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In July of 2020, Women Deliver’s Board of Directors retained Cader Adams LLP to conduct 
an independent investigation into employee allegations of racial discrimination, harassment, and 
bias and to report on workplace culture and trust in the organization. The following sets forth our 
investigative process, findings, and recommendations. 

 

I. Background  
 

Women Deliver is an international non-profit organization and “a leading global advocate 
that champions gender equality and the health and rights of girls and women”. 1 It is headquartered 
in New York City with an affiliate office in Ottawa, Canada. Women Deliver’s staff are 
predominantly American. 
 

Founded in 2007 by global women’s health and rights advocate Jill Sheffield, Women Deliver 
began as a global conference dedicated to issues of maternal and reproductive health, and shortly 
thereafter was established as an independent nongovernmental organization. In 2010, Women 
Deliver began its Young Leaders Program, which provides training, mentorship, and networking 
opportunities for young advocates from around the world. To date, the Young Leaders Program has 
worked with over 1,000 participants. There are also programs for Policy and Advocacy, 
Humanitarian Advocates, the Women Deliver Conference, Research, and the campaign Deliver for 
Good. 

 
In 2014, Women Deliver hired Katja Iversen as CEO. Prior to joining Women Deliver, Ms. 

Iversen was the Chief of Strategic Communication and Public Advocacy with UNICEF, and before 
that she worked on advocacy and communication for the United Nations Population Fund. When Jill 
Sheffield retired in 2016, Ms. Iversen took over as President, while also retaining her role as CEO. 
Under Ms. Iversen’s leadership and as a result of collective commitment, dedication, and effort, 
Women Deliver experienced rapid, exponential growth, adding ambitious new programs and 
doubling the size of the Young Leaders Program. During this time, the organization expanded from 
eight employees to a high of approximately 70 employees in the lead up to its 2019 conference. It 
currently has 54 employees, almost seven times the number it had in 2014.   

 
As a result of this rapid growth, in the early Fall of 2019, Women Deliver identified a need to 

increase its Diversity, Equity, and Inclusion (“DEI”) throughout the organization and develop a more 
robust people management infrastructure. In December of 2019, the organization retained 
ReadySet, a DEI consulting firm, to assess Women Deliver’s policies and culture. ReadySet 
undertook a deep review, including conducting organization-wide meetings and focus groups and 
reviewing Women Deliver’s practices and policies to develop Women Deliver’s next five-year 
strategy. That strategy was also supported by the findings of SRI Executive (“SRI”), a global strategy 
consulting practice specializing in international development, which conducted a detailed 
evaluation based on ReadySet’s findings. Women Deliver also retained QED Consulting (“QED”) to 
evaluate a draft of the organization’s five-year strategic plan in terms of intersectionality, anti-
colonialism and decolonization, and anti-racism. We reviewed ReadySet’s, QED’s, and SRI’s reports 
during the course of our investigation. We note below the many steps including those 

 
1 https://womendeliver.org, last accessed October 9, 2020. 

https://womendeliver.org/
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recommended by ReadySet that Women Deliver had already begun to implement before our 
investigation. 
 

II. Allegations 
 

While Women Deliver was working with ReadySet to strengthen its DEI and develop more 
robust policies and procedures to support employees, the movement toward racial justice gained 
momentum following the police killings of George Floyd, Breonna Taylor, and other African 
Americans. In response, on June 4, 2020, Women Deliver published a statement entitled “Women 
Deliver Stands in Solidarity with the Movement for Racial Justice,” saying, “we challenge ourselves 
and others to listen, learn, and act — to take the question Women Deliver often asks our partners 
— ‘how will you use your power?’ — and apply it to this moment. Today, we pledge to put our 
power and resources towards ending racial injustice.”2    In the statement, Women Deliver 
committed to: 

 
● set clear Diversity, Equity, and Inclusion benchmarks for hiring processes; 
● examine its retention rates for people of color and minority groups; 
● continue to hire more people of color and strengthen the diversity of recruitment pipelines; 

and 
● ensure an intersectional lens, along with a DEI strategy, is included in its five-year strategic 

plan. 
 
In response, four former employees posted on Twitter about their experiences with racial 

injustice at Women Deliver and in the global nonprofit sector more generally. They stated that they 
experienced or witnessed bias against some employees who identify as Black and people of color. 
Rather than paraphrase these statements, we have included them in full in the appendix to this 
report.3   
 

On June 15, 2020, 118 members of the Young Leaders Program submitted a letter to 
Women Deliver expressing solidarity with those who spoke out on Twitter and calling for Women 
Deliver to commission an independent investigation and take measures to address issues of racial 
bias and inequality within the organization.4   
 

These issues are not unique to Women Deliver. Organizations in every sector are being 
called upon to examine their workplace cultures. We are aware of formal investigations underway 
in at least two other global women’s health organizations. As is true in many organizations, 
witnesses here raised concerns about the culture and management of Women Deliver as a whole: 
the investigation did not find that any one person is the cause of these challenges.  

 
2 https://womendeliver.org/2020/women-deliver-stands-in-solidarity-with-the-movement-for-racial-justice/, last 
accessed October 9, 2020. 
3 For the full Tweets, see Appendix 1, pages 1a-13a. 
4 For the full letter, see Appendix 2, pages 14a-19a. 

https://womendeliver.org/2020/women-deliver-stands-in-solidarity-with-the-movement-for-racial-justice/
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III. Women Deliver’s response to the allegations 

 
On June 16, 2020, President and CEO Katja Iversen issued a public statement in response to 

the allegations, apologizing for the pain and trauma employees experienced and committing to 
deepening Women Deliver’s efforts to ground the organization in intersectionality, anti-colonialism, 
decolonization, and anti-racism.5 The Board of Directors issued a companion statement expressing 
concern over the allegations, announcing that it would commission an independent investigation 
and that Katja Iversen had volunteered to take a leave of absence. The Board appointed Kathleen 
Sherwin, the organization’s COO, as the interim CEO and retained Cader Adams LLP to conduct the 
investigation.6 
 

Through its earlier work with ReadySet before the investigation began, and during the 
course of our investigation, Women Deliver has undergone a major transformation, which is still 
ongoing. Many changes have taken place as of October 1, 2020 and we note that more changes will 
likely have occurred in the time between the writing of this report and its public release. Women 
Deliver has been reporting on these changes through the “Women Deliver’s Transformation: Our 
Work to Become an Anti-Racist Organization” section of its website.7 This page details the 
organization’s efforts to “become an anti-racist organization, grounded in intersectional principles, 
and foster a culture of respect and inclusion for all.” Measures taken thus far include: 
 

● creating six staff task forces and working groups to engage with 140+ recommendations 
gathered from staff, DEI consultants, and Young Leaders; 
 

● continuing to work with DEI experts ReadySet including implementing all-staff trainings on 
topics such as Ally Skills Training, Feedback Training for People Managers, and 
Communication Practices for People Managers; 

● developing an updated Compensation Philosophy along with FAQs for staff and managers 
related to salary bands and conducting trainings with all staff on these practices; 

● adding salary ranges to all job postings; 

● holding three town hall-style meetings with Women Deliver Young Leaders and Alumni to 
answer questions and start a dialogue; 

● holding twice weekly virtual open office hours with the interim CEO to have a forum for 
staff to ask questions, provide feedback, or offer suggestions; 

● increasing internal communications and transparency by providing regular updates via Slack 
and email — including sharing meeting agendas, meeting notes, and action items, pulse 
surveys, and staff polls; 

 
5 For the full letter, see Appendix 3, pages 20a-21a. 
6 For the full letter, see Appendix 4, pages 22a-23a. For the Terms of Reference for the Investigation, see Appendix 
5, pages 24a-26a. 
7 Available at https://womendeliver.org/commitment-to-anti-racism/ (last accessed Oct. 10, 2020). 

https://womendeliver.org/commitment-to-anti-racism/
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● providing optional discussion spaces for continued sharing and with emphasis on Black 
colleagues and colleagues of color, with support from ReadySet and experienced facilitators; 

● expanding its mental health offerings to include additional mental health days and service 
offerings from Headspace; 

● expanding its work with Paradox of Leadership, experts in leadership development and 
coaching, to include all-staff trainings in July, August, and September 2020 on Navigating 
Change, Self-Care, Energy Management, and Motivation & Stress Management; 

● expanding leadership team meetings during this transition period to include representatives 
from junior and mid-level staff, across all departments/programs and meeting twice per 
week in this format; 

● developing Women Deliver’s next five-year strategy — deepening its examination of 
intersectionality, with support from SRI Executive and QED Consulting, which have provided 
feedback specifically around how the strategy explores anti-racism and principles of 
intersectionality; 

● achieving clarity around definitions of anti-racism and exploring decolonizing, with a similar 
approach to recent work on principles of intersectionality; and 

● continuing to be transparent in communications with its partners, funders, and community 
on this transformation, including one-on-one calls, town halls, and via the website, social 
media, and the Women Deliver newsletter. 

 
IV. The investigation process 

 
Our mandate was to investigate “the specific allegations made regarding discrimination, 

harassment, and bias, and what they reveal about current workplace culture and levels of trust in 
the organization.”8  
 

At the outset of the investigation, we met with the employees of Women Deliver and 
introduced the investigation. The Board of Directors invited all employees to contact us directly in 
order to participate. We also specifically invited some current and former employees to participate.  
In addition, we were contacted by a former and a current consultant and a current board member, 
who asked to be interviewed. In sum, twenty-eight people agreed to speak with us, consisting of 
19 of the 54 then-current employees, six former employees, one then-current consultant, one 
former consultant, and one member of the board. We interviewed everyone who volunteered to 
speak with us. Interviews lasted one to two hours. At the request of the Board, we also conducted 
focus groups with current and former participants in the Young Leaders Program who contributed 
perspectives on the programs and practices.  
 

In addition to the interviews, we reviewed online statements from current and former 
employees; Women Deliver’s personnel policies; ReadySet’s, QED’s, and SRI’s reports on their 

 
8 See Terms of Reference at Appendix 5, pages 24a-26a. 
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findings regarding workplace policies and culture, and on Women Deliver’s five-year strategic plan; 
and documents pertaining to Women Deliver’s transformation plan.  
 

Prior to the publication of this report, we presented our findings orally to the Board of 
Directors.   

 
V. Findings  
 

Our findings fall into four main themes: 
 

1. Like many workplaces, Women Deliver is facing the legacy of a society that has traditionally 
excluded Black, Indigenous, People of Color (BIPOC) and other diverse workers from 
positions of power. And, like many workplaces, Women Deliver has a generation gap 
between its leadership and much of its workforce. This has led to a disconnect in 
expectations and workstyle.  

 
2. Because Women Deliver experienced such rapid growth, its policies and practices around 

promotions, performance management, and management generally have lagged behind 
growth in workforce. This has created a perception of unfairness among employees.   

 
3. The dedication and drive that produced this growth has at times also created a demanding, 

high-pressure environment that would benefit from some formal mechanisms to protect 
work-life balance and reduce pressure while preserving the organization’s remarkable 
productivity.  
 

4. The actions taken by Women Deliver to date in combination with the existing strengths of 
the organization will allow Women Deliver to readily meet the challenges identified in our 
report.  

 
We elaborate on each of these findings below: 

 
Finding Number One 
 

Some employees expressed that they felt they were expected to be deferential, congenial, 
subordinate, and not outspokenly critical. This can make the workplace less welcoming for anyone 
whose identity and experience differs from these norms. Interviewees earlier in their careers noted 
that a less hierarchical approach in the workplace would allow all voices to be heard and help the 
organization to thrive. And some employees who identify as BIPOC reported being treated 
negatively because of their communication style or appearance.9 

 
Several interviewees stated that more junior employees were expected to accept directives 

from leaders and management without questioning them or asserting their own points of view. 
Some also hypothesized that this expectation of agreeableness and congeniality particularly 
penalizes Black women and women of color, who are perceived as being more outspoken and 

 
9 See the Tweets reproduced at Appendix 1, pages 1a-13a for examples.  
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direct. Some employees who identify as BIPOC spoke of feeling pressure to “code switch”—i.e., to 
speak and interact differently when at work than they would in other social contexts—and said that 
the performance was draining.  

 
In addition, some interviewees noted that certain leaders and managers engaged in 

behaviors such as belittling or criticizing employees in public settings and regularly making demands 
on employees’ time outside of working hours (i.e., regularly sending text messages and making 
phone calls to employees late at night and on weekends).  

 
Further, some employees expressed frustration that in the past, performance evaluations 

were based on qualities such as “positivity”.  To them, this rewarded polite, congenial, and 
subordinate behavior and penalized employees who tended to be more direct, asked whether there 
is a better way to do things, or voiced constructive criticism.  
 

Interviewees agreed with Women Deliver’s goal to hire more diverse employees and 
increase the presence of  LGBTQ+ issues on the external agenda. While Women Deliver’s outside 
affairs are beyond the scope of this investigation, we note that employees and Young Leaders with 
whom we met also support the goal of centering the voices of women of the Global South in the 
organization’s work with local partners, relations with donors, and in the conference.  

 
Finding Number Two 

 
A major theme from our interviews was that a lack of robust human resources policies led 

to ad hoc decision-making, which in turn resulted in a perceived lack of consistency and fairness in 
how employees are treated, as well as a lack of transparency. Some employees perceived 
inconsistencies arising from these policy deficits as reflecting bias against them. We understand the 
organization is creating greater formalization of decision criteria for hiring, promotions, 
compensation, benefits, and communications/social media policy. We note that Women Deliver 
was already working on these gaps in policy and practices prior to our investigation. 

 
Finding Number Three 
 

Some interviewees strongly advocated for greater employee participation in decision 
making, and greater managerial autonomy over projects. Some managers reported feeling excluded 
from decisions and micromanaged. They also reported a lack of clear direction, delegation, and 
allocation of responsibility. Several employees reported that, because senior leaders were juggling 
many initiatives during this period of growth, after projects were well underway or nearly complete, 
sometimes leaders would suddenly intervene to make changes to the direction or scope of the 
project. This created last-minute time pressure, frustration, confusion, and duplicative work. 
Several interviewees felt this could be averted by making division of responsibility more clear, giving 
managers authority to control their own work streams, and including staff in discussions of the 
scope and direction of their projects. Some employees who identify as BIPOC stated that they were 
micromanaged and denied the autonomy to develop their own ideas and vision. They perceived 
leaders’ lack of trust as being related to their race or ethnicity. 
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Finding Number Four 
 

Current and past employees whom we interviewed also spoke about the strengths they see 
in the organization. Interviewees reported that they were proud that the Women Deliver 
conference brings together expertise from different sectors and from all over the world. 
Interviewees agreed that this event is crucial for the advancement of this sector. They also 
expressed deep appreciation for the work of the Young Leaders Program and its profound impacts. 
They noted that Women Deliver’s powerful communication strategy, including its use of social 
media, has played a major and positive role in bringing issues of gender equality and the health and 
rights of girls and women to the fore. 

 
Many interviewees also expressed that they were encouraged by Women Deliver’s response 

to criticism and its willingness to examine its practices and make changes.  
 

VI. Recommendations 
 
The issues at the heart of this investigation are not unique to Women Deliver. During recent 

months, a number of international non-governmental organizations have faced similar allegations 
of engaging in institutional racism and discrimination and reinforcing colonialism.10 The entire 
sector is reckoning with issues around race, gender, and colonialism. All are examining their 
practices with the goal of charting a new path forward.  

 
Where Women Deliver is unique is that it had identified challenges and areas for growth 

months before these complaints arose and before our investigation began, and it has been working 
steadily to implement changes throughout. As a result, many of our recommendations are already 
underway.11 The following recommendations describe the values that we hope the organization will 
embrace, and set forward some strategies for accomplishing these goals. 

 
1. The organization’s leaders, structures, and policies should be centered around the values 

of belonging, inclusion, and procedural justice.12 Procedural justice involves ensuring that 
all stakeholders have a voice and opportunity to participate in decision-making.  Key 

 

10 See Lori Adelman, I’ve Seen First-Hand the Toxic Racism in International Women’s Rights Groups, The Guardian 
(Aug. 17, 2020), https://www.theguardian.com/global-development/2020/aug/17/ive-seen-first-hand-the-toxic-
racism-in-international-womens-rights-groups; Médecins Sans Frontières is ‘Institutionally Racist,’ Say 1,000 
Insiders, The Guardian (July 10, 2020), https://www.theguardian.com/global-development/2020/jul/10/medecins-
sans-frontieres-institutionally-racist-medical-charity-colonialism-white-supremacy-msf; Amy MacKinnon, The 
International Aid Sector Faces a Reckoning, Foreign Policy (July 10, 2020), 
https://foreignpolicy.com/2020/07/10/international-aid-sector-faces-reckoning-doctors-without-borders-letter-
msf-racism-colonialism/.   
11 For a list of steps taken as of September 18, 2020, see Appendix 6, pages 27a-32a. 
12 Research shows that employees are happier and more committed to their work if they experience workplace 
belonging and inclusion. See, e.g., Wendell David Cockshaw and Ian Shochet, “The Link Between Belongingness 
and Depressive Symptoms: An Exploration in the Workplace Interpersonal Context,” Australian Psychologist 45, no. 
4 (Dec. 2010): 283–289. Employees of an organization are likelier to trust and respect the organization and its 
authorities if they are treated with procedural justice. See generally Alan Lind & Tom Tyler, “The Psychology of 
Procedural Justice” (1988); Tom Tyler, “Why People Cooperate” (2011).   

https://www.theguardian.com/global-development/2020/aug/17/ive-seen-first-hand-the-toxic-racism-in-international-womens-rights-groups
https://www.theguardian.com/global-development/2020/aug/17/ive-seen-first-hand-the-toxic-racism-in-international-womens-rights-groups
https://www.theguardian.com/global-development/2020/jul/10/medecins-sans-frontieres-institutionally-racist-medical-charity-colonialism-white-supremacy-msf
https://www.theguardian.com/global-development/2020/jul/10/medecins-sans-frontieres-institutionally-racist-medical-charity-colonialism-white-supremacy-msf
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elements are fairness and neutrality, treating people with respect and dignity, and 
demonstrating trustworthiness through transparency and accountability.13  Women Deliver 
should continue to increase the participation of employees, solicit their views more 
effectively, and create safe spaces for employees to voice fears and concerns. 
 

2. The Board should strive to diversify leadership. This includes actively seeking out BIPOC 
and LGBTQ+ representation at all levels of the organization. 
 

3. In order to achieve these goals, we recommend that the Board of Directors establish a 
subcommittee that is charged with internal affairs and organizational culture to implement 
these recommendations.  This subcommittee can communicate directly and routinely with 
representatives of leadership, management and staff,  human resources, as well as the in-
house DEI specialist recommended below. 
 

4. We recommend building out a larger, more professional human resources department.   
Expanding the human resources department will help the organization with developing and 
executing procedures, policies, and practices related to the topics discussed above, and 
making sure everyone in the organization fully understands these procedures and policies.  
To ensure consistency and oversight, the director might report directly to the Board’s 
subcommittee on internal affairs and organizational culture which in turn can help facilitate 
this new function.  Women Deliver grew exponentially between 2014 and 2020, from about 
seven employees to over fifty. This rapid growth was not accompanied by the human 
resources infrastructure that is required to support such a large staff, to implement official, 
consistent, and transparent policies, and to systematize processes and practices.  
 

5. We recommend hiring an experienced in-house DEI expert, and empowering them to 
participate in strategic planning and management throughout the organization. The in-
house DEI expert might report directly to the Board’s subcommittee on internal affairs and 
organizational culture. This person would lead efforts on recruiting and hiring diverse 
candidates, hold office hours, conduct listening sessions and employee surveys to monitor 
climate and experiences with inclusion and belonging, and continually work on addressing 
any concerns about DEI. The DEI lead would also be in charge of organizing ongoing training, 
counseling, and coaching on DEI-related matters for the entire organization. Topics might 
include history of different forms of racism and colonialism, hostile work environment and 
harassment (including microaggressions), subconscious bias, and other aspects of diversity, 
such as gender identity, sexual orientation, and disability. The person who fills the DEI role 
should have a proven track record of success in leading DEI initiatives. They should also be 
empowered to participate fully in planning and management decisions. 
 

6. We recommend implementing training, counseling, and coaching for management on an 
ongoing basis. All managers should receive management training and coaching. We note 
there is a significant generational gap between leadership and more junior employees. 
Some members of different generations have different workplace expectations and 
communication styles, which can contribute to miscommunication and misunderstanding. 

 
13 Id.  
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Management training could assist with intergenerational communication and 
understanding.  
 

7. We recommend taking additional measures to manage workload and protect work-life 
balance. It is evident from our interviews that employees felt overworked and as though 
they were frequently under unnecessarily tight deadlines, which required working well 
beyond ordinary business hours. Some employees reported that they regularly experienced 
pressure to attend events or answer calls in evenings and on weekends. For employee 
wellbeing and morale, it is important to implement systems that will keep workloads 
manageable. It is also important to communicate that employees are not expected to be on 
call or to attend events outside of work hours, except for special occasions planned in 
advance (i.e., work trips or conferences), and to adopt practices that make this realistic. 
Additional steps to support work-life balance might include allowing more flexibility in work 
schedules and allowing more flexibility for working remotely.14   

 
We recognize that some of the changes are already underway. We nonetheless include 

them here to emphasize their importance, to encourage Women Deliver to continue to pursue 
them, and to offer a complete picture. 

 
VI. Conclusion 

 
We commend and thank the current and former employees and Young Leaders who raised 

these issues and who gave their time and energy to speak with us. And we commend and thank 
Women Deliver management and Board of Directors for listening intently to their concerns and 
pledging to transform the organization.  

 
Women Deliver has been through rapid, exponential growth during the past six years as a 

result of the launch of several ambitious new programs and significant expansion of the Young 
Leaders Program. In these circumstances, growing pains are to be expected. At the same time, 
global and national events have brought into sharp focus the need for systemic change regarding 
gender and racial justice. The crossroads where Women Deliver finds itself presents an opportunity 
to create lasting positive change.  

 
 
  

 
14 We understand that all employees are currently working remotely due to COVID-19. The organization might 
maintain some of this flexibility in ordinary circumstances where remote work is no longer required by COVID-19.  
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DSSODXG WKH EUDYHU\ RI WKRVH ZKR KDYH VSRNHQ RXW� QRWLQJ ZHOO WKH ULVNV DW KDQG�� � � � � � � � � � � � � � �
:H�VWDQG�ZLWK�DOO�RI�WKHP��
��
,Q UHVSRQVH WR WKH JURZLQJ %ODFN /LYHV 0DWWHU PRYHPHQW� UHLJQLWHG E\ WKH PXUGHU� � � � � � � � � � � � �
RI *HRUJH )OR\G� $KPDXG $UEHU\� DQG %UHRQQD 7D\ORU E\ WKH 3ROLFH LQ WKH 8QLWHG� � � � � � � � � � � � � �
6WDWHV RI $PHULFD� :RPHQ 'HOLYHU UHOHDVHG D VROLGDULW\ VWDWHPHQW GDWHG � -XQH� � � � � � � � � � � �
����� LWHUDWLQJ WKDW WKH RUJDQLVDWLRQ ³VWDQGV ZLWK RXU 8�6��EDVHG VWDII� JOREDO� � � � � � � � � � ��

SDUWQHUV� DQG SURWHVWHUV LQ VKDULQJ WKH DQJHU DQG SDLQ RI WKH %ODFN FRPPXQLW\´�� � � � � � � � � � � � �
7KH VWDWHPHQW IXUWKHU UHFRJQL]HG WKDW ³WKH LQWHUQDWLRQDO GHYHORSPHQW DQG� � � � � � � � �
QRQ�SURILW VHFWRUV KDYH WKHLU RZQ KLVWRU\ RI UDFLDOL]HG SRZHU G\QDPLFV WKDW QHHG WR� � � � � � � � � � � � �
EH GLVPDQWOHG´� DQG WKDW :RPHQ 'HOLYHU¶V ³ZRUN PXVW DFNQRZOHGJH DQG EUHDN� � � � � � � � � � �
GRZQ WKH V\VWHPV RI ZKLWH VXSUHPDF\ DQG SULYLOHJH DW WKH FRUH RI UHSURGXFWLYH�� � � � � � � � � � � � �
HFRQRPLF��DQG�UDFLDO�LQHTXDOLW\�DQG�LQMXVWLFH´�� �
��
:LWK VXFK VWDWHPHQWV LVVXHG E\ :RPHQ 'HOLYHU� LW LV GLVKHDUWHQLQJ WR VHH IRUPHU� � � � � � � � � � � � �
HPSOR\HHV RI WKH RUJDQL]DWLRQ VKDUH VWRULHV WKDW UHYHDO H[SHULHQFHV OLQNHG WR WKH� � � � � � � � � � � �
YHU\ HYHQWV WKDW SURPSWHG WKH RUJDQL]DWLRQ¶V VROLGDULW\ VWDWHPHQW� $V DIILOLDWHV DQG� � � � � � � � � � �
<RXQJ /HDGHUV RI :RPHQ 'HOLYHU� ZKLFK LV GHILQHG DV D JOREDO IHPLQLVW RUJDQLVDWLRQ�� � � � � � � � � � � � �
ZH DUH FRQFHUQHG WKDW WKHVH WHVWLPRQLHV UHYHDO SUDFWLFHV ZLWKLQ WKH RUJDQLVDWLRQ� � � � � � � � � � �
WKDW JR DJDLQVW WKH HWKRV DQG YDOXHV RI RXU FROOHFWLYH DQG SULQFLSOHV RI IHPLQLVP DQG� � � � � � � � � � � � � � �
IHPLQLVW�RUJDQLVLQJ���
��
)URP WKH WHVWLPRQLHV� VRPH RI WKHVH H[SHULHQFHV KDYH OHG WR WKH FRQFHUQHG� � � � � � � � � � � �
SHUVRQV¶ GHFLVLRQV WR OHDYH WKH RUJDQL]DWLRQ� GHVSLWH D FRPPLWPHQW WR WKH ZRUN IRU� � � � � � � � � � � � �
JHQGHU HTXDOLW\ DQG WKH KHDOWK DQG ULJKWV RI ZRPHQ DQG JLUOV DURXQG WKH ZRUOG�� � � � � � � � � � � � � �
7KLV LV D JUDYH LQGLFWPHQW RQ D JOREDO IHPLQLVW RUJDQLVDWLRQ ZKLFK EHOLHYHV WKDW� � � � � � � � � � � � �
³HYHU\ SHUVRQ KDV WKH ULJKW WR KHDOWK� ERGLO\ DXWRQRP\� DQG IUHHGRP IURP YLROHQFH� � � � � � � � � � � � �
UHJDUGOHVV�RI�UDFH��DJH��JHQGHU��VH[XDOLW\��UHOLJLRQ��LPPLJUDWLRQ�VWDWXV��RU�DELOLW\´��

��:RPHQ�'HOLYHU��³:RPHQ�'HOLYHU�6WDQGV�LQ�6ROLGDULW\�ZLWK�WKH�0RYHPHQW�IRU�5DFLDO�-XVWLFH´�
�-XQH���������
KWWSV���ZRPHQGHOLYHU�RUJ������ZRPHQ�GHOLYHU�VWDQGV�LQ�VROLGDULW\�ZLWK�WKH�PRYHPHQW�IRU�
UDFLDO�MXVWLFH��
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��
$V :RPHQ 'HOLYHU <RXQJ /HDGHUV ILJKWLQJ IRU VRFLDO MXVWLFH HYHU\GD\� DQG RIWHQ� � � � � � � � � � � �
H[SHULHQFLQJ VXFK LQMXVWLFHV RXUVHOYHV �UDFLDO DPRQJ RWKHUV�� ZH VWDQG LQ VROLGDULW\� � � � � � � � � � �
ZLWK DQG DSSODXG WKH EUDYHU\ RI HYHU\ LQGLYLGXDO ZKR KDV PDGH WKH GHFLVLRQ WR� � � � � � � � � � � � � �
VSHDN XS DERXW WKHLU H[SHULHQFHV� DQG WKRVH ZKR KDYH EHHQ WRNHQL]HG DQG�RU� � � � � � � � � � � �
VXEMHFWHG WR PLFURDJJUHVVLRQV� GLVFULPLQDWLRQ� UDFLVP� WUDQVSKRELD� DQG ZKLWH� � � � � � � �
VXSUHPDFLVW EHKDYLRXU� :H UHFRJQLVH WKDW WKHUH PD\ VWLOO EH %ODFN SHRSOH� 3HRSOH RI� � � � � � � � � � � � �
&RORXU� WUDQV DQG JHQGHU QRQ�FRQIRUPLQJ SHRSOH� DQG RWKHU PLQRULW\ JURXSV GHDOLQJ� � � � � � � � � � �
ZLWK�VLPLODU�H[SHULHQFHV�ZLWKLQ�WKH�RUJDQL]DWLRQ���
�
:H KHUHE\ FROOHFWLYHO\ FRQGHPQ WKLV WUDQVJUHVVLRQ� DQG ZLOO UHIXVH WR EH DVVRFLDWHG� � � � � � � � � � � �
ZLWK DQ\ IXWXUH EHQHILW GHULYHG IURP D SODWIRUP WKDW LV UHYHDOHG WR EH EXLOW RQ ZKLWH� � � � � � � � � � � � � � � �
VXSUHPDF\� FRUSRUDWH SRZHU DQG UDFLDO RSSUHVVLRQ� :H DOVR FRQGHPQ DOO WKH� � � � � � � � � � �
H[LVWLQJ SRZHU G\QDPLFV WKDW KDYH IRVWHUHG D WR[LF HQYLURQPHQW IRU HPSOR\HHV�� � � � � � � � � � �
SDUWQHUV� DIILOLDWHV �LQFOXGLQJ <RXQJ /HDGHUV WKHPVHOYHV� DQG YDOXHG PHQWRUV ZKR� � � � � � � � � �
DVVLVW�XV�ZLWK�RXU�JUDVVURRWV�OHYHO�RUJDQL]LQJ�DV�<RXQJ�/HDGHUV���
�
7KHUHIRUH� ZH GHPDQG IXOO DFFRXQWDELOLW\ IURP WKH :RPHQ 'HOLYHU %RDUG�� � � � � � � � � �
0DQDJHPHQW DQG 6WDII� ,Q SXUVXLW RI WKLV� ZH FDOO IRU WKH IROORZLQJ DFWLRQV WR EH� � � � � � � � � � � � � � �
XQGHUWDNHQ�E\�WKH�RUJDQL]DWLRQ�ZLWK�LPPHGLDWH�HIIHFW���
�

�� $Q LPPHGLDWH LQWHULP VXVSHQVLRQ RI WKH DFFXVHG SHUVRQ�V� DQG� � � � � � � � �
LQLWLDWLRQ RI D WKRURXJK LQGHSHQGHQW WKLUG�SDUW\ LQYHVWLJDWLRQ RI WKH� � � � � � � � �
DOOHJDWLRQV PDGH� LQFOXGLQJ HQJDJHPHQWV ZLWK IRUPHU HPSOR\HHV ZLWK� � � � � � � �
WKHLU GXH FRQVHQW� ZLWK WKH UHSRUW RI WKLV LQYHVWLJDWLRQ DYDLODEOH� � � � � � � � � �
SXEOLFO\��

�� $ UREXVW DQG WUXWKIXO UHVSRQVH WR DGGUHVV $// WKH VSHFLILF DOOHJDWLRQV� � � � � � � � � � �
PDGH ZLWK FOHDU UHPHGLDO DFWLRQV� DQG LPPHGLDWH GLVPLVVDO RI WKRVH� � � � � � � � � �
IRXQG JXLOW\ RI WKH DOOHJDWLRQV PDGH E\ WKH IRUPHU :RPHQ 'HOLYHU� � � � � � � � � � �
HPSOR\HHV��

�� $ FOHDU SODQ WR DGGUHVV RSSUHVVLYH� XQMXVW� DQG UDFLVW SUDFWLFHV ZLWKLQ� � � � � � � � � � �
WKH RUJDQLVDWLRQ DORQJ ZLWK GLYHUVLW\ HPSOR\PHQW SHUFHQWDJH UHOHDVHG�� � � � � � � �
LQFOXGLQJ GDWD RQ SURPRWLRQV DQG UHWHQWLRQ RI %ODFN HPSOR\HHV DQG� � � � � � � � � �
HPSOR\HHV�RI�FRORXU��

�� $Q UHYLHZ RI WKH +XPDQ 5HVRXUFHV DQG 'LYHUVLW\� (TXLW\ DQG ,QFOXVLRQ� � � � � � � � � � �
VWUDWHJLHV�IROORZHG�E\�:RPHQ�'HOLYHU��ZLWK�UHYLVLRQV�PDGH�SXEOLF��

�� $ UHYLHZ RI WKH :RPHQ 'HOLYHU OHDGHUVKLS VWUXFWXUHV �LQFOXGLQJ WKH� � � � � � � � � �
%RDUG���FRPSODLQW�PHFKDQLVPV��DQG�VWDII�ZHOIDUH�SROLFLHV�DQG�VHUYLFHV��

�� $Q LQFOXVLYH DSSURDFK WR WKH GHYHORSPHQW RI :RPHQ 'HOLYHU¶V QH[W� � � � � � � � � �
��\HDU�VWUDWHJLF�SODQ��

�� $ SXEOLF DSRORJ\ E\ :RPHQ 'HOLYHU IROORZLQJ WKH FRQFOXVLRQ RI WKH� � � � � � � � � � �
LQYHVWLJDWLRQ�DQG�LQLWLDWLRQ�RI�WKH�DERYH�DGYLVHG�UHFRXUVH�DFWLRQV��

�
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:H KRSH WKDW RXU FRQFHUQV ZLOO EH IXOO\ DGGUHVVHG DQG HQFRXUDJH :RPHQ 'HOLYHU WR� � � � � � � � � � � � � �
IXUWKHU HQJDJH ZLWK <RXQJ /HDGHUV DQG WKH JHQHUDO SXEOLF LQ WKHLU UHVSRQVH WR WKLV� � � � � � � � � � � � � �
VLWXDWLRQ� DQG HQVXUH WKDW ZH FDQ FRQWLQXH WR ZRUN WRZDUGV RXU FROOHFWLYH� � � � � � � � � � � �
REMHFWLYHV� LQ OLQH ZLWK WKH SULQFLSOHV RI HTXDOLW\� HTXLW\� MXVWLFH� LQFOXVLRQ DQG� � � � � � � � � � � �
QRQ�GLVFULPLQDWLRQ�� �
�
�
2Q�EHKDOI�RI���
�

�� -DPD�-DFN��7KH�*DPELD�������
�� /DULVVD�.HQQHG\��8.�������
�� /DU]�*HUUDQG��$XVWUDOLD�������
�� &DWKHULQH�1\DPEXUD��.HQ\D�������
�� )UDQFRLVH�0RXGRXWKH��&DPHURRQ�)UDQFH�������
�� .DWHU\QD�.RUQLLHQNR��8NUDLQH�������
�� /LQGD�%DUU\��7KH�1HWKHUODQGV�������
�� :LOOLDP�2WXFN��7DQ]DQLD�������
�� +DP]D�0HJKDUL��3DOHVWLQH��������
���'HQHND�7KRPDV��7ULQLGDG�	�7REDJR�������
���:LHP�$VNUL��ZHHPD���7XQLVLD�������
���2OXZDVHXQ�$\RGHML�2VRZREL��1LJHULD�������
���2OLYLD�:DLQZULJKW��7KH�8.�������
���)LOD�0DJQXV��0DOD\VLD�������
���&KHQDL�0XFKHQD��=LPEDEZH�������
���$QD�$JXLOHUD ��0H[LFR�������
���$UDPLGH�2GXWD\R��&DQDGD�������
���1QDPGL�(VHPH��1LJHULD�������
���0LQD�7ROX��0DOWD�������
���=DQHOH�0DEDVR��6RXWK�$IULFD�������
���$GHYHOLQH�6XLMD��,QGRQHVLD�������
���$ODQ�-DUDQGLOOD�1XxH]��%ROLYLD�������
���%ULDQ�2PDOD��.HQ\D�������
���1DQD�$EXHOVRXG��(J\SW�������
���2NHWFK�1LFN��.HQ\D�������
���.LQJD�:LVQLHZVND��3RODQG�������
���$DUXVKL�0HKWD��,QGLD�������
���.L]DQQH�-DPHV��7ULQLGDG�	�7REDJR�������
���6RQ�/H��9LHWQDP�������
���7DQLVKD�&KDGKD��,QGLD�������
���$QNLW�*XSWD��,QGLD�������
���+HOHQD�%UDQFR��%UD]LO�������
���1RPWLND�0MZDQD��6RXWK�$IULFD�������
���$QQD�6]F]HJLHOQLDN��3RODQG�������
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���&KLDPDND�8]RPED��1LJHULD�������
���0DULQHOOD�0DWHMFLF��&URDWLD�������
���,YRQQH�$ULFD��3HUX�������
���.REH�6PLWK��*X\DQD�������
���'HQQLV�$QWKRQ\�*ODVJRZ��*X\DQD�������
���5LFKDUG�0�']LNXQX��*KDQD�������
���0DULVRO�5XL]��0H[LFR�������
���-HQQDQ�3DLJH�$QGUHZ��7ULQLGDG�	�7REDJR�������
���8PED�=DOLUD��0DODZL��������
���$QJHOD�'HOJDGR��&RVWD�5LFD�������
���/DWR\D�&KDUOHV��6W��/XFLD�������
���6DQQH�7KLMVVHQ��7KH�1HWKHUODQGV�������
���%HYHUO\�0RLVH��1LFDUDJXD������� �
���&HFLO�$WR�.ZDPHQD�'DG]LH�������
���7DVQHHP�.DNDO��,QGLD�������
���*pQHVLV�/XLJL��9HQH]XHOD�������
���/XFLDQD�$PDULOOD��3DUDJXD\�������
���$OH[�$JXLUUH��1LFDUDJXD�������
���-RKQ�.ZDVL�$PX]X�������
���+DUSUHHW�'KLOORQ��$XVWUDOLD�������
���$DWLND�3DWHO��)LML������
���6XPDLUD�:DVHHP��3DNLVWDQ�������
���$OL�5L]YL��3DNLVWDQ�������
���/XFtD�%HUUR�3L]]DURVVD��8UXJXD\��������
���3DWULFHH�'RXJODV��*X\DQD�������
���,EUDKLP�+DVVDQLQ��(J\SW�������
���2ODROXZD�$EDJXQ��1LJHULD�������
���6ZDUQLPD�%KDWWDFKDU\D��,QGLD�������
���$GHELVL�$GHQLSHNXQ��1LJHULD�������
���$PLW�7LPLOVLQD��1HSDO������
���6UXWKL�&KDQGUDVHNDUDQ��,QGLD�������
���$UFKORYH�7DNXQGD�7DQ\DQ\LZD��=LPEDEZH�������
���.ULVKQD�6KDUPD��1HSDO��������
���1DWHLFD�*DUUDZD\��*X\DQD��������
���$OLFH�=KDQJ��$XVWUDOLD�������
���$GMD�0�6(0%(1(���6pQpJDO��������
���0HOLVVD�)DLUH\��&DQDGD��������
���)DTXHHGD�:DWVRQ��*X\DQD�������
���=DQGD�'HVLU��6W�/XFLD�������
���7UDQJ�/H��9LHWQDP�������
���0DULQHOD�*UHPL��$OEDQLD�������
���=DU�7L�1ZH�1X�$XQJ��0\DQPDU�������
���0DKPRXG�6DODK�$EGHODDO��(J\SW�������
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���%KRQJROZHWKX�6RQWL��6RXWK�$IULFD�������
���&KDULW\�*L\DYD��=LPEDEZH�������
���$PRV�.DWVHNSRU��*KDQD��������
���$PLQD�0HOLVVD�/DNULE���$OJHULD�������
���0DVKL\DW�5DKPDQ��%DQJODGHVK�������
���+DL�+D�9X�7KL��9LHW�1DP�*HUPDQ\�������
���=DQLH�)HUUHLUD��6RXWK�$IULFD�������
���,NUDP�/DLPHFKH��$OJHULD�������
���'DQLFD�6KDKDQD�0DJWXER��3KLOLSSLQHV�������
���-XGH�7KDGGXHV�1MLNHP��&DPHURRQ�������
���1HELOD�$EGXOPHOLN�������
���0XOHVD�/XPLQD��=DPELD�������
���7KDR�1JX\HQ��9LHWQDP�������
���$QQD�.D\H�5RZH��-DPDLFD�������
���9LFWRU�+XJR�&DVWHOODQRV�/HPXV��0p[LFR�������
���3XVKSD�-RVKL��1HSDO�������
���6KUHHMDQD�%DMUDFKDU\D��1HSDO���2���
���6XSULQD�%DMUDFKDU\D��1HSDO�������
���2U�5DP��,VUDHO�������
���6KUHHMDQD�%DMUDFKDU\D��1HSDO�������
���$OLVD�'UDVNRYLF��$XVWUDOLD�������
���6DUD�6FRWW��*X\DQD�������
���� 2UQHOOD�2KRXNRK��7RJR�������
���� 1DYQLWD�-DGKDY��,QGLD�������
���� 3RRMD�.DSDKL��,QGLD�������
���� +D\0DQQ�=DZ��0\DQPDU�������
���� /DYH]D�.KDQ��&DQDGD�������
���� (QRZ�$ZDK�*HRUJHV��&DPHURRQ�������
���� 6PDUDN�6DPDUMHHW��,QGLD�������
���� 3RRUYL�0HKURWUD��,QGLD�������
���� $QWKRQ\�/RSH]��3KLOLSSLQHV�������
���� 3UL\HVK�6KDUDG�,QGLD�������
���� 1DPUD�1DV\U��3DNLVWDQ�������
���� 3DXOHPD�*ZHDPD��/LEHULD�������
���� *RQ]DOR�&DVWUR��3DQDPi�������
���� -RVKXD�'LODZDU��3DNLVWDQ�������
���� /DUD�6DQWRV��%UD]LO�������
���� 2IIRU�+RSH�-HUHPLDK��1LJHULD�������
���� ,PPDFXOHH�.DWRXQNH��7RJR�������
���� 6HUNDQ�.DVDSR÷OX��7XUNH\�������
���� 0DUULDQH�(QRZ��&DPHURRQ�������
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Our Work to Become an Anti-Racist Organization –
Women Deliver

womendeliver.org/commitment-to-anti-racism/

Women Deliver's Transformation: Our Work to Become an Anti-Racist
Organization

For more than a decade, Women Deliver has championed gender equality, anchored in
advocacy for sexual and reproductive health and rights. But we have fallen short by
working towards more equality while also contributing to inequality and systemic racism,
which cannot be tolerated. To fully deliver on our mission of health and rights for all girls
and all women, we must and will reexamine our past and reimagine our future.

Women Deliver will become an anti-racist organization, grounded in intersectional principles, and
foster a culture of respect and inclusion for all.

We are grateful to current and former employees, Young Leaders, partners, and fellow
advocates and activists who have offered testimonies, made recommendations, asked
questions, and challenged us to reexamine our values, actions, and privilege. We are
listening, we are acknowledging, we are learning, and we are taking action.

OUR PROCESS FOR CHANGE:

1. Women Deliver will examine, acknowledge, and address past
wrongs 

First and foremost, we acknowledge and validate the testimonies of pain
expressed by former and current staff. The third-party investigation into
Women Deliver will examine the range of issues that have been raised, past and
present, and the Board will take appropriate action based on the
investigation’s findings and recommendations and make the outcome of the
investigation public. Additionally, Women Deliver will continue to acknowledge that
we have failed to uphold our own values which has led to a deficit of trust among
partners and staff. We will work to rebuild that trust internally and externally. 

2. Women Deliver will reform internal structures, policies, and
culture 

1/5
 28a

https://womendeliver.org/commitment-to-anti-racism/


Recognizing that change must start with ourselves, we will examine and reform our
own structures and policies to create a more equitable and inclusive
organization with increased diversity at all levels. And knowing that policies
on paper won’t add up to change without a supportive, enabling environment, we will
take steps to build back trust, inclusion, and equity within our culture so that these
changes are ingrained in our organization’s ethos. We will have thoughtful, clear, and
fair policies paired with a culture that enables us to live our values.

3. Women Deliver will transform our advocacy, practices, and
programs 

Equally as important as changing internally, we must also transform our work to
challenge white supremacy, colonialism, and racism through our programs and
practices. Intersectionality must be the cornerstone of our strategy and
our programming. We must design and implement that strategy and
programming in partnership with the people most impacted by the work.  

4. Women Deliver will embrace accountability, learning, and
sharing 

We will embrace continuous learning, encourage feedback from staff,
partners, and others, be transparent in our transformation, and share learnings to
encourage others to transform. We will lead by example and approach this work with
humility. There is no final destination in the work to become anti-racist and
intersectional — it is a continuous process and will require continuous work.

5. Women Deliver will change how we partner to drive inclusive,
sustainable change within ourselves, our sector, and the world 

To do this work, we also need to reconsider our partnership approach: how
leadership partners with staff, how we partner with external
organizations, and how we partner with the people who will be most
impacted by our advocacy to create a more gender-equal world. Changes to
our partnership approach start by being consultative in how we transform and
continue as a core organizational principle to create a better Women Deliver, a
stronger movement for gender equality, and more sustainable change.

ACTIONS TO DATE:
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On Tuesday, 16 June, our Board of Directors announced it would appoint a third
party to independently investigate the range of issues that have been raised,
past and present, and they will take appropriate action based on the findings of that
investigation, which is expected to conclude by late summer/early fall.
Katja Iversen, Women Deliver’s CEO, issued a statement of apology and has taken
a leave of absence until the conclusion of the investigation process.
The Board appointed Kathleen Sherwin, COO, as Interim CEO to help guide the
organization through the coming period.
We have begun to review and act upon the review of over 140+
recommendations provided by our staff, Young Leaders, and intersectionality
and DEI experts — which we refer to as "Our Transformation Roadmap".
To ensure our own transformation is developed for lasting change, leadership has
involved all staff in the process — which has included the creation of task forces
and working groups to engage in the 140+ recommendations including:

DEI Task Force
Intersectionality Task Force
Fundraising Task Force
Strategy Implementation Working Group
Communications Working Group
Partner Engagement Working Group

Women Deliver has been continuing to work with ReadySet, experts in DEI, which
began in January 2020 — and has extended and expanded ReadySet’s work with us to
include all-staff trainings on topics such as Ally Skills Training, Feedback Training
for People Managers, and Communication Practices for People Managers.
We have developed an updated Compensation Philosophy along with FAQs for
staff and managers related to salary bands and conducted trainings with all staff on
these practices in late August. Additionally, Women Deliver added salary ranges to all
job postings on our Careers Page starting in September.
We have held three (to date) town hall-style meetings with Women Deliver
Young Leaders and Alumni to answer questions and start a dialogue in June and
August 2020.
We have held twice a week virtual open office hours with the interim CEO to have
an open forum for staff to ask questions, provide feedback, or offer suggestions.
We have increased internal communications and transparency by providing
regular updates via Slack and email — including sharing meeting agendas, meeting
notes, and action items, pulse surveys, and staff polls.
We have provided optional discussion spaces for continued sharing and with
emphasis on our own Black colleagues and colleagues of color, with support from
ReadySet and experienced facilitators.
We have expanded our mental health offerings to include additional mental
health days and service offerings from Headspace.
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We have been continuing to work with Paradox of Leadership, experts in leadership
development and coaching, since 2018 — and have extended their work with us
to include all-staff trainings in July, August, and September 2020 on Navigating
Change, Self-Care, Energy Management, and Motivation & Stress Management.
We have expanded our Coordination Team (our leadership team) meetings during
this transition period, starting in July 2020 — to include representatives from
junior and mid-level staff, across all departments/programs and are meeting
twice per week in this format through the end of September 2020 when we will re-
assess format and structure.
We have continued developing our next five-year strategy — deepening
our examination of intersectionality, with support from SRI Strategy and QED
Consulting, who have provided feedback specifically around how the strategy
explores anti-racism and principles of intersectionality.
We are achieving clarity around our definitions on anti-racism and exploring
decolonizing, with a similar approach to our recent work on principles of
intersectionality.
We have continued to be transparent in our communication with our partners,
funders, and community on our transformation, including one-on-one calls, town
halls, and via our website, social media, and Women Deliver newsletter.

ACTIONS TO COME:

Developing metrics for our public commitments and our Transformation Roadmap.
Defining metrics for diversity in hiring and retention including Black people,
people of color, and underrepresented groups moving forward. Determining how to
best collect, report, and publish this data going forward. In examining our current
systems, we are unable to appropriately develop a baseline for past years.
Continuing to hire more Black people, people of color, and underrepresented
groups and strengthen the diversity of our recruitment pipelines, including
for our open leadership positions.
Launching Employee Resource Groups (ERGs), including budgetary support.
Refreshing our Personnel Policy Handbook — and prioritizing a policy refresh
by early September 2020 for paid parental leave and bereavement leave policies, as
well as documenting a transparent internal hiring/promotion process and
feedback/grievance process.
Revising our Media and Digital Engagement Policy, so that staff has clear and
transparent guidelines to help support their own advocacy.
Launching a series of Young Leader Program Transformation engagement
opportunities for August, September, and October 2020 — including dialogues,
surveys, and co-designed activities with Young Leaders, with support from BIPOC
facilitators in partnership with Kore Global, leading experts in gender equality and
social inclusion research, strategy, design, and evaluation.
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Good advocates identify problems, highlight solutions, push for commitments, and hold people
accountable to their promises. That’s what we’ve strived to do for 10 years around the world, and what
we must — and will — do to transform ourselves.

LAST UPDATED: 18 September 2020

See previous updates here and here.
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