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I Before We Get Started SPHERE

» Today's presentation and recording will be provided via email after
the webcast

= BELA members can access the materials directly from the resources
center on the members site

» Please submit guestions via the chat function on the left-hand side of
your screen



SPHERE
Bl Agenda

1. Harassment Prevention: Some Statistics

2. Insights on a People-Centered Approach
» Structuring Your Harassment Prevention Program

» FEffective Investigations and Protecting Known
Reporters

= Transparency with Stakeholders
» Going Outside the Legal/Regulatory Box

3. Questions?



Harassment Prevention:
Some Statistics




Endemic Sexual Harassment Scandals at Flagship Organizations

The Year of Reckoning at CBS: Sexual Harassment Allegations and
Attempts to Cover Them Up—New York Times, January 2019
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Quick Quiz: What elements do the #MeToo, Volkswagen, Deutsche Bank
and Pacific Gas & Electric Scandals & Others Have in Common?

1. Organizations with detailed rules and
policies

2.Employees who reported the
misconduct internally

3. Leaders who failed to act on the reports

4.Retaliation against employees raising

the concerns
5. Substantial harm to the company

6. All of the above

LRI s5piring Frincipled Perpormance CONFIDENTIAL



GOOD. SMART. BUSINESS. PROFIT.

B Setting the Stage: Ethisphere’s Ethical Culture
Benchmark Data

550,000+ 70 >4,200,000

Responses Companies Represented

Received Around the Headcount
World

*Figures as of end of Q4 2019.



B Setting the Stage: Ethisphere’s Eight Pillars of an SEHERE
Ethical Culture

Awareness of Perceptions of
the Program & the Function
Resources

Observing &
Reporting
Misconduct

Organizational Manager
Justice Perceptions

Perceptions of Perceptions of
Leadership Peers and
Environment




mmmm Perceptions of Ethical Culture SPHERE
Pillar 3: Observing and Reporting Misconduct

— “How did you report the suspected misconduct or unethical behavior? (Please select
all that apply)"

59.6%
41.7%
22.1%
18.9% 15.7%

4.1% 2.9% 1.5%
My immediate Human Resources Compliance Complaince and My manager's Compliance web Internal Audit The Board of
manager representative reporting helpline Ethics manager reporting portal representative Directors or a

representative Committee of the
Board

CQ Benchmark (n=17,433)



I Perceptions of Ethical Culture

Pillar 3: Observing and Reporting Misconduct

— “How satisfied were you with how the overall process?"

78.3%
66.9%
60.2% 60.8% 58.3%
My immediate Human Resources Compliance Complaince and My manager's
manager representative reporting helpline Ethics manager
representative

CQ Benchmark

66.1%

Compliance web
reporting portal

51.1%

Internal Audit
representative

ISPHERE
48.6%

The Board of
Directors or a
Committee of the
Board
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mmm Why This Survey? *THISPHERE

“Which type of misconduct did you observe:”

Harassment or discrimination | NG 338%
Conflicts of interest [ G 052
Unfair employment practices || NN 27 %
Retaliation or intimidation [ NG| |H R 25%
Misuse of company assets | GG 13%

“Data from Ethisphere’'s CQ Database N=21,371 "
B



I Fair Employment Reports *1//SPHERE

“What percentage of total cases reported constitute “Fair Employment” matters?”

20.50%

m1-5%| m6-15% ®m16-25% ®m26-45% m>45%

‘“What percentage of harassment cases reported involve some form of sexual harassment, including
sex orientation harassment claims?”

m1-5% m6-10% m11-15% m16-35% ®>35%
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Quick Quiz: What are the Most Effective Ways to Prevent
Misconduct in Organizations?

1. Detalled policies laying out all
regulatory requirements

2. A good Code of Conduct

3. Regular training

4. Ensuring organizational justice across
the company

5. An anonymous hotline
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Insights into a People-
Centered Process:

Effective Investigations and
Protecting Known Reporters




I Investigation Structure, Staffing and Practices ~11/SPHERE

BELA Research: Which of the following groups routinely conduct investigations at your organization?

¥ BELA Organizations (n=93)

92.6% 90.7%
70.4%
50.0%
35.2%
° 29.6% .
- - - b
Compliance Legal Audit Other Standalone Loss Prevention

investigations unit

15
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I Ownership of Harassment Claims SPHERE

“Which function investigates claims relating to harassment?”

-r - [ 70°
70% 80 o /o
Of participants
indicated observing an
increase rate of
reported sexual
harassment concerns
since the rise of the
“4Metoo” movement

How do you run joint investigations?
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I Investigation Structure, Staffing and Practices “~THSPHERE

BELA Research: For substantiated claims, which of the following apply to how the investigations team
communicates with the reporting individual?

¥ BELA Organizations (n=93)

77.20%

67.40% 64.10%

22.80%
6.50% 6.50% 5.40%
| | |

In-person meetings Direct email Via the reporting tool Other method(s) Text message Physical malil Representative for reporter
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I Investigation Structure, Staffing and Practices ~11/SPHERE

BELA Research: Does your organization have a process for gathering feedback from individuals who
participated in an investigation after the investigation is closed?

¥ BELA Organizations (n=93)

38.0%
[0)
20.7% 16.3% 16.3%
No Yes, we conduct follow-up Yes, we conduct follow-up Other Yes, we conduct a survey-based
conversations with known reporters  conversations with known reporters follow up to ask about their
and significant witnesses experience with our investigators and

investigation process
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I Investigation Structure, Staffing and Practices “THISPHERE

BELA Research: Indicate which established procedures your company has to protect employees who report
suspected misconduct. Please select all that apply.

¥ BELA Organizations (n=93)

84.6%
70.3%

27.5%
220% 187% 176%
I —
Inform the reporting Provide contact A process to have Monitor whether the A process to determine Monitor the reporting Unique procedures  Monitor sick day usage

individual at the time of information for a someone affirmatively reporting individual has  whether an employee individual for any of the reporting
making the report of the  specific person for follow up with the a change in job status facing involuntary ~ change in performance individual

company's non- them to contact reporting individual termination has evaluations

retaliation policy within a certain amount reported misconduct

of time
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Insights into a People-
Centered Process:

Transparency




The Limitations of Rules-Based Compliance

Leaders who rarely or never demonstrate moral leadership behaviors ...

10X more likely to treat
people unfairly

70% 67%

8X more likely to hoard

information
l l 5X more likely to prioritize
short-term results over the
incidences of observed incidences of unethical Iong-term mission

abuses of power manager behavior

LRN's 2019 Moral Leadership Report
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Respondents
Overall

H' h_' t o o o 0

support effective sanctions or penalties
on executives and high performers

Medium-impact o . . .

Low-impact
Programs

46%

30%

Moral Leadership in Practice: LRN’s 2019
Program Effectiveness Report
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I Detection, Monitoring, and Auditing “~THSPHERE

Separate from reports to the Board or other governing authority, does your organization communicate how
many concerns were reported, the types of concerns reported, and the results of reports and investigations?

(Multiple select)
B 2019 WME Honorees
65.2%
20.7% 21.7%
9.8%
i I
|
Yes, we make this information Yes, we make this information Yes, we make this information  Yes, we circulate this information No, we do not communicate this
available to the public as a available to the public in our CSR available to all employees to senior leaders or management information

standalone report report and/or in our annual report

23




mmmm Transparency in Action

Ethics & Business Conduct
Annual Report 2019

Promoting ethics and
our core values to
reach the World Bank
Group twin goals

1
/IH‘//
Wit

WORLD BANKGROUP

Ethics & Business Conduct

Pillar 2

TABLE 6. Allegations Received by Category
in FY16-FY19 (= of cases)

Allegation FYi6 FY7 FY18 FY19

ment =]

= In fiscal year 2019, BIR closed 123 cases at intake. a
further 74 cases during the preliminary inquiry, and
17 cases closed at investigation. Nineteen cases were

referred to the HRDVP (see Chart 5). 26
= In line with our objective to reduce the duration of . W oo |
investigations. the time dropped from 227 days in - o -
fiscal year 2018 to 175 in fiscal year 2019. EBC's goal
is to reduce the average investigation completion 9 2 8115
time to 130 days by fiscal year 2021. 1 " 10
» EBC made progress toward its goal of shortening the Discrimination 8 7 7 4
length of sexual harassment investigations in fiscal -5 Domest 5 9 ,‘ 3
year 2019 (see “Special Report: Sexual Harassment.”
page 39). for goals and exact resuits) 5 ol =

228 252 | 224

Pillor 2

chaRTS. EBC Action Taken on Allegations that Did Not Move to Investigation
or a Report to HRDVP in FY19 (= of cases)

rmance management
Referred to INT

Referred to US/Mediation

Referred

Withdrawaljunable to reach reporter

Allegation not mi

TABLE 8. Allegations Received
by EBC by Region in FY19,
Noting Location of Where
the Accused Is Based

ECA f
LCR 8
MNA

HQ

SAR 19

Ethics and Business Conduct

Annual Report 2018

Embedding Ethics throughout
the World Bank Group

'WORLD BANKGROUP

Ethics & Business Conduct

SPHERE
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about holding board positions in outside entities, teaching, and publishing. About
14 percent of the queries received related to relationships, which encompasses
questions about the recruitment of relatives of staff by the WBG. and the assign-
‘ment of spouses or domestic
partners also at the WBG, or
Table 214 6 intimate relationships between
Sabcatagery staff members. The remainder of
our advisory work involved answer-
N e S ey ing amix of queries mainly related
Future or Former Employment to gifts. political activities, and
financial conflicts of interests (see

Close Relatives/Relationships
Table 24)

Vendor Procurement

External Services

Gifts, Medals, & Honors

Personal Financial Interests
Public Statements §& Disclosures

Operational

24



Closer look: Allegations received by EBC @

EBC receives more harassment allegations in FY19 were received
allegations and less non- 2 5 from STTs and STCs, of which 21 in
s compliance allegations HQ and 4 in Country Offices
Type of Allegations FY16 FY17 FY18 FY19

Abuse of Authority
Discrimination
G-5 Domestic
Harassment GG 1 1 1
Misuse of Bank Resources
Non-Compliance with Staff Rules I 1 1 1
Personal Legal Obligation

Retaliation
Sexual Exploitation and Abuse
Sexual Harassment | _
0 20 40 60 80 0 20 40 60 0 20 40 60 80 O 20 40 60 80



FY19 — At-a-Glance @

® 134 Q 60 iZ| 17

Preliminary Investigation Report to HRVP
Intake inquiry

123 cases closed 74 cases closed 17 cases closed \D 26

Due to Due to Due to Carry-over to FY20
* resolving by advice and * insufficient evidence « insufficient evidence
consultation/ reaching settlement s ,
* reporter requested no * not within EBC’s
* referring to other part of 1JS further action mandate
* reporter wanted to create a * performance * reporter requested no
record but did not want to move management issue further action/ EBC
forward
- referred to other part of record only (data as of July 1, 2019)

* inability to reach reporter 1JS (INT, Mediation, PRS)




Insights into a People-
Centered Process:

Going Outside the
Legal/Regulatory Box
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#WALKTHETALK:

Talking about Sexual Harassment: Tips for Managers

Sexual harassment can be uncomfortable—even embarrassing—to talk about. Although
Human Resources and other leaders in the company will take charge should a sexual
harassment concern arise, managers need to be skilled in these conversations, too,
because they often are the first to learn of issues.

Knowing the right time and place to ask questions or initiate discussions with employees is
difficult even for the most seasoned supervisors. But it's important. Team members need to
know and trust they can come to you or others within the company with concerns.

Use these conversation starters and strategies in team meetings or in one-on-one discussions
to get past the taboo and open the lines of communication. Make sure to listen to your
employees' responses and validate or explain them.

Conversation Starters

Sexual harassment has been in the news a lot recently, Why do you think we’re hearing more about sexual
mostly because of celebrities and politicians who are in harassment these days? [Leave question open-ended
the spotlight. Do you think that kind of stuff happens in or press further:] Do you think it's happening more now
the real world? or do you think people are feeling more empowered to
« Sexual harassment happens in all different speak out?
environments. The workplace in particular can be a « Highly publicized incidents of sexual harassment
vulnerable setting due to the real or perceived power are certainly bringing the issue to light, but sexual
and influence individuals have over one another. harassment is not new.
«  Our company has strict policies against sexual « One of the reasons we may be hearing more about
harassment, which include procedures for how to sexual harassment is that companies like ours have
report incidents and organizational justice. developed procedures to give employees an official

process for reporting incidents. Through this process,
victims’ voices can be better heard—and their stories
believed.

LRN.COM | TOLL FREE: 1-800-598-2809
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ALLY

An ally is a person who supports victims of harassment
in the workplace and stands up for what’s right.
Here are a few ways to convey that you’re an ally.

s
Listen actively Avoid rationalizing bad behavior
» Avoid assumptions - Don’t explain away someone’s bad behavior
- Don’t talk over the person sharing « If you feel you're making excuses, you

« Give your full attention probably are
: « Try to listen and support

s B

C )
Be consistent Speak up!
« It's not enough to simply refrain from « Being offended isn't enough
laughing :

« Harassers need to be reported
« Tell the bullies their jokes are not

« If you see it or hear it, speak up!
welcome M P P

« Stand up for the person being harassed

LRN Inspiriny Frincipled ferjo LRN.COM | TOLL FREE: 1-800-598-2809 CONFIDENTIAL
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Will you be... }

a'Bystander or an Upstander? ¥

oo’ e Sexual harassment
'N'“'I‘ hurts our people
and makes it harder
for us to do our
jobs.

When sexual harassment happens, we have a choice: Be a bystander... or an upstander.
Bystanders let the harassment happen or ignore it. UPSTANDERS TAKE ACTION.

The Bystander Effect
When being with a
group of people makes
us less likely to help a
person in need.
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I Thank you
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