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1. [ am pleased to present the report on the above-mentioned audit.

2. Based on your comments, we are pleased to inform you that we will close
recommendations 2, 3, 5 and 6 in the OIOS recommendations database as indicated in
Annex 1. In order for us to close the remaining recommendations, we request that you
provide us with the additional information as discussed in the text of the report and also
summarized in Annex 1.

3. Your response indicated that you did not accept recommendations 1 and 4. In
OIOS’ opinion however, these recommendations seek to address significant risk areas.
We are therefore reiterating them and requesting that you reconsider your initial response
based on the additional information provided in the report.

4. Please note that OIOS will report on the progress made to implement its
recommendations, particularly those designated as high risk (i.e., recommendation 4) in
its annual report to the General Assembly and semi-annual report to the Secretary-
General.
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Mr. Byung-Kun Min, Programme Officer, OIOS
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EXECUTIVE SUMMARY
Audit of recruitment in UNAMI

The Office of Internal Oversight Services (OIOS) conducted an audit of
recruitment in the United Nations Assistance Mission for Iraq (UNAMI). The
overall objective of the audit was to determine the adequacy and effectiveness of
internal controls regarding the recruitment of staff. The audit was conducted in
accordance with the International Standards for the Professional Practice of
Internal Auditing.

The Mission recruited 444 national and international staff from January
2006 to March 2008. Due to the volatile security situation in its area of operation,
UNAMI faced many recruitment challenges. Despite those challenges, UNAMI
was responding to its human resources needs. However, there were opportunities
for improvement, as follows:

. Guidelines and standards had not been developed locally
outlining the timeframe for recruiting national staff. As a result, the
Mission could not assure the efficiency and effectiveness of the process.

° Contrary to the Department of Field Support Human Resources
Management Policy, vacancy announcements for the recruitment of
national staff were closed in less than 14 days of the announcement being
circulated.

° There were instances where recruitments were made without
vacancy announcement and interview.

° Four international candidates and two national candidates were
recruited although they did not have the relevant academic qualifications
and work experience specified in the respective vacancy announcements.

. The required numbers of candidates were not shortlisted and
interviewed for 10 of the 58 international and national recruitment cases
reviewed by OIOS.

° In two instances, the selection of candidates was not supported
by the required comparative evaluation worksheets of the relevant
interviewing panels.
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1. INTRODUCTION

1. The Office of Internal Oversight Services (OIOS) conducted an audit of
recruitment in the United Nations Assistance Mission for Iraq (UNAMI). The
audit was conducted in accordance with the International Standards for the
Professional Practice of Internal Auditing.

2. UNAMI operates in Iraq, Kuwait, and Jordan. Consequently, UNAMI
maintains human resources management functions in those countries under the
overall management of the Human Resources Section (HRS), which is located in
Kuwait. The Human Resources Unit is located in Iraq, the Recruitment and
Induction Unit in Jordan, and the International Staff Unit in Kuwait. The Chief of
HRS reports to the Chief of Administrative Services (CAS) who in turn reports to
the Chief of Mission Support (CMS).

3. As of 31 March 2008, UNAMI had a total of 668 staff including 286
international staff and 382 national staff. From 1 January 2006 to 31 March
2008, UNAMI recruited 229 international staff and 215 national staff.

4. The Field Personnel Division (FPD) of the Department of Field Support
(DFS) and UNAMI are jointly responsible for recruiting and appointing
international staff and UNAMI is solely responsible for recruiting national staff.

5. Comments made by UNAMI are shown in italics.

Il. AUDIT OBJECTIVES

6. The main objectives of the audit were to:

(@ Assess the adequacy and effectiveness of internal controls
regarding the recruitment of staff; and

(b) Determine compliance with the relevant policies and procedures.

iil. AUDIT SCOPE AND METHODOLOGY

7. The audit covered the recruitment of civilian personnel for the period
from 1 January 2006 to 31 March 2008. The audit was conducted in Kuwait and
Jordan. A sample of 74 recruitment cases were selected, which included 29
international recruitments and 30 national recruitments, as well as the recruitment
of 15 individual contractors. The auditors were precluded from reviewing 23 of
the 52 international recruitment cases since UNAMI, at the time of the audit, did
not maintain these records. The auditors were also precluded from accessing the
Field Personnel Management Systems to validate certain recruitment information
in the system. The Mission did not provide the auditors with access to the System
stating that it had not received the approval of the DFS.




8. The audit methodology comprised interviews with key Mission
personnel, analysis of data and review of relevant records and documents.

iV. AUDIT FINDINGS AND
RECOMMENDATIONS

A. Vacancy rate

9. Of the 1,038 posts authorized in the 2008 approved budget, 668 were
encumbered as of 31 March 2008. As indicated in Figure 1 below, the overall
vacancy rate of the Mission as of March 2008 was approximately 36 per cent,
which is high compared to the vacancy rates in stable missions, which according
to UNAMI range between 20 to 25 per cent. The average vacancy rate for field
service, general service and national staff ranged from 25 to 35 per cent
respectively. However, as indicated in Figure 1 below, the actual vacancy rate for
professional posts as at March 2008 was much higher than the 42 per cent
vacancy rate used in preparing the budget. Programme managers informed OIOS
that they could not provide the level of services expected of their sections and
that their staff had been stretched due to the high vacancy rates.

Figure 1: Trend of vacancy rate (2006-2008)
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10. The volatile security situation in Iraq has impeded the timely recruitment

of staff. Moreover, high vacancy rates resulted, in part, from delays in
recruitment. A review of 29 national recruitment cases revealed that it took from
90 to 270 days (from the date of the vacancy announcement to the date an offer
of appointment is made) to complete more than 55 per cent of the reviewed
recruitment cases. It took up to a year to complete 5 of the 29 international
recruitment cases reviewed by OIOS.

11. Delays in recruitment resulted from the absence of adequate standards

and monitoring procedures to ensure the timeliness of recruitment. On 10 January
2




2008, UNAMI issued Administrative Circular 02/2008 highlighting the guiding
principles of international staff selection and stipulating the timelines for staff
selection processes at the Mission’s level as 5-6 weeks. OIOS notes that the
Circular does not address the expected time frame for the recruitment of national

staff.
Recommendation 1

1) The UNAMI Office of Mission Support should
develop appropriate recruitment standards and timelines
and subsequently monitor compliance with those standards
through formalized reporting in order to reduce the high
vacancy rate.

12. The UNAMI Office of Mission Support did not accept recommendation 1
and stated that the SOPs promulgated by DFS for international recruitment are
applicable to all missions. To ensure clarity, UNAMI issues guidance to
programme managers and monitors compliance through the newly rolled out
Human Resource Action Plan. The same process applies to the recruitment of
national staff The Mission was unable to provide OIOS with the requested
supporting evidence showing how it monitors compliance with the established
standards. OIOS reiterates recommendation 1 and requests UNAMI to reconsider
its initial response to the recommendation. Recommendation 1 remains open
pending receipt of a copy of the standards used to monitor the recruitment
process.

B. Vacancy announcement

Circulation of vacancy announcements

13. Four of the 29 vacancy announcements for national posts reviewed were
closed in less than 14 days of the announcements being circulated. This is
contrary to DPKO Human Resources Management Policy, which requires that
each vacancy announcement should be circulated for at least 14 days. There were
no records documenting the reasons for the Mission’s circulation of these
vacancy announcements for less than the required period. By allowing
insufficient time for circulation of vacancy announcements, UNAMI’s ability to
recruit qualified staff may be impeded.

Recommendation 2

2) The UNAMI Office of Mission Support should ensure
that the minimum period of 14 days is allowed for all
vacancy announcements by requiring the Human Resources
Section to prepare periodic reports on the circulation of
vacancy announcements in order to attract more applicants
to fill vacancies.

14. The UNAMI Office of Mission Support accepted recommendation 2 and
stated that it has since January 2008 started to comply with the 14 days minimum
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period of vacancy announcement for local recruitments. Recommendation 2
remains open pending verification by OIOS that vacancy announcements are
circulated for at least 14 days.

Recruitment without vacancy announcement

15~ Two posts (i.e. a post for Electoral Affairs Officer (EAO) - international
and another post for Humanitarian Officer - national) were filled without vacancy
announcements being issued. Communications between DFS and the UNAMI
regarding the EAO post indicate the absence of any clear guidance on whether
such a post should have been advertised in Galaxy or filled from the roster of
successful applicants of the Electoral Assistance Division (EAD).

16. Under normal recruitment practices, a vacancy announcement has to be
made before filling a vacant post. Non-compliance with such a procedure
compromises the transparency and competitiveness of the process and creates
lack of trust in the recruitment system.

Recommendation 3

A3 The UNAMI Office of Mission Support should ensure
that the recruitment of staff is made only through
appropriate vacancy announcements to make the process
transparent and competitive.

17. The UNAMI Office of Mission Support accepted recommendation 3 and
stated that the Mission strictly adheres to the standards and procedures
established in the SOPs. However, there was an exigency of the requirement in
the case of national Humanitarian Officer that was the overriding factor. In the
case of international selection of Electoral Affairs Officer, UNAMI finalized the
process of recruitment after consultation between Electoral Assistance Division
and Field Personnel Division (FPD) of DFS. Based on the explanation provided
and assurances provided that the Mission normally strictly adheres to the
required procedures, recommendation 3 has been closed.

C. Initial and technical clearance

Proper technical screening

18. The academic qualifications and work experience of six recruited
candidates reviewed did not match the requirements specified in the relevant
vacancy announcement as follows:

Air Operations Assistant (FS-4);
IT Assistant (FS-4);
Translator/Interpreter (P-3);
Human Resources Officer (FS-6); and
Two GL-5 posts for national staff.




19. UNAMI was unable to demonstrate that the candidates had the relevant
academic qualifications and work experience. Technical clearing of candidates
is an essential aspect of the recruitment process. It helps to ensure that candidates
are properly screened and those selected meet the stated requirements of the
relevant posts. The lack of a proper screening process could affect UNAMI’s
ability to recruit qualified staff.

Recommendation 4

“@ The UNAMI Office of Mission Support should ensure
that all candidates are technically cleared before they are
recruited by requiring the Human Resources Section to
periodically report on the technical clearances issued.

20. The UNAMI Office of Mission Support did not accept recommendation 4
and stated that once the initial clearance is given by DFS/FPD, the Mission
strictly adheres to the SOP regarding technical clearance of international
candidates. There is no system of technical clearance of local candidates; but the
Personal History Profiles (PHPs) are reviewed against the requirements of the
vacancy announcement. As indicated in paragraph 19 above, the Mission did not
adhere to the requirement for technical clearance of international candidates.
OIOS reiterates recommendation 4 and request UNAMI to reconsider its initial
response to the recommendation. Recommendation 4 remains open pending
records showing that the four recruited international candidates referred to in
paragraph 18 above were technically cleared in accordance with existing
procedures and verification that the staff meet the requirements of the relevant
posts.

D. Competency based interview and documentation of
selection

Short listing for interviews

21. Once the list of eligible candidates has been narrowed down to a shortlist
that matches the post-specific evaluation criteria and the Organization’s
requirements, the candidates should be interviewed to assess their competencies
and core values as specified in the relevant vacancy announcements. A minimum
of three candidates are to be shortlisted for each vacancy.

22. UNAMI did not shortlist the required number of candidates for 10 of the
58 international and national recruitments reviewed by OIOS. The practice of
not consistently shortlisting the required number or even more candidates is
ineffective, considering the very high possibility that some may decline an
invitation due to the volatile security situation in the Mission area.

23. UNAMI explained that the number of qualified applicants was often
small. Therefore, it was not always possible to shortlist three candidates per
vacancy.




Recommendation 5

o) The UNAMI Office of Mission Support should
endeavour to shortlist more candidates so that at least three
candidates could be interviewed for each vacant position and
whenever enough candidates are not available; this has to be
duly documented.

24, The UNAMI Office of Mission Support accepted recommendation 5 and
stated that exceptional approval by FPD is sought where the Mission experiences
difficulties in meeting the ratio of three shortlisted candidates per vacancy in the
case of international recruitment. Based on the explanation provided by the
Mission, recommendation 5 has been closed.

Competency based interview training

25. Information Circular 128/2007 issued by UNAMI on 19 September 2007
states that only staff members who have been trained in competency-based
interviewing skills may participate in interview panels. Of the 55 staff members
that participated in interview panels after the issuance of the above-mentioned
circulars, 20 had not taken the competency-based interviewing training organized
by UNAML

26. Since the competency-based interview training became compulsory only
after September 2007, it was still too early, at the time of the audit, for all
programme managers to avail themselves of the opportunity to attend the
training. In addition, some programme managers stated that they had taken
competency-based training at their previous duty station. However, HRS had not
obtained records of the staff members’ participation in the training. In OIOS’
opinion, it is important for all staff involved in interviewing to undergo the
relevant training to ensure the recruitment process is not compromised.

Recommendation 6

6) The UNAMI Office of Mission Support should ensure
that competency based interviewing skills training be given
for staff members who participate in an interview panel.

27. The UNAMI Office of Mission Support accepted recommendation 6 and
stated that with the recent on-boarding of new training staff, the Mission is
organizing many competency-based interviewing training and is encouraging all
programme managers and staff to attend the training. The Mission further
clarified that its SOP requires at least one panel member to have the training.
Based on the response of the Mission, recommendation 6 has been closed.

Selection of candidates

28. Two instances were noted in which the selection of the candidates was
not supported by the required comparative evaluation of the relevant interviewing
panels. For post number 56642 (P-3), there was no record that the selected staff
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had been evaluated by the panel. Moreover, the selected candidate had been
previously interviewed and evaluated for another vacancy, at P-3 level, by
another panel and found not to be suitable.

29. In another instance, the candidate was not recommended for the post of
Humanitarian Affairs Officer, but was recommended for a position as Reporting
Officer. Despite this, the candidate was recruited as a Humanitarian Affairs
Officer. There was no record showing that the candidate had been properly vetted
and assessed as qualified for the post of Humanitarian Affairs Officer.

Recommendation 7

U] The UNAMI Office of Mission Support should ensure
that the recommendation for any recruitment is made with
due care and proper evaluation based on comparative
evaluation worksheet and if there is any deviation from the
panel’s recommendation that should clearly be documented.

30. The UNAMI Office of Mission Support accepted recommendation 7 and
stated that only initially and technically cleared candidates who have undergone
competitive selection are recommended for recruitment. Recommendation 7
remains open pending verification by OIOS that the necessary evaluations were
performed with respect to the three recruitments referred to in paragraphs 28 and

E. Reference checks

31. DFS is responsible for performing reference checks of international
candidates and UNAMI is responsible for performing reference checks for
national candidates. Reference checks are performed to verify the candidate’s
academic qualifications and work experience.

32. UNAMI did not always perform reference checks as required. Of the 29
national recruitment cases reviewed by OIOS, reference checks had only been
performed for 2 of them. UNAMI was unable to provide any evidence of its
attempts to verify the qualifications of the other 27 national recruits. The failure
of the Mission to perform the required reference checks could result in
recruitment of non-qualified candidates, and or unsuitable candidates.

33. UNAMI explained that it was experiencing difficulties in verifying the
qualifications of Iragi candidates stating that, in a post conflict country,
conducting a reference check is almost impossible. OIOS observed, however,
that UNAMI also did not always perform reference checks of non-Iraqi
candidates for posts in Jordan and Kuwait.

Recommendation 8

3 The UNAMI Office of Mission Support should ensure
reference checks are conducted in the recruitment of
national staff and appropriate documentation is maintained
where reference checks are not feasible and practicable.




34. The UNAMI Office of Mission Support accepted recommendation 8
stating that reference checks are conducted regularly and documentation
maintained in files. OIOS found evidence that the Mission is not performing
reference checks. Recommendation 8 remains open pending verification by
OIOS that there is a mechanism established to ensure reference checks are
undertaken for all newly recruited staff.

F. Other matters

Gender and geographic balance

35. The DFS/DPKO HR Handbook states that the selection of staff must be
made with due regard to the principles of equitable geographical distribution and
gender equality. While Mission posts are not subject to geographic distribution
per se, every effort should be made to ensure an equitable geographic balance
and to increase the numbers of staff from under-represented Member States.

36. Of the 229 international staff recruited by the Mission from January 2006
to March 2008, female and male staff members constituted 22 and 78 per cent
respectively. Out of the total recruitment made during this period, 59 per cent
were recruited only from 10 countries. There was no mechanism in place for
monitoring geographic distribution and gender equality. As a result, some
programme managers were not aware of the overall picture of gender and
geographic balance in the Mission and were therefore precluded from taking
appropriate measures at the time of recruitment.

Recommendation 9

) The UNAMI Office of Mission Support should
provide gender and geographic distribution information
periodically to programme managers to help improve gender
and geographic balance.

37. The UNAMI Office of Mission Support accepted recommendation 9 and
stated that this will be implemented to the extent possible. Recommendation 9
remains open pending confirmation that HRS provides gender and geographic
distribution information periodically to programme managers.
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assignment.




pajyuswardur]

pajuswoduy

wnps

$92In0s3al uewinH

I0] U2AIS 2q Juuiel] S|[INS SUIM3lAIU]
paseq Aousladwoo eyl aimmsue p[noys
uoddng uoIssIy Jo 230 INVNN YL

Snonunuo))

patusworduy

wnIps

JeuoneiadQ

"pAUAWNIOP ANp
2q 01 SeY SIY} 2[qR[IBAR JOU 2B SAIEPIpULD
y3noua JaAuaym pue uonsod JueoBA
O3 IOJ PAMAIAIIUT 2q PJNOd SIBPIPUED
P21yl 1SB9] 1B JBUl OS  S3JBPIpUED
2Io0W JSI[UOYS ©0) JINOABIPU  PINOYS
uoddng uoIssI Jo 20130 INVNN YL

papiaoad JoN

‘sampadoad Junisrxa yim 2ouepIoddE
ur  paiea[d  AJ[EoIuyda]  2IamM  JAOQE
81 ydeiSered ur o1 paiuajar s2jepipued
panIoal 9 Y1 1Bl SuImMOys SpIoday

YSiH

[euoneradQ

"Panss| 20UEBIED|I [EJIUYDS} UO O]
uodas A[peaipouad 01 UOHIAS S20IN0SIY
uewny 2yl Sumnbaxr  Aq  paunoal
are Aoyl 210J2q paIEQ[D  AJ[EOIUYDal
JIe SQIEpIPUED [[E JEY] 2INSUD PInoys
uoddng uoIssiiy Jo 2O INVNN YL

pauswayduy

pojudwayduwy

wnipay

souerdwo)

'aANRdWod pue udledsue
ssoooxd oy eyeW 03 SUAWROUNOUUE
Aoueoea aeudolrdde ySnoayy Ajuo apew s
JJ©IS JO JU2UNINIDAT 21 JBY) 2INSUD PINOYS
uoddng uoISSI JO 20 IWVNN YL

snonuruo))

sAep y1
JSe9] 1B I0J peole[ndild ale sjuauIdunouue

AdueoeA 1Y} SOIO AQq UOIBOGUISA

wnipajy

souerdwo)

"SUaWAIUNOUUE
AouedeA jo uopenaid Ay uo suodar
otpouad aredard 01 uonoeg seamosay
uewny 2y} Suunnbar Aq sjuawasunouue
AouedeA [[B 10} pamo[e sI SABp ¥
Jo pouiad wnwiurw ay) jey) 2msud pinoys
uoddng woISSI JO IO JANVNN YL

papraoid 10N

*ss9001d JUsWIINIDAL 9y JojIUOW
0) pasn sptepuels oy} Jo Ados e jo 1d1oosy

0)

wnipspy

QOUBUWISAOD)

“Bunuodai pazijeulioj yanouy
spepuels asoyl yim aouerjdwod Joyuow
Apuanbasqns pue sauyawn pue spiepuels
juauninioar oreudoidde dojeasp pinoys
uoddng UOISSI JO 20JO TNVNN YL

ep
uonejuma[dury

UOI}BPUIUTUIOIIN ISO[D 0) PIPIIU SUON)IY

10
/D

sunea
p |

£1039)83 sy

UOI}EPUIW T 0IY

‘ou
WY

I XANNY

SNOILVANANINOOHTY LIdAV 40 SALVLS




SUOTIBPUSWILIOIAT 0} asuodsal ul [NV N[ Aq pepiacid areq .
uado = O ‘pesopP =),

‘uonnquusip [esryder30a3 pue 19puss uo
uoneuLIoIUl Ylim siofeuewt swwelSosd

"2oue[eq d1Ydes3093 pue Japuad
aaoxdun djoy o1 sieSeuew ounuesSord
01 Ajeapourad uopruLIOjUl UOHNQLYSIP
oydesSoas pue sopua apiaoid pinoys

sjeIpaww] sapiaoxd §YH Jey uoneuLIjuO) | O wnipaA |seomosaruewny | uWoddng woissiy Jo 20430 [AVNN UL | 6
"a]qeonoeid pue 2[qIsea) 10U 2Ie SN
20U2IRJ21 2I9YM PRUIBIUIBW 3q PINOYS
uoneluawnoop Aeudoidde pue  yreis
‘JJeis pajnisal £[jeso] Jo [BUOIIBU JO JUSUNINIDAI dY) Ul PAjINpuod
S22 39UAIJ21 ANBLSPUN 0] WISIUBYIAU 2JB  SY09YD 9QOUAIQJAI  2INSUD  PINOYS

snonunuo) ® sI 212y} 18yl SOIO Aq uonesyuas | O wnipapy souerdwo) | wpoddng uoissi Jo 20O [IAVYNN YL | 8
“pajuawInIop
2q A[B2[d P[NOYS 1Byl UOHEBPUIUILIOII
s Joued ayy woiy uoneIAap Aue sl 219y}
J1 PUE 122yS3I0M UOPEN[EAR 2AneIRdwod
'6Z pue gz sydeiSered uo paseq uonyeneae Jadord pue aed
Ul 0] PauIgJel SIUAUNINIOAI 2041 Ayl 0] anp yum 2peW 2JB JUaUNINIdAI Aue I0]
10adsal yim paurropiad a1om sUOREN[BAD UOIEPUAWIIOIA] Y} Jeyl 2INSUd PNoys

Apeare suo(q | Aressodau oy} 1Byl SOIO AQ UONEBOYLDA | O ySig feuoneradp | woddng uorssiy Jo 2940 TNVNN YL | L
‘[oued maiAloul
ue ur oedioyed oym sioquisw  jyels

2¥¢P UONEPUIMWUI0IIL ISO[D 0) PIPIAU SUONIY 10 suges K1032183 sy UONEPUI W W0IY ot
uoneyudwarduy : : D ASnY : ; ‘WoINY




