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Madam Chairperson, Distinguished Delegates,

The women and men who work for UNHCR are at the heart of our ability to bring life-
saving protection to people in need. The majority (87%) of our staff are in the field, and
close to halfvork and livein hardship duty stations, isolated from their famil&gifth of our
staff (21%0) currently operate in locations classified as dangerous. Some 80% of these are
national colleagues. Ensuringthe wellbeing obur national teamis paramount. Thefprm the
backbone of our operationandarefrequentlyon the frontlineThey and their familiesnay
live throughwarand conflictin contextssuch as Northern Nigerilorthern Maliandlrag. For
them, there is no escape from the devastating and traumatic impéetseed to provide the
maximum suppornpossible undethe UN staff rules and regulatiomdnich are noalwayswell
adapted o0 t oday Tlhse r®eadridtiersy Gener aamostwalcaniel

step

Our Division ishereto provideHuman Resource systertatenablemaximumflexibility and
agility in responihg to the most complex operatiomaedswhile motivating international and
national colleagues through suppfat andrecogntion of the critical work they undertake in
deliveringU N H C Rmasdate With this in mind, and following the decision llge High

Commissioneiin October 2016 to move to a rank-in-job system, DHRM reached out to

colleagues in the field and Headquarters to seek their views on what the future recruitment and

assignments policy should contaifhis is a key step in @ ongoingdialogue between the

organization and our colleaguasross the globe



Some 4,000 colleagues contributed. Measureshey calledfor includedgreatertransparency
and consistencyn decision makingin assignmentprocedures timely and constructive
feedback on job applicationsggreatermccountability by managers and DHRNhformation on
career opportunities; amore meaningfuberformance management systemsgpporto retain
staff, womenin particular which iseven moreritical in light of recent surveys on harassment
of female colleaguesr humanitarian settingsncreasedopportunities for nationataff and
affiliate workforce clearcriteria for accessing higher-level positions; and thatandidates$or
managerial positionshould demonstratehe necessarpeople management skillgrior to

appointment

Released in August, the new recruitment and assignments policy has broughsone key

changes irfollow up to the consultationsThese includenanagerial and functional career

tracks; clear criteria for upward and/or lateral career mowepported by proactive
communication on career options; mandatory interviews when considering a staff member

for a higherlevel position anda systematic approachtmanagement development according

to grade with assessmerits ensue that aspiring managepossess the requisite skills and
competencies.Managers, DHRM and oversight bodies are now accountable for
systematically considering gender and diversity at the various stages of theesg#lon process

based on HRdata analysis Oversight boies and DHRM staff are to receiteaining on
unconscious biasShor t |l i st's and ma n a g e rtwea thirgsrfeendélee r e n c e
candidates n | i ne with the Secr et ar MNatidha cokdeagaed ' s st |
and international affiliate workforce members now haveexpandedpportunities to access

internal vacancies.

We are strengthening support to staff in between assignments for long periods. At the
same time, those who remain nine cumulative months without aregular assignmertndor

temporaryplacementwill now be placed on special leave without p&jnally, given our
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structure,not all colleaguesvill have the opportunityo move to a higher level position,
especially aftethe P4grade sowe are looking aalternative ways to recognize performance

and servicehrough study leave and other schemes

UNHCR’s affiliate personnel represent an estimated one third of our workforce. Last year

the organizatiomeviewed its approachnd is nowincluding theprofile of each colleague and
his/her education and work experieniceits human resource data systeWWe have also
expanded insurance coverage levels, improved medical evacuation procedures and offered

career guidance. policy is under developmenn thehiring of affiliate personnel.

Colleagues posted to high risk duty stations require careful selediose support and
recognition of the impact such assignments have on the individughaindéamilies We are
piloting approaches to providelditionalsupportsuch ashortenedssignmentsandtime off

to recuperate with friends and famftpm the dress of living under such conditions.

Support for national staff is also critical as over the years they may experience various forms
of pressure due to local dynamics and tensions, or from persons of concern themselves, and
exposure to conflicsituations in frontline field positions sometimes far from their families.
They also face problems accessing medical and psychological care at their duty station. To
mitigate this, we have developed specific support measures, for example compressed work

schedules to enable time for rest and travel home.

These activities form part of therganization’s duty of care to our colleagues at large, but

priority is given to noffamily, hardship and insecure environmeatgl emergenciesWhen
respondingo full scde emergencies as in Uganda and the Democratic Republic of Congo, we
send in large teams to respond without their basic eating, sleeping and medical needs covered.
Our teamsare preparednd trained specificallfor these conditions, but it is incumbernamn

us to raise the standards as quickly as possible by ensuring adetpgpigteaworking and
3



living conditions, including separate sanitation facilities for men and women, and regular

provision of fresh food. This is no easy task and we still face gaps.

UNHCR is a strong member of the UN task force on duty of carel in addition to

accommodatiorfocuses irparticularon the following areas

1) Health support, in particular medical facilities and evacuation capacity, is a priority
to save lives. Adequatefacilities enable staff (and thdwved ones at homeo be worry
free and focus on the job at hatlsome higkrisk or remoteduty stationghese fall below
minimum standardend we strive to addresthe gapgointly with other agencieOur
medical ad staff welfare teamw/ork hand in hand with security to ldlge ground work
in terms of prevention and risk mitigation from the early phases of operational planning.
On average 220nedical evacuations are carried ouaoh year entailing critical and
intensivelife-saving interventions for 24 to 48 houhs some casesypportmaycontinue
for months oreven yearsifter.

2) Psychosocial support for staff at large is essential as our work can be gtremely
challenging mentallgnd emotionallyFor example@lelivering cross line assistanoeSyria,
wondering if you will return home in the evenjngpt sharing with friends or family in
Somalia and Afghanistahe facthat you work for the UNpr receivingin Northern Angola

survivors ofsexual and gender basedlence andyravephysicalinjuries

Deploying tosuch critical operationsequiresthe preparation of our colleagues and their
families, so that what they can understand the support and security provisions and help their
families, especially their children, to worry a little less, if possible, when seeing the news.
To this end, w& havesysematicpre-deployment psychological preparation to enable
informed decision making on assignments, including from a security perspective, and

end-of assignment debriefings for all colleaguesassignd to hardship duty stations



Psychosocial supporis offered throughout theassignment There aremonitoring
procedurs in placeto ensurecolleaguescan copeincluding assesing for depression,
anxiety, msttraumatic stresdisorder burnoutand hazardous alcohol drinking. \&lso
follow those who carry out individual case management and work directly with
traumatized populations, especially refugee status deténation and resettlemenwith
incidents such as sathmolation,which can lead tsecondary traumandburnout Results
from pilotsin Indonesia and Jordan will be useag@blish minimum standards Biuty of

Carefor case workers

Addressing mental stress requires good management culture. A recent staff survey
indicatedthat manages attitudes and reputationare amonghe top 5 reasonmfluencing
decisionma ki ng on one’.BPeemfeld dynamisssaqure memagéers to be fully
aware of thaliverseneeds colleagues in the team anbtb&alin creating the right attitude, tone

and environmenfThe concerns desbian, gay, bsexual, transgender and insax (LGBTI)

have yet to be placed firmly on the agenda of managsera human resource iss@guiring
understanding, anskensitivity Senior managers will now be assessed on people management,
including an uderstanding of inclusion and zero tolerance for sexual harassment or violence.
In support ofour effortsto build an inclusiveworking environment,ite revamped Code of
Conduct sessiorare focusingn inclusion and diversitied by our specialist advisand the
ethics office These efforts Vil help usbuild an inclusive and gender sensitive organizational

environment, respectful of diversity in all its forms.

Finally, we must continue to improve our human resources systems, processes and

structure with an emphasis on strengthened workforce planning, which is now underway
with a demand and supply analysis of key functional areas with the DiviSibegecent
Headquartergeviewalsocalled for a review oftte Division of Human Resourceso we have

justembarked on a holistic external review of HR. The outcomewill pave the way fomore
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effectiveand streamlinedHR processegguide our workforce planningndassist DHRM in
becoming a strongtrategic business partner for our operationthabwe arevell positioned
toimplement an updateldleople Strategy n f ul | support of the High

vision.

We count on your commued supporto enable us to upholthe highest standaras care and
supportfor our colleagues increasingly challengingperational context&hich bring sucha

variety ofrisks.

Thank you

Check against delivery



