05 June 2020

Briefing to the WFP Executive
Board on the Comprehensive
Action Plan (CAP)
Gina Casar

Senior Advisor to the Executive Director
on Workplace Culture

Agenda

• Design and main elements of the CAP
• Examples of progress made
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CAP report to the June Board
Process of designing, implementing and reporting
on the comprehensive action plan

The comprehensive action plan
• Six core areas and performance indicators
• Workplace culture initiatives

• Allocation of resources to the six core areas and initiatives

Measuring progress in the six core areas and initiatives
• Progress towards CAP end states

Description of overall progress
Conclusion
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Comprehensive action plan (CAP) key elements

• Framed around the proposed six core areas:
reaffirming values, leadership role, employee engagement,
policy and system revisions, disciplinary processes and

communications

END STATES
INDICATORS
CAP CORE AREA
CAP INITIATIVES
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Comprehensive action plan (CAP) key elements

PLANNING

INPUTS

OUTCOMES

OUTPUTS

RESOURCES
ACTIVITIES
transforming
inputs into outputs

DELIVERABLES OF
WORKPLACE CULTURE
INITIATIVES

CORE AREA
END STATES

OVERALL
END STATE

INDICATORS
measuring progress
towards end states

BUDGETING
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Theory of change
CORE AREA 1: Reaffirming values – Initiative on values
OUTPUTS

INPUTS
•
•
•
•

Resources from Workplace culture investment case
Staff time of Senior Advisor and her office as well as all
offices supporting in the design and implementing the
initiative
External experts
Staff time of management and staff participating in the
exercise in country offices, RBx and HQ

•
•
•
•

•
•
•
•

END STATE

WFP values list and description
WFP behaviors list and description
Moments of truth
Culture Plan

WFP has well-defined and reaffirmed
values that are fully endorsed,
communicated and actively applied
across the organization

INDICATOR

ACTIVITIES

Values consultation with all staff
1:1 interviews
Socializing Results
Living the values activities

CA1.1 All employees at WFP are treated
with respect regardless of their job, age,
race, religion, sexual orientation, gender
identity, ethnicity, and physical ability

e.g. CORE AREA 4: Policy and system revision – Initiative on workforce planning

OUTPUTS

INPUTS
•

•

Resources from PSA funding, other investment
cases or critical corporate initiatives
Staff time in designing and implementing the
initiative

ACTIVITIES

•

•

END STATE

Dashboards for decision-making related
to talent management, contractual
modalities and policies on recruitment

Design and develop strategic workforce planning at both
functional and country level

WFP has policies, processes and systems that enable
structured workforce planning and a performance
management culture that fosters equality and respect
and is based on meritocracy by providing employees in
all categories with tools, guidance and opportunities for
learning and growth

OUTCOME
WFP has an improved,
inclusive and respectful
workplace, where issues
with harassment, sexual
harassment, abuse of
power and discrimination
are fully addressed

INDICATOR
(e.g.) CA4.3 At WFP, career progression
is based primarily on merit
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Selected ACTIVITES and OUTPUTS of all other core areas

End states of other core areas

CAP indicators

• Considered as outcome
indicators to measure whether
the end states of the CAP
have been reached

• Using the GSS indicators ensures
that the measurement of progress
is grounded on WFP employees’
perceptions on WFP
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CAP indicators
GSS indicators

GSS 2018
Baseline
(%)

GSS 2020
Target
(%)

CAP core areas

End states

Indicator
code

Core area 1:
Reaffirming values

WFP has well-defined and reaffirmed values that are fully
endorsed, communicated and actively applied across the
organization.

CA1.1

All employees at WFP are treated with respect regardless of their
job, age, race, religion, sexual orientation, gender identity, ethnicity
and physical ability.

61

71

CA2.1

My supervisor leads effectively.

65

75

Core area 2:
Leadership role

The WFP Leadership Group, as well as senior and middle
management, abide by WFP’s core behavioural standards
and inspire a shared vision of respect and commitment
that is fully communicated and actively applied across the
organization.

CA2.2

At WFP we hold people accountable for performing their job well.

56

66

CA2.3

The Executive Management of WFP are active role models for our
core values.

66

76

CA3.1

I am proud to work for WFP.

88

88

CA3.2

The mission or purpose of WFP makes me feel my job is important.

87

87

CA3.3

I feel supported during organizational change at WFP.

49

59

CA4.1

At work, I have the opportunity to do what I do best every day.

69

79

CA4.2

I am confident my supervisor will take appropriate action if our
team has an ongoing performance problem.

66

76

CA4.3

At WFP, career progression is based primarily on merit.

38

48

CA4.4

WFP is doing all it realistically can to ensure my safety and security.

70

80

18

0

48

58

Core area 3:
Employee
engagement

Core area 4:
Policy and system
revisions

WFP employees at all levels feel empowered and
encouraged to speak up and foster a spirit of
inclusiveness and openness in their work.

WFP has policies, processes and systems that enable
structured workforce planning and a performance
management culture that fosters equality and respect
and is based on meritocracy by providing employees in all
categories with tools, guidance and opportunities for
learning and growth.

CA5.1

Core area 5:
Disciplinary
processes

WFP has policies, processes and systems that ensure a
highly functioning internal justice system that brings
justice to all and protects staff members from retaliation.

Core area 6:
Communications

WFP has fully implemented all elements of its social
behaviour change communications, thereby enhancing
transparency, and staff at all levels understand and foster
accountability in all their actions, in particular those
related to abusive behaviour, harassment and
discrimination.

CA5.2

I have personally experienced harassment on the job within the
past year.
I trust WFP to protect me if I speak out about something which is
not being done right.

CA5.3

I believe that WFP employees at all levels are held accountable for
unethical behaviour and misconduct.

63

73

CA6.1

I am satisfied with the information I receive about what is going on
in WFP.

59

69
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CA6.2

At WFP there is open and honest two-way communication.

44

54

Database
SAMPLE
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Progress made – overall progress

▪ Good progress has been made in the core areas of
reaffirming values and disciplinary processes

1

5
SLIDE 10

Comprehensive action plan (CAP) – Initiatives per HQ Divisions
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Progress made - Gantt chart for CAP core area 2
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Disciplinary processes
Initiative aims at reducing the time between the start and the conclusion of a case,
and ensuring that:
▪

Evidentiary issues are identified and addressed in the early stages of an investigation

▪

Alleged perpetrators are informed of and given an opportunity to comment on draft
investigation findings before an investigation report is issued

▪

Interaction between internal stakeholders (investigators, human resources staff and
legal officers) is streamlined

▪

Resources are utilized more efficiently by limiting overlaps in the roles of the officials
involved

▪

Cases that do not warrant investigation or that would be better handled through
managerial or administrative action are referred without delay

OIG

HRM

To manage expectations during investigations and
disciplinary actions… and to ensure effective communication
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Reaffirming values
• Major milestones

• Values consultation:
Engaged all staff in an online consultation

Nearly 5,000 WFP employees participated
1:1 interviews with main stakeholders

• Next steps:
Socializing the values

Engage staff in digital conversations (jam sessions)
Design of a culture plan
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Employee engagement
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Going forward
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THANK YOU
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