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Z Background

{

Staff recruitment is a core strategic function for
organizations in the United Nations common system,
underpinning their capacity to deliver mandates
effectively and credibly. The review was conducted at a
time  when many  organizations are  facing
unprecedented levels of funding cuts and downsizing,
while system-wide reform initiatives, such as UN80O and
UN 2.0, as well as the Secretariat's recent major staff
selection policy update, are reshaping expectations for
further efficiency, transparency and modernization in a
world under rapid digital transformation.
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Against this background, the value of strategizing proper
and just staff recruitment, and the need to overhaul the
processes to the fullest, cannot be overstated. Failures,
whether in process or outcome, carry not only financial
but also reputational consequences, including litigation
and loss of confidence in the system, and also the risk of
the United Nations system becoming increasingly
obsolete.

Between 2022 and 2024, JIU participating organizations
reported 47,818 job openings, attracting 6,305,493
applications worldwide, with an average of 132
candidates per vacancy. Although United Nations
common system organizations have made notable
progress, enduring challenges persist regarding certain
recruitment practices, workforce diversity and the
capacity of HR functions operating under increasingly
stringent budgetary constraints. New challenges and
opportunities have emerged, particularly in relation to
digital transformation, artificial intelligence and the
United Nations system'’s ability to remain an attractive
and competitive global employer.

Inspector Toshiya Hoshino

@‘ Objective and Purpose

The main objectives of the review were to:
(@) collect data and make comparative examination
of staff recruitment regulatory and policy
frameworks;
(b) analyse adequacy, effectiveness and efficiency in
staff recruitment planning, processes and tools;
(c) evaluate competitiveness, fairness, integrity and
transparency and related internal control,
governance, oversight and accountability
mechanisms across the organizations;
(d) analyse inter-agency coordination mechanisms
and harmonization across organizations; and
() highlight good practices and areas for
improvement.

The aim of the review was to support JIU participating
organizations in seizing the moment to turn the crisis
into an opportunity to overhaul their staff recruitment
policies and practices and make them more strategic
and future-ready by enhancing the principles of
objectivity, equity, efficiency, transparency, diversity and
excellence in their staff recruitment processes, while
exploring inter-agency collaboration and system-wide
harmonization, in addition to highlighting good
practices and shedding light on the way forward.
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What the JIU found

An indicative talent management framework and the structure of current staff recruitment
processes in United Nations system organizations are depicted in the chart below.

Staff management framework
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Staff recruitment remains cumbersome and
insufficiently user-friendly

The end-to-end staff recruitment cycle remains marked
by recurring, often bureaucratic bottlenecks, including
high application volumes, manual screening, panel
scheduling constraints, sequential approvals and pre-
employment verification delays, exacerbated by HR
capacity constraints, funding volatility and fragmented
platforms with limited step-by-step visibility. Across all
organizations and users, including HR, hiring managers,
heads of units and applicants, recruitment is perceived
as cumbersome and insufficiently user-friendly.

Workforce planning and recruitment are not
strategically connected

In total, 16 organizations reported that they conducted
formal workforce planning exercises biennially or
annually, differing in maturity and degree of integration
with  staff recruitment decisions and vacancy
management. However, several vacancies are still
opened on a reactive basis when new funding becomes
available without sufficient strategic consideration.
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Human resources capacity and professionalization
are uneven

HR professionals, hiring managers and heads of unit
identified capacity constraints as a recurring
limitation on the support they can provide,
particularly in decentralized settings. Training for non-
HR professionals is rarely mandatory, creating gaps in
role-specific capability and risks to consistency and
fairness, even where guidance exists.

Digital transformation is constrained by
fragmentation

Digital tools are now embedded across most stages
of staff recruitment in the United Nations common
system. However, structural constraints remain,
including fragmented platforms, limited
interoperability, uneven adoption and inconsistent
data collection and utilization, which continue to
drive workarounds.
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Artificial intelligence creates opportunities and risks

While Al-assisted tools offer significant potential to
optimize recruitment, their current use remains limited.
Fully automated decision-making in recruitment,
particularly opaque Al-generated scoring or ranking of
candidates, should be avoided due to risks related to
transparency and accountability.

Gender balance has advanced, while geographical
distribution remains uneven

The Inspector is encouraged to find that gender balance
has become routine in recruitment practices in many
organizations. Equitable geographical distribution still
falls short of the expectations of unrepresented and
underrepresented Member States.
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Transparency and efficiency remain central concerns

Transparency in recruitment is widely perceived as
insufficient, which is often attributed to confidentiality
and legal considerations. Most organizations continue to
reference the 120-day time-to-hire benchmark, with
many reporting persistent difficulties in meeting it.

System-wide fragmentation produces duplication

Staff recruitment remains fragmented, with multiple,
non-interoperable digital platforms across organizations.
A recurring effect of fragmentation is duplication, both
within and across organizations, with the repeated
development of similar assessment content, parallel
procurement of tools and vendors and repeated
execution of checks and verification steps that could be
shared or mutually recognized.

0. )
3 Approach & Methodology

In accordance with the JIU Statute, internal standards and working procedures, a range of qualitative
and quantitative data-collection methods from different sources were used to ensure the consistency,

validity and reliability of the findings.

All 28 JIU participating organizations were
covered.

Relevant policies, strategies, guidelines, tools,
reports and data were reviewed.

Data on staff recruitment policies and
practices were collected through a
corporate questionnaire, complemented by
an additional data collection exercise
covering job openings and applicants from
2022 to 2024.

170 Interviews were conducted with 538 UN
officials across all 28 organizations.
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4 interviews were conducted with 8
external stakeholders.

3 missions were conducted.
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What the JIU recommends
(formal recommendations)

Seven formal recommendations and 34 informal recommendations have been issued to
help UN system organizations overhaul still mostly conventional staff recruitment policies
and practices to be more strategic and data driven.

Formal recommendations addressed to the executive heads:

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.

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.

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 Al 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 Al technologies.

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.

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.

Formal recommendations addressed to the legislative organs and/or governing bodies:

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.

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.
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JIU Reports

2026 Reports:

JIU/REP/2026/2, Review of governing body structures in the World Meteorological Organization

JIU/REP/2026/1, Review of management and administration in the United Nations Educational, Scientific
and Cultural Organization

2025 Reports:

JIU/REP/2025/6 & JIU/REP/2025/6 [Expanded report],
Review of the Health Services in the United Nations system

JIU/REP/2025/5 & JIU/REP/2025/5 [Expanded report],
Review of the Ombudsman and Mediation function in the United Nations system
organizations

JIU/REP/2025/4 (Comparative analysis) & JIU/REP/2025/4 [Expanded report] (Comparative tables),
Review of the policies and practices for determining the rates of programme support costs
in organizations of the United Nations system

JIU/REP/2025/3 & JIU/REP/2025/3 [Expanded report],
Review of donor-led assessments of United Nations system organizations
and other oversight-related requests from donors in the context of funding agreements and
the United Nations single audit principle

JIU/REP/2025/2 & JIU/REP/2025/2 [Expanded report],
Review of policies and practices to prevent and respond to sexual exploitation and abuse in
the United Nations system organizations

JIU/REP/2025/1 & JIU/REP/2025/1 [Expanded report],
Review of management and administration in the United Nations Environment Programme
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AN

J =
e o B @

Reports, notes and Main thematic 2026 Programme of 28 participating
JIU statute 11 Inspectors Latest news management letter T ok organizations



https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2026_2_english.rev__0.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2026_1_0.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_6_english.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_6_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_english.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_5_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_4_english.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_4_english.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_4_expanded_english_0.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_4_expanded_english_0.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_3_english.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_3_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_3_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_2.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_2_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_2_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_1_0.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_1_expanded_report.pdf
https://www.unjiu.org/sites/www.unjiu.org/files/jiu_rep_2025_1_expanded_report.pdf
https://www.unjiu.org/content/reports
https://www.unjiu.org/content/reports
https://www.unjiu.org/content/statute
https://www.unjiu.org/content/current-inspectors
https://www.unjiu.org/content/news-events
https://www.unjiu.org/content/reports-notes
https://www.unjiu.org/content/thematic-areas
https://www.unjiu.org/content/programme-work-2025
https://www.unjiu.org/content/jiu-participating-organizations

	What the JIU found
	Staff recruitment remains cumbersome and insufficiently user-friendly
	Workforce planning and recruitment are not strategically connected
	Human resources capacity and professionalization are uneven
	Digital transformation is constrained by fragmentation
	Click to access the report: JIU/REP/2026/3
	Click to access the supplementary paper
	October 2025
	Artificial intelligence creates opportunities and risks
	While AI-assisted tools offer significant potential to optimize recruitment, their current use remains limited. Fully automated decision-making in recruitment, particularly opaque AI-generated scoring or ranking of candidates, should be avoided due to risks related to transparency and accountability.

	Gender balance has advanced, while geographical distribution remains uneven
	The Inspector is encouraged to find that gender balance has become routine in recruitment practices in many organizations. Equitable geographical distribution still falls short of the expectations of unrepresented and underrepresented Member States.

	Transparency and efficiency remain central concerns
	Transparency in recruitment is widely perceived as insufficient, which is often attributed to confidentiality and legal considerations. Most organizations continue to reference the 120-day time-to-hire benchmark, with many reporting persistent difficulties in meeting it.

	System-wide fragmentation produces duplication
	Staff recruitment remains fragmented, with multiple, non-interoperable digital platforms across organizations. A recurring effect of fragmentation is duplication, both within and across organizations, with the repeated development of similar assessment content, parallel procurement of tools and vendors and repeated execution of checks and verification steps that could be shared or mutually recognized.



	Approach & Methodology
	In accordance with the JIU Statute, internal standards and working procedures, a range of qualitative and quantitative data-collection methods from different sources were used to ensure the consistency, validity and reliability of the findings.
	All 28 JIU participating organizations were covered.
	3 missions were conducted.


	Click to access the report: JIU/REP/2026/3
	Click to access the supplementary paper
	October 2025

	What the JIU recommends (formal recommendations)
	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.
	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.
	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.
	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.
	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.
	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.
	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.
	Click to access the report: JIU/REP/2026/3
	October 2025

	Click to access the supplementary paper

	JIU Reports
	2026 Reports:
	JIU/REP/2026/2,  Review of governing body structures in the World Meteorological Organization
	JIU/REP/2026/1,  Review of management and administration in the United Nations Educational, Scientific ...........................................and Cultural Organization

	2025 Reports:
	JIU/REP/2025/6 & JIU/REP/2025/6 [Expanded report], ................................... ........Review of the Health Services in the United Nations system
	JIU/REP/2025/5 & JIU/REP/2025/5 [Expanded report], ..................................Review of the Ombudsman and Mediation function in the United Nations system ..........................................organizations
	JIU/REP/2025/4 (Comparative analysis) & JIU/REP/2025/4 [Expanded report] (Comparative tables),  ..................................Review of the policies and practices for determining the rates of programme support costs ..........................................in organizations of the United Nations system
	JIU/REP/2025/3 & JIU/REP/2025/3 [Expanded report],  ..........................................Review of donor-led assessments of United Nations system organizations ..........................................and other oversight-related requests from donors in the context of funding agreements and ..........................................the United Nations single audit principle
	JIU/REP/2025/2 & JIU/REP/2025/2 [Expanded report],  ......................................... Review of policies and practices to prevent and respond to sexual exploitation and abuse in ..........................................the United Nations system organizations
	JIU/REP/2025/1 & JIU/REP/2025/1 [Expanded report],      ............................Review of management and administration in the United Nations Environment  Programme
	For all reports visit: https://www.unjiu.org/content/reports
	JIU statute
	11 Inspectors
	Latest news
	Reports, notes and  management letter



