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COUNCIL

Hundred and Sixtieth Session

Rome, 3-7 December 2018

Updated Action Plan for the Achievement of Equitable Geographic
Distribution and Gender Parity of FAO Staff

1. At its 159" Session, the Council requested the Director-General to present to the next Council
session a detailed action plan on the achievement of equitable geographic distribution, and gender
parity of FAQO staff.

2. Following the feedback received during the 173" Session of the Finance Committee in
November 2018, this updated document presents two detailed action plans. The first one includes
the initiatives aimed to achieve equitable geographic distribution and the second one includes the
initiatives related to achieving gender parity of staff. The action plans provide information on
indicators, timeframe and the status of the different activities.

Queries on the substantive content of this document may be addressed to:

Mr Fernando Servan Director,
Office of Human Resources
Tel: +3906 5705 2299

an FAO initiative to minimize its environmental impact and promote greener communications.

This document can be accessed using the Quick Response Code on this page; %ﬁi
Other documents can be consulted at www.fao.org
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ACTION PLAN

Action Plan for the achievement of equitable geographic distribution
and gender parity of FAO staff

At its 159" Session, the Council requested “the Director-General to present to the next Council session a detailed action plan on the
achievement of equitable geographic distribution, and gender parity of FAO staff.”

The following pages provide the two detailed action plans, the first one presents the initiatives aimed to achieve the equitable geographic
distribution and the second one includes the initiatives related to gender parity. The color-coded reporting system summarized below indicates

the status of each initiative with respect to the established timeframes.

Color-coded reporting system

The initiative has been completed

Progress towards implementation is on track

Progress is delayed but remedial action is being taken and a revised timeline established

Successful completion of the initiative is in jeopardy

Activity not yetunderway




Action Plan for the achievement of equitable geographic distribution of FAO staff

1. Employer Branding Strategy

Overview

The Organization aims to plan, develop and implement a structured employer branding strategy to promote FAO as the employer of choice and attract,
recruitandretain highly qualified employees. The Organizationis alsoreviewingits online presencetoalignitwiththe employer branding strategy
promotedthroughtheemploymentpage, specializedwebsitesand socialmedia. The Office of HumanResourcesisreinforcingits staffwith Talent
Acquisition Specialists to support these initiatives.

Activities Indicators Timeframe Status

1.1 Definition of the employer branding strategy

= Informaldiscussionswith other UN agenciesregarding

_ Information collected October 2018
best practices and successful approaches
= Definitionof communicationstrategy withthe Office of Communication strate
S ad . o January 2019
Corporate Communication (OCC) defined
= Assessment of resources needed Budget defined January 2019 Rewew_o Uit ot e Al
is ongoing
= Endorsement of the employer branding strategy by senior
ploy g gy dy Strategy approved January 2019
management
1.2 Hiring of Talent Acquisition Specialists
Issuance of the Call of
» [ssuance of the Call of expression of Interest expressionofinterestonFAO | June 2018

website
= Selection processand creation of a Roster of qualified Closure of the Call in the
Talent Acquisition Specialists system

September 2018




Hiring of one Talent Acquisition Specialist to join the team

Issuance of consultancy

. November 2018
inHQ contract
= Evaluation of the need for Talent Acquisition Specialistsin | Assessment endorsed b
. . g P . y December 2018
the Regional Offices Senior HR management
= Hiring of Talent Acquisition Specialists to join Regional Issuance of a consultanc
g q P J g y January 2019

Offices

contracts

Following finalization of needs
assessment and available
budget

2. Outreach Activities

Overview

TheOrganizationisincreasingits effortstoimprove the outreach activitiesaimedto promote job openingsthroughdifferentchannelsinordertoattract
highly qualified candidates and foster geographical representation. The applications received are the starting point of the selection process and, inan
effort to increase the number of equitably represented countries, increasing the number of applications received from qualified candidates from non and

under-represented countries is essential.

Activities Indicators Timeframe Status
2.1 Modernization of the employment webpage
» Initial discussion between OHR and OCC Strategy defined October 2018
» Evaluation of external providers forthe introductionofa | P | end d by Seni
valua |9n9 Iex ern.a providers for the introduction of a roposal endorsed by Senior February 2019
chatbot in liaison with CIO HR management
= Definition of layout and contents of the webpage inline
. Y . . P g. Prototype ready February 2019
withthe employer branding strategy in liaison with OCC
New employment webpage
» Release of the new employment webpage ploy Pag March 2019

released




2.2 Renewed online presence of FAO as an employer

Renewal of partnerships with main international

employmentwebsites: Reliefweb, Devex, Development Partnership renewed August 2018
Aid, and ImpactPool
= Increased use of corporate social media (LinkedIn,
Facebook and Twitter) to promote Vacancy Useofsocialmediareinforced | September 2018
Announcements in liaison with OCC
. . o Use of social mediaaligned
= Alignmentoftheuse ofsocialmediawiththe . g
. with the employment February 2019
employment branding strategy .
branding strategy
. : . Use of employment websites
= Alignmentofthe use of employmentwebsiteswiththe . . Ploy
. aligned with the employment | February 2019
employment branding strategy .
branding strategy
» Assessmentoftheimpactoftherenewed FAO online -
. L Submission of assessment
presence (number of views, number of applications from .
. o . report to HR senior June 2019
online sources, number of applications from online
. management
sources from targeted candidates)
» Introduction of adjustmentmeasuresto online activities | Adjustment measures
_ August 2019
based on the outcomes of the assessment introduced
2.3 Partnership with sectorial periodicals

Advertisementofselected Vacancy Announcements on
sectorial periodicals

Selected Vacancy
Announcements advertised on
sectorial periodicals

On a case-by-case
basis




Evaluation of campaigns to be launched in sectorial

Partnership with sectorial

eriodicals in alignment with the employer brandin . : February 2019

P g Py g periodicals defined y

strategy
= Assessment of cost Budget defined January 2019 Rewew_o e ol el

is ongoing
. L . Submission of assessment
= Assessment of the impact of partnership with sectorial .
- report to HR senior June 2019
periodicals
management
= Introduction of adjustment measures to partnership with _
. . Adjustment measures
sectorial periodicals based on the outcomes of the _ August 2019
introduced
assessment
2.4 Partnership with local recruitment service providers
= Evaluation of specific requirements of the Regional Requirementsofthe Regional
. P a g q . g January 2019

Offices Offices defined

= Setup of partnership with local recruitment service .
.p P P Partnership set up March 2019 Under evaluation

providers

= Assessment of the impact of partnership with local Submission of assessment
P P P report to HR senior June 2019

recruitment service providers

management

Introduction of adjustment measures to partnership with
local recruitment service providers based on the
outcomes of the assessment

Adjustment measures
introduced

August 2019

2.5 Recruitment Events

Participationinrecruitmenteventsinunder-represented

countries via decentralized network (staff from
regional/liaison offices)

Attendance of main
recruitment events in 2018

November 2018




= |dentification of suitable recruitment events in 2019 via
decentralized network (staff from regional/liaison offices)

Attendance to recruitment
events in 2019

On a case-by-case
basis

2.6 Targeted online campaigns

= Analysis of similar campaigns conducted by other UN

Submission of assessment

. report to HR senior September 2018
agencies

management
Submission of assessment

= Evaluation of proposals from external providers report to HR senior September 2018
management

: : Targeted online campaigns
= Launch of targeted online campaigns g paig March 2019

launched

3. FAO Employment Network

Overview

The Organizationis involved in the development of the FAO employment network as principal channel to disseminate Vacancy Announcements, with the
aimtoincrease FAO outreachmessages. Theinvolvementof FAORs, Regional Representativesand PermanentRepresentativesintheseactivitiesiscrucial
to ensure better means for contact with local candidates and to promote FAO as a top-level employer around the world.

Activities Indicators Timeframe Status
3.1 Development of specific tools for the FAO employment network

» Setupofadedicatedemailaccount(talent-link@fao.org) | Email account set up June 2018

. . . Informative documentation
= Development of informative documentation December 2018
released
= Openingof Callfor spontaneous applications andissuance | Call for spontaneous
P g P PP P January 2019

of sub-regional JPO opportunities

applications open




3.2 Involvement of FAORs and Regional and Sub-regional representatives

= Liaison with FAORs and Regional and Sub-regional
Representatives to disseminate Vacancy Announcements

Documentation shared with
FAORs and Regional
Representatives

On a case-by-case
basis

3.3 Involvement of Permanent Representatives

» LiaisonwithPermanentRepresentativesto disseminate
Vacancy Announcements

Documentation shared with
Permanent Representatives

On a case-by-case
basis

4, Targeted Programmes

Overview

TheOrganizationaimstoelaboratetargeted programmestoattractqualified candidates withinternships andfellowships opportunitiesfromnon-and
under-represented countries. The main goal is to increase the awareness about the work of the Organization in these countries and provide

opportunities to local professionals to be exposed to the FAO work environment and FAO selection processes.

Activities Indicators Timeframe Status
4.1 Designing internships and fellowships opportunities
» Reviewofthe FAO Global Internship, Volunteers and Reviewed IVF Programme
P . J October 2018
Fellows (IVF) Programme launched in OHR
= Assessmentofthe current targeted internships and
. " . Targeted programmes
fellowships opportunities and evaluation of March 2019
_ launched
improvements
, Report to HR senior
» Assessmentof the impact of targeted programmes P June 2019

management




5. Organizational culture

Overview

The Organization is preparing an internal communication campaign to foster the benefits of a diverse work environment. Dedicated contents and
resources will be shared with the FAO employees to promote an organizational culture that values diversity. Hiring managers, in addition, will have
access to targeted resources about how managing a diverse workforce and how effectively value diversity in the office.

Activities . .
Indicators Timeframe Status
5.1 Internal communication campaign
= Development of dedicated contents and resources in Dedicated contents and
. . February 2019
collaboration withOCC resources developed
, o . Internal communication .
= Launch ofthe internal communication campaign ) April 2019
campaign launched
5.2 On-line resources for hiring managers
» Elaboration of specific contents Contents completed February 2019
* Release of the on-line resources On-line resources available | June 2019




Action Plan for the achievement of gender parity of FAO staff

1. Leadership and Accountability

Overview
The support from senior management is essential to effectively implement the action plan. Therefore, the Organization is implementing different
measures to ensure that hiring managers are fully aware and responsible of their role in achieving gender parity.

Activities Indicators Timeframe Status

1.1 Issuance of revised recruitment Guidelines

*= Reviewofthecurrentguidelinesandformulationofthe

New approach defined October 2018
new approach

» |ssuanceofrevisedguidelinestoreinforcetherole of
hiring managers as responsible of the gender target in Revised guidelines released January 2019
different steps of the selection process

1.2 Specific resources for senior manager on how to promote a Gender-Equal Workplace

Common approach and goals

= Discussions among OHR, ESP and OSD . January 2019
defined
= Assessment of cost Budget defined February 2019 Re\{lew Of. iz bquet
available is ongoing
= Elaboration of specific contents Contents completed March 2019
» Release of on-line resources On-line resources available April 2019




2. Recruitment, Retention, Progression and Talent Management

Overview
FAOQ isimplementing measures to eliminate unconscious bias in different steps of the selection process and is introducing specific initiatives to support
professional women in career progression.

Activities Indicators Timeframe Status

2.1 Removal of non-essential personal information of candidates during the selection process

= Reviewofthe current practice and formulation of the

New approach defined January 2019
new approach

= Removalofpersonalinformationof candidatesduring | Removal of personal information
the recruitment process, as marital status and number | from Personal Profilesavailableto | February 2019
of children selection panels

2.2 Shared database and pipeline with Rome Based Agencies

= Discussions among RBAstoreviewthe current situation | Common approach and goals

J 2019
and define a new approach defined anuary
= Creation ofshared database andpipeline of qualified | Shared database and pipeline set March 2019
female candidates up

2.3 Targeted outreach campaigns

Submission of assessment report

= Evaluation of proposals from external providers .
to HR senior management

September 2018

» Analysisofsimilarcampaignsconducted by otherUN | Submission of assessment report to

. . September 2018
agencies HR senior management

» Launchoftargeted campaignsforfemale candidates | Targeted campaigns launched March 2019

= Launch of targeted campaigns for senior female

candidates Targeted campaigns launched March 2019




3. Enabling environment

Overview

TheOrganization has already endorsedthe Enabling Environment Guidelinesfor UN System andis committed to maintain and reinforce specific
measurestocreate aworking environmentthatprizesdiversity andflexibility, provides equal opportunities, recognizesthatstaffare alsofamilyand
community members, and ensures a safe environment in which to work. Policies for the prevention of harassment and abuse of authority, ethics, conflict
resolutionand protectionagainstretaliation areinplace andimplemented, and FAO is activelyinvolvedinthe CEBtask force onaddressing sexual
harassmentin the organizations of the UN system. FAO has already implemented a breastfeeding policy and introduced flexible work arrangements, such
as flexible work schedules, teleworking, part-time employment, compressed work schedules and phased retirement.

Activities Indicators Timeframe Status

3.1 Policies for the prevention of harassment and abuse of authority, ethics, conflict resolution and protection against retaliation

= Release of mandatory e-learning on policies the
prevention of harassment and abuse of authority,
ethics, conflictresolutionand protectionagainst
retaliation

E-learning course released October 2018

» |ssuanceofpoliciesthe preventionofharassmentand
abuse of authority, ethics, conflict resolution and Policies issued March 2019
protection against retaliation

3.2 Flexible work arrangements

» Issuanceofpoliciesforflexible work arrangements,
such as flexible work schedules, teleworking, part-time
employment, compressedwork schedules and phased
retirement

Policies issued Before 2018

11



4. Organizational culture

Overview

The Organizationis elaborating aninternal communication campaigntofoster the benefits of adiverse work environment. Dedicated contents and
resources will be shared with the FAO employees to promote an organizational culture that values diversity. Hiring managers, in addition, will have
access to targeted resources about how managing a diverse workforce and how effectively value diversity in the office.

Activities Indicators Timeframe Status

4.1 Internal communication campaign

= |nitialdiscussion between OHR and OCC Common strategy defined January 2019
= Development of dedicated contents and Dedicatedcontentsandresources
February 2019
resources developed
= Launch of the internal communication Internal communication campaign .
. paig April 2019
campaign launched

4.2 On-line resources for hiring managers

= Elaboration of specific contents Contents completed February 2019

Review ofthe budget available is
ongoing

= Assessment of cost Budget defined January 2019

= Release of the on-line resources On-line resources available June 2019




