2025 ANNUAL REPORT ON ADMINISTRATION OF JUSTICE AND OTHER
ACCOUNTABILITY AT UNDP

The administration of justice plays a crucial role in upholding principles of fairness,
accountability, and transparency within UNDP. These principles apply to all facets of the
Organization including decisions made by management, as well as the conduct of UNDP staff
members, UN Volunteers and vendors.

This report describes UNDP’s Administration of Justice framework for the year 1 January to 31
December 2025. Section I deals with the formal system of the administration of justice as it
applies to staff members. Section II concerns accountability as applied to UN Volunteers,
vendors, and possible criminal behavior.

STAFF MEMBERS

The current system of administration of justice at the United Nations was established by the
General Assembly in its resolutions 61/261, 62/228 and 63/253, which became operational on 1
July 2009. These resolutions highlight the importance of establishing clear mechanisms for
addressing grievances and ensuring due process in employment-related matters. They underscore
the UN's commitment to upholding the rule of law and ensuring that justice is available to all
UNDP staff members.

A. Disciplinary Action Pertaining to Staff Members

4,

Article 101, Paragraph 3 of the Charter of the United Nations states that the “paramount
consideration in the employment of the staff and in the determination of the conditions of service
shall be the necessity of securing the highest standards of efficiency, competence and integrity”.
UN Staff Regulation 1.2(b) provides that “/t]he concept of integrity includes, but is not limited
to, probity, impartiality, fairness, honesty and truthfulness in all matters affecting their work and
status”.

In observance of the above principles, UNDP is committed to preventing, identifying, and
addressing breaches of the required standards of conduct committed by UNDP staff members.

The Administrator or the Associate Administrator imposes disciplinary measures following a
thorough process as described in the UNDP Legal Framework for Addressing Non-Compliance
with United Nations Standards of Conduct (the “Legal Framework™).!

Disciplinary proceedings within the UN system are administrative, not criminal, in nature. Proof
beyond a reasonable doubt is not a requirement. Where misconduct by a staff member is alleged,
UNDP will investigate the matter to determine whether the evidence supports the allegation.
Throughout such proceedings, staff members have the right to due process, as detailed in the
Legal Framework.

! The Legal Framework may be found on the UNDP intranet website.



In UNDP, the Office of Audit and Investigations (OAI) is generally responsible for investigating
all allegations of misconduct. Investigation reports relating to staff members are submitted to the
Office of Legal Services in the Bureau for Management Services (BMS/OLS) for review and
further action.

1. Clear Check
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UNDP participates in the Clear Check Database (“Clear Check”) in place across the UN system.
Clear Check was created pursuant to the Report of the Secretary-General on Special Measures
for protection from sexual exploitation and sexual abuse (A/72/751). Clear Check is an electronic
database containing the names of former UNDP personnel whose conduct resulted or would have
resulted in their separation from service or dismissal for misconduct, or the termination of their
contract with UNDP, due to the substantiated allegations of sexual exploitation and abuse or
sexual harassment. Individuals can also be included if UNDP has come into possession of
information confirming that an individual has a criminal record of a serious sexual offence. Clear
Check is used by UNDP and other UN entities to prevent the hiring and re-hiring of such
individuals within the UN system.

In 2025, UNDP added the name of one staff member to Clear Check.

Separation before the completion of an investigation or disciplinary proceedings
a. Paragraphs 72(a) and 73 of the Legal Framework

Paragraph 72(a) of the Legal Framework provides that, if an investigation subject resigns or
otherwise separates prior to the completion by OAI of an investigation report, the investigation
report may be finalized at OAI’s discretion. Notwithstanding separation, if the investigation
report is finalized, OAI sends the draft investigation report to the former staff member for
comment. After consideration and amendment of the investigation report as appropriate, OAI
sends the final investigation report and comments to BMS/OLS for review.

Following review, the Director, BMS/OLS issues a letter to the former staff member indicating
whether, if they had remained on a staff appointment: (i) a recommendation would have been
made to initiate charges of misconduct against them, or (ii) they would have been cleared of the
allegations of misconduct, or (iii) the matter would have been dealt as a work performance matter.
The former staff member is invited to comment on the letter. The Director, BMS/OLS’s letter and
the former staff member’s comments are placed on the former staff member’s Official Status File.

A similar procedure exists when the subject of an investigation resigns or otherwise separates
from service after the investigation report is issued, but prior to the initiation of disciplinary
proceedings. In that case, upon review of the investigation report and the comments of the subject
thereon, pursuant to Paragraph 73 of the Legal Framework, the Director, BMS/OLS issues a letter
to the former staff member as described above.

b. Paragraph 72(b) of the Legal Framework

When OALI decides not to finalize an investigation concerning an already separated staff member,
the Director, BMS/OLS places a letter in the former staff member’s Official Status File indicating
that they separated while under investigation. The former staff member is given an opportunity
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to present comments on the matter, and the letter and the comments are placed in the former staff
member’s Official Status File.

c. Paragraph 81(a) of the Legal Framework

Under Paragraph 81(a) of the Legal Framework, if a staff member resigns or otherwise separates
from service after the initiation of disciplinary proceedings but prior to the imposition of a
disciplinary sanction, the Director, BMS/OLS nevertheless issues a letter to the former staff
member indicating whether, if they had remained on a staff appointment, a recommendation
would have been made to impose disciplinary sanctions. The Director, BMS/OLS may indicate
the relevant sanction that would have been recommended. If such a letter is issued, the former
staff member is invited to comment on the letter, and their comments will be attached to the
Director, BMS/OLS’s letter and placed in the former staff member’s Official Status File.
Alternatively, the Director, BMS/OLS may recommend that the former staff member be
exonerated of misconduct and/or that the matter should be treated as a performance issue. In such
cases, a recommendation will be made to the Assistant Administrator and Director, BMS who
may formally and fully exonerate the former staff member or exonerate them and issue a
reprimand if appropriate.

Figures Related to Disciplinary Proceedings

In 2025, BMS/OLS received 18 investigation reports, of which 17 investigation reports were
accepted. In addition, BMS/OLS considered 11 open cases from previous years. At the end of
2025, 14 open cases were carried over to 2026.

Of the 27 open disciplinary cases in 2025, 13 cases were concluded as follows:

(a) 6 cases resulted in the imposition of a disciplinary sanction on a staff member. Of these, 5
cases led to the staff member’s dismissal or separation from service, and one case led to a
written censure. Annex A to this Report contains a Summary of the cases resulting in
disciplinary measures against staff members in 2025 and other administrative action.

(b)  Of the remaining 7 cases, three cases were concluded after the staff member separated
pursuant to Paragraph 72(a) of the Legal Framework. Annex B of this Report contains a
Summary of actions taken pursuant to Paragraph 72(a) of the Legal Framework in 2025.

(c) Intheremaining 4 cases consisting of two current and former staff members each, all were
cleared of misconduct because they provided evidence to support their lack of culpability,
or the facts established by the investigation report did not rise to the level of misconduct.

(d) No cases were transferred to other UN entities.

One of the disciplinary cases finalized in 2025 resulted in an appeal to the UNDT.

OTHER PERSONNEL

A. United Nations Volunteers
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During 2025, UNV reviewed 42 cases concerning allegations against UN Volunteers assigned
across the United Nations system. Of these cases, 34 resulted in the imposition of disciplinary
sanctions as follows: 5 letters of censure, 3 early separations for misconduct, 1 non-extension of
the current contract, and 25 summary dismissals.

B. UNDP Vendors
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Effective governance and integrity are critical to enable UNDP to achieve its mandate. UNDP
requires its vendors to comply with the highest ethical standards, and report to UNDP all
suspected acts of fraud, corruption, and all proscribed practices.

The Vendor Review Committee (VRC) is an internal administrative body tasked with making
recommendations to UNDP’s Chief Procurement Officer (CPO) concerning the imposition of
sanctions on vendors who engage in proscribed practices. The VRC analyzes OAI Investigation
Reports that substantiate actions and omissions by vendors. Sanctions against UNDP vendors are
regulated by UNDP’s Vendor Sanctions Policy and may range from a censure (letter of
reprimand) to a debarment, depending on the type and severity of the proscribed practices. UNDP
records the names of sanctioned vendors in an internal UNDP ineligibility list. This information
is also shared with the UN Global Marketplace (UNGM) which hosts an ineligibility list that
aggregates information disclosed by UNDP and other Agencies, Funds or Programmes of the UN
System.

In 2025, the VRC received 23 investigation reports from OAI, 13 of which were closed in 2025
and 1 was under an ongoing proceeding. The remaining 9 cases are under review.

The VRC reviewed and closed 38 cases in 2025. This resulted in 95 vendors (companies, NGOs
and individuals) being sanctioned, resulting in 92 debarments and 3 censures.

In 2025, 16 vendors were placed on interim suspension pending the completion of OAI’s
investigation or the VRC proceedings.

During 2025, two rehabilitation requests were assessed by the VRC with one granted and one
denied.

Referral to National Authorities

In its Resolution 59/287, the General Assembly requested that the Secretary-General take action
expeditiously in cases of “proven [...] criminal behaviour” and ensure that Member States are
informed of the actions taken. Further, in its Resolution 62/63, the General Assembly requested
the Secretary-General “to bring credible allegations that reveal that a crime may have been
committed by United Nations officials and experts on mission to the attention of the States against
whose nationals such allegations are made, and to request from those States an indication of the
status of their efforts to investigate and, as appropriate, prosecute crimes of a serious nature [...]".
The UN Under-Secretary-General for Management reports on such cases in the yearly
“Information Circular” entitled “Practice of the Secretary-General in disciplinary matters and
possible criminal behaviour”.
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When an OAI investigation reveals credible evidence that a violation of law has occurred
warranting referral to the law enforcement authorities of a Member State, UNDP sends a request
to the UN Office of Legal Affairs (OLA) recommending referral of the case to the national
authorities. In 2025, UNDP referred to OLA 42 cases of possible criminal behaviour by staff
members.



ANNEX 1

Annex A:

Summary of cases resulting in disciplinary measures against staff members in 2025

Sexual Assault, Sexual Harassment, and Abuse of Authority

1.

A staff member at the D-1 Level was found to have engaged in sexual assault, sexual
harassment, abuse of authority, and interference with an investigation by misusing ICT
resources and attempting to destroy evidence. The staff member’s seniority and the multiple
instances of serious misconduct over a long period of time were considered aggravating
factors. There was no finding of direct financial loss in this case.

Sanction: Dismissal.

Misappropriation of Official Resources and Use of Offensive Language

2.

A staff member at the G-3 Level was found to have misappropriated official resources by
taking the petty cash entrusted to them for official purchases and lending it to a third party.
The staff member was also found to have repeatedly used offensive and racially charged
language in official group chats. The staff member’s initial concealment of the truth
regarding the funds and the repetition of the offensive language despite previous
counselling were considered aggravating factors. The fact that the staff member reimbursed
the funds, admitted to the mistake regarding the loan, apologized and expressed remorse,
and the absence of a prior disciplinary record were considered mitigating factors. There
was no finding of direct financial loss in this case.

Sanction: Separation from service with compensation in lieu of notice and without
termination indemnity.

Procurement Fraud and Bid Rigging

3.

A staff member at the NO-B Level was found to have engaged in bid rigging by
intentionally disclosing confidential information to selected vendors in advance of the
publication of a call for proposals. The staff member also was found to have assisted a
specific vendor in preparing its proposal prior to the competitive process. The reputational
damage to UNDP and the staff member’s failure to acknowledge the misconduct were
considered aggravating factors. The absence of a prior disciplinary record was considered
a mitigating factor. There was no finding of direct financial loss in this case.

Sanction: Separation from service with compensation in lieu of notice and without
termination indemnity.

Entitlement Fraud

4.

A staff member at the G-4 Level was found to have engaged in entitlement fraud for
submitting several fraudulent invoices for the purpose of misleading the health insurance
into paying higher reimbursement for medical expenses. The repetitive nature of the
conduct and the financial loss incurred by the Organization were considered aggravating
factors. The staff member’s cooperation during the investigation, the absence of any prior
disciplinary record and the offer to reimburse the unduly paid amounts were considered
mitigating factors. The Organization incurred in financial loss that will be recovered for the
staff member’s final entitlements.




Sanction: Separation from service with compensation in lieu of notice and without
termination indemnity

Workpl

ace Harassment

5.

A staff member at the P-5 Level was found to have engaged in workplace harassment by
shouting at colleagues and using abusive language. The staff member’s position, which
included supervisory responsibilities, was considered an aggravating factor. The staff
member’s long service, satisfactory performance, and the fact that the incidents occurred
during the Covid-19 pandemic were considered mitigating factors. There was no finding of
direct financial loss in this case.

Sanction: Written Censure

Cheating

6.

A staff member at the G-7 Level was found to have cheated during the administration of a
technical assessment for a recruitment process by consulting external internet resources,
which was prohibited. The staff member’s knowledge and use of IT to circumvent security
measures explicitly put in place to prevent internet access was considered an aggravating
factor. The fact that the matter arose from a single incident, the staff member’s lack of a
prior record of misconduct, and the staff member’s expression of apologies and remorse
were considered mitigating factors. There was no finding of direct financial loss in this
case.

Sanction: Separation from service with compensation in lieu of notice and without
termination indemnity.
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Annex B: Summary of actions taken pursuant to Paragraph 72(a) of the Legal Framework

Assault and Workplace Harassment

1.

A recommendation would have been made to charge a staff member at the G-6 Level for
engaging in assault and workplace harassment by physically striking a colleague and
subsequently threatening them with an object during a workplace dispute. The incident
occurred in the presence of personnel from other UN agencies, which brought the
Organization into disrepute. The staff member’s admission of improper conduct, expression
of remorse, and the provocation by another colleague were noted in the findings. There was
no finding of direct financial loss in this case.

Failure

to Comply with Procurement and Financial Rules

A recommendation would have been made to charge a staff member at the G-6 Level for
conducting an unauthorized procurement process and requesting payment to a contractor
without the required written contract and invoice. There was no finding of direct financial
loss in this case.

Misrepresentation

3.

A recommendation would have been made to charge a staff member at the P-4 Level for
forging a vaccination certificate for the staff member’s supervisor. There was no finding of

direct financial loss in this case.




