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	Purpose
To present the ITU Human Resources Strategic Plan (HRSP) 2026-2027, aligned with the ITU Strategic Plan 2024-2027 and Resolution 48 (Rev. Bucharest, 2022), and designed to respond to the needs of the Union, its membership and its staff.
Action required by the Council
The Council is invited to examine and approve the ITU Human Resources Strategic Plan 2026-2027.
Relevant link(s) with the Strategic Plan
Excellence in human resources and organizational innovation.
Financial implications
Within the allocated budget 2026-2027.
_______________
References
Resolutions 71 (Rev. Bucharest, 2022) and 48 (Rev. Bucharest, 2022) of the Plenipotentiary Conference
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1	Strategic Context
The Human Resources Strategic Plan (HRSP) 2026-2027 is based on the ITU Strategic Plan 2024–2027 and Resolution 48 (Rev. Bucharest, 2022). It sets out the strategic direction for the final two years of ITU’s four-year strategic cycle and builds on the ITU Transformation Roadmap and Human Resources Transformation Plan, while taking into account relevant United Nations (UN) system initiatives, including UN 2.0. A new four-year Human Resources Strategic Plan will be developed to align with the ITU Strategic Plan 2028-2031 and presented for consideration and approval by Council 2027. 
Delivering on these objectives requires an agile, skilled and engaged workforce, supported by a people-centred culture and modern HR policies, services and systems. In line with Resolution 48 (Rev. Bucharest, 2022) and the principles of the UN common system, ITU remains committed to ensuring that recruitment and people management practices secure the highest standards of efficiency, competence and integrity, while giving due regard to the importance of recruiting staff on as wide a geographical basis as possible and advancing gender parity and broader workplace diversity. The HRSP 2026-2027 therefore strengthens ITU’s capacity to attract, develop and retain talent that can deliver results in a fast-changing digital environment.
At the same time, ITU operates in a highly competitive labour market, under financial constraints and in a context of rapid technological change, evolving UN Common System policies and reforms, and rising expectations around well-being, inclusion and gender equity. These dynamics call for continued modernization of HR processes and tools, stronger workforce planning, and a culture that supports performance, learning and collaboration across the Union, while improving efficiency and service quality within existing resources. 
The HRSP 2026-2027 therefore sets out a clear framework for people management over the next biennium and aims to position ITU as an employer of choice within the UN system and the wider industry. It translates strategic intent into a focused set of people priorities and initiatives that enable ITU to: i) anticipate and meet evolving capability needs; ii) strengthen leadership and people management practices; iii) foster a healthy, safe and values-driven workplace; and iv) reinforce HR governance, transparency and compliance through improved data and digital solutions. It also serves as a bridging biennial plan to embed HR transformation outcomes —moving from design and rollout to sustained adoption and measurable impact— while preparing for seamless alignment with the next ITU strategic planning cycle. In doing so, it provides continuity, clarity and accountability for implementation in 2026-2027 and strengthens ITU’s future workforce readiness.
2	Vision
The vision of the HRSP 2026-2027 is to enable ITU to deliver on its mandate through an agile, future-ready, high-performing and inclusive workforce, supported by a healthy, safe and values-driven workplace where all staff can thrive, learn and grow.
During 2026-2027, ITU will strengthen a culture of trust, accountability and shared leadership, where managers are equipped to lead people effectively and staff are empowered to contribute and innovate. HR will provide consistent, transparent and user-focused services across the employee life cycle, enabled by fit-for-purpose digital tools and reliable workforce data. ITU will also demonstrate tangible progress in building diverse teams and ensuring equitable opportunities, while safeguarding a respectful workplace in which wellbeing is supported and concerns are addressed promptly and impartially.
3	Strategic pillars
To deliver the Vision of the HRSP 2026-2027, ITU will focus on five mutually reinforcing Strategic Pillars that translate the people agenda into prioritized actions for the biennium.
a)	Talent and workforce planning – Ensuring ITU has the right workforce capacity and capabilities by attracting and retaining the most qualified candidates, deployed where they are most needed.
b)	Leadership, performance management, reward and recognition – Strengthening people leadership and a consistent, high-performance culture.
c)	Learning and career development – Building future-ready skills and clear development pathways through continuous learning.
d)	Staff engagement, inclusion and wellbeing – Fostering a respectful workplace that strengthens engagement, inclusion and staff wellbeing.
e)	HR governance, data and digital transformation – Strengthening HR governance and enabling modern, data-informed and digitally supported HR services.
Figure 1
Strategic pillars of the HRSP 2026-2027
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3.1	Talent and workforce planning
Why this matters
As ITU’s mandate and strategic priorities evolve and skills needs change rapidly, workforce decisions must be forward-looking, evidence-informed and sustainable within approved resources. This requires stronger workforce planning and streamlined talent processes to recruit, onboard and deploy talent effectively, including critical capabilities in areas such as AI and data analytics — the right people in the right place at the right time.
Key initiatives
–	Implement an updated competency framework, aligned with shared values, to clarify role expectations and support consistent approaches to selection, performance and development.
–	Modernize talent acquisition by optimizing end-to-end processes, strengthening assessment methods, and reinforcing merit-based, fair and transparent recruitment, enabling targeted outreach and a robust talent pipeline in priority and emerging skill areas, while enhancing candidate experience and strengthening ITU’s attractiveness to qualified candidates.
–	Strengthen induction and onboarding through a more comprehensive and consistent onboarding journey and practical manager toolkits, supporting faster integration and time-to-productivity across teams and work modalities.
–	Expand developmental, and mobility opportunities to allocate capabilities where they are most needed, support career growth and strengthen knowledge transfer, leveraging internal mobility where feasible; and strengthen targeted partnerships with Member States, organizations and academia to broaden entry pathways—particularly for young professionals and candidates from under-represented Member States—while ensuring transparent governance and mutual benefit.
–	Establish a clear contractual framework with more flexible contract modalities and refine associated contractual and resourcing tools to respond to short-term surges in work, specialized expertise and time-bound initiatives.
–	Strengthen workforce and succession planning to anticipate critical capability needs, manage risks linked to turnover and retirement, and support timely staffing decisions aligned with business priorities.
3.2	Leadership, performance management, reward and recognition
Why this matters
Effective leadership and people management are critical to delivery, culture and staff trust. A consistent approach to performance management and fair recognition strengthens accountability and engagement, while timely handling of workplace issues supports a respectful environment. Cultivating leadership excellence at all levels— aligned with the UN System Leadership Framework and anchored in shared values and clear accountability—empowers managers to lead inclusively, develop talent, and address underperformance early and fairly.
Key initiatives
–	Strengthen leadership pipeline and proactive identification by clarifying leadership expectations, identifying potential early and enabling targeted development opportunities.
–	Introduce mandatory training for managers to build and strengthen core people-management capability, supported by practical tools and guidance for consistent application of policies and procedures.
–	Cultivate inclusive and adaptive leadership to drive innovation and organizational resilience, supported by targeted learning programmes that embed accountability and fairness in day-to-day people decisions.
–	Strengthen conflict-management and workplace relations capability by enhancing prevention, resolution pathways, including timely access to independent advice and support for managers and staff through the Ombudsman and other relevant mechanisms.
–	Pilot feedback process for directors and managers (e.g. 360-degree feedback) to strengthen self-awareness, leadership behaviours and continuous improvement.
–	Expand executive coaching to support senior leaders and priority cohorts in leading change and navigating complex people-management situations.
–	Reinforce performance management including managing underperformance through clearer standards, stronger documentation practice and targeted capability-building for managers.
–	Implement the reward and recognition framework to foster a culture of timely, transparent and inclusive recognition aligned with performance and shared values.
3.3	Learning and career development
Why this matters
As skills requirements evolve rapidly, ITU is committed to fostering a culture of continuous learning to strengthen performance and future readiness. Clear and transparent career pathways and targeted development opportunities will support engagement and retention while strengthening organizational capability. Learning analytics will help ensure that investments are evidence-informed and aligned with ITU’s strategic priorities.
Key initiatives
–	Strengthen career development frameworks to provide clear expectations and development options across functional areas and grades.
–	Foster a continuous learning culture by reinforcing shared accountability for learning among staff, managers and the organization, and by promoting accessible learning opportunities.
–	Implement an annual learning plan aligned with the ITU Strategic Plan to prioritize learning investments and ensure relevance to strategic priorities.
–	Strengthen future-oriented skills development by aligning learning with emerging technologies, priority capability needs and critical roles, supported by targeted programmes and on-the-job learning.
–	Develop learning analytics and skills assessment to better understand capability gaps, tailor learning offers, and track learning uptake and effectiveness.
–	Promote knowledge sharing and peer learning through communities of practice, mentoring and structured opportunities to share expertise across teams and departments.
3.4	Staff engagement, inclusion and wellbeing
Why this matters
Staff engagement, inclusion, and wellbeing are foundational to sustained performance and a healthy organizational culture. By prioritizing its duty of care and fostering supportive practices, ITU enables staff to thrive while mitigating institutional risks. Proactively listening to staff and closing the feedback loop will bolster trust thereby reinforcing a respectful workplace across the Union.
Key initiatives
–	Support the transition towards a more integrated Occupational Health & Safety (OHS) approach, building on existing medical services, interagency linkages and strengthening prevention, risk management and awareness.
–	Enhance return-to-work programmes to support staff reintegration following illness or leave, through clear procedures, timely coordination and appropriate workplace adjustments where needed.
–	Implement the Mental Health and Wellbeing Action Plan to strengthen prevention, access to support and awareness, and to promote a supportive environment for mental wellbeing.
–	Mitigate workplace stressors and build resilience through targeted interventions, practical resources for staff and managers, and initiatives that promote healthy ways of working.
–	Implement flexible working arrangements appropriate for operational needs to support work-life balance, through a clear policy and guidance, and consistent application across teams.
–	Build an inclusive workplace by fostering a respectful and supportive culture, leveraging diversity, preventing unacceptable conduct, and advancing disability inclusion through reasonable accommodation, alongside equitable opportunities for all.
–	Leverage the Employee Engagement Survey (EES) and action plans to institutionalize staff feedback mechanisms, prioritizing evidence-based interventions and monitoring progress through transparent communication and mutual accountability.
3.5	HR governance, data and digital transformation
Why this matters
Strong HR governance and modern enabling systems underpin consistent, compliant, and efficient people management. Targeted investment in technology and enhanced data analytics function will foster a client-service culture, drive evidence-informed decision-making, and alleviate administrative burden through automation and simplification.
Key initiatives
–	Strengthen the HR regulatory framework by reviewing and updating policies, rules and guidance to close gaps, improve coherence and support consistent application.
–	Develop and maintain a staffing table to enhance workforce visibility and drive strategic workforce planning, resource optimization, and organizational realignment, ensuring real-time transparency on staffing trends.
–	Establish a robust contractual framework to clarify contract modalities and related governance, enabling consistent, compliant and efficient use of contractual arrangements.
–	Develop the Delegation of Authority (DoA) framework to enhance operational agility, strengthen accountability, and streamline decision-making across the Union.
–	Streamline, simplify and automate HR processes through standard operating procedures (SOPs) for key processes, SAP-HR enhancements and targeted HR technology investments to improve efficiency and service delivery.
–	Strengthen the staff relations’ function through continued regular engagement with the Staff Council and strengthened coordination with regional offices, reinforcing procedural fairness and mitigating people-related risks across the Union.
–	Deliver health insurance, pension and related administrative services organization-wide—including regional offices—under consistent rules, processes and service standards. Furthermore, provide dedicated support to regional offices through medical emergency sessions, offering practical guidance on procedures and support channels.
–	Strengthen HR data and analytics capabilities by establishing reliable and consolidated HR data sources, expanding business intelligence and moving towards predictive analytics to support planning, reporting and decision-making. Assess and pilot AI-enabled HR solutions, engaging internally and inter-organizationally to validate effectiveness, share best practices, and address potential risks.
4	Implementation and governance
The HRSP 2026-2027 will be operationalized through an annual HRMD workplan, setting out deliverables, lead teams and timeframes, and implemented in close collaboration and continuous dialogue with leadership, managers and staff across the Union. A strengthened accountability framework will clarify roles, responsibilities and decisions, supporting consistent implementation and timely decision-making. Delivery will reinforce a strong client-service culture, with clear service standards, practical guidance for managers and continuous feedback to improve the user experience.
An implementation roadmap (see Annex) will provide further detail, including milestones, indicators and an indicative timetable, and will be used to manage sequencing, dependencies and key risks across initiatives. The results and data gathered will serve as a foundational baseline to inform the next strategic planning cycle and enable the development of updated performance indicators and targets.
Progress and key issues will be communicated through established governance channels, including regular reporting to Council, IMAC, and through Town Hall meetings with all staff. Where needed, implementation priorities will be adjusted based on delivery progress, emerging risks and feedback from managers and staff.
5	Monitoring and indicators
Progress in implementing the HRSP 2026-2027 will be monitored through the annual HRMD workplan tables, which will track key activities, lead teams and deadlines. Delivery status will be reviewed regularly to ensure timely delivery, enable escalation of risks and corrective action where required.
Monitoring will also include targeted compliance checks covering performance management processes and mandatory training obligations. Where relevant, implementation monitoring will be complemented by enhanced use of dashboards to provide real-time insights into workforce trends (e.g. gender parity and geographical distribution). Results from monitoring will be used to inform the next planning cycle, ensuring continuous improvement.
Staff experience and wellbeing will be monitored through employee engagement surveys and follow-up action plans, complemented by medical and leave statistics and other available data to identify trends.
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[bookmark: Annex1]Annex
Implementation roadmap for the ITU HRSP 2026–2027
	A. 
Pillar no. and item
	B. 
Key initiatives
	C. 
Key performance indicators
	E. 
Timelines
	F. 
Status

	1.1
	Competency framework
	Implement an updated competency framework, aligned with shared values, to clarify role expectations and support consistent approaches to selection, performance and development.
	• Framework approved and operationalized (qualitative) 


• % of job profiles/roles mapped to competencies
• % of selection templates updated to reflect competencies
• % of performance templates updated to reflect competencies
	Q3 2026 (approved) and implemented starting Q1 2027
Q4 2026
Q4 2027
Q4 2027
	

	1.2
	Talent acquisition & recruitment modernization
	Modernize talent acquisition by optimizing end-to-end processes, strengthening assessment methods, and reinforcing merit-based, fair and transparent recruitment, enabling targeted outreach and a robust talent pipeline in priority and emerging skill areas, while enhancing candidate experience and strengthening ITU’s attractiveness to qualified candidates.
	• Average number of eligible applications per post 
• Recruitment cycle time (time-to-hire) 
• Candidate experience feedback (qualitative/quantitative) 
• % of recruitments utilizing modernized assessment tools
• Outreach Strategy approved and operationalized (qualitative)

• Number of vacancies advertised internally vs. externally (per year)
• Number of posts filled by internal vs. external candidates (per year)
	


Q2 2027


Q4 2026/ Q4 2027

	

	1.3
	Induction & onboarding
	A comprehensive and consistent onboarding journey and practical manager toolkits, supporting faster integration and time-to-productivity across teams and work modalities.
	• Number of inductions held; % newly recruited staff participating 
• Onboarding completion rate (e.g. 30/60/90-day milestones)
• Manager toolkit deployed (yes/no) and usage feedback
	Yearly/ongoing
Q1 2027
Q1 2027
	

	1.4
	Mobility & rotation
	Expand developmental assignments and mobility opportunities to allocate capabilities where they are most needed, support career growth and strengthen knowledge transfer, leveraging internal mobility where feasible.
	• Number of internal mobility opportunities launched
• Yearly mobility trends by grade/function area/department (dashboard) 
	Q1 2027
Q4 2027
	

	1.5
	Targeted partnerships
	Strengthen targeted partnerships with Member States, organizations and academia to broaden entry pathways—particularly for young professionals and candidates from under-represented Member States—while ensuring transparent governance and mutual benefit.
	• Number of established partnerships (FIT, JPOs, loans/secondments partners) 
• Number of interns / early-career specialists
• Number of candidates from LDCs, LLDCs and SIDS[footnoteRef:1] [1: 	Least developed countries/landlocked developing countries/small island developing States.] 

	Ongoing throughout 2026-2027
	

	1.6
	Contract modalities & resourcing tools
	Establish a contractual framework with more flexible contract modalities and refine associated contractual and resourcing tools to respond to short-term surges in work, specialized expertise and time-bound initiatives.
	• Number of new contractual modalities established
• A toolkit for managers developed and operationalized
• Average time-to-fill for affiliate workforce positions (project-based)
	Q4 2026
	

	1.7
	Workforce & succession planning
	Strengthen workforce and succession planning to anticipate critical capability needs, manage risks linked to turnover and retirement, and support timely staffing decisions aligned with business priorities.
	• Workforce Planning Framework approved and operationalized (qualitative)
• Succession planning for critical roles mapped(qualitative/quantitative) 
• Vacancy trends and pipeline visibility (dashboard)
	Q4/2026
	

	2.1
	Leadership pipeline & early identification
	Strengthen leadership pipeline and proactive identification by clarifying leadership expectations, identifying potential early and enabling targeted development opportunities.
	• Number of leadership development programmes offered 
• Leadership learning participation and completion
	Offered in 2026 and 2027
	

	2.2
	Mandatory training for managers
	Introduce mandatory training for managers to build/strengthen core people-management capability, supported by practical tools and guidance for consistent application of policies and procedures.
	• % completion rate of mandatory trainings (manager cohort) 
• % of managers completing mandatory training within set timeframe
	Q4 2026
	

	2.3
	Inclusive and adaptive leadership
	Cultivate inclusive and adaptive leadership to drive innovation and organizational resilience, supported by targeted learning programmes that embed accountability and fairness in day-to-day people decisions.
	• Leadership learning participation and completion (including adaptive leadership, gender-responsive leadership etc.)
• Inclusion-related score in employee engagement survey (EES) (trend)
	Q3 2026
	

	2.4
	Conflict-management and workplace relations capability
	Strengthen conflict-management and workplace relations capability by enhancing prevention, resolution pathways, including timely access to independent advice and support for managers and staff through the Ombudsman and other relevant mechanisms.
	• Number of managers and staff trained in conflict prevention and informal resolution
• Trend in the use of informal resolution pathways (e.g., ombudsman and mediation)
	Q3 2026
	

	2.5
	Feedback insight pilot
	[bookmark: _Hlk220430719]Pilot feedback process for directors and managers (e.g. 360-degree feedback) to strengthen self-awareness, leadership behaviours and continuous improvement.
	• Pilot implemented (yes/no) 
• Participation rate
	Q2 2026
	

	2.6
	Executive coaching
	Expand executive coaching to support senior leaders and priority cohorts in leading change and navigating complex people-management situations.
	• Number of senior leaders receiving coaching
	Q4 2026
	

	2.7
	Performance management & difficult conversations
	Reinforce performance management including managing underperformance through clearer standards, stronger documentation practice and targeted capability-building for managers.
	• Compliance rates (performance management) 
• % of managers trained in Performance Management, 'Managing Underperformance' and 'Difficult Conversations'
	Q4 2026 and Q4 2027 (done on a yearly basis)
	

	2.8
	Reward & recognition framework
	Implement the reward and recognition framework to foster a culture of timely, transparent and inclusive recognition aligned with performance and shared values.
	• Framework approved and operationalized (qualitative) 
• Uptake of recognition mechanisms (number/%) 
• Perception of recognition/fairness (EES items/qualitative)
	Q4 2026 (then implemented yearly)
	

	3.1
	Career development
	Strengthen career development frameworks to provide clear expectations and development options across functional areas and grades.
	• % of staff completing targeted career development / upskilling programs
• Provide dedicated career development programs including CV writing, competency-based interview (CBI) training (EES items/qualitative)
	Q3 2026 / Q3 2027 (offered every year)
	

	3.2
	Continuous learning
	Foster a continuous learning culture by reinforcing shared accountability for learning among staff, managers and the organization, and by promoting accessible learning opportunities.
	• % of staff completing at least one targeted in-service training
	Each year (by Q4 2026 / Q4 2027)
	

	3.3
	Annual learning plan
	Implement an annual learning plan aligned with the ITU Strategic Plan to prioritize learning investments and ensure relevance to strategic priorities.
	• Plan published and executed (qualitative)
• Training investment as % of staff cost (target = 3%)
	Q1 2026 / Q1 2027 (annually)
	

	3.4
	Future-oriented skills development
	Strengthen future-oriented skills development by aligning learning with emerging technologies, priority capability needs and critical roles, supported by targeted programmes and on-the-job learning.
	• Number of programmes delivered
• Participation in skills programmes (number/%)
	Q4 2026
	

	3.5
	Learning analytics and skills assessment
	Develop learning analytics and skills assessment to better understand capability gaps, tailor learning offers, and track learning uptake and effectiveness.
	• Active usage of the Learning Dashboard
• % of training offers tailored to identified skill gaps
• Average learning effectiveness score (post-training evaluation)
	Q3 2026
	

	3.6
	Knowledge sharing and peer learning
	Promote knowledge sharing and peer learning through communities of practice, mentoring and structured opportunities to share expertise across teams and departments.
	• Number of staff mentored
	Q4 2026 (regularly afterwards)
	

	4.1
	Occupational Health & Safety (OHS)
	Support the transition towards a more integrated Occupational Health & Safety (OHS) approach, building on existing medical services and strengthening prevention, risk management and awareness.
	• Organizational Health Review conducted
• Health and occupational risks integrated into the ITU Risk Register
• % of staff completing OHS awareness and prevention training
	Q4 2027
Q4 2027
Q4 2026/Q4 2027
	

	4.2
	Return-to-work (RTW) programmes
	Enhance RTW programmes to support staff reintegration following illness or leave, through clear procedures, timely coordination and appropriate workplace adjustments where needed.
	• Standard Operating Procedures (SOPs) for RTW implemented (qualitative)
• %of RTW cases supported
	Q4 2026
Q4 2026/Q4 2027
	

	4.3
	Mental Health and Wellbeing Action Plan
	Implement the Mental Health and Wellbeing Action Plan to strengthen prevention, access to support and awareness, and to promote a supportive environment for mental wellbeing.
	• % of Mental Health Action Plan milestones achieved
• EES scores for "Work & Life Blend and Our Culture" (trend)
	Q4 2026/Q4 2027
Q4 2027
	

	4.4
	Stressors and resilience
	Mitigate workplace stressors and build resilience through targeted interventions, practical resources for staff and managers, and initiatives that promote healthy ways of working.
	• % staff participation in mental health awareness or resilience sessions
• Medical/leave statistics (trend)
	Q4 2026/Q4 2027

Q4 2027
	

	4.5
	Flexible working arrangements (FWA)
	Implement FWA appropriate for operational needs to support work-life balance, through a clear policy and guidance, and consistent application across teams.
	• Updated Policy promulgated and operationalized (qualitative)
• Dashboard utilization for FWA tracking and monitoring
	Q1 2026
	

	4.6
	Inclusive and respectful workplace
	Build an inclusive workplace by fostering a respectful and supportive culture, leveraging diversity, preventing unacceptable conduct, and advancing disability inclusion through reasonable accommodation, alongside equitable opportunities for all.
	• % staff completion of trainings on preventing harassment and misconduct 
• % reasonable accommodation requests supported
	
Q4 2026/Q4 2027

Q4 2026/Q4 2027

	

	4.7
	EES and action plans
	Leverage the Employee Engagement Survey (EES) and action plans to institutionalize staff feedback mechanisms, prioritizing evidence-based interventions and monitoring progress through transparent communication and mutual accountability.
	• EES participation rate
• % of departments with an active EES Action Plan 
• Trend in scores across key survey dimensions over time
	Q4 2026 (issuance of new survey Q1 2027)
	

	5.1
	HR regulatory framework
	Strengthen the HR regulatory framework by reviewing and updating policies, rules and guidance to close gaps, improve coherence and support consistent application.
	• Number of priority HR policies/service orders reviewed and updated
• Staff Rules/Regulations updated and approved (qualitative)
• Percentage of new/revised HR policies available to all staff on a unified accessible platform, and number of training sessions/communication initiatives delivered
	Ongoing throughout 2026-2027
	

	5.2
	Staffing table
	Develop and maintain a staffing table to enhance workforce visibility and drive strategic workforce planning, resource optimization, and organizational realignment, ensuring real-time transparency on staffing trends.
	• Staffing table established and updated (qualitative)
• Real-time visibility of staffing trends (dashboard)
• % error rate less than 1%
	Q3 2026
Q3 2026
Q1 2027
	

	5.3
	Contractual framework
	Establish a robust contractual framework to clarify contract modalities and related governance, enabling consistent, compliant and efficient use of contractual arrangements.
	• Comprehensive contractual framework implemented (Yes/No)
	Q4 2026
	

	5.4
	Delegation of Authority (DoA)
	Update the Delegation of Authority (DoA) framework to enhance operational agility, strengthen accountability, and streamline decision-making across the Union.
	• DoA promulgated (qualitative)
• Approval workflows aligned in ERP system (yes/no)
	Q4 2026
Q4 2026
	

	5.5
	HR processes
	Streamline, simplify and automate HR processes through standard operating procedures (SOPs) for key processes, SAP-HR enhancements and targeted HR technology investments to improve efficiency and service delivery.
	• Number of SOPs approved by the Chief and centrally archived
• Number of SAP HR/SAS enhancements proposed
• Reduction in process-related queries
	Q4 2026/Q4 2027
Q4 2026/Q4 2027
Q4 2026
	

	
	
	
	• On-time delivery of monthly payroll cycle
• Number of SAP HR/Payroll enhancements proposed
• Number of SOPs approved by the Chief and centrally archived
	Monthly 2026
Q4 2026/Q4 2027
Q4 2026/Q4 2027
	

	5.6
	Staff relations function
	Strengthen the staff relations’ function through continued regular engagement with the Staff Council and strengthened coordination with regional offices, reinforcing procedural fairness and mitigating people-related risks across the Union.
	• Regular engagement with Staff Council
• Increased communication with regional offices
	Q4 2026/Q4 2027
Q4 2026/Q4 2027
	

	5.7
	Health insurance, pension and related administrative services
	Deliver health insurance, pension and related administrative services organization-wide—including regional offices—under consistent rules, processes and service standards. Furthermore, provide dedicated support to regional offices through medical emergency sessions, offering practical guidance on procedures and support channels.
	• % of premium/pension reports transmitted to UNSMIS/UNJSPF on time and without errors
• Number of medical emergency sessions delivered for regional offices and participation rate per session
	Monthly 2026

Q2 & Q3 2026
	

	5.8
	HR data & analytics
	[bookmark: _Hlk221119482]Strengthen HR data and analytics capabilities by establishing reliable and consolidated HR data sources, expanding business intelligence and moving towards predictive analytics to support planning, reporting and decision-making.
	• Availability of data quality monitoring system (e.g., dashboard) (yes/no)
• Number of analytical tools utilized for business intelligence and HR data consolidation
• Number of AI-assisted tools adopted
	

Q4 2026
Q4 2026

Q4 2027
	

	5.9
	AI-enabled HR solutions
	Assess and pilot AI-enabled HR solutions, engaging internally and inter-organizationally to validate effectiveness, share best practices, and address potential risks.
	• Number of AI-enabled use cases in use
• Lessons learned and good practices shared internally and with inter-organizationally (qualitative)
	Q4 2027
Q4 2027
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