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From Vision to Systemic Transformation

.’ for 2030
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Phase 2 of People for 2030 moved UNDP from design and intent to scaled implementation and cultural evolution. What began as a
system reset progressed into a more integrated talent management ecosystem across the organization. Here’s what progressed:
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People Strategy became a
system

The Integrated Talent Management
System was completed and is
being operationalized, linking
recruitment, learning, mobility,
career, and performance
management in a unified
framework.
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Engagement became
actionable

Static biennial survey was
replaced with UNDPListens, a
pulse-like, Al-enabled listening
architecture. Insights from these
surveys now inform real-time
action and leadership
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Quality of leadership
improved

500+ leaders completed the
Leaders for 2030 programme.
Participating leaders reported
measurable improvements in
engagement scores in their
offices.
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Talent pipelines expanded
and gender parity achieved

UNDP expanded the Graduate
Programme and the African
Young Women Leaders
Fellowship Programme, while
reaching full gender parity across
UNDP.
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People data moved toward
predictive insights

A People Index was developed
to track the relationship between
workplace experience and
organizational delivery. Data from
engagement and inclusion
surveys now inform management
decision-making.
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Well-being scaled up across
the organization

Psychosocial services reached
over 6,000 personnel, with
tailored resources introduced,
particularly in high-risk duty
stations.

Mobility and careers became
real

Creation of an Internal Talent
Marketplace, and new Mobility
Policy offered new, transparent
pathways for internal career
growth.
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HR advanced as a strategic
function

The use of Al, talent analytics,
ERP and data warehouse
enabled a shift toward more
predictive, people-centered
decision-making, moving HR
beyond transactional processes.
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