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	Purpose
The goal of the Human Resources Strategic Plan (HRSP) is to transform ITU’s people management and its capacity to deliver on the strategic and financial plans of the Union. The strategy reaffirms that the greatest resource of ITU is a skilled, motivated, and dedicated workforce of the highest competence and integrity that is geographically diverse, gender-balanced, and empowered to achieve ITU’s mission and strategic objectives through a commitment to managing for results. The strategy also highlights the need to modernize ITU’s human capacity, processes, procedures and tools and emphasizes the importance of integration and harmonization with the United Nations Common System and the values of the international civil service. 
This progress report reflects the organization's commitment to fostering a people-centric culture, developing an agile workforce, streamlining HR services, and creating an enabling work environment.
This progress report highlights the key results achieved under each of the four pillars in 2023, thereby bringing to conclusion the 2020-2023 HRSP. To drive organizational excellence, HRMD’s strategic commitment will shift from a four-year People Strategy to a more focused Human Resources Transformation Plan (HRTP) 2023-2025. The HRTP will act as a pivotal driver to the ITU Transformation Roadmap.
Action required by the Council
The Council is invited to take note of the progress report on the implementation of the HRSP 2020-2023.
Relevant link(s) with the Strategic Plan
Excellence in human resources and organizational innovation.
Financial implication
Within the allocated budget 2024-2025.
References
Council documents C20/54, C21/54, C22/36 and C23/55; Council Resolution 1413 (C23-EXT), Resolution 48 (Rev. Bucharest, 2022) of the Plenipotentiary Conference


Pillar 1: Fit-for-purpose workforce integrating diversity and agility 
(aligning ITU workforce to ITU goals)
The first pillar emphasizes the establishment of a fit-for-purpose workforce, ensuring alignment between the Union's strategic priorities and staff functions and posts, and fostering a balanced and diversified workforce. This includes considerations of age, gender parity at all levels of the Union, and geographical distribution.
This pillar also includes aiming to achieve a balance between internal and external recruitment, and implementing strengthened, simplified, and shortened recruitment models and processes.
It aims not only to enhance ITU's employer brand but also to strengthen partnerships with Member States and national governments, develop a talent pipeline (including FIT/secondments, loans, Junior professional officers (JPO), Young Professionals Programme (YPP) and sponsored interns), but also to engage donors on the importance of investing resources in developing ITU’s depth and breadth of ‘people’.
Key highlights:
1. The Human Resources Management Department (HRMD) has developed a Special Service Agreement ‘Accelerator’, as part of the ongoing efforts to enhance and expedite the recruitment of ITU’s complementary workforce. 
2. In line with ITU’s objective to promote youth and tap into this important talent pipeline, The Young Professionals Programme (YPP) launched in 2023, to promote youth employment at ITU with a focus on hiring from least-developed countries, which are currently unrepresented or under-represented among staff. 
3. In moving forward on data-driven decision-making as part of the “service” pillar of the ITU Transformation plan, HRMD implemented a dynamic live dashboard, updated continuously through a data feed sourced from the SAP HR data warehouse, which provides updated statistics on all ITU personnel, thereby providing a comprehensive overview of key ‘people’ metrics, including gender and geographical distribution. 
4. To implement the UN system-wide strategy on gender parity launched by the United Nations Secretary-General, and to align with ITU’s human resources strategy for a gender-balanced workforce, HRMD drafted the Gender Parity Implementation Plan in 2023, with finalization and updates scheduled for 2024.
5. Efforts to attract qualified women to ITU include active participation in external events, the utilization of new recruitment tools, and diversifying advertising channels beyond the ITU career site. HRMD took part in activities and OneUN events to promote women in the UN System. 
6. To ensure ITU maintains a leading position in innovation and technology, HRMD prioritizes supporting the Union's forward movement by attracting diverse, industry-leading specialists. Special attention is given to recruiting the staff from a broad geographical basis, with HRMD leading on several initiatives to increase ITU’s focus on geographical distribution, including through recruitment and reinforcement of important talent pipelines. HRMD provides statistics on geographical distribution and gender for all professional and higher-category recruitments, enabling hiring managers to make informed decisions.
Pillar 2: Engaged employees
This pillar focuses on establishing strategic and operational alignment between staff performance and ITU goals through an effective performance management system. It emphasizes the importance of a leadership model that encourages continuous feedback and fosters trust, responsibility, transparency, and accountability at all levels.
It outlines comprehensive staff orientation, mentoring, and a streamlined exit process to capture lessons learned, aiming to improve ITU’s systems, processes, and culture.  It highlights the importance of meaningful performance evaluations, training opportunities, and cultivating a culture of achievement recognition. Additionally, it integrates change management into talent management and development practices. 
Building on the experience of a remote work environment during the COVID-19 pandemic, ITU has now shifted to a system of hybrid working arrangements, which supports the work-life balance of staff while maintaining the benefits of office presence, such as encouraging team spirit, knowledge sharing, and communication.
Key highlights:
1. An updated ITU performance management service order (23/05) was implemented on 6 April 2023, with the aim of streamlining and simplifying the existing performance review process. 
2. The 2023 ITU Performance Management and Development System (ePMDS) exercise has been completed for the majority of ITU staff members (77% on 4 March 2024), ensuring recognition of achievement of performance objectives, discussion of performance challenges, and a review of the achievement of individual learning objectives.
3. HRMD developed and implemented a Performance Management Toolkit in November 2023 specifically aimed at helping managers in address underperformance. The toolkit includes guidance on performance improvement plan implementation, including structured processes and timelines.
4. This was further reinforced through four performance management clinics focusing on accountability, and continuous feedback, attended by 135 staff members and 47 supervisors. Ongoing support to staff members and managers has been provided on the revised performance management processes, with over 600 support requests received throughout 2023.
5. Change management training completed in 2023 for 56 ITU staff members. HRMD is currently leading two teams of Change Makers, relating to (i) leveraging mobility to enhance flexibility and agility of the workforce; and (ii) revitalizing ITU's Performance management culture and behaviour towards increased accountability, recognition, and development.
6. To optimize budgetary balance, realign the Union's structures and resource allocation, and enhance ITU’s ability to obtain needed skill profiles, a Voluntary Separation Programme (VSP) was launched in March 2023, through which 27 staff members were separated from service between 30 June 2023 and 31 December 2023, totalling a cost of CHF 3 659 544[footnoteRef:2]. The distribution of the posts was the following: 24 staff members from the General Secretariat, 1 from the BR, 1 from the TSB and 1 from the BDT. The savings from the implementation of the VSP for 2023 is part of the result achieved during the 2023 budget implementation (See document C24/19). The Coordination Committee is guiding the reinvestment of savings for 2024 and beyond. Priority will be given strengthening human resources in such areas as financial management, human resources management, governing bodies support, UN affairs, ICTs and environmental sustainability as well as emerging technologies, and gender and youth. Part of the savings will also be used to support the implementation of the Young Professionals Programme. CHF 2.34M remaining out of the financial envelope authorised for the voluntary/agreed separation and early retirement scheme by Council Resolution 1413, and the management is in discussions for the use of this remaining amount. [2:  	Total includes termination indemnities for all 27 staff members, along with ITU’s contributions to the UN Joint Staff Pension Fund (UNJSPF) and/or UNSMIS health insurance scheme for 15 staff members, and outplacement support for 1 eligible staff member, in accordance with Service Order No. 23/03.] 

7. Leveraging the Learning Management System (LMS)ensures effective data collation for analysing training efforts. The completion of the End of Year Learning Report establishes a basis for assessing the return on investment and informing subsequent decisions in learning and development initiatives. Lessons learnt for 2024 include the establishment of an organization wide learning needs assessment (developed during 2023) and establishment of a learning advisory board to provide ongoing guidance on learning needs and initiatives.
8. Staff members have developed their skills through training webinars, as well as online training content (with over 10 000 LinkedIn Learning videos viewed by ITU staff during 2023). 2024 will see a review and redesign of the ITU competency framework to best meet ITUs talent management needs now and in future. 
9. Developed a comprehensive induction program for new ITU staff, designed to provide essential information about the organization. 90-minute induction sessions have been held periodically throughout 2023/early 2024, providing 139 attendees with information on HR, medical services, ethics, security, and cybersecurity.
Pillar 3: Excellence-driven HR services
The third pillar is dedicated to establishing a business partnering and results-based HR model. HRMD aspires to evolve into a trusted and accountable partner, characterized by a proactive and service-oriented approach. It places a strong emphasis on fostering connections with internal customers, streamlining HR services and enhancing efficiency in HR operations. 
As part of ensuring excellence-driven HR services, HRMD is undertaking a comprehensive review and update of HR-related regulatory provisions to ensure that HR-related decisions are taken on a consistent and sound legal basis. Additionally, efforts are directed towards capacity building and empowerment of the Bureaux and General Secretariat departments to improve communication and understanding of specific HR-related baselines, ultimately ensuring seamless HR service delivery between HRMD and its clients.
Key highlights:
1. Efforts have been made to improve and automate reporting process with SAP Business Warehouse (BW) and Power BI, in line with ITU Visioning Exercise guidance on digital transformation and establishing a data-based culture. These efforts have included a data connection project to consolidate multiple data sources into Power BI. As such, ITU decision makers now have access to live data on numerous topics including teleworking arrangements (launched in November 2023), sick leave (July 2023) and performance management (July 2023). Data cleansing activities are ongoing to ensure high quality HR data in SAP.
2. Work continues on modernizing the regulatory framework and enabling further alignment with the UN common system, as necessary. In that respect, amendments were made to the ITU Staff Rules in 2023 to introduce a new parental leave framework, to implement the new dependency allowance for children with a disability, in accordance with UN General Assembly Resolution A/RES/77/256 B, and to harmonize rules on the use of relocation entitlements on separation from service with those of other UN common system organizations. 
3. To establish transparent and efficient business processes between ITU and United Nations Joint Staff Pension Fund (UNJSPF), the UNJSPF ITU Financial interface has been activated and is expected to be completed in early 2024.
4. The United Nations Staff Mutual Insurance Society (UNSMIS) health insurance townhall, successfully implemented in collaboration with the Staff Council, attracted a diverse audience with many people attending both in-person and online.
5. To ensure that HRMD met the objectives of audits to improve operations with full transparency, five internal audit recommendations were resolved in 2023, and progress is being made on addressing the remaining pending recommendations.
Pillar 4: Enabling work environment
The final pillar is dedicated to establishing a healthy and respectful workplace that values diversity and inclusion and which fosters a healthy work-life balance. It is committed to supporting staff well-being through comprehensive medical services, psychological support, and occupational health initiatives. Regular staff surveys are conducted to identify internal factors leading to the development of targeted action plans aimed at shaping the organizational culture of ITU. 
ITU is dedicated to cultivating a culture of accountability, open dialogue, and understanding of both organizational and staff needs, with the goal of minimizing conflicts and promoting innovation.
ITU is committed to establishing robust channels for staff to report misconduct and wrongdoing, including cases of harassment in all forms.
This pillar also underscores the dedication to eliminating biases throughout the recruitment, retention, and evaluation processes within the working environment.
Key highlights:
1. Implemented teleworking arrangements available to all staff, which are being formalized in a new Service Order, as ITU continues to develop a wider flexible working arrangements framework.
2. A parental leave policy was issued in December 2023, following the introduction of the new parental leave framework in the ITU Staff Rules, in accordance with UNGA Resolution A/RES/77/256 B and on the basis of ICSC recommendations. Parental leave is granted to parents, for the birth or adoption of a child, to enable them to balance their work and care responsibilities. 
3. HRMD participated in the United Nations-wide health and well-being survey which sought input from all staff on their overall health and well-being. 
4. 10 outreach sessions were conducted addressing diverse topics such as suicide prevention, mental health literacy, stress management, along with individual counselling and mindfulness sessions.
5. Established an Occupational Safety and Health program ensuring workplace safety. Organized multiple preventive health campaigns, and developed data monitoring tools to ensure that medical teleworking, which refers to requests for teleworking for more than two days a week are well-founded on the basis of a medical certificate validated by the ITU medical service, is being managed confidentially and in accordance with ITU practice.
_________________
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