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Other business 

For consideration 

Executive Board documents are available on WFP’s website (https://executiveboard.wfp.org). 

Progress report on the implementation of the comprehensive 

action plan on the recommendations of the joint 

Board/management working group on harassment, 

sexual harassment, abuse of power and discrimination 

 

Executive summary 

This document presents progress made in implementation of WFP’s comprehensive action plan 

for addressing harassment, sexual harassment, abuse of power and discrimination. The plan is 

designed around six core areas: reaffirming values, the role of leadership, employee engagement, 

policy and system revisions, disciplinary processes, and communications. For each core area, WFP 

has defined an expected end state and ongoing and planned initiatives for achieving that state. A 

set of 16 indicators used in WFP’s global staff survey will be used to measure progress towards the 

end states and the desired outcome of the implementation of the plan. As the next WFP global 

staff survey is scheduled for early 2021, the present document is based on the perceptions of 

progress reported by employees during a global WFP “pulse check”. The pulse check was 

conducted as part of a major employee engagement exercise via digital sessions on workplace 

culture using the Jam platform, involving a total of 1,043 participants. Conclusive 2020 GSS 

indicator values and a progress update on the comprehensive action plan will be provided in WFP’s 

2020 annual performance report. 

https://executiveboard.wfp.org/
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The results of the global pulse check demonstrate that progress has been made in all six core 

areas of the comprehensive action plan. Following a major organization-wide digital exercise on 

reaffirming values, 91 percent of pulse check participants said that significant or some progress 

had been made in this core area. Significant or some progress was also observed in the leadership 

role (by 67 percent of respondents), employee engagement (86 percent) and policy and system 

revisions (68 percent) core areas. However, despite the recent launch of an improved disciplinary 

process, only 57 percent of participants felt that significant or some progress had been made in 

respect of disciplinary processes. On the other hand, major outreach and communication efforts 

resulted in 92 percent perceiving major progress in communications related to workplace culture.  

The pulse check findings reflect the progress made in WFP initiatives in five of the six core areas. 

The reaffirmed values of integrity, collaboration, commitment, humanity and inclusion are now 

confirmed and ways of embedding them into everyday work are being defined. The role of 

leadership has been strengthened through compacts between leadership group members and 

regional directors and the Executive Director, and efforts are currently being made in training and 

strengthening of the leadership framework. Success in the core area of employee engagement is 

demonstrated by positive feedback from more than 5,000 employees who participated in digital 

consultations on values, with more than 70 employees subsequently joining 10 preparatory 

sessions on “disseminating” the values and 1,043 joining the workplace culture Jam sessions. 

Another example of successful employee engagement is WFP’s digital well-being platform, which 

covers more than 40 topics, including nutrition, sleep and families and relationships, and provides 

all employees direct access to the global WFP wellness team. Work in the area of policy and system 

revisions, including adjustments to policies in response to COVID-19 and development of a people 

policy, has also been a high priority. An extensive communications campaign on reaffirming 

values, with materials in Arabic, English, French, Spanish and Portuguese, is an example of 

successful initiatives in the communications core area. A recently launched internal 

communications plan will further improve communication efforts, including in the core area of 

disciplinary processes.  

Despite the progress made, major efforts are still needed to ensure that WFP has an improved, 

inclusive and respectful workplace where issues related to harassment, sexual harassment, abuse 

of power and discrimination are fully addressed. Findings from the recent Jam sessions on 

workplace culture will be used to expedite progress and benefits realization. The findings make it 

possible to identify “moments of truth” in WFP’s journey towards an improved workplace culture. 

Such “moments of truth” constitute key interventions and the right sequence of those 

interventions for unlocking desired behaviours linked to the reaffirmed values of integrity, 

collaboration, commitment, humanity and inclusion.  

In addition to expediting implementation of the comprehensive action plan by prioritizing the 

moments of truth, efforts will be made to align CAP initiatives and activities with other critical WFP 

initiatives. The aim is to minimize overlaps and duplication of efforts among interrelated major 

WFP undertakings such as the development and implementation of an anti-racism action plan and 

a disability inclusion road map. While work in these important and complex areas is currently 

managed as two separate workstreams, the aim is eventually to mainstream them into the 

organizational structure of WFP. 
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Draft decision* 

The Board expresses its appreciation for the progress report on the implementation of the 

comprehensive action plan on the recommendations of the joint Board/management working 

group on harassment, sexual harassment, abuse of power and discrimination  

(WFP/EB.2/2020/10-A) and requests the Secretariat: 

i) to provide quarterly oral updates for the duration of the mandate of the Assistant 

Executive Director, Workplace Culture, describing the implementation of and any 

revisions to the plan; and 

ii) to provide a formal progress report annually as part of the WFP annual 

performance report. 

 

* This is a draft decision. For the final decision adopted by the Board, please refer to the decisions and recommendations 

document issued at the end of the session. 
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Major milestones – in the design and implementation of and reporting on 

the comprehensive action plan 

1. The Executive Board considered a report on the comprehensive action plan (CAP) for 

addressing harassment, sexual harassment, abuse of power and discrimination at its 

2020 annual session.1 The report described the plan, which is designed around six core 

areas, each with an expected end state; a set of 16 indicators used in WFP’s global staff 

survey (GSS), for measuring progress towards the end states; and WFP’s ongoing and 

planned initiatives in each core area (see annex I – CAP performance indicators). The report 

also provided an indicative assessment of progress. 

 

Figure 1: Comprehensive action plan design, implementation and reporting process 

 

2. The Board requested that a progress report on implementation of the CAP be presented at 

its 2020 second regular session and thereafter annually as part of the WFP annual 

performance report. In this context, the Board considered a template for reporting on each 

core area.2 In the present document, the template has been amended to incorporate the 

results of a WFP global “pulse check” rather than the outcomes of the 16 selected GSS 

indicators (see annex I – CAP performance indicators ). The next WFP GSS is scheduled for 

February 2021 and the GSS indicator values will be available for the 2020 annual 

performance report.3 

 

1 WFP/EB.A/2020/12-A. 

2 WFP/EB.A/2020/12-A, annex III. 

3 The annual performance report for 2020 will be presented at the Board’s 2021 annual session.  
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Table 1: Revised comprehensive action plan reporting template by core area 

 

3. The use of indicators to assess progress in CAP implementation will also be amended as 

indicated in figure 2 below. 

Figure 2: Amended comprehensive action plan reporting template for each core area 

 

 

Progress by comprehensive action plan core area 

4. A global WFP “pulse check” was used to assess employees’ perception of progress towards 

the end states and desired outcomes of the implementation of the comprehensive action 

plan. The pulse check was carried out as a part of digital sessions on workplace culture using 

the Jam platform in September 2020. All WFP employees were invited to participate and 

1,043 attended the sessions. Sixteen 45-minute Jam sessions were organized with 

participants from regional bureaux, country offices, global offices and headquarters 

(67 percent were from field offices and 33 percent from headquarters and global offices).  
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Figure 3: Employee participation in the values jam sessions per location 

 

5. The sessions were facilitated by WFP employees with a variety of professional backgrounds 

and were conducted in English, with assistance for Arabic, French and Spanish speakers. 

Prior to the Jam sessions, the participants received material in a digital “waiting room”, 

including a video on WFP’s reaffirmed values and a summary of the CAP. The sessions 

focused on the six core areas of the CAP, and participants were asked to submit inputs in 

writing, to vote for the best ideas submitted and to express their perceptions of progress in 

each core area (see annex II – WFP workplace culture jam sessions preview and list of 

questions). 

Figure 4: Pulse check on progress made in the core areas of the comprehensive action plan 

 
 

6. Many of the findings are in line with those reported in the initial assessment presented to 

the Board in June, which tentatively concluded that “there appears to be greater progress in 

the core areas of reaffirming values and disciplinary processes than in the other four core 

areas. Delays mainly stem from a reprioritization of work due to the COVID-19 pandemic 

and related challenges in employee engagement. However, significant progress has been 

made in most of the core areas.”4 The reasons for differences and the evolution of progress 

since June vary among the core areas.  

 

4 WFP/EB.A/2020/12-A. 
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7. Extensive consultations on values have helped to ensure that progress in the core area of 

reaffirming values has remained on target since June, with the expectation that increasing 

efforts will be made in “living the values” and making desired behaviours part of day-to-day 

work. These expectations also apply to the leadership core area, where lower ratings 

indicate a need to demonstrate effectively the benefits of, for example, leadership training. 

Efforts to mitigate the impact of COVID-19 are reflected in employees’ perceptions of 

progress in the core areas of employee engagement and communications. The relatively 

slow progress in these two areas that was registered in June – mainly due to the pandemic 

– has been successfully addressed through the extensive digitalization of initiatives and 

activities. Challenges in the core area of policy and system revisions have continued, but 

employees perceived good progress in this area, reflecting the very effective work on 

adapting human resources policies and systems to COVID-19 conditions. The relatively low 

rating in the core area of disciplinary processes and the difference in perceptions since June 

are largely related to delays in communicating the improvements made in this area, such as 

the launch of an improved disciplinary process and enhanced communication with 

employees about disciplinary cases.  

Core area 1: reaffirming values  

8. In the core area of reaffirming values, 28 percent of pulse check participants said that 

significant progress had been made, 63 percent perceived some progress and 8 percent no 

progress (table 2).   

Table 2: Progress in core area 1: reaffirming values 

 

9. The progress perceived in this core area is in line with the status of related WFP initiatives 

and activities (see annex III – Core area 1 – end states, initiatives, activities and progress). In 

particular, significant progress has been made through consultations on values in which 

more than 5,000 employees participated. The consultations drew on extensive work on 

values from other United Nations organizations, the aspirational WFP values defined in 

2008, the outcomes of values exercises held in WFP regional bureaux and the results of 

implementation of the WFP “Respect Each Other” (or Respect) campaign in more than 

60 country offices (see annex IV – WFP values and examples from United Nations 

agencies’ values).  
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10. The participants in the consultations engaged anonymously in 45-minute digital sessions, 

available in Arabic, English, French, Portuguese and Spanish, during which they were asked 

to select, from a predefined list of 12 values, the 5 that most accurately capture WFP’s 

current values. They were then asked to define the values that they thought WFP would 

need in the future and to describe their own values. Throughout the exercise participants 

were also able to provide open-ended feedback (see annex V – Summary of values 

consultation). 

11. The results from the digital consultations were refined and confirmed during ten sessions 

on “disseminating the values” held with focus groups of representatives from regional 

bureaux, country offices and headquarters. More than 70 staff members from various 

functions, grades and demographic groups took part. Similar sessions were held for the 

Leadership Group, the Youth Network, respectful workplace advisors and staff 

representative bodies. Focus group discussions endorsed the values selected and provided 

ideas for the next steps in “living the values”.  

12. Following the consultations the reaffirmed values of integrity, collaboration, commitment, 

humanity and inclusion were communicated to staff through an extensive communications 

campaign in August, which launched one value at a time and provided related materials to 

be used in all WFP offices (see annex VI – WFP reaffirmed values – posters in five languages). 

 

Figure 5: WFP’s reaffirmed values 

 

13. The next step will be to incorporate the values increasingly into the daily behaviour of all 

staff members – “living the values”. An extensive campaign and activities for putting the 

values into action are being planned for the coming months and the reaffirmed values have 

already been embedded into ongoing CAP initiatives such as the design of training 

programmes and the revision of the WFP Code of Conduct. 
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Core area 2: leadership role 

14. In the leadership area significant progress was perceived by 12 percent of pulse check 

participants, 55 percent observed some progress and 32 percent saw no progress. 

Table 3: Progress in core area 2: leadership role 

 

15. Perceptions of progress in the leadership core area reflect the status of related WFP 

initiatives and activities (see annex III – Core area 1 - end states, initiatives, activities and 

progress). While progress has been made in ongoing initiatives, despite the  

COVID-19 pandemic, the resulting benefits have still to be effectively demonstrated.  

16. Most efforts to design, develop and launch training programmes and new management 

tools are on target, with some adjustments being made to accommodate COVID-19-related 

conditions. Face-to-face workshops for the WFP leadership programme are on hold, but 

remote sessions and online training materials on managing people during the pandemic are 

available and a comprehensive revision of the programme has started. Development of a 

corporate programme for middle managers is proceeding as planned: a training needs 

analysis was completed in June 2020, design of the programme will be completed in 

September, and training materials will be developed during the last quarter of the year. 

Piloting of the programme will commence in 2021, depending on travel restrictions related 

to COVID-19. In the meantime, training needs in this area will be addressed through 

expanded use of WFP’s digital supervisory programme, which received three gold excellence 

awards from the Brandon Hall Group in 2020.5 Progress has also been made in training for 

country directors and deputy country directors in effective staff management and respectful 

working environments. Since the February 2020 pilot, the supervisory programme has been 

adapted for remote delivery via webinars with coaching and mentoring. 

17. Increased efforts have also been made in the development of a new WFP leadership 

framework that establishes a systematic approach to the assessment and development of 

management skills. This initiative is closely linked to work in the core area of reaffirming 

values and the new framework will be aligned with the United Nations leadership 

framework, as applicable.  

 

5 Information about the awards is available at https://www.brandonhall.com/excellenceawards/. 

 

https://www.brandonhall.com/excellenceawards/
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Core area 3: employee engagement 

18. In the core area of employee engagement, 24 percent of pulse check participants perceived 

significant progress and 62 percent some progress. 

Table 4: Progress in core area 3: employee engagement 

 

19. The progress perceived in this core area reflects the status of related WFP initiatives and 

activities (see annex III – Core area 1 - end states, initiatives, activities and progress). As well 

as extensive consultations on values and jam sessions on workplace culture, significant 

employee engagement efforts have also been made in the areas of security and wellness. 

Examples in the area of security include a review of course content and delivery 

methodologies for women’s security awareness and safe and secure approaches to field 

environments training with a view to enabling both online and face-to-face delivery. 

A learning programme for raising awareness of the security-related threats, risks and 

vulnerabilities faced by WFP personnel is being developed, together with training for women 

personnel on addressing security concerns. Gender considerations are mainstreamed into 

all security initiatives, including through the incorporation of awareness-raising sessions on 

gender-based violence in security briefings. Remote working modalities and travel 

restrictions have had an impact on the delivery of briefings and training, and alternative 

delivery methodologies that facilitate effective employee engagement are being explored.  

20. While travel restrictions related to COVID-19 have prevented counsellors from visiting 

country offices, WFP’s wellness team is providing virtual and remote solutions such as 

webinars and virtual counselling sessions for individuals and groups. The recently launched 

digital WFP wellbeing platform provides all WFP employees with access to new digital 

services that cover a broad range of wellbeing topics and direct access to all members of 

the global WFP wellness team. A total of 22 staff counsellors are available to support country 

offices in addressing a wide variety of workplace culture issues, and a recently recruited 

family liaison officer can provide help in addressing family-related challenges and support 

employees as they adjust to and are integrated into new workplaces, during reassignment, 

for example. The wellness team is also promoting the inclusion of activities for enhancing 

physical and mental health in country offices’ annual plans. While the creation of new 

wellbeing committees in country offices has been disrupted by the pandemic, the 

committees that have been set up so far are serving diverse functions, depending on the 

country and the situation on the ground. The emphasis is on fostering compliance with 

health protection measures and facilitating the adaptation of working modalities to the 

COVID-19 crisis.  
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21. Initiatives and activities in the core area of employee engagement have been well received. 

The digital consultations and focus group discussions on values were highly rated by 

participants and 80 percent of respondents awarded the jam sessions on workplace culture 

scores of 4 or 5 on a scale of 1 to 5.  

Core area 4: policy and system revisions  

22. In the policy and system revisions core area, major progress was observed by 14 percent of 

pulse check respondents, some progress by 54 percent and no progress by 30 percent. 

Table 5: Progress in core area 4: policy and system revisions 

 

23. The progress perceived in this core area reflects the status of related WFP initiatives and 

activities (see annex III – Core area 1 - end states, initiatives, activities and progress). The 

expanded workload and reprioritization of activities in the human resources function due 

to the COVID-19 pandemic have posed considerable challenges, but significant progress has 

been made, particularly in adapting human resources policies and practices to pandemic 

conditions. The design and approval of “return-to-office” plans and activities to follow 

COVID-19-related closures is an example of such work, and assessments and planning for 

new ways of working are under way. A cross-functional WFP working group has recently 

completed a proposal on a new operational working model based on increased flexibility 

and agile and remote working modalities, and WFP is actively participating in inter-agency 

work in this area, including through the United Nations High-Level Committee on 

Management task force.  

24. Other human resources initiatives in the core area of policy and systems revisions have 

continued to the extent possible. A new unit and team for strategic workforce planning were 

established in September 2020, but the timeline of the strategic workforce planning initiative 

has been revised. Although good progress has been made in workforce planning at the 

functional level, a framework for the country office level needs to be developed and 

implemented in 2021 and 2022. A review of contract modalities, including proposals for 
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addressing concerns about the use of non-staff contracts, is closely linked to this initiative 

and to a thorough review of recruitment, reassignment and promotion policies. Planned 

internal audits on reassignment and promotion are expected to provide critical insights into 

this policy work, and a revision and update of human resources-related policies and systems 

will be informed by a WFP diversity and inclusion road map and an anti-racism action plan. 

Recommendations on a gender parity action plan are another important reference for all 

WFP policy and system revisions.  

25. Alongside this progress in human resources policies, major progress has been made in anti-

fraud and anti-corruption policies and practices. Initiatives and planned activities in this area 

are largely on target: a new WFP anti-fraud and anti-corruption handbook was launched in 

June 2020, and an updated draft of WFP's anti-fraud and anti-corruption policy has been 

circulated for internal consultation and is expected to be submitted for approval at the 

Board’s annual session in June 2021. More than 3,000 staff members have taken part in 

extensive training on fraud risk management during emergencies, and progress has been 

made in the development of additional anti-fraud and anti-corruption training and 

campaign materials. Regional capacity has also been strengthened, with two regional anti-

fraud and anti-corruption specialists recruited and deployed to the Regional Bureau for the 

Middle East, North Africa, Eastern Europe and Central Asia and the Regional Bureau for 

East Africa. 

26. Initiatives related to the inter-divisional steering committee, which comprises the heads of 

the Human Resources Division, the Legal Office, the Office of Internal Audit, the Office of 

the Ombudsman and the Ethics Office, have also made progress. Updated terms of 

reference for the committee are close to being finalized, pending the outcome of discussions 

on alternative channels for addressing staff complaints and the role of the committee in 

such channels which include formal mediation, intervention and coaching and peer 

mediation. The committee is now holding weekly meetings to explore coordinated and 

multi-dimensional approaches to addressing abusive behaviour and protecting victims. 

Regarding efforts to improve the delivery of specific services by the Office of the Inspector 

General (OIG), delays have affected some communications and outreach projects such as 

the establishment of a new OIG hotline and an OIG portal. However, the hotline is now fully 

functional and information on how to use it has been incorporated into the web portal of 

the Office of Inspections and Investigations to facilitate access. Employees can now report 

their concerns via a web-based portal in Arabic, English, French, Portuguese and Spanish. In 

addition, the mechanism that allows anonymous reporting of complaints has been 

greatly enhanced. 

27. Staff Wellness Division initiatives related to systems have also made progress as planned. 

The wellbeing platform launched in March 2020 provides all employees who have WFP email 

accounts with practical tools and tips for taking a proactive approach to all aspects of 

wellbeing. An upgraded version, launched in six country offices so far, includes additional 

up-to-date information on specific duty stations for employees before and during their 

deployment. Newly developed Apple and Android smartphone applications providing 

access to the platform are expected to be released in the last quarter of 2020, along with 

additional country-specific pages on several major WFP operations. Further roll out of the 

platform will coincide with the launch of an improved peer support volunteers programme, 

with a revised on-line training package for volunteers. This will enable peer support 

volunteers to work more effectively as wellness champions, encouraging wellbeing 

initiatives in the workplace. 
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Core area 5: disciplinary processes  

28. Despite the recent launch of an improved disciplinary process, only 4 percent of pulse check 

participants felt that there had been significant progress in respect of disciplinary processes, 

while 53 percent perceived some progress and 40 percent perceived no progress.  

Table 6: Progress in core area 5: disciplinary processes 

 

29. The progress perceived in this core area does not fully reflect the status of related WFP 

initiatives and activities. The relatively low rating of progress in disciplinary processes is 

related, to some extent, to delays in communicating the improvements made, such as the 

launch of an improved disciplinary process and enhanced communications with employees 

about disciplinary cases. In addition, the timelines for some initiatives in this core area have 

been extended owing to a reprioritization of work and the implications of the  

COVID-19 pandemic (see annex III – Core area 1 – end states, initiatives, activities 

and progress). 

30. The practice of reporting annually on disciplinary matters continues, with the Director of the 

Human Resources Division issuing and sharing the 2020 report with all employees in 

June 2020. Implementation of the revised disciplinary process has also continued, with the 

revision of the human resources manual and the convening of an interdisciplinary working 

group to implement the improvements. New communications products such as 

infographics and videos are being developed to facilitate access to information on WFP’s 

policy on harassment, sexual harassment, abuse of power and discrimination and 

disciplinary processes. The policy on harassment, sexual harassment, abuse of power and 

discrimination is being revised to improve the response to abusive and disrespectful 

behaviour. The timeline for this work has been revised,  with completion scheduled for the 

second quarter of 2021.  

31. The functioning of disciplinary processes has been strengthened through the addition of 

investigative resources. OIG has filled all the investigation positions that were empty in 2020 

and four new positions will be filled in 2021. In addition, the use of a roster of investigators 

to work in 2021 on a “when actually employed” basis will support OIG in the management 

of peaks in activity and addressing the increased number of complaints related to 
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harassment, sexual harassment, abuse of power and discrimination. Resources for eight 

such investigators have been approved for 2021.  

32. The capacity of the Office of the Ombudsman has also been expanded. Actions of the office 

include nomination of the first 14 headquarters-based respectful workplace advisors in 

September 2020, to join the global network of more than 160 respectful workplace advisors 

in other WFP offices, and expansion of the office’s mediation and facilitation capacity.  

Although the office’s mediation capacity meets current demand, an agreement with the 

Office of the Ombudsman for United Nations Funds and Programmes provides access to a 

global network of 90 mediators.  

33. As well as improvements in processes and resourcing, major efforts have also been made 

to find ways of addressing and challenging inappropriate behaviour, including through the 

development of internal standard operating procedures and tools for managers (such as a 

“conversation guide”) and witnesses (who receive information on and reminders of ways to 

support culture change and challenge inappropriate behaviour). A review of how the 

management of underperformance can be a source of behavioural issues will feed into this 

work. “Speak Up!” awareness-raising sessions also support behaviour change. 

Video-conferencing and virtual solutions will be piloted in the last quarter of 2020 and will 

be used until face-to-face meetings and country office visits can resume. 

Core area 6: communications  

34. Following major outreach and communication efforts, 34 percent of respondents saw that 

significant progress had been made in this area and 58 percent perceived some progress. 

Table 7: Progress in core area 6: communications 

 

35. The progress perceived in this core area reflects the status of related WFP initiatives and 

activities (see annex III – Core area 1 - end states, initiatives, activities and progress). In 

accordance with the communications plan, progress has been made both in communication 

efforts related to CAP initiatives in the other five core areas and in specific communication 

initiatives such as the Respect Each Other (or Respect) campaign.  

36. Successful communication efforts related to the reaffirming values core area demonstrate 

the importance of communications in realizing the benefits of CAP initiatives. Activities 

include the production of videos and posters on the reaffirmed values, with posters in 

multiple languages for use in WFP global offices, publication of workplace culture messages 

on the WFP intranet (WFPgo) landing page, and deployment of new digital tools such as 
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Mural and the Jam platform for communication and employee engagement. The launch of 

a dedicated space where employees can reflect and discuss the reaffirmed values is 

expected in the last quarter of 2020, along with the design and launch of new interactive 

intranet pages on WFP workplace culture, which will provide employees with information on 

workplace culture topics, tools and materials and enable active exchanges of ideas.  

37. The recently revised internal communication strategy will help to improve the identification 

of critical communication needs related to workplace culture. The core area of disciplinary 

processes serves as an example: effective and timely communication is essential in 

advancing improvements in workplace culture and awareness of them. Increasing attention 

will be paid to this in all CAP-related initiatives in order to ensure timely communications 

that engage all WFP staff. The success of communication activities related to gender issues 

serves as a positive example: a joint statement on family and domestic violence issued by 

the Rome-based agencies raised awareness of this issue and showed their commitment to 

addressing it. Communications on the Secretary-General’s “Orange the World” campaign 

and annual 16 Days of Activism against Gender-Based Violence have also contributed 

to progress. 

38. The deployment and further development of the Respect campaign is an example of a 

successful initiative in the communications core area. The campaign is currently being rolled 

out in more than 60 countries, all regional bureaux and several headquarters offices. WFP’s 

global community of more than 160 respectful workplace advisors has been involved in the 

rollout and 160 advisers have been trained as facilitators for the Respect campaign. An 

online platform for virtual training related to the Respect campaign is expected to be ready 

by the end of 2020, and an induction session for the WFP Leadership Group is scheduled for 

the fourth quarter of the year.  

Budget usage  

Figure 6: Allocation and expenditure of funding resources for critical corporate initiatives 

related to workplace culture, by core area, 2018–2020 

 

Note: The figure refers to funding only for corporate initiatives, which are led 

by headquarters. For estimation purposes, funding for each initiative has been split 

equally among the core areas that the initiative addresses. For example, 

if an initiative addresses core areas 1 and 2, its funding will be split equally between 

the two core areas.  
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39. The resources used to implement CAP-related initiatives include funds allocated to 

headquarters divisions and field offices via the programme support and administrative 

budget and country strategic plans (as part of direct support costs), and dedicated funding 

allocated by WFP’s Strategic Resource Allocation Committee or through critical corporate 

initiatives. In figure 6, each core area is represented by two columns: the first shows the 

approved funding allocation for corporate initiatives (which are led by headquarters) in that 

core area between 2018 and September 2020 and the second shows the total spent. Initially 

reported in the CAP,6 the total funding data has been revised to match updated allocations 

following budget savings (for example, in travel and training activities) and the 

reprioritization exercise of the Strategic Resource Allocation Committee.  

40. Between 2018 and the end of September 2020, the total investment in workplace culture 

initiatives through the Strategic Resource Allocation Committee and critical corporate 

initiatives was USD 11.4 million, reflecting the importance of workplace culture for the 

strategic planning and priorities of WFP. Total expenditure was USD 5.1 million.  

Realization of the benefits of the comprehensive action plan 

41. Participants in the pulse check perceive that progress has been made towards the end states 

for most core areas. The ongoing CAP initiatives are mainly on target, except in cases where 

the COVID-19 pandemic has necessitated the revision of timelines. Despite the progress 

made, however, major efforts are still needed for WFP to have an improved, inclusive and 

respectful workplace in which issues with harassment, sexual harassment, abuse of power 

and discrimination are fully addressed.  

42. Findings from the Jam sessions on workplace culture will be used to expedite progress and 

benefits realization. From the findings, it is possible to identify “moments of truth” in 

WFP’s journey towards an improved workplace culture. These “moments” represent the 

key interventions and sequences of those interventions that will have the greatest effect by 

unlocking desired behaviours linked to the reaffirmed values of integrity, collaboration, 

commitment, humanity and inclusion. Moments of truth are currently being identified for 

each of the six core areas of the CAP, and to a large extent they have already been 

incorporated into CAP initiatives.  

43. In the reaffirming values core area the moments of truth relate to WFP's journey towards 

“living the values” that will help to address harassment, sexual harassment, abuse of power 

and discrimination. To expedite the journey, every WFP employee will build on WFP’s 

strengths and focus on changing behaviours that are detrimental to workplace culture in 

daily work. In the leadership role core area, the moments of truth relate to establishing 

leaders as role models: a manager whose behaviour runs counter to the reaffirmed values 

is demonstrating a lack of commitment to an improved workplace culture. In employee 

engagement, positive office practices and teamwork will have an immediate effect on 

wellness and openness in the workplace.  

44. In the core area of policy and system revisions, the moments of truth relate to the four 

critical areas of people management: the contractual framework, performance 

management, promotions and reassignments. The contractual framework is being reviewed 

as part of the Human Resources Division’s programme of work and is closely linked to an 

ongoing initiative on workforce planning, to which additional resources have recently been 

assigned. A report on a recent internal audit of the reassignment process is being finalized 

and its recommendations are expected to provide a solid basis for the further review of 

reassignment. Additional work on performance management is also needed, as successful 

use of a state-of-the-art performance management system needs to be accompanied by 

 

6 WFP/EB.A/2020/12-A, page 8, paragraph 19. 
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major behaviour changes with employees increasingly “living the values”. The performance 

management system, PACE 2.0, launched in early 2020, provides a solid basis for this work 

through additional performance management features and innovations such as a tool for 

recording feedback from colleagues, learning and development dashboards and a team 

performance assessment. As all these areas of people management are pivotal for timely 

and sustainable changes in workplace culture, work in them will be prioritized. 

45. In the disciplinary processes core area, the moments of truth relate to employees’ trust in 

the functioning of processes. More frequent and transparent communications on 

disciplinary cases are also required, as are communications in all core areas of the CAP. In 

the communications core area the moments of truth relate to clarifying the processes that 

people currently see as opaque and confusing. To address this, a new communications 

campaign entitled “Demystifying how things work around here” will be launched towards 

the end of 2020. 

Conclusion 

46. WFP has made major strides in creating an improved, inclusive and respectful workplace in 

which harassment, sexual harassment, abuse of power and discrimination are fully 

addressed. However, further efforts are required in all six core areas of the CAP.  

47. While WFP initiatives related to the CAP are largely on target, further action is needed to 

accelerate and sequence the work in all six core areas.  

48. The next formal progress report will be incorporated into WFP’s 2020 annual performance 

report and will provide an account of overall progress, including in the realization 

of benefits. 
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ANNEX I 

CAP PERFORMANCE INDICATORS 

CAP core areas End states Indicator 

code 

GSS indicators GSS 2018 

baseline  

(%) 

GSS 2020 

target 

(%) 

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 

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. 

CA2.1 My supervisor leads effectively. 65 75 

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 

Core area 3: 

Employee 

engagement 

WFP employees at all levels feel empowered 

and encouraged to speak up and foster a 

spirit of inclusiveness and openness in their 

work. 

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 

Core area 4:  

Policy and system 

revisions 

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. 

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 
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CAP core areas End states Indicator 

code 

GSS indicators GSS 2018 

baseline  

(%) 

GSS 2020 

target 

(%) 

CA4.4 WFP is doing all it realistically can to ensure my 

safety and security. 

70 80 

Core area 5: 

Disciplinary process  

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. 

CA5.1 I have personally experienced harassment on the 

job within the past year. 

18 0 

CA5.2 I trust WFP to protect me if I speak out about 

something which is not being done right. 

48 58 

CA5.3 I believe that WFP employees at all levels are held 

accountable for unethical behaviour and 

misconduct. 

63 73 

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. 

CA6.1 I am satisfied with the information I receive about 

what is going on in WFP. 

59 69 

CA6.2 At WFP there is open and honest two-way 

communication. 

44 54 
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ANNEX II 

WFP WORKPLACE CULTURE JAM SESSIONS PREVIEW AND LIST OF QUESTIONS 

 

  

Q1: How can you and your team demonstrate our WFP values in your day-to-day work? 

Q2: What is the 1 thing WFP must do in the next 3-6 months to demonstrate we are serious about living the values? 

Q3: What would you need to see to believe leaders and managers are committed to the values? 

Q4: Which processes are the most important to align to the values? 

Q5: How we can motivate and engage you in our communications around the values? 
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ANNEX III 

CORE AREA 1- END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART I) 

 

CCH = Project Management Office, Culture Change  
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CORE AREA 1- END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II) 

 

             ETO = Ethics Office 
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CORE AREA 2 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART I) 
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CORE AREA 2 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II) 

 

         CD = country director; DCD = deputy country director; HRM = Human Resources Division  
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART I) 
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II) 

 

  



WFP/EB.2/2020/10-A 27 

 

 

CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART III) 

 

 

MSD = Management Services Division  
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART IV) 

 

       SEC = Security Division; WSAT = Women Security Awareness Training 
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART V) 

 

 INK = Innovation and Knowledge Management Division; TEC =Information Technology Division 
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART VI) 

 

 CO = country office; WEL = Staff Wellness Division 
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART I) 

 

 CAM = Communications, Advocacy and Marketing Division; TOR = terms of reference 
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II) 

 

 SOP = standard operating procedure 
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART III) 

 

 FAQs = frequently asked questions 
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART IV) 

 

 

ERM = Enterprise Risk Management Division; RB = regional bureau; RBC = Cairo Regional Bureau; RBN = Nairobi Regional Bureau  
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART V) 

 

 GEN = Gender Office 
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART VI) 

 
SC = service contracts, and SSAs = special service, HLCM = High-Level Committee on Management 
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART VII) 

 

 PSV = peer support volunteer 
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CORE AREA 5 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART I) 

 

 OBD = Office of the Ombudsman and Mediation Services 
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CORE AREA 5 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II) 

 
HSHAAD - harassment, sexual harassment, abuse of authority and discrimination, HRMTR - Staff Relations Branch 
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CORE AREA 5 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART III) 

 

OIGI = Office of Inspections and Investigations   
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART I) 

 

 CCH = Project Management Office for Culture Change 
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II) 
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART III) 
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART IV) 
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ANNEX IV 

WFP VALUES AND EXAMPLES FROM UNITED NATIONS AGENCIES’ VALUES 

 

Note: The comparison across values is done taking into account the list of WFP Values and respective 

capabilities.  

 

 

 

 

 

 

WFP Values

UN Values

UNHCR 
Values 

UNDP 
Values

UNICEF 
Values

FAO Values

IFAD Values

INTEGRITY PROFESSIONALISM
RESPECT FOR 

DIVERSITY

INTEGRITY
RESPECT FOR 

DIVERSITY

INTEGRITY,
TRANSPARENCY

MUTUAL RESPECT

INTEGRITY,
TRUST

RESPECT

INTEGRITY PROFESSIONALISM RESPECT 
FOCUS 

ON RESULTS

PROFESSIONALISM

CARE

ACCOUNTABILITY, 
PROFESSIONALISM

RESULTS 
ORIENTATION

ACCOUNTABILITY

INTEGRITY AND 
TRANSPARENCY

COMMITMENT 
TO FAO

RESPECT 
FOR ALL
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ANNEX V 

SUMMARY OF VALUES CONSULTATION 
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ANNEX VI 

 

WFP REAFFIRMED VALUES 
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ANNEX VII 

SUMMARY OF RELEVANT 2019 MANAGEMENT PERFORMANCE INDICATORS 

 

  

Summary of relevant 2019 management performance indicators (reported in the 2019 WFP annual performance plan 

and the management plan (MP) for 2020 to 2022) 
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ANNEX VIII 

COMPREHENSIVE ACTION PLAN (CAP) – INITIATIVES PER HQ DIVISIONS 

  



WFP/EB.2/2020/10-A 50 

 

 

COMPREHENSIVE ACTION PLAN (CAP) – SPECIFIC INITIATIVES PER REGIONAL BUREAUX 

 
RBB = Bangkok Regional Bureau, RBD = Dakar Regional Bureau; RBP = Panama Regional Bureau 
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Acronyms 

AFAC anti-fraud and anti-corruption 

APP annual performance plan 

APR annual performance report 

CAP comprehensive action plan 

CCM Project Management Office, Culture Change 

CO country office 

ETO Ethics Office 

GSS global staff survey 

HRM Human Resources Division 

HRMTR Staff Relations Branch 

IDSC Inter-Divisional Standing Committee  

JWG Joint Board/management working group on harassment, sexual harassment, abuse of 

power and discrimination 

MP management plan 

OBD Office of the Ombudsman and Mediation Services 

OIG Office of the Inspector General 

RWA respectful workplace advisor 

TEC Information Technology Division 
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