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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
mi ssions’ effltctfiveudadcgrniomamigl.y on mi
selected dimensions of organizational culture, which includealdershp 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
mi s s effeative functioning.

The evaluation mad&vo critical andnineimportant recommendations.
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l.  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 Natons and supported missions
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,it/'i mpact on the missions’ org
Il.  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
organization'gets things doneto achieve its goal30I0S definetbrganizational cultureas

‘Comprising 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 missions ‘standardize a culture of performance.

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

‘Mission personnél o r

st af fconsweradbie this 'evaluation included

international and national civilians, military and police personffi@bmponentsin this report
refer to the civilian, military and policeomponents ‘Mission pillarsrefer 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 evaluationfocusedpr i mar i |y on mi ssi ormboytthe sonnel
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, The Organization’s wunambiguous intent
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
mi ssion’s orga&nizational culture.

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 inwait and seéperiodsduring whichmission personnetought to

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

found thislack of continuitychallengingOne i ntervi ewee stated th
rotati on wa Similarlymterwewgeaassertedthat 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

|l eaders varied significant| y.Arangenof |€adeeshipy g o o
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 cr eati ng an “unhémlatmiitaryledor k er
mi ssion, some civilian personnel compl ained
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 mi s s prioritiés. Regular 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

ofthel eadership’s knowledge of the f waswet, with
informed aboutchallenges ithe mission aredsee figure »

13



Figure 5: perceptions on theL T
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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 lear®theg ani zat i on
management rules

30. One mission leadewithout prior United Nationsexperienceacknowledgedthat
leadinga peacekeepingnissionas an‘outsider was 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

Underperformance is actively addressed -

SIFUBIIAID

All ranks are held accountable for performance -

Underperformance is actively addressed -

SN-UBIIIAID

All ranks are held accountable for performance -

Underperformance is actively addressed -

Aseynn

Al ranks are held accountable for performance =

Underperformance is actively addressed -

All ranks are held accountable for performance =

\
50 75 100
Percent of respondents

M
w

| I
#d)jod

B Strongly disagree M Disagree Neutral @ Agree B Strongly agree
OIOS data, N = 4235

"For a United Nations definition of ARES/®RESONt ability”
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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
eePAS “mer el yidrao tr i it aufall e thtbnadtvbdestaft atsal dorfsideredrRAS
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 mi s s iorgamizasonal culture, with one
manager stating that ®“dead wooAltensionbdiveeenr d cor
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 bexcessiven length and
lackngindependenceA sense of aulture of impunity was 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.

2Mission staff understood ' over s Discipline Teans §COTOS| as
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)
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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
intot he many f acet $Inadditiomithe Secretar@enerallas enkphasized
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. Intervieweesreferredto i nt e r n aialrigs between difteierit mission entities
and unspoken hierarchies within the mission whetmetimeshindered integration and
information-sharingand deepened structural divideOne senior official stated thdtsilo
mentality was present at all levels, froktission HQNIHQ) to the deep field’ 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 an‘internal competitiori sometimesresulted in a

“culture of secrecy wher e “the one who has i enfaler mat i c
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.
27One EOAR (2019) highlighted t hatandridsnetieffectivelg sharé t i es o
information.
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Figure 1. Perceptions oiinformation-sharing and intemission cooperation
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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 metheasodes and speed of decisionaking
planning and communication.Uniformed key informants suggested that thegenerally
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

theci vilian and military components, with one
i n their o wnindividualpotice dfficeesgPOgfeltdriistrated over a perceived
unwillingnessof military and civilian colleagues to collaborat@n the other hand,police
personnebften expressed a strong sense of cohesidthin their component. Irone mission

IPOswere particularly positive aboutntra-component solidarity expressingthat they

belonged ta*one police family

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

Operations
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Divides between MHQ and the field officagere perceived to hindeeffective
collaboration and operational coherence

50. Approximately onehird of HOFOs interviewed in multidimensional missipmagich
consisted mostly athosedeployed in large countrieseported not feeling fully in control of
their area of responsibility @R or beingdeliberatelysidelined by MHQ Theyperceived
collaboration with MHQ asit times uncoordinatedor overly top-down, with insufficient
constructive exchangesr inputs from the field being sought. Specific examples included
MHQled field missions withoutconsulting the relevant HOFQ or senior management
meetings where BHFOsfelt they lacked the time to discuss operational challenges or seek
guidance

51. Some civilian staff members based in the field stated that dual reporting lines, such as
between HHFOs and heads of sections, were not always clear or respé&tibe. role ofthe
HoFOs waslsonot standardized across missions, as it lacked any formal policy framéwork.

52.  Staff members based in the fieletlieved thatcollaboration and informatiorsharing
workedmore effectively in field officeas compared to MHQ, with orlesy informantstating

thatfield officesf uncti oned “as a mi c Neatyore gquartew24tpdri n t h
cent) of survey respondents based in MHQ thought that necessary information was not freely
shared in a constrtive manner, as compared to 15 per cent of survey respondents based in

the field.

Top-down information-sharing and communication was perceived as insufficient and
overly one-directional

53. Some mission personnel felt that the leadership did neffectively exchange
information with subordinates. Senior leadership communication was sometimes perceived
as |l imited to “"i exxfooh amitgtigivgrking lsvelExandplewiricluded
town hall meetingghat were perceived asne-directional Several managers asserted that
much information was sent througimternal communication systemsbut that many staff
members did'not have the culture of reading.

International staff members felt that bottomup communication was often dplicative

54.  Thirty-sevenper cent ofcivilian leaders and managétsurveyed indicated that there

was too much duplication of wotketweendifferent sectionsOne mission leadexxpressed

that theyregularlyreceived too muchirrelevantinformation, describing it as dioverload of
emails” Two senior managers specifically cited UNHQ as generating duplicative and excessive
demands on closely related topigsnother senior manager argued that certain substantive
sections could benefit from decompartmentalized and moreentralized structureas many

units shared similaresponsibilities Examples given includeghits focusing onwomen s
protection, child protection and protection of civilians. Another senior lealggestedhat

the civil affairs and political affairs sections could be merged

300One E0AR (2019) noted that a lack of coamtion between the field and Mission HQ (MHQ) had undermined
effective support. Another EOAR (2018) mentioned hkiniltontradictions between the responsibilities of the
HoFO and the independence of the sections.

31 See: DPO/Department for Policy, Evaluatasnd Training (DPET), The role of heads of field offices: moving
towards increased operational coherence and effectiveness in the field. a survey of practice (2019).
32USG/ASG, B2, P4P5.
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D. Riskappetite

55. A fundamental operational question for peacekeepiogerations especiallyfor
multidimensional missionsvas the level of risk they were prepared take in decision
making Oneindependentreport emphasizedhe need for peacekeepers to take risksd
change their mindseh orderto be more effectiven the field3?

Mission personnel had variedpinions on the riskappetite of the missions

56. Mission personnel generalfiglt uncertain on why, when and how risks should or
should not be takenwith interviewees statingthat risktaking primarily depended on
leadership the availability of resources and the prevailing operational situati&ey

informantsheld differing viewonwh et her the mi ssi ons’ structu

personnel to take appropriate risks in their work.

57. Interviewees highlighted the existence of a sharp differebheénveen political and
physical riskaking. Some key informants asserted that the pal#i riskappetite of mission
leaders waslacking as theywere perceived toprioritize good relations over mandae
implementation One example includedhe perception that a mission had not fully
implementedProtection of Civiliand0C measuresn order to maintaingood relationswith
signatories of gpeace agreementln other cases, interviewees felt that mission leaders
primarily civilians avoided takingpolitical risksbecause theylid not want to jeopardize their
own reputation orcareer developmentincluding the fear of being declaredoarsona non
grata (PNG)

58. Interviewed mission leaders largely felt they took appropriate risks but were limited
by resourcesand operational challengesiniformedleaders assessed themselves as more
willing to take risks iexecutingheir mandated activities than their civilianwaoterparts.One

mi ssion | eader stated that they were not
Nations could not afford to be too offensive; in stark contrast, another senior official

t h

described one of the missiedn’ asr nperdt ngarroyu possh.j ec

Mission personnel felt that contingents were not equally committed to performing their
duties

59. Thirty-one per centof the survey respondents did not believe that contingents
assumel the same amount of risk in performing their dutjegth international civilians (44
per cent), in particulasenior and midevel civilian® (61 per cent)peing the least positive
(see figure 12)The bw riskappetite of contingents wasalsorevealedin several inquiries
ordered by the Secretar@general (see anne¥I) and in research conducted by an
independent think tank®

33 See: Santos Cruz repohtaproving Security of United Nations Peacekee§2047)

0One EOAR (2019) highlighted that silo mentality
posture and readiness to respond.

S USG/ASG, D02, P4P5

3¢ International Peace Institute (2013Wwenty Years On, Time for an Accountability System for the Protection of
Civilians
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Figurel2: Perceptions orperformanceof contingents
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60. Senior leaders identified high performing contingents and thoseen as
unsatisfactoryCommon characteristics bfgh-performingcontingents included their greater
willingness to implemerPoOmandates, refusal to back down when faced with kinetic threats
and their ability to take decisive action when tasked by missadershipIntervieweesin

two missiongdescribed instances of troops on patrol remaining in tleemouredpersonnel
carriers instead of stopping to engage with the local population, also suggesting risk aversion
or lacking capabilitiet operatein athreatening environmeng’

61. Key informants believed that nationahveatsof contingents impacted their risk
appetite andfundamentally undermiadt he mi ssi on’ s abil ity to
Interviewees in one mission perceived some wielined and highly equipped contingents as
more riskaverse compared to contingents with fewer resources or capabilifgamples
included restrictions in deployment areas, movement controls, operationaliies and no
tolerance for any loss of lifesSuch contingentseportedly heldtheir military doctrines in
higher regard than the United Nations doctrine and refused to ad&pme interviewees
went as far as stating that the use of national caveats hyiogents adversely impacted
mandate implementationUndeclared caveatand restrictionsvere consideregarticularly
damaging because thleadershipmay only come to know of them when a contingent was
asked to perform a task that was contrary to the unideed restriction®® In several cases in
different missions, the local population had protested against specific United Nations
contingents becausef a perceived failure to protec6omeseniorleadersstated that thelow

370ne EO0AR (2018) noted that low capabilities of troops remained a constant challenge and3batibdld be
held accountable if they fail to provide adequate training for their troops.
%8 Office of Military Affairs has identified 14 undeclared caveats with nine TCCs (2019).
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risk-appetite of missions was ultimately a political problem with UN&M€Dp having a risk
averse mindset

Somecontingents were perceivedo prioritize their own interests and at times limit
defensive coordination

62. Key informants highlighted that low risippetite incontingentshad resulted irthe
adoption of a seimposed bunker mentalitySome Troop Contributing Countries (TCC)
reportedly failed toadequately coordinate field base defences In one mission troops
developedbarriers andan exclusive gated canwaithin afield base creatingthe impression
of internal segregatioandposing security risk¥ In another missiona contingent reportedly
built non-coordinateddefences such as a private bunker.

63. Staff members gave numerous examples of contingents that were perceived to
prioritize their own interess or demonstrate a lack of commitment to integrati@nesenior
leader stated that the contingents together did not comprisefarce but rather distinct

“f or Key smfortnants also emphasized that contingents often came to United Nations
missions steeped ih hei r r e gi o np@dcedwsas gral cultwmeandthad inwas a
challengdor these contingents tadjust In one missionit was observed that oneontingent
prominently displayed an image of its national leader within an integrated basgy visible
from outside.

3% International Peace Institute (2020Bharing the burden: lessons from the European return to
multidimensional peacekeeping
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E. Sensitiveissues

64. United Nations norms forbid discrimination based on race, gender, language or
religion in the fulfilment of the obligations assumed in accordance with the Charter.
Furthermore, impartiality is a fundamental principle of peacekeeping and United i¢atio
personnel are expected to implement their mandates without favour to any party.

Mission personnel indicated that racand religiongenerated internal tensions

65. Generally, more thanne-third of mission personnel felt that discrimination wisely

to occur in their mission. IAmost half of the civilian survey respondents believed that
discrimination based on race (49 per cengs likely to occur, while a third felt that it would
for religion (33 per cent)(see figure 13)interviewees in the five missions
visitedconfirmedtheseconcerns and highlighted instances that were perceived as having a
detrimental impact on bottihe professional and personal lives of mission staff.

Figure B: Likelihoodof unequaltreatmentor discrimination against staffased on their
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66. Somemterviewees asserted that race was considered a sensitive topic around which
discussions were best avoided. One senior leader stated that racial siiestiand
stereotypes “ pl atlye missioh. iKey enforenanys talkoi congriented that at

times preconceptions and negative qualities attributed to ethnic groups shaped relations and
interactions between staff me mb asrassuffix foh e wor
nationalities or regional group€ne senior leader mentioned the existence of informal-self
segregation along racial and geographic lifeedousing accommodationgr some missions,

speaking about local political issues was considesstiive and negatively impacting the

internal cohesionespecialllamongnational staff members.

67. Mission personnel also perceived religionitepact relations within the missiorin
one missioninterviewees highlightedeligiousdivisiors among national staff membethat
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createdinternal tensions Religiously symbolic messages were also displaytdn a field
office.

68. Key informants mentioned several issues related tetrglitment by certain
contingents towards other mission personrigsed on race, ethnicity and religioBome
contingenswere perceivedto harbourracist attitudes towards national staff, whicasulted
in a strikein one missionin anothermission African staff membersomplaired aboutracial
prejudiceand discriminatiorby one contingentand, inone reported case were toldto eat
separatelyfrom othermission personnekithin a militarybase

wStAIA2Y gl a LISNOSAGSR (G2 AYLIOG GKS YAaaAz2y
69. Overtreligiouspracticesand beliefs of peacekeepingpersonnelwere perceivedto
undermine external relations and impact the impartiality of the mission.In one mission,
authorities had raised concernson severaloccasionsabout contingentsbuilding places of
worshipoutsidetheir camps,warningthe missionthat any perceptionof impartiality would

underminethe peaceor maybe misconstruedoy the populationin areasplaguedby violent
extremism.

70.  Onemissionreportedthat localcommunitieshaddemonstratedagainstthe presence
of peacekeepindorcesbecauseof suspectedartiality towardsspecificarmedgroupsbased
on a sharedreligionand ethnicity, somethingseveralkey informantswithin the missionalso
suspected.

71. Keydecisionmakersin three multidimensionalmissionsacknowledgedperceived
partiality basedon religion or ethnicity to be a sensitiveissuethat neededto be dealt with

openlyand proactively.One missioninformed UNHQabout allegedproselytizingoy certain
contingents.Other reported problematicaspectsof religiousand cultural practiceincluded
distribution of religioustexts ascivitmilitary cooperation(CIMICactivities amongthe local
population; and perceived selective patronization for provision of logistics, welfare and
securityassistancdnasedon religionor ethnicity.

72.  Oneexternalstudyempiricallyconfirmedalong-standingpattern of proselytizatiorto

spread one specific religion by certain contingentsin a peacekeepingmission?® Some
troop/police contributing countrieswere perceivedto support proselytizationthrough their

contingents. An externalthink tank hasarguedfor embeddingeducationregardingreligion
asa dimensionof analysisn peacekeepingituations*! With no establishedUnited Nations
policy on the matter, the risk of contingentsbeingexternallyperceivedasreligiouslypartial

in countrieswith deep-rooted inter-communityconflictappearedsignificant.

Recruitment practiceswere perceived to be unfa and based orpersonalrelations

73.  Halfof surveyed international civilian®0 per cen) indicated that recruitmentwas
unfair and may be based on personal relations. A furthgoétGcent of international civilians
expressed that favouritism and unfair treatment was likely to occur in their missions.
Interviewees perceived personal networks and national clans to trump competencies in the
recruitment process assertingthat manages at all levelsused their influence to recruit
preferred candidatesClose to half of all survey respondentg pér cen) thought there were

40Dijkzeul, D., and Wakenge Rroselytizing as Spoiling from Within? Comparing Proselytizing by United Nations
Peacekeepers in the Sudan and the DR C¢2Qb4)
41 Matyok, T.G Religion: a missing component of professional military educ{2645)

27


https://pdfs.semanticscholar.org/a869/037821dd44d6fbfbbb8b3ec756ee96564eb8.pdf?_ga=2.192085418.1091055130.1581349890-2072543692.1581349890
https://pdfs.semanticscholar.org/a869/037821dd44d6fbfbbb8b3ec756ee96564eb8.pdf?_ga=2.192085418.1091055130.1581349890-2072543692.1581349890
https://apps.dtic.mil/dtic/tr/fulltext/u2/a621430.pdf

cliques or clans based on race and nationality, leading to a perception of overrepresentation
of certaingroups in some missiorgsee figure 14)Someintervieweesstated that there were
clans around mission leaders, including the Havaddition, key informants imne mission
reportedthey had toconstantly resispressure by national authorities to recraitong ethnic

or religious lineswhich it said it always successfully resisted.

Figure 14: Likelihood of the following situation taking place in your mission:
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Mission personnethought discrimindion based on contractual status, nationality and
componentwas likely to occur

74.  Almost half ofcivilianstaff members (48 per cent) believed that discrimination based
on contractual status could happen in their miss{gee figurel5). Intervieweeseferred to

the prevalence of discriminatioand unequal treatment based on staff categories. Examples
included national staff versus field service or international swafbstantive versus support
staff and civilian staff versus uniformed personnel.
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Figure 15: Likelihood of unequal treatment or discrimination against staff based on their:
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75. In both interviews and the online survey, national st#ft they received unequal
treatment relative to international staff, assertirigat their full potential was not utilized due

to aperceivedack of trust and incompetencécross missions, national stafére perceived

to have limited influence over decisiemaking and access to information. Levels of
trust between national and international staff membesppearedgenerallylow. In one
mission the collaboration between mission leaders and national staff during downsizing was
perceived aseverelychallenging

76.  Thirty-sixper cent of police and 40 per cent of militasyrvey respondentbelieved

that discrimination based on componentas likely to occuin their mission.Uniformed
personnel mentioned unequal treatment being meted out compared ctailian staff.
Examples given included provision of lower quality, higher cost accommodation; secondary
preference for transport; lack of duty of care and responsiveness by support services; as well
aspoorwelfare measures

Staff membersdescribeda culture of gossip and bullying, aneixpressed resentment
concerning perceived misuse of entitlements

77. Some staff members resented what they perceived as misuse of entitlengrits-
seven per cenof survey respondents and almost half of international civilians (48 per cent),
believed that entitlementabusewas likely to occur in their missions. Examples given by
interviewees included misuse of United Nations vehicles for personal use and abilge of
provisions of annual and sick leaferences in entitlements between staff members in the
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same mission generated tensions and weoenetimes perceived as unfagspecially if duty
stations in the same mission had different hardship classification

78.  Mission personngbointed to the unhealthy pervasiveness of a culture of go3ie

mission had towvarn its staff about gossip being a form of harassméittout half (54 per
cent) of civilian staff members and offieurth (27 per cent) of uniformed peosinel believed
that emotional harassment was likely to occur in their misggme figure ). For examplea

significant number of staff membersom one missionassertedthat one managerhad

reportedly engaged inabusive behaviour which includedhumiliating manipulatingand

threateningstaff.

Figure B: Likelihoodthat these situations could take place in your mission:
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F. Gender

79. The Or g anors and effors’ors gender mainstreamfdpas both internal

and externaldimensions’® Thus, while gender mainstreaming involves addressing gender
equality and empowerment of women institutionally and internally within the Organization,
programmatic level gender mainstreaming seeks to ensure that gender equality is considered
at all stages of a project or programme that are implemented exterrtélijhis section
focuses primarily on the internal aspecthut also has some references to the external
dimension as it is not always possible to clearly separate one from the other.

Senior managers were generally seen ascommitted to gender mainstreaming and
increasng female representationbut underrepresentationand treatmentof women at the
middle and senior leadership leveilsasperceivedas an issue

80. Manyinterviewees mentionedhat senior managersvere adequatelycommitted to
achieving gender parityjgut alsopointed out that gender paritghouldstart at thetop and
noticeda lack of female representation in senior positions, middle management levehand
the field. Senior leaders highlighted challenges in recruiting female managers, pointing at
instances where selected candidates had not accepted the offered post or left the duty
station prematurely.

81. Close to threequarters of the survey respondents felt that female and mekders

were equally competenfsee figure T). Still, a significant minoritgf both male and female
survey respondentsn particularcivilianstaff memberswere undecided or did na@igree tha

male and female managers were equally competénterviewees highlighted that senior
female leaders had proactively brought greater impetus and importance to gender issues.
One female senior manager explained how she gave more attentioartain issues that she
believed to be overlooked by her male colleagubknetheless, female leaders often
complained about a perceived lack of acceptance from male colleaQuesfemale senior
leader recalled how she had advised an incoming female anissader not to allow herself

to be interrupted by her male counterparts, as was common in-tegbkl forums.

42 See: United Nations Economic and Social Council (ECOSOC) Agreed Conclusions, 1997/2

43 See:United Nations Strategy on Gender Parity

4 See:United NationsOffice of the Special Advisor on Gender Issues and Advancement of \W@®aeder
Maingdreaming: an overviewW2002); United Nations Evaluation Group (UNEG), Guidance Document: Evaluating
Institutional Gender Mainstreaming (2018)
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Figure I: Perceptions on gendenainstreaming and gender parityithin the mission
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Most staff saw gender parity as necessary for gender mainstreamirittin the mission
althougha significant minority did not

82.  Staffmembersgenerallysawgenderparity asthe main facet of institutional gender
mainstreaming About two-thirds (72 per cent) of survey respondents agreed that having
more gender balancwithin the missionwould lead to better resultsand 62 per cent was
supportiveof the practiceof reservingguotasfor missionpersonnel(see figure 16)}dowever,
there remaned a significantminority of respondentspoth male(23per cent) andfemale(16

per cent), who did not agreethat reservingquotasfor women was essentialfor successful
gendermainstreamingln interviews, some amongthis minority expressedrustration and
resentmentat its implementation,statingthat it compromisedmerit-basedrecruitmentand
delayedthe process.

83. Some male staff members interviewed felt gender parity discriminated against them

in recruitment and career development, as some posts veeren to be reserved for female
candidates. Resentment was particularly str@mgongstmale middlemanagers who sought

to advance into senior position®n the other hand, female managers did not always feel
accepted by their subordinates, whom they feltrpeived their selection to be based on their
gender and not on competence. Some mission personnel also saw sharp increases in gender
parity within the military and police components as unrealistida o o d o,crapidornai r e
even undesirable as would lower standards of recruitmenHowever,somemilitary staff
officerspraised the United Nations gender mainstreaming efforts as bringing positive change
inthercountry’s armed forces.
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Gender affairs sections, gender advisors and gender focal poidse appreciated and
perceived topromote a culture of gender sensitivity

84. Key informants in several missions welcomed the roleamd initiatives taken by

gender affairs sections, gender advisors and gender focal points. Positive examples included

a women’'s working group in MINUSMA and f ema
MINUSCA. In addition, some staff members made positive references to the contmilefitio

the gender affairs sections in recruitment and gender mainstreaming work plans.

Female staff membergelt they facedlimitations, hardships, prejudice and discrimination
in their work environment

85.  About tworthirds of survey respondents felt men amemen were treated equally in
their mission (69 per cent). Nonetheless, the results differed strongly between male and
female staff: mternational female civilians were the least satisfied about the state of gender
mainstreaming in their mission, witdmost half @4 per cen) indicatingthat men and women
were not treated equallyFemale staff members at all levels reported challenging aspects of
life in peacekeeping and felt they faced limitations because of their gender.

86.  More than half of female interational respondentsi4 per cent) believedhat serving
in a missiorhindered theirfamily life, with male survey respondents holding simiNéews
(see figure 8). However amissionleaderin one missiorstatedthat it was especiallglifficult

to attract femaleinternational civiliansto one family-duty stationbecausepersonnel were
not entitled toperiodic leave (est and recuperatiopandthe locationwasgenerallythought

not to be conducive to family life.

Figure B: Perceptions on gender mainstreaming and gender parity
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87. Key informants identified numerous challenges related to work and living conditions
in the field. Almost half of the female international civilian survey respondents (43 per cent)
indicated that their mission did not addreige specificconcerns of it§emale personnel, a
sertiment that also came out during the interviewleemale staff deployed in field locations
complained about a lack of privadgadequate living conditionsgs well asn some casea
feeling of increasedulnerability*® However, somainiformed personnel resisted perceived
preferential treatment for female staff, with one male military leader stating that females of
lower rank should not have better living conditions than their superiors.

88.  Talking about how women experierstéhe workplace in their mission was perceived

as a taboo issyeand some deeply problematic attitude®wards women surfaced: some
contingentsreportedlyrefused to collaborate or shake hands witmale staff one female

chief complained of a contingenltat only addressed her subordinate male colleague; one
national male staff reportedly told another national female staff that women had to obey
men based on his religiousonvictions, and; a mission order on dress codes had to be
withdrawn after protestsfrom female staff.Some female staff members also complained
about excessive flirting from male colleagues. Some civilian sections were repeatedly
mentioned astoomalel o mi nat ed and as h &Differeg militaryssebh o ¢ u |
cultures also existd among female military personnel: in one contingent, female officers
were addressed as ‘sir’

89. Challenges that femalstaff faced, such akarassmentand limited privacywere at

times more acute in heavily matlominated environmentsand field locations.Women

developedcoping mechanisms and support networks to address these challesgeb as
female-only groupsand mentorship group for female staff to encourage disclgss on
issues that affected them.

90. A gencr makeupanalysisof duty stations showed that female personnel were more
likely to be stationed at MHQ and to occupy specific sections. Female civilian staff comprised
fewer than a quarter of personnel in field officard £male representatiorvaried pe staff

level andmission(see annex V).

91. Surveyed female international civilians reported the lowest levels of morale (see
figure 20) and were least positive about organizational culturth@ir missions (see figure
19). International female civilians ansistently expressed thewest levels of satisfaction
across all cultural elements covered in the surdéy.

4 The United Nations Global Client Satisfaction Survey (2017) found that female staff members deemed
sanitation,office space and staff counseling to be more important than their male counterparts.

46 Activities of the Office of the United Nations Ombudsman and Mediation SeA¢&E157) mentioned that

some United Nations offices were vestiges of an ‘ol d
field missions, where the mix of military and civilian cultures injected additional layers of adoraieated

culture.

4the United Nations Staff Engagement Survey (2017) found that females expressed less favourable opinions

than male staff about the workplace; and female staff members reported more mental health issues than

males.
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Figure B: How would you rate the organizational culture in your mission?
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Figure20: How would you rate your overall morale in tiverkplace?
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V. Conclusion

92. Contextually, it is important to note that thievaluation of peacekeeping
organizational cultureelied primarily on experiences and perceptions of stdfhese are

important for mission leaders to understand as they clearly have a role in shaping
organizational cul tur e anNb omgamitation eam @ffondgo per s
ignore the perceptions of its personnel in its quest for greater effecss

93. Itis acknowledged that organizational culture may differ from mission to mission, as
well as within missiondhis evaluation attempted to identify broad, cresstting dimensions

of organizational culture that are applicable to most, if not abhpkeepingoperations
Notwithstanding positive views held by mission personnel regarding certain elements of
organizational culture, including aspects of leadership and collaboration, the evaluation
identified a number of critical challenge@ften, the existing organizationatulture in
missions was not fully aligned with the high standards adopted by the Organization and needs
to be i mproved to fully support mi ssi ons’
recommendations, which are not exhaustive, are made bel@f¥.partiailar importance is

the perceived lack of trust in handling of misconduct. Heads of Missions should continue to
raise awareness on key accountability and oversight processes, including expectations of
confidentiality, critical timelines and outcomes of dmmary proceedings, as part of
outreach to all personnel.

94. Given the complex nature of peacekeeping operations and the many systemic and
inter-linking issues identified in the evaluation, the required improvements cannot be
brought about by missions @he. UNHQ as well as Member Statew/hich fell outside the
scope of this evaluation, must necessarily have a large if not decisive role to play in this.

95. As both the Secretargeneral and the ongoing risk assessments have identified staff
perceptions of alture as a starting point for identifying gaps and improving the organization
culture, missions are encouraged to utilize the results of this evaluation as an input into their
efforts, including conducting more fablased enquiries, to confirm the valigiof existing
perceptions, and consequently identify and apply specific corrective measures as required.
The subtlety, pervasiveness and complexity of organizational culture require ongoing efforts
to monitor and improve it.

36



VI

Recommendations

OIOSIED makeswo critical andnine important recommendations®

NR. | KEY FINDING CRITICAL RECOMMENDATIONS INDICATOR

CR1| Para.40-41 | To address the perceived culture of impunity and power dynamics that contribute { Development of a timdound plan to asses:
the general lack of trust in handling of misconduct, missions should assess, with tl and address negative perceptions of
guidance and support of relevant mandated UNHQ entities, whether the existing | handling of misconduct, and stepaskien
mechanisns are effectively implemented, and while taking rules and regulations in{ towards implementation and
account, missions should communicate more openly on the process, anticipated | communication. Evidence that DMSPC an
timelines and outcomes of misconduct proceedings. DMSPC and relevant mandat relevant mandated UNHQ entities have
UNHQ entities (as referead in the DMSPC formal comment to CR1) should consid considered and, as appropriate, taken acti
and addresscrossut t i ng and systemic i ssues? t|toaddresscrossuttingand systemic issues

in the handling of misconduct in
peacekeeping missions.

CR2| Para8592 | Missions should assess the level of morale antbeg staff and identify the root Greater satisfaction of female staff membe
cause(s) of low morale and widespread dissatisfaction among female personnel, | as assessed by results of periodic staff
especially international civilians. Leaders should take practical steps tesmithese | surveysor other methods.
issues, including increasing female participation in critical decisiaking forums and
establishing support networks to address specific grievances.

NR. | KEY FINDING | IMPORTANT RECOMMENDATIONS INDICATOR

IR1 | Para. B-20 | To identify and address critical issues and (mis)perceptions among staff, mission | Comprehensive knowledge management

leadership should, while taking existing tools into account, conduct periodic staff
surveys and/or exploralternativemet hods t o assess thei
culture. To this end, all staff members should participate in end of assignment sur
and/or exit interviews as part of the checkout procedure. Senior staff should

and assessment tools developed and udég
required,achange management plan put ir
place.

481n order to implement these recommendans, all stakeholders should consider tietevantevaluation findings, together with, as applicable, the missipacific evaluation findings (see
para. 13).
49 See para. 12 on the relevance of this recommendation to OIOS.
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systematically provide End of Assignment Reports (EOAR). These assessments s
also be usedd strengthen strategic and systematic internal communication with sta
and to develop an exhaustive change management plan addressing organizationg
culture at the missiofevel.

IR2 | Para.18-20; | Mission leadership should actively champion diversity, inclusi@hgender equality to| Documentary evidence of these activities.
73-76; 80- address resistance to these issues. Dialogues among all staff should be formally &
83, 8592 informally encouraged to help address any prejudice and discrimination, acknowle
biases and identify ways to mitigate them. Gender mainstrearsitagld include
enhanced and systematic engagement of male staff and decisionmakers in missig
through leveraging the role of Gender Affairs Units.
IR3 | Para.73; 82 | To address the perception of lack of trust in the civilian recruitment process and th A strategy and plan to address existing
83 existing perceptions of unfair treatment and favouritism, missions should increase| perceptions; publication of periodic and
transparency of human resources and periodically publish demographic statistics. | transparent human resources reports; and
improve trust and staff morale, while taking time and resource limitations into accg improved staff satisfaction with the
additional feedback mechanisms should be developed for qualified, shortlisted intg recruitment process.
applicants who are not selected.
IR4 | Para33-36 | UNHQ and the missions should review, identify, and address the root causes of th Improved use of perfonance appraisal
of trust in ard perceived poor use of performance management tools and mechanii mechanisms as intended and required.
including ePAS. In addition, UNHQ should integrate the systematic use of perform
assessments in the promotion, career development and mobility of staff members
IR5 | Para28-30 | To address existing negative perceptions of personnel towards the managerial ski| Strengthened iternal communication to

recruitment process of mission leaders, and restore trust in the recruitment proces
political appointees, DPO should review and improve internal communicationeon tk
process and the outcome of mission leadership recruitment. Furthermore, DPO sh
undertake a review of the managerial skills and experience of incoming mission le

and, if required, enhance this component in the selection process.

enhance trust, and, subject the results of
the review, an effective assessment
methodology for the selection of mission
leaders put in place, in particular with rega
to managerial skills and experience.
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IR6

Para.18-20

To improve continuity of leadership, smoothen leadership transition periods, and
better prepare incoming mission leaders on operational challenges, DPO should r¢
its leadership transition arrangements and consider a period of overlap where bott
incoming and outgoing senior leaders are physically present in the mission.

Completed review of leadership transition
arrangements, and improvements made
including consideration of overlapping
incumbency.

IR7

Para5963

To ensure contingents perform their duties in accordance with the policy on PoC,
and missions should review and strengthen accountability frameworks for continge
to reward, encourage and incentivize positive performance and sanction demonstt
ingances of norperformance or undue riskversion.

Optimum use of existing performance
appraisal systems. Underperforming
contingents are considered for remediation
including repatriation from peacekeeping
missions.

IR8

Para.27

To enhance coordination between the field and Mg mi s si o n
should periodically visit field offices in order to gain finsind knowledge of
operational issues, listen to, motivate and guide staff to enhance their effectivenes

S S ern

Increase in relevant visits to field locations

IR9

Para.69-72

To enforce the impartiality of peacekeeping operations, missions should review th¢
need and consider developing internal operational policy that regulates external
expressions offeligion by mission personnel, including contingents, in their interacti
with the host populationDPO should undertake, through missions, to remind
peacekeeping personnel of their duty to uphold the impartiality required of their
function and ensure tat none of their actions affect their official duties or the intere
of the United Nations, per the relevant regulations or standards of conduct for eac
relevant category of personnel, approved by the General Assembly.

Review undertaken anithternal opeational
policydeveloped if deemed necessary.
Relevant ommunicationfrom DPO to
personnel through missions.
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Annex |: Organizational culture by the numbers

Leadership and management
1 Eighty per cent ofespondents agreed that direct supervisors focused on achieving
results.
1 Seventyfour per cent of respondents agreed that the SLT was-widrmed about
the mission area.

Ethic, integrity and accountability
1 Sixty per cent of international civiliaas maragement leveP indicated that
underperformance was not actively addressed.
1 Sixtyseven per cent of international civilians indicated that abuse of authority was
likely to occur.
Ninety per cent of respondents stated that they knew how to repoigconduct.
Forty-eight per cent of international civilians believed that entitlement abuse was
likely to occur.
1 Fifty-four per cent of civilian staff members and 27 per cent of uniformed personnel
believed that emotional harassment and bullying was likelgccur in their mission.
1 Thirty-seven per cent of respondents believed it was sometimes necessary to break
the rules in order to carry out their work.
1 Thirty-nine per cent of international civilians believed that personal relationships and
hierarchy afécted how misconduct was addressed.

= =

Teamwork, collaboration and informatiesharing

1 Twentynine per cent of international civilians believed there was too much
duplication of work.

1 Thirty-seven per cent agenior and mieevel civiliang' believed there wa too much
duplication of work.

1 Eightyseven per cent of respondents agreed that collaboration was effective within
their team and between sections.

1 Fifty-seven per cent of female staff believed necessary information was freely shared
in a constructive maner.

1 Sixtyfour per cent of international civilians indicated that collaboration between
mission support and the substantive side was effective.

Riskappetite
1 Thirty-one per cent of respondents did not believe that contingents were ready to
assume the ame amount of risk in performing their duties.
1 Sixtyone per cent of senior and nHével civilians felt that contingents were not
equally responsive in performing their duties.

Sensitive issues
1 Forty-nine per cent of civilians believed thdiscrimination based on race was likely
to occur.
1 Thirty-three per cent of civilians believed that discrimination based on religion was
likely to occur.

S0 USG/ASG, D2, P4P5
51 Seefootnote 32.

40



1 Forty-eight per cent of civilians believed that discrimination based on contractual
status was likelyd occur.

1 Thirty-six per cent of police and 40 per cent of military personnel indicated that
discrimination based on component was likely to happen.

Gender
1 Fortyfour per cent of female international civilians believed that men and women
were not treated eqally.
1 Fifty-four per cent of female international civilians and 30 per cent of female military
staff believed their gender hindered their life and work in the mission.
1 Forty-three per cent of female international civilians indicated that their mission did
not address specific concerns of its female personnel.

Annex Il: Perceptions on mandate delivery

Do you believe that your mission's mandate is realistic and achievable?
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Do you believe your mission is overall on the right track to detesults?
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Has the organizational culture in your mission improved over the period you were
deployed?
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Please select 3 cultural elements internal to your mission that you believe have the
strongest influence on effective mandate implementation.

Leadership and management -
Teamwork and collaboration
Accountability for performance and results -
C andi haring -

Readiness to take risks and respond to threats -

Planning -
iiity for misconduct and

Staff well-being -
Innovation and adaptability =
Gender -
rules and G

IS s ‘s

=3 =3

& &

Number of selections

OIOS data, N = 11884
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Annex IlI: Demographic overview of interviewees

Interviewed and surveyed uniformed personnel included contracted senior military and
police leadership (ASG/D2/D1R)Military Staff Officers (MSO), Individual Police Officers
(IPO) and secondaetfficers. Members of contingents and Formed Police Units (FPU) were not

included in the data collection. Representatives of Member States and external stakeholders
were also not interviewed.

Key informant interviews (KlI)

Gender Total

Female 41

Male 88

Total 129

Staff level Civilian | Military | Police| Total
Junior Staff 5 / / 5
Middle Management 61 5 3 69
Senior Management 19 5 2 26
Mission Leadership 20 5 4 29
Total 105 15 9 129

Focus Group Discussions (FGD)
FGD participants$
Male Female | Total # of FGL

UNMISS 57 18 10
MINUSMA 63 48 20
MINUSCA 25 9 6
MONUSC({ 59 23 12
UNIFIL 32 18 8
TOTAL 236 116 56

52 See:United Nations Staff Categories

53FGDs were generally composed based on gender, level, mission entity or thematic area, and included civilian,
military and police personnel.
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Annex IV: Demographic overview of survey respondents

The response ratef the online surveyvas 31 per cent (5,670) and tllempletion rate was

70 per cent (3,953)CivilianNS refers to national staff (G and NO positions), Civiato
international staff (P and FS positions). Respondents who could not be identified by their
component were excluded from the sample. Reporsedvey percentages exclude responses
of “Don%*t know”.

Number of survey respondents per mission component and gender
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Sample of survey respondents as compared to total population size

Population Sample

Gender
Male 78.71% 73.89%
Female 21.29% 26.11%
Int'l / Nat'l Staff
International 37.9% 53.7%
National 62.1% 46.5%

54The full questionnaire used for the online survey is available upon request.
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Annex V: Gender analysis

Deployment of female civiliapersonnel based on level per selected multidimensional

missions
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Location of female civilian personnel in selected multidimensional missions

100 -
el 35 34 31
75- <

50-

25-

Percent of staff

75

50-

25-

100 -
25 23 23

MINUSCA MINUSMA MONUSCO UNAMID UNMISS

|BUONBUISIU|

Gender

. Female

[euoneN

FO MHQ FO MHQ FO MHQ FO MHQ FO MHQ
Location within Mission

Annex VI. Overview of United Nations special invgstiions

Between 2016 and 2018, the United Nations Secretariat convened the following special
investigations into incidents that occurred in peacekeeping missions:

il
1
il

Violence which occurred in Juba, South Sudan (UNMIZ&BS@ptember 2016);
PoC response #flINUSCA in the Central African Republic (14 to 28 November 2017);

The 7 December 2017 Semuliki attack in the Democratic Republic of Congo
(MONUSCO, 10 to 28 January 2018);

The 15 September 2017 Kamanyola incident in the Democratic Republic of Congo
(MONJUSCO, 128 January 2018).
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Annex VIlI:IFormal management responsef key stakeholders

A. Overview of key stakeholder responses to request for formal comments on Final
Draft Report (October and December 2020)

Missions | Formal comments| Formalacceptance findings and Action plan
recommendations

MINUSCA | Nocomments Not received Not received

MINUSMA | Nocomments Yes Yes

UNMISS | Yes Yes Yes

MONUSC(Q Yes Yes Yes

UNISFA No comments Yes Yes

UNDOF Nocomments Yes Not received

UNTSO Nocomments Yes Not received

UNIFIL No comments Yes Yes

UNMOGIP | Nocomments Yes Not received

UNFICYP | Yes Yes Yes

UNMIK No comments Yes Yes

MINURSO | Yes Yes Yes

UNHQ Formal comments| Formal acceptance findings and Action plan
recommendations

DPO Yes Yes Yes

DMSPC Yes Yes Not received
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B. UNHQ entities

TO!

. Inspection and Evaluation Division

THROUGH:
S/C DE!

FROM

. Business Transformation and A ccountability Division

SUBJECT!
OBJET:

NationsUnies

INTEROFFICE MEMORANDUM MEMORANDUM INTERIEUR

Mr. Yee Woo Guo, Director oate: 8 February 2021
Office of Internal Oversight Services (O10S)

REFERENCE!

Christophe Monier, DireWW

Department of M anagement Strategy, Policy and Compliance
(DMSPC)

DM SPC M anagement Response on the Final Draft Report of the Office of
Internal Oversight Serviceson the Evaluation of Organizational Culturein
Peacekeeping Operations

1. | am writing with reference to your email on 2 February 2021, in which OlOS shared
the final draft report on the Evaluation of Organizational Culture in Peacekeeping
Operations. My office has coordinated with relevant stakeholders within our
Department and, based on their inputs, is presenting you with a formal management
response for DM SPC.

2. DM SPC agreeswith some of the broad issueswith and challengesto
organizational culturein the Secretariat asidentified in thereport. The report
speaks about organizational culture from a broad range of perspectives, including
power dynamics, communications, teamwork etc. These elements, taken together, are
reflected in the results of the perceptions surveys and issues of lack of trust that arose.
It would have been important for Critical Recommendation 1 (CR1) to take a holistic
approach to addressing these perceptions.

3. DMSPC doesnot agree with therelevance of CR1to thefindingsin the
evaluation, and of the singular focus on misconduct and theresulting
implications of itsimplementation for stakeholdersinvolved. The perceptions and
related findings described in the report speak to the larger issue of accountability and
leadership responsibility and go beyond the issue of misconduct. While conduct and
discipline/misconduct falls within this overall accountability, other areas of oversight
play important parts, including investigations, management of disciplinary matters
and the United Nationsosystem of administration of justice, the ethics office, anong
others. This broader network of playersin the accountability system are identified
and discussed in the report itself, but not accordingly reflected in CR1. While O10S
has provided amendments to this recommendation based on consultations with
DM SPC, the significance and impact of larger systemic challenges are still not
reflected in the current formulation of CR1.

4. Inaddition, DM SPC is concerned with the practical feasibility of implementing
CR1 asmissions do not carry out the oversight process, nor isit clear they have the
requisite data from OIOS to conduct the assessments.
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5. DMSPC appreciates OIOS’ engagements with DMSPC throughout this process and
efforts to try to accommodate some of our substantive feedback. However, we regret
that the core concerns were not reflected in the reformulation of CR1, hence DMSPC

is not able to accept the recommendation.

6. However, DMSPC will commit to the following action plan:

a. DMSPC will, in coordination with other UNHQ key stakeholders including
ID/OI0S, Ethics Office, DPO, DPPA, and SRSGs at mission level, issue a
holistic communication by UNHQ to Secretariat entities, including missions,

on information to include in awareness-raising activities aimed at

strengthening understanding and trust in accountability mechanisms and
related end-to-end processes as they impact on overall culture, power
imbalances, collaboration, teamwork and performance. This action will be

carried out by UNHQ entities in Q2, 2021.

b. DMSPC will also, further to the UNHQ communication, request SRSGs to,
upon receipt from OIOS of detailed data from the present report for missions
which were subject to perception surveys, raise awareness among mission
personnel from a holistic perspective aimed at addressing the challenges to the
organizational culture noted in the report. Subject to missions receiving the
necessary information, DMSPC will request that missions undertake this

action in Q3-Q4 2021.

7. Iwould like to take this opportunity to thank you and your team for your engagement

and collaboration throughout this process.

cc: Aruna Thanabalasingam

DPORecommandationg\ction Plan(January 2021)

Rec. Anticipated Actions Entity(ies) | Target
# date
CR1
DPO cannot undertake to provide strategic guidance for a review of the
effectiveness of conduct and discipline mechanisms, which are not under
functional purview. DPO had indicated from its earliest comments on the
report that this recommendation would fall under the purview of DMSPC,
which has the functional remdver and expertise on conduct and discipline
processes.
IR5
For posts, whose selection fall s-| DPO(for |Dec.
Heads of Mission), DPO has reviewed the skills and experience needed fi Heads and| 2021
incoming senior managers at this level and, based on the outcome of the| Deputy
review, strengthened the assessnteof managerial skills and improved Heads of
selection tools, by including a leadership and motivation questionnaire to| Mission)

filled out by candidates before the interviews and scendased questions
asked during the interview. The Department will strengthen inéérn
communication on the selection process of Heads and DeHegds of
Mission.
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Rec.

Anticipated Actions

Entity(ies)

Target
date

IR6

DPO reviewed leadership transition arrangements and issues have been
remedied to the extent possible, giveonstraints. Efforts are systematically
undertaken to ensure that departing Deputy/Heads of Mission (D/HoMS)
incoming D/HoMs connect at Headquarters or via video/phone, when one
in-briefing and the other is odbriefing, as well as through the shagiof End
Of-Assignment reports. The overlapping incumbency of these senior
managers was considered, but actual overlaps in mission for HoMs rema
difficult to organize and in fact are typically not recommended for political
reasons. Such overlapsalsgqrai r e funds and Memb
which for Deputy Heads of Mission is rarely granted.

DPO will continue to implement the measures outlined above and seek
overlaps in incumbency whenever feasible. DPO considers this
recommendation implemented.

IR7

Independently of the evaluation, DPO, DOS and DMSPC undertook a rey
performance and accountability mechanisms across all components of
missions-civilian, police and military and developed the Integrated
Peacekeeping Performance and Aaatability Framework, finalized and
shared with the Special Committee on Peacekeeping Operations in Septg
2020.

By the target date, DPO will provide documentation of the implementatior
the framework, as it relates to contingents and the recommendation. Spe
priority projects in the framework are focused on strengthening the existin
accountability for contingnts, as well as establishing a new mechanism to
recognize outstanding performance. The framework also includes a detai
matrix with triggers if serious and systemic performance issues, including
PoC are identified. Such steps include action by trssiom and UNHQ and
remedial measures.

DPO

Dece
mber
2021

IR9

DPO reviewed current administrative guidance for the relevant categories
peacekeeping personnel and determined that it could not develop a polic}
regulating externak x pr essi ons of religion K
review, no current regulation or standard of conduct approved by the Ger
Assembly appears to allow for the development of such policy, including
specifically for peacekeeping personnel. DPO tleeetonsiders that any
such regulation would have to be considered at Secretariat or United Nat
system level and, if developed, approved by the General Assembly.
DPO will undertake, through missions, to remind peacekeeping personne
their duty to ughold the impartiality required of their function and ensure
that none of their actions affect their official duties or the interests of the
United Nations, per the relevant regulations or standards of conduct for e

relevant category of personnel, appmey by the General Assembly.

June
2021

51




C. Missions

Mission de l@rganisation des Nations Unies pour la 12, Avenue des Aviateurs - Gombe
Stabilisation en R@publique d@mocratique du Congo Kinshasa, RD Congo - BP 8811
United Nations Organization Stabilization Mission T@®l. +243 81 890 5000
in the Democratic Republic of the Congo +243 81 890 6000
MONUSCO
INTEROFHCEM BEM ORANDUM

Date: 6 October 2020
Ref.: MO NUSC0-2020-01267

To. Mr. Yee Woo Guo, Director
€: Inspection and Evaluation Divison
Office of Internal Oversight Services

Fom: Nancee Oku Bright ~
De: Mission Chief of Saff w

Subject: Draft Report on OlOS evaluation of Organ izational Culture in
Objet: Peacekeeping Missions

1. Ireferto yourmemorandum, dated 28 August 2020, regarding the draft
report of the Office of Internal Oversght Services (OlOS) on the Evaluation of
Organizational Culture in Peacekeeping Missions (Ol0S/2020/01263).

2. MO NUSCO appr eciatesthe detailed analysisundertaken by OlOSand
extends its gratitude to the evaluation team for the con sultative approach
und ertaken in preparing the report. The Mission also recognizesthe importance
of this thematic evaluation, which relied primarily on experiences and
perceptions of staff, and the valuabl e insights for the Organization, and for
pe ac ekeeping operationsin particular, contained in the report.

3. The Missbn hasreviewed the report and its recommendations closely
and observesthat certain of the recom mendations refer to challenges that
are inter-linked with broader, syssemic concerns for which the required
improvements cannot be brought about by Missions alone. The Mission
nevertheless accepts the report& recommendations and expresses its
com mitment to taking into account the results of the evaluation, inter alia, as
an integral part of the Mission& Action Plan on staff engagement. The Mission
further notesthat it hasalready taken a number of stepsin the key areasthat
are the focus of the evaluation, including by holding senstization sessonson
critica | accou ntability mech anisms for disciplinary matters such as SEA, fraud
and theft, conducting focus groups to adv ance discussions of female staff
we ll-be ing and ide ntify specific challengesand concerns,and streamlining the
performance assessment of the Mission& uniformed components in
coop eration with Headquartersand Troop and Police Contributing Countries.



4. As highlighted in the report, Mission Leadership plays a critical role in
influencing a Mission's organizational culture, and | am in full agreement with
the need for accessible, collaborative, and actively engaged leaders.
MONUSCOQ's leadership is deeply committed to remaining actively engaged
in addressing the findings set forth in the evaluation and, together with OIOS
and DPPA/DPO, will continue to work towards implementing OIOS'
recommendations with a view to strengthening the Mission's organizational
culture and enhancing its effective functioning.

Kind regards.

Cc: Mes. Leila Zerrougui, SRSG and Head of MONUSCO
Mr. Ebrima Ceesay, Director of Mission Support
Mr. Elie Rizkallah, Senior Administrative Officer
Ms. Judith Atiagaga, Audit Focal Point
Mr. Daniel Maier, Senior Strategic Planning Officer
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United Nations @ Nations Unies

INTEROFFICE MEMORANDUM MEMORANDUM INTERIEUR

UNMOGIP

pate: 13 January 2021

- Mr. (Eddie) Yee Woo Guo

* Director

Inspection and Evaluation Division (IED)
Office of Internal Oversight Services (OIOS)

THROUGH:
A:

FROM:

SUBJECT:
OBIJET!

Mr. Nester Odaga-Jalomayo

" OIC- Head of Mission, UNMOGI

—

: UNMOGIP: Formal Management Response to Evaluation of Organizational
" Culture in PKOs

This is to acknowledge receipt of your interoffice memo dated 04 December 2020 and
your email dated 13 January 2021 regarding the subject.

Kindly be advised that the Mission does not have any further comments on the Final
Report of the Evaluation of Organizational Culture in Peacekeeping Operations and you
may therefore treat this interoffice memo as our formal acceptance of the Final Report’s
recommendations.

Best regards.
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UNITED NATIONS f@% NATIONS UNIES
\\s. /4

TRUCE SUPERVISION ORGANIZATION

Government House
Jerusalem

Date: 13 January 2021

To: Mr. Yee Woo Guo, Director
Inspection and Evaluation Division (IED)
Office of Internal Oversight Services (OIOS

/)
From: AlanDoyle | (\
Officer-in-Charge \ ‘
UNTSO '
Subject: Final Report of the Evaluation of Organizational Culture in

Peacekeeping Operations

1. Reference is made to your interoffice memorandum OIOS-2020-01775
concerning the request for a formal management response on the Final Report of the
Evaluation of Organizational Culture in Peacekeeping Operations.

2. We have reviewed the draft report shared with us and we agree with, and

accept, the recommendations made therein. As requested, we will develop and
provide the action plan for implementation of the recommendations.

Best regards.
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UNITED NATIONS PEACEKEEPING FORCE IN CYPRUS
P.O. BOX 25644, 1311 NICOSIA, CYPRUS ~- TEL: 357-22-614000 FAX: 357-22-614600

INTER-OFFICE MEMORANDUM

pare: 28 December 2020
rer: OSRSG-201218

to: Mr. Yee Woo Guo, Director
a: Inspection and Evaluation Division (IED) =
Office of Internal Oversight Services (O10S)

rrop” Elizabeth Spehar, Special Representative of the Secretary-G
pe:\ and Head of Mission

sussect: Request to formal management response on Final Report of the Evaluation of
osset: Qrganizational Culture in Peacekeeping Operations

i I refer to your interoffice memorandum, reference number O10S-2020-01775, dated 4
December 2020, requesting a formal management response to the Final Report of the
Evaluation of Organizational Culture in Peacekeeping Operations.

2. UNFICYP accepts the recommendations of the Final Report, while noting that the
Mission considers “Important recommendations™ # 5, 6, 7 and 9 as not applicable to UNFICYP.
Please find attached the Mission’s plan of action for each recommendation.

Best regards.
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UNITED NATIONS @ NATIONS UNIES
' UNISFA
United Nations Interim Security Force for Abyei
i P | iy Al faadiall (1-_4'\1\ 598

INTER OFFICE MEMORANDUM

DATE: 24 December 2020
REFERENCE: UNISFA/MHQ//OHOM/021/2020

To: (Eddie) Yee Woo Guo
Director, Inspection and Evaluation Division
0OIOoS

From: Major General Kefyalew Amde Tessema

Acting Head of Mission and Force Commander
UNISFA

Subject: Final Report of the Office of Internal Oversight Services on Evaluation of
Organizational Culture in Peacekeeping Operations

1. I am pleased to inform you that I have received the final report of the Office of Internal
Oversight Services (OIOS) on the Evaluation of Organizational Culture in Peacekeeping
Missions.

2. Iwelcome the findings and recommendations of the report which form a good basis for further
improving the organizational culture in UNISFA. Accordingly, my team has developed the
attached action plan to respond to the recommendations and will report to me on progress
regularly.

3. I would like to take this opportunity to thank the OIOS team for its efforts and cooperation
with UNISFA focal points.

4. Thank you and best regards.
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UNITED NATIONS NATIONS UNIES

United Navons Mission in the Missson des Navons Unies en

Republic of South Sudan République du Soudan du Sed
TO: Mr. (Eddie) Yee Woo Guo, Director DATE: 29 December 2020

Inspection and Evaluation Division (IED)
Office of Internal Oversight Services (OIOS)

FROM: Guang Cong
Officer-in-C
United Nations Mission in the Republic of South Sudan (UNMISS)

I UNMISS would like to thank OIOS for conducting the evaluation of organizational culture in
peacekeeping operations and for transmitting to us the detailed results. While many of the results relate to
longstanding, well-known and often systemic issues in peacekeeping operations, the detailed findings and
conclusions offered by the evaluation provide new impetus and ideas for effecting improvements. The
evaluation has also brought to light some issues that, have so far not been high on the agenda in peacekeeping
~ for example, in the area of racial discrimination among staff — but that could, if properly addressed, have a
great positive impact on the organizational culture and thus staff motivation, effectiveness and retention.

2. UNMISS is pleased to note the positive Mission-specific results, such as on leadership and on some
gender-related topics (in particular among uniformed female staff), and also acknowledges the negative ones,
such as in the areas of gender more generally, discrimination, s well as regarding communication and
information sharing. We note that implementing the recommendations will for the most part require a
concerted effort by missions in close collaboration with departments at United Nations Headquarters, while
some improvements require, as the report notes, inputs from Member States.

3. UNMISS has already undertaken measures to implement some of the recommendations, focusing on
the areas, mentioned above, where the evaluation has found gaps that the Mission can address on its own,
Under the arca of information sharing, regular and frequent town hall meetings were conducted with staff and
at the onset of COVID-19 pandemic with increased frequency. These have been found to be a best practice for
increased information sharing, both top to bottom and bottom to top.

4, The Mission-level action plan to address the recommendations is enclosed, We have only included
anticipated actions for the recommendations that are addressed to missions. UNMISS would also like 1o note
the following regarding specific recommendations:

a) With regard to CR I, many of the perceptions that are held by mission personnel are a result of
processes that are not handled at the Mission level but instead by various UNHQ entities (O10S,
DMSPC, internal justice bodies and mechanisms) as well as TCCs and PCCs. Furthermore, the
Mission does not include oversight entities. Therefore, while the Mission agrees 1o improve its
communication on these processes to its personnel, further Mission-level action to address such
perceptions will likely only have limited effect.

b) With regard to CR2, the Mission has already taken steps to enhance the working and living
experiences of female personnel, ensure a positive work-life balance, broaden the range of
offered welfare activitics, and improve the sccommodation provided to personnel in efforts to
address several of the root causes of dissatisfaction,

¢) With regard to IR |, the introduction of exit interviews as a required part of the checkout process
of all individual personnel is well advanced. Exit interviews are already being conducted with
UNMISS female individual police officers.
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Ce:

d) With regard (o IR3, the Mission is in the process of launching 4 staffing dashboard, which
contains both geographical and gender distributions by category and section. The dashboard will
be shared with-all staff via internal broadcast.

€) With regard to IR8, UNMISS senior leadership. already conducted regular visits to field offices
before the COVID-19 pandemic. With the onset of the pandemlc the mission increased virtual
contact and information exchange with. ﬁetd offices. [n the last quarter of 2020, the tempo of field
visits: by the leadership increased while observing COVID preventative measures..

Mr. Jean-Pierre: Lacroix, Under-Secretary-General
for Peace Operations’ (DPO)

Mr: Atul Khare, Under Secretary-General
for Operational Support (DOS)

Ms. Catherine Pollard, Under-Secretary-General
for Management Strategy. Policy and Compllance {DMSPC)
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Tuesday, January 5, 2021 at 15:44:06 Central European Standard Time

Subject: FW: - MINUSMA: Formal acceptance and requested inputs for recommendations action
plan as per the Final Report of the Evaluation of Organizational Culture in Peacekeeping
Operations

Date: Tuesday, 5 January 2021 at 12:42:56 Central European Standard Time

From: Joanne Adamson

To: Lucas Destrijcker

cC: Annadif Khatir Mahamat Saleh, Mbaranga Gasarabwe, MINUSMA-FHQ-FC, Bettina Patricia

Boughani, Claudia Banz, Anton Antchev, Thierry Kaiser, Andres Salazar Van Epp, Philippe
Prevost, El Hadji Diene, Etienne Tremblay-Champagne, Keisha Haywood, Sophie Ravier,
Kwami Lavon, Ali Mahamat Zene, Monica Maria Costa Bernardo, Arabella Olomide,
Gabriella Mariana Linnea Ingerstad, Minusma Minusma-Fhg-Ma-Fc, George Zachariah,
Ishaq lbrahim, Lina Bibiana Ordonez Burbano, Rodolfo Garcia, Loubna Benhayoune, Olivier
Salgado, Delphine Lapenu, Jean Martin Tiani Tommo, Dounia Bere, Audrey Serret, Sory
Sangare, Rajesh Chadha, Corinne Clave, Amina Benzidane, Nadeige Jovin, Myriam
Dessables, Emmanuel Monjimbo, Rahul Sur

Priority: High

Attachments: MINUSMA - UN SYSTEM-WIDE GENDER PARITY STRATEGY IMPLEMENTATION PLAN
2020.pdf, TOR MINUSMA GTF .doc, 04012021 MINUSMA Action Plan to Address Lack of
Trust in Handling Misconduct .docx, Recommendation Action Plan - O10S-IED Evaluation of
Organizational Culture in Peacekeeping Operations - MINUSMA_- revised on 4 January
2021.docx

Dear Lucas,

On behalf of MINUSMA, in my capacity as Officer in Charge Head of Mission, | would like to indicate the
senior leadership’s formal acceptance of the recommendations in the Final Report of the Evaluation of
Organizational Culture in Peacekeeping Operations.

In addition, please find the Mission’s inputs for the recommendations action plan. Kindly note that
additional supplementary documents are attached, including:
1. An action plan to address lack of trust in handling misconduct in the Mission (Critical
Recommendation 1)
2. An implementation plan for the UN-System side gender parity strategy (/mportant
Recommendation 4)
3. The Terms of Reference for the Gender Task Force (/Important Recommendation 4)

In 2021, the Mission will continue to work on other critical elements as identified in the
recommendations action plan, most notably among others:

e Developing a plan to address existing perceptions by staff of recruitment process, including the
publication of periodic and transparent human resources reports as well as providing feedback to
internal applicants on status of their applications, test and interview results. (Critical
Recommendation 2)

® Conducting an annual survey to assess staff satisfaction with recruitment processes. (Critical
Recommendation 2)

If you have any additional questions or require further information, please contact the MINUSMA Chief of
Staff, Claudia Banz (banz@un.org), with Monica Bernardo (costabernardo@un.org) in copy.

My very best wishes to you in 2021,

Joanne Adamson
Officer-in-Charge, Head of Mission, MINUSMA



UNITED NATIONS Y NATIONS UNIES

INTERIM FORCE IN LEBANON Chp FORCE INTERIMAIRE AU LIBAN
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gy

15 January 2021

To: Mr. (Eddie) Yee Woo Guo, Director : N | F 7
Inspection and Evaluation Division, Q108 / N P

From: Major-General Stefano Del Col, Head of Mission and Fo
TUNIFIL

Subject:

1. We refer to your memorandum addressed to the USGs of DPO, DOS and DMSPC dated
04 December 2020 on the subject evaluation report and subsequent internal request from
[ED for formal acceptance and a mission level action plan for the recommendations
contained therein.

2. Accordingly, please find enclosed proposed UNIFIL action plan.

Best regards.

Cc: Mr. Effendi Syukur, Audit Focal Point, UNIFIL
Mr. [brahim Bah, Chief, MERAO, Internal Audit Division, OIOS
Ms, Cynthia Avena-Castillo, Professional Practices Section, Internal Audit Division,
0108
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TO:;

FROM:

SUBIJECT:

&)
\ Y
UNITED NATIONS S5# NATIONS UNIES

DISENGAGEMENT OBSERVER FORCE

Office of the Head of Mission and Force Commander

UNDOF Headquarters, Camp Faouar

(Eddie) Yee Woo Guo, Director DATE: 13 JAN 2021
Inspection and Evaluation Division (IED)
Office of Internal Oversight Services (OIOS)

REFERENCE: DOF/FC/014/2021

Lt Gen Ishwar Hamal, HoM/F
UNDOF B

UNDOF response on Final R
Culture in Peacekeeping

rt of the Evaluation of Organizational

ODperations

1. Reference is made to the interoffice memorandum OI0S-2020-01775
concerning the Office of Internal Oversight Services (OIOS) Evaluation of
Organizational Culture in Peacekeeping Operations.

2. We appreciate the efforts made in developing the report and accept the Final
Report’s recommendations.
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UNITED NATIONS ‘L/ ‘Q’ NATIONS UNIES
United Nations Mission for the {4‘ ‘\} Mission des Nations Unies pour
Referendum in “r\,,vélf ’organisation d’un référendum au

Western Sahara MINURSQ  Sahara occidental

INTEROFFICE MEMORANDUM

Date: 29 December 2020
Reference: SRSG/047/2020

To: Mr. (Eddie) Yee Woo Guo, Director
Inspection and Evaluation Division (IED)
Office of Internal Oversight Services (OIOS)

From: Colin Stewart
SRSG and Head of Mission
Subject: Final Report on the Evaluation of Organizational Culture in
Peacekeeping Missions
1. Reference is made to your inter-office memorandum OIOS-2020-01775 of 4 December

2020 on the final report of the OIOS on the Evaluation of Organizational Culture in
Peacekeeping Missions and the related MINURSO findings.

2. MINURSO accepts the final report and herewith encloses its action plan as approved
by the SRSG. The Mission remains committed to implementing the relevant recommendations

to improve its organizational culture.

3. Going forward, we remain available for further coordination with OIOS towards the

ultimate closure of these recommendations.

Best regards.
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UNITED NATIONS
United Nations Interim
Administration Mission

in Kosovo

@ NATIONS UNIES
Mission d°Administration
Intérimaire des Nations Unies

UNMIK 20 Kosove

INTEROFFICE MEMORANDUMMEMORANDUM INTERIEUR

DATE: 24 September 2020
REFERENCE:
TO: (Eddie) Yee Woo Guo, Director
Al Inspection and Evaluation Division (IED)
Office of Intemnal Oversight Services (O10S)
THROUGH:
S/C DE:

FROM: Zahir Tanin /ZM” 7(/\

DE; Special Representative of the Secretary-General/Head of Mission
United Nations Interim Administration Mission in Kosovo

SUBJECT: Final Draft Report on the Evaluation of Organizational Culture in

OBJET: Peacekeeping Missions

1. 1 am pleased to inform you that | have received the draft report of the Office of Internal
Oversight Services (OIOS) on the Evaluation of Organizational Culture in Peacekeeping
Missions (O10S/2020/01263) on 28 August 2020.

2. I'welcome the findings and recommendations of the report which form a good basis for further
improving the onganizational culture in UNMIK, Accordingly, I have instructed my team to
devdopulalonphn(orupondwmeofmcmnmu\dmmsmdmpomomonmgm

regularly.

3. I'would like to take this opportunity to thank the OIOS team for its efforts and cooperation with

UNMIK focal points.
4. Thank you and best regards.

X@e). 202.0 00396
hoio-00kys - axeglao

ADLINE - -

NFO COFY

M seNowa
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AnnexVIIl: OIOSIED response to formal management response

1.

OIOS thanks all missions and stakeholders at UNHQ for their strong engagement
throughout this evaluation and their continued commitment to improving
organizational culture in peacekeeping operations.

On CR1, OIOS notes the DPO formal comment that it ¢ammovide strategic
guidance for a review of the effectiveness of conduct and discipline mechanisms,
which are not under its functional purview. DPO was included in CR1 in recognition of
its roles in supporting and streamlining communication strategies] as an
interlocutor between the missions and the relevant UNHQ entities such as DMSPC.
DPO did not specify which role it saw for itself to support the implementation of CR1,
and as the focus of the recommendation is on missions, reference to DPCeéias b
removed from the recommendation.

On CR1, OIOS appreciates the formal comments received from DMSPC and agrees that
a ‘“holistic approach’ with a ‘broad net wo
be needed in order to address the issue of trust deficits amongst peacekeeping
persomel relating to misconduct proceedings, and it was in recognition of this that
CR1 named: ‘Mi ssions, DMSPC and relevant
actors. OIOS notes that all missions have accepted CR1 and have proposed several
actions to implementhe recommendation. At the same time, the missions have also
acknowledged that they cannot fully address the issue without the necessary support
from relevant mandated UNHQ entities, including DMSPC. The proposed actions by
DMSPC to address this mattareavery welcome, and these have been included as
recommendations made to DMSPC, with assumption that they are accepted.

On IR1, OIOS appreciates the formal comment received from DOS and has added the
requirement for missions to develop change managemefang to address
organizational culture issues.

On IR9, OIOS notes that all peacekeeping missions have welcomed IR9 as it is
formulated and expressed the need for guidance and support from DPO on this
matter. In view of DPO response, the action for DPOble@n adjusted accordingly;

i.e., for DPO to undertake, through missions, to remind peacekeeping personnel of
their duty to uphold the impartiality required of their function and ensure that none

of their actions affect their official duties or the intetsf the United Nations.
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