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Summary

The evaluation assessed the extent to which organizational cultur@eceéeeping
operations was aligned with the normative framework of the United Nations and supp
YAaaA2yaQ STTFISOIRDCdza 84 OLINRYIANIAiDE 2y YA
selected dimensions of organizational culture, which includeaidershp ard management;
accountability, ethics and integrityeamwork, collaboration and informatieaharing risk-

appetite; sensitive issues; and gendPata was collected anahalysedhrough a literature
review, an online staff survekey informant interviewsindfocus group discussien

Overall, perceptionsof organizational culture in peakeeping operations diverged
depending on mission component, gendstaff leveland duty stationlUniformed personne
were generally more positive abotlte organizational culturen their mission as compare
to civilian staf. Female international civilians consistently expressed thawest levels of
satisfaction across cultural eteents.

On leadershipand managementthe personalities andvorking relationshipsof mission
leadeiswere perceived agritical in influencing missioculture. Accessible, collaborative an
actively engaged leaders weespeciallyalued.

Onaccountability in particularresults and performangeanternal systems and contrgland
the oversight roles and functionstaff members generally felt these to lesufficient and
ineffective.The levels ogthics and integrityamong mission personnel were also perceiy
as low. Although respondents demonstrated high levels of awareness of repor
mechanisms, nomeporting of misconduct was perceived to be common

On teamwork, collaboration _and informatiofsharing though mission personnel wer
generally positivethey also highlighted numerous challengé®rceived divide and power
dynamicsbetween uniformed and civilian personnedertain mission pillatsas well as
between mission headquarters and the figlliindered effective collaboratianTop-down
information-sharing and communicatiomere perceived as insufficient andverly one-
directional while bottom-up communication was ofteffielt duplicative Collo@tion and
integrated teamawere believedto enhance collaboration and informatiesharing

Onrisk-appetite, mission personnel had varied opinions, boxerall agreed that contingents

were not equally committed to performing their duties.

Onsensitive issueghe likelihoodof discrimination based orace, ethnicity nationalityand
religionwas thoughtto be high, which affectedthe mission bothinternally and externally
Perceived unfair recruitment practices and discrimination based on contractual statu
componentalsoimpacted staff morad.

On gender, though senior management appeared committed &ohievinggender parity,
some staff membess sawits implementationas controversiabnd impacting meribased

recruitment Hnally, #male staff memberselt they faced limitations, hardships, prejudig

and discriminatiorboth in their operatingenvironmens and withinthe mission

Overall,in part due to their difficult operating environments and internal diversity, t
existingperceptionsabout organizational culture in missiongere not fully aligned with the
high standards adopted by the Organization and need to be improved to fully su
Y A a a affecfivé fanctioning.

The evaluation mad&vo critical andnineimportant recommendations.
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Introduction and objective

1. The evaluation determined the relevance and effectiveness of organizational culture

in 14 peacekeeping operatiohby assessing the extent to whichvitas aligned with the

normative framework of the United N&t2 y & | YR adzLJL2 NISR YA aaaiazya
Its objectivewas to assist mission leadership, the Departments of Peace Operations (DPO),
Operational Support (DOSpeacebuilding and Political Affairs (DPRAY Management

Strateg, Policyand Compliance (DMSPC) to engage in systematic reflectiorganizational
culture.Management comments from these entities together with the 14 evaluated missions

were soughtbn the evaluation results angivenin annexVI.2

2. Theguidingevaluationquestions were

a. To what extent is the existing organizational culture in missions relevant and aligned to
the normative framework of the United Nations?

b. To what extent does the organizational culture in missions support their effective
functioning?

3. It is important to note that this evaluation wanductedprior to the onset of the
COVIBL9 pandemic anadonsequently does natefer to the new ways of working that this
crisis both created and accelerated,itwA Y LI OG 2y GKS YA adaizyaQ 2NH

Background

4. Although no universal definition for the term organizational cultesdsts there is
general agreement that it affects the behaviour of organizatimmdtheir staff. In its simplest
form, organzational culture consists ofdifferent components thatinfluence how an
organizationyets things don&o achieve its goal30I0S definetdrganizational culturéas

Womprising the behaviours and underlying beliefs, assumptions and values that
contribute to the unique social and psychological environment of an organization
and affect how people think, act and interact with each other, with clients and with
stakeholders

1 At the time of the evaluation, DPO had 14 peacekeeping missions deployed: MINUSCA, MONUSCO, MINUSMA,
UNMISS, UNAMID (end of mandate in December 2020), UNIFIL, UNISFA, MINURSO, UNFICYP, UNMIK, UNDOF,
MINUJUSTH (end of mandate in October 2019), UNTSO avi®OGNP.

2MINUJUSTH closed in October 2019 and UNAMID in December 2020, thus management comments from both
missions were not sought.

3 See: Clarke, AQrganizational culture, system Evolution, and the United Nations of the 21st cei2ty);

Javan, JUnity within diversity: Changing the organizational culture of the United Na{@o&7).

40IO0S Practice Guide for Assessing Organiztulture (2019)



https://acuns.org/wp-content/uploads/2014/02/Organizational-Culture-System-Evolution-and-the-United-Nations-of-the-21st-Century.pdf
https://www.unssc.org/news-and-insights/blog/unity-within-diversity-changing-organizational-culture-un/

5. OIOS undertoolkan extensive document review anstakeholder engagementand
determinedthat organizationalculture in peacekeeping operations is a compl@ynamic
phenomenonthat could be conceptually represented as follows

Figure 1linteractingand interlinkedelements that generate organizational culture in
peac&eepingoperations
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6. The United Nations does not explicitly prescribe an organizational culture for its

personnel. Neverthelessjormative frameworksaim to create aculture that reflects the
norms and values of the Organization. Furthermore, the Secr&tarnyeral has identiéd
specificcultural elementsas being critical to the success of the Organization, such as effective
leadership, accountability, resufecus and transparency’. The United NationsSecurity
Council hagncouragedeacekeeping missionis Wtandardize a culture of performanc®.

5> See:Shifting the management paradigm in the United Nations: ensuring a better future {@va#/492)
8 See:Statement by the President ¢he Security CoundiS/PRST/2018/10)



https://undocs.org/A/72/492
https://undocs.org/S/PRST/2018/10

Methodology

A.

7.

Evaluation scope

For this evaluation, OIOS considered the following elements of organizational culture

in peacd&eepingoperations

a.

Leadership anananagement

b. Accountability which includes all main components of accountability as defined by the

8.

~ ® a0

OrganizatiorY
i. The United Nation€harter
ii. The programme, planning and budget documents
iii. Results and performance
iv. Internal systems and controls
v. Ethicalstandards and integrity
vi. The oversight roles and functions
Teamwork, collaboration and informatiesharing
Rsk-appetite
Sensitive issues
Gender
Wlission personn&2 NJ W& G | F Fconsyd&radois M @valuation included

international and national civilians, military and police persond&bmponent§in this report
refer to the civilian, military and policeomponents Wlission pillar§xefer to the different
substantive sections @hmission support.

B.

Data collection methods
Data was collected through the following methods:

Key informant interviewsand focus groupdiscussionsconducted during field visits
and remotely, with a purposive sample of mission management and persdome!
UNIFIL, MINUSMA, MINUSCA, UNMISS and MONUSCO.

Online surveysent to 18,007 activecivilian and uniformedstaff membersin 14
peacekeeping missiorfs.

Document reviewof relevantUnited Nations documentandexternalreports.

Review of dataretrieved from Umoja, Inspira, past staff surveys and other relevant
missionsources

Field visitsin fivel® peacekeeping missions. Direct observation was also carried out to
capture salient aspects of organizational culture.

” A/RES/64/259
8 See annex Ill.
9See annex IV.
0 See para. 9(i).



C. Limitations inassessing@rganizational culture

10.  While acknowledging the importance of other dimensions of organizational culture,
such as innovation and adaptability, as well as staff morale andbegiy, these were
excluded from the scope of this evaluation due toited time and resources.

11. This evaluationfocused LINR Y NAf & 2y YA A &A 2\ AboutdBaNBE 2 Y Yy S|
selected dimensions of organizational cultu@orroborating information was usedhere

possible but was not available for many perceptionft is, therefore, important to
acknowledge that perceptions might not always reflect reality.

12. Some of theevaluation findingsparticulaty with regard to oversight mattersalso
relate to the work of OIOS. Due to the inherent conflict of interdss report did not make
any recommendationspecific to OlO® address them.

D. Dissemination of evaluation results

13. In addition to this evaluation report, OlQ#ovided each evaluatedpeacekeeping
operation! with its missionspecific results, which were based on disaggregatea ffam

the online survey, opeended survey questions and, where applicable, kieg informant
interviews (Kllandfocus group discussionsGD).

11 This did not includ®INUJUSTH.



V.

Evaluationresults

A. Leadership and management

14. ¢KS hNBFYATIGA2YyQa dzyl YoATdzzdza Ay idSyli
creating a positive, ethical, reswdtiented and inclusiveculture has beenelaborated in
severalnormative and policy documents.

Mission personnel werenostly positive about their direct supervisors

15. There was strong evidence that mission leaders and managers were pivotal in
creating, contributing to and changing the mission culture, both posytieeld negatively.
Survey respondents (67 per cent) identified leadership as the key element influencing the
YAaaAzyQa 2NHBYATFGA2y Lt OdzZ G dz2NB @

16.  Survey results suggested that peacekeeping personnel approved of most of their
direct supervisors, witl80 per cent of respondents agreeing that direct supervisors focused
on achieving resultsOver threequarters of surveyed personnel indicated that their
supervisors provided realistic plans and clear guidance, valued the skills and contributions of
team members and were focused on achieving restltsmetheless, ondourth (25 per cent)

of international civilians found that their supervisor did not vale skills of team members

and did not provide clear guidance (see fig@)eSome civilian interviewees praised their
supervisors for mentoring and encouraging subordinates, while others crititiead for
providing inadequate guidance or lacking manaajeskills.

Figure2: Perceptions on the direct supervisor
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OIOS data, N = 5268

12 See: United Nations System Leadership Framework, Chief Executive Board (CEByeligiommittee on
Programmes; and the Senior Manager Compacts.
13See Annex |I.
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Senior leaders were generally perceived by subordinates to set a positive example

17. International civilians were noticeably less satisfied veigmior leaderascompared

to police and militarypersonne)] who tended to be highly positive in their responses. Sixty
two per cent of surveyed international civilians agrebdt the head of missionHoM) set a
positive organizationalculture, as comparedo 84 per cent of uniformed personnellhis
divergence between components wsisrkestacross gender linesnly49 per cent of female
international civilian staff indicated that thedW set a positive organizational culture
compared to & per cent offemaleuniformedpersonnel(see figurel).

Figure3: Perceptions on the HoM

Female
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0lOS data, N = 4680

The FOM and senior leadership team3LY were seen asONR G A Ol f Ay Ay T dzSy
cultures

18.  Threequarters of survey respondents agretdit the HOM was a United Nations role
model(see figured). The power to influence organizational culture was frequently said to be
centralized inthe office of the @M. Interviewed personnebssertedthat the managerial
style, priorities and preferencesf the HoMwere felt across pillars, components and mission
areas.

19. Similar tothe HoM, the SLTvasalso seen as highly influential ftore mission culture.
Survey respondents were mostly positive about the SLT, witktinvds agreeinghat mission
leaders had a@mmon vision and acted as onaternational civilians were the least positive
about the SLT anthe HoM, with over ondourth (26 per cent) stating that the SLT did not
sharea common visiorfsee figure 4).

11



Figure 4: perceptions on the HoM and SLT
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OIOS data, N = 4637

20. Rotation of the HoM and other mission leaderdieavily impaatd organizational

culture, as this resulted itait and se€periodsduring whichmission personnetought to

understand and implement the guidance and preferences of new lea#f@&g.informants

found this lack of continuitychallengingh yS Ay G4SNIWAS$SS &Gk GdSR (K
NRGFGAZ2Y &I Bimiarlyjitrdewsesaysérigdhat high levels of turnoveof key

military personnel* and heads of field offices (ldFO)were also disruptive to operational

activities An overlappingperiod with both the incoming and outgoing leadesdl presentin

the mission area wagenerally thought to improven effective handoveand transfer of
knowledge'®

The quality of leadership and management was perceived to vary greatly

21.  Subordinate staff believed thahe quality and effectivenessf managers and senior

f SFRSNE OFNASR aAIYAFAOI yif &.AfrdhBe\of lendeSME 32 2
styles, from strictly hierarchical to more collaborative emerggaime mission leaderaere

described as inspirational, while others were said to lack strategy or vision.

22. Interviewees and survey respondents in one mission assénsdhe HoM was highly
collaborative, provided clear guidance and had a redwditsed approachYetin another
mission, key informants highlighted specific examples of poor management by senior leaders.
In one case, interviewees felt that the arrivaleohew leader threw wellunctioning working
methods into disarray.

140One E0AR (2019) highlighted that the mission in question overly relied on military petsord that the fast
rotation of military personnel resulted in a lack of continuity.

15 One E0AR (2019) proposed a minimum of four overlapping days between outgoing and incoming military
officers to conduct a proper handover.

12



Personal relations angersonalities of senior leaders were perceived to shape mission
culture

23.  The personalities and working relationshagdsnission leadersvere perceived to have

a profound impact on organizational culture. Interviewees also described the impact of
dominant- and in some cases polarizingersonalities among members of the Stffo were
thoughtto havean outsized influence on mission operations.

24.  Surveyed staffnembersfrom one mission alleged a senior manager had intimidated
and harassed subordinatEs ONX I G Ay 3 |y & dzy K$ Infaimiditaryled 2 N

J
YAdaAz2y> a2YS OAQGAt ALY LISNR2YYy St O2YLIX I AYS

up when te HoM entered the room.

25. Harmony, tensions and interactior®etween senior leadersvere also believed to
have a substantial impact on collaboration and power dynamics between personnel. In one
mission, the perceived closeness of theMHwith some other members of the SLT based on
their national origin was a higlevel concern and seen as lagsingestablishedchannels of
decisionmaking. Inanother mission one manager stated that conflict in the SLT had been
highly disruptive to operationsSenior civilian staff were noticeably less positive than juniors
when it came to the impact of interhg@olitics on the mission.

Accessible, collaborative and actively engaged leaders were valued

26. Most arvey respondentsagreed that the SLT ensured effective collaboration
between uniformed and civilian personnétee figure 5) However, in some cases the
collaboration between uniformed and civilian leaders appeared to be diffiaiich affected
lower working levels.

27. Key infomants asserted that senior mission leaders who communicated openly and
engaged with the fieldvere held in high regardn one missionthe HoM wasappreciatedfor
explaining the mandate idlear andsimple terms such as through thimternal dissemination

of aposter explaininghe Y A a a pridrifie® &egular visits by mission leadership to remote
field offices, including overnight staygerealso seeras criticato understandingoperational
challengesStaff membersalso noted thetime spent bythe HoMoutside the mission area
andcommented uporit when considered excessivurvey respondents generally approved

S
R

Y

ofthef SF RSNEKALIQa (1y2¢fSR3IS 2F (KS TFTwaSweR> HAGK

informed aboutchallenges ithe mission aredsee figure »
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Figure 5: perceptions on theL T
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OIOS data, N = 4579

Mission personnel felt thatJnited Nations HeadquartersNHQ overly prioritized
political experience over managerial expertise in the selection of the HoM.

28. Key informantsexpresseddissatisction that UNHQwas perceived to emphasize
political experience over managerial skills while selecting candidates for |égul@issitions.
Thoughintervieweesacknowledgedhe requireddiplomatic backgroundor missionleaders

it was not thought to be a satisfactory substitute for competently managing peacekeeping
operations?®

29. Intervieweedrom peacéeepingoperations where mission leaders did not have prior

United Nations or peacekeeping experience highlighted thaxperiencedseniorleaders

needed too much time to master United Nations policies and procedaneswere overly

reliant on subordinatesSixty per cent of survey responderdid not believe thatsenior

leaders without prior United Nations experience were able to quickly learhtheB | Yy AT | G A 2y
management rules

30. One mission leadewithout prior United Nationsexperienceacknowledgedthat
leadinga peacekeepingnissionas andutsideiQvas challengingand requiral a significant
personal effort toadapt and learn about the systeret in some caseghe approach ofa
newcomerwas seen as an advantagaed an opportunityto bring a fresh perspectivthat
challengel the status quo

16 See: HigH_evel IndependenPanel on Peace Operations (20i&port
14


https://peaceoperationsreview.org/wp-content/uploads/2015/08/HIPPO_Report_1_June_2015.pdf

B. Accountability, éhicsand integrity

31. The United Nations requires the highest standardpaffessionalismand integrity
from all its personnel. The Organization has a+efined accountability framework and has
clearly expressed its expectations for staff membérs.

International civiiansws NB (G KS f Sl ad LR2aAdAgdS o2dzi GKS Y
results for the host population

32. Eightyper centof uniformed personnehgreed that the mission was focused on
delivering results for the host populatiprvhile only 65 per centf international civilians
thoughtthis was the caséver onethird of survey respondents (37 per cent) believed it was
sometimesnecessary to break the rules in order to carry out their work.

Staff membergerceivedhandling of underperformancend incentivesfor career
advancementasinsufficient

33. Key informantsand survey respondents across all missiexygressed frustration with
both the handling of underperformance and the recognition of high performance. The
absenceor lackof accountability for performace was referenceds a keyorganizational
issuein about half of the interviews.

34. Nearly a third of survey respondentsit that underperformance wasot actively
addressed in their missionsee figure § This sentiment was particularly strong among
international civilians athe management level @ and above60 per cen). In addition,
interviewed uniformed leadership were also at times sharply critical about the
underperformance of subordinates.

Figue 6: Perceptions operformance management
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YC2NJ I ' yAUGSR bridAz2zya RSTAYAGAZ2Y 2T ARESERGYY G oAt AlG8E
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35.  Civilian managersequently complained about the lack aflequatetools to address
underperformancee-PA%e was widely held in low esteeat all levels. Managers sawRAS

as minimally effective foaddressing underperformance andhen used, required a large
time investmentthat detractedfrom normal duties'® One manager found the completion of

et ! { AaYSNBf @&lidy 2 NANBF tf S DileivkdStaftialsblzibrisidetedRAS
ineffective for their professional development, as high performance was not perceived to be
appropriatelylinkedwith career advancement.

36. Intervieweescomplained &out a culture of mediocracgndsometimes everaziness
providingseveral explanations fataff underperformanceincludinglack of mobility within

and between missions, low institutional support for professional development and weak
performance incentivesLongserving personnel were generally seen as more prone to
complacency and underperformance a perception that was particularly present in
longstanding missiorend duty station€°Underperformance withouanyconsequences was

believed to have a detrimental impact dhe Y A a a dr@ayiigational culture, with one
YEYFASNI adFdAy3a GKFdG aRSIFR 42 2Rtendigh béveénNR 02 N
simultaneously upholding diversity and meidsed recruitmentvasalsoreported.

Senior leadersand managersvere not perceived to be effectively enforcing accountability

37. Key informantst all levelsonsistently expressed that accountability for performance
and misconduct was not sufficiently enforced $sgnior leders andmanagers.Managers
describedthe procedural hurdles to improve staff performance (or to not renew their
contracts) as insurmountable. Agreed terminations were rare, with only 39 approved across
14 peacekeeping missions between May 2016 and November 2019.

Levels of ethics and integgtwere generally perceived to be low

38.  Perceptions regarding the likelihood of misconduct or unethical behaviour differed
greatly between components. Six¢gven per cent of international civilian survey
respondents indicated that abuse of authority waslijk® occurin their missionwhileabout

36 per cent of uniformed components affirmed that this type of misconduct was likely to take
place Almost half of the survey respondent®)(per cent) believed that leaking of confidential
informationwaslikelyin their mission(see figurez).?!

39. Key informantsincludingmission leaders itwo missions articulated deep concerns
about fraud and corruption committed by mission personmdinost half (45 per ceptof
international civilian survey respondents believed that fraud and corruptvere likely to
occur in their missiofsee figurer). Examplegiven included the unauthorized sale of mission
property, the fraudulent sale ahovement controldocuments for United Nations flights and
demands for bribes to service vehicles or transppdrsonal goods. In addition, key
informants frequently referenced entitlement fraud and abuse of leave. Some sections were
perceived as more prone to fraud and corruption.

18 performance Management Development SysteSi/Al/2010/5.

19 International Peace Institute (201Beople Before Process: Humanizing the HR System for UN Peace
Operations

20 One E0AR (2019) noted that long tenure is an issue with older family duty stations, leading to stagnation,
reduced motivation and reluctance to change.

21 This result is in line with the ltad Nations Staff Engagement Survey (2017), wherein nearhftore(30

per cent) of the respondents expressed concerns over ethical conduct and accountability in the Secretariat.
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Figure 7Likelihoodthat these situations could take place in your mission
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Accountabilityfor misconductor unethical behaviar was perceived to be low

40. Across all staff levels and missions, intervieweeged concens about a lack of
accountabilityin terms of corrective actionfr misconductand unethicalbehaviair. Key
informants widelyperceivedinvestigations into misconduct to bexcessivan length and
lackngindependenceA sense of 8ulture of impunitfvas widespread for the five missions
visited Thirty-nine per cent of surveyed international civilians believed that personal
relationships and hierarchy affected how misconduct was addreddeifiormed personnel,
however, weresignificantlymore positive than their civilian counterparts about the handling
of misconduct Seventy per cent of unifored staff surveyed agreed that personal
relationships and hierarchy did not affect how misconduct was addressedfigure 8)

41. Despite missionpersonnel demonstrating high levels of awareness of reporting
mechanismsunder or nonreporting of misconduct was perceived tmcur frequenty. A
quarter of surveyed international civilians expressed that they would be fearful of reporting
misconductReasons given for undeeporting included fear of retaliation and the perception

of lengthy, possibly biase@r inconclusive investigationdvission living arrangements, in
which oversight personn&worked, lived and socialized in the same limited environment as
other staff, were seen as detrimental to the independence and anonymity of the internal
justice system processes.

Zagraarzy adlFFF dzyRSNRG22R W2 @S NE Digigline TenNECHIOSE Q | &
investigatorsand Special Investigations Units (SBéepara. 12).
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Figure 8: Perceptions anisconduct proceedings
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There wereshortfallsin completingmandatorytraining

42.  As of October 2019nly half (50 per cent)of civilian peacekeeping staff ithe 14
missionshad completed the mandatory course on ethics and integrity ewer a third (37
per cen) had completed the course on preventing fraud and corruptisee figure 9 The
majority of £nior mission leadersat the D1 level and abovehad alsofailed to complete
required training with 25per centhaving completed courses a@he preventionof fraud and
corruption and 37 percent completing thecourse on theprevention ofsexualexploitation
and abuse (SBA3

Figure 9: Completion rate of mandatory courgasilianstaff at all levels)

Prevention of Sexual Harassment and Abuse by United Nations Personnel -

Preventing Fraud and Corruption at the United Nations -

Course status

B completea

Incomplete

I netEnrolied

Information Security Awareness -

| Know Gender: An Intreduction to Gender Equality for UN staff course -

Ethics and Integrity at the United Nations -

BSAFE -

0
257

=} 0
o =

Percent of staff

100

DMSPC Data, N=10938

2 ourse completion datdor analysis was retrieved from Umojar the period April 2014to October 2019.
Umoja figures might not always be fully up to date and thus the actual completion rate could differ.
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C. Teamwork, collaboration andnformation-sharing

43. Normatively, the United Nations considers integration within missions essential for
effective peackeeping operations. As this implies a culture supportive of teamwork,
collaboration and informatiossharing, the United Nations strives itacorporateintegration
intod KS Yl ye& FI OSi & Inadiitiow,Aha Sekrétaf@eterabiad didjpdasized
the importance of coordination and breakinigwn silos on humerous occasions.

Thoughmission personnelvere generally positive about collaboration andformation-
sharing staff alsohighlighted numerouschallenges

44.  Eightysevenper cent of survey respondents agreed that collaboration was effective
within their team and between sectior{see figure 10)Results were slightly less positive for
collaboration between uniformed and civilian personnel (77 per cent) and between mission
support and the substantive side (74 per Cgftt Interviewees, however, highlighted
numerous challenges, especially regarding informasbaring and internal communication
across different teams and sectiariaternational staff members felt the least positive about
teamwork, collaboration and informatn-sharing.

Figure 10: Perceptions on teamwork and collaboration
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24 SeeAction for Peacekeepin@018)

2 Similarly, the United Nations Staff Engagement Survey (2017) found that respondents from
multidimensional missions were more positive abaotlaboration at the team level compared to cooperation
across departments.
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Collocation and integrated teamswere perceived as enhancingollaboration and
information-sharing

45.  Collocation of relevant sections and components generally perceived facilitate
working relations, particularly for sharing critical information. Key informants indicated that
integrated teams, including the deployment of liaison officers across comts, improved
collaboration between uniformed and civilian personnel. Positive examples given included
thematic working goups,joint assessment missions (JAM) and joint inspection teams (JIT), as
well as integrateanissionentities such as thdoint Ogrations Centre (JOGhe Joint Mission
Analysis Centre (JMA@)djoint task forces.

Perceivedpower dynamics between mission components were at play and often
negatively impacted collaboration

46. Interviewees referred t&0 A y (i S NJ/ IrivialridsIBetwiein dift@@r@ mission entities
and unspoken hierarchies within the mission whetmetimeshindered integration and
information-sharingand deepened structural divideOne senior official stated thaisilo
mentality was present at all levels, fradission HQNIHQ) to the deep fields Sixtyfour per

cent of surveyed international civilian staff members indicated that collaboration between
mission support and the substantive side was effec{see figurell). In one mission the
substantive sctions expressed resentment concerning the power ex@d by mission
support, while in another missionthe substantive side was said to receive preferential
treatment.?6

47.  Thirty per centof the interviews stated that power dynamics negatively impacted
organizational culture and collaboration. Perceptions regardimftuence over decision

making differed between missiors and were said to depend heavily on individual
personalities, especigl within the SLTPersonnel complained about a lack of information
sharingbetween sectionsstating that andinternal competitiorf sometimesresulted in a

éoulture of secrecy s KSNBE GUOUKS 2yS K2 KlFa AgnaRNYI GAz
respondents(57 per cent)felt significantly less positive than males (71 per cent) about
information-sharing(see figurel1).?’

260One E0AR (2019) noted several issues related to-piliar collaboration and informatiosharing.
hyS 92!w OHAM@pO KAIKEAIKISR (KL Gandvdidanet efiegfivelg shard G A Sa 2
information.
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Figure 1.: Perceptions oimnformation-sharing and intemission cooperation

A perceiveddivision between uniformed and civilian personnel hampered effective
collaboration and integration

48. Interviews and opesended survey responses indicated that different working cultures
between uniformed and civilian personnel sometimes hindecetlaboration?® Reported
tensions related to differences in working methoasodes and speed of decisionaking
planning and communication.Uniformed key informants suggested that theyenerally
prioritized a longer planning horizon as compared to tlailian counterparts. In military
led missionssome civilian staff members perceived the military component as wielding
undueinfluence

49. In multidimensional missions, staff members generally perceived the United Nations
Police (UNPOL) as the least powédomponent with minimal leverage in decisioraking?®

Both civilian and uniformed interviewedslt that UNPOlwasinadequatelyintegrated with
theOAGAT ALY YR YAfAGFINR O2YLRYySyltas gA0K 2yS
Ay (GKSAN 2 g yindFidublpoie dfficefsEPO S dltifristrated over a perceived
unwillingnessof military and civilian colleagues to collaboraten the other hand,police
personnebften expressed a strong sense of cohesidthin their component. lrone mission

IPOswere particularly positive aboutntra-component solidarity expressingthat they

belonged todone police familyé

28 |nternational Peace Institute (201R)anagement handbook for United Nations field missions
2 International Peace Institute (202@@rotection through Policing: The Protective Role of UN Police in Peace

Operations
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