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Introduction
1. This report provides management responses to the Annual Report of the UNDP Ethics Office (DP/2014/17) and EB decision 2013/25.
2. UNDP management welcomes the sixth independent Annual Report of the Director of Ethics Office (DP/2014/17) and more specifically its consistently strong partnership with management to help “cultivate and nurture a culture of ethics, integrity and accountability so as to enhance trust in and credibility of the UN[DP] internally and externally”. 
Management response to the 2013 Annual Report of the Ethics Office

3. UNDP is pleased to note the various achievements of the Ethics Office including a 100 per cent compliance rate for the filing of Financial Disclosure Policy for 2013 as well as the continued demands for ethics related training/briefings at country offices and regional bureaus. 
4. Pursuant to EB decision 2013/25, UNDP Management has taken steps to ensure that Ethics Offices remains fully staffed with the arrival of a Junior Professional Officer to replace one who left and also provided additional allocation of General Operating Expense. In addition, UNDP management also implemented specific policy changes and additional guidance in response to the recommendation of the 2012 Report of the Ethics Office and pursuant to EB decision 2013/25.  These included revisions to the Financial Disclosure and protection against retaliation; amendment to the definitions for family relations; detail guidance on how best to manage potential conflict of interest; new declaration of conflict of interest form for newly recruited staff etc. 
5. UNDP management has also taken careful note of the report and accepts (in principle) all 4 recommendations with some qualification. 
Recommendation 1: It is recommended that management reviews with relevant stakeholders the procedures and the time that it takes to deal with a complaint of wrongdoing from receipt of the complaint to conclusion of the matter and imposition of discipline under the Legal Framework for Addressing Non-Compliance with United Nations Standards of Conduct. Whether it is founded in truth or merely a broadly held misperception, management must dispel the fear that reporting of misconduct will not lead to tangible results and ensure that meaningful and appropriate action is visibly taken within a reasonable period of time

6. Management wishes to reiterate that UNDP has a zero tolerance for fraud and corruption and is committed to ensuring that appropriate disciplinary action is taken in all cases where allegations of misconduct are substantiated. In the spirit of transparency, the Administrator issues the Annual Report on “Disciplinary Measures and Other Action taken in response to fraud, corruption and other 
wrongdoing”. Since 2012, this report is made available to the general public and provides information on administrative and disciplinary measures imposed on staff members, former staff members, and other personnel including UN Volunteers and contractors, as well as vendors.  

7. UNDP remains committed to encouraging staff to fulfil their obligations to report unethical behavioral and presumptive fraudulent activities at their workplace without fear of retaliation. The results of our Global Staff Survey indicated that a consistently high percentage of staff (about 70%) feel comfortable reporting any observed unethical or illegal behavior. This compares favorably with similar indicator collated by independent non-profit organization (Ethics Resource Center) where on average 63% reported misconduct they witnessed. UNDP management considers that the current high number of incident reporting is a reflection of the growing understanding amongst staff and personnel of their responsibility to report allegations of frauds or wrongdoings contributing to transparency. It also reflects the increasing confidence in the organizational system for secured anonymous reporting and whistleblower protection.
8. UNDP management is of the view that this perception of “nothing happens” may be attributed to the fact that the current extensive efforts involved in the investigation and subsequent proceedings, including possible prosecution, of the individual or individuals concerned are of necessity confidential and therefore not publicly visible. All investigative and disciplinary or administrative action taken must be in accordance with the expected standards set by the jurisprudence of the United Nations Tribunals. Therefore, certain procedures that may be perceived as prolonging the process, such as gathering and reviewing documentary evidence, obtaining a subject’s comments on the investigation report or a subject’s response to the charges of misconduct, are a requirement of due process and cannot be eliminated. It should be noted that the process was revised in 2009 to align it with the UN Administration of Justice System. The changes implemented included new procedures regarding the imposition of disciplinary measures following the abolition of the former Disciplinary Committee. Consequently, the disciplinary procedures applicable to UNDP were already substantially shortened and streamlined. Any further shortening of the process could be viewed as potentially infringing on the due process rights of staff members and thus, would not be advisable.
9. Notwithstanding, UNDP management agrees with the importance of dispelling any perception that reporting misconduct will not lead to tangible results and the importance therefore of strengthening outreach efforts to promote greater visibility and understanding of the process through training activities and online resources by the Legal Support Office. In order to address perception issues cited by the Ethics Office, management is establishing a working group composed of representatives from the various stakeholders-- OAI, Ethics, Legal and OHR to consider improvements in processes and ways of working, including issues of perception noted in the Report of the Ethics office, on an ongoing basis.
Recommendation 2. It is recommended that management revisit the accountability framework for addressing allegations that involve harassment, discrimination and/or abuse of authority, and ensure that such matters are adequately addressed

10. UNDP does not tolerate harassment and/or abuse of authority at the workplace or in connection with work in any form. Such behaviour or conduct is contrary to the Charter of the United Nations, the Staff Rules and to the Standards of Conduct for the International Civil Service.  Staff members and non-staff personnel exhibiting such behaviour or conduct may be subject to administrative and/or disciplinary action, as appropriate.  There are preventive and enforcement measures in place and these are continuously being enhanced to address harassment and/or abuse of authority at the workplace.
11. On the preventive side, the UNDP Policy on workplace harassment and abuse of authority (2010) provides clear guidelines on the responsibilities of staff members, non-staff personnel, as well as managers and supervisors at the workplace in preventing such unethical behaviour.

12. UNDP requires our leaders and managers to assume their full responsibility as People Managers. Through the enhanced Performance Management and Development system, and the new onboarding programme, managers/supervisors are being equipped with the necessary feedback skills through coaching sessions and with concrete tools so as to increase staff engagement.  This contributes to a constructive and supportive environment where dialogue between management and staff are the norm and where concerns are heard and where feedback is a regular part of all working relationships.  In addition, the Global Staff Survey remains a very important management tool to ensure that all staff can make their voice heard anonymously and express their views of how they experience working at UNDP.  
13. On the enforcement side, the UNDP Policy on workplace harassment and abuse of authority (2010) provides a well-established process for addressing cases of workplace harassment and abuse of authority. The Policy also recognizes that not all grievances necessarily rise to the level of harassment and abuse of authority, and therefore emphasizes the resolution of grievances and workplace conflict through informal channels (including through mediation by the Office of the Ombudsman). The policy also provides formal channels for filing complaints, which could result in a subsequent investigation by OAI, when appropriate. It should be highlighted that UNDP dispensed with investigations of harassment and abuse of authority by non-professional panels and moved to professional investigation conducted by OAI. This clearly signifies the Organization's recognition of the serious nature of such allegations. 

14. Where evidence of harassment and/or abuse of authority have been substantiated, the Director of the Legal Support Office can recommend specific actions to be taken including non-disciplinary measures or disciplinary measures under the Legal Framework for Addressing Non-Compliance with United Nations Standards of Conduct. In cases where following a preliminary assessment, OAI determined that further investigation was not required, it is not uncommon for OAI to recommend the resolution of the matter through informal channels. These informal resolution channels have been effective mechanisms to resolve grievances and UNDP management regularly engages with the relevant interlocutors, including the Office of the Ombudsman, staff member’s legal counsel and others in addressing these serious matters.. 
15. While UNDP management appreciates the concerns raised by the Ethics Office to ensure that allegations of misconduct (including harassment and abuse of authority) are duly addressed, it is of the view that the current process which is in place to address such cases has been so far effective. The UN Staff Regulations and Rules and the jurisprudence of the UN Tribunals mandate many of the parameters of the accountability framework for addressing allegations that involve harassment, discrimination and/or abuse of authority. Within that structure, UNDP management continues to confront— and resolve—complaints of this nature. Moreover, UNDP must ensure the optimized and effective use of its limited resources (within the Legal Support Office and OAI) , and thus attempt the informal resolution of cases, when appropriate.. 
Recommendation 3. Develop mandatory supervisory training on managing people
16. UNDP Management agrees with the importance attached to strengthening people management and leadership skills within UNDP and sees it as one of its key roles within UNDP to support the organization’s leaders and managers with their core task of managing our talent, thus helping to transform UNDP into a more people-centered organization that invests in staff members, nurtures talent and develops leaders. In this context, the Integrated Talent Management Unit (part of the Office of Human Resources at the Bureau of Management) has several offerings, including the new Performance Management Training which gives supervisors an in person professional learning experience in people management and is currently being piloted at HQ and in the field with positive feedback.
17. Moreover, the newly launched online resource “Great People Managers” is a one stop shop, which outlines expectations of UNDP managers and supervisors and aims to support them in enhancing their people management skills (content was developed with input from the Ethics Office). The latter has been very well received and shows the positive effect of an offering rather than simply making a training mandatory- emphasizing the pull rather push effect which is proven to be a more successful learning methodology.
Recommendation 4. Agree on and implement the form and content of arrangements to manage the movement of staff and individuals to UNDP from external entities, and to agree on the criteria to determine when each form is most appropriate, in order to help avoid conflicts of interest

18. UNDP management welcomes such standardisation and the Policy Unit at the Office of Human Resources of the Bureau of Management has been working with Legal Support Office (LSO) and Procurement Support office (PSO) to develop a Framework for managing Non Reimbursable Loan Agreements to cover situations by which another party loans UNDP a "staff member" and it gets recorded as an in kind contribution. Significant progress has been made and the draft is currently in circulation for comments. 

Conclusion

19. As always, UNDP management acknowledges and appreciates the independent report of the Ethics Office. This report and those of the Office of Audit and Investigations (OAI) and the strategic advice of the Audit Advisory Committee are important in providing the UNDP Administrator and the Executive Board with the necessary independent and professional advice and risk-based assurance that all the resources including financial resources entrusted to the Organization have been managed efficiently and effectively to achieve the expected development results of the UNDP Strategic Plan. 
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