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EXECUTIVE SUMMARY

1.  The Human Resource Management Department (HRMD) has taken considerable
measures to improve WIPO’s Performance Management and Staff Development System
(PMSDS) since its implementation in 2009. The system has been enhanced and refined
over the years to include a planning phase that links individual objectives to organizational
performance, a four level rating scale, performance improvement plans, and training and
development. Likewise, PMSDS guidelines and handbooks have been updated to reflect the
current processes. Furthermore, the PMSDS has been linked to the WIPO rewards and
recognition program, the learning and development policy, the performance rebuttal
procedures, as well as to administrative consequences as established in WIPO'’s Staff
Regulations and Rules, and related office instructions.

2. While acknowledging what has been achieved so far, more can be done to further
enhance the existing system and practices. For instance better aligning recruitment,
performance management, staff development and training activities would help ensure that,
staff members have the appropriate skillsets and competencies for their posts, and HRMD
efficiently manages changes in roles and competencies to address evolving business needs.
A better alignment can be achieved through the planned integration of PMSDS, and the
Training Database (TDB) into the Organization’s Enterprise Resource Planning (ERP)
solution.

3. The current link between Individual staff objectives and the Organization’s expected
results in the PMSDS is not achieving its intended effect because staff members cannot
relate their efforts directly to WIPQO'’s expected results. This is because these high levels
expected results are not translated into Program level activities that could be better linked to
staff objectives. Therefore, aligning individual staff objectives with Program/work plan
activities in the PMSDS would help provide more clarity on how staff efforts support
organizational expected results.

4.  Developing performance standards for generic roles that are common across the
organization, such as administrative assistants and secretaries, would enhance efficiency
and consistency of the performance management process. Likewise, introducing additional
performance evaluation methods, such as self-assessments and two way assessments and
360 degrees evaluations would improve the overall fairness and credibility of the
performance evaluation process. Also, making mid-term performance reviews mandatory for
cases of underperformance would serve to better monitor and track performance
expectation, provide early warning signals for potential challenges, and improve the
effectiveness of the system.

5. Finally, there has been no dedicated organizational-wide survey for the performance
management system since its implementation in 2009. Implementing feedback and review
mechanisms that would ensure that the staff performance management system is functioning
in an efficient and effective manner would help enhance the credibility and effectiveness of
the system.
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