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It’s Official

Bank Misses Its Long-Term Target for Black Staff

D iversity.  Management pays hom
age to the concept so much that
the word produces a MEGO re-

action (My Eyes Glaze Over). Staff are told
diversity is good, it makes business sense
(especially for the Bank), and it is the moral
way to go. But is the talk about diversity
partly drawing attention away from the fact
that the Bank fails its own diversity tests in
some cases? That’s what many black staff at
HQ feel.

(Note—the term black staff will be used
here to cover people from Sub-Saharan Af-
rica, Sub-Saharan ancestry and the Carib-
bean region.)

Black staff feel stalled, after one five-
year interval of progress. And the num-
bers bear them out.  At the end of June
2005, a seven-year evaluation period ended
without the Bank hitting its target for
black staff in Grade F+ jobs with HQ ap-
pointments.  Moreover, the target was not
that high to begin with. Following an up-
date to the Board’s Personnel Committee
in February, Diversity Director Julia
Oyegun formed a Post-FY05 Diversity and
Inclusion Task Force, including SA Chair
Alison Cave, to address this (and other)
diversity shortfalls.

Task force or no task force, to many of
the Bank Group’s black staff, progress on
diversity is dead in the water, and the only
way to move it is to make real, public tar-
gets and publicize which VPUs meet them
and which don’t, with consequences for the
slow learners. However, the current ap-
proach is for VPUs to make “diversity agree-
ments,” private targets agreed with senior
management. Their success in reaching the
agreements is not published.  This amounts
to a soft approach. There is no strict ac-
countability, only advocacy.

In focus groups, the Newsletter editor
talked with a group of black staff who work
in the Africa Region, and a group who work
elsewhere. Additional interviews with black
staff leaders and the Diversity Advisor
added more perspective.

The specific topic was mobility—how
difficult is it for a black staff member to (1)
transfer out of AFR and (2) get a promo-
tion, in AFR or elsewhere?  Mobility in turn
raises questions of recruitment, over-con-
centration in the Africa Region (and un-
der-representation elsewhere), redundan-
cies, and the small black complements at
the highest levels of management.

All categories of staff have complained
to the SA about how tough it is to move
up or even sideways, but black staff face
additional difficulties. Part of general staff
frustration may be due to the management
brainwave called broadbanding, which the
Bank enthusiastically adopted right after
big business gave itself the same poke in
the eye.

Broadbanding basically consists of tak-
ing a group of talented, hardworking,
ambitious people and reducing the num-
ber of career steps they can climb.  So, they
may actually retire at the same grade they
came in at when they were young and en-
ergetic and hopeful. (Incidentally, when
the practice was under consideration, the
SA lobbied strongly against it, for this
reason.) Broadbanding has reduced mo-
bility for black staff and everyone else as
well.

Ten Percent Black F+ Staff at
Headquarters

The Diversity Office has set targets for the
complements of different groups—Part II
staff, women, black staff, and so on. The
target for black staff appointed by HQ and
at Grades F+ is 10 percent.

Another facet of diversity is distribution,
and the Bank does not do well here at all.
About 62 percent of black staff work in the
Africa Region at HQ and country offices.
Among only HQ-appointed black staff,
about 29 percent work in the Africa Re-
gion. If one were trying to develop more
candidates, wouldn’t it be logical to draw
on this internal pipeline?

It is somewhat telling that many diver-
sity data series are kept only for black staff

at Grades F-plus.  Alison Cave, in her Feb-
ruary diversity statement to the Personnel
Committee, noted, “We strongly recom-
mend that management look at two inter-
nal pipelines that have largely been ignored:
A-D level staff and country office staff….
Many of these [A-D] staff hold advanced
degrees and years of external experience in
areas other than ‘secretarial work.’”

Although the black staff interviewed
continue to have major issues with the in-
stitution, they did note repeatedly that
things have improved somewhat. “This is
not the old Bank, with gross forms of ra-
cial discrimination,” comments one. They
say more subtle forms of discrimination
have taken over—for example, not being
recognized to speak at a meeting, not be-

ing given assignments with visibility. One
black staff member from outside the Africa
Region said that he didn’t feel race was a
hindrance to him at all. However, he was
deeply in the minority.

What triggered the period when many
black staff felt they were making headway
against discrimination? Ironically, the
change was sparked by what some people
took to be a patronizing comment about
the “Africa ghetto” made by an official in
Controllers.  Bottled-up frustrations broke
through. “It was like a forest fire,” one staff
member recalls. “People went to their EDs
and to HR. They started talking to their

A t first glance, the title of this book
seems almost ironic. Many col-
leagues on spotting the book in

my office laughed sarcastically, Joy at Work,
hah! My first reaction on reading the book
title was similar: I thought: this author has
got to be kidding. After all, we all know
that work is work, work is not play, work is
serious, and work pays your bills.

When you glance through the book,
however, you get the impression that Joy at
Work is serious. AES, Mr. Bakke’s company,
is large, the author is well-known (he’s
shown in many pictures with various dig-
nitaries—all serious people), and the tone
of the book is businesslike.

Very simply, Joy at Work describes Mr.
Bakke’s idea that work needs to be grounded
on ethics and everyone in the company

should be empowered to make decisions.
If these basics are covered, then the rest (the
joy) would follow. You would have a com-
pany where work is a pleasure, where people
are empowered and motivated to give their
best and have fun on the job, and where
business is good. AES Corporation is a glo-
bal power company that owns or has inter-
ests in 166 plants in 32 countries. AES also
distributes electricity in 9 countries through
19 distribution businesses and has assets in
excess of $35 billion.

Industry analysts and financial manag-
ers were at first skeptical about Mr. Bakke’s
approach. He learned this the hard way
when the stock price of AES plunged 40
percent after he sent an open letter to share-
holders and employees in response to a
problem at one of his plants, where he un-

derlined his commitment to ethics. The
book details how skeptics were won over
and how employees were led to believe in
this approach. And in numerous first-hand
accounts, from a plant manager in Pakistan
to a union official in California, the book
describes what made employees passionate
about the company. From this standpoint,
the book is an interesting read.

There is even an anecdote about an en-
counter with a World Bank manager, who
met Mr. Bakke at the Bank, and who asked
him a question he often gets from mid-level
managers of large organizations—How do
I organize the workplace and make deci-
sions when I am several rungs removed from
the top of my organization and have to

Continued on page 3

Book Review

Joy at Work: A Revolutionary Approach to Fun on the Job,
by Dennis W. Bakke. 314 pages. PVG publishing.
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Bank Misses Its Long-Term Target for Black Staff
Continued from page 1

friends. It really marshaled the black com-
munity. Even members of the [US Con-
gressional] Black Caucus wrote letters
about it.”

Then-President Wolfensohn gave the
black community strong support and, on
April 22, 1998, issued a statement of zero
tolerance for racial discrimination. Man-
agement decided to set up a special Senior
Advisor on Racial Equality (SARE), with
a five-year lifespan. The job went to
Aklog Birara, an Ethiopian staff member
who had already worked for equality for
black staff.

Real Progress—For a While

During the five years of the SARE (1998-
2002), things changed. The number of
black senior managers rose dramatically
from the base of one in 1998.  The propor-
tion of black staff at Grade F went up one
percent. A subset of the Junior Professional
program was established to support JPs of
Sub-Saharan origin.

A unique program for mentoring exist-
ing black staff began, with 450 mentees. A
report from the time states the mentoring
gave “guidance on organizational culture,”
helped the staff share information, and en-
couraged “resolv[ing] conflicts at the local
level.”  Black staff began to use the SARE
office as a personal clearinghouse.  Birara
gave career advice, helped clients find reas-
signments, and even drew in a number of
non-black, Part II staff who wanted his as-
sistance.

For an institution as data-oriented as the
Bank, something else of great importance
occurred during this period:  research sub-
stantiated complaints from black staff
about time in grade, compensation, and
developmental assignments, complaints
that once had been waved away. Before the
Controllers incident, the Bank did not keep
data by race. Now the effects of discrimi-
nation were quantified and undeniable.
(HR continues to track staff by race, and
staff interviewed felt that those data series
are essential.)

The black staff interviewed expressed
deep thanks to James Wolfensohn for be-
ing proactive in this period. “He added tre-
mendously to making the Bank inclusive,”
said one, citing the facts that Wolfensohn
initially acknowledged racism, then issued
the zero tolerance policy, and then recruited
senior black staff to top positions.  “He did
exactly what he promised to do,” this staff
member summed up.

Up a Creek

So why is there not a happy ending to the
story?  Ironically it is because Wolfensohn
appointed the first black woman to be a
Managing Director at the Bank—
Mamphela Ramphele. She had exhibited
enormous courage and activism in the civil
war in South Africa.  At an Africa Club
presentation in early 2002, she was received
with joy by the black community.  She was
in a position to do a great deal of good as
the Managing Director with oversight re-
sponsibility for the Human Development
Networkand for diversity.

But little progress was made. Staff in-
terviewed explain this in various ways: the
people around her cut her off from the rest
of senior management, or she balked at the
pace and indirection of a bureaucracy  She
left the Bank in 2004. At any rate, while
she was an MD she concluded, along with
HR, that racial and most other types of di-
versity (gender, Part II, and even national-
ity) should be “mainstreamed” into one
Diversity Office.

Instead of being mainstreamed, racial
diversity got sent up the creek without a

paddle, say the Bank’s black leaders. Un-
der Ramphele, a new position was created
– Director of Diversity, and the Bank’s cur-
rent Director, Juliana Oyegun, was ap-
pointed to the position. With a staff of
three, the Diversity Director is expected
to promote diversity on so many fronts—
without seriously annoying management,
mind you—that any one group must
share the marquee with several others.
Also, the Director is unavoidably put in a
difficult position, that of prodding with-
out any real enforcement power. While it
may appear too cynical to say that the
Diversity Office is for show, that is appar-
ently one use it has for management and
the Board.

Twenty-Three Below-Average VPUs

Since the end of the SARE office in 2002,
black staff believe they’ve made little
progress (see the chart on p. 1). There are
24 VPUs/units that fail to meet the Bank
average of 8.1 percent black staff (that is,
8.1 percent of staff who are appointed by
HQ and are at Grade F and above). Two
more VPUs/units rise above 8.1 but fail to
reach the targeted 10 percent. Only six
VPUs/units meet or exceed 10 percent.  The
chart shows how heavily the Bank’s overall
average depends on the Africa Region.
None of the other regional VPUs even
reaches the Bank average, let alone the tar-
get. External Affairs, the face of the Bank
to the outside world, had exactly two black
staff with F-plus jobs and HQ appoint-
ments, as of March.

This stalled situation has prevailed for
several years.  In the quarterly report
through March 2005, the diversity direc-
tor points out, “Since last quarter, there has
been positive movement against all of the
indicators, except for representation of SSA/
CR [Subsaharan/Caribbean] staff.” In a
major report a year earlier, the Diversity
Office said, “The representation of [black]
nationals basically has not changed since
the end of FY02.”

Peculiar gaps show up because of the
under-representation of black staff.  For
example, there is only one Young Profes-
sional from Sub-Saharan Africa in the 2005
group of 47 YPs, a person from northern
Sudan.  Until Gobind Nankani began mak-
ing appointments as RVP of Africa, there
were no African higher-level staff in the
front office.  There are only three black staff
among the 15 country directors in the Af-
rica Region.  At the end of May, seven VPUs
had no black staff at Grade H or above.
That’s the same count as the end of Janu-
ary 2004—a period of 16 months.

Mobile, or Going Nowhere?

Back on the subject of mobility, statistics
provided by HR show that black staff have
some opportunity to move laterally and
upward, but they often don’t do as well as
non-black staff.  Their promotion rates over
the last five years have been about half a
point lower than nonblack staff. (This is
HQ-appointed, GF+ staff.) That is, 7.3
percent of non-black staff got promoted,
while 6.9 percent of black staff got pro-
moted. For promotion from country of-
fices, black staff have averaged about a quar-
ter of all transfers in which a field-appointed
staff member got an HQ appointment and
transferred to HQ.

The Diversity Office says it has strongly
supported more mobility for black staff by
supporting the 3–5–7 Rule. (That is, at
three years, you may change units; at five
years, you’re encouraged to; and at 7 years
you must.)  Experience in more than one
VPU is now required of all staff who apply
for Grade-H positions. The black staff in-
terviewed say they would simply like some
assistance in changing units because the

same discrimination they face generally hin-
ders their getting transfers as well.

Metrics on “Out-Group”
Characteristics

Besides pure diversity counts, another
method exists for determining whether
black staff suffer discrimination in the in-
stitution.  It’s used in a fascinating study
done for the Bank in 2003, but circulated
very little until recently. The consultants
(Mary Lou Egan, Marc Bendick, Jr., and
John J. Miller) tried to quantify prejudice/
unfavorable attitudes of staff by creating
certain metrics.  Their basic data came from
HR information on staff characteristics.
They also did extensive interviewing and
focus groups with staff.

For example, on gender, more staff are
male, so being male is an in-characteristic,
being female is an out-characteristic.  Other
metrics in the study focus on race, languages,
education (including universities that staff
attended), experience before coming to the
Bank and after—a medley of personal, cul-
tural and professional characteristics.

The metrics measure “the extent to
which the organization is not inclusive of
out-groups in general,” according to the
study. The consultants concluded what is a
truism to many in the institution—that the
Bank Group has systemic barriers to diver-
sity.  Among their findings:  “Compared to
equally qualified persons of any other race,
being black is associated with a 3.2-percent
lower annual salary, a 36.3-percent reduc-
tion in the odds of being in Grade H+, and
a 6.5-percent reduction in the odds of
changing VPUs.”

Black staff make other comments show-
ing they feel less comfortable and less ac-
cepted than other staff:  These include the
following:

• Most of those interviewed said they
would not use the Bank’s Conflict Reso-
lution System if they experienced racial
discrimination. The Diversity Office
most often refers discrimination com-
plaints to CRS.  A few black staff inter-
viewed did say they’d go to CRS, but
more of the comments were along the
lines of “never” when the question was
raised. One senior black staff member
said, “People are afraid to use the rem-
edies available. That was once true for
[cases of ] sexual harassment. People
need to know they have rights and the
institution does not condone [discrimi-
nation].”

• Several black staff interviewed pointed
out that there are few black staff in the
top positions of the Conflict Resolution
System. “We’d like to see more persons
of color,” one commented.

• Black staff who do make it into man-
agement positions often avoid hiring
many other black staff, for fear that
other groups will interpret it as racial
favoritism.

• Senior black leaders and Julia Oyegun
point out that retention of black staff is
important to look at too. Black staff may
be the first to go in a wave of redun-
dancies.

Numbers of Black Staff by Unit (GF+, HQ Appointment)

UNIT No. of Staff

AFR – Africa Region 114

IAD – Internal Auditing Department 5

CTR – Controllers 14

HRS – Human Resources Vice Presidency 15

LEG – Legal 13

MIGA – Multilateral Investment Guarantee Agency 8

GEF – Global Environment Facility 3

HDN – Human Development Network 7

SEC – Corporate Secretariat 3

MNA – Middle East & North Africa Region 14

WBI – World Bank Institute 10

ESD – Environmentally & Socially Sustainable Development 7

OPC – Operations Policy & Country Services 5

CFP – Concessional Finance & Global Partnerships 4

INT – Dept. of Institutional Integrity 2

IFC – International Finance Corporation 68

SFR – Strategy, Finance & Risk Management 5

DGO – Director-General, Operations Evaluation 3

INF – Infrastructure Network 8

GSD – General Services Department 5

EAP – East Asia & Pacific Region 13

ECA – Europe & Central Asia Region 17

SAR – South Asia Region 10

LCR – Latin America & Caribbean Region 15

TRE – Treasurer’s 7

DEC – Development Economics & Chief Economist V.P. 7

ISG – Information Solutions Group 9

PRM – Poverty Reduction & Economic Mgmt. Network 2

EXT – External Affairs, Communications, U.N. Affairs 2

PSD – Private Sector Development 1

EXC – Office of the President 0

FSE – Financial Sector Vice Presidency 0

Source: Diversity Office as of March ‘05

Continued on next page
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Book Review

Joy at Work: A Revolutionary Approach to Fun on the Job

Continued from page 1

work with approval of several layers of bu-
reaucracy? Bakke recounts that the staffer
was inspired to try to implement his ap-
proach in the Bolivia country office, al-
though we are left not knowing how it all
turned out.

In fact, one criticism I had about the
book is that the writing is not as inspired as
the title. There is a lot of useful and solid

information, but it could have been writ-
ten in a much more engaging way. I thought
Mr. Bakke could have emulated Waterman’s
and Peter’s (authors of In Search of Excel-
lence) way of writing, inasmuch as he was
inspired by their thinking.

That said, Mr. Bakke comes through as
a clear-sighted leader, who has a lot of very
practical knowledge of how to empower
people and create teams that work. Many
of his ideas, I think, would find resonance

SA Editorial

Stirring Up Trouble?

I gnorance is bliss, what you don’t know
can’t hurt you, no news is good news,
let sleeping dogs lie, if you can’t say

something nice, don’t say anything at all…
The Staff Association is often criticized for
speaking up on difficult and thorny issues.
It’s as if the mere mention of a problem
indicates implacable hostility against who-
ever is on the receiving end. The SA has
been accused of “making things up,” of
“stirring up trouble.” Staff are often con-
cerned that raising issues will cause man-
agement to get angry, to retaliate.

All issues that we raise with management
are concerns that come from staff. Before
we voice a concern, we make sure that (a)
it is a wide-spread (not necessarily univer-
sal) problem and (b) we can be part of the
solution. We don’t simply point fingers and
blame management for not taking care of
things; we actively work with them to re-
solve problems.

Many of the issues are simply matters
of perception. By raising them, manage-
ment can take action to change the percep-
tion, if it is wrong.

If issues are never raised, they will never
be dealt with. We feel it is better to deal
with issues transparently, than to pretend
that they don’t exist or to sweep them un-
der the carpet—where they can explode in
a variety of unpredictable ways.

We have found, by and large, that man-
agement is receptive and that we can raise
issues constructively. It is our job to speak
up for staff.

This year’s Delegate Assembly actively
welcomes input and feedback. We know
that, as hard as we try, we can always im-

prove. But we cannot improve if we do not
hear from you. We cannot speak for you if
we do not hear from you.

Rather than suffer in silence, get in-
volved – be part of the solution, not the
problem.

—Alison Cave, SA Chair, 2005

here at the Bank. Bakke states that bureau-
cratic behavior remains at the heart and soul
of most work environments. Important
decisions are still made at the top. The rest
of the leaders and employees are left out of
the process or, at best, asked only for their
suggestions. When managers at the Bank
are nominated for Good Manager awards,
they are often nominated for their belief in
people and their empowerment of others
to achieve the goals of their departments.

In conclusion, Mr. Bakke’s own experi-
ence with AES is testimony to his ability to
follow his vision in a very practical way and
to bring others along to create a workplace
that is joyful. He has made this skeptic a
believer.

—Maya Brahmam

• Staff interviewed agreed that black
women especially are employed far be-
low their level of qualification (this is
true of many women in the Bank, espe-
cially from Part II countries).  One black
woman said, “I see my people only at
ACS levels.  At IFC, I see very few people
who look like me.”

Since the Bank has officially missed its
rather modest target for black staff in
higher-level HQ positions, what is the next
step?  Most black staff interviewed want to
see VPU diversity agreements made public
inside the Bank and enforced, period, full
stop. Ultimately, this depends completely
on the leadership of senior Bank manage-
ment, and involves making equity for black
staff a major principle in every hiring, pro-
motion, and redundancy decision by line
managers.

The Diversity Office, meanwhile, has
recently recommended a different tack,
“inclusion,” based on seeking cultural
change at the institution (see box “Can the
Leopard…”). Perhaps, over time, this will
bear fruit. However, Bank culture has
proven more resistant  to the many assaults
made on it over the years. Remember the
idea of getting VPs to do their own entries
on SAP?  The surge in team spirit that was
supposed to accompany matrix manage-
ment? What about boosting performance
with substantial performance awards, a
program that lasted exactly one year? What
about improving work-life balance? The
Bank Group’s ways are extraordinarily en-
during.

Whether you think the cultural change
approach will prove deeply beneficial or
deeply delusional depends to some extent
on your skin color and your view of innate
human behavior. One thing is for sure:  for
black staff in the Bank, a workable solu-
tion to discrimination is definitely needed,
and soon.   �

Continued from previous page
Can the Leopard, er, the Bank Group Change Its Spots?

In the 2003 study “Enhancing Inclusion at
the World Bank Group,” consultants lay out
a different approach to diversity than head
counts. They conclude that the Bank does
indeed have inherent barriers to diversity
(in the form of staff stereotypes, prejudice,
and discrimination). Then they explain how
the inclusion approach differs from tradi-
tional diversity efforts: “The inclusion ap-
proach focuses on processes affecting all
staff with ‘out-group’ characteristics, and
‘in-group’ staff as well.” (All quotations fol-
lowing are from the study as well.)
They say traditional diversity efforts often
aim to change out-group members so they
have more in-group characteristics—for
example, holding classes for deferential
Part II women so they can practice speak-
ing out at meetings. Instead of changing
the behavior of the out-group, the consult-
ants say, “an inclusion approach seeks to
change the organization’s culture, policies,
and procedures to make employees’ out-
group characteristics irrelevant to employ-
ees’ success.”

Putting it mildly, the consultants note
that “opposition often arises from internal
political constituencies reluctant to give up
arrangements under which they have pros-
pered. Barriers to inclusion which have be-
come institutionalized rarely change in the
absence of a substantial change in a firm’s
business, technical, or legal environment,
and sustained attention from top manage-
ment.” In principle, the approach sounds
magnificent; in practice, will it fly?.

The Diversity Office appears to be mov-
ing slowly to acclimatize staff and manage-
ment to the inclusion idea. Two “Today” sto-
ries have appeared on the intranet home
page in recent months. Twice, in papers to
the Board, inclusion has been brought up.
As the consultants dryly say, “Fomenting
fundamental changes in an organization’s
culture and practices tends to be a com-
plex and slow process.”

The study’s recommendations would
have a strong effect—but only if they were
fully and permanently enforced by senior
management, and senior management
were willing to knock the heads of those
who resisted. Here are some of the recom-
mendations, in much-telescoped form:

• Systematize identification of job candi-
dates—and candidates for internal
transfers, promotions, etc. Improve the
HR Query system so it profiles every
staff member worldwide in a way that’s
“complete, detailed, consistently coded,
and current.” Hiring managers would
have to prove that they had considered
the people on the database who were
qualified, as well as qualified outsiders.
And the current allowance for behind-
the-scenes promotion and hiring (30
percent for professional and manager
jobs) would be changed to zero.

• Systematize evaluative judgments—set
up job criteria, apply parallel proce-
dures to all candidates, have manag-
ers articulate their own biases, and
“check their perceptions against those
of other, diverse observers.” (The last
two points seem particularly difficult to
achieve.)

• Make evaluation criteria pro-inclu-
sion—turn “explicit membership in
out-groups, currently negative factors,
into explicitly positive ones.” This
would include ending the practice
whereby “the Bank Group commonly
matches the salary premium [that]
graduates of certain universities com-
mand in the labor market.” The goal
would be “to broaden the academic
perspectives represented” on Bank
staff. (Slightly more than half of Grade
F+ staff holding masters degrees went
to only 20 universities, including
Harvard, Johns Hopkins, Oxford, Ber-
keley, the Sorbonne.)

• Systematize career planning—this rec-
ommendation would bring a cheer from
many staff. “The organization should
provide clearer guidance” on what em-
ployees’ chances are, and give feedback
to non-chosen candidates. These data
would make it pretty evident when a
qualified candidate was still stuck after
many tries.

• Train managers in the new system.
• Institutionalize inclusion metrics—the

Bank should run out-group regression
calculations annually to monitor the
pace of change.

• Use inclusion metrics to hold manag-
ers accountable—again, a step that
would depend entirely on the will and
support of the Bank president. If the
president did take such action, it would
likely upset many apple carts in the
Bank. But it would indeed be a cultural
revolution, a great one.

The Staff Association has one recom-
mendation for staff:to read the Inclusion
study. At least a large portion of it can be
accessed by going on the intranet home
page and typing “Enhancing Inclusion at the
World Bank Group” in the “all intranet” slot.
(Previously the report had been closely
guarded.) The study documents the effects
of systemic stereotyping and prejudice in
a highly credible, nuanced way, and the in-
formation is extremely important. A link to
the report is also available through the Staff
Association’s website.

It’s important if the Bank wants to
achieve true, lasting diversity, including
diversity of economic and development
viewpoints. At a more personal level, it’s
important if you are not a Part I male who
received a graduate degree in economics/
finance from a Ivy League University and
had a distinguished pre-Bank record in an
allied institution. Oh—and if you’re not
white.
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An Exit Interview, Sort Of

A Letter From the Editor

This summer, after almost nine years
of writing the SA Newsletter, I’m
retiring. In those years, the News-

letter has often sparked controversy. The
Staff Association did not hire a journalist
to be a thorn in the side of management.
However, it did instruct me to be a thorn
in the side of mismanagement. Being an
inhouse reporter has been an anomalous,
fascinating position. The following are per-
sonal thoughts, which the SA chair has
kindly agreed to publish.

Deep appreciation goes to all the people,
in management and on staff, who were
sources of information for the Newsletter.
Without them, the little publication would
never have gotten off the ground. They were
the straight shooters: people who risked
their jobs to whisper some facts, managers
who were willing to confirm problems,
people who slipped me copies of reports. In
turn, I’ve tried to honor the anonymity of
every person who asked for it, and to be
aware of sources’ political vulnerability.

The Heisman Trophy

Besides the straight shooters, unfortunately,
there are other sources. I have my own
“Heisman Trophy” for the manager who
tried the most times (three) to tackle a story
and twist it more in his favor. On another
occasion, it tickled me to interview an unc-
tuous VP. He said conspiratorially, “Pat, if
you will keep this off the record, I will be
candid with you: I take very good care of
my staff.” At the time, many on his staff
were frantic, knowing jobs were to be cut
but not whose jobs.

Certain articles from past Newsletters
constitute warm memories. The greatest
honor is to be of help to those who need it
most. Thus, my favorite story is the one in
June 2003 about domestic abuse in Bank
families. Management had consistently
made it harder for WBFN and legal authori-
ties to aid the victims. Three people died

during the years that management said do-
mestic abuse was strictly a private problem.
One person was a staff member, two were
kids.

The Newsletter story turned mana-
gement’s position around, and we should
applaud HR and WBFN for setting up bet-
ter protections against this tragedy.

The article of staff comments after 9/11
was not written in the usual sense, but is
certainly a favorite. In another article, it was
useful to report on ‘the most hated door in
the Bank’—the automatic revolving door in
the I Building that snatched purses and
sliced one employee’s whole toenail off. Yet
another favorite story was the one about how
devilish the Bank’s disability insurer UNUM
was. A doctor who was interviewed for the
article later cut the cartoon out and posted
it over his desk. Thanks are clearly due to
the editorial cartoonist Philip Collier, who
always brightened up the Newsletter. He’s
made piercing statements in hilarious im-
ages.

Red Tape and International Adoption

I even have a favorite category of articles—
those that reached into the lives of staff as
whole human beings. For example, a 1997
story about international adoption. It seems
that Bank staff are so good at dealing with
complex regulations that NO amount of red
tape can deter them when they want to
adopt a child (or 6 children, as one staff
member did, all at once).

Along these lines, I feel there’s one ma-
jor opportunity I failed to see, possibly the
best story of all: what was it like to grow up
in Peru, or the West Bank, or Nepal? What
was it like to go from very local to very glo-
bal? The Bank may be a microcosm of the
culture shock that is wrenching many parts
of the globe. Despite the opportunity, I suc-
cumbed like everyone else to the illusion
that rushing around putting out inconse-
quential fires was more important.

I’d like to thank the Bank for its com-
fortable salary, its wonderful vacation allow-
ance, its sincerely friendly security staff, its
zippy IT services. (No more ignoring the
fact that the computer at home is a dog.)
Plus, the Bank’s interesting art collection,
its parking garages, its great Health services
department, its able Printing/Graphics
folks.

Glued with Epoxy

Sadly, the Bank displays some facets that
don’t prompt thanks. The institution has a
well deserved reputation as one of the most
difficult, stressful places in town to work. If
our dentists notice it even in our ground-
down teeth, there’s a pattern there. Unfair-
ness often prevails, and public accountabil-
ity is nil. We all know colleagues who were
intimidated, forced out, skipped over for
deserved promotions, who ran afoul of an
implacable manager, suffered retaliation, or
have been glued with epoxy to Grade C or
D or E. These are real human lives reduced
from what they should have been under
equal treatment.

As President Wolfowitz said in his first
town hall, no one really knows what works
to remove poverty. I hope staff have seen in
the SA Newsletter what works to reduce
unfairness: asking questions and poking in
dim corners, the work that a reporter does.
Here are a few current questions that come
to mind:

Why does the Bank advocate strong, ac-
cessible judicial systems in client countries,
but allow staff only two narrow channels

(Tribunal and Appeals Committee) to
squeeze through to seek redress? Why, if we
staff are past our usefulness at age 62, does
the Bank hire so many of us back as con-
sultants? How can the institution tout the
benefits of a free press in client countries,
but enforce a gag order against staff who
might tell the press about an institutional
problem? (The Bank is supposed to be a pub-
lic agency. Transparent, that sort of thing.)

To continue: Does career development
actually exist here? When there’s a serious
problem, why does the institution some-
times just set up a task force or hire a con-
sultant to write a mild, foreordained report,
rather than facing the issue squarely? The
Bank is better at swaddling things in con-
fusing material than the artist Cristo. He’s
the guy who began his career wrapping
phony bales of hay so passengers speeding
by on the Orient Express would see pros-
perity, rather than problems, in Soviet Bul-
garia.

Maybe these questions set the bar too
high for the World Bank. Perhaps it’s just a
self-protective, politicized bureaucracy like
most, except with more grueling work. But
maybe that’s selling the institution short.
Staff are great at enthusiasm, optimism, and
putting their shoulder to the wheel. May
they keep on striving for good governance
and dignity for the poor—and for them-
selves as well.

—Patricia F. Singer
July 2005

HAVE YOU NOTICED?
More and more staff have been flashdancing!

I.e., they have been bopping over to the
Staff Association office (MC1–700) to pick
up their free USB flash drive and handy
tote bag.

Only dues-paying SA members are eligible
to receive the gifts.  But if you come to

the SA and sign up (or join via
sa@worldbank.org), you can get a drive
and bag immediately.

Membership is a bargain:  only $1 per year
for each $1,000 you earn net.  For that
you get to strengthen the voice of your

organization, dedicated to protecting you
and advancing your interests.  And you
get to dance out the door with a power
stick.

The SA Newsletter is published by the
World Bank Group Staff Association,
x39000.

Chair:     Alison Cave
Editor:     Pat Singer

If our dentists notice our stress
even in our ground-down teeth,

there’s a pattern there.


