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1. INTRODUCTION

1.01  This report provides Contributors to the Sale€evelopment Fund (Unified) with a Status
Report on the institutional reform measures beinglémented by the Bank focusing on areas identified
as critical to the improvement of the organisatsogfficiency and effectiveness.

1.02 The process of institutional strengtheninghat Caribbean Development Bank (CDB) has been
designed to respond to the need to improve theathaffectiveness of the Bank as it seeks to a&hits
existing mandate, and to continue the performarfcésorole as the leading catalyst for mobilising
resources into its Borrowing Member Countries (BMCé#n order to improve its assistance to BMCs
towards meeting their development objectives, C lcommitted itself to strengthening its own
capacity to manage for development results.

1.03 Work on enhancing the operational efficiennyg affectiveness started with the commissioning
of an Operations Audit which involved an intensiegiew of the Bank’s business processes. A Change
Management Programme was established to speed ep iniplementation of the approved
recommendations of the Operations Audit, and irti@dar, four priority areas for change, i.e. imak
communication and information sharing; attitude aetiavioral changes; internal capacity buildingd an
outreach to BMCs and other development partners.

1.04 Among the initiatives being undertaken witthiase areas include:

(a) re-aligning of the organisational structure, bussprocesses and staff resources, as has
been undertaken with the re-engineering of sewsrak units including the Finance
Division, Projects Department and the Human Ressur@and Administration
Department;

(b) becoming more client-focused through such initegias the ongoing implementation of
changes in the structure and work processes ofOperations Area particularly with
respect to the loan appraisals and disbursements;

(© internalising knowledge management to become aileggorganisation;
(d) promoting a shift in operating culture to createager country-focus;

(e) information technology (IT) to drive interndfieiency and redesigning the Information
ystems Architecture; and

() making Technical Assistance (TA) processes@modedures more flexible.

1.05 To deliver on this commitment, the Bank camtis to develop and implement mechanisms for
managing results at the institutional level. listregard, the focus has been on improving Country
Strategy Papers (CSPs), improving the resourcecatn process, strengthening the links between
Results-Based Management (RBM) and the continunpsavement of staff performance, expanding the
range of lending products, and building the cagasigstems and knowledge base required for meagurin
development effectiveness of the Bank’s interversio Importantly, the Bank treats institutional
strengthening as not a one-off exercise, but am#nuous process of improving the ongoing openstio
of the Bank.



FIRST FORMAL NEGOTIATION MEETING — SEVENTH CYCLE

1.06 In addition, CDB has been placing increasimgleasis on improving the cost-effectiveness of its
operations and the quality of its service. Thisb&ng achieved through the introduction of new
information and communication technologies (ICThE re-engineering of key business processes and
realising gains through staff reductions and remgpkents. Further efficiencies are being gainedugh
reformulation of the loan pricing mechanism in aamavith the introduction of better credit risk tfotio
management. These measures are being enhancegjhthtiote use of more innovative borrowing
practices.

2. AREAS OF INSTITUTIONAL STRENGTHENING

2.01 To date, the preponderance of the Managemefftsts at internal reform has been in HR,
Administration, Projects, Finance and the Bank &ecy’'s Unit (BSU). The following paragraphs oéth
paper will highlight some of the accomplishmentslate in these areas.

Human Resource Enhancements

2.02 Some of the Human Resource recommendations tihe Operations Audit, which have been
implemented, include reorganising the Human Ressukénit (HRU) into three focal areas of internal
Bank service, namely Staffing (selection, recruitthedeployment, promotion); Compensation and
Benefits; and Learning and Development.

2.03 The reorganisation of the HR function wasHertinformed by a more detailed study of the
Corporate Services area that called for a rededigime business process for delivering HR servicdss

in turn has led to the introduction of an integdateuman resource management system and the
streamlining of some of the transactional aspeictdRothrough technology upgrades, thereby facititat
greater administrative control in the line and p#ing the HR professionals to concentrate on plgya
more strategic/advisory value-added role. To greater effect to this principle, payroll functiowsre

also transferred to the Finance Division as recontted by the Operations Audit.

2.04 In order to implement the recommendationshy &h Advisor was recruited to provide technical
support, especially in restructuring the functiowl & the introduction of new automated human resou
management systems. The follow-up Corporate &esvistudy also advocated the elevation of
responsibility for the HR function to the Senior Ma@ement Group (SMG) level by the appointment of a
Director to head the area. This recommendatiorbbas implemented. Additional measures which are
about to be finalised by Management are a CodeoofdGct for staff, and a Professional Development
Policy.

2.05 Both studies pointed to opportunities for tgeaefficiencies in the Bank's telephone
communications system. In 2006, a new telephostsywas introduced by the Administrative Services
Unit. Already, CDB is enjoying a level of savingsits telephone communication costs that indicates
that the investment will be recovered in less tlvemyears.

Restructuring of Operating Units
2.06 In 2003, there was a restructuring of the detsj Department and the elimination of the Projects
Review Unit. Based on an evaluation of the pertoroe of this reorganisation, further adjustmenti¢o
structure of the Projects Department were impleegeint January 2007. The following objectives were
identified for the re-organisation within the coxttef the overarching goal of providing the bestvase
to the Bank’s clients:

(@ development of a robust pipeline of projects;
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(b) improvement in the efficiency and effectivenesshef project processing cycle; and
(c) improvement in the quality of the appraisad aapervision functions.
The New Structure

2.07 Bearing in mind the objectives outlined abard the desirability of ensuring the required secto
focus to facilitate the building of expertise, tiew structure of the Projects Department consisteur
Divisions i.e:

(@) An Economic Infrastructure Division (EID) with mensibility for the
preparation/appraisal and supervision of all ecdnanfrastructure projects, including
tourism sites. Disaster response will also be¢isponsibility of EID;

(b) A Social Sector Division (SSD) with responsibilifgr the preparation/appraisal and
supervision of projects in education and trainihgalth, human settlements (including
sites and services) and agriculture and rural dgveént. SSD would also be responsible
for the Basic Needs Trust Fund (BNTF);

(c) A Private Sector Development Division with respbiigy for the preparation/appraisal
and supervision of financial intermediary lendimtirect private sector projects in all
sectors, Caribbean Technological Consultancy Sesi€TCS) and business/investment
climate work; and

(d) A Project Services Division (PRSD) with respongipilfor operationalising and
overseeing the Bank’'s policies on social develogm@mocurement, environment,
disaster risk reduction and gender. PRSD will &lsaesponsible for regional technical
cooperation — including regional public goods, goaece and institutional development
and the training programme in project formulationd amanagement. The claims
processing unit will also be located in PRSD.

2.08 Each “sector’ Division is responsible for ket sector policy review and development. In view
of the multi-disciplinary nature of project worka#f in any one Division will be expected to proeid
inputs into the work of other Divisions.

Business Process Re-Engineering to Improve Interndfficiency

2.09 Both the Operations Audit and a detailed lssnprocess review of the Finance Division
concluded that there was too much manual work enslark in this area, largely because of insufficien
integration of IT systems and the applications adowhich the Division was organised. In order to
remove these operational inefficiencies, severtdriaces were developed among the systems which
obviated the need for manual intervention and gttemed the Bank'’s internal controls.

2.10 The Operations Audit also pointed to the néedthe development of a “Master Data
Architecture Model” to enable the introduction ofredern, user-friendly financial reporting syste#.
contract was awarded at the beginning of 2007Herdesign of a Corporate Reporting Facility (CR¥¥) f
the Finance function which should be commissionethb end of the first quarter of 2008.

2.11 CRF will automate the production of all théical financial reports required by Management,

the Board of Directors (BOD) and CDB'’s bondholdetswill also greatly simplify the preparation of
many of the tables, which form part of the AnnuapBrt of CDB and the Annual Report to Contributors
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of the Special Development Fund (SDF). Informatioth now be available on a real-time basis anain
manner which will empower users to gain accesfi¢omost up-to-date financial information in CDB
without the need to seek the assistance of stdffdri-inance Division. This system will be rollegt to
other areas of the Bank such as Projects and HRA0G8, with similar benefits.

2.12 The other main conclusion of the process stuehas that the flow of work in the Finance
Division could be rendered more efficient if stafere empowered to take more responsibility for the
quality of their work, thereby reducing the amoohtthecking required. In pursuit of these objezsiv
several business processes were redesigned anchuimber of check points reduced without
compromising the Bank’s internal controls.

2.13  One noteworthy change in this regard was ¢hengineering of the process for managing the
Bank’s business travel. In this instance, the odtem, which was based on travellers’ cheques, was
replaced by the issuance of corporate credit cerdsavelling officers of the Bank. This changesha
dramatically reduced the amount of administrativgknnvolved in managing this process and hasded t
reduction of non-personnel costs and the realisaticome savings.

2.14 During 2008, even greater efficiency will behi@ved in this process when a new software
system, which is part of the Bank’s core suiteiilvcial management software, is introduced. Tkis
product will also allow for much greater analytic@jour to be brought to the management of staffel
because of the amount of useful new informatiorctviill be readily available.

2.15 The Treasury function in the Finance and QargoPlanning Department was also restructured
in accordance with the recommendations of the dtargs.

2.16 In summary, the reform initiatives undertakenCDB to date have helped the organisation to
become more efficient, enhanced the productivitthefstaff and contributed to containing the growafth
administrative expenses. The various measures fesudted in the elimination of five staff positgn
Furthermore, they have served to drive decisioningakurther down the chain of command and
empowered more staff in the process.

2.17 The approved capital budget for 2008 providedive (5) key systems which will be pivotal to
the changing nature and quality of service delivergDB. These are:

(@)  arevamped, state-of-the-art CDB website;

(b)  anew Loans and Grants system;

(c) a new Project Portfolio Management System (PPMS);

(d) a Knowledge Management System; and

(e) Sundry Accounting packages (Travel, Purchasingertory, etc.).
2.18 The new CDB website will be launched in thedtlquarter of 2009 and will serve as the portal
through which many services will be provided to Benk’'s customers. Apart from being more user-
friendly, it will enable the Bank’s clients to asseinformation on their own account, in their owne,

without having to be in touch with CDB’s staff itsiLoans Unit. These staff will, therefore, beeatd
take on other responsibilities.
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2.19 Grants have become an increasingly importaritgd CDB'’s portfolio as Governance (provided
mainly through TA grants) and Direct Poverty Redutt(in the main, through the rapidly growing
portfolio of BNTF projects) have been mainstreanmethe Bank’s operations. Therefore, a betteresyst
than the current spreadsheet software is needethéor management and for improved reporting to
Contributors and other stakeholders. Similarlythvthe growing portfolio of loans, the manual Ini)i
process urgently needs to be replaced with a systat utilises the power of the internet for the
distribution of billing invoices. The limited fléility of the current system also represents aamaj
constraint when new products like Policy-based lsoand Guarantees are introduced as it was not
designed to handle them. Work has started on ésggd and installation of the new loan and grant
system and its commissioning is scheduled for jiexvifor early in 2009. Its implementation will ¢t

a reduction in the number of staff required to exechis important activity both in the Finance Bign
and in other areas of the Bank.

2.20 PPMS is the automated system designed to raahagproject cycle in CDB. As such, it is a
critical part of the infrastructure for managing BB core activities. In its present design howejiteis
unstable and difficult to use. Its significant nifazhtion or replacement will boost productivity the
Projects Department and in areas such as the Ewmaluand Oversight (EOV) Division which rely
heavily on the information which it provides. Thegess for contracting a firm to undertake the sagte
of the system has commenced and the project sheuidly implemented by first quarter 2009.

2.21 The accounting systems described above angadllof the Bank's core Smartstream suite of
accounting solutions and will reduce the curremél®f rework and integrate seamlessly with the €éah
Ledger. In short, their commissioning will increasfficiency and contribute to the reduction inffsta
numbers in this function.

2.22 In summary, all the above systems will takerafional efficiency to a different level, leaditay
better service to internal and external customslhsist requiring less staff to carry out the worhe
impact on staff productivity and administrative erpes will therefore be positive. It is estimateat the
new accounting solutions alone will generate savinfj approximately $300,000 per annum, whilst
realising an internal rate of return of almost 11%.

2.23  The review of business processes in Bank Secretarys his led to similar value-adding
changes. A web-based system for the distributibrpapers to the BOD was introduced, thereby
eliminating the need for time spent in packagind amailing documents with corresponding savings in
the use of stationery and postage/courier coste ifiternet has also been used to make Board papérs
other information relating to Board meetings moenegyally accessible to staff as part of the Bank’s
communication initiatives.

2.24  The logistics for the management of the BaAkiaual Meetings have benefited greatly from the
redesign and upgrade of the Conference ManagemegistRation System (CMRS) which provides a
database of important information on participanteeraling the meetings. Unlike the previous
arrangement, the new system can be readily up@ategrovides ready access to participants for enlin
registration as well as relevant hotel informatioAt Board meetings, it is now used to accelerbte t
registration process.

2.25 Alink has also been established between ChlifitSthe CDB web page for the Annual Meeting

of the Board of Governors to provide pertinent datgarding the host country, visa requirements and
hotel accommodation. This enables wider commuicicadf Governors’ speeches through immediate
posting after each day’s proceedings.
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2.26  The reform process in CDB has, up to thistpoglied mainly on redesigning existing business
processes and restructuring the organisation okwaod the use of ICTs in improving the efficiendy o
existing work processes. The proposed capital &@utly 2007/08, however, signals the intention of
CDB’s Management to intensify its use of ICTs asramsformation tool to raise staff productivity,
readjust the parameters for achieving an appr@phiatance of technical knowledge and maturity & th
overall staffing complement and transform the wayhich the Bank delivers services to its intersad
external customers.

2.27  This section of the paper highlights somehef hain ICT solutions which the Bank intends to
roll out over the next few years, with emphasisthair impact on service delivery, administrative
expenditure and staff productivity. The discussiolh also point to other initiatives such as outszing

of current activities and the value-adding role efthihey will play in ushering in transformation&lamge

in this organisation.

The Role of Outsourcing

2.28 Outsourcing is a well recognised strategyifgproving efficiency and competitiveness in an
organisation. CDB has a tradition of outsourcimging consultants on term contracts to provideifipec
professional skills on particular assignments fofirate period instead of hiring permanent staff.
Similarly, work in administrative areas such asusiy, janitorial services, landscaping and faigbt
maintenance are outsourced where appropriate featgr cost-effectiveness. In the Treasury area,
management of the micro-finance guarantee fundntieeest subsidy fund and the staff pension fuasl h
also been outsourced to great financial advantage.

2.29 An examination of this strategy’s potentialdptimise performance on its investments (both
internal and pension funds) and reduce staffingsctbsough the engagement of external fund managers
has already been initiated. Apart from the incedascome which the Bank’s investigations indiazda
accrue from this action, the staff in the Treasamya benefit from access to analytical resourcessah
acquisition, in the present mode of operation,auld be impossible to justify.

The Role of Benchmarking

2.30 In pursuing both change processes, internfrme in the present organisation and the
transformational strategies outlined in the HR t8tyg and the Capital Budget 2007/08, the Bank has
sought to benchmark its actions with developmentghe International Financial Institutions (IFIs)
community. This process has been formalised thro0BB’s membership in the IFI Benchmarking
Survey which is sponsored by the World Bank (WBY aupported technically by the American
Productivity and Quality Center.

2.31  Currently, the survey’s focus is in the arefbiR, Finance and IT. Measurement protocols and
data points for each functional area were estalafisind baseline surveys implemented in 2005. The
resulting comparative data and group dialogues Hazeen used to inform the development of the

strategies for the future transformation of the IBsuoperations outlined in this paper. The Bangests

to derive increasing value from this effort as shevey is replicated and expanded in the near term.

Enhancing Workforce Capabilities

2.32 CDB has completed the first phase in the m®0é adjusting the composition of its workforce to
its strategic context. The Bank has refined andiatgrl job definitions within its structure in termoi
purpose, specific accountabilities and requiredpetencies through an 18-month job review process th
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called for inputs from staff and managers, valmatat higher levels and normalisation of perspestiv
across the organisation.

2.33  While further refinement remains to be donegemhnical and on-the-job skill requirements, the
expanded information base has enabled a closeifispgon of workforce composition in the current
environment and creation of future scenarios falyais. It also takes account of recent changgshin
requirements flowing from the reorganisation effart a number of Units that together comprise two-
thirds of the staff population. These include:dfice, Projects, IT, HR, Administration and BSU.

2.34 Based on preliminary observations of gaps &éetwincumbent ability and job requirements,
learning and development options are being impléateto address the immediate needs of existing staf
including language training to accommodate the irequent of expanded membership. After an
assessment of existing skills has been completgdgaps identified will be filled through upgradé o
existing staff or recruitment and/or outsourcirkgpr new recruits who are engaged to fill the skjg in
the desired workforce, induction programmes witfigmificant on-the-job training component are being
used to bring them to full productivity as soorpassible.

2.35 CDB’s Charter requires that subject to theapmunt importance of securing the highest
standards of efficiency and technical competenee cbgard must be given to the recruitment of
personnel from its member countries on as equitalgeographic basis as possible. Consistent high t
the second phase of workforce adjustment has coeedenith identifying and addressing imbalances in
the existing population. These relate in partictdadiversity issues (age, gender, nationalitpggaphy)

and the ratio between managerial/professional staff support staff. Department heads and senior
managers are expected to ensure that the Bankdnadas an equal opportunity employer to applicants
from BMCs and non-BMCs and to establish the appat@halance between experienced and younger
professionals.

2.36 The Bank took a systematic approach in deurdojis current programme of organisational
changevia operational audits, process studies and stafful@at®ons and, as noted earlier, has achieved
considerable success in implementing process anctstal changes within the existing environmefs.

the CMP progress reviews have indicated, therebkas less headway with respect to attitudinal and
behavioural changes suggesting that in re-visitlig process, a more fundamental re-shaping of the
business culture is necessary.

Long-term Planning and Priorities Setting

2.37 The Annual Review of the implementation of tugrent Strategic Plan 2005-2009 and of the
priorities and expected outcomes suggests thatwagththe current Plan remains largely relevantethe
are many new factors which are now emerging asmndriforces of change in the world and the region,
and which need to be more fully assessed withircémtext of the Bank’s planning for its work oveet
longer term. It is therefore proposed to beginnese this early stage, the process of developirkg th
Bank’'s new Strategic Plan to allow for the idewctfion and fullest consideration of all pertinesttbrs
and for the broadest possible consultation witkedtalders.

2.38 The current and past Strategic Plans of tmk Bave been based on a five-year planning horizon.
However, Management is committed to adopting adogrm perspective than previously employed to
take into account the current trend among BMCseoktbping very long-term development programmes,
with the stated objective of acquiring developedntoy status by the end of 20- to 25-year planning
periods. The Bank’s own planning programme is etqubto cover a period of at least 10 to 15 yeads a
be set against the background of:
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(a) the long-term development visioning exercises beimgertaken by various BMCs;

(b) the emerging global environment including the peatp for investment inflows and
global development assistance;

(© the long-term development challenges and risksnfp@MCs including issues of
climate change and global warming, and clean aedrative energy sources; and

(d) the future role of CDB as a pan-Caribbean, suberedidevelopment bank, supporting
the economic integration movement (CARICOM Singlarkét and Economy), and
providing relevant policy advice, financial sendceand financial assistance
programmes on competitive terms to individual BMCs.

2.39 The process is expected to involve the usexpkrt personnel from outside of the Bank as
facilitators and presenters on selected issuesaadgements will be made to allow for the partitign

in this process of as wide a cross section of CBBkeholders as possible. Two planning retreas h
already been held at which managerial and profeakistaff engaged in an environmental scan of the
international and regional landscape over the déxyears. The development of the new longer-term
Strategic Plan will provide further opportunitiesenrich the Bank’s approach to RBM and to develop
seamless results architecture as well as to enlisndevelopment effectiveness.

Adopting Results-Based Approaches to Work Programnmig and Budgeting

2.40 In 2003, the Bank introduced a results-baggooach to planning, managing, monitoring and
reporting on the work of the organisation. The RBpproach was also linked to the Bank’s individual
employee appraisal system [known as Continuousoffeance Improvement (CPI)] to produce a
seamless system for managing its performance. sy$tem also responds to the call of the internation

community for Multilateral Development Banks (MDBs) demonstrate by way of indicators the results
of their programmes and projects in BMCs.

2.41 The Bank’s RBM approach utilised a cascadpriafritised and achievement-based goals with
corresponding performance indicators. Each of Baek’s strategic objectives is linked to a set of
corporate priorities or intermediate objectivest thie in turn reflected in the Bank’s work prograenm
through expected outcomes and outputs at the woitklevel. This four-tier structure is intended to
direct the work of each organisational unit towardet of consistent objectives, in terms of botulie
and timeframe. Furthermore, the Gijectives and standards for all employees arevithaially linked

to the expected outcomes/outputs of their respeatnrk unit.

2.42 During the 2007 Work Programme and Budget exer@saulti-year planning framework was
adopted to align the planning and development akvyaoogrammes more closely with the Bank’s multi-
year budget process which was initiated in Findndi@ar 2005. This initiative now entails the
development by work units of work programmes famwa-year period instead of the former one-year
programme document and allows for better planmmgpitoring and managing of the linkages between
the work units’ expected outcomes and the planmn#jolubs and activities for achieving them.

Country Programming
2.43 A strengthened country strategy process iptiineipal means of targeting and focusing allhad t
Bank’s country programme interventions. It is be flagship’ for CDB country lending, TA and palic

dialogue. The redesign of the CSP process and@@iesated timetable for undertaking CSP preparatio
in close consultation with BMCs has strengthenedntiove to a strategic and programme orientation and
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an increased alignment with each country’s stratggiorities. The CSP process is conducted with
increased country-level participation and with tofaboration of other donor partners.

Increasing the focus on Evaluation, Oversight and €&edback

2.44  Since 2003, increasing priority has been gteetie Bank’s monitoring and evaluation function.
The emphasis has shifted for the post-implememtapomject evaluations to sector, thematic and
programme evaluations. This required a resultedbagpproach and a shift in organisational culture
which goes beyond a focus on input delivery andwutjuality to a focus on the achievement of
outcomes. To build capacity within the Bank andliiate the harmonisation process, training wodgsh

on Managing for Results using the Logical Framewamkl Results-based Country Strategies have been
held in collaboration with WB, Inter-American Degpment Bank and the Asian Development Bank. In
addition, the Bank’s involvement in harmonisatioitiatives in the areas of procurement, environment
HR and planning and budgeting provides further ofymities to build capacity and to benefit from the
experience of other peer institutions.

2.45 The higher level evaluations offer real valnéhe Bank in terms of assessing its relevance and
contribution to the development of the Region adl vas reliably informing CDB’s policies and
strategies. During the period 2003 to 2008, tHewong sector, thematic and programme evaluations
were and will be undertaken:

(@) Assessment of the Student Loan Scheme - 2005;

(b) CDB’s TA Programme 2000 — 2004-2007;

(c) Review of the Environmental Guidelines - 2006

(d) SDF (U) 4 and V Multicycle Evaluation — 2008;

(e) CTCS Evaluation - 2008;

) CDB'’s Natural Disaster Risk Management Program 2008;

(9) Review of the Disaster Mitigation Facility ftre Caribbean - 2005;

(h) Education Sector - 2008; and

® Change ManagemeRrogramme -2004.
2.46  The Oversight function adds value in termgroividing guidance to Management in improving
the operational efficiency, relevance and effectéss of the Bank’s operations. An operationalensof
the Projects Department was conducted in 2006 atitedeconomics Department in 2007. The results of
these exercises are being used to further enhbaaficiency and effectiveness of these Department

Improving Efforts at Quality Assurance
2.47  The Bank implemented PPMS which enables fatnmation on projects throughout the life-cycle
to be organised in one place. The intention i$ ki documents for a project are stored in a vinay t
enables one to search and, where desirable, toigerimformation from various stages of the projdet

cycle for analysis. EOV is charged with the respoifity of verifying and validating this data for
accuracy and consistency and using the informationtained therein to assess the quality of the
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management and performance of loan portfolio usiiregharmonised evaluation criteria adopted by the
Evaluation Cooperation Group of the major MDBs.

2.48 The Annual Review of the Portfolio Performaiigea key document produced by the Division
and used by BMCs, Management and staff of the Batdenchmark the performance of projects as well
as improve the monitoring and supervision perforceanThis report has been produced annually since
2000.

Benchmarking for Enhancing Quality

2.49 In pursuing both change processes, internfdrmme in the present organisation and the

transformational strategies outlined in the HR t®8gg and the Capital Budget 2007/08, the Bank has
sought to benchmark its actions with developmentghe IFI community. This process has been
formalised through CDB’s membership in the IFI Bemarking Survey which is sponsored by WB and

supported technically by the American Productiaibd Quality Center.

2.50 Currently, the survey’s focus is in the arefbiR, Finance and IT. Measurement protocols and
data points for each functional area were estalafisind baseline surveys implemented in 2005. The
resulting comparative data and group dialogues Hazeen used to inform the development of the

strategies for the future transformation of the IBaioperations outlined in this paper. The Bangexts

to derive increasing value from this effort as shevey is replicated and expanded in the near term.

Monitoring of Implementation of Institutional Stre ngthening

251 The Bank is committed to the full implemeraatiof all approved measures for strengthening
institutional efficiency. Progress on implemerdatbdf these measures is closely monitored by SMd an
Departmental Directors across the Bank throughstesy of periodic reviews to ensure compliance with
approved budget and timetable. The system alseida® for feedback from all stakeholders on the
progress of implementation and the impact of the measures.
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