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Abstract
This paper addresses inter‐agency coordination (IAC) among United Nations
organizations (agencies, funds, programs and peacekeeping mission) in post‐conflict
reconstruction and peacebuilding. Taking a management and organization theory
perspective on the subject matter, the paper investigates which factors drive or
impede the ability of the different branches of the United Nations system to “work
together as one” and to deliver results to its beneficiaries in a more coordinated and
coherent fashion. Building on evidence from field research in Liberia, the paper
develops a preliminary model of inter‐agency coordination in UN peacebuilding and
identifies nine particularly important “success factors” that bear special relevance for
the development of effective IAC. As one of the most important results, the paper
highlights the potential of a shared organizational culture as driver for inter‐agency
coordination and presents structural and managerial levers that can be applied to
foster a shared culture within the UN family. On the theoretical level, the study
presents micro‐level evidence in support of some recent considerations of
peacebuilding systems as network organizations. The paper furthermore
corroborates these works´ skepticisms towards top‐down approaches to organizing
UN peace operations and displays some of the disfuctionalities of hierarchical
systems in this context.
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“We need to make sure that our efforts are well integrated,
since the various elements of peacebuilding are interdependent,
and failure in one sector can mean the failure of the rest”
Kofi Annan

1. Informing idea and research agenda
The idea for this paper was born at the conference “Public Administration meets
Peacebuilding” held at the University of Konstanz, Germany, in summer 20071. Bringing
together a number of distinguished practitioners and scholars, the conference focused
on the fundamental challenges and dilemmas of state‐building and the management of
United Nations peace operations. Among the most prominent topics of the conference
was the importance of a better coordination of the several UN actors in post conflict
settings. This paper contributes to this debate by providing a management perspective
on the issue.
We first conducted a thorough review of the literature on inter‐organizational
coordination (IOC) and UN peacebuilding. We observed in particular two points of
interest that served as impetus for this research project. First, it appeared that a certain
tension exists between recent theoretical approaches to IOC in peacebuilding and the
praxis of United Nations peace operation design. While scholars recommend the use of
self‐organizing network concepts for peacebuilding (such as "coordination by
compromise" or a "peacebuilding community"; see De Coning, 2007a; Herrhausen, 2007;
Lipson, 2005; Ricigliano, 2003; Roberts & Bradley, 2005), the integrated mission
framework for peace operations is akin to traditional top‐down approaches for
achieving integration. Informed by this discrepancy, the first aim of the present study
was to take a closer look at the reality of inter‐agency coordination (IAC)2 in the field
and investigate whether hierarchical or lateral coordination mechanisms dominate day‐
to‐day IAC among UN actors.
Second, we detected a gap in the pertinent literature. At present, comprehensive
evaluations of the micro‐level phenomena of IAC in United Nations peacebuilding
endeavors are scarce. Previous studies largely remain at an abstract level and aim at
categorizing general approaches to peacebuilding (De Coning, 2007a; Roberts & Bradley,
2005), provide a theoretical framework for the understanding of IAC in peacebuilding
(Herrhausen, 2007; Lipson, 2005) or challenge traditional views on the topic (Paris,
2007; Ricigliano, 2003). Implementation oriented case studies on United Nations post‐
conflict reconstruction either focus on specific aspects of coordination, e.g. civil‐military
coordination, or represent broad evaluations of one or more missions that only touch
1

The conference was organized by Wolfgang Seibel, Julian Junk and Till Blume, also at the Department of
Politics and Management. The conference report can be obtained at http://www.uni‐
konstanz.de/FuF/Verwiss/Seibel/conference/start. We are contributing to the proceedings, which will
be published in cooperation with the International Peace Institute, New York
2 In the context of peace operations, inter‐organizational coordination is mostly referred to with the
context specific term of inter‐agency coordination (IAC). We use this term whenever referring to inter‐
organizational coordination in peace operations.
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upon on the issue of IAC (Chesterman, 2004; Cutillio, 2006; Dahrendorf, 2003; Doyle &
Sambanis, 2006; Holohan, 2005; Paris, 2004). Therefore, the second aim of the study at
hand is to provide a comprehensive account of micro level factors that influence the IAC
process within an UN peacebuilding framework.

1.1.

Definition and research questions

For the purpose of this study, we define inter‐agency coordination as3
[t]he process of concerted decisionmaking and/or action, be it formal or
informal, of two or more UN agencies made with some degree of adjustment to
each other in order to achieve coherence in the pursuit of a wide range of
activities of the political, development, human rights, humanitarian, rule of law
and security dimensions of the UN peacebuilding system towards common
strategic objectives.
As indicated, the paper at hand intends to contribute to the understanding of IAC in
United Nations peacebuilding by providing a micro perspective on the factors and
mechanisms that influence operational IAC. To this end, the study team entered the field
with four broad research questions:
1. How do UN organizations in reality coordinate themselves under the roof of a
hierarchically designed integrated mission?
2. What are the driving and impeding factors for successful IAC?
3. What factors qualify as “success factors” for IAC?
4. What managerial mechanisms may improve IAC?

1.2.

Methodology and data basis

The project’s research design followed the methodological principles of Grounded
Theory as outlined by Glaser and Strauss (1967) and Strauss and Corbin (1990). Unlike
deductive approaches to theory generation, Grounded Theory is built inductively from
empirical data. A central concept of Grounded Theory is the idea that research is a
process of constant comparison of data with the emerging theory. That is, data collection
alternates with data analysis. In the course of this “dialogue”, concepts surface and new
theory emerges iteratively. The process is repeated until new data does not lead to new
insights (theoretical saturation). For a more detailed description of this work’s
Grounded Theory application, see the appendix to this paper.
Our data basis consists of 28 semi‐structured interviews with UNMIL and UNCT agency
staff in Monrovia and in two field locations conducted during a research trip to Liberia
from March 8th to 28th, 2008. In addition, insights were gained through participatory
observation of a number of inter‐agency coordination meetings and extensive
3

This definition draws on a number of established definitions of inter‐organizational coordination
(Alexander, 1995; Alter & Hage, 1993; Grandori, 2001; Rogers & Whetten, 1982) and is informed in
particular by literature on coordination in peacebuilding (De Coning, 2007b).
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discussions with UNMIL, UNCT, and NGO staff in more “informal” settings. Finally, a
review of relevant UN internal documents, terms of reference, and guidelines as well as
organizational charts, complemented the first‐hand data and proved to be very helpful
for the understanding of the IAC processes in Liberia.

2. Factors influencing IAC in the Liberian United Nations family
The first step on the research agenda was the identification of the most important
factors influencing this IAC process in Liberia. What emerged from the analysis were 20
IAC factors that were categorized in three basic groups: (1) structural factors, (2) factors
related to the characteristics of the individual interaction partner, and (3) factors
associated with the organizational culture of the agencies involved in IAC.
Structural factors. These are understood to be those concrete arrangements of
organizational design that are manifested in formal rules, practices, and institutional
responsibilities. This includes all standard procedures, decision‐making organs,
resource allocations and workplace arrangements officially imposed by any of the UN
actors in Liberia. From the data, 13 such factors emerged. Within these, a separation
among such concerning the overall UN system (factors S‐1 to S‐8, see Exhibit 1) and such
associated with individual agencies only (factors S‐9 to S‐13, see Exhibit 2) was drawn.
Individual factors. When asking for the reasons of perceived good inter‐agency
coordination, almost all interviewees gave responses that included some sort of
reference to the idiosyncrasies of the interaction partner(s). To explore this personality
metaphor in more detail, over the course of our interviews we included more questions
targeted at the specific characteristics of people that were perceived to be good IAC
partners. What emerged from these questions was a list of “soft” and rather vague
factors. We grouped them into five clusters that most respondents could agree on:
familiarity among interaction partners, individual interaction style, individual IAC
relevant experiences, professionalism, and individual commitment to IAC (see Exhibit
3).
Cultural factors. The third group of factors which emerged from the data comprises
statements that were directed at UN employees’ shared values, practices, self‐images,
and the like (see Exhibit 4). With recourse to organization theory, we labeled this
category “organizational culture”. 4 In the interviews, indications for organizational
culture were mentioned in two different contexts: (1) the particular organizational
culture of one agency and (2) a collective culture of all agencies, i.e. in the sense of “One
UN”. We refer to the first type as “agency culture” and the latter one as “collective
culture of UN system”. According to the data, the two are closely interdependent and
both have a strong influence on IAC.
4

According to Schein’s conception of organizational culture (2004: 17) it is “a pattern of shared basic
assumptions that the group learned as it solved its problems of external adaptation and internal
integration, that has worked well enough to be considered valid and, therefore, to be taught to new
members as the correct way you perceive, think, and feel in relation to those problems”(2004:17).
Works on private sector organizations have shown how a firm’s organizational culture guides the way
employees interact with other organizations (Schein 2004: 89ff).
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Exhibit 1:
The quantity of staff specifically assigned
to the coordination of agency activities.

S‐1

S‐2

S‐3

S‐4

S‐5

S‐6

S‐7

S‐8

Designated
boundary
spanners

Agency task
division

Location of
agency offices

Common
planning cycles

Joint agency
retreats

IT and
communications

Planning and
program tools

Formal
coordination
forums

The frequency and quality of IA forums,
such as task forces, working groups and
meetings.

The extent to which common planning and
programming (p&p) tools are employed.

The availability of compatible IT and
communication equipment to all agencies.

The degree to which joint agency retreats
are used to bring IAC partners from
different agencies together.

The degree to which agencies’ planning
cycles are congruent and synchronized.

The physical proximity of agencies’
premises and offices.

The degree to which agencies’ areas of
responsibility are separated.

Description

Factor

Structural Factors (overall UN system)

Appropriate number of IAC
platforms and meetings.

Major decisions and
programs are aligned over
common p&p tools.

All agencies and locations are
connected with IT and
communication equipment.

Strategic decisions are made
and discussed in joint
retreats.

Agency project cycles are
synchronized and congruent.

Offices are located in vicinity
of one another.

Task overlap is minimal, each
agency has own area of
responsibility.

A sufficient number of
specifically assigned
coordination staff present.

Positive incident

Too many or too few IAC
forums.

No formal tools in place
for joint planning and
programming.

Agencies have different
IT and communications
equipment / standards.

No joint retreats are
used.

Agency project cycles
differ in length and
starting time.

Offices are physically
separated from one
another.

Agency tasks overlap and
competition among
agencies exists.

No designated staff for
coordination tasks
among agencies.

Negative incident
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Exhibit 2:
The extent to which an agencies mandate or
mission statement specifically embraces
IAC.

S‐ 9

S‐ 10

S‐11

S‐12

S‐13

Agency mandate and
mission statement

Training and
development of agency
staff

Performance Appraisal

Recruiting and
selection of agency
staff

Staff availability for
IAC forums

The relative quantity of agency employees
that is available for IA coordination tasks
and participation in IA forums.

The extent to which an agencies recruiting
procedures and criteria account for IAC
requirements.

The degree to which IAC goals are
incorporated and effectively tracked in
agencies performance evaluation systems.

The extent to which trainings prepare
agency’s employees for IAC through a)
specific IAC trainings or b) joint trainings
with other agencies.

Description

Factor

Structural Factors (individual agencies)

Sufficient staff available for
regular participation in IAC
forums.

IAC related capabilities and
experiences included as
selection criterion. External
candidates welcome.

IAC goals included in
performance evaluation.
Evaluation also by members
of other agencies.

Specific IAC trainings are in
place and trainings are held
jointly with other agencies.

Agency mandate makes
specific reference to IAC and
highlights the necessity of
working together.

Positive incident

Staff shortage hinders
regular participation in
IAC forums.

No IAC related criteria
included in selection
procedure. Only internal
candidates.

No IAC goals in individual
PA form and evaluation
only by own line superior.

No IAC trainings
conducted and no joint
trainings in place.

Agency mandate does not
comprise IAC goals.

Negative incident
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Exhibit 3:
The extent of an individual’s
professionalism in terms of her or his (1)
job specific expertise, (2) general
administration skills and (3) language
proficiency.

I‐1

I‐2

I‐3

I‐4

I‐5

Professionalism

Individual
interaction style

IAC relevant
experiences

Familiarity with
the IAC partner

Individual
commitment to
IAC

The extent to which IAC partners are
committed to IAC and use their authority
to instruct subordinates to engage in IAC.

The degree to which an IAC partner is
acquainted to another IAC partner
through his or her (1) job related
interaction and (2) private interaction.

The extent to which an individual has
acquired previous experiences relevant
for IAC.

The manner in which an individual
engages in inter‐personal contacts with
his IAC counterparts in the other
agencies.

Description

Factor

Individual Factors

IAC partners show high personal
commitment towards IAC and
convey such commitment to
subordinates.

.

IAC partners are familiar with
one another based on previous
professional or personal
interaction

IAC partner has gathered
experience in other UN agencies,
in boundary‐spanning roles and
with the military.

IAC partner exercises a
democratic and considerate
interaction style.

All IAC partners display
adequate professionalism.

Positive incident

IAC partners are
uncommitted and do not
instruct subordinates to
engage in IAC.

IAC partners are not
familiar with one another
due to lack of previous
interaction.

IAC partner has been with
the agency for his /her
whole career and has not
gathered outside
experience.

IAC partner exercises an
autocratic and overly task
focused interaction style.

IAC partners lack basic
professional skills.

Negative incident
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Exhibit 4:

The salience of agency culture, i.e. the degree to
which organizational members adopt and
internalize the distinct values, norms and
practices of their agency, has an influence on an
agency’s IAC capacity. Agency culture salience is a
function of the degree to which (1) an agency’s
norms and values are distinct from those of other
agencies and (2) agency members internalize
these values and norms and allow them to guide
their own behavior.

C‐1

C‐2

Agency
culture

Collective
culture of
UN system

The degree to which UN specific values and norms
are shared across the agencies of the UN system.
Or the extent to which agency employees see
themselves as belonging to the UN family as
opposed to their own agency.

Description

Factor

Cultural Factors

Individuals and agencies
embrace UN specific values,
norms and behaviors.

Agency culture salience is
weak because an agency’s
norms and values are not
distinct from those of other
agencies.

Positive incident

Individuals and agencies
do not embrace UN
specific values, norms
and behaviors.

Agency culture salience
is strong because an
agency’s norms and
values are very distinct
from those of other
agencies and agency
members embrace these
values and norms.

Negative incident
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3. Impact of the factors
In the field setting in Liberia, we encountered both instances in which IAC was working
well and those in which IAC was poor, according to the definition of IAC. In order to
identify the reasons underlying this discrepancy, we systematically compared instances
of successful IAC with IAC failures. What emerged from the comparison are the following
insights:
•

IAC success is the result of the interplay between the factors; thus, specific
configurations of factors rather than a single factor account for successful/poor
IAC.

•

Instances of successful IAC always exhibit favorable characteristics of the
individual factors.

•

Structural and cultural factors related to the specificities of the overall system
and the agencies are supportive to individual factors if they exhibit favorable
characteristics; however, they cannot compensate for a lack of conducive
individual factors.

Thus, the individual factors seem to have the highest impact on the success of IAC
whereas structural and cultural factors can only provide a supportive framework for
IAC. This conclusion is also driven by an additional insight that surfaced during our
interviews: the factors respondents had associated with unsuccessful inter‐agency
coordination were different from those the same interviewees had associated with
successful IAC. We thus concluded that, instead of being two ends of the same “IAC
continuum”, successful IAC and unsuccessful IAC constitute different constructs.
After further analysis, we found the emerging division to have similarity with a concept
stemming from basic motivation theory: the idea of hygiene and motivating factors. In
Frederic Herzberg’s motivator‐hygiene theory of job satisfaction, hygiene factors
constitute those elements that avoid dissatisfaction, while motivators are those factors
that provide job satisfaction (Herzberg, 1968, 1987). Therefore, in analogy with
Herzberg’s theory, we concluded that the opposite of successful IAC is not unsuccessful
IAC but rather no coordination; and similarly the opposite of unsuccessful IAC, is not
successful IAC but no unsuccessful IAC.
Exhibit 5 is a first attempt to order the 20 factors according to their presumed impact on
IAC success and IAC failure.5 The figure indicates that while some factors predominantly
extend into the domain of IAC success, others are first and foremost connected with IAC
failure. In reference to Herzberg, we refer to the latter type as hygiene factor and the first
type as motivating factor (Herzberg 1968).

5

The allocation is primarily based on the data derived from the interview protocols and field notes, but
also influenced by a good deal of interpretation. Consequently, the figure should be considered with
necessary caution and seen as a preliminary contribution instead of a definite result. In order to provide
a broader foundation for the classification, more in‐ depth research is required.
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In addition to the two extremes, we included a group of intermediate factors for which
an allocation was not possible due to ambiguous data. The analysis suggests that in
order to realize successful IAC, motivating factors are especially important while
hygiene factors and intermediate factors are less relevant. Based on this proposition, the
factors “individual interaction style” (I‐2), “IAC relevant experience” (I‐3), “familiarity
with the IAC partner” (I‐4), and “individual IAC commitment” (I‐5) stand out and should
be given closer consideration when identifying the “success factors”.

Exhibit 5:

Hygiene, intermediate, and motivating factors
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4. Interdependencies among the factors
So far, we have only considered the different factors in isolation. Yet such an approach
falls short of including the significant interdependencies between the different
categories and factors, in particular the relationships between structure, culture, and
individuals’ characteristics and behaviors (see Exhibit 6).

Exhibit 6:

Interplay among structural, cultural and individual factors

According to our observations, among the interdependencies in particular two
relationship patterns bear relevance for the development of successful IAC: First, the
influence of structural and individual factors for the construction of a collective UN
culture (discussed in section 4.1), and secondly the relationship between some of the
structural and individual factors (discussed in section 4.2).
These two broad connections can be broken down into interdependencies between
particular factors in each category from which the most important ones are
subsequently highlighted and graphically presented in exhibit 7. Each of the connections
is marked with a number (1‐8) that corresponds to the respective description in the text.
In the scope of this paper, we will only allude briefly to these interrelations. A more in‐
depth description is provided in the complete research report (Döring 2008).
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Exhibit 7:

4.1.

Interdependencies among factors

Collective culture as product of structure, individual and agency culture

According to our findings, the factor “collective culture of the UN system” (C‐2) was
shaped by the interplay of eight of the previously introduced structural and individual
factors and closely coupled with the culture salience of the individual agencies. We also
found indications that from both cultural factors, feedback emanates to structure and
individual behaviors. In the following, we address the three major influences separately.
The proposed multilateral ties are jointly presented in exhibit 8.
11
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Exhibit 8:

Influences on collective UN Culture

Agency cultures and collective culture of UN system (link 1)
We found that the salience of agency culture is an important determinant for the
development of collective culture of the UN system in a given IAC situation. High agency
culture salience exists when (1) the norms and values of an agency are distinct from
those of other members of the UN family and (2) agency members have internalized
them to a high degree, so that the norms and values guide their behavior.
According to our findings, agency culture salience is coupled with the collective culture
of the overall UN system in three ways. First, if agency culture salience is low (high), the
development of a collective UN culture is less (more) difficult. Second, if agency culture
explicitly embraces (declines) the collaboration with other agencies, the development of
a collective UN culture is less (more) difficult. Third, when a strong (weak) collective UN
culture exists, this reinforces the weakening (strengthening) of individual agency
cultures.6

Structural factors and collective culture (links 2 and 3)
Structural factors influence collective culture by providing a framework or “breeding
ground” for it to develop (link 2). Some structural factors thereby influence collective
culture directly and some via the factor “agency culture” (link 3). With respect to latter,
we found indications that the factors “agency mandate” (S‐9), “training of agency staff”
(S‐10), and “performance appraisal” (S‐11) play an important role. The underlying logic
here is that by changing the mission statement of an agency or adapting the criteria of
the performance appraisal system, agencies may be able to influence the norms and
6

These deliberations are inspired by a recent paper of Schreiner and Klimecki (Schreiner & Klimecki,
2008) in which the authors examine the influence of organizational identity salience on the behavior of
members of inter‐organizational management teams and their ability to construct a new, shared identity
among themselves.
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values of agency employees. For the development of a collective culture of the UN
system, this is relevant because the interviews revealed that in those cases in which the
mandate and performance goals of an agency adhered to collaboration with other UN
entities, this was usually also reflected in the values and beliefs of the agencies’
employees and therefore instrumental in creating an agency culture that was open to the
idea of “One UN”.
Direct influence on collective culture emanated in particular from the structural factors
“formal coordination forums” (S‐8), and “location of agency offices” (S‐3) because they
constitute forums in which the employees of the several agencies were able to interact.
This finding is in line with pertinent literature on corporate culture where interaction is
widely regarded as a prerequisite of culture formation (Schein, 2004: 63). Although we
were not able to find direct evidence in the data in support of this claim, we think that
repercussions also exist from the two forms of culture back to structural factors (link 6).
Based on first indications, we propose that when the agency culture or the culture of the
UN system in a given instance embraces collaboration among the agencies, this will
affect the agencies’ recruiting and incentive schemes. Such interrelations have been
described for private sector organizations (Pheysey, 1993: 43) and call for further
investigation in the special setting of UN peace operations.

Individual factors and collective culture (links 4 and 5)
Among the individual factors, especially ”individual leadership commitment” (I‐5),
“familiarity with IAC partners” (I‐4) and “individual interaction style” (I‐2) of employees
emerged as impacting the development of a collective culture. While the structures serve
as the skeleton for culture, the commitment and style of individual employees adds
“flesh to the bones” and shapes the culture in a given IAC situation (link 4).
The following example illustrates this claim. The “UN culture” (i.e., the norms and values
shared across the agencies) as we experienced in the County Support Team in Lofa was
much more pronounced than the UN culture in most settings in Monrovia. In Voinjama
our interview partners not only referred with larger frequency to common UN values
and the necessity to work together as “One UN”, but also agreed more easily on the
priorities of their common work. Also, our observations suggest that the degree of
voluntary consultation among the several agencies and UNMIL branches in Voinjama
was higher then in other settings. As we shared this impression with respondents, many
expressed the opinion that this was largely due to the high commitment of the local CST
facilitator and the general “informal atmosphere” in sector II. Other respondents
mentioned close personal bonds among individuals as a reason for the strong
identification as one UN group.
The interviews also suggest that agency culture and collective culture exert a strong
influence on the individual IAC partners and the way they represent their agencies in
inter‐agency‐coordination meetings (link 5). Especially for the bigger agencies such as
UNDP, UNICEF, UNHCR and UNMIL, our respondents repeatedly draw implicit and
explicit connections between the organizational background of an interaction partner
and his or her personal coordination behavior.
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4.2.

Structural impacts on individual behaviors and characteristics

The second important interaction pattern that surfaced from our analysis is the
influence of certain structural factors on individual characteristics of agency members.
Because they emerged to have special relevance, we will here elaborate more concretely
on the impact of the six structural factors ‐ “training of agency staff” (S‐10), “recruiting
of agency staff” (S‐12), “performance appraisal” (S‐11), “location of agency offices” (S‐3),
“joint agency retreats” (S‐5), and “formal coordination forums” (S‐8) ‐ on the group of
the five individual factors. In lieu of describing their proposed impact separately, we
subsume these factors under the umbrella of what we identified as their common
underlying logic; namely capability and motivation (link 6) and personal interaction
(link 7). According to our findings, successful IAC was only possible when both
conditions coincided.

IAC capability and motivation (link 6)
The effect of the structural factors “training of agency staff” (S‐10), ”recruiting of agency
staff” (S‐12), and “performance appraisal” (S‐11) can be subsumed under the concept
“IAC capability and motivation”. While capability refers to an individual’s ability to
perform actions, motivation refers to the individual’s willingness to engage in that
action. In this context, we found that through IAC specific trainings, such as those that
CST staff or the coordination officers at the RC office receive, IAC partners can be
specifically prepared for the demands of IAC. Similarly, we found that if the recruiting
criteria account for the demands of IAC, the IAC capability of staff was positively
influenced. Finally, to enhance the motivation of agency staff, an agency’s performance
evaluation tools proved to be the natural lever: In those cases in which IAC goals were
included in employee’s personal performance objectives, the motivation for IAC was
especially high.
These results are not astonishing and are well documented in basic management
literature (e.g. Hellriegel, Jackson, & Slocum Jr., 2008; Steinmann & Schreyögg, 2000).
However, we find them especially noteworthy as we also found a considerable deficit
concerning their implementation. The factors that we identified as being positively
influenced by capability and motivation are the “individual IAC commitment” (I‐5),
“professionalism” (I‐1) and “individual interaction style” (I‐2) of IAC partners. In short, a
capable and motivated IAC partner is more likely to be committed to IAC, to command
the necessary professional skills and interact with his or her counterparts in an
adequate manner.

Personal interaction (link 7)
Particularly interesting is the common logic underlying the factors “location of agency
offices” (S‐3), “joint agency retreats” (S‐5), and “formal coordination forums” (S‐8). The
shared denominator of these factors is that they are enablers of personal interaction
between representatives of the independent agencies. Such interaction seems to be a
necessary precondition for the emergence of IAC. Studies in the field of communication
research show the positive impact personal interaction between individuals has on the
success of groups.
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As Kiesler and Cummings note, face‐to face communication has a “strong impact on
cooperation through its effects on bonds, social contracts, and group identity. It is the
most powerful medium known for coordinating work within an interdependent group”
(2002: 64). Our findings suggest that personal interaction in turn influences the two
individual variables “familiarity with the interaction partner” (I‐4) and “IAC relevant
experiences” (I‐3) which are both important drivers of individual IAC ability and
accounted as IAC motivators.

5. Summary: A preliminary model of IAC in United Nations peacebuilding
Based on the analysis outlined above, we identified nine genuine “success factors” that
bear special relevance for effective inter–agency coordination (IAC) in United Nations
peacebuilding. According to our data, these are the factors:
•

Agency culture: The salience of agency culture, i.e. the degree to which
organizational members adopt and internalize the distinct values, norms and
practices of their agency.

•

Collective culture of UN system: The degree to which UN specific values and
norms are shared across the agencies of the UN system. Or the extent to which an
agency’s employees see themselves as belonging to the UN family as opposed to
their own agency.

•

Training and development of agency staff: The extent to which trainings
prepare agency’s employees for IAC through a) specific IAC trainings or b) joint
trainings with other agencies.

•

Recruiting and selection of agency staff: The extent to which an agency’s
recruiting procedures and criteria account for IAC requirements.

•

Performance appraisal: The degree to which IAC goals are incorporated and
effectively tracked in an agency’s performance evaluation systems.

•

IAC relevant experiences: The extent to which an individual has acquired
previous experiences relevant for IAC.

•

Individual interaction style: The manner in which an individual engages in
inter‐personal contacts with his IAC counterparts in other agencies.

•

Individual IAC commitment: The extent to which IAC partners are committed to
IAC and use their authority to instruct subordinates to engage in IAC.

•

Familiarity with IAC partner: The degree to which an IAC partner is acquainted
with another IAC partner through his or her (1) job related interaction and (2)
private interaction.
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Exhibit 9:

A preliminary model of IAC in United Nations peacebuilding

Exhibit 9 merges the foregoing figures and underlying considerations into a preliminary
model of IAC in United Nations peacebuilding.7 To this end, it combines the proposed
interdependencies and cross influences of the several IAC factors (black, thin arrows)
and the suggested division into hygiene factors and motivators (colored circles with
letter H for hygiene and M for motivator). Also, the model stresses the importance of the
nine success factors by highlighting them in green.
7

Please note that this model constitutes a simplified version of the original model in the comprehensive
research report (Döring 2008).
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Accounting for the elements displayed it the model, four broad conclusions can be
drawn:

6. Contributions and limitations of the research
The goal of this study was to find first evidence on how IAC in United Nations field level
peacebuilding occurs and which factors influence the IAC outcome. To this end, the
research developed the previously presented model of IAC in United Nations
peacebuilding. Overall, the study at hand contributes to the scholarly and practical
discussion of IAC in United Nations peacebuilding in four ways.
•

It provides a comprehensive account of UN‐internal factors that impact the
outcome of IAC in field‐level peacebuilding. In introducing a micro‐level
perspective on the challenge of inter‐agency coordination in UN peacebuilding, it
enriches the emerging literature on IAC.

•

The study identifies nine particularly important “success factors” that seem to
bear special relevance for the development of effective IAC. In the process, the
study makes available an informative basis for the allocation and prioritization of
managerial attention and resources in present and future peacebuilding
endeavors.

•

The study presents micro‐level evidence in support of some recent theoretical
considerations of peacebuilding systems as network‐organizations. It
furthermore confirms these works´ calls for renouncement of hierarchical top‐
down approaches to organizing UN peace operations.

•

The study highlights the potential of a shared organizational culture as driver for
inter‐agency coordination in UN peacebuilding. In the process, it draws attention
to a previously largely neglected aspect of IAC and highlights the need for further
research in this area.
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Despite its contributions, we want to emphasize that the present conclusions are
tentative and further research is strongly indicated in order to provide a more solid
empirical foundation as well as a refined theoretical framework. From a methodological
perspective, four limitations in particular constrain the explanatory power of the model
at this stage.
•

Theoretical saturation is not fully reached for any of the 20 factors of the model.
Given the limited scope of a pilot study, present research had the option either to
delve deeply into a limited number of issues or to observe more superficially a
larger set of factors. Because of the scarce literature on micro‐level IAC in United
Nations peacebuilding and the impracticability of identifying factors a priori, the
study opted for the second approach. Consequently, the emerging data was
“richer” in breadth than in depth. However, this opens up various opportunities
for future research that could substantiate and build on the findings of this pilot
study.

•

The model does not account for external pressures and influences stemming from
other actors in the peacebuilding community. This signifies a severe limitation.
Future research should include at least three additional stakeholder‐influences:
(1) influences stemming from the United Nations headquarter bodies (DPKO,
DPA SG, SC, and GA) and the several agency headquarters; (2) influences derived
from non‐UN actors such as national government agencies, international
organizations and alliances (such as EU, ECOWAS, AU), private sector firms (e.g.
diamond mining and rubber plantations in Liberia) and the multitude of NGOs;
and (3) influences stemming from the specific mission context, such as level of
violence, stage of the mission, political pressures and history of the conflict. The
inclusion of these actors in the model would provide a more complete picture of
IAC in United Nations peacebuilding.

•

The model is only based on data from the Liberian UN peacebuilding community.
While it can be assumed that most of the factors of the model are applicable
irrespective of the concrete mission setting, the authors acknowledge the
likelihood that in other peacebuilding context the configuration of factors may
differ. Therefore the model should be applied to other UN peacebuilding
endeavors to augment variation of factors and exclude mission‐specific factors.

7. Recommendations for the Liberian peacebuilding context
While the preceding discussion and the model have aimed at generating universally
valid explanations for the development of IAC, we conclude this report with a focus on
concrete management recommendations for the Liberian peacebuilding community.
Based on the model’s stipulations and the data gathered in interviews and observations,
three “areas of improvement” stand out. These are (1) a stronger managerial focus on
individual bound IAC factors, (2) the strengthening of the network character of the UN
peacebuilding system and (3) the intensification of inter‐agency staff exchange through
the use of alternative forums. For each of the three areas we propose concrete
management activities that are presented in the grey boxes and briefly illustrated in the
text.
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Focus on individualbound IAC factors
One of the most evident findings of the analysis was the two‐fold importance of
individual IAC factors for the success of IAC. Therefore, the individual characteristics of
agency employees are of paramount importance for successful IAC and should be at the
center of future efforts to improve IAC. Yet when discussing this recommendation with
UN employees, we were confronted with the argument that it would be beyond the
power of mission planners to change individual characteristics of agency staff. While this
is partly correct, the links “personal interaction” and “IAC capability and motivation”
have exemplified how structural factors can influence the individual factors. In our
opinion, the Liberian UN community has used this potential fairly well for the link
“Personal Interaction”. Through frequent formal coordination forums, joint agency
retreats and locating agency offices near one another, a high degree of face‐to‐face
interaction can be provided. For the link “IAC capability and motivation”, however, we
see room for improvement. Based on our findings, we propose the following managerial
activities to improve IAC in the Liberian peacebuilding context:

We believe that, through these structural modifications, the Liberian UN agencies could
effectively enhance the individual IAC capability and motivation of their employees.
•

Intensifying and broadening scope of IAC related training: The training of IAC
specific skills should be intensified and scope of the already existing trainings
broadened to include a larger portion of agency staff. As a specifically well
designed IAC skill‐training, a three‐day orientation workshop for new CST staff in
which all Civil Affairs UNVs receive an introduction to the common UN approach
and build their sensitivity to facilitation could serve as example for future
trainings.

•

Revision of agencies’ recruiting and selection procedures: According to our
findings the considerable potential a fine‐tuned recruiting and selection
procedure could have on the IAC related qualities of agency staff, has not been
realized to the fullest extent. Therefore, the recruiting procedures of the agencies
should be revised to include more IAC‐relevant criteria. Some interviewees, for
instance, revealed that previous work with the same agency was seen as an
important asset in the application process, while work with a different
organization (even from the UN family) was not regarded as equivalent. Yet
according to our findings on the characteristics of successful IAC partners
(factors I‐1 to I‐5), the working experience with other agencies particularly
constitutes a valuable IAC experience and should therefore receive greater
recognition in the recruiting process.
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•

Revision of performance evaluation: The agencies’ performance evaluation
tools should be revised and in the future incorporate IAC as discrete goal. While
many of the agency heads we spoke to had IAC related goals in their performance
evaluation we were surprised to find that despite the fact that “One UN” was a
priority for the DSRSG, SRSG, and the agency heads, so few explicit coordination
goals were anchored in the evaluation forms of mid and lower level agency staff.
With the exception of designated coordination officers, most mid level
management respondents said that they were not specifically assessed on how
they coordinated with other UN agencies or UNMIL sections. According to our
assessment, if IAC activities were given a more central role in the agencies’
performance evaluation systems, this would have a positive impact on the
behavior of the personnel and in addition the IAC success. In addition, if
performance evaluation would also include evaluators from other agencies, e.g.
members of a joint task force or team, more tangible incentives for committed
IAC would be in place.

Strengthen the network character of the UN peacebuilding system
The previous discussion has alluded to the network character of the Liberian
peacebuilding community and stressed the positive impact of non‐hierarchical
coordination mechanisms for the IAC outcome. Therefore, we propose to strengthen the
network character of the UN system in Liberia by taking following steps:

In detail, in order to make “coordination without hierarchy” (Chrisholm, 1989) in Liberia
work even better, the UN in Liberia should take three measures:
•

8

Allocation of resources to boundaryspanning entities: In order to strengthen
the network character of the Liberian UN community, more resources should be
allocated in particular to the Resident Coordinator’s office so as to expand it
boundary‐spanning capabilities. As our inquiries have revealed, an important
cornerstone for the development of a functioning peacebuilding network among
the several UN entities is the support of designated boundary spanners.8
Notwithstanding the fact that they are regarded as useful, the designated
coordination staff still lacks recognition in some parts of the UN community. In
addition, the designated coordination officers, in spite of enormous personal
commitment to their tasks, are overburdened with many responsibilities. The

This recommendation corresponds with findings on intra‐ and inter‐firm networks in the private sector
(Grandori & Soda, 1995; Lambe, Spekman, & Hunt, 2002; Perrone, Zaheer, & McEvily, 2003; Richter,
West, Van Dick, & Dawson, 2006; Spekman, Forbes, Isabella, & MacAvoy, 1998).
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personnel resources of the Resident Coordinators office should thus be expanded
and their importance more explicitly communicated to the wider UN community.
•

Reduction of overlap in agency responsibilities and tasks: As was highlighted
under the factor “agency task division” (S‐2), an overlap in responsibilities can
cause both, a competition for resources and competence. We found amble
evidence for this fact in the field. However, we also encountered instances in
which actors under strong consideration of the task at hand achieved an
appropriate division of task by limiting themselves to their core competences and
strengths.9

•

Strengthening of “One UN” without undermining agencies’ “home cultures”:
Based on our observations in the field, a system‐wide culture has a considerable
potential for integrating a country‐level peacebuilding system and therefore for
enabling IAC. The integrative function of culture is also underlined by the
theoretical findings of Network Theory.10 As the discussion on interdependencies
has revealed, culture is a product of a complex interplay of structural and
individual factors. As possible managerial levers for influencing a collective
culture our study has identified “agency mission” statements (S‐9), their ”training
of agency staff” system (S‐10), and the agencies’ ”performance appraisal” system
(S‐11).

Foster exchange and interaction among the agencies through alternative forums
Two “success factors” that surfaced from our analysis were “familiarity between IAC
partners” (I‐4) and “IAC relevant experiences” (I‐3). Familiarity and IAC experiences
develop only on the basis of personal face‐to‐face interaction. Personal interaction in
turn has been shown to be influenced by “location of agency offices” (S‐3), “joint agency
retreats” (S‐5), and the provision of “formal coordination forums” (S‐8).
As already alluded to in the first recommendation, the Liberian UN community has
generally done a good job in using these structural leverages to provide interaction
among agency staff. This strategy should be continued and the UN should continue to
push for locating its county offices near each other and maintaining its investments in
joint agency activities. In addition to these existing forums, two other possibilities for
exchange surfaced from the interviews:

9

For private and public sector settings, many studies have highlighted that inter‐firm networks were
most successful when every partner contributed their own specific expertise to the joint undertaking
and overlap in areas of operations was reduced to a minimum (e.g. Alter & Hage, 1993; Poldony & Page,
1998). As Alter and Hague (1993: 48) point out: “[I]f organizations are not direct competitors,
interaction is likely to be intense and cooperative behaviour more possible”.
10 Theoretical underpinnings and empirical evidence can be found in various studies (Granovetter, 1985;
Haslam, Postmes, & Ellemers, 2003; Klimecki, Probst, & Eberl, 1991; Powell, 1990; Schein, 1995;
Whetten & Godfrey, 1998).
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11

•

Allocation of resources for joint trainings: We believe that through the
conduct of more joint trainings, dynamics could be realized that are as positive as
in the existing interaction forums. One option for initiating such activities may be
for UNMIL to revise the strict regulations of the Integrated Mission Training
Center (IMTC) and open its training program to staff from other agencies.11

•

Facilitation of personnel exchange between agencies: UNMIL and UNCT
agencies should lobby their respective headquarters to establish a systematic
personnel exchange among the agencies in order to provide its employees with
more IAC experiences. One possibility would be the institution of an UN‐wide
rotational program for young professionals and “high potentials” combined with
an adjustment of career paths within the UN that would not be restricted to one
agency or body.

Attempts in this direction are already undertaken and strongly promoted by UNMIL leadership.
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Appendix: Grounded Theory development
This work follows the methodological principles of grounded theory as outlined by
Glaser and Strauss (1967) and Strauss and Corbin (1990).12 Unlike deductive
approaches to theory generation that build novel theory on the basis of an already
existing “grand theory”, grounded theory is built inductively from data. In Strauss and
Corbin’s’ (1990: 23) words, grounded theory is,
“(…) inductively derived from the study of the phenomenon it represents. That is,
discovered, developed, and provisionally verified through systematic data collection and
analysis of data pertaining to that phenomenon. Therefore, data collection, analysis, and
theory should stand in reciprocal relationship with each other. One does not begin with a
theory, then prove it. Rather, one begins with an area of study and what is relevant to that
area is allowed to emerge”

A central concept of Grounded Theory is the idea that research is a process of constant
comparison of data with theory. That is, data collection alternates with data analysis. In
the course of this “dialogue”, concepts surface and new theory emerges iteratively. The
process is repeated until theoretical saturation is reached. Exhibit 10 (see next page)
identifies the four main phases and a number of analytical steps we followed in building
our “Grounded Theory” of inter‐agency coordination in peacebuilding.13 Note that the
phases are not sequential but have considerable overlap. The technical terms that are
critical for the understanding of grounded theory (and are used in the exhibit) are
defined below.

Grounded Theory vocabulary
The grounded theory approach uses a number of technical terms that are subsequently
described and defined.
In the rhetoric of grounded theory, incidents are all observed or reported activities,
behaviors, happenings and pieces of information that constitute the “raw data” of a
research endeavor.
The term concept refers to a cluster of such incidents, or as Corbin and Strauss (2008:
45) describe it, “words that stand for groups or classes of objects, events, and actions
that share some major common properties (…).” Concepts are the basic unit of analysis
of grounded theory.
12

In addition, we consulted a more recent book (Corbin & Strauss, 2008) for some basic definitions.
Pandit (Pandit, 1996) exemplifies the application of the grounded theory method in his analysis of
corporate turnarounds. His work informed much of this section and our own data analysis approach.
13 Note that this is only one of many possible patterns. Other authors e.g. Pandit (1996), identify five
analytical phases and nine steps therein. Other sources speak of four steps of Grounded Theory or
describe an eight‐step process of building theory from case studies (Eisenhardt, 1989). For a more
precise display of the steps involved in Grounded Theory building refer to Glaser and Strauss 1967, or
sources for qualitative research in general (Miles & Huberman, 1994; Yin, 2003).
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Higher‐level concepts that embrace a number of sub‐concepts and represent a common
characteristic of these are called categories. According to Corbin and Strauss (1990: 7),
“categories are the ‘cornerstones’ of developing theory. They provide the means by
which the theory can be integrated”.
Coding refers to the process by which a researcher derives and develops concepts and
categories from data. Throughout the data analysis process, three forms of coding are
distinguished. (1) Open coding that takes place at the very beginning of the analysis and
is aimed at identifying, labeling and categorizing a first number of concepts and
categories from data. (2) Axial coding, that is the process of relating concepts and
categories with one another by inductively and deductively combining them. (3)
Selective coding that refers to the identification of core categories and the subsequent
adjustment or linkage of all other categories towards these central elements.
Memos refer to written records of analysis such as interview protocols, field notes,
short aide memoires, or theoretical jottings, all of which are generated in the process of
data collection and analysis. Corbin and Strauss note the importance memos have in the
process of data analysis: “They are working and living documents. When an analyst
actually sits down to write a memo or a diagram, a certain degree of analysis occurs. The
very act of writing memos and doing diagrams forces the analyst to think about the
data” (2008: 118).
Theoretical sampling is another central idea of grounded theory. It reflects the notion
that data gathering is based on evolving concepts. As Corbin and Strauss explain,
“Though the idea of theoretical sampling sounds rather complicated it is not. It is
sampling that follows a line of logical thinking. For example, I was struck by the concept
‘residual anger’. I wanted to learn more about it. Fortunately I was able to ask about it
with the next participant” (2008: 216).
Theoretical sensitivity refers to the “ability to pick up on subtle nuances and cues in
the data that infer or hint to meaning” (Corbin and Strauss 2008: 19). Sensitivity is one
of the most important assets a researcher can have in the data collection and analysis
phase since it allows him or her to detect new concepts and categories, establishing a
theoretical link among them.
Finally, theoretical saturation refers to the point in analysis when all categories are
fully examined and further data gathering and analysis add little new to the
conceptualization. At this point, data collection reaches closure and a model emerges.
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Exhibit 10:

Process of building a Grounded Theory

Research Design (Phase 1)
The first phase in the building of a new Grounded Theory is the delineation of a research
design. At the heart of the research design stands the research question. On basis of this
question, a case example is chosen, the most important constructs are defined and the
25

IAC in United Nations Peacebuilding

Döring / Schreiner

____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

units of analysis are identified (Eisenhardt 1989: 536; Pandit 1996: 2). At this point, only
the unit of analysis will be discussed since the research questions, the basic definitions,
and the choice of a case example have already been discussed. The aim of this paper is to
generate knowledge about the mechanisms and factors that influence operational inter‐
agency coordination in United Nations peacebuilding. Hence, it is not the several
agencies, programs, funds or sections of the mission as such that are the focus of our
attention, but rather the dyadic or multilateral relationships among these entities.
Critical units of observation were therefore those situations or IAC instances in which
agencies engage in some form of mutual decision‐making or action. The more specific
units of analysis within the context of such instances were threefold: The IAC partners
that execute the exchange between the agencies, the agencies themselves and the
surrounding structures of the overall UN system.

Data Collection (Phase 2)
In order to improve the internal and construct validity of our findings, we used a data
triangulation approach (Yin 2003: 98, Eisenhardt 1989: 538) for our study. As the three
main sources of information, we combined document analysis with direct observation
and semi‐structured interviews. In addition, through frequent interaction with the UN
peacebuilding community and participation in a number of coordination meetings as
well as one UNMIL internal field excursion, we were able to gather participant
observation data and some substantial “off the record” information. Through this
convergence of evidence, we were able to provide a broader foundation for our findings
and conclusions.

Data analysis (Phase 3)
When working with the Grounded Theory approach, data collection occurs by and large
simultaneously with data analysis. Kathleen Eisenhardt recapitulates the benefits of this
practice by saying, “overlapping data analysis with data collection not only gives the
researcher a head start in analysis but, more importantly, allows researchers to take
advantage of flexible data collection”. She also maintains that “additional adjustments
can be made to data collection instruments, such as the addition of questions to an
interview protocol or questions to a questionnaire. These adjustments allow a
researcher to probe emerging themes or to take advantage of special opportunities
which may be present in a given situation” (1989: 539).
As the analytical steps depicted in exhibit 10 indicate, our examination of the data
accomplished exactly that. Basically, we started our analysis right after the first
interview. From then on, an intuitive interplay between data and theory developed that
continued until tentative theoretical saturation was reached. In the process, we changed
the concepts several times and modified our interview questions twice.
To exemplify the procedure of intertwined data collection and analysis in Grounded
Theory building, the box on the next page describes how the factors “performance
appraisal” and “individual IAC commitment” emerged during the field research and how
they led us to categorize the factors into structural and individual ones.
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Grounded theory in practice – how factors emerge
After the first three interviews we reviewed the field notes and interview protocols in order to detect
an initial pattern in the information we had gathered. Among other things, we found that all three
respondents had made reference to the lack of motivation of their IAC partners in other agencies. One
respondent, for instance, stated: “[I]f they don’t have incentives to work with us, why should they do
so?” Another person indicated: “If their bosses don’t care, people will not voluntarily coordinate with
other agencies because they lose time for their real tasks in their home organization”. Similarly,
another interviewee pointed out: “People here are judged by what they do for their own agency ‐‐ not
for the other agencies”. Also, in an informal discussion, one senior UNMIL official told us, “The problem
is that I don’t have any leverage to push them to coordinate with me”. These and other similar incidents
alerted us to the fact that the lack of incentives and motivation might have an influence on the IAC
process. Using open coding, we combined these incidents in the preliminary concept “IAC motivation”.
In the next round of interviews, we specifically asked the respondents to share their experiences with
motivated and unmotivated IAC partners. We also asked them to present their opinion on why some of
their IAC counterparts were motivated to coordinate and others were not. One of the findings from
these questions was that in some agencies no incentive system was in place to reward agency staff for
their engagement in the IAC process. One respondent pointed out that most of the lower level agency
staff did not have coordination‐related goals in their performance appraisal. We found this a
noteworthy issue and followed up by asking the next interview partners to provide us with their
performance appraisal (PA) forms. Based on this additional evidence, we went back to our notes and
divided the initial concept “IAC motivation” into two separate concepts: “incentives and PA” and
“individual IAC motivation”.
Thereafter we asked for the two concepts separately. As more data surfaced over the interview
process, we realized two things regarding the two concepts: (1) that they stood in a causal relationship
with one another, i.e. that PA had an influence on the individual motivation for IAC, and (2) the
difference between the two was that “incentives and PA” referred to the formal IAC structure, while
“individual IAC motivation” was more concerned with the personal attitude of an IAC partner. Based on
this finding we reviewed the other concepts that had emerged from our analysis and found that each of
them could either be attributed to formal structural arrangements or personality‐bound factors. We
grouped the concepts accordingly and labelled the two emerging categories “structural factors” and
“personality factors”.

Exhibit 11:

Grounded Theory in practice – how factors emerge

Comparison with existing literature (Phase 4)14
The last step in building a grounded theory or (as in our case) a theoretical model is the
comparison of the emerging theory with relevant literature (Pandit 1996: 10;
Eisenhardt 1989: 544). Kathleen Eisenhardt points out that it is important to consider
both, similar literature as well as works that contradict the findings of the emerging
theory. While similar findings may support the generalizability of one’s results and help
to improve construct definitions and raise the theoretical level of the emerging model,
contradictory evidence is indispensable for building internal validity and sharpening the
construct definitions (Eisenhardt 1989: 533).

14

The Grounded Theory application of this work did not include a complete comparison with pertinent
literature due to the lack of sufficient data on all factors. As a result, full theoretical saturation could be
reached, neither for the factors nor for the proposed interdependencies between them.
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As this case study has revealed, the results of such research extend into several branches
of management, organization theory, and psychological literature. On account of this
broad spectrum, we were unable to address with necessary depth every aspect of the
emerging concepts. Nonetheless, once relevant analogies surfaced, we attempted to
include them in the discussion and used them to reshape some of our concepts. In
addition, the process of overlapping comparison with data analysis directed our
attention to consistencies and possible explanations and helped in shaping our
hypotheses on the interaction among some of the IAC factors.
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Acronyms
AU
CST
DFS
DPA
DPI
DPKO
DSRSG
EC
ECOWAS
ERC
EU
HC
HCS
HQ
IAC
IAPT
IASC
IDPs
ILO
IMTC
IOC
JT
NGO
PBPU
PSO
RC
SG
SRSG
UNCT
UNDAF
UNDP
UNHCR
UNICEF
UNSC

African Union
County Support Team
Department of Field Support
Department of Political Affairs
Department of Public Information
Department of Peacekeeping Operations
Deputy Special Representative of the Secretary General
European Commission
Economic Community of West African States
Emergency Relief Coordinator
European Union
Humanitarian Coordinator
Humanitarian Coordination Services
Headquarter
Inter‐agency Coordination
Inter‐agency Planning Team
Inter Agency Standing Committee Country Team
Internally Displaced Populations
International Labor Organization
Integrated Mission Training Center
Inter‐organizational Coordination
Joint Team
Non‐Governmental Organization
Peacekeeping Best Practices Unit
Peacebuilding Support Office
Resident Coordinator
Secretary‐General
Special Representative of the Secretary‐General
United Nations Country Team
United Nations Development Assistance Framework
United Nations Development Program
United Nations High Commissioner for Refugees
United Nations Childrens Fund
United Nations Security Council
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