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I. Background

· On 7 July 2005, the initial draft OCHA Rotation Policy was submitted to OHRM for review
· On 22 July 2005, OHRM provided relevant comments and recommendations on the policy document
· Following extensive consultation with OHRM and OIOS, the policy document was revised and resubmitted on 7 October for further review/endorsement. 

· Major changes included:

· policy will be implemented on a pilot and voluntary basis (2006-2008)
· mandatory from 2008 forward

· revisions to better address interaction with Secretariat-wide recruitment and 
   mobility schemes (e.g. Galaxy & voluntary lateral reassignment)

· added provisions to address contractual incompatibilities between 100/200 series

· HQs staff (100) will serve in field on mission assignment under 200 series 

· field staff (200) will serve in HQ as mission replacements under temporary 100 
   series up to maximum of 3 years 

· text regarding SLWOP and separation removed

· staff unwilling to rotate will be reassigned to a new location based on operational requirements 

· text on assignment lengths and duty station classifications has been streamlined 

· OCHA is pursuing the matter with OHRM so as to obtain approval of policy
II. Development of Communications Strategy

· OIOS is partnering with OCHA to assist in the development of content to be used in communicating the policy to staff and achieving maximum “buy-in”
· OIOS Consultant and Executive Office staff have met with some SMT members, Chiefs of Branches, programme managers, staff, staff representatives, gender focal point, etc. 

· During these interviews, many positive messages of support for the policy were received. On balance, there were more positives than negatives. The fundamental rationale and necessity of the policy seems to be well accepted.


The positives included:

· Strong support for policy and making it mandatory, faster and with more posts.

· Policy is necessary for OCHA’s operational requirements.

· Professional progress in OCHA should be linked to rotation “just like in UNHCR.”

· Younger staff would be ready and enthusiastic to take advantage. 

· Rotation would give staff current/relevant “street experience” and make them stronger advocates on humanitarian issues. 

· Field experience gained prior to the rotation policy coming into effect should be taken into account. In other words, the policy should be applied retroactively.

· Rotation is not only about shifting staff but about professional growth and acquiring new skills and experience.

· Policy should be applied honestly/transparently.


The concerns expressed included:

· Managers would require more resources, support and training to implement the policy. Will that be provided? Sufficient HR support is required.

· Staff would be rotating to posts with less favourable conditions of service and contractual status. 

· There would be adverse financial implications for staff going to the field. DPKO is more attractive in this respect.

· It will be difficult to apply the policy to IRIN as there are few journalists in the humanitarian field.

· How will the costs of the rotation policy be covered?

· The policy needs to have more incentives especially for New York staff.  How will staff moving to the field maintain two households?

· 100 series and 200 series staff should be kept separate. 100 series staff should take advantage only of the Secretariat mobility scheme. There should be a separate rotation policy for L staff.

· The rotation policy should also apply to GS staff. Short term mission assignments could be considered as well as rotation within New York.

· The policy would create challenges for older staff. There could be resistance to the policy in Geneva because of staff members’ family commitments and personal situations such as mortgages etc.

· Family, education, gender, child bearing and rearing issues should be carefully considered and addressed in the policy. 

· What will occur when a staff does not want to move?

· Will there be “a guarantee of coming back” to an HQ post? 

· Field experience cannot be made mandatory for promotion as this would not be in accordance with Secretariat rules.

· Family duty stations might be reserved only for staff with families thus putting those without families at a disadvantage when movement to such stations is being considered. 

III. Road Ahead

· Following approval of the policy by OHRM, a number of communications measures will be implemented including:

· Website containing note from USG, the policy document, FAQs, rationale for rotation, etc.

· E-mail linked to the website as a means for staff to submit concerns and questions

· Town Hall Meeting in New York, Geneva and field (webcast) in order to effectively disseminate the policy to staff

· Newsletter following the Town Hall Meeting

· Workshops in New York, Geneva and several field offices to facilitate understanding of the policy and provide a forum for questions, concerns, etc.  
