the criteria, and should bring prestige to staff.  
 
20. Other human resources initiatives have been implemented for the Our People Strategy. 
Overall, the committee would like to highlight the importance of an effective communication 
system in delivering major human resources reforms. The service standards and metrics 
established should not compromise the quality of human resources functions and the quality of 
staff resources.   
  
 

III. CONCLUSIONS AND RECOMMENDATIONS FROM DISCUSSIONS OF SPECIFIC 
HUMAN RESOURCES ISSUES AND ACTIVITIES 

 
A. GENDER AND DIVERSITY 
 
21. During discussions of various human resources topics, the committee identified and 
raised gender and diversity issues. While looking at the progress made in achieving the 
indicators for gender balance, some HRC members expressed concern regarding the possible 
dilution of targets. In fact, some indicators should be removed as targets and made mandatory 
human resources activities, i.e., training on managing diversity. Finally, in setting targets, it is 
important to require all departments and offices to exert the highest level of effort in meeting 
their targets. 
 
22. The committee has been giving particular attention to promoting gender balance in the 
various human resources functions and issues like recruitment, retention, promotion, and 
management accountability. The prime objective is to increase women’s representation and 
leadership, without sacrificing the quality of staff resources. HRC members commended efforts 
to increase gender balance and promote awareness through outreach activities that raise ADB’s 
profile and attractiveness as an organization, and cooperation with COPs, the International 
Women’s Committee, gender working group, and all departments and offices.  
   
B. 2010 STAFF ENGAGEMENT SURVEY   
 
23. The committee followed up on the actions taken under areas that received least 
favorable responses during the 2010 Staff Engagement Survey (SES), performance evaluation, 
staff benefits, communication, career development, and rewards and recognition. Progress for 
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those actions was noted, including the responsibility and accountability of the departments in 
addressing the issues raised in the survey. Specific comments were also raised, like ensuring 
quality of training opportunities over quantity; concerns regarding low ratings on diversity, which 
is supposed to be the most attractive feature of ADB as an institution; and ensuring that rules 
and procedures for career development and performance evaluation are consistently 
implemented and clearly communicated to staff. 
  
24.  HRC members were concerned about the lower scores derived from responses from 
field office staff compared to those from headquarters. Lower scores were received for areas 
like staff benefits, physical work environment, staff development, and job satisfaction. 
Committee members noted that the BPMSD was visiting resident missions to observe and 
engage staff in discussion of their concerns, including delegation of authority, knowledge 
sharing with headquarters, and business processes. HRC members requested to be updated on 
the outcomes and impact of these visits to resident missions. 
 
C. OMBUDS FUNCTION 
 
25. The committee noted the progress toward establishment of the ombuds function, after a 
lengthy delay. Some of the HRC’s inputs were incorporated into the whole framework. It was 
noted that some best practices from other IFIs were considered, including the principles 
advocated by the International Ombudsman Association. One member expressed concerns that 
the scope of work of the new ombudsperson did not meet the standard set by other IFIs. There 
was a delay in responding to the member’s request for a complete comparison between ADB’s 
Ombuds Function and those of other IFIs. 
 
26. One HRC member emphasized avoiding the risk of having an expensive bureaucracy 
and taking extra care in designing the terms of reference of the ombudsperson, particularly on 
the scope of authority and decision making, and any possible conflicts of interest. The 
committee also suggested having a deliberate measure to encourage staff to utilize the ombuds 
function and remove any perception that staff could be subjected to reprisals.  
 
 

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

 
27. The committee is generally satisfied with the progress made in the past year, from the 
implementation of the Our People Strategy to the completion of one-off activities such as the 
2010 Staff Engagement Survey. Updates to the Human Resources Function Strategic 
Framework and Action Plan evidently supported efforts to meet the commitments of the Our 
People Strategy.  
 
28. Moving forward, achieving the targets continues to be a work-in-process. Some areas 
are still below the targets and require stronger efforts and additional reforms. Overall, 
Management could consider and note the following recommendations to ensure that the 
momentum of progress is maintained, if not accelerated. 
 
29. Communication is a continuing process that encompasses all ADB activities. For 
whatever human resources reforms being planned or implemented, it is important that staff have 
a clear understanding of ADB’s communication plan. This would minimize any wrong 
perceptions that harm morale and create conflicts among staff. 
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30. More areas must be explored in the effort to achieve gender balance at ADB. Practices 
in other IFIs will have to be examined, especially in the area of recruitment. For the current 
approaches, an appropriate accountability mechanism should be in place and clarified—
particularly to Management and heads of departments and offices who are unable to keep up 
with the targets. The thrust for achieving gender balance targets should also ensure that the 
quality of human resources is of the highest level.  
 
 

V. PRIORITIES FOR FUTURE WORK OF THE HUMAN RESOURCES COMMITTEE 
 
31. The HRC will continue to monitor implementation of the Our People Strategy through 
continued updates and reporting from the BPMSD. The committee will anticipate assessment of 
the effectiveness and outcomes of various human resources reforms that are midway into 
implementation. Priority areas for the future include a compensation and benefits review for 
national and administrative staff, resident mission-specific issues that are still not being 
prioritized, performance management, gender, more professional human resources 
management, and career development. 
 
 

VI. RECOMMENDATION FOR BOARD APPROVAL 

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

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

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

 
4. The purpose of the committee is not to influence the recruitment and career prospects of 
individual staff members or groups of staff members.  It would be a serious violation of ethics for 
any committee member to use his or her position for such a purpose.  
 
5. The committee will make reports and submit recommendations to the Board of Directors 
through the President in his capacity as the chair of the Board. 
 
6. The committee will make reports as it considers necessary, but at least once a year. 
 
C. Meetings 
 
7. The committee will meet as often as it considers necessary. Committee meetings will be 
held at ADB headquarters in Manila. 
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8. The quorum for a meeting will be three members of the committee. If the chair is not 
present, the committee will select one of the members present to preside over that meeting. 
 
9. All other Board members may attend meetings of the committee. Directors’ advisors may 
attend the meetings of the committee except as otherwise advised by the chair of the committee. 
 
D. Information and Communication 
 
10. The committee may request such information as is considered necessary by the 
committee to discharge its responsibilities. The committee may, with the concurrence of the 
President, seek briefings from staff members concerned on relevant matters and request their 
participation at meetings. 
 
11. If a document or information requested by the committee is not provided, the request 
may be referred by the chair of the committee to the President, in the President’s capacity as 
chair of the Board of Directors, for a final decision. 
 
12. All communication between the committee and ADB staff will be conducted through The 
Secretary of ADB.  
 
E. Administrative Arrangements 
 
13. Secretariat support will be provided by the Office of the Secretary and technical support 
will be provided by the Budget, Personnel, and Management Systems Department. 
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HUMAN RESOURCES COMMITTEE 
2010–2011 MEETING SCHEDULE 

 
Meeting Date 

 
Topics 

9 July 2010 1. Update on Compensation and Benefits Review 
2. Follow-up on Staff Engagement Survey 
3. Update on recruitment 
4. Update on human resources actions  

26 August 2010 1. Update and next steps of Comprehensive Review of Professional Staff 
Compensation and Benefits 

2. National Officer/Administrative Staff Grading Structure 
3. Updates on ongoing human resources activities 

16 September 2010 1. Update on Comprehensive Review of Professional Staff Compensation and 
Benefits 

2. Update on the Advisory Group on Institutional and Human Resources 
Management meeting held on 3 September 2010 in Singapore 

3. Update on the Work Program and Budget Framework 

20 October 2010 1. Proposal on the revision of professional staff salary methodology and benefits 
2. Follow-up on matters raised at the Human Resources Committee meeting of 

26 August 2010 

24 November 2010 1. Summary of human resources initiatives undertaken in 2010 (updates on 
Human Resources Strategic Framework and Human Resources Action Plan) 

2. Overview of human resources initiatives for 2011 

18 January 2011 1. Gender 
2. Other items: 

(i) Performance Management 
(ii) Ombuds Function 
(iii) Terms of Reference of National and Administrative Staff Compensation 

and Benefits Review 
(iv) Director’s Advisors issues 

17 February 2011 1. Human Resources Statistics and Metrics (including Human Resources 
Service Standards) 

2. Directors’ Advisors Salaries (Human Resources Committee feedback to the 
Budget, Personnel and Management Systems Department) 

3. Rewards and Recognition Programs 
4. Consultations and Implementation of Proposed Changes to Benefits 

24 March 2011 1. Gender: Gender Action Plan III extension 
2. Strengthening Managerial Competencies 
3. Staff Engagement Survey follow-up 
4. Performance Development Plan Update and Results 
5. Ombuds Function  
6. DA Salary 

14 April 2011 1. Recruitment Status  
2. Human Resources Strategic Framework and Action Plan Quarterly Update 
3. National Staff/Administrative Staff Compensation and Benefits Review 

Update 
4. Director’s Advisors Salary Update 
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