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Abstract

DEMOCRATIC POLICING AND ORGANIZATIONAL LEARNING INUN POLICE
MISSIONS: A MIXED-METHODS STUDY

Kutluer Karademir, PhD
George Mason University, 2012

Dissertation Director: Professor Jack A. Goldstone

After the end of the cold war, intra-state cartflihave proliferated (Marshall,
2010), and the UN has become the leading intenmati@rganization to intervene in these
conflicts (Lipson, 2007). In parallel with thesevdbopments, the concept of security has
also shifted, from being centered on the secufithe state to focusing on the security of
citizens (Wulf, 2004; Haggi, 2004), mostly as assguence of the ‘third wave’ of mass
democratization (Huntington, 1991). As the inteioradl intervener, the UN is charged
with the build-up or restoration of the demolishiestitutions in post-conflict
environments (PCEs); however the establishmentladaintainence of order on the
streets is a precondition for the implementatiomsfitutional reforms. This entails a
great amount of effort to build capacity for theiomal police forces of post-conflict

countries (Ferguson, 2004). The UN’s police compoegNPOL) deals with the training,



supervising, reform and restructuring of host coupblice forces. UNPOL also conducts
active law enforcement duties when the local patigganizations are fully incapable. In
1996 the principles of democratic policing (DP) eertroduced by the UN as the
framework of UNPOL operations. Nevertheless, UNPOtdpacity to implement DP
principles has been questioned due to a set adriattat are mostly stemming from its
organizational structure (Call & Barrnett, 2000rife 2005). UNPOL is a composite
police organization that is comprised of policaa®fs coming from several different
countries, most of which are developing countrieg themselves have poor records of
democracy and human rights (Durch, 2010; Wiatrowisidoldstone, 2010). Moreover,
the duration of service is limited to one year #md causes the loss of institutional
memory (Mobekk, 2005).

Putting UNPOL'’s duties and organizational struetingether, this study argues
that if the knowledge and experience which existhe diverse and dynamic working
environment of UNPOL can be converted into orgarornal knowledge then UNPOL
will become a better operating organization, anfebenore effective in establishing DP
principles in PCEs. The conversion of accumulatealilkedge and experience into
organizational knowledge can be done with the appbn of organizational learning
methods. As a matter of fact, the UN has realiredrmportance of organizational
learning and knowledge management in the 20004 .litde has been done since then to
improve this domain (Benner & Rotmann, 2008).

This study examines the practice of democraticcpadi and organizational learning across



UNPOL missions from both individual and organizagblevels through a mixed-
methods research design. The quantitative dataecftudy was collected through a web-
based survey conducted on several hundred UNPQiedodf The qualitative data was
collected through 14 semi-structured in-depth ineavs with UNPOL officials from the
headquarters and missions.

The quantitative findings of this study showeattdNPOL officers show strong
support for the principles of DP regardless of dgraphic or professional factors such as
age, education, mission, or rank. Also, they gaimsaerable new knowledge and
experience on policing during missions, and thisvikdedge and experience changes their
approach on policing. Two OLS models were rund gmripirical evidence on the
explanatory factors of the perceptions of learrand democratic policing in UNPOL
missions respectively. The first model showed #itgctive leadership, the adequacy of
technical facilities and training has positive anghificant association with learning in
UNPOL missions. The second model found that Orgaitizal Learning (OL) experience
is a significant predictor of more positive attiasdon Democratic Policing (DP). Longer
tenure years and male gender also have signifzzsitive association with more positive
perceptions of DP principles.

The qualitative findings of this study supported tjuantitative findings. It was also found
that the changing nature of peacekeeping operatiotasls more specialists who will stay
longer. UNPOL’s future policy debates take placaiad how to render UNPOL an early

peace-building actor.



The study concludes that more interest shouloae to OL efforts in UNPOL,
especially at the leadership level. If UNPOL becsraenore effective learning
organization it can generate the blueprints for denattic policing and disseminate it
across the unstable parts of the world. In additiidPOL needs to enhance its personnel
guality by hiring more professionals. Finally, tlaetical aspect of DP is too weak and

needs improvement in comparison to community-oeemtolicing.



Chapter 1 Introduction

Building or restoring peace and social order aftenflict is a difficult task. Itis
generally shouldered by international organizatidues to the lack of political and social
stability and institutional capability in the locsgttings of the post-conflict countries
(Goldsmith, 2005; O’Neil, 2005; Pino & WiatrowsB006). The UN has been the
primary international organization to take ovesttask through its peace-keeping
operations (Lipson, 2007). Although the peace-kagpperations have several
components, the police play a crucial role bec#usg are responsible for providing
physical security of citizens and restoring sooraer upon which other reform efforts
can be built. In post-conflict environments (PCEsgl police organizations mostly
collapse and need to be either built up from sbrataeformed and restructured
(Ferguson, 2004; Marenin, 2005). Typically modigaoorganizations in PCEs have
been part of a repressive security sector composéte military, intelligence and police

systems (Pino & Wiatrowski, 2006).

As described later in this chapter, after the erth@ cold war the proliferation of
intra-state wars rendered the UN as the primagrmattional organization to conduct

peace-keeping activities across the world (Lip&@®7). The context of UN peace-



keeping operations were mostly affected by two oplest-cold war developments: the
third wave of democratization across the globe (ihgion, 1991), and the shift in the
security paradigm from a state-centered to a humghits-centered model which is called
“human security” (Axworthy, 1997; Bajpai, 2000).

In parallel with the advent of the human securdapaept, security sector reforms
(SSRs) also have become highly significant in postfict settings. The security sector
in failed states is comprised of the police, mifitand intelligence branches as
institutions of government. SSRs entail the redesigthe security sector according to
the principles of democracy and human rights witlitiaen oriented approach (Neild,
1999; Wulf, 2004). SSRs are conducted throughdgbgernance’ of several state and
non-state actors (Bryden & Brzosko, 2005). Sineepblice are the most important
actors of the internal security sector and the annmepresentative of the state authority
to citizens, reforming the police organizationpaost-conflict environments (PCESs) can
considerably accelerate the overall restoratiorcgss (Ferguson, 2004; Marenin, 2005).

Following these developments the UN has put forwlaederm “democratic
policing” with the IPTF (International Police TaBkrce) report in 1996 in Bosnia-
Herzegovina as a comprehensive framework of paiethich should be implemented in
PCEs. Although the term was first mentioned byulin the roots of its principles goes
back to the 19th century when Sir Robert Peel duced his nine principles of policing
(Jones, Newburn, & Smith, 1996; Karatay, 2009; Vémtki & Goldstone, 2010). Both

narrow and broad definitions of DP have been dgezldy international organizations



such as the UN (1996) and the OSCE (OrganizatioBéaurity and Co-operation in
Europe) (2009) as well as scholars (Bayley, 20@& B Wiatrowski, 2006).

As will be elaborated in the following chapter, dmaratic policing requires that
police organizations be accountable, transparerstylbordinate themselves to civil and
democratic authority, to earn legitimacy, be respas professional, act according to the
principles of human rights and democracy, and ctenghemselves ‘service providers’.
They “respond” to crime and are not paramilitargirfee fighters” engaged in a war on
crime (Bayley, 2006; Marenin, 2005). Within the posnflict context, since the host
country police organizations are mostly unableutaction by themselves or have a
culture of repression, impunity and autocracy,absistance of UNPOL is crucial for the
implementation of these values in PCEs. Therefdeejocratic policing could become
the framework of police reforms conducted by inéional organizations in PCEs
(Bayley, 1997; Neild, 2001; Marenin, 2005). If sassfully implemented, DP can
facilitate the internalization of democratic valussthe conflict-torn country, enhance
the trust and respect of citizens for the statd,antelerate the building or restoration of
other demolished institutions- which is the oveaath of the post-conflict process-at
large (Marenin, 2005).

Nevertheless, implementing democratic policing @8 is a difficult task that entails
strong organizational and individualistic charaistézs. When the UN police system is
analyzed certain deficiencies are frequently umdedl regarding the operation of the UN

police system in general and that of UNPOL in sjpechmong those, the primary issues



with UNPOL are: the slow pace and scant numbeh@fieployment of UNPOL officers,
coordination problems due to the multi-nationalisture of the UNPOL, low quality of
UNPOL personnel in terms of policing skills, po@naocracy records of the primary
police contributing countries and the lack of ingtonal memory mostly due to the high
personnel turnover rate and low quality of UNPOLspanel (Sismanidis,1997; Boer &
Emery, 1998; Call & Barnett, 2000; Perito, 2005rg8i@o, 2004; Mobekk, 2005;
Campbell, 2007; Benner & Rotmann, 2008; Howard &@urch & Egland, 2010;
Wiatrowski & Goldstone, 2010). Furthermore, theltirethnic and multi-cultural
structure of UNPOL (Sismanidis, 1997; Boer & Emeér§98; Call & Barnett, 2000;
Perito, 2005; Serafino, 2004); and low democracynmds of the countries that are the top
police contributors (Durch, 2010; Wiatrowski & Getdne, 2010) are mentioned as other
important drawbacks of UNPOL at the organizatiaral international levels. Given
these deficiencies it is important to explore thparity of UNPOL regarding the
implementation of DP principles in PCEs.

UNPOL and Organizational Learning

Among the major deficiencies of UNPOL, this studyspa specific emphasis on
the lack of robust organizational learning in UNP&Quing that once accomplished, a
learning UNPOL organization will overcome mosttsfproblems and conduct better
reform and restructuring of the police organizagioh post-conflict countries. That is,
because UNPOL itself comprises of many culturatinically and socio-economically

different forces including large contingents froonrdemocratic countries, and because



democratic policing and training in democratic pwlg have been expanding concerns of
UNPOL, the ability of UNPOL to carry out its missivith regard to DP depends largely
on vigorous organizational learning. This studystiull examine both the record of
UNPOL with regard to DP and the patterns and c&patiorganizational learning in
UNPOL to help identify policies needed to make UNIR@ore effective in regard to
these goals. By so doing the seemingly separa#s afedemocratic policing and
organizational learning will be analyzed in relatio each other within the context of
UNPOL.

Organizational Learning consists of the exploratextraction, codification and
distribution of accumulated knowledge and expergeaoross an organization through
specific methodologies and theoretical models (Be@nRotmann, 2008; Howard, 2008;
Campbel, 2007). That being said, different appreaaxist especially as to the conduct
of the exploration, extraction, and distributionkobwledge. This study examines four of
these approaches: 1- problem-oriented learningyi#g@ Shon, 1978), 2- appreciative
inquiry (Cooperrider & Whitney, 2005), 3- commuesiof practice (Brown & Duguid,
1991) and 4- the knowledge creation spiral (Non&ak&4; Nonaka & Toyama, 2003). It
will discuss the seminal sources of each approadhattempt to explore to which extent
these approaches could be applied by UNPOL.

Problem-oriented learning refers to the identifmatand description of problems.
A “problem” is the mismatch between what is supplasehappen and what actually

happens. It encompasses the exploration of thecenetes of these problems and updates



the existing state of knowledge accordingly (Argy& Schon, 1978). Appreciative
inquiry is a relatively new area of organizatiolegrning and change which refers to the
exploration of peak experiences and codificatiothefblueprints of success through a
four-phased series of workshops called the 4-Decyithe phases of the 4-D cycle consist
of discovery, dream, design and destiny respegtii@boperrider & Whitney, 2005).
Communities of Practice (CoP) are groups (realimuai; formal or informal) formed by
individuals who are interested in a certain tofioP go beyond the official learning
procedures and tools such as in-service trainimaggulure books and facilitate the
sharing of experiences, problems, and solutioqsantice through storytelling (Brown &
Duguid, 1991). Finally, the knowledge creation apiefers to the cyclical process
between the tacit knowledge embedded in the bdimslividuals (members of an
organization) and explicit (codified) knowledgedbgh the interactions amongst the
members of an organization and their environmelnis process occurs in four phases:
socialization (production of tacit knowledge froatit knowledge), externalization
(production of explicit knowledge from tacit knowlige), combination (production of
explicit knowledge from explicit knowledge) andentalization (production of tacit
knowledge from explicit knowledge). New knowledgecreated when ‘meanings’ and
‘contexts’ are added to the existing body of knalgke which is changed through the
aforementioned interactions in a physical conteded ‘ba’(Nonaka, 1994; Nonaka
&Toyama, 2003).

When it comes to the Organizational Learning eff@ft UNPOL, it should be



noted that UNPOL does not have a stand-alone Of,. ygti OL can be considered within
the OL practice of the UN peace-keeping system.UN& OL efforts started in 1992
with the establishment of the department of peamping operations (DPKO), and the
department of political affairs (DPA) under thertigN Secretary General Ghali’'s
agenda for peace policy. In 1995, the Lessons leglltnit was established under the
DPKO. Yet due to an insufficient number of persdram& under-funding the unit did not
perform well (Benner & Rotmann, 2008). Nevertheléssed on the recommendations in
the 2000 Brahimi report, the Peace-keeping Besitiees Unit was established and
became operational. Although the UN argues thadstdeveloped its OL efforts since
the 2000s (UN, 2007) scholarly evaluations mostgntify DPKO’s OL as one of its
weakest areas (Benner & Rotmann, 2008; Howard, ;20881pbel, 2007). Therefore it is
important to clarify the OL efforts of the DPKO asplecifically those of UNPOL to
understand if it can make the envisioned transftiona of police systems in post-

conflict environments.

This study therefore aims to reveal the perceptaingN police officers and
managers of the UNPOL system on democratic polj@ngd organizational learning
which is argued to be the catalyst for the impletagon of democratic policing
principles first in UNPOL itself and then in hositmtry police forces through UNPOL.
The study also aims to understand the relationsdnpeng the factors facilitating
democratic policing and organizational learningast-conflict environments; and to

examine the organizational efforts of the DPKO BMPOL in both democratic policing



and organizational learning through a mixed-methredsarch design. Finally, this study
attempts to address the well-known problems ofiNepolicing from inside at both the
individual and organizational levels, and to intiod new knowledge into the fields of
international policing, reform and restructuringpalice organizations in post-conflict
settings, democratic policing and organizationatréng in the context of international
organizations.

Methodology

Given the aforementioned arguments this study giteto answer the following

research questions:

Q1- How do UN police officers perceive democracg democratic policing and
is there any variation in this across missionscooeading to the demography, experience

or countries of origin of UNPOL officers?

Q2-How is DP being implemented in UNPOL missionsfzai\are the challenges

before UNPOL in implementing democratic policingngiples in PCEs?

Q3-What are the factors that contribute to the gqgtion of DP in UNPOL

missions?

Q3- How do UNPOL officers perceive the convenieat&dNPOL missions in

terms of organizational learning?

Q4- What strategies does UNPOL try to implemenhatorganizational level in



terms of organizational learning?

Q5-What are the factors that contribute to orgdiomal learning in UNPOL

missions?

Q6- Is there any empirical association betweenroegdional learning and

democratic policing and what are the componenthisfassociation if it exists?

With respect to methodology, the study adopts eediixethods approach to
answer these questions. Mixed-methods researchbdegsdefined from various aspects
since the late 1980s (Thashakkori & Teddlie, 1998)yveying a large spectrum of
definitions developed since the late 1980s Cresavell Clark (2011) identify the “core

characteristics of mixed-methods research” asviallo

In mixed-methods, the researcher collects and aesalypersuasively and
rigorously both qualitative and quantitative dataixes the two forms of data
concurrently by combining them, sequentially byihgwne build on the other, or
embedding one within the other; gives priority teecor to both forms of data;
uses these procedures in a single study or in phellihases of a program study;
frames these procedures within philosophical woelde and theoretical lenses;
and combines the procedures into specific resedesltgns that direct the plan for
conducting the study (p. 5).

Within this frame, this study first conducted abaased survey of UNPOL
officers deployed in ongoing UNPOL missions as@f@ The survey was offered in
both English and French- the official languagethefUN missions- to measure the

perceptions of UNPOL officers on such issues asogeacy, democratic policing, and



OL.

Secondly a procedure for semi-structured intervientis high level UNPOL
officials both from the field and the Headquart@t®) was developed. The interview
procedure was developed in order to explain thdirfigs of the quantitative phase of the
study and to understand the organizational factoderlying and shaping the perceptions

of UNPOL officers on the aforementioned areas.

The organization of the dissertation is as follothe: following sections of this
chapter elaborate on the aforementioned threeqmigdtwar developments in order to
form the basis for the following research. Chapter analyzes the democratic policing
concept in general and in post-conflict contexsdAéxamined in the second chapter are
the history, evolution and current structure of pdice missions. Chapter three surveys
the theories of OL in general and the UN’s orgatmirel learning efforts in specific.
Chapter four introduces the methodology of thislgtChapters five and six present the
guantitative and qualitative data analyses andrfgslof the study respectively. Finally,
chapter seven discusses the conclusions and paigications, and addresses the

limitations of the study.

1.1. The Mass Democratization across the Globe
The first post-cold war development critical toststudy is the spread of mass-
democratization following the fall of tyranny in maregions across the globe. It is a

commonly accepted fact that democratization andedeecratization occur in waves.
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Huntington (1991) and Markoff (1996) take thesecpsses as consecutive events that
are generally called “waves” of democratizatiomderdemocratization. A
democratization or de-democratization trend is wtared a “wave” when large numbers
of sovereign states are engaged in it over a spaeveral decades. According to this
approach, democratic waves can be recognized drgovent transitions take place either
smoothly without belligerence or suddenly throughpms which trigger democratic
governments. Anti-democratic waves, on the othaedhean be observed when
government transitions occur which culminate iroatdtic regimes and result in
repression which violates the rule of law (Markdf96).

Huntington (1991) enumerates three pro-democradyaa anti-democracy
waves in modern history. According to Huntingtdre first wave of democratization
happened between 1828 and 1926. The second waleenafcratization took place
between 1943 and 1962 in the new era after theoetiee Second World War. The third
and currently the last wave of democratization bagahe mid-1970s.

As was mentioned above, the end of the cold wdr thi¢ victory of America and
its allies accelerated the spread of the third wavdemocratization. Figure 1.1 displays
the number of sovereign countries with democradgtaacy scores of 6 or more on the
Polity-4 dataset developed by Marshall and Jaggetsch is widely accepted as the
threshold for democracy for a regime- in each wéanting with 1978 This figure

clearly demonstrates the global democratizatiamdtiegter the end of the cold war.

1 A similar approach was taken by Cingarelli andHaicls (1999)
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The Polity-4 dataset scores democracy and autpteaels of countries on a -10
to 10 scale where -10 represents a wholly aut@cragime without any democratic
characteristics and 10 represents a wholly demoaegime without any autocratic

characteristics. In the Polity-4 dataset:

Democracy is conceived as three essential, interdgnt elements. One is the
presence of institutions and procedures throughchvhsitizens can express
effective preferences about alternative policias leaders. Second is the existence
of institutionalized constraints on the exercisgotver by the executive. Third is
the guarantee of civil liberties to all citizens timeir daily lives and in acts of
political participation. Other aspects of pluraht®racy, such as the rule of law,
systems of checks and balances, freedom of the,paed so on are means to, or
specific manifestations of, these general prinsiglarshall & Jaggers, 2009, p.
19).
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Figure 1.1 confirms that the difference betweenttaeds in the imposition of
autocracy and democratization at the global scagebecome larger since the end of the
cold war.

Global Trends of Democratization and
Autocratization: 1970-2008
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Figure 1.1 Global Trends of Democratization ando&tatization: 1970-20G8

In parallel with mass-democratization at the skatel, democratic principles
were embedded in the governance standards setjby imarnational organizations. In
1993 the Vienna Declaration and Program Action eas#ed democracy as a very
important constituent of human rights. This wasofekd by two resolutions in 1999 and

2000 by the UN Human Rights Commission that empleasidemocratic governance’ as

2 Source: Polity-4 dataset, (Marshall & Jaggers. 9300
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a major human right and stressed ‘transparencyaacauntability of public service’ as
the main components of democratic governance (HA8003). With respect to the
security sector, major international and regionghaizations such as the UN general
assembly, UNDP, EU, NATO, and OSCE separately esipbd the importance of
civilian control over military, police and othemaed forces (Hanggi, 2003). Hence, it
can be argued that in the post-cold war era time tdemocracy”, not merely as a word
but by all of its constituents, was consideredgaificant right and a settled goal for both

national and international governance agendas.

1.2. The Proliferation of Intra-State Conflicts andUN Peace-Keeping

Operations

The second development in the post-cold war efzeisncrease in the number
and context of the UN-led peace-keeping operatidfisle the number of inter-state
wars has declined, intra-state conflicts have m®ed in the post-cold war era (Eberwein
& Chojnacki, 2001; Sarkees, Wayman, & Singer, 2068)ure 1.2 below shows the
number of inter and intra-state wars (the lattéhésum of civil wars and ethnic
conflicts) ongoing in a given year between 1970 20@8. The dataset is the Major
Episodes of Political Violence whicheéenstructed by Marshall (2010). When figure 2.1
is analyzed, a substantial increase in the numibetra-state conflicts both in the mid-
1970s, at the beginning of th& @emocratization wave, and in the early 1990sheend

of the cold war, can clearly be observed.
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Figure 1.2 Inter and intratate War:1970-2008

Political instabilities an internalconflicts triggered with the end of the cold v
have strengthened théN'’s role as an international intervention actols@ the overal
aim ofinternational interventions has been transformenhffobservatory” to “pr-
active”. Proactive interventions aim for nati-building (or peacdsuilding) which refers
to the restoration of theolitical, social and economic institutions of denflict-torn
country and capacitpuilding to facilitate the functioning of these titutions without

help from abroadJones, Wilson, Rathmell, & Riley, 2C).

% Source: ThMajor Episodes of Political Violence Dataset (Maai§2010
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Lipson (2007) argues that the end of the cold vp@ned a window of
opportunity for the transformation of the traditadipeace-keeping operations into
‘second-generation peace-keeping operations’. Altegrto Lipson, after the cold war
had ceased, many forms of conflict, especiallyahstiate conflicts became more visible.
In addition to this, tensions in international piob were eased and states acted more
cooperatively towards UN-led international intertrens in conflicts. With the coupling
of these two trends, a modular version of inteorati intervention was suggested as the
solution to the problem of conflicts. The modulatervention strategy was created by
‘policy entrepreneurs’ and included new tasks saghestablishing and monitoring
elections; overseeing disarmament, demobilizatrahraintegration; providing
humanitarian relief; protecting safe areas, andignog the political foundations for
transition governments” (p.88).

The upwards trend in UN interventions in confliafser the end of the cold war
can be seen clearly in Figure 1.3 which illustrabkesnumber of UN-led operation onsets
in a given year since 1948. According to Figure th8 number of UN-led peace-keeping
operations initiated reached a peak between 19911995.

In addition to the increase in the number of openst the amount of budget and
number of personnel allocated for the missions ltavsiderably increased. Lipson
(2007) notes that the total number of troops degddyas jumped from 10,000 in 1988 to
almost 78,000 in 1994. In parallel with this thelbet allocated for the operations has
jumped from $230 million to $ 3.6 billion withinéhsame period. According to UN'’s
official fact sheetas of February 2010, a total of 124,000 UN persb(8%,000 troops

and military observers; 13,000 police personneltertban 5,800 international civilian
personnel; nearly 14,000 local civilian staff aonde 2,400 UN volunteers)ere

* Source: http://www.un.org.mutex.gmu.edu/en/peaegiey/documents/factsheet.pdf

16



deployed inl6 UN peac-keeping missions.

UN mission onsets by years
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Figure 1.3UN Mission Onsets by Yee’

The Peace-Related Activities of the UN

It is a fact thathe UN’s importance as an international actor in teah

intervention in conflicts, pea-keeping, and peace-building has bewmease since the

® Source: http://www.un.org.mutex.gmu.edu/en/pkeeping/currentops.sht
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end of the cold war. At this point it is importaatclarify the concepts that explain the
various peace-related activities of the UN. Thed&vities are explained in both the
Brahimi report (UN, 2000) and the Peace-keepingatmns guidelines of the DPKO
(UN, 2008b). Peace-related activities of the UNbiwre conflict prevention, peace-

making, peace-keeping, peace-enforcement and pedios-building phases.

The Brahimi report defines conflict prevention &sw-profile” and “mostly
diplomatic” activities to detect the precursorsrdér or intra state conflicts and taking
the necessary actions to prevent such disputesdemeloping into wars (Para 10). The
report asserts that peace-making refers to dipliorrderventions- by states, NGOs or
key individuals-in ongoing conflicts to stop thenfiacts. It can be argued that peace-
keeping is a necessary first condition for natieafe-building. In other words, nation
building is the broader objective of internatiomakrventions whereas security is the
crucial condition for that (Jones, et al., 2003)epeace-keeping operations guideline
(UN, 2008) adds peace-enforcement in the rangetofittes. The doctrine defines
peace-enforcement as a set of compelling actiaigdimg military interventions applied
by the UN Security Council in such environments kehgeace and security are
threatened to prevent a resumption of active vi#efinally, “Nation building involves
the deployment of international military forces andudes comprehensive efforts to
rebuild the security, political, and economic segtdJones, et al., 2005, p. 5). The
“peace-building” concept is generally used intergdeably with nation-building. As a

matter of fact, the Brahimi report (UN, 2000) delrpeace-building as “activities on the
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far side of the conflict to reassemble the fouradatf peace and provide the tools for
building on those foundations something that isentban just the absence of war” (Para
13). The report incorporates health issues, goeeémgance and democratization in the
peace-building processes (UN, 2000). Fugure 1 dwelhich was adopted from the
PKO guideline (UN, 2008) illustrates the phasepeasce-related operations of the

UNDPKO and the links among these phases and aesivit
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Figure 1.4 Peace-related Activities of the DKO #melLinks In-betweeh

1.3. The Paradigm Shift in the Security Concept anSRs

The final post-cold war development is the paradgmift in the security concept

and its repercussions in terms of security prasticd’CEs. This issue needs more

6 Reproduced from (UN, 2008b, p. 19)
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elaboration since UN peace-keeping operations iBsP&e built upon this new security

approach.

Until the end of the cold war, the security paradigas basically focused on the
security of territorial state unity from other smthrough military means (King &
Murray, 2002). Nonetheless, this traditional segysaradigm was strictly questioned
and criticized especially by international devel@micircles. The main argument of
these criticisms was that ensuring territorial sigwf a state does not mean much for
ordinary people living in that state unless theyuse their everyday needs in terms of
jobs, food, neighborhood safety, or health. Morepwecertain circumstances such as
state failure, states can be the source of indgdoritheir citizens. Therefore the security
concept needed to be re-defined and individualpexsed at the core (Axworthy, 1997,

2001).

Bajpai (2000) notes that the Club of Rome meetingee 1970s, Willy Brandt’s
North-South Report in the 1980s, and the StockHaltrative for Global Security and
Governance in the 1990s can be mentioned as itnagrattempts to extend the security
concept from its prior antecedents. All of thederts had emphasized that the security
concept should be extended to include such issups\aerty, food and sanitary

problems, economic and social inequality, and emwvirental problems.

1.3.1. Human Security

The term “human security” was first used in the4 @hited Nations Human
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Development Report. The report argues that theomarunderstanding of national
security excludes the everyday needs and concépeonple such as jobs, food, health,
and safety from crimes, or environmental issuesftioe security domain and takes
security merely as the territorial unity of thetstal he report states that: “human security
is a child who did not die, a disease that didspréad, a job that was not cut, an ethnic
tension that did not explode in violence, a dissideho was not silenced. Human
security is not a concern with weapons; it is aceon with human life and dignity” (UN,
1994, p. 22). Therefore, the report urges thas#wairity notion should be redefined
placing “individual security” at its core rathemtinthe state as territory, and that the goal
of security should be ‘human development’ rathanteecurity as determined by the
strength and proficiency of the armed forces catom. Within this framework the report
enumerates seven areas of human security: ecorsecucity, health security,
environmental security, food security, personalgég political security and community
security. The report also draws attention to tratisnal threats and identifies six main
global threat domains that entail global coopemattanchecked population growth,
disparities in economic opportunities, excessiverimational migration, environmental
degradation, drug production and trafficking, amginational terrorism” (UN, 1994,

p.34).

Several definitions of and measurement strategieth& human security concept
were developed by scholars (Alkire, 2001; BajpD@ King & Murray, 2001; Nef,

1997; Roland, 2001; Thomas & Tow, 2002). Some e$¢hscholars found the conceptual
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definition of human security in the report rathbsi@act and some found it too broad and
difficult to operationalize. Nevertheless, all bétdefinitions keep the individual-

centered human security approach at the core ofdba&nitions.

The Canadian Government has also been a leadewraioping the concept of

human security. Then Canadian Foreign Minister dldyxworthy (1997) stated that

[Human security] includes security against econopiivation, an acceptable
quality of life, and a guarantee of fundamental hanmights. At a minimum,
human security requires that basic needs are meit blso acknowledges that
sustained economic development, human rights andafmental freedoms, the
rule of law, good governance, sustainable developraad social equity are as
important to global peace as arms control and cligarent. It recognizes the links
between environmental degradation, population dmpvethnic conflicts, and
migration. Finally, it concludes that lasting stapicannot be achieved until
human security is guaranteed (p. 184).
Axworthy (1997) also puts forward peace-keepinggeebuilding, safeguarding
the rights of children, economic development aisdrinament with a specific focus on
landmines as the main goals; and the use of ‘safiep and international cooperation as

the main strategies to implement the human secnoitipn globally.

Comparing the human security approaches of thetliNthe Canadian
government, Bajpai (2000) asserts that althoughvibeapproaches were quite similar at
the outset, salient differences emerged in time. Mst important differences according
to Bajpai are that although the UN approach masdlypts an individual-centered
security through developmental means only, the Glanaapproach still gives

importance to state security as well as individiggdurity and considers threats to the
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territorial unity of the state important. Also, tBanadian approach favors the use of

force by international coalitions when necessary.

1.3.2. Security Sector Reforms

In parallel with the development and spread ofthiman security concept,
security sector reforms (SSRs) in post-conflicstpruthoritarian, emerging democracies
and developing countries, have gained consideraigertance in the international
security field (Wulf, 2004; Haggi, 2004). The tewas first used by then UK
International Development Minister, Clare Short1998. Short’s core argument attached
to the SSR concept was one of reducing militagnsjng and channeling those funds
into development-based security projects; and irmaeaing civil oversight over security

organizations (Wulf, 2004).

The most generic definition of SSR was developethbyOECD’s DAC

Commission (2001) as:

the transformation of the “security system” whicitludes all the actors, their
roles, responsibilities and actions, so that inanaged and operated in a manner
that is more consistent with democratic norms aodnd principles of good
governance, and thus contributes to a well-funatigsecurity framework (p.38).

Since SSRs are taken as a “governance” framewuel,ibclude several statutory
and non-statutory actors. The broadest range of&®is are mentioned in the 2002 UN
Human Development report. Table 1.1 below showstlieagovernance of the security

sector involves a great range of statutory, notutiey, uniformed, civilian, and
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judiciary actors.

According to Bryden and Brzoska (2005) the develept of SSRs has happened
in three phases: first, following the end of thédoear, Western countries and some of
major international security organizations suckh@sNATO and OSCE as a precondition
of admission to those organizations required pgmtiet countries to transform their
civil-military relations in accordance with the deanatic principles. These requirements
were also extended to intelligence and internalisigcservices which had miserable
human rights records. As other multinational actarsh as the EU and the Council of
Europe enhanced their influence on the securityadonother non-military security
components such as policing systems were includéuki security sector debates. In
addition to that, as the number of civil conflicisreased after the end of the cold war,
major development organizations acknowledged theectelationship between security
and development, and they considered SSRs as amp@dmponents of the
development path. As a consequence of this sairafeptual changes in thinking about
security, donor countries and international develept organizations such as the OECD
and UNDP incorporated SSRs into their developmesgnams. Finally, post-conflict or
failed state environments where immediate reforchrastructuring of the security sector

is necessary considerably helped the SSRs becomeeimportant.

The SSR concept is generally analyzed in threegoatss: international

development, post-authoritarian and post-confhtir{ggi, 2004). Among those, the post-
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conflict SSRs, on which this study focuses, arenditzcally different from the others.
That is, it is more difficult to implement the seityireforms in post-conflict settings
since the conflict situation devastates most ofetktant security sector institutions as
well as the political ones. Nevertheless, destragmlirity sector institutions provide a
window of opportunity for reformers to build up em system from scratch. Moreover,
reform projects by international actors are moatycomed in post-conflict situations
(Hanggi, 2004; Marenin, 2005).

According to Ferguson (2004) the SSR concept dyractolves the primary
causes of the problems that yield to conflict. Efi@re, international assistance programs
for PCEs must pay attention to the importance &S their reform programs.
Ferguson contends that once the security sectopost-conflict state operates well,
disorder in the streets will stop, the institutimisiemocracy will develop and foreign
investment will be attracted which will then und@émmthe causes of conflict by creating

social order, regenerating the economy and reduaiegnployment.
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Table 1.1 The Main Actors of the Security Sectov&oancé

Community groups

Security Civilian Justice
S Judiciary,
t Armed forces President and Prime Justice ministries
a Police minister Prisons,
t Paramilitary forces National security advisory| Criminal
€ Gendarmeries bodies investiga_tion and
Intelligence services Legislature and legislative pl’OS?CU'[IOﬂ
(military and civilian) | select committees Services
Secret services Ministries of defense, Human I‘I_ghtS
Coast guards internal affairs and foreign commissions and
Border guards affairs ombudspersons
Customs authorities | Customary and traditional| Correctional
Reserve and local authorities services,
security units (civil Financial management | Customary and
defense forces, national| Podies (finance ministries, traditional justice
guards, presidential budget offices, financial | Systems
guards, militias) audit and planning units)
Civil society organizations
(civilian review boards,
public complaints
commissions)
Security Civilian
N
O Liberation armies Professional groups
N Guerrilla armies The media
f Private bodyguard units| Research organizations
a Private s_ecurity Advocacy organizations
" companies Religious organizations
e Political party militias NGOs

" Source: UNHDR 2002, p. 87
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The Starting Point of SSRs

As was mentioned above, SSR is a rather holisticomoad domain aiming to
merge security with development. However, it is @asy to know which component of
SSR to give priority in practice (Brzoska & Heingmm-Gruder, 2004). When SSR is
taken in post-conflict contexts, it is generallyadgdished that priority should be given to
physical security and public safety. It is impossito launch broader development
projects unless at least a certain level of physieeurity is provided in PCEs (Ball,
2002b; Brzoska & Heinemann-Gruder, 2004; Maren@®35). Within this frame, Brzoska

and Heinemann-Grider (2004) note that:

Deficits in the public provision of physical sedyrare usually perceived as one
of the core problems in post-conflict situationsypital manifestations of
insecurity include organized crime and illegal paitdaary organizations,
trafficking in drugs and weapons, the unregulatembspssion of firearms,
terrorism and violent extremism and the abuse olvgroby state security
apparatuses (p.126).

Similarly, Marenin (2005) asserts that “Largelyaasonsequence of the
destruction wrought by conflict and the availakilif weapons and ex-soldiers with no
jobs, there is an immediate need and demand fdrgmdxurity which, if not addressed
effectively, will undermine local will and the capgy to achieve reforms which last” (p.

5).

At this point the crucial question to ask is: wisathe most appropriate strategy to
establish physical security of citizens given thenlan security and SSR concepts? The

aforementioned debates over the shift in the sgcparadigm and reforms of the
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security sector imply that once the armed conficttopped the space of the military in
the security sector should be reduced and morkagigishould be included in the
governance of the security sector. In the postimirgettings where physical security is
considered the precondition for SSRs, police coondrd as the primary actor to

provide security and deal with the aforemention@ehe and terrorism problems in PCEs.

Wiatrowski, Pino, and Pritchard (2008), for examplentend that special
paramilitary security forces- police with militaweapons and training might be
considered a solution since the normal capabildgfgmlice forces can be exceeded by
the demands faced in post-conflict contexts. Wy also stress that such an approach
can have several drawbacks. It can fuel existimdlicts if militias are powerful.
Moreover, police mostly lack training facilitiesrfgaining professionalism in terms of
military capabilities. Finally such an approach htigndermine the democratization
process by breaking the organic connection betweggal authorities, which is primarily
represented by the police, and citizens.

As a matter of fact, the International Crisis GreuppCG) report (2008) gives an
example of what might happen unless the roles esgnsibilities of the police are
clearly identified in a post-conflict situation.céording to the crisis group report, the
functions of the police have not been crystalliredfghanistarmostly because the
military considered the police merely as a completaug unit of security and thus police
are primarily used for combating insurgency rathan policing. Such an approach,

consequently, paved the way for increased crimessraimd chaos in the streets.
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Furthermore, insurgents used the lack of governmaetttority [due to the lack of police
visibility in the streets] as a propaganda todleeruit more militia members. The ICG
group contends that both international and natippite should adopt community
policing to build more communication and dialoguéweitizens and exhibit state
authority on the streets.

The Perito report (2005) presents another exampie fraq. The absence of a
civilian police force that can deal with large-gcalvil chaos created significant
problems in Irag. Moreover, military units mostignmot and did not want to function as
police forces as was seen during the looting evierBaighdad in 2003.

Given the above debate, it can be concluded ttraduagh police seems to be only
one of the several components and actors of SSiRewanan security concepts, they
have very crucial functions in the security-deveh@mt nexus in PCEs. These functions
are not only limited to confronting the problemstifeet crimes and establishing order in
the chaotic environments but they also includebdistaing the bridge between the
community and government authorities. It is freglyenoted in PCEs that the police are
the most visible sign of government and they mostndre than man checkpoints and
patrol in vehicles. The contact that they have whin public, the problems they solve and
the respect they gain by being perceived as faghtriead to more citizen participation in
social, economic and political domains that wiknhaccelerate the peace-building
process. Trust is very difficult to build and itclhe destroyed in an instant if force is

used gratuitously or the police are perceived asipt This study, therefore, focuses on
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the role of police in post-conflict environmentgian particular on their functions within
the democratic policing framework, which can beegted as the policing aspect of the
human security notion and SSRs. As mentioned atibgeple of the UN as an
intervener in conflicts has become dominant ingbst-cold war era. In other words, the
UN is the primary policy-maker and executer in nafdhe PCEs with the exception of
Irag and Afghanistan. Within this framework, thiady will scrutinize UN police

missions as important tools for the implementabbhuman security and peace-building

in PCEs.
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Chapter 2 UN Police Missions and Democratic Policing

The central thesis of the previous chapter watsthigasecurity concept has
undergone a significant transformation since theb@rthe cold war. The new security
paradigm, human security, is a merger of developraed security domains and it puts
more emphasis on the security of individuals thegusty of states. Such an approach is
an outcome of the third global democratization wénat focused on certain concepts
such as human rights, civil liberties, transpareihayitimacy and accountability of public
organizations around the world. The shift in theusgy paradigm has inevitably
redounded to shape the goals of SSRs.

Within the complexity of post-conflict settinggetholistic and multi-faceted
context of SSR can yield to confusion in termsiappinting the start line of reforms.
Still, it is generally agreed that the physicalséy of citizens should be given priority in
post-conflict environments where several typesrohes are committed and social
disorder is pervasive. In other words, internalkeoygublic safety and stability generally
deteriorate in PCEs due to the absence of a si#tterty. The lack of order paves the
way for the emergence of organized crime grougslarites, militias and warlords. Still

worse is the fact that the police in PCEs, whosafgosed to combat these crimes and
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disorders, lack the capacity, strategy and tattieestore order. It is common that they
become part of the problem and engage in violesdea judicial punishment, criminal
activities and human rights abuses (O'Neil, 20@tally, policing entails frequent
communication with civil society both to get to kmtheir operational environment, and
to have citizens feel safe and secure in ordeutid lrust and legitimacy. The existence
of a trustworthy police service in the streetsne of the strongest indicators of a
democratic state authority to the public (Fergu&®4). It is also important to mention
that that the military cannot produce effectiveusiohs to this type of intra-state and
mostly asymmetrical security situation becauseheeitheir organizational mindset nor
training is appropriate for dealing with such sitoas (Dunlap, 1999; Serafino, 2004;
Wiatrowski & Goldstone, 2010).

Nevertheless, in PCEs, local police organizatemesoften a source of the
aforementioned problems. According to GoldsmithO&0 citizens are fearful of the
former regime’s police and this forms a significabstacle to the entire SSR process in
post-conflict settings. Therefore, internationaistance is necessary in order to take
over or help regenerate the crucial functions dicpw in such environments. As
elaborated below, the UN has been the dominanmniatienal police-deploying
organization since 1960. Thus, it is critical tglexe through research the strategies the
UNPOL uses to implement DP principles in PCEs.

Relying upon official UN documents, secondary datal scholarly literature on

international and democratic policing, this chaptealyzes the history and evolution of
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UN police missions and democratic policing concept.
2.1. The Historical Development of UN Policing

2.1.1. First-Generation UN Police Missions

The role of the UN police in the first generatiorssions was limited to
‘observing’ the activities of local police, ‘assigl’ the local police, ‘advising’ the
mission leadership on policing issues, and ‘repgithuman rights violations to the
mission leadership (Schmidl,1998; Hansen, 2002).

The first UN police deployment occurred in 1960hatihte MONUC mission in the
Congo and lasted until 1965. The second UN poleg@ayment took place during the
UN Temporary Executive Authority (UNTAET) in Wesapua between 1962 and 1963
(Schmidl, 1998). Although these were the first ppadice deployments by the UN, it is
important to mention that police units were notldged as a part of the pre-mission
planning in MONUC and UNTAET. In 1964, however, 200 police monitors were
deployed in Cyprus as a part of the UNFICYP missidre term “CIVPOL”, or Civilian
Police, was created in this mission in order tbtked police units apart from those of the
military. Also, UNFICYP was the first mission withbuilt-in civil police unit (Hansen,
2002).

In the cold war era, police were used in relayivaghall numbers in post-conflict

situations. Moreover, the distinction between tbkge and the military was not clear

8 Beginning with the UNFICYP mission in Cyprus, 196N police were named CIVPOL (acronym for
civil police). In 2005 CIVPOL was changed as UNP@ctronym for UN police). These acronyms are
used interchangeably in reference to the UN pafidais study.
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and the police were generally considered a compitamg element of the military in
post-conflict settings (Durch, 2010). According@all and Barnett (2000), the primary
reason for the small number of police deploymentbat, in that period, the UN mostly
intervened in inter-state conflicts, or wars, whaeployment of police forces was not
appropriate. When it comes to the functional amibygoetween the military and the
police in post-conflict countries, Call and Barratjue that this was a reflection of the
organizational mindset which was constructed byctilenial powers during the colonial
era and conveyed to the post-colonial era. Thahéscolonial powers such as France,
Portugal and Spain had militarized the local pohigeestablishing hybrid security
organizations (i.e., military police, constabularyparamilitary forces) to ensure public
order in their colonies in Africa, Asia and Soutimérica. After the end of the cold war,

second-generation peace-keeping operations began.

2.1.2. Second-Generation UN Police Missions

The second generation (transformational) policesians were gradually formed
in the post-cold war era. In addition to monitorangd advising, second generation
mandates have included reform-restructuring, tngnand mentoring roles for the
CIVPOL. The general characteristics of these missigere shaped between 1989 and
1995; and especially by four missions, namely UNTABIOMOZ, ONUSAL, and
UNTAC, which can be cited as the landmarks fordbeelopment of the second
generation CIVPOL actions. Among them, the ONUSAiIksion in El Salvador, 1991 -

1995, was a very important milestone in UN polichegause the reform and
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restructuring of the local police by the CIVPOL waandated and largely succeeded for
the first time in this mission (Hansen, 2002; St Loosle, 1998).

Another important development in UN policing instlera was the introduction of
the ‘SMART concept’ to identify the core dutiestbé CIVPOL in ‘A Trainer’'s Guide
on Human Rights for CIVPOL Monitors’ in 1995 by tbenter for Human Rights. The
acronym SMART stands for: Supporting human rightsnitoring, Advising, Reporting
and Training (Hansen, 2002; Hartz, 2000).

The major differences between the first two getm@na of UN police missions
are significant. The context of monitoring has b#ansformed from passively watching
into a more active type of observation based onrttegnational criteria of criminal
justice and human rights. Also, reform-restructgramd training activities were included
in the roles of UN policing in the second-genemativissions (Hansen, 2002). In terms
of structure, Hartz (2000) identifies the geneeattires of the second generation
CIVPOL missions as “unarmed, no executive poweitimational, independent chain of
command, reporting only to the head of the missioth performing according to the

‘SMART’ concept” (p. 30).

2.1.3. Third-Generation UN Police Missions

The third generation of UN police missions begat999 with the UNMIK and
the UNMAET missions in Kosovo and East Timor respety. In these missions, in
addition to the previously mentioned roles of monitg, advising, reform- restructuring

and training, the UNPOL were charged with actudicpay and law enforcement duties,

36



such as crime investigation, arrest, traffic ar@ct management, and collecting
criminal intelligence. Within this context, the deyment of 4,500 CIVPOL officers was
authorized in UNMIK and 1,640 were authorized inTAET by the UN Security

Council (Durch, 2010).

2.1.4. The Brahimi Report: The Problematic Areas ofJN Policing

The number of UN-led peace keeping operations g@sgvecially in the 1990-95
period, which is followed by a relatively calm foggar period until 1999. It increased
again in 1999. Twenty five peace-keeping missioitls,police components, were started
in this period. The proliferation of UN operatiangvitably entailed research studies.
Durch, Holt, Earl and Shanahan (2003) note that dfte second commencement of
complex operations in 1999, the Secretary Genéaaiged the Panel on UN Peace
Operations to prepare a comprehensive evaluatitiNgpeace-keeping operations in
2000 and the product of the panel was a landmadrtecalled the Brahimi Report
named after the chair of the Panel Lakhtar Brahimi.

The report scrutinized the peace-keeping operafimm several aspects,
addressed the shortcomings of the system and neadeat concrete policy suggestions.
In terms of the CIVPOL, the report indicated thamber countries were reluctant to
send police officers to the UN missions. The repoted that a 25 per cent deficiency
existed, as of 2000, in the number of deployedusetise authorized number of UN
police. Another issue raised by the report wasttiatelection and training of CIVPOL

officers slowed down the deployment process. Tnginvas supposed to be completed
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within 30 days, after a Security Council resolutismssued for ‘traditional’ operations
and within 90 days for ‘complex’ operations, aceéngdto the report. Finally, the report
emphasized the inconsistency that stems from tHe-national structure of the CIVPOL
among CIVPOL officers in terms of skills, trainiagd policing mentality (UN, 2000).

The report put forward a number of recommendationsclude:

A doctrinal shift in how the Organization conceiadsand utilizes civilian police

in peace operations, as well as the need for aqguatiely resourced team

approach to upholding the rule of law and respecthuman rights, through

judicial, penal, human rights and policing expewsrking together in a

coordinated and collegial manner (UN, 2000, Paja 40

Specifically, the Brahimi report suggested that roenstates create and hold
ready reserve police forces for international dgmlent, build up bilateral and multi-
lateral (regional) partnerships to jointly trainlipe officers for international operations,
and delegate a single contact point (departmeaotffize) to conduct these relationships
among the member states regarding peace-keepumgisEhe report also suggested the
establishment of separate police and military wnitder the DPKO, and the preparation
of a 100-person on-call list in the UN Headquarterg of senior police officers and
technical staff, to be deployed to a new missi@aavithin seven days to set up the
CIVPOL infrastructure and begin training the incamiUN police officers.

After the report was issued, the Secretary Gemefased to implement the
‘doctrinal shift’ that the report called for andstead indicated that there was “a need to

review how CIVPOL, human rights experts and relaeecialists can work more closely

together in peace operations” rather than a datsinift (Durch, et. al., 2003, p.29). In
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terms of other suggestions, only a few countrie& serious steps to form national police
reserves and appointed skillful officers in thosé@siwhereas most countries either did
not or would not consider the recommendations. Sdgponly the EU started a regional
effort to fulfill the joint training suggestion ¢iie report. Finally, the efforts of the DPKO
to create an on-call roster became mired in anausescreening and vetting process that
also suffered from lack of qualified candidates i@ et. al., 2003).

The rapid deployment of adequate numbers of palfticers - or ‘deployment
gap’ as Dziedzic (1998) identifies it- in post-far environments was also raised by
many others (Broer & Emery, 1998; Call & Barne@i0Q; Durch, 2010; Durch &
England, 2010; Hansen, 2002; Lewis, Marks, & Pef@02; Serafino, 2004; Sismanidis,
1997) as one of the greatest problems of UN pdidiifferent political interests of UN
member states can often be an essential sourbe deployment gap (Hansen, 2002).

Although the DPKO started a one-year rapid depleytmoster pilot project,
including a roster of 360 persons in 2003, thegmioguffered from confusion and a lack
of commitment allegiance from the member statestb@dPKO suspended the project

in 2005 (Gourlay, 2006).

2.1.5. The New Horizon Initiative

A significant reform step after the Brahimi Repeds the ‘New Horizon
Initiative’ that started in 2009. The New Horizaport takes the Brahimi report as a
baseline and updates the challenges and its p@laymmendations to enhance the

effectiveness and efficiency of peace-keeping dperain the future. The document
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states that “UN peace-keeping must be ready tmarcays that are more flexible,
effective and efficient. Piecemeal approaches ateamn option. A global approach is
required. The foundation of this is a renewed dlplaatnershipamong the Security
Council, the contributing Member States and the&adat” (UN, 2009, p. 6). Within
this framework, the document asks the Security Cibtm build more feasible mandates
and provide greater political support from memblates for the fulfillment of the
mandates. The Secretary General is to provideegiasupport and member states must
provide logistics and personnel to support peaegpikg operations. The ‘global
approach’ involves developing three types of padin@s among these three actors: a
partnership in purpose, one in action, and oné¢hierfuture. For each of these domains

the New Horizon document identifies concrete stepake (UN, 2009).

In October 2010, the first progress report onNleg Horizon Initiative was
issued by DPKO and DFS. The report stresses tAfier‘a period of surge reaching a
historically high scale of deployment in 2010, Ubbpe-keeping may now be headed
towards a period of consolidation” (UN, 2010b, p.Evaluating the policy debates on
the aforementioned issues the report indicatessthadral bilateral and multilateral
workshops, seminars, briefings and policy debat®weld and concrete outcomes have
emerged especially in four areas: policy develogndabal field support strategy,
planning and oversight, and capability developmAntong others, the roles of
peacekeepers as early peace-builders were clabfiedember states and other key

partners. The capability-driven peace-keeping agugravas supported by member states
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and efforts to fulfill the recommendations of theHorizon document on the issue
were started and several workshops were held riaggifte global field support such as
creation of ‘modularized service packages’ forrd@d deployment and providing the
security of peace-keeping staff were carried ommalfy, the foundation of a ‘global
service center’ in Brindisi, Italy was laid. Impant improvements in financial resources
for mission startups and improvements in humanuess were implemented (UN,

2010D).

In conclusion, the context of UN policing has urgdbame both quantitative and
functional improvements since the first deploymafrea UN police element in the Congo
in 1960. The roles of the UN police in PCEs haverbieansformed from simply
observing and assisting to executing law enforcerrctions when the local police
capacity is absent. In addition, a great majorftyN police operations have been
mandated for training and reform-restructuringr@ host country police force. The
Brahimi report, issued in 2000, has been an esdaeftcument in terms of the
identification of problems in practice and settargeria for future operations. Although
the suggestions of the Brahimi report were mosgghored by member states, efforts of
the DPKO continued with the New Horizon Initiatithet aims to build up a holistic
peace-keeping approach and cohesive partnershipgyramong member states, the

secretariat and the Security Council on cruciaigyareas.
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2.2. The Current Structure of the UN Police
Currently, UN policing system operates throughr fanwits: the police division at
the UN headquarters, Individual police Units (IPUS)rmed Police Units (FPUs), and
Standing Police Capacity (SPC). Among those, (IRls)) (FPUs) together form the
‘UNPOL’; the Standing Police Capacity launches meissions and gives advisory
support to ongoing ones; and the police divisioN&w York provides strategic,

logistical and policy support to the UNPOL unitshe field.

2.2.1. The UN Police Division

The roots of the UN police division go back t®33vhen a small unit was
formed under Department of Peace-keeping OperafidR&KO) to give strategic support
to CIVPOL in the field. The actual police divisiaras established in 2000. Based on the
recommendations in the Brahimi report (UN, 200@)phasizing a holistic law
enforcement approach that integrates every comparéaw enforcement, the police
division was integrated into the Office of Rulelaw and Security Institutions
(OROLSI) under the DPKO. The police division sugpdhe field by developing policy
and guidance on international policing, stratedamping, vetting and recruiting qualified
personnel and increasing the number of femalea®im the field. It develops strategies
and policies to combat sexual and gender basednge| and builds up cooperation and
partnerships with international and regional actorenhance effectiveness. The UN
police division provides logistical and strategiupport to 5 political and 12 DPKO

missions, with a total deployment of approximateBy750 personnel as of 2010.
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2.2.2. Individual Police Units

Individual police officers (IPUs) are one of theotcomponents of the UNPOL
who conduct the mandated roles of UN police infibld. As explained above, these
roles range from observing and reporting to condgdaw enforcement activities.
Nevertheless, the primary functions of IPUs arming, mentoring and supervising local
police officers, given that the majority of mandaéntail second generation
(transformational) policing.

The UN has the following requirements for becomangJNPOL officer: being
between 25 and 62 years of age; language profigienterms of listening, writing and
speaking the operational language of the missidoetdeployed- which is currently
either English or French; having a valid drivertehse with at least one year of driving
experience; proficiency with using firearms; andihg basic computer skills. In addition
to these mandatory requirements, candidates wrvfpus experience in a UN mission;
proficiency in map reading, land navigation, usglobal positioning systems;
knowledge of basic negotiation, mediation and ¢onfesolution; interviewing
techniques; and basic first aid” are given prionityecruitment, according to the official

website of the UN police (UNPOL, 2010).

2.2.3. Formed Police Units
Formed police units (FPU) are the third elemertfpolicing. The first FPU
deployment occurred in 2003. The first significeJ deployment occurred in Liberia

in 2003 (Durch & England, 2010). In a policy papegpared by the DPKO and
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Department of Field Support (DFS) ( UN, 2016&8Us are defined as:

Cohesive mobile police units, providing supportioited Nations operations and

ensuring the safety and security of United Natigessonnel and missions,

primarily in public order management. FPUs worlsupport of the establishment
and maintenance of safe, democratic and humansrigbiling communities by
delivering professional, responsive and more ropabting in accordance with

the mandate (Para 8).

Each FPU is comprised of a minimum of 120 poliffecers. For better
operational flexibility, FPUs are divided into atkt three platoons with 40 police
officers in each platoon. Platoons are comprisetDgberson ‘sections’, which is the
smallest unit within a FPU. Sections cannot be énakto smaller units because the
cohesive structure of the section and ability totad it would be lost. Command units,

commander and deputy commanders, and logisticalostipnits are also included in

FPUs. Therefore, the total number of officers irfF&WU might amount up to 140.

FPUs have three core duties: “public order managgmgrotection of UN
personnel and facilities, and supporting policerapens that require a formed
response and may involve a higher risk (above #émeial capability of individual

UN police)” (UN, 2010a, Para 12).

Thanks to their advantages in terms of rapid depént, cost-efficiency,
operational and strategic strength, flexibility andtural homogeneity (because a FPU is
composed of officers from the same country), th&Dmas increasingly relied on FPUs
for the last decade. As a matter of fact, in refeeeto the official DPKO statistics, the

FPU deployment has increased over the years illglakéth the demand for UN police.

For example, while only 20 % of CIVPOL officers wdfPUs in 2001, the average
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number of FPU officers deployed by the end of 2818547, which accounts for almost
49 % of the total police deployment in that yeau(@& &England, 2010).

Another important advantage of FPU deploymentliated to its cost-
effectiveness. That is, it is 75 % cheaper to depl&PU officer in comparison to an IPU
officer. Moreover, the UN pays a per capita reinsieanent to the contributing state for
FPUs. Therefore, states are more eager to sendothlie officers as FPUs rather than

individual police officers (Durch &England, 2010).

2.2.4. The Standing Police Capacity

The Standing Police Capacity is the final majanponent of the UN police
system. The need for this type of unit was firshtianed in the ‘Report of the High-
Level Panel on Threats, Challenges and Change’@084). In 2006, the report of the
secretary general on the overview of the finanohgnited Nations peace-keeping
operations (UN, 2006b) declared that the initiahieh of the SPC, with 27 personnel,

would be supported in the 2006-2007 budget.

The standing police capacity have two core funstida) to start up new United

Nations police operations, including participation pre-mission planning, as

required; and (b) to assist existing United Natiposice operations with police

reform and in capacity-building activities and agtenal audits (UN 2006b, Para

93).

The core functions are explained in detail inréygort. At the outset of a new
peace-keeping mission, the SPC staffs are deployte field to prepare the convenient

working conditions for incoming UNPOL units andaddtsh cooperation with local
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police. When they are not deployed for missiontste, the SPC personnel are supposed
to improve ‘police management’ in ongoing policessions, provide strategic advice to
the local police on police training, recruit newfsand develop policy related to policing

matters (UN, 2008a).

The 2008 ‘Report of the Panel of Experts on the@tey Police Capacity’s first
year of operation’ asserted that the SPC was aipnognunit yet needed improvement in
several areas. The report suggested that the nushiB€1C personnel be raised up to
either 54 or 7§ cross-training of SPC staff in at least one p#rea in addition to his or
her own area of expertise (in order to create fonet redundancy); delegation of a SPC
focal point at the HQ level in New York; and indlus of complementary personnel from
several areas, such as civil engineers, contrachgas, and human-resources managers,
simultaneously or in advance of the SPC deployrtefacilitate the working
environment of the SPC (UN, 2008a). In 2010, theu8ty Council had decided to

increase the capacity of the SPC by 50 % (Durcmégl&nd, 2010).
2.3. Democratic Policing and UNPOL

2.3.1. The Definition and the Development of the Deocratic Policing Concept
The basic principles that shaped the contempalispussion of democratic

policing were first introduced by Sir Robert PeellB29 (Jones et al., 1996; Karatay,

° The report puts forward two options in terms @fpacity enhancement: in option one it suggests 54
personnel comprised of 5 x 10-some teams of SR®€bpnel + 4 team assistants; option two proposes 7
personnel comprised of 7 x 10-some teams + 5 teamistants + deputy chief of SPC + chief of SPC
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2009; Wiatrowski & Goldstone, 2010). The industraolution in England caused the
English population to move from rural areas todhies. The resulting increase in crime
exceeded the capacity of the traditional countyiffleystem to respond to it. Sir Robert
Peel was charged with reforming the London Pol&seld on the Metropolitan Act of
1829. Peel's approach to policing —which he forrtedaas “police are the public and the
public are the police” - can be accepted to bek#ystone of modern policing (Karatay,
2009). Peel summed up his paradigm of modern pajicito nine principles. These
include accountability of the police to the pubhgle of law in policing matters,
enhancement of police effectiveness through cotiperaith the community,
minimization of the use of force by the police, danness and non-partisanship of the
police when conducting duty. Peel asserted thatg@should never go beyond their
limits in the law enforcement system by engagingxtrajudicial punishment. Finally,
the primary indicator of police efficiency, accardito Peel, was low levels of crimes and
high levels of social order rather than a visibdiqe presence (Wiatrowski & Goldstone,
2010).

Certain political factors have facilitated the g@digm shift in police reform
toward democratic policing. Among those, the masieat ones are: the end of the cold
war, the spread of democratic values that are &edep be the means of economic
development by the majority of the world’s courdrithe shift in citizens’ perception of
“policing” (paralleling with democratization) adacilitator of democratization through

enforcing the laws and maintaining order, and fintide rise of terrorism as a new threat

a7



that has fueled interventionist policies by the &ifsl international organizations (Bayley,
2006). Also, despite police assertions to the eopfrthere is considerable evidence that
aggressive police activity does not lower the am@ficrime in the community
(Weisburd & Eck, 2004).

The general context and principles of DP for tiwihs first identified in ‘the
commissioner’s guidance for democratic policinghe Federation of Bosnia and

Herzegovina’' in the IPTF report in 1996. The rembated that:

In a democratic society, the police serve to ptotather than impede freedoms.
The very purpose of the police is to provide a safderly environment in which
these freedoms can be exercised. A democraticepfilice is not concerned with
people's beliefs or associates, their movement®iwiormity to state ideology. It
is not even primarily concerned with the enforcemed regulations or
bureaucratic regimens. Instead, the police forcea afemocracy is concerned
strictly with the preservation of safe communitaéexsl the application of criminal
law equally to all people, without fear or favorNU1996, pp. 1-2).

The IPTF report also enumerated seven principlekeofocratic policing as

follows:

1- police must be oriented and operated in accamlamith the principles of
democracy; 2- police, as recipients of public truste professionals whose
conduct must be governed by a professional codermduct; 3- police must have
as their highest priority the protection of life; golice must serve the community
and are accountable to the community they serveprbtection of life and
property are the primary function of police opeyasi; 6- police must conduct
their activities with respect for human dignity athe basic human rights of all
persons; and 7- police must discharge their diti@snon- discriminatory manner
(Bayley, 2006, p. 8).

Later, another international security organizat@8CE’s guidebook on
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democratic policing (2009) emphasized that thegeatian significantly enhance the
legitimacy of the state authority when they workigauently with the principles of
democratic policing. The guidebook stressed thae fnain duties of the police are to
maintain public tranquility, law and order; to prot the individual’'s fundamental rights
and freedoms, particularly life; to prevent andegetrime, to reduce fear; and to provide
assistance and services to the public” (Para, &hikthis context, it draws a broad
framework that encompasses qualifications and remnts for DP at the state,
organizational, and individual levels.

At the state level, that includes macro policeslitating the implementation of
DP. The guidebook (2009), inter alia, stressesrtilas, responsibilities, professional
codes of conduct and ethics standards for thegshould be identified clearly. One
reason that makes this requirement crucial istttepolice have to enforce various types
of laws, ranging from domestic to the internatioleakl, and this might cause role
ambiguity (OSCE, 2009). Police traditionally hadader maintenance responsibility,
‘Keeping the King’'s Peace’. Dispute resolutionhe tommunity brought the police into
conflicts between disputing groups. The policertt want to be armed social workers
although this accounted for much of their work.uhthe term Law-Enforcement
Officer was invented to narrow their role (Kelli8gMoore, 1988). Secondly, the police
should be controlled by a democratically elected government. Nevertheless, police
chiefs should be given freedom in appointing ts&aff and making operational

decisions. Thirdly, the composition of a democrattice force should reflect all the
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groups in the community they serve. Minorities arainen should be given proportional
representation at all levels in democratic policgaaizations. Fourthly, internal and
external accountability mechanisms overseeing thiegoshould be established. External
accountability mechanisms might include ‘the exi&it ‘the legislature’, ‘the
judiciary’, ‘the media’, certain NGOs and ‘indepemt ombudspersons’ (Para, 84) and
civil review boards. Finally, the police should leahe same rights as the community and
their equipment should be sufficient for the exemubf their duties (OSCE, 2009).

At the organizational level, which refers to thettcal and operational aspects of
DP, the guidebook asserts that the police shoaldait of the political domain and
‘serve’ all the groups in society in an unbiased aqual manner, based on international
standards of human rights and democratic valuethilthis framework, all police
activities, from patrol to the use of force, shob&lplanned and conducted in a way that
does not single out any group in society basedoe, rethnicity, religious or sexual
orientation. Another requirement of DP at the orgational level is transparency.
According to the guidebook, the police should dsthlrertain sorts of mechanisms to
facilitate communication with the public. Such macisms might include but are not
limited to: call-for service systems, open poli@aifs, open police-citizen forums where
citizens can directly bring forth their problemslaroncerns regarding policing issues,
public surveys, routine press briefings, and comigwriented policing programs, that
should also focus on outreaching minority groupsterms of community oriented

policing the guidebook emphasizes that the poloaikl gain the trust and support of the
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public. Within this framework, decentralized poli@eganizations can facilitate the
implementation of community oriented policing. Tie@ort also emphasizes that
induction and in-service training should be givenigdically and these training should
cover macro level issues, such as democratizatidrhaman rights as well as operational
subject matters at the micro level. Finally, themeration and collaboration between the
police and other elements of the law-enforcemesitesy is crucial for the success of
democratic law-enforcement systems as a whole (Q30D).

At the individual level, the guidebook contendattiemocratic police officers
should work according to the professional codesooduct and ethical standards
identified by legitimate laws, be respectful ansjp@nsive to the needs of the public in a

non-discriminatory manner and stay out of corrupfil¢gOSCE, 2009).

According to Marenin (2005) democratic policinguiseflection of the “human
security” concept in the policing field. It is aifshin the mindset from state-security
oriented policing to citizen-security oriented polg. DP entails that the police should be
accountable and transparent; police organizatibasld be designed semi-autonomously
to balance the responsiveness to the citizen desreamdllegal procedures; police

organizations should also be representative ofrtgr fractions of the community they

0 The guidebook (2009) notes that corruption incluthesdirect or indirect offer, or the solicitation
acceptance, “whether directly or indirectly, bydige officer of any money, article of value, gifavor,
promise, reward or advantage, whether for himseigéif or for any person, group or entity, in rattor
any act or omission already done or omitted orgabne or omitted in the future” in or in connentigith
the police officer’s position or “performance ofyafunction connected with policing (Para, 26; qtiota
marks original ).
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serve in terms of race, ethnicity, religion anddgm police administrators should
manage integrity well; and finally, the police skibbe considered citizens and
democratic norms should be applied to situationshich they are involved.

Pino and Wiatrowski (2006) enumerate several plas of democratic policing.
These principles are in fact principles of demogrthat are supposed to be applied to
policing. The first principle of democratic polignsrule of lawthat entails that all laws
that police enforce are created through democpaticesses by legislative institutions in
the respective democracies.

The rule of law concept requires elaboration bseauis one of the central
components of DP. According to Carothers (19983200le of lawis an application of
clearly elaborated rules that can be accessedaghubly every related party in the society
without any discrimination or favoritism. Maintang the rule of law is crucial for
democratization, since it is the only way of ensgihe rights of individuals against the
state and against one another. Democratizatiosasaacepted by Western democracy
promoters as the only cure for corruption and csitinat are prevalent in countries that
need democracy promotion (Carothers, 1998).

The second principle of DP, according to Pino Ahdtrowski (2006), is
legitimacy,which is the acceptance of laws and legal reguiatby citizens. Another DP
principle istransparencythat refers to openness of governmental activibeke public
who employ government from a democratic standpokticountabilityis a natural

outcome of the previous two principles. Account&pilequires “responsiveness with
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citizens, elected officials and the news mediah@& Wiatrowski, 2006b, p.85). The
final principle of democratic policing subordination to civil authoritywhich means
planning of police activities jointly with policejvil authorities and the public.
Community-Oriented Policing

Since the democratic policing concept is oftenfgsed with police community
relations and community policing, or community ated policing (COP), it is necessary
to discuss the community policing concept and agidtiee similarities and differences
between the two types of policing. COP was firaberated on by Trojanowicz and
Dixon (1974). According to this approach the robess of relations between the law
enforcement, justice systems and citizens primaelyends on the relationships between
police officers on the street and citizens. Paddilveays need public support to be
successful. The community is a platform on whichgle with common interests, goals,
or values socially interact. Communities can difased on factors such as
geographical factors, demographic characterissize, ethnicity and so forth. Therefore,
communities are not only places where people livetley also help them socially
interact with one another on common intereststheowords, all social interactions
happen in a community (Trojanowicz and Dixon,1974).

In order to develop the structural, psychologaradl communicative skills of the
police, Police-Community Relations (PCR) units ddawndertake substantial planning,
recruit skillful officers and conduct training aegperiments. Yet the PCR programs

cannot be effective if the police discriminate agstirthe members of a community based
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on race, ethnicity, religion, or socio-economidsa\When mutual trust is established
between the community and police, however, citizeiisoe more likely to help police

in crime prevention or investigation. The firstshould be taken by the police officer in
this process. Police can develop strong relatiatts the community through using any
opportunity to communicate with the community; p#ing on foot on some occasions;
patrolling with citizens; and participating in sakactivities of the community. Also,

PCR programs can attract the participation of ertgzby having them believe that their
ideas will be heeded and they will participatehia assessment of community related
issues. PCR processes can help citizens and patter understand the problems in the
application of criminal justice policies and theyutd jointly put pressure on the policy
makers to take action (Trojanowicz & Dixon, 1974).

Pino and Wiatrowski (2006) assert that police nizgtions can contribute to
social development by building social capital witkbommunities. Social capital was first
developed as a concept by Coleman (1988). Coleroted that in conflict areas and
disorganized communities trust and informal soctadtrol were destroyed. The Broken
Windows Theory (Wilson & Kelling, 1982) was an gavkersion of this. They noted that
community policing went into socially disorganizaas and worked to create a
democratically determined social order throughaomnsultation. Social capital can be
developed between police organizations and citidemmsigh more problem solving,
interaction and dialog. In such an environmentigestitizen relationships are based on

trust that begets close cooperation and commuaitati crime prevention or solving.
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The point here is that social capital increasest tnhich is the basis for social

cooperation and democratic governance. Problewingplas described by Goldstein

(2990) in Problem Oriented Policing, has demonstr#ihat the police can be a lead

element in community development and social rexaéibn. This cooperation is

assumed to increase social order and reduce crime.

Democratic policing is considered to be the nextagation of police in a manner

reflecting the “eras” of policing of Kelling and Mece (1988). The reason for this is that

community policing failed to transform the professal model of policing. As is

frequently the case of attempts at organizatiosfairm, the new model fails to take hold

and it is defeated (Bayley, 2006; Wiatrowsky & RiB006). Differences between

Community-oriented policing, DP and professiondlgiog in the tactical and

operational domains are demonstrated by Pino aradrgWski (2006) in the below table.

Table 2.1 Differences among Professional, Commemiignted and Democratic policitiy

Professional Policing| COP Democratic
Policing
Crime response and | Responds to crime, | Responds to crime, | Responds to
control controls scene, and | and interacts with the| community,

writes reports.
Police investigation of
crime

crime scene.

The officer obtains
additional information
and

views this an
opportunity to educatg

assesses impa
on community,
and enters it
into an
information
system which

1 Source: Pino & Wiatrowski, 2006, pp.90-93
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the public on
prevention issues

links it with
other
community
activities.
The police
allow citizens
or other third
parties to help
shape the
general
responses if
necessary

Citizen contact

Random patrol based
on assignment.
Contacts with citizens
only for investigation
purposes or suspicioy
activities

The officer is knows
his/her community,
both good and bad.
Contact is started to
senhance the
knowledge of the

The officer is
knows his/her
community.
Attempts to
eliminate any
kind of citizen

community on the fear or
officer and his roles | intimidation
from police
Citizen security unaware of accurate | Deals with fear of security is

measures of crime or| crime and recurring | considered a
the fear of crime patterns of crime. basic human

develops strategies in| right and it is

cooperation with the | accepted to be

community and the core of

evaluates the
outcomes of these
strategies

police activity

Crime prevention

establish separate
crime prevention
sections in PDs

crime prevention is
not separable from
community policing
officers basic duties

Crime is
considered a
serious threat
before
development of
democracy.
Yet crime
prevention
activities
should not
violate
personal
freedoms.
Serious
accountability
measures are
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implemented tg
achieve this

Coproduction of
public safety

No coproduced safety
It is done single
handedly by the police

. There is consultation
with the community ag

> to identification of
problems but the final
decisions are made by
police.

The
community is
consulted at
both problem
identification
and solution
implementation
phases. Priority
is given to the

community
Collection and reports of crime, in addition to As with the
analysis of crime mapping traditional sources, CORP this will
information information is be further

collected through trus
and cooperation with
the community

developed as
information os
linked to other
sources which
provide
information
about
institutional
accountability

Corruption and
police misuse of
authority

Corruption is a
corollary of the
isolation of police
from the community.
Moreover external
regulations result in
more reticent police
sub cultures

the independence of
the community police
officer is has resulted
in great attention
being placed on
integrity issues

as
accountability,
transparency,
subordination
to civil
authority and
legitimacy
increases
corruption will
diminish

Counter-terrorism

SWAT teams,
infiltration

contacts with
community promote
cooperation,
prevention and
intelligence flows

the model may
delegitimize
the claims of
terrorist
organizations
through
enhanced
democracy and
integration
with the
community
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Democratic
development

Police is isolated from
the community to
fulfill their function

supports interaction
with citizens and
social capital building
which yields
democratization

The police
activities are
evaluated
through
accountability
mechanisms.
Active
cooperation
with the
community is
promoted for
effective
feedback

Dispute resolution
and ethnic conflict

conflict resolution is
not considered a “rea
police work™ and not
taken seriously

recurring disputes cos
significant time and
resources. Alternative
dispute resolution and
community justice are
utilized

t Officers can
articulate and
protect human
rights. Police
keep their
contacts with
community
members in
probable
conflict regions
to estimate

future conflicts

The Narrow Definitions of DP

Regarding the narrow definitions of DP, the emphé&sbn the most

‘distinguishing’ components of the phenomenon wlaoh generally mentioned to be

‘accountability’, ‘responsiveness’ and “effectivessé (Bayley,1997; Neild, 2001). Neild

(2001) contends that the ‘effectiveness’ of thaqeotlepends on the ‘respect’ they show

to people and the ‘responsiveness’ to their demdntiss dynamic relationship between,

respectfulness, responsiveness and effectiveressatlthe core of democratic policing”
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(p.23). DP, according to Neild, entails a move yivam the preservation of ‘social
order’, which implies that the police can do awathvhe rights of criminals or spoilers
for the sake of the peace of society at large,twee balanced approach considering the
‘norms and practices’ in the state and societyI(N@001). According to Bayley (1997),
there are two criteria to test the level of DP modice organization as to responsiveness.
The first criterion is the ratio of police work atucted upon calls for service from certain
citizens whom Bayley calls ‘the disaggregate ptiblitie second criterion, on the other
hand, seeks whether or not citizens refer to thiegoeervice without hesitation not only

when they are in serious need for it but also whenthey sense a need for police help.

When it comes to accountability, Bayley (1997)uagthat the police should be
held accountable to multiple external actors froegovernment in the form of
oversight, the judiciary, the media, NGOs, and odsipuen and community groups. The
criterion of democratic policing in terms of poliaecountability, according to Bayley, is
whether a country allows other countries in to exenthe practices of its police (Bayley,
1997). Similarly, Pino and Wiatrowski (2006) and@42008) contend that police
should establish three accountability mechanisnmga-organizational, to the government
and to society at large. The basic question heéi/i® Polices the Police?” Carty (2008)
notes that “Key requirements for accountability e maintenance of effective and
efficient instruments of internal and external ®igint, as well as transparency and the

cultivation of a co-operative police- public pantst@p” (p.38)
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Stone and Ward (2000) also put forward accountglais the core of DP and
conceptualize an outline including actors, goals strategies for developing police
accountability. They also stress that police shauttbltaneously be held accountable to
internal, governmental (or state), and civil medbians separately. These mechanisms
and strategies to establish police accountabititpeding to Stone and Ward are
presented in table 2.6 below.

Table 2.2 Mechanisms of and strategies for buildiogountability in police organizatiofis

Accountability To Accountability for
Public safety Police behavior
(reducing crime, violence, (reducing corruption,
disorder, and fear) brutality, and other
misconduct)

Internal Control Training, line commanders, | Training, line supervisors,
crime statistics reporting, rules, ethics codes, integrity
reward structure units, administrative

discipline, peer pressure

State Control Operational direction by Ombudservices, legislative
elected and appointed committees, criminal
political officials, budget liability, civil liability,
authorities, prosecutors exclusionary rules of

evidence

Social Control Neighborhood safety Civilian complaint review,
councils, community based | external auditors, media,
organizations, media, policing human rights monitors,
research policing research and
and policy institutes policy institutes

In another document, Marenin (1998) mentions eamcabout ‘congruence’ and
‘general order’ in addition to effectiveness, aautability and responsiveness as
principles of DP. Congruence entails that the godict, taking into consideration the

local norms, values and belief systems of the sesi¢hey serve. General order, on the

12 50urce: Stone & Ward, 2000, p.17
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other hand, basically refers to the use of lowlleeercion to the extent possible by the
police. Marenin’s criterion to test the level @mdocratic policing is: “when a person can
yell, even offensively, at a police officer to les/face and not get beaten up for it, for
neither police culture, nor organizational norn, jpolitical preferences would sanction

this exercise of force, then democratic policinggexX (Marenin, 1998, p.172).

DP is a comprehensive concept that consists tdiogurinciples directing or
controlling police authority with democratic normmsd values, such as the rule of law,
universally accepted human rights and civil likestiaccountability to citizens and other
legal mechanisms ensuring transparency, resporesgerepresentativeness, and
minimum use of force to achieve compliance withwful police order. Having these
characteristics, democratic policing introducegyaiicant change in the policing
mentality from “fighting” crimes to “serving” theoonmunity with police forces that are
formed out of officers coming from all groups society (Neild, 2001). Despite efforts
to narrow down the definition of DP for the sakepafsimony, it can be argued that the
foremost distinguishing feature of democratic palicas a new strategy and model of
policing is its comprehensive nature, which mengesro level strategies and
organization level tactics to control the policeaademocratically determined institution
in which police authority comes from the peopletigh the democratic process and not
through an undemocratic authoritarian state. Gitgeoharacteristics, predominantly
stemming from the core principles of democracgait be argued that DP has a broader

focus in comparison with community-oriented or peob-oriented types of policing
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because it recognizes the importance of organizaltivansformation to implement DP.
Moreover, it is more congruent with the human siégwaradigm, since it is individual-
oriented, rather than state-oriented and consskasrity a basic human right. The
following section analyzes the democratic poliaogcept within the context of post-

conflict settings and SSRs.

2.3.2. Democratic Police Reforms in Post-conflictriivironments

As explained in the introduction, post-conflicdgmost authoritarian settings are
perhaps the most demanding environments for théeimmgntation of security sector
reforms. These reforms should start with chandmegpiolice from the practices
associated with keeping a repressive regime in ptoveupporting democratic reforms
which includes but is certainly not limited to thelice at the center. As Bayley (2006)
notes, police reform is a very important part afnderatization because the police are
one of the primary and most visible representatofdbe government authority to the
citizens. Changing police behavior is difficult. Mover, it is impossible to establish
democracy in the absence of public safety and phalsecurity which is provided by the

police in partnership with civil society.

By the same token, Ferguson (2004) notes thgidhee are the most visible
representatives of ‘state authority’ with respectitizens. Citizens’ perceptions of their
individual safety and security are closely assedatith the level of confidence and

respect they place in the police. Therefore, ifrappate policies are followed to render
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the police organization worthy of trust and resptet state authority and the legitimacy
of the police might easily be established in theseyf citizens.

To start with, police reforms are crucial for coosting a discourse of “change’
in the post-conflict era in two domains. Firstlyetmilitary directly evoke the concept of
conflict in the minds of citizens. Once the militas replaced with the police in the post-
conflict process, it is a strong indication of “dig&” in the sense that ‘the conflict is over
and the military is gone’. In addition to that,o&ns’ view of the police in the pre-
conflict era is mostly negative and even horrendnee the police and the military were
the primary tools of oppression then. Thereforstmonflict policy makers can give the
message of “change” to citizens by transformingpbkce into a democratic and
professional service organization. (Ferguson, 20Ddé¢n the critical question to ask is
how should democratic police reforms be implemeied then evaluated in post-
conflict countries?

The issue of police reforms in PCEs is ratheialiff and demanding. First of all,
the term reform is associated with transformatiothe status quo and current balance of
power. This transformation will inevitably creats@bmfort among current holders of
political power. Another potential source of resiste to police reforms is the very local
police organizations to be reformed in PCEs. Theesfit should be mentioned at the
outset that reforming police organizations in P@&Es long term and cumbersome
process that normally exceeds the limited capaotigolice organizations and entails

the incorporation of local and international poians and civil society at large (O'Neill,
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2005).

Reforms for the construction of democratic pofmees in PCEs are
predominantly analyzed in regard to four aspebts.organizational structure of new
police organizations, the training of officers,tteal issues regarding policing, and local
political issues. The following is a review of thmain findings of scholarly analyses on
efforts at police reforms in PCEs.

Bayley (1997) enumerates certain conditionsritgrnational police reformers,
including the UN police to account for in the immplentation of reforms in PCEs. In
short, these conditions include careful pre-depleytplanning that takes into account
the changeable and unchangeable aspects of tHetic®; setting realistic and feasible
goals for the reform process; concentration of aeatic policing efforts in the core
features of DP which, according to Bayley, are aotability and responsiveness to the
‘disaggregate public’ as well as the state authhoather than tactical strategies that
might vary significantly across countries and ageyndifficult to change; gaining the
support of local politicians and the local mediatfte reform process; and taking into
consideration all the actors, including governmetitsnestic and international public
opinion and police organizations themselves. Sacapproach might affect the reform

process and shape the reforms according to thesrugede local public among others.

In another study, Bayley (2006) asserts that foraigsistance donors should establish
a ‘legal basis’ for the new police organizationdrefanything else in their programs to

implement democratic policing in target countri8ach a legal basis demarcates the
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limits of authority for the police, specifies thamissions, identifies internal and external
oversight mechanisms and rules, and determinegguoes related to hiring, firing and
promotion of personnel. In addition to these, semanagement is essential for the
reform process; therefore, senior managers shaugglected among those who can be

trained to manage the reform process well (Bay2696).

O’Neil (2005) identifies several conditions forcsessful police reforms in PCEs.
Two of those, however, are most salient. O’Neiuagythat low ranking officers’
opinions might lead to significant outcomes in te®rm processes. Hence, the reform
process should be shaped by taking into consider#tie opinions of officers of every
rank at every phase. Such a bottom-up approachl deuthe key for the successful
implementation of reforms if merged with ‘effectil@adership’. O’Neil then suggests a
‘diagnostic approach’ for the resolution of probkeduring the reform processes. This
approach includes detection of problems, identgytime underlying causes of these
problems, implementation of a solution, reviewihg process and assessment of the
outcome respectively. This problem-oriented apghoaill be elaborated in the next
chapter of this study.

Neild (2001) notes that the selection of new potiecruits should be done in a
non-partisan manner; salaries should be suffigrentder to attract highly skilled people
interested in policing; minimize corruption; inrgiee training by international
supervisors is crucial in capacity building for tingality of the training mostly makes up

for the low skills of new recruits; the ‘instituial framework’ of reforms should be
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based on democratic policing principles; the leskig cadre should be comprised of
those who believe in and support the reform prqadss, police reforms should be
acknowledged as long-term and demanding procegstee linternational donors; and
police reforms should be bolstered by other seatoeforms, primarily in judiciary

systems.

The role of Training in Democratic Police Reforms

Unlike Neild, Bayley (2006) does not consideiriiag to be a crucial component
of democratic police reforms, but many other satsgbaut significant emphasis on it.
Mobekk (2005), for example, asserts that if conedatarefully, training can pave the
way for the institutionalization of modern policipgnciples and accountability in local
police organizations in PCEs. Also, Wiatrowski &wldstone (2010) stress that in PCEs
only police organizations trained according to phieciples of democratic policing can
successfully confront crime through improving conmiyiconditions and deal with

police corruption through providing safety and séguor their citizens.

Currently, international organizations- primatihe EU, NATO and OSCE-
implement training programs to build local poli@peacity according to democratic
principles, since post-conflict and post-commuaaintries typically lack police
organizations that are knowledgeable about thaseiples. These international
organizations require reforms which are then moeddor implementation as a

precondition of admission to the bodies. The UN@asuch requirement that police
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forces of member states be “democratic” as thislevmiringe on the sovereignty of
member states. Nevertheless, such training proghawes certain deficiencies. The
primary problem with the international police triaig programs in PCEs is the focus on
increasing the number of police officers in shatipds of time. America certainly
confronts this in Irag and Afghanistan and failederably in the police forces it
attempted to create by equating it with militagining. Such police had no skills to
interact with the public. Such an approach ineWtglaves the way for under-trained and
low-quality police officers in PCEs where robustipe organizations are greatly needed

(Wiatrowski & Goldstone, 2010).

Wiatrowski and Goldstone (2010) contend that &ctiglicing duties should be
conducted by international police forces accordmthe principles of democratic
policing until the local police capacity, whichrisore congruent with democratic policing

standards, is built. Within this frame they emphaghat:

This option would be more readily available if NATMe EU, the U.S., or the
UN had budgets to train and maintaiistand-by force of several thousand pqlice
who had trained together and were proficient ndy andemocratic policing but
also in working with translators, working in fragilstates and post-conflict
environments, and cooperating with military andcsplezed forces (Wiatrowski
& Goldstone, 2010, p. 85; emphasis added).

In addition to the establishment of a ‘stand-by&ythey suggest the extension
of the length of service for international trainagsto ‘several years’, owing this to the

aforementioned fact that building capacity for gehous police is a long term effort
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(Witrowski & Goldstone, 2010).

Regarding training, Pino and Wiatrowski (2006)entttat it is not possible to
bring about organizational change toward demoatdi by training the new police
force on policies and procedures only because smri®n of former police officers
keep their positions and most of ex-military persgirare hired as police officers during
democratic transitions. As an alternative, demacadlicing refers to furnishing police
organizations with the core principles of democrangl human rights.

Given a proper base in democratic values and ganazational structure
consistent with democratic values, police strategian support democratic values,
create the conditions that support economic, palithuman and social development,
provide safety and security and create the assucratworks of capital or investment
and ultimately reduce crime (Pino & Wiatrowski, B0@p. 71-72).

According to Marenin (2005), to reform and restuue the police based on
democratic policing principles in post-conflictustions where police systems mostly
have failed, it is essential to refer to the lessearned from past missions. These lessons

can be analyzed in three contexts: domestic, gitatend tactical.

After surveying international reform-restructuriefforts, Call (1998) concludes
that politics at both international and local levelosely affect the reform restructuring
process in post-conflict settings. At the interoadl level, it is mostly the integration
between the international community and the postlob country that is the problem. At

the local level, reform depends on the conflictsMeen political groups and local
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politicians each seeking to implement their refar@ther than politics,
representativeness of the new police organizatieneffectiveness of the new criminal
justice system, and a developing civil society thatctively engaged in political

development are necessary for successful reforigramns in PCEs.

Goldsmith and Dinnen (2007) criticize the currpalice reform processes that
they call “police-building” based on the ‘lessoratned’ approach, building upon the
cases of East Timor and the Solomon islands. Thgyeathat problems in the reform
processes mostly emerge because reformers havédiesu knowledge of local factors
and overemphasize the technical aspects of themefthey argue that the lessons
learned approach ignores the unique underlyind lcaases and social and physiological
drivers of conflicts. Also, this approach putddittmphasis on the organizational
characteristics and the cultural background ofllpotice organizations and officers.
More importantly, reform processes are run by daoomtries who try to transfer
western style organizational structures into PGEsing identified these problems,
Goldsmith and Dinnen stress that police reformkaikl understand the local context
not only in terms of the technical elements of galy but also the political, cultural and
social characteristics of the host environmenthéir words, “effective reform will
depend not just on a panoply of supporting ovetsaaghl auditing mechanisms, but also
upon establishing connections to local sourcesabfes and potential public legitimacy”

(Goldsmith & Dinnen, 2007, p. 1107).
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Finally, a very important caveat should be expmdsggarding police reforms in
PCEs. While new police organizations are construbteinternational actors, the
contexts of crucial concepts especially ‘democratilicing’ and its core components
such as accountability, responsiveness, and huiglats rshould be defined clearly to

minimize the variation in the application of thesmcepts in practice.

Morreale and Lambert (2009), for example, claiat tthen the community-
oriented policing concept was introduced, policpadtments were not given clear
explanations and they were expected to implemenC@P principles by themselves.
The departments resisted change and most polie@iaagions simply created small
offices with a few officers which applied some etts of community policing. This
was at odds with the underlying nature of the comityupolicing concept, which as
envisioned by Trojanowicz was organizational transfation. This is why strategies to
transform policing to the Democratic Model emphagiansformation, thus qualifying it

as a fourth generation model of policing (Pino svidtrowski, 2006).

Similarly, Mobekk (2005) notes that UNPOL officensTimor-Leste expressed
various ideas about COP, ranging from developingectelations with the community to
leaving the community to police itself. Of coutke international police themselves may
have been clueless about what COP really was anddtailor it to specific contexts,

having never been educated or trained in it.

In the other example, Morreale and Lambert (200§)@that a similar situation was
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valid for the change in the concept of nationauseg after the 9/11 attacks. According
to them, a shift in the function of local and statdice departments was expected to
move toward more involvement in national secusuies, such as counterterrorism, but
these organizations were not equipped with tfmlsuch missions. As a matter of fact,
a survey on New England police organizations recetiat police organizations are
confused about their roles in terms of nationalggcand combating terrorism
(Morreale & Lambert, 2009). Therefore, in termslefmocratic policing reforms in

PCEs, it is necessary for policymakers to clarihatvis meant by democratic policing
and have local police organizations understan@dneept. Systematic training programs
conducted by professionals might accomplish thrp@se. Otherwise, democratic
policing cannot be implemented smoothly and deficies in security sector reforms will

hinder the overall social, economic and politdavelopment of the country.

In conclusion, the importance of police reformghasstarting point of security
sector reforms in PCEs was underscored beforadrstidy. The above discussions lead
us to argue that reform and restructuring of patigganizations should be conducted
within the democratic policing framework in PCE<#ese DP is an application of the
principles of democracy in the security domain.Marenin (2005) stresses, post-conflict
situations might present great opportunities féaldsshing strong democratic policing
institutions provided that these opportunitieswanderstood and the necessary steps
discussed in detail above are undertaken by teenational and local reformers. Once

the democratic police reforms are successfully @m@nted and spread to the other
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elements of the criminal justice system, such agubiciary and corrections systems, the
social, economic and political reforms will be iraplented more easily because
democratic police organizations will establish trarisd understanding between the
national democratically elected governmental autyhand society at large. Yet, it is
crucial to clarify what is meant by democratic polg and have police officers
internalize its principles. The following sectionadyzes the efforts of UNPOL as the

implementation of DP principles in PCEs.

2.4. Democratic Policing in the UNPOL Context

To this point, the evolution and current structof&/NPOL has been explained,
the democratic policing concept was defined anthoestrategies in terms of the
implementation of DP reforms in PCEs have beenesd@d. In this section,
organizational and personnel characteristics of ONRBre analyzed in order to assess
the applicability of democratic policing principlesthin the UNPOL context. The
guestion to be answered in this section is hovetineent organizational structure and
personnel quality of UNPOL can affect the implenag¢ioh of democratic principles in
PCEs. In this section, first UNPOL’s mandates, apenal guidelines, organizational
reports and other official documents are survegagveal how much emphasis is put on
the term ‘democratic policing’, and in what contekly the UN. Then, the organization of
UNPOL is analyzed especially in terms of UNPOL'sga@nel quality and levels of
democracy in PCCs. These two issues are frequaddessed as serious obstacles to

overcome before we can expect the successful Ukbyleent of DP in PCEs.
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Democratic Policing Concept in UN’s Mandates

As previously mentioned, democratic policing pijphes were first identified by
the UN police mission in Bosnia and Herzegovind986. But they were not
implemented in that mission because the conceptitilasunderstood at the time. Since
that date, more than 20 UN peace-keeping missians heen deployed. The question
then is how much headway has the UN made in tefrdsraocratic policing in post-

conflict environments?

UN peace-keeping missions operate according iornendates issued by the
Security Council. A mandate sets the overall objestof the peace-keeping mission.
Therefore a content analysis of the mandates dret &iN documents might give
insights into UNPOL’s democratic policing effor&uch an approach can be fruitful in

terms of identifying UNPOL'’s DP efforts at the onggational level.

When the UN police missions that ended after 198¥eh is the date of the
introduction of the DP concept- the term ‘democratlicing’ is mentioned in the
mandates of only four missions: UNMBIH, UNMIL, UNBIland MINUSTAH. Except
for the mandates, the term is mentioned in tﬁ%[ﬁﬁagraph of the Brahimi report (UN,
2000) and in the 13page of the first issue of the UN Police MagaZlol, 2006a).
Nevertheless, the term ‘democratic policing’ is referred to in any of the UN’s
guidelines, including the Capstone Doctrine and\Nbes Horizon Document, which is

supposed to be the framework for the future of pdaeping operations and the

73



remaining the mandates. Table 2.7 below demonsttagesources where the concept of
democratic policing was used in a UN document withquotation to show the context

in which the term was used.

Table 2.3 The use of the term ‘democratic polidimg§N documents

Mandate/Document The context that the term “demnimcra Source
policing” used in
UNMIS (vii) To assist the parties to the Comprelens S/1590
Peace Agreement, in coordination with 2005

bilateral and multilateral assistance programs,
in restructuring the police service in Sudan,
consistent witldemocratic policing, to
develop a police training and evaluation
program, and to otherwise assist in the training
of civilian police;
UNMIL (n) to assist the transitional government of S/1509
Liberia in monitoring and restructuring the 2003
police force of Liberia, consistent with
demacratic policing, to develop a civilian
police training program, and to otherwise assist
in the training of civilian police, in cooperation
with ECOWAS, international organizations,
and interested States;

MINUSTAH (b) to assist the Transitional Government S/1542
monitoring, restructuring and reforming the 2004
Haitian National Police, consistent with
demacratic policing standards, including
through the vetting and certification of its
personnel, advising

on its reorganization and training, including
gender training, as well as
monitoring/mentoring members of the Haitiap
National Police;
UNMBIH 28. Requests the Secretary-General to khep|t  S/1088
Council regularly informed on the work of the 1996
IPTF and its progress... in particular its work
in assisting the restructuring of law
enforcement agencies, coordinating assistance
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in training and providing equipment, advising

law enforcement agencies on guidelines on
demoacratic policing principles with full
support for human rights, ... as well as to
report on progress by the authorities in Bosrj
and Herzegovina in regard to such issues, in
particular their compliance with IPTF-
prescribed guidelines including their taking
prompt and effective action, which could
include dismissal where appropriate, in resp
of any officer notified to them by the IPTF

Commissioner as failing to cooperate with the

IPTF or adhere tdemocratic policing
principles;

ia

The Brahimi report

39 ...Today, missions may regjgivilian
police to be tasked to reform, train and
restructure local police forces according to
international standards fdemocratic policing
and human rights, as well as having the
capacity to respond effectively to civil disord
and for self-defence ...

A/55/305-
S/2000/809

er

UN Police Magazine

Principles of Democratic Policing
Representative policing ensures thaalice
personnel sufficiently represent the commun
they serve; minority groups and women are
adequately represented through fair and non
discriminatory; recruitment policies in police
services; and the human rights of all people
protected, promoted and respected.

Responsive policing ensures thatPolice are

responsive to public needs and expectations,

especially in preventing and detecting crime
and maintaining public order; policing
objectives are attained both lawfully and
humanely; police understand the needs and
expectations of the public they serve; and
police actions are responsive to public opinig
and wishes.

Accountable policing is achieved in three
ways:Legally: police are accountable to the
law, as are all individuals and institutions in
States; politically: police are accountable to {
public through the democratic and political
institutions of government as well as through

2006:Issue:1;
p. 13

ity

are

N
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police and citizen liaison groups; and
economically: police are accountable for the
way they use resources allocated to them.

It is apparent that the doctrinal emphasis on deatiagpolicing in the UN'’s
official documents, primarily the mandates, is lagkbecause the term was used in only
four out of 25 (16 %) mandates. Similarly, othectiimal documents show the same
pattern, seeing that only the Brahimi report adslrethe term whereas other strategic
documents such as the New Horizon, which is sugptiséllow up on the Brahimi

report, do not.

The UN's Personnel Quality and its Impacts on therhplementation of DP in PCEs

A second significant domain regarding the impletagon of the DP principles in
PCEs is related to the national and individual abtaristics of UNPOL officers. This
domain can be analyzed in three categories: 1nthié-ethnic and multi-cultural
formation of individual UNPOL officers; 2-) the jdkills of UNPOL officers; and 3-the
low level of democracy in the major police conttibg countries.

According to Durch and England’s analysis (20b@sed on the Freedom House
scores of the police contributing countries (PC@khough 61 % of UN police officers
were coming from ‘free’ countries in 2001 this ambbad fallen to 25 % in 2010.
Furthermore, the number of officers coming fromt‘free’ countries has risen from 9 %
in 2001 to 22 % in 2010. Until the end of 200%efout of the top ten PCCs (namely the

US, Spain, Germany, Portugal and the UK) were agesl countries and as of

76



December 2001, almost 25% of the UN police wereingrfrom these five countries
(Durch, 2010). In total, the rate of police fra@mveloped contributing countries was 37
% by the end of 2001 (Smith, Holt, & Durch, 200&jter 2001, however, a gradual
decrease in the ratio of police officers, seconuedeveloped countries happened
whereas the number of African and Asian policeceffs boomed. Durch (2010) notes
that the US and Germany remained in the list otdpeten PCCs as of 2005, albeit these
countries significantly reduced their police camfiions soon and finally no developed
PCC remained in the top-ten list as of 2009. Tlopertions of police officers deployed
in UN peace-keeping operations as of 2010 basembtinental origination is as follows,
according to DPKO'’s official web site: Asia: 37 %irica: 34%; America: 5 %; Middle
East: 9 % and Europe: 15 %.

Different explanations have been offered regarthegshift in the composition of
UN police officers within the last 10 years. Du(@910) asserts that the political
interests of top police contributing developed daes have shifted after 2001. Among
those, the US placed its police training resouncésghanistan and Iraq, and Germany
focused more on training the Afghan police. By $hene token, the UK focused in the
training of Sierra Leone police; and finally, Spaignificantly reduced its international

police deployments after the 2004 terrorist attackdadrid.

Durch and England (2010) claim that changes irgdagraphical distribution of
conflicts have paved the way for the shift in tlenposition of PCCs. According to

them, the number of UN police deployed from Africareased as the number of
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conflicts in Europe diminished and those in Afrioae in the mid-2000s. Secondly, the
European Union had also started to deploy politieest to the conflict regions in
Europe. The UNMBIH mission in Bosnia-Herzegovinasvpassed on to the EU

authority in 2003. Similarly, although UN’s UNMIK ission in Kosovo is still going on
with five personnel, as of 2010, the major policarganization has been the EULEX-
Kosovo since 2008.Therefore it is apparent thabpean countries seccond most of their
officers to the EU and NATO missions and make feegartributions in UN missions

(Durch & England, 2010).

As of December 2010, the UN deployed 14,322 palitieers from 85 countries.
Palau is the smallest PCC with one officer andaoid the largest PCC with 1902
officers. The top 10 PCCs account for 64.3 % oftttal police deployment. Table 2.4

below demonstrates the top ten PCCs as of Dece2@iér.

Table 2.4 Top 10 Police Contributing Countries

Rank | Country Number of Officers | (%) of Total
1 Jordan 1,902 13.3
2 Bangladesh 1,862 13

3 India 1,057 7.4

4 Pakistan 947 6.7

5 Nigeria 877 6.2

6 Nepal 866 6.1

7 Senegal 782 5.4

8 Ghana 337 2.4

9 Rwanda 298 2.1
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10 Malaysia 281 1.9
TOTAL 9,209 64.3 %

The second problematic issue with the formatioNPOL is that some of
UNPOL officers are recruited from countries wheramongoing UNPOL mission
already exists. This irony was addressed by Wiatkpand Goldstone (2010) regarding
Bangladesh, which is one of the top PCCs. Theyl ¢he International Crisis Group
report identifying Bangladeshi police as “a soustestability and fear [in their own
country] rather than a key component of a demareaiciety. Human rights abuses are
endemic and almost all Bangladeshis who interattt thie police complain of
corruption” (p.86- no emphasis added). Tagginghism approach, a map of the UN PCCs
who are the object of a UN mission can be builebasn the official statistics presented
by the DPKO. When these statistics are analyzethtoyear 2010 (December), four
countries that are already hosting a UN or EU gafigssion are making police
contributions in the UNPOL. Specifically, 152 o#is were deployed from Cote
d’Ivoire; 80 officers from Chad; 27 from the Congod 20 from Bosnia and Herzegovina

in UN peace-keeping operations.

The multi-cultural structure of the UN police is@pointed to as another problem
in its functioning. As discussed previously, UNP€unsists of individual police units
(IPU) and formed police units (FPU) coming from eadinan 80 countries. Although each

FPU is organized with some 140 compatriot polidecefs, the IPUs are multi-ethnic
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elements and operate according to the UN’s orgtaira system regardless of the
ethnicity of officers. Such a structure raisesramediate concern: how can such an
ethnically and culturally diverse organization liieeive in terms of democratic
policing? Broer and Emery (1998), for example, ribtg the multi-cultural working
environment had emerged as the most urgent protadra addressed by police monitors
deployed in the UNPROFOR mission after the anglgta training needs assessment
guestionnaire in 1995. Also, some other respondaritee same study mentioned that
some CIVPOL monitors tolerated the torture of sapby local police officers. As was
mentioned above, problem areas of UNPOL are higitgrtwined. The biggest issues
with the multi-cultural structure of UNPOL is diffent job skills, organizational cultures,
and work ethics of UN police officers. As a mathéfact, scant job skills of police
officers have been mentioned by almost every sclyada non-scholarly study to be the
weakest aspect of CIVPOL/UNPOL at the individuaklesince the beginning of UN
police operations (Call & Barnett, 2000; PeritoQ20Sismanidis, 1997). At the basic
level, the UN requires all CIVPOL/UNPOL candidateshave proficiency in the official
mission language and the ability to drive four-whashicles. In several cases, however,
it has been pointed out that UNPOL officers lackrethese basic skills (Sismanidis,
1997). Especially the language problem in that UNPR@icers do not speak the local
language, is one of the biggest obstacles to effeatentoring, monitoring and training

(Broer & Emery, 1998).

Hansen (2002) made two suggestions for minimiiregnegative impacts of the
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cultural problems of UNPOL. The first suggestionludes the allocation of specific
districts to compatriot contingents of the UN peli@y doing so, only one police
contingent would serve in a given geographicaridisand there would be no inter-
cultural mingling of officers. The second approawh the other hand, is on the allocation
of certain policing functions, such as criminakitgence, crowd management, forensic
science and so forth, to certain national contitgyedonetheless, neither of these

approaches has been fully implemented in any nissso far.

A final issue that might significantly undermirfeetimplementation of DP
principles in PCEs is the lack of mechanisms tovegraccumulated knowledge and
experience across UNPOL officers. The lack of tnsbinal memory and the derivation
of knowledge from that experience to guide futyperations still exist. Mobekk (2005)
identifies three reasons regarding the deficiargtitutional memory’ of UNPOL at both
headquarters and field levels. According to Mobekk,rotation of UNPOL personnel
within and, occasionally, between missions negbtiaéects effectiveness, given that
the duration of missions is limited to one yearatidition to that, the commencement and
dismissal of UNPOL officers are doea masseyhich means that when the personnel is
circulated a great number of experienced officeesr@placed with mostly inexperienced
newcomers. Secondly, there is no comprehensiveegue for passing the accumulated
experience across cohorts of officers. Finallylgok of ‘debriefing culture’ among
UNPOL officers undermines the development of insithal memory in UNPOL

missions.
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In conclusion, although the UN has formulated exignded democratic policing
to post-conflict environments, it puts little emplsaon developing the term for policing
in its major documents. In addition to that, theeleof policing skills, knowledge and
experience of UNPOL officers and the level of deraoyg in the nations that donate
police to UN missions raise concerns about theceffeness of the UNPOL.
Nonetheless, the validity of these concerns matydsted as an area in which more
research is needed than the subject of speculatidrsecondary analysis. The question
may be better understood through research ratharttburistic inferences. It is possible
to directly examine the performance of officers agldte their performance to the level
of democracy of the countries from which they coiffeere is no primary research study
in this field measuring the perceptions of UNPOficafrs about democracy in general
and democratic policing principles in specific. UDIPofficers are instead labeled with
the democracy scores of the countries they conme,famd if these countries are
undemocratic then the police officers coming frdrattcountry are assumed to be
undemocratic without any data to test that asswonptn order to put forward a robust
picture of the policing efforts of UNPOL in relatido DP, this study will first give voice
to UNPOL officers regarding their opinions on dema@y and democratic policing. Also,
it will attempt to explore what UNPOL does in terofsddemocratic policing at the

organizational level.

This study asserts that organizational learniragdsucial requirement for

UNPOL in order to minimize the negative impactshef above-mentioned problems
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stemming from the multi-cultural structure of thiganization. The positive relationship
between OL and DP will be hypothesized and testedstatistical model in the
following chapters of this study. Therefore, thatnehapter elaborates on organizational

learning in general and in the UNPOL context.
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Chapter 3 UN Police Missions and Organizational Learning

The previous chapters of this study addressedatedmm shift in the SSR
concept and its reflection in peace-building. Aés@amined were the organizational,
strategic and tactical issues required to implerdentocratic policing principles in
UNPOL missions. To sum up, the notions of humanmisgcand universally accepted
democracy and human rights criteria have becombuleing blocks to restore order,
insure safety and create security in PCEs. In tefgathe organizational aspects of
peace-keeping and building, we have underscoreditteeence between military and
police organizations in terms of capacity, struetand mindset in the transition towards
stability. It was underscored that once the arnwadlict is stopped by the military, the
restoration of order in conflict-torn communitidsosild be left to civil police and non-
governmental organizations that can mediate betweestate — or legal authority- and

citizens.

We then analyzed the history and development ofddli¢ing activities since the
UN has been the primary international policing migation in PCEs and is the focus of
this study. Finally, democratic policing principlegre introduced as the type of policing
necessary to form the basis for fulfilling goalspeolitical, economic and social

development and the creation and transformationstitutions in such environments.
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Within this frame a set of weaknesses regardingJiiEOL system in general and the
implementation of DP principles by UNPOL in partexuwere identified. Among those,
the problems stemming from multi-ethnical and mailtitural structure of UNPOL, low
job quality of most UNPOL officers and meager Isvel democracy and human rights in
most of the major police contributing countries &vaddressed as the major handicaps of
UNPOL. Another remarkable weakness of UNPOL waddblk of capacity to develop

institutional memory.

UNPOL’s role as an international security organaats to train, build capacity,
reform and restructure the police organization®ating to modern and democratic
policing principles in the intervened post-conflictuntries. Nevertheless, the
aforementioned handicaps of UNPOL cast doubt ocaipacity to fulfill its functions. At
this point, this study posits that the gap creatgthe organizational problems that might
hinder UNPOL from fulfilling its functions includgthe development and
implementation of DP principles can be bridged NROL becomes a learning
organization. Hence this study attempts to exploeeexistence of empirical association

between UNPOL’s democratic policing efforts and OL.

This chapter examines organizational learning wisdtypothesized in this study
as a facilitator for the implementation of demoicrablicing principles in PCEs. Within
this framework the primary sources of the genetaliterature are surveyed, their

relevance to one another and to the UNPOL systehsisissed and the organizational
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learning efforts of the DPKO and UNPOL in peacegheg operations are examined.

3.1. Organizational Learning

The concept of organizational learning (OL) hasargdne multiple
transformations since it was first introduced ia thiddle of the previous century. Yeo
(2005) notes that in the 1960s organizations wece@ed as machines that should be
updated regularly by means of new technologiethérearly 1970s, however, a new
approach emerged accepting organizations as laiiggnisms and highlighting the
human aspects of organizations such as cultust, ttad inter and intra-personal
relations. This approach viewed organizationalrisey as a process that develops with
the development of the cognitive skills and changeke behavior of individuals, groups
of individuals (teams) and the organization as ale/hThe individual is emphasized as
the primary conveyor of the learning activity ydtat spread learning across the
organization are the cooperative interactions amodigiduals.

In this study three major OL approaches will bereyed by reviewing their
foundational studies. These theories are (1) teerthof action, (2) appreciative inquiry
and (3) communities of practice (CoP). In additiorthese theories the knowledge
creation process will be examined, because theelsse relationship between
knowledge creation and organizational learning.sEh@L theories were chosen due to
their relevance and applicability to the UNPOL @xtt

UNPOL missions are comprised of police officersrirdifferent countries. Given

the fact that each country has a different poli@pgroach, the aggregate volume of
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international experience and policing knowledgeolagd on such missions is quite
considerable. Each of the mentioned theories carsée to extract this “individual”
knowledge-which refers to personal knowledge- am/ert it into organizational

knowledge. As this process continues the new kndgdecan be transmitted across

missions through training.

3.1.1. Theory of Action
Argyris and Schon’s (1978) theory of action is af¢he most frequently cited
theories in the OL field. It is based on the basisumption that the environment in which
organizations and individuals transact is highlgentain and is continuously changing.
Organizations and individuals, therefore, haveston continuously to exist in this
unstable environment. It is important to define tyjoes of theories of action: the
“espoused theory” and “theory-in-use”.
A theory of action is a theory of deliberate hunb@havior which is for the agent
a theory of control but which, when attributed he tagent, also serves to explain
or predict his behavior... when someone is asked hewvould behave under
certain circumstances, the answer he usually gevbs espoused theory of action
for that situation. This is the theory of actionviich he gives allegiance and
which, upon request, he communicates to others. edewy the theory that
actually governs his actions is his theory in usbjch may or may not be

compatible with his espoused theory; furthermdne,ihdividual may or may not
be aware of the incompatibility of the two theorf@sgyris & Schon, 1978, p.11).

To expand on this, espoused theories of action®arel and intended behavior
patterns that individuals feel obliged to perfomtertain circumstances. Theories of

action, on the other hand, refer to the actionsgkaple actually do consciously or
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unconsciously, and these two theories do not alwsagslap although they are supposed
to as elaborated below. This notion can be appiertganizations too. Action research
considers organizations living organisms. Cellthee living organisms are the people
who are their members. Each person has a certhéf imehis or her mind on what the
organization does and what the role he or she phaysTherefore, organizations, like
individuals, have their espoused theories (objestiwofficial procedures, organizational
diagrams) and theories-in-use that are what thembers actually do. The theory-in-use
of an organization changes as the images of orgamizchange in the minds of
individuals who are its members. In order to britlggee gap between the espoused
theories and theories in use, organizations hatekmaction, intervene, to manage the

process of change in the minds of their employegytis & Schon, 1978).

Argyris and Schon define organizational learning.asa process in which
members of an organization detect errors or an@walnd correct them by restructuring
the organizational theory of action, embeddingréseilts of their inquiry into
organizational maps and images” (p.58). An “eriisrthe mismatch between what is
supposed to happen and what actually happens. Basthis definition, they propose
two types of learning: single loop and double lo®mgle-loop learning refers to the
diagnosis and elimination of the symptoms of protsdy merely applying existing
knowledge. Hence, when members of organizatiorectistich problems, they question
the existing strategies that might cause it andchefar new strategies and then learn

how to solve the problem. Nonetheless in ordefifatividual” learning to become
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organizational learning, the new patterns (theeinasse) that emerge in the minds of
individuals need to become a part of the orgaronalimemories and each member of
the organization needs to regenerate his or heganfrmental models) related to the
strategy that solved the problem. In other woh#y tare supposed to regenerate their
theories-in-use by updating their mental modeletam the lessons learned from the
resolution of the problem. Single-loop learningdsalith changing the “action

strategies” that did not work (Argyris and Sché@78).

Double loop learningpn the other hand, goes one step beyond that iiflyne
diagnosing and solving of problems. It involvesradiag the organizational “norms,
policies and objectives” that underlie the probl&imce the process of change will create
conflicts among different groups in the organizatidouble loop learning requires the
resolution of these conflicts through “inquiry” bigveloping new explanations for the
sources of conflict and possible outcomes of pregadrategies from different

perspectives (Argyris and Schén, 1978).

Argyris and Schon (1978) argue that most orgdias have “limited learning
systems” that allow only for single loop learnidgnbiguity in organizational theory-in-
use is associated with failure of individuals taghose errors in organizational norms.
“Primary inhibitory loops” are the major factorslohited learning. “Self-
reinforcement”, for example, is an inhibitory lodphibitory loops push organizations

into vicious cycles called “conditions of error”which organizations make new errors
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while trying to correct another. When self-reinfemeent occurs each conflicting side
reinforces the other due to the presence of alyeofonditions of error which can be
incongruity, incompatibility, vagueness, ambiguwtythe scatter of information in task
assessment. Self-reinforcing activities of sidemtimhibit them from questioning these
conditions and from learning. Argyris and Schon7@Rconceptualize this lock-in
situation as the “model-I theories of action”. Thetgim that model-I theories of action
undermine double-loop learning by blocking organareal change and are prevalent
across modern organizations (Argyris and Schon@L9¥ccording to this model,
primary inhibitory loops engender “secondary intoby loops” that elicit “correctable”
and “uncorrectable” errors. Correctable errorssatgected to a learning cycle and either
become corrected or turn into a new error. Uncdtaidde errors, on the other hand, are
mostly “camouflaged” and trigger new primary intdsy loops which make it

impossible for double loop learning to happen (Aig¥g Schoén, 1978).

In regard to the individualistic inhibitors of QArgyris (1993) introduces the
concept of “defensive routines.” Argyris (1993¥ides defensive routines as mental
mechanisms embedded in the minds of individuadg, itthibit organizational learning by
hindering the “detection and correction of errofand] problem solving and decision
making ... [and yields to] less effective organizatibperformance” (p.19). According to
Argyris, defensive routines stem from the paradetwieen the strictness of written rules
(espoused theory) of organizations and the “coniyfeaf issues that members of

organizations have to deal with in reality. Defemsioutines “overprotect individuals and
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groups and inhibit them from learning new actiorisey are routines because they occur
continually and are independent of individual astpersonalities” (Argyris, 1993, p.20).
Defensive routines are implanted in the minds divilduals from their “early life”
experiences. Organizational cultures can also gevevay for individuals to use these
mechanisms. Thus, since defensive routines ardraoted by individuals and
organizations together, they can be overcome byharesms that address both individual

mindsets and organizational procedures and cul{dmegyris, 1993).

As a solution to the aforementioned problems befoganizational learning Argyris
and Schon (1978) propose the “Model O- Il orgamzet! theory in use”. Organizations
that put Model O-II theory-in-use into practice detect problems and apply
appropriate solution strategies to them. This meguihe correction of the conditions of
error either by single loop learning in which otityg error is corrected, or double-loop
learning in which the underlying cause(s) of thelybem is questioned, different
proposals are brought together and debated, andstietions are applied. The
organizational learning process explained abovkecneate new conditions of error that
will start new learning cycles because organizaiéearning has a dialectical nature. In
this sense conditions for error are beneficialoi@anizations since they cause the
perpetual inquiry of existing norms and the atttidmu of new meanings to them through
double loop learning (Argyris & Schon, 1978).

In order to convert Model O-1 organizations into d&b O-1l organizations

“intervention” is necessary. “To intervene is tue¥ into an ongoing set of relationships
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for the purpose of being of help” (p.158). Intartien, from an organizational learning
perspective, aims to bring organizations at a lewetre members of organizations are
better able to detect errors and change the undgsctors of errors in the
organizational structure (double loop learning)etwentions attempt to diagnose the
problems inhibiting the members of an organizatrom developing model O-II learning
skills and teach them how to develop a dialectgrag@ch. Such an approach entails
viewing new problems that will emerge while the nbems of the organization try to
solve other problems as opportunities to changarozgtional norms and applications

that have become obsolete in time (Argyris & ScH@Y,8).

3.1.2. Communities of Practice

A second approach to OL is Communities of Prac@mP) which is a relatively
new field related to organizational learning andwledge sharing. Wenger,
McDermond and Sneider (2002) defined CoP as “grodijpeople who share a concern,
a set of problems, or a passion about a topicydrdeepen their knowledge and
expertise in this area by interacting on an ongoiasgjs” (p.4). CoP are composed of
people with similar interests, problems or goal®wbme together regularly to take
advantage of one another’s knowledge and experi@mdee topic of interest. CoP
emerged as a criticism to the traditional knowledgsmagement paradigm that pays very
little attention to practice-based knowledge. le seminal article of the field, Brown and
Duguid (1991) emphasized the great difference betviermal rules, that they call

“canonical practice” and what individuals actually in practice or “non-canonical
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practice”. They contend that organizations gengiddwnplay the value of the latter in
relation to organizational learning and innovati®hey argue that “working”, “learning”
and “innovation” are highly interrelated but theguire a mental shift to see the
interactions between those elements. Normal “offi@eedures” such as official job
descriptions or written procedures, and routinenizational learning procedures (which
may come from planned in-service training sessfonexample) mostly ignore the
practice that includes the rich details of the ratf the work which are typically not
formally or even informally shared. Such routingamizational learning procedures
addressed above aim to encode and embed pradficahation into abstractions which
in fact often leads to the elimination of the miagportant details. Therefore, learning, in
the traditional approach, is reduced to officiaining sessions and abstract texts and
does not take into consideration any method wheaiveds knowledge from the

experiences of the employees as actors themsd@vewr & Duguid, 1991).

Based on ethnographic studies, Brown and Duguiéi)L8laim that official
procedures, databases, Frequently Asked Questnohsoaforth are typically insufficient
when working in the field. Moreover, these formedanizational instruments might even
be counterproductive when the solutions they aftenot work and the organization has
no procedure for learning the “tricks of the trad@t then processing them into
knowledge which can be shared. Employees frequésdlyobliged to exceed the borders
of these formal rules, when they are inadequatjratiate contact with others who have

the practical experience that provides a solutarafproblem they confront. In this
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process the clarification of the problem is donénmrration” or what amounts to
extensive storytelling, “collaboration” or exchangfdnformation and lessons derived
from rounds of trial and error, and “social constion” or the creation of a shared
understanding of the problem that is different frimmmal definitions. This all culminates
with the creation of a community which identifiésealf around an issue or practice. Thus
CoP are not “designed” or pre-planned but are mdsthergent” as groups of
understanding that arise around that issue oripeac€oP evolve through the informal
interactions of people. Therefore a priori formadgp membership is not a necessary
condition for participation in the community. Any®who is interested in a certain topic
can participate in meetings without being askesigoa a membership form or pay a
membership fee. Learning occurs based on the sipaaetice and experience in the CoP.
Dynamic structures of CoP have paved the way foblem detection, strategy

development and implementation of appropriate soist(Brown & Duguid, 1991).

Wenger (1999), identified the theoretical backgebohCoP as “social” and
“activity-based” learning enablers. Learning is mieg and identity creation through
social participation of humans in practical envirents. This definition includes four
key components of learning that are closely coratetd one another: meaning, practice,
community and identityMeaningis the structured beliefs and opinions of indiatiu
that can change when they acquire new experiert&rawledgePracticeis the
accumulated experience that becomes the basisdaoimmunication with those who

are interested in iCommunityis an environment in which people with similar expnce
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come together. Finalligentityrefers to internalized mental models that are coottd

or transformed through learning in communities.

3.1.3. Appreciative Inquiry

The third theory of OL and organizational changbdanalyzed in this study is
appreciative inquiry (Al). This phenomenon emerfgdhe application of positive
psychology in the field of organizational learnimpsitive psychology basically emerged
as a reaction to the applications of psychologyfir@used merely on the negative
aspects of human behaviors. Positive psychologgnsléhat there are several positive
aspects of human behavior and focusing on these&smight help the curing of
psychological problems (Luthans & Church, 2002).

Problem oriented action research has been domsnacd the 1970s in the OL
field. As was mentioned before, action researcivsiproblems as opportunities for
learning and knowledge creation and aims to firdl sslve problems using double loop
mechanisms, so that learning happens (Argyris& 8ch®78). As a reaction to this
approach Cooperrider and Srivastva (1987) haveearthat problem oriented research
considers problems to be exogenous factors th&batehere” and need to be explored
by researchers and solved by managers. Such aoaapypseparates ‘theory’ from
‘action’ and focuses on the latter. What lies beltthis is the ‘rational’ mindset of
industrialism which is result-oriented and focusagroducts or measurable outcomes.
However, the “theoretical” aspect of organizati@velopment is as important as the

practical side because theory is a necessary comdit regenerate and redesign the
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settled culture, norms and beliefs in organizatidimss feature of ‘theory’ is called
“generative capacity”. Therefore the separatiothebry and practice, and giving up
theory for the sake of practice can hinder orgdiunal development and change
(Cooperrider and Srivastva 1987).

Cooperrider and Srivastva (1987) consider theogegttoer with practice as
necessary to creating organizational change. Takyhis approach “socio-rationalism”
and describe it as a “post-industrial” paradigmci8oationalism posits that individuals
can ascribe different meanings to the same evleaysdaome across based on their prior
experience because personal experiences are sradntal models and retrieved when
certain symbols are received from the environm®atial science theory, then, can
generate new capacities by extracting positive nmEmdrom the minds of individuals
through language and its interactive use in crgairared meanings and understandings
and use this to formulate these capacities intoways of action in a meaningful way.
Thus, the socio-rationalist paradigm incorporatetsomly the secular and formal but also
moral, informal and even absurd events that hefjpleeto make sense of their
environment. The role of the socio-rationalist st is different from that of a
traditional empiricist in that the socio-rationakgientist is not a neutral observer but a
participant and stimulator who aims to push thgestib towards the areas of their minds
hosting positive (appreciative, affirmative) menesrio extract new insights that might
be the kernel for organizational change (Cooperriaahel Srivastval987).

Cooperrider and Srivastva (1987) argue that apgtigeiinquiry provides a
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research perspective that is uniquely suitablelifgrovering, understanding, and
fostering innovations in social-organizational agaments and processes” (p.149). Al
aims to use the aforementioned “generative thetmryoth extract experience-based
knowledge through participative dialogs and implatmeecessary changes based on the
tools which emerged in the inquiry process. Alegts that every organization has a
“positive core” and tries to reveal this core thgbudinquiry, imagination and innovation”

(Cooperrider & Whitney, 2005).

Given the above definition it can be argued fias both a theory and a research
method. The following explains the Al process assearch tool. The Al process consists
of four phases called the 4-D cycle. The first ghfaguses on “appreciation” in
organizations which assumes that in every systeme tis always something that works.
The Al process aims to reveal the working compamenthe system by inquiring about
“what is working”. The second phase then provokesninds of members to ask about
“what might be” as an example of what is being dsRde third phase expands on the
findings of the previous two phases and generatizeseate insights from the
affirmative experiences in the past. The third phasds certain underlying
characteristics of positive experiences and defihes) as new seeds of organizational
change by asking “what should be?” The final phthsa overlaps what might be done
and what should be done to reveal a range of pbgsgof “what can be” done. These
four phases of Al demonstrate that it is not a iaior totally theoretical field but that it

has a scientific base including theory, observatitata collection and theory building for
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action. The method for achieving this is goal is$k “innovative questions” and to

stimulate affirmative experiences through storyisigl(Cooperrider and Srivastva, 1987)

Al is put into practice through the implementatafithe 4-D cycle: Discovery,
Dream, Design and Destiny. In sum, this processsisries of workshops that can be
both informal and formal. The 4-D process ideatigiudes every single member of the
target group and encourages them to tell storiestadchievements and positive
outcomes they have experienced in the past in todewveal the blueprints of success in
the organization. The members of the organizatiertteen asked to think and talk about
what might become a successful practice of the pestlly these successful practices of
the past will be translated into achievements enfthiure. Once these dreams are made
real and codified, this can lead to the formatibteams to achieve this goal (Cooperrider

& Whitney, 2005).

3.1.4. Knowledge Creation Spiral

Fundamental to all organizational learning is tdenstand how new knowledge is
obtained. Most useful for this is the knowledgeatien model of Nonaka (1994) which
explains the knowledge creation process as a ptaduateractions among the members
of an organization. Such interactions extract tlelén bits of information embedded in
the brains of individuals, codify them into explitdarms of knowledge and distill the
codified form of knowledge into new mental modelsicyclical manner. Nonaka (1994)

first lays out the epistemological and ontologid@hensions of knowledge creation. In
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terms of the epistemological dimension he firstedléntiates between information and
knowledge contending that “information is a flowrnéssages, while knowledge is
created and organized by the very flow of inforratianchored in the commitment and
the beliefs of its holder” (p.15). Information leetbuilding block of knowledge but every
piece of information is not necessarily transfornmed knowledge. Nonaka then
identifies two types of knowledge as “tacit” anckpécit”.
Tacit knowledge has both cognitive and technicamants. The cognitive
elements center on... “mental models” in which huni&@mngs form working
models of the world by creating and manipulatinglagies in their minds... By
contrast, the technical element of tacit knowledgeers concrete, know-how,
crafts and skills that apply to specific context&xplicit knowledge is discrete or
digital. It is captured in records of the past swh libraries, archieves and
databases, and is assessed on a sequential asi§{p7).
In terms of the ontological dimension, Nonaka (1)%88kerts that the primary actor
of the knowledge creation process is at the indiaidevel; yet, knowledge creation is a
result of interactions among individuals. By thensaoken, knowledge can be created at
the inter-organizational level. “Intention”, “automy” and “fluctuation in the
environment” determines the commitment of individua organizational knowledge
creation processes. Intention involves mental nsodeindividuals that affect the
conversion of information into knowledge. Autonomythe degrees of freedom given to

individuals for expressing their ideas and puttimgse ideas into practice. Fluctuations

are sudden shifts in the environment that makergract on individuals.

The Modes of Knowledge Creation
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Nonaka (1994) posits that knowledge creation acoufour “modes” that range
“from tacit to tacit, from tacit to explicit, froraxplicit to explicit, and from explicit to
tacit” (p.18).

The first mode includes the creation of tacit kneage through interactions where
sharing of experience happens. This mode is c&leclalization”. Apprenticeship or
mentoring can are examples of socialization. Tleers& mode is called ‘externalization’
and it refers to the creation of explicit knowledgé of tacit knowledge through the
conceptualization of shared experiences into areva¢written) format. The third mode
is called “combination” and it refers to the creatif explicit knowledge out of existing
explicit knowledge by means of certain exchangehaeisms such as meetings. Finally,
the fourth mode “internalization” refers to thertséormation of knowledge from explicit
to tacit which happens when a person renders geemf explicit knowledge a part of his
or her routine behavior.

Nonaka (1994) claims that “organizational knowledgeation” is only possible
through the harmonization of the dynamic interadiamong these four modes by
organizations into a continuous process that ied@dhe “spiral of organizational
knowledge creation”. In this model, the important¢he uses of metaphors and
analogies are emphasized. A metaphor “is a creatognitive process which relates
concepts that are far apart in an individual’s mgmoMetaphor plays an important role
in associating abstract, imaginary concepts” (Nand®94, p.21). Analogy, on the other

hand, puts forward what is common in the diffeqgmtnomena used in metaphors. In
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other words, metaphors find contradictions amoffigm@dint phenomena whereas
analogies clarify them (Nonaka, 1994).
The Process of Knowledge Creeation

According to Nonaka (1994), the process of knog#edreation starts with the
enhancement of the individuals’ tacit knowledgetigh gaining “high quality
experience” and “knowledge of experience”. Nonethg| experience based elements of
knowledge creation should be adjusted by “knowleafgationality”. This process can
be thought of as the test of tacit knowledge, wisgbhroduced by bodily experiences of
individuals, by the explicit knowledge, which istkxisting body of coded knowledge, to
confirm its validity. At the second phase of th@Whedge creation process is the
establishment of “self-organizing teams” where wdlials can interact and exchange
their personal knowledge with each other. Suchrenments pave the way for “mutual
trust” and “implicit perspectives-or shared tagibkledge” which is “conceptualized
through continuous dialog among members” in thewization (p.24). Exchange of tacit
knowledge (socialization) happens via the “intaacthythms” of bodies. After the
conceptualization mode, comes the “crystallizatiatiich is a testing of the reliability of
knowledge created by self-regulating teams. Thoegss is the distillation of explicit
knowledge and its transformation into tacit knovgedinternalization) at the “collective
level”. “Redundancy of information” is a necessalgment for the crystallization phase
because it facilitates people with knowledge angkeernce to take action when the

necessary conditions are found to exist. The nleas@ in knowledge creation is
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“justification” which is the final evaluation of ghknowledge based on certain standards
that are mostly determined by the middle or top agans. Finally, all of the
aforementioned phases form the “networking knowégdpgat is then added to the
existing knowledge base of the organization inreutar way. Therefore knowledge

creation in organizations is a continuous procheméka, 1994).

Nonaka and Toyama (2003) argue “knowledge creaitedigh the SECI
(Socialization, Externalization, Combination antemnalization) process can trigger a
new spiral of knowledge creation, expanding horiathy and vertically as it moves
through communities of interaction that transcestional, departmental, divisional and

even organizational boundaries” (Nonaka and Toy&0a3, 6).

Nonaka and Toyama (2003) also describe the codéépt’ which refers to the
“physical context” or “place” in which knowledge ¢seated. Howeverda’ should not
be understood merely as a physical space. Itherat tool generating interactions that
change the context and meaning of existing knovdeditherefore the need for
geographical proximity can be overcome by the avaaif “ba”. SECI and ba” are two
dynamic mechanisms facilitating the knowledge cosgprocess through constantly
integrating the contradictions among tacit and iekdnowledge in organizations.

(Nonaka & Toyama, 2003).

3.1.5. OL Theories in Relation to One-another anthéoUNPOL Context

When the theories and models that were explainedeahre juxtaposed, several
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similarities and differences emerge. In generaanizational learning is considered the
change or update of the mental maps of individaatsorganizational norms, procedures
or rules through the creation or acquisition of newswledge in all of these theories.
Differences mostly stem from the methods, meansazedures to achieve OL. The
theory of action and appreciative inquiry, for exde look for “change” in

organizational procedures, norms or codes of cdrfduorganizational learning to
happen. However while the theory of action focumeshe detection of problems and
eliminating their underlying components, Al focusesthe positive aspects of
organizational procedures and aims to improve tsitipe core of the organization. The
theory of CoP is different from both with respexits view of learning. Contrary to Al
and the theory of action, CoP does not pay atteritidhe espoused theories that they
call the canonical practice. The theory of CoPeathcuses on what people actually do
in practice and aims to extract knowledge fromsharing of experiences on given areas.
The theory of CoP contends that the constructiamedining and identity in communities
leads to organizational learning. The social carcsiton of meaning and identity in a
physical or virtual space is also pointed out byh&ka and Toyama (2003) with the
concept of “ba”. The theory of CoP is similar towith respect to its emphasis on the
sharing of experiences through narratives and t&iing in informal meetings. Still, Al
goes one step beyond the sharing of experiencemenigborates the “dream” phase

which forces people to think about the best posshdte in an organization.

All of the abovementioned theories of OL contaieneénts which are closely
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relevant to the context of UNPOL missions. Givea ttieory of action, since the early
experiences and organizational cultures of peoglie the development of defensive
routines, the UNPOL environment can be viewed esnglomeration of defensive
routines because UNPOL missions are venues fagdtieering of several different
policing approaches. Secondly, UNPOL is a stribtlyeaucratic organization with its
espoused theories which are supposed to guidetitsti@s and these include mandates,
procedures, regulations, policies, best practiesspns learned, SOPs, and other such
written documents. Given the local conditions @& thission locations, and the personnel
guality of UNPOL, mismatches between these espotlssties and theories in use
inevitably occur. It is necessary to explore if UDIPhas the mechanisms for the
detection and correction of these mismatches.

From the CoP perspective it is obvious that the ONPnissions involve a great
deal of daily (non-cannonical) practice among BONPOL officers and between
UNPOL officers and their local counterparts. The a6CoP on certain areas of policing,
including DP, can be beneficial to both UNPOL itseld to local police organizations.
In regard to UNPOL the in-service training effoofdJNPOL officers can be better
orchestrated through CoP. By so doing the quaaty among UNPOL officers can be
reduced and a shared identity can be construct#@.can also be used as a valuable tool
for learning and identity creation between UNPOficefr's and local police organizations
given the training of local police organizations lieen one of the most dominant roles

of UNPOL since the beginning of the organizationctRermore, the informal and oral
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nature of CoP will pave the way for both UNPOL odfis and local police officers to
better express their experiences.

The same arguments can be repeated for the uskasf\well, especially with
regard to its potential benefits at multiple streamformality and oral nature. Given
these potential benefits of CoP and Al it is impattto explore the state of the
application of these models in UNPOL missions.

Finally, UNPOL'’s training, mentoring, monitoring dusupervising activities
perfectly fit in the SECI process if it is vieweaif an OL perspective. UNPOL can
create and transfer considerable knowledge thrthuege activities which can help them
develop the codes of policing according to the piles of DP.

In general the application of these OL theoriehh@é@UNPOL context can create
benefits in three streams. First, UNPOL will becamiearning organization and enhance
its capacity in terms of police reform and restuuicty in PCEs. UNPOL officers coming
from repressive countries can transfer the knovdeatyd experience they gain during the
mission to the police organizations in their horoartdries. Finally, as was noted above,
the reform and restructuring of local police orgarions in PCEs can be accelerated and
stronger foundations can be established throughppgcation of OL methods. The

following section examines the studies that shgiak lon OL activities of the DPKO.

3.2. Organizational Learning and UN Peace-Keeping gerations
With respect to OL in the UN’s context it is neaaysto note here that although

the focus of this study is on UN’s police missiotheg analysis of the OL is mostly based
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on the peace-keeping operations for certain reagarss, only a few studies (i.e.,
Howard, 2008) address the issue peripherally; tiseme study which is primarily
devoted to organizational learning in UN police siosis. Secondly, it is not possible to
analyze UN police missions by separating them ftioenlarger context of peace-keeping
operations when studying organizational learningsTs because other components of
peace-keeping, such as the military, law enforcersgstem, or development are closely

related to police missions and therefore wouldaféeganizational learning.

The history of organizational learning in the Uldsace-building operations
started in 1992 with the establishment of the depemt of peace-keeping operations
(DPKO), and the department of political affairs @Rinder Ghali’'s agenda for peace
policy. As a consequence of an increased demanukfore operations, the need for
organizational learning emerged in the mid-90sthedessondearnedunit was
established under the DPKO by the UN in 1995. Haxethe unit was far from being
functional for more than a decade due to severddlpms. The biggest problem for the
lessons learned unit was insufficient funding andarstaffing. Secondly,
interdepartmental conflicts, especially betweendépartment of political affairs (DPA)
and department of peace-keeping operations (DPKBipited exchange of knowledge
between these units. Finally, the lack of collabiorebetween security units and
humanitarian assistance units was another fachibbitmg the office of lessons learned

from being effective (Benner & Rotmann, 2008).
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The Brahimi report was an important milestone mthN’s organizational
learning efforts. The report supposedly attempoethssess the shortcomings of the
existing system and to make frank, specific antisttarecommendations for change”
(Brahimi Report, 2000, p. 1). The report sugge#ited learning activities were
continuously occurring in missions every day. Thanethe harvesting of lessons learned
should not be limited to the post-action reports &rshould be considered a duty to be
fulfilled on a daily basis. Nevertheless the lesslearned unit, according to the report,
was far from having the capacity to capture thaiaadated experience of missions due
to scarce resources (UN, 2000). The report inteduhree suggestions in relation to
organizational learning and knowledge manageméhthg establishment of Information
and Strategic Analysis Secretariat (EISAS) to lie¢pExecutive Committee for Peace
and Security (ECPS) to organize different unit$ graduce policy regarding peace-
building operations; (2) the establishment of Iné¢gd Mission Task Forces (IMTFs) to
bring together and integrate the efforts of reléators for better cooperation; and (3)
restructuring the policy analysis and lessons kecumit into a new unit named the
Peace-keeping Best Practices Uf#BPU). Among these suggestions, only the thirel on
could be implemented completely. Benner and Rom{2008) noted that after the
establishment of the PBPU in 2001, organizatiogatriing efforts of the DPKO became
more organized and productive where the produgtivds measured by the number of

reports issued by the unit.

Another important milestone was the 2005 world sutnmmwhich the

107



establishment of a peace-building commission arsd@®uilding support office (PBSO)
were mandated. The PBSO was established in 20@&t@lop best practices” in peace-
building operations. However, the office would beteffective due to budgetary
problems, the inexperience of managers on knowletlyggement issues and, more
importantly, interdepartmental disputes and [orgatidnal] cultural gaps between the
headquarters and field personnel. That is, althangheory there should be the exchange
of knowledge regarding best practices between ¢aglduarters and field units, the
realization of this policy was mostly limited taén-personal relationships between
individuals in practice. Moreover, it was physigdthpossible to rotate personnel from
the headquarters to the field and vice versa dusctompatible lengths of tours of duty

and different characteristics of jobs in both tieédfand HQ (Benner & Rotmann, 2008).

The OL efforts of the DPKO are summarized in thadeeKeeping Best Practices
Report (2007) of the Secretary General. This repoies “key actors, processes and
technologies” used by the DPKO and the DFS to géeahcodify best practices. In
general, the DPKO aims to the capture and the icatiin of lessons learned in the field
into training documents, SOPs and so forth. Thitybiow exists to share these via the
internet or intranet so that UN'’s field employeesoas all missions can access and easily
use these tools. The report stresses that thenadoiteoned learning activities should be
primarily and constantly conducted at the field.rstaver, the implementation process of
the lessons learned into practice should be andlgaesfully in order to assess the real

impact of the codified best practices and adjustablicies accordingly (UN, 2007).
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Four types of actors are mentioned in the repwarding the capture and
codification of best practices in peace-keepingsioiss. Among those, the Peace
Keeping Best Practices Section is responsiblehf®igeneral coordination of all activities
relating to best practices; the knowledge managéteam coordinates the capture and
analysis of the best practices from the missiond,the guidance team deals with the
codification of these best practices. At the fieldel, at least one best practices officer is

deployed per mission. According to the PKBP rep2007):

The Best Practices Officer is a resource servi@hgcomponents of a United
Nations mission and has a dual role: first, coningctmissions with the
Departments’ headquarters (vertically) as well asth wother missions
(horizontally), so that his/her mission can ben&bm the institutional memory
and collective experience contained in the offigaidance and best practices
developed system-wide; and, secondly, collectirg} peactices from his/her own
mission for the reference of colleagues in the samnssion or in other missions
and to feed such information into policy developmprojects at Headquarters

(UN, 2007, Para 16).

When it comes to the key processes, the reportiorenthe “Best Practices
Toolbox” which started in 2005. The toolbox inclsdeur types of learning tools to
capture best practices: (1) the after action re\{i®R), (2) the survey of practice, (3)
the end of assignment report (EAR), and (4) thelbaer note. AAR is a comprehensive
assessment of the activities of a project scruhgithe underlying causes, strengths and
weaknesses of what happened. The survey of praetcesents a quick feedback by the

employees on certain activities and operationatguares. EAR is a specific review of

organizational practices in terms of mandate imgletation by high level officers upon
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the completion of their tour of duty. Finally, thandover note is a memo written by the
staff members who are preparing to finish up hisfhuty to assist the incoming staff in

issues related to operations (UN, 2007).

After these tools are collected by the best prastbfficer, they are supposed to
be conveyed to the best practices section forrémltanalysis which is conducted by that
office on a regular basis. These analyses aredhigjected to meta-analyses at the DPKO
and the DFS where policy and guidance developnrend@ne based on these analyses.
In the end, four types of products are createddaseall the above-mentioned activities:
policy directives, standard operating proceduregjejines and manuals. There are two
key technologies used for the dissemination oktine products across the UN peace-
keeping system: the intranet and communities aftm@ According to the report, both
the intranet and the CoP were used extensivelh®YN peace-keeping personnel (UN,

2007). The report states that:

Since its launch in May 2006, the Intranet has steged more than 50,000
downloads of guidance, best practices and missiocurdents. The United
Nations Military Observers Handbook, for exampleswlownloaded more than
1,600 times, while an After Action Review on thepense of MONUC to armed
clashes in Kinshasa was consulted 455 times (R&ja,. [Regarding the CoP]
Membership already exceeds 1,450 staff membersad® expert communities,
with nearly 2,000 library documents and almost #ifect and moderated
exchanges of good practices occurring through gaend replies... (Para, 30).

Although the 2007 report of the secretary generalvd an optimistic picture of

the DPKO'’s OL efforts, scholarly works examineddyelgenerally find that this area is
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one of the DPKO'’s weakest.

Among those, Howard (2008) briefly analyzes civlipe missions in terms of
second-level learning which she defines as theniegithat occurs at the headquarters
level through “lessons-learned” activities acrosssmons. According to Howard’s
comparative analysis, civil police missions carm®tccepted as a “learning” domain of
the UN peace-keeping activities due to their orgatimnal, resource and conceptual
shortcomings. In terms of organizational probleths,fact that the UN’s civil police are
not the best and the brightest of their nationdéicpdorces was emphasized (Howard,
2008). Countries that contribute to the UN polidesions want to keep their most
qualified personnel in the homeland and send tb®dealified ones abroad. In addition
to low job skills, these personnel mostly come framadlemocratic and/or repressive
countries where the style of policing can be bestdbed as “regime” policing. When it
comes to the conceptual problem, the general framewaf the UN civil police missions
is applied to all missions with very little or nanation although the context of each
operation, such as the severity of the conflietesof institutions, social, cultural and
ethnic structure, for example, might be very défgr Based on these facts Howard

emphasizes that:

Without a new conception of how to do civilian patig, and who will do it, we
can expect UN peace-keeping operations, even tteessful ones, to encounter
serious problems, including paving the way for @ased crime levels after the
missions depart from the country, as has beendbe after almost all operations,
even the otherwise successful ones (Howard, 200855).
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Benner and Rotmann (2008) also emphasize that iragaomal learning has been
one of the weaknesses of the UN peace-keepingsy3teey conceptualize the
“infrastructure of learning” that are the collectiof primary actors, tools and
mechanisms necessary for catalyzing organizatieaahing in peace-keeping
operations. According to Benner and Rotmann, rieisessary to examine “factors such
as leadership, incentive structures and skillgadf as well as knowledge management

practices and tools available” (p. 44).

Benner and Rotmann (2008) contend that althougimtiteasing demand for
peace-building since the late 1990s has seen muffiopportunities for building an
infrastructure to promote OL, the UN has not dom@adequate job in moving the
accumulation of knowledge and experience acrossioms. In order to develop a strong
learning infrastructure “ member state demandyiaterecognition of learning needs, the
development of the necessary skills and tools pradressive leadership by senior and
mid-level managers” are essential elements to deng§Benner & Rotmann, 2008, p.56).
Also, the “learning capacity of the organizatiomieh includes leadership skills,
personnel capabilities, career opportunities, nadiiwnal factors and openness to
interaction with external players, should be depetb Finally, it is necessary to bear in
mind that UN'’s operations are mostly “context sfiegtand it is rather difficult to
transfer the lessons learned from one case orxiaiot@nother. Attempts to build a
perfect peace-building model that can be appliealltmissions would be futile.

Therefore local factors such as effective leadergiat can detect and extract local
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knowledge sources and spread this knowledge rapailyss units might be a valuable

tool for creating learning environments across Upéace-building operations.

Campbell (2007) contends that OL is crucial forcassful peace-building
operations. OL, according to Campbell, is the @agement of organizational routines
based on history and new knowledge. According ta@azell, organizations learn when
organizational behavior is transformed into orgatanal routines. Yet, organizations
generally transform their most salient and concesfgeriences and ignore more abstract
ones. Organizations, mostly, reproduce their masifyereplicable experiences rather
than their best ones- they pick the “low hangingté”’. Secondly, the definition of
“success” is history dependent and individuals tenehisinterpret historical events,
especially as the event recedes further into histesr example, the more recently an
event has happened the more likely it is to be rebezed and the more seriously it is
taken. Finally, since organizations have to putbe& goals, success is defined within
the framework of organizational goals. A lessogaserally considered not worth

learning unless it is related to organizationallgioa

Peace-building organizations therefore oftenatal their success in terms of
their output rather than their outcome. The outpumesoften defined in terms of the
organization’s original mandate (i.e., developmeaturity sector, conflict resolution)
rather than in the language of the impact on peacthe antecedents to peace. They

often ignore the less ‘tangible’ causes or impattheir work, even though these may be
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the greatest illustrators of behavioral or instdnél change. As a result, peace-building
organizations do not necessarily learn lessonslation to building peace. They may
learn lessons in relation to how to deliver thenveces in an unstable context, but
whether or not those services contribute to peacsually unclear (Campbell, 2007 p.

25).

Finally, peace-building organizations tend to asshksir criteria for success at the
overall level. Interim successes are mostly nohtedi and therefore not considered
valuable enough to extract lessons from unlessvkeall goal of the mission is not
succeeded. Therefore, Campbell suggests that fresldéig organizations adapt double

loop learning to become learning organizations (Qlaet, 2007).

Howard (2008) identifies three conditions of susdes ‘multidimensional’ UN
missions through a comparative study of ten peadléibg cases. Multidimensional
peace-keeping operations, according to Howardestafter the end of the cold war.
Howard examines more complex peace-building operatihat deal with intra-state
conflicts and which aim to establish civil orderagposed to ‘traditional peace-keeping’
that focused on ending inter-state conflicts angeoling peace. Success of these
operations is measured first by analyzing “mandatgementation for the various tasks
assigned to the mission... [and second, by explotimgxtent to which the institutions
that the UN attempted to monitor, reform or creztstinued to function after UN

guidance was withdrawn” (pp. 7-8). Howard findsttthe following determine success in
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multidimensional peace-building missions of the WiNst, there is the desire of the
combating parties to stop the conflict along witbdarately intense and consensual
interest of the Security Council. Then there argipal and financial support for
operations. This is finally coupled with first ld\aganizational learning at the
operational rather than headquarter level. Alhafse conditions should be present for
success in peace-building operations. Among ttlese conditions, organizational

learning was present at each successful mission.

With respect to organizational learning, whichhis primary focus of this part of
this study, Howard classifies OL into two level&eTfirst-level OL refers to learning of
the peacekeepers within the missions from the logadlitions whereas the second-level
learning refers to learning across missions anégpdication of lessons learned from
one case to future missions. As was mentioned alooNe first level learning is the
necessary condition for successful peace-keepiegatipns. Then how does learning
occur? Howard adopts the action based learning htloaieentails the shift in
organizational rules or activities in order forreiag to take place. Within this
framework, the first level OL has four necessaryrmt sufficient preconditions: (1)
collection and analysis of information for definipgpblems and their underlying causal
factors; (2) coordination among different units thoghrough inter-departmental
meetings; (3) integration of peace-builders with libcal population as much as possible,

and (4) effective leadership (Howard, 2008).
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This review of the literature on OL in general &idin UN peace-keeping
missions, has demonstrated that the UN’s organizatiearning efforts are relatively
recent and suffer from the problem of implementtngwledge into new organizational
practices. Weiss (2001) summarizes why it is n@bgb possible to translate the

accumulated knowledge and experience into practice:

The governments and agencies that are supposeeato &re not monoliths.

Those who conduct evaluations, draft resolutionsl, make statements have not
always secured political backing for their cont€&ddmpeting interests then come
to dominate in political and bureaucratic decismaking. Moreover, even when

lessons appear to have been agreed in headqudttea@n prove extremely

difficult to translate them into practice on th@gnd (p.421).

The limited literature on the OL efforts of the Whbstly adopts the problem-
oriented approach to organizational learning ( Ber@Rotmann, 2008; Campbell,
2007; Howard, 2008) theoretical framework. Thedexthat are mentioned by these
studies as the stimulators of OL in peace-buildipgrations can be enumerated as
consisting of effective leadership, high quality @Brsonnel, the implementation of
sufficient incentives and tools for learning, inteapartmental coordination among the
UN units, and effective cooperation and coordimatagth the UN officials and local
actors. The associations between OL and theser$aetlh be hypothesized and tested in

a statistical model in the following chapters agtstudy.

It might be argued that the DPKQO’s OL practices lbartonsidered theoretically

comprehensive on paper as they include each afftttementioned OL approaches
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through various types of tools such as CoP, antidrastices officers. Yet how much of
these practices are allocated to the UNPOL andheh¢iey are sufficient are the
guestions that need to be answered. Secondlympertant to determine what
proportion of the knowledge management activitedgyrmed by the DPKO and DFS is
specifically allocated to UNPOL with a focus on iraping the practice of democratic
policing. This study seeks to answer these questioorder to explore the strengths and
weaknesses of the UNPOL'’s OL practices which iofiygsized to pave the way for DP.
The goal which follows is to propose policy altdimas. The next chapter addresses the

methodology and research design of this study.
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Chapter 4 Methodology

It is argued in this study that the role of UNP@LHACES is crucial because
UNPOL can help reform and restructure local potioganizations based on the
principles of democratic policing. This can thetablish physical security in the streets,
ameliorate the perception of the demolished staifigoaity in the eyes of citizens and
have them positively conceive the idea of “changethe start of a new era. As corollary,
the implementation of the human security concepttae establishment of law and order
in PCEs can be facilitated and other types oftunsbinal reforms can be implemented
more efficiently and effectivelyNevertheless, the aforementioned shortcomingseclat
to the peace-keeping missions of the DPKO at strattorganizational and individual
levels raise concerns as to the actual capabilithgeUNPOL in fulfilling its goals.
Organizational learning can help UNPOL improventsak areas and accelerate the
implementation of DP principles, yet UNPOL'’s OLa@ff are not at a satisfactory level.
From a public policy point of view it is necessérgt to identify the factors contributing
to OL and DP then to explore the root causes dflpros, together with successes, in
order to propose policy alternatives for the eliation of problems and the improvement
of successful areas. Since the focus of this stutdgumes these entire diverse spectrum

of issues situated at multiple levels of analyiss study was designed within the context
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of mixed-methods research.

The survey of the existing literature showed thatnumber of quantitative
studies on UNPOL, with regards to DP or OL are \fewy. In addition to that, the
literature lacks individual level studies espegidiiose conducted on field officers. The
existing studies do a good job in identifying orgational and structural characteristics
as well as problematic aspects of the UN policiygjean. However, these studies
generally consist of policy analyses that do ngtgi#ention to the analysis of the UN
policing system at the individual level. Due tostfact, policy implications made by the

literature are at macro level, normative, and diffi to put into practice.

As an attempt to fill these gaps, this study adbptenixed-methods approach.
Quantitative research methodology was implementedis study to bridge the gap in the
field in regard to individual level studies. Withtimis context, this study aims to ‘give
voice’- in Ragin’s (1994) terms- to UNPOL officds measuring their perceptions on
the utility of democracy and the DP principles,itlopenness to learning and change,
local environments of missions, and how they peedhe adequacy of UNPOL on such
areas as training, working environments, and playssocial, and technical facilities.
Secondly, a set of hypotheses which were develbpsdd on the literature and put
forward by this study will be tested through stited models. These hypotheses need to

be tested through quantitative data.

On the other hand, a quantitative research desitgreandividual level is
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necessary but not sufficient for fulfilling the easch objectives of this study. This is
primarily due to the fact that organizational ahdictural elements of the UNPOL
system cannot be explored comprehensively by lapkiom the individual leveber se
Moreover, macro-level issues, policy making proessmd problem areas might not be
noticed by low level officers who focus on dailytmes in the field. In-depth
information that might lead to the exploration loé root causes of problems or a better
understanding of policy making structures needsetdeveloped based on the views of
higher profile UNPOL officials. In addition to that qualitative strand is necessary to
explain the findings of the quantitative data asaf/and models. Therefore this study

draws on qualitative methodology as well.

In sum, one purpose of this study is to fill thegtitative and individual-level
gap in the field, introduce new knowledge on sssués as the personal approaches of
UNPOL officers on democracy and democratic policmganizational learning, and a
set of organizational issues related to the UNP@lirenment, and to test the hypotheses
produced by the literature and this study. Theroplaepose of this research project is to
explain the findings of the quantitative data asafyand to understand the organizational
and structural aspects of DP and OL in UNPOL missi@iven the fact that the UN is a
complex international organization with an ofeshhocbureaucracy, exploring the
organizational and bureaucratic aspects of theseeqts is just as important as
understanding the perceptions of individual officérhis dual purpose of the study

inevitably entails a mixed-methods research approac
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Research Questions

This study attempts to answer the following reseapestions:

Q1- How do UN police officers perceive democracg democratic policing and
is there any variation in this across missionscooeding to the demography, experience

and countries of origin of UNPOL officers?

Q2-How is DP being implemented in UNPOL missionsfzai\are the challenges

before UNPOL in implementing democratic policingngiples in PCEs?

Q3-What are the factors that contribute to the gqgtion of DP in UNPOL

missions?

Q3- How do UNPOL officers perceive the convenieat&dNPOL missions in

terms of organizational learning?

Q4- What strategies does UNPOL try to implemenhatorganizational level in

terms of organizational learning?

Q5-What are the factors that contribute to orgdiomal learning in UNPOL

missions?

Q6- Is there any empirical association betweenrorgdional learning and

democratic policing and what are the componenthisfassociation if it exists?

The mixed-methods approach aims to take advantdgetio quantitative and
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gualitative research methods in that merely condgaine of the methods would be
inadequate given the purposes of the study (Thashia& Teddlie, 1998; Creswell &

Clark, 2011).

In this study, first, quantitative data was coléetthrough a web-based survey on
UNPOL police officers working at ongoing UN poliogssions as of 2010-2011. After
the completion of the quantitative data collectdvase, qualitative data was collected
through semi-structured face to face, telephoneeamail interviews with policy makers
at the UN headquarters and high level UN officialthe field. The majority of the
interview procedure was developed based on theypralry findings of the survey, yet
some independent items were also included in tieevilew questionnaire. The survey
and interview questionnaire are presented in tipemagice A-B and C at the end of the

study.

Although Creswell & Clark (2011) recommend that mfitative and qualitative
procedures be applied on the same subjects, istilly a different approach was taken
and the qualitative research was conducted orferelift type of sample. This is
primarily because this study seeks both individual organization- level explanations
regarding the topics of interest. It might be a@#ffit to see the whole picture and
understand the organizational dynamics of the ajesfor low-rank police officers.
Therefore, the subjects for the semi-structuregriméws were selected from senior

officials who are supposed to have a more holigtiderstanding of UNPOL'’s
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operations. Still, these subjects were also saldoten both field and headquarters to
reflect the peculiarities of both contexts in thedy. Secondly, the qualitative strand was
not developed totally based on the findings ofghantitative strand because this study
aims to present the organizational aspects of deatiogolicing and organizational
learning in parallel to and in explanation of indival-level aspects in UNPOL missions.
Thus, the qualitative strand was developed to bafitain the findings of and add an
organizational dimension to the quantitative strartee following sections explain the

guantitative and qualitative research designs taide

4.1. Quantitative Research Design

As noted earlier, democratic policing is a reldiveew area which is related to
both democratization and policing components. Gegaional learning is the field
dealing with organizational change through the engntation of new knowledge and its
institutionalization. The existing literatures oandocratic policing and UN’s
organizational learning efforts are predominantigdd on policy analyses or field
studies. Moreover, due to the normative naturéefdemocratic policing model, the role
of police officers who are physically supposednplement the principles of DP is
confined to the mere execution of what they anad&cto do. Such an understanding
typically ignores the commitment of line officems these principles. However, in the
case of UNPOL, how UNPOL officers approach the @ples of DP and the notion of
democracy and the extent of their knowledge orDtReconcept are unknown. This

affects how they carry this out. In addition to,@fere is no quantitative study
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subsuming the entire spectrum of factors, suchaging environments and physical and
technical conditions of UNPOL missions, organizadiblearning and change in UNPOL
missions, and organizational commitment of UNPOficefs and their perceptions on

the UNPOL leadership. This study uses quantitatgearch methodology to generate
new information on the above mentioned issues Beweral aspects. The method chosen

for the creation of quantitative data was a sui@yducted on UNPOL officers.

At present, few quantitative studies on democnaiecing or policing in
countries undergoing democratic transition exiso{¢¢; Shelley, Bedard, & Gertz, 2004;
Karatay, 2009; Lum, 2009). Karatay (2009), forrapée, conducted a web-based
survey on the attitudes of the Turkish Nationaigebn democratic policindlaratay
(2009) asserted that sustainable democracy carberdghieved when the police have
internalized and accepted the values of democraaycountry. To test this hypothesis
Ordinary Lest Squares (OLS) models were built witihnposite variables created from a
range of individual questions in the survey. Thalgtfound that democratic
development, leadership and community-orienteccpgiprojects are the significant
predictors of successful DP (Karatay, 2009). Croal.e2004) surveyed 70 Czech police
officers to measure their attitudes about policiessuch issues as crime prevention
policies, police and government relations and aticactices. The study found that
Czech officers reflected mixed attitudes, bothrb@and oppressive, on authoritarian
policing practices. According to the authors, caitn triggered by the ongoing

democratic transition was reflected by the viewE€néch officers. In another study,
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Lum (2009) conducted a survey on police managem #2 countries in transition to
democracy. The study surveyed the preferencesligepmanagers between the utility of
community oriented and zero tolerance policing nedad regressed these preferences
against democratization scores as measured byé¢eelém House and the Polity 4
indexes of the countries in a hierarchical lineadei. Lum (2009) found that police
managers coming from countries with relatively leigdemocratization scores are more
likely to appreciate the utility of community oriexal policing over zero tolerance

policing.

In contrast to the above cited studies, in thiggthe democratic policing
concept was analyzed within the post-conflict cent®oreover, the police organization
under study is UNPOL which is an international pelorganization. The democratic
policing concept in this study was analyzed intiefato organizational learning which
has not been examined in the context of an intemmaltorganization so far. Finally, this
study adopted a mixed-methods approach at bothithdil and organization levels of
analysis to get a better perspective of the unaledstg and implementation of DP

concept in PCEs.

This study adopted a web-based survey as the ¢gtardidata collection method.
Couper (2008) stresses that the popularity of wede surveys has increased since the
1990s due to the spread of the internet use. ifgzgntly lowers the cost of survey

research and the data becomes almost instantapewadliable for analysis. Web-based
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surveys have both advantages and drawbacks. Lavandsjuick data collection are the
most important advantages of web surveys. In audib these, web-based surveys
minimize human errors in data entry and codingl(ah, et al., 2009). When it comes to
the drawbacks, the biggest issue is the coveragetbat refers to the problem that those
members in the population of a study without iné¢rccess will not have a chance to be
reached by the researcher (larossi, 2006). Alsorésponse rates are another drawback
of web surveys. As Dillman et al. (2009) indicadabve, response rates get lower as the
interaction between the interviewer and the respohdecomes more distant. Finally,
web-based surveys are sensitive to the level ofcen skills of the respondents.
Therefore people with lower computer skills are enldtely to ignore web based surveys,

even if they have access to the internet (Dillmizal,2009).

However, since the population of this study is UNige officers, it was assumed
that the subjects would have a higher chance @&sscio the internet, at least at their
work place, and higher level internet skills in quarison with the overall levels of
internet access and computer skills in their homentries. As a matter of fact, having
adequate computer skills is a condition the UN seakong UNPOL candidates as the
internet has become a major source of communicabeiween headquarters and

missions in the field.

4.1.1. Survey Design

This study adopted a web-based survey methodddow cost, the quick
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collection of data and the minimization of errdrattmight stem from manual coding.
The web-platform chosen for the administrationhaf survey was the
www.surveymonkey.cowebsite. This web site produces a unique URL forkeach
survey. The web site stores the responses inté&bdses which then can be downloaded
for analysis. The survey questionnaire was fireppred for a pretest format with six

sections and a total of 131 items.

According to larossi (2006), pretests are consitléwebe valuable tools for
determining how the questions are understood byesgondents. Based on the findings
of the pretest, ambiguities can be clarified amdrsrcan be corrected before the final
survey is administered. Regardless of the lev&hoivledge and experience of the
research designer, ignoring a pre-test can harradberacy of the items in a survey

guestionnaire (larossi, 2006).

The sections of the pretest survey included: deatmcpolicing (23 items),
organizational learning (21 items), police cultarel commitment (27 items), technical
capacity, organizational structure and leadersB®oitems), local issues (18 items), and
personal information (9 items). The items were preg based on the literature which
was reviewed. In addition to the literature, a syrguestionnaire on similar topics
(Karatay, 2009), and the questionnaire of the ‘dotpf Community Policing Training
and Program Implementation on Police PersonnefimofAa 1995-1998” (Haarr, 2005)

study were reviewed and relevant items were usd#aeilguestionnaire. The questionnaire
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included four types of measurement scales: (1p&itpikert scale items are the primary
type of measurement used in the survey. The saalges as strongly disagree, disagree,
neither agree nor disagree, agree and stronglga(@eOrdinal scales were used to
measure some personal characteristics such asdagmtion, and tenure of respondents.
(3) Open ended questions were included to takealismswers on certain issues. (4)
Semantic differential scales were used for meaguhe extent of satisfaction from
working conditions, training and so forth. The ssalanged as intervals between 1 and 5.
Moreover, an open-ended section was placed undérsstion asking the participants

to provide additional information about the desifithe survey.

The Likert scale is frequently used in social sceeaurvey designs to measure
beliefs, perceptions and opinions of people. Ia tbrm of measurement subjects are
given certain statements and asked to specifyxtemeto which they agree or disagree
with that statement. Likert scales are usually #gulivided into 7 interval points
ranging between a pre-determined degree of disagmeteto agreement. Likert scaling
provides the researcher with the advantage of udsivgr items to measure the strength
of the subject’s belief/opinion. For example theasw@ement done through one five-point
Likert scale item can only be repeated through $eparate items, each of which

indicates one degree of opinion (DeVellis, 2004).

The second type of measurement used in this stusigmantic differential scales.

These scales have two ends identified with two epe@djectives (i.e., friendly-hostile,
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satisfactory-dissatisfactory) and the semantiadist between the two ends is divided
into a certain number of intervals to constructraarval scale. Hence, the respondent
can specify the degree of his/her opinion/beligflate and the phenomenon can be
measured more accurately (DeVellis, 2004). Botlettiend semantic differential scales
are appropriate for computing composite variabdl@s tan then be included in

subsequent analysis of the survey data (DeVelli84p

Upon the approval from the Human Subjects ReviearB@HSRB) of George
Mason University, the pretest was given to a grougNPOL officers. 66 respondents
took the pilot survey and based on the feedback ftee pilot study, several revisions
were made to the questionnaire. Within this fraBappint semantic differential scales
were replaced with 10-point ones to obtain betteueacy and more variance in the
responses. The wording of several items was adrdind the order of certain sections
and items were changed. The final questionnai@iatduded the same seven sections
and four types of scales; however, the numberofstwas reduced from 131 to 116 due
to the number of survey dropouts (13 %) and negatdmments about the length of the
pilot survey. Finally, since the current UN peaegfing missions have two official
languages, English and French, the English veigidne survey questionnaire was
translated into French and another web link waaterefor the French version of the

survey.
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4.1.2. Sampling Strategy

The population of this study was the UN police @dfis actively serving in a UN
police mission. Nevertheless some respondents wahe tecently finished their missions,
especially from the UNMIK (UN mission in Kosovo)sa took the survey. The unit of
analysis for the survey is individual. Based orsthfactors, two sampling strategies had
been proposed. The primary strategy was a stidsfi@aple random sample of the
population where the stratification would have bdene based on the population of the
missions. This initial strategy entailed obtainthg list including names and e-mail
addresses of each and every police officer deployedder to randomly select a pre-
determined size of sample from each mission praput to the size of the mission.
However, such a list could not be obtained from thobshe missions due to bureaucratic
and technical obstacles. Therefore an alternativeprobability convenience and

snowball sampling strategy was used to collect ttatthis study.

Babbie (2007) notes that non-probability sampliefgrs to “any techniques in
which samples are selected in someway not sughbgtprobability theory” (p.183).
This study used the following sampling proceduteven currently ongoing UN peace-
keeping operations with police components- MINURCMINUSTAH, MONUSCO,
UNAMID, UNFICYP, UNMIBH, UNMIK, UNMIT, UNMIS, UNMIL and UNOCI-
were contacted via e-mail and telephone and askeaefmission for the distribution of
the survey links to the entire population of poladécers. Among those UNMIT,

MINUSTAH and UNOCI missions distributed the sur'iks to their officers via e-mail
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and respondents from other missions were contataeelmail groups. Personal contacts
of the author were used and those who had beesdglentacted were encouraged to
contact fellow officers on missions in a form obsrball sampling. Three waves of
emails were sent to these contacts to enhanceatheipation rate. It is also important to
note here that each invitation email asked theetgvgrson to forward the invitation email
with the links to the URL addresses of the surueysis or her colleagues working at a
UNPOL mission. The distribution of the survey lttkUNPOL missions was done by e-
mails and e-mail groups formed by UNPOL officerssthoby their nationalities (i.e.,
Yahoo group of Pakistani officers serving at UNMIDjta collection for the survey

lasted for 16 weeks.

Given the above procedure, such a sampling strategiyt be callecd hoc,yet
it can be considered a merger of convenience anlsadl sampling techniques.
Convenience sampling can be defined as a non-pitipaampling method in which the
researcher recruits the sample whom he or sheeeah relatively easily and at a
reasonable cost. Since such a sampling techniqué&weot be representative of the
population the researcher cannot generalize hieiofindings on the entire population
(Babbie, 2007). Snowball sampling is another nobability sampling method in which
the researcher starts with recruiting a small nunabsubjects and asks them to name
others who might be included in the study. By smgothe number of samples is
supposed to increase as the researcher contahttheste who were referenced by the

initial subjects (Babbie, 2007). In this studyaérout of eleven missions distributed the
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survey link to the entire e-mail lists at handf@othese three missions (UNMIT,
MONUSCO and MINUSTAH) the entire subpopulations|ddoe reached. For other
missions, though, as described earlier, persomdbhcts, and email groups were used to
get the initial contacts (convenience sampling) dnath they were asked to forward the
survey links to their colleagues in their netwof&sowball sampling). At the end of the
data collection phase, a total of 308 respondeadsskarted the survey whereas 63 (20 %)
dropped out at some sections of the survey. Ibisous that the sampling strategy lacks
representative power, therefore external validdythe population. However, the results
of this study present new information on a whollyedent viewpoint as an approach
based on surveying individual UNPOL officers inleagission on a wide range of issues.
The current sample of 308 UNPOL officers compriseéviduals from 43 different

nations that are working or have recently worketlOadifferent UNPOL missions.

A set of suggestions are made by survey reseahdiass (Dillman et al. 2009;
Couper, 2008; larossi, 2006) to enhance respomsg. [@iven that this study adopted the
web-based survey mode, first, multiple waves ofalsrwere sent. Second, the image of
the waving UN flag was placed in the survey pagethe page was designed in the
colors of the UNPOL. Third, e-mail invitations wearestly done using the name of the

person rather than to an entire group.

When the data collection phase was finished, 4 861308 responses had been

collected of which 268 were in the English versao 40 were in the French version. 63
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had dropped out (20 %) at some point in the sur8ece the number of invitation e-
mails sent is unknown-due to e-mail forwardingsitmpossible to identify the definite
response rate. However, a rough estimation canduk inased on the number of known
e-mails sent and the population of the groups tehvtihe e-mails were sent. According

to this calculation, a response rate of approxim&® % was achieved.

4.1.3. Statistical Models and Hypotheses

Given the objectives of this study, two types ofSdiodels were developed. The
first model attempts to identify the primary predis of OL in UNPOL missions. Within
this context two policy variables, leadership amchl factors and three control variables
were used. In addition to these variables, agejeetenure, region, the duration of
deployment, education, rank and mission dummieg\waluded in the model. The

model of OL in UNPOL missions tests the followingpbtheses:

H1: UNPOL officers will have a higher level of perged OL as they believe that

they are managed through effective leadership.

H2: UNPOL officers will have a higher level of peived OL as they develop

closer relationships with local actors.

The second OLS model, democratic policing througjanizational learning
includes OL, leadership and local actors as paolaryables, and, satisfaction with
training, physical and technical conditions, angl geographical region of the officer as

organizational control variables. The model alssudes the same demographic control
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variables with the model of OL. The following hypeses were tested through the

model:

H3: UNPOL officers will have higher commitment teetprinciples of DP as they

have higher levels of perceived OL in UNPOL mission

H4: UNPOL officers will have higher commitment teetprinciples of DP as they

develop closer relationships with local actors.

4.1.4. Definitions and Measurements of Variables

The survey examined both the perception of demiagpaticing by the UN police
and factors affecting organizational learning inROL missions. Hence, the study has
two dependent variables: the perceived adherend®\&OL officers to democratic
policing, referred to ademperceptand the perceived level of organizational learning
referred to atearning In terms of explanatory variables, perceived galtegarding
effective leadership, and local factors were exé@dérom the literature as the primary
factors affecting OL in PCEs. In addition to thesdicy variables, data were collected on
the perceived satisfaction from training, technamadl physical conditions in the missions
as organizational control variables. Finally, acdfedemographic variables such as age,
gender, rank, nationality, tenure, mission, counfrthe respondent and education were
included to describe the respondents and to cofarahdividual characteristics of

subjects during the data analysis phase.
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4.1.4.1. Dependent variables

Dempercepis defined based on the DP principles noted abgugayley (2006)
and Pino & Wiatrowski (2006). Democratic policingthin the post-conflict context, can
be defined as a new policing paradigm that demesdaie borders of policing according
to the universally accepted norms of democracytamdan rights and implements the
principles of accountability, transparency, and oamity oriented policing in the
policing field. Thus police organizations can basidered “democratic” to the extent

that they adopt these principles.

In order to capture the concept, 13 items wereieghpheasuring such
components of DP as accountability, transparenuy,aaherence to: the rule of law,
human rights, subordination to civil authority, amemity policing, and equal treatment
to citizens. Among these, 4 items (1 is relateddoountability, 1 to community policing
and 1 to democratic regimes and to the rule of la@re negatively worded. In addition
to the 13 items, a set of four more items were dddgrovide more information on the
DP concept. These 4 items measure the perceptididOL officers on democracy as
a form of government, the notion of human secutlig,degree of familiarity with the
concept of DP by the subject, and the perceivedevaf the service the respondent
contributes in the mission.

The second dependent variable for this study ipéneeived level of
organizational learning in UNPOL missions. Thisdstadopts the frequently accepted

definition of organizational learning which is aggjtion, adoption and implementation
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of new knowledge for changing organizational ridad behaviors (Benner & Rottnan,
2008). The study, however, also collected the opisiof UNPOL officers on different
approaches to OL. Within this frame, the resporslergre asked to indicate their
satisfaction with access to the internet, TV abdaliies/books with three items measured
in 10-point scales, ranging between totally dissigal and totally satisfied. This section
was meant to measure the satisfaction from acoaagormation. Secondly, 10 items
were included to capture the perceptions of UNP@icers on the convenience and
support of the organization for learning and chafgéems), and personal commitment
to learning and change (3 items) using 5-point itikeales. Finally, four items were

applied to measure the would-be benefit of basimi@thods through 10-point scales.

4.1.4.2 .Explanatory variables

Given the two dependent variables, two statistiwadlels were built. The first
model was developed to explain the factors continigtto perceived organizational
learning in UNPOL missions. Given the literatureveyed, effective leadership, job
skills of the staff (Benner & Rotmann, 2008; How&2808), incentive structures,
internal identification and recognition of learningeds, tools and organizational
practices necessary for learning (Benner & RotmanAg), and integration with local
population and actors (Howard,2008) were identifisdthe primary building blocks for
OL in PCEs. Among these, effective leadershipning, physical and technical
conditions and integration with the local actorgev@cluded in the model of OL in

UNPOL missions.
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The second model was built to explore the factorgrdouting to the perceived
adherence of UNPOL officers to democratic polidmgeneral and organizational
learning as a specific factor of democratic policin UNPOL missions. O’Neil (2005)
mentioned the importance of a “diagnostic approaelich entails the application of
organizational learning principles -for effectiveliging in PCE. Other elements of
democratic policing discussed in that literaturegeniacluded in the model as controlling
factors. These factors are effective leadershiNgld;, 2005; Bayley, 2006; Neild, 2001),
gaining the support of local actors (Bayley, 199Marenin, 2005; Goldsmith & Dinnen,
2007), and the adequacy of training (Bayley, 1995ild, 2001; Mobeke,2005;

Wiatrowski & Goldstone, 2010; Pino & Wiatrowski, @®).

Leadership

The perception of UNPOL officers on effective leesthep was considered to be a
significant facilitator of organizational learnimyPCEs. Leadership has several aspects
and theories. Yet this study seeks for “transforomat leadership”. Drodge and Murphy
(2002) note thatTransformational leaders are characterized by iigyeto motivate
followers to strive toward and achieve their visiongoals through a process of idealized
influence, inspirational motivation, intellectuainsulation, and individualized
consideration” (p. 423). This variable measurestiwrethe UN police officers’ feelings
about their supervisors are congruent with the al®finition.Within this frame, 9

items, two of which were negatively worded, wereduto measure the perceived level of

137



effective leadership in UNPOL missions.

Local conditions

The perception of UNPOL officers on local condigdmave been determined to
be very important for both organizational learnamgl democratic policing. Local
conditions in relation to UNPOL missions were meadudrom different perspectives.
First, respondents were asked which out of a se¢id&in characteristics was the most
important to have in common with UNPOL officers dhd local population. These
characteristics are language, religion, race, histworder, and culture. Then they were
asked which of these characteristics they physitet in common with the local
population. Next, a set of Likert-scale items wapplied to get the perceptions of
UNPOL officers on certain local issues. Finallyifeemantic differential scale items
ranging between friendly and hostile were usecetalye opinions of UNPOL officers on
local citizens, police, media and politicians. ®inlee literature emphasizes developing
close relationships with certain local actors,fthal scale was turned into a composite

variable to be used in the OLS models.

Three variables: the perceived adequacy of in setvaining, technical
conditions and physical conditions were measuratigstudy for two purposes. First
these concepts give information about the degreatigfaction in life and working
environment in UNPOL missions. Second, these viasalvere included in OLS models

as control variables. 10-point scales were usedegasure each item and composite
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variables were constructed following factor anatyse

The percelved satisfaction with training

Training was conceptualized as the training givethie UN to UNPOL officers
regarding DP as measured in terms of in-servigeitigasessions (in general),
debriefings, human-rights training, democratic g@alj training and training on the local

factors of the target country.

The perceived satisfaction with handling of technical and physical conditions

Technical conditions are the logistics componerdadicing in UNPOL missions.
This variable was defined as equipment and persatioeated for the fulfillment of
operations. Technical conditions were measuredehycles, computers, information
systems, electronic communication devices and teahpersonnel. Finallysatisfaction
with physical conditionscale consists of items measuring the satisfactidhe subject
with his/her salary, buildings (police stations)uking facilities, and social, welfare and

recreational facilities.

4.1.4.3. Demographic variables
Nine demographic variables, mission, age, gendek, marital status, tenure,

duration of deployment, education, and nationaligre included in the study.

Missionis a categorical variable indicating the missioa tespondent was

dispatchedNationalityis another categorical variable indicating the haoentry of the
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respondent. The country variable then was categtiased on the geographical regions
of the countries and the region variable was geeérd his variable includes North
America, Africa, Europe, Middle East, Asia, BraZilyrkey and Australia regions. Yet
Australia and North America categories were meigdtie analyses because of their
cultural similarity.Ageis an interval variable measuring the current@gelp of the
respondentRankis an interval variable indicating the current raikhe respondent in
his/her country’s police force. Since nominal exgiens of ranks are rather different
across countries, this variable was measured irbewsrindicating the rank of the
respondent in number of steps above the lowest matks/her national police force.
Tenureis an interval variable indicating how many yeairsvork experience the
respondent had when he/she started the first midigration of deploymens a
measure of how many months the respondent workettiddJN missionGenderis a
dummy variable indicating the gender of the resgomdoded 1 for males and O for
femalesMarital statusis a categorical variable indicating the maritatss of the
respondent. The variable included married, singldpwed and divorced categories.
Finally, educationis an interval variable measuring how many yeéshbool work the

respondent completed.

4.2. Qualitative Research Design
The scope of quantitative research can be inadedjudiie researcher attempts to
develop a deeper understanding of the underlyingataelationships in the area being

studied. Qualitative research can provide the rekeawith elaborate context and depth
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when there is what is in effect between group vexésas might occur in different
missions with different leadership styles in diffet parts of the world (Ragin, 1994). In
this study the survey of UNPOL officers was destjteereveal the perceptions of
UNPOL officers on DP principles, level of OL in thassions, effective leadership,
physical environment and several other characitesisthe quantitative research
methodology was referred to for exploring geneedtgrns that lead to certain
conclusions. Still, these patterns need deeperrstaheling from an organizational point
of view. Within this context, qualitative data wasllected through open ended items in
the survey and semi-structured interviews withvidlials who have a broader scope and
capability of policy-making on the phenomena thatexamined in this study. Such a
mixed-methods approach was necessary for incresisgngalidity of the study,
explaining the quantitative findings of the stuahldaving a better understanding of the

roots of relationships revealed by the survey.

Seri’s study (2005) can be considered an exampléhnéapplication of
gualitative methodology on democratic policing.i%egued that the proficiency of the
police in terms of the principles of democracy barnunderstood by identifying the
narratives that form the practice on the groundi. f8and evidence supporting this
argument through a comparative analysis of 70vrders with officers from several

South American countries, the UK and the US.
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4.2.1. Data Collection Procedure for the Qualitatie Phase

In this study, the qualitative data were colledtedugh two procedures: (1) three
open ended items implemented in the survey on UN&iiiters, and (2) semi-structured
interviews with 14 UN officials. In addition to tbe, two short statements by the UNPOL
police adviser, Ann Marie Orrler, made on 20 Octd@09° and 23 April 201, were
used as qualitative data because these statemerggiving the details of UNPOL'’s
future policy orientations which are closely reletto the focus of this study. These
statements of the police commissioner were madelso recorded press conferences

that can be accessed via the internet.

As to the first category of qualitative data, lre survey the subjects (UNPOL
officers) were asked to mention, the factors thatived and demotivated them the most
using three words. A total of 177 subjects (57 ésponded to the two motivation-related
items. In addition to these two items, subjectsenalowed to mention their additional
thoughts, suggestions and complaints in the writbemat at the end of the survey. 98

subjects (32%) gave written comments.

The second category of the qualitative data wéeated through semi-structured
interviews with 14 UN officials. The semi-structdrimterview technique is a frequently

used gqualitative research technique by social §stenThis method is conducted by

13 http://www.youtube.com/watch?v=IGOBINGSS9s

14 http://www.youtube.com/watch?v=DwYtYS61MEY
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asking previously prepared open-ended questiomdrary to structured interviews, in a
sequence determined by the researcher. The aoreidriact as much relevant
information as possible. Therefore the researcheimervene if the subject digresses
from the focus of the question, contrary to nonkdtired interviews (Harrel & Bradley,
2009). The semi-structured interview method igkgitation technique that allows the
researcher to adjust the direction and depth ointteeview in parallel with the subject’s
area of expertise. Nonetheless, since similar qprestire asked to all of the subjects, the
researcher can make comparisons and seek formmatteoughout the interviews

(Bernard & Ryan, 2010).

The procedure for semi-structured interviews sthafter the pilot study of the
survey was completed and the data analyses werd hnennterview questionnaire was
developed partly based on the preliminary findiafghe survey. The sample selection
criterion involved those who were working as mamage the UNPOL headquarters,
mission commanders, deputy mission commanders fficdrs from the office of peace-
keeping best practices unit of the DPKO. Withirs thamework, 27 relevant people were
contacted via emails and telephone. Most of thartapagers replied that they were too
busy to join the study and they suggested the agthtact their deputies instead. Only
the police chief of the UNMIS mission agreed tajthe study- alas via email. Therefore,
the referenced officials were also contacted antdleaend of the process 14 interviews
had been conducted. Six of the interviews were fadace at the UNPOL headquarters

in New York in November 2010, 2 participants sdiit written replies to the
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guestionnaire via email and six interviews weredtaned on the phone. The table below
presents personal and professional information taheul4 interviewees as well as type
of the interviews. The subject numbers in colunof the table will be used to identify
the interviewee when quotations will be used inptliasix. All of the interviews- except
for the two e-mail interviews- were audio recor@ed transcribed verbatim by the

author.

Table 4.1 Interview types and subjects

Subj Post/Mission Gen Post Int. Type
ect der
nr

S1 Deputy Police M HQ (PD) Face to face
Advisor

S2 Mission Manager M HQ (PD) Face to fdce

S3 Mission Manager M HQ (PD) Face to face

S4 Mission Manager M HQ (PD) Face to face

S5 Mission Manager M HQ (PD) Face to face

S6 Legal Advisor M HQ (PD) Face to face

S7 Knowledge M HQ (DPKO) | Telephone
Management
Coordinator

S8 Training Managaer M UNMIT Telephone

S9 Training Manager F UNMIT E-mail

S10 | Training Manager F UNMIL Telephone

S11 | Training Manager F UNAMID Telephone

S12 | Deputy Police M UNAMID Telephone
Commander

S13 | Police Commander M UNMIS E-malil

S14 | Deputy Police M UNMIL Telephone
Commander
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The Analyses of the qualitative data

The qualitative data analyses were run followimg procedures described by
Bernard and Ryan (2010). First, each audio recbthdeointerviews was transcribed
verbatim by the author. Then the transcripts weirgtgd out and read to identify themes
that fall into the focus of this study. After thest round of coding, 96 themes were
identified under seven major categories. In th@seéacound of the coding process,
computer software, NVivo 8™, was used and each ¢hwas reanalyzed based on the
transcripts categorized in the previous coding phAfter this round the order and
context of some themes were rearranged. Aftergéhersl round of coding the previously
identified seven major categories were reduceduo &nd the total number of sub-
themes was reduced to 76. The major themes andstiiethemes were organizational

learning, democratic policing, training and the king environment in UNPOL.

The data were re-examined then, and the quotatbieh exhibited the strongest
contribution to the core concepts of the study weeatified. When quotations from
interviews were embedded in the text in the folloyvsections the subject numbers
assigned to each interviewee in table 4.1. (Raniggtgyeen S-1 and S-14) were used to

identify the interviewee.

Major Code Categories

Based on the qualitative analyses,wogking environmentategory was comprised

of a set of internal and external factors thatciffee motivation of UNPOL officers and
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the operations of UNPOL. The factors shaping UNPQLorking environment are
motivational factors and local conditions. The setmajor category i8aining which is
comprised of the sub-themes of the training of UNR®icers and local police forces,
doctrinal issues and challenges. The third majtegmay isOL. Feedback mechanisms,
the international working environment, communitiépractice, appreciative inquiry and
challenges of OL were identified as the primary-thdmes of OL. The final major
category iDP. The general perception of DP in UNPOL, the agpion of DP in

UNPOL, future issues and challenges with respePiR@merged as the sub-themes
under the category of DP. It is important to nadechthat although the challenges in each
category were presented separately, most of thedkenges are common for all other

domains of UNPOL operations.

4.2.2. Concepts Covered in the Interviews

The qualitative part of this study attempts totfesplain the survey findings from
the organizational aspect and second, to expleerfanizational strategies of the
DPKO in general and the UNPOL in specific about deratic policing, organizational
learning, working conditions, training (both thaitring given by the UN to the UNPOL
officers and training provided by UNPOL officerslteal police organizations), and
motivational factors in UNPOL missions. Within ttirame, the variables included in the
guantitative part of the study were also includethe qualitative part. In addition to that,
specific findings of the survey regarding job skitf UNPOL officers and the levels of

democracy in the countries from where the UNPOicefs dominantly come from were
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included in the study. The qualitative part spégifdcused on the underlying
procedures, biggest challenges, success and fafitte UNPOL system on the

aforementioned concepts.

Two types of qualitative data analyses were uskd.open ended survey
guestions were analyzed using the word count methioel interview transcripts were
analyzed to find out thematic patterns. Finallyamtitative and qualitative data analyses
were conducted separately and the findings wergedeaind discussed together in the

“Conclusions” chapter of the study.

4.3. Issues RELATed to the Validity and Reliabilityof the Study
Validity refers to whether a phenomenon is meabaseit is meant to be
measured by the researcher (King, Keohanne, & Var@2d4). Yin (2009) quotes three

types of validity from Kidder and Judd (1986, pf-29):

Construct validity: constructing or creating opearmaal measures which appear to
reflect the concepts being studied. Internal vglidfor explanatory or causal
studies only and not for descriptive or exploratetydies) seeks to establish a
causal relationship and distinguish them from spusirelationships. External
validity refers to defining the domain to which #&udy’s findings can be
generalized (p.40).

Among those, in order to build internal validitypntrol variables were included
in statistical models and statistical tests of igance were applied. External validity, on
the other hand, cannot be claimed to have beehlis$iad because the expected

sampling strategy and stratified random samplingla&not have been rigorously
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implemented. It should be noted here that althaeyeral attempts were made to expand
the sample size, bureaucratic obstacles and lackayeration from some missions led to
the limited sample size. Therefore, special attenivas paid to the construct validity of
the study. In order to enhance construct validitis study conducted a pretest of the
guestionnaire on 66 subjects in order to detegtéd@rrors, ambiguities and wording of
the items. Additionaly, the wording of the itemssakaept as short and simple as possible.
A statement stressing that the confidentialityh&f tesponses would be assured was
added in the introduction part of the survey. Asdew items were negatively worded in
each section. Composite variables were computed faittor analyses as well. Finally,
the questionnaire was translated into French ierai@ minimize the language-related
ambiguities and give francophone UNPOL officers¢hance to participate in the study.
French is the second official language of UNPOLsmiss and some of UNPOL officers

are more comfortable with French rather than Ehglis

Yin (2009) asserts that using multiple sourcesvidence is a way of improving
the level of validity. For this purpose, this stugyerred to both quantitative and
gualitative methods of data collection to revedkaper understanding of the phenomena
at stake. Furthermore, secondary data from vanesmsurces were used when necessary
to fact check and corroborate subjective data.llyinaultiple items were asked on the
same construct, especially those that are cruxithle study, to ensure that the respondent

understood the core of the issue.
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Reliability has two different aspects. The firgpast of reliability means
“applying the same procedure in the same way \wilags produce the same measure...
Reliable measures also produce the same results aygptied by different researchers”
(King, et al., 1994, pp. 25-26). Thus the same@doares are supposed to generate the
same results, regardless of the applier, for aysiudbe reliable. Yin (2009) asserts that
appropriate documentation is necessary to prowid@pportunity for other scholars to
reproduce the results. According to a second petispe reliability refers to “the
guestion of whether respondents are consistenablesin their answers” (Groves et al.,
2004, p.261). In the survey field, two methodsewesed to measure the reliability of a
study. The first method is called “repeated intews with the same respondent” which
refers to applying the same items to the same sisog different times and measuring
the difference between the results. The secondade#h'using multiple indicators of the
same subject”. This method entails the applicatiodifferent items with the same
underlying concept. The consistency of the respotisen are measured through the
calculation of the Cronbach’s alpha statistic wianges between 0 and 1 where the
reliability of the scale increases as the Cronkmalpha score gets closer to 1(Groves
et.al., 2004, pp. 264-265). In more detail théhalptatistic is calculated “by specifying
the portion of total variance for the item set tisatnique, subtracting this from 1 to
determine the proportion that is communal and mlyitaig by a correlation factor to
adjust for the number of elements contributingdadier computations.” (DeVellis, 2004,

pp. 35-36).
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In this study all interview protocols were docunezhso that other researchers
can test the reproducibility of the results. Alswyltiple indicators were used to measure
the relevant variables and concepts; and Cronbadpha statistics were calculated
before the analysis of each scale and after thsteartion of each composite variable

following the factor analyses conducted in thiggtu
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Chapter 5 Quantitative Data Analyses

This study adopted a mixed-methods approach. Wittis framework, first
guantitative data analyses are presented in tlaigtehand qualitative data analyses are
discussed in the next chapter. The results ardegizied in the conclusions chapter. This
chapter analyzes the data collected from 308 Uhtgaifficers through a web-based
survey. First, the descriptive statistics of thegke is presented. Second, perceptions of
UN police officers on democratic policing principlerganizational learning, leadership,
local factors, physical and technical conditiond &maining were tabulated and then
composite variables representing each of the afamters were constructed based on the
results of exploratory factor analyses. Finallg thodels of perceived organizational
learning and democratic policing in UNPOL missiavese constructed and tested. The
statistical software STATA MP 10™ was used foradithe quantitative analyses ran in

this study.

5.1. Description of the Survey Sample
The survey has 308 subjects including missingaestiue to drop outs or items

with no responses. The distribution of the sanapl®ss missions is shown below:
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Table 5.1 The Distribution of the survey sampleoasmissions

Mission Freq. Sample Population

Percent Percent
MINURCAT 1 0.32 0.32
UNMBIH 8 2.60 2.92
MINUSTAH 55 17.86 20.78
UNAMID 21 6.82 27.60
UNMIK 33 10.71 38.31
UNMIS 17 5.52 43.83
UNMIT 71 23.05 66.88
UNMIL 19 6.17 73.05
UNOCI 38 12.34 85.39
MONUSCO 21 6.82 92.21
Missing 24 7.79 100.00
Total 308 100.00

The largest number of respondents of the samplé@eUNMIT (23 %) followed
by MINUSTAH (18 %), UNOCI (12.3 %) and UNMIK (11 %ln addition to that it must
be noted that 58 subjects (19 %) served in twadbfit missions and 8 (2.6 %) served in
three different missions. Since MINURCAT and UMBHiissions have very few

respondents, these two missions were excluded &rmatyses that compared missions.

UNPOL officers from 43 different countries parpated in the study. Of 244
subjects who identified their countries, 97 (39.%bcome from Turkey, 31 (12.7 %)
come from the Philippines, 10 (4.1 %) come from €eoon, 9 (3.69%) come from
Pakistan, 8 (3.28 %) come from Brazil, 7 (2.87%nedrom Canada, 6 (2.46 %) come
from Niger, and 25 (2.05 %) individual officers cerftom the US, Portugal, Benin,

Bangladesh and Australia (5 officers from each tgyinin terms of the regional
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distribution, 41.4 % of the sample are from the dfiedEast (note that Turkey alone
accounts for almost 40 % within this amount), Z&.5rom Asia, 5.7 % from Europe,
19.2 % from Africa, 4.9 % from N. America, 3.2 %ifn S. America and 2 % from

Australia.

Rank, tenure, and duration of deployment were oredsas features of service in
UNPOL. In terms of tenure, 15.5 % of the samplehésyears of tenure, 32.5% has 6-
10 years, 21.8 % has 11-15 years and 12.3 % ha® y6ars of tenure. The rank variable
is problematic because the sample is multi-natiandl each country has a different
police ranking structure. Therefore the respondemst® asked to specify their ranks in
terms of numbers where the lowest rank is meadwyddand and each step up in ranks is
an integer high. According to this scale, the latggoup in the sample (38 %) has ranks
between the®@and &' levels in their police organizations. 23 % of faenple are at 13
rank level. The duration of deployment was measuredonths. 15.3 % of the sample
was deployed for 1-6 moths, 35 % was deployed b2 onths, 15.3 % for 13-18

months, 18.43 % for 19-24 months and 16 % for 2branre months.

Gender, age, marital status and education levéN&OL officers were
measured to capture demographic characteristiteecgample. Within this frame: 95.3
% of the sample is male and 4.7% is female. Theiljatipn rate (total rate of female
UNPOL officers) for females is 8 % as of 2010. 72fthe sample is married, 24 % are

single and 3 % are divorced. The age distributioth® sample is as follows: 31% are in
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the 31-35 age group, 27 % are 36-40, and 17 %Jladb4In other words almost 75% of
the sample is between the ages of 31 and 45. ¥inla#l average length of education of
officers in the sample is 10 years; the mediantlen§education is 9 years, with a

standard deviation of 3.8. Almost 3 % of the santgale 16 years or more education.

In addition to the professional and demographaratteristics, subjects were also
asked about their motivations for joining UNPOL eJtwere also asked about what they
felt were the minimum years of service necessatyNi*OL missions for UNPOL

officers to perform effectively. The results areagued and discussed below.

Figure 5.1 describes that UNPOL officers’ highasitivation in joining UNPOL
is humanitarianism (21.4 %) followed by the desrgain international experience (18.8

%), career advancement (18.1 %), and money (15.9).
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Top Three Motivations of UNPOL
Officers for Joining the UNPOL

W 1st Motivation ® 2nd Motivation
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Figure 5.1 The top-3 motivations of UNPOfiadrs in joining the UNPOL

The duration of service for effective policingllNPOL missions was identified
as controversial in the literature. The typical gear period of service is criticized and

considered too short for both the performance fefcéifze policing and the creation of
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institutional memory in UNPOL missions (Mobekk, Z)®enner et al., 2008; Durch,
2010). The chart presented below shows that dUtHBOL officers that responded in

this study, 49.3 % stated that a minimum of tworyed service was necessary to acquire
the experience necessary to perform effectivelyNPOL missions. 19.6 % reported that
the minimum amount of service should be three yaadsonly 16.4 % stated that it
should be one year. Mission by mission comparislmmonstrate that two years of

minimum service is the most preferred minimum dorabf service across all missions.
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Figure 5.2 Minimum duration of service accordind#dPOL officers necessary for effective policing in
UNPOL missions
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5.2. UNPOL Officers’ Perception on Democratic Polimg Principles
This section of the study presents the analyséseasurvey with respect to

democratic policing principles. The democratic polg section of the survey was
comprised of 17 items, measuring the perceptiongNRPOL officers about DP. These
items were derived from the major areas identibigdhe DP literature. The items were
measured using 5-point Likert scales scored asr-8tfong disagreement with the
phrase, -1 for disagreement, O for neither agreemamdisagreement, 1 for agreement,
and 2 for strong agreeménhtPhrases describing DP principles were construfcted the
defnitions of Bayley (2001) and Pino and Wiatroi(@006). The questionnaire
developed by Karatay (2009) and Haarr (2005) welferired to in the development of the
DP scale for the survey. Within this framework, tdoenponents of DP scale are:
accountability (4 items), transparency, and adreréo: rule of law, human rights, civil
authority, and community policing and equal treathte citizens. Among these, 4 items
(1 related to accountability, 1 related to commypiblicing, 1 related to democratic
regimes and 1 to rule of law) were negatively wdtdénally, three items were included
in this section to measure perceptions of UNPOIlceff on such areas as democracy,
human security, the importance of the police in P&tl one item was included to

measure the acquaintance of the subject with theodeatic policing concept.

Dillman et al. (2009) put great emphasis on theartgnce of the very first item

15 All of the items that are mentioned to be measimddkert scale in this study were coded as ex@di
here
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in the questionnaire for focusing the interesthaf $ubject in completing the
guestionnaire. The very first item of the surveysWaolice plays a very important role in
democratization of post-conflict countries”. Thism was included in the survey
guestionnaire for two reasons: first, to measung &POL officers perceive the
importance of the job they perform for the UN inBECThe second reason for the
inclusion of this item in the survey was to recagnihe importance of the job the subject
is performing for the UN and having him/her invaive the rest of the survey. The
analyses of this section start with these four dempntary items that are isolated from

the rest of the scale.

Table 5.2 The percentage distribution of answethé complementary items of the DP scale

*S.A", A. N. D. S.D.
(%) (%) (%) (%) (%)
V1- Police plays a very
important role in 625 315 23 1 13

democratization of post-
conflict countries
V2- Security of citizens is
more important than 29.5 39 16.6 9.7 2.3
security of state
V3- | know a lot about the
democratic policing 29.9 52.6 11 2.6 .06
concept
V17- Democracy is the best 56.8 26.9 11.4 13 0
type of government
*S.A.=Strongly Agree; A.= Agree; N.= Neither agree nor disagre; D.=
Disagree S.D.=Strongly Disagree

1% The summation of row percentages in the resulesatto not add up to 100 due to missing values
throughout the study
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The analysis of the table above reveals that UNBfiiters have strongly
positive perceptions of the items under study. ¥9df respondents believe that the role
of police in PCEs is very important. 83.7 % of faenple expressed strong support for
democracy as a political system. The only itenhwime variation is the one with the
human security notion. Nevertheless, 68.5 % oféspondents support the notion, 13 %
are against it and 16 % are neutral. Finally, shgmore than 82 % of the respondents
indicate that they are acquainted with the demaxcpaticing concept (29.9 % are
strongly acquainted and 52.6 % are acquaintedityitB % indicated little or no
acquaintance and 11 % indicated somewhat acquaataith the concept. It is important
to note here that a total of 14 % of the resporsjerport they do not have enough

knowledge on the democratic policing concept.

The next section discusses the 13 items meastn@ngerception of the UNPOL

officers about democratic policing.

5.2.1. The Democratic Policing Scale

In this study the concept of democratic policingwn the context of PCEs was
measured through 13 variables. An exploratory faatalysis was run to determine if
there is an underlying factor structure of thesgaldes. Then the items were analyzed

separately based on the factors on which they leaded into.

Factor analysis of the democratic policing scalpresented below. Given the

factorizability tests, the items are appropriateféator analysis. Barlett’s test of
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sphericity tests the null hypothesis that the itamesnot inter-correlated. Therefore the
null hypothesis should be rejected in order to cmhd factor analysis with a given
matrix (Dziuban & Shirkey, 1974). In terms of th& scale, the null hypothesis of inter-
item independence can be rejected given the test delow. The Keiser-Meyer- Olkin
(KMO) test of sampling adequacy calculates the KMalistic through inter-item and
partial correlations. The statistic can range betw@ and 1 where values closer to 1
indicate better factorazibility. Kaiser’s interpmgon of the statistic is as follows: .90-1
indicates “marvelous” factorizability, .80-.90 ilwdtes “meritorious”, .70-.80 “middling”,
.60-.70 “mediocre”, .50-.60 “miserable” and beld@®@ is “unacceptable” (Hutcheson &
Sofroniou, 2006). The DP scale has a KMO scor@®fnhich indicates a near
meritorious factorizability of its items. Finallg, Cronbach’s alpha score of .73 shows

adequate inter-item reliability.

Table 5.3 The results of the test of sphericitytf@ DP scale

Factorizability of the Demperceptol Scale

Test of sphericity KMO Statistic | Cronbach’s alpha
(std)

Chi2 517.7 .781 .7313

P 0.000
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Table 5.4 Factor extraction for the DP scale

Eigen values > 1 after PC Factor analysis of the D&tale
Factor Eigenvalue Difference Proportion Cumulativ
Factorl 3.23290 1.70896 0.2487 .2487
Factor2 1.52394 0.43121 0.1172 .3659
Factor3 1.09273 0.16433 0.0841 45

*N= 273

Table 5.5 Factor loadings (>.40) of the DP scale

Factor Loadings (>.4)

Var. Fctrl Fctr2 Fctr3 Unigns
v4 0.4241 -0.5630 0.3733
v5 0.4504 -0.5871 0.3946
v6 0.6204 0.5043
v7 0.6101 0.6138
v8 0.6037 0.6163
v9 0.5734 0.5689
v10 0.5030 0.6961
vil 0.5820 0.5730
vi2 0.5620 0.5721
vi3 0.4211 0.6051
v14 0.6036 0.5193
v15 -0.4274 0.4976 0.5598
v16 6131 0.5537

Based on the above factor analysis, the 13 iteaxdeld into three factors;

however, factor 3 is comprised by items 4 and 5dls0 load highly onto factor-1.
Similarly item 15 loads highly onto both factoraidd 2. Nevertheless, an examination of

the scree plot demonstrates that factor-3 can bsidered where the elbow starts. At this
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point, although an oblique-promax rotation can twestdered an appropriate way
(Thompson, 2004) such a procedure is not follownetthis study because a rotation is
meant to fit the variables into the retained faxtdfet in this study the decision of how
many factors to extract was made based on therfledings, screeplots and contextual
relevance. Given the scree plot, two factors agarty visible whereas the third factor is
very close to the starting point of the elbow. Whigs items are analyzed in terms of
context, the items constructing factor two are ¢hagth negative wording items. Those
who agree with these statements can be considgnechtto certain principles of DP.
All of the other items, on the other hand, refecaotain principles of democratic
policing. Hence, at the factor extraction phasegd and 5 that had higher absolute
loadings in factor 3 were considered under factéfattor 1 has an Eigen value of 3.23
and explanatory power of .25; the loadings rangevden .42 and .63. As a matter of
fact, item total correlations and standardized alpbefficients, presented in the
following part of this section, show that these tteons can be included in the

democratic policing scale.
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Scree plot of eigenvalues after factor

Number

Figure 5.3 The Scree-plot of the DP scale items

Table 5.6 The Percentage distribution of the answéthe DP scale

S.A. A. N. D. S.D.
(%) (%) (%) (%) | (%)
V4-Police should take citizens’ 39.9 46.8 5.8 4.5 3
opinions when developing security
strategies

V5-Police should be subordinate to 35.1 33.8 12.7 10.4 4.2
civilian authority
V6-Citizen feedback evaluating 50.3 40.3 3.2 3.2 0
police performance will increase
police efficiency

V7-There should be mechanisms| 57.8 334 2.3 2.3 .6
within police organizations where
citizens can apply to inform police
misconduct

V8-There should be external 46.1 30.2 114 7.1 1.6
mechanisms (out of police
organizations) where citizens can
apply to inform police misconduct
V9-Police cannot work effectively| 13.6 22.1 16.2 30.2 14.4
if they have to give account of
everything they do
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V10- Indicators of police 39.3 46.4 6.5 3.2 1
performance should be publicly
available
V11-Police-Community 65.9 28.6 1.9 3 0
cooperation is an important element
of effective policing (for example:
reducing crimes)

V12-Police should work within thg  70.1 24 1.6 1 0
limits of the human rights
principles

V13- Laws always back (protect 6.8 24.7 28.2 26.5 10.9
more than necessary) criminals
V14- Police should primarily fight 9.1 19.2 23.1 31.8 13.6
with crimes rather than conducting
community policing activities

V15-Democratic regimes prevent 5.2 12 16.6 31.8 29.9
police from being effective
V16-Police should behave equally 86 10.7 3 0 0

to everyone without discriminating
based on race, gender or religion

The above table demonstrates that there is stnugogost on every component of
democratic policing by UNPOL officers. Strong sugpespecially on items related to
accountability, transparency and community orieqektcing is a significant indicator of
positive reaction on democratic policing among UNRHficers. When these items are
analyzed one by one, the strongest support of tle@L officers is shown in favor of
the non-discriminatory treatment (86 % stronglyesgand 10.7 % agree), working within
the limits of human rights principles (70.1 % sigbnagree and 24 % agree), and police-

community cooperation (65.9 % strongly agree an@ 28agree).

Based on the factor analysis and contextual aisabjshe democratic policing

scale one composite variabtlemperceptrepresenting the perceptions of UNPOL
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officers on democratic policing was created averggihe items v4 through v8, v10
through v12 and vli@®empercepts an ordinalvariable that ranges between -.22 and 2
with a mean of 1.41 and standard deviation of .42@rther analyses in this section were
run using thelemperceptariable representing the perceptions of UNPOlceft on
democratic policing. Average inter-item correlataf the DP scale is .2457 and

standardized Cronbach’s alpha score is .7457.

One of the primary objectives of this study wasled light on the perceptions of
UNPOL officers on DP and its components and whedtherot these perceptions vary
across missions and other characteristics. So Wead found that UNPOL officers
predominantly positively view the DP concept arsdnitain components. This section of
the study analyzes whether these positive viewg aaross missions. The geographical
origins of officers may also provide insights intbat affects the nature of the support.
The relationship between demographic charactesisti¢c/NPOL officers and democratic

policing is analyzed within the OLS model in thedi part of this section.

Firstly, mean graphs were used to examine thallision of demographic
characteristics of UNPOL officers against the mealness of thelempercepvariable.
Secondly analysis of variance (ANOVA) was run iderto assess the statistical

significance of these variations.

The first graph below displays the relationshiphef personal characteristics of

UNPOL officers against theempercepvariable. The Y axis of the graph shows the
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scores of thelempercepvariable and demographic variables are sortedherxtaxis.

The line which is parallel to the x axis at 1.4m@f thedempercepindicates the mean
value of thedemperceptariable. Hence the graph illustrates where e&theoX axis
variable is situated against the mean ofdeémpercepvariable. Yet it should be noted
that this graph does not control for the size ¢égaries and takes the mean value only.
When the chart is analyzed in terms of missionsMUNis the mission with the highest
support on the DP scale and UNMIS is the lowesNWBTAH, UNOCI and UNMIS are
below the mean; note though that UNMIS is at tl#eldvel which is very close to the
mean, whereas UNMIL, UNMIT, MONUSCO, and UNMIK above the mean of
demperceptThus it can be concluded that the variation acrmssions in terms of
democratic policing perception ranges between id31a6 points where the mean is 1.4.
This result shows that the magnitude of the vammaticross missions is relatively small.
When it comes to the relationship between the DEgmtions and the geographical
origins of UNPOL officers, the range is even snratbecept for officers coming from the
Middle East. The distribution of regions acrosstiean of the DP scale ranges between

1.3 and 1.5 except for the Middle East region-viatlr observations only.
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Figure 5.4 missions and geographic origin of UNRiificers against the means of the democratic pugici
composite

In order to identify the statistical significanckthe above chart, an analysis of
variance was run using tidempercepas the dependent variable angsionandregion
as categorical variables. Table 5.8 below disptagameans of theempercepvariable
across the categories of missions and regionsstttistical significance of the table will

be tested through an ANOVA model.
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Table 5.7 Cross-tabulations of missions by reglmnthe dempercept

Missions

MINU | UNAM | UNM | UNMI | UNMI | UNMI | UNO | MONU

STAH ID IK S T L Cl SCO
Region
N.Americ | 1.32 1.467 1.66
Z_ustralia
Africa 1.56 1.27 1.07 1.47 2 133 1.7
Middle .78 .83 444
East
Europe | 1.61 2 1.1 1.6 1.513
Asia 1.52 1.48 15 1.41 1.48 161 1.4 1.66
Brazil 1.33 1.11 1.55
Turkey | 1.45 2 152 | 13 1.62 1.53 1.4 1.27

Table 5.8 The ANOVA table for mission and regiogsdempercept

N.of obs = 227 R-squared = 0.1261
Root MSE  =. 409924 Adj R-squared = -0.0233
Source Partial SS df MS F Prob > F
Model 4.67912863 33 141791777 0.84 | 0.7122
missionl 714565217 7 .102080745 0.60 0.7560
Region 2.0878257 6 .347970951 2.04 0.0613
mission1x region 3.58972055 21 .170939074 1.02 0.4444
Residual 32.4312839 193 16803774
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Total 37.1104125 226 164205365

Thedemperceptariable was computed by averaging 9 ordinal itemeasuring
democratic policing. Thdempercepvariable was transformed by squaring because of
the heteroscedasticity problem with the originaialale. The factors are the missions and
geographical regions from where the subject coiesnteraction variable between

missionandregionwas also included in the model.

The model fails to reject the null hypothesis.e Thean of the dempercept
variable is equal to zero across the categoriesisgion and region factors (F= .84 and
P=.71). Similarly when the factors and their iatg¢ion are analyzed separately, neither
missions nor regions nor their interaction produskadistically significant variance of the

dempercept variable across its categories.

A series of tests were run after the ANOVA analysitest for heteroskedasticity,
the distribution of errors, and the distributioneofors across fitted values. The
distribution of the residuals was not normal. Theuch-Pagan / Cook-Weisberg test for
heteroskedasticity failed to reject the null hysis of constant variance, yet the plot of
residuals against fitted values showed that ths tesults were mostly due to a few

outliers and there was no significant problem fetelnescedasticity.

Considering the above results indicating that sofriee assumptions of ANOVA

were violated (i.e., categorical variables do rotéhequal number of sample sizes, or the
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distribution of residuals was not normal) a nongpaetric alternative test, the Kruskal-
Wallis test, was also conducted with the same mdded Kruskal-Wallis test does not
require normality and is an acceptable alterngttv&NOVA. This test “uses only the
ordinal information in the data, since its formiddased on ranking the observations and
comparing mean ranks for the various grouipis. particularly useful for small samples

in which the effects of severe departures from aditynmay be influentiafitalics

added]” (Agresti &Finlay, 1999, p. 474). Thus, d#ion to the ANOVA, a series of
Kruskal-Wallis tests were run with dempercept, missand region factors. The results of
the Kruskal-Wallis test are congruent with thos&MOVA. That is, the mean values of
the dempercept variable did not vary significaulifferent from zero both across

missions and regions of UNPOL officers.

Table 5.9 The Kruskal-Wallis test results for messand regions by dempercept

Kruskal-Wallis Missions Region
Test
Chi 2 36.566 22
P .082 .6872
Chi2 with ties 37.738 23
P .064 5757

In conclusion, this study found that at the indival level there is rather strong

support for democratic policing and its componet®ss UNPOL officers regardless of
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missions and regions from where UNPOL officers colnghould be noted that these
perceptions were not evaluated against any belred\data about how the UNPOL
officers actually carried out policing. As a mattéfact, the qualitative part of this study
attempts to explore the situation in practice. fidlationship between democratic
policing and demographic and professional charetites such as tenure, age gender,
education, rank, and so forth is analyzed in “tendcratic policing through
organizational learning” model. The next sectioalgres organizational learning and the

factors contributing to it from the perspectivedJNPOL officers.

5. 3. UNPOL Officers’ Perception on Organizationalearning in UNPOL
Missions
The nature and effectiveness of organizationahlag was measured from

different aspects in this study. These are satisiaavith access to information,
organizational and environmental convenience famimg and change, personal
tendencies in learning and change and perceiveefibehmajor organizational learning
practices. In addition, three factors relating tgamizational learning function -effective
leadership, organizational commitment, and loceilldiss-were also examined. Then,
training and the proficiency of physical and tedahfactors were analyzed as control
variables. These factors were analyzed separaikbbying exploratory factor analyses.
Finally, a linear regression model of organizatidearning in UNPOL missions in post-

conflict environments was built and analyzed ta ties related hypotheses.
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5.3.1. The Perception of Organizational Learning

Access to information and the benefit of OL methagse measured with 10-point
scales where 1 indicates the minimum level of &atin/perceived benefit and 10
indicates the maximum. Personal and organizatias@écts of OL were measured with
the same 5-point Likert scale explained earliepriéaciple component factor analysis
was run to explore if these four aspects wererdisor if useful factors could be

constructed from the data. The results are preddrgiow.

Table 5.10 The test of Sphericity results for tHe<oale

Factorizability of the Organizational Learning Scake

Test of sphericity KMO Statistic Croncbach’s alpha
(standardized)

Chi2 1071.1 761 .7335

P 0.000

The tests for the factorizability of the 17 itest®wed that a factor analysis can
be run using these items. A principle component®faanalysis was run using the 17

items. The 17 items loaded into five different Gastas shown below.

Table 5.11 Factor extraction for the OL scale

Factor | Eigenvalue | Difference | Proportion | Cumulative
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Factorl 4.39277 2.04154 0.2440 0.2440
Factor2 2.35123 0.29261 0.1306 0.3747
Factor3 2.05863 0.46314 0.1144 0.4890
Factor4 1.59549 0.42788 0.0886 0.5777
Factor5 1.16761 0.31330 0.0649 0.6425
Table 5.12 Fctor loadings (> .40) of the OL scale
Variable Factorl | Factor2 | Factor3 | Factor4 | Factor5 | Umns
accs2inter~t 0.6086 0.5194
accs2tv 0.8460 0.2598
accs2books 0.8623 0.2469
v22 0.8603 0.2147
v23 0.8897 0.1777
v24 0.8691 0.2311
v25t 0.4933 0.5673
V26 0.4871 0.6296
v27 0.7815 0.3547
v28 0.5557 0.5354
v29 0.6865 0.4620
v30 0.8069 0.3161
v31 0.8740 0.2275
v32 0.8349 0.2860
v33 0.7713 0.3645
v34 0.8420 0.2579
v35 0.7261 0.4481
v36 0.8049 0.3355

When the factor loadings after the varimax rotati@re analyzed, access to

information, perceived benefit of OL methods, pes@ommitment to OL and change

and organizational aspects of OL perfectly loaded the five different factors. The fifth
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factor, on the other hand, was comprised of itdrat state negative statements about the
ease of organizational change in UNPOL mission®wesach of the items was

analyzed separately according to the factors tbag into.

5.3.2 UNPOL Officers’ Perceived Satisfaction with Acess to Information

The satisfaction with access to information comeegs measured through three
items with a 10 point scale where 1 indicates thatsubject is totally dissatisfied with
access to the source of information and 10 indscettal satisfaction. Within this frame,
access to the internet, TV, and libraries/booksevessess by the UNPOL officers. The

results are demonstrated below.

Table 5.13 The perceived satisfaction from acaeasformation in UNPOL missions

Variable Obs Mean Median Std. Dev.
accstointernet 286 7.7 9 2.74
accstotv 261 5 5 3.38
accstobooks 264 4.2 3 3.4
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In general, it is apparent from the box-cox graptthat UNPOL officers are
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Figure 5.5 Perceived satisfaction from astesnformation by missions

satisfied with access to the internet. The satigfaaiminishes in terms of access to TV
and access to libraries or books. When the acoasformation items are analyzed
against missions through box plot graphics a géisatesfaction is seen across all the
missions in terms of access to the internet anehargl dissatisfaction is valid in terms of
access to books. Still MONUSCO and UNMIL are thesmans with the lowest
satisfaction densities on access to books. Thasdtseshow that access to information is
satisfactory in terms of access to the interndtsatsfactory in terms of access to books

and moderately satisfactory as to access to TVsadddNPOL missions.




5.3.3 UNPOL Officers’ Perception on the Benefit ofhe Major OL Techniques

A second factor was comprised of items asking UNBfficers about the
perceived benefit of the four types of activiti€hese four activities are supposed to
measure the three major types of OL: communitiggactice, problem-oriented
learning, and appreciative inquiry. The scale rarggween 1 indicating that the method
is totally useless and 10 indicating that the metisdotally useful. The results presented

below show that in general UNPOL officers find ta&€3L methods useful.

Table 5.14 The perceived benefit of major OL method

Variable Obs Mean Median Std. Dev.
v33Anonymous surveys
through which police
officers can note problems 271 7.96 9 2.5
and best practices
regarding the work
v34Virtual (internet or
intranet) or paper based
platforms for police
officers to inform
problems and suggest
solutions

v35 Informal meetings
with 8-10 officers to talk
about their stories of best 277 7.55 9 2.88
experiences they gain
during the missions

v36 Internet/intranet
groups through which
police officers can
informally share their
stories on the field with
friends in other missions

271 8.2 9 2.47

275 7.61 9 2.77
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5.3.4 UNPOL Officers’ Perception of OrganizationalConvenience for Learning

A third factor comprised of 5 items was the perediorganizational convenience
for learning and change. When the distributionaafreitem is analyzed separately, 74 %
of UNPOL officers (28.6 % strongly agree and 45.@dtee) think that their working
environment facilitates learning; 73.1 % believattthey gained new knowledge during
the mission; 66.6 % think (26.3 strongly agreej thair approach to policing was
changed thanks to the new knowledge and experibegegained during the mission;
52.6 % find their colleagues open to changes (&ttohgly agree and 40.9 agree); and 52
% disagree that the knowledge and experience thexed during the mission was wasted
due to the inertia of UNPOL. Still, a total of 2G4 agree (7.1 % strongly agree) and
20.8 % are not decided on item 25 which statesttizaknowledge and experience the
officer gained during the mission was wasted. ldita@h to that a total of 15.9 %
disagree (3.6 % strongly disagree) and 22.4 ardemtled about the statement that
UNPOL officers are open to change. These finditgswsthat UNPOL missions provide
convenient environments for learning to such aemhat it alters a significant number

of UNPOL officers’ approach to policing.

Table 5.15 Organizational Convenience for LearmmgNPOL missions

S.A. A. N. D. S.D.

(%) (%) (%) (%) (%)
V22- The working environmentin g o | 45 4 8.8 7.8 2.3
the UN police mission provides
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good opportunities to learn about
policing
V23- | have acquired a lot of new
knowledge and experience on 36.4 36.7 8.8 7.1 3.2
policing during my mission
V24- The knowledge and
experience | gained during the
UN mission helped me to chang
my approaching on policing
V25- think the knowledge and
experience | gained during the
mission is wasted because the UN21.8 29.2 20.8 13 7.1
does nothing to extract it from
me(reversed)

V28- My colleagues in the UN
police mission are open to
changes regarding the way
policing is done

26.3 40.3 13.9 9.7 2.6

1)

11.7 40.9 22.4 12.3 3.6

The fourth factor was constructed with three itegach of which indicates
organizational inconvenience for change. When titeses were analyzed separately, a
total of 50.6 % agree with the statement “it ispveifficult to change the rules,
procedures and codes of policing in UNPOL missidi8’3 strongly agree) whereas
only14.3 % disagree. In a large bureaucracy sut¢headN one cannot expect to easily
change its organizational procedures. The otheilitemas contain negative statements
about the impact of multi-ethnic and multi-cultusaducture of the UNPOL on learning.
The findings of this study showed that only 21.®®£fespondents agree (3.2 strongly
agree) with the statement whereas 57.1 % disaffe® % strongly). Thus, at least at
the officer level there is no significant unrestenms of working with officers from

different nationalities across UNPOL. Finally, &dhtem stated that there is conflict
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between the HQ and the field in terms of implenrentiew ideas into practice-another
oft-stated argument. The results show that the niyjof respondents (37 %) are not
decided on this item probably due to their lackmmdwledge on the procedures of

headquarters. Still, 27 % agree and 27.8 % disamgitbehis statement.

Table 5.16 Organizational inconvenience for chandéNPOL missions

SA. A. N. D. S.D.
(%) (%0) (%) (%0) (%0)

V26- It is very difficult to change
the rules, procedures or codes of 13.3 37.3 26.6 11.7 2.6
policing in the UN police missions
V27- Working with police officers
from different cultures during the
mission makes it difficult to adapt
in the working environment

V29- There is conflict between the
UN headquarters (New York) and
fields in terms of implementing 7.8 19.2 37 21.4 6.2
new ideas and applications in the
police missions

3.6 18.2 13.6 41.2 15.9

The final factor was comprised of items measutireggpersonal tendencies of
UNPOL officers about learning and change. Respaisdemphasize their strong
willingness to trying new ideas (81.5 %); theiréswigating the root causes of problems

(85.1 %); and suggesting solutions to superiorso(78).
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Table 5.17 Personal commitment of UNPOL officertesrning and change

SA. A. N. D. S.D.
(%) (%) | (%) (%) | (%)

V30 I like trying new ideas at work 33.8 477 78 13 65

V31 When | encounter a problem, |
investigate and try to correct the 36.4 48.7 3.9 1 A
underlying causes of the problem

V32 When | encounter problems |
always suggest solutions to my 31.5 47.1 9.1 2.3 2.3
superiors police missions

In sum, the findings demonstrated above showUiNROL officers are
individually eager about learning and change. lditaah, in UNPOL missions the multi-
national working environment is not perceived tcabdnhibitor for learning.
Furthermore, UNPOL officers are predominantly péebwith access to the internet
whereas they are not satisfied with access to book¥ . Finally, there is strong support
for the application of major OL methods across UNMR@icers. Therefore, it can be
argued that both the organizational and individii@liconditions are conducive for
learning in UNPOL missions and that UNPOL can inwerds level of organizational

learning if it puts OL methods into practice.

The third factor with items measuring organizatioconvenience for learning
was computed into a new variabiearn, by computing the average of the five items-v22
through v25 and v28.The learn variable ranges batw2 and 2 with the mean of .77,

median of 1 and standard deviation of .82. Theeslbat an average inter-item correlation
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of .50 and standardized Cronbach’s alpha scor@6adt. .The distribution of thiearn

variable across missions are presented below.
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Figure 5.6 Organizational Convenience for Leariggnissions

The box-plot graphs illustrate that the distribataf thelearn variable across
missions is around the median value of 1 for athef missions. It can therefore be

argued that UNPOL missions present adequate oppbesifor organizational learning.
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In the following sections organizational factorsifiéating OL in PCEs will be
analyzed. Within this framework a model of OL in BAL missions will be built and

tested.

5. 4. UNPOL Officers’ Perception of Working Environment and
Leadership
A second important component of OL in PCEs isai¥e leadership. 13 items,
measured in 5-point Likert scales, were includethensurvey to measure the perceptions
of UNPOL officers on these issues. The table bedbaws that these items are suitable

for factor analysis.

The results of the PCF analysis demonstrate ligat 3 items loaded into 3
different factors. As expected, factor 1 was coneddsy the items measuring leadership;
factor 2 was composed by the items related to thrking environment and the final

factor was formed by two negatively worded itemdeadership.

Table 5.18 Percentage distribution for the worléngironment scale

SA | A N. D. | S.D.
%) | (%) | () | (%) | (%)

V69 | have had a comfortable and conveniert0.7 | 40.9 17.9 13.6 1.6
working environment during the mission
V70 The definitions of my duties are clear| 19.2 | 45.4 9.1 8.1 2.6

enough. So | know what | am supposed td
do at work
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V71 In general | am pleased with the 149 | 44.2 15.9 6.5 2.9
operation of duties and tasks in the mission

V72 My job in the mission gives me the 21.1 | 351 14.9 10.7 2.3
opportunity to be creative in my work

Four out of the 13 items loaded into factor 2. Wheese factors are analyzed
separately, more than 50 % of the respondentsleasex with their working
environment on all of the four items. The mostresting response is that a total of 64.6
% of respondents think that the definition of dsiti® clear enough. When it comes to the
other end, 15.2 % of respondents (1.6 strongly) fireir working environments
inconvenient and 17.9 % are not decided on thigt@jiven the above results, it can be
argued that UNPOL officers are pleased with tharking environment and operation of
duties in general. The 9 remaining items of thidiea were related to leadership. As was
seen above, the positively stated 7 items strologlged into the same factor and the 2

negatively worded items loaded into another.

Table 5.19 Percentage distribution for the leadprstale

SA | A N. D. | S.D.
(%) | (%) | () | (%) | (%)

V73 My Superiors (police

chiefs/lcommanders) are open to changes
V74 My Superiors encourage the personnel
to express their opinions without hesitation 15.3 | 30.8 20.1 114 6.5
during the mission
V75 My superiors encourage the personnel 4
to use discretion when necessary 1141 325 214 12.3 55
V76 My superiors in the mission are open tOlO 1
developing informal relations with their stafff =™

13.3 | 29.9 22.4 13.6 5.2

32.8 24.4 12.3 3.9
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V77 1 am frequently given feedback by my
superiors on my job performance

V78 | have always felt the existence of a
strong leadership at the UN police mission
V79 My superiors know how to motivate
their personnel in the duty

V80 I believe that I have much more
knowledge and experience on policing than 11 27.9 30.2 10.7 3.9
my superiors in the mission
V81 High level positions are given based ¢n
political factors rather than merit (knowledge29.2 | 19.5 195 11 4.6
and experience) in the UN police missiong

146 | 29.2 19.8 14.6 6.5

13.6 24 22.4 14.9 8.4

104 | 21.8 27.9 16.9 7.5

The analysis of the leadership items revealsftraround 40 percent of the
respondents perceive their leadership positivElyom a different aspect, however, the
strong support on organizational environment disties by around 10 % when it comes
to leadership. The strongest support (46.1 % slycgree and agree) is shown on the
statement oMy Superiors encourage the personnel to expressdpaions without

hesitation during the mission.

The analysis of the final two items-that loadew ithe 3 factor with negatively
worded statements shows that the respondents\adedi Of the respondents, 37.9 %
believe that they have much more knowledge andreeqpee than their supervisors and
48.2 % think that the distribution of high-levelgt® is done based on political factors

rather than merit.

Based on the above results, a composite variaisdecomputed by averaging the

scores of items 73 through 81. The coding of it8Mand 81 were reversed before the
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computation. The new variable, nameghdershipranges between -2 and 2 with the
mean of .14, median of .22 and standard deviatio81o The new scale has an inter-item

correlation of .457 and standardized alpha scor884#.

5. 5. UNPOL Officers’ Perception of Local Factors

Local factors were also emphasized as very impbmteterms of both learning
and DP in PCEs. This several different aspecte@phenomenon were measured using
different scales. Within this frame, first, thepeadents were asked which of a number
of characteristics (religion, border, history, cud, language and race) they consider the
most important to have in common with the localydapon and UNPOL officers.
Second, they were asked which of the above chaistate they actually have in
common with the local population of the missionytserve in. Thirdly, the respondents
were asked about the extent to which they agreedsagreed with a number of
statements. Finally, the perceived friendlines®acdl police, citizens, media and
politicians with the UNPOL officers was measuredactO point scale ranging between

hostile and friendly. These categories will be gpedl separately below.

In terms of the first category, 39.5 % of resparideeported language, followed
by culture (30.67 %) and religion (15.97) to be th@st important factors to have in

common with the local population.

Which of the below characteristics do you thinthes most important to have in common
with the local people of the country you work dgrthe UN mission?
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Table 5.20 The most important perceived commorofamttween UNPOL officers and local population

Freq. Percent Cum.
Religion 38 15.97 15.97
History 17 7.14 23.11
Race 11 4.62 27.73
Border 5 2.10 29.83
Language 94 39.50 69.33
Culture 73 30.67 100.00

Which of the below characteristics did you haveammon with the local people of the
country you work during the UN missidn

Shared characteristics between UNPOL

officers and Local populations

140
120
100

80

60

40

z -

0 .

Religion History Race Border

o

language culture none

M Shared characteristic

Figure 5.7 Shared Characteristics between UNPGter#f and local population

When it comes to the physically shared charadiesiseligion, culture, language

" The range of 0 to 140 on the Y axis refers tortinaber of respondents.
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and history respectively are the most common cheniatics shared between the local
populations and UNPOL officers. About 22 % of raspents have nho common

characteristics with the local populations theyesen.

Ten items using two different types of scales measthe characteristics
between the UNPOL officers and local populatiorPinciple Components Factor

Analysis was run using these 10 items.

According to the PCF analysis, the 10 items loani®d three different factors.
The first factor (Eigen value 2.77, proportion .28)s comprised the four items

measuring the perceived friendliness of local actor a 10 point scale.

Table 5.21 Percentage distribution of local factor$JNPOL missions

*SA. | A N. D. | S.D.
(%) | (%) | () | (%) | (%)

V92 Presence of common values (religion
language, ethnicity) between the UN policg
and local population is very important for
effective policing in post-conflict countries

V93 The UN uses the local media very
effectively to gain the support of local 8.1 20.5 27.6 21.4 4.2
people

V94 Local police in my mission cannot be
trusted

V95 Local politicians’ intervention in the
police work hindered police from 8.8 28.6 26.3 12.7 4.2
communicating with the local people

D

18.8 36 12 11.4 3.6

6.8 20.1 20.5 28.3 6.5
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V96 Local people cannot be trusted 46 11 201 244 123

V97 If the conflict is too severe the UN
police cannot develop close relations with| 14.3 | 25.3 14.9 21.1 6.2
the local people

The second group of six items measured the diffeagpects of the local
atmosphere. It is important to note here that alghathese items loaded into two factors,
the contextual analysis of items do not let us mat@ences in terms determining a
variable name. When these items were analyzedaehgra majority of the respondents
(54.8 %) think that having common values with theal population is important for
effective policing whereas 15 % disagrees with giégement. In terms of the relationship
between the UN and local media, the respondentdiaded into three groups: 28.6 %
agree that the UN uses local media effectivelydim ghe support of local people whereas
25.6 % disagrees and 27.6 % is not decided. 2609t UNPOL officers responding
think that the local police cannot be trusted abdb think that local citizens cannot be
trusted. Finally, 37.4 % think that local politinmhave a negative impact on the
operations of UNPOL and 39.6 % think that sevesftgonflict prevents UNPOL officers

from developing positive relations with local céizs.

The final element in the analysis of local factisrghe perceived level of

friendliness of local citizens, police, media amdifcians with UNPOL.

How would you identify the attitude of the follogiilmcal groups on the UN police?
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Table 5.22 The perceived friendliness of local ectm UNPOL missions

Obs Mean Median Std. Dev

Local Citizens 251 7.36 8 2.6

Local 233 5.97 6 2.6

Politicians

Local

Media 231 6.25 6 2.6

Local 245 6.95 8 262

Police

The respondents predominantly have positive peimeptn terms of the attitude of the
four local actors. Still, local citizens are coresied the most friendly group and local

politicians are the least according to the meamnesco

MINUSTAH UNAMID UNMIK MINUSTAH UNAMID UNMIK
UNMIS UNMIT UNMIL UNMIS UNMIT UNMIL
2 ><
2 >
= o =~
o 5]
[} o
o - o T T =4 o 11
0 5 10 0 5 10
UNOCI MONUSCO UNOCI MONUSCO
o T T T T T T o T T T T T T
0 5 0 0 5 10 0 5 0 0 5 10
Friendly_citizens Friendly_police
Graphs by missionl Graphs by missionl

Figure 5.8 The perceived friendliness of local ext;n UNPOL missions by missions
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The response rate is less on the items of locdiarend politicians probably
because not every single UNPOL officer encountseallpoliticians or media members
frequently during their services. When the disttitms of local police and citizens are
analyzed across missions it is apparent that [mtaéns are perceived as friendly across
all missions. On the other hand, the perceptiondMPOL officers about the local police
vary across missions. There are relatively higleggetions of hostility of the local police

in the UNAMID and UNOCI missions.

Finally, the friendliness scale was developedeadhe representative variable for
local factors. The new composite varialieal, ranges between 1 and 10 with the mean
of 6.71, median of 7 and standard deviation of ZBe scale has an average inter-item

correlation of .566 and standardized Cronsbaclplaatcore of .84.

In addition to the factors that are considerelawee an impact on OL, such
factors as training, technical and physical condgiwere included in the model as
control variables. It is also important to learmabthe perceptions of UNPOL officers
on these issues. All of these items are measurdd @oint scales where 1 indicates total
dissatisfaction and 10 indicates total satisfactitth the item. Also, the items presented
below loaded into these three categories (trairphgsical conditions and technical

conditions) following PCF analyses.
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5. 6. UNPOL Officers’ Perception of Training

Table 5.23 The perceived satisfaction from trainmg NPOL missions

Variable Obs Mean Median Std. Dev.
inservice 252 6.43 7 2.99
debrief 247 6.21 6 3.05
hrights 254 6.94 7.5 2.83
localfct 255 6.54 7 2.94
dempoltrn 252 6.19 6 3.07

The satisfaction of UNPOL officers on five typddraining- in service training,
debriefings, human rights training, training ondbfactors, and training on democratic
policing- were measured in the training categohe Tesults show that in general there is
more than a moderate level of satisfaction onfathe categories. The relatively highest
satisfaction is derived from human rights (6.98)rting and the lowest satisfaction is
from training on democratic policing (6.19). A cpasite variable was computed by

averaging out these scores. The distribution ofrdna variable was mostly uniform

across missions.

5.7. The Perceived Adequacy of Physical and Techaid~actors
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Table 5.24 Perceived satisfaction from physicaldétions in UNPOL missions

Variable Obs Mean Median Std. Dev.
salary 253 7.43 8 2.54
buildings 252 6.04 6 2.81
housing 251 6.21 7 2.84
socialfcl 253 5.79 6 2.89

The physical conditions category includes foems$ measuring the satisfaction
of the subject with his/her salary, buildings (pelstations, offices and the like), housing
units in which they live when not on duty and sbfaailities. As demonstrated above,
respondents are satisfied the most with their esld7.4) whereas the least satisfaction is

with social facilities (5.79).

5. 8. The Perceived Adequacy of Technical Factors
The satisfaction of UNPOL officers with the teatadiconditions in mission
environments was measured in terms of vehiclespabens, information systems,
communications systems and technical personngemeral, there is strong satisfaction
with all of the technical facilities. The highesttisfaction is with communications

systems (7.74) and the lowest satisfaction is wthnical personnel (6.94).

Table 5.25Perceived satisfaction from technicabaoons in UNPOL missions

Variable Obs Mean Median Std. Dev.
vehicles 257 7.36 8 2.81
computers 256 7.36 8 2.69
infosys 254 7.5 8 2.54

192



commsys 250 7.74 2.47
techpers 254 6.94 8 2.68

(o]

Items measuring satisfaction with technical angsptal conditions were
computed into two new variablaggchnical andphysicalthat were computed by

averaging out the items in each category.

5. 9. A Model of Perceived OL in UNPOL Missions
The findings of the survey showed that UNPOL @ffichave positive perceptions
on their organizational learning, organizationahooitment, effective leadership,
working environment, local factors, training, teedah and physical conditions. At this
section, a model of perceived organizational leaym UNPOL missions was built and

then analyzed.

The model tests the impact of local factors amadéeship on organizational
learning, controlling for satisfaction with traigintechnical and physical conditions, and
the demographic characteristics of the subject$NFPOL missions through an OLS
regression analysis. The model of perceived OLNPOL missions was formed by
organizational learninddarn) as the response variable; leadership and loctdraas
policy variables; training, physical and technicahditions as organizational control
variables. Age, gender, rank, duration of deploytnetiucation, and mission dummies
were used as demographic control variables. Ambaggetlearn, leadership, local,

training, technicalandphysicalare composite variables each of which were congpute
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after a factor analysi§senderandmissionvariables are dummy variables coded between

0 and 1age, rank, deploymeindeducationvariables are ordinal.

Hutcheson & Sofroniou (2006) note that each comptatistical analysis should
start with data screening. They enumerate certaioegplures to follow for data screening.
According to them, summary statistics are importamerms of identifying discrepancies
with the data that might stem from coding errorkeAthe examination of summary
statistics, a series of plots and tests shouldiberorder to check for linearity and
normality and to detect outliers. Once violatiohshese assumptions are detected then
appropriate transformations should be applied hadstreening process should be

repeated.

This approach was followed in this study. Theipmglary screening of the data
showed that all of the variables were in propegesn there were no extremely high or
low standard deviation scores in the data. Yet@menation of the linearity between the
dependent and independent variables showed that sglationships were not linear. A
series of transformations were applied on the respw@ariable and relevant independent
variables. The first transformation was applieth®Learnvariable by squaring the
values of thdearn variable. The current variable measuring orgaronat learning
perceptions of UNPOL officers ranges between 12tdith the mean value of 14.9 and
standard deviation of 5.68. After the transfornratd the response variable a new

scatterplot matrix was created, according to thasrix, three of the independent
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variables physical local andtraining, also required transformations. After these
transformations were conducted, another scattenpdtix was run using the transformed
variables. The relationships were rendered muclernoear through the transformations,
however, the squared local variable and squaredqattysical variables had several
outliers and the logged training variable had a ¢éemliers. Given the relatively small
sample size of the dataset it was considered et & few outliers would significantly
affect the results. Therefore the few outlierstoetéchnical(five observations) and
loggedtraining variable (nine observations) were taken out bgdewy into missing
values. Other variables were left without transfation since the transformations did not
ameliorate the problem of non-linearity. After tinensformations the regression equation

is shaped as follows:

Learn? = a + f1Leadership + f,local + B5In(training) + Byphysical
+ fstechnical + Bgrank + f,education + fgage + fomdeployed

+ Biogender + By1_,0(missions 1 —9)+ €

Variables included in the model are demonstratéobbhe

Table 5.26 The summary statistics of the variatddse included in the OLS models

Variable Context Obs | Mean Std. | Min | Max
Dev.

Learn(squared) Perceived
organizational 287 14.9 5.68 1 25
convenience for
learning and change
Leadership Perceived 262 137 .809 -2 2
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effectiveness of
leadership
local Perceived
friendliness/hostility | 251 6.71 2.19 1 10
of local actors
Physical Satisfaction with 261 6.35 2.26
) " 1 10
physical conditions
technical Satisfaction with 254 7.49 2.06 1 10
technical conditions
LogTraining Satisfaction with 251 1.77 496 0 2.31
training
rank5 Rank 245 2.05 .988 1 5
educ4 Years of education 259 235 801 1 4
completed
mdeployed Number of months
deployed in the 255 2.85 1.33 1 5
mission
age Age 257 4.37 1.45 2 8
gender Gender 256 .953 212 0 1
m1l MINURCAT 284 .003 .059 0 1
m2 UNMBIH 284 .028 .166 0 1
m3 MIUSTAH 284 .193 .396 0 1
m4 UNAMID 284 .074 .262 0 1
m5 UNMIK 284 116 321 0 1
m6 UNMIS 284 .059 .237 0 1
m7 UNMIT 284 .25 433 0 1
m8 UNMIL 284 .067 .250 0 1
m9 UNOCI ogal 3% | 341 | o | 1
m10 MONUSCO 284 .074 .262 0 1

The OLS regression model of OL in UNPOL missior@swun using the data
gathered though the survey and the results arershotable 5.47 below. When the OLS
model is analyzed, the model as a whole accountd®oof the total variance in the

squared learning variable. Also, the model is stiaally significant (F= 9.98, P=0.000).
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Table 5.27 Goodness of fit statistics for the orgational learning OLS model

Source SS df MS Number of
) 216
observations
Model 3296.9 19 173.52 F(19, 196) 9.98
Residual | 3408.2 196 17.34 Prob > F 0.000
Total 6705.11 211 31.18 R-squared 0.4917

Adj R-sgrd 0.44.24

Root MSE 4.17

When it comes to the analysis of the coefficieatdy one policy variable,
leadershipf{= 2.827; standardizeE .41) is positively and moderately correlated with
learning. A one standard deviation increase ireffective leadership scale is associated
with a .41 standard deviation increase in learimgtrolling for other variables. No
significant relationship was found between liveal andlearn variables. With respect to
the control variables, satisfaction with trainifig: 3.067; standardizetk .265);
technical conditions= .4352; standardizegk .152); and duration of deploymeifit
433 standardize@=.105) are positively, but weakly associated wité learning scale.
Finally, none of the demographic control varialdesnission dummies (not shown in the
table) was significantly associated with tearnvariable in the model-probably due to

the multi-national characteristic of the sample.
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In addition to the OLS model (model-1), thféadditional models were also run
using the same variables with different types aflgses. An OLS with robust errors
(model-2) is appropriate for models with mild vitdens of the basic assumptions such as
normality, linearity and homoscedasticity. Regresswith robust standard errors
calculates the Huber-White sandwich statistic éamgdardize the errors. Coefficients are
not affected by this analysis (Hamilton, 2006). Bstlregression, (model-3), follows “an
iteratively reweighted least squares (IRLS) procetito estimate robust regression
statistics. The IRLS procedure starts with an O&gession as the first iteration, then
observations with large Cooks D values ( Cooks D& omitted from the model, then
each case is assigned with a weight disproportiantle magnitude of its residual.
Finally, several iterations of the weighted leagiaes procedure are run. Therefore, the
procedure is meant to deal with outliers, non-nditpnand non-linearity. In robust
regression both coefficients and standard erroght@hange in comparison to OLS
(Hamilton, 2006). Median regression, (model-4)cukdtes the change in the median of
the dependent variable -instead of the mean- dgiverchanges in independent variables.
This analysis is primarily used to reduce the impdd’ outliers on the model (Hamilton,

2006).

18 As a matter of fact ordered probit and orderedt lmpdels were also built. In both models orgarniza
commitment and leadership variable was positiveBoaiated with the learning variable but the resate
not shown here.
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Table 5.28 The results of regression models footiganizational learning model

Modd-1 Modd-2 Model-3 Model-4
oLsS OLSwith Robust Median
Regressio | robust std | Regressio | Regression
n errors n
Learn Learn Learn Learn
Leadership | 2.827*** 2.827%** 3.165%** 3.408***
[.41]
(0.48) (0.448) (0.494) (0.417)
logtrain 3.067*** 3.067*** 3.161%** 2.838***
[.265]
(0.832) (0.69) (0.856) (0.735)
physical -0.107 -0.107 -0.188 -0.223
(0.18) (0.167) (0.185) (0.157)
technical 0.435%* 0.435%* 0.375%* 0.570%**
[.152]
(0.205) (0.198) (0.211) (0.177)
local 0.0119 0.0119 0.118 0.119
(0.147) (0.143) (0.151) (0.127)
rank5 0.241 0.241 0.361 0.217
(0.331) (0.353) (0.341) (0.282)
age -0.0985 -0.0985 0.111 0.115
(0.225) (0.211) (0.232) (0.186)
mdeployed | 0.433* 0.433** 0.380* 0.318*
[.106]
(0.222) (0.21) (0.229) (0.191)
gender 0.515 0.515 1.955 2.197*
(1.471) (1.547) (1.514) (1.185)
educ3 -0.0109 -0.0109 -0.0898 -0.0274
(0.403) (0.383) (0.415) (0.348)
Constant 3.923 3.923 1.78 0.822
(2.875) (3.025) (2.958) (2.417)
N 216 216 215 216
R-squared | 0.492 0.492 0.51 .34
*=P< .10 * =P< .05 ***=P < .001
-Standard coefficients in brackets
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-Standard errors in parentheses

As illustrated above, neither statistical sigrafices nor the direction of
leadershiptraining, technicalandmdeployedrariables differ significantly across the

models.

The model of perceived OL in UNPOL missions carstmamed up as follows:
leadership is the strongest predictor of the gualitOL in UNPOL missions. In addition
to that satisfactory training and adequate techemaditions are important to a lesser
degree for the convenience of organizational le@rm UNPOL missions. Finally, the
duration of deployment is positively, yet weaklpasiated with the degree of perceived

organizational learning.

Given these results only one of the hypotheses sugyported by the data.

Hypothesis Supported/ Rejected

H1: UNPOL officers will have a higher level of Supported
perceived OL as they believe that they are managed
through effective leadership.

H2: UNPOL officers will have a higher level of Rejected
perceived OL as they develop closer relationships
with local actors.
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5.9.1. Post-Regression Diagnostics

As was mentioned before, an OLS model has ceassomptions that should be
tested before and after the model is run. Posessgn diagnostics involve tests for
heteroscedasticity, omitted variable test, analpssed on distributions of residuals and
fitted values and test for multicolinearity (Hutslo@ &Sofroniou, 2006). These tests
were run for the OLS model (model-1). Because tedficients and standard errors of
the models do not vary significantly across différgypes of models that control for the
violation of the major assumptions of OLS moddlsan be assumed that no significant
problems will emerge, especially in terms of noitgaheteroscedasticity and linearity of
the model. When the related tests were run, thdtsesere parallel to these expectations.

The post-regression diagnostic tests and graphsrasented below.

First, the Breusch-Pagan / Cook-Weisberg teshéberoskedasticity failed to
reject the null hypothesis of constant variancé<dh23 P=.2676). The second test is
the omitted variable test. The omitted variablé¢, teses the powers of fitted values of the
dependent variable to test the null hypothesistti@tnodel has no omitted variables.
When the test was run the null hypothesis failebeoejected (F= .13, P=.93). With
respect to the diagnostic plots, first two new akles were generated out of the
regression residuals and fitted values. Secondjiitegram of the residuals is analyzed
and the distribution of residuals was found todagghly normal. Then, the leverage
versus squared residual plot, which is used toctleteservations that have extreme

impacts on the model, also showed no indicatiocooicern. The only problematic plot
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seemed to be the distribution of residuals verstesifvalues. This plot assumes the
constant distribution of residuals. Yet some obsgons may be spoiling the constant
variance of errors versus fitted values. Nevertdglgiven the results of the robust
regression and the test of heteroscedasticity,fdlt that the results were not
significantly affected from these observations. Ghaphical presentations of these tests

are presented below.

Leverage

T T T T T

0 .01 .02 .03 .04
Normalized residual squared

Figure 5.9 The leverage vs. squared normalizeduaks plot
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Finally, the model was checked for multicollineawhich occurs when high
levels of correlation between two or more indep@ndariables exist in a multiple
regression model. When checking for multicollingatie first step is generally to create
a correlation matrix of the explanatory variable®é used in the model. Although there
is not a scientifically proven threshold, corredat equal to or greater than .8 is generally
accepted to be an indication of strong multicobingy. Nevertheless, pairwise
correlation matrix generally cannot detect situadiocn which multiple independent
variables jointly account for the variation in amet independent variable. In order to
detect this problenk?, tolerance and variance inflation factor (VIF)tistics are
calculated (Hutcheson & Sofroniou, 2008Y. refers to “the squared multiple correlation
coefficient between a given independent variakleand other explanatory variables”;
tolerance statistic of an independent variafiles 1- R%i ; and VIF statistic is 1/tolerance.
Thus, VIF values equal to or greater than 5 orréwlee values equal to or less than .2

indicate strong multicollinearity (Hutcheson & Safirou, 2006, p. 83).

Table 5.29 The results of the test of multicollirigafor the organizational learning model

Variable VIF 1/VIF

m7 4.24 0.235718
m3 3.44 0.290698
m5 3.10 0.322252
m9 2.57 0.389155
m8 2.30 0.433921
m6 2.29 0.435809
m4 2.25 0.445184

204



logtrain 1.99 0.501646
technical 1.99 0.501796
Mean VIF 2.01

The abovementioned threshold values were notteidlen the OL model.
Therefore the explanatory variables included in@hemodel did not yield to
multicollinearity at the problematic levels givdretresults below. The 10 variables with
the largest VIF and tolerance scores were presaifitede. Next, a final OLS model will
be built in order to predict the association betweryanizational learning and

democratic policing.

5.10. A model of Perceived Democratic Policing thtgyh Organizational

Learning
The primary thesis put forward in this study iattdemocratic policing and
organization learning are theoretically and emplhcrelated. The final statistical model
is an attempt to test whether this exists in ngalitwas assumed in this study that
democratic policing principles can be put into pigmuch more easily and effectively
in an organization with an environment where leagriakes place. The summary
statistics of the variables included in the peredidemocratic policing model were

presented below.
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Table 5.30 Variables to be included in the demacradlicing OLS model*

Variable N Mean Std dev Min Max
dem3 303 2.173139 1.084874 0.012346 4
learn 287 0.771603 0.82333 -2 2
training 259 6.44305 2.609466 1 10
Ytenure 252 2.936 1.505 1 7
N. Amer/Austr 244 0.069672 0.255117 0 1
Africa 244 0.196721 0.398337 0 1
M.East 244 0.016393 0.127244 0 1
Asia 244 0.061475 0.240694 0 1
Europe 244 0.22541 0.418711 0 1
Brasil 244 0.032787 0.178444 0 1
Turkey 244 0.397541 0.490396 0 1
*Note that the variables that were included intedel of OL were not shown again

The OLS model was formed with tdempercepas the dependent variable and
learn andlocal as the policy variables. The same organizationdldeemographic control
variables that had been used in the previous meeed used in this model as well. It
should be noted here that although leadership wahasized as an important element
for DP in UNPOL missions (O’Neil, 2005; Bayley, &)Ghis variable was not included
in the model due to the strong correlation betwbehearn andleadershipvariables
found in the previous model. Also, given the higinrelation between th&geandtenure
variables only thagevariable was included in the OL model. Tieaurevariable was
included in the model since the relationship betwibe tenure and democratic policing

are controversial (Karatay, 2009). The data scregpiocess showed that the dependent
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variable,demperceptrequired transformation into the squared fornmew variable
calledDempercept2vas created by squaring thempercepvariable. After this
transformation was completed another graph mafrtkevariables was run. The
explanatory variables either did not require transftion or transformations did not

correct their problems.
The formula of the OLS model for democratic polgcia as follows:

Dempercept? = a + Bylearn + B,local + Bstraining + PByphysical + Bstechnical

+ Be¢rank + B,;education + Bgytenure + f,1_,7(regions 1 — 6)+ €

Table 5.31 The goodness of fit statistics for thendcratic policing OLS model

Source SS df MS Number of
) 207
observations
Model 495587716 25 1.98235086 F( 25, 181)| 1.82
Residual | 197.064292 181 1.088753 | Prob>F 0.0136

Total 246.623064 206 1.19719934 R-squared 0.20

Adj R-sqgrd 0.09

Root MSE 1.0434
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Multiple statistical models were run for the peved democratic policing model.
The OLS model accounts for .20 of the variancédendquared dempercept variable and
the model is statistically significant (F= 1.82; P43). When it comes to the
coefficients, the model shows that perceived ogtiunal learning is positively
associated with perceived democratic policing. [Elvel of correlation is low though.
That is, a one standard deviation increase in thedale is associated with a .184
standard deviation increase in the democratic ingliscale controlling for other
variables. When it comes to the control varialflesurehas significant explanatory
power on democratic policing. That is a one stamdi@viation increase in the tenure
scale is associated with a .188 standard deviatmease in the perceived democratic
policing scale controlling for other variables.tétms of gender, males are .24 more
likely to have higher scores on the squared peeceidP scale in comparison to females.
In terms of missions, the MONUSCO mission was deabfpom the analysis for
comparison. According to the results, only the UNMBNnd UNOCI missions have
significant coefficients in comparison to the MONCS. Both missions have lower DP
scores in comparison to MONUSCO. Finally, in tewhthe geographical regions of the
UNPOL officers, the Turkey category was droppednftbe analysis for comparison. At
this domain, only Africa and the Middle East regidrave significant coefficients in
comparison to Turkey. Both of these regions sctoe@r on the DP scale in comparison

to Turkey.

In conclusion, this study found that perceivedamigational learning has a
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consistent and small effect on perceived democpatiicing. In addition to that as the
tenure of officers’ becomes longer they are mocéined to accept democratic policing
principles. Also, as found in the ANOVA analysesither missions nor regional
backgrounds of UNPOL officers demonstrated sigaiftovariation with respect to views

toward democratic policing.
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Table 5.32 The results of the regression modelthfodemocratic policing models

Modd-1 Model-2 Modd-3 Model-4
OLSwith Bootstrapped
R OLS. robust std Robust MedizatlonIO
egression Regression .
errors Regression
Dem3 Dem3 Dem3 Dem3
0.252**
learn [0.184] 0.252** 0.263** 0.379**
(0.116) (0.115) (0.127) (0.19)
local 0.00204 0.00204 0.0102 -0.00039
(0.0387) (0.0406) (0.0423) (0.0597)
training -0.0134 -0.0134 -0.0202 -0.0502
(0.0392) (0.0384) (0.0429) (0.0664)
physical 0.06 0.06 0.0736 0.0689
(0.0466) (0.0525) (0.051) (0.0837)
technical 0.0298 0.0298 0.0211 0.0146
(0.0515) (0.0518) (0.0564) (0.076)
0.747*
gender [14] 0.747*** 0.753* 0.846*
(0.402) (0.281) (0.441) (0.446)
mdeployed -0.0095 -0.0095 -0.0043 -0.0194
(0.0631) (0.0646) (0.0691) (0.105)
educ3 0.142 0.142 0.145 0.202
(0.102) (0.0991) (0.112) (0.184)
rank5 0.106 0.106 0.111 0.155
(0.0875) (0.0833) (0.0958) (0.125)
0.137**
ytenure [188] 0.137** 0.128* 0.164
(0.0605) (0.0649) (0.0662) (0.101)
MINURCAT 0.287 0.287 0 -0.5
(1.209) (0.555) 0 (0.639)
UNMBIH -1.051** -1.051* -1.296** -2.156**

210




(0.514) (0.551) (0.563) (0.976)
MINUSTAH -0.327 -0.327 -0.488 -0.98
(0.382) (0.435) (0.418) (0.733)
UNAMID -0.009 -0.009 -0.0995 -0.663
(0.44) (0.502) (0.482) (0.851)
UNMIK -0.324 -0.324 -0.533 -1.07
(0.382) (0.454) (0.419) (0.731)
UNMIS -0.628 -0.628 -0.834* -1.337*
(0.419) (0.468) (0.459) (0.706)
UNMIT -0.316 -0.316 -0.45 -1.024
(0.358) (0.419) (0.392) (0.636)
UNMIL -0.0025 -0.0025 -0.265 -0.806
(0.427) (0.525) (0.468) (0.735)
UNOCI -0.797** -0.797* -0.949** -1.086
(0.398) (0.451) (0.436) (0.786)
MONUSCO Dropped
N
America/Australia -0.0906 -0.0906 -0.125 0.0375
(0.384) (0.359) (0.42) (0.578)
Africa -0.532* -0.532** -0.607* -0.797***
(0.288) (0.269) (0.315) (0.303)
M.East -1.606*** -.606*** -1.691** -2.063**
(0.593) (0.488) (0.65) (0.841)
Asia -0.342 -0.342 -0.399 0.136
(0.346) (0.403) (0.379) (0.68)
Europe -0.253 -0.253 -0.267 -0.143
(0.262) (0.252) (0.287) (0.424)
Brasil -0.597 -0.597 -0.616 -0.504
(0.466) (0.379) (0.511) (0.554)
Turkey Dropped
Constant 0.466 0.466 0.597 0.992
(0.73) (0.684) (0.8) (2.072)
Observations 207 207 206 207
R-squared 0.201 0.201 0.188 A5

* = P< .10 **=p< .05 ***= P < .001
Standard coefficients in brackets
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Standard errors in parentheses

Based on the above results only one of the hygethe/as supported by the data

Hypothesis Supported/ Rejected

H3: UNPOL officers will have higher commitment Supported
to the principles of DP as they have higher lewéls
perceived OL in UNPOL missions.
H4: UNPOL officers will have higher commitment Rejected
to the principles of DP as they develop closer
relationships with local actors.

The same post-regression diagnostics were apjolige model of perceived
democratic policing as well. According to thesalgses, the Breusch-Pagan / Cook-
Weisberg test for heteroskedasticity failed toatjbe null hypothesis of constant
variance (Chi2= 1.07, P=.30). However the resslualsus fitted values plot showed
that the distribution is not constant due to th#éiens. Secondly, the omitted variable test
(Ramsey RESET test using powers of the fitted \smbf¢he dependent variable) failed
to reject the null hypothesis that the model hasmdted variables (F= .59. P=.62).
Thirdly, the distribution of residuals was not matly normal and the leverage versus
squared residuals plot showed more problematicsaassomparison to the previous
model of OL. Finally, multicollinearity was not fad to be a problem in the model

(mean VIF= 2.06 and the largest VIF= 4.7). The pegtession diagnostics show that
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the results of the DP model should be approachetiocesly. The plots are demonstrated

below.

(0]
Residuals

Figure 5.12 The distribution of residuals fioee democratic policing model
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Figure 5.13 The Residuals vs. fitted value$ fiothe DP model
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Figure 5.14 The leverage vs. squared resigilaigor the DP model
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Chapter 6 QualitativeData Analyses

The previous chapter presented the findings ostimeey on UNPOL officers
regarding their perceptions on democratic poli@ngd organizational learning. This
chapter presents qualitative evidence on the sasues in order to explain the findings
of the previous chapter and to form an in-deptheustéinding of these phenomena at the

organizational levéf.

The presentation of the findings extracted fromndbalitative data analyses starts
from the environmental factors which affect theirentyNPOL system. Then training,
organizational learning and democratic policingegaties are analyzed respectively.
Qualitative findings are analyzed in relation te tjuantitative findings presented in
chapter five. Within this framework the explanatmfithe empirical link between the
perceived OL and DP found in the previous chapt@résented at the end of this
chapter. The elaboration between the qualitativecurantitative findings in comparison

to the literature will be done in the next chapter.

While the qualitative findings are presentedtfine findings are noted by citing

9n this study, two types of symbols were used pilesenting quotations from the interviews.
Statements in brackets and italigs,indicate the probes or questions of the authomgutie interview.
Phrases in normal brackets,[], were used to comgiaiple gaps made by the respondent in his/hér.rep
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all of the subjects who made similar statementsanmenthesis followed by S# for subject
number. The subject numbers are those demonstratid first column of table 4.1.
Then the presentation of these findings was badtesith actual data by presenting
direct quotations. This method of presenting gaalie findings is called telling and

showing and described by Biddle and Locke (2007).

6.1 The Working Environment of UNPOL Missions
The working environment of UNPOL missions contatements that are out of
UNPOL officers’ control yet directly affect theiegormance. The working environment
category consists of the motivational factors awal conditions sub-categories.
Identifying the major components of UNPOL'’s workiagvironment can help us
understand the organizational and environmentabfaevhich affect training,

democratic policing and organizational learningwitoeés of UNPOL.

The motivational factors sub-category was formeeleynents which positively
and negatively affect the job performance of UNRS¥ficers. These factors were
identified through a set of open-ended items de@ah the survey of UNPOL officers;
and a different set of items applied to UNPOL a#fis during the interviews. Based on
these instruments, a set of motivation enhancimgdaminishing factors were identified

and examined below.

Local Conditions, on the other hand, were iderdifis a set of local factors that

affect UNPOL’s operations. As it can be expectedal factors came out as large scale
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problems that have deep roots in the history, cailtund traditions of post-conflict
countries. The major elements identified within ¢lmenain of local conditions were the
military-oriented mindsets of local people and auities, power relations, and lack of
legal infrastructure. In addition to these, sevether factors were also identified and

addressed below.

6.1.1. Motivational Factors

Motivational factors came out in two categorissreotivation enhancers and
diminishers. Survey subjects were asked to notetfactors that enhance and three
factors that diminish their motivations in UNPOLgsions. Based on the findings of the
survey, the interviewees were then asked to comorettie findings of these survey

items.

Motivation Enhancing Factors in UNPOL Missions

Based on the analysis of the 177 open ended respaihe primary set of factors
that enhance the motivation of UNPOL officers welentified as humanitarianism,
(helping out those in need and working for pea88)%); cultural diversity (21 %);
gaining international experience (12 %); good wagktonditions (11 %); money (10 %);
promotion (6 %) and other factors such as advertuvacation hours (7 %). When
interviewees were asked to comment about thesafjadthey unanimously agreed with

these findings.
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Motivation Diminishing Factors in UNPOL Missions

When it comes to the motivation diminishing fastdrad working and living
conditions including such issues as stress, prablsitin superiors, bureaucracy, lack of
authority (40 %); discrimination and nepotism imis of the distribution of posts within
UNPOL (18 %); nonchalance of some colleagues (%3.and other issues such as
homesickness and short duration of service werenindd by UNPOL officers in the

survey.

Discrimination and Nepotism

Among the motivation diminishing factors enumedaabove, discrimination and
nepotism came out as the major theme of the othem-ended section which was placed
at the very end of the survey to collect additiam@hments and thoughts of respondents
on any relevant area. The following excerpt writtgra survey respondent is a

comprehensive example of discrimination claims:

The police officers from strongest countries... weaging highest posts although

their merit was not adequate. There was real dmgation against those whose

countries were not strong enough in the world wslit.Besides, because of their

countries' political power, they could not [havedeb blamed for their lack of

knowledge, experience and leadership.

Although the interviewees unanimously acknowledipedmotivation enhancers
as mentioned above, they mostly objected to thenslaf discrimination and nepotism
(S# 1-2-3-5-6-8-11-12-13-14). They argued thatehakegations were due to jealousy or

prejudice. Another counter-argument raised by igh level officials was the “national
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balance policy” of the UN. The national balancei@ois applied across all of the UN’s
departments to prevent the occupation of postayrsangle unit by compatriots of a
single nation (S# 1-2-3-5-11-13-14). It was alsessed that all high level posts were
advertised to everyone and each capable officealfad chance of getting appointed to
a certain post. The following are a few excerptgnfthese arguments by UNPOL

officials.

The police commissioner of UNMI&-13)noted that:

... As all posts are being advertised and filled estpe laid down ‘Directives’
and being followed fully, except in cases when wats are to be filled
depending on skills of a particular individual. Ap&rom this, gender balance is
also being maintained. To ensure the welfare op#reonnel postings are done in
buddy pairs selected by the contingent commandrensher, all the Contingent
Commanders are being copied the same so that theyalso inform their
contingent members...

Another respondent from the H@-5)mentioned the following statement with

regard to the national balance policy

. Missions try to have equal representation in tiesion and that at times
conflicts with the skills that you havefor example people [the leadership] will
not put the officer of the same country on the sangepositions. For example if
the police commissioner is from one country theutiggommissioner will not be
from the same country ... [because] it is posditde they both [can] be incapable.
So it is more to do with the equal representatioat the UN tries to keep up
within the system also.

Given these, it can be argued that some UNPOLefiteel somehow

discriminated in terms of the distribution of post$JNPOL. Yet, the UN set clear
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mechanisms that provide a fair chance of compatitio vacant positions, and prevent

the domination of any single department by citizehany single nation.

Nonchalant UNPOL Officers as a Motivation Diminishng Factor

The second motivation diminishing factor camedafuthe survey was nonchalant
UNPOL officers. Interviewees accepted the presehseich officers in UNPOL
missions, yet it was not viewed to be at an alagnhéwel. It was repeatedly mentioned
that officers who do not pay much attention to woak be found in any organization and
that UNPOL was not an exception (S# 1-2-3-6-8-Mhpther argument was that the
work load of the post the officer occupies migtieef his or her job performance. The
following statement by the UNMIL deputy police conssioner(S-14)is an illustrative

example of the issue.

Unfortunately there are some people who come torBkions with the sole
objective ...to be in a very relax position or sitaatand at the end of the month
they collect the MSA [salary] and put it in theiogket. They do not care how
much input they gave to the system and how muddrtettiey put into building
the capacity of the national counterparts who mai® be here. That is a reality
in the mission. The way also the UN operates isyba cannot just resume those
people away but efforts are also being undertakémmthe mission to make sure
every possibility we have we remind people the psepwhy we are here...

A mission manageg(S-3)states that the position of the officer might pdany

important role in his/her job performance:

It varies from position to position. For exampleyou work at the operations,
there will be a lot of work but if you go to anothanit the level of work will be

less. So it depends on the peer, post and positi@ne you work in terms of the
work people do.
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In conclusion, the international working enviromenelping people in need in
PCEs and good working conditions were found asdpenotivational factors in UNPOL
missions. On the other hand, if we put aside thmege issues of stress, bad living
conditions and the like, discrimination and theseatce of colleagues who do not pay
much attention to work emerged as the major matuadiminishing factors. Although
the motivation enhancers were acknowledged by UNBfiitials, especially the
discrimination issue was strictly rejected. Thestatice of nonchalant officers was
accepted but as a prevalent and alarming probledN&fOL. These findings shed some
light on the organizational environment in which BP@OIL officers work and live. The
other component of UNPOL'’s working environmentdsdl factors and conditions which

is presented below.

6.1.2. Local Conditions

Local conditions account for a different set oftéas affecting UNPOL'’s
operations. As it can be expected local factorstipashibit the operation of UNPOL
duties in PCEs. Local conditions in mission envin@mts emerged as vicious problems
that are entrenched in the traditions, history @ntlre of host countries. It was
frequently mentioned by interviewees that copinthwie host country-related problems
exceeded the scope and limits of UNPOL because fhreblems need long-term
strategies and large amounts of budget. UNPOL, tiexwydas a narrow scope and short-

term focus because it deals with peace-keepingr#étian peace-building (S# 1-2-3-4-6-
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7-8-11-12-14). Therefore, the strategy UNPOL fokaw to develop capacity of the local
police as much as possible and pass the respatysifilealing with the local challenges

to peace-building units such as the DPA.

Within this category, local traditions and mindsett$ocal actors (citizens and state
officials) were pointed by far as the biggest penblto be solved. Power relationships
within post-conflict countries were also identifiad an important factor affecting
UNPOL’s operations. In addition to these, well kmoproblems of PCEs such as
corruption and accountability problems in the hamintry governments, instability at
political and legal systems, and finally poor plegsiand legal infrastructure were
mentioned as the local factors that form the waglenvironment of UNPOL (S# 1-2-3-

4-6-7-8-11-12-14).

The Mindset of Local Actors with Respect to the Pate

The most important problem within the local coramhis domain emerged as the
negative perception of the police in the eyes cdl@actors in PCEs. It is important to
note here that local actors involve both citizemd statesmen. In such environments the
image of uniform is traditionally associated witte tmilitary-which is associated with
force and power. It was often emphasized by ingsvees that having been exposed to
civil war or other types of conflict, people in pa®nflict environments seek refuge in
“more powerful” actors which is the military (S#2t4-6-8-14). As far as the role and

responsibilities of UNPOL in these environments@mecerned, UNPOL has to
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introduce and prepare the local police as “thetiggcactor in the post-conflict era and it
is rather intuitive to see how difficult a duty$hs. Since the internal security system has
been occupied either by the military or militarizggde of police in most post-conflict
countries, it is an ordeal for UNPOL to substittite civil police as the provider of
internal security and the representative of theestathority for the military (S# 1-2-4-6-
7-8-14). The challenge for UNPOL, thus, is mentwtebe building up a positive image
for the police and have the public understand qmleiate the importance of the police

for them.

The following statement from the legal advi§er6)elaborates on several aspects

of this challenge.

The main challenge in PCEs is mentalityou are in countries that were
occupied. Or in countries where there was a coofusibout what is a police
officer [and] what is a military personnel; in cates where police officers swap
uniforms; in countries where there are militiast #u@ being demobilized, trained
and reintegrated into regular security services Mhieir own mindsets. So the
first challenge is [to build up] the proper mindsetcountries where you have
minister of interior who were former military offics. So getting them to
understand that police work is [conducted] firstd aloremost with civilian
members. It is something that is very very farfettht is not something that they
really get across[ls there any difference between the countries whtre
situation is worse in terms of more inclination tiee military?] From my
experience.in all countries the inclination to the military abvious... because |
have been in most of PCEs and regardless of theiraul[and] historical
background [or] regardless of the size of the aguifite inclination is toward the
military, [or] the military type of police. The or@dmmon denominator is the fact
that most countries, by responsive police, thegrpret the responsive in terms of
force and not by responsive police in terms of iserv.
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Power Relations

Another important local factor affecting UNPOLRCES is the entrenched power
relations in host countries. First of all, in PQ@s political instability reshapes regional
power relations and creates several regional péigeres or war lords. It is then a
challenge for UNPOL to fulfill its operations withbgetting into conflict with these
power figures (S# 1-2-3-4-6-8-11-12-14). A missinanage(S-2)gives a striking
example from Liberia regarding the impact of regigmower figures on UNPOL’s

operations (italics added):

Usually when the UN comes up to the post-conflairdries, the country has its
own heritage the habits... history, [and] traditioR®r example, talking about
Liberia, there is some kind of a conflict betweeamdcratic legislation and
traditional legislation. In some cases, those waid exist in Africa. Sometimes
the police officers they know that there is a murdemewhere in a remote
village, they refuse to go saying that look theseaiwar-lord and if | show up
there then he will just damn me and my family wli# and so on... This is what |
heard when | was in Liberia with some visits... So yan imagine how difficult
it is to break this mentality, to make this refoamd restructuring and show them
the democratic way at least to build up some deatmcmmodel of policing.
Probablythis bends some structures which will be extrenddiycult because
these are positions, salaries you know and so on.

Secondly, the reform-restructuring activities of thN mostly threatens the vested
interests of certain powerful actors in post-canftiountries and those who feel
disadvantaged do their best to obstruct the UNisiéies. In this domain, bureaucrats
and statespersons whose vested interests areetieddly the UN were stressed to be the

primary sources of challenge (S#1-2-3-4-8). Anothession manag€S-4)describes
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this challenge as follows:

| mean, definitely policing issue is a power isguany society. Security, you talk
about policing [it is all about] power, balancepaiwer, balance of authorities. So
when you try to shake [their power or] balance wotharities by involving the
democratic principles: the representativeness, attability, proper rule of law;
you are shaking somebody's authority; you are ehglhg somebody's
dominance as the UN. Because those people [werg] p@verful;, they have
been able to play the games according to their deffhese people will be a
challenge [to the UN]..Why do not people [local authorities in PCEs] wamt
implement accountability measures? Because, theg haen able to pocket all
the money that they get from the national resources these are very
fundamental challenges.

In summary, an array of problems which are commdAGES such as corruption,
the lack of physical and legal infrastructure amelltike were also identified within the
local conditions domain, but these will not be elated further. Local conditions create
rooted problems that entail long-term efforts aagié amounts of budget to be dealt
with. It is obvious that the “peace-keeping” depaatt in which UNPOL operates does
not have the capacity to cope with such ‘fundaniesttallenges’. Identifying these
factors is crucial before getting into the explamatand evaluation of UNPOL'’s

performance in terms of training, DP and OL.

6.2. Training
Training is one of the primary functions of UNP®ihce the beginning of the
UN’s police missions. In the survey, items on tiagwere limited to the training of
UNPOL officers. The issue was examined from twespectives at this part of the study:

the training given to UNPOL officers by the UN, ahe training given by UNPOL
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officers to host country police officers. The tiam category contains four sub-themes:
the training of UNPOL officers, the training of kEl@olice officers, doctrinal issues in

training, and challenges of training.

6.2.1. The Training of UNPOL Officers

The types of training given to UNPOL officers gpee-deployment training,
induction training, and in service training. Thésening sessions are not given to
enhance the knowledge or skills of UNPOL officemspolicing issues because it is
assumed that if an officer is hired by UNPOL thisans he or she already meets the job
criteria of UNPOL. Pre-deployment and inductiorirtiag courses are given as an
orientation to the local environment and working@idions and rules and procedures of

UNPOL.

Pre-deployment Training

Pre-deployment training, by definition, is supposatie given by police
contributing countries to incipient UNPOL officdvefore seconding them to a particular
mission. The UN'’s role in pre-deployment trainisgcurrently limited to developing
curriculum and course materials for the use ofgaotiontributing countries. The primary
function of pre-deployment training is to mentgdhgpare the incipient UNPOL officers
for the conditions of the post-conflict environmémey will be deployed in; to
communicate the rules, regulations and proceduréedJN and UNPOL with them;

and to form a common understanding of the basices such as human rights, gender
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issues, sexual harassment, democratic policingtentike. By so doing, pre-deployment
training aims to alleviate the differences stemnfnogn the cultural, ethnic or

geographical backgrounds of UNPOL officers (S# 3-@-8).

It was frequently emphasized by the UN officidlattthe peace keeping best
practices section in the headquarters developedl® standardized tools containing the
materials for pre-deployment training which carabeessed online by PCCs. In addition,
it was reported that the UN established regiorahing centers in such countries as
Ghana, Germany, Canada and Sweden to train iniemabpeace-keeping forces.
Nevertheless, the majority of police contributirayntries do not give pre-deployment
training to the officers whom they will second 1 @NPOL mission. Moreover, the UN
cannot force the police contributing countries ikgeghis training. The deputy police

adviser(S-1)summarizes the state of pre-deployment trainingléswys:

Pre-deployment training is the responsibility of ttome government... The UN's
role is [to] develop the pre-deployment trainingraaulum and send it to the host
country. It is up to the host country whether togolement it or not. And we
cannot impose on it. We have taken the opportuatigvery occasion to push the
governments to do it. But the results show only%8%f them [apply the pre-
deployment training].

Induction Training

The second type of training given to UNPOL offices induction training which
is given by UNPOL as soon as newcomer UNPOL ofigee deployed in the mission

area. Induction training is given for 7 to 10 daysl it aims to help UNPOL officers
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adapt to the local conditions as well as UNPOL'sx.dae, SOP and other procedures.
When it comes to the effectiveness of inductiomtng, it is important to note that
induction training and pre-deployment training aoé¢ designed to enhance the job skills
of UNPOL officers because (on paper) the UN hirfisers who are supposed to have
high job skills. Thus, neither pre-deployment nauction training are meant for
capacity building or enhancing for UNPOL officeffiey rather aim 1- to prepare
UNPOL officers for the local conditions, 2- to ddtsh a common understanding of the
basic concepts of UN policing, and 3- to teachrtfamdate and other official procedures
of the UN and UNPOL to the officers (S# 1-2-3-4-8-B12-14). Deputy police

commissioner of the UNMIL missiofs-14)stated about induction training that:

Once you are at the mission you undergo a traioatigd “induction training” for
one week or two weeks. During the induction tragthe mission concepts of
operations, mission mandate implementation is egellt to everybody. Delivery
[in terms of induction training] ... are also [mads#] least to have a common
understanding of how to monitor, mentor and adweiselocal counterparts. | will
not say we have 100 % achieved to have commonblitythings have really
improved over time...

6.2.2. Training Given by UNPOL Officers to Local Pdice Officers

Training the host country police officers has beea of the primary roles of
UNPOL in almost every single mission since the beigig of the second-generation
UNPOL missions. The interviews revealed that taaing of the local police is
conducted at different levels ranging from polibéets to line officers. The training

curriculum of each mission is developed after teection of the lacking areas of local
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police organizations. According to the needs ofitital police organization, a large
array of training- such as traffic management, domanagement, criminal investigation,
crime scene investigation, community policing, gamdaining, and human rights
training are given by UNPOL officers to their localunterparts. UNPOL also
orchestrates the training in national police acadsmf host countries and in some
missions considerable capacity building was aclig®gt 1-3-5-6-8-9-11-12-14). The
deputy police commander from UNMIIS-14)mentioned, for example, that they
transferred the entire range of operations of itngiimn the Liberia Police Academy to the

Liberian police.

Regarding the training of host country police farby UNPOL, a senior training

manager at UNMITS-9)stated that:

For local police: Training focuses on basic policiipolice ethics and discipline,
human rights, legal provisions, disciplinary regwlas/procedures, patrol
procedures, crime scene management, etc.); spedalGBV Investigation
Course, Traffic Management, Crowd Control, Closeusiéy Protection, etc);
advanced leadership and management courses; a®ivige training (refresher
courses). Training follows the guidelines set bg DPKO (e.g., certification
courses), results of technical assessments, amdiaegional needs and priorities.
While evaluations are done right after each coumspact evaluations are done in
terms of how the security sector/law enforcememwle sis performing (e.qg.,
community perception survey, technical assessmetttg,and how the goals and
objectives of the mission are met.

6.2.3. Challenges in the Training Activities of UNBPL
Five types of challenges emerged related to theitigaactivities of UNPOL: the

language barrier, the lack of a common doctringriining courses, the mentality of the
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host country governments and police services, loality of local police officers, and
low quality UNPOL officers. Since most of these ltdrages were examined in different
parts of this chapter only the language barriertardack of doctrine problems are

examined in detail at this section.

The Language Barrier

The language barrier refers to the problem whetkeyJNPOL officer as the
trainer cannot communicate with the trainees iiir theaguage. The language problem
emerged as one of the biggest challenges UNPOIs faderms of training. In order to
overcome this challenge, UNPOL do their best te bificers who can directly
communicate in the local language of the countrgegfloyment. Language assistants
and translators are also hired by UNPOL to bridgedommunication gap between the
trainers and the trainees when necessary (S# 3%642). A couple of examples from
UNAMID and UNMIT missions can better explain th&usition with respect to the

language batrrier.

First of all, the mission manager responsible ier YNMIT mission at the
headquartergS-3)emphasized the importance of having officers \atal language

skills and the UN'’s efforts in terms of hiring suafiicers as follows:

The first issue is language. | mean, if you wanbawe a good training you must
know the language also. So the issue is to fingehofficers who are good
officers in terms of their [policing] skills and whalso can speak the language.
Because this gives an added advantage if you cantpathe officers who have
skills but not language and request for an intégore And it becomes a
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problem..In often cases the host countries are the onessalidhat “we need

somebody who can communicate well with us”. Sositone of the primary

considerations to finding the best officers withdaage skills.

When it comes to the field, a senior trainingadfiat UNAMID (S-12)stated that
interpreters might be beneficial when direct commaittion with the local counterparts is

impossible.

Training locals is somehow a problem due to theyuage barrier.l.wish we
were able to communicate with them directly, butisitnot easy for us to
understand them and them to understand us and veetbaely on the language
assistants. The problem is real but at least wgetteng somewhere.

The Lack of Doctrine

Another sub-theme emerged as a challenge relatedining is the lack of
doctrine. This problem is primarily related to th&ning of UNPOL officers. UNPOL
officers have to meet certain criteria of UNPOLbthired. As a consequence of this,
UNPOL officers are considered to have proper payi@kills and do not need to get
further training. It was stressed by UNPOL offisi#though that when the cultural
diversity in UNPOL missions and the overall levetlemocracy and democratic policing
in PCCs are concerned, it is obvious that UNPOldsde develop a master strategy to
standardize the training process and minimize #gative impacts of cultural diversity
among UNPOL officers (S# 1-2-3-4-6). It was alsatrened, however, that UNPOL is
aware of the problem and trying to create solutidnmission managgfS-3)spelled out

the problem in practice as follows:
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1- ...we are still yet to go to that level to haver awn guidelines for police
department. What the police do is, when they havdat local training regimes
they do prepare training regimes on the basis efnteds of the local country.
But sometimes there is definitely a [void] since de not have standardized
modules, standardized things. Each of the offidkiet comes from various
countries they try to bring their own flavor intioaind try to implement it on our
context. So there is definitely a need for harmatitn and bringing some
standardization.

The reactions of the police division regarding thiioblem were mentioned by

another mission managés-2)as follows:

The Police Division tries to unify those methodspolficing and we are already
working on certain strategies and policies. It misangoing process in order to
propose some unique models and methods of UN pglici the field... OK this
is what we do from our side and we realize that.

Other challenges in training are the well-knownhpems related to the quality of
UNPOL officers, receptivity of the local counterfzato the training and the mentality of
the local governments especially in the post-tragrperiod. Although the issue was
already examined earlier in section 6.1.2, theofwilhg striking example given by the
deputy police advisdS-1)illustrates the lack of commitment byhost governtaem

PCEs in terms of training:

... people are trained by the UN police but at theé ehthe day we do not know
what happens [to them]. Example, they finish tlantng and they are not doing
the police work, or they are not paid or they am given the uniform. |
remember in one of our missions, 60,000 or 45,0fize personnel were trained
in Congo and we still do not have the record of wWizppened to those Congolese
police.

In conclusion, the findings presented above detae to the mechanical and
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logistical aspects of the training activities coaigd by UNPOL. These findings reveal
that UNPOL'’s training efforts are affected by theriung conditions in UNPOL
missions such as personnel quality, logistical supgnd local conditions. Yet the
functional value of training was emphasized in ogsge to the questions on democratic
policing and organizational learning. That is,irag was mentioned to be the major
instrument through which UNPOL conveys the messdigkemocratic policing. Training

was also mentioned to be the practical platformargénizational learning activities.

6.3. Organizational Learning in UNPOL Missions

The findings presented in the previous chapter vadipect to OL showed that
UNPOL officers believe that they gain consideraida knowledge and experience in
missions, effective leadership and longer durabibservice are facilitators of learning in
missions and a convenient learning environmentigsions is associated with
augmented obedience in the principles of DP. Is ¢thapter, OL in UNPOL missions
was examined from an organizational standpoinkfbaén the findings of the
guantitative strand and explore the strategiesaatidities of UNPOL, the DPKO or the

UN at the organizational level.

In general, interviewees admitted that UNPOL offscgain considerable amounts
of new knowledge and experience thanks to the malional environment of the
missions and the “international” type of policingpiah is rather different from the type

of policing they conduct in their home countrie¢ (52-3-4-5-6-7-8-9-10-12-14). As to
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the collection and refinement of this accumulatidnowledge, several different tools
are used by the DPKO and UNPOL. Some of these toelsend of assignment reports,
end of mission reports, and after action reviewshould be noted, though, that most of
these are general tools the DPKO uses within theeqreace-keeping system (only
partially on UNPOL). Other methods of OL, such asxmunities of practice and
appreciative inquiry are not used by UNPOL. Howetlee potential utilities of these

methods are commonly admitted by UNPOL officials.

Although there is an increasing interest in thevidledge management and
organizational learning issues in the DPKO, thesbes Learned and Best Practices Unit
is mentioned by the knowledge management officéineaheadquarters (S-7) to be
understaffed and suffering from the lack of underding in the value of the job they are
dealing with. In addition to budgetary and persamneblems, the short duration of
service was pointed as an important obstacle feeldping institutional memory in
UNPOL missions. In order to take care of OL aciéégf UNPOL implements peace-

keeping best practices officers in each UNPOL w#hmanent posts.

Finally, the international working environment oNBOL missions and effective

leadership emerged as the primary elements of QINROL missions.

The general application of OL activities in the DPKvas elaborated by the
knowledge management coordinator (S-7) below. Nwethese strategies and

applications subsume all areas of peace keepingges in which UNPOL is only one
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part.

The whole purpose here in best practices is whatall@nstitution strengthening
cycle. Thereby, the lessons that emerged from i#ld Should be turned into
some form of guidance where applicable, which cdnddurned in some form of
training which can permeate back into the fielgytlevaluate it and then you
have a self-perpetuating cycle. So in this pargicaebse, a clear example, we had
a mission whereby following after action reviews aetected challenges- | would
use the word areas of improvement- which could ureed into strengthening
institutional learning. [Based on] the results bistafter action review, the so
called areas of improvement [were refined and]ddrimto the guidance [and] led
to a change [in the existing] guidance regarding tbarticular area of
improvement [and] then sent back to all missions.what we have here is a
learning tool knowledge management tool leadintheextraction of the issues,
leading to its institutional validation, leadingits training and application. ...So
we use our learning tools which are leading to thssitution cycle and then we
also have best practices officers in the field vawb as cultivators of learning
environment... Human resources we use the institatibramework, and also
evaluation that looks and assesses from how thdewtrocess is working. Of
course there will be states, the ideal state isreviegery area gasps, knowledge
gaps would be addressed but you know this is arrawding game because one
experience leads a new lesson learned a new léssored lead, should be some
outcome you know, some replication. So we work loa grinciple that extracts
lessons [and] knowledge especially the ones thabeaeplicated directly to help
the institutional learning process you know.

The training manager of the UNMIT missi¢®-8)summarized the application of

these strategies in UNPOL missions as follows:

Honestly not so much best practices [with respedNPOL]. | do not want to

put it officially but the best practices are stured more on collecting knowledge
in civilian area of UN missiongnot policing or military?] not coming through

policing. ...There is not enough integration of pelisfficers coming here with

UN mission, there is not enough support from awiliside. But there are good
examples of this developing, but it is not a rukgegration of civilian side with

police officers with UNPOL is expected and needed.

The organizational learning category containsiieenes of feedback
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mechanisms, the international environment in missiastitutional memory, peace-
building best practices, appreciative inquiry, commities of practice and challenges in

OL.

6.3.1. Feedback Mechanisms

Feedback mechanisms within the UNPOL structure veenatified as a set of
formal mechanisms and informal practices througkcivproblems or best practices are
collected and conveyed to the leadership. Theds &we surveys of practice, end of
assignment reports, lessons-learned best pracépests, and town hall meetings with
UNPOL officers, and walk-in hours of the police aomasioner. When problems are
detected, the police division generally holds ad-Wworking groups to intervene in the
situation. The role of mission leadership is crliciderms of the set up and operation of

feedback mechanisms in missions (S# 1-3-4-5-6-718-91-12-13-14).

Surveys of Practice

The generic tools of surveys or suggestion boxesar systematically used in
UNPOL missions. Still, the knowledge managemenadepent of the DPKO conducts
‘surveys of practice’ on each UN official on groufidhe knowledge management official

from the DPKO(S-7)stated that:

... We use [surveys of practice] quite effectivelycimil affairs. Whereby we are
working to know how different missions carry tha&rtain practice which could
then inform the organization to come up with artitngonal policy. So we use
the survey of practice which is a snapshot howedifit missions take that
activity and convert it into institutional know-hoyAre you conducting these
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surveys on police as well?This is for every peace keeper which is civilian,

military or police. To us, every peace keeper ismawledge asset every person

who is in the mission or in HQ is learning.

Some of these tools are systematic, such as eass@nment reports and after
action reviews. End of assignment reports are evrilty senior staff and professional

post holders when they finish their terms in thesiun. In the knowledge management

officer’s (S-7) words:

... End of assignment reports focus on senior wmsstaff, but also staff who is
being there for a long time ... The whole ideadsget the experiences, good
practices, lessons they picked up during their e&pee there, and then use that
to see if it can be replicated [in order to] buldl institutional know-how. In some
cases these lessons can lead into policies ancred in other aspects, they
transfer it to other missions. There are cases eidyepractice in one mission is
replicated in several other missions and thereblea®m substantive support areas
[that] led to improvement efficiency and refinementA police commissioner in
one mission who worked out how to engage local atutbs, how to build
capacity [can be] used by another police commissitmbuild upon.

End of Assignment Reports and Lessons-Learned BeBtacticesReports

End of assignment reports are written by the sdeial officers. Field officers, on
the other hand, are also supposed to leave endssiam reports. Yet,it was stated that
generally this cannot be put into practice givemlitigh volume of personnel circulation
and difficulties in terms of the analysis of theaés by the police division due to
understaff. Lessons-learned best practices rep@ns also mentioned to be important
common tools for the detection of problems and pemsttices and the improvement of

the weak areas.
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Town Hall Meetings and Walk-In Hours

Apart from these standard mechanisms, each missigint form certain
procedures for the communication of problems irtfica. In the UNMIS mission, for

example, the police commission(&-13)noted that

Town Hall meetings are held on every Saturday dndNMPOL available at
the MHQ and in transit attend the same, here dbirimation is shared and
problems if any are aired and possible solutions a&orked out. Regular
Conferences between the UNPOL leadership and alinT8ites/Sectors are held
and all updates are taken.

Another important feedback mechanism that emeagesitheme is the open door
policy (walk-in hours) of police commissioners. $lpractice was mentioned to be
applied in many missions. The deputy police comimigs of the UNMIL missior{S-14)

outlined this mechanism as follows:

... we have the "open door policy" where individuate allowed to office walk-
in, see the commissioner and [speak of] their ssAad people in this position
[can] also come along with any suggestions thamsée be [logical] and
beneficent to summon recommendation. Particulamtyevery given Thursday,
under the direction of the police commissioner, Wwave open meetings
sometimes one hour or two hours ... there arehallpieople in leadership action
and it is also expected in these meetings to asssenior leadership to be aware
of the issues that need some focus and attention.

Other mechanisms that were also mentioned for prolaletection are seminars,

meetings and small programs based on the needssibms (S# 1-2-3-6).
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Problem Detection and Intervention by the Headquantrs

At the headquarters level, problems are detedatetaply through performance
indicators, analysis of daily reports from missiossd field visits by mission managers.
The intervention strategies of the police divistmmsist of ad-hoc workshops or small
meetings with the related actors(S# 1-2-3-4-6-748-A comprehensive example was
given by a mission manager of UNM(B-2)as to the conduct of problem detection and

intervention by the police division:

For example | am dealing with Liberia primarily. 8oLiberia one or one and a
half year ago, one of the main problems was high od armed robberies ... we
identified the problem with the help of the missiare saw the reports, and it was
[making] an [negative] impact on the performancetltd local police in that

country. And of course having that big number meas even the UN police is
not efficiently assisting the local police. So afethe measures which we took:
for example, we sent a team of experts which askigte local police to develop
[a] 5-year strategic plan. Combating armed roblsesieany other crimes was one
of the segments of that plan. So these actionsleshdbem to develop series of
projects, ask the donors’ assistance, and stafemgnting that. | am not going to
[give] the details, but for example compared to kh&t year, armed robberies
decreased by 56 %, you can imagine, so it is netabl

As noted above, the most frequently used methadtefvention by the police
division is ad-hoc working groups that comprisem@mbers from the police division
(HQ), UNPOL mission (field) and host country auities and other relevant

organizations.
Leadership

Leadership emerged as the most powerful elemdetnns of the constitution and
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the utilization of feedback mechanisms on the gdoUinere was strong consensus
among UNPOL officials on the importance of thetatte of mission leadership in terms
of the formation of procedures for the facilitatiohproblem detection (S# 1-2-3-4-6-7-8-
10-13-14) . This finding concurs with the findinftbe model of organizational learning
in UNPOL where effective leadership was found tdaHeestrongest predictor of learning
in UNPOL missions. With respect to the importantkadership a training manager

from UNMIL (S-10)noted that:

There is strong emphasis here on strong leaderst@pponsibility and
accountability. And that way ... we try to fosterldgue in line a lot with the UN
core values. We want to see people in leaderstsgigas working closely with
the [personnel] including feedback with monitoripgrformance through also
giving guidance. So it should be at every levelth# way up. So we try to
[facilitate] the situation where people in lead@pshposition take that
responsibility seriously.

6.3.2. International Working Environment as a Faciitator of Learning in Missions
As presented in the previous chapter of this sttldyymajority of UNPOL
officers (73.1 %) indicated that they have gained iknowledge and experience during

their service in the mission. As a matter of féuis finding is not surprising when the

culturally diverse working environment and the tygolicing in UNPOL missions are
concerned. The working environment in UNPOL missianquite different from that of
UNPOL officers’ home countries and it is normaldarn a lot in such an environment.

The most notable facilitator of gaining experieaoel learning in UNPOL missions was
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repeatedly pointed to be the international worlengironment of UNPOL missions. The
multi-cultural environment of UNPOL has three cansences in terms of learning. First,
the international working environment in UNPOL nisss provides UNPOL officers
with different methods and approaches in the peangiof policing activities (S# 1-2-3-4-
6-8-9-12-13-14). Second, such an environment aladd local police to learn from these
different sources of policing. The training managetUNMIT (S-8) for example, noted

that:

They learn [different] cultures, different behawoand views, different social
structures. So it is always good for police offcdo see how the world is
different. [They] see that different people havenlan feelings social needs, [and
different] policing context [which might broadeneth narrow worldview]. [They
make] discussions about how certain proceduresaréucted] in their countries.
This is something which police officers who are awgrfor the mission do. They
are coming back to their units [home country unitgh much richer experience
and knowledge.

Finally, this system creates an opportunity for NPofficers coming from
developing countries, where several principleseshdcracy are violated, to convey the
accumulation of their mission experiences with appate types of policing to their
home countries. Thus, UNPOL missions have the piatdn carry the message of
democratic policing to both post-conflict countraasd the police contributing countries,

where democratic policing is far from being applied

The deputy police commissioner of UNM(B-14) for example, stated that:

...They [UNPOL officers who go back to their home wwoies upon the
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completion of their service] already transfer a dbtgood examples from other
colleagues that they have been working with. [FExdmple [in] Liberia you will
have police from 40 nations, and they are learfitag [each other]. They are
sharing information and they take [their gain obwtedge] back. Especially for
those developing countries, we see a lot of investrby those people serving in
the mission on its own. So, | am not complainingt tive are getting people from
developing countries. It is two-way they contriqués well as they gain, when
they return home. So that is very very importamtis now what are we getting
out of those people ...

This finding, which concurs with the finding of tearvey, is contrary to what has
been put forward by the literature regarding therimational environment of UNPOL

missions and will be examined comprehensively enrtext chapter of this study.

6.3.3. Institutional Memory

Another theme that emerged in terms of organinatitearning is institutional
memory. As a matter of fact UNPOL officials genbralerceive of the term
‘organizational learning’ as institutional memoB#(1-2-3-4-8-14). Thus what is
repeatedly emphasized in this theme was the duarafiservice and professionalization.
Since the short duration of service, which is oearyyields to loss of institutional
memory, professionalization of the UNPOL staff waggested as the strategy to keep

institutional memory in UNPOL missions.

The senior training manager of UNMIT for examf#e8)stated in terms of

institutional memory that:

The problem of missions is lack of institutional may because police officers
are coming and leaving; then you are starting ftbenbeginning. So that is why
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the role of professional staff is to build institutal memory, to keep experience
and achievements of former police officers ... Andttls the idea thatpeople
staying longer than 1 year. [It should be] at |l€agears and optimally 3 years. It
could be done by [either] sending police officess lbnger missions or sending
professionals. | don’t know which of these solusiamll work.

A set of actors and tools are also used for bugldip institutional memory. The
most prominent actor is best practices officersiaationed earlier in this section. BPOs
are dispatched in each mission to collect the lessgarned and best practices, detect
most replicable ones and propose changes in o@#@mal guidance. Best practices
officers normally work under the Peace-keeping Beattices Unit, yet UNPOL also
plans to hire such officers for each mission (S#2-8-11-13). Another mechanism used
to build up institutional memory is the filing sgat (S# 2-3-14); and another one is the
early deployment of successors at the leadershfs pdhe incoming commanders at
both the HQ and field missions are deployed torthests one month earlier so that they
work with their predecessor and share knowledgeeapeérience during this period (S-

2).

6.3.4. Communities of Practices and Appreciativeniquiry in UNPOL

Communities of Practice in UNPOL

The interviews revealed that although CoP exigtiwicertain units of the DPKO,
such as the Rule of Law or Security Sector Refonitsuthe Police Division currently
does not have a CoP. It is important to note, thotttat the utility of CoP is commonly

admitted (S# 1-2-3-4-5-6-8-11). With regard to itexistence of CoP in UNPOL,

243



different ideas were mentioned. While some offi@entioned that police officers are
not so eager to get involved in CoP because thikg td keep things secret”; some stated
that UNPOL lacks the strategic framework to esthibind maintain a CoP. A mission
manage(S-3) who is a member of the Rule of Law CoP in the DR Kor example,

stated that:

It [CoP for UNPOL] should be; but | do not [think]s.. Every mission is more
focused in its mission [work routine] and they ac# linked together in a bigger
framework at a strategic level. Even in strategitiqy development, we are still
at the phase of developing doctrine. So it haspmogressed to that level that
there is a CoP established for the [police] missidram subscribed to that [the
CoP for rule of law] but | have no time to respdhdughing). But | am reading...

Finally some officials viewed CoP to be at thetstyec level and difficult to put in
practice. The short duration of service, high cdtpersonnel circulation and routine
workload in UNPOL missions were also mentionedaasoirs that would complicate the
application of CoP in UNPOL (S# 3-6-8). The followgistatement from the senior
training officer in UNMIT(S-8) who is a member of the CoP for SSR, summarizeseth

arguments:

| think, so far, nothing so much about [CoP forligiag. This community is very
good but sometimes they are discussing the issoes tbo high level, abstract
level. They are not coming to practice; they arscassing from institution
development, state level, from the level of verjitmal. So some more exchange
on practical level on practical experience woulchbeded[Can you say iwwould
be good for police also?You know, for police it is difficult because pdadiare
coming here for [a short duration of time]. So tHeyght] not always have a
view, time and practice to be involved. Some potitfecers in districts have even
less time, but you know if you have 1,000 policécefs you will find some of
them who will be involved.
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Appreciative Inquiry and UNPOL Missions

The situation in terms of the application of AIUMNPOL missions is similar to

that of CoP. Al is acknowledged as a valuable wdath is yet to be applied in UN

police missions. The primary reasons for not ugihgre arguably the lack of knowledge

and interest in the issue among the police leaggrahd routine work load in mission

areas (S# 1-3-7-8-9) . Al is a specific conceptaedannot expect UNPOL officials to

know much about about it. One training manager ftédhdMIT (S-9) for example, stated

| also come from Academia, but the realities in fileéd are totally different to

allow for academic exercise, such as Al. For exampls phased-paced, too
many deadlines, very heterogeneous groups in tefrievel of education. It can
be done, all right, but | would welcome other UNtsiror departments in charge
of organizational learning matters to do that. Abwever, is introduced as a
concept in our leadership and management courgdaam of motivational tool.

Although the application of Al by UNPOL is veryriited, best practices officers,

conduct some studies based on ‘after action revietweh are congruent with the

underlying principles of both action research andAk example was given by the

knowledge management coordinaBr7)

...l will give an example: there was an exercisedpgince you are interested in
the police, in which community police in South Smdstarted up community
policing. ...So the police decided to do after actieview. They basically looked
at the whole process of establishing this commub#sed policing programs to
look at what worked, why it worked, what lessonsrevéearned, what the
challenges were, how they could be overcome, andtwbuld be done to
improve. They held this exercise andt.involved the national police, members
of civil society ...You have that group not a formvatiway depending on how
you make it complimentary to each other. And onenm@nt from someone
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triggers another comment from someone [else]. ..wBat we always say when
we do after action review [is that] it helps you oaly to bring the clues together,
but it also enables you to capture ‘in the mome&tmetimes getting the tacit
[knowledge] is not the easiest. Sometimes when avafter action reviews it is
easiest [while] the project is [being] done becatsdlows people to “capture in
the moment”.

In conclusion, neither CoP nor Al is used by UNPQ@Is also interesting to find
that CoP, which is used for creating knowledgeaddydractical experience, is viewed as
‘abstract’ and ‘non-practical’ even by members oPdn other units of the DPKO. As it
was admitted by most UNPOL officials cited aboves is a deficiency for UNPOL
because it could considerably enhance its opewmdteapabilities by applying these
learning tools in such an experience-rich environtmiinally, it is impossible to see if

police officers really “like to keep things secygtvithout giving them the opportunity to

communicate in such platforms as CoP.

6.3.5. Challenges in Organizational Learning

Since learning is a natural and continuous prot¢bss;apture, distillation and
codification of what was learned entails constdfures as well as sufficient personnel
and resources. The majdnallenges in terms of OL in UNPOL missions areghert
duration of service which is associated with theslof institutional memory, the shortage
of trained specialists who will pick up and analylze accumulation of best practices, the
lack of interest in and undervaluation of the oigational learning activities by the

leadership (S# 1-2-4-6-7-10).

All of the challenges mentioned above were sumredrizy the knowledge
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management coordinat{$-7)as follows:

Well 1 think the biggest challenge in knowledge magement is the fact of
demonstrating its value and getting that link betvéhe individual [learning] to
organizational [learning]. It is very difficult faDL to take place; there has to be
conscious effort.So | think the biggest challenge for us is the neseding
process. People are constantly learning and learhas no ceiling...So the
constant challenge for us is that learning is aolvéwg process; it never stops.
The challenge is to ensure that you are pickinghgse experiences from that
police officer who has been around for 30 years laasl learned so much and
once he is gone, it is very difficult to replicdateat. That is the challenge; getting
the tacit knowledge out in the complete form antigg it used...So ... | think
there are 16 or 17 best practices officers or fpoaht plus 4 at headquarters. So
you can see, 4 stafft So for 115,000 personnd@ ghtire population of peace
keeping and building personnel working with the Udju only have less than 25
[total number of knowledge management and besttipescofficers]. Now tell
me, you can do the math, is that sufficiefi®]. So you can see ...how do you
capture experiences of 115,000 people with only fean 25 personnel? And it is
a constant challenge because resources are figliten yorder to capture the in-
moment experiences you can only do that if youadte to [extend] your [efforts
to] everyone...

In conclusion, the quantitative findings regarddg were supported by the
qualitative data. That is, the importance of leadgr and longer duration of service, as
well as training, was emphasized as important faaiborganizational learning in
missions. In addition, the international workingyeanment was found to be a natural
platform for learning. In the organizational domatrwas found that OL is not given
substantive value in the UN police missions. Thisbstly due to the excessive load of
routine work in the missions, the short duratioseivice and the scarce number of
personnel dealing with the codification of bestgtices and lessons learned.
Nevertheless, UNPOL is aware of this deficiency takes certain steps by hiring

professional best practicing officers for each missFinally, the association between
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OL and DP, was detected in the previous chapt#rigfstudy, will be examined in the

following section.

6.4 Democratic Policing in UNPOL Missions
In this study, the application of DP in UNPOL mgs was examined at both
individual and organizational levels. At the indiugal level UNPOL officers
demonstrated strong support in the principles ofr@jardless of their personal,
professional or national characteristics, howetrer strong commitment of UNPOL
officers does not necessarily mean that the DR jplies are implemented in UN police
missions. This part of the study attempts to presew insights on the same topic from

an organizational perspective.

At this part of the study, first, the general p@tean of DP by high level UNPOL
officials is presented. Secondly the practices NPOL regarding DP are analyzed.
Community oriented policing and colocation emergednajor themes under this
category. Then, policy discussions with respethéofuture of UNPOL are analyzed.
Within this context, the primary issues under delfat the improvement of UNPOL
operations are the professionalization of UNPOtreasing the number of female
officers in UNPOL missions and developing a roleWiNPOL as early peace-builders.
Finally, the challenges inhibiting UNPOL’s operaisowere identified and examined.
These challenges emerged as structural problemis, asubudget and personnel shortage,

lack of a common doctrine; human resources prohlemd diversity.
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The only concrete example of the application ofi2d#3 found in UNMIS that
developed an index of democratic policing (DPIet@aluate the performance of the host

police organization in terms of DP on a 100 poa#ls.

6.4.1. The General Perception of DP by UNPOL Offiails

Although appreciating its underlying philosophyladmitting its value, UNPOL
officials mostly view DP as an abstract and thecaétoncept (S# 1-2-3-4-5-6-8-11-14).
According to them, peace-keeping operations neactipal strategies whereas DP
principles require long-term reform and restruetgrefforts-which is a concern of peace-
building rather than peace keeping. In other wattis short-term focus of “peace-
keeping” activities does not allow for the applioatof long term policies such as
democratic policing on the full range. The conagpdemocratic policing, hence, is
considered by UNPOL officials to be more suitablthim the context of peace-building
which starts upon the accomplishment of the peaepikg phase. Thus, it can be argued
that DP principles should be translated into mangceete and practical applications that
can be physically conducted by police officers i field in order for these principles to

be embedded in the peace-keeping context.

The following statements elaborate on the fingngsented above. The legal

adviser’s (S-6)views are as follows:

When you take a UN police mission or a UN policenponent in a mission, it is
a little bit like boxes in different colors and @acolor refers to your homeland
police culture. But we are re-united into one nuaswhere we have to advise,
and we are seen as role models to national patisgtutions. And sometimes,
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national police are inexistent. They are shattetiegly are dismantled or they are
simply embryonic and the only theory that keepsagether are all those DP
standards. Those stand outs, you know, respongidergpresentative police,

accountable police institutions, etc. And even tiothey make a lot of sense on
paper, there is always a gap in implementation.. sB&uld be the target it should
not be the starting point. The starting point sdobk translating those DP
standards into very concrete objectives and thenaté target should be having
those DP standards. But this is a rational [lomgijeapproach. ... in peace-
keeping we are trying to find pragmatic and immesdisolutions that would set
the promises for something that would be more smtée in the longer term.

And that is where you get into the peace-building different mental issues.

The training manager of the UNMIB-8)gives an example that embraces the

above arguments:

...In the Timor-Leste situation, there is the builglof a police organization from
scratch almost. Because it was first started ir02@ad the implementation of the
organizational culture, realistically, it is tworggations [ahead] to have a police.
And you know, chiefs, politicians [they] all expgothave fast results. Fast results
to have a fully professional police who know how do the job, who have
organizational culture, who know when there is ating, they should come to
meeting on time, come to the office, ...[who] plarithactivities, [who] plan
systematically their job; that is very difficult tee..

6.4.2. The Application of DP in UNPOL Missions

It was argued earlier in this study that the impdatation of DP principles by the
UN in post-conflict environments is crucial for thestoration of the entire state system
because the police are the most salient represargaif the state authority in the eyes of
citizens. Within this context, as the primary ongation to design the post-conflict
security system, the strategies and practices dpegdlby the UN can play an important

role in the future of police organizations in postiflict environments.
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The only actual application in terms of DP hasnbeecountered by UNMIS
through the democratic policing index (DPI) to exae the performance of the Southern
Sudan Police Service on a 100-point scale. Withnek¢p the DPI the police

commissioner of UNMIES-13)noted that:

The UNPOL Reform and Restructuring Strategic Analy€ell has been

evaluating the professional capability of South8udan Police Service (SSPS)
since September 2007 through a benchmarking sydtamaloped by the Unit.

The evaluation instrument (Democratic Policing kdeevaluates SSPS

performance on a scale of 1-100 on core paramatssciated with democratic
policing. The performance status of the SSPS basedithe ten core professional
parameters as of 31 December 2009 registered 48 Zprevious report 19.78)

based on crafted DPI model.

In terms of the practice of DP in UNPOL missiorg most salient themes are
community policing activities, training and colocet In addition to that, local
ownership and protection of civilians were also tieared- to a lesser extent- in relation

to the application of DP.

Community-Oriented Policing in UNPOL Missions

In the UNPOL domain, DP is perceived to be radimstract and theoretical
whereas community oriented policing (COP) is thdwghthe practical form of DP. That
is, when the subjects were asked about DP, the @rargiven with respect to the
practice on ground generally involved COP actigifi$# 1-6-8-11-12-13-14). A
theoretical implication can be made from this fimglthat democratic policing is not

perceived as an actual type of “policing” by lawanement officials. It is instead
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accepted as a theoretical framework or evaluativeria of a “police organization”

rather than a police officer. In other words, agmbfficer can say “| am doing
community policing” when he or she goes to schaals talks about the importance of
informing crimes, for example; but he or she carmayt“l am doing democratic

policing” because the DP principles have yet tdotmken into solid activities. A police
organization, however, can be accepted to be agpP when it puts the principles of
DP in practice at the organizational level. Thisrtltan be examined through such
indexes as the DPI used by UNMIS. In the followstgtement, for example, the subject,

a training manager at UNMI(S-8) views DP as the theoretical base of COP:

...so first thing is just order on the streetSa.police must be trained to know
how to do that, they should know what human rightsvhat human dignity is;
they must know what DP is. And after we implemér@ base for DP, we could
start to think about COP; we must go step by step.

The application of COP by UNPOL, in cooperationhathie local police, paves the
way for the improvement of police community relascand brings local citizens and
local police closer to each other in PCEs. In aojtCOP activities clench the
legitimacy of UNPOL in the eyes of both the localipe and local citizens. The
following statement illustrates concrete exampleS©P applications from UNAMID

(S-12)

In fact, we have a lot of programs with these pedplarfur citizens]. Right now

we are conducting training programs with COP vadens in various cities... So
we have individuals, we have NGOs who support gyTgive them something,
at least for them to see that [we] are really Heréghem. Right now we have that
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program. In fact, on Sunday, | am leaving to onehef districts to monitor this
training. And sometimes we have football matches wiem. Sometimes we do a
lot of competitions so that they can come closemgoAnd [so that we can pass
our] messages to them [the local community].am really happy to say that the
things are changing. The police, now, they are ablenderstand that we are there
for them. Even the locals [local citizens], theynthat we are there for them.

Similarly, the UNMIS police coordinat@6-13)notes that considerable
improvements were seen in police-community relationSudan thanks to the

implementation of UNPOL’s COP project. In UNMIS & coordinator’s words:

. In Community Policing SPS Community Policing prags for improving
Police- Community relations have registered an owement, from the previous
report of 36.36% to 48.48% during the period un@siew. The increase could
be attributed to the approval by the IGP and Marisof Interior of the
Community Policing Model for Southern Sudan subaditby UNPOL. This has
resulted in the improvement of community policimggiices of SSPS to 57.58%
from the previously reported 30.30%.

Co-location

Another important practice conducted by UNPOLadaxation which refers to
the side by side working of UNPOL officers with ithiecal counterparts in the practice
of all sorts of policing duties. Co-location is egpedly mentioned to be very important
facilitators for identifying the problematic areafslocal police organizations, developing
rapport with local police officers and passing thé’s message to them (S# 6-8-11-14).
The following statement from UNMIL’s deputy policemmande(S-14)emphasizes the

importance of co-location.

| think my view is that the most effective way ig to-location; that is a process
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where we are coming closer with our local countggpd mean, if it requires
being in the same office with them; and when theyogt, also, for crime scene
investigation patrols, we are in the same vehiakl whem. And to institutional
assessment of the local police, co-location has Been to be very effective. We
now have a very good understanding of where theysganding. And without
this, the reform and restructuring idea that weehiavmind is impossible because
you can only rectify or improve a situation whemnuytave a good understating of
what the issues are.

6.4.3. Future Issues

Strategic issues and long term policies that areeatly under construction in
UNPOL are the professionalizion of UNPOL, develgpihe capacity of UNPOL as an
“early peace-builder” and increasing the femaleesentation in both UNPOL and local

police forces.

Professionalization

An important finding of this study is that both ttiéferent nature and the growing
complexity of UNPOL duties necessitate UNPOL stafio are specialized and more
knowledgeable in specific areas of UNPOL operatitingas frequently mentioned that,
in contemporary peace-keeping missions, even pofiteers with high conventional
policing skills would not be beneficiary in a PCHEess they are equipped with the
specific type of knowledge and expertise needdgtermission environment (S# 1-2-3-4-
5-8-14). The different nature of UNPOL policing athé importance of recruiting the

right types of officers were underscored by a missnanager at the H(@-4)as follows:

...But one thing we have to really understand... isffthpeace-keeping is not
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[like] policing in your home country. Peace-keepiagompletely a different ball
game... Furthermore [now], we are more focused oaagpbuilding and reform
restructuring. Most of us, | mean, in my countnhdrdly dealt with reform
restructuring [as a police officer in NepalMost countries do not have reform
restructuring-focused police officers. And mosttloé police officers want to go
to streets and run after criminals. That is morallenging and more, you know,
exciting than sitting down and thinking. So mostlué police officers who come
to the missions [are carrying the same] psycholgy mindset...

Similar ideas were put forward from the field adlwEhe deputy police

commissioner of UNMIL(S-14) for example, emphasized the need for expertsalthes

changing nature of UNPOL missions as follows:

Liberia mission has come to a level where we nesple with certain skills and
expertise. We are in capacity building and instiugl development mission ...
[In] this mission, where the mandate implementatiencapacity building and
institution development particularly is concerne, are looking for people who
have knowledge [and] understanding on specializedsa In other missions,
perhaps, people just go there and [are] deploy&mhaatically; but in Liberia how
successful [a police officer] you [are at home] slowt matter. We interview
people before we [hire] them [lest] we have the myrdype of people we have
here. Notwithstanding, | am not saying that evenghs all good. | wish we had
more specialized and skilled people than we have no

Professionalization is suggested as the “way fadiviaxr the new era of UNPOL
operations. Given the statements of UNPOL offigiptefessionalization can be
understood as both professionalizing the entirameation and increasing the number of
professionals while reducing the number of nornfaders. What is being aimed by the
professionalization of UNPOL is to hire more quelif personnel, to keep institutional

memory of the organization, and as a corollaryadorm more effective peace-keeping.
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In addition to these, a very important promise raff@ssionalization is related to the
institution development for local police organipats which currently cannot be achieved
by UNPOL, due to the short-term focus of peace-keppperations. By hiring
professionals, however, UNPOL will be able to aecae the capacity-building
processes and move to the institution developmeste more quickly (S-1). The
emphasis on the “new era” and the necessity farialigs are especially important in the
sense that these specialists can be civiliansirdtha police officers. In this framework,

it can be argued that in the near future, UNPOLhtgre more civilian experts and
fewer police officers (S# 1-8-14). Certain steps have been taken so far; famgie, in
UNMIT 19 professional posts were created as of AfditGverall, it is far from reaching

a sufficient volume. The biggest obstacle befoeeptofessionalization was mentioned to
be budget limitations. The following statement fdim legal advise(S-6)draws the

framework of the professionalization issue.

... how it is turning into a trend we are now thingiabout the professionalization
of the [UN] police. Not having the seconded polifgcers like for one year and
then some country say no we do not want to givereston for that and they just
take them away from the mission... Sooner or latemilehave to decrease the
number of police officers in the field, becausesthare big expenses...

UNPOL as Early Peace-Builders

As mentioned above, the future policy discussionstiy take place around the role
of UNPOL as early peace-builders. Nevertheless,issue is under discussion within

UNPOL’s policy-making circles and has yet to be eato the next level. The following
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excerpt from the deputy police adviéerl)elaborates on the issue:

[When] we are deployed [to a mission area] asiNepolice... [we have to think
about] how much peace building we can do in thst finstance of the peace
keeping. And member states are very much conceahedt it. What they say is
"yes definitely you should play a role [in peacelding]”. But [as] the military
and the police we focus on peace-keeping ... Anyweght now there is an
understanding that definitely there is a role that peace-keepers can play in the
early phases of the peace building where theyitcalarly peace building”. And
later on, once the situation is stabilized it canflrther handed over to the DPA
or ...to the UNDP or ... to a country team... or you naine

The Gender Policy of UNPOL

A second important future policy area related B énerged as the gender policy
of UNPOL. UNPOL plans to increase the number ofdlnofficers up to 20 % of
UNPOL in the short term; and to 50 % in the long-for a set of reasons. First women
and children account for most of the victims in RGiad female officers can better take
care of them (S# 1-2). Second, by hiring more fenofficers, UNPOL aims to set a role
model for host countries. Third, UNPOL also aimsdstore the reputation of the
“uniform” because citizens have been mostly subpgtd violations by uniformed men
and this negative image can be wiped out by himoge uniformed women. Finally,
UNPOL wants to fulfill the democratic policing paiple that entails equal representation
of genders in police forces (S# 2). The UNPOL pohdviser, for example, stated in a

press conference that :

The aim is to have member states raising the nusniifefemale officers serving
in peace-keeping operations from today's 8 % to%0n five years. We

257



encourage member states to establish a policy dbit their contribution of

female police officers at a minimum at the sameg@atiage of female officers in
their national police...The long term goal is of csito have 50-50. It is crucial
to have female police officers in the PK work ahé teason being, very often
when we have violations in the local populationssitvomen and children who
are the victims. And very often these crimes amgiex out by men in uniform.

Building the trust and get the women to speak aadh out of the local society
needs other women in uniform who can build thisttrand confidence in the
population.

Another HQ official(S-2)made some additional points regarding the genoléaryp

of UNPOL as follows:

. we encourage the local authorities to recruit ensvomen. We change the
mentality in their societies very often. You knoww, post-conflict countries of
Africa you can imagine, this is a matter of cultuféen seeing really that this is
effective, this is efficient, this will really malkan essential push to reach that goal
as well. And of course, like following the demoargtrinciples of policing and
again equality in terms of both female and maleeggntation this is also one of
our priorities...

6.4.4. Challenges in the Implementation of DP by UROL

Although democratic policing is assigned in thenaates of some missions,
there is always a gap between what is supposeapoem in theory and what happens in
practice, and this cliché summarizes the practid@Roin the UNPOL missions. That is,
although the principles of DP and the value attddbehese principles are acknowledged
by UNPOL officials, serious challenges were mergubto be inhibiting UNPOL'’s
operations on ground. Four types of challenges gadein terms of the implementation

of DP in UNPOL missions: human resources, diversityal country-related problems
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and UNPOL-related problems. Among these, diversigccepted as both a challenge

and opportunity for learning and transfering DP sages to developing countries.

Challenges Stemming from UNPOL

In fact, the challenges in this category are nyastiuctural challenges stemming
from the UN rather than UNPOL. The biggest problevithin this domain were
unanimously stressed to be budget and personnghglo Secondly, complex mandates
assign several roles and responsibilities to UNF3LL-3-6). A less structural problem
is the lack of doctrine -which was addressed inetkeemination of training in this
chapter- for developing common standards, and camuiedinitions of concepts
including democratic policing. Regarding the dawtrproblem, a mission manadér2)

stated that:

The UN on its own does not have a common methodoonmon agreeable
doctrine of international policing that we do orognd. So it [bothers] us to quite
an extent in a way that each officer tends to wiarla way that he has been
accustomed back at home and try to implement tBtragéegies or those actions
which they have been used to.

As noted earlier in this chapter, though, it wasiemed that UNPOL is aware of

this deficiency and working on it.

Human Resources as a Challenge in UNPOL Missions

Human resources is a problem category which aratsall of the other

challenges. The human resources problem has twoatagories, the quality of UNPOL
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officers and the changing scope of UNPOL missiohglventails expertise on specific

areas of reform and restructuring.

The Job Quality of UNPOL Officers

The second problematic area in terms of human ressun UNPOL is the job
quality of UNPOL officers. It was unanimously adtad by UNPOL officials that the
majority of UNPOL officers come from developing cities and that PCCs do not want
to send their successful and skillful officers tNRIOL missions. It is obvious that this
finding concurs with the aforementioned argumehth® existing literature. The deputy

police advise(S-1)illustrates this problem by giving details as dois:

Now how much can we be successful as the UN policas the UN? We have
got to be frank; we can be as successful as theregsg@ given to us by the
member states... and the police officers are mostipicg from developing
countries. | mean, without discrimination or angthithat is the reality. [we] get
37% from Asia, 34 % from Africa, 15 % from Europé&dbfrom Americas, and 9
% from the Middle East.

At this point, a sharp distinction emerged betweenpolicing skills of and
possible misconducts or violations by UNPOL offeceoming from developing
countries. That is, it was repeatedly underscdnatithe low job quality or inadequacy of
certain skills of UNPOL officers does not necedganean that they will commit such
crimes as human rights abuses, corruption or kee($# 1-3-4-5-8-13-14). This is

primarily because the circumstances between theslcmuntry of the UNPOL officer
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and the mission environment he or she is deployedlé totally different. Secondly,
internal investigation mechanisms of UNPOL arecifrienforced and misconducts or
violations committed by UNPOL officers are not taled. Thus, an officer coming from
an undemocratic country might not teach democaiicing to the local counterparts
due to his scant job skills. Yet, this does notassarilymean that this officer will violate
the principles of DP or be involved in miscondudtsis distinction between the job
skills and possible criminal behaviors of UNPOLicéts coming from developing

countries is an important theme that emerged othieointerviews.

A mission manage(S-3) for example stated that:

There might be difference in terms of their polgiskills and what they do, but
not in terms of human rights violations becauseéhese established procedures in
the missions to deal with this kind of stufHdw about corruption?|Same with
the corruption also. Because ... you come from a rgumhere the police force
is corrupt, for example, and you are posted in a mdNsion, that does not
necessarily mean that you will do corruption theecause the issue is that
corruption is caused by different factors [in therte country and in the UNPOL
environment]... The only thing which | agree totims is that the officers are
generally prone to use certain skills in certairysvad=or example, the procedure
for arrest is different [in different] countrie§a it is more on policing skills that
there is a variation.

With regard to the human resources problem, UNP@ilies a vetting strategy to
prevent the officers with the history of certairssonduct or violations from entering in
the UNPOL force. A similar vetting procedure iscadgpplied in terms of local police
recruitment (S#1-3-8-11-13). A second strategyteel&o the human resources problem

is recruiting those officers with earlier UNPOL sien experience. This strategy
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basically aims to accelerate the adaptation pragiesswcomers and create an “UNPOL

culture”(S# 1-2-3-8-11).

Oversight Boards

In addition to the vetting and hiring strategie®JROL has mechanisms devoted to
dealing with misconducts and violations by UNPOfiaafrs. These mechanisms are
oversight boardaindinternal investigation unitsThese units watch the performance of
UNPOL officers and conduct investigations in themof any violations. Also, these
boards were mentioned to be important deterrentis psssible human rights abuses or
other types of violations by UNPOL officers comiingm undemocratic countries (S#1-
3-9-11-13-14). The deputy police chief of UNM(&-14)summarized the function of

oversight boards as follows:

We have our oversight boards which also play sicguitt roles in controlling and
keeping an eye on the performance of the police poorants and other
components of the UN. It really relates to things khis [human rights violations
by UNPOL officers]. Then some sexual harassmentjaebased violence, rude
violations of duties and responsibilities, negligenand there is list in our
guidelines those first categories of cases or erdisl for which the person can be
reprimanded or some sanctions can be imposed am the

Diversity: Challenge or Chance?

The multi-national structure of UNPOL which is dimaied by officers coming

from undemocratic or politically instable countrigas pointed as its Achilles Hill. In the
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previous chapters of this study these criticismsdilars and analysts were addressed
and it was showthat the UN recruits officers from around 85 coigstwhere the top 10
of the PCCs were mostly undemocratic. Thus, ammseaction to these facts is to ask
how such an organization can disseminate the mesdatemocratic policing in
politically the most fragile environments of theneb The findings of the survey on
UNPOL officers showed that they did not view woikin nationally diverse

environment as problematic.

When the same criticisms were reminded to UNPOiciafs at both the HQ and
field, they accepted the diversity issue as bathalenge and a good opportunity to learn
for both the host country police and UNPOL officeosning from developing countries.
The challenge side of the issue is primarily relatethe complexity engendered by the
mingling of different types of policing approachegthods and techniques within the
multi-national UNPOL environment (S# 1-2-3-4-6-89-13-14). This problem was
discussed previously in this chapter in relatioth® UN'’s failure to develop doctrine to
create the blueprints of international policindPi@Es. Finally, as presented below,
especially police commanders and deputy police canters who are working on
ground and directly experiencing the multi-natioamhosphere stated that positive

aspects of diversity outweigh negatives in UNPOEsiuns.

The following statement from the deputy police coissioner of the UNMIL(S-

14) point to the problematic part of diversity whichtihe complexity due to the multitude
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of policing approaches:

UNPOL is operating with like 99 different countriemd each of these
countries comes with its own experience, its owl wfadoing policing there with
different countries. The challenge here has alwagsn how can we form a
uniform way of conducting business on the missiomust admit that it is not
easy as one will anticipate.

As mentioned above, some view the diversity issuleath a challenge and an
opportunity. In terms of UNPOL officers coming framdemocratic countries, the
missions can help them convey the message of datiopblicing back to their home
countries. The following statement from UNMIT’sitreng manage(S-8)underlines this

argument:

Concerning police officers from countries which ai@ democratic, | will tell
you | work here with police officers from those otties. And ... you must also
know one thing that peace-keeping has two advastdgst, and this is the main
advantage, to bring peace to the country whergdthiee officers serve. But the
second collateral advantage is that these polifeecf who come here are
learning. They are also learning about human rjgiit®ut human dignity, DP,
and bring this knowledge back to their countries.tR8is is collateral, and the
problem is mostly the culture of undemocratic galicis sitting mainly not in
individual police officers but in organizationalltue. Even the police officers
from the countries where there is some evidencepblicing is not democratic,
the political structure of the country is not demadic,... the police officers
perform, at least in my place, professionally. Theg good colleagues; they
know the rules of behavior, they know the rulesalbfhuman rights and how to
deal with the society.

A second statement from a mission mang§e2)underscores the learning

facilitated by the multi-cultural environment of BXOL missions:

Well, it could be taken both, frankly speaking. @@ one hand, yes, this is a

264



unique chance to learn the experience from othentcies and implement that; on

the other hand, it is quite difficult to coordindkat, keep an eye on that and control

that. That is why in the missions we see too mapr@aches, too many methods,

and nobody knows what is the core [and] what tharivze is.

The link between OL and DP

In the previous chapter an empirical associatios fwand between the perceived
OL and perceived adherence to DP. The qualitaindérfgs presented above can help us
explain the major elements of this link. When tbenmon factors affecting both OL and
DP in missions are analyzed, it can be seen tleahtkrnational structure of UNPOL
renders mission environments “natural learningfptats”. Nonetheless, the gleaning
and codification of this accumulation of knowledgg@roblematic due to a set of factors.
If the “natural” learning environment of missiocen be transferred into
“organizational” learning environments by applydifferent sorts of techniques and
practices of OL, UNPOL can develop the bluepririts/N policing based on the
principles of DP, update these principles consyaantld turn them into concrete training
materials. The system then can be disseminatadstdJNPOL officers then local police
officers through training. As mentioned above, thle of UNPOL as early peace-
builders is under discussion among the DPKO cir@egh a strategy that places a
learning UNPOL at the core can considerably acatdghese processes. This, however,
needs a change in the mindset of police leadelshimderstanding the value of OL and
creating some space to its application in theiybusrk load. This explains the

importance of leadership which emerged as the mygstrtant predictor of learning in
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UNPOL missions.

In conclusion, although UNPOL officers exhibitechsmerable support for the
principles of DP there are a set of fundamentatamthss for their fulfillment by UNPOL.
The principles of DP cannot be considered indepainidem the overall socio-political
situation in a country. UNPOL, on the other handrently operates within the short-
winded peace-keeping context which makes it diffitmiput the principles of DP in
practice. Secondly, the principles of DP have gdid broken into solid methods which
can be applied by police officers on the groundthifs current form, DP is a concept
which is related to organizational characteristita police organization- in fact the
entire law-enforcement system. Given these factees;ould only expect UNPOL to
universalize the DPI index of UNMIS across all nmoss in terms of the application of
DP. Nevertheless, if the UNPOL leadership pays natiention to organizational
learning considerable improvement can be achielied.can help UNPOL build its role

as early peace builders.
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Chapter 7 Conclusions

The increase in the number of internal conflictth@ post-cold war era, plus the
rise of UN-managed peace-keeping forces as the eoastnon response of the
international community to them, has rendered thethé primary international
organization of such interventions in the secuwlitynain of the world. In addition, the
context of peace operations has become more cofiplegme cases, involving the
restoration of the entire state system of the posflict country (Jones et al., 2005;
Lipson, 2007). In parallel with the transformatioinUN peace operations, the number of
personnel and of the budgets allocated for theseatipns have become considerably

larger (Lipson, 2007).

In addition to the enhanced role and importanad®fUN as an international
intervener in these conflicts, the doctrinal framekvof operations also changed. The
introduction of the human security concept broadehe scope of the interventions and
shifted the focus from state security to individseturity. It interjected a set of issues
such as poverty, food and health problems and Igm@blems into the security domain
(Axworthy, 1997; Bajpai, 2000). Another concemgurity sector reforms within the

doctrinal framework of human security, was introgll@and supported by major

267



international development organizations such a®BED (Wulf, 2004). The SSR
concept introduced a governance approach whereadetatutory and non-statutory
actors cooperate for the reform of the securityasett also considers security an
important component of development (Bryden & Braysx005). Such issues as
transparency and accountability of security orgatnons, primarily the military, to the
civil authorities and the operation of securityamgations congruent with the
democratic principles are also emphasized in S8Rl 002a). SSR has become a
crucial component of both the democratization progg of post-communist countries
and post-conflict intervention strategies (Hag@02; Marenin, 2005). The starting point
for SSR in post-conflict environments was emphasipebe the establishment of order
and security on the streets (Ball, 2002b; Brzoskde8neman-Gruder, 2004; Marenin,

2005).

In parallel with the advent of the human secuaityl SSR concepts another
concept, democratic policing, was also introdudéuds concept can be viewed as a
reformulation of the human security notion into godicing context (Marenin, 2005;

Pino & Wiatrowski, 2006). The concept first appebirea UN document, namely the
commissioner’s guidance for democratic policinghe Federation of Bosnia and
Herzegovina in 1996 (UN, 1996). The democraticqiogj concept was a very suitable
framework for countries in transition to democratige most crucial principles of DP are
accountability of police organizations to interaad external mechanisms, transparency,

and responsiveness (Bayley, 1997, 2006; Neild, 2B0b & Wiatrowski, 2006;
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Wiatrowski & Goldstone, 2010). Rule of law and tagitimacy of police organizations
can also be mentioned among the principles of Dito(& Wiatrowski, 2006). Since the
police are the most visible actors of the stataautly, they can play very important roles
in the democratization of PCEs (Ferguson, 2004j88ay2006). The framework that the
police should adopt in such contexts is democlicing because it supports

democratic transitions (Bayley, 1997; Neild, 20Bino & Wiatrowski, 2006).

UNPOL is the police organization of the UN whictprgmarily responsible for
the reform-restructuring and training of the polkdement of a post-conflict country
where a UN peace-keeping mission is situated. UNP@iles and responsibilities have
evolved from simply monitoring and assisting thealopolice organizations in the 1960s
to training, mentoring, reform-restructuring analafly conducting executive law-
enforcement by the end of the 1990s (Schmidl, 18@8isen, 2002; Durch, 2010). Thus
the crucial duty of developing capacity for thedbpolice which will provide the order
and security in the streets has been the primaporesibility of UNPOL. Yet analyses of
the functioning of UNPOL revealed several defiogscof the organization. Such analyses
invariably raise concerns about the capabilitied @pacity of UNPOL in fulfilling these
duties. Some of the frequently mentioned shortcgsof the UNPOL system include
the poor democracy records of the major policerdmuting countries (Durch, 2010;
Durch & Egland, 2010; Wiatrowski & Goldstone, 201)e multi-cultural environment
of the missions (Boer& Emery, 1998), low job skiSUNPOL officers, particularly

those from less developed copuntries (Sismani@871Call & Barnett, 2000; Perito,
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2005), and the incapacity of UNPOL to develop msitbnal memory and spread it across

missions (Mobekk, 2005).

Based on the above framework, this study focuseith@structure and functions
of UNPOL from two perspectives. The first domainsvedout the implementation of DP
principles in PCEs. As mentioned repeatedly througithe study the democratic
policing concept was first introduced by the IPEPBart in Bosnia and Herzegovina in
1996. It was a research objective of this studgxolore the current situation in terms of
the application of DP in UNPOL missions. The secfowlis of this study was related to
the problem of institutional memory. This studywed that if the UNPOL can become a
learning organization, which means that if the UNIR@@n glean the tacit knowledge
from its staff and convert it into institutional &w-how, the implementation of DP
principles will be faster, easier and much moreaifie when carried into the field of
PCEs. Therefore a second research objective o$tihity was to explore the state of

organizational learning in UNPOL missions.

7.1. Organizational Learning in UNPOL Missions
One of the primary deficiencies of UNPOL was itsapacity to develop
institutional memory. In this study the notion p$iitutional memory has been expanded
to the broader concept of organizational learnimdjiawas argued that once established
OL can facilite UNPOL'’s practice and implementidnDP as well as its other activities.

In addition to that, this study emphasized that wamities of practice (CoP) and
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appreciative inquiry (Al) which are closely relatiedthe UNPOL context for policing

can be used as tools for the detection of probkmadsbest practices. The accumulation of
experiences can be extracted through such meakiscasCoP, and the extracted

material can be developed into organizational ptaces. By doing so, a considerable
amount of organizational know-how can be convegpeidd¢oming officers in UNPOL
missions. Furthermore, such systems can also beedpp the local police organizations

through training, advising and monitoring.

No study exists in the literature examining the &lorts of UNPOL.
Nevertheless, a few studies analyzed the issuetierbroader perspective of the DPKO
missions which included both the military and tloéiqe. These studies (Campbell, 2007;
Benner & Rotmann, 2008; Howard, 2008) assert thais@ery important for successful
peace operations, yet it has been a relatively w&bkof the DPKO. Also, effective
leadership and good communication with the loctdraovere mentioned to be the most

crucial factors of learning in peace operations.

This study examined OL in UNPOL missions from salaspects at both
individual and organizational levels. In the qutative phase, the perception of UNPOL
officers on OL was measured through 17 survey itdmthe qualitative phase, two to
four issues related to OL were asked to the suhjdtte following is a discussion of the

findings from both quantitative and qualitativeastuls.
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Quantitative and qualitative findingsFindings

To simplify the survey results, a principle compatsefactor analysis was run on
the 17 items related to the perceived OL. This éobidto five factors. These factors
represented access to information, the perceivedfti@®f OL methods, personal
commitment of UNPOL officers to learning and chgrmgganizational convenience for
learning. The perception of access to informatiodNPOL missions was measured in
terms of access to the internet, TV and librariesks. The findings showed that there is
strong satisfaction in terms of access to the maiefmean= 7.7, median= 9 on a 10-point
scale), moderate satisfaction in terms of acce3¥tmean= 5) and low level
satisfaction in terms of access to libraries orksognean=4.2, median= 3). The
comparisons across missions showed that the satteerpaas repeated across all
missions. The high satisfaction from access tartternet might stem from the fact that
those who joined the survey were already on trexriet. Yet access to the internet is
generally sufficient at least at the UN facilitiesPCEs. It can be argued therefore that
UNPOL officers’ access to general information isahediocre level across missions.
Nevertheless access to TV and books can be impresm@etially in UNMIL and

MONUSCO missions.

Secondly, the perceived benefit of four OL practjceoP, Al, survey and
suggestion boxes were measured on 10-point sd@dledindings show that UNPOL

officers exhibit strong support for the benefitaabifthese practices. The mean of the
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means of these four scales is 7.83. The strongppbst was shown for the item on
virtual or paper-based platforms for the informatad problems (mean= 8.2). The same
issues were also asked in the interviews to expl@ned to what extent they are applied
in practice. As analyzed in the previous chaptePQM does not explicitly apply any of
the aforementioned tools. Instead, UNPOL usesiaffiools such as the end of
assignment reports, end of mission reports ancegaref practices. Nevertheless, the
assessment of the product is not systematic asubject to such challenges as budget
limitations and the lack of personnel with the Iskib analyze these reports. The most
effective informal tool used for problem detectiodJNPOL missions was found to be
the open door policy of police commissioners, whadfigers can walk in at pre-
determined hours of the week and mention theirlprob directly to the police
commissioner. Neither CoP nor Al are used in UNRQ4sions primarily due to the
routine work load, and the lack of interest by lgmdership- which may simply reflect
their lack of familiarity with these powerful OL drdevelopment tools. More importantly
these methods are considered “unpractical”, “tcgirabt”, “academic” or “at the
strategic level” even by training officers. Ironligathough, both CoP and Al are
methods meant for going beyond the abstract, acadmngeneric types of knowledge

and creating practice-based knowledge throughnmébprocedures.

Thus it can be concluded that although there ipaut the officer level, OL
tools are not used effectively by UNPOL at the canthand management level. OL

activities are viewed as the duty of the “best pcas officers” only by UNPOL
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leadership. This is primarily due to lack of knodgde and interest in OL issues, and
being overwhelmed in the “police mentality”. Thenoection between these activities
and policing practice on the ground should be bettelerstood by the UNPOL
leadership. It should be noted here that the l&dhterest by police leadership in
strategic planning analysis was also emphasizegyley (1994). In addition, the
general challenges of budget and personnel alsipgsortant problems for the

application of these facilities.

The third domain of OL in UNPOL is organizationahwenience for learning and
change. According to the results of the survey, ONBfficers think that the UNPOL
environment facilitates learning (74 %), that tlieygain new knowledge during
missions (73.1), that their approaches on policimgnged based on the knowledge they
gained during missions (66.6 %), and that theileagjues are open to changes (52.6 %).
These findings indicate that the working environtiemmissions is perceived to be
helping UNPOL officers learn and change their apph@s on policing. Thus it can be
argued that single-loop learning, in terms of thkging mentalities of UNPOL officers,

is achieved in UNPOL missions.

From the responses given to the open ended answities survey and findings
from the interviews, the primary factor in facititeg the learning environment in
missions is the multi-national structure of the UNP That is, both UNPOL officers and

policy makers repeatedly stressed the positive ainplethe international composition of
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UNPOL missions on the improvement of officers’ polg approaches. Therefore this
study found that the international working envire@mhof UNPOL is not an inhibitor of
learning in and of itself. The negative consequeréaliversity are primarily due to the
low quality of some UNPOL officers coming from umdeveloped or developing
countries. Yet the cultural and professional diigiis a very strong facilitator of
learning through the congregation of a large spetinf techniques, tactics and
approaches. This then might have positive consaesseon three areas. First, the
UNPOL officers in missions learn from each othexc@d, host country officers learn
from diverse sources. Finally, UNPOL officers cogfrom developing countries might
transfer their knowledge and experience gainstimo home countries, by transmitting

new insights and more democratic approaches onipgli

Although single-loop learning is achieved, accogdio the survey 50.6 % of
UNPOL officers think that it is difficult to changbe rules and procedures in missions.
Thus it can be concluded that double loop learnimghich the organizational structure
as a whole is reformed in response to learninge lyav to be achieved in missions. Given
the structural challenges the organization hag#b @ith, it would be unrealistic to

expect UNPOL to achieve double-loop learning.

Finally, UNPOL officers’ personal commitments omganizational change and
learning are reportedly at high levels. The surfuegings showed that 81.5 % of UNPOL

officers indicated that they are eager to try néeas at work, 85.1 % and interested in
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investigating the root causes of problems and #8gggest solutions to their

supervisors when confronted with problems.

Another objective of this study was to identify flaetors making the strongest
contributions to learning in UNPOL missions. Thigsdy found that effective leadership
is the strongest predictor of the perception offleey learning in UNPOL missions, with
a standardized coefficient score of .41. Effecteagership was also emphasized
throughout the interviews as the most importantifator of learning. Also as mentioned
earlier Howard (2008) and Benner and Rotmann (20@Bgated the great significance
of leadership in terms of OL. Other than leaderstngining (standardized r= .265),
technical conditions (standardized r=.152) anditiom of deployment (standardized r=
.106 at .10 significance level) are positively aghificantly associated with perceived
OL in UNPOL missions. Nevertheless, this study dmdt find a significant association
between learning and the perceived friendlinedsa#l actors or with the physical
conditions in mission environments. Also, nonehaf iemographic control variables and
mission dummies were found to be significant prexgcof learning. The non-significant
findings on the local actors and physical condgiomy stem from the great variation in
these variables across missions. That is, sincettmical conditions such as computers,
vehicles, information systems and the like are ey by the UN, it is natural to see
some sort of uniformity across missions. Yet, pbgisconditions consist of living
conditions, buildings, and so forth which are gaiigrattached to the conditions of the

host country. One of the primary factors diminighmotivations of UNPOL officers was
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bad living conditions (13.5 % of responses), acecwytb the open ended answers to in
the survey. The perceived friendliness of locabegstnamely local citizens, police, media
and politicians, to UNPOL officers varies signifitly across missions. For example,
officials from the UNAMID mission stated in the @nviews that the local population
strongly resisted the presence of the UN in theghitbries. Thus the non-significant
findings on physical conditions and the perceiwvéshflliness of local actors to the UN

arguably stem from the great variation across imnssi

The findings of the quantitative and qualitativeastls in regard to OL in UNPOL
missions concur to a large extent. Leadership wastioned as the most significant
factor for creating a convenient environment farfeng. Leadership is an important
factor for the facilitation of the mission condit®toward learning. Training couses, on
the other hand are the primary tools or platforfigarning. Nevertheless, currently
three types of challenges diminish the effectiverddJNPOL training. These challenges
are the language barrier, lack of doctrine for ying the training curriculum, and the
lack of commitment from the police contributing ottes as to the pre-deployment
training sessions. The most important challengerantloese is the lack of doctrine
because the problems stemming from the culturardity of UNPOL officers can only

be eliminated by providing a common understandimghe primary concepts of policing.

At the organizational level, OL in UNPOL missiosssubject to several

challenges, including the short duration of servimedget and personnel shortages, and
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the lack of interest in the value of certain OLiaties by the leadership. In terms of the
short duration of service, as reported earlier UNP@icers predominantly (49.3 %)
think that the minimum duration of service shouddyears. Moreover, the OLS model
of OL in UNPOL missions found that the duratiorsefvice in a given mission is
positively associated with learning. In additiortthe extension of the duration of service
in missions, professionalization of UNPOL posts weseatedly proposed by UNPOL

officers as the key for developing better instao@l memory.

7.2. Democratic Policing and UNPOL Missions
The principal research objectives of this studyemerexplore the perceptions of
UNPOL officers about DP and OL and whether they\aaross the nationalities, tenure,
education, rank or gender of officers; and the gocaof DP in UNPOL missions at the

organizational level.

In this study, the perceptions of UNPOL officers@mn principles and democracy
were measured with 17 Likert-scale items. Firsg situdy found that UNPOL officers
have a strongly positive commitment in the prim@ayciples of DP. The strongest
support was shown for the items on equal treatrieecitizens (96.7 %- 86 % support
strongly); police community cooperation (94.5 %:%% support strongly) and working
within the limits of human rights (94.1 %- 70.1 #pport strongly). With respect to
accountability, strong support for internal accatnility mechanisms (91.2 %- 57.8 %

support strongly) and citizen feedback (90.6 %35drongly support) diminished mildly
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with respect to to external accountability mechiansig76.3 %- 46.1 strongly support).
Four out of 17 items were negatively worded. Thersg support demonstrated in the
above items diminished in the negatively wordethgeYet the proportion of
disagreement with the negatively worded statemavesweighed that of agreement.
Also, the proportion of those who are undecideddaased in response to these items.
This finding may be an indication of the “sociakaability” bias which occurs when the
subject prefers to answer a question in the comymbedirable way (Dillman et al.,
2009). The study also found through ANOVA and KrlsWallis tests that UNPOL
officers’ perception of DP do not vary across nadidties, or missions.

In addition to the principles of DP, the percepsiai UNPOL officers on
democracy as a type of government, their acquasetarth the term democratic policing
and the notion of human security were also meadartée survey. The survey
demonstrated that there is strong support for demegas the best type of government
(83.7 %- 56.8 % support strongly); and for the harsecurity notion (82.5). Interestingly
enough, 82.5 % of UNPOL officers indicated thatytkeow much about the DP concept
although a total acquaintance with the conceptexaected. This may be because of the
general operational environment of UNPOL is basetiuman rights and the officers
themselves are confronting the results of conflith a mandate to implement change.
The roughly 17.5 % knowledge deficiency in the @Raept at the officer level indicates
that democratic policing as a concept has not lhdgndisseminated throughout the

UNPOL system. There may also be some reservatamasding the real extent of this
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support, given officer’'s answers to the negatiwedyded items. Still, in sum, UNPOL
officers strongly support the primary principlesii?, human security and democracy as

a type of government.

Nonetheless, the strong commitment of UNPOL offiderthe principles of DP on
paper does not necessarily mean that they actoeligve congruently with these
principles. Therefore, the practice of DP in UNPRissions was examined from an
organizational perspective as well. The qualitatindings of this study assessed the

state of DP in UNPOL missions.

First, this study found that although the concdB® first was set forward by the
UN in 1996, these principles are not implementethenframework of UNPOL reform-
restructuring activities. DP is considered an a&us$tand theoretical model by high level
UNPOL officials. They believe the principles of @Bn only be fully implemented in the
long-term, whereas peace-keeping operations aré-t&mm and need quick and

pragmatic solutions.

Second, at the operational level, DP is mostly vstded in terms of community-
oriented policing by UNPOL officials. A significattieoretical conclusion emerges out
of this finding. Democratic policing is a conceptlae organization level because the
principles of democratic policing such as accoulitgptransparency, responsiveness,
rule of law and so forth can only be implemented measured at the organizational

level. Within this context, police organizationsPperformance can, in fact, be
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evaluated through index-type tools, as found inUhNMIS example. Bruce and Neild
(2005) also developed such an index for the evialmatf the South African police.
However, at the operational level of DP, which ref® the actual actions of “policing”
on the ground by officers, the set of specificatioemains empty. Therefore in order for
democratic policing to be an actual model of “polig, the principles of DP should be
broken into demonstrable and measurablebehaviodrpr@cedures, which then can be
applied by police officers on the streets to gutd®r actions as they respond to crime
incidents and interact with law abiding citizensstgport a democratically determined
social order. Here, it should be noted that thereffof Wiatrowski (2012) and Karatay
(2010) provide examples of what the police wouldrdomplementing DP. However,
given the comprehensive and international conté#ie@DP concept, only international
organizations, one of which is UNPOL, but also whiave been accomplished by the

EU, OSCE and NATO have the capacity to implemeatddmocratic policing model.

Third, UNPOL'’s activities related to the DP concégaius on community policing
activities, gender policy and training. Among thosemmunity-oriented policing is
viewed as the tactical dimension of DP and commaplylied across all missions. With
respect to the gender policy, UNPOL has plansdcesse the representation of female
officers in the UNPOL force to 50 % in the long runith significant gains to 10% or
20% female officers as soon as possible. By sogd@NPOL seeks better handling
crimes against women and children, to instigatalloounterparts to recruit more female

officers in their national police forces and tcealthe negative perception of the

281



“uniform” which is associated with negative memerie the minds of citizens.
Nevertheless, the 50 % female representation gddNPOL seems unrealistic because
police contributing countries do not have enoughdke officers in their own forces, let
alone sending large numbers of female officersadbfor UNPOL missions. The scarce
numbers of existing female officers are vital foeit domestic needs. Thus developing a
50 % female officer capacity for UNPOL would mehattthe PCCs would seccond the
great majority of their female officers to UNPOLgsions. Also, the model of perceived
DP in UNPOL missions showed that males are morpatipe of DP principles than
females-although the validity of this finding isetionable because of the small female

participation in the survey.

Fourth, UNPOL'’s successes in terms of democratiicipg are mentioned to be
the attitude change in the local actors such apdhiee, citizens and politicians in
accepting the presence of the UN and its polidies.term co-location emerged as the

most significant factor in UNPOL'’s acceptance bgalocounterparts.

Fifth, several challenges inhibit UNPOL'’s activetielThe UN budget, UNPOL
human resources, the lack of doctrine in UNPOLalld@ditions and mindsets, and lack
of infrastructure in the host country are the nsadent factors at this domain. The most
important challenges at the organizational domesrbadget shortages and lack of
physical infrastructure in the working environmeritee human resource challenge is

mostly related to the low job skills of some UNP®OXicers. In order to cope with its
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human resource problems UNPOL stipulates the PG8sdcond officers with mission
experience. UNPOL also applies increasingly stratting and interview procedures
before accepting UNPOL officers. Yet given the itabae in terms of supply and
demand of officers, UNPOL inevitably recruits a stamtial number of low quality and

first term officers.

Sixth, as explained in the previous section, amtemided consequence of the
recruitment of officers from developing countrisghat these officers come to the UN
missions to learn about policing and transfer kmatwledge to their home countries.
Many of them may not be graduates from police ataelein the accepted sense of the
term and their levels of education may be minirBglthe same token, the concerns
about possible human rights violations, misconduetcts of corruption by UNPOL
officers in PCEs taking into consideration the lsvad democracy, human rights and
corruption in their home countries were mentioreetlé unwarranted because both local
and organizational conditions in the home countrhe UNPOL officer and the mission
are totally different. In addition, the internaleygight mechanisms strictly enforce the
organizational standards and protocols of the UNwhave no tolerance for
misconduct. Therefore, it can be noted that ardistin should be made between the job
skills and possible misconduct by officers comirgri developing countries and their
behavior while on a mission. The literature on UNIRSeafino, 2004; Durch, 2010;
Wiatrowski & Goldstone, 2010) considers officersniog from developing countries to

be problematic in terms of job skills and the tgbgolicing they conduct in their home
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countries. This study determined, on the other htvad the low job skills and possible
misconduct or crimes of officers coming from denadically underdeveloped countries

should be analyzed separately.

Seventh, the qualitative findings of this studywbkd that local mindsets, local
traditions and local politics in post-conflict cdties emerged as the biggest challenge on
the ground. Most post-conflict countries come frivaditions where the concept of
security is associated with protecting the regimalbmeans. Thus the functional
distinction between the military and the police ao¢ well established and the security
concept is mostly coupled with the “military” typé security in these environments. The
most important challenge in such settings is tov@rthie value of the police and civil
security activities to the public at large. Alsmce the presence of the UN in a country
changes the balance of power, resistance from grotap lose their previous advantages
commonly take place. When these local mindsetsaupled with the local political
challenges, the local conditions of the host cquetnerged as the biggest problem
before UNPOL. Developing trust in the local popuatrequires long-term efforts and a
longer UNPOL presence in the host country to tramsfthe security sector.
Professionalization of the UNPOL force was propdsgthe officers interviewed as the

primary way forward for more sustainable UNPOL at#s.

Eighth, it was postulated in this study that OL bana facilitator of the

implementation of DP principles in UNPOL missioiis. test this hypothesis together
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with other important factors of DP put forward e literature, a model was built linking
conditions for OL with DP based on the perceptiohNPOL officers on these
concepts. The findings showed that the perceiveds@iositively associated with
adherence to DP in post-conflict situations (stadidad r=.184). In addition to
learning, tenure is also positively and signifita@issociated with adherence to DP. The
finding on tenure is important because Karatay @@0so found that tenure is positively
associated with adherence to DP. Moreover, maleen§ are more likely to support
democratic policing principles than females. Nevelgss, the perceived satisfactions
from training, physical and technical conditionsddhe perceived friendliness of local
actors were not significantly associated with adhee to DP. Among them the same
explanation can be made on the insignificant figdiof the physical and local factors.
Both physical conditions and the attitude of lcetiors towards the UN vary
significantly across missions. The findings frore thterviews showed that local factors
account for the greatest proportion of the chaksnaffecting the activities of UNPOL.
When it comes to the training and technical condgj the findings indicate that these
factors primarily affect the implementation of legag more than they affect the

implementation of DP.

The qualitative part of the study explained theoaigion found in chapter five
between OL and DP based on the perceptions of UN$ftdders. The common factors
that affect both the implementation of OL and DRJMPOL missions were found in

three areas. First the international working enviment in UNPOL missions poses an
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environmental factor that can facilitate the depetent of the democratic policing
understanding through learning. As explained eai the extraction of the rich
knowledge and experience on policing through ogtional learning mechanisms the
blueprints of international policing can be devedpThis then can be transferred
through training to both post-conflict countrieslgrolice contributing countries with
poor levels of democracy. Nevertheless the inteelsadership in OL activities is vital

for the implementation of such a strategy.

Training of UNPOL officers is the primary tool fire implementation of DP
principles through OL. Yet the crux of the trainiisgue lies in what is being understood
from the term “training” by the UNPOL leadershipaihing is generally understood as
the training of local police organizations by UNP®ficials. The primary argument
behind this understanding is that the UN alreadyuits officers who are supposed to be
equipped with the qualifications necessary for UNR©Ilicing. The same officials, on
the other hand, complain about the low quality fROL officers. More importantly
they claim that UNPOL policing, which heavily invels reform-restructuring, capacity
building and training, is “totally a different bajame” in comparison to ordinary
policing. The key point then is, as frequently niemeéd by UNPOL officials, the
development of doctrine which will establish theisaf common standards and
definitions of terms and concepts. This is crufdalthe elimination of the negative
aspects of diversity. Secondly, the wrong assumphat UNPOL officers are already

trained should be changed and UNPOL officers shbelttained based on the common
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doctrinal framework.

Finally, professional staff and specialists wenenio to be the actors who will
help promote the DP principles through OL in UNPRissions. Given the evolution of
UNPOL operations, the contemporary UNPOL policiaguires specialized personnel
who will stay longer in their posts and make magaigicant contributions to the reform-
restructuring of local police organizations. Byreasing the number of professionals,
problems stemming from the low-skilled officers wabbe eliminated as well. Yet since
the professionalization issue is subject to buigetations, enhancing the quality of the
existing human resources through creating a legrmiganization looks like a more

realistic approach to follow in the short run.

Each of these three factors accounts for a diftetenension of the link between
OL and the implementation of DP principles in PCHserefore a holistic approach
which incorporates all of these dimensions sim@tarsly is necessary at the strategic
planning phase to accomplish this transformaticevestheless, it was again emphasized
by most UNPOL officials that the routine work lo@dmissions strongly pushes UNPOL
policy makers toward pragmatic, short-cut stratefpe dealing with their problems
rather than even contemplating this broader styadégrganizational change through

OL.

7.3. Policy Implications and Recommendations

Given the above conclusions of this study, the¥ahg policy implications and
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recommendations will be offered.

First the police play a crucial role in PCEs imte of the establishment of a safe
and secure environment on which other institutianeing measures can be built
consistent with democratic theory (Ferguson, 200drenin, 2005, Wiatrowski &
Goldstone, 2010). UNPOL intervenes in PCEs to bpiiigsical, social, mental and
organizational capacities for local (national) pelorganizations. Therefore UNPOL has
the opportunity to design police organizations @H8 according to the framework of
modern police theory and practice. Democratic pajican be the primary framework
for it is not only an emergent policing framewonktially preferred by the UN but also
the center of the entire democratization procesaékin, 2005; Pino & Wiatrowski,
2006). This study found that although there isrgjreupport for the principles of DP at
the individual level, these principles are not effifieely translated into practice at the
organizational level in UNPOL. This is primarilydaise of the short-term context of
peace-keeping within which UNPOL operates. Thetsteom goals of peace-keeping
entail quick responses to post-conflict chaos aadipatic solutions to problems. Since
the operational aspect of DP is currently absérg,af no pragmatic value to UNPOL
while operating on ground. Contemporary peace-kegpperations are more dynamic
and considered “early peace-building” operatiortger&fore, a distinction should be
made in terms of the operational use and doctvialale of DP within the UNPOL
context. In other words, the doctrinal deficieneyterms of both training and reform

restructuring in UNPOL missions can be bridged xyyamding on the principles of DP
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and the translation of these principles into cotecstrategies. The operational absence of
DP on the other hand is somewhat compensated footmynunity policing activities of
UNPOL. At this point organizational learning teatpnes can facilitate the doctrine
development process as explained earlier. The ggbetitcome of such a strategy is the
gradual transformation of the role of UNPOL froratgt peace-keeping to pro-active

early-peace-building.

A second implication of democratic policing is dhetical. The operational
deficiency of the democratic policing concept carfibed with joint police- academician
studies. If the principles of DP can be broken tiacrete police tactics the primary

platforms of application for these tactics can bkzed effectively in PCEs.

The findings of this study imply that OL can bsignificant facilitator of
UNPOL’s activities and that effective leadershigiscial for the implementation and
conduct of OL activities. The short duration of\see, budget limitations, lack of
doctrine, and the lack of knowledge and interesh@police managers on OL issues,
however, inhibits UNPOL from becoming a learningamization. Therefore, first,
UNPOL managers should be trained further on OLasslihese training courses do not
necessarily aim at making them OL specialists. fféiaing strategy may rather inform
UNPOL managers about the value of and context foaQivities through case studies
and success stories so that they take these insddsyation while conducting strategic

planning.
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Furthermore the scope of OL should cover CoP ankeghuse, contrary to the
perceptions of UNPOL managers, these methods aotige-based and aim at going
down to the lowest level of an organization to expland influence the situation on the
ground rather than just the top layer of organaradl hierarchy. OL activities do not
pertain only to the best practices officers. Sileeening occurs at every level and every
day, a continuous effort should be important arglevel of the organization. The layout
and collection of raw data is a necessary but mibicgent condition for learning to occur
in UNPOL missions. Knowledge management specialsis can analyze the data and
convert it to useful knowledge for the organizatesa needed. As the knowledge
management coordinator indicated previously, sieaming occurs every day in
missions, OL activities must be a never ending ggecYet, keeping the sustainability of
OL activities is a significant problem mostly dweptersonnel limitations and budget
shortages. Thus, the number of best practiceseo$fiand other OL specialists should be

increased in UNPOL missions.

Second, the short duration of service emergedsagnicant problem
diminishing the effectiveness of UNPOL. UNPOL offis return to their home countries
after only one year of sevice when they get usabl@anission conditions. Ironically, the
UN tries to recruit officers with earlier missiorperience. UNPOL officers indicated
that the minimum duration of service should be yars. UNPOL managers, on the
other hand underscored, the need for increasinguheer of professional posts. Finally,

it was empirically found in this study that the dtion of service is positively associated
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with better organizational learning.

Thus, three policy alternatives emerge: first,@ktension of the minimum
duration of service to two or three years. A secaltelnative is professionalizing the
entire UNPOL force which means the establishmeanoJNPOL police force- as was
suggested by Wiatroski and Goldstone (2010). T filternative is a mixture of the
first and second alternatives. This alternative lmauput into practice by increasing the
duration of service and reducing the number ofitldial police units (IPU) while
increasing the number of professional posts. Théepsionalization of UNPOL is not
limited to police officers. In addition to the démement of institutional memory, the
recruitment of more qualified professional officerdl help the elimination of the human
resources problem in UNPOL missions to a greatnéxiven the budget limitations and
the preferences of the PCCs, feasibility analysesbe conducted to find the most doable

alternative.

Thirdly, the lack of doctrine emerged as a sigaifit factor undermining both the
learning facilities and DP activities of the orgaation. As mentioned above OL can play
a very significant role in doctrine developmenbiigh the extraction and codification of
knowledge in missions. The development of a UN mioetwhich involves the principles
of DP will make three important contributions t@ tiNPOL policing. Firstly, it will
help the formation of a common UNPOL policing stgat and doctrine. This will

mitigate the negative consequences of the mula@natiworking environment with
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different policing experiences. Secondly, the Iqualce can adopt the democratic
policing principles as the building blocks of thpolice organizations as this will be
uniformly offered by UNPOL as it carries out thdipe portion of SSR activities.
Thirdly, UNPOL officers from developing countriesght transfer the democratic type
of policing procedures to their home countries emgrove the state of policing in those
places. This would be a latent but most benefapglortunity. This would allow
“democracy” to be adapted to local conditions priacipled manner rather than being

imposed by external agencies.

Another point which is closely related to doctrolevelopment is the training of
UNPOL officers. As found in this study, UNPOL offis are considered to have the right
gualifications to conduct UNPOL policing in PCEsdie having not been given any
training except for the mostly ignored pre-deploptteaining and short Induction
Training. The lack of a common training curriculisranother factor inhibiting training.
Therefore, after the development of a common deetiJNPOL officers should be given
common training sessions based on this doctrinéaisatisfactory level of common

understanding is achieved.

Fourth, in parallel with the findings of Karate8009) this study found that the
adherence of police officers to the principles &f iDcreases as their tenure becomes
longer. Therefore, UNPOL might consider paying smsufor recruiting officers with

longer tenures in UNPOL. The extra cost would lke¢ made up in the greater
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effectiveness of the experienced officers.

Finally, the gender policy of UNPOL is importaiihe number of female officers
is important as they address significant needsOB$Pwhere women and children are
routinely victimized in myriad and reprehensibleyadowever, the feasibility of a 50 %
female representation is considered to be unreafjsten the fact that the female
representation is already low in national policeés of the PCCs; indeed most have
female police in numbers that hardly meet domestexds. In order to increase the
proportion of females to the 50 % level, PCCs wddde to send most of their female
officers to UNPOL. Moreover, the empirical findingsithin their limits, showed that
male officers are more prone to support the priesipf DP. Therefore UNPOL may
consider focusing their time and resources to rfeasible policies and reconsider their

long-term female representation strategy.

7.4. Limitations of the Study
The most significant limitation of this study setapplication of convenience
sampling. Due to the limitations of time and resest the bureaucratic structure of the
UN and the large scope of the study, which invol¥6dngoing missions, a probability
sample could not have been drawn from the populafiberefore, the results cannot be
generalized on the entire population. Due to thk & cooperation, some of the missions
could not be represented at all (i.e., the MINURCANFCYP), yet relatively sufficient

numbers of participants joined from the remainirigsions. The same problem was valid
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for the interviews as well. Due to the difficulty @ntacting with high level UNPOL
officials, the respondents from the field have besmuited from only the UNMIL,
UNMIT, UNAMID and UNMIS missions. Yet, the parti@apts from the HQ, four
mission managers, one legal adviser, one depuigegpativiser and one knowledge
management coordinator compensated for this dafigibecause they knew the field
very well and all of the mission managers and #yeutly police adviser had several

mission experiences before joining the police dwisof UNPOL.

Secondly, the representativeness of the sampérnms of gender was biased
towards males. The population proportion for feraal@s approximately 9 % at the time
of the data collection. Yet, the female proporiiothe sample is 4.7 %. Nevertheless,
the variation of ranks, age, education and tenftirespondents may be considered

sufficient.

Thirdly, the sample of this study is formed by UDIPofficers from 43 different
nations. The survey was offered in the English amehch languages. Therefore, issues
that might rise from cultural diversity or the larage skills of participants might have an
impact on the validity of the study. Yet, takingdrconsideration this probability the
survey questionnaire was developed to be as shdrsimnple as possible. In addition to
that a pilot test was applied on 66 UNPOL officersletect the problems in the
guestionnaire. Based on the feedback from respdsidsgveral changes were made in

the questionnaire. Therefore, it can be claimettti@pilot helped improve the quality
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and validity of the survey considerably.

Fourthly, the highly positive support on both QideDP items in the survey
might stem from social desirability bias (Dillmahat., 2009) as mentioned earlier.
Given the multi-national organizational structufeéhee UNPOL, officers might have
responded to the items in a manner which they mia¥ is “favorable”. This possibility
was taken into consideration at the design phadeagatively worded items were
placed in each section to encounter this tenderog.results show that the wording of
guestions might have an impact on the responsdabgeixtent of this impact cannot be
detected because each statement might be intedpidterently from different aspects.
Also, the survey was not the only data collectiagthod of this study. The validity of the

responses was also cross-checked through theajivaditiata and secondary sources.

Finally, drawing on the existing literature, tihemns measuring DP were
constructed based on the most general definitivasadle (Bayley, 2006; Pino &
Wiatrowski, 2008; Marenin, 2005) and most importeminponents were explicitly
addressed, such as accountability, transparenieyoflaw and civil oversight of the
police as an institution in a democratic societyug, the findings are subject to the
problem of measuring complex phenomena such as@iottnd DP through survey
items and composite variables constructed throagtof analyses. The two empirical
models, therefore, should be treated as trial nsofdeldetermining the factors

contributing to OL and DP in UNPOL missions. It altbbe noted though, that the
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findings of these models mostly concurred with ewede explained by the findings of
interviews. Post-regression diagnostics and meltipgbes of models also supported the

findings of the models.

7.5. Suggestions for Future Research
This study adopted a mixed-methods approach toexphe state of OL and DP
in UNPOL missions. All of the findings presentedhis study are based on the data
collected from UNPOL officers and managers. Otledies based on the data from local

actors would contribute to the completion of thetynie.

Secondly, this study attempted to collect data fedinof the UNPOL missions.
This was difficult to implement in terms of timedaresources. Other studies ad hoc to a

single mission on the same issues could produce ownpact results.

Thirdly, it was found in this study that the opévatl aspect of DP is weak at
least within the international policing contextt#dugh DP was presented as a more
developed form of community policing (Pino & Wiatvski, 2006) it has yet to be
understood and implemented as an actual type dicipg”. More studies are needed,
therefore, to clarify the elements of democratikigirng in a form that can be applied in
the field. More development of DP as a doctrine @edry which can be translated into
training and developed into organizations which sapport this implementation is also

needed in the future.

Finally, the findings of this study produced newphbtheses that need further
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testing through research and the collection of ieogb data. The most important finding
that needs further research is the relationshiwdst OL and DP. Data from more

representative samples would shed more light otinkdound in this study.

Appendix A- The Interview Questionnaire

Human Security

The overall aim of international interventions videntified to be peace-building
which refers to restoration of political, socialdaeconomic institutions of the conflict-
torn country and building the state capacity talitate the functioning of these
institutions without help from abroad. However addishing security is a crucial
precondition before launching these institutiordbrms. The security paradigm also
changed in parallel with the mass-democratizatfter ¢he end of the cold war, the new
paradigm is “human security” that was first intradd by the UNDP in 1994 in parallel
with the mass democratization across the glober, tat, it was supported by major
international organizations such as the OECD, Bt fiotion basically emphasizes the
security of individuals over security of states.thif this frame:

1- In specific, what strategies does the DPKO folwe to implement the Human
Security notion in PCEs? What are the factors facitating and inhibiting the
implementation of the Human security in PCEs?How successful is the DPKO’s
police division in implementing this notion

Democratic Policing

As you know, the principles of democratic policiwgre first codified by the UN
(UNCIVPOL) in the Bosnia-Herzegovina in 1996 andeveniversally accepted by
several international organizations and unionstshaklso, reforming police within
the frame of democratic policing principles wassidered a significant component
of socio-economic development in Post Conflict Eonwments (PCEs). The term
was also mentioned in the Brahimi report in 2000.
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2-Given these facts, what would you like to say abbthe implementation of DP
principles by the UN police in PCEs so far? What a the factors facilitating and
inhibiting the implementation of the DP principalsin PCEs? What are the
successes (example) and failures (example) of th@KO in terms of the
implementation of the DP principals?

Organizational Structure

UN hires police officers from some 85 countriesclicaf these countries has different
policing applications and cultures. Also, the t@ppblice contributor countries mostly
have poor records in terms of Human Rights, denoycaad fight with corruption.

3- How does this multi-national and multi-cultural structure of the UN police
missions affect the implementation of democracy anduman rights
principles in PCEs?

Training

Police training is emphasized as one of the mogbitant tools for success in
PCEs. Also, most of policy recommendations focugmproving police traning.

4- Can you tell me more about the training activites of UNPOL on its police
and on local polic&

Environment/culture

Based on the preliminary results of my survey,rédgpondents mostly indicate
three factors to be diminishing their motivatiobisdiscrimination in distribution of posts
and 2- nonchalant colleagues; On the other haeg rttention gaining international
experience, income, good working conditions ardihg humanity as the factors to be
enhancing their motivations

5- What would you say about these factors? Do yowgeee or disagree?
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Organizatioal Learning: Knowledge Creation

As you know, policing is a both theoretical andgical field. In such
experience-intense occupations, lots of knowledgecumulated in the brains of the
personnel. This type of knowledge is called tanihwledge. Organizations are supposed
to extract the tacit knowledge from their employaed turn it into organizational
procedures, rules etc. to become learning orgaaimatAlso, in the survey a great
majority of the respondents indicated that theyediconsiderable knowledge and
experience during their missions. In this context,

6- In general, what does the DPKO do to extract thknowledge and
experience accumulated in the minds of the policdfecers during the
mission?How does the permanent circulation of personnel aéict
organizational learning?

OL: Appreciative Inquiry

In the field of organizational change, there isapproach called appreciative
inquiry, which aims to extract the peak experiermesmployees regarding a certain
topic through the 4-D cycle method. In sum, thisgesss includes a series of workshops,
that can be both informal or formal, that ideafigludes every single member of the
target group to tell stories about achievementspasitive outcomes they have
experienced in the past to reveal the blueprinsuotess in the organization, think about
what might be the foolproof practice of the pastiaeements in the future, what could be
done to realize these dreams and finally formadioi@ams to achieve this goal.

7- What would you think of the beneficiary of the Al and the 4-D cycle in the
UN police mission®

OL: Communities of Practice

When the OL efforts of the DPKO is analyzed itees that as a consequence of
the increased demand for peace operations, ne@ddanizational learning emerged in
the mid-90s, and theolicy analysis andessondearnedunit was established under the
DPKO in 1995. Later, in 2001, based on the suggestmnentioned in the Brahimi report,
the policy analysis and lessons learned unit wsisuetured into a new unit named
Peacekeeping Best Practices Uhit2006, peace-building support office (PBSO) was
established to develop best practices in peacekhgibperations. The DPKO uses an
intranet basedommunity of practiceo share knowledge and experience across missions.
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Given these facts, it can be argued that the DRi€S to create and implement a strong
knowledge creating mechanism through the bestipeacand lessons learned; and they
use the community of practice as a tool.

8-How successful is the DPKO in implementation ohis in practice within
the police context?

OL: Action Research

Finally, another approach to organizational leagraasumes that environments in
which organizations and individuals transact aghlyi uncertain and continuously
changing. Organizations and individuals, henceehauearn continuously to keep up
with unstable working environments. This approaefind organizational learning as “a
process in which members of an organization det@ots or anomalies and correct them
by restructuring organizational theory of actiomff@l rules, procedures, mandates that
are supposed to happen], embedding the resulkefihquiry into organizational maps
and images” Feedback mechanisms are consideredizafjanal procedures through
which errors are detected and solutions are imphedevhere an “error” is the
mismatch between what is supposed to happen andactumlly happens.. The
robustness of the feedback mechanisms paves théwag organization to become a
learning organization.

9- How does the feedback mechanisms work when a misnshtoccurs
between what is supposed to happen in mandate/ruésd what actually
happens in practice in police missions? How likelis it for a new policy to be
implemented- replacing an existing problematic ruleprocedure or
application etc. -based on the feedbacks sent frolow level officers?

Thanks for your cooperation.

Do you want to make any additional points or commets?
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Appendix B- The Survey Questionnaire (English)

Democratic Policin

1. To what extent do you agree or disagree with the
following statements?

SAZC

SD

Police plays a very important role in the demoeedion
of post-conflict countries

Security of citizens is more important than seguoit
the state

I know a lot about the democratic policing concept

Police should take citizens’ opinions when deveigpi
security strategies

Police should be subordinate to civilian authority

Citizen feedback evaluating police performance will
increase police efficiency

There should be mechanisms within police orgaronati
where citizens can apply to inform police miscoriduc

There should be external mechanisms (out of police
organizations) where citizens can apply to infowtiqe
misconduct

Police cannot work effectively if they have to gihe
account of
everything they do

Indicators of police performance (crime rates, oesg
rates) should be publicly available

Police community cooperation is an important elemer
of effective policing (for example: reducing crimes

1

Police should work within the limits of the humaghts
principles

Laws always back (protect more than necessary)
criminals

Police should primarily fight with crimes ratheath
conducting community policing activities

Democratic regimes prevent police from being effect

20 SA: Strogly Agree, A: Agree, N: Neither Agree mhisagree, D: Disagree, SD: Strongly Disagree
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Police should behave equally to everyone without
discriminating based on race, gender, or religion

Democracy is the best type of government

Organizational learning

2. To what extent are you satisfied or dissatisfiedith | Total Tota | N/
access to the following information tools during yor | ly ly A
mission? Dissa Satis
tisfie fied
d(1) (20)

Access to the internet

Accessto TV

Access to libraries/books

3. How many years minimum do you think a police ofter should work in a UN police
mission to be effective?

1 2 3 4 5 Until the mission ends
4. To what extent do you agree or disagree with the | SA AN D | SD N/
following statements? A

The working environment in the UN police mission
provides good opportunities to learn about policing

| have acquired a lot of new knowledge and expedgam
policing during my mission

The knowledge and experience | gained during the UN
mission helped me to change my approaching onipglic

I think the knowledge and experience | gained dutire
mission is wasted because the UN does nothingttaax
it from me

It is very difficult to change the rules, proceduite codes
of policing in the UN police missions

Working with police officers from different cultuse
during the mission makes it difficult to adapt et
working environment

My colleagues in the UN police mission are open to
changes regarding the way policing is done

There is conflict between the UN headquarters (New
York) and fields in terms of implementing new ideas
applications in the police missions

I like trying new ideas at work

When | encounter a problem, | investigate anddry t
correct the underlying causes of the problem

When | encounter problems | always suggest solsition
my superiors

5. What would you think of the benefits (usefulne9=f the following activities if they were
conducted by the UN to extract your knowledge andxgerience on peacekeeping missions

-~
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Totally Totally N/
Useless (1) | Useful (10) A

Anonymous surveys through which police officers can
note problems and best practices regarding the work

Virtual (internet or intranet) or paper based matfs for
police officers to inform problems and suggest sohs

Informal meetings with 8-10 officers to talk abdlir
stories of best experiences they gain during tresioms

Internet/intranet groups through which police dadfie
can informally share their stories on the fieldhwit
friends in other missions

Police Culture and Commitment

6. To what extent do you think the following actios are justifiable?

Always Never
Justifiable (1) Justifiable (5)

Accepting expensive presents (car, house, jewebtty),
from citizens in return for your service

Covering up your colleagues' misconduct (for exampl
not informing your superiors even if you see ongair
colleague torturing a suspect)

Accepting small presents from citizens in retunnyfour
service

Hitting a suspect to get critical information tepent a
terrorist attack

7. Please rank your top 3 motivations for joiningm the UN police mission (Check 1 for the
most important one, 2 for the second most importanbne and so on))

1 2 |3

Carrier

Money

Adventure

Going Abroad

Humanitarianism (Helping people in need)

International Experience

Improving language

Other Please specify here

8. Please type in 1-3 words what increase (enhanséimulate, promote) your motivation
the most in the UN mission

9. Please type in 1-3 words what decrease (diminjgiminimize, curtail) your motivation the

most in the UN mission

10. To what extent do you agree or disagree withéh | SA AN D | SD N/
following statements? A

| am proud of being a member of the UN

The UN employs the best police officers of their
countries
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I trust in most of my colleagues at the mission

When | am not working, | always spend my time with
fellow compatriots (friends from my country)duritize
mission

All of my colleagues do their best at work durihg t
mission

The UN is only a puppet of the super powers

After the conflict (war) is stopped, military castablish
internal order and enforce laws better than patigeost-
conflict countries

Technical Capacity, Organizational Structure and Leadership

11. How much were you satisfied or Totally Totally satisfied | N/
dissatisfied with the following trainings dissatisfied (20) A
during your mission? (1)

In-service training (in general)

Debriefings (meetings evaluating how a certain

job after it ends)

Human rights training

Training on the local factors (culture, languagge,

geography, and economy of the country you are

deployed)

Training on democratic policing

12. How much were you satisfied or

dissatisfied with the following facilities Totally Totally satisfied | N/
during your mission? dissatisfied (1) (10) A
Your salary

Buildings (Police stations and other facilities)

Housing facilities (Where you stay)

Social facilities

Vehicles

Computers

Information systems

Electronic communication devices (Radio,

phones etc.)

Technical Personnel

13. To what extent do you agree or disagree withéh | SA N D | SD N/
following statements? A

| have had a comfortable and convenient
working environment during the mission

My duties are defined clearly enough. So | know
what | am supposed to do at work

In general, | am pleased with the operation of
duties and tasks in the mission
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My job in the mission gives me the opportunit
to be creative in my work

<

My Superiors (police chiefs/commanders) are
open to changes

My Superiors encourage the personnel to
express their opinions without hesitation during
the mission

My superiors encourage the personnel to use
discretion when necessary

My superiors in the mission are open to
developing informal relations with their staff

I am frequently given feedback by my superiars
on my job performance

| have always felt the existence of a strong
leadership at the UN police mission

My superiors know how to motivate their
personnel in the duty

| believe that | have much more knowledge and
experience on policing than my superiors in the
mission

High level positions are given based on political
factors rather than merit (knowledge and
experience) in the UN police missions

14. How would you define the strictness of relatianbetween high and low level officers in
the mission

Strictness of relationships (hierarchy) Very Very
between high and low level officers Loose (1) Strict10
15. Have you ever heard of the expression "ENJOY | Yes No

THE MISSION"

16. In 1-3 words, what does the phrase "enjoy the
mission"” bring to your mind? (please type in)

Local Issues

17. Which of the below characteristics do you thinks the most important to have in
common with the local people of the country you wde during the UN mission?

Religion History Race Border Language Culturehédiplease specify here

18. Which of the below characteristics did you havan common with the local people of the
country you work during the UN mission? (Please chuk all that apply)

Religion History Race Border Language Culturehédiplease specify here
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19. To what extent do you agree or disagree withéh | SA AN D | SD N/
following statements? A
Local politicians’ intervention in the police work

hindered police from communicating with the local

people

Local people cannot be trusted

The presence of common values (religion, language,

ethnicity) between the UN police and local popalatis

very important for effective policing in

post-conflict countries

Local police in my mission cannot be trusted

If the conflict is too severe the UN police candevelop

close relations with the local people

The UN uses the local media very effectively tanghie

support of local people

20. How would you identify the attitude of the Hostile(1) Friendly N/
following local groups on the UN police? (10) A

Local Citizens

Local Politicians

Local Media

Local Police

Personal Information

21. What mission(s) did you participate in?

22. How many years of previous work experience did
you have when you have entered the UN mission?

23. What is your current rank? (enter 1 if you areat
the the lowest rank in your police
force, 2 for next to the lowest rank, so on)

24. What age group do you belong to?

25. What is your marital status?

26. What is your gender?

27. What country are you from?(Please type in)

28. How many months have you been deployed in th
mission?

D

29. How many years of school have you completed?

30. Thanks for taking the survey. Please specify
below any additional thoughts regarding the survey.
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Appendix C- The Survey Questionnaire (French)

Maintien de I'Ordre Démocratigue

1. Dans quelle mesure étes-vous d’accord ou pas
d’accord avec les déclarations suivantes?

AT? | AIN D DT | N/

La police joue un rdle trés important pour la
démocratisation dans les pays post-conflits

La sécurité des citoyens est plus importante que la
sécurité de I'état

Je suis trés au courant du concept de maintieiowdizd
démocratique

La police devrait tenir compte des avis des citgyen
guand on concoit des stratégies sécuritaires

La police devrait étre subordonnée a I'autoritéeiv

Les commentaires des citoyens évaluant la perfacena
de la police augmenteront I'efficacité de la police

=]

Il devrait y avoir des mécanismes au sein des
organisations de police permettant aux citoyens de
déclarer la mauvaise conduite de la police

Il devrait y avoir des mécanismes extérieurs (hors
organisations de polices) permettant aux citoyens d
déclarer la mauvaise conduite de la police

La police ne peut pas travailler efficacement lg @bit
déclarer tout ce qu’elle fait

Les indicateurs de la performance de la policex(thu
crimes, taux de réponse) devraient étre disponibles
publiguement

La coopération entre la communauté et la policeiest
élément important du maintien de I'ordre efficapar(
exemple pour la réduction des crimes)

La police devrait travailler respecter les prinsiges
droits de ’homme

Les lois soutiennent toujours (=protegent plus que
nécessaire) les criminels

La police devrait se concentrer surtout sur laelatiti
crime plutdt que de mener des activités d'Tlotagéad
communauté

2L AT: Accord Total, A: Accord, N: Ni accord ni dissard, D: Disaccord, DT: Disaccord Total
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Les régimes démocratiques empéchent la policeed’étr
efficace

La police devrait se comporter de facon égale sans
discrimination envers chaque personne, quels geeatsa
sa race, son sexe et sa religion.

La démocratie est le meilleur type de gouvernement

Apprentissage organisationnel

2. Dans quelle mesure étes-vous satisfait ou insdiit | Com Com | N/
de l'accés aux outils d’information suivants durant plete plete | A
votre mission? ment men
Insati t
sfaits Satis
D faits
(10)
Acces a I'lnternet
AccesalaTV
Accés aux Bibliotheques / Livres
3. Selon vous, combien d’années au minimum est-ca’gn officier de maintien de
I'ordre devrait travailler pour une mission de maintien de I'ordre pour étre efficace?
1 2 3 4 5 Jusqgu'a ce que la miss®termine
AT |A |N D |[DT |N/
A

4. Dans quelle mesure étes-vous d’accord ou pas

d’accord avec les déclarations suivantes ?

L’environnement de travail de la mission de maimtie
I'ordre onusienne fournit de bonnes opportunités
d’apprendre le maintien de I'ordre

J'ai acquis beaucoup de nouvelles connaissances et
expériences concernant le maintien de I'ordre duran
mission

Les connaissances et expériences acquises durant la
mission onusienne m’ont aidé a changer mon appgoc h
de la gestion policiére

Je pense que les connaissances et I'expériencsesqu
durant la mission sont gaspillées parce que I'ONUait
rien pour en tirer parti

Il est tres difficile de changer les réglementscpdures
et codes de maintien de 'ordre dans les missiens d
maintien de 'ordre onusiennes

Travailler avec des officiers de police de culture
différente durant la mission présente des diffésfbour
s’adapter a I'environnement de travail

Mes collégues de la mission de maintien de I'ordre
onusienne sont ouverts aux changements concemant
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facon de maintenir I'ordre

Il y a des conflits entre le quartier-général d@NU
(New-York) et le terrain en ce qui concerne I'apgtion
de nouvelles idées et applications dans les missien
maintien de I'ordre

J'aime tester de nouvelles idées au travail

Quand je rencontre un probleme, je fais des rebksret
essaie de corriger les causes sous-jacentes demb

Quand je rencontre des probléemes, je suggére teujims
solutions a mes supérieurs

5. Selon vous, quels seraient les bénéfices (I'iié) des activités suivantes si elles étaient
menées par 'ONU pour obtenir des connaissancesdg I'expérience concernant les

missions de maintien de la paix ?

Compléete | Completement | N/
ment Utiles (10) A
inutiles

1)

Sondages anonymes par lesquels les officiers datiema
de l'ordre peuvent noter des problemes et meilkeure
pratiques concernant le travail

Plateformes virtuelles (inter ou intranet) ou impées
permettant aux officiers de maintien de 'ordre
d’'informer des problémes et de proposer des soisitio

Rencontres informelles avec 8-10 officiers poutgrar
des meilleures expériences qu'ils ont retiréesede |
mission

Groupes Internet/intranet par lesquels les officue
maintien de I'ordre peuvent partager leurs hisgoier le
terrain de fagon informelle avec des amis d’autres
missions

Culture et engagement des forces de maintien de fdre

6. Dans quelle mesure pensez-vous que les actionisantes sont justifiables?

Toujours | Jamais
Justifiabl | Justifiables (5)
es (1)

Accepter des cadeaux chers (voiture, maison, bigcLy
des citoyens en échange de services

Cacher la mauvaise conduite de vos colléegues (par

exemple ne pas informer vos supérieurs méme si vous

voyez un de vos collégues torturer un suspect)

Accepter de petits cadeaux des citoyens en éctdnge
VOS services

Frapper un suspect pour obtenir des informatiotaded
afin d’'empécher un attentat

7. Veuillez indiquer vos trois motivations principdes pour rejoindre une mission de
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maintien de I'ordre de I'ONU (Indiquez 1 pour la plus importante et ainsi de suite)

1 2 |3

Carriere

Argent

Aventure

Voyages a l'etranger

Humanitarisme (Aider les gens dans le besoin)

Expérience Internationale

Amélioration de vos niveaux de langue

Autres Veulillez spécifier ici

8. Veuillez indiquer en 1 a 3 mots ce qui augmentaccroit, stimule, promeut) le plus votre
motivation dans la mission de 'ONU

9. Veuillez indiquer en 1 & 3 mots ce qui décroibgisse, diminue, limite) le plus votre
motivation dans la mission de 'ONU

10. Dans quelle mesure étes-vous d’accord ou pas | AT A [N D |[DT |N/
d’accord avec les déclarations suivantes ? A

Je suis fier d'étre membre de 'ONU

L'ONU emploie les meilleurs officiers de maintiea d
I'ordre de leurs pays

Je fais confiance en la plupart de mes colléguda de
mission

Quand je ne travaille pas, je passe toujours mopge
avec mes compatriotes (amis de votre pays) dusant |
mission

Tous mes collegues font de leur mieux durant |aimis

L'’ONU n’est qu'une marionnette des superpuissance

[72)

A la fin du conflit (querre), 'armée peut établordre
interne et appliquer les lois mieux que la polieaglles
pays post-conflits

Capacité Technique, Structure Organisationnelle eteadership

11. Dans quelle mesure étiez-vous satisfait ol Totalement Totalement N/
insatisfait des formations suivantes durant Insatisfait (1) Satisfait (10) A
votre mission?

Formation durant le service (en général)

Analyses de situations (rencontres pour évaluer
un certain travail, une fois celui-ci terminé)

Formation en droits de 'homme

Formation en facteurs locaux (culture, langue,
géographie et économie du pays ou vous étes
déployé)

Formation en maintien de I'ordre démocratiqye
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12. Dans quelle mesure étiez-vous satisfait o
insatisfait des formations suivantes durant
votre mission?

uTotalement
Insatisfait (1)

Totalement
Satisfait (10)

N/

Votre salaire

Batiments (Commissariats ou autres centres)

Logement (votre domicile)

Centres sociaux

Véhicules

Ordinateurs

Systemes d’Information

Moyens de communication électronique (Rad
téléphones)

io,

Personnel technique

13. Dans quelle mesure étes-vous d’'accord g
pas d’accord avec les déclarations suivantes

UAT A

N/

J’ai eu un environnement de travail confortab
et pratique durant ma mission

e

Mes taches sont assez clairement définies. D
je sais ce que je suis cense faire au travalil

onc,

En général, je suis content de la fagon dont le
devoirs et tdches sont accomplis dans la miss

'S
sion

Mon travail dans la mission me donne
I'opportunité d’étre créatif dans mon travail

Mes supérieurs (chefs de maintien de I'ordre
commandeurs) sont ouverts aux changement

[72)

Mes supérieurs encouragent le personnel a

exprimer leurs opinions sans hésitations durant

la mission

Mes supérieurs encouragent le personnel a étre

discrets le cas échéant

Mes supérieurs dans la mission sont ouverts
relations informelles avec leur personnel

aux

Mes supérieurs me donnent souvent du feedl
concernant ma performance au travail

nack

J'ai toujours eu I'impression gu’il existe un
leadership fort & la mission de maintien de
I'ordre de 'UN

Mes supérieurs savent comment motiver leur
personnel au travalil

Je crois que j'ai beaucoup plus de connaissa
et d’'expérience concernant le maintien de
I'ordre que mes supérieurs dans la mission

nces

Les postes de haut niveau sont octroyés sur
base de facteurs politiques plutét que le mérif

a
e
ons

(connaissances et expérience) dans les miss
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de maintien de l'ordre de 'ONU |

14. Comment qualifieriez-vous le niveau de relatianentre les officiers de haut et bas

niveau de la mission

Relations avec la hiérarchie entre les Trés Trés strict (10)
officiers de bas et haut niveau Détendu

(1)
15. Avez-vous jamais entendu cette expression Qul NON

"Bonne mission" (ENJOY THE MISSION)

16. En 1-3 mots, que signifie pour vous I'expressio«
Bonne mission » ? (notez votre réponse)

Questions locales

17. Selon vous, lesquelles des caractéristiquegeissous sont les plus importantes a

partager avec les gens de communauté du pays ou gdwavaillez durant votre mission ?

Religion Histoire Race Frontiere Langue Cult#etres Veuillez spécifier

18. Lesquelles des caractéristiques suivantes avigaus en commun avec la
communauté locale du pays de votre derniére missianusienne ? (Veuillez indiquer les

réponses pertinentes)

Religion Histoire Race Frontiere Langue Cult#etres Veuillez spécifier

19. Dans quelle mesure étes-vous d'accord ou pas
d’accord avec les déclarations suivantes ?

AT

A

N

D

DT

Si le conflit n’est pas trop sévere, la force dentian de
I'ordre de 'ONU peut avoir des relations prochesala
population locale

L'ONU utilise les média locaux trés efficacementpo
obtenir le soutien des habitants locaux

La présence de valeurs communes (religion, langue,
ethnicité) entre la force de maintien de I'ordrd’@NU
et la population locale est trés importante pour le
maintien de I'ordre efficace dans les pays postitenf

On ne peut pas faire confiance aux personnes bcale

La police locale dans la mission n’est pas digne de
confiance

L’intervention des politiciens locaux dans le trivde la
police empéche la police de communiquer avec la
communauteé locale

20. Comment caractériseriez-vous l'attitude I'attitide
des groupes locaux suivants envers les forces de
maintien de I'ordre de 'ONU ?

Hostile

(1)

Amical
(10)

Citoyens locaux

Dirigeants politiques

Média locaux

Police locale

Informations personnelles
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21. A quelles mission(s) avez-vous patrticipé ?

22. Combien d’années d’'expérience de travalil

précédente aviez-vous quand vous avez rejoint 'ONU
5

=

23. Quel est votre rang actuel ? (1 si vous étes mng
le plus bas de votre force de maintien de la paix e
ainsi de suite)

24. A quel group d’age appartenez-vous ?

25. Quel est votre statut marital ?

26. De quel sexe étes-vous ?

27. De quel pays étes-vous ? (Indiquez le nom)

28. Depuis combien de mois étes-vous déployé pour
cette mission ?

29. Combien d'années d’école avez-vous terminées

30. Merci de votre participation. Veuillez indiquer ci-
dessous toute remarque complémentaire concernant
le sondage.
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