CL 140/14

November 2010

W daisY dalise Nations cenbckoxosalicTBerHan| | Naciones
- . Unies Unidas
aslyylly pour OpraHu3aums para la
. I'alimentation | |06begHenbix Agricultura
daaill aadU et la

Organisation
des

l'agriculture

lNpogosonbCcTBeHHas U

Hauwit

Organizacién
de las

Alimentacién

COUNCIL

Hundred and Fortieth Session

Rome, 29 November — 3 December 2010
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Executive Summary

> Atits 137" session (September-October 2009) the Council requested an analysis of impacts of
reform actions. In response to Member requests, work has been completed to simplify and
frame the IPA programme in terms of tangible benefits, linking achievement of these benefits
to completion of the major IPA actions.

» In addition to outlining the key benefits for each of the six thematic areas, the document also
reports good overall progress in implementation for the period May through October 2010.

» Preliminary steps have been taken to report quantitative progress, which will be further
elaborated and presented to the CoC-IEE at its next meeting in February 2011.

» Asrequested at the May 2010 Council session, this report provides an update on the results of
the risk assessment undertaken of this major change programme to identify risks and develop
mitigating actions to ensure the Organization achieves the benefits of reform. In addition to the
risks identified for each IPA project, recommendations were made to strengthen the internal
governance of the IPA and, following receipt of the report, the Director-General has put into
effect revised arrangements to improve IPA programme governance effectiveness and
strengthen IPA programme management and accountability, by enhancing oversight of Senior
Management through the Senior Management Meeting (SMM) establishing a Programme
Board and a Programme Management Unit for IPA.

» Employee communication and engagement are a major component of management
arrangements for the IPA. In this regard the Office of Corporate Communications and External
Relations (OCE) has been tasked to develop a full Communication and Engagement
Programme and an organization-wide employee survey will be undertaken.

» Total expected expenditure on the IPA in 2010 is USD 19.91 million comprising USD 16.82
million against the 2010-11 appropriation voted by Conference and full utilization of the IPA
Trust Fund balance of USD 3.08 million brought forward from 2009. Overall budgetary
requirements and aggregate costs and savings for 2010-11 are confirmed at the approved
appropriation at USD 39.6 million.

» Total preliminary estimated 2012-13 IPA programme costs are USD 39.5 million, comprising
costs for new initiatives of USD 15.0 million plus net recurrent costs in 2012-13 of IPA actions
that commenced during 2010-11 of USD 24.5 million. A breakdown of these figures will be
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presented to the next sessions of CoC-IEE and Finance Committee in early 2011 in the context
of the Programme of Work (PWB) 2012-13.

Suggested action by the Council
» The Council is requested to take note of the information provided in CL 140/14.

Queries on the substantive content of this document may be addressed to:
David Benfield
Director, IPA Programme Management Unit
Tel. +3906 5705 4508

I. INTRODUCTION

1.  The last report to Council (CL 139/9) covered IPA progress up to April 2010. It reported
that a good start had been made with FAO reform during 2009 and highlighted the
accomplishments achieved to April 2010, together with the key activities expected to be covered
through the programme of work for 2010-11.

2. This progress report to Council confirms continued good progress on IPA implementation
for the period May through October 2010. In Section 11, the report focuses on the tangible
benefits expected and the key areas of progress under the six thematic areas contained in the high
level framework of the IPA. In Section 1ll, a plan for reporting the quantitative status of
implementation of the different IPA projects is presented. Section IV reports on the results of the
IPA Risk Assessment analysis undertaken as a management best practice measure and in response
to the request made by Council in May 2010 to receive feedback on IPA risks®, Section V
provides the key elements of the IPA Communication and Engagement Programme - a major
component of the change management arrangements for the IPA.

3. Section VI reports on the anticipated total expenditure for 2010. It also reports the results
of the revision undertaken at this near mid-biennium point to review the allocation between IPA
projects of the 2010-11 budgets, and provides a total provisional estimate of the financial
requirements for implementation of the IPA in 2012-13.

Il. PROGRESS TOWARDS ACHIEVING FAO REFORM BENEFITS

4.  Atits 137" session (September-October 2009) the Council requested an analysis of impacts
of reform actions? and at the CoC-IEE meeting in June 2010 Management was asked to provide a
more qualitative analysis of the IPA programme. In response to these requests , an overarching
statement of IPA reform benefits was developed indicating that a reformed FAO will:

o direct all actions towards clearly defined outcomes for a world free of hunger and contribute
to improving living standards in a sustainable manner. It will achieve this through improved
governance to ensure clarity of member needs and improved internal management practices
to deliver against those needs;

e ensure that all its resources, at all geographic locations, work in synergy and in productive
partnership with external partners, to achieve the greatest impact;

1 CL 139 REP, para 49
2 CL 137 REP, para 44
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e have a balanced and motivated workforce working in an enabling environment with the
necessary knowledge and experience to deliver better against its mandate;

o Dbenefit from support services that are client-oriented and streamlined and be able to provide
timely and trusted financial and other resource information, in the most cost efficient manner.

5. This overarching statement is linked to the six thematic areas contained in the high level
framework of the IPA Programme (figure 1). Each of these thematic areas has its own set of
major IPA actions and associated benefits, and completion of IPA actions in all thematic areas
will deliver the overall FAO reform benefits. Annex 1 provides the breakdown to the major IPA
actions that contribute towards achieving the benefits for each of the six thematic areas referred to
above.

Figure 1. 6 thematic areas of FAO reform

e
Altum

Change

Linkages to the six thematic areas and to IPA actions

rA. Managing for Results u

Results Based Man agement Framework,

Planning andMonitoring Linkin g Staff to Organizational Results

The definition and implementation of aresults The developmentof the accountability chain thatlinks
framework fun ded from assessed and voluntary the individu al work plans and performance of FAQ staff
sources, supported by a strategy for resource to the Organizational results, linkingtheplan tothe
mobilization and a strategy for partnerships, endthe mean s of delivery

use of this framework for pricritization , planning,
monitoring and reporting to members on Crganizational
results

6. The Key Benefit for Managing for Results is a clearly defined, consensually agreed impact
of the Organization on beneficiaries, and measurable means to achieve it. The overarching
objective of FAO reform is to transform the Organization into one that manages for results. This
requires successful completion of two elements: the clear articulation of Member objectives and,
within this context, the design and delivery of measurable results with clear impact.

7. To deliver this Organizational benefit, successful delivery must be achieved in two areas.
Results Based Management Framework - Planning and Monitoring, which must ensure that the
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required framework is established and results measured, monitored and reported and Linking staff
to Organizational Results, which links the plan to the means of delivery.

8. In terms of progress during the reporting period, all organizational units have completed
their 2010-11 operational work plans as a basis for implementation, monitoring and reporting, as
well as for preparation of the agreements foreseen by the new Performance Evaluation
Management System (PEMS). This has been implemented across the Organization, with 96% of
staff having completed their 2010 performance agreements. This is a major achievement and it
represents a concrete change in the way the Organization works since, for the first time, staff are
linking objectives of their daily work to those of the Organization.

9. During the reporting period, the Secretariat also supported the discussion on the process of
prioritization of the technical work of the Organization by preparing a synthesis document on the
outcome of the discussion of priorities by the four Regional Conferences and four Technical
Committees. The secretariat also developed an annotated outline for the two main results-based
monitoring and implementation reports for the Governing Bodies.

10. This was considered by the October 2010 session of the Programme Committee that
recommended that the preparation of the PWB 2012-13 and related prioritization process should
start from the results framework approved in the MTP 2010-13%. The Joint Meeting of the
Programme and Finance Committees endorsed at their October 2010 session the main elements of
the proposed results-based monitoring and reporting arrangements and reviewed the status on the
resource mobilization and management strategy requesting to receive further information at its

next session®.
r B. Functioning as One u

Across Geographic Boundaries Across Institutional Borders
An improved balance between Headqu artersand An improved callaboration between FAQ and partner
Decentralized Offices ir dalivering FAQ services arganizationsin delivery of Strategic objectives, besed

on comparative advantage

11. The Key Benefit of Functioning as One is that all the resources of the Organization at all
geographic locations, and external partners, work in synergy and complementarity to achieve
Organizational results within the results-based framework. To deliver this Organizational benefit,
FAO must have all its resources work in synergy Across Geographic Boundaries, i.e. with an
improved balance between Headquarters and Decentralized Offices in delivering FAO services
and Across Institutional Borders, i.e. by achieving an improved collaboration between FAQO and
partner organizations in delivery of Strategic objectives, based on comparative advantage.

12. In terms of progress during the reporting period, the new Headquarters structure was fully
implemented in August 2010. The transfer of primary responsibility for supervising technical and
substantive aspects of FAORSs to the Regional ADGs was also successfully completed, marking
another change to the way the Organization worked prior to initiating the reform process.

13. A report on Decentralization progress was made to the October meeting of the CoC-IEE,
which requested Management, following the Near East Regional Conference in December 2010,
to prepare a vision document on the DOs network, including proposals to enhance their role and
capacity to effectively function as one Organization in synergy with Headquarters. This request
was reiterated at the October 2010 session of the Joint Meeting of the Programme and Finance
Committees. °.

% CL 140/8, para 5.
4 CL 140/9, paras 6 and 11.
% CL 140/9, paras 13 and 14.
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14. A concept note for a benchmarking system for decentralized offices that will enable
performance-based reporting and monitoring has also been submitted to Senior Management for
review. In addition, the Charter of the Common Procurement Team (FAO, WFP and IFAD) was
signed by all three Agencies in January 2010 and 17 joint tenders are ongoing or finalized.

rc. Human Resources n

Composition Knowledge and Experience
Broaderrepresentation in the compositicn of the FAD Broadening of knowledge base and effectiveness of staff through
workforce in terms of demographics, nationality and establishment of an organizationwide competency framewark,

improved recruitment procedures, robusi performance
management procasses and systems, greater investment in
tailoted staff training, and increased staff rotation between different
officas and functions of FAO

gender

15. The Key Benefit for Human Resources is to ensure an enabled, effective and motivated
workforce better able to deliver FAO’s mandate. To deliver this Organizational benefit, the
human resources Composition must be balanced by ensuring a broader representation in terms of
demographics, nationality and gender. Also, its Knowledge and Experience must be broadened
and targeted to achieve agreed organizational results.

16. In terms of progress during the reporting period, the Human Resource project reported to
Finance Committee in October 2010 on the significant progress that has been made on several of
the areas included in the corporate HR strategic framework. These achievements cover the review
of the proposed mobility policy by the newly formed Human Resources Committee and the
development of the Junior Professionals Programme (JPP) for which departments and offices
have been identified to host the first cohort of JPs to be selected amongst the over 2,000
applications received.

17. Staff Rotation Guidelines have been finalized, which will facilitate IPA implementation in
this respect and enable the organization to substantially increase mobility of its staff. A Staff
Rotation and Mobility Policy is currently being developed to support the establishment of an
incentive based rotation policy in Headquarters (HQ) and between HQ and the Decentralized
Offices.

18. The implementation of revised selection procedures calls for special attention on gender and
geographic representations, and geographic and gender targets have been prepared for
departments and offices for 2010. A comprehensive database of educational establishments and
institutions has been created and is being continually updated to ensure wider circulation of FAO
vacancy announcements, specifically aimed for non- and under-represented countries.

19. In addition, the pilot release of dashboards and reports marks a first important achievement
for the new HR Management Information and Reporting System.

D. Efficient Administration

1 |

Administrative Processes Administrative Information Administrative Senvice Delivery Options
Improved alignment of administrative Improved availability an d scope of Introducinginnovative delivery
services with the support required for financial andoth er resource based mechanismstoincrease
more effectve delivery of technical information administrative service efficiency
services

20. The Key Benefit of Efficient Administration is better delivery of FAO technical services
through client-oriented and streamlined administrative processes, improved value and relevance
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of financial and other resource information, and innovative administrative service delivery
options. To deliver this Organizational benefit successful delivery must be ensured on three areas.
There must be efficient Administrative processes, through an improved alignment of
administrative services with the support required for more effective delivery of technical services,
the Administrative information must ensure an improved availability and scope of financial and
other resource based information and the Administrative service delivery options must introduce
innovative delivery mechanisms to increase administrative service efficiency.

21. Progress in Efficient Administration during the reporting period has included progress on the
International Public Sector Accounting System (IPSAS) and Field Accounting System (FAS)
replacement project in which a decision has been taken to undertake this work synergistically with
the required Oracle upgrade project in the context of an overall ERP programme of work. This
synergetic approach should enable other ERP planned initiatives, such as the new travel system,
to be developed more effectively with the related IPSAS and FAS replacement developments and
also allow the utilization of new functionality in R12 to deliver the web-based integrated Field
Solution needed to support the business requirements of the Field Offices. This was reported at
the October 2010 session of the Finance Committee® which supported this synergistic approach,
so as to deliver IPSAS compliant systems in 2012 and allow for preparation of IPSAS compliant
financial statements for the year 2013’.

22. In the Information Technology area, in 2010 network upgrades were performed in
approximately 40 offices and high definition video conference facilities have been developed to
all Regional and Sub-Regional offices.

E. Culture Change

Creation and Strengthening Engagement of Senior Management
of Local Change Teams in Effecting Change

DEVE!DQ new wnrk\ng methods for FAQ staff in HQ and
the decentralized offices based on a model of change Reapthe benefits of culture change
including interdisciplinary teams, knowledge sharing, on- within the Organization andinvolve
going learning that results in a more effective and incisive awaren ess raiging In new man agement
workforce, and making the best use of staff talents and approaches, tools and methods.
skills

23. The Key Benefit of Culture Change is that it creates an enabling, inclusive work
environment, based on FAQ’s internal vision and values which allows the Organization to better
deliver on its mandate and optimizes the talents of its employees. Organizational Culture Change
is concentrating on two main areas of work. The Creation and strengthening of local change
teams develops new working methods for FAO staff in HQ and the decentralized offices based on
a model of change including interdisciplinary teams, knowledge sharing and on-going learning.
The Engagement of Senior management in effecting change will involve awareness raising in new
management approaches, tools and methods, thereby contributing to new modernized
management practices and, ultimately, a more efficient and effective Organization.

24. In terms of progress during the reporting period, a new Culture Change team has been put
together and, following the departure of Mr. Jim Butler in August 2010, the related IPA project
responsibility has been assigned to Mr. Hafez Ghanem, ADG of ES Department. The new culture
change team has devised an action plan and established 4 working groups covering different
thematic working areas of the project.

® document FC135/12
" CL 140/21, para 45
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r F. Governance Reform n

Governin g Body Reform Internal Governance
Amore inclusive, open, trusting andintegrated system Actrengthened system of internal oversight ar d
of Member Governance governance o improve management of resources and
enhance performar ce

25. The Key Benefit of Governance reform is improved articulation of Member needs, higher
levels of trust and continuity among Members and between Members and Management, supported
by improved internal management practices to better deliver Organizational results.

26. In order to be fully successful, the process of reforming FAO must be underpinned by a
strengthened governance in which the Governing Body Reform will result in a more inclusive,
open and trusting system of Member governance supported by Internal governance actions that
will provide a strengthened system of internal oversight and governance to improve management
of resources and enhance performance.

27. Interms of progress during the reporting period, work towards the adoption of Multi-Year
Programmes of Work (MYPOW) by the different Governing Bodies, including the Council, has
continued, with the Finance Committee in October 2010 approving its MYPOW, whilst the
Committee on Constitutional and Legal Matters approved its Rules of Procedures in September
2010.

28. A new approach to integrating Enterprise Risk Management (ERM) with FAQ’s results-based
management has been developed. An update was provided in October 2010 to the Finance
Committee which commended the approach. The Committee requested a report on progress in
implementing the ERM project work plan, information on the results of the pilots of ERM
processes and a plan for implementation of the institutional ERM in FAO, including the format
for reporting to the Governing Bodies®.

I11. QUANTITATIVE PROGRESS TO DATE

29. Detailed achievements covering the period May through September 2010 were presented to
the CoC-1EE meetings on 23 June® and 20 October 2010™. At the latter meeting, while
appreciating the qualitative information provided in the progress report, Members requested more
information of a quantitative nature which would allow a better understanding of the status of
implementation across the IPA programme.

30. As a first response to this request, IPA Project Leaders have been asked to provide an
estimate on the overall status of implementation of the projects under their responsibility. The
result confirms good overall progress with implementation of IPA actions within each project, and
this information will be elaborated and further developed within the annual report for 2010
implementation that will be presented to the CoC-IEE at its February 2011 meeting.

IV. IPA RISK ASSESSMENT

31. The May 2010 report to Council (CL 139/9, para 70) anticipated a full risk assessment across
the IPA programme in response to Members need to give special attention to the risk elements of

8 CL 140/21, paras 46 and 47

® Progress Report presented to the CoC-I1EE meeting on 23 June 2010 can be accessed through the following link:
HTTP://TYPO3.FAO.ORG/FILEADMIN/USER_UPLOAD/IEE/IPA_PROGRESS REP_C0OC23JUNE_E.PDF

19 progress Report presented to the CoC-1EE meeting on 20 October 2010 can be accessed through the following link:
HTTP://TYPO3.FAO.ORG/FILEADMIN/USER_UPLOAD/IEE/IPA_PROGRESS REpP_COCIEE3_200cT12010 E.PDF
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the IPA™. The assessment was not to question the merits, need or rationale of the reform, nor the
benefits it intends to achieve, but as a best-practice management measure to facilitate timely
adjustments to the implementation of the IPA by identifying and addressing any current threats or
needs for improvement, and equipping IPA Project Leaders to manage their risks in the future.

32. The assessment was overseen by the Office of the Inspector General, who engaged an
external risk specialist to facilitate the exercise. The risk identification process sought to identify
three areas of risks; (i) risks to delivery of IPA actions, in budget and on time; (ii) risks of
disruption to FAQ’s agreed programme of work as a consequence of IPA implementation and (iii)
risks to realizing the expected IPA benefits.

33. Throughout the Risk Assessment exercise detailed risk logs have been produced by project
leaders who also rated the risks in terms of impact and likelihood of the risk materializing. These
risk logs will be utilized for managing, maintaining and monitoring the risks and the related
mitigating measures that have been identified by Project Leaders to manage the identified major
risks. This process has been applied at the individual IPA project level as well as at the
programme level.

34. Management welcomed the risk assessment report received on 29 September, which was
reported on at the 20 October CoC-1EE meeting *?, and is committed to pursue recommendations
included in the report. The risks and challenges identified through the assessment are to be
expected in a major change-management endeavor, whose “scale and complexity are
unprecedented in the UN and would only be seen in the private sector following a corporate
acquisition”, as recognized in the Risk Assessment Executive Summary.

35. The report recommended that internal governance of IPA be strengthened by establishing a
Programme Board formally delegated with decision making authority and fully accountable to
improve oversight and support of key executive decisions and with a direct reporting line of IPA
Project Leaders to the Programme Board.

36. The report also recommended establishing a Programme Management function, reporting to
the Programme Board, to coordinate and direct the IPA as a coherent programme in order to
improve overall IPA programme management. This would entail setting and ensuring compliance
with project management standards, coordinating and managing interdependencies, monitoring
IPA programme and project risks, developing critical path and rendering more coherent and
efficient management of IPA projects.

37. In response to the Risk assessment report and in order to improve IPA governance
effectiveness, the Director-General has taken immediate action to:

e establish an IPA Programme Board chaired by the Deputy Director-General (Operations),
comprising the Deputy Director-General (Knowledge), Directeur De Cabinet and the
principal functional heads of departments responsible for the IPA;

e empower the Reform Support Unit, renamed Programme Management Unit, to perform
Programme Management functions, reporting to the Programme Board,;

e strengthen accountability by including IPA responsibilities in PEMS agreements of IPA
Project Leaders;

e dedicate an SMM meeting each month exclusively to IPA matters.

38. As an immediate priority, Management will also review all the highest level project risks and
include in the next progress report to the CoC-IEE the management actions undertaken to address
those risks.

1 In the October 2009 report of the Council (CL 137/REP, para 45) it was recognized that “Member responsibilities
would change from hands-on to oversight and monitoring and that special attention would be given to the risk elements
in IPA”.

12 The Executive Summary was attached as an Annex to the CoC-IEE progres report and can be accessed through the
following link: HTTP://TYPO3.FAO.ORG/FILEADMIN/USER_UPLOAD/IEE/CoC IEE3 IPA_ANNEXES_200cT12010 E.PDF
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V. COMMUNICATION AND ENGAGEMENT PROGRAMME

39. Employee communication and engagement is a major component of the overall management
arrangements for the IPA, and the Office of Corporate Communications and External Relations
(OCE) has been tasked to develop a communication and engagement strategy and programme.

40. The communication and engagement programme takes its lead from the new results-based
management framework for FAO to ensure that employees are aligned behind FAQO’s mission,
global goals, the Strategic Framework, the IPA as well as the internal vision and values. The goal
is to ensure that employees understand and support FAQO’s mission and that employees are
supported by an organizational structure, services and culture that optimize their performance.

V1. COSTS AND FINANCES

41. Details on IPA Financial Plan 2010-11 and Estimated Financial Requirements for 2012-13
were provided to the 135" Session of the Finance Committee (FC 135/7) in October 2010, and
the main highlights are presented below.

42. As at 17 September 2010, the Immediate Plan of Action for FAO Renewal (IPA) Trust Fund
had received contributions amounting to USD 8.80 million and confirmed pledges for a total of
USD 9.01 million. Full expenditure of the 2009 IPA Trust Fund balance of USD 3.08 million is
foreseen in 2010.

43. Against the USD 39.6 million allocated under the 2010-11 budgetary appropriations to fund
the implementation of the IPA (Conference Resolution 3/2009), anticipated total expenditure of
USD 16.82 is foreseen by end 2010.

44. For the 2010-11 biennium, Management completed an assessment of the IPA project budgets
based on 2010 expenditure and delivery to-date. The Finance Committee took note of the major
cost variations foreseen between IPA projects, and appreciated the confirmation that aggregate
costs and savings remained the same as the approved appropriation of USD 39.6 million™.

45. For the 2012-13 biennium, total preliminary IPA programme costs are estimated at USD 39.5
million. This comprises IPA programme costs for new initiatives that will commence during
2012-13 of USD 15.0 million plus net recurrent costs in 2012-13 of IPA actions that commenced
during 2010-11 of USD 24.5 million. Updated figures will be presented in the Programme of
Work and Budget (PWB) 2012-13 and the Finance Committee looked forward to receiving
updated estimates at the forthcoming special session of the Finance Committee to be held in early
2011.%

46. The Finance Committee appreciated that the IPA resources are linked to the FAO strategic
and functional objectives in the PWB as well as during implementation of the budget, allowing
for a full integration of IPA activities in the results framework. It also welcomed the confirmation
that all IPA-related funding in 2010-11 would be used exclusively for IPA activities, and unspent
2010-11 IPA funds, if any, would be carried-over into 2012-13.%

13 Link to FC 135/7: HTTP:/MAWWW.FAO.ORG/FILEADMIN/USER_UPLOAD/BODIES/FIN_CoMM_134_SESS/DOCUMENTS_FC_135/EN/FC135-7.pDF
14 CL 140/21, para 26

%5 idem, para 30

18 idem, paras 27-29
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Annex | - linking IPA actions to benefits in each of the 6 thematic areas

1: Managing for Results

A. Managing for Results

Results Based Management Framework,
Planning and Monitoring

Linking Staff to Organizational Results

The definition and implementation of a results
framework funded from assessed and voluntary
sources, supported by a strategy for resource
mobilization and a strategy for partnerships, and the
use of this framework for prioritization, planning,
monitoring and reporting to members on Organizational
results

The development of the accountability chain that links
the individual work plans and performance of FAO staff
to the Organizational results, linking the plan to the
means of delivery

3.2 - 3.4 Preparation and\

approval of Strategic
Framework, Medium
Term Plan and

Programme of Work and

Budget

Clear, measurable impact of FAO'’s
products and services on the
organization’s beneficiaries

=

accountable and Multi-
disciplinary Fund in
place

Approach to programme formulation
and implementation linked to
strategic objectives (which
transcends the organizational
structure) for more effective and
sustainable impact

A
/

(G

3.6 — 3.9 Planning,
implementation,
performance monitoring
and reporting against
Results Framework

Z
6.2 Strategy Teams
established and
\

Improved planning, prioritization and
on-going monitoring of results
leading to increased organizational
effectiveness

3.12/3.14 Resources
mobilization

N
~

Improved availability and more
effective use of resources

i

=Individual expectations and
priorities are clearly established and
individual objectives are clearly
linked to overall FAO Organizational
results. Staff have a greater
understanding of their individual
contribution to the work of the
Organization which in turn improves
efficiency and motivation and
maximizes delivery

3.70 Introduction of =Provides basis for a clear year-end

Performance assessment against initial
Evaluation Systems expectations and requirements. This
(PEMS) in turn provides the organization

with data to create more tailored
staff development programmes
which support a better skilled
workforce

=PEMS provides platform for and
supports development of range of
HR functions including job design,
recruitment and learning, leading to
a more effective, productive
workforce
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2: Functioning as One

B. Functioning as One

Across Geographic Boundaries Across Institution al Borders

An improved balan ce between Headqu arters and
Decentralized Offices in delivering FAO services

An improved collaboration between FAD and parther
organ izations in delivery of Strategic objectives, based
on comparative advantage

L

3.7TI3.T9 Regional
Pancacoptativacinyolved
EmE mmm  mm

!ncreaaed_ integration of regional Concerns
inthe decision making processwill leadto

— an irmproved response of FAD O the neads T
T’P'“"‘"‘" ,,.,.nl‘l‘llhﬂ of member countries and better use J Ir,‘_ 1104591099111
jfmt?: na distribution ofresources - - . .
i Carparate Reduced dupllcatian of effart,
Regional Officeswill be able fo develop strategy and comparative advantage s exploited,
- Fieal more coherentregional technical guidelinesfor and additional resourcesmobilzed
’H?‘? Wﬁ framewaorks, which will also be used as Partnerships
Raselelegaliging o building biocks for the development of the
5 Programme of Work and Budget L -
IR Enablessirategic use ofthe TCP to 7 Y
sPHpelNisioR| address priorities identified in the T
\ORS10 {BW P NMTPF's and other planning frameworks At Harmenization of Headguarters
i 254 & 2L <t o to rmaximize the numb er of projects snd str:lr:nra:d procurementfor Rome Based
reduce delivery timescales g.lidalﬁ'resfnr agenciesresulting in economiesof
201 ; Country officeswill be able to implement Partnerships scale and cost savings.
22 Decentralze g projectsina moretimely and efficient
d F—»‘-—F—*-'»—“—insw fashion, with less delay inthe . |
ﬂacentraltzednfﬁces procurement of goods and servicesand a

reduction intransaction costs

3.90 Improve ICT
telecommunications

FProviding Decentralized officeswith
greater accessto a wide range of FAO
applicationsaswell asenhanced

PHEINE knowledge sharing capabilities
Maximizethe impact of the resources
3.84 Imprave Country available fo the Country Office network,

Office coverage

wiith a better focusonthe needsand
capacitiesof individual member countries
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3: Human Resources

C. Human Resources

Composition

Knowledge and Experience

gender

EBroader representation in the composition of the FAD
worktorca in terms of demographics, nation ality and

Bronadening nf knnwladge haze and effertivensass of staff thraough

establishment of an orgamzation-wide compestency framework,
improved recruitment procedures, robust performance

management processes and

tallored staft training, and increased staftf rotation between difierent

offices and functions of FAQ

systems, greater investment in

e ~

3.59Gender/s
Geographic distribution
poncy

Broador reprecontation in tho
composition of the FAQ workforce in
term=orl demographics, nationaliy
and gender, with paticular emphasis
eing placed on the stiraction and
recriitmert nf rqoalifierd candidates
Trom tlarget aroups, namely
professionalwomen and nationals
fiorm non- and under-represented
countries

0 .
/’ N

362 Young professional
programme

~ A

Rejuvenation of FAQ workforee (in
lightor projected separatlons or
senior staffwith emphasison
recruiting youna, motivated
profassianalsTrorm inn- and undear-
represenled developing countries

a >

3.65 Staff selection
procedures
3 Af Revise
competency profiles

i

FAQ competency frameworkto
provide a stuctural link between core
HR processes [eading to greater
lransparency, clarity and a shared
landuage acrossthe organizaton as
tothe behaviorsthat FAD valuas and
the basis on which staff are recruited,
assessed and supported intheir
carcerdevelopment

N |
p

J.60Increase staff
training

Effective, focused managerial and
staff training programmies, building on
outcomes rom pemormEance
management evaluations, o suppor
individuaal career developmentgoals
And ensure d skilled workiorce petier
akletodeliver FAQ's mandate

\ v
@ R

3.61 Siaff rotation

<

Warkforce with improved knowledge,
shills and greater understanding of,
and experience n, the diverse rangsz
orworkin dfferentgeographic areas
and functions ofthe organiz ation
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4: Efficient Admin

istration

__ D. Efficient Administration

fingern
= cond abiliby v
~fonman
=10 RESUIRIECR

Improved focuson
streamlined and
customer-focused

administrative services

I Administrative Processes

Availability of timely,
accurate and relevant

726 Improwed information, intermally
Management and externally, to
Information inform effective
Sy stems decision-making and

hetterdeliver
Organizational results

Administrative Information

Improved alignment of administrative
services with the support requiredfor

more effective delivery of technical

services
Greater capacityio
7 B Nlewy respondto local
procurem entmods. Emergencies
7.7 Developed Better response ratesto
wen clor tenders, more
manacgem ant transparent and efficent
M e
Alignmertof

7AE Modernize
Registry
management

e -~

B B L

Improved information
archiving and retrieval
atlowarcost

Improved availability and scope of
financial and otherresource based
information

3.424T.24

Introduce

financial Credible, timely and

reporting maore relevantfinancial

basedon repofing which hetter
International supportsTinancial
Public Sector decision-making and

A eennntinm Blanming

"l"lin istrative Service Delivery Option s

" R

\_ J[rc-du cinginnovative delivery
=chanismstoincrease

\ mministrative service efficien cy

1 1

Reduce costs and

i sarvices standardizethe

rTaap ported by processing of hack-

é'd]he Shared office functions
Senvices

:- Centre _)

Atk Gostreduction of
sarvices Information
r Technology services
|I?ﬂr?|';:"';s¢1:?tg through reduced staff

a’ nBangkok tosts
| 4
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5: Culture Change

E. Culture Change

Creation and Strengthening
of Local Change Teams

Engagement of Senior Management
in Effecting Changs

Develop new working methods for FAO staff in HO and
the decentralized offices based on a model of change
including interdisciplinary teams, knowledge sharing, on-
fgoing learning that results in a mare effective and incisive
wiorkforce, and making the best use of staff talents and
skills

Reap th e benefits of culture change
wyithin the Organization andinvolve
awarenessraising in new management
approaches, tools and meth ods.

/"_

-

=ldentity and showcase
successfiul
examplesicase studies of
suc cessful newwaysof
working in cross-cutting
teams

=Develop toalkits,

guidelinesand best
practices

=Encourage and support
the developriient of new
Incal chandge teams
based onthe lessons
learned from the existing
teams

=Developindicators and
mainstreamthe
monitoring of culture
change in FAQ

‘\

)

o

Starr and M embersare
awrare of the successful
changework of others

Staff can learnfrom the
experience of others
and implementtheir own
change programmes
hased onthe successof
others

Organization
modernizesil'sworking
practices hecomes
rmore efficient and
efrective, and better
utilizesthe skills and
talents of its starr

@ ™

Prepare forand
conduct a series of
engagement
workshopswith
senior managemant
toreceive own
wiewson howto
reap the benefits of
culture change
within the offices
they are
responsible.

Facilitale the
development ol &
culture change
action strategy for
each department

Develop indicators

and mainstream the

moanitoring of culture
change in FAQ

- )

1 B

Seniormanagement
understandsthe
benefitsthatchange can
bring and actively sets
the direction of culture
change inthe
organization.

Organization
modernizesit's
management practices,
becomesmore efficient
and effective, and
better utilizesthe skills
and talents of its staff
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6: Governance Reform

F. Governance Reform n

Governing Body Reform

Internal Governance

of Member Governance

Amore inclusive, open  trusting and integrated system

Astrengthened system of internal oversightand
governance o improve management of resources and

enhance performance

r/'— Y

2.4712.51 Meetings of
FCPC and CCLM aopen
to ohsenvers

- >

More open andtrancsparent
governance

25212 .53 Regional T
Conferences
2.56 Technical
Committees:
2702 7T2Multi-vear
programmes of work

M ore inclusive mechanism far inputs
tothe Medium Term Plan and
Frogramme of Work and Budget, for
improved focusan priorities at global
andregional levels

/A

',.r

2.26 - 2.34Independent
Chalrpersan of Council

- J

Enhancingtrustand racllitating
continuity inthe relationship between
Membersand betwe en Members
and managerment.

1 |

' ™
Clearand supporting internal
7.22 FAQ Manual requlatory frameworkin place
. A
o Yy
Expansion of evaluation activities
2.78 Evaluation budget leading to improved performance
\, A
' ™y
74 Internal
commitiees More effective internal govemance
7.0 IT Govermmance
L A
i o
Improved consideration of risk factors
3.54 lmplgr;nm?ntatlonﬁf and mitigating measuresin
management decisions
g A
i Y
Expansion ol inlermal audil aclivilies
2.91 Intermal Audit leading to improved advice to
management
h A




