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Summary

The present report is submitted pursuant to a request made by the Executive
Board. It provides an overview of human resources management at UNFPA, in line
with the Fund's human resources strategy (DP/FPA/2002/11). The strategy, which
was presented to the Board in 2002, provides the framework for a competency-based
human resources management system that integrates human resources planning,
recruitment, performance management, learning and career development.

Following the introduction, section Il of the report presents the context in terms
of the external and internal environment pertaining to human resources management;
section |11 provides an overview of the composition and structure of UNFPA staff;
section 1V focuses on managing human resources and delineates the different areas
of human resources and the progress achieved within UNFPA; section V highlights
key priorities and challenges; and section VI contains a recommendation. Additional
information pertaining to staff distribution is made available on the UNFPA
Executive Board website.
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I ntroduction

1. The present report is submitted pursuant to a request made by the Executive
Board. The report provides an overview of human resources management at
UNFPA. The Fund considers its staff to be a key asset and essential for delivering
on the UNFPA mission and mandate in assisting countries in implementing the
Programme of Action of the International Conference on Population and
Development (ICPD) and achieving the Millennium Development Goals. UNFPA
aims to foster an organizational culture that is open, outward looking, field-focused
and future-oriented.

2. In adapting to the changing development needs of countries and evolving
global trends, UNFPA seeks to place the right people with the right skillsin the right
position at the right time. The challenge for UNFPA, as indeed for any development
organization, is to remain strategic and agile in responding to and keeping pace with
diverse and changing country needs and realities. The Fund's success is pivoted on
having a workforce that is talented, has the requisite skills and competencies and
can deliver on the UNFPA mandate effectively and efficiently in a competitive,
results-focused development environment where a high premium is placed on
accountability. Flexibility and adaptability in human resource capabilities are
essential.

3.  Following the introduction, section Il of the present report gives the context in
terms of the external and internal environment pertaining to human resources
management; section 111 provides an overview of the composition and structure of
UNFPA staff; section IV focuses on managing human resources and delineates the
different areas of human resources and the progress achieved within UNFPA;
section V highlights key priorities and challenges; and section VI contains a
recommendation. Additional information pertaining to staff distribution is made
available on the UNFPA Executive Board website. The present report draws on the
UNFPA human resources strategy (DP/FPA/2002/11) that was presented to the
Executive Board at the second regular session 2002. The strategy defined the
internal vision and established an integrated, holistic framework for human
resources management, and drew on improved management practices within and
outside the United Nations system.

Context

4.  In UNFPA, human resources management is everyone's business. The Fund's
collaborative approach to human resources emphasizes the role of all managers as
human resources managers. This approach reinforces human resources management
measures through mentoring, coaching and regular dialogue with staff and managers —
with a focus on planning, managing and nurturing talent; performance; and fostering
discussions on career and learning needs. All managers are responsible for
upholding the principles of transparency, accountability, confidentiality and team
performance. They are also charged with treating all staff with respect.

5. Comprehensive human resources measures highlighted in this report are
designed to have a positive effect on motivation and performance. Applying the
United Nations Staff Regulations and Staff Rules, and as part of the United Nations
common system (conditions of employment), UNFPA is innovative and resourceful
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in the application of modern best practices. UNFPA emphasis on innovation has
contributed to successful human resources initiatives that are being adopted by
othersin the United Nations system.

6. In 2004, the Secretary-General, for the purpose of implementing General
Assembly decision 58/555 on personnel matters relating to UNFPA, promulgated
that formal authority in matters relating to human resources was delegated to the
UNFPA Executive Director (see ST/SGB/2004/10). Prior to that, formal authority in
matters concerning UNFPA personnel had resided with the Administrator of UNDP.

7. Under the leadership of the Executive Director, the UNFPA Division for
Human Resources has the lead role in promoting and implementing the UNFPA
human resources strategy. Like all other units of the Fund, the Division contributes
to advancing and achieving the goals and results of the UNFPA strategic plan. The
Director of the Division is a member of the UNFPA Executive Committee and the
Division participates in various working groups of the United Nations Development
Group (UNDG), the International Civil Service Commission (ICSC), and the Human
Resources Network (HRN) of the United Nations System Chief Executives Board
(CEB), engaging in human resources policy dialogue with the goal of harmonizing
policies and practices across the United Nations system. At many levels, the
Division contributes substance and innovative solutions dealing with broad human
resources issues that impact the organization. The aim is to be flexible and adaptable
to the changing needs and requirements of global trends and the workplace.

External environment

8. Therapidly changing regional and country realities and the increasing range of
programme delivery modalities for the United Nations system and UNFPA
engagement all have implications for human resources at the country level. UNFPA
is working in diverse country settings, for example, least developed countries,
middle-income countries, countries in conflict, post-conflict or crisis’emergency
situations, and Delivering as One countries. In each country setting there are
specific needs and demands that require UNFPA to work differently in order to be
responsive to national particularities and priorities. As noted above, the challenge is
to remain flexible and strategic in responding to evolving needs and trends.

9. External factors have contributed to the challenges faced in recruitment in
headquarters and field offices, not only for UNFPA but also for the United Nations
system in general. Recruitment and placement of staff have been impacted by
attrition caused by a number of factors: decreasing attractiveness and
competitiveness of the United Nations system employment conditions; staff
retirements; difficult living conditions and increasing security concerns in a number
of field duty stations; and increased competition for suitable candidates from within
the United Nations family of organizations, the private sector, and resource-rich
non-governmental organizations and foundations. In some instances, delays in
government clearance for positions of the UNFPA Representative have jeopardized
UNFPA ability to maintain the interest of internal and external candidates. Increased
mobility of staff has given rise not only to more recruitment and reassignment
activities, it also presents the challenge of orienting new staff and ensuring the
continuity of operations.
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10. External stakeholders are demanding that the United Nations be more
accountable in the way resources are being utilized, requiring more efficiency and
effectiveness in the management of resources, including human resources.

11. United Nations reform initiatives have had a major impact in the area of
human resources. On 1 July 2009, the General Assembly introduced a new
contractual framework. UNFPA participated in the inter-agency meetings to finalize
the new United Nations Staff Rules and updated its own human resources policies
and practices to ensure consistency with the new Staff Rules. UNFPA is currently
conducting a one-time review of staff for consideration for permanent appointments
as part of the transitional measures that are applicable to the United Nations
Secretariat and the funds and programmes. UNFPA has been a strong contributor to
United Nations reform initiatives through active participation in inter-agency
working groups as well as in human resource-related missions to Delivering as One
countries.

Inter nal environment

12. In 2008, UNFPA undertook a major restructuring to enhance efficiency and
effectiveness and strengthen the Fund's field focus. In order to ensure a smooth
transition and minimize the disruption of its operations, a comprehensive change
management plan was elaborated and a consultative approach was adopted with an
emphasis on transparency and staff well-being. The elaboration of a planned
approach included the management of critical decisions related to, among others:
major staffing exercises (including job fair and job matching exercises); the closing
of country support team offices in Addis Ababa, Amman, Bangkok, Bratislava,
Dakar, Harare, Kathmandu, Mexico City and Suva; the abolition of selected posts
and the provision of career counselling to those staff affected by the restructuring;
the management of an agreed separation programme; and the negotiation of legal
agreements for the establishment of regional and subregional offices. Specific
attention was given to regular communication with all staff, including holding
regular information sessions and meetings with the affected units, as well as with all
staff at headquarters (with web broadcasts to field offices). In addition, missions
were undertaken to each of the affected offices to clarify conditions of separation
and provide career counselling and job-search skills. UNFPA developed “Human
Resources Guidelines and Procedures to Support Organizational Restructuring” in
consultation with the Staff Council and disseminated the guidelines to staff. The
guidelines are now considered a best practice in the United Nations system and have
been adapted by other United Nations organizations as a reference for their change
management initiatives.

13. Restructuring impacted the work of the Fund in various ways. It engendered a
number of staff movements — the arrival of newcomers to the organization as well
as a loss of institutional knowledge when some staff were awarded voluntary
separations or retired. While these movements created opportunities for staff to
progress in their careers and brought in fresh skills and capacities through new staff,
the organization had to ensure, through a variety of measures, continuity of
operations and a smooth transfer of knowledge as staff assumed new roles.
Throughout the transition period, the organization remained alert and committed to
adapting and exercising flexibility to unforeseen changes.
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[11. Composition and structure of UNFPA staff

14. UNFPA is committed to maintaining a gender-balanced and geographically
diverse workforce. The UNFPA Division for Human Resources reports regularly to
senior management on staff demographics, including gender and nationality.

A. Staff by category and contractual status

15. As of 30 September 2010, UNFPA had a total of 2,017 staff funded from
regular resources, with 16 per cent located at headquarters and the rest in field
locations. In addition, there are 70 Junior Professional Officers (JPOs), 89 per cent
of whom work in field duty stations. The number of JPOs in 2010 represents a
36 per cent increase compared to 2009.

16. Among the International Professionals, 51 per cent are in senior management-
level positions (P5 level and above), 30 per cent are at middle-management level
(P4 level), and 19 per cent are in entry-level positions (P2 and P3 levels). In the
General Service category, 47 per cent are at the senior levels (G6 and G7).

Table 1
Total number of staff by category and location under regular resources
(as of 30 September 2010)

International National Percentage of
Location Professional Professional General Service Total total staff
Asia and the Pacific
region 62 123 215 400 20%
Africaregion 130 267 364 761 38%
Arab States region 42 40 80 162 8%
Eastern Europe and
Central Asia
regions 21 40 67 128 6%
Latin America and
the Caribbean
region 39 72 127 238 12%
Headquarters 202 126 328 16%
Grand total 496 542 979 2017 100%
Per centage of
total staff 25% 27% 49% 100%

B. Saffing structure

1. Gender representation

17. UNFPA takes pride in its commitment to gender balance across the
organization and for years has been a leader in the United Nations system in that
regard. Overall, the UNFPA workforce is 52 per cent female and 48 per cent male.
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In the International Professional category, 47 per cent of the staff are female and
53 per cent are male.

Figure 1
Gender balance: all UNFPA staff funded from regular resources (as of
30 September 2010)

Male
48%

2. North/South staffing at UNFPA

18. The proportion of UNFPA staff from countries in the South is 85 per cent and
from countries in the North is 15 per cent. As regards International Professionals,
60 per cent come from the South and 40 per cent from the North.

Figure 2
Percentage of North/South International Professionals (as of 30 September 2010)

m North

South
300

60%

3. Agestructure

19. Overall, 36 per cent of all UNFPA staff members fall within the age bracket of
41 to 50 years and 31 per cent fall within the age bracket of 31 to 40 years. In the
International Professional category, 24 per cent are 56 years or older, which
indicates that almost a quarter of staff in the International Professional category will
retire within the next six years.
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Figure 3

Agedistribution of International Professional staff (as of 30 September 2010)
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Retirement projections

20. A total of 103 International Professionals (21 per cent of total International
Professionals) are projected to retire between 2011 and 2015. Of those at the senior
management level (P5 and above), 31 per cent will be retiring, including 8 of the

13 staff at D2/P7 level.

Figure 4

Retirement projections of International Professionals, 2011-2015
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Managing Human Resour ces
Organizational design

21. Organizational design refers to activities related to organizational structure,
human resources planning, job design and job classification. During the UNFPA
restructuring exercise in 2008, new terms of reference for all UNFPA organizational
units were formulated and revised; and job descriptions for posts that featured in the
new organizational structure were designed and classified. While in-house capacity
in job design and classification has been developed to provide advice to managers
and staff, UNFPA outsources the classification function to outside experts.
Moreover, to preserve knowledge and help orient staff to their new duties, UNFPA
launched the UNFPA Knowledge Transfer Notes to make staff transitions more
efficient. These documents are created by staff members who are leaving their posts
to ensure a smooth and efficient hand-over and knowledge preservation in the
organization.

22. The UNFPA succession planning framework presents an approach to aligning
UNFPA human capital with the Fund's strategic objectives. Succession planning is
integrated with a variety of human resources initiatives, including recruitment
strategies, leadership development, corporate learning programmes and career
development opportunities. Annual strategic human resources planning meetings are
organized with the management team of each organizational unit covering a range of
human resource matters, including performance management, staff development
issues, and medium- to long-range planning for upcoming retirements and staff
movements.

23. In keeping with its human resources strategy, UNFPA also outsources other
services, thereby shifting from transaction and process to focus more on strategic
and advisory services. Thus, UNFPA outsources to UNDP the administration of
contracts, salaries, benefits and entitlements. A team from UNDP is co-located in
UNFPA headquarters and provides this service for all international professional staff
and all staff at headquarters. In the field offices, UNDP administration in each office
provides a similar service for UNFPA locally recruited staff. UNDP also manages
the administration of consultants on special service agreements (SSAs) and service
contracts in field offices while the United Nations Office for Project Services
(UNOPS) administers SSAs at headquarters. In keeping with the Fund’s human
resources strategy, UNFPA outsources the administration of Junior Professional
Officers to the UNDP JPO Service Centre in Copenhagen. Of course, outsourcing
can present its own challenges, including if and when the service provider’'s own
capacity is compromised or when reference to UNFPA-specific policies and
procedures is not systematic.

Recruitment and staffing

24. UNFPA seeks the best available talent from internal and external sources in
order to meet organizational needs. Efforts are under way to improve the
employment web page on the UNFPA website and explore the use of social
networks, including Facebook and LinkedIn, to attract a greater number of qualified
candidates. UNFPA took the lead in developing a web-based job application system
within the enterprise resource planning system shared with UNDP and UNOPS,
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called Atlas e-Recruit, which expedites recruitment and feeds rosters of candidates
for critical positions. The system conforms to best practices and standards, and has
already improved the processing of job application management. In addition,
UNFPA aso took the lead in the design of an online recruiter console, which has
enabled UNFPA to track incoming applications and produce vacancy status reports.
This has been essential in identifying and addressing bottlenecks in the recruitment
process. UNDP and UNOPS have expressed interest in adapting the UNFPA
e-Recruit system for their needs.

25. UNFPA recently issued a recruitment guide for managers following established
UNFPA policies and procedures and recommended practices. Starting in 2010,
UNFPA is collaborating with the United Nations Secretariat and other United
Nations agencies on joint outreach/recruitment missions in an effort to promote
UNFPA and attract potential candidates. The Fund's strategic use of external
assessment services is helping to determine the suitability of candidates for
positions with managerial responsibilities. Assessments are also used for staff
development purposes. Also, work is under way to identify and apply additional
testing tools and approaches, preferably online, for key positions. Plans are being
developed to enforce more rigorous checking of the academic credentials and work
history of prospective candidates.

26. UNFPA is a field-based organization. Under the UNFPA geographic rotation
policy, an internationally recruited staff member can expect to rotate if he/she
encumbers a rotational post. Rotation is the managed reassignment of UNFPA staff
members according to specific tours of duty from one UNFPA duty station to
another. The tour of duty is determined by the mobility and hardship classification
of the duty station as determined by the ICSC. Staff rotation is systematic and
managed through an annual exercise that involves a peer review process. The
process ensures a balance of assignments through duty stations of different hardship
levels, and provides staff with opportunities that contribute to their professional and
career growth. Other organizations, such as the United Nations Educational,
Scientific and Cultural Organization (UNESCO), have expressed an interest in this
policy and process.

27. Inter-agency mobility is critical for strengthening the cohesiveness as well as
effectiveness of the United Nations system’s response to global challenges and for
building a competent, versatile, multi-skilled and experienced international civil
service. UNFPA actively supports and subscribes to the Inter-Organization Mobility
Accord. A recent survey of the organizations in the United Nations system by the
ICSC has shown that UNFPA has the best record in the system in both releasing its
staff to work with other United Nations organizations and receiving staff from these
organizations to work at UNFPA.

28. Inrecent years, UNFPA has faced increasing challenges in the implementation
of programme activities, particularly due to interruption of operations caused by
natural or man-made disasters. These situations strain the human resources in
affected country offices and have increased the need for UNFPA to be able to
swiftly and systematically source and/or deploy internal UNFPA staff in response to
a crisis or humanitarian emergency. The quickest staffing solution includes
deployment of experienced and trained staff from within UNFPA and at all levels.
To this end, and based on experiences of other United Nations funds and
programmes, UNFPA has developed elements of an internal surge capacity built on
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rosters around mission-critical profiles and the identification and use of external
resources and modalities that can rapidly and effectively provide other mission-
critical human resource profiles that might not be available in UNFPA. UNFPA is
endeavouring to formalize working arrangements with additional external
organizations and institutions.

L earning and career development

29. UNFPA is committed to promoting continuous staff development and firmly
believes in supporting staff to enhance their own employability, including through
offering informal and formal learning opportunities. UNFPA has defined clear
functional streams and is building a framework for career planning with career
streams identified for the functional areas of the organization. The Division for
Human Resources provides guidance through the process of creating career
development plans that empower staff to build their capacity for future positions.
Learning can take the form of training programmes using various approaches; lateral
moves; or a detail/temporary assignment in another duty station. The UNFPA
Learning Catalogue lists learning topics and courses, both mandatory and optional,
offered by UNFPA, the United Nations System Staff College and other external
partners.

30. UNFPA is revamping its on-boarding or induction and orientation programme,
which aims to ensure that newcomers have the necessary information and tools to
integrate in the organization; understand the UNFPA business model; and perform
their duties. Increasingly, with newcomers assuming key positions, on-boarding may
include “job shadowing” to observe first-hand the skills of experienced and
seasoned staff, in addition to briefings at headquarters and regional offices.

31. UNFPA has developed a continuous learning system linked to the UNFPA
competency framework that identifies learning opportunities for all categories of
staff. In support of talent management, UNFPA has designed a framework for
management and leadership development, which will assist staff members as they
assume increasing levels of managerial and leadership responsibilities. This
framework includes existing programmes such as the UNFPA Leadership and
Applied Management Programme, which is a mid-level manager's programme
aimed at preparing staff for more senior management positions. When necessary and
for certain key positions, UNFPA has arranged for one-on-one executive coaching
for managers by a professional coach.

32. Insupport of improved business practices, UNFPA has designed and conducted
a series of workshops and webinars focused on the increased importance of
accountability, including topics related to the UNFPA internal control framework,
national execution and the application of the International Public Sector Accounting
Standards (IPSAS). These will continue to be priority areas for UNFPA training and
learning programmes for 2011 and beyond.

33. More recently, a special initiative has been launched to help build or refresh
UNFPA staff capacity in results-based programme planning and management. The e-
learning modular training package will cover basic concepts and principles of
results-based management, and fundamental steps in programme planning and
management, including monitoring, evaluation and results reporting. While it is
anticipated that these modules will be available to all staff, it is also envisaged to

11
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make completion of the course mandatory for certain functional streams,
particularly for those staff that are working in the programme-related areas. It is also
anticipated that those who complete the courses will be eligible to participate in a
workshop that will cover concepts in greater detail and focus on higher-level skills
such as problem solving, strategic planning and case analysis.

34. UNFPA Distance Learning on Population Issues (DLPI) is an online
programme focused on the thematic areas related to the UNFPA mandate. UNFPA
collaborates with four teaching universities in the fields of public health and
population studies (University of Botswana, Mauritius Institute of Health,
University of Ouagadougou, and University of Costa Rica) to provide tutoring
services for the DLPI programme. The University of Costa Rica also co-administers
the management of the DLPI programme, providing a Certificate of Achievement on
Population Issues to staff members who complete all of the courses. In addition,
UNFPA has built a close collaborative relationship with Columbia University’s
Business School for the delivery of leadership and management training; with
Cornell University for the launch of e-learning courses on human resources; and
with the private companies Rosetta Stone and Auralog to improve staff language
proficiency.

35. UNFPA promotes the development and use of the United Nations system-wide
programmes, particularly certification programmes, which are recognized by all
agencies. In 2007, UNFPA worked in partnership with UNDP to deliver finance and
human resources certification programmes. UNFPA also collaborated with the
United Nations Secretariat to deliver UNFPA training on ethics; and with the United
Nations System Staff College on the Leadership Management Forum, for which
UNFPA was a sponsor. Certification programmes in finance and in human resources
have also been instituted to help staff to prepare for possible cross-functional
movement and job-knowledge enhancement. Moreover, UNFPA offers a sabbatical
programme and financial support to undertake external learning programmes at
recognized institutions. Greater attention has been placed on organizing
communities of practice around certain key operations and support functions, and
delivering webinars to encourage learning through the sharing of experiences among
practitioners while strengthening staff understanding and application of UNFPA
policies and procedures.

Competencies and perfor mance management

36. UNFPA was one of the first organizations within the United Nations system to
have developed and implemented a competency framework. Regarded as a best
practice management tool, it is the cornerstone of the UNFPA human resources
strategy. The framework sets organizational standards and assists UNFPA in
achieving its goals by: defining competencies for all staff in all functional streams
and at all levels; capturing core values and guiding principles; and reflecting
managerial and leadership priorities. The competency framework also specifies the
functional requirements of the organization, and it provides the basis for human
resources planning, recruitment, rotation, career progression, performance
management and staff development and learning. The competency framework is a
guide for managers and staff to help understand the behaviours and skills expected
of them. The framework makes it possible for staff to assess “how” results are
achieved, not only “what” the results are.
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37. The Fund's highly regarded Performance Appraisal and Development (PAD)
system builds on the competency framework. The emphasis is on continuous
feedback and coaching. All staff, including senior management, participate in the
PAD process. Its key features include linking individual work planning,
performance results and staff development to the Office Management Plan and
organizational priorities. The PAD provides confidential 360 degree (multirater)
feedback from a variety of perspectives, including self-appraisal, direct reports,
co-workers, external partners and supervisors. It is the instrument to assess results
achieved, staff competency proficiency against organizational values, and expected
behaviour and skills conducive to organizational performance. It is also used to
gauge developmental results and links performance to rewards and recognition. The
PAD has become a transformative business practice in UNFPA and is a tool for
performance accountability. In its sixth year of implementation, compliance has
been maintained at 97 per cent for the past three consecutive years. The UNFPA
PAD system has been acquired by several other United Nations agencies and
organizations, which are adapting the system and its underlying competency
framework to improve staff performance.

Promoting staff well-being

38. At UNFPA, staff well-being and security are priorities in themselves and also
help to promote the organization as an attractive employer; increase retention rates;
and further develop staff motivation and performance. UNFPA endeavours to ensure
that staff have appropriate levels of support to function effectively in an
environment where they feel valued and safe. UNFPA is committed to supporting
staff at headquarters and in the field for a better work/life balance by promoting
supportive human resources policies and programmes, for example: flexible
working arrangements; prevention of abuse and harassment; safety and security
training; HIV/AIDS awareness and education (through the “UN Cares’ programme);
a support network for spouses; initiatives designed to enhance staff support
mechanisms for effective emergency preparedness and crisis response at all levels of
the organization; a rewards and recognition policy; and staff surveys to gain
feedback on various aspects of work and the work environment with a view to
making improvements.

39. UNFPA launched its first global staff survey in 2004, and since then has
conducted surveys in 2006, 2008 and 2009. The global staff survey gives all staff in
the field and at headquarters a unique opportunity to share their opinions on a
number of key areas. The results of the survey identify organizational strengths as
well as areas for improvement, ultimately building trust and cooperation and leading
to a more effective and efficient organization. The survey is available in English,
French and Spanish and generates a high rate of response from staff. A recent survey
conducted by the ICSC of 15,000 staff members of United Nations system
organizations has shown that UNFPA staff members are significantly more
motivated than the United Nations norm, and that UNFPA is one of the most
recommended organi zations within the United Nations system as a place to work.

40. UNFPA effectively put in place enhanced staff support mechanisms to respond
to the HIN1 pandemic and provide staff and their families with access to resources
and timely, clear and credible information in order to safeguard their health/well-
being and safety. These mechanisms are now a part of UNFPA emergency
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preparedness and crisis response and will be used to respond to any future crises. An
example of these measures includes a newly established UNFPA staff support hub
on the Flucommunication web portal that was updated on a daily basis during the
peak emergency phase and on a biweekly basis (during non-peak phases) until the
end of the pandemic. UNFPA devised a dedicated email address to communicate
information as soon as there was an escalation of the alert phase. This brought a
sense of urgency and attention to critical announcements. UNFPA developed and
disseminated a pandemic-related, behaviour-risk communication pamphlet for
headquarters staff and their families on H1N1, which included information on
household preparedness as well as information on local resources. In the future, the
portal will be modified to serve as an all-hazards crisis response hub.

Good gover nance

41. Sound management practices and standards of behaviour have been integrated
in the UNFPA competency framework and performance management system.
Conflict-resolution resource mechanisms for managers and staff to deal with
conflict on an informal and formal basis at headquarters and in the field have been
established. At the inter-agency level, the ombudsman function has been
strengthened. In particular, the ombudsperson of UNDP, UNFPA, UNOPS and
UNICEF and the United Nations Secretariat ombudsman have been integrated into
one office, with an ombudsperson providing specific attention to the operational
requirements of the funds and programmes and the needs of their staff. Moreover,
the integrated United Nations ombudsman’s office offers the possibility of
mediation, through its Mediation Division. UNFPA has consistently supported the
ombudsperson of UNDP, UNFPA, UNOPS and UNICEF and will continue to
embrace the services offered by the funds and programmes ombudsperson in the
integrated office.

42. In-house capacity has been established in UNFPA to handle disciplinary and
legal matters. On 1 July 2009, a new system of Administration of Justice was
implemented in the United Nations, providing for informal dispute resolution as
well as formal dispute resolution in a two-tiered internal justice system. Whileit is
expected that the new system of justice will improve delivery of justice for staff
members of the United Nations, the professionalization of the internal United
Nations justice system has also had the effect of significantly increasing the UNFPA
workload in this area

43. The Division for Human Resources holds weekly consultations with the
UNDP/UNFPA/UNOPS Staff Council to ensure that issues relating to staff welfare
and human resources policies are examined, discussed and resolved. This forum has
proven an effective and valuable avenue for staff and management consultation on a
variety of issues of concern to the staff at large.

United Nationsreform

44. UNFPA continues to contribute to various United Nations reform initiatives,
including to support the enhancement of the Resident Coordinator system. The Fund
has made substantive contributions to the deliberations around the development of
standard operating procedures for the selection and appointment of Resident
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Coordinators and Resident Coordinator talent management. UNFPA promotes the
Resident Coordinator function as a career path. In addition, UNFPA is the first
organization to have incorporated a specific mandatory output in the performance
assessment of UNFPA Representatives, thus enabling the organization to assess their
contributions as members of the United Nations country team (UNCT). UNFPA
Representatives are required to include the Resident Coordinator as a feedback
source on this output as well as on their competencies. In addition, they are required
to include one or two members of the UNCT as feedback sources. UNFPA
contributes to the organization and facilitation of the annual Induction Workshop for
new Resident Coordinators arranged by the United Nations Development Operations
Coordination Office (DOCO).

45. Since 2005, UNFPA has been actively involved in human resources advice and
support to the Delivering as One pilot and self-starter countries, having participated
in a change management mission that led to the creation of the first United Nations
joint office in Cape Verde in 2006. UNFPA also participated in the organization and
implementation of a job fair exercise to staff that office. In 2009, UNFPA further
supported Cape Verde in a joint mission that conducted an organizational and
functional review of the office, and co-facilitated a United Nations country team
retreat to develop an action plan for implementation of Delivering as One change
initiatives.

46. UNFPA has supported other Delivering as One and self-starter countries,
including streamlining and harmonization of business practices in Papua New
Guinea; advising on staff capacity assessments in Mozambique and the United
Republic of Tanzania; and addressing human resources issues faced by co-located
teams, such as the “One UN” communications team in Viet Nam, which has been
cited for its enhanced coherence in communication and as a potential model for
future “common teams”.

47. UNFPA participated in the United Nations Development Group-High-level
Committee on Management mission to four Delivering as One countries (Albania,
Malawi, Mozambique and Viet Nam) to address bottlenecks in harmonization of
business practices and to identify best practices that could be scaled up or replicated
by other countries. A number of human resource-related best practices were
identified, including the “UN Cares’ programme; and the UNFPA PAD system,
which is being used by the agencies that comprise the “One UN” communications
team in Viet Nam.

48. UNFPA is an active member of a number of working groups that focus on
United Nations reform and Delivering as One at country level. One such group, the
UNDG Toolkit Reference Group, is working to align the outputs of various UNDG
working groups with the aim of making new tools, products and best practices
(collected from “One UN” pilot and self-starter offices) accessible to any country
office managing a change process. UNFPA is also part of the Task Team on Human
Resources in the UNDG working group on Country Office Business Operations, in
efforts towards simplification and harmonization of human resources policies and
practices. In addition, UNFPA has embarked on an initiative to harmonize learning
among United Nations agencies at the country level.
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V.

Key prioritiesand challenges

49. With the anticipated retirement of a significant number of the Fund’'s senior
officers over the next few years, workforce planning is of critical importance and
will have an impact on all aspects of the UNFPA human resources management
function. In order to promote career development and leadership success, UNFPA
continues to work to put in place a more robust talent management process with the
right management and |leadership succession programmes and tools. However, this
endeavour is not without its challenges.

50. Addressing challenges in recruitment continues to be a key priority for
UNFPA. The Fund’s ongoing efforts to attract and expedite recruitment of highly
qualified job seekers and increase candidate intake into rosters include, among
others, expanding sourcing venues and additional investments in targeted
recruitment missions. UNFPA will continue its use of assessment services and will
introduce additional testing tools and approaches to ensure optimal candidate
selection. However, recruitment for representational positions, and particularly for
positions in complex duty stations, is especially challenging. Changes to the
conditions of service for international staff serving in non-family hardship duty
stations, with a possible reduction in entitlements, currently under consideration by
the General Assembly, are expected to have an impact on recruitment and retention
of staff in such locations as staff will not be able to install their families in the duty
station and will have to maintain a second household outside the place of duty.

51. A more recent phenomenon impacting talent management, retention of job
knowledge and continuity of operations is the trend of increasing turnover of staff
due to expanding and competing job markets, including within the United Nations
system. UNFPA continues to examine emerging external and internal issues and
trends highlighted in this report to determine their impact on country office staffing
configuration, including national staffing. UNFPA recently revised its staffing
policy to require a minimum period of time in post before staff can apply for
internal vacancies. Furthermore, UNFPA is considering the introduction of a
minimum period of service with UNFPA before staff can be granted secondment to
other United Nations agencies.

52. UNFPA restructuring, which led to the creation of regional and subregional
offices, has had an impact on the Division for Human Resources role and increased
demands on available resources to provide more individualized attention. Support to
these offices is complicated by geographic separation and time zone differences,
which have required adjustments to ways of working. In addition to regularly held
consultations by human resources specialists with the managers of the respective
divisions/regional offices, planned visits to regional and subregional offices are
expected to help managers to address a range of human resources management
issues. It is anticipated that these consultations will contribute to substantive and
creative solutions to meet needs and address organizational issues and change.
Furthermore, to support these new offices and the UNFPA country offices, the Fund
is developing the capacity of international operations managers/operations managers
by providing human resources training and new tools such as the Recruitment Guide
for Managers. Notwithstanding this, many country offices still do not have
operations manager positions either at the international or national level and require
continued assistance from the Division for Human Resources. This support covers
regular country office staffing reviews, guidance on human resources policies and
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procedures, problem solving for human resources issues, and overseeing the
delivery of human resources administrative services by UNDP.

53. Developing a more managed career development process is critical for talent
management and is another area that requires increased attention. UNFPA values the
contributions of young professionals and, to the extent possible, works to prepare
them to develop competencies for career success. In order to maximize UNFPA
staffing resources, motivate younger staff and develop well-rounded managers,
efforts are being made to promote career development across functional lines. This
involves developing young staff through a deliberate process that aims to broaden
opportunities designed to maximize individual capabilities through: detail
assignments to broaden job experience, especially in country settings, encouraging
lateral moves for purposes of learning and skills acquisition; continued promotion of
certification programmes; and delivering targeted training programmes, including
expansion of UNFPA management and leadership programme. However, the limited
number of entry-level positions in the professional category has been a particular
handicap for UNFPA in terms of staffing, career progression and human resources
planning. Unlike UNDP and UNICEF, UNFPA does not have the resources to fund a
Young Professionals Programme which would prepare and groom young people for
a career in the Fund. The Fund also lacks sufficient dedicated resources to provide
the kind of individualized attention that a career management and devel opment
system requires to adequately guide staff members in their decision-making and
expand their awareness of what they need to do to make their next career change.

54. The increased risks at country level due to factors such as civil unrest and
natural disasters has increased the need for more focused attention and dedicated
resources to support country offices in complex settings. It has also increased the
need to institutionalize a UNFPA surge capacity and strengthen continuity of
operations. This has several implications for UNFPA capacity, including: investing
in staff orientation and more specialized training; dedicating funds for staff
deployment as well as psychosocial support and counselling; and maintaining
rosters for surge capacity and coordinating the rapid deployment of staff to affected
duty stations. The Fund’s ability to discharge its mandate uninterrupted while at the
same time ensuring the well-being and safety and security of staff is of paramount
importance and requires adequate resources to manage and maintain.

55. UNFPA isredesigning its on-boarding programme to ensure that staff are more
adequately inducted and oriented in UNFPA policies and procedures, as well as in
key management areas such as the International Public Sector Accounting
Standards, results-based management, and the application of the internal control
framework. In view of the anticipated retirement of a significant number of
professional staff over the next few years, this investment is essential to make new
employees feel welcome and familiarize them with the organization. Such a
programme can help enhance the Fund’s reputation as a considerate and attractive
employer, and is important for staff retention.

56. Increasing demands will be placed on the organization to provide managers
and staff with guidance on informal and formal approaches to learning to better
align their competencies with organizational requirements, as well as to prepare
them for new and higher levels of responsibility and accountability. The Division for
Human Resources will work more closely with individual staff members to follow
up on their development plans, particularly with those staff who have gone through
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assessment services; or in preparation for and follow-up to the Resident Coordinator
Assessment Centre. The further development of a UNFPA Learning Management
System as part of the enterprise resource planning system will enable the
organization to structure its corporate learning programmes and activities;
strengthen linkages to the UNFPA competency framework; and enhance access and
monitor use of learning and training opportunities offered. Increased efforts will
also be needed to evaluate the quality and utility of UNFPA training and learning
activities. In addition, UNFPA will continue to elaborate on and update the UNFPA
Distance Learning on Population Issues, collaborating closely with teaching
universities to provide tutoring services for the programme. Learning and training
programmes will need to be expanded to include different levels of staff and put
greater emphasis on managerial skills and accountability issues. These initiatives are
imperative if the organization is to ensure that international and national staff alike
not only enhance their own employability but also become more proficient and agile
at working in varied and demanding settings.

57. A high priority will continue to be placed on supporting United Nations reform
initiatives that have become integral to UNFPA work. Through participation in
working groups of the CEB/Human Resources Network, UNFPA will continue to
work with other organizations on system-wide human resources issues, including
harmonization of human resource policies. UNFPA will continue its work through
the UNDG Country Office Business Operations Network, aimed at addressing
bottlenecks in the harmonization of business processes at country level. One
approach is through the identification of best practices that can be scaled up or
replicated by other offices. One notable example is the “One UN” communications
team in Viet Nam, staffed with personnel from five different agencies. The
recommendations of an inter-agency human resources mission to address a number
of unresolved challenges associated with this co-located team resulted in the
creation of a Management Board as a governance structure comprising members of
the UNCT; the drafting of job descriptions using an agreed-upon format, with
classification of posts by an inter-agency panel of headquarters classifiers using the
United Nations Master Standards;, and an agreement to use one common
Performance Appraisal and Development system, allowing multirater feedback from
staff within and outside the team. The Viet Nam “One UN” communications team
provides a possible model for other offices as they create teams to provide common
services.

58. A key challenge for the United Nations system as a whole has been to
determine the type and level of staff capacity needed to respond to the expectations
of Delivering as One. In response, UNFPA needs to advise country offices with
regard to post profiles and skill mix in order to better respond to Delivering as One.

59. Within the context of the United Nations system, there are also system-wide
changes that affect the management of human resources. UNFPA will be working
with the other funds and programmes towards an integrated budget, which includes
a new way to classify costs. This will require more frequent forecasting and
planning for country office staffing in the future. The small size of UNFPA in
comparison to its sister agencies poses a challenge (particularly for country offices)
in meeting the expanding scope and range of requirements, including reporting
requirements. It should be noted that UNFPA delivers on the same issues and
participates in the same system-wide processes as its sister agencies but with far
fewer staff and posts.
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VI.

60. Accurate data, both qualitative and quantitative, are critical for reliable human
resources planning, generating reports and conducting analyses of trends. The
Division for Human Resources will continue to be challenged with significant
investments in data cleansing and system enhancement, which requires inputs from
the Division to ensure the system meets UNFPA business needs. At the same time,
any proposal for system changes, including further development of the human
resources module, must be conducted in collaboration with enterprise resource
planning partner agencies, including UNDP.

61. Given the competitive environment in which UNFPA works and the
challenging funding environment in which it operates, it is important that continuing
attention be devoted to promoting and preserving what makes UNFPA an attractive
employer, including setting conditions to support an enabling work environment.
Guided by its human resources strategy, and with the requisite resources, UNFPA
will continue to provide a work environment that reflects the values of gender
equality, teamwork, respect for diversity, integrity and a healthy balance of work
and life.

Recommendation

62. The Executive Board may wish to take note of the present report.
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