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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 2025 and early 2026, 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 budgets 2024-2025 and 2026-2027.
_______________
References
Council Documents C23/INF/13,  and C25/66; 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 an enabling 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 comprehensive and cost-effective annual learning plan was rolled out, with visibility significantly enhanced via the “Let’s Learn” newsletter and a centralized SharePoint site. These platforms ensure that staff members have real-time access to the annual learning plan and ongoing professional development opportunities, while also actively promoting self-paced learning as a cornerstone of a self-driven learning culture. By empowering staff to take ownership of their development and engage with learning resources at their own pace, we are fostering greater accountability, flexibility, and continuous growth across the Union. The learning plan remains dynamic, regularly monitored and updated to respond proactively to emerging needs and evolving organizational priorities.
2	Mandatory training compliance has been significantly enhanced through a strengthened partnership with HR focal points, leveraging digital tools to improve regular tracking and communication. Completion rates increased from 5 per cent in September 2024 to 52 per cent by the end of February 2026, with a systematic monitoring mechanism and a dedicated focal point within HRMD in place to ensure sustained progress.
3	Digital upskilling was delivered across key tools and through close collaboration with the Transformation Team to advance AI upskilling. This included various practical training sessions for Copilot Champions complemented by an in-person event attended by the Secretary-General and supported by structured monthly follow-ups to sustain momentum and reinforce adoption. In addition, a targeted communication campaign was rolled out to all staff members highlighting curated self-paced learning pathways and a range of AI-driven learning opportunities. This approach aimed to promote continuous upskilling, encourage proactive engagement with emerging technologies, and embed AI literacy as a core capability across the organization. The inaugural “AI for HR” session was successfully delivered at the AI for Good Global Summit, engaging 92 HR Directors and HR professionals across the UN agencies and international organizations and receiving exceptionally positive feedback.
4	Career development and core competencies were strengthened through targeted masterclass series and functional skills training, with recordings and resources made available on demand. Targeted learning opportunities were delivered for General Service staff to strengthen future-ready capabilities and support evolving organizational needs. This included the implementation of the Gameshifter Programme, designed to build adaptability, innovation, and growth-oriented mindsets. Specialized training on “Digital Skills and AI Tools for Programme Delivery” was delivered in collaboration with the International Training Centre of the International Labour Organization (ITCILO), equipping participants with practical competencies to leverage emerging technologies. The aim of this initiative was to equip General Service staff with the skills, confidence, and digital fluency required to thrive in a rapidly evolving work environment. In parallel, HRMD continues to further build HR capabilities through certification, as appropriate, to strengthen internal expertise.
5	To ensure seamless staff integration, two rounds of the Newcomer Induction programme were delivered in 2025 (March and September). The programme is being digitalized through a virtual onboarding solution and updated intranet resources by the end of 2026.
6	 Targeted support was provided to Bureaux and Regional Offices to address specific operational requirements. This included tailored capacity-building initiatives, notably specialized training on project evaluation for a newly established evaluation community in collaboration with the Changemakers evaluation group and the Evaluation Specialist, as well as security-related training delivered in coordination with BDT and the Security team, which contributed to staff preparedness for WTDC-25. In addition, support was extended for individual specialized training needs.
7	The performance management process has been streamlined across all phases by simplifying forms, removing redundant clicks, and synthesizing information. This makes the process less cumbersome, enabling staff and managers to focus on dialogue and regular feedback. The simplified ePMDS tool has reduced supervisor evaluation time by at least 50 per cent, allowing for more efficient performance discussions rather than focusing on the tool in the system.
8	The ongoing review of the performance management process is adopting a collaborative approach through innovation labs to improve the process and tools to addresses underperformance, link learning to performance, recognize individual and team achievements, and foster open dialogue and continuous feedback, with implementation targeted for 2026.
9	The ITU recruitment framework is being strengthened to improve efficiencies in time-to-hire and administrative effort, while mitigating compliance and accountability risks. In the first phase of the fixed-term recruitment transformation, new workflows, key performance indicators (KPIs), an accountability framework and a draft policy were developed, informed by internal consultations and UN benchmarking. The recruitment policy is expected to be finalized in 2026, and ITU will migrate to INSPIRA as its core recruitment platform, in alignment with UN80 and shared services objectives, to deliver lower annual operating costs with significantly higher value, a predictable cost model and reduced operational burden, and timely alignment with enterprise modernization. Work is also under way to strengthen outreach and employer branding to attract diverse, high-quality talent.
10	Strategic workforce planning is being strengthened to support the efficient allocation of human resources to meet ITU’s evolving needs. Building on internal consultations and UN benchmarking, work is progressing on establishing a competency framework, skills matrix, training needs, and a succession planning model. This work will continue into the third quarter of 2026. As part of the Workforce Planning Framework (WFP), ITU is advancing a standardized, Union-wide framework to assess the most appropriate location and contract modality for posts when they are opened for recruitment, ensuring that recruitment and placement decisions are aligned with both organizational priorities and the realities of a global operating model, while strengthening regional presence by bringing staff closer to Member States. This data-driven framework reinforces fairness, transparency, and adaptability, positioning the organization to meet future challenges and Member State needs with greater efficiency and impact.
11	As of February 2026, the number of Junior Professional Officers (JPOs) is 5, with an additional 4 to 6 anticipated to be onboarded later this year. This growth bolsters ITU’s talent pipeline, fostering a future-ready workforce while enhancing institutional efficiency and agility.
[bookmark: _Hlk195106213]12	The Young Professionals Programme (YPP), launched in 2024, is a cornerstone of ITU’s commitment to workforce revitalization and youth engagement. Following the onboarding of six professionals from Least Developed Countries (LDCs) in 2025 —advancing geographic representation— the Union will sustain this momentum, further infusing ITU with fresh perspectives and future-ready digital skills. 
13	Gender parity in recruitment was strengthened through balanced recruitment panels —ensuring both men and women are represented on every panel at each step of the recruitment process. Special recruitment measures and targeted outreach have been defined to support parity and geographic diversity. These include requiring shortlists to feature, where possible, 50 per cent of the underrepresented gender (where parity is not met) and reinforcing managerial accountability. Work is under way to further align recruitment communications and practices with inclusive standards.
14	A second tranche of the Voluntary Separation Programme (VSP) was implemented to optimize budgetary expenditure, reorganize the Union’s structures and resource allocation, and improve ITU’s ability to recruit the necessary skill profiles. Following the recommendation by the Coordination Committee (CoCo) and approval by the Secretary-‑General, 15 staff members were separated under the VSP 2024 (representing approximately 2.5 per cent of regular staff), with departures completed in 2025. 
Culture – Establishing a culture where people feel safe, valued, and able to deliver to their best
Culture, the second pillar of the HRTP recognizes 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	ITU conducted its first Employee Engagement Survey (EES) in early 2025 as part of the HRTP, providing a solid evidence base for identifying strengths and areas requiring further attention. Building on EES results, ITU implemented a follow-up action plan focused on workplace culture, management practices and operational efficiency. The plan combines organization-wide initiatives — including Open-Door Sessions with Elected Officials, Innovation and Learning Programme, a Brown Bag Lunch Series, and an ITU-wide Mentorship Programme, and departmental and bureau-level actions created at the grassroots level. 
2	A rewards and recognition framework has been launched to celebrate service and performance, directly responding to EES feedback and Staff Council recommendations. On 8 December 2025, the Long-Standing Service Recognition Ceremony honoured 210 colleagues with over 20 years of service. In 2026, the framework will expand with the launch of the second pillar, Team Awards, to recognize collective achievements and reinforce a sense of belonging, complemented by informal shout-outs and manager-led appreciation to ensure people feel valued. This proactive approach translates staff feedback into visible recognition, reinforcing a shared sense of purpose and deepening long-term commitment to the Union.
3	A structured leadership development programme was implemented to strengthen leadership capabilities and support succession planning, including Inclusive Leadership (P5 and above) with dedicated modules on fostering psychological safety, managing bias and microaggressions and advancing gender and racial inclusivity. This was reinforced through Adaptive Leadership workshops for staff at P4 and above, including the Elected Officials, and the Future ITU Leaders programme for ChangeMakers. Building on this, the curriculum expands in early 2026 to include Advanced Adaptive Leadership workshops and people management training. 
4	Under the memoranda of understanding (MOUs) signed by ITU, in partnership with the World Intellectual Property Organization (WIPO), and the United Nations Ombudsman and Mediation Services (UNOMS), a shared Ombudsman took up her functions at ITU in January 2026. This initiative ensures access to neutral, independent, and confidential conflict-resolution services, fostering a respectful and trustworthy work environment. To strengthen visibility and trust, a hybrid information session was held for all staff, including those in regional offices, to outline available services. Additionally, in February 2026, a “Workplace Roadmap” session was launched Union-wide, providing staff with a clear "Where-to-Go Guide" to navigate support options, clarify focal points, and access key resources efficiently. Additional follow-up sessions will be organized throughout 2026.
5	The ITU Gender Parity Implementation Plan is rooted in ITU’s Gender Parity Strategy, endorsed by the Council in 2018, and supports the objectives of the United Nations (UN) System-wide Gender Parity Strategy. Going beyond numerical targets, the Plan embeds gender perspectives across HR processes and organizational practices. It establishes time-bound measures to strengthen accountability, improve workforce representation, career progression and targeted training —positioning ITU as a model organization for achieving gender parity.
6	Gender representation at senior leadership level remains balanced, with women occupying 60 per cent of D2 posts as of February 2026. Women are also well represented at the junior professional level (P1-P2) and account for 47 per cent and 45 per cent of staff at the P3 and P4 levels, respectively. Women remain less represented at the P5 and D1 levels (33 per cent and 32 per cent, respectively), and targeted actions will continue to strengthen parity at these grades.
7	Following the 2023 UN-wide health survey, ITU launched its Mental Health and Well‑being Action Plan at the beginning of 2025, structured around Prevent, Promote and Support. Implementation has begun with the launch of EES and the establishment and onboarding of the Ombudsman function. Other initiatives included a well-being playlist, stigma-reduction interventions, mental health literacy training, and training on effective communication.
8	Well-being services were reinforced through dedicated support —including individual counselling sessions, mindfulness sessions in three languages, case management— complemented by targeted sessions in coordination with Learning and Development. Additionally, Return-to-Work (RTW) guidelines have been drafted to support staff reintegrating into the workplace following long-term sick leave.
9	The Working Hours and Flexible Working Arrangements policy was issued on 25 February 2026. The policy brings working hours and flexible working arrangements, including teleworking, together into one clear and comprehensive framework aligned with best practices in the UN common system. ITU has maintained the current arrangements for teleworking while closely monitoring developments in other UN common system organizations, which may inform future policy adjustments. The policy also outlines staff and supervisor responsibilities and supports work–life balance while ensuring ITU fulfils its operational requirements.
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 recognizes 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 data-driven, made at the right level, informed by people analytics and aligned with business needs.
ITU is committed to establishing a robust and fair regulatory framework in collaboration with key stakeholders, including management and staff representatives, ensuring that policies and HR services are responsive to the needs of both staff and managers.
Key highlights:
1	HRMD continues to strengthen ITU’s regulatory framework to align with evolving workforce needs with policy updates progressing for recruitment, temporary appointments, relocation lump sum and rental subsidy. A key policy focus is replacing Special Services Agreements (SSAs) with a new Consultant Policy aligned with UN best practices. This new policy introduces delegated authority to managers, a unified fee scale, and expanded use of rosters, ensuring more timely access to specialized expertise and surge capacity.
2	HRMD is leading a Union-wide effort to develop a Delegation of Authority Framework for ITU, aiming to decentralize decision-making and align authority with responsibility. The framework, based on UN best practices, ensures proper and transparent delegation of authority and is now undergoing final internal review.
3	HRMD launched a series of HR talks, which provide awareness-raising sessions on HR policies and procedures. The first one was held in November 2025 on the SSA recruitment process. Further sessions are being planned.
[bookmark: _Hlk195088523]4	Targeted performance management training and related change-management efforts were supported through six information sessions delivered to managers and staff across the Union. A modern, user-friendly Performance Management page was launched, contributing to a deduction in system-related queries on end-year evaluations.
5	Field support was enhanced through strengthened communication between HRMD and Regional Offices. HRMD convened meetings on social security benefits across regions and channelled field concerns to the United Nations Staff Mutual Insurance Society (UNSMIS) ahead of town halls. Following these exchanges, the HR portal and SharePoint site were updated with streamlined guidance on emergency hospitalization and medical procedures, complemented by new FAQs, to ensure field colleagues have clear, accessible support. In addition, dedicated webinars on medical emergencies are being prepared jointly with HRMD, UNSMIS and Security to provide guidance to field colleagues.
6	HR service operations in social security, insurance, and compliance continued through close collaboration with partners, including UNSMIS and the United Nations Joint Staff Pension Fund (UNJSPF). This engagement featured town hall meetings for staff and retirees, pension enrolment data validation, and dedicated client support.
7	Client service for staff financial queries was strengthened through ongoing guidance on global payroll and staff financial benefits, including banking-related guidance and liaison with UNDP for payment requests. To further streamline operations, new Standard Operating Procedures (SOPs) were developed, improving the efficiency and consistency of payroll activities.
8	HRMD supported the Deputy Secretary-General’s leadership in the UN Chief Executives Board (CEB) Task Force to Prevent and Respond to Sexual Harassment. Additionally, throughout the year, HRMD provided guidance to staff and managers on complex operational and administrative matters, contributing to enhanced efficiency, consistency, and transparency in processes related to resignations, retirements, and performance improvement plans, amongst others.  In 2025, one disciplinary sanction—a verbal reprimand for unauthorized use of ITU resources—was applied to an ITU staff member. No sanctions were applied in relation to allegations of sexual exploitation and abuse, sexual harassment or any other type of misconduct. 
9	The mapping and review of HR Operations processes continued, with a focus on streamlining and simplifying key steps and procedures. In line with HRMD’s business efficiency and automation priorities, in collaboration with the ISD/ERP team, a number of SAP HR enhancements were delivered, with additional improvements under development. HRMD has developed archiving guidelines and is initiating the process of archiving important documents to enhance traceability and improve knowledge management.
10	HR analytics and data quality were strengthened to support evidence-based decision-making. Business intelligence capabilities via Power BI and SAP Business Warehouse (BW) applications were further enhanced, including continuous improvements to the Workforce Analytics Report for the Council. In addition to responding to approximately 200 internal and external reporting requests, HRMD advanced data integration between SAP HR, ePMDS, Recruitment Management System (RMS), and the Learning Management System (LMS). Targeted data cleaning also improved overall reliability. 
11	HRMD continued to enhance accountability by contributing to the implementation of outstanding recommendations relevant to its areas of responsibility, including those arising from internal audit, external audit, JIU, and IMAC, in alignment with risk management priorities. Since August 2023, 58 such recommendations have been closed. A rigorous mapping by topic and priority has been conducted. Progress is driven by: (i) concrete accountability, with tasks embedded in the annual work plan; (ii) systematic tracking through periodic reviews to identify bottlenecks; and (iii) risk-based prioritization, focusing on “critical unresolved” items.
Transition to the ITU Human Resources Strategic Plan 2026-2027
With the completion of the Human Resources Transformation Plan (HRTP), ITU is transitioning to the ITU Human Resources Strategic Plan 2026-2027 (to be endorsed by the Council), which completes the four-year planning cycle required under Resolution 48. This bridging biennial plan will consolidate and embed the HR transformation outcomes —moving from design and rollout to sustained adoption and measurable impact— while ensuring seamless alignment with ITU’s next four-year strategic planning cycle.
Annex: 1
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Annex I
Implementation of Resolution 48 – HR indicators and progress update 
(as of end February 2026)
	No.
	Items
	Indicators
	Reporting 
(status end February 2026)

	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.
	Classification activities from 2025 to February 2026 (*excluding validation of grade for short-term contracts and reorganizations): 
· 12 creations of regular positions
· 20 creations of extrabudgetary positions
· 0 downgrade
· 9 upgrades
· 20 transfers
· 46 reviews
· 6 abolitions
· 26 special post allowances (SPAs)
All job descriptions/positions have been evaluated against ICSC classification standards.

	2
	Recruitment and representation
	Average number of applications per position
	110.3 applicants per one FT position

	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 53.9% / male 46.1%
–	BR: female 42.6% / male 57.4%
–	GS: female 54.6% / male 45.4%
–	TSB: female 52.0% / male 48.0%
Gender distribution by occupational group (regular staff):
–	Professional and Higher category: female 44.6% / male 55.4%
–	General Service category: female 66.8% / male 33.2%
Geographical distribution (regular staff): 114 nationalities
_______________
*	Data as of 6 February 2026.
**	Elected officials and staff on special leave without pay are excluded from all figures above.

	[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: 8
Number of partners for the JPO programme: 8
Number of partners for the sponsored internship programme: 2
Number of FIT: 8 (1 more to start 1 March 2026)
Number of JPOs: 5 and 3 more to start 1 March 2026 and more later
Number of loans: 9

	5
	Partnerships
	–	Designed and launched young talent programmes
–	Number of interns
	Number of YPPs: 6
Number of interns: 70 (SG, 22; BR, 7; BDT, 28; TSB, 13)

	6
	Fellowships
	–	Number of fellowships awarded
	In line with Resolution 213 (Dubai, 2018), a record 1 056 fellowships were awarded in 2025. Of these, 447 were financed through the ITU regular budget and granted by the three Bureaux, while the remaining 609 were awarded under projects and voluntary contributions.

	7
	Performance management
	–	Compliance rates
–	Number of performing vs. underperforming staff
	90.1% of ITU staff members have completed their 2025 Work plan Setting phase for ePMDS and 78.6% have completed the ongoing end-year evaluation phase (staff on long-term sick leave excluded).
6 training sessions on performance management have been delivered to managers and staff across the Union. 

	8
	Performance management
	–	ePMDS efficiency improvement
	Time spent by supervisors on performance evaluations reduced by at least 50% through the simplified tool.

	9
	Performance management
	–	% reduction in performance-related queries
	System-related queries on end-year evaluations decreased by 26% compared to the previous year.

	10
	learning and development
	–	Training investment as % of staff cost (target = 3%)
	Training investment represents 0.3% of staff cost. 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, 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.

	11
	Learning and development
	–	Number of leadership development programmes offered
–	Number of participants in the Leadership development Programme
	Comprehensive Leadership Development Programme comprising several leadership initiatives, as follows:
1	Inclusive Leadership programme (structured in three sessions: Managing Bias, Identify and Microaggressions; Fostering Psychological Safety: Open & Inclusive Environment; Advancing Gender and Racial Equity and Inclusion) for P5 and above.
2	Adaptive Leadership programme, including the following components:
–	Adaptive Leadership Workshop for Senior Management Team
–	Adaptive Leadership workshops and peer-to-peer consulting sessions for the group of ITU ChangeMakers 
–	Adaptive Leadership workshop for P5 and above
–	Adaptive Leadership workshop for P4
–	Advanced Adaptive Leadership Workshop for Elected Officials
–	Advanced Adaptive Leadership Workshop for P4 and above and ITU ChangeMakers
3	Monthly consulting engagements and follow-up webinars designed to deepen understanding and strengthen the practical application of adaptive leadership.
Number of participants in the Leadership Development Programme:
–	Inclusive Leadership programme: 50 % of P5 and above at ITU completed all three sessions
–	Adaptive Leadership workshops for ITU ChangeMakers: 29 participants
–	Adaptive Leadership workshop for P4 and above: 58 participants
–	Advanced Adaptive Leadership Workshop for P4 and above and ITU ChangeMakers: 36 participants

	12
	Learning and development
	–	% completion rate of mandatory trainings
	Completion rate for each mandatory training course:
–	Cybersecurity Awareness Essentials Course: 74.8%
–	BSAFE (Security Awareness Training): 74.2%
–	I Know Gender – Modules 1-2-3: 70.7%
–	United to Respect: Preventing Sexual Harassment and Other Prohibited Conduct: 67.9%
–	Prevention of Sexual Exploitation and Abuse: 63.5%
–	Ethics & Integrity at ITU: 62.0%
–	Greening the Blue: 61.5% 

	
	
	[bookmark: _Hlk39134893]–	% of staff receiving in-service training
	[bookmark: _Hlk67902942]The corporate trainings as part of the ITU Learning Plan are available to all ITU employees, regardless of contract type. 
In 2025, a total of 38 corporate trainings were delivered in-house encompassing different topics from digital, career development, leadership, diversity & inclusion, competency accelerators to performance management, health & well-being and awareness raising sessions. 
In addition to the group trainings, a total of 21 staff members benefited from individual, specialized/technical trainings. 

	13
	Learning and development
	–	Language programme cost efficiency
	The strengthened partnership with UNOG expanded language learning opportunities from two to three terms a year, enabling more colleagues to enhance their language skills in support of organizational effectiveness and multilingual service delivery. 
In 2025, an increase in participation was recorded (41 participants in first term, 53 participants in second term and 68 participants in third term), reflecting growing interest and engagement.
Importantly, this expansion and higher uptake were fully absorbed within the existing language learning budget, which has not been increased in the recent years and was actually reduced by 50% in 2026.

	14
	Learning and development
	–	Number of inductions held (% newly recruited staff participated) 
	In 2025, two induction programmes (4 half-day sessions each) were successfully delivered, reaching 110 newly recruited staff members, consultants (SSAs), and interns. 
These sessions played a key role in supporting their smooth integration into the organization, reinforcing institutional values and standards, and ensuring a shared understanding of policies, procedures, and expectations from the outset.

	15
	HR policy
	–	Review and update the HR-Related Policies and Service Orders
	17 new or revised guidelines, policies/Service Orders on HR matters were published (including on mandatory training, the ombudsman, the internal justice system, salaries and classification of post, overtime payments for GS staff, official holidays for regional offices, SSA remuneration and employment of retirees, working hours and flexible working arrangements).

	16
	HR policy
	–	Policies under review
	11 policies under review (including on consultants, recruitment, etc.).

	17
	Data and reporting
	–	Access to HR workforce analytics dashboard
	All staff members and member states with a TIES account 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
	385 SAP health insurance records reviewed and updated.
3 074 SAP health insurance records updated as part of a data cleaning exercise completed in 2025.

	20
	Engagement and culture
	–	Mental health and well-being initiatives
	Mindfulness and well-being sessions for HQ and field staff, including stress management and online resources (e.g. a well-being playlist).
Confidential counselling access, with 206 individual sessions in 2025 and improved referral pathways.
Shared Ombuds function established in January 2026.
Training sessions on microaggressions, unconscious bias, and inclusive leadership, etc.
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