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	Purpose
The Human Resources Transformation Plan (HRTP) aims to drive organizational excellence by advancing three distinct areas: people, culture, and services. This strategic initiative is designed to build an agile, capable, and empowered workforce, foster a culture where people feel safe, valued, and able to deliver to their best, and enhance HR service delivery to better support our people. Success markers include enabling a supportive work environment, effective talent management, a shared organizational vision, modernized HR policies, clearly defined roles, and enhanced operational agility. 
The HRTP responds to Resolution 48 (Rev. Bucharest, 2022) and serves as a pivotal driver of the ITU Transformation Roadmap. This progress report highlights the key results achieved in each area in 2024 and early 2025, contributing to the implementation of both the Transformation Roadmap and Resolution 48 (Rev. Bucharest, 2022).
Action required by the Council
The Council is invited to take note of the progress report on the implementation of the Human Resources Transformation Plan and of Resolution 48 (Rev. Bucharest, 2022).
Relevant link(s) with the Strategic Plan
Excellence in human resources and organizational innovation.
Financial implications
Within the allocated budget 2024-2025.
_______________
References
Council Documents C23/INF/13, , C19/57; Resolution 48 (Rev. Bucharest, 2022) of the Plenipotentiary Conference
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[bookmark: _Hlk195627763]People: Achieving an agile, capable, and empowered workforce
People, the first pillar of the Human Resources Transformation Plan (HRTP) emphasizes building an agile, talented, and change-ready workforce - one that takes ownership for results. This involves attracting, onboarding, and retaining talented people who uphold the highest standards of efficiency, competence, and integrity.
Additionally, the plan provides for strengthening the recruitment of younger staff members to introduce fresh talent, new skills, and inspiration, while maintaining a balance with the expertise and commitment of existing staff.
Through implementation of the HRTP, ITU aims not only to create a stimulating and rewarding work environment, but also to enhance organizational performance and empower staff to continuously develop their knowledge and skills, in alignment with ITU’s strategic objectives.
Key highlights:
1	A qualitative and cost-effective 2025 Learning Plan has been designed and key learning activities to be provided through external platforms such as LinkedIn and Coursera. A hybrid training model has been adopted to enhance accessibility, control costs, and maintain a stable budget since 2021. Internal resources have been maximized to sustain high-quality training while minimizing costs.
2	Well-established language programmes at UNOG have been capitalized on, gaining efficiencies by partnering with other UN organizations to enhance coherence and reduce costs, lowering the annual cost by over 13%.
3	Customized technical training for Bureaux-specific needs was delivered throughout the year to strengthen technical expertise, in addition to regular staff sessions on ICT topics in the form of "Learning Labs”.
4	A “Game Shifter” programme was launched to support General Service colleagues in acquiring critical skills to advance their careers and promote professional growth.
5	The performance management system has been enhanced through process streamlining and the introduction of the simplified ePMDS tool, allowing for more efficient performance discussions and feedback while reducing the time supervisors spend on performance evaluations by at least 50%. 
6	Targeted performance management training was provided to both staff and supervisors, equipping them with the knowledge and skills necessary for effective workplan setting and evaluation, promoting accountability, career progression and productivity.
7	A comprehensive recruitment review kicked off in Q1 2025 including drafting a policy, review of processes including UN system benchmarking to ensure an efficient, fair and transparent selection process. Recruitment processes for SSAs were streamlined to expedite the hiring of individual experts.
8	ITU signed an agreement with UN Volunteers (UNV), unlocking piloting of flexible and cost-effective staffing solutions through UNV’s global talent pool ranging from young professionals to experienced specialists and experts. The partnership has a potential to enable fast-track recruitments and enhances workforce agility globally. 
9	As of May 2025, the number of Junior Professional Officers (JPOs) is 7, with a minimum of 4 more expected to join later in the year, thereby strengthening ITU’s talent pipeline and contributing to institutional efficiency.
[bookmark: _Hlk195106213]10	The Young Professionals Programme (YPP) was launched in 2024 to enhance youth engagement bringing fresh perspectives and skills to ITU. YPPs were recruited from least-developed countries thereby contributing to ITU’s geographic diversity. Six young professionals are in the process of being onboarded, with completion expected by June. 
11	ITU continued its efforts to promote gender parity and geographic diversity across its workforce. Progress has been made at the senior leadership level, with women occupying 60% of D2 posts as of May 2025 - an increase of 10 percentage points compared to 2023. Women are also well-represented in the junior professional level (P1-P2). Women remain less represented at mid-to-senior professional levels (P3-P5). Relevant activities are outlined in paragraph 4 below. ITU actively engages in several activities and joint UN events to attract women to the UN System, while participating in career fairs on a regular basis. Vacancy notices include information that encourages applications from women candidates. Gender and geographic distribution statistics are tracked throughout the recruitment process. ITU also continues to strengthen its outreach and talent pipeline through partnerships programme, as mentioned above.
12	Following approval by Council 2024, a second tranche of the Voluntary Separation Programme was launched in November 2024, in accordance with Decision 5 (Rev. Bucharest, 2022) of the Plenipotentiary Conference. The main objectives of the Programme are to provide flexibility for ITU to equip itself with additional skills and competencies, realign its structures, and optimize resource allocation to better fulfil its mandate. A total of 47 staff members submitted applications, of which 42 were endorsed by the respective directors and chiefs. Following review, the Coordination Committee (CoCo) unanimously recommended to the Secretary-General the approval of 15 staff members for separation under the Programme. The departure of the approved staff is scheduled for 30 June 2025. 
13	HRMD has guided and supported directors and managers throughout the reorganization processes over the past year. Following the presentation of the TSB reorganization to the Council last year, the reorganizations of BDT and one BR department were completed later in the year without requiring reporting to the Council. In Quarter 2, HRMD initiated the reorganization of the General Secretariat, endorsed by the Coordination Committee (CoCo), based on the recommendations of a review conducted by Dalberg. Implementation is underway within existing budgetary resources, with an emphasis on achieving efficiencies and optimizing staff costs. In parallel, ITU is developing a plan to enhance its regional office presence (through mobility and rotation) to better serve its beneficiaries.
Culture: Establishing a culture where people feel safe, valued, and able to deliver to their best
Culture, the second pillar of the HRTP recognises ITU’s commitment to fostering an inclusive culture, shaped by strong facilitative leadership, in a respectful, ethical, and fair workplace where people feel safe, trusted, valued, and able to perform at their best. Creating such an environment inspires creativity, psychological safety, high performance, and staff engagement.
The HRTP prioritizes conditions of service, well-being, and work-life balance through occupational and mental health support measures and family-friendly policies.
Additionally, ITU strives to be an accessible and attractive employer for all.
Key highlights:
1	In November 2024, a Memorandum of Understanding (MoU) was signed between ITU, WIPO, and the United Nations Office of the Mediation Services (UNOMS) to formalize the outsourcing of the Ombudsman function. Through this collaborative arrangement with WIPO, ITU will leverage shared UN resources to ensure cost-effective access to high-quality, independent ombudsman and mediation services. A formal Service Order establishing the Ombudsman Function within ITU is scheduled for issuance in 2025.
2	ITU launched its first-ever Employee Engagement Survey (EES) in January 2025. The survey aims to understand employees’ level of commitment, motivation, and connection with work and the organization, drive efficiency and effectiveness within ITU, and pinpoint areas of strength and areas for improvement in workplace culture, management practices and operational efficiency. The survey achieved a response rate of 72 per cent. The data has helped identify immediate priorities for action. ITU-wide and Bureau-level teams are mobilized to drive the action planning at a grassroot level, with ongoing tracking of progress.
3	The Leadership development programme was launched in November 2024. It was designed to build managers’ knowledge and skills to enhance inclusiveness, collaboration, respect, and well-being across the Union. The programme includes Inclusive Leadership course for P4 and above, Senior Leadership for the Senior Management Team, Adaptive Leadership for mid- and senior-level teams, and the Future ITU Leaders initiative targeting ChangeMakers and Young Professionals. The programme builds on the Senior Management Retreat and responds to the outcomes of the Employee Engagement Survey.
4	A new Mandatory Learning Policy was introduced in August 2024 to reinforce ITU’s organizational culture and promote a shared understanding of expected standards of conduct. By aligning everyone with ITU and UN core values and operational principles, we create a more cohesive, informed, and accountable workforce. The mandatory trainings cover the essential topics including ethical conduct, information security, environmental sustainability, gender, prevention of sexual exploitation and abuse, prevention of sexual harassment, and mission safety travel. Integrated into performance evaluations and tracked through a dedicated dashboard, these trainings support continuous learning and alignment with ITU’s strategic objectives.
5	ITU developed a Gender Parity Implementation Plan 2025-2027, reinforcing its vision for inclusivity and equal opportunity. The plan is rooted in ITU’s Gender Parity Strategy endorsed by the Council in 2018, supports the objectives of the United Nations System-wide Gender Parity Strategy, aligns with the 2024 Council documents, and identifies impactful actions to advance and mainstream gender equality. 
6	In 2024, ITU continued its participation in the Emerging Women Leaders (EMERGE) and the Leadership, Women and the UN (LWUN) programmes to strengthen women’s leadership and career development. Five staff joined the 2023 EMERGE cohort (Sept. 2023 - June 2024), with four more enrolled in the 2024 cohort (Oct. 2024 - July 2025). Two female staff took part in the LWUN training with United Nations System Staff College (UNSSC).
7	The first-ever Mental Health and Wellbeing Action Plan was developed based on the outcomes of the 2023 UN-Wide Health Survey, with a comprehensive approach that aims to prevent mental health risks, promote awareness and resilience, support staff in need, and create an enabling work environment that fosters overall wellbeing. Implementation of the Plan is underway, with specific actions integrated into organizational practices and staff support mechanisms.
Services: Delivering excellence-driven HR services to support our people
The third pillar of the HRTP, Services, furthers the organization’s commitment to leveraging fit-for-purpose technologies to enhance the employee experience and to deliver streamlined, efficient HR services that best meet the needs of our people. 
Under this pillar the HRTP also recognises the need to refine processes by eliminating unnecessary bureaucracy, fostering transparency, and strengthening accountability. A key priority is to create a work environment where decision-making is driven by data and people analytics, supporting a strategic and evidence-based HR approach.
Additionally, communication and consultation remain central to the transformation of HR in ITU. ITU is committed to establishing a robust and fair regulatory framework in collaboration with staff representatives and staff-management bodies, ensuring that policies and HR services are responsive to the needs of both staff and managers.
Key highlights:
1	In 2024, HRMD initiated efforts to strengthen the regulatory framework to ensure that ITU’s policies align with the needs of its current and future workforce. By benchmarking against UN system organizations, gaps were identified, policies updated, and new ones introduced to better support ITU’s evolving workforce. Ongoing reviews of FT recruitment, SSA administration and recruitment, short-term staff administration, rental subsidy, education grant, and dependency benefits are underway in 2025 to ensure continued alignment with best practices.
2	A new teleworking and flexible working arrangements policy has been developed, with implementation planned in 2025. It is designed to maintain productivity and includes specific approval processes, clear delegation of authority and procedures, all of which will be implemented through an online system for accountability purposes.
3	A standard operating procedure (SOP) for SSA payments was developed to ensure the timely closure of contracts and includes a certification by managers that outputs have been successfully achieved. In addition, a guideline on conflicts of interest for SSAs was introduced to facilitate the declaration and monitoring of actual or potential conflicts, ensuring compliance with ethical standards. 
4	The first part of the HR Delegation of Authority Framework was introduced to streamline HR approval processes, enabling faster decision-making on key HR matters. HR is currently leading a larger, Union-wide exercise to develop an overall Delegation of Authority Framework for ITU.
5	A draft policy on the Prevention of Sexual Exploitation and Abuse has been developed, aligning with UN common system principles and best practices and will be promulgated in 2025.
6	HRMD published the updated 2024 Staff Regulations and Staff Rules, and revisions to the 2025 version are underway.
7	ITU participated in the first UN inter-agency project on generative AI, leading the development of an AI chatbot for HR queries and policy analysis, improving HR service accessibility by automating responses to complex policy questions, reducing workload, and streamlining information access. This project also offers valuable insights into generative AI, supporting ITU’s AI readiness.
8	A modern, user-friendly Performance Management page was launched, featuring key process information and guidelines for navigating each step of the process. System-related queries on end-year evaluations decreased by 26% compared to the previous year.
[bookmark: _Hlk195088523]9	The fully automated Workforce Analytics Report, powered by Power BI, has been continuously improved based on feedback from Council Member States. Data connection with SAP SuccessFactors (Recruitment Management System) was established, enhancing the recruitment page with real-time updates. Additionally, the retirement projection page was upgraded to include Grade information, further enriching the analytics and reporting capabilities.
10	The United Nations Joint Staff Pension Fund (UNJSPF) Financial Interface Phase I went live in July 2024. In December 2024, the yearly data was submitted through this interface, allowing UNJSPF to generate the 2024 yearly reports. This marks the first time these reports are produced using the new financial interface, facilitating the reconciliation of pension contributions. Additionally, over 3 000 data modifications related to the SAP health insurance number registrations were validated and updated to improve HR data accuracy.
11	HRMD strengthened intersectoral communication with regional offices, including through meetings on social security benefits, organized for Cairo, Russia, and Latin America in 2024, with additional sessions planned for Africa and Asia in 2025.
12	Induction and Pre-Retirement Seminars were successfully conducted, ensuring a smooth transition for new hires and providing guidance for employees approaching retirement.
13	Standard Operating Procedures (SOPs) for emergency situations for staff in Field Offices and on missions have been developed in collaboration with the Staff Council to enhance ITU’s emergency preparedness and staff security protocols.
14	HRMD continued to enhance accountability by systematically monitoring and addressing outstanding audit recommendations. Between June 2024 and May 2025, 30 audit recommendations were closed. Of the 73 legacy recommendations open as of August 2023, 37 (51%) have been closed to date, reflecting significant progress in reducing the historical backlog. These efforts underscore its commitment to effectiveness, transparency, and results-based management.
Transition from the Human Resources Strategic Plan
As reported to the Council in 2024 (Document C24/29), the Human Resources Strategic Plan (HRSP) 2020–2023 concluded and shifted from the four-year Strategy to a more focused Human Resources Transformation Plan (HRTP), which is a pivotal driver of the overall ITU Transformation. The HRTP is focussed on specific, achievable and time bound improvements in ITU’s HR processes and procedures. Key ongoing and upcoming initiatives under the HRTP are aligned with the ITU Transformation Roadmap, including the modernization of HR policies and processes, the digitalization of recruitment tools, enhanced performance and talent management, and delegations of authority. During this interim period, to ensure continued accountability and transparency, an annex on the Implementation of Resolution 48 is included, providing regular tracking of core HR indicators during this transitional phase. These efforts also lay the groundwork for the development of a new comprehensive HR strategic plan, which will be developed and presented to Council 2026.
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Annex
Implementation of Resolution 48 – HR indicators and progress update
	No.
	Items
	Key Performance Indicators
	Reporting (Status May 2025)

	1
	Recruitment and Representation
		Qualitative and quantitative analysis of movement of positions (review, upgrading, downgrading, transfer and creation) / total number of positions that have been subject of a classification exercise.
	Use of ICSC job classification standards.
	A series of classification activities from 2024 to May 2025, excluding validation of grade for short-term contracts: 
•	36 creations of regular positions and 14 Project Posts
•	4 downgrades
•	26 upgrades
•	13 transfers
•	59 reviews
•	58 SPAs
All job descriptions/positions have been evaluated against ICSC classification standards.

	2
	Recruitment and Representation
	Average Number of applications per position
	Average Number of applications per position: 103.9 in 2025 for FT positions.

	3
	Recruitment and Representation
		Geographical and gender proportions in the workforce, by duty station, sector, grade (%)
	Gender distribution by occupational group (%)
	Regular monitoring of key workforce metrics, such as geographical distribution and gender parity 
	A dynamic live dashboard, continuously updated via a data feed from the SAP HR data warehouse, offers a comprehensive overview of key personnel metrics at ITU, including gender and geographical distribution.
Gender distribution by sector (regular staff)
–	BDT: Female 53.1% / Male 46.9%
–	BR: Female 42.0% / Male 58.0%
–	GS: Female 54.9% / Male 45.1%
–	TSB: Female 51.4% / Male 48.6%
Gender distribution by occupational group (regular staff)
–	Professional and Higher category: Female 43.9% / Male 56.1%
–	General Service category: Female 67.4% / Male 32.6%
Geographical distribution (regular staff): 114 nationalities

	[bookmark: _Hlk95295505]4.
	Partnerships
		Number of established partnerships with administrations (qualitative reporting on initiatives and quantitative, i.e., number of Funds-in-Trust (FIT), JPOs, loans/secondments recruited through partnerships programmes)
	Number of partners for the FIT and loans programmes: 12
Number of partners for the JPO programme: 7
Number of partners for the sponsored internship programme: 2
Number of FIT: 9 and 2 additional to join shortly
Number of JPOs: 7 in place; at least 4 more expected
Number of loans: 2 and 1 more to join shortly

	5
	Partnerships
		Designed and launched young talent programmes
	Number of interns
	Number of YPPs: 6 YPPs in onboarding process
Number of interns:
88 (SG 40 - BR 0 – BDT 31– TSB 17)

	6
	Performance Management
		Compliance rates
	Number of performing vs. underperforming staff
	89% of ITU staff members in the General Secretariat, BDT, BR and TSB, have completed their 2024 e-PMDS (staff on long term sick leave excluded).
The number of underperformance cases: 11.
4 information sessions on performance management have been delivered to managers and staff across the Union. 

	7
	Performance Management
		ePMDS efficiency improvement
	Time spent by supervisors on performance evaluations reduced by at least 50% through the simplified tool.

	8
	Performance Management
		% reduction in performance-related queries
	System-related queries on end-year evaluations decreased by 26% compared to the previous year.

	9
	Learning and Development
		Training investment as % of staff cost (target = 3%)
	Training investment as % of staff cost: 0.5%. Noting that ITU avails itself of training delivered by ITU staff and pro bono resources. ITU leverages self-paced learning resources made available through our licensing agreements with platforms such as LinkedIn Learning and Rosetta Stone, which provide scalable and cost-effective access to high-quality content. ITU also capitalizes on in-house expertise as well as UN-to-UN collaboration to promote knowledge exchange and drive efficiencies across the UN system.

	10
	Learning and Development
		Number of leadership development programmes offered
	Number of participants in the Leadership development Programme
	Number of leadership development programmes offered:
Inclusive Leadership course (composed of three sessions: Managing Bias, Identify and Microaggressions; Fostering Psychological Safety: Open & Inclusive Environment; Advancing Gender and Racial Equity and Inclusion) for P5 and above.
Adaptive Leadership programme, which includes the following components:
	Adaptive Leadership Workshop for Senior Management Team
	Adaptive Leadership workshops and peer-to-peer consulting sessions for ChangeMakers group 
	Adaptive Leadership workshop for P5 and above
	Adaptive Leadership workshop for P4
Monthly consulting and follow up webinars on adaptive leadership with Intact Teams (the management level of all departments/offices/regions in ITU).
Number of participants in the Leadership development Programme:
Inclusive Leadership course: 46.5 % of P5 and above at ITU completed all three sessions
Adaptive Leadership workshops and peer-to-peer consulting sessions for ChangeMakers group: 47
Adaptive Leadership workshop for P5 and above: 44
Adaptive Leadership workshop for P4: 37

	11
	Learning and Development
		% completion rate of mandatory trainings
	% completion rate of mandatory trainings:
	Cybersecurity Awareness Essentials Course: 60.6%
	BSAFE (Security Awareness Training): 60.5%
	I Know Gender - Modules 1-2-3: 55.7%
	United to Respect: Preventing Sexual Harassment and Other Prohibited Conduct: 40.4%
	Prevention of Sexual Exploitation and Abuse: 30.9%
	Ethics & Integrity at ITU: 27.6%
	Greening the Blue: 13.8% (recently added as mandatory training as of 1 May 2025)

	
	
	[bookmark: _Hlk39134893]	% of staff receiving in-service training
	[bookmark: _Hlk67902942]% of staff receiving in-service training: The corporate trainings as part of the ITU Learning Plan are available to all ITU employees, regardless of contract type.

	12
	Learning and Development
		Language programme cost efficiency
	Annual cost reduced by 13% through partnership with UNOG and other UN entities.

	13
	Learning and Development
		Number of Inductions held (% newly recruited staff participated) 
	In 2024/2025, two induction sessions were delivered to a total of 83 newly recruited staff, consultants (SSAs) and interns. Another session is scheduled for October 2025.

	14
	HR Policy
		Review and update the HR-Related Policies and Service Orders
	9 new or revised policies/Service Orders on HR matters were published (including on mandatory training, voluntary separation, salaries and classification of posts).

	15
	HR Policy
		Review and update the Staff Rules and Staff Regulations
	2024 version published; 2025 version underway; consultations on several amendments are in progress. The rules for staff on temporary appointments are being comprehensively reviewed for issuance later in 2025.

	16
	HR Policy
		Policies under review
	Number of policies under review (including on Working hours and flexible working arrangements and affiliate workforce (SSAs)): 13

	17
	Data and Reporting
		Access to HR dashboard
	All staff members and member states have access to this dashboard.

	18
	Data and Reporting
		% of data connections established between reporting tools and data sources
	Data connections established between reporting tools and data sources: 100%

	19
	Data and Reporting
		Health insurance data update
	3 000+ SAP health insurance records reviewed and updated.

	20
	Engagement and Culture
		Regular yearly staff surveys
	Employee Engagement Survey participation rate: 72%

	21
	Engagement and Culture
		Mental health and wellbeing initiatives
	Mindfulness and wellbeing sessions for HQ and field staff, including stress management and online resources (e.g., Wellbeing Playlist).
Confidential counselling access, with 390 individual sessions in 2024–2025 and improved referral pathways.
Sessions on microaggressions, unconscious bias, and inclusive leadership.
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