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WFP Human Resources

Reinforce a
Performance
Mindset

Embed WFP’s values and
behaviours and refresh
performance management
to recognise and reward
good performance,
identifying criteria for
success and demanding
iIndividual accountability

Four Imperatives of the 2014 People Strategy

Build
WEFP’s Talent

Develop career
frameworks and provide
opportunities for learning

and growth to make WFP a
desirable place to work

Shift
the Focus

Make the country level the
central focus of WFP and
design long-term projects
to ensure that national staff
are engaged and provided
with opportunities to build
their capacities
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Equip
high-impact
Leaders

Mobilise senior leaders,
enhance leadership and
management capabilities
to deliver on WFP’s
strategic objectives and
hold senior leaders
accountable



WFP Human Resources Four Imperatives of the 2014 People Strategy

Leadership Capability Model Improvements in Performance Management
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More work needed on: 2018 Global Staff Survey

My supervisor gives me
feedback that helps me
improve my performance

® the performance culture

2%
8%

® gjving constructive feedback
® managing expectations

At WEP, career progression
is based primarily on merit
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Workforce Planning Career Frameworks
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technology platforms

A new Learning Platform 2018 Global Staff Survey

WelLearn

_ | have the training | need to
_ 23,000 learning : ,
PO = resources do my job effectively

9%
9%

My channels, classroom and blended Personal development (by topic) (> ]

uuuuuu ° P —————— .10 functional

External catalogues (book summaries,
MOOCs, e-learning and more) ° C a n n e S
EOQeLu
IntroVideo Tutorials ~ Mobile  Offline KPls

Print my certificates

. 80% of employees

oo z My supervisor has made a
. 83,000 courses

%W Addressing Abusive Conduct Completed perSOna| Investment |n my

- growth and development
D 5) Learning




WEP Human Resources Four Imperatives of the 2014 People Strategy

Contracts Better Career Opportunities

The FIT Pool

Shift the
Focus

11 functions

0 of WFP’s national staff are on _ 20,000 applicants
0 short-term contracts R
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450 slots

52% of successful

applicants were
the average tenure on short- ey M, £ national staff
term contracts |
0 yrs

Learning & Development 2018 Global Staff Survey
National Staff Results

Short-term contract holders

Leadership Development 50% of participants were S . oy
Programme national staff it tngagemen | am satisfied

with the
benefits |

SRt Sife

2/3 of users are national

Welearn .
staff receive at WFP
1/3 of staff deployed in

Emergency Deployment 2017 were national staff

8%

International National
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Learning and Development INSPIRE Programme

Professional Develop aconfident

Equip

(3 v £ - i e d hi :
H 1 | 4 : eadership Programmes Effectiveness Pt
Ig h B I I I l p aCt WFP Leadership Development Programme o Personal Get good
develop Effectiveness business

Demonstrate emotional & social

- executive coaching intelligence

Leaders 1,000 , 360 assessments

leaders trained

o Communicate with Build
count ry briefin 85 Pg;for confidence and impact emotionally
e : :
. . Manage my intelligent
My media coaching success e feams

Harvard Manage mentor Work well across

functions

The Leadership Track 2018 Global Staff Survey

LEADERSHIP TRACK

LEADERSHIP POOL (LP)
SIGN-OFF

YEAR TALENT REVIEW CAREER DEVELOPMENT CENTRE

2015 1 6 5 Eligible Staff } 3 nNominated staff } 19 staff included in the LP

2016 240 Eligible Staff } 48 nNominated staff } 24 staff included in the LP
My supervisor leads

2017 228 Eligible Staff 45 nNominated staff } 39 staff included in the LP ;
¢ effectively

9

20 18 3 66 Eligible Staff } 60 Nominated Staff } TBC

82 staff admitted to the
Leadership Pool since 2015
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International staff

Fixed-term, continuing and indefinite appointment — incl. JPO

Security (49)

Supply Chain (237)

IT (83)

Finance (102)

Field Op. Mgmt. (215)
Administration (40)
Programme & Policy (321)
Legal (17)

Oversight Service (34)
Communications (35)
Nutrition (36)

Evaluation (20)
Partnerships (109)

Inf. Mgmt. & Reporting (11)
Occ. Health & Well... (14)
Resource Mgmt. (85)
Human Resources (67)
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Gender Parity

National employees

All contract types
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378%

° ° OF WFP’S
GGGGD WORKFORCE
Gender representation after 2021

51%

of Country/RB Offices have
reached gender parity

13,095

—

Q32%
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WOMEN

Overall representation of female national employees:

2018

From

31% > 40.7%

2021




Human Resources

Elements of a New Human Resources Strategy

Org Structures aligned to our
strategies and operational
needs; positions graded
correctly and consistently
across the globe

Effective acquisition, career
management and separation

Actively
Managed

Workforce

Contracts give appropriate
benefits to employees but
give the Organisation the

agility to right size

Gender parity, diversity and the
right mix of languages,
technical, supervisory and
leadership skills

Employees have the right
skills to meet the changing
demands of the job and can
access appropriate learning
resources

Effective
Individuals,

effective
teams

Employees are clear on
performance
expectations, as well as
individual and team goals

The Organisation
professionalises
managers and
develops leaders

Individuals perform
well, but teams
perform better

Employees enjoy an
environment free from
harassment, sexual
harassment, abuse of authority
and discrimination

Employees feel cared for,
valued, recognised, safe
and well equipped

Optimal
Working

Environment

Employees feel fulfilled: that they
are maximising both their
contribution to the Organisation
and their professional and
personal potential

The Organisation identifies
and rewards talent, supports
its employees but holds them
accountable at all levels



