World Food Programme Executive Board

Programme Alimentaire Mondial .
Programa Mundial de Alimentos Second regUIar session

(oetlalt AE Y aliyy Rome, 16-20 November 2020
Distribution: General Agenda item 10
Date: 19 October 2020 WFP/EB.2/2020/10-A
Original: English 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.
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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. Arecently 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
WEP 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, sexualharassment, 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.” 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 | - CAP performance indicators). The report
also provided an indicative assessment of progress.

Figure 1: Comprehensive action plan design, implementation and reporting process
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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.? 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 | - 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

" 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

CAP core area End state Progress
Pulse Check*

WFP has...

Definition according
to JWG report

“WFP should...”

Significant progress
+ 50me progress
= Progress

GSS Indicators for 2021 GSS
Baseline

Target CAP Pulse Check - as of September 2020

Description of the GSS Indicator 90 100

m Significant progress Some progress No progress m No response

*The Progress Pulse Check refers to the responses thatwere captured during the Values Jam Sessions, a one-hour inclusive and online workshop
heldfrom 8 to 10 September 2020, which involved 1,043 WFP employees from over 90 countries.

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

CAP End states GSS indicators

WFP Pulse check

Annual Performance Plan
(APP) indicators

Workplace Culture Management Plan (MP)
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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
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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 Il - 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

Core area 1: Reaffirming values 63% 8% I

Core area 2: Leadership role 55% 32% I

Core area 3: Employee engagement 62% 14% I
Core area 4: Policy and system revisions 54% 30% I
Core area 5: Disciplinary process B2 53% 40% .

Core area 6: Communications 34% 58% 8% |

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
W Significant progress Some progress No progress B No response

Note: The Progress Pulse Check refersto the responses thatwere captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from 8 to
10 September 2020, which involved 1,043 WFP employees from over 90 countries.

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.”* The reasons for differences and the evolution of progress
since June vary among the core areas.

4WFP/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

CAP core area Definition according End state Progress
to JWG report Pulse Check*

Core area 1: “WFP should continue and expand its WFP has well-defined and
S efforts to ensure a common reaffirmed values that are fully
Reafﬂrmmg values understanding of values, standards of endorsed, communicated and
conduct and internal rules across the actively applied across the
organization, including by continuing organization. ]
its global awareness-raising efforts ST s
while also identifying ways to +Some progress

reinforce themin daily practice.” = Progress

GSS Indicators for 2021 GSS Target CAP Pulse Check - as at September 2020
baseline

CA1.1All employees at WFP are

treated with respect regardless of 63% 8% I
their job, age, race, religion, sexual 61 71

orientation, gender identity, R

ethnicity or physical ability. B Significant progress Some progress No progress H No response

*The Progress Pulse Check refers to the responses that were captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from 8 to
10 September 2020, which involved 1,043 WFP employees from over 90 countries.

9. The progress perceived in this core area is in line with the status of related WFP initiatives
and activities (see annex lll - 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.

11.

12.

13.

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).

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”.

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

A COLLABORATION

We value working

together towards

Our values connect and our shared vision.

inspire us. By living our
values we Save Lives

and Change Lives.

COMMITMENT

We value delivering

on our promises
to each other.

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

CAP core area Definition according End state Progress
to JWG report Pulse Check*

Core area 2: “Starting at the top, with the The WFP Leadership Group, as well

- Executive Director and his as senior and middle management,
LeaderShlp role Leadership Group, and permeating abide by WFP's core behavioural
through to all levels of the standards and inspire a shared
organization, WFP's core behavioural vision of respectand commitment
standards needto be heard and that is fully communicated and ]
seen, and leadership qualities need actively applied across the Significant progress
to be identified, cultivated and organization. +S0me progress
measured.” = Progress
GSS indicators for 2021 GSS Target CAP Pulse Check - as at September 2020
baseline
CA2.1 My supervisor leads 65 75
effectively.
CA2.2 At WFP we hold people 56 66 550, 329 l
accountable for performing their job
well.
W Significant progress Some progress No progress m No response
CA2.3 The Executive Management of 66 76

WEFP are active role models for our
core values.

*The Progress Pulse Check refers to the responses that were captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from 8 to
10 September 2020, which involved 1,043 WFP employees from over 90 countries.

15. Perceptions of progress in the leadership core area reflect the status of related WFP
initiatives and activities (see annex Ill - 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.° 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/.
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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

CAP core area Definition according Progress
to JWG report Pulse Check*

“In order to prompt behaviour WFP employees at all levels feel

change across a large, devolved and empowered and encouragedto

dispersed organization, all WFP speak up and foster a spirit of

employees should feel encouraged inclusiveness and openness in

and supported by leaders and their work.

frontline managers to participate in significant progress

+ Some progress

the change process. = Progress

GSS indicators for 2021 GSS Target CAP Pulse Check - as at September 2020

baseline
CA3.11 am proud to work for WFP. 88 88
CA3.2The mission or purpose of 87 87 62% 14% I
WFP makes me feel my job is
TPl m Significant progress Some progress No progress W No response
CA3.3| feel supported during 49 59

organizational change at WFP.

*The Progress Pulse Check refers to the responses that were captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from 8 to 10
September 2020, which involved 1,043 WFP employees from over 90 countries

19.

20.

The progress perceived in this core area reflects the status of related WFP initiatives and
activities (see annex Ill - 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.

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 50on ascaleof 1to 5.

Core area 4: policy and system revisions

22. Inthe 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

CAP core area Definition according Progress
to JWG report Pulse Check*

“WFP should revise persannel-

related systems and processesto WEP has palicies, pracesses and
support prevention and remedial systems that enable structured
mechanisms, foster safe and workforce planning and a
Core area 4: respectful work environments and performance management culture
PoIicy T system ensure a true meritocracy._ Reyisions that _fosters equality _a\nd respect 68%
o should also address organizational and is based on meritocracy by

revisions inequalities and vulnerabilities, providing employees in all
including across dimensions such as categories with tools, guidance and ]
gender, staff versus non-staff and opportunities for learning and i‘%ﬁiﬁcampmg”ess

OMe Progress

managers versus the team growth. - Progress

members they supervise.”

GSS indicators for 2021 GSS CAP Pulse Check - as at September 2020
baseline LI

CA4.1 At work, | have the
opportunity to do what | do best &9 79
every day.

CA4.2 1 am confident my supervisor
will take appropriate action if our

team has an ongoing performance e e 54% 30% I
problem.
B Significant progress Some progress No progress B No response

CA4.3 At WFP, career progression is

. 5 A 38 48
based primarily en merit.
CA4.4 WFP is doing all it realistically
can to ensure my safety and 70 80

security.

*The Progress Pulse Check refersto the responses that were captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from 8 to 10
September 2020, which involved 1,043 WFP employees from over 90 countries.

23. The progress perceived in this core area reflects the status of related WFP initiatives and
activities (see annex Ill - 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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25.

26.

27.

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
WEP policy and system revisions.

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.

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.

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.



WEFP/EB.2/2020/10-A 13

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

CAP core area Definition according End state Progress
to JWG report Pulse Check*

Core area 5: “WFP should work to gain greater WFP has policies, processes and
PR confidence and trust from its systems that ensure a highly
Dlsupllnary BICEESSES employees in its internal justice functional internal justice system
system. Appropriate disciplinary that brings justice to all and
action should continue to be taken protects employees from
against proven perpetrators, while retaliation.

those who report as well as

witnesses should be protected from

retaliation and provided with credible [ |

assurances that their careers will not Significant progress
be derailed as a result of reporting :;ﬁ@iﬁ;:gmss
abusive conduct.”

GSS indicators for 2021 GSS Target CAP Pulse Check - as at September 2020
baseline
CA5.11 have personally experienced 18 0
harassment on the job within the
past year.
CAS5.2 | trust WFP to protect meif | 43 58 M 53% 40% .

speak out about something which is

not being done right. W Significant progress Some progress No progress B No response

CAS5.3 1 believe that WFP employees 63 73
at all levels are held accountable for

unethical behaviour and

misconduct.

*The Progress Pulse Check refers to the responses that were captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from & to 10
September 2020, which involved 1,043 WFP employees from over 90 countries.

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 Ill - Coreareal1 - 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

CAP core area Definition according Progress
to JWG report Pulse Check*

Core area 6: “WFP should work to gain greater WFP has policies, processes and

CamrmuTiesiiens confidence f'm_d tt_’ust fron_'l its_ syste_ms thlat ensurea _highly
employeesin its internal justice functional internal justice system
system. Appropriate disciplinary that brings justice to all and
action should continue to be taken protects staff members from
against proven perpetrators, while retaliation.

those who report as well as
witnesses should be protected from

retaliation and provided with credible u
assurances that their careerswill not Significant progress
be derailed as a result of reporting +50me progress

abusive conduct.” =Progress

GSS indicators for 2021 GSS Target CAP Pulse Check - as at September 2020
baseline
CA6.11 am satisfied with the 59 69

information | receive about what is

songon sav% o

CA6.2 At WFP there is open and 44 54

honest two-way communication. M Significant progress Some progress No progress B No response

*The Progress Pulse Check refers to the responses that were captured during the Values Jam Sessions, a one-hour inclusive and online workshop held from 8 to
10 September 2020, which involved 1,043 WFP employees from over 90 countries.

35. The progress perceived in this core area reflects the status of related WFP initiatives and
activities (see annex lll - 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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37.

38.

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.

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.

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

usD 4 000 000
TOTAL ALLOCATED: USD 11474756
TOTAL SPENTTO DATE: USD 5 140 135

USD 3500 000
USD 3 000 000
USD 2 500 000
UsD 2 000 000
UsD 1500 000
UsD 1 000 000

USD 500 000
usD o
Reaffirming Leadership Employee Policy and Disciplinary ~ Communications
values role engagement system processes

revisions

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.

40.

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,® 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.

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.

42.

43.

44,

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.

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
WEFP'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.

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.

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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45,

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.

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.

47.

48.

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.

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.

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

Indicator GSS indicators GSS 2018 GSS 2020
code baseline target
(%) (%)

CAP core areas End states

Core area 1: WEFP has well-defined and reaffirmed values All employees at WFP are treated with respect

Reaffirming values that are fully endorsed, communicated and regardless of their job, age, race, religion,

actively applied across the organization. sexual orientation, gender identity, ethnicity and
physical ability.

Core area 2: The WFP Leadership Group, as well as CA2.1 My supervisor leads effectively. 65 75
Leadership role senior and middle management, abide by i
WA cere fodlbeviau el sE ek A CA2.2 At WFP we hold people accountable for performing 56 66
inspire a shared vision of respect and their job well.
commitment that is fully communicated CA2.3 The Executive Management of WFP are active role 66 76
and actively applied across models for our core values.
the organization.
WEFP employees at all levels feel empowered CA3.1 I am proud to work for WFP. 88 88
and encouraged to speak up and foster a o
CA3.2 The mission or purpose of WFP makes me feel my 87 87

spirit of inclusiveness and openness in their e
job is important.

work.
CA3.3 | feel supported during organizational change at 49 59
WEFP.
Core area 4: WEFP has policies, processes and systems CA4.1 At work, | have the opportunity to do what | do best 69 79
Policy and system that enable structured workforce planning every day.
revisions and a performance management culture : i i i
CA4.2 | am confident my supervisor will take appropriate 66 76

that fosters equality and respect and is
based on meritocracy by providing
employees in all categories with tools,

guidance and opportunities for learningand 4.3 At WFP, career progression is based primarily on 38 48
growth. merit.

action if our team has an ongoing
performance problem.
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Indicator GSS indicators GSS 2018 GSS 2020
code baseline target
(%) (%)

CAP core areas End states

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

Core area 5: WEFP has policies, processes and systems CA5.1 | have personally experienced harassment on the 18 0
BIlelolllgElas slgele=ist - that ensure a highly functioning internal job within the past year.
justice system that brings justice to all and )
protects staff members from retaliation. CA5.2 | trust WFP to pro'Fect me |f | speak oyt about 48 58
something which is not being done right.
CA5.3 | believe that WFP employees at all levels are held 63 73
accountable for unethical behaviour and
misconduct.
Core area 6: WEFP has fully implemented all elements of  CA6.1 | am satisfied with the information | receive about 59 69
Communications its social behaviour change what is going on in WFP.
communications, thereby enhancing )
CA6.2 At WFP there is open and honest two-way 44 54

transparency, and staff at all levels
understand and foster accountability in all
their actions, in particular those related to
abusive behaviour, harassment and
discrimination.

communication.
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ANNEX 11

WFP WORKPLACE CULTURE JAM SESSIONS PREVIEW AND LIST OF QUESTIONS

(@)== Participant Name

OUR VALUES

OUR VALUES. INTEGRITY COLLABORATION COMMITMENT HMANTY NCLUSION
Waiting Lobby
@'_}M - Make yourselves comfortable. We will be starting once everyone has joined. 55
Lossy O
JAMVIDEO
OUR VALUES JAM ICEBREAKER
‘QUESTION 1
QUESTION 2
‘QUESTION 3
'QUESTION 4
QUESTION 5
@ QUESTION 6

VvoTE
QaA

SUDES
MEETING CLOSE

RN

(@)=2= Participant Name

OUR VALUES

How can we communicate and bring
00:09 the values to life for everyone in WFP?

LosBY O
JAMVIDEO
ICEBREAKER
QUESTION 1
QUESTION 2
QUESTION 3
QUESTION 4 90 works on the machines! o
QUESTION 5
QUESTION 6

voTE @ =

QeA
SLIDES
MEETING CLOSE

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?
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ANNEX I

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

Core area 1: Reaffirming values

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

Progress on activities

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

2019 2020 2021 Status

Initiative Lead Activity ONTARGET / DELAYED / REVISED TIMELINE

Design and
implementation of a

global process for
reaffirming WFP
values

CCH

Design and utilize a
bespoketool toreaffirm
values and behaviours
through aglobal
consultation exercise
with all staff

Q1|Q2|Q3|Q4

Q1|Q2[Q3|Q4

Q1|Q2}Q3|Q4

ONTARGET - COMPLETED

A globalvalues consultation was rolled-out from 14to 25 May 2020. The main outcome
of this was the participation of nearly 5,000 employees from all WFP offices. The
participation ratewas 24% from Global/HQ and 76% from the field.

Testing of values with
leaders, main
stakeholders and key
networks (RWAs and
Youth Network)using a
combination of 1:1
interviews and
workshops

ONTARGET - COMPLETED

Once the values consultation wasfinalized, the set of 5 values was tested in focus
groups during 10 sessions of “values socialization” workshops from 8 to 19 June 2020,
with the participation of more than 70 colleagues.

Create a 12-month
People Activation plan
identifying the symbols
and systems that need
to be improved

in orderto Livethe
Values and Behaviours
throughoutall levels of
theorganization

ONTARGET

From 8 to 10 September 2020, 1,043 colleagues from various locations participated in
theValues Jam Sessions, a series of 16 online workshops fadilitated by two co-hosts per
session. The collection of inputsis going to be used to create a 12-month culture plan.

CCH = Project Management Office, Culture Change

We are here today
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CORE AREA 1- END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART Il)

Core area 1: Reaffirming values

End state:

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

Initiative Lead

Revision of the
Executive Director's
circularon WFP Code

of Conduct and
related
activities

ETO = Ethics Office

Activity

Progress on activities

2019

2020

2021

Status

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

Q1}Q2}Q3{Q4

Q1|Q2|Q3|Q4 Q1|Q2IQ3|Q4

ONTARGET / DELAYED / REVISED TIMELINE

Create and roll out
revised Code of Conduct

ONTARGET

The revision of the Code of Conductis on target, and thefinal product will help WFP
employees understand expectations of conduct.

We are here today
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CORE AREA 2 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1)

Core area 2: Leadership role

End state:
WFP Leadership Group, aswell as the senior and middle managementare abiding with WFP’s core behavioural standards and inspiring a shared vision of respect and
commitmentthat is fully communicated acrossthe organization, and actively applied in all operations.

Progress on activities

Comments: including reasons for delay or revised timeline; any
2012 2020 202 Status highlights of deliverables under this activity
Initiative Lead Activity Ql | Q2 ‘ Q3 ‘ Q4 | \ Q2 | Q3 | Q4 | o l Q2 l Q3 l Q4 OMTARGET / DELAYED fREVISED TIMELIME
Revamp ongoing WFP
Leadership Programme : : E : : :
edrresanal to equip managersto : : E : : : Alongside the efforts on reaffirming thevalues, an important activityto be implemented
el CCH becomerole modelsfor : : : : : ONTARGET in Q4 2020 is theroll-out of the RESPECT Campaign for WFP Leadership Group
AL = the promotion ofa : : i : : : members.
respectfulworking
environment

We are here today
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CORE AREA 2 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II)

Core area 2: Leadership role

End state:

WFP Leadership Group, as well as the senior and middle managementare abiding with WFP's core behavioural standards and inspiring a shared vision of respect and

commitmentthat is fully communicated across the organization, and actively applied in all operations.

Progress on activities

Comments: including reasons for delay or revised timeline; any

2012 2020 202 Status highlights of deliverables under this activity
Initiative Lead Activity Q1 | Q2 | Q3 I Q4| Qi ‘ Q2 I Q3 Q4| I qz2 ‘ Q3 ‘ Q4 OMTARGET / DELAYED / REVISED TIMELINE
Revamp ongoing WFp i
Leadership Programme H : : : : : : Currentleadership programme (which includes a workshop) on hold due to Covid-19
to equip managers to : : : : : : : Pandemic but remote sessions and online training materials on managing people in this
become role models for : : : -_ : : ONTARGET context have been made delivered. A specific portal on managing people underthis
the promotion ofa : : : : : : : context has been made available to all leaders. Requirements definition for a new
respectfulworking program to startin September and tendering in November.
environment
Develop a leadership
lfrarr‘le'woélzat d:ﬁerent : : : : : : : New WFP leadership framework is under development. This new framework is fully
E.E;;i:n?lgtic evelopa : : : : : : : aligned with UN leadership framework and based on WFP’s specificities, Some parts of
H H _ : H H OMNTARGET thiswork had dependency on the overhaul of the WFP's value system. Evaluating
Deve'“ment.of approach/framework to : : : : _ : : assessment tool optionsto be applied at different levels and finalizing the tender in this
leadership skills of management skills e
assessmentand :

WFP managers at all
levels, as well as

development

enhancementof
people management
and manager
accountability

Roll-outa corporate
programme for middle
managers thatensures ] REVISED TIMELINE
theyare equipped to - -
establish positive team
interactions

Learning Needs Analysis conducted in Q2-Q3 and high-level design to be donein
September. Material development planned for Q4. Pilots to be planned for 2021,
depending on travel limitations related to Covid-19. In the meantime, HRM has made
full use of WFP Supervisory Programme remotely, which has received three golden
awards from Brandon-Hall Excellencein 2020,

Establish a dedicated ] OMTARGET

"Managers Helpdesk”

The establishment of a dedicated “Managers Helpdesk” to provide preemptive and
remedial underperformance expertise and guidance conceptis ready and awaits
internal allocation of funds.

Train incoming CDs and
DCDs on effective staff
managementand
respectful working
environment

ONTARGET

Very successful pilotwas conducted in Feb 2020 for thefirst cohort. Because of the
travel restrictions linked to COVID-19, the methodology had to be adapted and the
second cohortis to be offered remotely, based onwebinar series with coaching and
mentoring.

We are here today

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 1)

Core area 3: Employee engagement

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

Progress on activities

Comments: including reasons for delay or revised timeline; any
2019 2020 202 Status highlights of deliverables under this activity
Initiative Lead Activity Q1 | Q2 | o3 |os|qr|azlqz q2qi|a2|az|as ONTARGET 7 DELAYED / REVISED TIMELINE
Senior Advisor on Workplace Culture has been engaging regularly with Staff

Streamline strategic ; | o ; .

conversations ang Representative Bodies (SRBs) and several activities and conversations with associations
and networks have been implemented. Examples include an online conversation

between the WFP Youth Network and WFP Executive Director and his Senior Advisoron

Streamlining systems engage with networks i
and networks related CCH (RWAs and Youth ONTARGET
t ki It Network)and REVISED TIMELINE Workplace Culture on 1 June 2020 and participation in regular RWA's calls and trainings.
o workplace culture associstions related to Engagementwith networks have been also fundamental in the realization of the Values
warkplace culture J:g;tssesslons, from 8 to 10 September, with some of them participating as session

We are here today
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART II)

Core area 3: Employee engagement

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

Progress on activities

Comments: including reasons for delay or revised timeline; any
2018 2020 202 Status highlights of deliverables under this activity

Initiative Lead  Activity Qf |Q2|Q3 Q4|1 | Q2| Q3 |Q4| Q1 |Q2|Q3| Q4| ONTARGET/DELAYED /REVISED TIMELINE

Ensure compliance with

mandatory ethics ONTARGET Employees have been reminded on a regular basis of the impaortance of complying with
Trainingofstaﬂ'on trainings the mandatory ethics trainings.

Ethics-related matters
vis-a-vis culture
through education
and outreach Continue to provide

activities communications,

educationand outreach ——

tonurture ethicsand

integrity in WFP

Different activities and communications have been and continue to be implemented to
ONTARGET nurturea culture of ethics and accountability to enable all employees observe and
perform their functions with the highest standards ofintegrity.

Implementation of
activities to enable

i . Implement new case . ) : ) ! :
effcient effecive and T ey o ruhan mences ol neneng e snd e
meaningful advice and and generateinsights -
guidance

We are here today
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART IlI)

Core area 3: Employee engagement

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

Progress on activities

Comments: including reasons for delay or revised timeline; any
2018 2020 202 Status highlights of deliverables under this activity

Initiative Lead Activity a1 | Q2 | 3|04 | Q|02 |03 q4|qQ|q2|qQ3|qs ON TARGET / DELAYED / REVISED TIMELINE
All-staff informal Organize brown bag
discussions, blind Ll:rl‘tcj‘rissatrgn\;;::gllgce Activities on target with high attendance of divisional meetings, virtual coffee chats, and
|unf:h dat_es_a_ndnther activitien such as blin% _‘ : : : ONTARGET presentations/events to the whole of WFP (e.g. aver 250 attended World Environment
social activities to lunch dates : : H H : : : h Day eventon 3june 2020).
strengthen team (witha possibility to :
culture scale up)

We are here today

MSD = Management Services Division
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1V)

Core area 3: Employee engagement

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

Progress on activities

2019 2020 2021 Status Comments: including reasons for delay or revised timeline; any
(Choose one from below) highlights of deliverables under this activity
Initiative Lead Activity a1 | Q2 | Q3 ‘ Q4 | Q1 ‘ Q2 | 03 Q4| Qi | Q2 ‘ Q3 | Q4 ONTARGET # DELAYED / REVISED TIMELINE
Promotion of security Developlearning. P P
°Perat'°“_a| S\I:\?agr?nn;?;%;osgaéier\ty : Mini-bid process in progress for selecting the bestlearning/delivery solution within
safeguardlngfor related threats, risks ; H : ! ONTARGET WFP's learning vendors - considering the sensitive nature of the topics for thislearning
e'nhancedsecurlty and vulnerabilities of all programme.
risk management WFP personnel : . : :
Strengthenin, i ini
emplgteesecflrity Qj)avl:ris\g:lja;laetralnmg H : ; H H Due to the COVID-18 and consequent remote working modalities and travel
oy h h ersonnel to explore : i ] : REVISED TIMELINE restrictions, the delivery of training is not possible at the moment (start date now
awareness through Snd addrass sch)uri _— - - revised to Q1 2021). However, alternative solutions are being considered for
training andinduction concerns (WSAT) o4 implementation before the end of Q4 2020.
programmes : : :

SEC = Security Division; WSAT = Women Security Awareness Training

We are here today
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CORE AREA 3 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART V)

Core area 3: Employee engagement

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

Progress on activities

Comments: including reasons for delay or revised timeline; any
209 2020 202 Status highlights of deliverables under this activity

Initiative Lead Activity Q1 |Q2|Q3 Q4 |Q1 | Q2|03 Q4|01 |Q2|q3|Q4]| ONTARGET/DELAYED /REVISED TIMELINE

Create online/virtual Virtual onboarding are organized with INK every quarter, TEC has expanded this

onboarqugfo_r;EC (in [ ONTARGET opportunity ta the colleagues from the field as well.
Creating a culture of partnership withINK)

learning by shaping
and implementing TEC
learning and
development Develop pilot platform
programmes "
The platform is designed around the needs of our WFP users thatare sometimes

including capacity : ONTARGET
building webinars, : : : : -- : struggling with difficulties due to thelack of face-to-face interaction,

coaching, and process
documentationfor
learning purposes

We are here today

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)

Core area 3: Employee engagement

End state:

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

Progress on activities

2018 2020 2021 atus Comments: including reasons for delay or revised timeline; any
(Choose one from below) highlights of deliverables under this activity
Initiative Lead Activity a1 | Q2 | Q3 ‘ Q4 |t | Q2 I Q3 Q4| qQt ‘ Q2 I Q3 | Q4 |  ONTARGET/DELAYED fREVISED TIMELINE
Support missions, ; i : ; ;
outreach and Provide supportto COs : : : : : : : As thisis a core activity for WEL service portfolio, there is no “end” time for it. However,
guidance to COs on as a staff counsellorin H H H H H H H ONTARGET improvementsin the support provisionare regularly made to address new challenges
the enhancement of a addressingworkplace . B i i ’ . ’ o and provide more support related to workplace and well-being issues (e.g. support
safe and healthy work issues : : : i : : i provided by a new Family Liaison Officer since August 2020).
environment i i
Creati Al Promote theinclusion of : : : : : :

L=l Sl physical and mental : : : Creation of well-being committees in the COsis currently on hold due to the current
strengt!lenlnguf health related activities —— ELINE pandemic. Existing Well-being Committees keep on functioningdiversely depending on
well-being in COplans and the CO andits situation.
committees promote staff cohesion i H H ; : :

CO = country office; WEL = Staff Wellness Division

We are here today
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1)

Core area 4: Policy and system revision

End state:
WFP has policies, processes and systems that enable structured workforce planning and a performance managementculture that fosters equality and respect and is based
on meritocracy by providing employeesin all categorieswith tools, guidance and opportunities for learning and growth.

Progress on activities

Initiative

Establishment of the

Activity

2019

2020

2021

Status

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

Q1|Q2[Q3 Q4

Q1‘Q2|Q3|Q4

OMN TARGET / DELAYED / REVISED TIM

M

Revise Terms of
Reference of IDSCand
hold regular meetings to
explore coordinated,

Q1|Q2|Q3‘Q4

Updated TORis under discussion with the IDSC. Finalization expected after resolution on
alternate means of addressing staff complaints and IDSCsrole in such (formal

Inter-Divisional ;ﬂ?gg:‘;s:&mal ONTARGET med\a_tion, intewentionan_d coaching, peer mediation, etc.). Note, however, thatan
StandingCommittee addressing abusive effective TOR for IDSC are in place now.
(IDSC), composed of behaviourand
internal justice protectingvictim
system stakeholders -
Design and launch of
the Inter-Divisional ONTARGET Standing agenda item for IDSC meetings. Expect to complete in 2021 with assistance

Standing Committee
web portal

from CAM. Some content has been developed by OIG and human resources (HR).

Conductauditon

Top audit

performance OM TARGET - COMPLETED Completedin2019.
managementinternally

Audit of areas

ey e Conduct Tone-at-the- g ONTARGET - COMPLETED Completed in 2018,

improvementof WFP

workplace culture

Conduct CO audits
focused on Tone-at-the-
Top'area

—

ONTARGET for approach -

REVISED TIMELINE

Methodology and approach developed. Delayed due to unavailability of COsand
restriction of travel. Revised timeline for implementationis Q1 2021 when travel to COs
resumes.

We are here today

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)

Core area 4: Policy and system revision

End state:

WEFP 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 providingemployeesin all categories with tools, guidance and opportunities for learning and growth.

Initiative

Audit of areas
relevantto
improvement of WFP
workplace culture

Design and rollout of
new tools for
improvedservice
deliveryof OlIG

Lead Activity

Progress on activities

2019

2020

2021

Status

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

01|02|03

a4 01‘02‘03|Q4

OMNTARGET / DELAYED / REVISED TIM

M

Q]|QZ|C13‘Q4

consultantsinternally

Conductauditon ‘ ; i ] R )

reassignment process : : ; REVISED TIMELINE ELealiw:rk ongoing with reporting delayed by one month to allow for methodology
internally q : H : &%

Assign advisory for staff * i i ONTARGET Start may be delayed into 2021 to allowfor consideration of Reassignment Audit results
promotion process : H : : intothe process.

Conductaudit :

managementof | ON TARGET -

Design and launch of
the Case Management
System

ONTARGET - COMPLETED

Completed inQ1 2020.

Design and launch of
the EthicSphere Hotline

ONTARGET - COMPLETED

Completedin Q1 2020.

Establishmentand

Timing impacted by COVID-12. Delayed to Q4 2020 to not conflict with other WFP

11l

advance of LEAN
processreview

consultants.

rolloutofan OIG Hotline — REVISEDTIVELINE priorities.

Relaunch of the new i REVISED TIMELINE Minor changes have been made to update all O1G webpages - but redesignand
OIGWeb Portal - o relaunch of OIGweb portalis pending finalization.

Review and revision of

department SOPsin * REVISED TIMELINE S0Ps ontarget butdelayed LEAN review due to budget cutsand travel restrictions of

SOP = standard operating procedure

We are here today
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART III)

Core area 4: Policy and system revision

End state:
WFP has policies, processes and systems that ensure a highly functional internal justice system that brings justice to all and protects employees from retaliation.

Progress on activities

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

2019 2020 2021 Status

Initiative Lead Activity

Qi | Q2 | Q3 ‘ Q4 | Q2 | Q3 |Qa | | Q2 ‘ Q3 | Q4 | ONTARGET / DELAYED /REVISED TIMELINE

Analyse and consolidate
data onretaliation as :
per theworkplace : : .
survey and provide : :

recommendations to : : -
management to address
fear ofretaliation

The work on the analysis and consolidation of the data related to retaliation was successfully

ON TARGET - COMPLETED completed, and recommendations to be forthcoming.

Revision of the

Protection against

Retaliation Executive

Reviseand rollout of ED
Circular on Protection
against Retaliation and

The Protection against Retaliation policy has been concluded, butits promulgation has been

Eellr:::;ras::ﬁé::and toolstosupportthe DELAYED delayed. A resolution (and subsequent promulgation)is anticipated shortly.
implementation--FAQs,
for example
Organize awareness
campaignas partof Although the awareness campaign has beenfinalized and good to go, the original dates for
rollout of the revised REVISED TIMELINE its launch have beenrevised to Q4 2020-Q1 2021 due to the delay of the promulgation ofthe

whistleblower
protection policy

T

Protection against Retaliation policy.

FAQs = frequently asked questions

We are here today
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1V)

Core area 4: Policy and system revision

End state:
WEFP has policies, processes and systems that enable structured workforce planning and a performance managementculture that fosters equality and respect and is based
on meritocracy by providing employeesin all categorieswith tools, guidance and opportunities for learning and growth.

Progress on activities

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

2019 2020 2021 Status

Initiative Lead Activity a1 | Q2 | Q3 ‘ Q4 | Q1 ‘ Q2 | Q3 Q4 fat | Q2 ‘ Q3 | Q4 ONTARGET 7 DELAYED / REVISED TIMELINE

H : : : : Discussion throughout Augustwith OIG. Draft received in early September, and we
Update AFAC policy : : _‘ : : ONTARGET anticipate sharing for internal consultation with functional and regional directors
: : : : : shortly. Update to be provided to Audit Committee in 3 week of September.

Build anti-fraud anti-
corruption (AFAC)

capabilities across E::f';P::_T:t'Zﬁ:lnfgr substantial deliveries especially in Q2 and Q3 2020, with publication of AFAC handbook.
WFP through building AFAg gd dUCEARAC —. ONTARGET and extensive training to RBs and functions on ‘Fraud Risk during emergencies. 24
traim:g condu : : : : : round of AFAC training for CD induction also delivered in July.

regional expertise,
policy, guidance and
training

Recruit and embed

regional AFAC specialists | ON TARGET - COMPLETED Both spedialists were hired and have been performing / contributing well.
in RBC and RBN :

We are here today

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)

Core area 4: Policy and system revision

End state:
WFP has policies, processesand systems that enable structured workforce planning and a performance management culture that fosters equality and respect and is based

on meritocracy by providing employeesin all categories with tools, guidance and opportunities for learningand growth.

Progress on activities

Comments: including reasons for delay or revised timeline; any
2019 2020 20 Status highlights of deliverables under this activity

Initiative Lead Activity ar | Q2 | o3 | Q4 | Q1 | Q2 ‘ Q3 Q4 |a | Q2 | Q3 ‘ Q4|  ONTARGET/DELAYED /REVISED TIMELINE

Promulgation of
gender equitable Implement the sacial : : : : : : " P— ini ;
norms in WFP norms initiative with : : : _— REVISED TIMELINE The delivery of a key component of this activity (training of trainers) requires face-to-
prngrammesand RBx and COs : H : 8 8 d face meetings and travels to COs. Revised timeline proposed is Q1-Q2 2021.
workplace

We are here today

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

End state:

Core area 4: Policy and system rev

WFP has policies, processes and systems that enable structured workforce planning and a performance managementculture that fosters equality and respect and is based

on meritocracy by providing employeesin all categories with tools, guidance and opportunities for learning and growth.

Initiative

Development and
revision of HR
processes and
systems

Implementation of the
WFP Gender Parity
Action Plan

Response to
CoVID-19

SC = service contracts, and SSAs = special service, HLCM = High-Level Committee on Management

Lead Activity

Progress on activities

Comments: including reasons for delay or revised timeline; any
201 2020 202 Status highlights of deliverables under this activity
Q1 l Q2 | Q3 | Q4|1 l Q2 | Q3 Q4| | Q2 } Q3 } Q4 OMNTARGET / DELAYED /RE MELINE
Launch PACE 2.0 tool i i i : : PACE 2.0 successfully launched in April 2020 with the first implementation phase and
and review othertools 2 i H . CrOMD is available to pre-defined employee categories. The indusion of 5C and 55As will take
of performance — H ONTARGET - COMPLETED effect in May 2021. The deployment of 180 feedbackwill follow in Q1, 2021.
management : H H
Continue to develop : :
and enhance the skills : : H
of the HR professionals H H _ OMNTARGET Concept for developing effective remote training is under development.
tosupportemployees : : :
on conflict management : : :
Address WFP's use of
non-staff contract H H :
modalities through : : - Q42021 - Current proposal to revise WFP staffing framework to address concerns
review of recruitment, I on non-staff contracts includes fullimplementation date for 2022 finandial year.
reassignment, and : : :
promotion policies : : :
Design and develop : : Project will extend to 2022 due to the following reasons: budget made availablein July
strategicworkforce : : : s S ] h
- - 2019, and reprioritization of activities due to COVID-18. While there s good progress
planningatboth (N R ELINE h I okt Janning. th levelf K needs th be davel
functional and country : : : onthe Functional Workforce Planning, the CO level framework needs to be developed
level : : : in the coming months and implemented in 2021-22.
\ " d : ; The Gender Parity Action Plan recommendations are being implemented consistenty
ncc_)rp_ortahegm er : : : and monitored each quarter. The revision and update of HR processes is goingto be
e ;'tg " I B ONTARGET conducted with bothimplementation of a Diversity and Inclusion Framework and work
P : : : being done on anti-racism.
processes : ;
Setup aworking group : :
to presenta proposal : : Although COVID-19-related Return-to-Office plans and activities are managed
ona new operational : H separatelyin theline management, HRM has been invited to discussions abouthigher
model based on : : ONTARGET flexibility and remote working. Atthe inter-agency level HRM participates inthe HLCM
potentially higher . - Task Force onthe Future of United Nations work, which looks into New Ways of
flexibility and new agile H H Working, new contract modalities and enabling technologies, etc.
and remote ways of
working
We are here today
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CORE AREA 4 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART ViI)

Core area 4: Policy and system revision

End state:
WEFP 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 providingemployeesin all categorieswith tools, guidance and opportunities for learning and growth.

Progress on activities

2019 2020 2021 Status Comments: including reasons for delay or revised timeline; any
(Choose one from below) highlights of deliverables under this activity

Initiative Lead Activity a1 | Q2 | Q3 I Q4 | Q1 | Q2 [ Q3 | Q4| a1 I Q2 ] Q3 | Q4|  ONTARGET/DELAYED /REVISED TIMELINE

Launch ofa wellness- S :
focused mohile The well-being platformis up and running since March and available to everyone who

anplicationto : : : : : : : has a WFP email address; the downloadable app is on target having received final
Egactwel raise staff — : : : : ONTARGET approval from TEC. We are in the last stages of working with the Google Play store and
P Yy : H : : : | : : : plantorelease the Apple and Android app version on 10ctaober, along with the specific

and manager ;
awareness country pages of several important WFP operations.

Improvement of Staff

Counselling services

Redesign model for Peer
Support Programme

The redesigned model for PSVsis complete, including a new full training packageand a

ONTARGET digitalized election platform

We are here today

PSV = peer support volunteer
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CORE AREA 5 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1)

Core area 5: Disciplinary processes

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

Progress on activities

2018 2020 2021 Status Comments: including reasons for delay or revised timeline; any
(Choose one from below) highlights of deliverables under this activity

Initiative Lead Activity ai | Q2 | Q3 ‘ Q4 | | Q2 l 03 | Q4| ‘ Q2 | Q3 | Q4 OMTARGET / DELAYED f REVISED TIMELINE

Submit proposalto IDSC : i : : : : :
OBD on harmonious : : H H : ONTARGET The implementation of this activity will be determined by the IDSC, who agreed to pilotit.
workplace counselling : : : : : : :

We are here today

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

Core area 5: Disciplinary proces

End state:
WFP has policies, processes and systems that ensure a highly functional internal justice system that brings justice to all and protects employees from retaliation.

Progress on activities

Comments: including reasons for delay or revised timeline; any
2019 2020 2021 e 0 P v
Status highlights of deliverables under this activity
Initiative Lead Activity Q1 ‘ Q2 ‘ Q3 | Q4| ot | Q2 | Q3 Q4 |0t ‘ Q2 [ Q3 | Q4 ONTARGET / DELAYED / REVISED TIMELINE
: H Revised timeline for Q2 2021. Inlight of COVID and reprioritization of work, the
Continuous policy : B B deliverables under this activity (e.g. the revision of HSHAAD palicy and development
developmentrelatedto —- REVISED TIMELINE of a new mandatory training) had their timelines revised. Additional needs include
abusive conduct : : : close consultation with counterparts outside of HRM and the launch of the new
: : : mandatory training to follow the revised HSHAAD policy.
Rollout "Speak Up” HRMTRwill be piloting and rolling out "Speak Up!" awareness-raising sessions
fac&to—fage EWEIPQF;QES : : : ONTARGET on behavioural standards and protection from abusive conduct, using
raising sessions : : ' videaconferencing systems and virtual solutions so far as travel restrictions should
e affect resuming team missions and face-to-face meetings.
Improvemem:ofthe Issuean annual report . H H _ ONTARGET The annual report was issued and shared with all personnel by the Director HRin
effective response to ondisciplinary practice 5 . . June 2020.
abusive and : E—
dISI'ESPEthl-Il : H H As planned, deliverables include the development of internal SOPs to enable HRM to
< Develop toolsand : : : .
behaviour rocedures supportin : B B address workplaceissues, and the development of external tools to address
ﬂRM toaddre:sp & : ~ ONTARGET workplaceissues including for managers (conversation guide)and witnesses
workplace behavioural H -- (reminder of ways to support culture change and challenge inappropriate behaviour).
issueg H : : Inaddition, HRM plans to review the management of underperformance relating to
behavioural issues.
Lr;;;c:i\e”:‘e:trer\gizgs -- ONTARGET HRMTR s finalizing the revisions to the HR manual and will be convening
proczdur’erysp : : - an interdisciplinary working group toimplementthe revisions at the working level.
Developinternal
communications H : HRMTRIisworking on developing animations and videos as communications
language on discplinary : : -- ONTARGET products to fadilitate access to information on disciplinary processes.
policies H H i
‘anc;:aﬂcnogooﬂrnai?:“ o il:‘atrﬁ;lgilt_;ciggtmuom\y —— ANTARGET 'WFP is already participating in Clear-Check and HRMTR is revising the HR Manual
dgte:g staﬁT‘embers "Clear-Check” database f H i to reflect this.
with history of Vet WFP new 'WFP is already participating in Clear-Check and HRMTR s revising the HR Manual
ha_ra“me“t or recruitmentsagainst ONTARGET toreflect this
misconduct "Clear Check” database

We are here today

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 IlI)

Core area 5: Disciplinary processes

End state:
WFP has policies, processes and systems that ensure a highly functional internal justice system that brings justice to all and protects employees from retaliation.

Progress on activities

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

2019 2020 2021 Status

Initiative Lead  Activity Q1 | Q2 | Q3 I 4 | Q1 ‘ Q2 [ 03 Q4| Q1 } Q2 } Q3 | Q4 | ONTARGET / DELAYED / REVISED TIMELINE

Recruitadditional
investigators and intake
officers to address the :
increase in volume : : : : Completedin Q3 2020. All open positionsin 2020 have beenfilled and all staff are now
across harassment, i _ i ONTARGET onboard. Four new positions to support OIGlinvestigations budgeted for 2021. Recruiting will
sexual harassment, i 5 .

startin 2021.
abuse of authority, and
discrimination
complaints

Strengthening the

number of
investigators

Developand
continuously monitor a

flexible staffing model - : : . Budget for & roster investigators has been approved for 2021, Roster is in development for
supported by a roster, : : _ ONTARGET = X ., "
tomanags peaks in : : : : additional investigators who will work as “when actually employed” contractors.

activity and timeliness of
investigation

We are here today

OIGI = Office of Inspections and Investigations
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1)

Core area 6: Communications

End state:
WEFP has fully implemented SBCC plan and staff at all levels understand and foster accountabilityin all of their actions, in particular those related to abusive conduct.

Progress on activities

Comments: including reasons for delay or revised timeline; any
2018 2020 2021 Status highlights of deliverables under this activity

Initiative Lead Activity ai | Q2 | Q3 I Q4 | o1 | Q2 l Q3| Q4| Qi ‘ Q2 ‘ Q3 | Q4 ON TARGET # DELAYED 7 REVISED TIMELINE
Des_lgn and Iaun:_h of Design and coordinate : : : : : : H :
Social and Behaviour internal SBCC : i : : : : : :
Change o eation : : : ; : : : : The creation of the WFP Culture webpage isin progress and itslaunch planned for Q4

o - . 2020. The webpage will combine information from different sources coming from HQ
%‘;“c‘:’u?;cauo“s CCH ;?::gi'g?; :Fgg’;g:m : i : ONTARGET and thefield into asingle interface, and provide easy access to all employees onfar-
[¢ H)E Drl:;lto topics relatedtothe : i ] i i : i i reaching impactworkplace culture-related activities, aswell as onits processes.
enable workplace
culture change otherfive core areas®
* With support from CAM We are here today

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

End state:

Core area 6: Communications

WFP has fully implemented SBCC plan and staff at all levels understand and foster accountability in all of their actions, in particular those related to abusive conduct.

Initiative

Respect Each Other

(RESPECT) Campaign

* In collaboration with OBD

CAM

Lead Activity

Progress on activities

2019

2020

2021

Status

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

ONTARGET / DELAYED /REVISED TIM

Developandlaunch
Respect Each Other

Ql|Q2|Q3}Q4

Q1|Q2[Q3 Q4 Q1|Q2|Q3‘Q4

ONTARGET - COMPLETED

The RESPECT campaign was successfully developed and tested during2018and
implemented during 2019.

Develop and roll out
RESPECT campaign
toalkit

ONTARGET - COMPLETED

Completed in Movember 2018.

Design and launch WFP

Launched on 28 November 2019, the WFP Communities page has been used as a safe

Communities page on ONTARGET

RESPECT campaign space for meaningful conversations on respect and WFP values.

Improve WFP's

transparency and

awareness of workplace As planned. A guidestoolkithas been made available to all Rwas/colleagues performing

culture related matters OMTARGET theirrole as RESPECT Campaign facilitators.

throughthetraining of

RWAs as RESPECT

Campaign facilitators*

Developand rollout of Due to COVID restrictions (missions andgat_herings} onthg 1*guarter of 2020 th_e

RESPECT Campaign - Respect campaign needed to be adapted with a strong online/digital focus that will allow
OMTARGET teams to engage in a safe manner. A toolis being developed to run the RESPECT

online platform for
virtual training

campaign remotely. The tool will be ready by October 2020, and will betested in the Q4
2020,

We are here today
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART IlI)

Core area 6: Communications

End state:
WEFP has fully implemented SBCC plan and staff at all levels understand and foster accountability in all of their actions, in particular those related to abusive conduct.

Progress on activities

Comments: including reasons for delay or revised timeline; any
highlights of deliverables under this activity

2019 2020 2021 Status

Initiative Lead Activity Qi | Q2 | Q3 | Q4 | o1 ‘ Q2 [ Q3 Q4| Q1 I Q2 | Q3 | Q4 | ONTARGET / DELAYED / REVISED TIMELINE

SupportCOs
participatingin the
Gender Transformation

Implementationis on targetand helps increasing awareness and understanding of the

I;:ﬁ;z?:;:f;::;ﬁ::;: ::i}?‘r;tmhg E'Enabllng ONTARGET centrality ofgender to WFP'swork among employees.
- environment" category
the centralltyll:lf benchmarks
gender to WFP's work
through document -
dissemination Implement the United
Nations Secretary-
General's Orange ONTARGET As expected, the planning of the annual 16 Days of Activism is ongoing.

Campaign and annual
16 Days of Activism

We are here today
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CORE AREA 6 - END STATES, INITIATIVES, ACTIVITIES AND PROGRESS (PART 1V)

End state:

Core area 6: Communications

WEFP has fully implemented SBCC plan and staff at all levels understand and foster accountability in all of their actions, in particular those related to abusive conduct.

Initiative

Enhancementof
services of the Office
of the Ombudsman
and Mediation
Services

Development of an
organizational-wide
capacity building
strategy on conflict
resolution and
respectful leadership

Lead

Progress on activities

OBD

2010 2020 2021 Status Comments: including reasons for delay or revised timeline; any
(Choose one from below) highlights of deliverables under this activity
Activity a1 | Q2 | Q3| Q4 |Q1|Q2|Q3 Q4|Q1|Q2(Q3 | Q4| ONTARGET/DELAYED/RE E
:f‘uhn;:, f;égiﬁamage Service package waslaunched in 2016 with the arrival of the new Ombudsmananditis
ONTARGET revised on a continuous basis.

supportwork-related
matters
Provide support to
managerson howto
map conflicts through ONTARGET Communicated in October/November 2013, the implementation onrequestis ongoing.
cultural assessment
scans and interventions
from the Ombudsman
Expand the RWAs OMNTARGET The expansion of the RWAs network has now included the nomination and training of 14
networkto HQ RWAs in HQin Q3 2020 (mid-September).
Expand capacity to OMTARGET Although OBD mediation capacity is meeting the demand, there is anagreementwith the
provide mediationand United Nations)oint Ombudspersonfor the Funds & Programmes that OBD can contract
facilitation services mediators as needed from their Global Network of 90 mediators.
Make Ombuds services ONTARGET As of April 2020 the Ombudsman Office delivers services in the four WFP official languages.
in Arabic available
Develap core training an . The core training and several other modules have been finalized and offered to Country
conflict resolutionto be ONTARGET . - "
availableto COs or on Offices as of Q1 2020 and are currently being delivered to several countries. Additional
an on-demand basis modules are being developed.

We are here today
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ANNEX IV

WFP VALUES AND EXAMPLES FROM UNITED NATIONS AGENCIES’ VALUES

wae () @ @ O

COMMITMENT HUMANITY

UN Values

UNHCR
Values

UNDP
Values

UNICEF
Values

FAO Values

IFAD Values

INTEGRITY

INTEGRITY

INTEGRITY

INTEGRITY,
TRANSPARENCY

INTEGRITY,
TRUST

INTEGRITY AND
TRANSPARENCY

INTEGRITY

COLLABORATION

RESULTS
ORIENTATION

FOCUS
ON RESULTS

PROFESSIONALISM

PROFESSIONALISM

ACCOUNTABILITY,
PROFESSIONALISM

ACCOUNTABILITY

COMMITMENT

=
(@]
-
>
o

PROFESSIONALISM

CARE

RESPECT FOR
DIVERSITY

RESPECT FOR
DIVERSITY

MUTUAL RESPECT

RESPECT

RESPECT

.n
(@]
o
>
=
=

RESPECT

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

capabilities.
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SUMMARY OF VALUES CONSULTATION

VALUES CONSULTATION FLOW

CURRENT VALUES AND FUTURE VALUES AND
SENTENCE BEHAVIOURS MY PERSONAL

COMPLETION SELECTION VALUES

What is good that What we need to add What will be most
we need to keep in and evolve meaningful
VALUES AND SUB VALUES

Integrity m Commitment Respect Empowerment Agility
Fairness Diversity Ownership Patience Autonomy Adaptability
Ethics Solidarity Accountability Curiosity Responsibility Improvement
Authenticity Empathy Do whatwe say Appreciation Helpfulness Flexibility
Honesty Equality Reliability Discretion Freedom Versatility
Truth Listening Focus Humility Speaking up Initiative
Transparency Encouragement Consistency Openness Independence Change
Determination Courage Collaboration Well-being Humanity Heritage
Simplicity Learning Generosity Harmony Compassion Clarity
Makingit happen Creativity Partnership Safety Making a difference QOrder
Solution focus Fearlessness Cooperation Work-life balance Kindness Dedication
Professionalism Decisiveness Connectedness Paositivity Support Stability
Optimism Pioneering Belonging Enjoyment Gratitude Steadfastness
Calmness Innovation Interdependence Health Care Conservation

Note: The list of values and sub-values abovewas presented in the platform used during the Values Consultation, so that WFP employees could choose
from.

ANNEXV
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ANNEX VI

WFP REAFFIRMED VALUES

"~

INTEGRITY COLLABORATION COMMITMENT HUMANITY INCLUSION

We value living up to the We value working together

We value delivering on our We value improving the lives of the We value respecting each
highest of standards. towards our shared vision.

promises to each other. people we serve and each other. others unique contribution.

lern We believe that our ¢ ma and

E r.
‘We b ettel other and

Behaviours Behaviours

Se ai

Behaviours Behaviours

SN LIVES CHANGING LIVES
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SUMMARY OF RELEVANT 2019 MANAGEMENT PERFORMANCE INDICATORS

ANNEX VIiI

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

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

KPI 3: Overall achievement of

management performance Overall target: 100%
standards

Baseline 2019 target 2020 Mid-Year
Component indicators
values
Management: gender
representation

Human resources: Performance
and competency enhancement
(PACE) compliance rate

Human resources: % of staff
who have completed all 49% (2018)
mandatory training

Annual performance plan

Security: % compliance with field
security accountability
framework standards

96% (2018) 100% 95%

Percentage of employees
completing HSHAPD mandatory
training

73% (2016) 100% 92%

MP
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ANNEX VHI
COMPREHENSIVE ACTION PLAN (CAP) - INITIATIVES PER HQ DIVISIONS

2019 2020 2021 Core Areas
Lead Initiative @ [ [ [ e | @[] o | a } Q@ | 3 | @ | 1]2]3]als]e
Design and implementation of a global process for reaffirming WFP values : : E : : R v
cen Design and launch of Social Behaviour Change Communications (SBCC) efforts to enable workplace culture change*® : : : AR ARSI R Y
Leaders asrole models v | v | v v
Streamlining of systems and networks related to workplace culture | v v v
CAM Respect Each Other (RESPECT)Campaign** ! v v | v v

m Build anti-fraud anti-corruption (AFAC) capabilities across WFP through building regional expertise, policy, guidance
and training

Implementation of activities to enable efficient, effective and meaningful adviceand guidance

Revision of the Executive Director's Circularon WFP Code of Conduct and related activities

Revision of the Protection against Retaliation Executive Director Circular and related activities

Training of staff on Ethics-related matters vis-a-vis culture through education and outreach activities

ENENIENI RN KN
«
«
ANENEN AN

Promulgation of gender equitable normsin WFP programmesand workplace

|
I
: :
Increasing awareness and understanding of the centrality of gender to WFP's work through document ; :
dissemination #

Development and revisionof HR processes and systems

Development of leadership skills of WFP managers at all levels, as well as enhancementof people managementand
manager accountability

Increasing of Inter-Agency cooperation to detect staff members with history of harassment or misconduct

Implementation of the WFP Gender Parity Action Plan

Improvementof the effective responseto abusive and disrespectful behaviour
Response to COVID-19

LN RN N RN RN
\

Establishmentof the Inter-Divisional Standing Committee (IDSC), composed of internaljustice systemstakeholders

[ e
All-staff informal discussions, blind lunch dates and other social activities to strengthen teamculture *
H H I - -
: |
|
| —
I

Development of an organizational wide capacity building strategy on conflict resolution and respectful leadership

R I N N N Y

Enhancementof services of the Office of the Ombudsman

RN ENEN

Submission of a proposal on Harmonious Workplace Counselling

Audit of areas relevanttoimprovementof WFP workplace culture

<
<
<

Design and rollout of new tools for improvedservicedeliveryof OIG

Strengthening the number of investigators

Promotion of security operational safeguarding for enhanced security risk management

Strengthening employee security awareness throughtraining and induction programmes

o
o

TEC Creating a culture of learning by shaping and implementing learning and development programmes

Creation and strengthening of well-being committees

;' | Improvementof Staff Counsellingservices *

Supportmissions, outreach and guidance to COs on the enhancement of a safe and healthy work environment

[P

LS IR IS IEN N (N
N N RN NN N

We are here today
*Includes activities in collaboration with CAM; Includes activities in collaboration with OBD

Note: In the context of this report, we have aggregated initiatives and activities under high-level categories for presentation purposes. Amore comprehensive and detailed list of contributing activities is maintained through a project management tool.
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COMPREHENSIVE ACTION PLAN (CAP) - SPECIFIC INITIATIVES PER REGIONAL BUREAUX

2019 2020 2021 CoreAreas
RB Initiative o ] o ‘ e | o | o ‘ I | e ‘ Q| ot | az ‘ E ‘ w1234
RES :
::5 Development and implementation of Learning and Development activities v v
RBP '
RBC ;
RBED | Responding to staff psychosocial needs during COVID-19 crisis : Vv
RBP '
RBN | Implementation of a programme to reward employees for good workplace culture behaviour oYY
RBN | Staff training on workplace behaviour and related matters v
RBP
RBN | strengthening of feedback culture SR
RBP g g
- Establishmerjt and implementation of a global staff survey (GSS) action plan (culture, strategy, R RV A
communication, leadership)
RBx | Strengtheningof team culture and communication between staff members at all levels ‘ VY

We are here today

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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