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	Purpose
In January 2025, ITU launched its first-ever Employee Engagement Survey (EES). The survey was designed to understand employees’ level of commitment, motivation and connection with work and the organization, and to drive efficiency and effectiveness within ITU. The survey achieved a response rate of 72 per cent. The data helped identify areas where we are perceived to be doing well and highlighted areas for further improvement. An ITU-wide action plan was developed, and Bureau/Department-level teams have been mobilized to translate the findings into concrete actions at the grassroots level, with mechanisms set in place by the Human Resource Management Department to monitor implementation and track progress.
Action required by the Council
This document is transmitted to the Council for information.
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Employee Engagement Survey overview 
The Employee Engagement Survey was released in January 2025 with the aim to support continuous organizational improvement by identifying areas where we are perceived to be doing well and highlighting areas for further improvement. The survey was conducted on an anonymous basis. Individual responses were not identifiable, ensuring the confidentiality and integrity of the process and encouraging open and safe participation by employees.
A total of 581 employees participated in the survey, representing 72 per cent of all invitees[footnoteRef:1] . This high response rate provides a robust and representative dataset and establishes a benchmark against which future engagement surveys will be measured. [1: 	The survey was open to the following groups: 
	–	Permanent and fixed-term employees (full-time and part-time) 
	–	Short-term employees and consultants with contracts exceeding 3 months
	–	Interns with contracts longer than 6 months
	–	Employees based in headquarters, regional offices, or working remotely.] 

Results were first presented to all staff at a Special Edition Townhall held on 25 March 2025, initiating an organizational-wide process of information-sharing, dialogue and action planning based on the findings.
Between April and June 2025, results were shared across all Bureaux and General Secretariat (GS) departments. Each Bureau and Department presented and discussed its respective results with staff, enabling localized reflection and dialogue on specific strengths and challenges. This process initiated the action-planning phase of the Employee Engagement Survey. Engagement Ambassadors facilitated structured workshops with volunteer committees in each Bureau and GS department, supporting staff-led identification of priorities and practical solutions.
On an ITU-wide level, the Employment Engagement Committee (led by the Chief of HRMD and consisting of representatives from HRMD, the Staff Council, and the Office of the Secretary-General) reviewed the results, consolidated Bureau- and Department-level inputs and other relevant documentation to develop the Union-wide 2026 Employee Engagement Action Plan. The agreed actions are currently under implementation, and an evaluation of each action will follow .
Results
Overall results indicate a positive level of employee engagement in several key dimensions. Staff reported a good understanding of their roles and responsibilities, a high degree of pride in working for ITU, and generally positive feedback related to the guidance and support from direct supervisors.
These findings highlight important organizational strengths, particularly in the areas of role clarity, institutional pride and engagement and immediate supervisory relationships.
The results of the survey also identified a number of areas requiring further attention and improvement as shown in the table below. These findings reflect the concerns and views expressed by staff, and ITU is responding to them in a constructive and positive manner.

	Strengths
	Areas for improvement

	–	Alignment and involvement (i.e. knowing how one’s work contributes to the goals of ITU, knowing how to be successful in one’s role, and being appropriately involved in decisions) 
–	Management (i.e. working relationship with one’s direct manager)
–	Teamwork & ownership (i.e. feeling part of a team, accountability, and fair workload division)
–	Enablement (i.e. having the right information, autonomy, physical space, and learning/development to do one’s job effectively)
	–	Feedback & recognition ( i.e. underperformance management, reward and recognition)
–	Speak-up culture and psychological safety (i.e. open and honest two-way communication, ability to voice contrary opinions)
–	Workload prioritization
–	Communication and information-sharing (i.e. good flow of communications between leadership, departments, and teams)
–	Innovation in how we work (i.e. being given resources and tools to innovate, and acting on innovative ideas)



Implementation phase and next steps
The Employee Engagement Survey provided a foundation for strengthening ITU as a people-centred organization and for embedding a culture of continuous improvement and fit-for future. It represents an important step towards more systematic listening to staff and evidence-based organizational development. 
The concrete actions developed following the survey are being implemented at two levels: 
–	Bureau and Department level, through grassroots action plans co-created with staff under the coordination of the designated Engagement Ambassadors.
–	Union-wide level, in collaboration with the Staff Council, through four priority actions endorsed by CoCo:
1	Elected Officials Open-Door Sessions - to create direct, informal opportunities for dialogue, building trust between staff and leadership, promoting inclusivity, and reinforcing a more engaged and empowered organization. This initiative is linked to ‘communication and information-sharing’ and ‘speak-up culture and psychological safety’.
2	Brown bag Lunch Series – to create an informal forum to exchange knowledge, practical insights and build cross-team understanding. This initiative is linked to ‘communication and information-sharing’.
3	Innovation and Learning Programme – to create time and space for staff to brainstorm, innovate, learn, think outside of the box and test ideas. This initiative is  linked to ‘innovation in how we work’. The ITU Innovation Hub will serve as a space in which staff are encouraged to innovate and learn.
4	Mentoring Programme – to foster both professional and personal development among staff through structured mentoring relationships. One facet of this mentorship programme is the Reverse Mentorship Programme, which teams younger staff mentors with more experienced mentees at ITU. This initiative is linked to ‘feedback & recognition’ and ‘speak-up culture and psychological safety’.
Additionally, in 2025, ITU initiated an operational planning exercise designed to assist senior management with workload prioritization. Future editions of the Employee Engagement Survey will be refined based on lessons learned from the 2025 exercise, with a view to enhancing analytical depth, comparability over time and the effectiveness of resulting action plans. The continuation of the Employee Engagement Survey process will support ITU’s strategic objectives by fostering a more inclusive, collaborative and high-performing workplace culture, thereby contributing to the overall organizational excellence.
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