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  Foreword 
 

 

The present report provides supplementary information, sequenced to align with the 

main document (JIU/REP/2026/3), for stakeholders involved in United Nations 

system staff recruitment processes, containing 42 text boxes, 41 tables and 3 figures, 

enabling a comparison of the recruitment policies and practices of Joint Inspection 

Unit (JIU) participating organizations.  

The Inspector and the review team wish to extend their gratitude to all the JIU 

participating organizations for their valuable contributions to the tables and graphs.  

 

https://docs.un.org/en/JIU/REP/2026/3
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 I. Introduction 
 

 

 

Box 1  

Previous JIU reviews addressing recruitment matters 

In addition to JIU/REP/2012/4 and its notes, recruitment-related matters 

were partially addressed in other JIU reviews, including on efficiency and 

vacancy management, 1  the use of affiliate personnel, 2  diversity and 

inclusion,3 mutual recognition initiatives in recruitment,4 transparency and 

ethics in recruitment,5  sustainability in recruitment6  and recruitment for 

specialized roles.7 

  

 

Figure I 

Number of job openings reported by year, by JIU participating organization  
 

 

 

Source: JIU data request.  

__________________ 

 1  JIU/REP/2019/1, JIU/REP/2022/1 and JIU/REP/2023/5. 

 2  JIU/REP/2023/8. 

 3  JIU/REP/2022/1 and JIU/REP/2024/1. 

 4  JIU/REP/2024/4. 

 5  JIU/REP/2019/6, JIU/REP/2021/5. 

 6  JIU/REP/2020/8. 

 7  JIU/REP/2019/3 and JIU/REP/2021/3. 
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https://docs.un.org/en/JIU/REP/2023/5
https://docs.un.org/en/JIU/REP/2023/8
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https://docs.un.org/en/JIU/REP/2024/4
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Table 1 

Submission of responses to the review questionnaires, by JIU participating organization  
 

 

Organization/ entity Corporate questionnaire Follow-up questionnaire Quantitative data 

questionnaire 

United Nations Secretariat    

ITC    

UNCTAD    

UNDP    

UNEP    

UNFPA    

UN-Habitat    

UNHCR  Not requested  

UNICEF    

UNODC    

UNOPS    

UNRWA    

UN-Women    

WFP    

FAO    

ICAO    

IAEA    

ILO    

IMO    

ITU    

UNAIDSa  Not requested  

UNESCO    

UNIDO  Not requested  

UN Tourism    

UPU    

WHO    

WIPO    

WMOb    

Total number of responses 27 20 23 
 

Source: JIU. 

 a  Given the current context, UNAIDS was not in a position to provide a response to the review questionnaire and has therefore 

not been included in tables summarizing data collected through this instrument.  

 b  WMO did not respond to the quantitative data questionnaire due to recruitment system limitations that prevent automatic 

tracking of the requested data. 
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Table 2  

Interviews by JIU participating organization and interview group  
 

 

Organization/ 

entity 

HR head and 

officers 

Heads of 

unit 

Hiring 

managers 

Oversight 

and legal 

Recent hires Review body Staff union 

or 

association 

United Nations 

Secretariat 
       

ITC  Not 

requested 
   Not 

requested 

Not 

requested 

UNCTAD        

UNDP        
UNEP        
UNFPA        
UN-Habitat        
UNHCR        

UNICEF        
UNODC        
UNOPS        
UNRWA        

UN-Women        
WFP        
FAO        
ICAO        
IAEA        
ILO        
IMO        
ITU        
UNAIDS        

UNESCO        
UNIDO        
UN Tourism        
UPU        
WHO        
WIPO        
WMO        
Number of 

organizations 

interviewed 

28 17 23 14 23 15 23 

 

Source: JIU. 
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  Table 3  

  List of interviews with other entities and stakeholders  
 

 

Organization/ entity Type of organization 

HLCM HR Network – community of practice on 
recruitment and outreach System-wide mechanism 

HLCM Finance and Budget Network  

ICSC System-wide body 

OneHR 

Service provider International Computing Centre 

United Nations Office at Geneva  

European Union delegation 
Member States 

Japan delegation 

Organization for Security and Cooperation in Europe  
External 

European Personnel Selection Office  
 

Source: JIU. 
 

 

 

Box 2  

Methodological note 

Figure I and tables 25, 26, 33, 34, 35 and 36 refer to completed staff 
recruitments for which job openings were launched between 1 January 2022 
and 31 December 2024, based on the launch date of the job opening. The 
data covers vacancies open to both internal and external candidates that 

resulted in appointments of one year or more.8 For the purpose of this data 
collection, a recruitment was considered complete once the final 
notification had been officially communicated to the selected applicant or 

when the recruitment had been cancelled.  

The data includes the following: 

 • Staff categories: Professional and higher categories (Professional 
and Director – P and D); General Service (GS); National Professional 

Officers (NPO). 

 • Contractual modalities: FTA; Limited FTA; PA, or equivalent. JIU 
notes that when an internal candidate holding a continuing, permanent 
or equivalent appointment is selected through a recruitment process 
for an FTA, they retain their existing contract. For the purposes of this 

document, such cases should nonetheless be recorded under the data 

relating to FTAs, as announced in the respective job opening.  

The data does not include recruitments for Field Service, Trades and Crafts, 
Security Service categories, area staff, senior appointments above the Assistant 

Secretary-General level or equivalent, temporary fixed-term appointments, the 
Young Professionals Programme or Junior Professional Officer Programme, 
language professionals selected through competitive examinations, consultants, 

interns, other affiliate personnel or personnel under mobility exercises. 

All figures and statistics reported herein were calculated directly from data 
provided by the JIU participating organizations, except for the total number 
of hires, which was estimated as the difference between the number of job 
offers issued and the number of offers declined. For all tables in this document, 
cells marked as “n/a” indicate “not applicable”, whereas cells marked with 

“..” indicate that data were not made available. 

 
__________________ 

 8  One exception is UNHCR data, which should be interpreted in the light of the external recruitment 
freeze introduced in December 2023. Since then, most vacancies have been restricted to internal 
candidates or those with prior UNHCR experience, affecting comparability over the reporting period. 
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Table 4 

List of key terms and their definition in the context of JIU/REP/2026/3  
 

 

Term Definition 

Staff recruitment The United Nations system organizations’ fair and competitive selection (and not 

placement) of national and international staff with the highest standards of efficiency, 

competence and integrity (Article 101 of the Charter of the United Nations), commonly in 

the form of filling the vacancies open to both internal and external candidates leading to a 

position of one year or more, covering the end-to-end process from the preparation of the 

job opening to the final decision of candidate for appointment/assignment or inclusion in 

a roster. The broader definition of staff recruitment includes United Nations organizations’ 

branding and outreach activities to attract broader and diverse candidates.  

Fixed-term 

appointment  

A staff contractual modality with an agreed specific/pre-fixed period, typically one year 

or more, but not exceeding five years. It tends to be/is used for the staff who are 

expected to fulfil core functions for longer-term organizational needs. FTAs are 

renewable based on performance, funding and additional/updated organizational needs.  

Limited fixed-term 

appointment or fixed-

term appointment 

limited (limited FTA) 

Similar to FTA, but is used in specific circumstances, such as for positions funded by 

extrabudgetary resources, for non-core functions or project-based roles and when the 

appointment is for the duration of the project and then not expected to be renewed. 

Limited FTAs do not lead to career appointments since their recruitment does not go 

through central review bodies. 

Project appointment 

(PA) 

Similar to the limited FTA, it is a non-career appointment tied to the duration of a 

specific project. These are typically time-bound and funded by specific project 

budgets and are used to quickly mobilize expertise for a defined task or deliverable.  

Fixed-term appointment 

with limitation 

Generic term to refer to an appointment that is limited to a specific entity, limited fixed -

term appointment, fixed-term appointment limited, project appointments and equivalent.  

Roster A pool of pre-assessed, pre-approved candidates for future vacancies.  

Desirable 

qualifications 

Non-mandatory qualifications that enhance a candidate’s profile and might be used for 

screening to shortlist candidates or selection decision, according to organization ’s 

framework and practices.  

Screening The process of evaluating applications against minimum requirements and desirable 

criteria (if applicable). 

Shortlisted applicants Group of candidates who are invited to the next stage of the recruitment process after 

the completion of screening by both HR and/or the hiring manager(s).  

Competency-based 

interview 

Interview format focused on assessing specific competencies, also known as 

behavioural-based interview. 

Technical interview Interview focused on assessing job-specific technical/substantive knowledge.  

Job openings Positions of a United Nations organization available for candidates to apply, typically 

publicly advertised through vacancy announcements. For the purposes of this 

document’s comparative analysis, number of job openings equals the number of job 

advertisements from United Nations organizations.  

Vacancies Refers to unfilled positions within the organization that requires staff recruitment.  

Official languages Languages formally recognized by Member States as the primary means of 

communication in an organization’s legislative or governing bodies. They are used for 

official documentation, meetings and publications addressed to Member States and 

global audiences.  

Local languages Languages spoken in the country or region where a duty station is located. These are 

often required for roles that involve direct engagement with local communities, 

national counterparts or field-based operations. Local language requirements may vary 

depending on the post and its responsibilities.9 

 

__________________ 

 9  See JIU/REP/2020/6. 

https://docs.un.org/en/JIU/REP/2026/3
https://docs.un.org/en/JIU/REP/2020/6
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 II. Overview of current staff recruitment in the United Nations system  
 

 

 A. Human resources management frameworks, staff recruitment policies and regulatory framework  
 

 

Table 5 

Mapping of key policy documents that provide a legal framework or instructions for JIU participating organizations for staff recruitment 
 

 

Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

United Nations 

Secretariat 

ST/SGB/2024/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2024) 

• Yes ST/AI/2025/2 “Staff selection 

system” (issued 1 Aug 2025; 

enters into force 1 Oct 2025). 

International 

Professional and 

above, general 

service, national 

officers and field 

Service  

No  

ITC ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes ITC/EDB/2014/06  

16 September 2014 

International 

Professional and 

above, general 

service 

No Administration of 

Fixed-Term 

Appointment 

(ITC/AI/2015/4) 

Central Review 

Bodies 

(ITC/EDB/2017/2) 

UNCTAD ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes ST/AI/2025/2 “Staff selection 

system” (issued 1 Aug 2025; 

enters into force 1 Oct 2025). 

 

 

International 

Professional and 

above, general 

service, national 

officers 

No  

UNDP ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes Recruitment and Selection 

Framework Policy (2020) 

International 

Professional and 

above, general 

service, and 

national officers 

Recruitment and selection must 

include three basic elements: a 

vacancy announcement for a 

budgeted and classified post, a 

competitive and objective 

assessment of job-specific skills 

and corporate values, and 

thorough verification of 

qualifications and references. 

(UNDP, Recruitment and 

Selection Framework Policy) 

 

https://docs.un.org/en/ST/SGB/2024/1
https://docs.un.org/en/ST/AI/2025/2
https://docs.un.org/en/ST/SGB/2023/1
https://docs.un.org/en/ST/SGB/2023/1
https://docs.un.org/en/ST/AI/2025/2
https://docs.un.org/en/ST/SGB/2023/1
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Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

UNEP Staff Regulations and Staff 

Rules, including provisional 

Staff Rules, of the United 

Nations ST/SGB/2023/1/Rev/1 

Yes SOP Recruitment - Regular and 

Temporary P-4 & below 

positions (2024) 

General and  

P-1 to P-4 

No  

SOP-Recruitment-Regular and 

Temporary P-5 & above position 

(2024) 

P-5 and above 

UNFPA ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes Guidelines for the advertisement 

and selection of staff for posts in 

the professional and higher 

categories at field duty stations 

and at headquarters and 

procedures for posts in the 

general service category at 

headquarters 

DHR_FTA_Annex_I 2022 

International 

Professional and 

above, and general 

service 

This term [recruitment] refers to 

an applicant’s hiring process 

from outside of UNFPA. Staff 

members can be internationally 

or locally recruited. 

  

(UNFPA Policies and Procedures 

Manual — Policy on Personnel 

of UNFPA: Glossary (19 

February 2020)) 

 

Missing item: 1) 

Annex VI: 

Guidelines on 

Recruitment for 

FTA (2022) 

 

Selection and Reassignment 

Process for International 

Rotational Posts 

DHR_FTA Annex II 2022 

Guidelines for posts in the 

national officers category and 

posts in the general service 

category at field duty stations 

DHR_FTA Annex III 2022 

General service 

and national 

officers 

Rules of Procedure of the 

UNFPA central review body at 

headquarters 

DHR_FTA_Annex_IV 2022 

International 

Professional and 

above, and general 

service 

Rules of Procedure of UNFPA 

central review bodies at UNFPA 

field duty stations  

DHR_FTA Annex V 2022 

General service 

and national 

officers 

https://docs.un.org/en/ST/SGB/2023/1/Rev/1
https://docs.un.org/en/ST/SGB/2023/1
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Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

UN-Habitat ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes SOP-Standard Recruitment on 

Job Opening 

 

SOP-Standard Recruitment on 

Temporary Job Opening (TJO) 

International 

Professional and 

above, general 

service, national 

officers and field 

service 

No  

Transitional Measures for 

General Service Category 

Recruitment (2015) 

General service 

UNHCR ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes Recruitment and Assignments 

Policy (2022) 

 

International 

Professional and 

above, general 

service, national 

officers 

An appointment decision taken 

by the High Commissioner or 

Deputy High Commissioner/ 

Regional Bureau Director/ 

Representative/ Chief of Mission/ 

Head of Service Centre that 

results in the new hire of an 

external candidate 

 

(PL/2025/03, 21/03/2025) 

Oversight for the 

RB on local 

recruitment 

UNICEF ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes UNICEF Staff Selection 

Guidance 

GUIDANCE/DHR/2024/001 

(2024) 

International 

Professional and 

above, general 

service, and 

national officers 

The process of attracting, 

sourcing, assessing, selecting, 

and appointing a candidate. 

(GUIDANCE/DHR/2024/001) 

Administrative 

Instruction: 

CF/AI/2008-013 

effective 

22 December 2008 UNICEF Procedure on Staff 

Selection 

DHR/PROCEDURE/2024/001 

 

Procedure Effective April 2024 

UNODC ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes ST/AI/2025/2 “Staff selection 

system” (issued 1 Aug 2025; 

enters into force 1 Oct 2025). 

 

International 

Professional and 

above, general 

service, and 

national officers 

No ST/SGB/2011/7/ 

Rev.2 

 

UNOPS Revised Area Staff Selection 

Policy PD A/4/1 

 Acquire Talent UNOPS Policy 

and Process Portal (2025) 

 

Personnel Management 

Framework 

OI.PCG.2023.01 (2023) 

International 

Professional and 

above, general 

service, and 

national officers 

No UNOPS Integrated 

People Strategy 

 

https://docs.un.org/en/ST/SGB/2023/1
https://docs.un.org/en/ST/SGB/2023/1
https://docs.un.org/en/ST/SGB/2023/1
https://docs.un.org/en/ST/SGB/2023/1
https://docs.un.org/en/ST/AI/2025/2
https://docs.un.org/en/ST/SGB/2011/7/Rev.2
https://docs.un.org/en/ST/SGB/2011/7/Rev.2
https://docs.un.org/en/A/4/1
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Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

UNRWA International Staff Regulations 

(2018) 
• Yes Area Staff Selection Policy 

PD A/4/1 (2025) 

Area 

Staff 

No  

International Staff Rules 

(2017) 

UNRWA Area Staff 

Regulations (2015) 

PD I-4-Part I International Staff 

Selection Policy (2023) 

 

International 

Professional and 

above, general 

service 
UNRWA Area Staff Rules 

(2018) 

UN-Women ST/SGB/2023/1: Staff 

Regulations and Staff Rules, 

including provisional Staff 

Rules, of the United Nations 

(2023) 

Yes UN-Women recruitment 

selection guidance (2017) 

International 

Professional and 

above, general 

service, and 

national officers 

Recruitment is the process of 

identifying talent to fill vacancies 

that meet the human resources 

needs of the organization. It 

involves defining vacancies, 

advertising, long listing; short 

listing, testing, interviewing, 

reference checking and, 

occasionally other means of 

search. 

 

(UN-Women recruitment 

selection guidance (2017)) 

UN-Women Policy  

 

UN-Women 

Central Review 

Boards and Senior 

Review Group 

Policy and 

Procedure  

 

UN-Women Fast 

Track Procedure  

 

UN-Women 

Disability 

Inclusion Policy 

WFP HR Manual II.3 Recruitment 

and Appointment of 

International Professional 

Staff members at the P-1 to 

D-1 Levels (2022) 

 

HR Manual II.7 Recruitment 

and Promotion Framework for 

Locally Recruited Staff 

Members (at the G1–G7 

levels) (2021) 

Yes 

 

HR Manual II.3 Recruitment and 

Appointment of International 

Professional Staff members at the 

P-1 to D-1 Levels (2022) 

International 

Professional and 

above 

Recruitment is the process of 

searching, attracting, assessing, 

selecting and appointing 

candidates for a vacant post. 

(HR Manual – Section II.7) 

WFP STAFFING 

FRAMEWORK 

HR Manual II.7 Recruitment and 

Promotion Framework for 

Locally Recruited Staff Members 

(at the G1-G7 levels) (2021)  

General service 

https://docs.un.org/en/A/4/1
https://docs.un.org/en/ST/SGB/2023/1
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Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

FAO Staff Regulations (2018) Yes 305 Appendix A – Terms of 

Reference and Procedure for 

FAO Professional Staff Selection 

Committees 

International 

Professional and 

above 

No  

305 Appendix B – Terms of 

Reference & Procedure for 

General Service Selection 

Committees  

General service 

376 National Professional 

Officers 

Local 

305 Recruitment and 

Appointment 

International 

Professional and 

above, general 

service, and 

national officers 

ICAO The ICAO Service Code (Staff 

Regulations, update 2024) 

Yes Administrative Instructions on 

Recruitment (Approved 2024) 

International 

Professional and 

above, general 

service 

No Administrative 

Instructions on 

Recruitment 

(Approved 2024) 

IAEA Staff Regulations and Rules 

(2023) 

Yes AM.II 3 – Recruitment policy 

(2024) 

 

International 

Professional and 

above, general 

service 

No Recruitment 

process at the 

IAEA  

ILO Staff Regulations (2023) Yes Development Cooperation 

Recruitment and Selection 

Toolkit (2023) 
 

Direct Selections SOP (2023) 

International 

Professional and 

above, general 

service, and 

national officers 

No DC Recruitment 

and Selection 

Toolkit 

IMO Staff Regulations and Staff 

Rules of the International 

Maritime organization (2025) 

Yes IMO Recruitment-policy (June 

2025) 

 

International 

Professional and 

above, general 

service 

No  

ITU Staff Regulations and Staff 

Rules (2024) 

Yes Final Recruitment Guidelines 

(2022) 
 

The fixed-term recruitment 

policy and process map have 

been drafted and will be aligned 

with the Inspira transition. The 

policy is expected to be finalized 

and promulgated in 2026. 

International 

Professional and 

above, general 

service 

No  
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Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

UNAIDS WHO Staff Regulations and 

Staff Rules (2024) 

Yes Recruitment Policy and 

Procedures HRM-IN-2022-1 

(2022) 

International 

Professional and 

above, general 

service, and 

national officers 

No UCD Selection 

and Reassignment 

Process 

Policy_DPM IN 

2022-05 (1) 

UNESCO Staff Regulations and Staff 

Rules (2021) 

Yes UNESCO HR Manual (published 

2009, updated 2023) 

International 

Professional and 

above, general 

service, and 

national officers 

Recruitment is the process of 

seeking, attracting, selecting and 

appointing candidates to vacant 

established posts in the 

Organization in accordance with 

the Staff Regulations and Rules 

(UNESCO HR Manual) 

Audit of UNESCO 

Recruitment 

Process (2021) 

UNIDO Staff Regulations 

(Rev.2/Amendment 34) (2023) 

 

UNIDO 100-Series 

(Amendment 67) (2023) 

 

Staff Rules – 200 Series 

(Amendment 46) (2023) 

 

Staff Rules – 300 Series 

(Amendment 22) (2023) 

Yes Staff Selection System, 

UNIDO/AI/2025 (2025) 

 

Human Resource Management 

Framework (HRMF) (2015) 

 

International 

Professional and 

above, general 

service, and 

national officers 

No AI/2020/04 

UN-Tourism Basic Documents of the World 

Tourism Organization, 

Volume II, Staff Regulations 

and Staff Rules, Fourth 

edition, Updated and revised 

in October 2024 

Yes Administrative instruction on 

Recruitment guidelines is in the 

process of being finalized 

International 

Professional and 

above, general 

service 

No AI.XXX.2025 

Recruitment 

Selection Draft 

UPU Staff Rules of the UPU (2024) 

 

Staff Regulations (2024) 

 

Rules of Procedure of the 

Appointment and Promotion 

Committee, Administrative 

instruction (DRH) No. 41/ 

Rev 1 of 1st August 2022 

(2022) 

Yes n/a 

 

 

International 

Professional and 

above, general 

service 

No Administrative 

instruction (DRH) 

No. 41/Rev 1 of 

1st August 2022 - 

Rules of Procedure 

of the 

Appointment and 

Promotion 

Committee 

https://docs.un.org/en/S/RES/2022(2022)
https://docs.un.org/en/S/RES/2022(2022)
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Organization/ 

entity 

Current foundational staff 

regulations and rules 

document(s) of the 

organization (year it became 

effective) 

Guidance on 

staff 

recruitment 

explicitly 

included 

(yes/no) 

Main staff recruitment policies 

and guidelines document(s) 

(year it became effective) 

Staff categories 

that are covered 

Recruitment definition 

(document reference) 

Other related 

policy documents 

WHO Staff Regulations and Staff 

Rules (2024) 

Yes Information Note 02/2024 - 

Updates on WHO New 

Contractual Landscape (attached) 

 

2 full sets of Harmonized 

Selection Process:  

 

- 2018 - HSP - Longer-term 

positions for internationally 

recruited staff in the professional 

and higher 

 

- 2018 - HSP - Longer-term 

positions for Locally recruited 

staff  

International 

Professional and 

above, general 

service, and 

national officers 

No WHO e-Manual 

Part-Export 

10022025-0917 

WIPO Staff Regulations and Rules 

(2024) 

Yes Please refer to 4.10 in the Staff 

Regulations and Rules, as well as 

Annex IV, describing the 

Appointment Board procedure 

for fixed-term appointment. Also 

enclosed is the selection 

procedure for temporary 

appointments which, subject to 

approval, we infer to the hiring 

of Project Posts. 

International 

Professional and 

above, general 

service 

No HR Manual 

HRM/RES/1  

Temporary 

Assignments for 

Staff on Fixed-

term, Continuing 

and Permanent 

Appointments 

HRM/TAS/1 

(2023) 

WMO Staff Regulations and Rules 

(2025) 

Yes 

 

WMO Standing Instructions 

2025 

 

International 

Professional and 

above, general 

service, and 

national officers 

No Standing 

Instruction 

(Chapter 4)  

 

Source: JIU. 
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 B. Evolution: progress made since the 2012 Joint Inspection 

Unit review  
 

 

 

Box 3  

Progress made against the 2012 Joint Inspection Unit review  

The recommendations of the report highlighted that the 15 recruitment 

benchmarks outlined in the review should guide the hiring of external 

candidates to fixed-term positions of one or more years (recommendation 

1); there should be regular reporting on delegated recruitment authority, 

related accountability mechanisms and their results (recommendation 2); 

vacancy posting period should be a maximum of 30 days (recommendation 

3); and there should be continued efforts by United Nations System Chief 

Executives Board for Coordination/HLCM to harmonize recruitment 

practices (recommendation 4). 

The 15 benchmarks focus on three areas: the institutional framework; the 

recruitment process; and gender balance and geographical distribution. 

They promote alignment with United Nations principles, sound human 

resources management, clear policies, accountable delegation of authority, 

workforce planning, competency-based selection, mandatory training, 

structured vacancy management, harmonized requirements, transparent 

selection, effective roster use, electronic recruitment systems and timely 

recruitment. They also call for measurable targets, accountability 

mechanisms and proactive outreach to improve gender balance and 

geographical representation. 

Since 2012, sustained improvement has been observed regarding the 

institutional recruitment framework, with foundational requirements 

largely consolidated across the system (benchmarks 1, 3, 4, 6 and 8). The 

Charter of the United Nations and Staff Regulations are the foundation for 

recruitment; most organizations operate with documented procedures and 

controls and apply competency‑based approaches.  

Moderate progress has been achieved in areas relating to strategic 

alignment and coherence (benchmarks 2, 9, 10 and 14). HR management 

frameworks increasingly guide practices, with structured recruitment 

widely employed and minimum qualifications becoming more 

harmonized. Gender balance is embedded, although implementation is not 

uniform across entities and grades.  

The weakest levels of accordance are found in enabling HR systems, 

processes and equitable geographical distribution (benchmarks 5, 7, 11, 

12, 13 and 15). Workforce planning maturity and compliance with the 

120‑day recruitment timeline continue to be major challenges. End‑to‑end 

digital automation is not yet universal. Roster design and utilization are 

not applied consistently. Mandatory training for HR officers, hiring 

managers and panel members is not fully implemented across 

organizations. Geographical distribution lags far behind gender parity in 

several organizations, partly due to differing mandates or approaches to 

measurement. 
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Table 6 

Acceptance and implementation of recommendations by JIU participating organizations on JIU/REP/2012/4 
 
 

 No. of participating 

organizations to 

which the 

recommendation 

was issued 

No. of participating 

organizations which 

accepted 

recommendation 

(A)a 

Acceptance 

rate (%) 

No. of participating 

organizations that 

implemented 

recommendation 

(B) 

No. of participating 

organizations with 

recommendation in 

progress 

Implementation 

rate (%)  

(A/B) 

Recommendation 1 27 20 74.0 20  –  100 

Recommendation 2 27 19 70.4 19 – 100 

Recommendation 3 27 20 74.0 20 – 100 
 

Source: JIU web-based tracking system (as of 19 February 2025).  

 a  The recommendations which are not recorded as ‘accepted’ are either considered as ‘not relevant’ or are still outstanding. 
 
 

Table 7 

Status of the 15 benchmarks as reported by JIU participating organizations  
 
 

JIU participating 

organization 

Benchmarks 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

United Nations Secretariat     !        !  ! 

ITC     !          n/a 

UNCTAD                
UNDP     !  !    ! !   ! 

UNEP             !   
UNFPA       !     !    
UN-Habitat            ! X ! ! 

UNHCR     ! ! !    X ! !  ! 

UNICEF     !  !         
UNODC             !   
UNOPS  !  ! !  !  !  ! ! X ! ! 

UNRWA     !        !  ! 

UN-Women           n/a     
WFP   !    !  !    !   
FAO  ! !  !  ! ! ! ! n/a ! X   
ICAO    ! !      ! ! ! !  
IAEA         !      n/a 

ILO  !   !  ! !  ! n/a  X  ! 

IMO ! !   !       ! ! ! ! 

ITU     n/a  !  ! ! ! ! n/a   
UNESCO     !  !    n/a  X   
UNIDO             !   
UN Tourism  ! ! ! !   !  ! ! ! ! ! ! 

UPU   !    !  !  ! !  X  
WHO ! !  !   ! ! ! ! ! ! ! ! ! 

WIPO                
WMO      ! X    n/a  !   
Fully in accordance 25 21 23 23 13 25 14 23 19 22 14 15 9 20 15 

Somewhat in accordance 2 6 4 4 13 2 12 4 8 5 7 12 12 6 10 

Not in accordance 0 0 0 0 0 0 1 0 0 0 1 0 5 1 0 
 

Source: JIU corporate questionnaire.  
 

Legend 

 Fully in accordance 

! Somewhat in accordance 

X Not in accordance 

n/a Not applicable 
 

https://docs.un.org/en/JIU/REP/2012/4
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 III. Current staff recruitment practices, stages and methods 
 

 

 A. Staff recruitment process 
 

 

 

Box 4  

Screening and shortlisting 

Screening and shortlisting are highly sensitive stages because they 

determine which candidates proceed in the selection process. While these 

decisions are based on relevant job-related criteria, such as work 

experience and education, they may also be affected by unconscious bias, 

subjective perceptions, and the pressures created by very large applicant 

pools. For example, some interviewees noted that candidates who apply 

for many very different posts may be viewed less favourably, even though 

this is not relevant to the requirements of the post. High application 

volumes may also encourage overly mechanical screening or reliance on 

low-value filters, which do not always ensure screening of right applicants.  

Current recruitment design may unintentionally encourage candidates to 

submit applications to a wide range of posts, particularly where 

competition is intense and candidates receive limited feedback or visibility 

into the process. Better-tailored vacancy notices, targeted outreach, more 

transparent candidate communications and clearer early signals about 

likely fit may help create a culture in which candidates apply mainly for 

roles that genuinely match their profile.  

Screening and shortlisting should avoid an unduly narrow conception of 

“fit” that may favour immediate profile alignment instead of a candidate ’s 

broader potential to contribute over time. The Inspector notes that this 

consideration is closely linked to how the profile is defined in the job 

opening, as insufficient alignment with the established profile may expose 

the recruitment process to legal challenge. At the same time, overly rigid 

adherence to narrowly defined criteria may also unduly constrain the 

identification of qualified candidates. Structured, job-related and 

evidence-based processes that use lighter threshold filters along with 

additional filtering through targeted and validated assessments, such as 

targeted screening questions, more automated shortlisting, job-relevant 

tests or short early HR interviews, are therefore preferred. However, it 

should be noted that such tools are not inherently fairer and may 

themselves introduce bias or exclusion depending on how they are 

designed, as may be the case with asynchronous video interviews, which 

raise accessibility, inclusion, privacy and actual or perceived bias 

concerns. 

Finally, systems and processes should be designed and periodically 

reviewed to ensure that decision-makers receive only the information 

necessary for an objective assessment, without extraneous details that 

could introduce bias. Clear, transparent and reasonable criteria should 

remain paramount. 
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Box 5  

Assessment methods beyond interviews 

Post-specific exams are a core component of assessment for most 

professional and technical vacancies and are designed ex‑ante to align with 

the functional requirements of each vacancy. These assessments 

commonly include technical analysis, case studies, presentations and 

drafting exercises, supported by standardized scoring matrices and 

structured reporting templates. Language skills are often verified within 

the assessment package or through established proficiency attestations. 

The use of psychometric instruments continues to expand, although these 

are still concentrated in senior leadership or specialized profiles.  

There is a declining reliance on stand‑alone written assessments, due to 

concerns about AI‑enabled responses. Capacity constraints, especially in 

smaller organizations, limit the adoption of sophisticated proctoring tools, 

while absence of system‑wide standards for ethical AI use in assessments 

leads to uneven practice. In response, written tests are increasingly paired 

with scenario‑based tasks, work samples, live presentations or technical 

interviews to verify authenticity and depth of expertise. At the same time, 

organizations are incorporating integrity safeguards into online 

assessments, such as identity verification steps, remote proctoring and 

plagiarism controls and other technology-driven monitoring features, and 

warn candidates that detected misuse may lead to exclusion. 

  

 

Table 8 

Frequency of use of assessment methods as reported by JIU participating organization  
 

 

Organization/ 

entity 

Assessment methods 

Comments Post-specific and 

technical 

knowledge exams 

Psychometric/ 

psychological 

test 

Language 

test 

United Nations 

Secretariat 

Often Sometimes Sometimes • Post-specific and technical knowledge exams: hiring 

managers choose whether and how to conduct 

technical assessments on a case-by-case basis with 

varied levels of oversight by local human resources 

offices. Typically, a test is administered to reduce the 

candidate pool to a manageable size before conducting 

interviews. An assessment framework is currently 

under development to govern the future use of 

assessments. Department of Operational Support 

manages the UNOETS platform, which is a 

customized Moodle-based platform that is compliant 

with United Nations Secretariat staff selection, 

cybersecurity, multilingualism and privacy policies 

and is also integrated with the Inspira talent 

management platform. UNOETS is also integrated 

with an online proctoring service and assessment 

vendors. It is in use for all rostering exercises and by 

34 United Nations Secretariat entities and three AFPs. 

It is a tenet-based model hosted at the United Nations 

Global Service Centre that is scalable and can be 

easily expanded.  
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Organization/ 

entity 

Assessment methods 

Comments Post-specific and 

technical 

knowledge exams 

Psychometric/ 

psychological 

test 

Language 

test 

• Psychometric tests: the Department of Operational 

Support has developed and procured cross-cutting 

assessment content including psychometric tests for 

use on the UNOETS testing platform. Such tests are 

used for rostering exercises and on a cost-recovery 

basis for position-specific job openings. Hiring 

managers choose whether and how to conduct 

assessments on a case-by-case basis with varied levels 

of oversight by local human resources. Entities may 

also be using locally procured or developed tests that 

have not been vetted by Headquarters. An assessment 

framework is currently under development to govern 

the future use of assessments. 

• Language tests: The United Nations Secretariat 

currently relies on self-assessment of language skills 

by candidates and there is no standard language exam 

in place right now, but some entities may conduct 

informal language assessments according to practices 

at their duty station. A multilingualism initiative is 

currently being implemented; this effort may include 

recommendations on language assessments. 

Candidates can also indicate whether they passed the 

Language Proficiency Exam to substantiate their self-

assessment of language skills. 

ITC 

Always Sometimes Often, 

except D: 

Sometimes 

• Asynchronous interviews are often used before the 

competency-based interview, particularly when there 

are many candidates on the long or short list. These 

questions are normally technical and related to the 

functions of the post.  

• Written tests are used to assess technical knowledge 

and language level, and scored double-blindly to 

manage for possible bias in scoring and ensure 

integrity of the process.  

• For P-5 and above, ITC often use an outside service to 

administer emotional intelligence assessments for 

recommended candidates after the competency-based 

interview and before the final ranking.  

• There is no standard language test. ITC relies on self-

assessment in candidates’ applications. Candidates can 

also indicate if they passed the United Nations 

Secretariat Language Proficiency Examination (LPE). 

UNCTAD Often Never Never  

UNDP 

Often Never, except P: 

Sometimes 

• P, D: 

Never 

• GS, NO: 

Sometimes  

UNEP 
• P, D: Often 

• GS: Sometimes 

Never Sometimes, 

except GS Same as the United Nations Secretariat 
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Organization/ 

entity 

Assessment methods 

Comments Post-specific and 

technical 

knowledge exams 

Psychometric/ 

psychological 

test 

Language 

test 

UNFPA 

• P, D: Always 

• GS, NO: 

Sometimes 

• P, D: Always 

• GS, NO: 

Never 

 

Sometimes Refer to UNFPA Staffing Policy Annex I para. 16 and 

Annex III para. 15. The criteria outlined in the vacancy 

announcement, including preferred qualifications and 

assets, are applied to identify the most suitable 

candidates for subsequent stages of the recruitment 

process. 

UN-Habitat Often Sometimes Never Same as the United Nations Secretariat 

UNHCR 

• P, GS, NO: 

Sometimes 

• D: Never 

Never Never • Functional Assessment for a number of specialized 

and technical positions aimed at establishing technical 

aptitude of a candidate to be considered for positions 

in some functional streams.  

• The vacancy announcement must indicate where 

functional clearance is required. 

UNICEF Sometimes Never Sometimes  

UNODC 

Always Never Sometimes • UNODC uses mainly the Moodle platform.  

• All fixed-term positions irrespective if project or not 

have to undergo a substantive assessment in the form 

of written test (e.g. multiple choice, essay), 

presentation, submission, etc. The form can vary 

depending on the need.  

• Assessments are scored anonymously against a pre-

established set of grading criteria. 

UNOPS Sometimes Sometimes Sometimes  

UNRWA 

Always Never Sometimes In addition to written tests, UNRWA also uses practical 

technical presentations when relevant to the role. This 

method helps evaluate candidates’ ability to apply 

technical knowledge to real scenarios and to 

communicate effectively in a professional context. 

UN-Women 

Often Never Never UN-Women uses written test, asynchronous video 

interviews, proctored test. Post-specific and technical 

knowledge exams can also include languages 

assessment. 

WFP 

Always, except 

GS (FTA): 

Sometimes 

Sometimes, 

except GS 

(FTA): Never 

Sometimes Technical skills are assessed through the iMocha 

platform in a secure proctored setting, while 

psychometric assessments are conducted via Assessio. 

Language proficiency in English and a second United 

Nations language is tested using LTI to ensure candidates 

meet organizational requirements. 

FAO 

Sometimes Never Sometimes • Technical tests are administered if the hiring units 

wishes to have it as a part of process.  

• No psychometric or psychological tests are 

administered in FAO. 

• FAO positions require Working knowledge 

(proficiency - level C) of one of FAO official 

languages (English, Arabic, Chinese, French, Russian 

and Spanish) and intermediate knowledge 

(intermediate proficiency - level B) of another FAO 

official language.  
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Organization/ 

entity 

Assessment methods 

Comments Post-specific and 

technical 

knowledge exams 

Psychometric/ 

psychological 

test 

Language 

test 

• FAO has pre-established standards to assess language 

level, including language certificates, internal/external 

language exams, and the language used to earn an 

advanced degree. Therefore, the language assessment 

at the time of each selection process is limited for 

primary language. For the second language, FAO may 

do a quick verification at the time of interview 

according to internal procedure. 

ICAO 

• P, D: Always 

• GS: Always for 

G5 and higher 

• P: Sometimes 

• D: Always  

• GS: Never 

• P: As 

required  

• D: As 

required  

• GS: As 

required  

Language tests are administered based on the specific 

requirements of the positions under recruitment. 

IAEA 

• FTA: Often 

• P (Limited 

FTA/PA): 

Sometimes 

• D (Limited 

FTA/PA): 

Never 

• GS (Limited 

FTA/PA): Often 

• P, D (FTA): 

Sometimes 

• GS (FTA) and 

Limited 

FTA/PA: 

Never 

Never, 

except GS: 

Always 

 

ILO 

Often, except D 

(FTA): 

Sometimes 

• P, D (FTA): 

Always 

• GS (FTA): 

Sometimes 

• NO (FTA) and 

Limited 

FTA/PA: 

Never 

Often 

• Language would typically be evaluated as part of the 

written test and the interview.  

• Assessments are conducted by external organizational 

psychologists. 

IMO 

Always • P, D: 

Sometimes 

• GS: Never 

• P, D: 

Sometimes 

• GS: Often 

• Timed assessments are proctored. 

• Language skills are indirectly assessed in job-specific 

tasks (e.g. drafting or report writing). 

ITU 

• P, D (FTA): 

Sometimes 

• GS (FTA) and 

Limited 

FTA/PA: Never 

Never Never 

Languages may be evaluated during the interviews 

UNESCO 

Sometimes, 

except GS: Often 

Never, except P 

(FTA): 

Sometimes 

Never • Technical written assessments or asynchronous 

interviews are organised in agreement with the hiring 

manager.  

• Proctored written tests have recently been introduced. 

• Assessment centres, which may include psychometric 

tests, performed by external providers can be 

organised for high-level positions following 

consultation with the hiring manager.   

UNIDO 

Often Never, except D 

(FTA): 

Sometimes 

Never 
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Organization/ 

entity 

Assessment methods 

Comments Post-specific and 

technical 

knowledge exams 

Psychometric/ 

psychological 

test 

Language 

test 

UN Tourism 

• P, D: 

Sometimes 

• GS: Often 

Never • P, D: 

Never 

• GS: 

Sometimes  

UPU Always Never Sometimes  

WHO 

Always Never, except 

D: Sometimes 

Sometimes, 

except D: 

Never 

Languages are usually assessed during written tests, 

asynchronous video tests and during interviews. 

WIPO 

Always • P, D (FTA): 

Sometimes 

• GS (FTA) and 

Limited 

FTA/PA: 

Never 

Sometimes • For almost all WIPO staff vacancies, a post specific 

test is organized (written or asynchronized interviews, 

or both). Hence the answer “always”.  

• As for language tests, this is rather rare but can be done 

at all grade levels, especially for those that require 

fluency of a specific language other than English. 

WMO 

Sometimes Never Sometimes Where a post requires some proficiency in another 

United Nations language one-two interview questions 

will be in the second language. 
 

Source: JIU corporate questionnaire. 
 

 

 

Box 6 

Interviews 

Despite the widespread use of competency‑based interviews, hiring 

managers and panels questioned their effectiveness, noting that standardized 

questions and scoring can make interviews less discriminating. Strict 

competency‑based interview formats were reported to limit discretion to 

tailor questions and pursue follow‑up probing needed to test role‑relevant 

judgement, including technical depth and contextual fit, especially for senior 

or highly specialized posts. A substantial number of HR practitioners and  

hiring managers noticed that competency‑based interview performance can 

reflect familiarity with the interview format more than actual competence, 

potentially advantaging candidates with United Nations experience. These 

concerns appear more salient in an AI‑enabled environment as panels 

reported more rehearsed or scripted answers from candidates. A few cautions 

were raised that the competency‑based interview may not be culturally 

neutral, as it can mirror Western communication conventions. Accordingly, 

a shift toward hybrid approaches was proposed, combining 

competency‑based interviews with other methods.  

Technical interviews, although less common than competency‑based 

interviews, are widely implemented as a means of verifying subject‑matter 

expertise. Unstructured interviews are least common and tend to be 

confined to roster or temporary arrangements. Assessment centres 

integrating interview components are used selectively for senior roles, 

often with external support. Those interviews are generally conducted by 

structured panels and underpinned by scoring guides or interview report 

templates, while HR participation is expected to reinforce procedural 

compliance and documentation quality.  
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Recurrent issues raised in interviews relate to panel composition and the 

interviewer capability. HR participation and the use of independent and/or 

staff observer members vary across organizations and post types. 

Likewise, panel training and calibration are not systematic, and the depth 

and refresh of such training differs. In terms of interview format, 

asynchronous video interviews are widely unpopular with candidates and 

may lower engagement compared with live panels. In parallel, AI-related 

risks in interviews, such as candidates reading AI-generated scripts or 

authenticity issues in asynchronous videos, are increasingly cited, while 

clear governance and guidance on permissible AI use remain 

underdeveloped in most organizations.  

  

 

Table 9 

Frequency of use of interview types 
 

 

Organization/ 

Entity 

Interview types 

Comments Competency-

based  

Technical Unstructured 

United Nations 

Secretariat 

• P, D: 

Always 

• GS, NO: 

Often 

Sometimes Sometimes • As per the staff selection policies, Secretariat assessments 

“may include” a Competency Based Interview. However, 

as staff are trained in competency-based interviewing, 

this approach is used almost exclusively and the talent 

management platform is designed accordingly. Other 

question types are not prohibited and some initial pilots of 

alternative structured interview question types are under 

way. Other interview types include scenario-based 

questions, technical questions, work sample 

presentations, and asynchronous video interview 

questions. The assessment framework currently under 

development will provide more guidance in that regard.  

• Regarding unstructured interviews, although no 

interview is required to select a rostered candidate, 

oftentimes Hiring Managers conduct informal 

unstructured discussions with rostered candidates to 

confirm interest and assess candidate fit before a 

selection is made. This is possible as rostered candidates 

have already been assessed and cleared by the relevant 

review body. 

ITC 

Always Sometimes Sometimes • Competency-based interviews are conducted for all job 

openings. During the competency-based interview, 

technical questions may also be asked, often to probe 

further on the written test submission or, if no technical 

assessment prior to the competency-based interview was 

administered, to assess the candidate’s technical 

knowledge. 

• For P-5 and above, an emotional intelligence assessment 

may be conducted for recommended candidates. 

• If a hiring manager wants to consider a rostered 

candidate, they may meet with them and have an 

unstructured interview to assess their suitability for their 

positions. As rostered candidates were already vetted 

through the whole staff selection system, this is 

possible. 
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Organization/ 

Entity 

Interview types 

Comments Competency-

based  

Technical Unstructured 

UNCTAD Always Never Never Same as the United Nations Secretariat 

UNDP 

Always Sometimes Never UNDP uses the terminology competency-based interview 

to mean a structured interviewing method, requiring 

interviewees to share examples from past experience 

describing their actions and behaviour in a specific 

situation. 

UNEP Always Sometimes Never Same as the United Nations Secretariat 

UNFPA 

Always Often Never Competency-based interviews are a key component of the 

assessment centre process completed for all International 

Rotational posts. When conducted as part of a UNFPA 

Leadership Assessment Centre, the interview is 70 

minutes. The interviewer is a trained assessor from an 

external vendor. The interview specifically assesses five 

leadership competencies: strategic focus, engaging 

partners and stakeholders 

Lead, develop and Empower People, make decisions, and 

exercise judgment, and exemplify integrity. 

UN-Habitat Always Never Sometimes Same as the United Nations Secretariat 

UNHCR 

• FTA: 

Often 

• Limited 

FTA/PA: 

Sometimes 

Sometimes • P: Never 

• D: 

Sometimes 

Competency-based interviews are mandatory when the 

manager shortlists candidates below grade or from another 

candidates’ group (UNHCR Experience or Externals). 

Technical interviews are conducted usually by the 

functional units to assess technical aptitude for specialized 

and technical positions. 

UNICEF 

Often Often, 

except GS: 

Sometimes 

Often, except 

NO: 

Sometimes 

In line with para 16 of the UNICEF Procedure on Staff 

Selection, during recruitments for fixed-term positions, 

following the longlisting of candidates the hiring manager 

may conduct a concise review which entails desk 

review/informal conversations with eligible candidates. 

UNODC Always Sometimes Never Same as the United Nations Secretariat 

UNOPS Always Sometimes Never  

UNRWA 

Always Always Never In addition to competency-based interviews, UNRWA 

sometimes includes scenario or case study-based 

questions, where candidates are requested to submit their 

responses prior to the interview. The panel then probes on 

these technical aspects to assess candidates’ practical 

judgment, problem-solving skills, and technical expertise 

relevant to the role. 

UN-Women 

Always Often Never While the majority of interview questions are competency-

based, the panel has the latitude to ask other types of 

questions, such as technical or probing questions 

depending on the role and the specific competencies 

required. This approach allows the Interview Panel to gain 

a better understanding of each candidate’s skills, 

experiences, and potential fit for the position. 
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Organization/ 

Entity 

Interview types 

Comments Competency-

based  

Technical Unstructured 

WFP 

Always Always • P: 

Sometimes 

• D: Often 

• GS, NO: 

Never 

All interviews are conducted as structured panel interviews 

with a competency-based format. Interview panels assess 

candidates against predefined core and functional 

competencies using behavioural questions, typically 

requiring Situation, Task, Action, and Result (STAR) 

responses. In addition to competency questions, behaviour 

and technical questions tailored to the specific 

requirements of the role may be incorporated to assess 

subject matter expertise. 

FAO 

Always Always Never Questions are competency-based and technical questions, 

and the same question may cover competency and 

behavioural aspects. 

ICAO 

Always • P, D: 

Always 

• GS: Often 

Never Assessment Centres are used for Director level positions 

(D-2/D-1) and some senior level Professional positions 

(P-5). 

IAEA 

Always Often • P, GS: 

Never 

• D (FTA): 

Often 

• D (Limited 

FTA/PA): 

Sometimes  

Mix between competency-based, behavioural and technical 

interviews. 

ILO 

• P, GS 

(FTA): 

Always 

• D (FTA): 

Sometimes 

• Limited 

FTA/PA: 

Often 

Always Never, except 

D: 

Sometimes Panel interviews evaluate motivation, technical skills, fit to 

the post and competencies. All P and D FTA positions and 

GS in HQ include a competency assessment that consists 

of an in-depth competency-based interview conducted by 

external organizational psychologists, complementing the 

Panel interviews. 

IMO 

Always • P, D: 

Always 

• GS: Often 

Never Interviews are typical behavioural competency interviews 

and combined with technical interviews. For P-2 and 

above, a presentation is often included as part of the 

interview. 

ITU 
Always Sometimes Never Second round of interviews for high level positions may be 

less formal. 

UNESCO 

Always Always • P, D (FTA): 

Sometimes 

• GS, NO 

(FTA), 

Limited 

FTA/PA: 

Sometimes 

Informal, follow up interviews may be used when there is 

a need to probe further a particular area. 

UNIDO 

Always Often Never Video pre-screening interviews have been included to 

support our efforts to consider more women, more 

nationals of less-represented Member States and regions 

and more internal applicants. 

UN Tourism 
Always Always Never Presentations or role plays may be employed as 

supplementary methods during the interview process. 

UPU Always Always Never  
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Organization/ 

Entity 

Interview types 

Comments Competency-

based  

Technical Unstructured 

WHO 

Always Sometimes Never Technical competencies are usually assessed during 

written tests/asynchronous video tests, but can also be 

assessed during live interviews (technical questions, 

PowerPoint presentation). 

WIPO 

Always Always • P, D (FTA): 

Sometimes 

• GS (FTA), 

Limited 

FTA/PA: 

Never  

WMO 

Often Often Never Blended approach to interviews, which may contain 

competency, technical, and behavioural interview 

questions. 
 

Source: JIU corporate questionnaire.  
 

 

 

Box 7 

Recruitment duration: long timelines and limited data granularity  

Time-to-hire remains a key performance indicator, and many organizations 

continue to face challenges in meeting it. As shown in table 10, only a 

limited number of organizations have achieved the 120-day benchmark, 

and most have done so inconsistently across years and categories. 

A few entities, such as UNICEF, WIPO and WHO, have set even more 

ambitious internal targets, reflecting efforts to further streamline 

recruitment timelines, and some organizations have introduced other 

measures to streamline their recruitments. For example, FAO has 

introduced set completion times for major process steps and cancels idle 

cases, creating time discipline across the recruitment chain. ICAO has 

launched a Kaizen process to simplify procedures, combine stages and 

reduce end-to-end timelines. These initiatives directly target the longest 

and most failure-prone intervals, including post posting assessments, 

sequential approvals and final clearances.  

Several participating organizations could not provide average duration of 

recruitment by stage, either because their systems do not track steps 

individually or because they track them differently. For example, ICAO, 

ITC, UNICEF, UNDP, UNOPS, UPU and WFP similarly noted the absence 

of step-level data as requested in their systems. UN-Women, UNFPA, WHO 

and others explained that system limitations, manual processes or 

inconsistent ATS usage prevent them from generating granular breakdowns.  

These differences illustrate a broader lack of flexibility in how recruitment 

data is captured, making it difficult to identify bottlenecks consistently or 

conduct meaningful cross-organization comparisons. Recruitment data 

should be captured in a sufficiently flexible format to allow disaggregation, 

filtering and visualization according to analytical needs, while still 

maintaining standard metrics. Furthermore, only IAEA, IMO, UNRWA and 

WIPO were able to provide data on the duration of recruitment for limi ted 

FTA and/or PA contracts, limiting the ability to verify whether these contract 

types actually accelerate recruitment as expected.  
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Table 10 

JIU participating organizations that reported that they met the 120-day average recruitment-duration target, 

by year (2022–2024), staff category (P, senior P/D, GS, NPO) and contractual modality (FTA, Limited FTA/PA) 
 

 

Organization / entity Coverage across years and contract types meeting ≤120-day target 

IAEA 
Senior International Professionals (FTA) in 2024; International Professionals and General 

Service in 2023 (Limited FTA/PA). 

ITC All categories and years (FTA) 

UN-Women P and General Service in 2022 (FTA) 

UNFPA D-level staff and General Service in 2023; all categories in 2024 (FTA) 

UNICEF All categories and years (FTA) 

UNODC D-level in 2022 and 2023 (FTA) 

UNRWA All categories and years (FTA and Limited FTA/PA) 

UPU Almost all categories (FTA), except D-level in 2024 

WIPO General Service in 2022 and NPO in 2023 (FTA); P in 2022 and 2024 (Limited FTA/PA) 

 

Source: JIU data request. 
 

 

Table 11 

Availability and type of fast-track staff recruitment modalities, by JIU participating organization10  
 

 

Organization/ 

entity 

Type of fast-track recruitment modalities  

Emergencies and 

conflict-affected 

locations 

High-potential 

candidates 

Other Comments 

United Nations 

Secretariat 
Yes Yes Yes 

• Emergencies and conflict-affected locations: Staff 

selection rosters can be used for field operations 

using the recruit from roster modality (whereby only 

candidates on the relevant roster are screened in as 

eligible). All duty stations may use a regular job 

opening open to all candidates to select a roster 

candidate. 

• High-potential candidates: Currently there are rosters 

for the Young Professionals Programme, Language 

professionals, and Resident Coordinators. 

ITC No No Yes Hiring managers can select from roster 

UNCTAD No No No  

UNDP Yes No No Special Measures for Crisis Response 

UNEP No No No  

UNFPA Yes No No Procedures on Emergency Response 

UN-Habitat No No No  

UNHCR Yes No No  

UNICEF Yes No No 

Direct selection from rosters/talent groups, desk 

reviews as per UNICEF Procedure on Recruitment and 

staffing in emergency situations 

__________________ 

 10  Fast-track mechanisms are mainly used for emergencies, shortening assessments and onboarding 

and are more prevalent for limited, temporary and project appointments and P and D roles.  
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Organization/ 

entity 

Type of fast-track recruitment modalities  

Emergencies and 

conflict-affected 

locations 

High-potential 

candidates 

Other Comments 

UNODC 
Yes (for field 

operations) 
Yes Yes 

Same as the United Nations Secretariat.  

 

While UNODC does not have emergency and conflict-

affected locations, it is one of the few entities in the 

Secretariat that can use the recruit from roster 

modality. Staff selection rosters can be used for field 

operations using the recruit from roster modality 

(whereby only candidates on the relevant roster are 

screened in as eligible). All duty stations may use a 

regular job opening open to all candidates to select a 

roster candidate. 

UNOPS No No No  

UNRWA Yes No No Emergency/Surge 

UN-Women Yes No No 

• Fast-track selection and recruitment process and 

Single-source selection.  

• The Human Resources Fast Track Procedure 

(HRFTP) is a procedure that offers offices greater 

flexibility in specific Human Resources processes to 

enable the expedited recruitment of personnel in 

certain situations. The procedure represents a 

modification to the standard policies and procedures 

in the Policy Procedure and Guidance Framework 

(PPG) and is designed to facilitate a rapid response 

to the demands of the office when time-critical 

intervention is required. 

WFP Yes No Yes 

• Fast-track selection and recruitment process and 

Single-source selection is used to support 

emergencies. 

• Single-source selection only authorized by Country 

Director or HRM Director in highly exceptional 

circumstances after careful review of post role type, 

responsibilities and the specific context/need in the 

interest of the organization  

• The Executive Director has the Delegated Authority 

to exercise their DOA to single source for specific 

roles to the benefit of the organization. 

FAO Yes No No 
• As outline in the Director-General’s Bulletin 2022/06, 

and fast track procedure embedded in the bulletin. 

ICAO No No No  

IAEA Yes Yes No 

• Emergencies and conflict-affected locations: 

Temporary Assistance. This may be used in rare 

cases to cover such situations or candidates may be 

picked from pre-approved rosters identified through 

full-competitive recruitment.  

• High-potential candidates: Fixed term contracts. 

Candidates may be picked from pre-approved rosters 

identified through full-competitive recruitment. 

ILO No No Yes 

There is an exception clause if people need to be 

moved for medical or humanitarian reasons, in such 

cases vacant position could be filled without 

competitive process to place these staff members. 
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Organization/ 

entity 

Type of fast-track recruitment modalities  

Emergencies and 

conflict-affected 

locations 

High-potential 

candidates 

Other Comments 

IMO No No No  

ITU No No No  

UNESCO No No No  

UNIDO No No Yes 

Rosters for pre-selected applicants in previous fixed-

term recruitment processes reviewed by the central 

review body. 

UN Tourism No No No  

UPU No No No  

WHO Yes No No  

WIPO No No Yes 

Candidates placed on the reserve list for a post with the 

same requirements and similar duties may be selected 

without undergoing again the selection process. 

WMO No No Yes 

The period of job opening advertisement is 

exceptionally reduced to two weeks on rare 

circumstances and subject to organizations’ needs (e.g. 

donor funding strict timelines, transition between e-

recruit systems). 

Yes 12 3 8 

No 15 24 19 
 

Source: JIU corporate questionnaire. 
 

 

 

Box 8  

Practices for advancing candidates in recruitment  

Ten organizations have formal minimum or maximum thresholds for the 

number of candidates advanced at key stages of the recruitment process. 

These range from fixed shortlist sizes to entry-stage minimums and caps 

linked to approved posts. Even among entities without formal thresholds, 

informal practices are commonly used to safeguard competition and keep 

assessment efforts proportionate.  

When it comes to presenting candidates to the final decision-maker, the 

ranking of assessed candidates is conveyed through scored matrices, rank 

ordered shortlists or formal comparative analysis spreadsheets. 

Organizations that do not rank candidates provide unnumbered evaluation 

matrices with scores and a reasoned justification for the recommended 

candidates. A hybrid approach combines a suitability threshold with a 

ranked set of finalists among those who were assessed. ITC uses a matrix 

for preliminary evaluation tool of all candidates, which helps hiring 

managers to sort candidates in shortlists, longlists and “not suitable” lists. 

ITU is piloting ranking type triage earlier in the recruitment funnel to 

manage application volume. However, final decisions continue to rely on 

panel evaluations against the published criteria.  

Finally, when an excessive number of recommended candidates (e.g., more 

than three) is forwarded to the hiring authority, the breadth of choice may 

inadvertently increase discretion in the final selection decision.  
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Table 12 

Minimum number of candidates required at each recruitment stage (screening, assessment, interview and 

approval) for the process to proceed (where threshold is not met, the recruitment process may need to be 

restarted or cancelled), by JIU participating organization and contractual modality, where applicable  
 

 

Organization/ 

entity 

Recruitment step Finalist 

submission format Screening Assessment Interview Approval 

FTA 
Limited 

FTA/PA 
FTA 

Limited 

FTA/PA 
FTA 

Limited 

FTA/PA 
FTA 

Limited 

FTA/PA 

United 

Nations 

Secretariat 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

ITC 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Hybrid (suitable 

threshold + ranked 

finalists) 

UNCTAD 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

UNDP 2 
No 

threshold 
2 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 

UNEP 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

UNFPA 3 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

UN-Habitat 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

UNHCR 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(ranked) 

UNICEF 2-3 
No 

threshold 
1 

No 

threshold 
1 

No 

threshold 
1 

No 

threshold 

Hybrid (suitable 

threshold + ranked 

finalists) 

UNODC 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

UNOPS 2 
No 

threshold 
2 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Suitable / Not 

suitable 

UNRWA 

3 for P and 

above and 

GS 

3 for P 

and above 

and GS 

3 for P 

and above 

and GS 

3 for P 

and above 

and GS 

3 for P 

and above 

and GS 

3 for P 

and above 

and GS 

1 
No 

threshold 

Hybrid (suitable 

threshold + ranked 

finalists) 

UN-Women 3 
No 

threshold 
2 

No 

threshold 
1 

No 

threshold 
1 

No 

threshold 

Ranked list 

WFP 
3 for GS 

and NO 

No 

threshold 
3 3 for P 1 

1 for P 

and D 

1 for GS 

and NO 

No 

threshold 

Hybrid (suitable 

threshold + ranked 

finalists) 

FAO 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

5 for P 

and NO; 

3 for GS 

5 for P 

and NO; 

3 for GS 

1 for P, 

GS, and 

NO 

1 for P, 

GS, and 

NO 

Recommended list 

(unranked) 

 

ICAO 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 

IAEA 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

ILO 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 

IMO 
2 for P, D, 

and GSa 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 
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Organization/ 

entity 

Recruitment step Finalist 

submission format Screening Assessment Interview Approval 

FTA 
Limited 

FTA/PA 
FTA 

Limited 

FTA/PA 
FTA 

Limited 

FTA/PA 
FTA 

Limited 

FTA/PA 

ITU No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

UNESCO 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 

(except for D and 

above and P-5 

Head of Field 

Offices)  

UNIDO 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Hybrid (suitable 

threshold + ranked 

finalists) 

UN Tourism 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 

UPU 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

WHO 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 

WIPO 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Ranked list 

WMO 
No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

No 

threshold 

Recommended list 

(unranked) 
 

Source: JIU corporate questionnaire and interviews.  

 a  For IMO, the only requirement is for the recruitment to be initially competitive. There must therefore be at least two 

candidates who meet the minimum requirements.  
 

 

 

 B. Recruitment in the context of talent management functions  
 

 

 

Box 9  

Workforce planning 

JIU/REP/2012/4 positions workforce planning as an upstream enabler of 

vacancy management and recruitment, shaping which posts are opened, 

when they are opened and how organizations balance internal and external 

sourcing. While systematic workforce planning was reported by only 17 

JIU participating organizations, maturity and integration with recruitment 

vary. Where HR is not engaged early with finance and managers, 

recruitment tends to start not by planning but by ad hoc opening of 

vacancies and becomes reactive, increasing reliance on workarounds and 

amplifying delays when approvals and capacity constraints accumulate.  

Formal, systematic workforce planning is most consistently applied for 

international professional categories (P-1 to D-2) and FTA contracts, with 

more uneven coverage across general service, national professional 

officers, and contracts with limited fixed term. UNDP, UN-Habitat, 

UNICEF, UNODC, UNRWA, UN-Women, WFP, IAEA, ILO, IMO, 

UNIDO, UN Tourism, UPU, WHO, WIPO and WMO reported conducting 

workforce planning exercises systematically for their international 

professional categories (P-1 to D-2). Among them, except for UNDP and 

UNFPA, all organizations that have general service and national officer 

categories reported that they also apply workforce planning to these 

groups. Several organizations, namely, the United Nations Secretariat, 

https://docs.un.org/en/JIU/REP/2012/4
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ITC, UNCTAD, UNEP, UNHCR, UNOPS, FAO, ICAO, ITU and 

UNESCO, reported that they do not conduct formal or systematic 

workforce planning. Regarding contractual modalities, all organizations 

that engage in workforce planning do so for FTA positions across the 

relevant staff categories, and UNDP, UNICEF, UN-Habitat, WFP, IAEA, 

WHO and WIPO extend workforce planning practices to limited FTAs or 

project appointments. 

Succession planning should be explicitly embedded within workforce 

planning processes, particularly in situations of significant workforce 

reduction, to ensure continuity of critical functions and preservation of 

institutional knowledge. This includes identifying roles at risk, developing 

internal talent pipelines and aligning redeployment and reskilling efforts 

with anticipated workforce gaps. Without such forward-looking measures, 

workforce reductions risk exacerbating skill shortages and undermining 

longer-term organizational effectiveness.  

  

 

 

Box 10  

Skills-based recruitment 

Skills-based recruitment and skills mapping can help align recruitment 

with evolving organizational needs by translating job analysis into clearly 

defined knowledge, skills and abilities and credible assessment methods.  

The uptake of skills-based recruitment remains uneven and slow, with 

many organizations reporting no structured measures and others noting 

that skills-based initiatives are still in early development or embedded in 

broader transformation efforts not yet directly connected to recruitment. 

The United Nations Secretariat is taking the lead through its Staff 

Selection 2.0 reforms, which introduce structured job analysis, skills 

identification, refreshed job profiles and skills-based screening, 

positioning it as the most systemically advanced initiative across the 

system. A handful of organizations, most notably UNFPA, WIPO, UNDP 

and UN-Women, have introduced more targeted practices, such as 

assessment centres, psychometric tools, AI-enabled testing platforms and 

internal talent marketplaces designed to map and redeploy skills.  

On the other hand, several organizations highlighted a limited 

understanding of what skills-based recruitment entails and expressed 

uncertainty about whether such approaches will meaningfully improve 

recruitment outcomes. In many cases, references to “skills” continue to 

appear more as conceptual aspirations or rhetorical framing rather than 

evidence of substantive transformation or redesigned selection processes.  

  

 

 

Box 11  

Employer branding 

Many organizations reported active branding actions, yet fragmentation 

persists with several candidates perceiving the United Nations as one 

employer while encountering multiple platforms and inconsistent 

candidate journeys. Recruitment is often the first substantive contact an 

external candidate has with an organization, so it can reinforce or 

undermine employer branding. 
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Currently, employer‑branding efforts vary significantly in maturity, with a 

number of entities demonstrating notably advanced and structured 

approaches. UNDP, UNICEF, UN-Women, WIPO, IAEA, WHO, IMO and 

WFP stand out for developing or promoting a clear employee value 

proposition and embedding it across recruitment communications, careers 

portals, outreach materials and social media messaging. Strong practices 

also emerge in the use of specialized professional networks and targeted 

talent communities, as well as strategic partnerships with universities, 

executive search firms and Member States.  

LinkedIn remains the most commonly cited outreach channel, ranging from 

basic job posting to advanced sourcing via LinkedIn Recruiter and branded 

employer pages. While effective for reach and visibility, these may create 

dependencies of the United Nations system’s employer branding and 

outreach efforts on a handful of external, highly centralized, private‑sector 

platforms, that are unevenly used by candidates across regions. A more 

diversified approach, leveraging multilateral networks, Member State 

partnerships, sector‑specific platforms and talent pipelines developed 

internally, better align with the United Nations global, inclusive mandate.  

  

 

 

Box 12  

Special recruitments 

Some recruitment streams are treated as “special” because they require enhanced 

safeguards or tailored processes to meet specific workforce objectives.  

For oversight and integrity functions, such as Inspector General, Ethics 

Officer, Head of Oversight and Ombudsman, 10 organizations 11  have 

established dedicated policies or practices to secure independent panels, 

conduct conflict‑of‑interest checks and administer assessment centres. 12 

Recruitment for oversight functions remains highly fragmented, with a few 

organizations such as UNDP, WFP, ILO, WIPO and ICAO having defined 

procedures or governing frameworks, involving independent committees, 

consultation mechanisms or role-specific rules, while most entities 

reported no dedicated policies or guidelines.  

Eleven JIU participating organizations reported adopting targeted 

recruitment measures,13 typically relating to language services,14 medical 

and safety critical roles15 and credentialed domains, such as procurement, 

finance and legal.16 Their approaches display considerable variation and, 

in many cases, a lack of consistent system-wide standards. Approaches to 

specialized occupational groups similarly vary. The United Nations 

Secretariat and UNEP apply formal competitive examination frameworks 

(e.g., ST/AI/2020/3), while a small number of agencies such as FAO, WFP, 

UNHCR and WIPO have role-specific practices, such as functional 

clearance requirements, technical testing or adjusted educational criteria. 

Many organizations, however, report no specific provisions for  these 

categories beyond standard recruitment.  

 
__________________ 

 11  FAO, ICAO, ILO, UNDP, UNFPA, UNHCR, UNIDO, UPU, WFP and WIPO.  

 12  See JIU/REP/2025/5. 

 13  FAO, United Nations Secretariat, UNDP, UNEP, UNFPA, UNHCR, UNODC, WFP, WHO, 

WIPO and WMO. 

 14  For example, competitive examinations and technical testing under the Secretariat ’s regulatory 

framework. 

 15  For example, fitness requirements and standard operating procedures.  

 16  For example, certification and licensure requirements.  

https://docs.un.org/en/ST/AI/2020/3
https://docs.un.org/en/JIU/REP/2025/5
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Box 13  

Internal recruitment and mobility 

In several organizations, mobility is a key staffing mechanism to redeploy 

skills, manage vacancy gaps and address workforce needs, shaping 

recruitment demand and candidate flows. Financial constraints and 

downsizing can intensify reliance on internal mobility and prioritization 

measures, raising concerns about equity and transparency while also reflecting 

duty of care and helping mitigate abrupt losses of institutional knowledge. 

These exercises may be guided by explicit criteria, documented rationale and 

appropriate oversight for internal prioritization and mobility decisions, so they 

do not become opaque substitutes for competitive recruitment. Organizational 

interpretations of who counts as internal candidate also vary, with some 

extending due consideration to affiliate personnel, temporary staff, Junior 

Professional Officers, staff of other United Nations organizations, etc., while 

others apply a much narrower and more restrictive definition.  

  

 

 

Box 14  

Contractual modalities and probation 

Organizations have increased their reliance on limited fixed‑term or 

project‑linked appointments to manage funding uncertainty and, in some 

contexts, to reduce perceived constraints in ending appointments when 

performance or fit does not meet expectations. Such modalities can 

provide flexibility for finite or project‑related needs, but they also carry 

risks for attraction, continuity and retention, including by placing staff 

under ongoing pressure to secure their next appointment.  

  

 

 

Box 15 

Career progression 

Organizations continue to navigate an inherent trade-off between sustaining 

competitive external pipelines and protecting internal mobility, compounded 

by varying interpretations of who counts as “internal” and by equal 

treatment regimes for internal and external applicants, which some 

stakeholders associate with weakened perceptions of internal career 

pathways and adverse effects on employer branding among current staff. 

Notwithstanding the label “promotion”, progression to a higher-graded post 

is ordinarily achieved through the same competitive recruitment process.  

Career progression through recruitment can create structurally different 

conditions for internal and external candidates. Interviews flagged that 

managerial preferences for internal or “known” candidates, as well as 

internal candidates’ head start from prior exposure to assessment methods 

and in-house training, can collectively blunt the effect of outreach and deter 

external applicants. On the other hand, internal candidates may be subject to 

earlier informal “performance signals” through supervisory networks, 

creating perceived information asymmetries, and face progression-related 

requirements (e.g., mobility or lateral moves) that external candidates do 

not. Interviewees described “the worst of both worlds”, with external 

candidates perceiving outcomes as insufficiently transparent or “pre-baked” 

when insiders are selected, while internal candidates feeling that past 

contributions do not translate into credible career growth.  
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Several organizations operate tiered priority ladders, sometimes subject to 

governance approval, which determines whether a case proceeds 

internally, externally or both. At IMO, for instance, posts are advertised 

internally first unless decided otherwise by the Secretary-General. 

UNHCR has a temporary hiring freeze that has suspended external 

outreach, due to extraordinary realignment and workforce-stabilization 

measures, which have impacted external outreach, offer acceptance, 

vacancy duration and competition levels. 

In some other organizations, such as the United Nations Secretariat, 

interviewees pointed to persistent political constraints on creating clearer 

internal progression pathways, despite efforts to explore options that 

would better support G-to-P progression and address P-2 to P-3 

bottlenecks. Persistent bottlenecks may also weaken the intended benefits 

of early-career entry routes, including the geographical distribution 

objectives of the Young Professionals Programme.  

  

 

Table 13 

Consideration of internal candidates over external candidates in staff recruitment, by JIU 

participating organization  
 

 

Organization/ 

entity 

Consideration of internal 

candidates 
Comments 

United Nations 

Secretariat No  

ITC 

No 

While external and internal candidates are considered and treated the same 

throughout the assessment process, ITC policy on staff selection specifies 

that the Executive Director gives the fullest regard to candidates already in 

service as well as those encumbering posts that are slated for abolition at the 

time of selection decision. 

UNCTAD No  

UNDP 

Yes 

As per paragraph 19 of UNDP Recruitment and Selection Framework policy: 

“The order of retention granted to staff members holding a fixed-term 

appointment means that those staff members affected by the abolition of their 

posts or a reduction in staff numbers will be given priority consideration over 

external candidates, including TA holders.” 

UNEP No  

UNFPA 

No 

UNFPA affords special consideration as required by United Nations Staff 

Regulation 4.4: Subject to the provisions of Article 101, paragraph 3, of the 

Charter, and without prejudice to the recruitment of fresh talent at all levels, 

the fullest regard shall be had, in filling vacancies, to the requisite 

qualifications and experience of persons already in the service of the United 

Nations. This is different from priority consideration, which rarely applies. 

UN-Habitat No  

UNHCR Yes  

UNICEF Yes  

UNODC 

No 

Only if they are officially part of a downsizing exercise, then internal 

candidates are to be considered first and only against requirements of a 

position they have applied to. No other priority exist between internal and 

external candidates. This is in line with ST/AI/2023/1. 

UNOPS Yes  

https://docs.un.org/en/ST/AI/2023/1
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Organization/ 

entity 

Consideration of internal 

candidates 
Comments 

UNRWA 

No 

Internal candidates are not automatically given priority over external 

candidates. All applicants, internal and external, are assessed based on merit 

and qualifications through the same competitive recruitment process. 

However, internal candidates may have the advantage of familiarity with the 

organization and its operations, which can be considered as part of the overall 

evaluation during interviews. 

UN-Women 

Yes 

During the screening stage, internal candidates are carefully reviewed, and 

during selection stage when there are internal and external candidates 

recommended, internal candidate is given priority.  

Staff members holding a permanent (PA), continuing (CA) or fixed-term 

appointment (FTA) who are recruited after a competitive process under staff 

rule 4.15 (endorsed by a central review board/Senior Review Group (SRG)) 

are regarded as internal candidates. Junior Professional Officers and Staff 

Members holding Temporary Appointments (TA) are also given due 

consideration as Internal Candidates in accordance with Staff Regulation 4.4.  

Pursuant to staff rule 13.2 (d) and staff rule 9.6 (c), if the appointments of 

Staff Members are to be terminated as a result of the abolition of a post or the 

reduction of staff; and provided that due regard is given to relative 

competence, integrity and length of service, Staff Members will be retained 

in the following order of preference:  

Staff Members holding a Permanent Appointment (PA);  

Staff Members holding a Continuing Appointment (CA);  

Staff Members holding a Fixed Term Appointment (FTA);  

Staff Members holding a Temporary Appointment (TA). 

WFP 

• P and D (FTA): No 

• GS and NO (FTA): Yes 

• Limited FTA/PA: No 

For P recruitments, the HR Manual states:  

.2.1 The paramount consideration in the recruitment and selection of WFP staff 

members shall be the necessity for securing the highest standards of efficiency, 

competence and integrity as demonstrated by the qualifications and 

competencies of the candidates in relation to the stated position requirements. 

.2.2 Without prejudice to the recruitment of fresh talent at all levels, the fullest 

consideration shall be given in filling positions, to the requisite qualifications 

and experience of candidates currently serving within the United Nations 

system on fixed-term appointments or longer-term appointments. 

FAO 
• D: No 

• P, GS and NO: Yes Consideration is made throughout the process 

ICAO 
• D: No 

• P and GS: Yes 

G7 posts are first advertised internally for serving staff. G7 job openings are 

issued externally only in cases where internal candidates cannot be identified, 

IAEA 
Yes 

The Agency gives consideration to the qualifications and experience of 

internal candidates. 

ILO Yes  

IMO Yes  

ITU 

No 

In some cases, vacancy notes are published only internally. In addition, for 

external vacancies the internal candidates are highlighted and the Staff 

Council Representatives participating in the process may express comments 

to include internal staffs. 

UNESCO 
• FTA: Yes 

• Limited FTA/PA: No  

UNIDO 

No 

Until 2023, UNIDO conducted most of the hiring of FTA in the international 

professional and General Service categories internally. In 2023, vacancies 

were opened to external and internal applicants. While internal applicants are 

given due consideration, they do not have special consideration. 
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Organization/ 

entity 

Consideration of internal 

candidates 
Comments 

UN Tourism 
Yes 

Internal candidates are shortlisted provided that they meet the minimum 

requirements of the post. 

UPU Yes  

WHO Yes  

WIPO No  

WMO No  
 

Source: JIU corporate questionnaire and interviews.  
 

 

 

Box 16  

Retention 

Retention within the United Nations is often viewed as presenting both 

advantages and constraints. On one hand, many staff observe that people 

rarely leave, which can create perceptions of limited renewal, slow 

turnover and fewer opportunities for new talent to enter. This may 

reinforce a sense of rigidity in the system.  

At the same time, in a global labour market where many organizations 

struggle to retain experienced employees, the capacity of the United Nations 

to maintain a stable workforce is also a strategic strength. In entities whose 

mandates depend on long-term continuity, accumulated expertise and deep 

institutional knowledge, strong retention supports stability, consistent 

delivery and the preservation of organizational memory.  

The key challenge is to ensure that retention functions as an advantage rather 

than a constraint. When supported by mechanisms that keep skills current 

and enable periodic refresh of roles, retention can underpin the long-term 

capability on which the effectiveness of the United Nations depends. 

  

 

 

Box 17  

Staff development and learning 

Where career progression relies heavily on competitive recruitment, staff 

development becomes the mechanism that ensures internal talent remains 

competitive over time. In contexts where internal candidates may be 

prioritized for advancement, development is equally essential to keep the 

workforce aligned with evolving mandates, tools and skill requirements.  

Without structured learning linked to changing organizational priorities, 

staffing gaps can emerge as requirements shift. This often produces a familiar 

pattern, with organizations increasingly hiring externally to meet emerging 

needs, while experienced staff are perceived as having outdated skills. 

Although organizational learning frameworks position learning as 

continuous and connected to workforce planning and role-relevant 

development from the point of recruitment onward, there remains a 

frequent assumption that candidates must arrive fully prepared. This is 

reinforced by the fact that many recruitments are initiated late, leaving 

managers feeling they “have no time to train” new hires. As a result, 

vacancy requirements may become overly specific, reducing emphasis on 

the capacity to learn, adapt and acquire new skills, and treating learning as 

optional rather than foundational to effective performance.  
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Table 14 

Summary of status of talent management and enabling functions intertwined with staff recruitment, by JIU participating organi zation 
 

 

Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

United Nations 

Secretariat 

No formal workforce 

planning exercise 

Staff Selection 2.0 

workstream on Job Analysis 

and Skills Identification: 

updated job profiles; 

identification of knowledge, 

skills and abilities; Subject 

Matter Experts 

collaboration; skills‑based 

screening and assessment; 

regularly updated generic job 

profiles 

• United Nations Careers 

social media accounts 

• LinkedIn Recruiter license 

• United Nations Global 

Talent Pool  

 

No specific policies/ 

guidelines 

ST/AI/2020/3: Competitive 

examinations for recruitment 

against or placement in 

language positions at the P-2 

and P-3 level 

ITC 

No formal workforce 

planning exercise. ITC is 

exploring workforce 

planning tools. 

Same as the United Nations 

Secretariat 
• 60th anniversary rebranding 

tagline: “Transforming 

Trade, Changing Lives” 

• Use of social media 

No specific policies/ 

guidelines 

No specific 

policies/guidelines 

UNCTAD 

No formal workforce 

planning exercise 

Same as the United Nations 

Secretariat 
• UNCTAD rebranding 

(name and logo) 

• Revamped internet page 

No specific policies/ 

guidelines 

Same as the United Nations 

Secretariat 

UNDP 

• Formal succession 

planning exercises for 

rotational international 

positions such as Resident 

Representatives and 

Deputy Resident 

Representatives  

• Capacity mapping 

exercises for all personnel. 

Assessment centres for 

rotational international 

professional roles (Resident 

Representatives; Deputy 

Resident Representatives); 

technical tests widely used; 

Talent Review process to 

build future pipelines. 

UNDP Employee Value 

Proposition 

 

• Directors of Office of 

Audit and Investigations, 

of Independent Evaluation 

Office, and of Ethics 

Office: UNDP Audit and 

Evaluations Advisory 

Committee is informed and 

involved as needed. 

• UNEG competencies 

considered for IEO. 

• The recruitment of 

Ombudsman of the United 

Nations Funds and 

Programmes (UNDP, 

UNFPA, UNICEF, 

UNOPS, UN-Women) is 

facilitated by UNICEF on 

behalf of the agencies 

Standard Operating 

Procedure on recruitment of 

medical personnel in 

UNDP‑administered clinics 

https://docs.un.org/en/ST/AI/2020/3
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Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

UNEP 

No formal workforce 

planning exercise 

Same as the United Nations 

Secretariat 
• Direct talent outreach 

through third-party vendor 

(LinkedIn Recruiter) 

• General outreach events 

and monthly vacancy 

newsletter 

• Social media outreach 

No specific policies/ 

guidelines 

Same as the United Nations 

Secretariat 

UNFPA 

Workforce planning is 

conducted for P-5 and above 

categories and guided by the 

UNFPA Policy for 

Organizational Structuring. 

Skills‑based selection 

prioritized over rigid 

qualifications; leadership 

assessment centres via 

external vendors (e.g., 

Mercuri Urval) including 

simulations, psychometrics; 

iMocha for skills tests 

(numerical/ linguistic); use 

of GenAI (Google Gemini) 

to craft skills‑focused 

interview questions and 

improve TORs. 

• Expanded LinkedIn 

subscription (job slots) 

• LinkedIn Employer Site 

postings 

• Impactpool subscription 

and targeted outreach 

Addressed in the UNFPA 

Oversight Policy. 

Policy on Personnel includes 

Annex II for rotational posts, 

namely Representative, 

Deputy Representative, 

International Operations 

Managers 

UN-Habitat 

Workforce planning is 

conducted for international 

professional, national 

professional and general 

service categories, 

• Same as the United 

Nations Secretariat 

• Outreach 

• Social media 

• Roster usage 

No specific policies/ 

guidelines 

Same as the United Nations 

Secretariat 

UNHCR 

No formal workforce 

planning exercise 

Consultations are underway 

among the relevant 

functional areas, including 

talent management, job 

evaluation, and recruiting, as 

well as the development of a 

comprehensive skills 

strategy to guide a broader 

transition toward a skills-

based model across the 

organization. 

 

• Local-level outreach 

capacity-building through 

LinkedIn Academy 

• Increased social media 

visibility via webinars and 

online fairs 

• Talent newsletter 

(150,000+ subscribers) 

Under High Commissioner 

authority. References 

include:  

• IOM 040/2008 - FOM 

042/2008 (Ethics Office 

ToR) 

• UNHCR/HCP/2019/2 

(Independent Oversight 

Policy). 

PL/2025/03 Annex 1: 

Functional clearance is 

required for a candidate to be 

considered for positions with 

specific  

technical requirements 
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Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

UNICEF 

Workforce planning is 

conducted for international 

professional, national 

professional and general 

service categories, using 

programme budget reviews 

and annual workplans to 

align workforce with 

priorities.  

Skills‑mapping initiative 

aimed at an internal talent 

marketplace (broader than 

recruitment); cross‑United 

Nations exploration circa 

2020; paused during 2025 

organizational realignment 

but remains a future‑focused 

initiative. 

• Social media outreach 

• Outreach initiatives 

• Employee Value 

Proposition 

No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

UNODC 

Workforce planning is 

conducted for international 

professional, national 

professional and general 

service categories. 

Organizational design team 

coordinates with divisions on 

structures and workforce 

planning. 

Same as the United Nations 

Secretariat 
• UNODC Careers LinkedIn 

account 

• 4 flagship webinars (1000+ 

participants) 

• 30+ annual outreach 

activities 

No specific policies/ 

guidelines 

CIPS Level 4 requirement 

evidenced in UNODC 

procurement recruitment 

UNOPS 

No formal workforce 

planning exercise. Provides 

year-to-year planning 

guidance. 

Exploring as part of the 

Integrated People Strategy. 
• Social media campaigns 

• Outreach events 

No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

UNRWA 

Workforce planning is 

conducted for international 

professionals and general 

service categories, with 

annual submissions to 

ACABQ on establishment, 

reclassification and abolition 

of international posts. 

No  No specific policies/ 

guidelines 

No specific policies/ 

guidelines 
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Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

UN-Women 

Workforce planning is 

conducted for international 

professional, national 

professional and general 

service categories, integrated 

into the Strategic Note.  

Will embed United Nations 

2.0 skills in vacancy 

announcements; standard job 

profiles updated to reflect 

skills. 

• Social media and digital 

outreach: LinkedIn jobs 

page; hashtag campaigns 

#JoinUNWomen 

• Talent outreach and 

partnerships (career fairs, 

universities, Impactpool, 

Devex, search firms) 

• Employee Value 

Proposition promoting 

gender equality, diversity, 

mobility, work-life balance 

No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

WFP 

Strategic Workforce 

Planning is applied across all 

functions, staff categories, 

and contractual modalities 

using workforce segments. 

Under discussion  • Impactpool recruitment 

outreach campaigns 

• LinkedIn proactive 

candidate sourcing 

• LinkedIn job posting 

• Talent outreach and 

partnerships (career fairs, 

universities) 

• Inspector General and 

Director of Oversight 

Office: governed by 

OED2021/005 and OIG 

Charter.  

• Director of Evaluation: 

outlined in the “Terms of 

Appointment of the WFP 

Director of Evaluation” 

• Ombudsperson: includes 

consultation with staff 

bodies and Executive Staff. 

Special requirements are 

specified in the generic job 

profiles. Examples include 

language requirements for 

specific locations, role-

specific medical/fitness or 

certification requirements, 

and specialized certifications 

for technical positions  

FAO 

No formal workforce 

planning exercise 

No • Social media posting 

• Employer branding 

• Virtual and onsite outreach 

events 

Practice: recruitment of 

professionals in the Office of 

the Inspector General may 

allow the standard minimum 

educational requirement of 

an advanced university 

degree to be substituted with 

a first-level university degree 

combined with qualifying 

experience. 

Practice: the recruitment of 

professionals in specialized 

occupational groups (Legal, 

Finance and Procurement) 

may allow the standard 

minimum educational 

requirement of an advanced 

university degree to be 

substituted with a first-level 

university degree combined 

with qualifying experience. 

ICAO 

No formal workforce 

planning exercise. Work 

ongoing to establish it. 

No • LinkedIn talent outreach 

• Impactpool 

• Twitter (X) outreach 

Specific rules apply for 

Ethics Officer / Ethics 

Advisor and Head of Internal 

Oversight. 

No specific policies/ 

guidelines 
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Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

IAEA 

Workforce planning is 

conducted for international 

professional and general 

service categories, and is 

embedded in the biennial 

Programme and Budget 

exercise. 

No • Direct outreach 

• Social media campaigns 

• Employer branding and 

general recruitment events 

No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

ILO 

Workforce planning is 

conducted for international 

and national professional 

categories, and carried out 

within the biennial 

Programme and Budget 

Cycle. 

No • Participation in United 

Nations outreach group 

activities 

• Online and in-person 

career fairs 

• Use of corporate ILO 

social media for outreach 

• Mediator: jointly 

nominated by staff union 

and administration per 

Collective Agreement.  

• Chief Internal Auditor: 

appointed by DG after 

consultation with 

Governing Body (Staff 

Reg. 4.2d). 

No specific policies/ 

guidelines 

IMO 

Workforce planning is 

conducted for international 

professional and general 

service categories, through 

quarterly divisional reviews 

of vacant posts, retirements, 

and pipeline positions to 

determine resourcing 

strategy. 

No • Revamped employee value 

proposition and career 

pages 

• Targeted outreach 

campaigns and fairs 

• Partnerships (Impactpool, 

Women in Maritime 

networks) 

No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

ITU 

No formal workforce 

planning exercise. 

Workforce Planning Officer 

role being developed under 

HRMD strategic plan. 

No  No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

UNAIDS      
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Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

UNESCO 

No formal workforce 

planning exercise 

No • Outreach events (webinars) 

• Outreach missions 

• Social media campaigns 

Staff Regulation 4.5.3 

 

The Director-General shall 

take decisions concerning 

the appointment, extension, 

renewal and termination of 

appointment of the 

organization’s Legal 

Adviser, Ethics Adviser and 

Director of the Internal 

Oversight Service (IOS) in 

consultation with the 

Executive Board.17 

No specific policies/ 

guidelines 

UNIDO 

Workforce planning is 

conducted for international 

professional, national 

professional and general 

service categories 

No • Webinar outreach 

programme 

• Social media presence 

• Recruiters as “Social 

Media Champions” 

Certain roles reviewed by 

bodies such as the Oversight 

Audit Committee (OAC). 

No specific policies/ 

guidelines 

UN Tourism 

Workforce planning is 

conducted for international 

professional and general 

service categories 

No • Direct outreach to Member 

States (Note Verbale) 

• LinkedIn, Instagram, 

Facebook 

• Specialized talent 

platforms (Impactpool) 

No specific policies/ 

guidelines 

No specific policies/ 

guidelines 

UPU 

Workforce planning is 

conducted for international 

professional (P-1 to P-5 

only) and general service 

categories, with regular 

discussions at director/ 

management level to align 

workforce with 

organizational priorities. 

No • Recruitment outreach 

• Social media 

• Career fairs 

Ombudsperson recruited 

through call for tenders. 

No specific policies/ 

guidelines 

__________________ 

 17  Modification adopted by the General Conference at its thirty-eighth session (2015) (38 C/40, Regulation 4.5.3).  
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Organization/ 

entity 

Formal workforce planning 

exercise 

Shift towards skills-based 

recruitment 

Employer branding 

initiatives 

Recruitment for oversight 

functions 

Recruitment for specialized 

occupational groups 

WHO 

Workforce planning is 

conducted for international 

professional, national 

professional and general 

service categories, and 

conducted through 

operational planning linked 

to biennial budget.  

No • Social media presence 

• Participation in career 

webinars and fairs 

• Employee value 

proposition research and 

benchmarking 

No specific policies/ 

guidelines 

Use of assessment centres 

for the recruitment of heads 

of country offices 

WIPO 

Biennial workforce planning 

exercise aligned with budget, 

covering all staff categories 

and contractual modalities. 

Job descriptions refocused 

on skills/outcomes; 

diversifying interviews 

(competency‑based, 

role‑plays, scenarios); 

piloting psychometric 

assessment (non‑staff, scale 

to staff in 2026); launched 

internal talent marketplace 

(2024) using AI matching to 

operationalize skills‑based 

gigs and mobility; future 

phases on skills‑pathing and 

mentorship. 

• LinkedIn direct sourcing  

• Redesigned WIPO careers 

website 

• Recruitment of Deputy 

Directors General requires 

Coordination Committee 

advice. 

• Director of Internal 

Oversight appointed with 

advice from Coordination 

Committee and 

Independent Advisory 

Oversight Committee.  

• Ethics Officer and 

Ombudsperson require 

consultation with Staff 

Council. 

Practice: technical tests for 

language professionals, such 

as translators 

WMO 

Workforce planning is 

conducted for international 

professional and general 

service categories, and based 

on biennium budget planning 

with Executive Management 

and line managers to 

determine human resources 

needs. 

No • Outreach to United Nations 

entities, diplomatic 

community, Permanent 

Representatives 

• Social media and WMO 

events 

• LinkedIn Recruiter 

outreach to passive 

candidates 

No specific policies/ 

guidelines 

Practice: in-person technical 

assessment and interviews 

for certain technical 

positions in the Linguistic 

Services and Publishing 

section.  

Yes 17 8 25 10 14 

No 10 19 2 17 13 
 

Source: JIU corporate questionnaire. 
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 C. Requirements, desirable qualifications, assets, competencies 

and skills  
 

 

Table 15 

Overview of the common minimum eligibility requirements across staff categories and grade levels in the 

United Nations common system18 
 

 

Staff category 

and level 

Years of work 

experience 
Education level Language requirements 

Professional and higher categories 

P-1 0–2 yearsa Bachelor’s degree 

Proficiency in one United Nations languageh (normally 

English) 

and basic knowledge of a second 

P-2 2–4 yearsb Bachelor’s degree 

Proficiency in one United Nations language (normally 

English);  

knowledge of a second is desirable 

P-3c 5–6 years 
Master’s degree 

(commonly required) 

Proficiency in English and a second United Nations 

language (required or desirable) 

P-4d 7–9 years Master’s degree 
Proficiency in English and a second United Nations 

language (required or desirable) 

P-5e 10–12 years 
Master’s degree 

or postgraduate qualification 

Proficiency in English and a second United Nations 

language (required or desirable) 

D-1f 15 years Postgraduate degree 
Proficiency in English and a second United Nations 

language (required or desirable) 

D-2g 20+ years Postgraduate degree 
Proficiency in English and a second United Nations 

language (required or desirable) 

General service and related categories 

G1–G2  0–2 years  Secondary education 
Proficiency in the local working language  

and basic knowledge of English or French 

G3–G4  1–4 years  
Secondary education 

or technical certification 

Proficiency in the local working language  

and working knowledge of a United Nations language 

G5–G6  5–8 years  

Secondary education  

with technical training 

(required or desirable) 

Proficiency in the local working language  

and English or French 

G7  7+ years  

Secondary education 

or advanced technical 

qualifications 

Proficiency in the local working language  

and English or French 

__________________ 

 18  Requirements may vary, and individual organizations may accept equivalencies or apply 

additional criteria depending on their policies, mandates, and the specific nature of posts. 

Minimum work experience requirements at the junior levels are not always appl ied as a fixed 

threshold. Several organizations explicitly recognize education-experience equivalencies that 

can, in effect, waive or reduce the experience floor for entry grades. For example, UNDP and 

UNFPA indicate that P-1 posts may require no prior work experience. At UNHCR, at least some 

standard P-1/NOA job descriptions specify no experience when a graduate or doctoral degree is 

held, while requiring one year with an undergraduate degree. The ITU qualifications framework 

for P-1 requires one year of experience but states that higher university degrees may substitute 

for one year of working experience. By contrast, IAEA lists no experience required for P -1 

posts, two years for P-2 posts and 5 years for P-3 posts of relevant experience among the 

necessary qualifications. Likewise, some organizations allow education-experience substitutions 

for Professional posts. UNDP, ITC and UN-Women indicate that a first-level university degree 

plus two additional years of experience may be accepted in lieu of a Master ’s degree. UNHCR 

applies a degree-tiered model in job profiles, gradually reducing required experience with higher 

degrees. ITU accepts a doctorate to substitute a few years of experience depending on grade.  
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Staff category 

and level 

Years of work 

experience 
Education level Language requirements 

National professional officers 

NOA  0–2 years  
Bachelor’s degree 

or Master’s degree 
Proficiency in the local working language and English 

NOB  2–4 years  
Bachelor’s degree 

or Master’s degree 
Proficiency in the local working language and English 

NOC  5–6 years  Master’s degree 
Proficiency in the local working language and English; 

French is valued in some contexts 

NOD  7–9 years  Master’s degree Proficiency in the local working language and English 

NOE  10+ years  Master’s degree Proficiency in the local working language and English 
 

Source: JIU. 

 a  Some organizations accept no experience when a Master ’s degree is held. 

 b  Relevant professional experience is required.  

 c  International experience typically begins at this level.  

 d  Roles involve higher‑level technical responsibility.  

 e  Leadership roles require demonstrated international exposure.  

 f  For managerial and strategic leadership roles.  

 g  For senior executive leadership roles.  

 h  The six official languages of the United Nations: Arabic, Chinese, English, French, Russian and Spanish.  
 

 

 

 D. Rosters 
 

 

Table 16 

Type of roster kept by JIU participating organizations and their participation in mutual recognition of rosters 
 

 

Organization/ 

entity 

Roster of pre-approved candidates Participation in mutual 

recognition of rosters  
Comments 

FTA Limited FTA or PA 

United Nations 

Secretariat 

Yes Yes Yes • Rosters exist for all job codes. 

• Currently, the mutual recognition of rosters covers 

jobs at the Professional level only. All contract types 

are included as this is not a relevant criteria to be on 

the roster. 

• The requirement for supplying candidates to the 

mutual recognition of rosters is that the candidate to 

be considered for the mutually recognized roster must 

have been previously assessed and endorsed by the 

respective organization for the selected positions 

through a competitive process, which includes 

independent assurance (from other than the hiring 

manager) within the participating organizations that 

applicable recruitment procedures have been 

followed. Recruitment to a limited FTA in the United 

Nations Secretariat that did not go through Central 

Review Bodies, would therefore be not eligible for 

the mutual recognition of rosters. 

• Under ST/AI/2025/2, roster inclusion is restricted to 

the selected candidate who assumes the position, 

which may strengthen the credibility of rosters. 

ITC 

Yes No Yes • Roster applicable only up to and including D-2 level 

for all job codes. 

• ITC is part of the mutual recognition of rosters. 

UNCTAD 
Yes No No • Under ST/AI/2025/2, roster inclusion is restricted to 

the selected candidate who assumes the position, 

which may strengthen the credibility of rosters. 

https://docs.un.org/en/ST/AI/2025/2
https://docs.un.org/en/ST/AI/2025/2
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Organization/ 

entity 

Roster of pre-approved candidates Participation in mutual 

recognition of rosters  
Comments 

FTA Limited FTA or PA 

UNDP 
Some types of P, 

D, GS, NO  

Some types of P, 

D, GS, NO 

Yes • UNDP maintains pre-assessed pools for Resident 

Representative and Deputy Resident Representative 

positions. 

• UNDP has not proactively contributed or capitalized 

on the mutual recognition of rosters to date but has 

recently reopened discussions with the Secretariat 

team in this regard. 

UNEP 

Yes No Yes UNEP participates in the mutual recognition of rosters 

but only has access to candidates who are part of 

MRR10000 until MRR10012 for specific positions 

between P-2 to P-4 levels of specific job titles: Human 

Resources Officer; Finance and Budget; Security 

Coordination; Investigator; Legal Procurement; Data 

Scientist; Data Analyst. 

UNFPA 
Some types of P, 

D, GS, NO 

No Yes  

UN-Habitat 
Yes Yes No • Under ST/AI/2025/2, roster inclusion is restricted to 

the selected candidate who assumes the position, 

which may strengthen the credibility of rosters. 

UNHCR 

No No Yes 

(takes only) 

UNHCR does not maintain internal rosters of pre-

approved candidates generated through staff 

recruitment. Its approach remains vacancy-specific and 

competitive, with central review body oversight. 

UNHCR is, however, a signatory to the United 

Nations mutual recognition of rosters memorandum of 

understanding and may view and consider candidates 

from partner rosters to broaden candidate pools, where 

appropriate. 

UNICEF 

Yes Yes Yes • All alternate recommended candidates for FTA posts 

are included in talent groups (rosters).  

• For senior level vacancies, staff can be placed into the 

Leadership Talent group after successfully passing 

full-fledged assessment centre or ad hoc (for specific 

vacancies) and successful panel interview. 

UNODC 
Yes No Yes • Under ST/AI/2025/2, roster inclusion is restricted to 

the selected candidate who assumes the position, 

which may strengthen the credibility of rosters. 

UNOPS 

Yes Yes Yes UNOPS is a formal signatory to the MoU and actively 

participates in the mutual recognition of rosters 

framework. However, during the period under review, 

there has been no operational requirement or suitable 

opportunity to apply the MMR process for candidate 

selection across P staff and above, GS, or NPO 

categories. 

UNRWA Yes Yes 
Yes The validity of rosters is two years for male candidates, 

and three years for female candidates. 

UN-Women 

No No No UN-Women does not have formal Roster Policy. The 

provision on Recruitment Rosters is included in the 

draft new Recruitment and Selection Policy and 

Procedure which is under review. 

https://docs.un.org/en/ST/AI/2025/2
https://docs.un.org/en/ST/AI/2025/2
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Organization/ 

entity 

Roster of pre-approved candidates Participation in mutual 

recognition of rosters  
Comments 

FTA Limited FTA or PA 

WFP 

Yes No Yes • Mutual recognition of rosters only for some 

International Professional Talent Rosters (HR, 

Security and Finance). the FIT Pool (Future 

International Talent Pool), a roster of pre-assessed 

candidates ready to be directly selected as 

International Professionals for 20 functions at the P-2 

to P-4 level. 

• Each country office manages their GS and NO rosters 

independently. 

FAO No No No  

ICAO 

Some types of P, 

GS 

No No For Professional and General Service posts, 

recommended candidates can be selected for a similar 

post within 12 months from the date of the initial 

selection decision. 

IAEA P and GS P and GS No  

ILO 

No No Yes • ILO has the practice that recommended candidates for 

a generic position may be proposed for another 

generic position with the same job description within 

six months of the selection closing.  

• ILO does not have rosters for FTA, Limited FTA or 

PA. ILO has rosters for temporary GS positions 

(short-term- TA). 

• As ILO does not currently use rosters for FTA, 

Limited FTA or PA. MRR is therefore not a priority. 

However, ILO wishes to participate for potential 

future needs. 

IMO 
P and GS for 

project positions 

No No  

ITU No No Yes MRR: Not used yet 

UNESCO 

P-1/P-2 Young 

Professionals 

Programme only 

No No UNESCO plans to introduce rosters of preselected 

candidates for other positions. 

UNIDO 
P, D, GS, NO No No For similar job descriptions at same grade and level or 

possibly lower. 

UN Tourism 
Generic P, D, GS 

posts only 

No No  

UPU P, D, GS No Yes  

WHO 
Some types of D; 

P, GS, NO 

Some types of D; 

P, GS, NO 

No • Heads of country offices are selected from a roster. 

• All candidates found suitable at the end of a selection 

process are pre-approved for similar vacancies during 

a year after the selection approval. 

WIPO 

No No No • WIPO applies a reserve list system, whereby 

candidates recommended for a given vacancy may 

also be considered for other upcoming vacancies for a 

similar role with the same requirements and at the 

same level. Reserve lists are mainly used for the roles 

that have multiple posts (e.g. examiners).  

• Roster system, on the other hands, opens a generic 

vacancy to select multiple candidates who will then 

be deployed to different positions exercising similar 

functions. Most of vacancies are one off and WIPO 

does not have volume recruitment, so it does not 

make sense to have rosters. 

WMO No No No  
 

Source: JIU corporate questionnaire. 
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 IV. Human resources capacity and support  
 

 

 A. Human resources support across recruitment steps 
 

 

 

Box 18  

Role of HR in creation, requisition and approval of job openings  

Early HR involvement in vacancy planning reduces ambiguity and sets a 

clear foundation for subsequent stages. Most organizations position HR as 

an upstream partner responsible for translating workforce needs into accurate 

job requirements, ensuring internal consistency through classification and 

aligning job openings with available budget and anticipated separations. 

Where these planning elements are weak or delayed, organizations report 

heavier screening backlogs, repeated redesign of assessments and longer 

compliance cycles. Entities with formal workforce planning cycles and 

accessible dashboards are better able to anticipate vacancies and allocate HR 

capacity early, reducing downstream processing pressures.  

At this stage, HR typically guides job description drafting, validates 

requisitions in the ATS/ERP, conducts or coordinates classification review 

and routes cases through the approval workflow – turning planning 

decisions into actionable recruitment files. Interviewees emphasized that 

effectiveness depends on the clarity of initial inputs and sufficient service 

capacity to move content and approvals without rework. Several 

organizations note that HR business partners or dedicated recruiters 

strengthen early HR engagement by co-designing job profiles with hiring 

managers and agreeing on realistic, jointly owned timelines that anticipate 

classification and posting steps. Others cite limited HR staffing, 

fragmented tools and unclear delegations as factors that push HR into 

reactive processing, increasing the risk of later delays and rework.  

  

 

 

Box 19  

Role of HR in advertising and outreach 

HR provides compliance assurance and market‑facing support by clearing and 

posting vacancy notices on corporate channels and executing or supporting 

outreach. HR contributions commonly include quality control of advertising 

content, channel selection and coordination of outreach to broaden and 

diversify applicant pools. Better outcomes are observed when HR and hiring 

managers co‑develop clear, tailored advertising text and extend outreach 

beyond generic postings to targeted professional communities.  

  

 

 

Box 20  

Role of HR in screening and shortlisting 

HR conducts eligibility checks and longlisting against mandatory criteria 

and sets up or validates shortlists with the hiring area to ensure alignment 

with the job description. Interviewees indicate that screening runs 

smoothly when HR capacity is adequate and roles are clearly defined, 

supported by standardized, job description‑linked screening grids and 

proportionate validation. Conversely, where capacity is limited or tools are 

fragmented, manual reconciliation increases and backlogs accumulate.  
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Box 21  

Role of HR in assessment 

HR designs and clears assessment methods for job description fit, 
administers tests including proctoring and logistics, coordinates 
anonymous scoring where applicable and maintains question banks and 
templates, liaising with functional clearance units as required. Reported 
good practices include anonymous double‑marking and panel‑blind 

scoring, rotating, pre‑cleared assessment libraries, scenario‑based tasks 
with human review, transparent candidate notices on AI use and proctoring 
and shared assessment services with time‑bound service-level agreements 
and standard accessibility accommodations.  

  

 

 

Box 22  

Role of HR in selection, clearances and onboarding 

HR notifies successful candidates and ensures required reference or 

verification steps are completed. These checks are performed directly by HR 
in some organizations, while in others they are handled by United Nations 
or external service providers. HR also prepares selection paperwork and 
onboarding artifacts, reviews final recommendations for compliance, 
launches approval and offer workflows, completes administrative 
formalities and background clearances and closes the vacancy in the system, 

aligning the appointment decision with the organizational framework.  

  

 

 

 B. Professionalization of staff recruitment  
 

 

 

Box 23  

Current measures to professionalize staff recruitment 

Twelve organizations reported structured measures to professionalizes staff 
recruitment at the regional, country or field levels, spanning standardized 
guidance and toolkits, targeted learning and capacity-building for hiring 
actors, bias mitigation training and various field support models including 
HR business partners, regional HR officers and missions that directly 
support decentralized offices in staff recruitment. 19  Similarly, the use of 

standardized templates 20  contributes to the harmonization of staff 
recruitment processes in decentralized environments, and 10 organizations 
reported using the full set of these template types.21 Some entities also note 
templates embedded in ATS/ERP, which facilitates standardized 
documentation through system‑controlled formats. 22  In addition, 15 
organizations provide additional resources to support decentralized staff 

recruitment, such as job aids, knowledge bases, recruitment guidebooks, 
standard operating procedures, learning resources and digital collaboration 
platforms.23  Several also maintain structured communities of practice or 
regular communication channels to reinforce consistency.  

__________________ 

 19  United Nations Secretariat, UNDP, UNEP, UNHCR, UNICEF, UNODC, UNOPS, UN-Women, 
WFP, FAO, ILO, IMO. 

 20  Job descriptions and vacancy advertisements (23 organizations each), offer letters (19), 
reporting and rejection templates (18 each), candidate evaluation forms (17), interview guides 
(16) and process checklists (15). 

 21  UNEP, UNODC, UNOPS, UNRWA, UN-Women, WFP, UNESCO, UNIDO, WHO, WIPO. 
 22  United Nations Secretariat, UNEP, UN‑Habitat, UNDP, UNFPA, WHO, ILO and ITC.  
 23  United Nations Secretariat, UNEP, UNCTAD, UNDP, UNFPA, UNHCR, UNICEF, UNODC, 

UNRWA, UN-Women, WFP, ICAO, ILO, ITU, UNIDO, WHO, WIPO, WMO.  
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Some organizations also reported the use of external assessment centres 

for screening, testing and interviews, particularly for D‑level posts, with 

providers including PDRI (United Nations Secretariat), Kandidata (ITC), 

SRI (UNDP), Mercuri Urval (UNFPA), SHL (IAEA), HR Oxford Group 

(IMO) and ODRL (UNESCO). The use of similar providers across 

organizations suggests opportunities for greater coordination, including 

joint procurement or mutually recognized arrangements.  

Furthermore, while such arrangements may help accelerate recruitment 

processes or compensate for limited internal capacity, they also indicate a 

significant reliance on external providers for the assessment of candidates 

for high‑impact United Nations roles. This approach raises concerns 

regarding the potential for implicit biases or overly standardized 

assessment frameworks, as external providers may rely on pre‑established 

tools, benchmarks or competency models that are not fully tailored to the 

specific values, diversity objectives, and operational contexts of the 

United Nations common system. In particular, the design and calibration 

of assessment tools, the selection of evaluators, and the framing of 

evaluation criteria may not fully capture the diversity of candidate profiles, 

career paths or experience typical of United Nations environments. This 

may result in the under‑recognition of non‑traditional or context‑specific 

competencies that are critical for United Nations mandates. It also points 

to potential scope for the internalization and/or centralization of certain 

assessment functions, which could strengthen institutional knowledge, 

improve consistency and enhance alignment with United Nations 

organizational values. In the absence of a robust analysis of 

cost‑effectiveness and efficiency, it remains unclear whether the current 

approach represents the most effective means of achieving recruitment 

outcomes that are both operationally sound and aligned with recruitment 

goals of the United Nations common system organizations. 

  

 

 

 C. Capacity-building and training  
 

 

 

Box 24  

Mandatory and optional training for recruitment roles 

Mandatory training requirements for personnel involved in staff 

recruitment are reported by 13 organizations but remain uneven in scope 

and coverage. The most common mandatory areas comprise 

competency‑based interviewing for panel service, generic hiring practices 

and processes, ethics and safeguards modules and role‑specific 

onboarding. For example, there is an e‑certification course for hiring 

managers that is codified as mandatory or linked to ATS/ERP permissions 

in some entities, 24  translating guidance into enforceable practice. Also, 

some organizations run HR‑led masterclasses or refreshers. Fewer 

organizations stipulate orientation for central/appointment review bodies 

and system‑access training for ATS/ERP and testing tools before users can 

act on a recruitment case. 

__________________ 

 24  United Nations Secretariat, UNODC, UNCTAD.  
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Nineteen organizations reported providing a broad suite of 

recruitment‑related capacity development opportunities in recent years 

(2022–2024). Competency-based interviewing, role‑specific onboarding 

and systems literacy training form the core capability baseline for 

professional staff recruitment, whereas complementary content  – such as 

unconscious‑bias and disability‑inclusive hiring, integrity and 

safeguarding, and applicant‑readiness workshops – support equity of 

access and transparency. These capacity-building activities are delivered 

through various formats such as communities of practice, regional 

webinars and train‑the‑trainer models, particularly where field execution 

is decentralized. While participation is generally voluntary, entities 

achieving more consistent outcomes tend to pair the learning offers with 

clear minimum expectations for decision‑makers involved in staff 

recruitment, thereby anchoring practice without prescribing a single 

operating model. 
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Table 17 

Staff recruitment-related training requirements and available learning opportunities for HR professionals, hiring managers, panel members, 

central review bodies and staff representatives, with illustrative examples  
 

 

Organization / 

entity 

Mandatory 

requirement 

Hiring practices and 

processes 

Selection methods Role-specific orientation Ethics, conduct and 

safeguarding 

Technical tools and 

systems 

Other 

United Nations 

Secretariat 

Yes The Art of Hiring 

Talenta 

   Use of United Nations 

Online Examinations 

and Tests System 

Workshops with Global 

Roster Building Partner 

Entities 

ITC 

Yes Briefing sessions for 

Hiring Managers 

Competency-based 

interviewing  

Training for all new 

Central Review Body 

members 

Unconscious bias is 

embedded in 

competency-based 

interview training; an 

unconscious bias 

checklist is given to all 

HMs (and a PPT on how 

to use the Checklist) 

before all interviews. 

HMs also have the 

resource to reach out to 

ITC’s Gender, Diversity, 

and Inclusion Team with 

any questions. 

Other mandatory 

trainings include: I 

Know Gender, Ethics 

and Integrity at the 

United Nations; 

Preventing Fraud/ 

Corruption at the United 

Nations, Preventing 

Sexual Harassment and 

other Prohibited 

Conduct, and Prevention 

of SEA  

HireVue (asynchronous 

interviews) 

 

Moodle-based platform 

(written test platform) 

 

UNCTAD Yes The Art of Hiring Talent      

UNDPb 

 Regular webinars for 

recruiters and HR teams 

Interviewing a Job 

Candidate for 

Recruiters* 

 Uncovering 

Unconscious Bias in 

Recruiting and 

Interviewing*; Personal 

Data Privacy and 

protection* 

 Ask Me Anything 

sessions by the UNDP 

Global Shared Service 

Centre for country 

offices and hiring units  
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Organization / 

entity 

Mandatory 

requirement 

Hiring practices and 

processes 

Selection methods Role-specific orientation Ethics, conduct and 

safeguarding 

Technical tools and 

systems 

Other 

UNEP 

Yes Regular training for 

hiring managers 

(e.g. How to recruit; 

Tips and tricks for HR 

focal points) 

Competency-based 

interview 

 I know Gender;  

Unconscious bias 

  

UNFPA        

UN-Habitat        

UNHCR 

 Thematic information 

sessions and clinics in 

respect of major policy 

changes and 

introduction of a new 

systemc 

     

UNICEF        

UNODC 
Yes The Art of Hiring Talent Competency-based 

interview 

    

UNOPS 

Yes    Prevention of sexual 

exploitation and abuse; 

Ethics and standards of 

conduct at UNOPS 

 Regular knowledge 

sharing sessions with the 

HR global community 

provided by the HQ and 

the Compliance Review 

Secretary 

UNRWA 
Yes Recruitment and 

Selection Training  

Competency-based 

interview 

 Disability and inclusion    

UN-Women 

Yes Targeted trainings and 

workshops for hiring 

managers and focal 

points 

 Orientation to new 

central review body 

members 

 Targeted trainings and 

workshops on 

recruitment tools and 

systems 

 

WFP 

 Talent Sourcing 

Learning Seriesd  

Competency-based 

interview 

  Mandatory training on 

ethics and PSEA is 

applicable to all staff 

(including those 

involved in recruitment 

activities) 

 

FAO        

ICAO 
 Briefing to Hiring 

Managers  

Competency-based 

interview 

    

IAEA 

Yes for some Talent Acquisition 

Master Class for hiring 

managers and 

recruitment panel 

members; this includes 

unconscious bias 

Talent Acquisition 

Master Class for hiring 

managers and 

recruitment panel 

members, this includes 

unconscious bias 

 Mandatory training for 

all staff 
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Organization / 

entity 

Mandatory 

requirement 

Hiring practices and 

processes 

Selection methods Role-specific orientation Ethics, conduct and 

safeguarding 

Technical tools and 

systems 

Other 

ILO 
Yes 

 

Training on recruitment 

for HR assistants 

  Unconscious bias  Workforce planning 

training for HR partners 

IMO 
Yes  Competency-based 

interview 

 I know Gender; 

IMO Ethics 

  

ITU        

UNAIDS        

UNESCO Yes Yes Interviewing skills Yes Unconscious bias   

UNIDO        

UN Tourism 
Yes  Competency-based 

interview 

    

UPU 
Yes  Competency-based 

interview 

    

WHO        

WIPO 
Yes   Competency-based 

interview 

 Unconscious bias   

WMO        
 

Source: JIU corporate questionnaire.  

 a  Launched in February 2023 by the Department of Operational Support as a new e -certification for hiring managers, and available to all staff members for free, in English 

and in French. This interactive course consists of five modules tracing the steps of th e recruitment process through scenario-based learning to help programme managers 

contextualize the best practices when recruiting for their team. All staff members at levels P -4 and below who are tasked with managing the staffing process for a specific 

position in their entity, if they are new or do not have the role yet, need to complete the e -certification course to obtain the hiring manager role on Inspira.  The course is 

also used as a refresher for all HR practitioners who get the role of recruiter.  

 b  Items marked with an asterisk (*) constitute the UNDP dedicated learning path for recruitment collaborators.  

 c  Materials and recordings are posted in the HR Department intranet page.  

 d  Topics are related to staff recruitment in general, talent sourcing and employer branding.  
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 D. System-wide professionalization and harmonization 
 

 

 

Box 25  

Operational scope and systemic constraints of OneHR services 

OneHR offers two primary operational lines:  

 • Job classification provides a system-wide safeguard for equal pay 

for work of equal value by promoting the harmonized application of 

classification rules across entities. Several organizations reported 

that outsourcing this specialized function reduced the burden on 

internal HR units while supporting greater consistency.  

 • Background verification applies uniform standards for misconduct 

screening, academic credential verification and employment history 

reviews. Organizations using OneHR highlighted the rigor of these 

checks and the system-wide benefits of maintaining a shared pool of 

previously cleared candidates, which reduces duplication when staff 

move within the United Nations system.  

Since its establishment in 2017, OneHR has provided services to 44 

organizations (with 29 using job classification and 25 using background 

verification). However, uptake varies widely and is often partial or 

inconsistent. Several agencies use only one service line, apply limited 

scopes or opt out of components such as qualitative feedback. Others 

conduct their own background checks or rely on external vendors, 

contributing to continued fragmentation.  

While OneHR has conducted client surveys indicating overall satisfaction 

with its services, a few issues were emphasized by some JIU participating 

organizations. These included concerns related to costs and timeline, with 

delays potentially contributing to candidate drop-off or frustration among 

hiring managers and applicants. Some interviewees also pointed to 

repetitive academic verification – arising from non-optimized 

organizational workflows, with requests issued by both the organization 

and OneHR – as well as limited customer communication and a few 

instances of errors in reference outreach (e.g., incorrect contacts being 

approached), which undermined trust in the process.  

Figure II illustrates the relationship between OneHR’s caseload and the 

average time required to complete background verification over time. The 

figure shows that periods of higher completed case volumes coincide with 

longer average timelines, while the recent reduction in caseload aligns 

with improved timelines. OneHR noted that the current team structure is 

only “optimal” under present volumes, and that in 2024 the same team 

handled substantially more cases, increasing the risk of backlog and slower 

delivery when demand rises. 

The persistence of longer processing cycles reported by clients, together 

with the workload sensitivity shown in figure III, point to a structural 

constraint. Service delivery is highly dependent on variable demand and 

external inputs, yet OneHR lacks baseline funding and administrative 

depth to buffer fluctuations. OneHR emphasized that the cost -recovery 

model inherently limits economies of scale and creates volatility in 

staffing and planning capacity, raising the likelihood that timelines and 

quality will deteriorate again when recruitment volumes rebound. Shifting 

OneHR from voluntary cost recovery to a pooled funding or assessed 
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contribution model would support sustained investment, improve service 

quality and encourage broader adoption, allowing OneHR to function more 

effectively as a common-system provider of recruitment-related services. 

In close collaboration with the Office of Information and Communications 

Technology, which led the system’s development and deployment, the 

United Nations job aggregator to be hosted on the OneHR website 

represents significant potential to enhance the candidate experience. A 

real-time application programming interface integration has been 

established as a secure digital bridge, enabling automated system-to-

system data exchange without human intervention. This reduces manual 

work by allowing case details to be submitted directly to OneHR from 

client systems. Inspira manages these connections through an application 

programming interface management framework, replacing legacy 

middleware with a more reliable and scalable solution. While IAEA is 

already live, and WHO and UNHCR are expected to transition in the 

second quarter of 2026, many agencies, funds, programmes and other 

international organizations still rely on manual submissions. The current 

implementations provide a tested model for broader system-wide adoption. 

Additionally, the evolution of the platform towards a common entry point 

for applications, in support of greater system-wide harmonization and 

collaboration, could include a standardized and exportable PHP/P11 “core 

profile”, aligned with accessibility principles and supported by a 

consistent applicant identifier.  

  

 

  Table 18 

  Use of OneHR services for job classification and background verification, by JIU 

participating organizations 
 

 

Organization/entity Job classification Background checks 

United Nations Secretariat Yes Yes 

ITC No No 

UNCTAD Yes Yes 

UNDP No No 

UNEP Yes No 

UNFPA Yes Yes 

UN-Habitat .. .. 

UNHCR No Yes 

UNICEF No Yes 

UNODC Yes (P-5 and above) No 

UNOPS Yes Yes 

UNRWA No Yes 

UN-Women No No 

WFP No Yes 

FAO Yes Yes 

ICAO Yes Yes 

IAEA No Yes 

ILO Yes Yes 

IMO Yes No 

ITU Yes No 

UNAIDS Yes No 

UNESCO No No 
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UNIDO Yes Yes 

UN Tourism Yes Yes 

UPU Yes Yes 

WHO Yes Yes 

WIPO No No 

WMO Yes Yes 

Yes 17 17 

No 10 10 
 

Source: JIU corporate questionnaire. 
 

 

Figure II 

Average time (calendar days) to complete OneHR background verification shown alongside total completed 

case volume over time 
 

 

 

 

Source: OneHR data; JIU visualization and trend line.  

Note: bars represent average completion time (left axis) and the line represents total completed cases (right axis); the inset sc atter 

plot shows the relationship between the average completion time and total cases, with a fitted trend line.  
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  Table 19 

  Use of own shared services for staff recruitment, as reported by seven JIU 

participating organizations25  
 

 

Organization/ 

entity 
Use 

UNDP 

Uses its Global Shared Services Centre to provide transactional support 

across multiple recruitment stages, notably vacancy posting/advertising, 

application screening, assessment administration, support to interviews/ 

selection steps, and pre-appointment checks/notifications for several staff 

streams. Senior recruitment is not undertaken by the UNDP Global Shared 

Services Centre. 

According to the UNDP Global Shared Services Centre 2024 annual 

report, the Centre provides recruitment services to UNDP country offices 

and regional hubs, having processed 2,593 recruitment service requests 

over the year, including 259 requests from other United Nations entities 

(OHCHR, UNCDF, UNCTAD, UNDSS, UNEP, UN-HABITAT, the 

Office for the Coordination of Humanitarian Affairs, UNRCO, UNV, and 

UN-Women). This type of collaboration represents- good practice and 

serves as a key reference point for fostering a more collaborative approach 

to recruitment across the United Nations system.26 

UNEP 

Uses its shared services with partial coverage, for vacancy posting and 

administrative support to screening and assessment-related steps, with 

optional additional pre-screening support upon request and use of a testing 

platform.  

UNICEF 

Its shared services cover administrative recruitment steps, including 

posting/advertising and application screening, with partial coverage in 

some downstream steps depending on staff category. Their Recruitment 

Administrative Services (RAS) are being scaled from a pilot to global 

coverage to support job posting and advertisement and application 

screening. For checks, final approval and notification, shared services 

include background verification for international and national professional 

fixed-term positions, and appointments are supported to all staff 

categories and contractual modalities.  

UNOPS 
Uses its shared services primarily to support job posting and 

advertisement.  

FAO 

Uses its shared services to support specific recruitment stages, notably 

vacancy posting/advertising and appointment stage, for some staff 

categories. 

ILO 

Uses its shared services extensively, providing broad end-to-end 

administrative support across the recruitment process, including job 

opening/approval, posting, screening, assessments, interviews/selection 

support, and checks/final notification.  

WHO 
Uses WHO Global Service Center in Kuala Lumpur for onboarding and 

contracting.  

UNHCR 
UNHCR reported that a newly established Global Shared Services 

structure is taking on selected personnel administration functions. 
 

Source: JIU corporate questionnaire. 

__________________ 

 25  In addition, UNDP also provides local recruitment services for several organizations, including 

IMO, UN‑Habitat, UNCTAD, UNFPA and UN‑Women, and United Nations Secretariat entities rely 

on shared recruitment-related services provided by headquarters and regional offices (e.g., United 

Nations Office at Geneva, United Nations Office at Vienna and United Nations Office at Nairobi).  
 26  https://gssc.info.undp.org/sites/g/files/zskgke451/files/2025-06/undp_gssc_annual_report_2024_extl.pdf. 

https://gssc.info.undp.org/sites/g/files/zskgke451/files/2025-06/undp_gssc_annual_report_2024_extl.pdf
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 V. Digital transformation of staff recruitment  
 

 

 A. Current landscape 
 

 

Figure III 

Number of JIU participating organizations that reported current use and planned adoption of digital tools 

and AI by recruitment stage  
 

 

 

Source: JIU corporate questionnaire.  
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Box 26  

Organizational use of tools for advertisement and candidate application 

All responding participating organizations reported currently using 

corporate/enterprise platforms for both job advertising and applications. 

External recruiting platforms for job advertising were also widely used, with 

non-use reported only by UNFPA, UN-Habitat, UNODC and IAEA. 

External platforms for applications were uncommon, with UNCTAD, IMO, 

UNRWA, ICAO and WIPO currently using them and UNDP and UNOPS 

planning to adopt. Assessment and testing tools were used by most (with 

only FAO, UNHCR, IMO and UPU not using nor planning to adopt), and 

proctoring by about half, with planned uptake in ILO, UNIDO, UN Tourism 

and WHO. AI use remains comparatively limited, but more visible in 

planned adoption, particularly for screening and assessment support.  

Most JIU participating organizations rely on a single corporate/enterprise 

platform as the backbone for both job advertising and applications, with 

the most commonly referenced systems being Inspira (e.g., United Nations 

Secretariat, ITC, UNCTAD, UNEP, UN‑Habitat, UNODC, UNRWA, 

UPU), Quantum / Oracle Recruitment Cloud (e.g., UNDP, UNFPA, UN-

Women, ICAO), Workday (e.g., UNHCR, WFP), Taleo (e.g., FAO, IAEA, 

WIPO, WHO) and SuccessFactors (e.g., ITU, ILO, UNESCO, UNIDO). A 

small number report alternative or interim arrangements (e.g., SharePoint-

based solution at IMO while transitioning; internal GPRS system at 

UNOPS; Talenti at WMO). 

To enhance candidate-friendliness in job advertisements, the Inspector 

underscores the relevance of using the UNDP Global Shared Service 

Centre tool that provides estimates of salary and benefits (including rental 

subsidies, education grants and separation entitlements), which may be 

included directly in the job opening.27 

  

 

 

Box 27  

Organizational use of tools for outreach 

For external outreach, LinkedIn is the most consistently cited channel 

(often alongside Impactpool and other job boards), but several responses 

underline practical constraints, including cost (e.g., limited licenses or no 

corporate account) and weak integration between LinkedIn and the 

corporate ATS, which reduce tracking and push reliance onto candidate 

self-reporting. External platforms are rarely used for the application step 

itself (most organizations route candidates back into the corporate system), 

with only a few indicating use or planned adoption of external application 

platforms. 

  

 

 

__________________ 

 27  Global Shared Services Centre. 
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Table 20 

Mapping of job search portals and use of LinkedIn for advertising job openings, by JIU participating organization  
 

 

Organization/ 

entity 

Job search portal Link to job search portal Advertises on 

LinkedIn 

United Nations 

Secretariat 
United Nations Careers https://careers.un.org/  Partially 

ITC United Nations Careers https://careers.un.org/  Partially 

UNCTAD United Nations Careers https://careers.un.org/  No 

UNDP UNDP Careers https://www.undp.org/careers  Partially 

UNEP United Nations Careers https://careers.un.org/  Partially 

UNFPA UNFPA jobs https://www.unfpa.org/jobs  Yes 

UN-Habitat United Nations Careers https://careers.un.org/  No 

UNHCR Careers at UNHCR  https://www.unhcr.org/careers-unhcr  Yes 

UNICEF UNICEF Careers https://www.unicef.org/careers/  Yes 

UNODC United Nations Careers https://careers.un.org/  Yes 

UNOPS 
UNOPS Careers 

Marketplace 

https://careers.unops.org/  Partially 

UNRWA United Nations Careers https://careers.un.org/  No 

UN-Women UN-Women Careers https://www.unwomen.org/en/about-us/employment  Yes 

WFP Careers at WFP https://www.wfp.org/careers  Yes 

FAO Employment at FAO https://www.fao.org/employment  Yes 

ICAO ICAO Careers https://icaocareers.icao.int/  Yes 

IAEA Employment at IAEA https://www.iaea.org/employment  Yes 

ILO ILO Jobs https://jobs.ilo.org/  Partially 

IMO IMO Vacancy Portal https://recruit.imo.org/vacancies  No 

ITU ITU Career opportunities https://jobs.itu.int/  Yes 

UNAIDS UNAIDS Careers https://www.unaids.org/en/unaids-careers  Yes 

UNESCO UNESCO Careers https://careers.unesco.org  Yes 

UNIDO UNIDO Jobs https://careers.unido.org/  No 

UN Tourism 
UN Tourism Employment 

opportunities 

https://www.untourism.int/work-with-us  No 

UPU United Nations Careers https://careers.un.org/  No 

WHO Careers at WHO https://www.who.int/careers  Yes 

WIPO WIPO Jobs https://www.wipo.int/en/web/working-at-wipo/wipo-jobs  Yes 

WMO Jobs at WMO https://erecruit.wmo.int/public/  No 
 

Source: JIU. 
 

 

 

Box 28  

Organizational use of tools for assessments  

On assessment and testing, there is meaningful uptake of specialized tools. 

VidCruiter is widely used for asynchronous/video interviews and online 

assessments, while iMocha is a common choice for online technical testing with 

proctoring (e.g., UNFPA, UNICEF, and noted by WFP as having proctoring 

capabilities). Other tools mentioned include UNOETS/PDRI integrations for 

standardized assessments (United Nations Secretariat, UNEP, UNODC), 

Codility (UNOPS) and combinations such as HireVue/eSkill/Turnitin (WHO, 

ITC). Proctoring approaches also vary some have platform-integrated 

proctoring (e.g., Proctorio/UNOETS, iMocha, VidCruiter), others rely on 

online meeting tools (e.g., Teams) or do not use proctoring systematically due 

to usability/cost considerations flagged in comments. 

 

https://careers.un.org/
https://careers.un.org/
https://careers.un.org/
https://www.undp.org/careers
https://careers.un.org/
https://www.unfpa.org/jobs
https://careers.un.org/
https://www.unhcr.org/careers-unhcr
https://www.unicef.org/careers/
https://careers.un.org/
https://careers.unops.org/
https://careers.un.org/
https://www.unwomen.org/en/about-us/employment
https://www.wfp.org/careers
https://www.fao.org/employment
https://icaocareers.icao.int/
https://www.iaea.org/employment
https://jobs.ilo.org/
https://recruit.imo.org/vacancies
https://jobs.itu.int/
https://www.unaids.org/en/unaids-careers
https://careers.unesco.org/
https://careers.unido.org/
https://www.untourism.int/work-with-us
https://careers.un.org/
https://www.who.int/careers
https://www.wipo.int/en/web/working-at-wipo/wipo-jobs
https://erecruit.wmo.int/public/
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Box 29  

Organizational use of AI tools 

On the use of AI in recruitment, corporate responses indicate limited 

current deployment for core staff recruitment decisions, but a clearer 

pipeline of pilots and planned adoption. Where AI is already in use, it is 

most often framed as “tech-assist” or decision support (e.g., assisting 

screening/longlisting with accountability remaining with hiring managers, 

generating weighted scores/narratives, limited AI support for shortlisting).  

The United Nations Secretariat, through the Staff Selection 2.0 initiative, 

and some interviewees from WFP described testing of tech-assist 

approaches and highlighted the need to manage bias and litigation risks 

already observed in the private sector. Other examples include AI being 

used for vacancy recommendations (UNDP), AI-assisted job description 

drafting pilots (ITU) and AI-enabled standardization of language 

requirements in job postings (United Nations Secretariat/Inspira).  

Several organizations explicitly note plans to expand AI via vendor plug -

ins or new systems (e.g., screening/assessment capabilities under 

discussion), while others stress the need for caution, relating to 

transparency or reliability concerns (e.g., uncertainty over what AI 

screening includes/excludes, reliability of outputs and the need for 

oversight). Distinct “other AI uses” also appear (e.g., corporate GenAI 

subscriptions for secure drafting/support, AI used to push relevant 

vacancies, staff using AI to help draft interview questions/reports).  

Although the proper use of AI should enhance recruitment efficiency and 

effectiveness, AI-assisted recruitment raises concerns where transparency 

regarding how tools function is limited. To help mitigate these concerns, 

it is advisable to ensure that candidates are clearly informed about how 

such tools are used. Furthermore, it is essential to ensure that such use 

remains aligned with ethical requirements. External research highlights 

persistent concerns about the governance and transparency of AI‑enabled 

recruiting and selection,28 as well as documented risks of discriminatory 

outcomes when AI models are used to score or rank candidates, 29 and the 

need for oversight and auditable controls.30 Given the fast-paced evolution 

of AI tools, state-of-the-art references should be continuously reviewed 

and incorporated into policies and practices.  

  

 

__________________ 

 28  Wang, Yinying. “Algorithmic Decision-Making in Organizations: A Systematic Review toward 

an Integrated Tension Alignment Framework” in Organization Management Journal (2025). 

https://doi.org/10.1108/OMJ-11-2024-2342; and Law, Jason. “The Ethical Imperative of 

Algorithmic Fairness in AI-Enabled Hiring: A Critical Analysis of Bias, Accountability and 

Justice” in AI and Ethics, vol. 6 (2026): art. 65. https://doi.org/10.1007/s43681-025-00927-x. 

 29  Z. Chen, “Ethics and Discrimination in Artificial Intelligence-Enabled Recruitment Practices”, 

in Humanities and Social Sciences Communications, No. 10, art. 567 (2023), available from 

https://doi.org/10.1057/s41599-023-02079-x; and A Fabris et al, “Fairness and Bias in Algorithmic 

Hiring: A Multidisciplinary Survey”, in ACM Transactions on Intelligent Systems and Technology , 

vol. 16, iss. 1 (2025): art. 16, pp. 1–54, available from https://doi.org/10.1145/3696457. 

 30  D. Sariola et al, “The Illusion of Fairness: Auditing Fairness Interventions in Algorithmic Hiring with 

Audit Studies”, in Proceedings of the AAAI Conference on Artificial Intelligence  (2026), available 

from http://cs.tulane.edu/~aculotta/pubs/sariola2026illusion.pdf; and M. Nowak et al, “Integrating 

Explainable AI (XAI) and NCA-Validated Clustering for an Interpretable Multi-Layered Recruitment 

Model”, in AI, vol. 7, iss. 2 (2026), available from https://doi.org/10.3390/ai7020053. 

https://doi.org/10.1108/OMJ-11-2024-2342
https://doi.org/10.1007/s43681-025-00927-x
https://docs.un.org/en/S/RES/567(2023)
https://doi.org/10.1057/s41599-023-02079-x
https://doi.org/10.1145/3696457
http://cs.tulane.edu/~aculotta/pubs/sariola2026illusion.pdf
https://doi.org/10.3390/ai7020053
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Table 21 

Mapping of digital recruitment platforms and AI-related tools by recruitment stage and JIU 

participating organization 
 

 

Organization Job advertising Application Assessment and 

interviews 

AI 

United Nations 

Secretariat 

Inspira; LinkedIn Inspira PDRI (UNOETS); 

Proctorio (UNOETS) 

Inspira tech-assist 

(screening); Inspira/ 

UNOETS pilot 

(assessment tests); 

Interview report tech-

assist (prototype); 

Chatbot (Young 

Professionals 

Programme) 

ITC Inspira; LinkedIn Inspira OTP (Moodle); 

HireVue 

Inspira tech-assist 

(screening) available 

UNCTAD Inspira Inspira; Inspira 

(external application 

platform) 

Inspira  

UNDP Quantum; LinkedIn; 

Impactpool; Terrafirma; 

Devex; Social media 

Quantum VidCruiter AI vacancy matching/ 

push to potential 

candidates 

UNEP Inspira; LinkedIn Inspira UNOETS  

UNFPA Quantum Quantum iMocha Google Gemini 

(corporate subscription) 

UN-Habitat Inspira Inspira   

UNHCR Workday; LinkedIn Workday ProctorU AI-Supported 

Shortlisting Tool 

(Accenture) 

UNICEF PageUp; LinkedIn PageUp iMocha AI longlisting 

(weighted score + 

narrative) 

UNODC Inspira Inspira UNOETS/PDRI Inspira Tech Assist; AI 

screener (varies); 

United Nations 2.0 

UNOPS Internal (GPRS); 

LinkedIn 

Internal (GPRS) Codility; Turnitin  

UNRWA Inspira; LinkedIn Inspira VidCruiter Plagiarism/AI checks 

UN-Women Quantum; LinkedIn; 

Impactpool; Devex; 

unjobs 

Quantum VidCruiter  

WFP Workday; LinkedIn; 

Impactpool; unjobs; 

Reliefweb 

Workday iMocha AI to create interview 

questions/reports (staff 

use) 
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Organization Job advertising Application Assessment and 

interviews 

AI 

FAO Taleo; LinkedIn; 

Impactpool 

Taleo   

ICAO Oracle (Quantum by 

UNDP); Inspira (by 

United Nations 

Secretariat); LinkedIn 

Recruiter 

Oracle (Quantum by 

UNDP); Inspira (by 

United Nations 

Secretariat) 

VidCruiter; United 

Nations Examinations 

and Testing Platform 

AI shortlisting (limited 

scale) 

IAEA Taleo Taleo VidCruiter AI shortlisting is being 

tested 

ILO SAP SuccessFactors; 

Impactpool 

SAP SuccessFactors Standardized 

questionnaire (external 

assessors) 

SuccessFactors plug-

ins/third party providers 

(under consideration) 

IMO SharePoint-based tool; 

LinkedIn; Impactpool; 

Social media; Guardian 

jobs 

LinkedIn; Impactpool; 

Social media; Guardian 

jobs 

Teams (proctoring) Plagiarism/AI checks 

ITU SuccessFactors; 

LinkedIn; unjobs 

ITU website; 

SuccessFactors career 

site 

VidCruiter  

UNESCO SAP SuccessFactors; 

LinkedIn, social media 

SAP SuccessFactors VidCruiter  

UNIDO SuccessFactors; 

Impactpool; LinkedIn 

SuccessFactors HireVue; Proctoring 

platform (in 

procurement) 

 

UN Tourism .. .. ..  

UPU Inspira Inspira  Interviews via MS 

Teams 

 

WHO Taleo; Workday (under 

implementation); 

LinkedIn; Impactpool 

Taleo; Workday (under 

implementation) 

HireVue; eSkill; 

Turnitin iThenticate; 

Proctorio (planned; 

integrated to eSkill) 

 

WIPO Taleo; LinkedIn Taleo; LinkedIn, with 

Taleo redirect 

VidCruiter AI sorting (internships); 

AI psychometric pilot 

(non-staff) 

WMO Talenti e-recruit; 

LinkedIn Recruiter 

Talenti e-recruit VidCruiter  

 

Source: JIU corporate questionnaire. 
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Table 22 

Functions and advantages of recruitment tools identified by JIU participating organizations as having significantly 

improved or transformed their recruitment processes, listed according to how frequently they were cited  
 

 

Tool / solution Function Advantages Organization 

VidCruiter Asynchronous/pre‑recorded video 

interviews and online tests, with 

instant, one-attempt responses; 

assessment of technical knowledge; 

integrates multiple assessment 

components (tests + video 

interviews) in one platform. 

Streamlines candidate evaluation and filtering; 

enables scalable screening (larger pools); 

improves panel assessment of technical/ 

language skills; enables proctoring, reducing the 

risk of AI and outside-source help compared with 

written tests; improves flexibility for candidates 

and evaluators; strengthens record retention and 

controlled access/data privacy; can centralize 

assessments to support consistency/continuity; 

increases operational efficiency (e.g., fewer HR 

resources, remote rating). 

IAEA; ICAO; ITU; 

UN-Women; 

UNESCO (for 

reference check 

workflow); 

UNRWA; WIPO; 

WMO. ITC plans to 

adopt. 

Inspira31 Corporate recruitment platform/ATS 

for job advertisement and applicant 

tracking, and in some cases broader 

recruitment management  

Improves job advertising and applicant 

tracking; stronger pre-screening and candidate 

search; streamlines/modernizes application 

management; can consolidate recruitment 

management information (e.g., matrix outputs). 

ITC; UN-Habitat; 

UNRWA; UPU 

iMocha Assessment platform to administer 

technical online assessments 

Enables proctoring to protect integrity and 

reduce labour‑intensive proctoring; reduces 

labour-intensive real-time proctoring and 

insecure email-based tests. Also provides 

anonymized and auto‑scored testing.  

UNFPA; UNICEF; 

WFP 

LinkedIn External outreach and vacancy 

promotion; build targeted networks. 

Expands visibility of job openings and access to 

a wider global pool; increases traffic to vacancy 

announcements (e.g., automated promotion via 

application programming interface); supports 

targeted recruiter networking and niche 

audience engagement and employer branding. 

UNEP; UNFPA; 

UNIDO 

Online meeting 

tools 

Panel interviews, proctoring of 

assessments, and candidate 

engagement webinars. 

Enables proctoring and interviews, including 

recordings; supports time and cost savings, 

cross-time-zone flexibility, continuity during 

disruptions, and reduced travel/paper/carbon 

footprint; can also be used for applicant 

engagement webinars. 

IMO; UN-Women; 

UNIDO; UNESCO 

SAP Success 

factors 

Online recruitment tool / ATS 

(recruitment platform). 

Integrates the recruitment process end-to-end; 

supports global rollout; improves analytics; 

reported as making recruitment faster/more 

effective. 

ILO; ITU; 

UNESCO 

Generative AI 

with corporate 

subscription 

Drafting and brainstorming for 

TORs and interview questions while 

addressing confidentiality concerns; 

leverage transcripts from interview 

panel debriefs to support recruitment 

report writing/narratives. 

Enables secure use of generative AI for 

recruitment drafting (TORs/interview 

questions) without exposing internal 

information; can speed creation of recruitment 

reports, reducing cycle time substantially. 

UNFPA; UNIDO, 

UNESCO 

__________________ 

 31  Hosted by the United Nations Secretariat.  
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Tool / solution Function Advantages Organization 

Async 

interviews 

Asynchronous video assessment Larger pool of candidates are given an 

opportunity; Instant, one-attempt responses 

reduce the risk of AI and outside-source help. 

ITC 

EVA.ai – 

Workforce 

Decision 

Intelligence 

Platform 

Notify internal personnel of 

vacancies that match their skills and 

experience 

Proactive internal vacancy recommendations 

and notifications to ensure suitable internal 

candidates do not miss opportunities. 

UNDP 

eSkill Asynchronous video assessment Instant, one-attempt responses reduce the risk of 

AI and outside-source help compared with 

written tests. 

WHO 

Grammarly Plagiarism checking Supports plagiarism checking. UNRWA 

HireVue Asynchronous video assessment Instant, one-attempt responses reduce the risk of 

AI and outside-source help compared with 

written tests 

WHO 

Inspira Tech 

Assist 

Pre‑screen applicants Pre-screens candidates into shortlist/longlist/not 

suitable; saves time and provides justification 

that supports overall assessment. 

UNODC 

Inspira United 

Nations Global 

Talent Pool 

Inspira-based recruiter function/ 

talent pool to support direct 

search/sourcing of candidates 

Provides access to candidates with self-reported 

experience/education/language relevant to 

openings, including those already familiar with 

Inspira (not only internal candidates). 

UNEP 

LinkedIn direct 

sourcing 

Proactive sourcing and talent 

mapping 

Supports proactive sourcing and talent mapping 

(e.g., with the use of Recruiter and Talent 

Insights). 

WIPO 

Moodle Written assessment tool Enables tracking, anonymized grading, 

proctoring and AI checks 

UNODC 

OTP (Moodle) Written test tool Enables administration of anonymous written 

tests. 

ITC 

Point Solutions Automate parts of the workflow such 

as raising vacancies, shortlisting, 

recommendations, and approvals 

Transforming manual steps into automated 

e-recruitment. 

IMO 

PowerBI Reporting Enables reporting on applicant profiles per 

vacancy. 

IMO 

Quantum32 Monitoring and tracking of job 

requisitions, selection processes, and 

candidates through the recruitment 

process 

Improves monitoring/tracking of requisitions, 

selection processes and candidates; facilitates 

candidate communication; strengthens records 

management (storage/retention), controlled 

access/data privacy; enhances applicant 

tracking, reporting/analytics; includes job alerts. 

UN-Women 

__________________ 

 32  Hosted by UNDP. 
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Tool / solution Function Advantages Organization 

RAS longlisting 

tool 

Screening and longlisting  Improves efficiency and consistency in 

application screening/longlisting. 

UNICEF 

SharePoint 

application 

track the full recruitment cycle and 

produce detailed reports (e.g., 

gender/geography/budget/ 

timeline/job type) 

Improves tracking/reporting and transparency. UNODC 

SharePoint 

shared tables 

Tracks approvals and job description 

review and publishing steps 

Enables rolling approval/publication (instead of 

batched cycles), reducing lead time. 

ILO 

Talenti E-recruit 

system 

Advertise posts, support screening 

and longlisting, and generate reports 

Streamlines from traditional recruitment to 

e-recruitment; supports wider candidate pools 

and reduced costs. 

WMO 

Tech-Assist 

Application 

Screening Tool 

Screening Screens applications more consistently and 

efficiently; planned pilots and rollout, but 

outcomes not yet available. 

United Nations 

Secretariat 

Turnitin Plagiarism and AI checks Improves candidate assessment integrity. UNOPS 

United Nations 

Examination 

Platform 

Written tests with proctoring Enables online written tests with proctoring for 

language/ translator recruitment, replacing 

earlier in-person testing. 

ICAO 

 

Source: JIU corporate questionnaire. 
 

 

 

 B.  Risks introduced by technology‑driven recruitment and 

artificial intelligence 
 

 

 

Box 30  

Main concerns reported regarding technology‑driven recruitment 

and the use of AI 

When asked about new risks introduced by technology‑driven recruitment 

tools or digital solutions, JIU participating organizations reported 

concerns relating to integrity, inclusion and cybersecurity. The most 

frequently cited concerns relate to video assessment platforms such as 

VidCruiter (UNRWA; UN-Women; WIPO), notably the potential for 

digital exclusion for candidates with limited connectivity or access, 

data‑privacy exposure when using third‑party platforms, and the risk of 

assessor bias in video interviews. Additional risks were also reported, 

including: (a) system limitations or weak integration, with workarounds 

outside the platform (e.g., spreadsheets/emails) and data migration and 

integration challenges, raising confidentiality, integrity and process‑error 

risks (ICAO; UN-Women; ITC; UNRWA); (b) automation reducing human 

judgement in longlisting tools, potentially affecting the accuracy and 

quality of longlists (UNICEF); and (c) assessment controls being 

circumvented despite proctoring and plagiarism and AI checks (UNODC; 

UNRWA). Finally, respondents also flagged fraud and confusion risks 

linked to external AI job aggregators (UNEP), bias risks in LinkedIn‑based 

sourcing reliant on self‑reported profiles (WIPO) and credential and 

identity‑management concerns associated with shared hosting and 

persistent credentials across agencies in some e‑recruit platforms (WMO).  
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While the increasing use of AI by candidates was mentioned as a main 

concern, the recruitment regulatory framework of the JIU participating 

organizations do not address the use of AI, nor do their AI guidelines 

provide direction on recruitment and selection. UNDP is the only 

organization that offers guidance to candidates regarding the use of AI in 

their applications and assessments.33 

  

 

Table 23 

Main reported cases of inappropriate candidate use of AI in recruitment and mitigation measures  
 

 

Recruitment stage Risk Organization  Mitigation measures 

Application AI-generated content in 

applications (e.g., forms, 

CVs, cover letters) 

ILO, IMO, UNDP Verification during later stages (revisiting application 

form content; checking coherence between CVs and 

cover letters; validating qualifications and experience 

in interviews) and heightened manager review to 

require supporting evidence. 

Asynchronous 

video assessments 

AI-generated responses; 

reading AI outputs 

IAEA, ITC Warnings of disqualification; reducing 

non-proctored time (e.g., removing preparation time 

before recording); and using the interview to probe 

authenticity or disqualifying when AI use is obvious. 

Written 

assessments 

AI-generated responses 

or AI-assisted plagiarism  

FAO, ILO, IMO, ITC, 

ITU, UN Tourism, 

UN-Women, 

UNCTAD, UNDP, 

UNEP, UNESCO, 

UNHCR, UNICEF, 

UNIDO, UNODC, 

UNOPS, UNRWA, 

UPU, WFP, WHO, 

WIPO, WMO 

Candidate instructions and warnings; in some cases, 

monitoring and follow up, including disqualification 

of candidate and potential disciplinary review for 

internal candidates; plagiarism and AI checks 

(e.g., checkers and detection software, including 

proctoring); governance tools (SOPs/HR guidance); 

redesign and triangulation (e.g., probing in 

interviews; shifting some technical written tests to 

presentations); and confidentiality safeguards when 

using ICT-recommended review platforms. 

Interview Live assistance and 

reading AI outputs 

ILO, IMO, ITC, ITU, 

UNDP, UNESCO, 

WFP 

Clear candidate instructions on prohibited aids and 

tools; disqualification where AI use is confirmed or 

obvious; triangulation across stages (similar 

questions across test and interview); operational 

controls such as removing attempted AI assistants; 

and acknowledgment of detection limits in video-

conferencing interviews in some contexts. 

Use of platform AI 

features during 

interviews (e.g., Teams 

note-taking) 

WMO Disabling AI note-taking features before admitting 

candidates to the interview and requiring candidates 

to rejoin without the feature enabled. 

 

Source: JIU corporate questionnaire. 

  

 

__________________ 

 33  See https://www.undp.org/careers/using-ai-responsibly-undp-recruitment-and-selection. 

https://www.undp.org/careers/using-ai-responsibly-undp-recruitment-and-selection
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 VI. Diversity, inclusion and accessibility 
 

 

 

Box 31  

Diversity objectives in staff recruitment 

The staff diversity objectives referenced in recruitment most frequently 

concerned gender balance and geographical distribution, with 85% 34 and 

67% 35  of JIU participating organizations reporting formal recruitment 

mechanisms to support these dimensions, respectively. While the United 

Nations Secretariat, UNEP, UN-Habitat, UNODC, FAO, ICAO, ILO, IMO, 

UNESCO, UNIDO and WHO reported that they apply the concept of 

adequate geographical distribution for professional categories and above, 

only UNEP and WHO apply it both for posts funded through the regular 

budget and those funded by extrabudgetary resources, and the others apply 

it only to posts funded through the regular budget. 

Other targets are reported less frequently, including disability (56%), 36 

rejuvenation (26%), 37  race/ethnicity (19%) 38  and LGBTQI+ persons 

(7%). 39  In terms of disability inclusion, some organizations have 

established practical accommodation mechanisms that can be applied 

during recruitment, through reasonable accommodation guidance, defined 

responsibilities, record‑keeping and resourcing (United Nat ions 

Secretariat, UNRWA, UNICEF).40 However, constraints remain, such as 

attracting candidates with disabilities and tracking those disabilities, as 

this relies on voluntary self-identification. Furthermore, WHO guidance 

emphasizes that while selection criteria should be grounded in essential 

job requirements, there should be dependable reasonable accommodation 

procedures, panel capability and accessible platforms/assessments. 41 

Lastly, proactive outreach is essential to expand disability‑inclusive 

pipelines. 

  

 

__________________ 

 34  United Nations Secretariat, ITC, UNCTAD, UNDP, UNEP, UNFPA, UN‑Habitat, UNHCR, 

UNICEF, UNODC, UNRWA, UN-Women, WFP, FAO, ICAO, IAEA, ILO, ITU, UNESCO, 

UNIDO, UN Tourism, UPU, WHO, WMO. 

 35  United Nations Secretariat, ITC, UNCTAD, UNEP, UN-Habitat, UNICEF, UNODC, 

UN-Women, WFP, FAO, ICAO, ILO, ITU, UNESCO, UNIDO, UN Tourism, UPU, WHO, 

WMO. 

 36  UN Secretariat, ITC, UNDP, UNEP, UN-Habitat, UNHCR, UNICEF, UNODC, UNRWA, 

UN-Women, WFP, ILO, UPU, WHO, WMO. 

 37  United Nations Secretariat, UNEP, UNODC, UNRWA, FAO, ILO, UNESCO.  

 38  United Nations Secretariat, ITC, UNODC, UNRWA, UPU.  

 39  United Nations Secretariat, ITC, UN-Habitat, UNODC, UNRWA. 

 40  For example: UN Secretariat Reasonable Accommodation Guidelines, May 2023; UNRWA’s 

disability inclusion guidelines, 2017; UNICEF’s Guide for Reasonable Accommodation 

Requests. July 2020; UNICEF provides reasonable accommodation for job candidates and 

personnel with disabilities | UNICEF Careers.  

 41  At UNICEF the approach to reasonable accommodation in recruitment, with a centralized fund 

to offset costs, is considered a good practice within the United Nations common system. See 

also WHO e-Manual III.4.9 – Employment of Persons with Disabilities.  
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Box 32  

Diversity and bias risk coverage in main staff recruitment 

regulatory framework 

Policy anchors range from broad non-discrimination and “due regard” 
clauses to more operational mechanisms, such as gender-parity measures, 
shortlisting expectations and panel-composition requirements. These 
instruments cover, to varying degrees, gender, geographical distribution, 
disability inclusion and other diversity dimensions. However, policies and 

guidance generally do not include measures specifically aimed at 
mitigating risks of bias in staff recruitment, despite such risks being widely 
acknowledged as an overarching concern.42 

  

 

Table 24 

Mapping of recruitment policy and guideline provisions on diversity targets across JIU 

participating organizations 
 

 

Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

United 

Nations 

Secretariat  

ST/AI/2025/2 – 

Staff selection 

system (issued 

1 Aug 2025, enters 

into force 1 Oct 

2025)  

Gender 

“Due regard shall be paid to the importance of … achieving and 

maintaining gender parity at all levels of the Organization; and 

selecting staff members without discrimination.”  

“The temporary special measures shall apply to selections and 

appointments at each level at which gender parity has not been 

reached within the entity.”  

“Until the goal set by the General Assembly is realized … the temporary 

special measures … apply to all types of posts and positions.” 

“The roster expiration period … is four years for men and six years 

for women … with retroactive effect … as of 1 October 2025.” 

Geography 
“Due regard shall be paid to the importance of recruiting staff on as 

wide a geographical basis as possible.”  

ITC  

ITC/EDB/2014/06 

Staff Selection 

System 

Gender   

“…a panel normally comprised of at least three members… at least 

one being female, where possible…” 

Lists to review bodies: “…a list of qualified, unranked candidates, 

including normally at least one female candidate, to the appropriate 

central review body…” 

“…women who are serving with the United Nations Secretariat, 

separately administered United Nations funds and programmes or 

any specialized agency… are considered internal applicants for 

positions at the P-4 or P-5 levels.” 

“…selection decision… taking into account ITC human resources 

objectives and targets, especially with regard to geography and gender…” 

“Human Resources has the authority to pre-screen individuals 

identified through an outreach strategy aiming for target groups in 

terms of gender…”  

Geography  
“…selection decision… taking into account ITC human resources 

objectives and targets, especially with regard to geography and gender…” 

__________________ 

 42  See empirical research that demonstrates that similar applications can receive different 
evaluations depending on identity cues and that anonymized/identity masked procedures can 
increase impartiality in selection contexts. See M. Bertrand and S. Mullainathan, “Are Emily and 
Greg More Employable than Lakisha and Jamal? A Field Experiment on Labor Market 
Discrimination”, in American Economic Review, 94(4), pp. 991–1013 (2004); C.A. Moss-Racusin 
et al, “Science faculty’s subtle gender biases favor male students”, in PNAS, 109(41), pp. 16474–
16479 (2012); and C. Goldin and C. Rouse, “Orchestrating Impartiality: The Impact of ‘Blind’ 
Auditions on Female Musicians”, in American Economic Review, 90(4), pp. 715–741 (2000). 

https://docs.un.org/en/ST/AI/2025/2
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

UNCTAD 

ST/AI/2025/2 – 

Staff selection 

system (issued 

1 Aug 2025, enters 

into force 1 Oct 

2025) 

Gender 

“Due regard shall be paid to the importance of … achieving and 

maintaining gender parity at all levels of the Organization; and 

selecting staff members without discrimination.”  

“The temporary special measures shall apply to selections and 

appointments at each level at which gender parity has not been 

reached within the entity.”  

“The roster expiration period … is four years for men and six years 

for women … with retroactive effect … as of 1 October 2025.” 

Geography 
“Due regard shall be paid to the importance of recruiting staff on as 

wide a geographical basis as possible.”  

UNDP 

Recruitment and 

Selection 

Framework Policy 

(2020)  

Gender   

“UNDP will not discriminate… on the grounds of… sex…”  

“At least one woman should be included on the short-list. If no female 

candidate is included…the hiring unit must document efforts…”  

“Hiring managers must give due consideration to… gender… in the 

selection among qualified candidates.”  

“Panels should include both men and women…”  

Geography  

“Hiring managers must give due consideration to… nationality or 

geographical representation…”  

“Panels should… be geographically diverse as far as possible.”  

Disability  

“It is UNDP’s policy to offer equal employment opportunities to 

persons having a physical or mental impairment… every effort is 

made to modify functional requirements or physical facilities when 

that will facilitate employment.”  

Other 

“UNDP will not discriminate… on the grounds of… gender 

identity, sexual orientation…”  

“Selection decisions are based on… corporate considerations such 

as gender and diversity…”  

UNEP  

SOP Recruitment – 

Regular and 

Temporary P-4 

and below positions 

(2024)  

SOP-Recruitment-

Regular and 

Temporary P-5 

and above position 

(2024)  

Gender   

“…gender parity and regional diversity in processes and outcomes.” 

(Purpose sections, both SOPs)  

“Interview panel must be composed of… at least one woman…” (P-

4 and below, Section 3.9) / “Interview panel… at least one 

woman…” (P-5 and above, Section 3.9)  

“Submit… with indication of gender… per candidate.” (Both SOPs)  

“If… recommended candidate is male… form p.401 must be 

completed… selection is NOT authorized until clearance… from 

EOSG.” (P-4 and below Section 3.8.1, also P-5 and above Section 3.8.1)  

Panellists must “…have taken the mandatory I know Gender 

training.” (Both SOPs) 

“Assessments should be designed to avoid any gender, cultural or 

geographical bias” (Both SOPs, assessment notes)  

Geography  

“gender parity and regional diversity in processes and outcomes.” 

(Both SOPs)  

“Assessments should be designed to avoid any gender, cultural or 

geographical bias” (Both SOPs, assessment notes)  

“Submit… with indication of… geographic regional group per 

candidate.” (Both SOPs)  

Panel must include “representatives of different geographic regional 

groups.” (Both SOPs, CBI section)  

“Status Matrix Review… review gender, geographical etc. status…” 

(Both SOPs) 

“Indicate which candidates come from un and underrepresented 

countries…” (Both SOPs)  

https://docs.un.org/en/ST/AI/2025/2
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

Disability  

“Review has been done of gender, geographical distribution and 

disability…” (P-4 and below Section 3.5; P-5 and above 

Section 3.5)  

“Disability” listed under KPI considerations in the selection stage 

(both SOPs, Step IV) 

UNFPA  

Guidelines for the 

advertisement and 

selection of staff for 

posts in the 

professional and 

higher categories at 

field duty stations 

and at headquarters 

and procedures for 

posts in the general 

service category at 

headquarters  

DHR_FTA_Annex_

I 2022 

  

Selection and 

Reassignment 

Process for 

International 

Rotational Posts  

DHR_FTA Annex 

II 2022  

 

Guidelines for posts 

in the national 

officers category 

and posts in the 

general service 

category at field 

duty stations  

DHR_FTA Annex 

III 2022  

 

Rules of Procedure 

of the UNFPA 

central review body 

at headquarters  

DHR_FTA_Annex_

IV 2022  

Rules of Procedure 

of UNFPA central 

review bodies at 

UNFPA field duty 

stations  

DHR_FTA Annex 

V 2022  

Gender   

“The composition of the central review body should reflect as broad 

a representation of organizational units, gender and geographic 

regions as possible.” and “Gender diversity” is listed as a criterion 

when considering appointments to central review bodies.  

“At least one locally recruited staff member from another agency … 

The manager and the chairperson… should be guided by the 

following criteria: (a) Gender diversity; (b) Knowledge…; 

(c) Integrity.” 

 “The forecast also considers … gender and geographical diversity 

for each job type within the Pool.” 

Geography  

 “The forecast also considers … gender and geographical diversity 

for each job type within the Pool.”  

“The composition of the central review body should reflect as broad 

a representation of organizational units, gender and geographic 

regions as possible.” 

Other 

“UNFPA does not solicit or screen for information in respect of 

HIV or AIDS and does not discriminate on the basis of HIV/AIDS 

status.” (required in vacancy announcements) 
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

UN-Habitat  

ST/AI/2025/2 – 

Staff selection 

system (issued 

1 Aug 2025, enters 

into force 1 Oct 

2025) 

Gender 

“Due regard shall be paid to the importance of … achieving and 

maintaining gender parity at all levels of the Organization; and 

selecting staff members without discrimination.”  

“The temporary special measures shall apply to selections and 

appointments at each level at which gender parity has not been 

reached within the entity.”  

“Until the goal set by the General Assembly is realized … the 

temporary special measures … apply to all types of posts and 

positions.” 

“The roster expiration period … is four years for men and six years 

for women … with retroactive effect … as of 1 October 2025.” 

Geography 
“Due regard shall be paid to the importance of recruiting staff on as 

wide a geographical basis as possible.” 

UNHCR  

Recruitment and 

Assignments Policy 

(2022)  

Gender   

“Managers … are accountable for: giving full and fair consideration 

to all eligible candidates, taking into account diversity dimensions 

including gender parity …”  

“When two or more candidates fully meet the requirements … 

preference will be given to female candidates until gender parity is 

achieved at the relevant grade level.” (applies to P category and to 

locally recruited categories at country level)  

“For Fast-Track P positions … the shortlist will include … at least 

one female candidate (subject to availability and meeting all 

requirements).” 

Geography  

“UNHCR strives towards … a workforce that is … and 

geographically representative of all regions.”  

“HR teams in the Regional Bureaux … will verify … that the 

required diversity targets for the region are met.”43 

Disability  

“UNHCR … considers applications without discrimination on the 

grounds of … disability.” 

“UNHCR will consider the specific needs and requirements of … 

people with disabilities … in the appointment and assignment 

process.”  

“Candidates with disabilities must be offered reasonable 

accommodation for tests and interviews, as required.” (international 

and local processes) 

Reference to “UNHCR Guide to Disability Inclusive Testing and 

Interviewing During Recruitment Phases.”  

Other 

Written test responses “will be anonymized,” reviewed by at least 

two qualified staff;  

Reasonable accommodation required. 

“The interview panel must be diverse to the extent possible.” 

“UNHCR strives towards … a workforce that is racially and 

geographically representative of all regions.”  

“UNHCR considers applications without discrimination on the 

grounds of age …”  

__________________ 

 43  While diversity is promoted and considered in the recruitment and assignments policy of 

UNHCR, not all diversity categories are formally enforced as selection criteria. Gender parity 

has a specific mechanism where candidates are substantially equally quali fied; geographic 

diversity, disability, race/ethnicity and other dimensions are monitored or promoted but not 

applied as quotas. 

https://docs.un.org/en/ST/AI/2025/2
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

UNICEF 

UNICEF Staff 

Selection Guidance  

GUIDANCE/ 

DHR/2024/001 

(2024)  

UNICEF Procedure 

on Staff Selection  

DHR/PROCEDUR

E/2024/001  

Procedure Effective 

April 2024 

Gender   

“hire suitable staff members from diverse backgrounds 

(geographical backgrounds, gender, religion, race and ethnicity, 

LGBTIQ+, persons with disabilities, and other historically 

marginalized groups) …” 

“To the greatest extent possible, all shortlists should include a 

balance of qualified female and male candidates from diverse 

backgrounds.” 

“The selection panel should be diverse, to the extent possible, from 

different geographic, gender, and other diversity groups.” 

“Gender-neutral language should be used in the VA. The Office can 

also run the VA through the gender decoder…” 

“If the Office is striving to address diversity imbalances… include: 

‘eligible and suitable women are encouraged to apply.’” 

Geography  

“Diversity: hire suitable staff members from diverse backgrounds 

(geographical backgrounds, gender, …)” 

“Review key data and statistics, including gender and geographic 

representation in the Region/Division/Office.” 

“Selection panel should be diverse… from different geographic… 

groups.” 

Disability  

“hire suitable staff members from… persons with disabilities…” 

“UNICEF will provide reasonable accommodation within its 

available means for candidates flagging accommodation 

requirements due to disability.” 

“Candidates who have a self-disclosed disability and meet 

requirements must be shortlisted.” 

“External candidates with disability included in the respective talent 

group should be reviewed under concise review internal.” 

Other 

“hire suitable staff members from diverse backgrounds 

(geographical backgrounds, gender, religion, race and ethnicity, 

LGBTIQ+, persons with disabilities, and other historically 

marginalized groups) …” 

“UNICEF’s active commitment towards diversity, equity, and 

inclusion (DEI) is critical… DEI should be woven throughout 

everything… including recruitment and selection.”“ 

“HR should accompany the hiring manager in ensuring that bias is 

minimized.” 

“Targeted and expanded outreach efforts to attract qualified 

candidates from diverse backgrounds…” 

“The selection panel should be diverse, to the extent possible, from 

different geographic, gender, and other diversity groups.” 

UNODC  

ST/AI/2025/2 – 

Staff selection 

system (issued 

1 Aug 2025, enters 

into force 1 Oct 

2025)  

Gender 

“Due regard shall be paid to the importance of … achieving and 

maintaining gender parity at all levels of the Organization; and 

selecting staff members without discrimination.”  

“The temporary special measures shall apply to selections and 

appointments at each level at which gender parity has not been 

reached within the entity.”  

“Until the goal set by the General Assembly is realized … the 

temporary special measures … apply to all types of posts and 

positions.” 

“The roster expiration period … is four years for men and six years 

for women … with retroactive effect … as of 1 October 2025.” 

Geography 
“Due regard shall be paid to the importance of recruiting staff on as 

wide a geographical basis as possible.” 

https://docs.un.org/en/ST/AI/2025/2
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

UNOPS  

Acquire Talent 

UNOPS Policy and 

Process Portal 

(2025)  

Personnel 

Management 

Framework 

OI.PCG.2023.01 

(2023)  

Gender   

“Gender balance and diversity are guiding principles of talent 

acquisition.” 

“HR Practitioner… conduct targeted outreach… specifically raising 

awareness on gender-related provisions…” 

“The Hiring Manager must provide written justification if 

underrepresented gender candidates pass the assessment but are not 

selected.” 

“The panel must ensure that when assessing candidates gender 

balance and diversity is given due consideration.” 

“If the hiring unit has not yet achieved gender parity… the VA must 

indicate that candidates may be considered according to reduced 

minimum requirements… Education: completion of secondary 

school. Experience: reduced by 50%.” 

“Short-lists must include at least two candidates and should take 

into consideration gender and geographical diversity.” 

“If the hiring unit has not yet achieved gender parity… the Hiring 

Manager must consider whether there is a need to give preference to 

candidates from the underrepresented gender who pass the 

assessment.” 

Geography  

“Short-lists… should take into consideration gender and 

geographical diversity.” 

“Priority should be given to… nationals from underrepresented 

countries, North or South.” 

“Hiring Managers are accountable for achieving… workforce 

diversity including geographical diversity.” 

“Try to achieve a balanced composition of panel members in terms 

of gender and geographic distribution.” 

Disability  

“All VAs must mention that UNOPS seeks to reasonably 

accommodate candidates with special needs, upon request.” 

“Please refer to PPP Manage Inclusion of People with Disabilities.” 

Other 

“HR Practitioner… conduct targeted outreach… specifically raising 

awareness on gender-related provisions… give due consideration to 

the diversity imperative throughout.” 

Junior Talent Programme designed for early-career local candidates 

in hardship duty stations: “The Junior Talent Programme… to retain 

junior and diverse talents…” 

Panel diversity includes age 

“Other forms of diversity (such as age, ethnicity… disability) are 

desirable and recommended.” 

“The panel should feature… gender and other internal dimensions 

of diversity: Age, Gender, Race/Ethnicity, Physical Ability, Sexual 

Orientation.” 
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

UNRWA  

PD I-4-Part I 

International Staff 

Selection Policy 

(2023) 

Gender   

“For panels of three members … at least one female. For panels of 

four members … at least two females.” 

“Ensure that the questions are gender-neutral, diversity-sensitive, 

non-discriminatory, and would not result in unfair treatment.” 

“If multiple candidates are equally suitable … priority … candidates 

assisting the Agency to achieve gender parity.” 

“Job openings must … encourage appropriately qualified applicants 

from under-represented groups (e.g., geography, gender, 

disabilities).” 

“Recruitment Report … numbers of 

applications/shortlisted/interviewed broken down … by gender.” 

“A candidate’s name must stay on the roster … two years for male 

… three years for female candidates.” 

“Shortlist all qualified female candidates … ensure at least two 

female candidates on the shortlist … where there is a recommended 

female candidate, select the female candidate … run women-only 

roster campaigns … female candidates kept on rosters beyond 2 

years.” 

“Selection submission … evidence that key steps followed … data 

on the gender balance in the section/office.” 

Geography  

“If multiple candidates are equally suitable … priority … select 

international staff from a wide geographic basis.” 

“… not subjected to unfair treatment … based on geographic origins 

…” and “… priority … wide geographic basis.” 

“Hiring Manager may request an outreach strategy to attract 

qualified applicants.” 

Disability  

“Applicants are not subjected to unfair treatment … disability … 

Reasonable accommodation will be accorded to candidates with 

disability.” 

Other “Questions are gender-neutral, diversity-sensitive, non-discriminatory …” 

UN-Women  

UN-Women 

recruitment 

selection guidance 

(2017) 

Gender   

“Fairness: all candidates, irrespective of gender, race and 

background, should be assessed in the same manner.” 

“UN-Women managers are expected to address imbalances in 

gender.” 

“All short-lists… The short-list should reflect a gender balance.” 

“Interview panels will be, when possible, gender… balanced.” 

Geography  

“Preference may sometimes be given to nationals of countries 

which are under-represented in UN-Women.” 

“Interview panels will be, when possible, … geographically (i.e. 

North/South) balanced.” 
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

WFP 

HR Manual II.3 

Recruitment and 

Appointment of 

International 

Professional Staff 

members at the P-1 

to D-1 Levels 

(2022) 

  

HR Manual II.7 

Recruitment and 

Promotion 

Framework for 

Locally Recruited 

Staff Members (at 

the G1–G7 levels) 

(2021)  

Gender   

“The Programme shall pay due regard to the importance of attaining 

a gender balanced workforce”  

“The interview panel shall be constituted to be gender balanced… 

the composition must include at least one woman and one man.”; 

“The shortlist … should be gender balanced or… the number of 

candidates in the under-represented gender should be in the 

majority… exceptions must be documented and justified.” 

 “Hiring managers must take into account the corporate priority of 

gender parity… CDs, RDs, Division Directors… are held 

accountable for these targets in their respective office(s).” 

“To the extent possible, the composition of the selection panel shall 

reflect gender and geographic diversity.”  

“The submission shall include… statistical overview on the gender 

and nationality composition of the candidate pool.”; “HR reviews 

the pool… if inadequate in terms of gender and geographical 

representation, HR may introduce corrective measures.” 

“Candidates… remain active for 24 months… Offices which have 

not reached their gender parity target may retain women candidates 

for… 36 months.” 

“With due consideration to a fair and transparent recruitment 

process… a candidate of the under-represented gender may be 

preferred, provided that the candidate fully meets the requirements 

and has been confirmed as fully suitable.” 

Geography  

“Pay due regard to… selecting staff members on as wide a 

geographical basis as possible.” 

“To the extent possible… panel shall reflect gender and geographic 

diversity.” 

Disability  

“Applications may be accepted outside WFP E-recruitment due to 

reasons of disability and/or inaccessibility… Those applications will 

be uploaded… by HR staff.” 

Other 

“The hiring manager is accountable to ensure diversity within the 

candidate pool and within the short-listed candidates… must give 

due consideration to diversity representation in final 

recommendations.” 

FAO  

305 Appendix A – 

Terms of Reference 

and Procedure for 

FAO Professional 

Staff Selection 

Committees 

305 Appendix B – 

Terms of Reference 

and Procedure for 

General Service 

Selection 

Committees  

 

376 National 

Professional Officers 

 

305 Recruitment 

and Appointment 

Gender   

“Due regard shall be paid to … the need to ensure a more equitable 

proportion of female staff members.” / “If several candidates are 

equally well qualified, the order of preference … a female candidate 

until such time as gender parity is achieved in the Organization.” 

(Appendix A) 

“If several candidates are equally well qualified, the order of 

preference … a candidate from a country not geographically over-

represented; a female candidate …” 

Geography  

“Geographic distribution … applicable to Professional and higher 

… priority is given to qualified candidates who are nationals of 

Member States ‘under-represented’ or ‘non-represented’.”  

“If several candidates are equally well qualified, the order of 

preference … a candidate from a country not geographically over-

represented; a female candidate …” 

Other 
 “Selection and compensation … without distinction as to race, sex 

or religion.” 
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Policy/guideline  

Diversity 

target 
Reference 

ICAO  

Administrative 

Instructions on 

Recruitment 

(Approved 2024) 

Gender   

“The Hiring Manager… will develop an outreach strategy… taking 

into account gender balance requirements.”  

“For Professional and Higher Categories… when female 

candidates… are not shortlisted, the Hiring Manager must document 

specific reasons for their exclusion.”  

“A competency-based interview… must be conducted by a panel… 

including at least one woman.”  

“Hiring Manager must document specific reasons for the 

non-recommendation of female candidates…” 

Geography  

“Recruitment… shall be directed towards… equitable geographical 

representation throughout the Secretariat.”  

“Outreach strategy… taking into account geographical diversity…”  

“When candidates from unrepresented or underrepresented 

countries are not shortlisted, specific reasons must be documented.”  

“Hiring Managers are encouraged to propose a panel… diverse in 

terms of gender and geographical representation.” 

Disability  

“No discrimination on account of any disability of a candidate who 

meets the qualifications required…”  

“Reasonable accommodation will be accorded to candidates with 

disability, to the extent possible.”  

Other 

“Competitive selection… reflects… diversity and non-discrimination.”  

“Interviews, testing… will be based on respect for diversity and free 

from bias and discrimination.” 

“Selection… shall be made without distinction as to race, sex or 

religion.”  

“Applicants are not subjected to unfair treatment… based on 

gender, marital status, geographic origins, religion, disability, age, 

language, social origin, health, or other personal characteristics not 

directly related to the job.”  

IAEA 

AM.II 3 – 

Recruitment policy 

(2024) / 

GC(69)/RES/16  

Gender   

“Due regard shall be paid to… the General Conference resolutions 

asserting the target of equal representation of women in the 

Secretariat, …”  

Geography  
“Due regard shall be paid to… recruiting staff on as wide a 

geographical basis as possible.”  

Disability  “Selected without any unfair treatment… based on… disability…”  

Other 

“…consistent with the Agency’s Respect for Diversity and 

Anti-Discrimination Policy…”  

“Selected without any unfair treatment…  

ILO  

Development 

Cooperation 

Recruitment and 

Selection Toolkit 

(2023) 

Direct Selections 

SOP (2023) 

Gender   

“The ILO is committed to achieving gender equality and women’s 

empowerment… One way of achieving this is to ensure that JDs 

include at least one gender-related skill or duty… Managers are 

therefore called on to ensure that such JDs include at least one 

gender-related duty or skill.” 

“Panels should have at least one female and one male colleague” 

Geography  

“Starting in 2023, for the filling of Country Office Director or 

DWT/Country Office Director positions, a senior manager… from a 

Region other than the one in which the vacant position is located, 

will be invited to join the panel. This provides a more global 

corporate vision of the talent available…” 

“Percentage of newly recruited regular staff from less-than-

adequately represented nationalities at the ILO from 18% in 2021 to 

28% by 2025.” 
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Organization/ 
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Policy/guideline  

Diversity 

target 
Reference 

Disability  
“Officials shall be selected without discrimination on the basis of… 

disability…” 

Other 

“Officials shall be selected without discrimination on the basis of 

age, race, gender, religion, colour, national extraction, social 

origin…” 

IMO  
IMO Recruitment-

policy (June 2025) 

Gender   

“Diversity: IMO’s recruitment process promotes diversity and 

strives to achieve gender parity” 

“With a view to enhance diversity including geographical and 

gender representation among staff, when a position in the 

professional category is advertised externally, candidates will be 

considered in two tiers… First-tier candidates are [among others]: 

External female candidates (for positions at P-4 and above grades)” 

“Panels need to ensure gender balance, racial and geographical 

diversity as far as practicable.” 

Geography  

“Diversity: IMO’s recruitment process promotes diversity and 

strives to achieve gender parity and geographical representation. 

IMO is committed to enhancing representation from under-

represented Member States…” 

“First-tier candidates are [among others]: … Candidates from 

unrepresented Member States” 

“Panels need to ensure gender balance, racial and geographical 

diversity as far as practicable.” 

“Ensure that gender and geographical diversity considerations are 

made when preparing the shortlist.” (Annex 2 – Hiring Manager 

responsibilities) 

Disability  

“Every effort will be made to make reasonable accommodations for 

candidates with disabilities: such candidates will be requested to 

detail any arrangements they may require… Appropriate 

arrangements may include but are not limited to access to buildings, 

special equipment, allocation of additional time…” 

Other 

“IMO is committed to enhancing representation from under-

represented Member States and offering equal employment 

opportunities to persons with disabilities, making reasonable 

accommodations as may be required.” 

“To achieve its diversity objectives, the Organization will monitor 

the applicant pools to address the challenges in obtaining a wider 

applicant representation. Further, the Organization will endeavour 

to maintain diverse and balanced panels to ensure objectivity and 

representation.” 

“The considerations related to diversity and inclusivity established 

in this policy should be reflected in the shortlist, including any 

special or temporary measures…”. 

“In line with good practices to reduce discrimination and 

unconscious bias in recruitment, candidates’ names, age and family 

status information are excluded.”. 

“…HRS providing the necessary guidance… and the 

non-discriminatory nature of the questions. The interview structure 

should be consistently applied to all candidates… maintaining 

fairness and equal treatment.” 

“Hiring managers must make all the relevant diversity consideration 

when creating rosters for positions in the Professional category.” 

“Panels need to ensure gender balance, racial and geographical 

diversity as far as practicable.” 
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ITU  

Final Recruitment 

Guidelines (2022) 

The policy is 

currently under 

review and is 

expected to enter in 

force later in 2025. 

Gender   

“Panels should be diverse to minimize potential bias, be composed 

of more than one gender.”  

“…at every screening level, 50 per cent of all candidates moving 

forward to the next level have to be women (Annex 2 to PP 

Resolution 48).”  

“…when deciding among candidates… preference is given… taking 

into account the desirable balance between male and female staff 

members.” 

Geography  

“…recruiting staff members on as wide as possible geographical basis.”  

Hiring managers must consider “geographical area” as part of the 

sourcing strategy.  

“…preference is given to candidates from regions of the world 

insufficiently represented in ITU staffing…” 

Disability  

“ITU is committed to offer equal employment opportunities to 

persons with disabilities… efforts are made to modify functional 

requirements of positions and physical facilities…”  

“Design assessments that are inclusive. Be prepared to make 

reasonable accommodations for candidates with a disability.” 

Other 

“Job descriptions must be written concisely in bias-free plain language…”  

“It is important to avoid bias in establishing prescreening questions…”  

“ITU will not discriminate … on the grounds of … ethnicity …” 

UNAIDS  

Recruitment Policy 

and Procedures 

HRM-IN-2022-1 

(2022) 

Gender  

 ”UNAIDS seeks to encourage diversity by … implementing its 

Policy on Diversity and Inclusion and its Gender Action Plan.” 

“Shortlisting should take into account gender balance and diversity 

considerations.”  

Geography  

“UNAIDS seeks to encourage diversity by giving due regard to 

geographical distribution for internationally-recruited professional 

positions …” 

 ”The paramount consideration in the selection of staff is the need to 

secure the highest standards of efficiency, competence and integrity, 

with due regard to geographic diversity.” 

Disability 
UNAIDS is also committed to providing reasonable accommodation 

for candidates with a disability throughout the recruitment process.” 

Other 

“The shortlist of candidates should include representation of 

different groups and demographics to the greatest extent possible, 

including age, class, race, gender identity, sex, physical and mental 

ability, sexual orientation, and HIV/AIDS status.” 

“UNAIDS is committed to including amongst its workforce people 

living with HIV/AIDS. Vacancy notices should contain a statement 

to encourage applications from people living with HIV/AIDS. There 

is no obligation to disclose HIV/AIDS status. Self-disclosure as a 

person living with HIV/AIDS in the context of the application 

process is entirely voluntary. Whenever such status is disclosed by 

an applicant, strict confidentiality must be maintained by all persons 

involved in the recruitment process.” 

UNESCO  

UNESCO HR 

Manual (published 

2009, updated 

2023) 

 

Staff Regulation 4.3 

Gender   

“Selection of staff members shall be made without distinction as to race, 

sex or religion (Staff Regulation 4.3).” (AI Staff Selection System) 

“Due consideration shall be paid to gender balance at all levels… to 

achieve UNESCO’s objective of gender parity at all levels.” (AI 

Staff Selection System) 

“For P-5 posts and above, the short-list shall include, to the extent 

possible, at least one qualified woman.”  

“The Interview Panel should be gender-balanced, to the extent possible.”  
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Diversity 

target 
Reference 

Geography  

“Appointment to the staff shall be on as wide a geographic basis as 

possible (UNESCO Constitution, Article VI.4).”  

“UNESCO has a formal geographical distribution mechanism 

whereby quotas are attributed to Member States.” 

“Short-lists shall include… at least one qualified candidate from a 

non- or under-represented Member State.” 

Vacancy advertisement requires outreach “taking into account the 

need to ensure geographical… diversity.” 

Disability  

“See HR Manual Item 16.12 (Policy on the employment of persons 

with disabilities) for information on selection and recruitment 

procedures for staff with disabilities.” 

Other 

“Selection of staff members shall be made without distinction as to 

race, sex or religion.”  

Panels should reflect “wide geographical representation” and be 

gender balanced. 

UNIDO  

Staff Selection 

System, 

UNIDO/AI/2025 

(2025) 

Human Resource 

Management 

Framework 

(HRMF) (2015) 

Gender   

“No distinction shall be made with respect to race, sex, religion or 

disability.” (AI Staff Selection System) 

“Due regard shall be paid to gender balance at all grades, wide and 

equitable geographical representation…” (AI Staff Selection 

System) 

“The HRMF upholds UNIDO’s policy on Gender Equality and the 

Empowerment of Women, … accelerates the Organization’s efforts 

to achieve the goal of gender balance, in particular at decision-

making levels.” (HRMF) 

“Special attention shall be given to reach the goal of 50/50 gender 

balance within the Organization in the Professional and higher 

categories.”(HRMF) 

“The interview panel shall… ensure gender balance.” (AI Staff 

Selection System) 

Geography  

“Due regard shall be paid to… wide and equitable geographical 

representation.” (AI Staff Selection System) 

“Due regard shall be paid to the importance of recruiting staff on a 

wide and equitable geographical basis.” (HRMF) 

“The APB… shall… when competencies and qualifications are 

equal… duly consider gender balance and geographic 

representation.” (HRMF) 

“The interview panel shall, to the extent possible, be diverse in 

terms of geographical representation…” (AI Staff Selection System) 

Other 

“In the selection of staff members, no distinction shall be made with 

respect to race, sex, religion or disability.” (AI Staff Selection 

System) 

“Non-discrimination: to select staff members without distinction 

with respect to personal characteristics such as ethnic, social or 

political background, race, 

nationality, religion, age, gender, sexual orientation or identity, 

disability, or marital status.”(AI Staff Selection System) 

“The interview panel shall… be diverse…” (AI Staff Selection 

System) 

“Identify posts or opportunities for creating more junior positions in 

order to rejuvenate the Organization…” (HRMF) 

“No distinction shall be made with respect to… age.” (AI Staff 

Selection System)  
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UN 

Tourism  

DRAFT: 

Administrative 

instruction on 

Recruitment and 

selection procedures 

(2025) 

Gender   

“Selections will be made without distinction as to … sex.”  

“Selection of staff shall be made without distinction as to a person’s 

… gender, gender identity…”  

“Where possible at least one member of the panel will be a 

woman.”  

“…Selection Panels will be composed of members representing 

diverse backgrounds and with a focus of ensuring a gender 

representation as balanced as possible.”  

Geography  

“Due regard shall be paid to maintain a staff selected on a wide and 

equitable geographic basis.” 

“Selection decision… taking into account the Organization’s human 

resources objectives especially with regard to geography and 

gender…” 

“Relevant factors… may include geographical and gender balance 

considerations…” 

Disability  
“Selection of staff shall be made without distinction as to a 

person’s… disability…” 

Other 

“Selection of staff shall be made without distinction as to a person’s 

physical appearance, race, gender, gender identity, marital status, 

pregnancy or potential  

pregnancy, religion, nationality (other than the limitation in 2.4 

above), ethnicity, colour, sexual orientation disability, age, 

language, social origin, status, political belief or responsibilities as a 

caregiver.”  

UPU  

Staff Rules of the 

UPU (2024) 

 

Staff Regulations 

(2024)  

 

Rules of Procedure 

of the Appointment 

and Promotion 

Committee, 

Administrative 

instruction (DRH) 

No. 41/Rev 1 of 1st 

August 2022 (2022) 

Gender   

“APC members shall include both men and women and be as 

geographically diverse as possible. A gender focal point may also 

be invited to participate in the APC in an advisory capacity.” 

Geography  

“APC members shall include both men and women and be as 

geographically diverse as possible.” 

“Due regard shall be paid to the importance of recruiting as widely 

as possible to ensure an equitable geographical distribution. This 

principle shall not apply to posts in the General Service category.” 

Other 
“Selection of staff members shall be made without regard to their 

ethnic origin, sex or religion.” 

WHO  

2018 - HSP - 

Longer-term 

positions for 

internationally 

recruited staff in the 

professional and 

higher 

2018 - HSP - 

Longer-term 

positions for 

Locally recruited 

staff 

Gender   

Internationally recruited staff: 

“When establishing a short list, … at least one qualified woman is 

being included. … Where the short list does not reflect such 

diversity, justification will be required in the Selection Report.”  

“Diversity among the members of the Selection Panel in terms of 

geographical origin is desirable. Insofar as possible, selection panels 

should include representation of both genders.”  

National recruited staff: 

“Diversity among the members of the Selection Panel in terms of 

gender is desirable. In so far as possible, panels should include 

representation of both genders.”  

“The proposed shortlist should reflect diversity in terms of gender. 

Hiring Managers will be expected to shortlist at least one qualified 

woman …”  
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Organization/ 

entity 
Policy/guideline  

Diversity 

target 
Reference 

Geography  

Internationally recruited staff: 

“WHO’s workforce shall reflect diversity and strive to include … 

staff members representing as wide a geographic distribution as 

possible …”  

“…background material … includes the cluster’s/region’s current 

gender balance and geographical distribution among its staff 

occupying fixed-term international positions.”  

“…Among candidates falling in the same range of merit, … Gender 

or geographical distribution will then be taken into account as 

subsidiary criteria …”  

National recruited staff: 

“WHO’s workforce shall reflect diversity and strive to include 

persons with disabilities.” 

Disability  

Internationally recruited staff: 

“WHO’s workforce shall reflect diversity … individuals from 

under-represented groups and persons with disabilities.” 

“Applications received from persons who are unable to complete 

the WHO PHF due to a disability will be given due consideration.” 

“WHO’s workforce shall reflect diversity and strive to include 

persons with disabilities. 

WIPO  
Staff Regulations 

and Rules 

Gender   

“Due regard shall be paid to the importance of recruiting staff 

members on as wide a geographical basis as possible, recognizing 

also the need to take into account considerations of gender balance.” 

Geography  
“Due regard shall be paid to the importance of recruiting staff 

members on as wide a geographical basis as possible.” 

Disability  
“Recruitment and appointment of staff members shall be made 

without distinction as to… disability” 

Other 

“Recruitment and appointment of staff members shall be made 

without distinction as to race, ethnicity, gender, sexual orientation, 

disability, religion, age, political affiliation, or social status.” 

WMO  

WMO Staff 

Regulations and 

Rules 

Standing 

Instructions 

Gender   

“Selection of staff members shall be without regard to… sex. So far 

as is practicable, selection shall be made on a competitive basis.” 

“In the composition of Selection Panels… due consideration shall 

be given to diversity.” 

“The final shortlist for interviews… shall normally not exceed five 

candidates with the best expertise and with due consideration of 

gender…” 

“WMO recognizes equal employment opportunities… However… 

special efforts must be made… to ensure an even balance in staff 

distribution among men and women… Other requirements having 

been met, special consideration shall be given to the selection of 

qualified women, particularly for decision-making and policy-

making levels.” 

Geography  

“Due regard shall be paid to the importance of recruiting and 

maintaining the staff on as wide a geographical basis as possible.” 

“Recruitment on as wide a geographical basis as possible… shall 

not apply to posts in the General Service category…” 

“The final shortlist… with due consideration of gender and regional 

balance.” 

Other 

“Selection of staff members shall be without regard to race, creed, 

political belief or sex.” 

“Selection shall be without regard to race…” 
 

Source: JIU. 
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 A. Diversity and inclusion in staff recruitment outcomes  
 

 

 

Box 33  

Distribution of hires across diversity categories 

The distribution of hires across diversity categories varies widely by 

organization/entity, staff category, contractual modality and year. Two 

indicators cluster around parity across valid reported cells: female hires 

have a median of 54.8%, and external candidates a median of 50%. 

Representation-based indicators are lower: hires from underrepresented 

countries have a median of 15%, while hires from unrepresented countries 

have a median of 2%. 

Dispersion is also substantial. Female and external-candidate shares both 

span 0.0–100.0%, with multiple observations at both endpoints. 

Underrepresented-country shares range from 3.7% (UN‑Habitat FTA P/D 

in 2023) to 41.4% (UN‑Women FTA P/D in 2024), and unrepresented-

country shares range from 0% to 59.1% (UN‑Women FTA P/D in 2022).  

  

 

  Table 25 

  Summary statistics on diversity composition of hires based on comparable data reported by 

JIU participating organizations 
 

 

Diversity type (share of hires) Median Lowest Highest N (values used) 

Female 54.8% 0.0% 100.0% 212 

From underrepresented countries 15.0% 3.7% 41.4% 30 

From unrepresented countries 2.0% 0.0% 59.1% 27 

External candidates 50.0% 0.0% 100.0% 184 
 

Source: JIU data request. 
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Table 26 

Diversity composition of hires (share of hires in each category over total offers), by organization/entity, staff category, contractual modality and year44  
 

 

Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

United Nations 

Secretariat 

FTA 

P/D 47.7% 45.7% 60.2% 14.4% 13.3% 15.2% 0.1% 0.2% 0.3% 32.5% 33.8% 40.1% 

GS 73.3% 57.4% 67.5% .. .. .. .. .. .. 74.5% 52.8% 50.8% 

NPO 55.6% 60.7% 38.1% .. .. .. .. .. .. .. 81.3% 54.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

ITC 

FTA 

P/D .. 55.0% 71.4% .. .. .. .. .. .. .. .. .. 

GS .. 90.0% 40.0% .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNCTAD 

FTA 

P/D 75.0% 50.0% 45.5% 31.3% 11.1% 16.7% .. .. .. 43.8% 16.7% 83.3% 

GS 33.3% 83.3% 50.0% .. .. .. .. .. .. 11.1% 0.0% 25.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

__________________ 

 44  Total number of hires estimated as job offers issued minus offers declined.  
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UNDP 

FTA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

UNEP 

FTA 

P/D 53.0% 38.8% 66.7% 11.1% 8.2% 16.7% 1.7% 0.0% 0.0% 54.7% 31.3% 55.6% 

GS 44.3% 64.7% 83.3% .. .. .. .. .. .. 28.7% 38.2% 39.7% 

NPO .. 0.0% 50.0% .. .. .. .. .. .. .. 0.0% .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNFPA 

FTA 

P/D .. 75.0% 68.0% .. .. .. .. .. .. .. 49.3% 37.9% 

GS .. 77.0% 80.4% .. .. .. .. .. .. .. 69.0% 77.2% 

NPO .. 66.3% 70.6% .. .. .. .. .. .. .. 63.9% 65.6% 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UN-Habitat 

FTA 

P/D 58.8% 29.6% 63.6% 23.5% 3.7% 18.2% .. .. .. 41.2% 55.6% 51.5% 

GS .. 41.7% 52.4% .. .. .. .. .. .. 66.7% 41.7% 52.4% 

NPO 25.0% 16.7% 30.8% .. .. .. .. .. .. .. 50.0% 53.8% 
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

UNHCR 

FTA 

P/D .. 58.7% 44.4% .. .. .. .. .. .. .. 10.9% 12.1% 

GS .. 55.7% 47.5% .. .. .. .. .. .. .. 59.5% 13.0% 

NPO .. 48.9% 41.9% .. .. .. .. .. .. .. 80.9% 20.9% 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNICEF 

FTA 

P/D 52.3% 53.0% 53.9% .. .. .. .. .. .. 27.2% 31.5% 27.8% 

GS 57.5% 56.9% 52.0% .. .. .. .. .. .. 53.6% 48.9% 48.5% 

NPO 55.0% 50.2% 48.6% .. .. .. .. .. .. 52.9% 52.1% 48.2% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

UNODC 

FTA 

P/D 62.9% 40.6% 61.1% 12.9% 11.6% 11.1% 0.0% 1.4% 0.0% 77.4% 49.3% 63.0% 

GS 44.0% 42.1% 92.0% .. .. .. .. .. .. 48.0% 26.3% 100.0% 

NPO 0.0% 52.2% 81.8% .. .. .. .. .. .. 7.7% 52.2% .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UNOPS 

FTA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

UNRWA 

FTA 

P/D 47.6% 61.9% 36.1% .. .. .. .. .. .. 90.5% .. .. 

GS 0.0% 0.0% 100.0% .. .. .. .. .. .. 0.0% 0.0% 100.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D 0.0% 68.4% 77.8% .. .. .. .. .. .. .. .. .. 

GS 0.0% 0.0% 0.0% .. .. .. .. .. .. 0.0% 0.0% 0.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UN-Women 

FTA 

P/D 92.7% 62.9% .. 39.1% 37.9% 41.4% 59.1% 56.4% 57.7% 49.1% 34.3% .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

WFP45 

FTA 

P/D 48.8% 59.1% 57.0% n/a n/a n/a n/a n/a n/a 18% 25% 31% 

GS .. .. .. n/a n/a n/a n/a n/a n/a .. .. .. 

NPO .. .. .. n/a n/a n/a n/a n/a n/a .. .. .. 

Limited FTA or PA 

P/D 35.2% 54.8% 36.7% n/a n/a n/a n/a n/a n/a 16% 24% 13% 

GS .. .. .. n/a n/a n/a n/a n/a n/a .. .. .. 

NPO .. .. .. n/a n/a n/a n/a n/a n/a .. .. .. 

FAO 

FTA 

P/D 58.0% 57.2% 65.3% .. .. .. .. .. .. 52.1% 61.3% 62.4% 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO 51.5% 50.0% 16.7% .. .. .. .. .. .. 57.6% 84.4% 90.5% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

ICAO 

FTA 

P/D  34%  35% 37% 18.2% 22.9% 26.8% 6.8% 2.9% 9.8% 31.8% 22.9% 56.1% 

GS 77% 77% 76% .. .. .. .. .. .. 48.4% 37.1% 45.7% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

__________________ 

 45  WFP applies the Global South concept to measure geographical diversity. The share of Global South hires was 54.1% (2022), 65. 1% (2023) 

and 50.0% (2024) for FTA P/D staff, and 41.4% (2022), 57.3% (2023) and 36.7% (2024) for limited FTA or PA P/D staff.  
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

IAEA 

FTA 

P/D 67.2% 71.3% 72.3% .. .. .. .. .. .. 57.6% 48.6% 46.2% 

GS 65.4% 60.0% 60.6% .. .. .. .. .. .. 36.5% 24.4% 29.4% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D 50.0% 71.4% 71.4% .. .. .. .. .. .. 83.3% 100.0% 71.4% 

GS 100.0% 0.0% 50.0% .. .. .. .. .. .. 50.0% 100.0% 66.7% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

ILO 

FTA 

P/D 48% 57% 48% 6% 5% 13% 3% 2% 2% 45% 42% 49% 

GS 71% 61% 65% .. .. .. .. .. .. 55% 38% 35% 

NPO 44% 63% 50% .. .. .. .. .. .. 44% 63% 50% 

Limited FTA or PA 

P/D 56% 52% 61% .. .. .. .. .. .. .. .. .. 

GS 43% 56% 51% .. .. .. .. .. .. .. .. .. 

NPO 50% 56% 51% .. .. .. .. .. .. .. .. .. 

IMO 

FTA 

P/D 50.0% 70.0% 36.0% .. .. .. 8.3% 20.0% 4.0% 50.0% 50.0% 40.0% 

GS 36.4% 66.7% 62.5% .. .. .. .. .. .. 27.3% 66.7% 81.3% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D 100.0% 100.0% 55.6% .. .. .. .. .. .. 0.0% 66.7% 77.8% 

GS 50.0% .. 83.3% .. .. .. .. .. .. 100.0% .. 72.72% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

ITU 

FTA 

P/D 47.8% 54.5% 63.3% .. .. .. .. .. .. 47.8% 69.7% 57.1% 

GS 70.0% 9.1% 71.4% .. .. .. .. .. .. 20.0% 27.3% 7.1% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

Limited FTA or PA 

P/D 58.3% 75.0% 33.3% .. .. .. .. .. .. 33.3% 75.0% 33.3% 

GS 100.0% 0.0% 100.0% .. .. .. .. .. .. 100.0% 0.0% 100.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNAIDS 

FTA 

P/D 67.7% 60.6% 40.0% .. .. .. .. .. .. 58.1% 81.8% 50.0% 

GS 69.0% 60.7% 83.3% .. .. .. .. .. .. 79.3% 67.9% 66.7% 

NPO 42.9% 73.7% 50.0% .. .. .. .. .. .. 80.0% 89.5% 100.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

UNESCO 

FTA 

P/D 55.4% 59.4% 51.5% 24.1% 16.7% 28.9% 7.1% 1.0% 5.2% 68% 59% 71% 

GS 52.1% 68.3% 53.7% .. .. .. .. .. .. 85% 65% 79% 

NPO 42.9% 33.3% 77.8% .. .. .. .. .. .. 93% 100% 89% 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNIDO 

FTA 

P/D .. 71.8% 21.1% .. .. .. .. .. .. .. 51.3% 57.9% 

GS .. 86.7% 50.0% .. .. .. .. .. .. .. 40.0% 69.6% 

NPO .. 50.0% 66.7% .. .. .. .. .. .. .. 50.0% 83.3% 

Limited FTA or PA 

P/D .. 30.0% 54.5% .. .. .. .. .. .. .. 50.0% 65.9% 

GS .. 80.0% 100.0% .. .. .. .. .. .. .. 20.0% 75.0% 

NPO .. 0.0% 100.0% .. .. .. .. .. .. .. 100.0% 100.0% 
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UN Tourism 

FTA 

P/D 14.3% 50.0% 0.0% .. .. .. .. .. .. 28.6% 50.0% 50.0% 

GS 0.0% 0.0% 100.0% .. .. .. .. .. .. 0.0% .. 100.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UPU 

FTA 

P/D 66.7% 31.8% 18.2% .. .. .. .. .. .. 66.7% 68.2% 45.5% 

GS 87.5% 100.0% 57.1% .. .. .. .. .. .. 75.0% 83.3% 57.1% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

WHO 

FTA 

P/D 43.4% 32.6% 30.8% 14.8% 11.3% 6.9% 0.5% 0.5% 0.0% 29.1% 26.2% 15.9% 

GS 34.1% 51.9% 45.0% .. .. .. .. .. .. 28.4% 42.7% 31.0% 

NPO 19.9% 30.7% 72.7% .. .. .. .. .. .. 19.9% 31.8% 30.3% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

WIPO 

FTA 

P/D 52.4% 64.0% 70.9% .. .. .. .. .. .. 83.3% 74.0% 98.2% 

GS 71.4% 85.7% 80.0% .. .. .. .. .. .. 57.1% 100.0% 160.0% 

NPO 100.0% 0.0% 50.0% .. .. .. .. .. .. .. .. .. 
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Organization/ 

entity 

Staff 

category 

Female 
From underrepresented 

countries 

From unrepresented 

countries 

External 

candidates 

2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

Limited FTA or PA 

P/D 25.0% 33.3% 100.0% .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

WMO 

FTA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 
 

Source: JIU data request. 
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 VII. Governance, accountability and oversight 
 

 

 A. Integrity, transparency, competitiveness and fairness 
 

 

 

Box 34  

Panel composition 

Interview panels typically include a technical/subject‑matter expert, the 

hiring manager and an HR professional, plus an independent member who 

is often drawn from another unit or duty station and, in some cases, from 

an external organization to help monitor process integrity and safeguard 

neutrality. Some organizations also invite a staff union/representative.  

  

 

Table 27 

Panel composition and the existence of mechanisms to increase diversity among panellists  
 

 

Organization/ 

entity 

Technical/ 

subject matter 

expert 

Hiring manager HR 
Independent 

member  

Staff union/ 

representative 

Mechanisms to 

increase 

diversity among 

panellists 

United Nations 

Secretariat 

Yes 

(mandatory) 

Yes 

(optional) 

No Yes 

(mandatory; 

cross-unit/entity) 

No Yes 

ITC Yes (optional) Yes (mandatory) Yes Yes No Yes 

UNCTAD 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Yes 

UNDP 

Yes 

(mandatory) 

Yes 

(mandatory) 

Yes 

(optional) 

Yes  

(mandatory; 

cross-unit/ 

agency) 

No Yes 

UNEP 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Yes 

UNFPA 

Yes 

(mandatory) 

Yes 

(mandatory) 

Yes 

(mandatory) 

Yes 

(mandatory; 

cross-entity) 

No Yes 

UN-Habitat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Yes 

UNHCR 

Yes 

(optional) 

Yes 

(mandatory) 

Yes (mandatory 

for P-5 and 

above) 

Yes 

(optional; cross-

agency/external 

expert) 

No Yes 

UNICEF 
Yes 

(optional) 

Yes 

(mandatory) 

Yes (optional) No No Yes 

UNODC 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Same as United 

Nations 

Secretariat 

Yes 

UNOPS 
Yes (mandatory) Yes (optional) Yes 

(mandatory) 

No No Yes 
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Organization/ 

entity 

Technical/ 

subject matter 

expert 

Hiring manager HR 
Independent 

member  

Staff union/ 

representative 

Mechanisms to 

increase 

diversity among 

panellists 

UNRWA 

Yes (mandatory 

for field-based 

posts) 

Yes (optional) Yes (mandatory) Yes 

(mandatory; 

cross-unit/entity) 

No Yes 

UN-Women 

Yes (mandatory) Yes (mandatory) No Yes 

(mandatory; 

cross-unit) 

No Yes 

WFP 

Yes (optional) Yes (mandatory) Yes (mandatory) Yes 

(optional; cross-

unit for 

GS/external 

expert for IP) 

Yes (mandatory) Yes 

FAO 

Yes (optional) Yes (optional) Yes (optional) Yes 

(optional; cross-

unit) 

No Yes 

ICAO 

Yes (optional) Yes (optional) Yes (optional) Yes  

(mandatory; 

cross-entity) 

No Yes 

IAEA 

Yes (mandatory) Yes (mandatory) Yes (mandatory) Yes  

(mandatory; 

cross-entity) 

No Yes 

ILO 

Yes (optional) Yes (optional) Yes (optional) Yes 

(mandatory; 

cross-unit) 

Yes (mandatory) Yes 

IMO 

Yes (optional) Yes (mandatory) Yes 

(mandatory) 

Yes 

(mandatory; 

cross-entity) 

No No 

ITU Yes (optional) Yes (optional) Yes (mandatory) No No Yes 

UNESCO 

Yes (mandatory) Yes (mandatory)  Yes (mandatory 

for FTA and P-5 

and above) 

Yes (mandatory 

cross entity) 

No Yes 

UNIDO 
Yes (mandatory) Yes (optional) Yes 

(mandatory) 

Yes (mandatory; 

cross-unit) 

No Yes 

UN Tourism 
Yes (mandatory) Yes (mandatory) Yes 

(mandatory) 

Yes (mandatory; 

staff-elected) 

Yes (mandatory) Yes 

UPU 
Yes (optional) Yes (mandatory) Yes (mandatory) No Yes 

(mandatory) 

Yes 

WHO 
Yes (optional) Yes (mandatory) Yes (mandatory) Yes (mandatory; 

cross-unit) 

Yes (mandatory) Yes 

WIPO Yes (optional) Yes (mandatory) Yes (mandatory) No Yes (mandatory) Yes 

WMO 
Yes (optional) Yes (mandatory) Yes (mandatory) Yes (optional; 

cross-unit) 

No Yes 

 

Source: JIU corporate questionnaire and interviews.  

Note: In this table, “cross‑unit” indicates an independent panel member from outside the hiring unit within the same office; 

“cross‑entity” indicates from a different office within the same organization; “cross‑agency” indicates from a different 

organization within the United Nations system; and “external expert” indicates from outside the United Nations system.  
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Box 35  

Declaration of conflict of interest 

Conflict-of-interest arises when personal, financial or other interests could 

improperly influence or appear to influence staff recruitment decisions. 

Conflict-of-interest declarations are used to surface and manage such risks 

at the outset of a case and should be reconfirmed if circumstances change 

during the process. Typical declarations cover close personal relationships 

with candidates, recent supervisory/reporting ties, prior employment, 

gifts/hospitality and outside financial interests. When a potential conflict-

of-interest is identified, standard mitigations include recusal or 

replacement of the individual, adding an independent reviewer, applying 

enhanced documentation as well as oversight, and recording the decision 

and rationale to preserve the audit trail. 

  

 

Table 28 

Use of conflict-of interest declaration by recruitment roles, by organization 
 

 

Organization/entity Hiring manager Head of hiring 

unit 

Assessment 

panel members 

HR recruiters Review body 

members 

Candidate 

United Nations 

Secretariata 
No No No No No 

Yes (family 

relationship 

disclosure) 

ITC No No No No 

Yes (a 

confidentiality 

document is 

signed) 

Yes 

UNCTAD Yes Yes Yes Yes Yes 

Yes (family 

relationship 

disclosure) 

UNDP Yes Yes Yes Yes Yes Yes 

UNEP No No No No  No No 

UNFPA .. .. .. .. .. .. 

UN-Habitat .. .. .. .. .. .. 

UNHCR Yes Yes Yes Yes Yes Yes 

UNICEF .. .. .. .. .. .. 

UNODC .. .. Yes .. .. 

Yes (family 

relationship 

disclosure) 

UNOPS Yes Yes Yes Yes Yes 

Yes (family 

relationship 

disclosure) 

UNRWA .. .. .. .. .. .. 

UN-Women .. .. .. .. .. .. 

WFP 

Yes, if 

participates in 

panel interview 

.. 

Interview Panel: 

Yes 

 

Assessment 

Reviewers: No 

Yes, if 

participates in 

panel interview 

Yes Yes 

FAO .. .. .. .. .. .. 

ICAO Yes Yes Yes Yes Yes 
Yes (for selected 

candidate) 



JIU/REP/2026/3 [Expanded report] 
 

 

96 26-09059 

 

IAEA Yes No Yes Yes Yes No 

ILO 

Possible, but 

normally not 

required as 

independent 

panel member, 

RAMC and HR 

Partner ensure 

fairness of 

process 

Possible, but 

normally not 

required as 

independent 

panel member, 

RAMC and 

HR Partner 

ensure fairness 

of process 

Yes. No formal 

declaration but 

independent 

panel member 

or Technical 

Expert (if there 

is one) may 

recuse 

themselves and 

another is 

chosen instead 

Yes.  

No formal 

declaration but 

HR Partner 

may recuse 

themselves and 

another will 

stand in) 

Yes. Recusal is 

documented in 

the RAMC 

minutes 

Yes (family 

relationship 

disclosure) 

IMO No No No Yes Yes 

Yes (family 

relationship 

disclosure) 

ITU No No No Yes No 
Yes (disclosure by 

candidate) 

UNESCO Yes Yes Yes Yes Yes Yes 

UNIDO Yes Yes Yes Yes No Yes 

UN Tourism .. .. .. .. .. .. 

UPU .. .. .. .. .. .. 

WHO Yes No Yes Yes No 

Yes 

(i) Disclosure of 

family or near 

relatives at the 

time of 

application. 

(ii) Panel 

members, at the 

time of being 

shortlisted 

WIPO .. .. .. .. .. .. 

WMO .. .. .. .. .. .. 

Yes 10 7 12 13 11 15 

No 4 6 4 2 4 2 
 

Source: JIU. 

 a Staff members of the United Nations Secretariat are subject to the Staff Regulations and Rules. Pursuant to Staff Regulation 

1.2 (m) and Staff Rule 1.2 (p), staff members must recuse themselves from any involvement in matters  – including 

recruitment – that may give rise to an actual or perceived conflict of interest. In addition, safeguards are built into the 

selection process to mitigate conflicts of interest, including requirements for diverse panel composition, representation fro m 

outside the hiring work unit, and the participation of panel members whose appointment types help reduce exposure to undue 

influence (see provisions 7.6 and 7.7 of ST/AI/2025/2). 
 

 

 

https://docs.un.org/en/ST/AI/2025/2
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Table 29 

Non-competitive recruitment practices for fixed-term, limited-fixed-term or project appointments 
 

 

Organization/ 

entity 
Yes/no Comments 

United Nations 

Secretariat 

No ST/AI/2010/3/rev.3 or as may be amended or revised provides for a competitive process for 

selection of staff for all levels in the general service category, for all levels in the NO category, for 

all levels in the Professional category and for all levels in the D category. Selection processes at 

the –2 levels are reviewed by the Senior Review Group. 

ITC No  

UNCTAD No  

UNDP 

Yes As per paragraph 79 of the UNDP Recruitment and Selection Framework policy:  

“Lateral moves:  

In accordance with Staff Regulation 1.2 (c), management may decide in the interest of the 

Organization to assign a UNDP staff member to another post in the same field of work with 

similar functions at the same level without competitive process. The decision for a lateral move is 

at the discretion of management and only after consultation with the concerned staff member. 

While a staff member may express his/her interest in moving laterally to another position within 

UNDP, a lateral move is not an entitlement. The management decision to fill a post through 

competitive process instead of lateral move is discretionary.” 

As per paragraph 89 of UNDP’s Recruitment and Selection Framework policy:  

Placement of Unassigned Staff or Staff in the Transition Pool:  

“In order to facilitate the placement of unassigned staff, a Hiring Manager may select an 

unassigned staff member (or a staff member who may imminently become unassigned) to fill a 

vacant post without a competitive process if the staff member has been vetted by OHR/BMS and 

found to fully meet the required qualifications for the position. The decision to place an unassigned 

staff member is at the discretion of management and only after consultation with the concerned 

staff member. While an unassigned staff member may express his/her interest in being placed 

without a competitive process, such a placement is not an entitlement.”  

As per paragraph 90 of the UNDP Recruitment and Selection Framework policy:  

Strategic Placement:  

“Strategic Placements are exceptional in nature and will be only considered when the requirements 

of the Organization are so urgent or the situation so critical or sensitive, that carrying out a 

competitive process to fill a specific post would not be practicable. In such cases, the 

Administrator, or the Associate Administrator for posts at the D-1 level and below, may decide to 

exceptionally fill the post outside of the present Framework and the recruitment and selection 

policies.” 

UNEP No  

UNFPA No  

UN-Habitat No UN-Habitat strictly adheres to the staff selection system 

UNHCR 
Yes The selection process for regular positions is always competitive. For Temporary Appointments 

and/or short-term assignments may not always be, it’s usually direct recommendation. 

UNICEF 
Yes Direct selections are applicable during emergency recruitments. This is also applicable for 

ED/DED executive decisions. 

UNODC No  

UNOPS 
Yes Direct selections in cases where an organizational decision is required to ensure operations 

continuity and risk management. 

UNRWA 
No All staff appointments for fixed-term, limited-fixed-term, or project are made through competitive 

recruitment procedures to ensure transparency, fairness, and equal opportunity. 

https://docs.un.org/en/ST/AI/2010/3/rev.3
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Organization/ 

entity 
Yes/no Comments 

UN-Women 

Yes 

While UN-Women is committed to merit-based and competitive recruitment, exceptions are 

allowed under clearly defined regulatory and operational frameworks. Strategic Placements are 

exceptional in nature and will be only considered when the requirements of UN-Women are so 

urgent or the situation so critical or sensitive, that carrying out a competitive process to fill a 

specific post would not be practicable. In such cases, the Executive Director (for posts at the P-5 

level and above), or the HR Director (for posts at the P-4 level and below), may decide to 

exceptionally fill the post. 

WFP 

Yes Fast-track selection and recruitment process and Single-source selection. 

Single-source selection only authorised by Country Director or Human Resources Director in 

highly exceptional circumstances. 

During the Corporate Scale-Up phase and the Corporate Attention phase of a declared emergency, 

it may not be practicable to conduct a competitive process, and flexibility may be exercised 

through a fast-track selection and recruitment process to address urgent, operational needs.  

FAO 

Yes There are a few cases of internal reassignments where an internal staff member may be transferred 

to a vacant post without competition. In this case, approval is obtained from all the relevant senior 

leaders. 

ICAO No  

IAEA 
No The Agency uses a Waiver of Vacancy Notice to appoint candidates from an existing roster who 

have already completed a competitive process; this does not waive competition requirements. 

ILO 

Yes This is exceptional and as specified already earlier in this questionnaire. The guidelines for Direct 

Selections are attached. Direct selections still have a competitive element. 

For Limited FT appointments, the Staff Regulations state that these positions will normally be 

filled through direct selection. That said, it has been the practice for many years to fill as many of 

these positions through a competitive process. 

IMO 

Yes As responded at the beginning IMO does not have limited FTA or PAs. All our staff positions, 

including project positions have the same provisions. All P roles at IMO (regular and project) are 

fixed-term. Regular for 2 years initially and 5 thereafter and project posts are fixed for the duration 

of the project. Therefore all staff positions follow the same recruitment process. 

ITU No  

UNESCO 
No In some cases, no competitive process for internal transfers to vacant posts at equal grade and 

internal mobility exercise. In this case, approval of the relevant authority is required. 

UNIDO 
Yes DG has appointing authority for some positions. FTA and project appointments can have direct 

selections based on requested waivers based on rosters. 

UN Tourism 

Yes Under UN Tourism Staff Regulation 15 (b), the appointment to the post of Deputy Secretary-

General shall be made by the Secretary-General, with the approval of the Executive Council. In 

proposing a candidate, the Secretary-General or, if appropriate, the Secretary-General elect will 

consult the chairperson of the Executive Council. Posts in the Director and Principal Officer 

category shall be filled by the Secretary-General on the basis of qualifications, by transfer, 

promotion or appointment and as far as possible in consultation with the Officers of the Executive 

Council. 

UPU No  

WHO 
Yes Exceptionally, at the DG’s discretion. 

For limited-FT/Project: duration limited to 12 months and for emergencies 

WIPO No  

WMO No  

Yes 12 

No 15 
 

Source: JIU corporate questionnaire. 
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 B. Efficiency and effectiveness 
 

 

Table 30 

Staff recruitment costs (reported by WFP and UN-Habitat only) 
 

 

Organization/ 

entity 

2022 2023 2024 Comments 

UN-Habitat 407,867 413,701 615,522 Costs refer to personnel administration/time management and staff 

entitlements; classification and job-building support; recruitment 

process management including screening; consultants/IC processing 

and attestations; and HR legal advisory 

WFP 1,462,050 1,935,879 765,203 Costs refer to assessment platform iMocha, LinkedIn, Impactpool, 

Devex, and staff cost to recruit international professionals. These total 

costs represent the five major expense lines in WFP’s recruitment, not 

the “total recruitment cost” because the data represent.  

WFP also noted that 2024 country-office expenses were not available 

for the staff-cost line. 
 

Source: JIU corporate questionnaire.  
 

 

 

Box 36  

Dashboards and analytics in recruitment 

Recruitment tracking across JIU participating organizations ranges from 

dashboards embedded in e-recruitment platforms to Excel-based trackers 

and stand-alone reports, with a small number of organizations reporting no 

dashboard or structured tracking tool. 46  The most common use case is 

monitoring timeliness/lead time, sometimes against an explicit 

benchmark. A more operationally mature set of tools goes further by 

tracking pipeline stages (e.g., posting and closure, longlisting, shortlisting, 

assessments, interviews, approvals, offer and entry on duty), enabling 

organizations to pinpoint bottlenecks and manage cases proactively.  

 
 

 

__________________ 

 46  UNOPS, UN-Habitat and UNIDO. 
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Table 31 

Use of recruitment tracking systems by JIU participating organizations, and their tracked dimensions  
 

 

Organization/ 

entity 

Tracking 

tool 

Tracked dimensions 

Duration 
Applications 

received 
Stage tracking 

Key performance 

indicator compliance 
Gender balance 

Geographical 

distribution 

United Nations 

Secretariat 
Yes 

Average days and 

days for filling post 

buckets (61–120 days, 

121–180 days, 180+ 

days), and average 

process days by entity 

  

A target line appears 

alongside actual 

averages by entity, 

giving a direct target 

versus actual 

timeliness comparison 

on the dashboard. 

  

ITC Yes 

Per-requisition “days 

at stage”/time-spent 

fields across multiple 

steps, dated 

milestones to compute 

end-to-end and step-

level lead time 

Number of 

applications per 

vacancy 

Job opening 

announcement/closure, 

technical assessment, 

central review body, 

final approval, detailed 

status (e.g. job opening 

closed/shortlisting), and 

comments on the status. 

Traffic-light (red/ 

yellow/green) against 

recruitment timeline 

key performance 

indicator 

Gender-disaggregated 

counts at each 

recruitment stage 

 

UNCTAD Yes     

Gender-disaggregated 

selection counts 

overall and by level, 

gender distribution, 

women representation 

against targets by 

grade, and gender 

distribution of 

selections. 

Selection counts 

against geographical 

positions, number of 

countries represented, 

and a Member States 

representation map 

(over‑represented/ 

within‑range/under 

represented/ 

unrepresented). 

UNDP Yes 

Average days to hire 

(from VA closing to 

issuing of confirmation 

of interest request), the 

average time spent at 

each stage both in days 

and as a share (%) of 

the total cycle time. 

Applicant counts 

Vacancy announcement 

created/in preparation/ 

currently advertised, 

longlisting, shortlisting, 

interview preparation 

and conflict-of-interest 

preparation 

Three-coloured status 

(Yes/In progress/No) 

against key 

performance indicator, 

with monthly and 

yearly trends, and 

visuals showing counts 

and percentages  
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Organization/ 

entity 

Tracking 

tool 

Tracked dimensions 

Duration 
Applications 

received 
Stage tracking 

Key performance 

indicator compliance 
Gender balance 

Geographical 

distribution 

UNEP Yes 

Vacant-since date, 

vacancy age (years) 

with bands (e.g. 

< 6 months, 6–12 

months, > 1 year), and 

JO approval and 

selection dates 

 

Vacancy status 

categories (e.g. 

screening, ongoing, 

cancelled) and a Vacant 

Positions by 

Recruitment Status 

summary 

Coloured status 

against key 

performance indicator 

 

Provides Vacant 

Positions by Duty 

Station, Vacant 

Positions by Division/ 

Office/Regional Office, 

and Positions by Level, 

giving a strong geo-

organizational 

representation 

overview. 

UNFPA Yes 

Target days, met target 

(%), days for completed 

requisition, days for in-

progress, total lead 

time, breakdown by 

region/status/category/ 

grade level and average 

recruitment timeline 

visuals 

Number of 

applications 

received and 

applications per VA, 

with regional 

aggregation 

Visualizes a stage 

timeline (vacancy note 

posting/closed, 

longlisting, shortlisting, 

interviews, and central 

review body) and 

number of requisitions 

by recruitment phase 

Bar and line graphs 

showing number of 

requisition and 

average recruitment 

lead time against key 

performance indicator  

 

A full table of 

recruitment lead time 

and completed 

requisitions by region 

provides explicit 

regional 

representation of 

activity and volume. 

UN-Habitata No n/a n/a n/a n/a n/a n/a 

UNHCR Yes 

Candidate time per 

stage, time to hire 

trend (total average, 

posting to ready for 

hire calendar days, 

posting to recommend 

calendar days, and job 

requisition aging); 

and regional average 

time to fill trend 

analytics in the last 12 

months 

Number of application 

received, new referred 

candidates, and new 

internal candidates; 

overview of job 

applications by 

recruiting stage; and 

job applications 

aggregated by sex, 

age group, recruiting 

stage, nationality 

region and personnel 

type 

Counts of screening, 

assessment, shortlisting 

and interview, 

recommended, 

background check, 

employment 

agreement, offer, and 

staffing transaction; 

number of candidates 

per stage; and 

visualized job 

requisitions by status 

(filled/open/closed) 

Time to hire trend 

comparing average 

and total calendar 

days, source 

effectiveness, and 

quarterly ratio of 

applications and 

requisitions against 

diversity key 

performance indicator 

Number of job 

applications by 

gender, team member 

gender distribution, 

extended metrics 

showing quarterly 

ratio of female 

applications and 

requisitions 

Number of job 

applications by 

nationality, team 

member nationality 

distribution, extended 

metrics showing 

quarterly ratio of 

regional applications 

and requisition, 

regional requisition 

trend analytics in the 

last 12 months 

UNICEF Yes 

Average time to 

recruit by requisition 

type, post category 

and region 

   
Gender diversity by 

post category 

Completed 

recruitments by 

region, and 

geographical diversity 

by post level  
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Organization/ 

entity 

Tracking 

tool 

Tracked dimensions 

Duration 
Applications 

received 
Stage tracking 

Key performance 

indicator compliance 
Gender balance 

Geographical 

distribution 

UNODC Yes Tracked in Inspira Tracked in Inspira  

Granular stage‑level 

tracking via HR Action 

Requests and the 

Vacancy Monitoring 

Tool: under preparation, 

advertised, funding 

confirmation, head of 

entity, compliance 

review and onboarding, 

with status (completed/ 

on hold/declined/ 

cancelled) and 

stakeholders involved in 

the process  

Tracked by 

Management 

Dashboard 

Gender distribution 

across grades 

Geographical regions 

(M49 based) and 

nationalities 

breakdown. 

UNOPSa No n/a n/a n/a n/a n/a n/a 

UNRWA Yes  

Number and 

percentage of 

applicants by 

gender; number and 

percentage of 

internal applicants 

Number of applicants, 

longlists, shortlists, 

personal interviews, 

recommended 

candidates, and total 

hired 

 

Gender distribution of 

total applicants, 

longlists, and 

shortlists; and 

percentage of female 

interviewees 

Duty station filters 

and counts  

UN-Women Yes Total duration (weeks)     Recruitments by region  

WFP Yes 

Average cycle time 

(days) by source of 

recruitment (external 

recruitment/Future 

International Talent 

Pool); and time to fill 

table showing fill date 

and spent time at each 

step 

 

Pause and recruitment 

status visuals (e.g. 

approved/paused/ with 

Human Resources 

Global Services Branch 

on hold/ongoing); and 

staged pipeline for 

ongoing recruitments 

(pending/longlisting/ 

shortlisting/technical 

assessment/scheduling 

interviews/selection 

memo/appointment 

approval/ and sent for 

contracting) 

 
Gender distribution of 

filled positions  

Geographic 

distribution of filled 

positions 
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Organization/ 

entity 

Tracking 

tool 

Tracked dimensions 

Duration 
Applications 

received 
Stage tracking 

Key performance 

indicator compliance 
Gender balance 

Geographical 

distribution 

FAO Yes 

Standard time to fill 

requisition, actual 

time to fill, and end-

to-end recruitment 

lead time (days) 

 

End-to-end recruitment 

stage with dated 

milestones and 

stakeholders involved 

in each process (e.g. 

screening sent/ 

deadline, hiring 

manager, written test, 

language test, 

interviews held, 

selection report, clear 

check, Senior HR sign-

off, appointing 

authority sign-off) 

Difference between 

standard and actual 

time to fill 

Gender field for the 

appointed candidates 

Nationality, 

geographic range, and 

changes in geographic 

range for the 

appointed candidates 

ICAOa Yes See notes below See notes below See notes below See notes below See notes below See notes below 

IAEA Yes 
Yearly time to fill 

trend  

Average number of 

applications 

received per 

vacancy notice as 

part of performance 

indicators 

Active recruitment 

status (on hold, draft/to 

be approved, approved, 

sourcing, ongoing, 

completed, restricted) 

per department by key 

progress status (shortlist 

submission/ 

endorsement/approval, 

assessment, 

interviewing, 

application process/ 

recruitment finalization, 

launch of approval, 

approval and decision, 

offer of appointment) 

Key performance 

indicator threshold 

(<120 days) presented 

alongside time to fill 

The proportion of 

women among 

outreached 

candidates, in industry 

sector (nuclear), and 

by staff category (P 

and GS)  

The proportion of 

staff from developing 

country and regional 

areas 

ILO Yes 

Average time to hire 

by quarter, and stage-

based averages for RB 

Professional staff 

Number of 

applications 

Average time to hire 

roe RB P staff in three 

stages 

 

Gender breakdown of 

total staff, Professional 

and above, and by 

grade; and gender 

distribution of 

applicants and selected 

candidates by grade 

Nationality status of 

external applicants 
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Organization/ 

entity 

Tracking 

tool 

Tracked dimensions 

Duration 
Applications 

received 
Stage tracking 

Key performance 

indicator compliance 
Gender balance 

Geographical 

distribution 

IMO Yes 

Multiple date fields 

across the lifecycle 

make duration 

computable 

Number of 

applications 

End-to-end recruitment 

stage with dated 

milestones (e.g. 

advertising closing 

date, assessment date, 

first interview date) and 

stakeholders involved 

in each process (e.g. 

submitted to Divisional 

Director, Head HR 

approval) 

   

ITU Yes  

Number of 

applications by staff 

category (Higher/ 

Professional/GS), 

gender, and stage of 

recruitment  

Applications, 

pre-selected, 

shortlisted, and selected 

stage 

 

Gender representation 

by category and stage 

of recruitment  

 

UNESCO Yes 

Visualized 

recruitment timelines 

by staff category, 

grade, and stage 

overall and in detail 

by post  

Yearly trend of 

number of 

applications by staff 

category and grade 

and nationality 

End-to-end application 

status (auto 

disqualified, pre-

screening, 

pre-selection, 

assessment, interview, 

panel recommendation, 

review board, selection)  

 
Gender breakdown of 

applicants 

Number of applications 

by country; number of 

applications and 

appointments and 

geographical 

representation; top 10 

countries by 

application; yearly 

trend and grade 

breakdown for 

candidates from top 10 

countries; and global 

representation rate (%) 

by application status 

(auto disqualified, 

pre-screening, 

pre-selection, 

assessment, and 

interview) 
        

UNIDOa No n/a n/a n/a n/a n/a n/a 



 

 

 

J
IU

/R
E

P
/2

0
2

6
/3

 [E
x

p
a

n
d

e
d

 re
p

o
r
t] 

2
6

-0
9

0
5

9
 

1
0

5
 

Organization/ 

entity 

Tracking 

tool 

Tracked dimensions 

Duration 
Applications 

received 
Stage tracking 

Key performance 

indicator compliance 
Gender balance 

Geographical 

distribution 

UN Tourism Yes 
Average recruitment 

time (days) 
  

Key performance 

indicator threshold for 

recruitment time, 

gender, and nationality 

presented alongside 

actual average and 

number, with color-

coded status 

(green/yellow/black) 

Gender distribution 

among staff and 

service contracts 

Share of staff by 

region 

UPU Yes 

Total recruitment 

duration and average 

time to fill (days)  

Listed by gender and 

country 

Counts of vacancies at 

each end-to-end 

recruitment phase 

(from preparation of 

publication to DG 

appointment), 

stakeholders involved, 

dates, and comments 

Yes, linked to UPU 

business plan  

Presented to CA 

within Human 

resources report  

Presented to CA 

within Human 

resources report  

WHO Yes Yes Yes Yes Yes 

Gender distribution 

within specific 

offices, units, 

departments, 

divisions, regions, and 

country offices office/ 

unit/region/country). 

Geographical 

distribution within 

specific offices, units, 

departments, 

divisions, regions, and 

country offices 

WIPO Yes 

Average time to hire, 

and posting/unposting 

dates 

 

Pre-screening, testing, 

interview, hire, report 

approval, confirmation 

of selection 

Key performance 

indicator thresholds 

presented alongside 

target shortlisting/ 

interview/completion 

dates  

  

WMO Yes 

Number of days (from 

vacancy note issuing 

to offer/contract), and 

time to recruit (from 

vacancy note closing 

to offer sent) 

Number of total and 

internal applicants; 

and breakdown of 

applicants by region  

Dates of end-to-end 

recruitment stage (from 

vacancy note issuing to 

offer) 

 
Gender distribution at 

the selection stage 

Regional breakdown 

of applicants at the 

selection stage 

 

Source: JIU.  

 a  UN-Habitat, UNOPS and UNIDO report no dashboards in use; and ICAO indicates a future plan to build dashboards from the data ware house, while monitoring 

recruitment timelines and diversity indicators manually through Excel tables.  
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Table 32 

Benchmark recruitment dashboard examples from JIU participating organizations and their most notable 

feature observable from the dashboard of each organization  
 

 

Organization/ 

entity 

Best-in-class feature Description 

UNFPA 

Key performance indicator and 

pipeline: explicit lead-time targets 

and performance indicators paired 

with a full stage timeline from 

posting to completion. 

Combines clear lead‑time key performance indicator management 

(target band, % meeting target, completed versus in‑progress days) 

with high-volume application analytics and a full end‑to‑end stage 

timeline, plus phase counts, making it strong for both governance 

and operational control. 

WFP 

Operational control: combines 

cycle-time monitoring with stage-

by-stage tracking for ongoing 

cases and a visible diversity panel. 

Provides an actionable operational pipeline for ongoing cases 

(longlisting through contracting/clearance steps) alongside 

cycle‑time monitoring for completed recruitments, and includes a 

diversity panel (gender distribution and geographic diversity proxy) 

to connect process performance with workforce outcomes. 

UNDP 

Balanced management dashboard, 

with time, volume and funnel 

throughout the recruitment process 

A balanced dashboard that pairs time‑to‑hire metrics with volume 

indicators (number of vacancy announcements, number of 

applications, average applications per VA) and a simple funnel by 

recruitment stage. 

UNHCR 

Multi-audience and role-based 

analytics with heavy visuals 

Hybrid of Workday and UNHCR-configured oversight/key 

performance indicator dashboards for various actors involved in 

recruitment; Job Applications and Diversity visuals for performance 

monitoring separately; People Analytics under customization, 

signalling expansion of insight packs in the future. 

UNICEF 

Vacancy management lens: 

vacancy age and geographic and 

organizational distribution (e.g., 

duty station and unit) to pinpoint 

where vacancies concentrate. 

Strong for vacancy management and geographic visibility; focuses 

on vacancy age (days) and distribution by duty station and 

organizational units, with high-level recruitment status categories, 

which is useful for identifying where vacancies concentrate 

geographically and organizationally. 
 

Source: JIU data request. 
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Table 33 

Total number of job openings, vacancies and applications per job opening (2022–2024) across comparable 

data reported by JIU participating organizations47  
 

 

  

Total number of openings 
Total number of 

applications received 

Number of applications 

per job opening 

  

FTA 
Limited 

FTA or PA 
FTA 

Limited 

FTA or PA 
FTA 

Limited 

FTA or PA 

All staff 

2022 12,622 729 1,612,469 72,791 127.8 99.9 

2023 12,612 690 1,761,247 66,537 139.6 96.4 

2024 11,653 602 1,741,140 61,072 149.4 101.4 

Year-on-year, 

2022–2023 
-0.08% -5.35% 9.23% -8.59% 9.31% -3.43% 

Year-on-year, 

2023–2024 
-7.60% -12.75% -1.14% -8.21% 6.99% 5.20% 

P and D 

2022 5,897 314 788,703 35,046 133.7 111.6 

2023 5,665 315 913,412 34,449 161.2 109.4 

2024 4,888 264 923,046 32,315 188.8 122.4 

Year-on-year, 

2022–2023 
-3.93% 0.32% 15.81% -1.70% 20.55% -2.02% 

Year-on-year, 

2023–2024 
-13.72% -16.19% 1.05% -6.19% 17.12% 11.93% 

GS 

2022 4,223 205 498,035 18,079 117.9 88.2 

2023 4,496 172 530,966 15,835 118.1 92.1 

2024 4,088 165 487,076 11,816 119.1 71.6 

Year-on-year, 

2022–2023 
6.46% -16.10% 6.61% -12.41% 0.14% 4.39% 

Year-on-year, 

2023–2024 
-9.07% -4.07% -8.27% -25.38% 0.89% -22.21% 

NPO 

2022 2,502 210 325,731 19,666 130.2 93.6 

2023 2,451 203 316,869 16,253 129.3 80.1 

2024 2,677 173 331,018 16,941 123.7 97.9 

Year-on-year, 

2022–2023 
-2.04% -3.33% -2.72% -17.35% -0.70% -14.50% 

Year-on-year, 

2023–2024 
9.22% -14.78% 4.47% 4.23% -4.35% 22.31% 

 

Source: JIU data request. 
 

 

__________________ 

 47  To ensure like-for-like comparability across 2022–2024, aggregate totals were calculated using 

only organizations that reported data for all three years. This excludes ITC, UNFPA, UNHCR 

and UNIDO, which were unable to report 2022 data due to system limitat ions. 
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Table 34 

Total number of job openings, total number of vacancies and average number of applications per job opening 

reported by JIU participating organization by staff category and contractual modality (2022–2024) 
 

 

Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

United 

Nations 

Secretariat 

FTA 

P and D 1871 1691 1139 2039 1797 1201 123.0 147.0 148.0 

GS 1064 1231 861 1244 1427 991 60.6 77.6 90.1 

NPO 116 131 156 131 159 161 57.1 76.5 62.0 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

ITC 

FTA 

P and D .. 52 26 .. 52 26 .. 113.2 136.8 

GS .. 13 3 .. 13 3 .. 43.5 33.3 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNCTAD 

FTA 

P and D 18 26 8 18 28 8 139.9 159.7 170.4 

GS 9 7 4 9 7 4 63.4 65.0 93.8 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Subtotal 27 33 12 27 35 12 114.4 139.6 144.8 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNDP 

FTA 

P and D 569 532 468 .. .. .. 72.5 75.9 86.5 

GS 429 518 418 .. .. .. 103.6 115.0 135.6 

NPO 379 408 311 .. .. .. 69.1 77.4 90.7 

Limited FTA or PA 

P and D 61 55 51 .. .. .. 77.0 108.4 135.1 

GS 39 29 10 .. .. .. 84.2 52.4 72.7 

NPO 7 14 4 .. .. .. 66.1 66.9 51.2 
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Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UNEP 

FTA 

P and D 146 165 141 146 168 141 189.3 195.7 207.4 

GS 145 121 93 146 122 94 113.2 129.1 139.2 

NPO 4 3 5 4 3 5 87.5 100.0 77.0 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

UNFPA 

FTA 

P and D .. 165 239 .. 177 172 .. 150.0 122.0 

GS .. 220 215 .. 151 152 .. 105.4 125.8 

NPO .. 187 188 .. 149 164 .. 64.5 72.8 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UN-Habitat 

FTA 

P and D 20 29 33 20 29 33 134.7 158.9 168.4 

GS 10 12 25 10 12 25 110.8 114.9 264.4 

NPO 10 7 15 10 7 15 70.8 34.3 67.9 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

Subtotal .. .. .. .. .. .. .. .. .. 

UNHCR 

FTA 

P and D .. 1527 1017 828 991 805 .. 168.6 61.2 

GS .. 2078 1699 1307 1223 1132 .. 130.8 63.3 

NPO .. 561 546 238 275 307 .. 161.7 71.9 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UNICEF 

FTA 

P and D 1408 1154 1054 1474 1234 1111 79.4 139.7 179.1 

GS 619 657 644 708 762 720 115.3 105.1 150.9 

NPO 896 905 907 960 945 999 123.7 138.7 133.6 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

UNODC 

FTA 

P and D 79 87 68 80 88 70 106.0 113.2 134.3 

GS 32 45 33 33 47 33 62.0 80.3 97.6 

NPO 16 32 17 18 33 17 69.8 84.8 73.1 

Subtotal 127 164 118 131 168 120 90.4 98.6 115.2 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

UNOPS 

FTA 

P and D 68 69 39 69 74 39 196.8 283.9 222.0 

GS 7 11 6 16 14 12 114.3 90.6 155.8 

NPO 2 1 3 2 1 3 258.0 211.0 166.7 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

UNRWA 

FTA 

P and D 69 85 51 69 85 51 76.7 88.8 77.7 

GS 0 5 3 0 5 3 0 75.4 77.7 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D 22 41 24 22 41 24 18.9 14.9 8.1 

GS 1 0 0 1 0 0 10.0   

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UN-Women 

FTA 

P and D 117 150 135 117 150 140 236.4 300.8 266.5 

GS 69 98 87 71 112 92 216.8 306.3 236.5 

NPO 77 124 108 77 129 108 146.0 169.3 145.4 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

WFP 

FTA 

P and D 188 206 93 .. .. .. 276.1 239.8 183.8 

GS 940 967 1125 .. .. .. 181.7 163.8 108.6 

NPO 589 584 749 .. .. .. 187.3 158.6 131.6 

Limited FTA or PA 

P and D 103 94 40 .. .. .. 177.7 165.3 210.5 

GS 0 0 0 .. .. .. .. .. .. 

NPO 0 0 0 .. .. .. .. .. .. 

FAO 

FTA 

P and D 294 356 341 493 548 569 192.3 204.3 248.9 

GS 197 223 173 420 443 410 .. .. .. 

NPO 57 75 59 55 109 83 107.4 93.5 151.5 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

ICAO 

FTA 

P and D 38 44 64 38 44 64 72.3 81.2 69.6 

GS 56 50 63 61 54 70 19.8 22.5 .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

IAEA 

FTA 

P and D 86 123 124 116 164 151 124.2 150.2 137.0 

GS 47 52 53 52 85 67 91.3 122.2 124.0 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D 6 7 7 6 7 7 125.8 95.4 98.7 

GS 4 1 6 4 1 6 127.0 76.0 112.2 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

ILO 

FTA 

P and D 81 97 81 84 99 81 87.8 117.2 130.1 

GS 45 62 62 12 21 26 94.2 111.5 111.4 

NPO 10 8 14 .. .. .. 187.6 146.8 115.1 

Limited FTA or PA 

P and D 96 103 128 .. .. .. 97.8 97.6 118.5 

GS 156 137 138 .. .. .. 91.0 102.7 73.4 

NPO 203 189 169 .. .. .. 94.6 81.0 99.0 

IMO 

FTA 

P and D 26 13 26 24 28 25 58.2 68.6 46.9 

GS 15 15 22 39 44 39 23.3 24.1 18.8 

NPO 0 0 4 1 2 4 0 0 0 

Limited FTA or PA 

P and D 6 4 7 3 2 0 74.2 96.8 82.3 

GS 4 5 10 0 2 3 18.8 33.2 13.3 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

ITU 

FTA 

P and D 23 34 50 23 34 50 88.7 144.3 120.6 

GS 9 11 13 10 11 13 24.1 77.5 26.8 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D 12 4 6 12 4 6 .. 174.2 48.2 

GS 1 0 1 1 0 1 .. .. 147.0 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UNAIDS 

FTA 

P and D 42 43 24 42 45 24 66.7 62.7 75.5 

GS 37 36 11 37 39 11 33.6 77.9 88.6 

NPO 44 22 7 46 22 7 36.6 43.7 30.0 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNESCO 

FTA 

P and D 127 120 127 134 127 186 348.3 448.6 482.4 

GS 76 69 62 86 110 115 223.1 216.5 311.3 

NPO 13 6 12 12 13 24 182.4 180.3 315.5 

Limited FTA or PA 

P and D .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. 

UNIDO 

FTA 

P and D .. 29 23 .. 35 25 .. 238.6 120.3 

GS .. 10 42 .. 12 49 .. 123.6 87.8 

NPO .. 2 9 .. 2 9 .. 51.5 78.2 

Limited FTA or PA 

P and D .. 10 35 .. 11 45 .. 76.8 110.0 

GS .. 5 9 .. 6 14 .. 55.8 93.6 

NPO .. .. .. .. .. .. .. .. .. 

UN Tourism 

FTA 

P and D 4 1 4 4 1 4 164.8 580.0 237.0 

GS 0 2 1 0 2 1 .. 56.0 199.0 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Number of job openings Number of vacancies Number of applications per job 

opening 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UPU 

FTA 

P and D 8 24 11 ..– ..– ..– 58.6 58.0 73.9 

GS 8 6 7 ..– ..– ..– 19.0 31.0 24.9 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P and D n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a 

WHO 

FTA 

P and D 553 555 714 610 869 547 233.5 198.4 293.9 

GS 402 281 312 507 691 398 204.5 216.6 168.4 

NPO 287 144 308 209 280 192 159.4 155.6 129.9 

Limited FTA or PA 

P and D ..– ..– ..– ..– ..– ..– ..– ..– ..– 

GS ..– ..– ..– ..– ..– ..– ..– ..– ..– 

NPO ..– ..– ..– ..– ..– ..– ..– ..– ..– 

WIPO* 

FTA 

P and D 62 61 93 ..– ..– ..– 129.5 167.0 166.1 

GS 7 17 10 ..– ..– ..– 58.4 87.0 106.5 

NPO 2 1 2 ..– ..– ..– 28.0 38.0 22.5 

Limited FTA or PA 

P and D 8 7 1 ..– ..– ..– 131.0 76.6 88.0 

GS 0 0 0 ..– ..– ..– ..– ..– ..– 

NPO 0 0 0 ..– ..– ..– ..– ..– ..– 

WMO 

FTA 

P and D ..– ..– ..– ..– ..– ..– ..– ..– ..– 

GS ..– ..– ..– ..– ..– ..– ..– ..– ..– 

NPO ..– ..– ..– ..– ..– ..– ..– ..– ..– 

Limited FTA or PA 

P and D ..– ..– ..– ..– ..– ..– ..– ..– ..– 

GS ..– ..– ..– ..– ..– ..– ..– ..– ..– 

NPO ..– ..– ..– ..– ..– ..– ..– ..– ..– 
 

Source: JIU data request. 
 

Legend 

n/a Not applicable 

..– Not available 
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Box 37  

Offer acceptance 

Offer acceptance rates are generally high. The median acceptance rate is 

97.8%, and values range from 40% to 100%. The minimum rate is reported 

for IMO, for limited FTAs or PAs at the GS level, in 2022; lower values 

also appear for other IMO categories and for UNCTAD FTAs, GS level, in 

2024. This confirms that acceptance rates are high overall but not 

uniformly so across the dataset.  

The reported reasons for offer declines are mainly driven by candidate-

side factors and offer/package fit. Commonly cited reasons include 

personal/family reasons and “bad timing” to change jobs, as well as 

accepting another/better offer elsewhere (including “more competitive 

offers”). Duty-station/relocation constraints (e.g., candidates unable to 

relocate, non-competitive offer relative to duty-station living conditions) 

and employment/contract conditions (e.g., earnings below expectations, 

preference for a longer-term contract, long-term contract not approved) 

were also mentioned. A few more specific reasons appear, such as failure 

to meet medical clearance standards and candidates withdrawing/refusing 

in the selection context. Most organizations, however, note that the reasons 

for offer declines are not tracked or not available in their systems (or are 

managed locally), which limits comparability.  

  

 

 

Box 38 

Readvertisement 

Readvertisement rates vary widely, with a median of 8.0% and a range of 

0.0 to 100.0% across reported figures. Zero rates occur in several entries, 

while WIPO FTAs at the NPO level reached 100.0% in 2023. Among less 

extreme values, IMO limited FTAs or PAs at the GS level were 75.0% in 

2022 and 60.0% in 2023; low positive values include WHO FTAs at the 

P/D levels, at 0.9% in 2022, and UNESCO FTAs, GS level, and ICAO 

FTAs, P/D levels, at 1.6% in 2024. Readvertisements were reported as 

mainly linked to insufficient numbers of qualified candidates or limited 

candidate pool, insufficient applications and situations where no suitable 

candidate is identified or the selection is not endorsed/cleared. Candidate 

decisions also trigger readvertisements, for example, when a selected 

candidate declines the offer and there are no alternate candidates, or the 

candidate becomes unavailable or withdraws. Organizations also reported 

readvertisement following changes to the post, including 

reprofiling/redesign, reclassification, changes to job description/ 

requirements, appointment type or duty station. Diversity considerations 

are also referenced, such as shortlists not being diverse enough or lacking 

gender or geographical representation. Some organizations note that 

readvertisements are not tracked (or are difficult to track) and may be 

operationalized as cancelling and reposting as a new opening.  
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Box 39 

Cancellation 

Cancellation rates also show substantial variation, with a median of 14.3% 

and a range of 0.0 to 100.0% across reported figures. Zero rates occur in 

several entries, while WIPO FTAs at the NPO reached 100.0% in 2023. 

Among less extreme high values, UNEP FTAs, NPO level, reached 60.0% 

in 2024, and UNOPS FTAs, GS level, were 54.5% in 2023. Cancellations 

cluster around resource constraints, organizational changes and 

unsuccessful recruitment outcomes. Commonly mentioned reasons 

include budgetary constraints/funding changes (including funding 

uncertainty and reallocations) and broader management/organizational 

decisions (e.g., changes in priorities, management decision, divisional 

restructuring). Post-level changes are also prominent, such as post 

reprofiling/redesign, changes to job description/requirements, change of 

duty station and position discontinuation/post no longer needed/  

abolishment of position. Operationally, cancellations may also occur 

because no suitable candidate is found or candidates do not accept or 

withdraw. Some organizations also reported positions being filled laterally 

or through direct appointment (e.g., decision of the Secretary-General). 

  

 

 

Box 40 

Backlog 

Backlog rates vary widely, with a median of 2.15% and a range of 0.0 to 

100.0% across reported figures. Overall, the indicator suggests that some 

organizations close most recruitments within the reporting year, while 

others carry a materially larger share of unresolved cases.  

  

 

 

Box 41 

Retention of hires 

Attrition rates vary widely, with a median of 6.0% and a range of 0.0 to 

100.0% (see table 35). Many reported values are zero or low; the highest 

value is 100.0% for UNAIDS FTAs, NPO level, in 2024, while UNRWA 

reports values up to 97.0% and ICAO up to 92.2%. These measures can be 

powerful indicators of hiring “stickiness” and early turnover for the United 

Nations common system organizations.  

  

 

  Table 35 

  Summary statistics for recruitment process outcome indicators (2022–2024) 

based on comparable data reported by JIU participating organizations  
 

 

Metric Median Lowest Highest 

Offer acceptance rate 97.80% 40.00% 100.00% 

Readvertisement rate 8.00% 0.00% 100.00% 

Cancellation rate 14.30% 0.00% 100.00% 

Backlog rate 2.15% 0.00% 100.00% 

Attrition rate 6.00% 0.00% 100.00% 
 

Source: JIU data request 
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Table 36 

Recruitment process outcomes on job openings (2022–2024) 
 

 

Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

United Nations 

Secretariat 

FTA 

P/D 89.9% 89.2% 91.7% .. .. .. 19.3% 21.8% 25.6% 4.5% 8.2% 36.3% 13.1% 7.2% 0.6% 

GS 92.1% 92.8% 94.1% .. .. .. 20.2% 19.7% 19.5% 8.3% 10.8% 41.2% 10.6% 5.8% 0.7% 

NPO 92.8% 97.4% 93.3% .. .. .. 26.7% 32.8% 24.4% 37.9% 32.8% 44.2% 31.4% 14.7% 2.2% 

Limited FTA or PA 

P/D 
.. .. .. .. .. .. .. .. .. .. .. .. P: 25.3% 

D: 16.7% 

P: 7.5% 

D: 7.7% 

P: 1.2% 

D: 0.0% 

GS .. .. .. .. .. .. .. .. .. .. .. .. 24.1% 0.0% 0.0% 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 22.2% 0.0% 0.0% 

ITC 

FTA 

P/D .. 97.6% 100.0% .. .. 15.4% 
.. 

11.5% 7.7% 
.. .. 

15.4% .. 
8.8% 

.. 

GS .. 90.9% 100.0% .. .. 33.3% 
.. 

7.7% 33.3% 
.. .. 

.. 
.. .. 80.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a .. .. .. 

UNCTAD 

FTA 

P/D 100.0% 94.7% 100.0% .. .. .. 22.2% 38.5% 25.0% 22.2% 23.1% 81.3% 13.3% 0.0% 0.0% 

GS 90.0% 100.0% 80.0% .. .. .. .. 14.3% 25.0% 22.2% 71.4% 75.0% 0.0% 0.0% 0.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Subtotal .. .. .. .. .. .. .. .. .. .. .. ..    
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UNDP 

FTA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNEP 

FTA 

P/D 92.9% 92.4% 97.8% .. .. .. 19.9% 21.2% 36.9% 0.0% 1.8% 19.1% 10.3% 2.4% 0.0% 

GS 87.1% 92.7% 92.9% .. .. .. 15.9% 16.5% 19.4% 0.0% 0.0% 1.1% 11.8% 3.0% 1.0% 

NPO 100.0% 66.7% 100.0% .. .. .. 0.0% 33.3% 60.0% 0.0% 100.0% .. 0.0% .. 0.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 0.0% 0.0% 0.0% 

GS .. .. .. .. .. .. .. .. .. .. .. .. 0.0% 0.0% 0.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNFPA 

FTA 

P/D .. 87.3% 91.6% .. 6.7% 13.8% .. 27.3% 22.6% .. .. .. .. 23.6% 9.9% 

GS .. 85.0% 85.6% .. 3.6% 5.6% .. 20.9% 26.5% .. .. .. .. 24.4% 9.7% 

NPO .. 88.8% 86.7% .. 2.7% 8.0% .. 30.5% 43.1% .. .. .. .. 21.3% 10.9% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UN-Habitat 

FTA 

P/D 100.0% 96.4% 94.3% .. .. .. 20.0% 10.3% 3.0% 20.0% 41.4% 27.3% 5.3% 6.0% 0.0% 

GS 90.0% 100.0% 95.5% .. .. .. 20.0% 8.3% 20.0% 10.0% 33.3% 20.0% 15.4% 0.0% 0.0% 

NPO 100.0% 85.7% 100.0% .. .. .. 20.0% 0.0% 13.3% 30.0% 28.6% 0.0% 9.1% 0.0% 0.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. 0.0% .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNHCR 

FTA 

P/D 
.. 

96.5% 91.7% 
.. 

9.6% 6.8% 
.. 

33.5% 47.5% 
.. 

0.1% 3.8% 
P: 32.6% 

D: 0.0% 
18.1% 18.3% 

GS .. 100.0% 100.0% .. 10.3% 10.7% .. 24.6% 30.4% .. 3.6% 10.0% 45.5% 40.9% 28.1% 

NPO .. 100.0% 100.0% .. 12.5% 12.3% .. 28.9% 37.7% .. 4.5% 9.5% 44.4% 32.4% 33.3% 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNICEF 

FTA 

P/D 96.5% 97.0% 97.2% 4.6% 8.4% 9.2% 16.3% 11.5% 13.0% 21.5% 15.1% 19.4% 10.9% 5.1% 2.9% 

GS 95.1% 96.6% 96.9% 3.6% 5.0% 2.5% 10.0% 12.2% 9.5% 12.8% 17.2% 14.9% 16.0% 11.0% 5.0% 

NPO 97.8% 97.9% 97.5% 6.9% 6.1% 8.6% 13.6% 15.1% 16.5% 19.8% 20.6% 21.6% 13.0% 8.0% 6.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNODC 

FTA 

P/D 93.9% 95.8% 94.7% .. .. .. 20.3% 23.0% 23.5% 0.0% 2.3% 27.9% 20.8% 10.0% 0.0% 

GS 89.3% 90.5% 89.3% .. .. .. 25.0% 17.8% 30.3% 0.0% 13.3% 24.2% 22.2% 0.0% 0.0% 

NPO 92.9% 100.0% 100.0% .. .. .. 25.0% 31.2% 35.3% 0.0% 0.0% 52.9% 0.0% 0.0% 0.0% 
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNOPS 

FTA 

P/D .. .. .. .. .. .. 25.0% 17.4% 15.4% .. .. .. .. .. .. 

GS .. .. .. .. .. .. 28.6% 54.5% 16.7% .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNRWA 

FTA 

P/D 100.0% 93.3% 94.7% 10.1% 10.6% 13.7% 10.1% 11.8% 5.9% 0.0% 0.0% 2.0% 81.0% 76.1% 75.8% 

GS 100.0% 100.0% 100.0% 0.0% 0.0% 33.3% 0.0% 20.0% 0.0% 0.0% 0.0% 0.0% .. .. 97.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D 100.0% 90.5% 93.1% 18.2% 0.0% 0.0% 9.1% 12.2% 4.2% 0.0% 0.0% 0.0% 97.0% 95.5% 89.2% 

GS 100.0% 100.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UN-Women 

FTA 

P/D 100.0% 100.0% 100.0% 21.4% 15.3% 8.1% 6.8% 8.7% 16.3% .. .. 3.0% 13.5% 9.6% 5.7% 

GS .. .. .. 17.4% 15.3% 8.0% .. .. .. .. .. .. .. .. .. 

NPO .. .. .. 11.7% 15.3% 9.3% .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

WFP48 

FTA 

P/D 94.3% 93.5% 92.5% .. .. .. .. .. .. .. .. 8.6% 4.0% 3,9% 5.3% 

GS .. .. .. .. .. .. .. .. .. .. .. 14.4% 4.1% 4.7% 14.3% 

NPO .. .. .. .. .. .. .. .. .. .. .. 13.6% 12.3% 9.2% 12.9% 

Limited FTA or PA 

P/D 93.6% 92.9% 95.2% .. .. .. .. .. .. .. .. 15.0% n/a 5.1% 8.1% 

GS .. .. .. .. .. .. .. .. .. .. .. .. n/a .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. n/a .. .. 

FAO 

FTA 

P/D 92.2% 89.4% 93.5% 4.1% 10.1% 2.9% 16.0% 25.0% 18.5% 0.0% 1.1% 15.0% 54.0% 42.0% 18.0% 

GS .. .. .. .. .. .. 14.2% 11.2% 9.2% 5.6% 3.6% 11.6% .. .. .. 

NPO 100.0% 100.0% 100.0% 10.5% 26.7% 13.6% 26.3% 44.0% 40.7% 0.0% 5.3% 10.2% .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

ICAO 

FTA 

P/D 89.8% 92.1% 95.3% 18.4% 6.8% 1.6% 5.3% 6.8% 1.6% 0.0% 0.0% 3.1% 79.2% 86.7% 92.2% 

GS 72.1% 92.1% 83.3% 1.8% 8.0% 4.8% 1.8% 4.0% 3.2% 0.0% 2.0% 3.2% 91.0% 84.0% 80.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

__________________ 

 48  WFP reported turnover rate instead of attrition.  
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

IAEA 

FTA 

P/D 98.3% 94.8% 94.9% 24.4% 17.1% 21.8% 1.2% 0.8% 0.8% 0.0% 0.0% 15.3% .. .. .. 

GS 100.0% 98.8% 97.1% 2.1% 1.9% 7.5% 0.0% 0.0% 1.9% 0.0% 0.0% 9.4% .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D 100.0% 100.0% 100.0% 0.0% 0.0% 14.3% .. .. .. 0.0% 0.0% 14.3% .. .. .. 

GS 100.0% 100.0% 100.0% 0.0% 0.0% 0.0% .. .. .. 0.0% 0.0% 0.0% .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

ILO 

FTA 

P/D 84.4% 100.0% 98.9% .. .. .. 3.7% 4.1% 2.5% 0.0% 0.0% 8.6% 4.0% 5.0% 5.0% 

GS 100.0% 100.0% 89.5% .. .. .. 0.0% 0.0% 4.8% 0.0% 0.0% 3.2% 3.1% 4.4% 5.6% 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 12.5% 20.0% 0.0% 

Limited FTA or PA 

P/D 
.. .. .. .. .. .. .. .. .. .. .. .. P: 27.5% 

G: 40.0% 

P: 25.4% 

G: 16.7% 

P: 11.5% 

G: 0.0% 

GS .. .. .. .. .. .. .. .. .. .. .. .. 43.6% 27.5% 16.3% 

NPO .. .. .. .. .. .. .. .. .. .. .. .. 43.1% 35.8% 15.7% 

IMO 

FTA 

P/D 85.7% 76.9% 89.3% 23.1% 30.8% 11.5% 3.8% 15.4% 7.7% 3.8% 0.0% 0.0% 46.7% 6.0% 20.2% 

GS 91.7% 75.0% 76.2% 33.3% 33.3% 13.6% 13.3% 6.7% 9.1% 0.0% 0.0% 0.0% 12.0% 13.0% 5.0% 

NPO .. .. .. .. .. .. .. .. .. 0.0% 0.0% 25.0% .. .. .. 

Limited FTA or PA 

P/D 100.0% 50.0% 81.8% 33.3% 50.0% 42.9% 16.7% 25.0% 14.3% 0.0% 0.0% 14.3% 0.0% 0.0% 0.0% 

GS 40.0% 100.0% 66.7% 75.0% 60.0% 20.0% 25.0% 20.0% 10.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

ITU 

FTA 

P/D 100.0% 97.1% 98.0% 4.3% 5.9% 4.0% 30.4% 14.7% 6.0% 8.7% 20.6% 14.0% 35.3% 8.9% 4.2% 

GS 100.0% 100.0% 100.0% .. .. 7.7% 0.0% 9.1% 7.7% 22.2% 45.5% 15.4% 0.0% 0.0% 0.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

Limited FTA or PA 

P/D 100.0% 100.0% 100.0% .. .. .. .. .. .. 8.3% 25.0% 16.7% 0.0% 0.0% 0.0% 

GS 100.0% 100.0% 100.0% .. .. .. .. .. .. .. .. .. .. 50.0% .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UNAIDS 

FTA 

P/D 88.6% 94.3% 100.0% 7.1% 11.6% 4.2% 26.2% 9.3% 8.3% 0.0% 0.0% 50.0% 29.1% 14.5% 10.8% 

GS 90.6% 100.0% 100.0% 5.4% 5.6% 0.0% 18.9% 25.0% 9.1% 0.0% 0.0% 18.2% 33.0% 30.0% 17.0% 

NPO 94.6% 100.0% 100.0% 6.8% 0.0% 0.0% 18.2% 13.6% 14.3% 0.0% 0.0% 57.1% 25.0% 37.0% 100.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNESCO 

FTA 

P/D 99.1% 100.0% 100.0% 8.7% 8.3% 9.4% 2.4% 23.3% 18.1% 0.0 1.7% 29.9% 5.6% 11.2% 5.6% 

GS 100.0% 100.0% 100.0% 0.0% 0.0% 1.6% 0.0% 2.9% 1.6% 0.0 0.0 21.0% 20.0% 19.0% 4.0% 

NPO 93.3% 100.0% 100.0% 0.0% 0.0% 0.0% 0.0% 16.7% 0.0% 0.0 0.0 8.3% 7.0% 0.0% 0.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

UNIDO 

FTA 

P/D .. 100.0% 100.0% .. 17.2% 34.8% .. 10.3% 4.3% .. 0.0% 0.0% .. 0.0% 0.0% 

GS .. 100.0% 100.0% .. 30.0% 31.0% .. 20.0% 14.3% .. 10.0% 2.4% .. 6.0% 0.0% 

NPO .. 100.0% 85.7% .. 50.0% 44.4% .. 0.0% 0.0% .. 0.0% 11.1% .. 0.0% 0.0% 

Limited FTA or PA 

P/D .. 100.0% 97.8% .. 10.0% 14.3% .. 0.0% 17.1% .. 0.0% 2.9% .. 0.0% 2.0% 

GS .. 100.0% 92.3% .. 20.0% 22.2% .. 0.0% 22.2% .. 0.0% 0.0% .. 20.0% 0.0% 

NPO .. 100.0% 100.0% .. .. .. .. 0.0% .. .. 0.0% 0.0% .. 0.0% 0.0% 
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

UN Tourism 

FTA 

P/D 100.0% 100.0% 100.0% 0.0% 0.0% 0.0% 25.0% 0.0% 50.0% 0.0% 0.0% 0.0% 14.0% 0.0% 0.0% 

GS 100.0% 100.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% .. 0.0% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

UPU 

FTA 

P/D 85.7% 91.7% 100.0% 12.5% .. .. .. .. .. .. .. .. 23.8% 8.6% 27.3% 

GS 100.0% 100.0% 100.0% .. .. .. .. .. .. .. .. .. 12.5% 16.7% 14.3% 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

Limited FTA or PA 

P/D n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a 

WHO 

FTA 

P/D 95.3% 94.4% 96.3% 0.9% 10.1% 4.2% 21.0% 44.5% 12.7% 15.6% 10.8% 44.8% 11.8% 4.4% 3.9% 

GS 97.6% 96.9% 99.4% 5.0% 3.2% 3.2% 14.9% 23.5% 17.0% 19.4% 19.6% 35.6% 10.0% 11.0% 5.0% 

NPO 98.7% 96.7% 98.7% 4.2% 3.5% 3.6% 13.2% 19.4% 16.6% 27.2% 17.4% 37.7% 12.0% 12.0% 3.0% 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 
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Organization/ 

entity 

Staff 

category 

Offer acceptance 

rate 

Readvertisement 

rate 

Cancellation 

rate 

Backlog 

rate 
Attrition rate 

Year 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 2022 2023 2024 

WIPO 

FTA 

P/D 93.3% 92.6% 93.2% 33.9% 32.8% 25.8% 17.7% 14.8% 12.9% 0.0% 0.0% 0.0% 2.9% 4.7% 1.8% 

GS 100.0% 100.0% 100.0% 0.0% 0.0% 0.0% 0.0% 5.9% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

NPO 100.0% .. 100.0% 50.0% 100.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

Limited FTA or PA 

P/D 100.0% 85.7% 100.0% 25.0% 14.3% 0.0% 12.5% 14.3% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

GS n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a .. .. .. 

NPO n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a n/a .. .. .. 

WMO 

FTA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

Limited FTA or PA 

P/D .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

GS .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

NPO .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. 

 

Source: JIU data request. 
 

Legend 

n/a Not applicable 

.. Not available 
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 C. Accountability mechanisms 
 

 

Table 37 

Delegation of authority across JIU participating organizations by staff category and final selection authority 

when hiring manager, HR and review body do not concur49  
 

 

Organization/ 

entity 

International 

Professional 
GS NPO 

Final decision authority in cases of 

disagreement 

United Nations 

Secretariat 

• D-2: Secretary-

General  

• P and D-1: Head of 

Entity 

Head of Entity Head of Entity 

ST/AI/2010/3 rev.3 provides that if 

the review body has found irregularity 

in the procedure, the authority to 

decide is taken away from the Head of 

Entity as follows: 

“Section 8 Central review bodies  

8.1 The central review bodies shall 

review proposals for filling a vacancy-

specific job opening or for placing 

candidates on the roster following a 

generic job opening, made by the 

entity concerned, to ensure that 

applicants were evaluated on the basis 

of the corresponding evaluation 

criteria and that the applicable 

procedures were followed.  

8.2 If the central review body finds 

that the evaluation criteria have not 

been properly applied and/or the 

applicable procedures have not been 

followed, the central review body 

shall transmit its findings and 

recommendation to the official having 

authority to withdraw the authority to 

make a selection decision with respect 

to a particular job opening on behalf 

of the Secretary-General, as follows: 

(a) The Under-Secretary-General for 

Management Strategy, Policy and 

Compliance for vacancies at the P-5 

and D-1 levels; 

(b) The Assistant Secretary-General 

for Human Resources for all other 

vacancies.” 

ITC Executive Directora Executive Director n/a Executive Director 

UNCTAD 
Same as United 

Nations Secretariat 

Same as United 

Nations Secretariat 
n/a 

Head of Entity 

__________________ 

 49  Special circumstances exceptions may apply, such as emergency staffing at UNICEF and fast -

track procedures at UN-Women. 

https://docs.un.org/en/ST/AI/2010/3
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Organization/ 

entity 

International 

Professional 
GS NPO 

Final decision authority in cases of 

disagreement 

UNDP 
Hiring Director/ 

Head of Unit 

• Headquarters: 

Head of Unit 

• Country offices: 

Resident 

Representative 

Resident 

Representative 

• For international FTAs, the final 

decision is made by the Associate 

Administrator upon recommendation 

by the Director, BMS/OHR.  

• For local FTAs, the final decision is 

made by the relevant Bureau 

Director (or the Associate 

Administrator if the hiring manager 

is a Bureau Director) upon 

recommendation of the Director 

BMS/OHR. 

UNEP 
Same as United 

Nations Secretariat 

Same as United 

Nations Secretariat 
n/a 

UNEP is part of the United Nations 

Secretariat and has been advised that 

the OHR response also covers UNEP. 

UNFPA 

• D-2: Executive 

Director 

• P and D-1: Head of 

Unitb 

• Headquarters: 

Head of Unit 

• Country offices: 

Representative/ 

Country Director/ 

Head of Office 

Representative/ 

Country Director/ 

Head of Office 

The official with delegated authority 

to make staff selection decisions as 

designated in the Delegation of 

Authority in matters relating to 

Human Resources. 

UN-Habitat 
Same as United 

Nations Secretariat 

Same as United 

Nations Secretariat 

Same as United 

Nations Secretariat 
Same as United Nations Secretariat 

UNHCR 

• P-5 and above: 

High 

Commissionerc 

• P-1 to P-4: 

Regional Bureau 

Director (country 

operations) or High 

Commissioner 

(posts within 

Regional Bureaux/ 

Headquarters) 

• Headquarters: 

Deputy High 

Commissioner 

• Country offices: 

Representative/ 

Head of 

Multi‑Country 

Office/Regional 

Bureau Director/ 

Head of Service 

Centre 

Head of 

Multi‑Country 

Office/Regional 

Bureau Director/ 

Head of Service 

Centre 

High Commissioner for all 

Professional positions, Deputy High 

Commissioner: Geneva HQ; Regional 

Bureau Director: RB/Representative: 

Operations/Head of Service Centre: 

GSC 

UNICEF 

• D/Representative: 

Executive Director 

• P: Head of Office 

• Headquarters: 

Head of 

Office/Division 

• Country offices/ 

regional settings: 

Head of Office/ 

Regional Director 

Head of Office 

The Approving Authority as 

designated in the Staff Selection 

Procedure. 

UNODC 
Same as United 

Nations Secretariat 

Same as United 

Nations Secretariat 

Same as United 

Nations Secretariat Same as United Nations Secretariat 

UNOPS 

• D: HR Director 

• P: Regional 

Director/Head of 

Multi‑Country 

Office 

• Headquarters: 

Head of Office/ 

Division 

• Country offices/ 

regional settings: 

Head of Office 

Head of Office 

Hiring Manager 
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Organization/ 

entity 

International 

Professional 
GS NPO 

Final decision authority in cases of 

disagreement 

UNRWA 

• D/Heads of Field: 

Commissioner-

General  

• P: HR decision 

authority at 

Headquarters 

n/a 
n/a  

(See commentsd) 

The Commission-General 

UN-Women 

• D: Executive 

Director 

• P: HR Director 

• Headquarters: 

Head of Office/ 

Division 

• Country offices/ 

regional settings: 

Head of Office 

Head of Office 

The authority to appoint Staff 

Members under the Staff Regulations 

and Rules has been delegated by the 

Secretary-General to the Executive 

Director of UN-Women. The 

Executive Director may delegate the 

approval authority to other members 

of senior management at UN-Women 

headquarters locations and country 

offices. In accordance with the 

UN-Women Delegation of Authority 

Framework:  

The Executive Director approves 

selection at the D-1 level and above, 

including all Regional Directors, 

Country Representatives, and Chiefs 

of HQ Sections.  

The Director of Human Resources has 

delegated authority to approve 

recruitment and selection for all 

positions at the P-5 level and below 

except those positions specifically 

under the authority of the Executive 

Director, as well as GS posts at HQ.  

Regional Directors have delegated 

authority to approve the selection of 

NO and GS staff in the field, subject 

to review and endorsement by the 

respective Country Representative, as 

applicable. 

WFP 

HR decision 

authority at 

Headquarterse 

• Headquarters and 

Global offices: HR 

Director 

• Field: Regional/ 

Country Director 

• Headquarters and 

Global offices: HR 

Director 

• Field: Regional/ 

Country Director 

The appointing authority will be the 

ultimate decision maker, depending on 

the grade and contract type it may be 

the Executive Director (for D-1s and 

above), Director HRM, or 

corresponding Country Director. 

FAO 

• D: Director 

General 

• P: Delegated senior 

management 

• Headquarters: HR 

Division 

• Field: Head of 

Office 

Head of Country 

Office 
Appointing authority. It depends on 

which posts (regular or trust funds, 

contact type, grade and hiring unit) 
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Organization/ 

entity 

International 

Professional 
GS NPO 

Final decision authority in cases of 

disagreement 

ICAO Secretary General 

• Above G5: Bureau 

of Administration 

and Services 

• G1-G5: HR Deputy 

Director  

n/a 

Secretary General for Group 1 and 

Group 2 cases. Director of 

Administration of Head of HR for GS 

cases (based on delegation of 

authority from the SG. 

IAEA Director General HR Director n/a 

All dissenting opinions are recorded in 

the appointment proposal report. After 

reviewing all available information 

and assessments, for P/D-level posts, 

the DG makes the final recruitment 

decision, and for GS-level, the 

Director of HR makes the final 

decision. 

ILO Director General 

• Headquarters: 

Senior management 

• Field: Field 

management 

Field management 

For FTA position in Group 

1worldwide, Group 2 worldwide and 

GS positions in HQ the DG takes the 

final decision. For Limited FTA 

positions in Group 1, GS and NO, HR 

takes the final decision. 

IMO Secretary General 

Director, 

Administrative 

Division 

n/a 

For G-S position Director of AD 

(delegated by S-G) and for P and D 

posts the S-G. 

ITU Secretary General Secretary General n/a The Secretary General 

UNESCO Director General 
Assistant Director-

General 

Directors/Heads of 

Offices 
 

UNIDO Director General HR Director HR Directorf 

Assistant Director Generals for NO, 

GS FTA and Gr 1 and 2 PA positions 

and the Director-General for Gr 1 and 

2 FTA 

UN Tourism Secretary General Secretary General n/a 

Disagreements can be documented in 

paperwork for assessment by 

respective body and/or appointing 

authority. 

UPU Director General Director General n/a Director General 

WHO 

• D-2/Head of 

Office: Director 

General 

• D-1/P6: Regional 

Director 

• P-1 to P-5: 

Assistant Director 

General 

(Headquarters) or 

Regional Director 

(field) 

• Headquarters: 

Director General 

• Field: Regional 

Director 

Regional Director 

Director General 
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Organization/ 

entity 

International 

Professional 
GS NPO 

Final decision authority in cases of 

disagreement 

WIPO 

• FTA: Director 

General  

• Temporary 

appointments: HR 

Director 

• FTA: Director 

General 

• Temporary 

appointments: HR 

Director 

n/a 

A member of the executive leadership, 

usually Division head, Director-

General, Regional Director (not part 

of the selection panel) has the 

authority to make the final recruitment 

decision. 

WMO Secretary General Secretary General n/a 

HR Director, as the hiring manager is 

not in the approval line. After the HR 

Director, the approval line goes to the 

DG who is the final approving 

authority for fixed-term positions. For 

temporary positions, HR Director is 

the final approving authority. 
 

Source: JIU corporate questionnaire and interviews.  

 a  D‑2 selections are reviewed by the Senior Review Group of the United Nations Secretariat.  

 b  Headquarters: Divisional Director; Country offices: Representative/Country Director/Head of Office.  

 c  P-5 and above requires recommendation by the Senior Assignments Committee (SAC) and review by the Joint Review Board.  

 d  Locally recruited “Area Staff” in field operations are under delegated authority of the Director of UNRWA Affairs/Head of Field.  

 e  Executive Director retains appointment authority for D and Country Directors; and HR Director approves fixed‑term 

appointments for P staff. 

 f  Exception: Heads of Country Offices (NO posts) are Director General executive appointments.  
 

 

 

 D. Oversight mechanisms 
 

 

 

Box 42 

Staff recruitment audit and evaluation between 2020 and 2025  

The recommendations in recent reports point to a consistent set of 

recruitment weaknesses and corresponding corrective measures that are 

highly transferable across United Nations organizations. Specifically, 

oversight bodies repeatedly emphasize the need to: 

 (a) Streamline end-to-end recruitment workflows and remove 

duplicative steps; 

 (b) Professionalize governance and accountability by clarifying 

roles (HR, hiring managers, review bodies), strengthening oversight of 

delegated authority, renewing review body mandates on time and 

reinforcing compliance review arrangements;  

 (c) Improve transparency and auditability through systematic 

documentation of decision rationales, standardized longlisting/shortlisting 

records, complete audit trails in corporate platforms (e.g., Inspira/  

Workday/Quantum) and clear handling of exceptions;  

 (d)  Set and monitor recruitment performance metrics (including 

time-to-hire and stage-level timelines), supported by dashboards, periodic 

reporting and automated reminders;  

 (e)  Modernize recruitment infrastructure and tools by enhancing 

applicant tracking systems and integrations, reducing manual off -system 

work and using technology (including automation and, where feasible, AI-

enabled features) to support screening, scheduling, tracking and candidate 

communications. 
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Several reports also highlight the system-wide value of rosters and talent 

pools to accelerate staffing while maintaining competitiveness, as well as 

targeted measures to strengthen panel quality and integrity (training for 

hiring managers/panellists, consistent panel composition, secure handling 

of assessment materials), and to advance diversity objectives through 

transparent selection decisions and monitoring. In humanitarian and surge 

contexts, audits underscore the need for early workforce planning, clear 

documentation and robust due‑process assurances.  

The Inspector commends UNFPA, FAO, WFP, UNDP and IAEA for their 

most recent audit reports on staff recruitment matters.  

  

 

Table 38 

Audit and evaluation coverage and recommendations on staff recruitment across JIU participating 

organizations between 2020 and 2025 
 

 

Organization/ 

entity 
Yes/no Title and/or comments Recommendations on staff recruitment 

United Nations 

Secretariat 
Partially 

No holistic recruitment audit. 

1. Audits focused on recruitment 

Audit of recruitment of 

international staff, 

consultants and contractors in 

the United Nations 

Multidimensional Integrated 

Stabilization Mission in the 

Central African Republic 

(2021) (Report No. 

2021/069) 

The United Nations Multidimensional Integrated 

Stabilization Mission in the Central African Republic 

should: 

• establish and implement a recruitment plan to ensure that 

timely action is taken to fill current and projected vacant 

posts, with consideration given to prioritizing key 

positions. 

• ensure hiring managers systematically document the 

reasons for the selection of a male candidate when a 

qualified female candidate is not selected.” 

• provide training to hiring managers on the recruitment 

process; and (b) streamline the approval process of job 

openings and recommended candidates. 

• take action to ensure the recruitment process is fully 

documented and recorded in Inspira in a timely manner. 

• with the support of HRMS, ensure hiring managers 

constitute recruitment panels in line with the 

requirements of ST/AI/2010/3. 

• adequately coordinate and implement follow-up 

procedures with the onboarding and separation service 

line in RSCE to ensure that reference checks are 

conducted prior to onboarding of new staff. 

Audit of international staff 

recruitment in the United 

Nations Mission in the 

Republic of South Sudan 

(2023) (Report No. 

2023/031) 

The United Nations Mission in South Sudan should: 

• strengthen the monitoring of the recruitment process to 

ensure timely completion. 

• (a) strengthen its procedures to initiate and manage job 

openings to reduce their cancellation rate; and 

(b) adequately justify the cancellation of job openings 

and timely update their status in Inspira. 

https://docs.un.org/en/ST/AI/2010/3
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Organization/ 

entity 
Yes/no Title and/or comments Recommendations on staff recruitment 

Board of Auditors, Vol. I and 

Vol. II (annual) 

2024, Vol. I: I Prioritize the implementation of the staff 

selection 2.0 programme by formulating detailed 

implementation plans and timelines with a view to 

addressing the shortcomings in the current recruitment 

process; 

2023, Vol. I: (m) Remind entities to review their current 

practice of using the fixed term appointment limited 

modality and reiterate to all entities the need to abide by the 

recent policy guideline on the fixed-term appointment 

limited modality;  

(n) Ensure a timely recruitment process for geographical 

posts and ensure that appointments from unrepresented or 

underrepresented countries are in line with relevant targets; 

2. Audits on Human Resources Management that included recruitment 

Audit of management of 

human resources processes in 

the United Nations Interim 

Force in Lebanon (2020) 

Report No. (2022/003) 

The United Nations Interim Force in Lebanon should: 

• provide training to hiring managers on building job 

openings and promptly communicate concerns over any 

highly restrictive evaluation criteria to the hiring 

managers. 

• strengthen the assessment process by: (i) restricting 

access to interview and online test questions and 

increasing security measures such as password protection 

over the transmittal of documents; (ii) ensuring 

assessment panel members have completed the United 

Nations competency-based interviewing training; and 

(iii) ensuring the comparative analysis report is endorsed 

by members of the assessment panel after compilation by 

the hiring manager. 

• address delays in the recruitment process by: 

(i) implementing mechanisms to ensure that hiring 

managers review candidates and submit evaluation 

results to the Human Resources Section within the 

stipulated 40-day timeframe; and (ii) reviewing the 

national staff recruitment process, including use of 

rosters and issue new guidelines as necessary. 

Audit of human resources 

management in the Economic 

Commission for Africa 

(2023) (Report No. 

2023/089) 

The Economic Commission for Africa should: 

• seek guidance from the Office of Human Resources on 

the standard requirements for a recruitment file and 

establish a mechanism to ensure that the guidelines are 

consistently adhered to for transparent recruitment 

practices and to provide an adequate audit trail. 

• strengthen the candidate assessment process by: a) 

preparing comparative analysis report with adequate 

support for the conclusions reached; b) providing audit 

trail of how the shortlist was arrived at; and c) limiting 

the use of single assessments without justification. 

• address continued delays in the recruitment process by 

reviewing the effectiveness of the measures aimed at 

encouraging hiring managers to assess candidates and 

submit evaluation results to the Human Resources 

Section within the stipulated 40-day timeframe. 
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Organization/ 

entity 
Yes/no Title and/or comments Recommendations on staff recruitment 

Audit of human resources 

management in the United 

Nations Assistance Mission 

for Iraq (2024) (Report No. 

2024/044) 

OIOS did not make recommendations to address the 

observed gaps as the United Nations Assistance Mission for 

Iraq is soon to liquidate its activities. 

Audit of human resources 

management in the Office for 

the Coordination of 

Humanitarian Affairs (2024) 

(Report No. 2024/046) 

The Office for the Coordination of Humanitarian Affairs 

should implement measures to improve its vacancy 

management by monitoring and actively managing all 

vacant positions, including those funded by extrabudgetary 

resources, and national staff administered by UNDP. 

Audit of human resources 

management at the Office of 

the High Commissioner for 

Human Rights (2024) 

(Report No. 2024/058) 

OHCHR should: 

• prepare a clear action plan with timelines for 

operationalizing the recommendations made in the 

review of the recruitment process under the 

Organizational Effectiveness 2.0 initiative. 

• guide Divisions to establish a practice of regularly 

monitoring human resources issues including exceptions 

relating to recruitment, performance management, time 

and attendance and mandatory learning. 

ITC No n/a n/a 

UNCTAD No n/a n/a 

UNDP Partially 

No holistic recruitment audit.  

Performance Audit of the Office 

of Human Resources (2022) 

(report no.2425) 

• BMS should amend the Internal Control Framework and 

the UNDP Recruitment and Selection Framework to 

reflect the current roles and responsibilities of BMS/OHR. 

• BMS/OHR should adhere to UNDP’s ‘Information 

Classification and Handling Policy’ and introduce system 

controls to prevent unauthorized disclosure and use of 

such information. 

Audit of BMS Global Shared 

Service Centre Recruitments 

(2025) (report no.2724) 

Recommendation 1: BMS should ensure that the new 

applicant tracking system (ATS): 

a) includes automation features (including for longlisting, 

shortlisting and reference checks); 

b) is integrated with other key systems and tools (such as 

Unall, VidCruiter, Quantum HCM and Quantum PMD); and 

c) enables recruiters to communicate in the ATS with the 

hiring units and candidates and monitors key recruitment 

milestones. 

Recommendation 2: BMS/OHR, in collaboration with 

BMS/GSSC and the Regional Bureaux, should: 

a) conduct a comprehensive assessment of accountabilities 

and responsibilities throughout the recruitment process to 

streamline the process, clarify roles and responsibilities and 

eliminate duplication of work; 

b) ensure that the new ATS records the duration of time for 

which recruitments are on hold to provide an accurate 

representation of recruitment performance; 

c) establish a fixed maximum duration for recruitment 

holds, together with detailed and well documented reasons, 

beyond which the process must either resume or undergo 

formal review for potential cancellation; and 

d) update the SOPs and service-level agreements once the 

process is streamlined and roles and responsibilities are 

clarified. 
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Organization/ 

entity 
Yes/no Title and/or comments Recommendations on staff recruitment 

Recommendation 3: BMS/GSSC should: 

a) Require hiring units to provide documented justification 

for each cancellation request and/or request to put 

recruitment on hold, submitted through the head of office or 

his/her delegate; and 

b) compile and distribute a semi-annual report of all 

cancelled Vas by Country Office to the Deputy Director of 

BMS or their delegate, with copies shared with all Regional 

Bureau Deputy Directors and Director, BMS/OHR. 

Recommendation 4: BMS/OHR together with BMS/GSSC, 

should: 

a) prioritize piloting rosters and updating roster 

management policies and SOPs; and 

b) together with BMS/ITM, identify robust functionality for 

managing rosters either in existing IT systems or in a new 

ATS. 

Recommendation 5: BMS/GSSC should: 

a) analyse in detail the reasons for the high vacancy and 

turnover rates among its personnel; 

b) identify the best ways to reduce vacancies and turnover; 

and 

c) ensure that the workload per recruitment team remains at 

a manageable level (level of workload to be determined by 

BMS/OHR). 

Recommendation 6: a) BMS, primarily BMS/ITM, should 

expedite the procurement of a new ATS with appropriate 

access controls. 

b) BMS/OHR should prioritize the implementation of self-

certification compliance and accountability checks in line 

with an updated accountability framework referenced in 

Recommendation 2. 

Recommendation 7: BMS should: 

a) establish a dotted reporting line from the Director of 

BMS/GSSC to the Director of BMS/OHR; 

b) review and update the governance documents to reflect 

the actual roles and responsibilities, ensuring they align with 

the current organizational structure and oversight 

requirements; and 

c) develop and Implement oversight mechanisms that allow 

the Director of BMS/OHR to monitor and review 

recruitment activities performed by BMS/GSSC. 

Recommendation 8: BMS should: 

a) ensure that the hiring units (Country Offices and other 

business units) use the ASP to record recruitment service 

provisions to United Nations agencies; 

b) enhance service fee tracking by implementing a detailed 

and itemized tracking system to identify and categorize 

specific recruitment service fees separately from general HR 

service fees; 

c) perform a full cost analysis of the recruitment process 

including time and resources spent by both BMS/GSSC and 

the hiring units; 

d) ensure that the costs incurred for the provision of 

recruitment services to United Nations agencies is fully 
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Organization/ 

entity 
Yes/no Title and/or comments Recommendations on staff recruitment 

recovered by UNDP, even when cancellations occur during 

the recruitment process; and 

e) perform a costing variance analysis of the recruitment 

services provided to United Nations agencies and ensure 

services are appropriately costed to ensure sustainability. 

Recommendation 9: BMS, particularly BMS/ITM, should: 

a) ensure that the ATS is compliant with the PII 

requirements, including access rights, deletion of 

confidential information, and protection of data; 

b) update and articulate clearly the process for deleting 

applicant data as per the Personal Data Protection and 

Privacy Policy; 

c) once the process is functional in the new ATS, inform 

candidates of the available functionality to delete their PII 

and communicate the policy on the UNDP career website 

and the application platform; 

d) update UNDP’s Record Management Guidelines to 

include the retention periods and conditions for data 

deletion of job applicants’ data; and 

e) BMS/OHR should develop a workplan to address and 

Implement the necessary corrective actions to address the 

concerns raised in June 2024 during the DPIA. 

UNEP Partially  

UNEP received a BOA recommendation in 2021 to take 

measures to improve recruitment efficiency, in line with the 

benchmark of 120 days for filling a post, from the time of 

issuance of the job opening to selection. Since then, 

however, UNEP has had more than 10 audits, including 

BOA and OIOS, and no additional HR related audit 

recommendations have been made to date. 

UNFPA Yes 

Audit of the UNFPA 

Headquarters Recruitment 

Process (2024) (IA/2024-07) 

• Considering the ongoing implementation of Quantum and 

recent adoption of the 2030 People Strategy, undertake a 

review of the UNFPA human resource policies, 

procedures, and guidance to resolve any existing 

inconsistencies, ensure that they are up to date with 

current practices, and aligned with UNFPA strategies and 

goals. 

• In collaboration with the Information Technology 

Services Office (e.g., for a system solution such as 

enhancing the existing People Analytics Dashboard) and 

other relevant stakeholders, establish appropriate key 

performance indicators for the recruitment process, 

including lead times for each stage of the process, and 

establish a data analytics framework for systematic 

collection and reporting of performance against the 

indicators. 

• Update the Compliance Review Board’s composition and 

clarify its involvement in staffing decisions, particularly 

circumstances under which the principle of presumption 

of compliance is applied when the policy-defined three-

day timeline elapses without the Board’s feedback and 

how the presumption should be documented, taking into 

consideration the need for both flexibility and timeliness 

in the recruitment process. 
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• Develop and implement appropriate guidance to: 

(a) standardize longlisting and shortlisting documentation 

procedures; and (b) guide the adoption of clear and 

specific criteria for use by hiring manages in shortlisting 

recruitment candidates. 
    

UN-Habitat No n/a n/a 

UNHCR Partially 

No holistic recruitment audit has 

been conducted since 2020. 
 

2025 (ongoing): External Audit 

of HR Management 

(HQ/Regions/Operations) 

includes coverage relevant to 

recruitment, including external 

recruitment and internal 

mobility. 

Still in progress 

UNICEF Partially 

No audit of the previous Staff 

Selection Policy (SSP) was 

conducted, as a revised SSP was 

under development from 2020 

and was launched in 2024. 

 

Evaluation of Human Resources 

Management in UNICEF (2025) 

includes recruitment. 

Recommendation 4: Streamline and simplify recruitment 

and onboarding processes.  

Suggested actions: 

• Revisit the recruitment process for simplification (in at 

least one year’s time; until then, the use of the existing 

process is necessary); 

• Review and revise the 2024 Staff Selection Procedure to 

reduce complexity, streamline selection criteria, and 

balance diversity goals with professional requirements. 

• Expand the use of generic job profiles, with scope for 

specific local requirements, and fast-tracked processes 

for emergency contexts. 

• Pilot a centralized talent pool for emergency roles to 

enable rapid deployment of pre-vetted candidates. 

• Leverage technology more for recruitment efficiency: 

create a feasibility study on investing in AI-driven tools 

to screen applications and match candidates to roles 

based on skills and experience. 

• Introduce new active sourcing mechanisms to connect 

with the external labour market. 

UNODC Yes 

Several audit requests from the 

BOA and OIOS on the 

recruitment process and 

timelines. 

n/a 

UNOPS No n/a n/a 

UNRWA No n/a n/a 

UN-Women Partially 

No holistic recruitment audit. 

Recruitment review has been 

embedded in country office 

audits since 2020, as an element 

of the Internal Audit Service 

work programme.  
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WFP Yes 

Internal Audit of Recruitment in 

WFP – Business Process Review 

(2025) (report no. AR-25-20) 

Agreed Actions [High priority] 

1. The Human Resource – Talent Acquisition and 

Deployment Branch, in coordination with the Technology 

and Analytics Branch and Technology Division, will 

conduct a feasibility study to configure and enhance 

Workday, including exploring the use of Artificial 

Intelligence-based tools to: 

(i) Automate and streamline selection, approval, and 

interview scheduling stages, enable automated notifications, 

follow-ups, and tracking features for timely decisions and 

reduce manual coordination. 

(ii) Automate application screening, generate and validate 

technical assessments, and support the development of 

interview questions. 

2. The Human Resource Talent Acquisition and 

Deployment Branch will design recruitment planning 

template that defines timelines, roles, and responsibilities 

for each recruitment process and establish periodic progress 

reporting against each plan to maintain accountability and 

ensure effective execution. 

3. The Human Resource Talent Acquisition and 

Deployment Branch will, subject to availability of financial 

resources, deploy psychometric assessment for certain roles 

based on the seniority and/or sensitivity of the position and 

build internal capacity to manage the tool. 

Agreed Actions [High priority] 

1. The Human Resource Talent Acquisition and 

Deployment Branch, in coordination with the Human 

Resource Technology and Analytics Branch, will develop 

and implement real-time dashboards leveraging data in 

Workday to monitor and report on key recruitment metrics 

including time-to-hire. 

2. The Human Resource Talent Acquisition and 

Deployment Branch, in coordination with the Technology 

Division and subject to availability of financial resources, 

will explore the possibility of deploying a reliable project 

management solution to replace the existing manual tracker. 

3. The Human Resource Talent Acquisition and 

Deployment Branch will Implement a standardized process 

to collect feedback from candidates and other stakeholders 

on recruitment experience (including post-assessment 

feedback from candidates through iMocha) and conduct a 

feasibility study to integrate it into Workday using an 

automated workflow. 

Agreed Actions [Medium priority] 

The Talent Acquisition and Deployment Branch will 

develop a cost-performance framework that captures 

recruitment costs disaggregated by sourcing channel, 

recruitment activity, and performance metrics. This analysis 

should integrate data related to all systems and platforms 

(e.g., LinkedIn, Devex, iMocha) and enable regular analysis 

against benchmarks to inform strategic decisions and 

improve cost-effectiveness. 
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Agreed Actions [Medium priority] 

1. The Talent Acquisition and Deployment Branch, in 

consultation with key stakeholders, will develop and 

implement comprehensive recruitment governance 

framework for Internal Professional and General Service 

staff recruitment to standardize key recruitment steps. The 

procedures will: 

(i) Clarify delegation authority protocols, documentation 

requirements and responsibilities; and 

(ii) Establish oversight mechanisms like periodic reviews to 

ensure accountability and compliance. 

2. The Talent Acquisition and Deployment Branch will 

define and implement a recruitment performance 

monitoring mechanism with clear key performance metrics 

and regular reporting to improve efficiency, effectiveness, 

and accountability across all recruitment stages. 

3. The Talent Acquisition and Deployment Branch will 

leverage existing system functionality to extract and report 

on panel composition and update recruitment guidelines for 

monitoring panel diversity. 

4. The Talent Acquisition and Deployment Branch, in 

coordination with the Human Resources Policy and 

Compliance Branch and/or United Nations partners 

Diversity, Equity and Inclusion Unit, will assess how to 

track disability in corporate systems with appropriate 

privacy safeguards to inform inclusive outreach strategies 
    

FAO Yes 

Audit on the recruitment of 

General Service staff (2025) 

(AUD0725)  

Not available 

Last recruitment audit covering 

international professional staff 

was done in 2019. 

n/a 

ICAO No 
Last recruitment audit was done 

in 2019. 
n/a 

IAEA Yes 

Internal audit of recruitment 

(2021) (report no. IA2021004) – 

summarized in the OIOS annual 

report (GOV/2022/9) 

OIOS recommended that the Secretariat should: a) Perform a 

comprehensive review of the Administrative Manual and the 

Recruitment Guidelines to identify and eliminate 

inconsistencies between the two; develop an institutional 

recruitment outreach strategy; b) Move towards more generic 

job descriptions; define reference checks as a mandatory 

input for recruitment decision making, and make these 

available to decision makers on a timely basis; raise 

awareness and provide Agency-wide training to improve 

efficient and effective implementation of the recruitment 

procedures; c) Strengthen the access controls over 

recruitment data; simplify the e-offer preparation process; 

streamline the internal workflow for reviewing appointment 

proposals; and work with the Division of Information 

Technology to improve the functionalities of the Taleo 

system; and d) Introduce controls to ensure data 

completeness, and monitor key recruitment metrics including 

the timeliness of active as well as completed recruitments. 
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ILO Partially 

No holistic recruitment audit. 

Financial report and audited 

consolidated financial statements 

for the year ended 31 December 

2024 and Report of the External 

Auditor (2025) included 

recruitment (ILC.113/FIN) 

Recommendation 26: The audit recommends ILO to set 

timelines for each internal stage i.e., from the raising of 

request by concerned responsible chief, vetting by HRD 

followed by Finance and Budget review, RAMC, Technical 

panel etc. as provided in Staff Regulation for guidance. The 

timelines could vary according to historical data, especially 

in case of technical recruitments. 

Recommendation 28: The audit recommends that ILO 

strengthens efforts to foster a respectful, ethical, and 

inclusive work environment by proactively addressing 

negative survey feedback related to recruitment processes 

and confidence in reporting misconduct. This includes 

continued collaboration between HRD and the Ethics 

Office, and the integration of relevant outcomes and 

indicators into the HR Strategy for 2026–2030. Initiatives 

such as the ‘ILO Respect’ campaign should be leveraged to 

promote ethical behaviour, cultural awareness, and mutual 

respect across the diverse workforce. 

Recommendation 34: The audit recommends ROAF-ILO to 

adopt an integrated project management approach that 

emphasizes timely recruitment, strict adherence to reporting 

deadlines, and alignment of monitoring and evaluation 

processes with project lifecycles. 

IMO Partially 

2019–2020: IMO carried out an 

organization-wide change project 

in which recruitment was a focus 

area. The report is confidential 

and was not shared by the 

organization. 

n/a 

ITU No n/a n/a 

UNESCO Yes 
Audit of UNESCO Recruitment 

process (2021) 

IOS performed an audit of the recruitment process with an 

objective to assess the overall effectiveness of the process as 

well as compliance with the policies. The seven 

recommendations have already been reported as implemented. 

UNIDO Partially 

No holistic recruitment audit. 

External Audit Report 

(IDB.52/4–PBC.40/4) includes 

recruitment. 

EA recommends considering the following steps to improve 

the recruitment process: 

a. Reassess all steps of the recruitment process and identify 

or eliminate formal/inefficient steps. 

b. Reconsider the APB role in the recruitment process, e.g., 

give them more authority, e.g., select the preferred 

candidate or conduct additional interview with the candidate 

preferred by hiring manager, or transfer its compliance 

function to the HRM controller. 

c. Document the justification for the selection of the final 

candidate. 

d. Apply a competitive process for ISA. 

UN Tourism Partially 

No holistic recruitment audit. 

OIOS audit of human resources 

management included staff 

recruitment (2023) (OIOS – 

2023/086) 

UNWTO should:  

• (a) introduce training requirements for members of the 

Appointment and Promotion Board (APB) and ensure 

that they are assigned to recruitment cases at the same 

grade or lower; and (b) ensure that elections for new APB 

https://docs.un.org/en/IDB.52/4
https://docs.un.org/en/PBC.40/4
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members are held in a timely manner with an appropriate 

number of active alternate members. 

• strengthen its guidelines and procedures for recruitment 

by: (a) establishing requirements and templates to ensure 

that candidates are shortlisted based on clearly 

established criteria, and that the evaluation process is 

clearly documented; and (b) establishing procedures for 

competitive recruitment for posts exempted from review 

by the Appointment and Promotion Board. 

    UPU Yes Not available  

WHO Yes 

• WHA77 Report of external 

auditor – A78_25 

• WHA78 Report of internal 

auditor - A78_26-en 

• 21-1204 Recruitment 

process through Stellis - 

13.09.2021 (Closed Dec 

2024) 

• 22-1237 Global Human 

Resources at the Global 

Service Centre - 30 Sep 

2022 - A76-23 

• Evaluation of the utilisation 

of National Professional 

Officers 

The 2021 Internal Oversight Services’ audit of 

Recruitment process via Stellis (Taleo) included the 

following recommendations: 

- Enhancement of pre-screening by automated 

reconciliation of responses (WHO is exploring usage 

of AI technology while implementing the new 

ERP/HCM ATS) 

- Improvement of functionalities to adapt to smaller 

screens and mobile devices (WHO’s new ERP/HCM 

ATS addresses this) 

- The format of the PHF be made more concise and 

easily readable (WHO’s new ERP/HCM ATS 

addresses this) 

- Improve audit trail and consistency in summarizing 

and recording of Hiring Managers’ review of 

candidate profiles and shortlisting (WHO’s new 

ERP/HCM ATS addresses this) 

- Improvement in streamlining usage of 

assessment/interview systems/platforms across all 

offices (this has been implemented with consistent 

usage of eSkill across all offices) 
- Candidates should be able to customize their 

preferences by grade for receiving appropriate job 

vacancy alerts (WHO’s new ERP/HCM ATS 

addresses this) 
    

WIPO No n/a n/a 

WMO Yes Not available  

Yes 9 

Partially 10 

No 8 
 

Source: JIU corporate questionnaire. 
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Table 39 

Use of review bodies by staff category, by JIU participating organization  
 

 

Organization/ 

entity 
P and D GS NPO Comments 

United Nations 

Secretariat 
Yes Yes Yes 

All fixed-term appointments are reviewed by a designated review body as part of the 

recruitment process; this requirement is waived for fixed-term limited positions. 

Review bodies: 

• P-5 to D-1: Central Review Board 

• P-1 to P-4: Central Review Committee 

• GS: Central Review Panel 

ITC Yes Yes n/a 

All fixed-term appointments are reviewed by a designated review body as part of the 

recruitment process; this requirement is waived for fixed-term limited positions. 

Review bodies: 

• P-5 to D-1: Central Review Board 

• P-1 to P-4: Central Review Committee 

• GS: Central Review Panel 

UNCTAD Yes Yes n/a 

All fixed-term appointments are reviewed by a designated review body as part of the 

recruitment process; this requirement is waived for fixed-term limited positions. 

Review bodies: 

• P-5 to D-1: Central Review Board 

• P-1 to P-4: Central Review Committee 

• GS: Central Review Panel 

UNDP Yes Yes Yes 

The UNDP Central Review Body consists of the Recruitment Compliance 

Secretariat and the Central Compliance Review Board. 

Centralized in Copenhagen since 2020, the function replaced HQ/local panels and 

uses a web-based workflow with case categorization (non-critical/ 

moderate/critical) and escalation for critical cases. 

The Recruitment Compliance Secretariat and the Central Compliance Review 

Board review all IFTA processes and a 10% sample of NO, GS, and local FTA 

cases from the specialized recruitment clusters via an online sampler. 

Recruitment of P‑staff through rotational pools and senior-level selections does not 

undergo compliance review. 

UNEP Yes Yes n/a 

All fixed-term appointments are reviewed by a designated review body as part of the 

recruitment process; this requirement is waived for fixed-term limited positions. 

Review bodies: 

• P-5 to D-1: Central Review Board 

• P-1 to P-4: Central Review Committee 

• GS: Central Review Panel 

UNFPA Yes Yes Yes 

Review bodies: 

• D-2: Senior Review Group 

• P-1 to D-1 and most FTA staff categories (GS, NO): Compliance Review Board 

Rotational posts require endorsement of the central review body and restructuring 

placements require review by the central review body. 

UN-Habitat Yes Yes Yes 

All fixed-term appointments are reviewed by a designated review body as part of the 

recruitment process; this requirement is waived for fixed-term limited positions. 

Review bodies: 

• P-5 to D-1: Central Review Board 

• P-1 to P-4: Central Review Committee 

• GS: Central Review Panel 

UNHCR Yes Yes Yes 

Review bodies: 

• Representative posts: Senior Assignments Committee (SAC) 

• P-1 to D-1: Joint Review Board  

• NO and GS: Assignment Committees (at country or regional level) 
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UNICEF 
P staff 

only 
Yes Yes 

UNICEF applies a post‑facto Recruitment Monitoring and Evaluation mechanism 

to ensure compliance with recruitment policy. 

Senior-level appointments are reviewed by the Senior Staff Review Group prior to 

the Executive Director’s approval. 

UNODC Yes Yes Yes 

All fixed-term appointments are reviewed by a designated review body as part of the 

recruitment process; this requirement is waived for fixed-term limited positions. 

Review bodies: 

• P-5 to D-1: Central Review Board 

• P-1 to P-4: Central Review Committee 

• GS: Central Review Panel 

UNOPS Yes Yes Yes Review Body: Appointment and Selection Board  

UNRWA Yes No n/a 
Review body: Advisory Committee on Human Resources  

GS is not routed through the Committee. 

UN-Women Yes Yes Yes 

Review bodies: 

• D-2: Senior Review Group (SRG) 

• D-1, P, GS, and NO: Central Review Board  

WFP No Yes Yes Review body: Local Appointment and Promotion Committee  

FAO No No No 
Proposed new recruitment guidelines foresee the introduction of a central review 

body. 

ICAO Yes Yes n/a 
For Director-level positions, specific steps in the process involve the governing 

body. 

IAEA 
P staff 

only 
Yes n/a Review Body: Joint Advisory Panel 

ILO 
P staff 

only 
Yes No Review Body: Recruitment, Assignment and Mobility Committee (RAMC) 

IMO Yes Yes n/a Review Body: Appointment and Promotion Board 

ITU No No n/a  

UNESCO 
P staff 

only 
Yes No 

No use of central review bodies for Directors/Heads of Field Offices or General 

Service posts in the Field/Institutes. 

UNIDO Yes Yes Yes Review Body: Appointment and Promotion Board  

UN Tourism Yes Yes n/a Review Body: Appointment and Promotion Board 

UPU No No n/a  

WHO No No No  

WIPO No No n/a Staff Representatives participate in the selection panel. 

WMO No No n/a 

WMO no longer uses central review bodies. Recruitment undergoes a multi‑layer 

review and approval process involving the head of section, department director, 

ASG/DSG and the S-G. 

A Staff Association representative participates in interviews as an observer. 

Yes 16 20 11 

Partially 4 0 0 

No 7 7 4 
 

Source: JIU. 
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 VIII. System-wide cooperation and coherence: system-wide 
harmonization and shared services 
 

 

  Table 40 

  Membership of JIU participating organizations in the HLCM HR Network and the 

community of practice on recruitment and outreach of the HLCM HR Network  
 

 

Organization/ entity HLCM HR Network 

Community of practice on 

recruitment and outreach of 

the HLCM HR Network 

United Nations Secretariat Co-Chair Co-Chair 

ITC Member Member 

UNCTAD Member Member 

UNDP Co-chair Co-chair 

UNEP Member Member 

UNFPA Member Member 

UN-Habitat Not a member Member 

UNHCR Alternate Co-Chair Member 

UNICEF Member Member 

UNODC Member Member 

UNOPS Member Member 

UNRWA Member Member 

UN-Women Member Member 

WFP Member Member 

FAO Member Member 

ICAO Member Member 

IAEA Co-Chair Member 

ILO Member Co-chair 

IMO Member Member 

ITU Member Member 

UNESCO Member Member 

UNIDO Member Member 

UN Tourism Member Not a member 

UPU Member Member 

WHO Alternate Co-Chair Member 

WIPO Alternate vice-chair Member 

WMO Member Not a member 

Total number of members 

among JIU participating 

organizations 

26 25 

 

Source: JIU. 
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 IX. List of formal and informal recommendations 
 

 

Table 41 

List of formal and informal recommendations, by chapter  
 

 

Chapter  Type Recommendation 

II Informal 

Further efforts are needed to deepen institutionalization of the recommendations and benchmarks 

contained in JIU/REP/2012/4, to ensure consistent application across duty stations and 

organizations and to better monitor their progress and assess results. 

II Informal 

The Inspector recommends that organizations that have not done so adopt, in their regulatory 

framework, a clear delineation of what recruitment entails, in order to improve clarity and 

consistency. 

III Informal 

The Inspector encourages organizations to: (a) codify a flexibility margin for tailoring generic job 

descriptions, with institutional quality assurance; and (b) standardize equivalency tables for 

education and experience and tailor language requirements to the operational context of the duty 

station and the functional requirements to ensure the effectiveness of the post. 

III Informal 

The Inspector encourages organizations to introduce an explicit applicant attestation that self-

declarations are accurate, may be verified and that misrepresentation may lead to disqualification, 

and to include a brief text box for candidates to explain how they meet the screening criteria (an 

approach similar to the model available in Inspira). 

III Informal 

The Inspector believes JIU participating organizations should: (a) establish reasonable default 

shortlist ranges and minimum competitiveness guardrails for each staff category, to avoid single-

candidate finals, while allowing documented exceptions to preserve flexibility and uphold merit-

based selection; (b) capture, where proportionate and feasible, panel and HR rationales for each 

shortlisted candidate in the applicant tracking system; and (c) where diversity checks are required, 

document their application and consideration alongside merit-based criteria. 

III Informal 

The Inspector encourages organizations to: (a) complement competency-based interviews by 

adopting hybrid, skills-based approaches; and (b) provide guidance to panel members on when and 

how to probe beyond the interview script. 

III Informal 
The Inspector encourages organizations to streamline the sequencing of offer and reference checks 

to protect candidates from premature disclosure while preserving essential integrity safeguards. 

III Informal 

The Inspector encourages organizations to continue advancing system-wide modalities for mutual 

recognition of rosters and urges organizations that have not yet signed the memorandum of 

understanding on mutual recognition of rosters to do so. 

III Informal 

The Inspector proposes that, even when onboarding is operationalized outside the recruitment 

function, each selected candidate is assigned a clearly identified point of contact who provides 

continuity, timely updates and practical guidance until onboarding is completed. The Inspector 

further encourages organizations to explore ways to further connect recruitment and onboarding 

systems so that core applicant data can be transferred seamlessly, avoiding unnecessary 

reregistration by candidates. 

III Informal 

The Inspector proposes that organizations: (a) define, prior to the job advertisement, how required 

and desirable qualifications will be applied, including the relative prioritization among desirable 

criteria; (b) where feasible, review the use of desirable criteria in screening; (c) ensure the 

traceability of the use of desirable criteria and any subsequent changes; and (d) provide calibrated 

oversight to verify consistent implementation. 

III Informal 

The Inspector suggests that organizations review required and desirable qualifications with a 

mindset of proportionality and fit-for-purpose, ensuring that criteria support effective screening 

while not operating as unintended barriers to competition. 

III Informal 

The Inspector is of the view that skills mapping can serve as a practical enabler when used to 

inform job profiles (including transferable skills) along with the definition of job-specific 

requirements and assessment criteria, supported by governance, to ensure that skills definitions 

remain current as mandates evolve. This can support greater consistency and comparability across 

processes, while candidate assessments continue to be based on applications submitted for specific 

job openings. 

https://docs.un.org/en/JIU/REP/2012/4
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Chapter  Type Recommendation 

III Informal 

The Inspector proposes a balanced approach by clarifying how internal due consideration applies, 

standardizing who qualifies as an internal candidate across organizations, and making these rules 

visible, while preserving merit-based external sourcing supported by targeted outreach. 

Organizations that have not done so should map and assess internal career pathways and their 

interaction with recruitment rules. Legislative organs and/or governing bodies should likewise 

consider the reputational risks, costs and workforce implications of a model, often constrained by 

legislative resolutions, that relies heavily on competitive recruitment for internal progression 

opportunities. 

III Informal 
The Inspector suggests that organizations streamline their workflows and remove duplicative or 

low-impact steps, in order to improve efficiency and enhance overall user experience. 

III Informal 

The Inspector recommends that executive heads issue organization-specific administrative 

instructions establishing enforceable service-level standards for applicant communications 

(automated wherever practicable) throughout the recruitment cycle, including a protocol with a 

planned timeline communicated upfront, minimum status update touchpoints and clear 

accountability for timely follow-up on external verifications to reduce uncertainty and withdrawals. 

III Informal 

The Inspector encourages organizations to adopt a candidate-oriented standard for job 

advertisements, ensuring that candidates have the information needed to decide whether to apply 

and to navigate the process efficiently. This includes greater transparency on compensation, clearer 

information on the process and criteria and stronger accessibility and inclusion, in line with 

organizations’ own definitions and practices. 

IV Informal 

The Inspector encourages executive heads of organizations to assess whether the size, structure and 

capacity of human resources functions are aligned with operational demands and, where necessary, 

to strengthen them to support effective and timely recruitment. 

IV Informal 

The Inspector proposes that organizations: (a) develop a common approach to staff recruitment 

training, and a system-wide certification for HR professionals and other frequent recruitment 

actors, anchored in harmonized recruitment terminology; (b) advance mutual recognition of 

completed recruitment training; and (c) facilitate the participation of trained panellists in selection 

panels within and across organizations. 

IV Formal 

Recommendation 1: By the end of 2027, the executive heads of United Nations system 

organizations should explore options for improving vacancy visibility and candidate experience 

across the United Nations common system, including, where appropriate, through modular 

approaches, such as a vacancy aggregation and advertising tool and a common application entry 

point for candidates (e.g. through OneHR), interoperable and integrated with existing 

organizational platforms. 

IV Formal 

Recommendation 2: By the end of 2028, the executive heads of United Nations system 

organizations should identify recruitment‑related functions where common tools or shared services 

(e.g. OneHR) could improve efficiency, quality or harmonization, and, where justified by 

feasibility assessments and business cases, implement them through appropriate participation 

modalities, supported by clear governance arrangements and performance against agreed service 

levels. 

V Formal 

Recommendation 3: By the end of 2028, the executive heads of the United Nations system 

organizations should develop, preferably through existing inter-agency mechanisms, principles-

based guidance for the use of AI in staff recruitment, covering human oversight, accountability, 

transparency and auditability requirements, and clarifying appropriate use cases and tools, as 

relevant, with regular review in the light of the evolving nature of AI technologies. 

V Informal 

The Inspector encourages all organizations to designate, within HR, an expert on HR digitalization 

and the use of AI, to translate recruitment needs into well‑scoped pilots and use cases, share lessons 

learned, and reinforce responsible practice through the community of practice on recruitment and 

outreach, including coordinated pilots at sufficient scale to generate evidence that is comparable 

and scalable across entities. 

VI Informal 

The Inspector underscores that special measures should be discontinued once parity targets are met, 

while mechanisms must remain in place to monitor trends and respond rapidly if imbalances 

reemerge. 
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VI Informal 

Geographical distribution should apply to all posts established for one year or more at the 

professional level, with corresponding measures fully embedded in recruitment strategies, policies 

and practices. 

VI Formal 

Recommendation 4: By the end of 2028, the executive heads of United Nations system 

organizations should develop and implement organizational plans to ensure that merit‑based 

recruitment delivers diverse outcomes, with due regard to geographical representation and gender 

balance, consistent with their respective mandates, governing body decisions and operational 

contexts, and drawing on the following enablers: (a) visibility and accountability tracking; 

(b) proactive outreach where pipelines remain weak; (c) clear, objective, justified and transparent 

rules governing any measures used to address barriers in recruitment processes; and (d) governance 

safeguards mechanisms. 

VI Informal 

The Inspector encourages all United Nations common system organizations to advance gender and 

geographical diversity visibility to the extent possible across the entire recruitment cycle and its 

outcomes. 

VI Informal 

The Inspector encourages coordinated system‑wide pilots led through the HLCM HR Network to 

test and compare additional anonymized steps and other bias‑mitigation measures, building an 

evidence base that can be scaled across entities. 

VII Informal 

The Inspector deems it necessary to uphold the primacy of merit, impartiality, gender balance and 

broad geographical distribution by ensuring that the same due process standards and controls apply 

to all recruitment irrespective of funding source. 

VII Formal 

Recommendation 5: By the end of 2028, the legislative organs and/or governing bodies of the 

United Nations system organizations should support, where legally feasible and subject to informed 

candidate consent, arrangements for the mutual recognition of recent reference and background 

checks, taking into account applicable legal frameworks, data protection obligations, organizational 

risk management requirements and operational needs, and supported by the development of 

common parameters to govern their scope, validity and use. 

VII Informal 
Special procedures are, in the view of the Inspector, required in the recruitment of independent 

oversight functions (audit, investigation and evaluation), and ethics and ombudsman officials. 

VII Informal 

The Inspector encourages organizations to review their recruitment process with a view to 

improving transparency and to more clearly define what information can and should be shared with 

candidates or made publicly available at different stages, as well as the specific grounds on which 

information must remain restricted. 

VII Informal 

The Inspector emphasizes the importance of systematically estimating and tracking recruitment 

costs, including sourcing, assessment, staff workload and litigation, to strengthen transparency and 

guide investment decisions. 

VII Formal 

Recommendation 6: By the end of 2028, executive heads of United Nations system organizations 

should ensure that recruitment timelines are monitored in a sufficiently granular manner to make it 

possible to identify and act on bottlenecks, and to support timely corrective action in order to 

expedite recruitment. 

VII Formal 

Recommendation 7: By the end of 2028, legislative organs and/or governing bodies should request, 

as appropriate and through existing reporting mechanisms, executive heads to report on key aspects 

of recruitment timeliness and efficiency, including: (a) recruitment timelines assessed against each 

organization’s own benchmarks; and (b) an analysis of the main causes of delays accompanied by 

corresponding corrective actions. 

VII Informal 

The Inspector suggests that organizations revisit this model and consider: (a) further embedding 

compliance requirements into recruitment tools and exploring the use of digital and AI-enabled 

tools to support automated controls and checks; (b) developing self-verification steps; and 

(c) assigning professional HR officers as the review authority, where applicable. 
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VII Informal 

Without prejudice to the independence of heads of oversight and audit and the risk-based audit 

approach, the Inspector encourages heads of oversight to consider organization-wide audits of staff 

recruitment, taking also into account opportunities for system-wide harmonization and mutual 

recognition. The Inspector also encourages organizations to periodically assess their recruitment 

performance by, inter alia, tracking the implementation of the present review’s recommendations 

(formal and informal) and by updating the data in the tables provided in the expanded report, to 

enable ongoing benchmarking, comparability across entities, and cumulative systemwide learning. 

VIII Informal 

The Inspector notes the relevance of group 4 of the community of practice on recruitment and 

outreach, which includes the assessment of opportunities for common procurement, and supports a 

more centralized approach to optimizing contracts for recruitment-related service provision. Such 

an approach may enable cost-benefit analysis, including consideration of outsourcing versus 

internalization and the centralization of functions, and help ensure the quality and consistency of 

results in accordance with organizational requirements. 

VIII Informal 
The Inspector therefore emphasizes the need to strengthen the practical conditions necessary to 

implement the principle of mutual recognition in recruitment. 

VIII Informal 

The Inspector suggests that ICSC consider gradually enhancing the framework with more practical 

guidance, while preserving its flexibility, to better support organizations seeking more actionable 

direction. 

VIII Informal 

The Inspector commends the participating entities for advancing this agenda and recommends that 

clear governance parameters, funding arrangements and accountability lines be established to guide 

its development and implementation. The Inspector emphasizes the need for explicit articulation of 

the value added of each initiative, whether in terms of cost efficiency or quality improvements. 

VIII Informal 

the Inspector suggests that organizations assess the feasibility, potential benefits and implications 

of introducing annual, consolidated, time-aligned recruitment cycles (for example, three 

coordinated recruitment rounds per year), while allowing for necessary exceptions. 
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