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Why is HR reform important?

• We know that to achieve our ambitious agenda we need  the right 
workforce, focusing on the right work at the right tim e

• You asked us 
- to be bold 
- to be concrete and to set measurable goals and targets 
- to move our resources to meet the new challenges 
- to diversify our workforce

• We agree that to be successful we need a workforce th at is
- more flexible 
- with different and enhanced skills and knowledge
- and engaged and motivated
- supported by appropriate systems, tools and processes
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The foundations of HR reform

• We acknowledge the lack of progress in some aspects  
of HR reform 

• However there has been important and innovative wor k 
in the HRM domain

- the development and training inputs to support our country presence

- the development of IFAD’s core values
- the transparent assessment of the leadership of IFAD using 

360-degree feedback
- the conducting of a staff survey and following through on 

the issues

- the re-launch of our corporate induction process

- the investment in e-enabled processes including on-line pay slips



HR reform 

Why is HR reform important?

Deliverables by December 2008

Our medium-term goals

The foundations of HR reform

Progress since April 2008 



Progress since April 2008

• We have made good progress since the last 
Replenishment meeting

• We have 
- Agreed the strategic and immediate priorities i.e. a workforce that is:

• More flexible
• With different and enhanced skills and knowledge
• Who are more engaged and motivated
• Supported by appropriate systems, tools and processes

- Designed a programme of work and identified resources to support it

- Operationalised the governance of that programme of work through the 
HR Strategic Management Committee chaired by the President



Progress since April 2008

• To create that more flexible workforce we have star ted 
work on:

- The development of a strategic workforce plan
- The mapping of our current workforce to enable us to align 

them more clearly to our objectives
- Opened a dialogue with staff representatives about a voluntary 

departure programme
- Agreed an outline policy on more active movement of staff 

inside the organisation



Progress since April 2008

• To create different and enhanced skills and knowledge
we have:

- Launched our knowledge management strategy in the 
organisation

- Delivered 187 training days to 65 people in support of our 
commitment to address core competence requirements in both 
general service and professional staff

- Worked actively to share resources with other Rome-based 
agencies with a focus on technical skills and leadership and 
management

- Identified 15 of our top performing professional staff for an 
enhanced development programme as part of our commitment 
to support internal managerial growth and competitiveness



Progress since April 2008

• To improve employee engagement and motivation 
we have

- Moved! And celebrated 30 years of IFAD

- Begun work on the thorny issue of short-term 
and fixed-term contracts

- Sustained our commitment to transparency of 
decision-making, including posting of information on 
our intranet



Progress since April 2008

• And to provide effective systems, tools and process es 
we are

- Piloting e-performance management
- Underpinning the 2009 budget process with a focus on 

workforce planning
- Investing in PeopleSoft development to e-enable the hiring of 

consultants
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Deliverables by December 2008

• A more flexible workforce
- A strategic workforce plan identifying the profile of skills,

locations, employment patterns required to deliver the 
Replenishment objectives

- Reliable and credible data on the wider workforce, including 
consultants, available to decision-makers

- Organisational ‘map’ showing the ‘front line’ and the support 
roles

- Voluntary departure programme in place
- Initial draft of new flexible contract



Deliverables by December 2008

• A workforce with different and enhanced skills and 
knowledge

- A statement of the career proposition – what it means to work 
for IFAD

- A plan of investment in new skills and knowledge for 2009 and 
beyond, including working in the field

- Definition of the role and accountability of all managers
- Professional skills embedded in HR



Deliverables by December 2008

• A workforce with high levels of engagement and 
motivation

- Staff survey completed and follow-up actions agreed
- Brown bag lunches with members of the senior 

management to gather feedback



Deliverables by December 2008

• Appropriate systems, tools and processes
- Plan of further e-enablement using PeopleSoft
- Simplification of HRPM with clarity on compliance and areas for 

discretion
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HR Reform

IFAD has the right 
organisational 
structure and 

profile to meet its 
objectives

IFAD has an open 
and empowering 

culture that 
supports the 

values and mission 

IFAD develops all 
staff to achieve 
their potential 

through investment 
in learning

IFAD has the right people systems, tools and processes to 
support its mission



Our medium-term goals

IFAD has the right 
organisational 

structure and profile 
to meet its 
objectives

To be measured by:

� number of 
permanent staff on 
flexible contracts

� ratio of staff in 
operations to support 
roles

Active re-profiling 
of workforce to 

develop flexibility 
and where a 

continuing career 
is based on 
performance



Our medium-term goals

IFAD has an open 
and empowering 

culture that 
supports the values 

and mission 

To be measured by:

� improvement in 
the response rate 
and average scores 
on staff survey

� sickness absence 
down

Performance and 
reward strategies 

that align 
employee 

commitment with 
business results



Our medium-term goals

IFAD develops all 
staff to achieve 
their potential 

through investment 
in learning

To be measured by:

� %  increase in 
learning days (to a 
benchmark to be 
agreed)

� % director/ 
specialist posts with 
credible succession 
plan

Learning plans 
are in place for all 

aspects of the 
business with the 

emphasis on 
building core 

skills to support 
our mission



Our medium-term goals

IFAD has the right people systems, tools and processes to 
support its mission

To be measured by:

� cost per payslip

� days to recruit

� % performance 
reports completed 
within 45 days of year-
end 

An administratively 
efficient, strategically 
effective HR function 

supporting 
competent 

supervisors and a 
well-led organisation



IFAD People Strategy 
2008 - 2012

� to be launched in 
September 2008

� to drive the HR 
reform and provide 
the framework for 
evaluation of 
progress

HR Reform



Thank you for your attention.


