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The WIPO Coordination Committee was concerned with the following items on the Consolidated Agenda (document A/66/1):  1 to 7, 10(ii), 11, 20, 21, 22, 23 and 24.
The reports on the said items, with the exception of items 21 and 22, are contained in the General Report (document A/66/11).
The report on items 21 and 22 are contained in the present document.
Mr. Karan Thapar (India), Vice-Chair of the WIPO Coordination Committee, presided over the meeting.  

ITEM 21 OF THE CONSOLIDATED AGENDA
REPORTS ON STAFF MATTERS
5.	The Vice-Chair of the Coordination Committee, presiding over the meeting as Chair (hereinafter referred to as “the Chair”), introduced agenda item 21 and mentioned that there were two sub-items under consideration, which would be addressed separately.
(i)	Report on Human Resources
1. Discussions were based on document WO/CC/84/INF/1. 
The Chair invited the Director of the Human Resources Management Department (HRMD) to introduce the first document under consideration: the Annual Report on Human Resources. 
The Secretariat stated that it was pleased to present the Annual Report on Human Resources covering the period from January 1 to December 31, 2024, which provided an overview of Human Resources (HR)-related policies, initiatives, and activities of interest to Member States.  The Secretariat also wished to underscore that the mandatory topics were either contained in the current report or were accessible to the public on a dedicated webpage on the WIPO website, including for the first time this year the Annual Report on the Administration of Justice for the year 2024.  It added that the Annual Report should be read in conjunction with the WIPO Workforce Brochure — containing data and statistics on WIPO’s workforce — which was available on the WIPO website, as well as the Geographical Distribution Report which was transmitted to Member States twice a year.
The Secretariat observed that despite global uncertainty and technological shifts, WIPO remained strong and achieved its goals thanks to its greatest asset — its people.  The current report better illustrated how the Organization was building a workforce prepared for external pressures and providing the skills, tools, and confidence staff needed to thrive.
The Secretariat then highlighted key aspects of the six strategic objectives guiding the Organization’s HR work.  It indicated that over the past year, efforts were made to ensure that these objectives guided all actions and that the HR Strategy was actively lived, practiced and felt across the Organization:
· On culture, a staff survey was conducted to gain insights into the ongoing cultural transformation, identifying specific actions to evolve and making behavioral change concrete.
· To enhance agility, the Secretariat reported launching Mobility Connect with cross-sector “GIG” assignments aimed at breaking down silos and improving capability sharing.
· In performance management, the focus was on simplification, better alignment with WIPO’s objectives, and supporting staff development.  Expectations for managers were clarified, peer learning and mentoring expanded, and recognition programs continued to celebrate outstanding work.
· A new platform, Learning@WIPO was launched to empower staff with self-directed learning capabilities, allowing them to track progress, plan development paths, and align learning with organizational needs.

· In relation to well-being, emphasis was placed on emotional intelligence through leadership programs across the Organization at all levels.  A healthy workplace was one where people were seen, felt safe and supported, with clarity in work and purpose being critical to wellbeing.
· Lastly, the Secretariat highlighted the progress in advancing a digital One-Stop Shop and realigning the HR structure with business needs to reduce administrative burden for all.
On Results-Based Management (RBM), the Secretariat explained that RBM was fully embedded in 2024, linking strategy, staffing, and resources to outcomes.  Recruitment processes became fully results-based; performance management centered around learning; and teams were structured according to skills rather than titles. HR evolved into a strategic partner that helped each team connect daily work to WIPO’s broader mission, thereby enhancing purpose, decision-making, and efficiency.
Building on the foundation laid out by RBM, the Secretariat reported that Strategic Workforce Planning (SWFP) had translated RBM principles into action to develop, deploy, and adapt the workforce in line with evolving needs. Specifically, in 2024:
· Teams were restructured and roles reallocated through post reassignments, including G-to-P conversions.
· Focus was placed on high-impact areas such as digital services.
· Staff took on new assignments and acting roles to gain leadership experience.
· Future-critical skills — including artificial intelligence (AI) awareness, data literacy, and client service — were embedded into job profiles and learning plans.
The Secretariat stated the continued focus on merit in recruitment and highlighted a positive trend in recruitment data, reflecting increasing candidate interest and stronger geographical diversity in selections.  For example, the number of selected candidates more than doubled for both Africa and Eastern and Central Europe and Central Asia compared to 2023. 
In addition to recruitment, investments in early-career talent continued through Internship, Fellowship, and Young Experts Programs, which helped build intellectual property (IP) expertise globally. Strategic use of consultants provided fresh expertise without increasing long-term staffing levels.
On strategic learning, the Secretariat encouraged an organizational mindset of being a “learn-it-all” rather than a “know-it-all.”  It was noted that curiosity and continuous learning were essential for success in a fast-paced environment.  Each sector now employed a Learning Matrix to align training with evolving needs, while the Learning@WIPO platform supported self-directed learning and progress tracking.  Leadership programs were offered across all staff levels, reflecting the expectation that everyone at WIPO would exercise some form of leadership.
The Secretariat mentioned that deliberate steps were taken in 2024 to strengthen culture through concrete actions.  The Management Retreat resulted in the introduction of Workplace Rituals — small, team-owned habits to build trust and openness.  Internal communication shifted towards real dialogue, moving beyond announcements, and positive behaviors were scaled through Communities of Practice.
Efforts to deepen connection and belonging, where culture became a shared responsibility, included enhanced understanding of neurodiversity, continuation of a zero-tolerance policy on harassment across the employee lifecycle, and expanded leadership development to incorporate diverse thinking and problem-solving styles.
The Secretariat also reaffirmed the strengthening of HR as a strategic enabler, noting significant digital progress in streamlining services and setting the foundation for the 2025 Oracle-based Enterprise Resource Planning (ERP) rollout.
On geographical diversity, the Secretariat reported accelerated implementation of the Geographical Diversity Action Plan (GDAP) in 2024, entrusted to it by Member States, focusing not only on recruitment, but also on growing and mapping talent pipelines.  Key achievements included:
· The development of a new Key Performance Indicator (KPI) framework aligned with the three GDAP pillars.
· On partnerships, six interactive sessions were held with Group Coordinators and interested Member States; participation in regional meetings with IP office representatives; and engagement in 18 bilateral consultations with member states.
· On mainstreaming, Strategic Workforce Planning in the context of the Program of Work and Budget discussions supported the identification of future skills needs for building talent pipelines.
· On capacity building, pilot projects designed to be replicable were underway in Botswana, Estonia, and Paraguay.  The Jobs at WIPO portal was redesigned to improve access and understanding of the recruitment process.  Collaboration with the Regional and National Development Sector (RNDS) and the WIPO Academy was strengthened to reach new talent.
The Secretariat concluded by emphasizing that this journey would continue on a foundation of strong fundamentals and clear direction, supported by shared commitment.  It reaffirmed that moving forward, the partnership of Member States remained critical and that through collaboration, WIPO would build a workforce that reflected its global community and enhanced its worldwide impact.
The Chair thanked the Secretariat for its presentation of the Annual Report on Human Resources and proceeded to open the floor to Delegations for their comments.
The Delegation of Pakistan, speaking on behalf of the Asia and the Pacific Group (APG), thanked the Secretariat for the comprehensive Annual Report on Human Resources and expressed appreciation for its continued commitment to fostering an equitable and inclusive workplace.  APG particularly welcomed the positive trends observed in increasing representation of underrepresented regions within WIPO’s workforce.  However, it emphasized that despite these gains, there remained considerable scope to advance the shared goal of a truly representative and balanced international organization.  The Group attached great importance to equitable geographical distribution, viewing it not only as a guiding principle of the United Nations (UN) system, but as an operational necessity for inclusivity and effectiveness at WIPO.  Therefore, APG called for more targeted actions to bridge existing representation gaps, especially in core areas of the Organization’s work.  It also recommended that future HR reports include subregion-wise recruitment data and trend analyses to enable Member States to assess progress in geographical balance over time in a disaggregated manner, helping to identify areas requiring targeted support and outreach.  It appreciated efforts to mainstream geographical representation under the GDAP and reiterated the need to continue work in this direction.  The Group stressed that a truly balanced workforce must reflect equitability not only in recruitment but also in participation and influence.  It expressed its confidence that the Secretariat and Member States could collaborate to achieve a geographically balanced and equitable workforce truly representative of WIPO’s membership and looked forward to continued engagement on this important issue.
The Delegation of Estonia, speaking on behalf of the Group of Central European and Baltic States (CEBS), thanked the Secretariat for the information presented in the Annual Report on Human Resources and acknowledged the efforts to enhance the overall quality of the Organization through the implementation of various programs and strategies related to employment policies and organizational culture.  The CEBS Group expressed gratitude for the Annex on the progress of the GDAP and recognized steps taken in strategic initiatives, including communications with Group Coordinators and Member State representatives, the creation of internal HR dashboards, the Careers in IP pilot project, and redesigned WIPO job-portal.  It also thanked the Secretariat for presenting data regarding job openings subject to geographical distribution and the resulting appointments.  However, the CEBS Group reiterated the importance of supplementing this information further to better map and address the persistent underrepresentation of its member states.  It emphasized the need for more detailed regional breakdowns specific to its geographical region, including data on the employment structure, the number of applicants and selected candidates, and distinctions between internal and external selections.  In its view, this information would improve its understanding if there was any progress in addressing its representation in senior positions within the Organization.  The Group expressed its readiness to engage in tailored discussions aimed at better understanding future changes in HR policies and strategies, which could help member states prepare and engage more actively for WIPO’s needs.  It saw value in more detailed information on projected organizational changes based on the announced retirement cycle and ongoing internal changes, stressing this should be undertaken in compliance with UN International Civil Service Commission (ICSC) guidelines and recommendations.  The Group advocated for harmonized HR reporting aligned with ICSC standards, including reports on staff by geographical region, nationality, gender, and grade.  Additionally, the Group requested that future HR annual reports include more detailed forecasts of vacancies related to retirements, with breakdowns by positions and required profiles, to assist member states in talent pool development aligned with WIPO needs.
The Delegation of China thanked the Secretariat for drafting and publishing the Annual Report on Human Resources, noting the innovations in both format and content, which improved the report’s readability.  The Delegation appreciated the good exchanges between the Secretariat and member states, including itself, on the report and on WIPO’s HR policies during the 39th Session of the Program and Budget Committee (PBC).  It also commended the positive achievements in human resources management in 2024, including enhanced staff training, improved geographical representation, and progress on gender equality.  Concerning retirements, the Delegation recalled that the Secretariat had mentioned at the 39th session of  PBC that relevant information was contained in Table 17 of the Workforce Brochure, which listed the total number of staff by category who would be retiring between 2025 and 2029.  It thanked the Secretariat for this information and stated that further to its careful study of the data, it requested that the Secretariat provide further details on the specific sectors  and divisions of these retiring staff members.
The Delegation of Japan, speaking on behalf of Group B, thanked the Secretariat for the comprehensive Annual Report on Human Resources and acknowledged the progress achieved in 2024.  Group B recalled its statement delivered at the 39th Session of the PBC and expressed its appreciation for the answers provided by the Secretariat.  The Group stated that merit and transparent processes should remain the paramount considerations in WIPO’s hiring and appointment practices and that it wished to re-emphasize the importance of merit-based staff recruitment.  Regarding geographical balance, the Group believed that the geographical distribution principles agreed upon by WIPO member states, as set out in document WO/CC/IX/2, should underpin all related discussions between member states.  It also expressed its concern on the data contained in the Geographical Distribution Report (document C.N. 4219), which indicated that some geographical regions in which Group B members remained underrepresented year after year, falling outside the established ranges.  The Group noted that such underrepresentation reflected a serious mismatch between its members’ financial contributions and their level of representation within WIPO.
The Delegation of Namibia, speaking on behalf of the Africa Group, thanked the Secretariat for the report and for its ongoing efforts to ensure representation of all regions and member states within WIPO.  The Group expressed concern over the longstanding imbalance in geographical representation in WIPO’s workforce, highlighting the underrepresentation of African nationals, particularly in leadership, senior management, and key decision-making positions.  It stressed that equitable geographical representation was essential for WIPO’s legitimacy, sustainability, and inclusiveness as a collective.  It further emphasized that such representation was critical for reflecting the diversity of WIPO’s global membership and ensuring responsiveness to the needs and priorities of all member states.  The Group underlined that underrepresentation limited the diverse perspectives and wisdom crucial for quality decision-making, depriving the Organization not only of the rich talents, but also of the wealth of experience and competencies that were uniquely shaped in a specific region such as Africa. Consequently, it called upon the Secretariat to address this imbalance through targeted recruitment, training, and career development opportunities specifically for qualified and competent candidates.  The Group also urged that member states be enabled to track progress on geographical representation with annual data disaggregated by region, gender, and grade level.  In conclusion, the Group reaffirmed its commitment to constructive collaboration to uphold principles of fairness, equity, and diversity in the Organization’s people, policies, and practices, stressing that genuine and effective representation was essential for WIPO to fulfill its mandate.
The Delegation of the Republic of Korea thanked the WIPO Secretariat for preparing document WO/CC/84/INF/1 and commended the Organization’s ongoing efforts to strengthen its workforce through strategic human resource initiatives.  These initiatives included minimizing the creation of new posts, promoting internal mobility, and investing in staff capacity building.  The Delegation welcomed the shift towards a more agile, inclusive, and data-informed HR function, noting its alignment with the evolving needs of a modern, impact-driven institution.  In particular, it expressed appreciation for the Secretariat’s efforts to enhance geographical diversity through the implementation of the GDAP.  The Delegation highlighted the Secretariat’s inclusive and transparent engagement with member states, including multiple consultations and the establishment of a Member State-based talent outreach mechanism, such as the Focal Point Network (FPN), as evidence of the Secretariat’s genuine commitment to addressing geographical imbalances and ensuring that the Organization drew from the wildest possible pool of global talents.  The Delegation fully supported these initiatives and expressed readiness to contribute actively to the GDAP’s implementation, including through close cooperation in operating the FPN and in achieving the GDAP’s KPIs.  At the same time, the Delegation noted persistent staffing shortages across departments, pointing out that some vacant posts were not being filled in a timely manner.  It cautioned that this could result in excessive workloads for existing staff, potentially affecting staff well-being and the Organization’s long-term sustainability.  The Delegation encouraged the Secretariat to carefully monitor staffing levels and ensure recruitment processes were responsive and efficient.  Furthermore, it urged the Secretariat to take necessary measures to mitigate the excessive burden on current staff and to preserve the quality and effectiveness of the Organization’s work.
The Delegation of Kazakhstan expressed its appreciation to the Secretariat for preparing the Annual Report on Human Resources and took note of the Annex on the implementation of the GDAP.  It commended the Secretariat’s efforts to promote inclusivity and reflect diversity within the Organization’s staff.  However, the Delegation noted with concern that countries from Eastern and Central Europe and Central Asia, including Kazakhstan itself, remained underrepresented in the workforce as they have been in the past, particularly regarding the number of appointments to posts.  The Delegation requested greater inclusion of its nationals in training programs, youth programs, and professional appointments.  It expressed its conviction that a more active policy aimed at involving specialists from underrepresented regions would contribute to a more balanced and better-functioning Organization.  The Delegation reaffirmed its willingness to engage and cooperate with the Secretariat and other member states to promote a steady flow of trained officials into the Organization, noting that this would also enhance countries’ national capacity in the field of IP.
The Delegation of Mexico thanked the Secretariat for presenting the Annual Report on Human Resources and expressed its appreciation for the additional information provided by the Secretariat during the 39th Session of the PBC.  It reiterated previously expressed concerns regarding the low participation levels of staff in programs related to health, safety, integrity, and diversity.  The Delegation urged that training courses on these important topics be made mandatory, particularly for staff holding managerial responsibilities.  While recognizing WIPO’s approach to neurodiversity, it emphasized the need to promote a broader scope of diversity, including cultural, linguistic, gender, and sexual orientation amongst others.  The Delegation requested further information on the strategies and actions taken by the Secretariat to advance gender equality, especially with regard to the appointment of women to high-level positions.  It also called for future reports to highlight WIPO’s role in preventing sexual harassment, particularly through the Secretariat’s capacity as Co-Chair of the UN Interagency Working Group on this issue, and recommended that the topic be integrated into institutional training and oversight programs.  Furthermore, the Delegation also noted the importance of enhanced coordination among the Ethics Office, the Internal Oversight Division, and the Ombudsperson, calling for more information on this coordination in future reports.  It welcomed the implementation of key performance and accountability indicators and expressed anticipation regarding the results once the system was fully operational.  In conclusion, the Delegation reaffirmed its commitment to an HR management approach centered on the well-being, development, and dignity of staff and expressed its appreciation for the Secretariat’s ongoing efforts in this area.
The Delegation of the Kingdom of Saudi Arabia expressed its gratitude to the Secretariat for preparing document WO/CC/84/INF/1.  The Delegation appreciated the HR policies and the updates based on the RBM framework, noting that these policies strengthened institutional capacity and supported effective implementation of WIPO strategies.  It commended efforts to strengthen the Organization’s institutional culture, as well as the efforts to enhance diversity, which in its view would positively impact performance and help create an incentivizing workplace for people from diverse backgrounds.  The Delegation also appreciated the enabling of leadership positions, highlighting this as a key pillar for sustaining institutional performance within WIPO.  It emphasized its support for fair geographical distribution based on efficiency of human resources, stressing the importance of representing all member states in a manner that reflected diversity and enabled active participation by all actors.  The Delegation underlined the strategic nature of HR management as a partnership essential to achieving WIPO’s mission and supported ongoing efforts to develop human capital and strengthen the workplace to foster innovation internationally.
The Delegation of Brazil thanked the Secretariat for the drafting and presentation of the Annual Report on Human Resources and welcomed the Secretariat’s efforts to strengthen institutional policies focused on promoting gender diversity and creating a more inclusive, equitable, and respectful working environment.  In its view, such initiatives were fundamental to improving organizational culture and strengthening the legitimacy and efficiency of WIPO’s actions.  The Delegation encouraged the continuation and improvement of these policies based on clear indicators and measurable targets.  The Delegation also expressed satisfaction that in 2024, 60.2 per cent of selections were women, surpassing the 51.4 per cent proportion of women applicants, demonstrating institutional commitment to gender equality.  The Delegation called for continued efforts to reduce gender disparities at higher levels, particularly through mechanisms to develop female leadership and ensure sustainable gender balance across all organizational levels.  It also reiterated the importance of advancing geographical representation and welcomed the 60 per cent selection conversion rate of candidates from the Group of Latin American and Caribbean States (GRULAC)—the highest among geographical regions—highlighting the region’s qualification level and the importance of promoting geographical diversity at WIPO.  The Delegation recalled that the geographical distribution principles approved by Member States in 1975 remained applicable, but did not reflect current realities and challenges and called on all Member States to engage in transparent and constructive discussions to develop a policy on geographical distribution, which was more just, updated, and aligned with UN principles.
The Delegation of Argentina expressed its appreciation for the submission of the 2024 Annual Report on Human Resources and for the Secretariat’s ongoing commitment to modernizing this strategic function.  The Delegation welcomed progress in creating a more dynamic, focused, and results-oriented approach and positively noted the innovative practices in monitoring performance and strengthening organizational culture, as well as initiatives supporting learning and mobility that fostered professional development and cross-sectoral cooperation.  The overhaul of the recruitment portal was commended for enhancing transparency and clarity in the selection process.  On geographical representation, the Delegation appreciated the implementation of the GDAP and the Secretariat’s commitment to balanced representation of the geographical regions among staff.  However, the Delegation urged continued efforts to improve geographical representation, particularly at senior and management levels, and more particularly for Latin America and the Caribbean.  It emphasized that geographical diversity was a valuable asset, which would help the Organization better respond to all Member States’ needs.  The Delegation encouraged the Secretariat to maintain and expand its recruitment strategies to identify talent in underrepresented regions, build capacity, and ensure that selection processes reflected and appreciated candidates’ diverse backgrounds.  It also expressed its gratitude for briefings during the PBC, which enabled delegations understand better the actions undertaken, and called for the continuation of regular updates on priority areas.
The Delegation of Namibia aligned itself with the statement made on behalf of the Africa Group and acknowledged the 2024 Annual Report on Human Resources.  The Delegation referred to the appointment of the first female Director of the Division for Africa, describing this as a landmark appointment reflecting the Secretariat’s growing commitment to gender equality, diversity, and inclusive leadership.  It congratulated the Director on her appointment and expressed its confidence that her leadership would benefit Africa’s IP development agenda and the Organization as a whole.  While appreciating efforts to improve representation, the Delegation reiterated concern about the persistent geographical imbalance within the Secretariat’s workforce, notably the underrepresentation or absence of African nationals, including Namibians.  It stressed the need for a critical assessment of current mechanisms and urged the adoption of targeted, results-oriented approaches, such as category-specific recruitment and head-hunting strategies.  The Delegation called upon the Secretariat to reaffirm its principles of diversity, inclusivity, and transparency to ensure the Organization was truly representative and globally reflective.
As there were no other Delegations requesting the floor, the Chair then proceeded to give the floor to the Secretariat to respond to the statements made by the Delegations.  
The Secretariat began by thanking the Delegations for the positive feedback received on its ongoing efforts to engage with Member States and on the progress made.  The Secretariat highlighted that a key point that emerged from the statements made was the recognition of the importance of geographical representation in the Organization, describing it as a driving force that would continue to guide the Secretariat’s efforts.  However, this was not a one-time effort, but required regular engagement from all Member States, noting that only approximately 49 out of 193 Member States attended at least one meeting during the past year, though this still reflected progress.
The Secretariat reaffirmed that merit-based recruitment, along with transparency, was central to its hiring approach.  Every candidate was assessed based on merit, qualifications, and the organizational needs as stated in the vacancy announcements.  The Secretariat also acknowledged comments made by the Delegation of Estonia on behalf of CEBS and from other Delegations regarding the importance of data and talent pipelines.  While the Secretariat did not intend to include extensive data in every report, it wished to focus on key insights and remained available to engage with Member States specifically on talent pipeline issues.
Regarding upcoming retirements, the Secretariat explained that given the Organization’s stable headcount, retirements did not necessarily lead to recruitment of the same or similar posts, as reprioritization of posts did occur.  This created some complexity to communicate on such a topic in advance.  Moreover, the Secretariat had engaged with Member States on this issue and agreed to discuss planned upcoming vacancies ahead of the next biennium once the Program of Work and Budget was approved, thus allowing for a more agile approach.  It also emphasized the importance of communicating clearly about evolving organizational skill needs and working with Member States to build skills-based pipelines, rather than recruitment based strictly on specific posts.  This aligned with efforts of RNDS and the WIPO Academy to map IP talent in countries and support capacity building for more targeted outreach.
In response to the suggestion by the Delegation of Namibia for category-specific recruitment and headhunting, the Secretariat noted these methods were effective only when the required profiles and talent availability were well known and confirmed that the Geographical Distribution Report already included data broken down by country and grade, but would explore means to better capture the gender element.
With respect to the comment from the Delegation of the Republic of Korea on vacant posts not being filled quickly, the Secretariat clarified that in contexts of restructuring or evolving needs, caution was required to avoid simply replacing posts per se.  For example, evolving automation and customer service needs in registries affected job profiles of examiners. Furthermore, temporary positions were sometimes used while the long-term approach was being clarified.  The Secretariat reassured the Delegation that it was aware of the burden on current staff and was making significant efforts to avoid such situations.
The Secretariat recalled to Delegations that KPIs validated as part of the GDAP would be reflected in the next Annual Report, with continued exchanges with Member States throughout the year.  The Secretariat also expressed its appreciation for the engagement and cooperation from Member States and looked forward to continuing the journey of learning and collaboration.
The Chair thanked the Secretariat for its responses and passed the floor to the Director General for some additional comments. 
The Director General thanked the Chair and warmly greeted the members of the Coordination Committee.  He acknowledged the comprehensive response from the Secretariat and wished to reinforce and supplement some points. 
The Director General expressed his gratitude for the interest shown by Member States in the Organization’s work and in the management of its staff, and emphasized that IP was the business of the mind — ideas, imagination, and ingenuity — making people management a serious priority.  He noted that HR management formed the foundation of WIPO’s Medium-term Strategic Plan, supporting its mission, vision, and four pillars.  It was about creating the best environment for staff to deliver their best work daily, serving Member States effectively.
On recruitment and representation, the Director General deferred to the Secretariat’s comprehensive response, but stressed the importance of Member States collaboration.  He urged for Member-states continued engagement and energy beyond annual meetings, emphasizing that such partnership was crucial to making a difference.  He also highlighted the systematic outreach plan underway with Botswana, Estonia and Paraguay and expressed hope to extend the lessons learned from this to more Member States.  He noted that while energy was high during meetings, engagement from Member States outside these fora was lower than expected, and he pledged that the Secretariat would fully commit its efforts to this collaborative endeavor.
The Director General underlined the importance of organizational culture, citing “culture eats strategy for breakfast” and added that without a culture aligned to deliver, even the best strategies and KPIs would not achieve the expected results.  Since joining WIPO, he mentioned that his focus was on cultural transformation through consistent and wise management, fostering a more collaborative and proactive working environment.  Training and development were being expanded beyond senior leadership to multiple organizational levels, with increasing attention to mobility and other learning opportunities.  The Director General added that taking care of people, and ensuring appropriate structures, processes, and coordination, were not just the responsibility of HR, but a shared responsibility of the leadership and everyone across the Organization, and that this remained a key priority for him and his team.
The Director General stated that these efforts ultimately supported the Organization’s mission to assist innovators and creators worldwide and to help Member States integrate IP into their national narratives.  He concluded by looking forward to ongoing collaboration and sought Member States’ support and understanding, acknowledging that this was work in progress and that with collective efforts, the Organization would improve its workforce diversity, dynamism, and its support structures to assist Member States.
The Chair thanked the Director General for his remarks and noted that there were no other delegations requesting the floor.  He then expressed his appreciation to the Delegations for their positive engagement and mentioned that all statements would be duly reflected in the report.
The Chair then proceeded to close sub-item 1 of Agenda Item 21.
(ii)	Report by the Ethics Office
1. Discussions were based on document WO/CC/84/INF/2.
The Chief Ethics Officer introduced document WO/CC/84/INF/2 entitled Annual Report by the Ethics Office covering the period January 1 to December 31, 2024.  The Chief Ethics Officer explained that, in 2024, the Ethics Office had focused on three key priorities, namely:  (i) improving the accessibility of the Office by fostering a welcoming and approachable environment and creating a space where ethics-related questions could be discussed and addressed confidentially without hesitation or fear of judgment;  (ii) improving practical guidance to help members of personnel navigate ethical issues autonomously, by providing clearer, more accessible resources to empower them to make informed ethical decisions with confidence,  and (iii) prioritizing raising awareness and partnering with other internal stakeholders to strengthen the organizational culture that WIPO seeks to cultivate.  Regarding the Ethics Office's key initiatives and accomplishments, the Chief Ethics Officer stated that there had been a continued increase in demand for ethics guidance.  In 2024, the Ethics Office responded to 188 individual requests for advice, the highest number to date.  The most frequent concerns were related to outside activities followed by questions around standards of conduct, workplace tensions, and protection against reprisals or retaliation.  Notably, the majority of these requests came from staff, but the Ethics Office also supported fellows, young experts, individual contractors, and agency workers.  The Chief Ethics Officer also noted that outreach and training efforts had been significantly expanded.  In 2024, more than 550 personnel received targeted briefings, including new recruits, sector leads, senior managers, and directors of external offices.  The Office’s Intranet pages were also redesigned to offer practical guidance, and the Ethics Office communicated broadly on topics such as gifts and conflicts of interest.  The Chief Ethics Officer was particularly pleased that a 96 per cent completion rate was reached for the mandatory training on ethics and integrity.  The Chief Ethics Officer stated that, in the area of policy and standard setting, the Ethics Office initiated the review of two policies, the policy on outside activities and the policy on the disclosure of financial and other interests.  The review of the policy on outside activities had been suspended pending the approval by the UN General Assembly of the revised Standards of Conduct for the International Civil Service.  As for the review of the policy on the disclosure of financial and other interests, it was intended to better address IP-related conflicts of interest, in compliance with recommendations of WIPO's former external auditor.  This review was completed at the beginning of 2025.  The Chief Ethics Officer highlighted that the Ethics Office also advised on new and existing policies to ensure that ethics was embedded within the Organization’s internal practices.  With regard to protection against retaliation, the Chief Ethics Officer explained that the Ethics Office reviewed a total of five formal complaints in 2024, two of which were submitted that same year.  The three other complaints had been submitted earlier and were reviewed based on investigative findings.  None met the relevant threshold for prima facie or actual retaliation to be found.  The Chief Ethics Officer further explained that in 2024, the Ethics Office deepened its collaboration within WIPO and across the UN system.  As an active member of the ethics network of multilateral organizations, the Ethics Office continued contributing to global dialogue on ethics.  Internally, it strengthened partnerships with HRMD, the Internal Oversight Division, the Office of the Ombudsperson, the News and Media Division, Sector Leads and other key actors to ensure a holistic approach to integrity.  Finally, the Chief Ethics Officer stated that in 2025, the Ethics Office would focus on three key priorities, namely enhancing the use of data and analytics, continuing to refine ethics-related policies, and diversifying outreach activities.  In closing, the Chief Ethics Officer stated that the work of the Ethics Office is grounded in the belief that ethics is everywhere, and that the Office had worked, and would continue to work, to integrate ethical considerations into as many aspects of WIPO's operations as possible, ensuring that ethics is not only its responsibility but a shared responsibility across all levels of the Organization.  The Chief Ethics Officer expressed her gratitude to all those who placed their trust in the Ethics Office, and she thanked the Independent Advisory Oversight Committee for their valuable insights and the Member States for their continued support.

1. The Delegation of Japan, speaking on behalf of Group B, expressed its appreciation to the Secretariat for preparing the 2024 Annual Report of the Ethics Office and commended the Chief Ethics Officer for her comprehensive presentation.  Group B further expressed the view that the Ethics Office remains indispensable to WIPO's governance framework, fostering the culture of integrity that is essential for maintaining trust in global IP systems.  The Group also stated that offering confidential counsel and support to all WIPO staff is a fundamental aspect of the Ethics Office's responsibilities and welcomed the increase in demand for confidential ethics guidance, which, in its view, reflected growing staff confidence in the Office's advisory role.  The Group stated that the 96% completion rate for the mandatory training on Ethics and Integrity demonstrated progress and was commendable.
The Delegation of Mexico expressed its gratitude for the submission of the 2024 Annual Report of the Ethics Office and wished the Chief Ethics Officer full success in her new responsibilities.  The Delegation of Mexico further observed that the Ethics Office had carried out many activities throughout 2024, noting in particular the considerable increase in the number of requests for confidential ethics guidance as compared with previous years, which in the view of the Delegation, clearly reflected the trust that staff have in the Ethics Office.  The Delegation of Mexico asked to be provided with more information on the use of agency workers to support the work of the Office, and whether such assistance was sufficient.  The Delegation of Mexico also asked to be updated on one particular complaint of retaliation, which was pending throughout 2024.  Lastly, the Delegation of Mexico urged the Ethics Office to continue to conduct training and awareness raising activities and to follow up on key policies such as the policy on the disclosure of financial and other interests, as these were deemed essential to build a culture of full transparency at WIPO.
[bookmark: _Hlk203652178]The Chief Ethics Officer thanked the Delegation of Japan and the Delegation of Mexico for their comments and questions.  As regards the first question asked by the Delegation of Mexico, the Chief Ethics Officer confirmed that, in terms of staffing, the Ethics Office currently comprised one intern, one agency worker, and an external reviewer (not employed full time) but that, subject to the approval of the proposed Program and Budget by the Member States, one staff position of Ethics Assistant would be created.  The Chief Ethics Officer further stated that, in her view, the human resources allocated to the Office was satisfactory, highlighting however that there had been in 2024 significant efforts to rationalize the Ethics Office’s work and methods of work, notably in relation to tracking and following up, and to build institutional memory, thus allowing the Office to be more reactive.  As regards the second question, the Ethics Office confirmed that one complaint of retaliation, which had been pending in 2024, was still being investigated at the beginning of 2025, after the Ethics Office had found a prima facie case of retaliation.  The Chief Ethics Officer explained that complaints of retaliation were confidential and that she would be reporting on the outcome of this case next year.  As regards the third question, the Chief Ethics Officer confirmed that the review of the policy on the disclosure of financial and other interests was completed in 2025 and that several initiatives were conducted in terms of training to make sure that staff members who were subjected to the annual disclosure exercise were fully informed, and appropriately supported throughout the process.
The Chair thanked the Chief Ethics Officer. 
ITEM 22 OF THE CONSOLIDATED AGENDA
RENEWAL OF THE TERMS OF THE CHAIR AND DEPUTY CHAIR OF THE WIPO APPEAL BOARD
Discussions were based on document WO/CC/84/1.
Introducing Agenda Item 22, the Legal Counsel drew the attention of delegations to document WO/CC/84/1 and recalled that the WIPO Appeal Board was an administrative body with staff participation, established by the Director General to advise him or her whenever a staff member appealed against an administrative decision or a disciplinary measure.  The Legal Counsel noted that under Staff Rule 11.5.1, the Chair and Deputy Chair of the WIPO Appeal Board were designated by the WIPO Coordination Committee for a term of five years, based on a proposal made by the Director General after consultation with the Staff Council.  The term was renewable once.  The Legal Counsel further acknowledged that in October 2020, the WIPO Coordination Committee designated Ms. Joan Powers as Chair of the WIPO Appeal Board and Mr. Pierre Panchaud as Deputy Chair.  The Legal Counsel announced that the terms of Ms. Powers and Mr. Panchaud would expire on October 11, 2025, and that they both indicated that they would accept a renewal of their appointments under the same terms and conditions as their initial five-year mandate.  The Legal Counsel confirmed that pursuant to Staff Rule 11.5.1(b)(1), the Staff Council had been consulted on the renewal of the appointments of Ms. Powers and Mr. Panchaud and that it did not raise any objections concerning the renewal of both mandates.
The Delegation of Japan, speaking on behalf of Group B, thanked the Secretariat for preparing document WO/CC/84/1 and for the clear presentation.  The Delegation commended the Chair and Deputy Chair of the WIPO Appeal Board for their service over the past five years. The Delegation highlighted the importance of continuity and expertise in the functioning of the WIPO Appeal Board.  The Delegation was pleased that the proposed reappointment of the current Chair and Deputy Chair was based on a transparent process, ensuring the stability and professionalism necessary for the effective resolution of internal disputes within WIPO.  The Delegation concluded by supporting the recommendation to renew the appointments of the Chair and Deputy Chair of the WIPO Appeal Board for the five-year term as proposed in the document.
The WIPO Coordination Committee renewed, for a term of five years as from October 12, 2025:
(i)		Ms. Joan Powers as Chair of the WIPO Appeal Board; and
(ii)	Mr. Pierre Panchaud as Deputy Chair of the WIPO Appeal Board.


[Annex[footnoteRef:2] follows]  [2:  	It is customary practice that the Chair invites a representative of the WIPO Staff Council to address members of the WIPO Coordination Committee after the conclusion of its agenda to provide the perspectives of staff.  The Chair informed that he would follow the established precedent with the agreement of the Member States, on the basis of which he proceeded.  The statement of the representative of the Staff Council is annexed to this report.] 
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[bookmark: _Hlk172027771][bookmark: _Hlk173226156]Statement by the WIPO Staff Council to the WIPO Coordination Committee 
July 15, 2025, Geneva
“Excellencies,
Distinguished Chair, 
Director General,
Delegates and 
Dear WIPO Colleagues,
Thank you for the opportunity to address you on behalf of the dedicated staff who form the backbone of our organization. I will focus on three key areas that are vital to our collective success:
1) Relationship with the Administration
2) Supporting Staff: Aspirations, Growth and Wellbeing 
3) Support from Member States

Relationship with the Administration
Our working relationship with the Administration continues to evolve in positive directions. The monthly town halls, access by all staff to work planning meetings and management retreats have significantly improved transparency and communication. Staff members appreciate these new practices introduced by the current administration as well as the opportunity to hear directly from the Director General and his Administration on priorities and challenges, to have their questions addressed in open fora, and have their voices heard.
Moreover, initiatives such as the Staff Engagement survey, the internal mobility scheme and new models for learning and training show a genuine commitment to staff development. We hope that these initiatives will continue to result in concrete, tangible opportunities and improvements that staff can experience in their daily work, professional growth and career paths. 
Supporting Staff: Aspirations, Growth and Wellbeing
Professional development remains a top priority for our staff. 
While we appreciate the current training programs available, many staff members seek clearer pathways for career advancement within our organization. 
We are watching with concern as our sister agencies experience layoffs and cutbacks in programs owing to funding cuts. WIPO is blessed with a self-funding business model. But the truth is that no one is immune to changing tides. What seems secure today may face challenges tomorrow. 
WIPO staff members are committed to delivering excellence in our work and to serving you, our Member States and all our stakeholders and beneficiaries, with unwavering dedication. The Administration has been applying financial discipline. In this process, it is important to recall that sustainable workloads and adequate staffing are essential for a healthy, motivated and effective workforce. 
The wellbeing and morale of the Staff remain a top priority for us. The Staff Council continues to advocate for and work with the Administration to create an environment where every member of staff feels valued, respected, balanced and empowered. It’s about making safe spaces for dialogue and feedback, offering flexibility when it's needed, and ensuring workloads are manageable and sustainable.
Additionally, we are committed to empowering staff by providing opportunities for professional development and supporting clear pathways for career growth, so everyone can thrive and advance within the organization.
Support from Member States
We trust that Member States will continue to acknowledge WIPO’s unique self-funding model, and the vital and important role the organization plays in the prosperity and development of countries all over the world. As such, we appeal for your support in ensuring our current compensation packages remain attractive. This is not only a strong motivation for existing staff, but also for external recruits. WIPO has been recruiting a growing number of staff from the private sector, and it is important for the future evolution of the Organization that compensation remains competitive. 
Regarding recruitment, we are aware of the ongoing concerns voiced by some Member States about the number of internal selections of candidates in our recruitments. While we recognize the importance of geographical distribution, in the absence of promotion mechanisms, we hope that you will continue to support the growth and career progression of our existing staff. 
In the past, Coordination Committee members have not supported the Administration's proposals for internal promotions—a practice common in many sister organizations, which limits the eligibility of certain posts to internal candidates.
This severely restrains the ability of management to promote deserving colleagues. We urge you to reconsider your position on this issue. Internal promotions, reward excellence and willingness to learn new skills and take on additional responsibilities. They boost employee morale while preserving institutional knowledge, creating a virtuous cycle where staff see clear paths for advancement within the Organization. 
This is of course also beneficial to the Member States that we serve.
While we understand - and are grateful -  that the Administration is not considering job cuts as a result of the current financial difficulties sweeping across the UN system, it is important to note that posts have remained stable for a number of years now, effectively meaning that staff do more with less even as the Organization expands into new areas of relevance for the innovation ecosystems around the world. We have found efficiencies in technology and work methods and expanded our flexible workforce. 
In the WIPO Performance Report, productivity gains have been achieved; for instance, a nearly 8% increase in PCT examination formalities productivity in 2024, as compared to the year before, largely due to automation and new work methods that enabled the processing of higher levels of workload. While technology will continue to drive efficiencies, we are encouraged and heartened by many delegates' statements that continue to keep the human element at the heart of innovation and creativity. 
Conclusion
Your advocacy and support are invaluable to staff morale and effectiveness. We remain deeply committed to WIPO’s mission and success. By strengthening our partnership with the Administration, enhancing growth opportunities and continuing to receive your valued support, we can collectively achieve even greater impact in the years to come and face the challenges that may lie ahead.
Thank you for your time and consideration.”

[End of Annex and of document]
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