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Dear Colleagues,
 
I am very pleased to share the OCHA 
People Strategy with you. People are the 
foundation of any organization, in partic-
ular ours. We can only successfully achieve 
OCHA’s mission by supporting and invest-
ing in a dedicated and talented workforce, 
in other words, all of you. 

The purpose of the OCHA People Strategy 
is to foster a work culture where all our 
staff can contribute to OCHA’s mandate 
and fulfill their full potential while doing 
so. The strategy outlines OCHA’s aspi-
rations over the next four years and will 
respond to the broader reforms of the UN.

The strategy details how we will attract, 
recruit and retain OCHA staff and how 
we will care for and support them, in 
particular those living and working in 
difficult field contexts. It also notes how 
the organization commits itself to promote 
the health, safety and well-being of our 
staff. The strategy underlines how we will 
provide staff with new opportunities for 
learning, growth and development. 

We are also committed to achieving gender 
parity and geographic diversity at all levels 
of OCHA, and in the words of our Secre-
tary General, “creating a working environ-
ment that embraces equality, eradicates 
bias, and is inclusive of all staff.”

The OCHA People Strategy belongs to all 
of us, and it is up to all of us to make it a 
success. All your comments have been in-
valuable to the development of this strategy 
and we have incorporated as many of your 
suggestions as possible. 

I take this opportunity to thank each and 
every one of you. Your professionalism, 
your dedication and commitment are cen-
tral to our success in achieving our man-
date for those we serve. I look forward to 
continuing working with you as we imple-
ment this strategy.

Ursula Mueller 
Assistant 

Secretary-
General for 

Humanitarian 
Affairs and 

Deputy 
Emergency 

Coordinator 
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Foreword

My best wishes,
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OCHA MISSION
OCHA coordinates the global emergency response to 

save lives and protect people in humanitarian crises.

We advocate for efective and principled 

humanitarian action by all, for all.

Transformed 
coordination for 
a more efficient 

and tailored 
humanitarian 

response.

A more credible, 
comprehensive and 

evidence-based 
situational analysis.

An effective, 
innovative 

humanitarian 
financing system 

that meets the needs 
of crisis-affected 

people.

Leadership 
to drive 

transformative 
change for a 

more responsive 
and adaptable 
humanitarian 

system.

Ensure that 
OCHA is fit for 
the future.

International acceptance 
of the centrality of 

international humanitarian 
and human rights law, 
access and protection 

that results in meaningful 
action for affected people, 

especially internally 
displaced people.

Enhanced sustainability 
of OCHA’s financial 
resources.

STRATEGIC 
OBJECTIVES

MANAGEMENT 
OBJECTIVES

OCHA VISION
A world that comes together to help

crisis-afected people rapidly get the 

humanitarian assistance they need.
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Background 
and Objective

The principal objective of the OCHA Peo-
ple Strategy is to support OCHA’s ability 
to deliver its mission: to coordinate the 
global emergency response to save lives 
and protect people in humanitarian crisis, 
and to advocate for effective and principled 
humanitarian action by all, for all. To do 
this, OCHA needs to anticipate and man-
age our human resources requirements, as 
well as foster a work culture where all our 
people can contribute to OCHA’s mandate 
and fulfil their potential. 

Central to the People Strategy is OCHA’s 
need to deliver our mandate under chang-
ing contexts, and to ensure that OCHA is 
fit for purpose through attracting, devel-
oping and retaining essential talent. OCHA 
will increase gender parity and geographic 
diversity when recruiting and fostering 
talent. OCHA must also work together on 
building a positive culture of respect and 
trust within the organization. The OCHA 
People Strategy is the first part of this ini-
tiative to outline the vision, aspirations and 
broad direction OCHA will pursue. This 
strategy will be followed with an action 
plan for ensuring that the objectives of the 
strategy are consistently met across OCHA.

The People Strategy is based on the follow-
ing four key principles:

• People are OCHA’s foundation

• OCHA requires a flexible, diverse 
and mobile workforce

• OCHA invests in developing staff

• OCHA promotes a healthy and re-
spectful work environment 

The focus of the People Strategy is to make 
sure OCHA is fit for purpose by:  

• Attracting, recruiting and retain-
ing the diverse talent OCHA needs, 
in the most effective manner, for 
strategic, operational and managerial 
requirements. 

• Growing OCHA personnel through 
learning and development. 

• Establishing a culture of performance 
management with a focus on incen-
tives, recognition and accountability.

• Promoting the health, safety and 
well-being of our people.  

Introduction

CHAPTER 1
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1. People are OCHA’s foundation 

OCHA adds value to the humanitarian 
system through our people and talent. Our 
ability to lead, plan, promote, facilitate and 
respond to humanitarian crises must be 
supported by talented, dedicated, experi-
enced and prepared national and interna-
tional staff members.

2. OCHA requires a fl exible, diverse, 
gender-balanced and mobile 
workforce

Central to a successful response is the 
ability to deploy the right people to the 
right place at the right time. This requires 
diverse skill sets, experience and knowl-
edge to address immediate and longer-term 
humanitarian needs, and it will actively 
represent the global footprint of our or-
ganization. To ensure our success, OCHA 
requires new thinking and approaches to 
enable a more diversified talent pool of eli-
gible candidates for all positions, especially 
management positions.

OCHA’s workforce must be prepared to 
meet the requirements of any humanitarian 
response. This means that staff who have 
a range of specialized and general skills 
are supported through a framework that 
enables the movement of personnel in a 
managed, transparent and fair manner.

Recognizing the challenge that field-based 
entities have in maintaining a diverse, mo-
bile workforce, the Secretary-General has 
called for a recruitment and mobility policy 
that simplifies recruitment and onboard-
ing, enabling more rapid deployment to 
the field, and which adopts best practices 
from the UN common system. This People 
Strategy will adapt to broader Secretari-
at-wide changes.  

It is of the utmost importance for OCHA 
to have a professional and effective work-
force reflecting the organization’s goals of 
diversity, gender parity and geographical 
representation.

OCHA’s four 
people-centred 
principles
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3. OCHA will invest in and develop 
staff   

OCHA’s learning and development strategy 
is driven by a vision that demands high-cal-
ibre performance and competence as vital 
to delivering on our mandate. Recognizing 
the complexity of OCHA’s role across the 
five core functions, a strategic approach 
to learning is essential to effectively equip 
personnel with up-to-date skills and 
knowledge and ensure they stay current in 
the ever-evolving humanitarian context. 
A critical element of the strategy is access 
to learning opportunities for field and 
headquarters staff, and for staffing groups 
across Professional, General Service and 
national staff.

4. OCHA promotes a healthy and 
respectful work environment

OCHA personnel work in some of the 
most challenging contexts. As part of our 
duty of care, OCHA will foster an environ-
ment that recognizes staff as our greatest 
resource, which requires that the health, 
security and well-being of our people are 
safeguarded, wherever they serve. It also 
means promoting a work environment that 
is respectful, empowering, caring, and free 
of harassment and discrimination. 
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The Internal 
Context and 
Opportunities

Expanding, reducing and changing 
fi eld presence

The nature of OCHA’s mandate and oper-
ations means that our field presence will 
expand, contract and change depending on 
the humanitarian situation. The evolving 
requirements of OCHA’s offices, especially 
in the field, have a direct impact on the 
scale and scope of recruitment and human 
resources management.  

OCHA undertakes a systematic review of 
the lifecycle of field operations based on 
a set of humanitarian and other relevant 
indicators. To mitigate any negative effects 
of rapid growth, as well as operational and 
reputational risks potentially associated 
with reduced field presences, OCHA will 
strengthen our lifecycle review process.   

The organization design at headquarters 
and in field locations aims to foster effec-
tive coordination and collaboration among 
OCHA’s pillars through stronger knowl-
edge sharing, better workflows and more 
equitable workload distribution, effective 
decision-making and a more engaged staff 
at all levels. An adaptable organization 
design will help OCHA effectively and 
efficiently deliver in dynamic and changing 
environments. OCHA’s organization design 
defines roles and responsibilities, identi-
fies the organization capabilities needed, 
and defines the managerial hierarchy and 
leadership structure. Special attention to 
OCHA’s field operations will include agree-
ment on internal procedures and report-
ing lines to ensure we are aligned to meet 
OCHA’s mandate effectively and efficiently. 

 

OCHA’s internal and external context and 
opportunities 

CHAPTER 2
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Workforce Planning

OCHA will engage in proactive workforce 
planning to anticipate needs, while mini-
mizing any impacts of external and internal 
changes on staff. Workforce planning will 
be informed by analysing staffing trends, 
understanding talent gaps, and forecasting 
recruitment needs and strategies to lever-
age internal talent. 

Workforce planning will be conducted on 
a regular, predetermined schedule. The 
implementation of the workforce plan aims 
to provide OCHA with the operational 
agility to meet ongoing and anticipated 
requirements as well as demands resulting 
from new emergency situations.  Work-
force plans will also anticipate and include 
capacities for new initiatives.   

Capacities from OCHA’s surge mecha-
nisms, including the Emergency Response 
Roster (ERR), Associates Surge Pool (ASP) 
and standby partners, will form a critical 
source of talent that will inform workforce 
planning. Effective use of the surge mech-
anisms will support short-term emergency 
needs to ensure that OCHA has a predict-
able source of additional capacity to address 
the needs of new emergencies. More sys-
tematic use of United Nations Volunteers 
(UNVs), in consultation with the UNV 
programme, as a cost-effective source of 
capacity will also be included in OCHA’s 
workforce plan.

OCHA’s national staff  
 
OCHA’s national staff are administered 
by the United Nations Development 
Programme (UNDP). To ensure that all 
OCHA staff are treated equitably, specific 
management support and oversight are 
required to manage this arrangement. 

OCHA is also committed to the 
professional development of national staff 
and UN-administered General Service staff 
through training, coaching and, where 
indicated, exposure to professional growth. 

Standby partners, consultants, 
contractors, volunteers and interns

OCHA has a duty of care to all personnel 
providing capacity for OCHA’s operations 
in the field and at headquarters. This in-
cludes gratis personnel provided by standby 
partners, consultants, contractors, UNVs 
and interns. OCHA will actively promote 
duty of care for all, including non-staff 
personnel, during discussions on human 
resources management reform.
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The External Context 
and Opportunities

Building a more fi eld-focused 
organization 

The OCHA People Strategy is informed 
by the UN Secretary-General’s manage-
ment reform efforts and will be adapted to 
meets its objectives as the reform process 
moves forward. The Secretary-General 
has stated that for the UN to confront its 
global challenges, it must recognize that it 
is primarily a field-based organization, and 
it must therefore build trust and empower 
managers and staff, simplify processes, in-
crease transparency and accountability, and 
focus on efficient and prompt delivery to 
the field. As an emergency response orga-
nization to the field, OCHA requires a high 
degree of flexibility, agility and mobility 
within the UN regulatory framework and 
from its staff. 

The Secretary-General has proposed to 
strengthen leadership by aligning responsi-
bility, authority and accountability, and to 
move from a culture of ex ante controls to 
ex post compliance and accountability for 
results. Managers will be trusted to make 
decisions while being held accountable for 
those decisions through greater delegation 
of authority, including in human resources.

Standing administrative measures

In 2016, the Secretary-General adopted 
standing administrative measures for crisis 
and emergency situations. Upon certifi-
cation of an emergency, the measures are 
applied on a six-month renewable basis 
to enable managers to respond quickly 
and accountably through a consistent and 
predictable set of standing measures, which 
comply with UN rules and regulations.

The standing administrative measures are 
a key start to recognizing that a crisis or 
an emergency situation requires tools to 
enable managers to act quickly and effec-
tively in the area of administration, includ-
ing human resources management. OCHA 
will utilize this mechanism as appropriate 
and in the context of the Secretary-Gen-
eral’s reform efforts, and it will advocate 
for other areas where additional flexibility 
is required in the context of a crisis or an 
emergency situation.  
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Balancing OCHA’s recruitment needs 
with the mandated UN staff-selection 
system

In 2016, a UN Secretariat-wide managed 
recruitment system was launched. Al-
though it provided benefits for moving 
within the Secretariat, the centralized 
recruitment system limited the control 
that programme managers exercise over 
the timing and selection of candidates. 
The Secretary-General has recognized 
these challenges and has called for human 
resources procedures to be simplified and 
streamlined to reduce recruitment time-
lines, allow for greater mobility of General 
Service staff, and enable rapid deployment 
to the field and more incentives for staff to 
deploy to the field. The centralized recruit-
ment system has also been put on hold to 
allow for a more comprehensive review 
and assessment of the system. Best prac-
tices for the UN common system will be 
evaluated for potential adoption by the UN 
Secretariat. 

As part of these general reform efforts in 
the area of recruitment, OCHA will op-
timize the planning, preparation and use 
of available options to streamline staffing 
practices and adopt a proactive methodol-
ogy for managing our recruitment needs. 
This includes OCHA expanding the re-
cruitment process through the building 
of rosters, vetting pre-approved candi-
dates for rapid recruitment and greater 
use of systematic lateral reassignments 
within OCHA.

Ensuring cost-effectiveness in a 
financially constrained  
environment

Over the past several years, the UN has 
had to balance the increasing needs of the 
people it serves, but with decreasing finan-
cial resources. Like most parts of the UN 
Secretariat, OCHA is now expected to do 
less, better. To mitigate the human impact 
of staffing realignments on contract exten-
sions, promotions and general job security, 

OCHA is committed to a fair, transparent 
and equitable process for all staff, in line 
with UN rules and regulations.
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Attracting 
Talent

In the recent past, OCHA has relied main-
ly on the advertisement of job openings 
to attract talent for vacant positions. This 
reliance on job openings as the only means 
of outreach has led to a workforce that 
lacks the necessary diverse gender and geo-
graphic talent to effectively implement our 
mandate. OCHA will diversify our current 
approach to attracting and retaining staff 
to attract diverse gender and geographic 
talent from a variety of sources, including 
through supporting opportunities for na-
tional and General Service staff and target-
ed advertisements. 

Talent sourcing of OCHA national 
staff and General Service staff

One area for talent sourcing is our cadre 
of experienced and qualified national staff, 
especially national Professional Officers. 
A process for systematically identifying 
national talent and talent from the General 
Service level will be put in place. OCHA 
Heads of Office will be responsible for 
identifying high-potential national staff, 
who will receive opportunities for training, 
surge assignments, mentoring and, where 

appropriate, support for applications to 
international posts. Managers will be asked 
to identify talented national staff and Gen-
eral Service staff for assignments, such as 
emergency response assignments, so they 
can gain valuable exposure and experience 
for career progression. 

OCHA will pursue options and solutions 
with UNDP and the Office of Human Re-
source Management to eliminate disincen-
tives for national staff assuming short- or 
long-term international assignments.  

Inter-agency outreach  

OCHA will also source talent through 
secondments to and from the member 
agencies of the Inter-Agency Standing 
Committee (IASC), especially female talent 
and those coming from underrepresented 
countries. As part of the outreach efforts, 
OCHA will share job advertisements with 
various agencies, funds and programmes, 
and provide guidance on Secretariat re-
cruitment practices to interested staff from 
agencies, funds and programmes.  

Attracting and recruiting the diverse talent 
OCHA needs

CHAPTER 3
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Other outreach efforts

To secure additional new and viable talent, 
OCHA will conduct targeted recruitment 
campaigns—online and through other 
means—with universities and govern-
mental and non-governmental organiza-
tions in underrepresented and developing 
countries. Country offices will also engage 
in this type of outreach when recruiting 
national staff for vacancies. 

As part of the Secretary-General’s out-
reach initiatives on gender parity, there 
is a proposal for collaboration between 
different Secretariat entities and the agen-
cies, funds and programmes to create a 
shared database of qualified female candi-
dates and a formal referral mechanism for 
female talent. OCHA strongly welcomes 
this initiative, and it will actively engage in 
the Secretary-General’s initiative on gender 
parity as a way of promoting talent within 
OCHA and bringing talent to OCHA.

Recruitment strategy for vacancies 
that are anticipated to be for one year 
or longer 

The Secretary-General has called for a re-
cruitment and mobility policy that simpli-
fies and speeds up recruitment and on-
boarding, enables more rapid deployment 
to the field and adopts best practices from 
the UN common system. 

While reform efforts are ongoing, there is 
flexibility within the current recruitment 
framework where in order to meet staffing 
requirements, roster-based recruitment can 
be undertaken as a way to reduce overall 
recruitment timelines. 

OCHA will utilize this flexibility by issuing 
multiple field duty station job openings 
with the purpose of building viable rosters 
in the main functional areas. Interested 
staff who have been recruited on a tem-
porary basis with OCHA will be advised 
and guided to apply so they have an op-
portunity to compete for a more stable and 
long-term position within OCHA. OCHA 
will also advise national staff, current and 
former UNVs, and staff from agencies, 
funds and programmes to apply. As part of 
the lessons learned, the rostering exercise 
will focus on building rosters of candi-
dates who are available and interested to 
serve in the field and have all the required 
competencies.  

Recruiting
Talent
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Once viable rosters are established in 
functions such as Humanitarian Affairs, 
Information Management and Public 
Information, managers can issue a Recruit 
from Roster job opening that is open only 
to roster candidates, and thus significantly 
reduce the time for recruitment. The key to 
any successful rostering exercise is invest-
ment up front in terms of time, effort and 
resources, but this investment can create 
a recruitment process that is efficient and 
more productive for all managers. Man-
agers are also advised to use the advertise-
ment of individual vacancies as a means 
of populating rosters by ensuring that the 
maximum number of candidates who are 
suitable for a position are recommended at 
the end of the process.  

OCHA will also establish parameters so the 
lateral reassignment authority by the head 
of department can be utilized as part of the 
recruitment strategy for long-term vacan-
cies, and to give internal candidates already 
serving at a specific level the opportunity to 
be considered for suitable positions in dif-
ferent functions or locations. This mecha-
nism can also allow for mobility from head-
quarters to the field and vice versa, as well 
as from non-family/hardship duty stations 
to family duty stations and vice versa.

 
 
 
 
 
 
 

Recruitment strategy for short-term 
vacancies (less than one year)

The use of temporary appointments (for 
external candidates) and temporary assign-
ments (for internal candidates) through 
a temporary job opening is intended for 
vacancy requirements of a shorter-term 
nature, whether on a time-limited initia-
tive or to temporarily perform functions 
when there is a gap or need. When new 
requirements are required in the field or at 
headquarters, a temporary appointment or 
assignment can help OCHA to deploy ex-
pertise quickly through streamlined admin-
istrative processes.

Where an initiative is expected to be of a 
short-term nature, e.g. less than one year, 
the temporary appointment/temporary 
assignment is the preferred mechanism 
to quickly identify national and interna-
tional candidates to perform the functions 
required, whether at headquarters or in 
the field. In cases of field expansion and 
drawdown, temporary appointments can 
provide a flexible option to ensure opera-
tional delivery. 

The Associates Surge Pool (ASP) is pop-
ulated through temporary job openings 
published on an annual basis and includes 
the range of humanitarian profiles.  Selec-
tion can include testing, interviews and 
reference checks. The pre-clearance pro-
cess allows for reduced time frames for the 
pre-onboarding recruitment phase.    
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OCHA will strive for a workforce that 
visibly represents a gender balance at all 
levels of the organization, and a geographic 
diversity reflecting the communities we 
serve, and which reaps gains in efficiency 
and productivity proven to come from 
a diverse workforce. Gender parity and 
geographic diversity are necessary to 
OCHA’s efficiency, impact and credibility. 
OCHA will actively support the Secretary-
General’s commitment to reach parity at 
the senior level by 2021 and parity across 
the Organization by 2028. 

As part of the system-wide gender parity 
strategy, OCHA must achieve a 50 per cent 
incumbency rate for female staff at the 
P2, P3, P4, P5 and D2 levels by the end of 
2018, and a 50 per cent incumbency rate 
for female staff at the D1 level by 2021. 
These annual targets were established 
based on OCHA’s current staffing levels 
for female and male staff. The targets for 
General Service or national staff for the 
system-wide gender parity strategy will be 
established at a later time. However, OCHA 
will set internal targets for General Service 
and the national Professional Officer 
category in headquarters and field offices. 
OCHA will also establish internal targets to 

ensure better geographic diversity within 
the Professional category. 

Progress towards these targets will be 
published regularly on OCHAnet. A system 
will be implemented to review progress 
and actions taken to improve areas where 
insufficient progress is made, as well as 
recognition for staff who meet or surpass 
targets. Offices that are unable to meet 
their targets will be asked to recommend or 
implement special measures that will allow 
them to improve in this area. 

To facilitate a cultural change within 
OCHA, all staff with managerial or 
supervisory responsibilities will be trained 
on eliminating unconscious bias in the 
workforce in general, and in job design, job 
descriptions, vacancy announcements and 
selection decisions. 

In the first quarter of 2018, OCHA will 
establish an OCHA-specific gender parity 
action plan, incorporating specific actions 
in recruitment, training, learning and 
retention. 

Improving 
gender parity 
and geographic 
diversity
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To effectively manage short-term 
requirements related to new, escalating or 
unforeseen humanitarian needs, OCHA 
maintains a variety of internal and external 
surge mechanisms that can be deployed 
individually or in combination to support 
operations. Through sequencing and 
complementarity, OCHA surge mechanisms 
provide critical capacity to temporarily 
support OCHA’s emergency responses. 
OCHA’s ability to provide this capacity relies 
on a corporate commitment to equitable 
participation in internal mechanisms; 
systematically identifying, strengthening 
and supporting the required capacities and 
predictable deployment processes.     

Emergency Response Roster (ERR)

The ERR comprises 40 to 50 staff who vol-
unteer to deploy at short notice for up to 
six weeks, or in the case of level-three and 
corporate emergencies, up to three months. 
The roster is populated twice yearly by staff 
who volunteer, have their supervisor’s con-
sent, are screened for suitability and under-
take preparations to be deployment ready. 
In addition to providing a predictable pool 
of staff to deploy to emergencies, the ERR 
gives staff opportunities to use their expe-
rience and skills in different contexts for 
professional exposure and growth. 

OCHA will reinforce the central surge 
management role of the ERR by setting 
corporate-wide targets for participa-
tion, as well as introducing incentives for 
professional growth and diversification.  
OCHA-wide statistics will be introduced to 
increase transparency and allow for greater 
analysis of surge needs, deployed capacities, 
gaps and trends.

Standby Partnership Pro-
gramme (SBPP)

OCHA currently has agreements with 14 
partner organizations that maintain rosters 
of experienced humanitarian profession-
als, many of whom have prior experience 
with OCHA and/or other humanitarian 
organizations. The SBPP allows for the 
deployment of gratis personnel for new and 
escalating emergencies. Standby partner 
experts deploy within four weeks of con-
firmation of a request and can be assigned 
to an OCHA emergency operation for up 
to six months. The SBPP provides a ready 
source of trained and experienced human-
itarian capacity, and deployment costs 
are covered through partners’ budgets. 
To optimize use of the SBPP, OCHA will 
put in place an outreach and development 
strategy, which will outline areas such as 
partnership priorities, awareness-raising 
on appropriate use of the SBPP, and devel-
oping and strengthening profiles.

Corporate surge 
management



18

Associates Surge Pool (ASP)

The ASP is a pool of external, pre-cleared 
humanitarian experts available to deploy 
for short- to medium-term temporary 
assignments. The pool comprises experi-
enced humanitarian professionals, includ-
ing those who have undertaken multiple 
OCHA deployments. Established to fill 
the gap between an emergency and lon-
ger-term recruitment, the ASP can also be 
used to cover staffing needs for opening, 
transitioning or closing offices. Typical de-
ployments range from three to six months 
but can be extended for up to 364 days. The 
ASP will be the first option for temporary 
appointments.

United Nations Disaster Assessment 
and Coordination (UNDAC)

UNDAC was designed to help the United 
Nations and Governments of disaster-af-
fected countries during the first phase of a 
sudden-onset emergency. UNDAC teams 
can deploy at short notice (12-48 hours) 
anywhere in the world. They are provided 
free of charge to the disaster-affected coun-
try and deployed upon the request of the 
United Nations Resident or Humanitarian 
Coordinator.

• OCHA will diversify our 
approach to attracting and re-
taining staff to attract diverse 
gender and geographic talent 
from a variety of sources. 

• OCHA will establish viable 
rosters of available candidates 
in functions such as Adminis-
tration, Humanitarian Affairs, 
Information Management, 
Public Information and Pro-
gramme Management. 

• OCHA will achieve gender 
parity in the Professional, 
General and national Pro-
fessional Officer categories. 
OCHA will improve geo-
graphic diversity in the Pro-
fessional category. 

• OCHA will optimize all 
staffing tools to manage 
short-term and long-term 
staffing needs.

Actions
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Overview of 
OCHA’s vision 
and strategy for 
learning

OCHA’s learning and development 

strategy is driven by a vision that 

values high-calibre performance and 

competence as vital to delivering on 

our mandate. Recognizing the com-

plexity of OCHA’s role across the five 

core functions, a strategic approach 

to learning is considered essential 

to effectively equip personnel with 

up-to-date skills and knowledge to 

meet organizational demands and stay 

current in the ever-evolving humani-

tarian context.  

Ensuring staff have access to learning 
opportunities is a critical element of the 
strategy, including emphasis on field and 
headquarters staff, and staffing groups 
across Professional, National Officer and 
General Service cadres. Accountability for 
learning lies with senior management, and 
individual managers and supervisors who 
are responsible for enabling their staff to 
benefit from learning and development op-
portunities in a fair and transparent man-
ner. Staff members are also responsible for 
continuous learning and availing of learn-
ing opportunities on their part. Reference 

is made to OCHA’s Central Learning Fund, 
which supports targeted learning for select 
staffing groups, with priority given to se-
nior managers and high-potential individ-
uals, including international and national 
officers. The OCHA Learning Management 
System is the central portal for staff to 
access learning resources including distance 
learning resources and events, which are 
a primary channel to bring cost-effective 
professional development to staff.

OCHA’s strategy for learning leverages 
partnerships with a range of actors, includ-
ing the UN Secretariat, UN Staff College, 
standby partners, academia and others, to 
bring a wider range of resources and per-
spectives to OCHA’s learning environment. 
The approach incorporates inter-agency 
learning opportunities to advance common 
approaches and build effective strategic and 
operational partnerships across the human-
itarian system. Knowledge management is 
considered a key vehicle to leverage learn-
ing with attention to capturing and sharing 
lessons and good practices to inform future 
programmes. 

Growing OCHA staff through managed 
learning and development

CHAPTER 4
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Governance 
for learning 

OCHA’s commitment to learning is real-
ized through a governance structure, which 
is set at the highest level to the Assistant 
Secretary-General (ASG), who has overall 
accountability for the agenda. In view of 
the recognized need for OCHA-wide own-
ership and effective coordination around 
a common learning agenda, a simplified 
structure supports this aim, including:  

• People Strategy and Management 
Committee: Provides guidance and 
direction on OCHA’s learning agenda 
and allocation of resources. The 
setting of annual learning priorities 
provides a targeted approach to drive 
learning in key areas of strategic im-
portance to the organization.  

• Global Learning Unit, Human 
Resources, Executive Office: Re-
sponsible for the implementation of 
learning programmes and services; 
technical advisory services and 
coordination of learning and train-
ing programmes across divisions, 
branches, regional and field offices 
(e.g. training providers, community 
of practice moderators); and moni-
toring and evaluation. 

• Learning Champions: Branch/field 
voluntary focal points who serve as 
a liaison to the Global Learning Unit 
to promote the learning agenda and 
provide support and guidance to staff 
to pursue professional development.  

A structured and guided orientation is a 
necessary step to ensure OCHA staff have a 
unified understanding of OCHA’s role and 
undertake common approaches to human-
itarian coordination work. The OCHA 
Induction Package is mandatory for all new 
staff to complete, and it provides informa-
tion on OCHA’s mandate, structures and 

roles in support of coordination across the 
operational processes. It also provides tools 
for managers to consistently and effectively 
integrate staff into teams and the wider or-
ganization. Specific face-to-face individual 
induction training will be provided to key 
management groups (e.g. administrative 
and Humanitarian Affairs Officer cadres).

Uniform and mandatory induction 
to ensure one OCHA and common 
professional standards in 
humanitarian coordination  
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Core Curriculum with learning 
paths to guide professional 
development and drive 
performance

The Core Curriculum is the overarching 
framework for OCHA learning and is 
aligned with the priorities of the 2018-2021 
Strategic Plan. It is anchored in OCHA-spe-
cific competencies covering its core func-
tions to promote quality standards. The 
framework addresses core knowledge and 
skills, including humanitarian principles 
and standards, international humanitarian 
law and advocacy, operational processes 
in support of the programme cycle, and 
gender and protection. Key coordination 
competencies are also recognized as fun-
damental to OCHA’s effectiveness and 
complementary to technical/substantive 
skills, including communications, facilita-
tion, negotiation, consensus-building and 
partnership brokerage. 

Functional Learning Paths build on com-
petency frameworks and assessments of 
capacity against required skills and knowl-
edge, and they provide information on 
available learning offerings. The approach 
aims to professionalize core skills and 
knowledge through established perfor-
mance standards with guided development 

opportunities and offerings. Learning path-
ways provide guidance for OCHA staff to 
undertake learning that is tailored to their 
operational context and demand driven to 
professional development needs. 

Learning is delivered using a blended 
approach to ensure impactful learning 
through: i) formal training, ii) collabora-
tive learning through thematic/technical 
forums, networks, and mentoring and 
coaching arrangements, and iii) experien-
tial learning through development assign-
ments (e.g. country/regional exchanges, 
secondments). Certification of acquired 
competencies is integrated into select 
Learning Paths, with the understanding 
that it provides an incentive for learning 
and supports minimum performance stan-
dards. Certification is a requirement for 
select functions in procurement, finance, 
human resources and fund management, 
with consideration to expand to other 
areas, such as international humanitarian 
law, humanitarian principles, facilitation/
training and other areas, as appropriate.  
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The importance of supporting effective 
leadership and management is a priority in 
OCHA’s learning strategy, focusing on core 
requirements with tailoring to a coordi-
nation role. This is outlined in the OCHA 
Leadership and Management Development 
Programme Framework and is in align-
ment with the new Secretariat Leadership 
Model. A systematic approach is adopted 
that targets staff with existing leadership 
functions, as well as those who are iden-

tified as having a high potential for future 
roles, including OCHA leadership, D1s and 
P5s in management functions, middle man-
agers (P4 and NO-D), and high-potential 
staff who are early in their career (P3/P2/
NO-A, B, C). A structured leadership path-
way with a menu of resources and options 
is available to create a tailored development 
plan in support of individual learning needs 
and career interests. 

Effective leadership 
and management 
performance

Career 
Support 

In alignment with the wider Secretari-
at, OCHA will facilitate access to career 
support services for all staff. For staff who 
are being affected by transition processes 
in the context of office closure or down-

sizing, a targeted approach will be made 
available that provides access to coaching, 
skills-building and networking resources.
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The value that national staff bring to 
OCHA’s work is well recognized. Strong 
talent exists within this group, and more 
effort is required to leverage their potential 
to build a diverse community of managers 
and practitioners across OCHA.  

To ensure progress on this agenda, manag-
ers will have to proactively identify highly 
capable national staff within a managed 
approach to talent growth. The strategy 
ensures that the learning needs of national 
staff are met with equitable access to pro-
fessional development opportunities.

Ensuring a strategic and systematic ap-
proach to leverage talent is a key feature of 
OCHA’s approach to effective people man-
agement. Concretely, this is operationalized 
through various interrelated entry points in 
the context of performance management, 
staff development plans that align with 
organization priorities, and talent pools to 
enable a targeted and systematic approach 

to succession planning. An important 
aim is to enable a diverse organization in 
alignment with gender parity and geo-
graphical diversity goals. The approach will 
build competencies to meet organization 
demands, and to adequately support iden-
tified staff for advancement in their careers 
within and outside OCHA. 

Leveraging talent 
among national staff 
and supporting career 
development

Leveraging 
talent for talent 
pools
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Talent pools 

The adoption of a more strategic approach 
to leverage and support diverse talent 
growth in the organization is embedded in 
the concept of the talent pool. The gover-
nance and operational processes are to en-
sure a strategic, systematic, fair and trans-
parent approach to the identification and 
selection of staff to participate in the talent 
pool. Links with performance management 
outcomes are emphasized, and they inform 
strengths to build on and areas for more 
work. Assessment tools will also be used 
to identify talent and to inform individu-
al development plans. The mechanism is 
structured as two sub-pools: 

Diversity Pool 

Development of a diverse staff through 
expanded outreach to bring people into the 
organization at a junior level, and sub-
sequently preparing them with technical 
and managerial expertise/competencies 
to assume higher-level functions over 
a longer-term period. National staff are 
considered to be the main staffing group to 
benefit from this pool.  

Manager Pool 

Targeted development of high-potential 
staff, including existing managers and 
leaders (Branch/Section Chiefs, Heads of 
Office, Deputy Heads of Office), through 
tailored development plans, ensuring that 
succession planning supports leadership 
growth with high-calibre humanitarian 
coordination leadership qualities. Special 
efforts are made to promote women leader-
ship development in support of gender 

parity. Links are made with the wider 
humanitarian system, such as the United 
Nations Resident Coordinator/Humanitar-
ian Coordinator track and other avenues 
across the UN system.

• OCHA will ensure that staff have 
access to learning opportunities, 
including field and headquarters 
staff, and staffing groups across the 
Professional, National Officer and 
General Service cadres.

• OCHA will leverage learning part-
nerships with a range of actors, 
including the UN Secretariat, UN 
Staff College, standby partners, 
academia and others, to bring 
a wider range of resources and 
perspectives to OCHA’s learning 
environment.

• OCHA will provide a mandatory 
induction for all staff to ensure 
one OCHA and common profes-
sional standards in humanitarian 
coordination. 

• OCHA will establish talent pools 
to increase diversity and for the 
targeted development of high-po-
tential staff for management roles. 

Actions
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OCHA is committed to improving 

programme delivery by supporting 

staff performance and development 

and holding staff accountable for 

delivering on their responsibilities. 

To this end, OCHA will adhere to the 

current Performance Management and 

Development System (ST/AI/2010/5) to 

optimize staff performance at all levels 

through the following measures:

• Promoting a culture of high perfor-
mance, personal development and 
continuous learning.

• Empowering managers and holding 
them responsible and accountable for 
managing their staff.

• Encouraging a high level of staff par-
ticipation in the planning, delivery 
and evaluation of work.

• Recognizing successful performance 
and addressing underperformance in 
a fair and equitable manner.  

 
 
 
 
 
 
 

OCHA will shift from a culture of mon-
itoring general completion rates for per-
formance evaluations to ensuring that 
managers properly use performance man-
agement as an evaluation tool to provide 
constructive feedback, acknowledge good 
performance, and address issues of under-
performance through remedial action and 
targeted training.   

OCHA will also focus on the performance 
management of the managers within the 
organization, and those managers account-
able for ensuring the performance manage-
ment framework is working efficiently. 

Building a culture of performance management 
with a focus on recognition and accountability

CHAPTER 5
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Optimize current 
performance 
management framework 
for OCHA’s benefi t 

OCHA expects and requires high perfor-
mance of all staff members regardless of 
level or contractual status. OCHA senior 
leadership is committed to a culture that 
values performance management by foster-
ing a culture of trust, transparency, hon-
esty, dialogue and collaboration. OCHA is 
committed to a performance management 
system in which individuals are recognized 
for their achievements, mentored to devel-
op their potential but also held accountable 
for their performance shortcomings.

The performance management framework 
for OCHA includes:

• Providing guidance and support to 
managers to approach performance 
management as a continuous dia-
logue between the staff member, the 
First Reporting Officer and the Sec-
ond Reporting Officer on past, pres-
ent and future expected performance. 

• Ensuring that all supervisors undergo 
mandatory performance manage-
ment training, including training on 
how to deliver constructive, fair and 
open feedback to staff. 

• Providing staff with opportunities to 
improve their performance through 
a range of means, such as mentor-
ing, coaching, learning and career 
development. 

• Implementing the performance 
management policy in a consistent 
manner, with clear performance-as-
sessment criteria. 

• Supporting all staff in understanding 
the feedback-and-ratings process, as 
well as their roles and responsibilities 
in effective performance assessment.   
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As part of the ongoing Secretary-General 
reforms, performance management will be 
reviewed, with a proposal to strengthen the 
current performance management frame-
work through 360-degree feedback starting 
with senior management. OCHA will im-
plement 360-degree feedback for all staff at 
the P5 level and above to consistently assess 
the performance of managers by supervi-
sors, supervisees and colleagues.  

Performance management compliance will 
also be strengthened to ensure managers 
regularly engage their staff in performance 
discussions, and to ensure the timely com-
pletion of performance appraisals. Manag-
ers’ appraisals will include performance-ap-
praisal compliance.

Shifting from 
performance compliance 
to rewarding good 
performance

As part of OCHA’s performance manage-
ment, high-performing staff who receive 
“exceeds expectations” or “outstanding” on 
select competencies will be identified for 
talent pools. These staff will be prioritized 
for professional training, coaching and 
directed learning. Staff will be supported to 
identify career growth opportunities, in-
cluding higher-level positions and potential 
assignments outside of OCHA with various 
agencies, funds and programmes.  

Supervisors will be encouraged to 
recognize high performance through 
letters of merit, certificates, citations 
or simple “thank you” messages from 
senior managers.
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Addressing 
underperformance for a 
culture of accountability

To ensure OCHA is using resources in an 
effective and accountable manner, man-
agers will be held accountable for consis-
tently addressing poor performance, no 
matter how difficult, uncomfortable or 
challenging the situation may be, so as to 
ensure we are utilizing our resources in an 
effective and accountable manner. In turn, 
staff are obliged to also cooperate with this 
process. To reduce the likelihood of poor 
performance, managers are expected to take 
preventive actions, including:

• Communicating clear perfor-
mance goals and expectations to 
staff members

• Providing regular and frequent feed-
back on performance

• Recognizing good performance, in-
formally and formally

• Making full use of the initial pe-
riod of the appointment for new 
staff members

• Ensuring that staff are making the 
most of development opportunities

In cases of underperformance, managers 
will systematically document the issues and 
counsel staff on expected improvements. 
Where no improvement is seen, the formal 
process for addressing poor performance 
will be instigated, including appropriate 
administrative action in consultation with 
Human Resources. All OCHA managers 
will have access to support mechanisms at 

OCHA to guide their work with underper-
forming staff. OCHA will provide opportu-
nities for managers to develop their skills in 
performance management through regular 
learning programmes. Human Resources 
will provide expertise to address under-
performance and collaborate with man-
agers to explore options for a systematic, 
fair and transparent procedure to remedy 
performance. 

• OCHA will guide and support 
managers to approach performance 
management as a proper evaluation 
tool to provide constructive feed-
back, acknowledge and reward good 
performance, and address issues of 
underperformance through remedial 
action and targeted training.  

• OCHA will recognize high-perform-
ing staff for talent pools. 

• OCHA will provide opportunities for 
all staff to enhance their performance 
through a range of means, including 
mentoring, coaching, learning and 
development. 

• OCHA will proactively address issues 
related to staff not meeting per-
formance expectations and ensure 
procedures to remedy performance.

Actions
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Every day, OCHA personnel demon-

strate their extraordinary commit-

ment to the organization’s mission 

against a backdrop of increasing de-

mands from affected communities 

and our partners, and round-the-clock 

accessibility and protracted assign-

ments in sometimes insecure, isolated 

and difficult environments, and ar-

eas afflicted by conflict, violence and 

disaster. OCHA recognizes that this 

commitment can come at a cost, partic-

ularly when workloads are heavy and 

resources constrained.

OCHA has a duty-of-care obligation for our 
personnel. This duty is particularly pro-
nounced in high-risk environments. OCHA 
must meet our duty of care while also 
delivering on our mandate. The High-Level 
Committee on Management defines duty of 
care as “a non-waivable duty on the part of 
the organization to mitigate or otherwise 
address foreseeable risks that may harm or 
injure its personnel and their eligible fam-
ily members.”

As part of the duty of care, OCHA will 
foster an environment that values people 
as our greatest resource, and put in place 
processes that promote the health, security 
and well-being of our people serving in 
all duty stations in an atmosphere that is 
respectful, empowering, caring, and free of 
harassment and discrimination. 

Special attention will be paid to ensuring 
support for female staff, in line with the 
Secretary-General’s commitment to ensure 
gender equity at all levels of the UN by 
2030, and support for staff with disabilities, 
in accordance with ST/SGB/2014/3. 

This essential responsibility is ground-
ed in good management practice, and a 
healthy, secure and motivated workforce 
is necessary for an organization to be able 
to deliver on its mandate and attract and 
retain talent.

Promoting the health, well-being and 
safety of our people

CHAPTER 6
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Health and 
well-being

OCHA understands health as “a state 
of complete physical, mental and social 
well-being, and not merely the absence 
of disease or infirmity.” A healthy work-
force is vital for the effective function-
ing of OCHA. 

OCHA personnel have a primary respon-
sibility to ensure that they are following 
medical instructions and guidance and 
practising self-care for their own health. 
However, medical advice and services 
must be accessible to OCHA personnel and 
their families wherever they are deployed. 
OCHA will ensure that our personnel are 
informed on how to access these services, 
including information on medical insur-
ance. OCHA will also work closely with 
UN Medical Services to ensure that all 
personnel deployed to the field, whether on 
a temporary or long-term basis, are medi-
cally cleared, with up-to-date vaccinations 
and a medical kit.

OCHA will also publish standardized med-
ical evacuation procedures to make sure all 
staff and managers are aware of this critical 
procedure. In the event of a medical evac-
uation, OCHA personnel will be appointed 
a Human Resources (HR) focal point to 
ensure they have the necessary administra-
tive support and advice before, during and 
after the medical evacuation. 

OCHA acknowledges that the underlying 
stress associated with working in humani-
tarian operations can lead to health issues, 
including negative coping mechanisms, 
depression and burn-out. The 2015 OCHA 
Welfare Health Assessment noted that 
a lack of reciprocity between effort and 
potential rewards, i.e. an effort-reward 
imbalance, leads to emotional distress and 
other negative health effects. The long-
term effects of these health issues cannot 
be underestimated. OCHA will support our 
personnel by referral to health profession-
als, and by ensuring that affected person-
nel have adequate time to recuperate and 
recover without perceived or actual adverse 
career consequences.   

OCHA’s induction programme will include 
specific material on well-being, includ-
ing how staff can contact the OCHA Staff 
Counsellor/Welfare Officer and the UN 
Staff Counselling services. 

The most senior OCHA staff member in 
each field location is responsible for ensur-
ing that options for welfare and well-be-
ing are identified and communicated 
to personnel. 

Where possible, options on welfare-shar-
ing arrangements with other UN agen-
cies should be made.  The responsibility 
includes collaboration with the OCHA 
Welfare Officer, staff and local interlocu-
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tors to identify resources and opportunities 
for addressing stress and other areas of 
concerns, such as isolation and separation 
from family and friends. This requirement 
will be monitored through the annual 
performance management cycle of the 
Head of Office and staff surveys. A staff 
member’s well-being can also be affected by 
not receiving the required administrative 
support, causing delays in salary or other 
payments of entitlements. To mitigate 
administrative-related stressors, OCHA 
will formalize an escalation procedure to 

ensure these matters are addressed in a 
timely and professional manner. In addi-
tion, OCHA will enhance the efficiency of 
the administration by ensuring clients are 
better informed on policies, entitlements, 
and the roles and responsibilities of var-
ious offices, and by streamlining internal 
administrative processes to ensure timelier 
processing of entitlements in line with the 
Secretary-General’s management reform 
efforts to make the UN more nimble, ef-
fective, transparent, accountable, efficient, 
pragmatic and decentralized.

Safety and 
security

As per the UN Department of Safety and 
Security’s Security Policy Manual, “the 
primary responsibility for the security 
and protection of personnel employed 
by United Nations system organizations, 
their spouse and other recognized depen-
dants and property and the organizations’ 
property rests with the host Government.
(…) The UN has a duty as an employer to 
reinforce and, where necessary, supplement 
the capacities of host Governments to fulfil 
their obligations in circumstances where 
UN personnel are working in insecure 
areas which require mitigation measures 
beyond those which the host Government 
can reasonably be expected to provide.”  

The goal of the UN Security Management 
System is to enable the conduct of UN 
activities while ensuring the safety, security 
and well-being of personnel and the securi-
ty of UN premises and assets. OCHA com-
mits to providing our personnel with the 

appropriate personal protective equipment 
and support, and to implement risk man-
agement measures in offices and residenc-
es, as decided by the Designated Official 
with the Security Management Team, and 
as required by the Security Management 
System Policy, Security Risk Management, 
Minimum Operating Security Standards 
and Residential Security Measures. OCHA 
will advise staff of training requirements 
and provide timely training opportunities 
to meet the requirements. 

Staff will be held responsible for adhering 
to all laws of the host country; complying 
with all UN system security regulations and 
procedures at the duty station, both on and 
off duty; obtaining the necessary mandatory 
security clearance prior to any travel; com-
porting themselves in a manner that will not 
endanger their safety and security or that of 
others; and attending and completing securi-
ty training relevant to their level and role.
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Management 
of critical 
incidents 

Despite the implementation of all reason-
able physical and psychological risk man-
agement measures, critical incidents may 
occur, including death or serious injury. 
For staff who have experienced a critical 
incident, OCHA will ensure access to the 
resources needed to manage the physical, 
emotional and psychological effects of the 
incident. All staff affected by critical inci-
dents will be appointed a HR focal point 
within 24 hours. The HR focal point will 
maintain frequent communication with the 
staff member or, if necessary, with an im-
mediate family member on administrative 
matters, including ensuring that claims for 
entitlements and compensation are handled 
in a timely and professional manner.  

The OCHA Welfare Officer will support 
staff, including directing them to available 
medical, psychosocial and other resourc-
es. Affected staff will also be advised on 
medical and psychological support and 
resources that are available for them and 
their families. The OCHA Welfare Officer 
and HR focal point will also help to support 
the staff member’s transition back to work 
following the necessary recovery time from 
the critical incident. To trigger the appro-
priate response mechanism, staff and su-
pervisors must ensure that any staff mem-

ber affected by a critical incident is reported 
on an urgent and mandatory basis to the 
Head of Office of the specific duty station 
and to the Chief of Human Resources.

The OCHA Guidelines on the Redeploy-
ment of Staff after Critical Incidents out-
line potential short-, mid- and long-term 
options for affected staff. OCHA will 
develop Standard Operating Procedures 
in consultation with affected stakeholders 
clearly outlining roles and responsibilities 
of concerned parties. The Critical Incident 
Review Committee, overseen by the ASG 
and supported by Human Resources, will 
ensure temporary or long-term placement 
decisions in those instances where action 
is required at a higher level for a mid- or 
long-term solution.
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Work-life 
balance

OCHA recognizes that all personnel will 
require some specific arrangements to 
manage their professional, private and fam-
ily obligations. As part of this recognition, 
supervisors are responsible for planning 
the work in such a way as to encourage and 
enable all staff members, including them-
selves, to take annual leave, home leave, 
and rest and recuperation as due, and not 
to delay annual or home leave, except for 
emergency operational requirements. Rest 
and recuperation leave (when applicable) is 
essential for the health and well-being of all 
staff and should not be delayed. 

Staff members can avail of flexible work-
ing arrangements under ST/SGB/2003/4 
in the form of staggered working hours, 
compressed working schedule (ten working 
days in nine), scheduled break for external 
learning activities, or work away from the 
office (telecommuting), all subject to local 
conditions, priority requirements of the 
individual office and the supervisor’s ap-
proval. The current framework on flexible 
working arrangements is under revision, 
so the policy may allow for more flexibility 

in working arrangements, especially in the 
area of telecommuting, in the near future. 
Supervisors are encouraged to support staff 
to avail flexible working arrangements in 
all duty stations so long as they are sup-
ported by the local operational consider-
ations and work exigencies. 

In line with OCHA’s commitment to the 
advancement of women within the UN, 
and to reach gender parity, special con-
sideration will be made to support female 
staff, including, but not limited to, requests 
for flexibility. Supervisors are committed 
to ensuring that OCHA’s work culture 
supports a woman’s and parent’s ability to 
advance professionally. Although Special 
Leave without Pay is not an entitlement, it 
is available in circumstances such as child 
care following maternity, paternity or 
adoption leave, for parental care, for family 
reunification when a staff member needs 
to relocate because of the movement of a 
spouse or partner, or for the pursuit of an 
advanced degree. 
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Encouraging and 
maintaining a harmonious 
and cohesive work 
environment

A harmonious and cohesive work envi-
ronment increases the likelihood of staff 
satisfaction, and it improves productivity 
and the quality of the work experience. 
OCHA staff and supervisors are expected 
to work together to foster a harmonious 
and cohesive working environment to 
support OCHA in efficiently and effectively 
achieving our organizational objectives. In 
situations where working relations inhibit 
a harmonious and conducive environment, 
staff are expected to constructively raise 
this with concerned colleagues, line man-
agers and/or HR staff. The United Nations 
Ombudsman and Mediation Services is 
another resource to call on for support to 
resolve tensions and disputes, including 
through coaching and mediation.  

The Secretary-General’s bulletin ST/
SGB/2008/5 outlines accountabilities for 
all staff to foster a working environment 
that is free from harassment, discrimina-
tion and abuse of authority. The policy 
applies to all OCHA personnel, including 
staff members, consultants, contractors, 
gratis personnel and interns. The bulletin 
stresses that all staff members have a duty 
to take preventive measures or remedies, 
and when prevention has failed, to protect 
staff from further exposure to the prohibit-
ed conduct. Staff are expected to familiarize 
themselves with the bulletin to understand 
and uphold their roles and responsibilities.   

Staff are also reminded that for the purpose 
of ensuring that the Organization functions 
in an open, transparent and fair manner, 
the Secretary-General has protections in 
place for individuals who report miscon-
duct or cooperate with duly authorized 
audits or investigations. The protections 
against retaliation for reporting misconduct 
and for cooperating with duly authorized 
audits or investigations is outlined in ST/
SGB/2017/2. 

There will also be a UN Secretariat Staff 
Engagement Survey as part of the Secre-
tary-General’s overall management reform 
to assess the UN’s organizational culture as 
it applies to specific organizational pri-
orities and mandates, and also to identify 
and improve staff capabilities that support 
achievement of UN mandates. Based on 
the survey results, each department, office 
or mission, including OCHA, will have 
to undertake action planning in priority 
areas identified for strategic improvement 
through the survey. OCHA will also expand 
on the use of exit interviews as a means for 
collecting data, information and lessons 
learned on OCHA staff engagement, and 
identify priority areas where changes or 
improvements need to be made in order to 
retain more staff.  
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Building a 
culture of trust

An organization’s culture is defined as a 
system of shared assumptions, values and 
beliefs that governs how people behave in 
an organization and significantly influenc-
es what an organization can accomplish. 
OCHA staff are committed to the work 
and ideals of this organization. To this end, 
staff and management must work together 
to build a culture of trust within OCHA. 
This culture of trust includes the following:

• Staff should be able to trust that man-
agers are making sound and fair deci-
sions based on the relevant regulatory 
framework and good management 
practice, and that those decisions are 
being communicated to all involved in 
a transparent and timely manner. 

• Managers must be able to trust that 
staff are working professionally, with 
integrity, and conducting themselves 
in an ethical and professional manner 
and in compliance with their obli-
gations under the UN staff rules and 
regulations towards the benefit of the 
Organization. 

• Staff should be able to trust that their 
management and administration are 
working efficiently, transparently 
and with accountability.  

• Staff and managers should feel 
comfortable to express themselves 
in a constructive and professional 
manner without fear of retaliation, 

but they must also be able to listen to 
constructive feedback from others. 

Building this culture of trust is a joint 
responsibility of OCHA staff and managers 
and all OCHA staff will be expected to up-
hold the above in their daily roles and re-
sponsibilities. OCHA management will also 
ensure managers are receiving feedback 
from staff and staff representatives through 
a formal complaints/feedback mechanism 
and engaging in a constant dialogue to sup-
port this important initiative.

• OCHA strives towards an envi-
ronment that values people as our 
greatest resource. 

• OCHA puts in place processes and 
practical solutions that promote the 
health, security and well-being of our 
people serving in all duty stations. 

• OCHA will ensure an atmosphere that 
is respectful, empowering, caring, and 
free of harassment and discrimination.

• OCHA staff and managers will work 
together to build a culture of trust, 
transparency and accountability 
within our organization.  

Actions
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Within the framework of the “Creat-

ing a Better OCHA” document, a People 

Strategy and a Management Commit-

tee, chaired by the OCHA ASG, will 

be established. The committee will 

oversee people and talent management 

across OCHA and the implementation 

of the OCHA People Strategy.  

The People Strategy and Management 
Committee will be responsible for develop-
ing a four-year action plan, in an order of 
priority, and for ensuring that the strategy’s 
objectives are being consistently met across 
OCHA. We recognize that the strategy has 
many ambitious goals and targets and not 
all can be achieved right away. The purpose 
of this OCHA People Strategy is to outline 
a vision of the organization that we want to 
be in the area of people management. 

The committee is envisioned to address 
the implementation through a holistic 
approach, looking at solutions through 
various lenses from across OCHA, and to 
take into account the Secretary-General’s 
reform efforts. The implementation plan 
will have agreed realistic milestones for 
delivery in terms of short-, mid- and long-
term priorities. Once defined, progress will 
be measured against these benchmarks and 
adjusted where needed. 

The OCHA People Strategy is not an end in 
and of itself, but rather a living document 
that will continue to incorporate the chang-
es and innovations dictated by operational 
realities in the internal and external envi-
ronments, including those emanating from 
within OCHA and the UN reform agenda. 

OCHA management remains committed to 
all the principles set out in the OCHA Peo-
ple Strategy, including the four main ones 
outlined below:

• OCHA is committed to the timely 
recruitment of diverse geographic 
and gender talent, and the concept of 
a mobile and flexible workforce. 

• OCHA is committed to a strategic 
approach to effectively equip person-
nel with up-to-date skills and knowl-
edge to meet organization demands 
and stay current in the ever-evolving 
humanitarian context. Ensuring staff 
have access to learning opportunities 
is a critical element, including em-
phasis on field and headquarters staff, 
and staffing groups across the Profes-
sional, National Officer and General 
Service cadres.

• OCHA is committed to a culture of 
performance management from a 
compliance and engagement perspec-
tive that rewards high-performing 
staff and has a culture of accountabili-
ty for underperformance. 

• OCHA is committed to an environ-
ment that values all of personnel 
as our greatest resource, and that 
promotes the health, security and 
well-being of our people serving in 
all duty stations, including a healthy 
work-life balance, in an atmosphere 
that is respectful, empowering, car-
ing, and free of harassment and dis-
crimination. Staff and management 
are committed to building a strong 
culture of trust and ongoing dialogue 
within OCHA. 

Way Forward

CHAPTER 7



For more information visit our digital 
and social media platforms.

unocha.org 
reliefweb.int 
medium.com/@UNOCHA

Twitter @unocha, @UnReliefChief and 
@UschiMuller
Facebook www.facebook.com/unocha 
LinkedIn United Nations OCHA

WEB PLATFORMS SOCIAL MEDIA PLATFORMS 
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