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Abstract 

This thesis in general describes the effect of UN mission on the police department of 

Bangladesh from both an organization and individual perspective. The thesis has been divided 

into two papers, which articulate different research questions addressing the issue of UN 

peacekeeping mission and its impacts from various points of views. The first paper of this thesis 

utilizes the sample of 700 police personnel (who went to UN Mission from 1989 to August 

2018) to find out the impact of the participation in UN mission on the organizational change 

and financial security & perception of service quality of the police force of Bangladesh. 

Furthermore, the paper highlights the importance of organizational change in the police force 

with a view to using the former UN peacekeepers to promote the change in the current trend of 

organizational process. Specific barriers and factors which have the potential to bring about 

changes in organizational system and individual integrity of the police force have also been 

rigorously discussed in this paper. The second paper of this thesis demonstrates the impact of 

personal integrity and financial security gained from the UN missions to formulate correlation 

with corruption regarding the jobs of the police force. In the second paper, the correlation 

between corruption with personal integrity & financial security has been analyzed after 

controlling for gender, age, educational levels and ranks. 

 

This study has focused on the participation of Bangladesh police in the united nation 

peacekeeping mission with a view to assessing the impact on organizational change and 

financial security & perception of service quality. Both qualitative and quantitative approaches 

were applied to gather useful insights about the benefits of participation in the UN 

peacekeeping mission. This study has used some form of statistical analysis such as descriptive 

statistics, quasi-statistics,and narratives to presents the findings. The findings of this study 

reveal that the impact of UN Mission works in individual level of changes; organizational 

changes are also evident after the experiences in the UN Peacekeeping Mission. The standard 

policing, pragmatic training program, digital working environment, prompt action against the 

complaint, respect for the profession, strong adherence to time line, structured and integrated 

working system etc. are very much evident with the UN Peacekeeping veterans. Findings also 

reveal that the UN Peacekeeping Mission helps to change the mindset of police members and 

creates the opportunity to ensure good governance and to protect the rule of law of the home 

country. A strong commitment is developed to the police organization to serve the nation. UN 

Peacekeeping Mission is a kind of training field in learning sensitivity, sensibility as well as 
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humanity. Learning and adapting new technologies in the UN Mission have a great impact on 

the overall organizational change. New technologies (Digital forensics, Office It, Drone, most 

modern communication system, Armor Personal Carrier, advance weapon systems, 

sophisticated surveillance and operational equipment) help to work effectively and efficiently. 

Therefore, the key theme of this study is discovering the amount of application of the learning 

from the UN Peacekeeping mission to bring about a positive organizational change in the police 

service of Bangladesh. In such perspective, the responsibility of the home police service is just 

to support and sponsor the change. Alignment of proper learning from the UN Peacekeeping 

Mission with the proper application of that learning in the own country can be a great asset for 

the country. 

 

The UN compensation rates for peacekeeping operations are attractive to Bangladeshi soldiers 

and police. The incomes they derive from the mission invest in different asset making activities. 

Among potential area of investment, land purchase ranked top as the key investment area to 

both male and female former UN peace keepers. Findings reveal that 46% male and 47% 

female have invested their income from UN Peace Keeping Mission in land purchase. Saving 

account is the second key area of investment of their income. 23% male and 26% female peace 

keeper have opened saving account by their peace keeping mission income. Perception about 

financial security across gender is showing that 71% male and 69% female think that the 

peacekeeping mission enhanced their financial security. 

 

Keywords: United Nation, Peace Keeping Mission, Organizational Change, standard policing 

and Bangladesh police. 
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1.1 Background of the Study: 

Every day, about 13,000 UN police officers from 90 countries reinforce and re-establish 

security by patrolling communities, advising domestic police services, increasing compliance 

with international human rights standards and restoring and promoting public safety and the 

rule of law. The number of forces from Bangladesh is the second largest in the world to support 

for peacekeeping activities by the United Nations.  

Table 1: Ranking of contributions by country in U.N. (as of 31 May 2018) 

Ranking Country Number of Personnel Share 

1 Ethiopia 8,417 9.20% 

2 Bangladesh 7,099 7.76% 

3 Rwanda 6,945 7.59% 

4 India 6,712 7.33% 

5 Pakistan 5,995 6.55% 

6 Nepal 5,511 6.02% 

7 Egypt 3,192 3.49% 

8 Indonesia 2,694 2.94% 

9 United Republic of Tanzania 2,674 2.92% 

10 Ghana 2,595 2.83% 

  Other Countries 39,704 43.37% 

  Total 91,538   

Notes: Table 1 represents the number of personnel from different personnel types: 

troops, expert on mission, police, and staff officers from top 10 countries as of 31st 

May, 2018. Source: https://peacekeeping.un.org/en/troop-and-police-contributors.   

 

There are different categories of personnel working in UN peacekeeping activities. The 

following table provides the numbers different personnel providing service to the U.N. Based 

on table 2, contingent troops and police are the highest two categories among the four. 
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Table 2: different categories of personnel working in 

U.N. from all over the world 

Types of Personnel   Numbers  Share 

 Contingent troops  77,482 84.64% 

 Experts on Mission  1,356 1.48% 

 Police Officers 10,712 11.70% 

 Staff Officer  1,988 2.17% 

Total 91,538  

 

Bangladesh is providing forces in every category to the United Nations.  

Table 3: different categories of personnel working in U.N. 

from Bangladesh 

Types of Personnel   Numbers  Share 

 Contingent troops  6,159 86.76% 

 Experts on Mission  35 0.49% 

 Police Officers 810 11.41% 

 Staff Officer  95 1.34% 

Total 7,099   

 

Bangladesh is one of the largest Police contributors in UN peacekeeping missions, and was 

amongst the top three Countries until recently. A total of 6,772 Bangladeshis have served in 58 

peacekeeping missions across 40 countries since 1988. There are a total of over 100,000 UN 

peacekeeping personal - consisting of 91,132 troops, 13,563 police and 1,811 military experts 

from 123 countries. 

 

The first United Nations (UN) peacekeepers were deployed in the Middle East on May 29, 

1948, and since then, more than a million peacekeepers have been deployed in 71 missions 

across the globe to guarantee peace to billions of people. Though a late entry in 1988, through 

the United Nations Iran-Iraq Military Observer Group (UNIIMOG), Bangladesh has deployed 

more than 0.15 million of its peacekeepers in 54 missions spread across 40 different countries. 

In discharging their solemn duties under the UN flag, a total of 139 Bangladeshi peacekeepers 
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both Police and Military have made the ultimate sacrifice among a total of 3,700 UN 

peacekeepers killed in the line of peacekeeping duty.  

 

Bangladesh Police officials are playing a vital role in maintaining peace in conflict-affected 

countries. It all began in 1989 when it left behind its glorious chapter by participating in the 

United Nations Transition Assistance Group (UNTAG) in an African state named Namibia – 

ever since, success stories have flourished the fame with an adventurous total number of 18420 

personnel in 21 UN Missions to date (Sebastian, 2015). 

 

Bangladesh Police has already demonstrated the expertise in the different field of policing like 

Forensics, Digital Forensics, Ballistics, Investigation, Preventive Enforcement, Crowd 

Management, Democratic Policing, Community policing and so on so forth. Bangladesh Police 

has not only proved its capacities in the field missions as an observer but also find places at the 

peacekeeping department in the United Nations’ Headquarters by the dint of merit and 

capabilities. Bangladesh Police has been performing duties and responsibilities with utmost 

sincerity, professionalism, and dedication. They assist in facilitating in the process of 

disarmament, reintegration, maintaining law and order, protecting displaced and distressed 

persons, facilitating humanitarian assistance, protecting human rights and Peace Building. 

Responding to the challenges in implementing the UN Mandate in the field of gender issues, 

women and children affairs, Bangladesh Police has sent 1 (one) Women FPUs in DR Congo 

(MONUSCO) (Zaman 2014; Perry & Smith 2013; Islam 2010). That later one opened the 

opportunities like deployment of all Women FPU in Haiti. 

 

Bangladesh, being of the top contributor of female police officers to the United Nations 

Peacekeeping Operations, has become the crucial partner in the transition from Armed Conflict 

to peace. Bangladesh female police officers with its name and fame have established 

themselves as the role model in the wartorn communities in the Mission areas. Consequently, 

the demand for Bangladesh Female Police Officer is increasing day by day in the UN 

peacekeeping operations. 

 

Over the past decades, the restoration of Rule of Law in post-conflict mission area is getting 

high importance as the international community has recognized the fact of strengthening 

internal security and criminal justice structure as the most important prerequisite to stabilize 

the conflict within states. As such the role of UN Police has been expanded from monitoring 

User
Typewritten text
Dhaka University Institutional Repository 



 
 

7 
 

and advising function to reforming, restructuring and institutional building of local police 

services. The expertise of Bangladesh Police in the field of professional policing, accountable 

policing, community policing and electoral assistance has proven its importance in the UN 

Peace Keeping Operations resulting in wide scopes to work in the international arena 

(Dahrmaphuri 2013; William &Kar 2013). 

 

UN Peacekeeping missions are the greatest training and learning hub for the Bangladesh police. 

They learn the international norms and practices regarding how to bring back the order in public 

life and in the state. In such an international working platform they are introduced with the 

standard international working environment where efficiency and effectiveness in work are 

highly appreciated. Peacekeeping veterans can apply their changing attitudes and learning to 

bring a great change in their home country’s police department which will take them closer to 

the people what they have been able to achieve during their duty in the post conflict countries. 

 

Therefore, one of the key themes of this study is discovering the size of application of the 

learning from the UN Peacekeeping missions to bring a positive organizational change in the 

police service of Bangladesh. The responsibility of the Home Police Organization is just to 

support to bring and sponsor the change. Alignment of proper learning from the UN 

Peacekeeping Mission with the proper application of that learning in the own country can be a 

great asset for a contributing country. 

 

This study has focused on the participation of Bangladesh police in the united nation 

peacekeeping mission with a view to assessing the impact on organizational change. Both 

qualitative and quantitative approaches were applied to gather useful insights about the benefits 

of participation in the UN peacekeeping mission. This study has used some form of statistical 

analysis such as descriptive statistics, quasi-statisticsand narratives to present the findings. The 

findings of this study reveal that the impact of UN Mission works in individual level of 

changes; organizational changes are also evident with the UN Peacekeeping Experience. The 

standard policing approach, pragmatic training program, digital working environment, quick 

response, pro-people attitude, respect for the profession, working within the time frame, 

structured and integrated working system etc. are very much evident too. Findings also reveal 

that the UN Peacekeeping Mission helps to change the mindset of police members and creates 

the opportunity to ensure good governance and to protect the rule of law of the country. A 

strong commitment is developed in the Home police organization to serve the nation. UN 
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Peacekeeping Mission is a kind of training field in learning sensitivity, sensibility as well as 

humanity. The UN compensation rates for peacekeeping operations have been attractive to 

Bangladeshi soldiers and police until lately to be very frank. Government recent Pay hikes have 

change this scenario recently though!  

 

However, the income they derive from the mission invests in different asset or profitmaking 

activities. Amongst potential areas of investment, land purchase ranked top as the key 

investment area to both male and female former UN peacekeepers. Findings reveal that 46% 

male and 47% female have invested their income from the UN Peace Keeping Mission in land 

purchase. Saving account is the second key area of investment of their income. 23% male and 

26% female peacekeeper have opened a saving account by their peacekeeping mission income. 

Perception about financial security across gender is showing that 71% male and 69% female 

think that the peacekeeping mission enhanced their financial security. 

 

Bangladesh Police is the core law enforcing agency of Bangladesh. Since its inception, it has 

been maintaining the law and order of the country with glory and pride. It is administered under 

the Ministry of Home Affairs of the Government of Bangladesh. Bangladesh Police devotes 

24/7 to ensure the peace of the society and internal security of the state. It works relentlessly 

to secure the life and property of the people. The enormous area of responsibility and the 

volume of works of Bangladesh Police entail activities ranging from domestic law and order 

management to performing globally with the UN partners in its different peacekeeping 

missions. Since its commencement to serve in different UN Mission, Bangladesh Police has 

now been the 3rd Police Contributing Country (PCC) in the world with remarkable 

commitments of 775 personnel to date (30.04.2018) of its own to the UN Mandate.  

 

Bangladesh Police officials are playing a vital role in maintaining peace in conflict zones under 

UN umbrella. It all began in 1989 when it left behind its glorious chapter by participating in 

the United Nations Transition Assistance Group (UNTAG) in an African state named Namibia 

– ever since, success stories have flourished the fame with an adventurous total number of 

18420 personnel in 21 UN Missions to date (Sebastian, 2015). 

 

Bangladesh Police has already demonstrated the expertise in the different field of policing like 

Forensics, Digital Forensics, Ballistic, Democratic Policing, community policing, institution 

building, and so on so forth. Bangladesh Police has not only proved its capacities in the field 
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missions as an observer but also could make the way to the peacekeeping department in the 

United Nations’ Headquarters by the dint of their merit and capability. Bangladesh Police has 

been performing their duties and responsibilities with utmost sincerity, professionalism, and 

dedication. They assist in facilitating in the process of disarmament and reintegration, 

maintaining law and order, protecting displaced and distressed persons, facilitating 

humanitarian assistance, institution building, peace building and protecting human rights. 

Responding to the challenges in implementing the UN Mandate in the field of gender issues, 

women and children affairs, Bangladesh Police has sent 1 (one) Women FPUs in DR Congo 

(MONUSCO) (Zaman 2014; Perry & Smith 2013; Islam 2010). 

 

Bangladesh, being of the top contributor of female police officers to the United Nations 

Peacekeeping Operations, has become the crucial partner in the transition from war to peace. 

Bangladesh female police officer with its name and fame has established themselves as the role 

model in the post conflict communities in the Mission area. Consequently, the demand for 

Bangladesh Female Police Officer is increasing day by day in the UN peacekeeping operations 

and Bangladesh Female Police Officers have a significant presence in the UN Peacekeeping 

theatres. 

 

Over the past decades, the restoration of Rule of Law in post-conflict mission area is getting 

top priority as the international community has recognized the fact of strengthening internal 

security and criminal justice structure as the most important prerequisite to stabilize the conflict 

within states. As such the role of UN Police has been expanded from monitoring and advising 

function to reforming, restructuring and institutional building of local police services. The 

expertise of Bangladesh Police in the field of responsive policing, accountable policing, 

community policing, electoral assistance has proven its importance in the UN Peace Keeping 

Operations resulting in wide scopes to work in the international arena (Dahrmaphuri 2013; 

William &Kar 2013). 

 

UN Peacekeeping missions are the greatest training and learning hub for the Bangladesh police. 

They learn the international norms and practices regarding how to bring back the order in public 

life and in a State. The exposure to the international working environment offers them the 

opportunity to perform in an improved working environment where efficiency, skill and 

professionalism in work are much appreciated. The veteran peacekeepers can apply their 

changing attitudes and enhanced learning to bring a great change in their home country’s police 
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organization, which can take them much closer to the people what they have been able to 

achieve during their tour of duty in the war-torn countries. 

 

However, it’s no denying that the performance of the Bangladesh police in the home country 

sometimes is a contrast to their demonstrated performance in the UN mission. In Bangladesh, 

they are at times are blamed to be plagued by the problems of corruption and inefficiency by a 

group of members. Moreover, the Colonial mistrust is still prevalent amongst a large section 

People as a historical legacy. Therefore, the key theme of this study is to discover the amount 

of application of the learning from the UN Peacekeeping missions to bring about a positive 

organizational change in the police service of Bangladesh.  

 

Historically in Bangladesh, public sectors bear the blame of rendering slow service and 

inefficiencies. In that regard the Bangladesh police force is different. The performance of the 

Bangladesh police is improving. Bangladesh police force has shown their skill in quelling 

terrorism in our country. The police force has earned the trust of common people by their 

proactive actions in maintaining the law and order of the country. Obviously, behind the good 

image of Bangladesh police, the UN peacekeeping mission is playing the great role. Learning 

and experience from the missions are broadening police force capacity to keep more 

contribution to make the country a safe and secure living place for the people.  

 

1.2 History of UN Peacekeeping Missions  

United Nations Peacekeeping began in 1948 when the Security Council authorized the 

deployment of UN military observers to the Middle East. The mission's role was to monitor the 

Armistice Agreement between Israel and its Arab neighbors – an operation which became 

known as the United Nations Truce Supervision Organization (UNTSO).Since then, more than 

70 peacekeeping operations have been deployed by the UN.  Over the years, hundreds of 

thousands of military personnel, as well as tens of thousands of UN police and other civilians 

from more than 120 countries have participated in UN peacekeeping operations. More than 

3,000 UN peacekeepers from some 120 countries have died while serving under the UN flag. 

 

The early years: UN Peacekeeping was born at a time when Cold War rivalries frequently 

paralyzed the Security Council. Peacekeeping was primarily limited to maintaining ceasefires 

and stabilizing situations on the ground, providing crucial support for political efforts to resolve 

conflict by peaceful means.  
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The first two peacekeeping operations deployed by the UN were the UN Truce Supervision 

Organization (UNTSO) and the UN Military Observer Group in India and Pakistan 

(UNMOGIP). Both of these missions, which continue operating to this day, exemplified the 

observation and monitoring type of operation and had authorized strengths in the low hundreds. 

The UN military observers were unarmed. 

 

The earliest armed peacekeeping operation was the First UN Emergency Force (UNEF I) 

deployed successfully in 1956 to address the Suez Crisis. The UN Operation in the Congo 

(ONUC), launched in 1960, was the first large-scale mission having nearly 20,000 military 

personnel at its peak. ONUC demonstrated the risks involved in trying to bring stability to war-

torn regions - 250 UN personnel died while serving on that mission, including the Secretary-

General Dag Hammarskjold. 

 

In the 1960s and 1970s, the UN established short-term missions in the Dominican Republic - 

Mission of the Representative of the Secretary-General in the Dominican Republic 

(DOMREP), West New Guinea (West Irian) - UN Security Force in West New Guinea( UNSF), 

and Yemen - UN Yemen Observation Mission (UNYOM), and started longer term 

deployments in Cyprus - UN Peacekeeping Force in Cyprus (UNFICYP) and the Middle East 

- UN Emergency Force II (UNEF II), UN Disengagement Observer Force (UNDOF) and UN 

Interim Force in Lebanon (UNIFIL). 

 

In 1988, UN peacekeepers were awarded the Nobel Peace Prize. At that time, the Nobel 

Committee cited “the Peacekeeping Forces through their efforts have made important 

contributions towards the realization of one of the fundamental tenets of the United Nations. 

Thus, the world organization has come to play a more central part in world affairs and has been 

invested with increasing trust”. 

 

The post-cold war surge: With the end of the Cold War, the strategic context for UN 

Peacekeeping changed dramatically. The UN shifted and expanded its field operations from 

“traditional” missions involving generally observational tasks performed by military personnel 

to complex “multidimensional” enterprises. These multidimensional missions were designed 

to ensure the implementation of comprehensive peace agreements and assist in laying the 

foundations for sustainable peace. The nature of conflicts also changed over the years. UN 

Peacekeeping, originally developed as a means of dealing with inter-State conflict, was 
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increasingly being applied to intra-State conflicts and civil wars.UN Peacekeepers were now 

increasingly asked to undertake a wide variety of complex tasks, from helping to build 

sustainable institutions of governance, to human rights monitoring, to security sector reform, 

to the disarmament, demobilization and reintegration of former combatants.   

 

1989 - 1994: Rapid increase in numbers: After the Cold War ended, there was a rapid increase 

in the number of peacekeeping operations. With a new consensus and a common sense of 

purpose, the Security Council authorized a total of 20 new operations between 1989 and 1994, 

raising the number of peacekeepers from 11,000 to 75,000. Peacekeeping operations 

established in such countries as Angola -UN Angola Verification Mission I (UNAVEM I) and 

UN Angola Verification Mission II (UNAVEM II), Cambodia - UN Transitional Authority in 

Cambodia (UNTAC), El Salvador - UN Observer Mission in El Salvador  (ONUSAL), 

Mozambique - UN Operation in Mozambique (ONUMOZ) and Namibia - UN Transition 

Assistance Group (UNTAG), were deployed to: 

 

 Help implement complex peace agreements; 

 Stabilize the security situation; 

 Re-organize military and police; 

 Elect new governments and build democratic institutions.  

 

The mid-1990s: A period of reassessment: The general success of earlier missions raised 

expectations for UN Peacekeeping beyond its capacity to deliver. This was especially true in 

the mid 1990’s in situations when the Security Council was not able to authorize sufficiently 

robust mandates or provide adequate resources. Missions were established in situations where 

the guns had not yet fallen silent, in areas such as the former Yugoslavia - UN Protection Force 

(UNPROFOR), Rwanda - UN Assistance Mission for Rwanda (UNAMIR) and Somalia - UN 

Operation in Somalia II (UNOSOM II), where there was no peace to keep. 

 

These three high-profile peacekeeping operations came under criticism as peacekeepers faced 

situations where warring parties failed to adhere to peace agreements, or where the 

peacekeepers themselves were not provided adequate resources or political support. As civilian 

casualties rose and hostilities continued, the reputation of UN Peacekeeping suffered. The 

setbacks of the early and mid-1990s led the Security Council to limit the number of new 
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peacekeeping missions and begin a process of self-reflection to prevent such failures from 

happening again. 

 

The Secretary-General commissioned an independent inquiry [S/1999/1257] into the actions 

of the United Nations during the 1994 genocide in Rwanda and, at the request of the General 

Assembly, provided a comprehensive assessment [A/54/549] on the 1993-1995 events in 

Srebrenica in the former Yugoslavia. The circumstances that led to the UN withdrawal from 

Somalia were also carefully examined [S/1995/231]. 

 

In the meantime, UN peacekeepers continued their long-term operations in the Middle East, 

Asia and Cyprus. 

 

With continuing crises in a number of countries and regions, the essential role of UN 

Peacekeeping was soon emphatically reaffirmed. In the second half of the 1990s, the Council 

authorized new UN operations in: 

 

 Angola - UN Angola Verification Mission III (UNAVEM III) and UN Observer 

Mission in Angola (MONUA); 

 Bosnia and Herzegovina - UN Mission in Bosnia and Herzegovina (UNMIBH); 

 Croatia - UN Confidence Restoration Operation in Croatia (UNCRO), UN Transitional 

Administration for Eastern Slavonia, Baranja and Western Sirmium (UNTAES) and 

UN Civilian Police Support Group (UNPSG); 

 the former Yugoslav Republic of Macedonia - UN Preventive Deployment Force 

(UNPREDEP); 

 Guatemala - UN Verification Mission in Guatemala (MINUGUA); 

 Haiti - UN Support Mission in Haiti (UNSMIH) UN Transition Mission in Haiti 

(UNTMIH) and UN Civilian Police Mission in Haiti (MIPONUH). 

 

Towards the 21st century: New operations, new challenges: At the turn of the century, the 

UN undertook a major exercise to examine the challenges to peacekeeping in the 1990s and 

introducing reform. The aim was to strengthen our capacity to effectively manage and sustain 

field operations. 
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With a greater understanding of the limits – and potential – of UN Peacekeeping, the UN was 

asked to perform tasks that are even more complex. This started in 1999 when the UN served 

as the administrator of both Kosovo in the former Yugoslavia - UN Interim Administration 

Mission in Kosovo (UNMIK), and in East Timor (now Timor-Leste) - UN Transitional 

Administration in East Timor (UNTAET), which was in the process of gaining independence 

from Indonesia. In the following years, the Security Council also established large and complex 

peacekeeping operations in a number of African countries: 

 

 Burundi - UN Operation in Burundi (ONUB); 

 Chad and the Central African Republic - UN Mission in the Central African Republic 

and Chad (MINURCAT); 

 Côte d’Ivoire - UN Operation in Côte d'Ivoire (UNOCI); 

 Democratic Republic of the Congo - UN Organization Mission in the Democratic 

Republic of the Congo (MONUC) and UN Organization Stabilization Mission in the 

Democratic Republic of the Congo (MONUSCO); 

 Eritrea/Ethiopia - UN Mission in Ethiopia and Eritrea (UNMEE) 

 Liberia - UN Mission in Liberia (UNMIL); 

 Sierra Leone - UN Mission in Sierra Leone (UNAMSIL); 

 Sudan - UN Mission in the Sudan (UNMIS) in the south of the country and African 

Union-UN Hybrid Operation in Darfur (UNAMID) in Darfur), UN Interim Security 

Force for Abyei (UNISFA) and UN Mission in the Republic of South Sudan 

(UNMISS); 

 Syria - UN Supervision Mission in Syria (UNSMIS). 

 

Peacekeepers also returned to resume vital peacekeeping and peacebuilding operations where 

fragile peace had frayed, in Haiti -UN Stabilization Mission in Haiti (MINUSTAH) and the 

newly independent Timor-Leste - UN Integrated Mission in Timor-Leste (UNMIT).Many of 

these operations have now completed their mandates, including the UN Mission in the Central 

African Republic and Chad (MINURCAT), UN Organization Mission in the Democratic 

Republic of the Congo (MONUC), UN Operation in Burundi (ONUB), UN Mission in Sierra 

Leone (UNAMSIL) and UN Mission in Ethiopia and Eritrea (UNMEE) and UN Mission in the 

Sudan (UNMIS) and UN Operation in Côte d'Ivoire (UNOCI).In the first decade of the century, 

UN Peacekeeping found itself stretched like never before and increasingly called upon to 
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deploy to remote, uncertain operating environments and into volatile political contexts. 

Peacekeeping faced a varied set of challenges, including challenges to deliver on its largest, 

most expensive and increasingly complex missions, challenges to design and execute viable 

transition strategies for missions where a degree of stability has been attained, and challenges 

to prepare for an uncertain future and set of requirements. 

 

By May 2010, UN Peacekeeping had entered a phase of consolidation. The numbers had, for 

the first time in a decade, begun to decline slightly, with the reduction of troops in UN 

Organization Stabilization Mission in the Democratic Republic of the Congo (MONUSCO) 

and the withdrawal of UN Mission in the Central African Republic and Chad (MINURCAT) 

at the end of 2010.  

 

The present: Today, a little more than 110,000 military, police and civilian staff currently serve 

in 14 peacekeeping missions, representing a decrease in both personnel and peacekeeping 

missions, because of peaceful transitions and the rebuilding of functioning states.  However, 

the reduction in personnel and peacekeeping missions in the intervening years by no means 

indicates that the challenges faced by the UN are diminishing. The emergence of new conflicts 

spreading beyond local and regional boundaries signal that the demand for field missions is 

expected to remain high and peacekeeping will continue to be one of the UN’s most complex 

operational tasks. 

 

Today's multidimensional peacekeeping will continue to facilitate the political process, protect 

civilians, assist in the disarmament, demobilization and reintegration of former combatants; 

support the organization of elections, protect and promote human rights and assist in restoring 

the rule of law. Peacekeeping has always been highly dynamic and has evolved in the face of 

new challenges. In October 2014, the UN Secretary-General established a 17-member High-

level Independent Panel on UN Peace Operations to make a comprehensive assessment of the 

state of UN peace operations and the emerging needs of the future. The HIPPO report, as it is 

known, was issued in June 2015, with key recommendations for the way forward for peace 

operations. In September 2015, the Secretary-General’s issued his own report on the 

implementation of these recommendations and the future of peace operations. 
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1.3 Bangladesh Police and UN Peacekeeping Mission 

Since its commencement to serve in different UN Mission, Bangladesh Police has now been 

the Sixth Police Contributing Country (PCC) in the world with remarkable commitments of 

654 personnel to date of its own to the UN Mandate. 

It all began in 1989 when it left behind its glorious chapter by participating in the United 

Nations Transition Assistance Group (UNTAG) in an African state named Namibia- ever since, 

success stories have flourished the fame with adventurous total number of 19014 personnel in 

20 UN Mission to date.  

Firm with belief in ensuring peace with utmost proficiency, Bangladesh Police sent specially 

equipped self-sufficient police units called Formed Police Units (FPUs) to Ivory Coast in 2005. 

To date Bangladeshi FPUs and UNPOLs with its as usual name and fame are working in 4 

different missions which are MONUSCO (DR CONGO), UNAMID (Darfur, Sudan) and 

MINUSMA(Mali), Currently we have 55 United Nations Peace Keepers (UNPOL/UN Job) 

working in 05 different Missions along with UN Headquarters and 04 Formed Police Units, 

where our 599 peacekeepers are working in 4 different UNPKOs. 

Table 4: Participation of Bangladesh Police in UN Mission 

As on 01/01/2019 

Sl. no Name of Mission Period 

1 UNDPKO, UNHQ 1990 to till date 

2 UNTAG(Namibia) 1989-1990 

3 UNTAC(Cambodia) 1992-1994 

4 UNPROFOR(Yugoslavia) 1992-1996 

5 UNUMOZ(Mozambique) 1993-1994 

6 UNAMIR(Rowanda) 1993-1995 

7 MINUSTAH (Haiti) 1994 to 2017 

8 UNAVEM-III (Angola) 1995-1999 

9 UNTAES (East Slovenia) 1996-1998 

10 UNMIBH (Bosnia) 1996-2002 

11 UNMISET/UNMIT (E.Timor) 1999-2012 

12 UNMIK (Kosovo) 1999 to 2009 

13 UNAMSIL (Siera Leon) 2000 to 2012 

14 UNMIL (Liberia)    2003 to 2018 

User
Typewritten text
Dhaka University Institutional Repository 



 
 

17 
 

15 UNOCI (Ivory Coast) 2004 -2017 

16 UNMIS 2005 to June 2011 

17 MONUSCO (DR Congo) 2005 to till date 

18 UNAMID (Darfur) 2007 to till date 

19 UNAMA (Afganistan) 2008 to 2010 

20 UNMISS (South Sudan) 2011 to till date 

21 MINUSMA (Mali) 2013 to till date 

22 SOMALIA(UNSOM) 2015 -2017 

23 MINUJUSTH                2017 to till date 

Source:  

 

Bangladesh Police has already demonstrated the expertise in different field of policing like 

Forensic, Foot Print, Finger Print, Ballistic, Democratic Policing, Community policing and so 

on so forth. Bangladesh Police has not only proved its capacities in the field missions as 

observer but also has enhanced its capacities in peacekeeping department in the United 

Nation’s Headquarters. 

Bangladesh Police has been performing their duties with utmost sincerity, professionalism and 

dedication. They assist in facilitating in the process of disarmament and reintegration, 

maintaining law and order, protecting displaced and distressed persons, facilitating 

humanitarian assistance and protecting human rights. 

 

Responding to the challenges in implementing the UN Mandate in the field of gender issues, 

Bangladesh Police deployed its first all-female Formed Police Unit (BANFPU-2), 

MINUSTAH on 16 May 2010 and another female Formed Police Unit (FPU) in MONUSCO, 

DR Congo on 26 November 2011. 

Since their deployment, female peacekeepers in MINUSTAH and MONUSCO act as role 

models in the local environment, inspiring women and girls in a male-dominated society to 

push for their own rights and for participation in overall development processes in Haiti as well 

as in DR Congo.  Currently (one) Female FPU of Bangladesh Police is performing as blue beret 

in (MONUSCO) DR Congo. 

 

Bangladesh, being the top contributor of female police officers as FPU to the United Nations 

Peacekeeping Operations, has become the crucial partner in the transition from war to peace.  
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Bangladesh female peacekeeper has placed them as key driving force to reduce gender-based 

violence, conflict and confrontation, providing sense of security especially for women and 

children, mentoring female police officer in the local area and thus empowering women in the 

host country and promoting social cohesion. Bangladesh female police officers with its name 

and fame have established themselves as the role model in the community of the Mission area. 

Consequently, the demand for Bangladesh Female Police Officers is increasing day by day in 

the UN peace keeping operations. 

 

Deaths are forever unbearable to follow as always grief makes us silence. Our 20 brave-hearts, 

who sacrificed their supreme in contentions, did not actually go down fighting for their lives 

in missions, but for the lives of mass in number. That is the aim that eventually proves firm 

commitment of Bangladesh Police in ensuring peace and security around the world.  

 

1.4 Achievements of BP on UN mission 

Bangladeshi peacekeepers sacrifice comes with many admirations, such as Bangla being 

declared as an official language in Sierra Leone along with a road named after Bangladesh in 

honour of our Peacekeepers. Since 1988, Bangladeshi Peacekeepers have been working with 

UN missions to keep the peace in countries from Haiti to East Timor, Lebanon to Congo and 

from Croatia to Namibia. The Bangladeshi contingent in South Sudan’s capital, Juba, 

successfully completed the referendum organized by the UN, which played a key role in 

ensuring independence and sovereignty of the African nation.   

 

Liberian President Ellen Sirleaf, in particular, lauded Bangladeshi peacekeepers, saying: “The 

Bangladeshi contingent has gone beyond its protection mandate and helped build up the 

manpower capacity of the country.” Bangladesh is one of the leading countries that sent a good 

number of peacekeepers on UN missions, covering more than 6.5% of the total peacekeepers. 

A high ranking UN peacekeeping official said: "Bangladesh is currently the second largest 

contributor of peacekeepers with over 7,500 troops and police, including more than a hundred 

women, deployed to 10 of our missions. Bangladeshi peacekeepers are serving in some of the 

most difficult places in the world, including in the Central African Republic, the Democratic 

Republic of the Congo, Mali and South Sudan. Bangladesh has also deployed command 

officers to provide military leadership in our missions in Cyprus, Democratic Republic of the 

Congo, Darfur, and Central African Republic. We remain grateful to the Government and the 
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people of Bangladesh for their sacrifices and their continued role in preserving international 

peace and security." Ever since its first deployment on UN missions in 1988 – UNIIMOG in 

Iraq and UNTAG in Namibia - Bangladesh has maintained its contribution to world peace 

despite such sacrifices and testing time. In the last three decades, as many as 150,647 

Bangladeshi peacekeepers, from the armed forces and the police, have worked in 54 UN 

missions in 40 countries. Of them, 135 have sacrificed their lives to help establish peace, with 

more than 200 others suffering injuries. Currently, some 7,636 Bangladeshi peacekeepers, 

comprising 6,636 from the armed forces and the rest from police, are working on the UN 

missions, according to UN peacekeeping statistics until August 31, 2017. 

1.5 Objectives of the study 

The core objective is to evaluate the contribution of Bangladesh UN peace keeping force to our 

national economy1. 

Specific objectives are:  

1. To understand the contributions of UN peace keeping force in our national economy 

through the financial security of peace keepers of Bangladesh Police. 

2. To comprehend the contributions of UN peace keeping force in our national economy 

through the organizational change of Bangladesh Police. 

3. To provide policy recommendations in managing Bangladesh Police and thus upgrade the 

service quality.  

 

1.6 Scope of the Study  

The findings of this thesis are significant to the contribution of Bangladesh UN peace keeping 

force to our national economy. To understand the contribution of Bangladesh UN peace 

keeping force towards national economy, this study considered two approaches. In one 

approach, the study identified foreign remittance which directly contributes to our economy. 

This approach will be used as a financial security approach. Another approach will be 

considered as an indirect contribution to the economy through the lenses of institutional 

capacity development and organizational change. In this thesis, two papers are organized, one 

is impact on organizational change and another financial security & perception of service 

commitment based on UN peace keeping experiences of Bangladesh police personnel through 

questionnaire survey and empirical analysis. The time period of the analysis has been taken 

                                                             
1 Our national economy refers to the economy of Bangladesh 
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from 1989 to 2018. The study only accommodates local respondents of Bangladesh. Field 

survey has been performed to formulate the perception of police who went to UN mission 

regarding the organizational change. Logit model has been performed based on the survey data.  

 

1.7 Limitations of the Study 

While assessing the contribution of economy, there are various aspects such as contribution 

towards GDP, national income and many other economic variables. In this research, it 

considered financial security and positive organizational change as major contributing factor 

to the development of our economy. 

In this study all the respondents are Bangladeshi but it is essential in some extend to understand 

the full picture of the study by taking interviews of international respondents. Sample size and 

accuracy of the responses may not help reflect the complete picture. So, there is an opportunity 

for future study to conduct a research on all the local and international respondents of UN peace 

keeping force where responses will verify from the peers and colleagues of the UN veterans. 
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2.0 Introduction 

Organization Change (OC) is an organizational improvement strategy. In the late 1950s and 

early 1960s, it emerged from group dynamics and the theory and practice of planned change 

(French and Bell,2002). Today the field offers an integrated framework for confronting the 

most important problems of the human side of organizations. Organizational change deals with 

people and organizations. It describes how people and organizations function and how to get 

them to function better. The field is based on knowledge from behavioral science disciplines 

such as psychology, social psychology, anthropology, system theory, organizational behavior, 

organization theory, and management. Organizational change programs are long-term, 

planned, and sustained efforts. Any change takes time. To align the people and organizations 

to the changes OC programs should be there for a long time. OC programs are planned so that 

they can address the correct problems. At the same time, the solutions to the changes should 

sustain. The literature contains a number of definitions of organization development (OD). No 

single accepted definition of OD exists but there is general agreement on the nature of the field 

and its major characteristics. Here we focus on some important definitions of OD. Organization 

development is an effort (a) planned (b) organization-wide and (c) managed from the top to (d) 

increase organization effectiveness and health through (e) planned interventions in the 

organizations “processes” using behavioral science knowledge (Beckhard, 1969).  

OD can be defined as a planned and sustained effort to apply behavioral science for system 

improvement, using reflexive, self-analytic methods (Schmuck and Miles, 1971). OD is a 

process of planned change – change of an organization’s culture from one which avoids an 

examination of social process (especially decision making, planning, and communication) to 

one which institutionalizes and legitimizes the examination (Burke and Herrnstein, 1972).  

Aims of OD are (a)Enhancing congruence between organizational structure, processes, 

strategy, people and culture (b) is developing new and creative organizational solutions and (c) 

developing the organization’s self-renewing capacity(Beer, 1980).  

OD is a systematic application of behavioral science knowledge to the planned development 

and reinforcement of organizational strategies, structures, and processes for improving an 

organization’s effectiveness (Cummings and Worley, 1993).  

Organization development is a planned process of change in an organization’s culture through 

the utilization of behavioral science technologies, research, and theory (Burke, 1994). 
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The term diversity is used in diversity studies in a broader sense concerning human differences. 

It is used to describe all types of dimensions of an organization’s employees, such as role, 

function, and personality (Hicks Clarke; Iles, 2000). Age, gender, sexual orientation, social 

class, culture, ethnicity, disability, education, beliefs, experiences, and race are the primary 

elements that make individuals different from another one (Joplin; Daus, 1997; Hicks-Clarke; 

Iles, 2000; Kersten, 2000; Triandis, 2003). Diversity can also be categorized as personal or 

organizational. Personal differences can be appearance-related, such as skin color, race, gender, 

etc., or internal, such as values, beliefs, etc. Organizational differences are considered to be 

tenure, position and technical skills. This classification is congruent with the intergroup theory, 

which defines groups as identity groups or organizational groups (Alderfer; Smith, 1982; 

Kossek; Zonia, 1993). 

The underlying assumption of attaching importance to diversity and diversity management is 

that diversity will bring positive outcomes for an organization. Diversity is important in idea 

generation, growth, learning, image, human resources, and discrimination law (Hon; Brunner, 

2000; Friedman; Amoo, 2002). In other words, diversity can add value if it is managed 

effectively (Milliken; Martins, 1996; Knouse; Dansby, 1999). A diverse workforce can produce 

higher quality work because of its broader perspectives and ideas put forward for problem-

solving. Understanding the different demands and expectations of diversified markets, group 

decision-making, group interaction, and innovation are some of the several expected outcomes 

for an organization (Knouse; Dansby, 1999: 486–7). Fostering and facilitating a positive 

diversity climate is considered a business imperative and strategic leadership focus in 

organizations since it offers a competitive edge domestically and internationally (Joplin; Daus, 

1997; Combs, 2002). People who view diversity positively in the workplace believe that 

individual differences are positive. Diversity can be a source of learning and creativity; 

interactions with people from different backgrounds are welcomed; it is an opportunity for 

personal promotion and organizational profitability (De Meuse; Hostager, 2001: 34). The 

benefits of workplace diversity are mainly linked to better decision-making, greater creativity 

and innovation, and better service for foreign and ethnic groups in terms of marketing and 

economic distribution of opportunities (Cox, 1991). 

2.1 Literature Review on Organizational Change 

Organization Change (OC) is an organizational improvement strategy. In the late 1950s and 

early 1960s, it emerged from group dynamics and the theory and practice of planned change 

(French and Bell, 2002). Today the field offers an integrated framework for confronting the 



 
 

24 
 

most important problems gaining the appropriate remuneration from the service and become 

the UN peacekeeper is the foremost way of gaining that solvency. Though financial solvency 

gets the utmost priority in motivating the police members in joining UN Mission, high career 

growth, prestige, strong social networking, and high learning opportunity also work as 

motivating factors regarding joining in UN Peacekeeping of the human side of organizations. 

Organizational change deals with people and organizations. It describes how people and 

organizations function and how to get them to function better. The field is based on knowledge 

from behavioral science disciplines such as psychology, social psychology, anthropology, 

system theory, organizational behavior, organization theory, and management.  

Organizational change programs are long-term, planned, and sustained efforts. Any change 

takes time. To align the people and organizations to the changes OC programs should be there 

for a long time.  

OC programs are planned so that they can address the correct problems. At the same time the 

solutions to the changes should sustain. The literature contains a number of definitions of 

organization development (OD). No single accepted definition of OD exists but there is general 

agreement on the nature of the field and its major characteristics. Here we focus on some 

important definitions of OD.  

Organization development is an effort (a) planned (b) organization-wide and (c) managed from 

the top to (d) increase organization effectiveness and health through (e) planned interventions 

in the organizations “processes” using behavioral science knowledge (Beckhard, 1969).  

OD can be defined as a planned and sustained effort to apply behavioral science for system 

improvement, using reflexive, self-analytic methods (Schmuck and Miles, 1971). OD is a 

process of planned change – change of an organization’s culture from one which avoids an 

examination of social process (especially decision making, planning, and communication) to 

one which institutionalizes and legitimizes the examination (Burke and Herrnstein, 1972).  

Aims of OD are (a) Enhancing congruence between organizational structure, processes, 

strategy, people and culture (b) is developing new and creative organizational solutions and (c) 

developing the organization’s self-renewing capacity (Beer, 1980).  

OD is a systematic application of behavioral science knowledge to the planned development 

and reinforcement of organizational strategies, structures, and processes for improving an 

organization’s effectiveness (Cummings and Worley, 1993). Organization development is a 
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planned process of change in an organization’s culture through the utilization of behavioral 

science technologies, research, and theory (Burke, 1994). 

OD is a long term effort, led and supported by top management, to improve an organization’s 

visioning, empowerment, learning and problem-solving through an ongoing collaborative 

management of organization culture – with special emphasis on the culture of intact work teams 

and other team configurations – using the consultant-facilitator role and the theory and 

technology of applied behavioral science, including action research (French and Bell, 1999). 

All the above definitions overlap to a great extent and also have unique insights. For example, 

all authors’ mention that OD applies behavioral science and it deals with planned change. The 

goal of OD is to increase organizational effectiveness and individual improvement. Cummings 

and Worley emphasize achieving congruence among the components of the organization. 

French and Bell’s definition is concerned with OD’s long term interest and the use of 

consultants. Collectively these definitions convey a sense of what organization development is 

and does. A strong organizational culture provides stability to an organization. Every 

organization has a culture and that can have a significant influence on the attitudes and 

behaviors of organization members. Organization culture is defined as the values, assumptions, 

and beliefs held in common by organization's members that shape how they perceive, think, 

and act. According to Morgan (1997) “Shared values, shared beliefs, shared meaning, shared 

understanding and shared sensemaking are all different ways of describing culture.... a process 

of reality construction that allows people to see and understand particular events, actions, 

objects, utterances or situations in distinctive ways”. 

Brown (1995) defined culture as “Organizational culture refers to the pattern of beliefs, values 

and learned ways of coping with experience that have developed during the course of an 

organization’s history and which tend to the manifested in its material arrangements and in the 

behaviors of its members”. Kurt Lewin (1951) introduced two ideas about change that have 

been influential since the 1940s. The first idea is a force field analysis or model. Which states 

that what is occurring at any point in time is a resultant in a field of opposing forces. That is, 

whatever is happening right now is the result of forces pushing in opposing directions. There 

are two forces; one is driving forces, the other is restraining forces. Driving forces are those 

forces which act positively to improve the situations. 

Burke-Litwin Model of individual and organizational performance was developed by Warner 

Burke and George Litwin (Burke, 1994). This model considers two types of changes; one is 

the first-order change (Transactional change) and the other is the second-order 
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(transformational change). In first-order change, some features of the organization change but 

the fundamental nature of the organization remains the same. First-order change is also known 

as transactional, evolutionary, adaptive, incremental, or continuous change. In second-order 

change, the nature of the organization is fundamentally and substantially altered - the 

organization is transformed. Second-order change is also known as transformational, 

revolutionary, radical or discontinuous change. Organization development programs are 

directed toward both first and second order change, with an increasing emphasis on second-

order and transformational change. 

The oldest approach to designing work is based on engineering concept and methods. F.W. 

Taylor (1911), the father of scientific management, developed methods for analyzing and 

designing work for this approach. It proposes that the most efficient work design can be 

determined by clearly specifying the tasks to be performed, the work methods to be used, and 

the flow among individuals.  

The field of organization development continues to grow. The main reason is that so much 

change has occurred during the last two or three decades and organizations have to make 

necessary adjustments. Sorge and Witteloostujn (2004) use the metaphor of virus, suggesting 

that the global business world is infected by a virus that includes a permanent need for 

organizational change. This is not the end; we will also experience more changes in the future. 

Organizations have to be ready to address changed situations. To do that organizations need 

the help of OD practitioners. Let us discuss some of the trends of OD in the future. 
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2.2 Literature Review for financial security and perception of service commitment 

 

The term diversity is used in diversity studies in a broader sense concerning human differences. 

It is used to describe all types of dimensions of an organization’s employees, such as role, 

function, and personality (Hicks Clarke; Iles, 2000). Age, gender, sexual orientation, social 

class, culture, ethnicity, disability, education, beliefs, experiences, and race are the primary 

elements that make individuals different from another one (Joplin; Daus, 1997; Hicks-Clarke; 

Iles, 2000; Kersten, 2000; Triandis, 2003). Diversity can also be categorized as personal or 

organizational. Personal differences can be appearance-related, such as skin color, race, gender, 

etc., or internal, such as values, beliefs, etc. Organizational differences are considered to be 

tenure, position and technical skills. This classification is congruent with intergroup theory, 

which defines groups as identity groups or organizational groups (Alderfer; Smith, 1982; 

Kossek; Zonia, 1993). 

The underlying assumption of attaching importance to diversity and diversity management is 

that diversity will bring positive outcomes for an organization. Diversity is important in idea 

generation, growth, learning, image, human resources, and discrimination law (Hon; Brunner, 

2000; Friedman; Amoo, 2002). In other words, diversity can add value if it is managed 

effectively (Milliken; Martins, 1996; Knouse; Dansby, 1999). A diverse workforce can produce 

higher quality work because of its broader perspectives and ideas put forward for problem-

solving. Understanding the different demands and expectations of diversified markets, group 

decision-making, group interaction, and innovation are some of the several expected outcomes 

for an organization (Knouse; Dansby, 1999: 486–7). Fostering and facilitating a positive 

diversity climate is considered a business imperative and strategic leadership focus in 

organizations, since it offers a competitive edge domestically and internationally (Joplin; Daus, 

1997; Combs, 2002). People who view diversity positively in the workplace believe that 

individual differences are positive. Diversity can be a source of learning and creativity; 

interactions with people from different backgrounds are welcomed; it is an opportunity for 

personal promotion and organizational profitability (De Meuse; Hostager, 2001: 34). The 

benefits of workplace diversity are mainly linked to better decision-making, greater creativity 

and innovation, and better service for foreign and ethnic groups in terms of marketing and 

economic distribution of opportunities (Cox, 1991). A firm may achieve a flexible strategic fit 

more easily if it has a diverse workforce (Laursen; Mahnke;Vejrup Hansen, 2004). On the other 

hand, workplace diversity leads to disadvantages such as high turnover rates, interpersonal 
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conflicts and communication breakdown (Cox, 1991: 34). According to research, interpersonal 

similarity facilitates communication, improves trust and enhances reciprocal relations (Mor 

Barak; Cherin; Berkman, 1998: 88). 

In this research the following strategic questions will be considered to identify the above-

mentioned gaps in the light of questionnaire survey and secondary data analysis. The keys 

questions are as follows -  

2.3 Research Questions 

1. What is the impact of learning and gaining experience of the police peace-keepers in bringing 

about an overall organizational change? 

2. What are the particular reasons for bringing about an organizational change in the police 

force in Bangladesh? 

3. What are the benefits of organizational change in the police force? 

4. How the former peace-keepers can be utilized in changing the current organizational 

process? 

5. What are the motivating factors and barriers in making an organizational change of the police 

force? 

6. What are the factors of promotion of self-actualization of the police members? 

2.4 Research Hypothesis 

1. There is no relationship between learning and experience and the overall organizational 

change. 

4. There is no relationship between the former peace keepers' activity and the current change 

of the police organization. 
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2.5 Theoretical Framework 
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Chapter 3: Methodology of the Study 
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3.1 Methodology 

There are two general approaches of gathering and reporting information: qualitative and 

quantitative approach. In this study, a qualitative approach will be applied to gather information 

focusing on the police participants in the UN peacekeeping mission. This approach will provide 

insights on the quality of work life at home and at UN peace keeping missions and required 

organization change in the police. The quantitative approach in this research, will quantify the 

quality of work life and organizational change related data and will apply some form of 

statistical analysis.  

3.1.1 Sampling Method 

Based on the above statistical data we find that, there remains heterogeneity across different 

categories of personnel. To understand the impact of the affiliations and training given by the 

United Nations to our peacekeeping personnel we have to apply stratified sampling techniques. 

Even, there remain different ranks among the different personnel categories. To make an 

inference about the population we divide the population into groups (clusters), obtain a simple 

random sample of so many clusters from all possible clusters, and obtain data on every 

sampling unit in each of the randomly selected clusters. 

3.1.2 Sample Size 
The population size for Bangladesh is 7,099 personnel. To estimate the number of sample 

survey we followed Yamane (1967) sampling techniques. A formula propounded by Yamane 

(1967) used to determine the sample size is as follows;  

 

Where; n – is the sample size 

Quasi-statistics and narratives from the respondents were used to analyze the outcome. Further 

statistical analysis such as descriptive analysis, cross-tabulation analysis, content validity, 

andinter-item analysis, exploratory factor analysis, and confirmatory factor analysis has been 

applied in this study. According to the modeling framework, this study considers six constructs 

of organizational change recipient beliefs. These include discrepancy, appropriateness, 

efficacy, principal supports, and valance. This study first assessed the validity of the content 

under each construct and then conducted an inter-item analysis. Exploratory factor analysis has 

been used to reduce data to a smaller set of summary variables and to explore the underlying 

theoretical structure of the phenomena.And finally, confirmatory factor analysis has been 
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conducted to test how well the measured variables represent the number of constructs. The 

constructs are all measured by using a 5-point Likert Scale. 

3.1.3 Sample size for organizational change 

To estimate the number of sample survey we followed Yamane (1967) sampling techniques2. 

Based on this formula, if we survey on police force only, the sample size should be 

approximately 700 police personnel from both male (397) and female (305) category. The 

weighting factor is crucial in determining the sample size. The following table provides the 

details: 

Table 5: Sample Size and Sample determination procedures 

Category Number Participants Went to 

UN Mission (1989 to 18 Aug 

2018) 

Male and Female 

% 

Sample from each 

category 

Male Female Total Male % Female 

% 

Male 

Sample 

Female 

Sample 

Addl.IGP 3 0 3 0.02% 0.00% 1 0 

DIG 6 1 7 0.03% 0.08% 1 1 

Addl.DIG 20 2 22 0.12% 0.17% 1 1 

SP 309 32 341 1.78% 2.70% 7 9 

Addl.SP 536 81 617 3.09% 6.84% 13 21 

Sr.ASP & 

ASP 

900 49 949 5.18% 4.14% 21 13 

Sergeant 970 0 970 5.58% 0.00% 22 0 

Sub-

Inspector 

1775 133 1908 10.22% 11.22% 40 34 

                                                             

The population size is based on 31 May, 2018, collected from United Nations Portal, and retrieved on June 25, 
2018. The population size for Bangladesh is 7,099 personnel. To estimate the number of sample survey we 

followed Yamane (1967) sampling techniques. A formula propounded by Yamane (1967) used to determine the 

sample size is as follows;  

   

Where; n – is the sample size 

N – is the population size 

e – is the level of precision(95%; e = 0.05) 
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Assistant 

Sub-

Inspector 

2752 254 3006 15.84% 21.43% 62 65 

Nayek 962 0 962 5.54% 0.00% 22 0 

Constable 7660 548 8208 44.09% 46.24% 173 139 

Total 17374 1185 18559         

Sample 

Total 

391 300 691     397 305 

 

3.1.6 Sample size of financial security and perception of service commitment 

To estimate the number of sample survey we followed Yamane (1967) sampling techniques3. 

Based on this formula, if we surveyed on police force only, the sample size should be 

approximately 700 police personnel from both male (397) and female (305) category. The 

weighting factor is crucial in determining the sample size. The following table provides the 

details: 

Table 6: Sample Size and Sample determination procedures 

 

3.2 Focus Group Discussion (FGD) 

One FGD was conducted in the Faculty of Business Studies, where 20 participants from various 

ranks of Bangladesh Police were present. The FGD was conducted in the 14th July, 2018. The 

duration of the FGD was around 2 hours. The basic objectives were (1) identifying factors that 

effect on quality of life based on the experiences of UN peace keeping mission, (2) sharing 

experiences on different factors identified in the discussion and (3) determining possible 

                                                             

3The population size is based on 31 May, 2018, collected from United Nations Portal, and retrieved on June 25, 

2018. The population size for Bangladesh is 7,099 personnel. To estimate the number of sample survey we 

followed Yamane (1967) sampling techniques. A formula propounded by Yamane (1967) used to determine the 

sample size is as follows;  

   

Where; n – is the sample size 

N – is the population size 

CATEGORY NUMBER PARTICIPANTS WENT TO UN MISSION (1989 TO 18 

AUG 2018) 

Male   Female Total 

TOTAL 17374 1185 18559 

SAMPLE  391 300 691 
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organizational changes due to the UN assignments. One moderator was present at that occasion. 

Data were transcribed and later used to infer outcomes.  

3.3 Data Analysis techniques 

Quasi-statistics and narratives from the respondents were used to analyze the outcome. Further 

statistical analysis such as descriptive analysis, cross-tabulation analysis, content validity and 

inter-item analysis, exploratory factor analysis, and confirmatory factor analysis has been 

applied in this study. According to the modeling framework, this study considers six constructs 

of organizational change recipient beliefs. These include discrepancy, appropriateness, 

efficacy, principal supports, and valance. This study first assessed the validity of the content 

under each construct and then conducted inter-item analysis. Exploratory factor analysis has 

been used to reduce data to a smaller set of summary variables and to explore the underlying 

theoretical structure of the phenomena. And finally, confirmatory factor analysis has been 

conducted to test how well the measured variables represent the number of constructs. The 

constructs are all measured by using a 5-point Likert Scale.  
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Chapter 4: Peace keeping Mission: Impact on Organizational Change 
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4.1 Peace Keeping mission impacts on Bangladesh Police 

 

This study has focused on the participation of Bangladesh police in the united nation 

peacekeeping mission with a view to assessing the impact on organizational change. Both 

qualitative and quantitative approaches were applied to gather useful insights about the benefits 

of participation in the UN peacekeeping mission. This study has used some form of statistical 

analysis such as descriptive statistics, quasi-statistics,and narratives to presents the findings. 

The findings of this study reveal that the impact of UN Mission works in individual level of 

changes; organizational changes are also evident after the experiences in the UN Peacekeeping 

Mission. The standard policing, pragmatic training program, digital working environment, 

prompt action against the complaint, respect for the profession, strong adherence to time line, 

structured and integrated working system etc. are very much evident with the UN Peacekeeping 

veterans. Findings also reveal that the UN Peacekeeping Mission helps to change the mindset 

of police members and creates the opportunity to ensure good governance and to protect the 

rule of law of the home country. A strong commitment is developed to the police organization 

to serve the nation. 

 

UN Peacekeeping Mission is a kind of training field in learning sensitivity, sensibility as well 

as humanity. Learning and adapting new technologies in the UN Mission have a great impact 

on the overall organizational change. New technologies (Digital forensics, Office It, Drone, 

most modern communication system, Armor Personal Carrier, advance weapon systems, 

sophisticated surveillance and operational equipment) help to work effectively and efficiently. 

Therefore the key theme of this study is discovering the amount of application of the learning 

from the UN Peacekeeping mission to bring about a positive organizational change in the police 

service of Bangladesh. In such perspective, the responsibility of the home police service is just 

to support and sponsor the change. Alignment of proper learning from the UN Peacekeeping 

Mission with the proper application of that learning in the own country can be a great asset for 

the country. 

 

Bangladesh Police is the core law enforcing agency of Bangladesh. Since its inception, it has 

been maintaining the law and order of the country with glory and pride. It is administered under 

the Ministry of Home Affairs of the Government of Bangladesh. Bangladesh Police devotes 

24/7 to ensure the peace of the society and internal security of the state. It works relentlessly 

to secure the life and property of the people. The enormous area of responsibility and the 
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volume of works of Bangladesh Police entail activities ranging from domestic law and order 

management to performing globally with the UN partners in its different peacekeeping 

missions. Since its commencement to serve in different UN Mission, Bangladesh Police has 

now been the 3rd Police Contributing Country (PCC) in the world with remarkable 

commitments of 775 personnel to date (30.04.2018) of its own to the UN Mandate.  

 

Bangladesh Police officials are playing a vital role in maintaining peace in conflict zones under 

UN umbrella. It all began in 1989 when it left behind its glorious chapter by participating in 

the United Nations Transition Assistance Group (UNTAG) in an African state named Namibia 

– ever since, success stories have flourished the fame with an adventurous total number of 

18420 personnel in 21 UN Missions to date (Sebastian, 2015). 

 

Bangladesh Police has already demonstrated the expertise in the different field of policing like 

Forensics, Digital Forensics, Ballistic, Democratic Policing, community policing, institution 

building, and so on so forth. Bangladesh Police has not only proved its capacities in the field 

missions as an observer but also could make the way to the peacekeeping department in the 

United Nations’ Headquarters by the dint of their merit and capability. Bangladesh Police has 

been performing their duties and responsibilities with utmost sincerity, professionalism, and 

dedication. They assist in facilitating in the process of disarmament and reintegration, 

maintaining law and order, protecting displaced and distressed persons, facilitating 

humanitarian assistance, institution building, peace building and protecting human rights. 

Responding to the challenges in implementing the UN Mandate in the field of gender issues, 

women and children affairs, Bangladesh Police has sent 1 (one) Women FPUs in DR Congo 

(MONUSCO) (Zaman 2014; Perry & Smith 2013; Islam 2010). 

 

Bangladesh, being of the top contributor of female police officers to the United Nations 

Peacekeeping Operations, has become the crucial partner in the transition from war to peace. 

Bangladesh female police officer with its name and fame has established themselves as the role 

model in the post conflict communities in the Mission area. Consequently, the demand for 

Bangladesh Female Police Officer is increasing day by day in the UN peacekeeping operations 

and Bangladesh Female Police Officers have a significant presence in the UN Peacekeeping 

theatres. 
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Source: Unpublished office documents (2018) 

 

Over the past decades, the restoration of Rule of Law in post-conflict mission area is getting 

top priority as the international community has recognized the fact of strengthening internal 

security and criminal justice structure as the most important prerequisite to stabilize the conflict 

within states. As such the role of UN Police has been expanded from monitoring and advising 

function to reforming, restructuring and institutional building of local police services. The 

expertise of Bangladesh Police in the field of responsive policing, accountable policing, 

community policing, electoral assistance has proven its importance in the UN Peace Keeping 

Operations resulting in wide scopes to work in the international arena (Dahrmaphuri 2013; 

William &Kar 2013). 

 

UN Peacekeeping missions are the greatest training and learning hub for the Bangladesh police. 

They learn the international norms and practices regarding how to bring back the order in public 

Table 7: Bangladesh Police in United Nations 

Sl. no Name of Mission Period 

1 UNDPKO, UNHQ 1990 to till date 

1 UNTAG(Namibia) 1989-1990 

1 UNTAC(Cambodia) 1992-1994 

1 UNPROFOR(Yugoslavia) 1992-1996 

1 UNUMOZ(Mozambique) 1993-1994 

1 UNAMIR(Rowanda) 1993-1995 

1 MINUSTAH (Haiti) 1994 to till date 

1 UNAVEM-III (Angola) 1995-1999 

1 UNTAES (East Slovenia) 1996-1998 

1 UNMIBH (Bosnia) 1996-2002 

1 UNMISET/UNMIT (E.Timor) 1999-2012 

1 UNMIK (Kosovo) 1999-2009 

1 UNAMSIL (Siera Leon) 2000-2012 

1 UNMIL (Liberia) 2003 to till 2018 

1 UNOCI (Ivory Coast) 2004-2017 

1 UNMIS 2005-2011 

1 MONUSCO (DR Congo) 2005 to till date 

1 UNAMID (Darfur) 2007 to till date 

1 UNAMA (Afganistan) 2008 to till date 

1 UNMISS (South Sudan) 2011 to till date 

1 MINUSMA (Mali) 2013 to till date 

21 SOMALIA(UNSOM) 2015 -2017 
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life and in a State. The exposure to the international working environment offers them the 

opportunity to perform in an improved working environment where efficiency, skill and 

professionalism in work are much appreciated. The veteran peacekeepers can apply their 

changing attitudes and enhanced learning to bring a great change in their home country’s police 

organization which can take them much closer to the people what they have been able to 

achieve during their tour of duty in the war-torn countries. 

 

However, it’s no denying that the performance of the Bangladesh police in the home country 

sometimes is a contrast to their demonstrated performance in the UN mission. In Bangladesh, 

they are at times are blamed to be plagued by the problems of corruption and inefficiency by a 

group of members. Moreover, the Colonial mistrust is still prevalent amongst a large section 

People as a historical legacy. Therefore, the key theme of this study is to discover the amount 

of application of the learning from the UN Peacekeeping missions to bring about a positive 

organizational change in the police service of Bangladesh.  

 

4.2 Why Does Bangladesh Participate in UN Missions? 

A cursory official response to the question of why Bangladesh provides so many UN 

peacekeepers would include the following points: 

First, participation in UN peace operations fulfills the country’s constitutional and international 

obligations. 

Second, involvement with such missions allows the troops and officers to interact with 

members of foreign counter parts and improve their professional skills. Such multinational 

exposure helps them gain operational expertise and first-hand knowledge of the latest doctrines, 

technologies and equipment. 

Third, in the past, financial rewards represented a powerful incentive for Bangladesh to take 

part in UN missions. The substantially recent pay packages increases are now slowly changing 

this attitude though! 

UN payments and reimbursements allow to purchase and maintain sophisticated law 

enforcement equipment which it wouldn’t have able been to obtain otherwise under normal 
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circumstances and to reward its personnel. In other words, peace operations help subsidize 

Bangladesh’s own Police Force too. 

Analysts have offered additional reasons as to why Bangladesh provides so many UN 

peacekeepers. Banerjee, for example, identifies the fulfillment of international obligations, the 

need to project a positive image of the country as factors that explain Bangladeshi support for 

UN peacekeeping. In a similar vein, Murthy has emphasized the financial imperative.  

4.3 Economic Rationales 

The UN compensation rates for peacekeeping operations have been attractive to Bangladeshi 

soldiers and police until recently. This is because domestic employment opportunities and 

wages were so limited and meagre in the past. This contention is well supported by a series of 

interviews we conducted with officers during this research. All of the interviewees reiterated 

strongly that it was financial considerations which made them eager for UN duties.  

4.3.1 Prestige 

Economic incentives are not the whole story. Bangladesh has also provided UN peacekeepers 

in order to promote a positive image of the country. Political leaders and officials from the 

Police and armed forces never fail to point out how Bangladesh’s performance in peacekeeping 

operations has helped to present the country globally under a positive spot light. In her address 

on the occasion of the International Day of UN Peacekeepers in 2011, Prime Minister Shiekh 

Hasina expressed her gratitude to Bangladeshi peacekeepers for elevating the country’s image 

in the international arena. This also offers to the country with the leverage of some kind of 

“Soft Power “in the international theatre. 

4.3.2 Political-Institutional Rationales 

We think a good case can be made that political and institutional imperatives also play a major 

role in Bangladesh’s decisions to provide UN peacekeepers. Sending Police and Military in the 

UN role creates advantages politically at the domestic as well as international front and also 

solidify the cultural and allegiance of different government institutions to be completely 

supportive of democratic Polity as an ‘indirect’ outcome of such missions.  
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4.3.4 Impact on quality of life through Financial Benefits 

Countries sending troops including police and military experts as a part of Formed Units are 

paid $1,410 per month per soldier by the UN, which is considerably higher than the average 

wage in many countries. Moreover, the Police Officer working as IPOs (Individual Police 

Officers) and assigned on secondment at the Professional Level gets even much higher 

compensation packages. The financial package offered for UN peacekeeping is an attractive 

incentive for any developing country. From 2001 to 2010, UN compensation amounted to a 

total of approximately $1.28 billion, 67 percent of which is accounted for by troop costs with 

the rest as equipment cost reimbursement.  

4.3.5 Experiences in UN Peacekeeping Mission 

Experiences help people to enhance the quality of services provided by them. Experiences of 

working in the UN Peacekeeping Mission undoubtedly help Bangladesh Police to better their 

quality of life along with bringing about a change in the organization positively. That includes 

Operation and Administrative skills, expertise on modern Forensic investigation, expertise on 

intelligence, preventive law enforcement, exposure to latest Police Technology and equipment, 

discipline, working with foreign counterparts, dealing with cross-cultural diversity etc. An 

FGD (Focus Group Discussion) discussion with some proud members of Bangladesh Police, 

served as UN Mission Peacekeepers, helps to present the experiences of the mission along with 

what changes they have undergone due to the mission participation regarding the quality of life 

and overall organizational development. 

Team building and working in a Team is a great learning from UN Peacekeeping Missions. An 

FGD participant, worked in UN Peacekeeping Mission, was recalling his memories that how 

he along with his peers and camp commander worked hand in hand to build a washroom in a 

local police station within a very short time.  

Differentiating poor from rich is a very common scenario in this capitalistic world but in most 

of the cases in missions, there is no discrimination between poor and rich in regards to service 

delivery. In the UN family, People are very warm-hearted and they love to meet and greet. One 

of the important lessons learned from the mission is integrity. People are very willing to help 

each other even to a stranger and in exchange, they do not even think to take any advantage.  
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Resource multiplication and maximization is another take away from the Mission areas as an 

expertise. How to utilize limited resources or personnel in a big mission can be learned from 

the UN Mission. In UN Mission Office culture, they work in a very formatted and structured 

way. No mismanagement or misalignment is there. They are very much disciplined in their 

work. It is rare to find any undisciplined action in their daily activities. There is no term like 

“relax in working time” in the dictionary of UN Peacekeeping Mission. People remain fully 

engaged during duty hours without any self-taken unauthorized break or alike. The Staff 

Members usually do not keep things pending as well as the work environment is calm. They 

maintain a priority list to note down their daily duties as well as they also note down the 

activities that they cannot fulfill today so that in the next day they can prioritize their activities. 

And a morning briefing sets the focus of the day. Women and children always get the most 

priority there which is a very important practice to know.  

Though cultural openness and diversity are there but religion is no issue. Regarding religious 

practices, there are different experiences amongst the UN participants. Some participants could 

freely practice their own religion though there are opposite scenarios also varying from Mission 

to Mission. Even there are many places in the UN Mission where one has to practice her/his 

religion in private. UN Peacekeepers are highly professional. Their attitudes, behaviors, 

activities etc. show how much professional they are in terms of their work. Favoritism is an 

unknown word there. In the UN Mission no one expects any undue favor from anyone.  

Working in a digital environment enriches the experiences of Bangladesh Police in the UN 

Peacekeeping Missions. Every administrative process is based on computer software. Not only 

such IT or software solutions but also the environment is fully equipped with the modern 

equipment as they believe without using the modern equipment it is impossible to manage a 

huge as well as a critical mission in an efficient way. Smart people can easily cope up with the 

environment even in extreme or tough climatic conditions. UN Mission helps to learn how to 

cope up with extreme cold or hot weather, how to cope up with language barrier, deal with 

cultural diversity, how to cope up with a new and unknown situation. Bangladeshi people are 

very soft hearted with a helping attitude and sometimes they prefer to volunteer to 

unnecessarily take over the responsibility of other colleagues. This does not happen in the UN 

Mission. Staffs are busy with their designated own work and they believe that if they take more 

work load beyond job demand then the quality of work may be adversely affected. 
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As discussed before, how to utilize limited resources is great learning from UN missions. UN 

Mission helps to know how to minimize wastage and recycle. One participant of this FGD was 

sharing his experiences regarding waste minimization. There was a scarcity of water in the 

camp area in his Mission. They had to use the water at a minimum level. In that condition, they 

decided to recycle the used water in the shower for watering plants and gardens. As a result, 

the camp area turned into a green area. This was a great example of waste minimization and 

innovation. There is no peon culture in the UN Peacekeeping Mission for petty help. Mission 

member has to do things in own hand. Managing dateline and service delivery in a tight 

schedule is another great skill to learn from there. They always respect and strictly maintain 

timeline or date line.  

Hiding an issue under the carpet is not a culture of the UN Missions. UN peacekeepers try to 

solve the problem by entering into the problem not avoiding the problem. The system is such 

in terms of accountability where one cannot easily avoid or fly away from a critical or bad 

situation to wrap up. Training and learning system is very improved and pragmatic also. Every 

small life is counted by the UN peacekeepers. Even the life of a baby tortoise is very valuable 

sometimes. Being human is great learning of the UN Mission. “Respect for All” is a kind of 

tagline too. UN Mission also helps to make morale high. Especially, after a comeback from the 

mission, a strong deterrence works in mind for unprofessional activity. The delegation and 

division of work is a very common practice in the UN Mission. All duties of the UN 

Peacekeepers are divided intounits depending on the expertise. Unit wise effort makes the 

mission easy, efficient, productive and successful.  

4.4 Driving factors in Joining UN Peacekeeping Missions 

 

Posh lifestyle and financial solvency mainly motivate the police members in joining the UN 

Peacekeeping Mission. From a reference of an ex-UN peacekeeper, it was told that basically 

he was motivated to join in UN Peacekeeping Mission after seeing the attractive lifestyle and 

financial solvency of the police peacekeeping veterans. In the recent past, remuneration in 

Bangladesh Police Service was not up to the mark aligned to the global standard. As a result, 

it was a big dream of almost every police member to achieve financial solvency by joining in 

a Mission. 
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Some Officers also likes to take the opportunity to work in foreign country in an extreme 

condition as a challenge and also for the possibility to see places and meet people. The 

government call of duty as an obligation is another driving factor too. 

 

4.5 Importance of Organizational Change 

 

Organization Change (OC) is an organizational improvement strategy. In the late 1950s and 

early 1960s, it emerged from group dynamics and the theory and practice of planned change 

(French and Bell,2002). Today the field offers an integrated framework for confronting the 

most important problems gaining the appropriate remuneration from the service and become 

the UN peacekeeper is the foremost way of gaining that solvency. Though financial solvency 

gets the utmost priority in motivating the police members in joining UN Mission, high career 

growth, prestige, strong social networking, and high learning opportunity also work as 

motivating factors regarding joining in UN Peacekeeping of the human side of organizations. 

Organizational change deals with people and organizations. It describes how people and 

organizations function and how to get them to function better. The field is based on knowledge 

from behavioral science disciplines such as psychology, social psychology, anthropology, 

system theory, organizational behavior, organization theory, and management. Organizational 

change programs are long-term, planned, and sustained efforts. Any change takes time. To 

align the people and organizations to the changes OC programs should be there for a long time. 

OC programs are planned so that they can address the correct problems. At the same time the 

solutions to the changes should sustain. The literature contains a number of definitions of 

organization development (OD). No single accepted definition of OD exists but there is general 

agreement on the nature of the field and its major characteristics. Here we focus on some 

important definitions of OD. Organization development is an effort (a) planned (b) 

organization-wide and (c) managed from the top to (d) increase organization effectiveness and 

health through (e) planned interventions in the organizations “processes” using behavioral 

science knowledge (Beckhard, 1969). OD can be defined as a planned and sustained effort to 

apply behavioral science for system improvement, using reflexive, self-analytic methods 

(Schmuck and Miles, 1971). OD is a process of planned change – change of an organization’s 

culture from one which avoids an examination of social process (especially decision making, 

planning, and communication) to one which institutionalizes and legitimizes the examination 

(Burke and Herrnstein, 1972). Aims of OD are (a) Enhancing congruence between 

organizational structure, processes, strategy, people and culture (b) is developing new and 
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creative organizational solutions and (c) developing the organization’s self-renewing capacity. 

(Beer, 1980)OD is a systematic application of behavioral science knowledge to the planned 

development and reinforcement of organizational strategies, structures, and processes for 

improving an organization’s effectiveness (Cummings and Worley, 1993). Organization 

development is a planned process of change in an organization’s culture through the utilization 

of behavioral science technologies, research, and theory. (Burke, 1994) 

 

OD is a long term effort, led and supported by top management, to improve anorganization’s 

visioning, empowerment, learning and problem-solving through an ongoing collaborative 

management of organization culture – with special emphasis on the culture of intact work teams 

and other team configurations – using the consultant-facilitator role and the theory and 

technology of applied behavioral science, including action research (French and Bell, 1999). 

All the above definitions overlap to a great extent and also have unique insights. For example, 

all authors’ mention that OD applies behavioral science and it deals with planned change. The 

goal of OD is to increase organizational effectiveness and individual improvement. Cummings 

and Worley emphasize achieving congruence among the components of the organization. 

French and Bell’s definition is concerned with OD’s long term interest and the use of 

consultants. Collectively these definitions convey a sense of what organization development is 

and does. A strong organizational culture provides stability to an organization. Every 

organization has a culture and that can have a significant influence on the attitudes and 

behaviors of organization members.Organization culture is defined as the values, assumptions, 

and beliefs held in common by organization's members that shape how they perceive, think, 

and act. According to Morgan(1997) “Shared values, shared beliefs, shared meaning, shared 

understanding and shared sensemaking are all different ways of describing culture.... a process 

of reality construction that allows people to see and understand particular events, actions, 

objects, utterances or situations in distinctive ways”. 

 

Brown (1995)defined culture as “Organizational culture refers to the pattern of beliefs, values 

and learned ways of coping with experience that have developed during the course of an 

organization’s history and which tend to the manifested in its material arrangements and in the 

behaviors of its members”. Kurt Lewin (1951) introduced two ideas about change that have 

been influential since the 1940s. The first idea is a force field analysis or model. Which states 

that what is occurring at any point in time is a resultant in a field of opposing forces. That is, 

whatever is happening right now is the result of forces pushing in opposing directions. There 
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are two forces; one is driving forces, the other is restraining forces. Driving forces are those 

forces which act positively to improve the situations. 

 

Burke-Litwin Model of individual and organizational performance was developed by Warner 

Burke and George Litwin (Burke, 1994). This model considers two types of changes; one is 

the first-order change (Transactional change) and the other is the second-order 

(transformational change). In first-order change, some features of the organization change but 

the fundamental nature of the organization remains the same. First-order change is also known 

as transactional, evolutionary, adaptive, incremental, or continuous change. In second-order 

change, the nature of the organization is fundamentally and substantially altered - the 

organization is transformed. Second-order change is also known as transformational, 

revolutionary, radical or discontinuous change. Organization development programs are 

directed toward both first and second order change, with an increasing emphasis on second-

order and transformational change. 

 

The oldest approach to designing work is based on engineering concept and methods. F.W. 

Taylor (1911), the father of scientific management, developed methods for analyzing and 

designing work for this approach. It proposes that the most efficient work design can be 

determined by clearly specifying the tasks to be performed, the work methods to be used, and 

the flow among individuals.  

 

The field of organization development continues to grow. The main reason is that so much 

change has occurred during the last two or three decades and organizations have to make 

necessary adjustments. Sorge and Witteloostujn (2004) use the metaphor of virus, suggesting 

that the global business world is infected by a virus that includes a permanent need for 

organizational change. This is not the end; we will also experience more changes in the future. 

Organizations have to be ready to address changed situations. To do that organizations need 

the help of OD practitioners. Let us discuss some of the trends of OD in the future. 

 

4.6 Categorization of the beliefs in Organizational change in the Police force 

 

The beliefs this study has identified as most significant in determining the reactions of change 

recipients to an organizational transformation are discrepancy, appropriateness, efficacy, 
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principal support, and valence. In this study organizational change related reactions has been 

categorized into five categories on the basis of their nature and need. 

Discrepancy: Research by numerous organizational scientists (cf. Bandura, 1986; Bartunek, 

Rousseau, Rudolph, & DePalma, 2006; Coch& French, 1948; Kotter, 1995; Nadler &Tushman, 

1989; Pettigrew, 1987; Rafferty & Griffin, 2006; Rousseau &Tijoriwala, 1999) supports the 

argument that employees must believe that a need for change exists. A difference between 

current and desired performance helps legitimize the need for change. Otherwise, the motive 

for a change may be perceived as arbitrary. Change recipients’ beliefs about discrepancy can 

be influenced, the information provided by change agents to explain why an organizational 

change is needed. The change initiative of shared governance was necessary because a need 

existed for service decision making at the lowest organizational level that capitalized on the 

expertise of the change recipients. 

 

Appropriateness: Early research by Kepner and Tregoe (1965) can be directly related to 

appropriateness. Their work was intended to sharpen diagnostic skills of managers by 

demonstrating the importance of identifying the unique attributes of an organizational situation 

so that the appropriate corrective action can be matched to that situation, thus eliminating the 

discrepancy.  

 

It is important to determine whether the change is appropriate for the organization or not. The 

appropriateness is refereeing that the change will boost up the organizational performance in 

regard to achieve the intended goal. Appropriate corrective action will help the organization to 

reduce the discrepancies. The following reactions of change recipients we can put in the 

appropriateness category. 

 

Efficacy: In the context of organizational change, efficacy can be defined as the perceived 

capability to implement the change initiative (Bandura, 1986). Bandura’s (1986) research 

demonstrated individuals commonly avoid activities that they believe exceed their coping 

capabilities. Individuals commonly avoid activities that they believe exceed their coping 

capabilities. In contrast, individuals will undertake and perform those that they judge 

themselves to be capable of. Thus, employees must believe they are capable of executing the 

new behaviors required by the change initiative. 
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Principal Support: Principal support describes the support of change agents and opinion 

leaders. The term change agent may refer to the global (i.e., the highest level in the 

organization, the CEO) and/or the local change agent (i.e., the immediate supervisor) 

(Rousseau and Tijoriwala 1999; Schaubroeck 2000).In police force, the principal support to 

bring the change is related to government level willingness. To support the change the member 

of this force will have to work proactively to overcome the barriers in the path change. 

 

Valence:The belief we label valence originated in Vroom’s (1964) work on motivation and 

refers to the attractiveness (from the change recipient’s perspective) associated with the 

perceived outcome of the change. Valence can be segmented into extrinsic and intrinsic 

categories. Extrinsic valence refers to the rewards or benefits realized from adopting the new 

behaviors. Incentive systems, like gain-sharing programs (cf. Bullock & Tubbs, 1990), 

contribute to the perceived benefits of the change initiative. The belief we label valence refers 

to the attractiveness (from the change recipient’s perspective) associated with the perceived 

outcome of the change. Valence can be segmented into extrinsic and intrinsic categories. 

Extrinsic valence refers to the rewards or benefits realized from adopting the new behaviors. 

Incentive systems, like gain-sharing programs, contribute to the perceived benefits of the 

change initiative. Furthermore, organizational change can also provide intrinsic 

rewards.Organizational change that provided more autonomy for decision making among 

operative workers resulted in increases in higher-order need satisfaction. This component 

recognizes the importance of change agents addressing the personal needs of change recipients. 

4.7 Theoretical Framework 

 

The beliefs which reflect the differences between current and desired performance have 

categorized into the discrepancy heading. To discover their beliefs on this specific area three 

questions have been asked which cover the way of operation, the performance of the 

organization and the approach to implement the organizational change. 

 

Discrepancy Related Belief 

1. We need to improve the way we operate in this organization 

2. The change in our operations will improve the performance of our organization 

3. We need to improve our performance by implementing an organizational change 
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‘Whether the change is important for the organization or not’ reaction and perception of 

peacekeeping personnel on these specific issues have been grouped under the appropriateness 

category. Respondents had been asked about the benefit of the change, its favorable effect on 

the organization. 

Appropriateness Related Beliefs 

1. Change has increased my quality as well as my organization.  

2. I believe the proposed organizational change will have a favorable effect on our 

operation 

3. This organizational change will prove to be best for our situation 

 

In this study, we cluster the organizational change related reactions of the peacekeeping 

personnel under the five organizational change beliefs. In this study member of the police force 

are the change recipients. Their capability to implement the change successfully can be 

considered police force organizational efficacy. Under the efficacy heading five questions has 

been included to have the reactions of the participants UN peacekeepers about their behavioral 

change, capability, and confidence to implement the change successfully.  

 

Efficacy Related Beliefs 

1. After the UN Peacekeeping good change has come in my behavior/conduct with the 

Public 

2. After the UN Peacekeeping good change has come in my Service Delivery Capacity 

3. I observed good changes in the quality of work of service personnel who have joined 

UN Peacekeeping 

4. I believe we can successfully implement this change 

5. I am confident I have the capability to implement the change 

 

Principal support refers the support from change agent and opinion leaders. Under the belief of 

“Principal Support” 3 questionshas been included which reveals the colleagues, top leaders and 

immediate managers’ views and support toward the organizational change in police force. 
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Principal Support Related Beliefs 

1. My respected colleague will embrace the proposed organizational change  

2. The top leadership supports the change  

3. My immediate manager is in favor of the change  

 

The belief we label valence refers to the attractiveness (from the change recipient’s perspective) 

associated with the perceived outcome of the change. To uncover the beliefs ofpeacekeepers 

three questions has been asked on the office environment, self-fulfillment, and higher pay after 

the change.  

Valence Related Beliefs 

1. I observed good changes in the office of the environment of service personnel who have 

joined UN Peacekeeping 

2. With this change in my job, I will experience more self-fulfillment 

3. I will earn higher pay from my job after this change 

 

4.8 Data Analysis techniques 

Quasi-statistics and narratives from the respondents were used to analyze the outcome. Further 

statistical analysis such as descriptive analysis, cross-tabulation analysis, content validity and 

inter-item analysis, exploratory factor analysis, and confirmatory factor analysis has been 

applied in this study. According to the modeling framework, this study considers six constructs 

of organizational change recipient beliefs. These include discrepancy, appropriateness, 

efficacy, principal supports, and valance. This study first assessed the validity of the content 

under each construct and then conducted inter-item analysis. Exploratory factor analysis has 

been used to reduce data to a smaller set of summary variables and to explore the underlying 

theoretical structure of the phenomena.Andfinally, confirmatory factor analysis has been 

conducted to test how well the measured variables represent the number of constructs. The 

constructs are all measured by using a 5-point Likert Scale.  

4.9 The validation studies 

 

Validity is defined as the degree of agreement between the claimed measurement and the real 

world. The American psychologist  
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The American Psychological Association (1995) requires that a quantitative survey instrument 

meet standards of content validity, internal consistency, and criterion-related validity. These 

three standards constitute construct validity. In this section, this study explains the process that 

has been followed for the scale development to satisfy the criteria of establishing construct 

validity.  

Four separate empirical studies were conducted with a sample of this research. In Study 1 we 

assessed the content validity about the beliefs of Bangladeshi peacekeeper regarding the 

organizational change. Study 2 was conducted to analyze item variance and inter-item 

correlations. Study 3 was used for our exploratory factor analysis. The data collected in Study 

4 were analyzed using confirmatory factor analysis. The narrative following Study 4 provides 

evidence of internal consistency reliability, convergent and discriminant validity, and criterion-

related validity. 

4.9.1 Study 1: Content Validity 

 

Based on the literature review this study has identified the dominating organizational change 

factors. This study has conducted an FGD on the member of the Bangladesh police force 

participated in the UN peacekeeping mission to understand their beliefs and reactions regarding 

the organizational change in Bangladesh police force. Based on the literature review and FGD 

this study developed a questionnaire. 17 questions of the developed questionnaire directly deal 

with the UN peacekeeping mission impact on the organizational change of the Bangladesh 

police force.Content validity has been conducted on these 17 questions. 

To determine whether each item represented the beliefs that link the need for organizational 

reform of Bangladesh police, cohen’s (1960) kappa was computed using the response from the 

481 police personnel. Kappa, which is a statistic used to assess the extent to which 

classifications are made on a consistent basis, allowed us to determine agreement among these 

respondents. Kappa for Study 1 was computed to be .45 whereas .70 is generally considered 

acceptable. The fact that our kappa was statistically significant indicates that there was 

moderate agreement among police personnel. Therefore we can say that the content of the 

questionnaire is moderately valid.  
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4.9.2 Study 2: Inter-Item Analysis 

Table 8: Reliability Test 

 Cronbach's Alpha Inter-Item Correlation Item Variance  

Efficacy .816>.70 .485>.40 .439 

Principal Support .779>.70 .538>.40 .574 

Appropriateness .245<.70 .244<.40 2.20 

Discrepancy .764>.70 .518>.40 .445 

Valance  .664<.70 .400 = .40 .627 

.70 is acceptable Cronbach's Alpha limit, and .40 is minimum acceptable Correlation 

 

The alpha coefficient of the three items of appropriateness is .245, suggesting that the items 

have relatively low internal consistency. Inter-item correlation is also below the acceptable 

level and the variance is too high. The alpha coefficient for of the three items of the valance is 

close to the acceptable level refers that moderate level internal consistency among the items. A 

reliability coefficient of .70 or higher is considered “acceptable” in most social science 

research situations. Other categories of the organizational change belief are showing high 

internal consistency.  
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4.9.3 Study 3: Exploratory factor analysis 

 

Table 9: Factor Loading 

 

  Efficacy Principal 

Support 

Appropriate 

ness 

Discrepancy Valence 

Item 01 02 03 04 05 06 07 08 09 10 11 12 13 14 1

5 

16 17 

 

 

Efficacy 

01 1                 

02 .68 1                

03 .46 .53 1               

04 .38 .45 .3

6 

1              

05 .49 .56 .4

7 

.55 1             

Principal 

Support 

06      1            

07      .51 1           

08      .44 .62 1          

 

Appropriat

e 

Ness 

09         1         

10         .41 1        

11         .08 .49 1       

 

Discrepanc

y 

12            1 .     

13            .6

4 

1     

14            .4

3 

.48 1    

 

Valence 

15               1   

16               .5

3 

1  

17               .3

1 

.3

7 

1 

 .40 is an acceptable level 
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Organizational context: Most important issues relevant to the organizational change in the 

police force has been included in the questionnaire to survey the reactions of the UN 

peacekeepers to the change. On the 17 questions, an exploratory factor analysis with varimax 

rotation has been conducted. If the items had been developed carefully, the eigenvalue and 

scree plot should equal the number of scales being developed, in the present case, five subscales 

(Hinkin, 1998). Based on eigenvalues and the scree plot, results indicated a five-factor solution 

was most appropriate. Thus, in the next factor analysis, we set the number of factors to five. 

Three items that failed to meet the suggested .40 criterion level for judging meaningful factor 

loadings was deleted (cf. Hinkin, 1998). The resulting solution consisted of 17 items that 

accounted for 48% of the variance.  

 4.10 Findings of the study 

According to most of the participants of FGD, career growth and financial solvency are the 

most rated factors in terms of working as a UN peacekeeper. Though learning is very much 

related to career growth, participants mainly focus on career growth rather learning. But it is 

clear from the summary of the FGD that as the UN peacekeepers get the ultimate opportunity 

to learn many different things from their UN Mission; these help them in clearing the 

impediments to advance at the career ladder. Prestige is also a big issue achieved by working 

in the UN Peacekeeping Mission. Especially after returning from the UN Peacekeeping 

Mission, Police members are highly valued and respected by the peers, colleagues, family 

members, neighbors, and relatives. It is also a great source of motivation regarding joining the 

UN Peacekeeping Mission.  

 

Experiences of new assignments and in foreign countries ultimately enrich the social 

networking of the police members. These strong networking skills help them in learning, career 

growth as well as performing the core responsibilities more efficiently and smartly. 

Experiences of UN Peacekeeping Mission improve the overall economic quality of life through 

investing in assets, ensuring quality consumption, education to the children, medical facilities 

to the family members and some other socio-economic needs. As per government rules, being 

a government servant has no opportunity to run a side business, Bangladesh police 

Peacekeepers try to recycle the money by investing in many assets like land, term deposits, and 

blue chips and so on. This recycling of money helps them to achieve more financial solvency 

as well as boost up the overall economy of the country. Some participants of this FGD help 

their relatives and family members financially in most of cases. Along with the financial 



 
 

55 
 

solvency of own, they try to enhance the quality of life of the surroundings and this thing 

ultimately brings in economic social upliftments to improve the overall economy of the country 

positively. UN peacekeeping opportunity also impacts the consumption pattern. Ensuring 

quality education for the children is a big deal for every parent nowadays. UN Mission earning 

helps them in ensuring the quality education for their children. In most of cases, police 

members fail to ensure the costly medical services for their family members. UN Peacekeeping 

Mission helps to achieve financial solvency which can actually ensure the proper medical 

treatment for the family members. Apart from these needs, different kinds of socio-economic 

needs like helping in establishing family members’ business, sending the relatives to abroad as 

migrant workers etc. are also the result of UN peacekeeping compensation. 

 

Most of the participants of the FGD do agree that corruption comes from a lack of personal 

integrity and financial insolvency. UN Peacekeeping Mission helps to ensure financial 

solvency as well as it helps to enhance the personal integrity which ultimately supports to 

eradicate the organizational corruptions and irregularities. Experiences of UN Peacekeeping 

Mission help in growing honesty and patriotism in the mind of former UN peacekeepers and 

these honesty, patriotism and high morale abstains them from doing any kind of injustice, 

irregularities as well as bribery. According to their viewpoint, they have learned from the UN 

Mission that honesty is the ultimate source of pride and professionalism. Nevertheless, this 

kind of personal integrity as well as professionalism at the individual level doesn’t guaranty 

such footprint in the overall police organization though.  

 

4.11 Organizational Change after the Experiences of UN Peacekeeping Mission 

 

Change can be brought up in two ways-from within and from outside stimulus. Changes from 

within are happening in Bangladesh Police. Politics is the prime controller of a state and there 

should be political ownership in term of organizational change. Political buy in is critical for 

ensuring organizational change. 

 

Though the impact of UN Mission works in individual level of changes, organizational changes 

are also evident after the experiences in the UN Peacekeeping Mission. Standard policing, 

pragmatic training program, digital working environment, calm working place, maintaining 

diary for prioritizing daily activities, more humanistic attitude to the weak people and under 

privileged like old, children, women and minorities, prompt response on a complaint, respect 
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for the work, managing time lines, structured and integrated work approach etc. are very much 

evident after the introduction to UN Peacekeeping Missions. UN Peacekeeping Mission helps 

to change the mind set of police members and creates the opportunity to ensure good 

governance and protect the rule of law of the home country. A strong commitment is developed 

into the police organization in serving the nation. UN Peacekeeping Mission is a kind of 

training field in learning sensitivity, sensibility as well as humanity. 

 

Learning and adapting new technologies in UN Mission have a great impact on the overall 

organizational change. New technologies help to work effectively and efficiently. Use of drone, 

most modern communication equipment, digital forensics, advanced preventive law 

enforcement techniques, latest Police Technologies and gears, better weapon systems, 

sophisticated surveillance equipment, audio and video analytics, APC (Armor Personal 

Carrier) and so on are introduced to Bangladesh Police only due to the opportunity to work in 

UN Peacekeeping Missions. It is true that in terms of access to justice, the police is not the only 

stakeholder but having this reality, it is seen in the police service the former peacekeepers try 

their best to make the path clear in access to justice and inspires others for same.. People are 

highly encouraged to communicate with their nearest police station whenever in need.  

 

The sense of humanity, as well as different professional techniques, learned from the UN 

Mission also helps to ensure in protecting human rights at home. Service delivery capacity and 

techniques, as well as professional skills are enhanced after joining the UN Mission. They give 

prompt & efficient service to the public. Their techniques of work have also improved. More 

digitalization of work is coming into the work process. Maintaining large troops, facing critical 

cases & missions, working in any environment with any kind of diversity etc. are the result of 

experience in the UN Missions. Strong cultural diversity in UN Peacekeeping Mission helps 

the Bangladesh Police members in developing the mind of maintaining a strong community 

relation. 

 

These learning of good governance, access to justice, community relation, technology adaption, 

professional skills, protecting human rights etc. are very much helpful in bringing the most 

desired organizational change in Bangladesh Police Service. 
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Chapter 5:  Financial Security and Perception of Service Commitment 
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5.1 Financial Security and Perception of Service Commitment:  

This study has focused the participation of Bangladesh police in the united nation peacekeeping mission 

with a view to assessing the impact on their perception from the perspective of age, gender and 

education diversity. Both qualitative and quantitative approaches were applied to gather useful insights 

about the benefits of participation in UN peacekeeping mission. The findings of this study reveal that 

the impact of UN Mission works in individual level of changes. Organizational changes are also evident 

after the experiences in UN Peacekeeping Mission. Standard policing, pragmatic training program, 

digital working environment, prompt action against the complaint, respect to the work, strong time 

sense, structured and integrated working system etc. are very much evident after the experiences in UN 

Peacekeeping Mission. Findings also reveal that UN Peacekeeping Mission helps to change the 

mentality of police members and creates the opportunity to ensure good governance and to protect the 

rule of law of the country. UN Peacekeeping Mission is a kind of training field in learning sensitivity, 

sensibility as well as humanity. The UN compensation rates for peacekeeping operations are attractive 

to Bangladeshi soldiers and police. The income they derive from the mission invested in different asset 

purchase activities. Among potential area of investment, land purchase is top ranked as the key 

investment area to both male and female for UN peace keepers. Findings reveal that 46% of male and 

47% of female have invested their income from UN Peace Keeping Mission in land purchase. Saving 

account is the second key area of investment of their income. 23% of male and 26% of female peace 

keepers have opened saving account by their peace keeping mission income. Perception about financial 

security across gender is showing that 71% of male and 69% of female think that peacekeeping mission 

enhanced their financial security. 

 

Bangladesh Police is the core law enforcing agency of Bangladesh. Since its inception, it has been 

maintaining the law and order of the country with glory. It is administered under the Ministry of Home 

Affairs of the Government of Bangladesh. Bangladesh Police devotes 24/7 to ensure the peace of the 

state. It works relentlessly to secure life and property of the people. The enormous area of responsibility 

and the volume of works of Bangladesh Police entail activities ranging from domestic law and order 

management to performing globally with the UN in its different peacekeeping missions. Since its 

commencement to serve in different UN Mission, Bangladesh Police has now been the 3rd Police 

Contributing Country (PCC) in the world with remarkable commitments of 775 personnel to date 

(30.04.2018) of its own to the UN Mandate.  

Bangladesh Police officials are playing a vital role in maintaining peace in conflict affected countries. 

It all began in 1989 when it left behind its glorious chapter by participating in the United Nations 

Transition Assistance Group (UNTAG) in an African state named Namibia – ever since, success stories 

have flourished the fame with adventurous total number of 18420 personnel in 21 UN Missions to date 

(Sebastian, 2015). 
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Bangladesh Police has already demonstrated the expertise in different field of policing like democratic 

Policing, community policing and so on so forth. Bangladesh Police has not only proved its capacities 

in the field missions as observer but also has enhanced its capabilities in peace keeping department in 

the United Nations’ Headquarters. Bangladesh Police has been performing duties with utmost sincerity, 

professionalism and dedication. They assist in facilitating in the process of disarmament and 

reintegration, maintaining law and order, protecting displaced and distressed persons, facilitating 

humanitarian assistance and protecting human rights. Responding to the challenges in implementing 

the UN mandate in the field of gender issues, women and children affairs, Bangladesh Police has sent 

1 (one) women FPUs in Congo (MONUSCO) (Zaman 2014; Perry & Smith 2013; Islam 2010) also 

another FPU in Haiti Mission. 

Bangladesh is the top contributor of female police officers in the United Nations and peacekeeping 

operations have become the crucial partner in the transition from war to peace. The female police 

officers of Bangladesh have established their name and fame and developed themselves as the role 

model of the peace keeping community. Consequently, the demand for Bangladesh female police officer 

is increasing day by day in the UN peace keeping operations. 

Over the past decades, the restoration of “Rule of Law” in the post conflict mission area is getting high 

importance and the most important pre requisite to stabilize the conflict within states to develop internal 

security and minimize criminal activities. As such the role of UN Police has been expanded from 

monitoring and advising function to reforming, restructuring and institutional building of local police 

services. Expertise of Bangladesh Police in the field of responsive policing, accountable policing, 

community policing, electoral assistance has proven its importance in the UN Peace Keeping 

Operations resulting in wide scopes to work in international arena (Dahrmaphuri, 2013; William & Kar, 

2013). 

UN Peace keeping missions is the greatest training and learning hub for the Bangladesh police. They 

learn the international norms and practice how to bring back the order in public life and in the state. In 

staying at the international working environment they get the touch of improved working environment 

where efficiency and effectiveness in work is highly valued. Participated peace keeper can apply their 

changing attitudes and learning to bring a great change in their home country’s police department.  

Historically in Bangladesh public sectors bear the blame of corruption, inefficiency and unfriendly 

attitude to the Public as a legacy of their colonial past. In that regard, Bangladesh police force is no 

exception. Nevertheless, the performance of Bangladesh police is gradually improving. Bangladesh 

police force has shown their skill in dismantling the terrorism in our country. Police force has earned 

the trust of common people by their proactive actions in maintaining the law and order of the country. 

Obviously behind the good image of Bangladesh police, UN peacekeeping missions are playing the 

great role.  
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5.2 Data Analysis: 

In this section, we introduce the model and discuss the precise nature of the dependent variable and the 

regresses. We use logit model based on the survey data of 504 individuals. For estimating the impact of 

UN mission, we consider corruption at individual level as a proxy variable. 

In this analysis, we consider corruption as our dependent variable. Corruption can be defined as:    

𝒄𝒐𝒓𝒓𝒖𝒑𝒕𝒊 = 𝜷𝟎 +  𝜷𝟏𝒑𝒆𝒓𝒊𝒏𝒕𝒆𝒊 + 𝜷𝟐𝒇𝒊𝒏𝒔𝒆𝒄𝒊 +  𝜷𝟑𝒂𝒈𝒆𝒊 + 𝜷𝟒𝒈𝒆𝒏𝒅𝒆𝒓𝒊 + 𝜷𝟓𝒆𝒅𝒖𝒊
𝒈

+ 𝜷𝟓𝒓𝒂𝒏𝒌𝒊
𝒈

 

The model's dependent variable is corruption, which is a binary decision; zero: more corruption (base) 

and one: less corruption. The independent variables are personal integrity, financial security, gender, 

education groups, and ranks. We introduce age as a quartic polynomial of the persons yearly age. 

Murphy and Welch (1990) find that quartic specifications make significant progress relative to the cubic 

and the quadratic specification by reducing the bias component. 

5.3 Empirical Findings 

The demonstration of empirical findings begins with how personal integrity and financial security 

achieved from mission experience affect the probability of corruption or to be corrupted at individual 

level in their job responsibilities after controlling gender, age, educational levels and ranks. 

Table 10: The Logit results on Impact of UN mission of on Corruption 

Variables Odd Ratio 

Personal Integrity 7.416*** 

 (3.276) 

Financial Security 15.394*** 

 (7.643) 

Educational Groups 

GSC Base 

SSC 0.620 

 (0.699) 

HSC 1.025 

 (1.187) 

Undergraduate 2.435*** 

 (0.841) 

Graduate 0.732 

 (0.841) 

Doctorate 3.495*** 

 (0.597) 

Ranks  

Constable Base 

AASI 2.595** 

 (0.317) 

ASI 1.519** 

 (0.351) 

Inspector 1.485*** 

 (0.389) 

ASP 1.465** 
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 (0.507) 

Addl SP 3.186*** 

 (0.199) 

Addl DIG 4.102*** 

 (0.105) 

Notes: standard errors are in parenthesis. * indicates significance at the 10 percent level, ** indicates significance at the 5 percent level, 

*** at the 1 percent level. LR chi2(16) = 66.92,  Prob> chi2 = 0.0000, Log likelihood = -138.14063, Pseudo R2 =  0.1950. 

 

Table 2 displays the odd ratio of being less corrupted an individual with respect to its base level (more 

corruption). The impact of mission training and experience is positive and highly significant towards 

mitigating the exploitation in duties and responsibilities at individual level. These results are based on 

the sample of individuals who went to UN mission. Therefore, the integrity of individuals who did not 

attend the mission is not the part of our analysis. However, our findings suggestively represent that the 

odds of being less corrupted due to personal integrity developed from mission training and curriculum 

is 7.41 times larger. Simultaneously, the odds of being less corrupted for being financially solvent as a 

result of mission is 15.39 times larger. 

It is remarkable that, the odd ratio of being less corrupted is more than one for educated police and 

higher ranked personnel and the results are significant. The downtrend of less corruption is true as the 

level of education is increasing.  We found the similar pattern of findings for different ranks of police 

personnel. The downtrend of corruption is more robust for educated and high ranked police officers. 

A cursory official response to the question of why Bangladesh provides so many UN peacekeepers 

would include the following points: 

First, participation in UN peace operations fulfills the country’s constitutional and international 

obligations. 

Second, involvement with such missions allows officers of the police forces to interact with members 

of foreign police forces and improve their professional skills. Such multinational exposure helps them 

gain operational expertise and first-hand knowledge of the latest doctrines and police equipment. 

Third, financial rewards represent a powerful incentive for Bangladesh to take part in UN missions until 

very recently. UN payments allow the police forces to purchase and maintain equipment which it would 

not be able to obtain under normal circumstances and to reward its personnel. In other words, peace 

operations help subsidize Bangladesh’s police force. 

Of course, there are some internal security challenges but they are not severe enough to hamper the 

deployment of the police forces to UN peacekeeping missions. Analysts have offered additional reasons 

as to why Bangladesh provides so many UN peacekeepers.  
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5.4 Purpose of participating in UN mission 

UN peace keepers have shown the different reasons behind the participation in UN Peacekeeping 

mission. Major reasons have been categorized into five categories such as serving as a Peacekeeper, 

Monetary Benefit, Professional experiences, Govt. order and others. 

This study has made cross tabulation between gender and the purposes of mission and has found the 

various findings in this regard.  

Table 11:  Reason for participating in UN mission across gender 

 Male  Female Total 

To serve as a Peace Keeper 273 47 320 

85.31% 14.69% 100% 

Monetary Benefit 63 32 95 

66.32% 33.68% 100% 

Professional Experience 46 27 73 

63.01% 36.99% 100% 

Govt. Order  9 1 10 

90% 10% 100% 

Source: Author’s finding s from Survey data 

Table 3 shows that to serve as a peace keeper and monetary benefit are the prime reason of participating 

in peace keeping mission. A group of male and female peace keeper highlighted theachieving 

professional experience as the prime reason for their participation in mission. 

Table 12:  Reasons for participating in UN mission across age groups 

Categories Age 

 30 40 50 60  

To serve as Peace 

Keepers 

12 176 97 32 Total 

3.79% 15.52% 30.60% 10.09% 317 

Monetary Benefit 20 33 32 10 100% 

21.05 34.74% 33.68% 10.53% 95 

Professional Experience 3 43 22 5 100% 

4.11% 58.90% 30.14% 6.85% 73 

Govt. Order 0 7 2 1 100% 

0 70% 20% 10% 100% 

Source: Author’s finding s from Survey data 

Table 4 explains the reason for participating in UN mission in terms of age ranging from 30 to above 

50, 317 respondents have shown their wish to serve as peace keeper was the key reason of participating 

in peace keeping mission. Monetary benefit is the second most important reason of participation in 
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peace keeping mission. 95peacekeeper ranging from 30 to above 50 age think monetary benefit motivate 

them to participate in peace keeping mission.   

5.5 Investment of income from UN Peace Keeping Mission 

Table 13: Most preferable area of investment across gender 

 Male (%) Female (%) 

Savings account/FDR 23.71 25.69 

Procure Consumable 6.19 7.41 

Land Purchase 46.65 47.22 

House Construction 14.69 14.81 

Children’s Education 1.03 .93 

Medical Treatment  1.55 0 

Business  2.32 .93 

Investment in Income generating activities  1.03 2.78 

Loan Payment 1.29 0 

Other  1.55 .93 

Total 78.23 21.77 

Source: Author’s finding s from Survey data 

Table 5, shows the most preferable area of investment of income from UN peace keeping mission. 

Among potential area of investment, land purchase ranked top as the key investment area to both male 

and female UN peace keepers. Findings reveal that 46% of male and 47% of female want to invest their 

income from UN peace keeping mission in land purchase. Saving account is the second key area of 

investment of their income. 23% male and 26% female peace keeper have invested in saving account 

of their peace keeping mission income.  

5.5 Income from peacekeeping enhance my financial security of peacekeepers 

Table 14: Perception about financial security across gender 

 Male (%) Female (%) 

Strongly disagree .52 0 

Uncertain 1.03 0 

agree 27.06 30.19 

Strongly agree 71.39 69.81 

Source: Author’s finding s from Survey data 

Almost all the peacekeepers both male and female strongly agree that peace keeping mission has 

enhanced their financial security. Table 6describes about the perception about financial security across 

gender and showing that 71% of male and 69% of female think that peacekeeping mission enhanced 

their financial security. 

The UN compensation rates for peacekeeping operations are attractive to Bangladeshi police. This is 

because domestic wages were very low until the introduction of new "National Pay Scale 2015" for the 

government servants. This contention is well supported by a series of interviews we conducted with 
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officers of the police forces. All of the interviewees reiterated strongly that it was financial 

considerations which made them eager for UN duties. One officer identified pecuniary benefits as the 

sole criterion for the members of the police force opting for peacekeeping duties.  

5.6 Income from peacekeeping affects personal integrity 

Table 15: Personal Integrity Across Gender 

 Male (%) Female (%) 

Strongly disagree 1.03 0 

Disagree 1.29 0 

Uncertain 1.80 .95 

agree 35.9 40.95 

Strongly agree 60.41 58.10 

Source: Author’s finding s from Survey data 

Table 5, shows that 96% male and 99% female believe that income from peacekeeping mission affects 

their personal integrity.  

Countries sending troops (including police and military experts) are paid $1,410 per month per person 

by the UN, which is considerably higher than the average wage in many countries. Individual Police 

Officers gets almost double and in few missions even more.  The financial package offered for UN 

peacekeeping is an attractive incentive for a developing country like Bangladesh. From 2001 to 2010, 

UN compensation amounted to a total of approximately $1.28 billion, 67 per cent of which is accounted 

for troop costs with the rest as equipment cost reimbursement. The salaries and benefits received by the 

officers of the police forces serving in UN missions are significantly different from those they receive 

under the national pay scale. The UN reimburses the money on the basis of a flat rate (i.e. $1,028 per 

head) to the respective troop-contributing countries. However, the government fixes a sliding rate based 

on the rank of officers and troops in the police forces. Officers and soldiers involved in a UN mission 

receive 20 per cent of the amount while serving in missions and they receive the rest 80 per cent in two 

installments upon their return. While serving in the UN missions, they also receive their monthly 

salaries as per the national salary scale (Zaman& Biswas, 2014). 
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5.7 Income from peacekeeping has reduced corruption in the Police. 

Table 16: Perception that peacekeeping has reduced corruption across gender 

 Male (%) Female (%) 

Strongly disagree 1.57 .95 

Disagree 2.88 1.90 

Uncertain 5.76 1.90 

agree 35.86 41.90 

Strongly agree 53.93 53.80 

Source: Author’s finding s from Survey data 

Table 8, shows that among the police officers who attended the missions (54% of male and 53% of 

female peace keepers) perceive that the income from peace keeping mission has reduced the corruption 

in Police Veterans.  

Posh life style and financial solvency mainly motivate the police members in joining UN Peacekeeping 

Mission. A peacekeeper mentioned that basically he was motivated to join in UN Peacekeeping Mission 

after seeing the attractive lifestyle and financial solvency of his senior police members. It is known to 

all that remuneration in Bangladesh Police Service is not up to the mark aligned to the global standard. 

As a result, it is a big dream of every police member to achieve financial solvency by gaining the 

appropriate remuneration from the service and become the UN peacekeeper is the foremost way in 

gaining that solvency. Though financial solvency gets the utmost priority in motivating the police 

members in joining UN Mission, high career growth, prestige, strong social networking, and high 

learning opportunity also work as motivating factors regarding joining in UN Peacekeeping Mission 

Experiences help people to enhance the quality of service giving by them. Experiences of working in 

UN Peacekeeping Mission undoubtedly help Bangladesh Police to enhance their quality of life along 

with bringing the change in the organization positively. Administrative skills, field operation, discipline, 

working with a foreign team, dealing with cross cultural diversity etc. are the main area of gaining 

experience from UN Peacekeeping Mission. A FGD (Focus Group Discussion) discussion with some 

proud members of Bangladesh Police, served as UN Mission Peacekeeper, helps to present the 

experiences of the mission along with what changes have made due to the mission regarding quality of 

life and overall organization. 

Working in a team is a great learning from UN Peacekeeping Mission. A FGD participant, previously 

worked in UN Peacekeeping Mission, was recalling his memories that how he along with his peers and 

camp manager worked hand in hand in building a washroom in a local police station within a very short 

time.  
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Differentiating poor from rich is a very common scenario in this capitalistic world though in most of 

the cases in mission, there is no difference between poor and rich. People are very warm-hearted and in 

most of the cases they exchange greetings to each other. One of the important learning from the mission 

is integrity. People are very willing to help each other even to an unknown one and in exchange they 

even cannot think to take anything.  

Resource multiplication and Resource maximization are a huge lesson from UN Mission. They work in 

a very concrete and structured way and they are very much disciplined in their work. It is tough to find 

any undisciplined action in their daily activities. There is no term like “relax in working time” in the 

dictionary of UN Peacekeeping Mission. They work very swiftly in their working time. They do not 

like pending activities as well as they do like to work in a very calm environment. They maintain diary 

to note down their daily duties as well as they also note down the activities that they cannot fulfill today 

so that in the next day they can prioritize their activities. Women and children always get the most 

priority there which is a very important practice to know.  

Though cultural openness and diversity are there, there is no religious obstacle. Regarding religious 

practice there are different points of view among the participants. Some participants could freely 

practice their own religion though there are opposite scenarios also. Even there are many places in UN 

Mission where one has to practice her/his religion very privately. UN Peacekeepers are highly 

professional. Their attitudes, behaviors, activities etc. show that how much professional they are in 

terms of their work. Favoritism is an unknown word there. The never expect any undue favor from 

anyone. 

Working in digital environment enriches the experiences of Bangladesh Police in UN Peacekeeping 

Mission. Every administrative steps are fulfilled using software. Not only software solution but also the 

environment is fully equipped with the modern equipment as they believe without using the modern 

equipment how one tackle a gigantic as well as critical mission in an efficient way. Smart people can 

easily cope up with the environment even with an extreme or tough environment. UN Mission helps to 

learn how to cope up with extreme cold or hot weather, how to cope up with the culturally diversified 

people, how to cope up with new and unknown situation. Bengali people are very soft hearted and as a 

result sometimes they take the responsibility of others. This does not happen in UN Mission. Staffs are 

busy with their own work and they believe that if they take more load than their responsibility, quality 

may be hampered. 

As discussed before the art of utilizing limited resources is a great learning from the mission. UN 

Mission helps to know how to minimize wastage. One participant of this FGD was sharing his 

experiences regarding this waste minimization. There was a scarcity of water in the camp area. They 

had to use the water in a minimum level. In that condition, the waste water in shower was utilized in 

cultivation. As a result, the camp area was turned into a greenish area. This was a great example of 
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waste minimization and innovation. There is no “peon culture” in UN Peacekeeping Mission. Mission 

member has to do her/his own work in own hand. Time management is a great skill to learn from there. 

They always respect and strictly maintain the time.  

Problem solving skill is another area our veterans were exposed to while in UN Missions. Avoiding a 

problem was not the culture in UN Mission. UN peacekeepers try to solve the problem by entering into 

the problem not avoiding the problem though their system is also well managed where one cannot easily 

avoid or fly away from a critical or worse situation. Training and learning system is very improved and 

pragmatic also. Every small life is counted by the UN peacekeepers. Even the life of a baby tortoise is 

very valuable to them. Human dignity is a great learning of the UN Mission. “Respect for All” is a kind 

of tagline in UN Mission. UN Mission also helps to make the morale high. Especially, after comeback 

from the mission, a strong impediment works in term of bad deeds. Work division is very common 

scenario in UN Mission. Total duties of the UN Peacekeepers are divided in unit by unit depending on 

the expertise. Unit wise effort make the mission easy, better and successful.  
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Chapter 6: Conclusion 
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There is no doubt regarding the impact of participation of the Bangladesh Police in UN 

Peacekeeping Mission on the quality of life and organization change. Financial Solvency, 

career growth, learning and social networking etc. plays a great role in enhancing the quality 

of life. In spite of slow changes, organizational changes are evident after the experiences of 

UN Mission. Both the quality of life and organizational change can be more evident if the 

experiences of the UN Peacekeeping Mission can be utilized in a systematic way. Their 

valuable experiences can be very handy as well as inspiring for the other members. Most of the 

FGD participants think that it is import to be an UN peacekeeper at least once in a life time for 

every police member to learn many different things. But this is not pragmatic in real sense at 

all. Responsibility should be taken by those who have already experienced the UN Mission to 

bring the change. First of all, change should be initiated from the self and then change should 

be disseminated to the peers and this dissemination gradually and automatically changes the 

overall organization. The responsibility of the police department is just to make the proper 

channel to bring and sponsor the change. Alignment of proper learning from the UN Peace 

keeping Mission with the proper application of that learning in the own country can be the great 

asset for the country. 

Economic incentives are not the whole story. Bangladesh has also provided UN peacekeepers 

in order to promote a positive image of the country. Political leaders and officials from the 

police forces never fail to point out how Bangladesh’s performance in peacekeeping operations 

has helped to present the country in a positive light. 

The findings of this study reveals that the impact of UN Mission works in individual level of 

changes, organizational changes are also evident after the experiences in UN Peacekeeping 

Mission. Standard policing, pragmatic training program, digital working environment, prompt 

action against the complaint, respect the work, strong time sense, structured and integrated 

working system etc. are very much evident after the experiences in UN Peacekeeping Mission. 

Findings also reveal that UN Peacekeeping Mission helps to change the mindset of police 

members and creates the opportunity to ensure good governance and to protect the rule of law 

of the country. A strong commitment is developed to the police department in serving the 

nation. UN Peacekeeping Mission is a kind of training field in learning sensitivity, sensibility 

as well as humanity. 
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Chapter 7: Recommendation 
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 More and more people should be encouraged to take part in the UN peace keeping 

mission around the world due to its positive impact on the financial solvency, career 

growth, learning and social networking. 

 The experience of UN peace keeping mission should be utilized in a systematic way to 

enhance the quality of life of individuals and system of organizations in general. 

 The experience of the UN mission participants should be highlighted positively so the 

other members of the police force are also encouraged to take part in the venture 

towards higher experience to promote self-actualization. 

 Proper application of the experience gained through the mission should be implemented 

to bring about economic and social changes in Bangladesh.  

 Pragmatic training program related to the real life should be spread across every corner 

of the country to create a healthy and realistic mentality of the police force. 

 Digitalized networking facility and integrated working system of high quality should 

be handed down to the police force with proper training. This will create the ability of 

the police force to adapt to high quality networking facility with the adequate measure 

for proper implementation.  

 Strong sense of time in each corner of the police force should be mandated as a 

prerequisite to personal development. 

 Bangladesh should encourage the police force along with other force of security to go 

on to other missions which will undoubtedly increase the image of the country. 

 Bangladesh police force along with other security force should be strictly adhered to 

the laws maintained in the UN missions. The sense of abiding law should be strictly 

bended in the daily work of the force so that the action of duty becomes intrinsic to 

those people with a long time value support.  
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Chapter 8: Study for Further Research 
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i. In future, the comparative analysis between the local and international respondents 

should be undertaken to better understand the effects of organizational change and 

financial security & perception of service commitment. 

ii. Further research can be done in understanding any other factors that might be 

effective in a particular time frame.  

iii. Same analysis could be run with different models to understand the result or different 

results (if any) to better interpret the findings to come to a new way of understanding 

of the economic phenomenon.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

User
Typewritten text
Dhaka University Institutional Repository 



 
 

74 
 

References 

Beckhard, R. (1969) Organization Development Strategies and Models, Reading, Mass: 

Addison-Wesly. 

Burke, W. (1994) Organizational Change: Theory and Practice, Thousand Oaks, CA- Sage. 

Bruke, W. and Hornstein, H.A. (1972) The Social Technology of Organization Development, 

Fairfax, VA: learning Resources Corp. 

Beer, M. (1980) Organization Change and Development, Santa Monica, CA; Goodyear: 

Publishing. 

Burke, W. (1994) Organizational Change: Theory and Practice, Thousand Oaks, CA- Sage. 

Brown, A.D. (1995) organizational culture, London, Pitman & Publishing. 

Cummings. T.G and Worley C.G.(1993) San Francisco: The theory of Organization 

Development and Change. 

French, W.L. and Bell, C.H (2002) Organization development, Sixth Edition, Pearson 

Education Inc. 

French, W.L. and Bell, C.H. (2002) Organization development, sixth ed, Pearson Education 

Inc. 

Lewin, K. (1951) Field Theory in Social Science, Newyork, USA: Harper. 

Morgan, G. (1997) Images of organization, 2nd end, Thousand Oaks, CA: Sage. 

Sorge, A. and Vom, N. Witteloorthujn, A. (2004) ‘The sense of organizational change: An essai 

about Universal Management hypes, sick consulting metaphors, and healthy organization 

theories’, Organization Studies 21(7).  

Schmuck, R. and Miles, M. (1971) Organizational Development in Schools, Palo Alto, Calif: 

Natural press books. 

Taylor, F. W. (1911) The Principles of Scientific Management, New York, USA. 

DREACHSLIN, J.L./SAUNDERS, J.J. Jr. (1999), “Diversity Leadership and Organizational 

Transformation: Performance Indicators for Health Services Organizations,” Journal of 

Healthcare Management, 44/6: 427-439. 

User
Typewritten text
Dhaka University Institutional Repository 



 
 

75 
 

ELY, R.J./THOMAS, D.A. (2001), “Cultural Diversity at Work: The Effects of Diversity 

Perspectives on Work Processes and Outcomes,” Administrative Science Quarterly, 46/2: 229-

273. 

FRIEDMAN, H.H./AMOO, T. (2002), “Workplace Diversity: The Key to Survival and 

Growth,”Retrieved March 2006 from www.westga.edu/~bquest/2002/diversity.htm. 

GÜLGÖZ, S. (2005), “Önyargılar, TürklerveDiğerMilletle,” CumhuriyetBilimTeknik, 978. 

GÜMÜŞ, M. (2009), İşletmelerdeFarklılıklarınYönetimi (Bursa: MKM Yayıncılık). 

GÜNEY, S. (2000), DavranışBilimleri (Ankara: Nobel YayınDağıtım). 

HICKS-CLARKE, D./ILES, P. (2000), “Climate for diversity and its effects on career and 

organizational attitudes and perceptions,” Personnel Review, 29/3: 324-345. 

HON, L.C./BRUNNER, B. (2000), “Diversity Issues and Public Relations,” Journal of 

PublicRelations Research, 12/4: 309-340. 

JACKSON, S.E./BRETT, J.F./SESSA, V.I./COOPER, D.M./JULIN, J.A./ PEYRONNIN, K. 

(1991), 

“Some Differences Make a Difference: Individual Dissimilarity and Group Heterogeneity as 

Correlates of Recruitment, Promotions, and Turnover,” Journal of Applied Psychology, 76/5: 

675-689. 

JACKSON, S.E./JOSHI, A./ERHARDT, N.L. (2003), “Recent Research on Team and 

Organizational Diversity: SWOT Analysis and Implications,” Journal of Management, 29/6: 

801-830. 

JOPLIN, J.R.W./DAUS, C.S. (1997), “Challenges of Leading a Diverse Workforce,” The 

Academy of Management Executive, 11/3: 32-47. 

KERSTEN, A. (2000), “Diversity Management—Dialogue, Dialectics and Diversion,” Journal 

of Organizational Change Management, 13/3: 235-248. 

KOSSEK, E.E./ZONIA, S.C. (1993), “Assessing Diversity Climate: A Field Study of 

Reactions to Employer Efforts to Promote Diversity,” Journal of Organizational Behavior, 

14/1:61-81. 

KNOUSE, S.B./DANSBY, M.R. (1999), “Percentage of Work-group Diversity and Work-

group Effectiveness,” The Journal of Psychology, 133/5: 486-494. 

http://www.westga.edu/~bquest/2002/diversity.htm
User
Typewritten text
Dhaka University Institutional Repository 



 
 

76 
 

LAURSEN, K./MAHNKE, V./VEJRUP-HANSEN, P. (2004), “Do Differences Make a 

Difference? The Impact of Human Capital Diversity, Experience and Compensation on Firm 

Performance in Engineering Consulting”, Paper presented at the DRUID Summer Conference 

on Industrial Dynamics, Innovation and Development, Elsinore, Denmark. 

MILLIKEN, F.J./MARTINS, L.L. (1996), “Searching for Common Threads: Understanding 

the Multiple Effects of Diversity in Organizational Groups,” Academy of ManagementReview, 

21/2: 402-433. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

User
Typewritten text
Dhaka University Institutional Repository 



 
 

77 
 

Appendix 

Survey questionnaire English Version: 

 

Survey questionnaire on “Participation of Bangladesh police in the united nation peace keeping: 

Impact on the quality of life and the organizational change”  

 [Dear Respondents, Thank you for participating in this survey. This questionnaire shall be used 

only for academic purposes. Please complete the questionnaire with accurate information to the best 

of your knowledge] 

A. Respondent information: 

A1. Age of the respondent:A2. Gender:      1. Male         2. Female 

A3. Educational qualification of the respondent: 

1. GSC   2.  SSC  3.HSC     4. Graduate  5. Post-graduate           6. Doctoral   

7. Others…………… 

A4. Date of joining: ………………….......... 

A5. Rank:  1. Constable   2. ASI  

 3. SI   4. Inspector  

 5. ASP   6. SP   

 7. Addl DIG   8. DIG 

A6. Present monthly income of the respondent:______________________ 

A7. Did you get any increment due to attending in UNPK mission?      1. No 2. Yes  

A8. How many missions you have experiences?   (i) 1     (ii) 2    (iii) 3     (iv) 4    (v) 

5    ( vi) 6   (vii) more than 6  

B. Standard of living/Quality of Life (You can tick maximum 2 as per major focus):    

B1. Why did you opt for UN Peacekeeping?   

1. To serve as a Peacekeeper 2. Monetary Benefit 3. Professional experiences 4. Govt. order 5. 

Others  

B2. If you participated in multiple peacekeeping operations, then what were the primary reasons?  

1. To serve as a Peacekeeper 2. More Monetary Benefit 3. To gain More Professional 

experiences 4. Govt. order 5. Others  

B3. How did you invest your income from peacekeeping?  

1. Savings account/FDR 2. Procure consumables 3. Land purchase 4. House construction 5. 

Children’s education 6. Medical treatment 7. Business 8. Investment in income generating 

projects 9. Others 

B4. What was your monthly salary during peacekeeping (Home Country)? ________________ 

B5. What was your monthly MSA during Mission? 
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       1………………… 

2…………………….3……………………..4……………………..5……………………6……………

……… 

B6. What was your monthly salary during 2nd Mission, if applicable? 

       1………………… 

2…………………….3……………………..4……………………..5……………………6……………

…….... 

B7. What was your monthly MSA during 2nd Mission, if applicable? 

        1………………… 

2…………………….3……………………..4……………………..5……………………6……………

……... 

 

Ranking: 5 – Strongly agree, 4 – Agree, 3 – uncertain, 2 – Disagree, 1 – Strongly disagree 

SL. Questions 5 4 3 2 1 

B08. I believe the income from peacekeeping enhance my financial 

security? 

     

B09. The additional income from peacekeeping affects my  personal 

integrity 

     

B10. I think that income from peacekeeping has reduced corruption in 

the Police. 

     

 

Quality of Work Life: (Ranking: 5 – Strongly agree, 4 – Agree, 3 – uncertain, 2 – Disagree, 1 – 

Strongly disagree) 

SL. Statements 5 4 3 2 1 

1. My work environment is good and highly motivating.      

2. It is hard to take time off during our work to take care of personal or 

family Matters    

     

3. My organization allows a flexi-time option      

4. My organizations offers sufficient opportunities to develop my own 

abilities 

     

5. My organization provides resources to facilitate my performance      

6. Training programs in our organization help employees to achieve the 

required skill for performing the job effectively. 

     

7. The training programs aim at improving Interpersonal relationship 

among employees 

     

8. I feel that the training programs should be conducted frequently      

9. Conditions on my job allow me to be as productive as I could be      
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10. The organization provides enough information to discharge my 

responsibilities 

     

11. Communication and information flow between the departments is 

satisfactory 

     

12. There is cooperation among all the departments for achieving the 

goals. 

     

13. I am given a lot of work empowerment to decide about my own style 

and pace of work. 

     

14. I am involved in making decisions that affect our Work        

15 I feel free to offer comments and suggestions on my Performance      

16. There is a harmonious relationship with my colleagues      

17. The relationship between managers and employees are very good.      

18. I am proud to be working for my present organization      

19. I feel comfortable and satisfied with my job      

20. The job security is good.      

21. I am discriminated on my job because of my Gender      

22. The wage policies adopted by my organization are Good and fair      

23. There is a strong sense of belongingness in my Organization      

24. Organization does a good job of linking rewards to job performance      

25. Promotions are handled fairly      

26. When I do my job well, I am praised by my Superior      

27. Fringe benefits provided are good      

28. Company provides the social security benefits like EPF/Medical 

Reimbursement and so on 

     

29. Good welfare activities are provided by our organizations      

30. Good transportation facilities are provided by the organization      

31. Safety measures adopted by the organization are Good      

32. I am ready to take additional responsibilities with my job      
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C. Organizational change: 

Please mark the following statement/questions as per the desired scores such as 1. No knowledge 2. 

Basic level of understanding 3. Intermediate level of understanding 4. Advanced level of 

understanding 

 

Statements/Questions 1 2 3 4 

C1. What was the level of your understanding about Democratic Policing 

before UN Peacekeeping?  

    

C2. What was the level of your understanding about Democratic Policing 

after UN Peacekeeping? 

    

C3. What was the level of your understanding about International Standard 

of Policing before UN Peacekeeping? 

    

C4. What was the level of your understanding about International Standard 

of Policing after UN Peacekeeping? 

    

C5. What was the level of your understanding about Good Governance 

before UN Peacekeeping? 

    

C6. What was the level of your understanding about Good Governance after 

UN Peacekeeping? 

    

C7. What was your level of understanding about Access to Justice before 

UN Peacekeeping? 

    

C8. What was your level of understanding about Access to Justice after UN 

Peacekeeping? 

    

C9. What was the level of your knowledge on Human Rights issues before 

UN Peacekeeping? 

    

C10. What was the level of your knowledge on Human Rights issues after 

UN Peacekeeping? 

    

 

Ranking: 5 – Strongly agree, 4 – Agree, 3 – Neutral, 2 – Disagree, 1 – Strongly disagree 

 Statements      

C11 After UN Peacekeeping good change has come in my 

behavior/conduct with the Public  

5 4 3 2 1 

C12 After UN Peacekeeping good change has come in my Service 

Delivery Capacity  

5 4 3 2 1 

C13 I observed good changes in the quality of work of service 

personnel who have joined UN Peacekeeping 

5 4 3 2 1 

C14 I observed good changes in the office of environment of service 

personnel who have joined UN Peacekeeping 

5 4 3 2 1 
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 Statements 5 4 3 2 1 

C 15 Change will benefit me and my organization       

C 16 Most of my colleagues will  embrace the organizational change 5 4 3 2 1 

C 17 I believe the proposed organizational change will have a 

favorable effect on 

our operations 

5 4 3 2 1 

C 18 I have the capability to implement the change 5 4 3 2 1 

C 19 We need to improve the way we operate in this organization 5 4 3 2 1 

C 20 With this change in my job, I will experience more self-

fulfillment 

5 4 3 2 1 

C 21 The change in our operations will improve the performance of 

our organization 

5 4 3 2 1 

C 22 I will earn higher pay from my job after this change 5 4 3 2 1 

C 23 The top management will  support this change 5 4 3 2 1 

C 24 I believe we can successfully implement this change 5 4 3 2 1 

C 25 My immediate manager is in favor of this change 5 4 3 2 1 

C 26 This organizational change will prove to be best for our situation 5 4 3 2 1 

C 27 We need to improve our performance by implementing an 

organizational change 

5 4 3 2 1 

 

D.Professional development of former UN Peacekeepers: 

D1. List four major professional skills that former UN Peacekeepers have gained: 

1…………………………………………………              2…………………………………………… 

3…………………………………………………              4…………………………………………... 

D2. List four major strengths in intra-personal skills of former Peacekeepers: 

1…………………………………………………              2…………………………………………… 

3…………………………………………………              4…………………………………………... 

 

D3. List four major ways that former Peacekeepers are triggering positive changes in the organization: 

1…………………………………………………              2…………………………………………… 

3…………………………………………………              4…………………………………………... 
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Ranking: 5 – Strongly agree, 4 – Agree, 3 – Neutral, 2 – Disagree, 1 – Strongly disagree 

 Statements  5 4 3 2 1 

D4 The Professionalism of former Peacekeepers is high      

D5 I observed high changes in personality of former Peacekeepers      

D6 I think former Peacekeepers are more competent      

 

D7. Any other comments about the Professional Development and Organizational Changes made by 

former Peacekeepers: 
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Survey questionnaire Bangla Version: 

ÒRvwZmsNkvwš—i¶vwgk‡bevsjv‡`k cywj‡kiAskMÖnYKvix‡`iRxebgvb I 

mvsMVwbK/cÖvwZôvwbKcwieZ©bDci Gi cÖfveÓwel‡qiDcimv‡f© cÖkœgvjv|  

 

[wcÖqDËi`vZv, GB Rwi‡cAskMÖn‡YiRb¨ Avcbv‡Kab¨ev`| GB cÖkœgvjvïaygvÎGKv‡WwgKD‡Ï‡k¨ 

e¨enviKivn‡e| Z_¨ w`‡qc~iYKiviRb¨ Avcbv‡KAby‡ivaKivn‡jv] 

 

1.0 DËi`vZvi Z_¨vejxt mnKvixcywjkmycvi, †gvtLvBiæjBmjvg, i¨ve-7, c‡Z½v, PÆMÖvg 

 

1.1 DËi`vZvieqm t 52  

 

1.2 wj½t (K) cyi“l   (L) gwnjv 

 

1.3 DËi`vZviwk¶vMZ †hvM¨Zvt 

 

 (K) wRGmwm (L) GmGmwm (M) GBPGmwm (N)¯œvZK (O) ¯œvZ‡KvËi (P) W±‡iU (Q) 

Ab¨vb¨ 

 

1.4 PvKzwi‡Z ‡hvM`v‡bi ZvwiLt 

 

1.5 c`ext 

(K) Kb‡÷ej (L) GGmAvB (M) GmAvB (N) BÝ‡c±i (O) GGmwc (P) AwZt Gmwc (Q) Gmwc 

(R) AwZwi³ wWAvBwR (S) wWAvBwR 

 

1.6 Avcbvi eZ©gvb gvwmK Avqt  

 (K) 15-40 (nvRvi), (L)40-60 (nvRvi), (M) 60-80 (nvRvi), (N) 80 nvRvi - 1 jÿ 

 (O) 1 jÿ-Z ỳaŸ© 

  

1.7 AvcwbKZwUkvwš—i¶vwgk‡bAskMÖnYK‡i‡Qb? 

 (K) GK(L) ỳB(M)wZb(N)Pvi(O)cuvP(P) Qq(Q)Qq Gi AwaK 

 

1.8 wgk‡bicÖKvi‡f`- (K) FPU(L)IPO(M) P-LEVEL JOB. 

 

2.0 RxebhvÎvigvb (¸i“Z¡bymv‡im‡e©v”P 2 wU ‡`qv hv‡e)| 

 

2.1 ‡KbAvcwbkvwšÍiÿvwgk‡b †h‡ZPvb? 

(K) kvwšÍiÿxwn‡m‡eKvRKiviRb¨ (L) Avw_©K jv‡fiRb¨ (M) †ckvMZAwf‘ZviRb¨  

(N) miKvix Av‡`k (O) Ab¨vb¨ 

 

2.2 Avcwb hw` A‡bK¸‡jv kvwšÍiÿv wgk‡b AskMÖnY K‡i _v‡Kb Z‡e Zvi cÖv_wgK KviY ¸‡jv 

wK wK? 

(K) kvwšÍiÿx wn‡m‡e KvR Kivi (L) AwaKZi Avw_©K myweavcªvwß (M)AwaKZi †ckvMZ 

Awf‘Zv cÖvwß 

(N) miKvix Av‡`k (O) Ab¨vb¨ 
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2.3 kvwš—i¶v wgkb †_‡K cÖvß A_© Avcwb †Kvb Lv‡Z wewb‡qvM K‡i‡Qb? 

(K) mÂqx wnmve/GdwWAvi (L) wbZ¨cÖ‡qvRbxq wRwbmcÎ µ‡q (M) Rwg µq (N) evwo wbg©v‡Y 

(O) †Q‡j‡g‡q‡`i †jLvcovi LiP/e¨vq (P) wPwKrmv (Q) e¨emv(R) Avq-ea©K wewb‡qvM (S) 

FY cwi‡kva  

(T) Ab¨vb¨ 

 
 

2.4  

µwgK bs wgk‡bicÖKvi 

(FPU/ IPO) BZ¨vw` 

Gg.Gm.G (BDGmWjv‡i) mgqKvj 

1.    

2.    

3.    

    

    

    

 

 

µwgK wee„wZ 5 4 3 2 1 

2.5 Avwgwek¦vmKwikvwšÍiÿvwgkb †_‡K cÖvßAvqAvgviAvw_©K 

wbivcËv‡Kevwo‡q‡Q| 

     

2.6 kvwšÍiÿvwgkb †_‡K cÖvß AwZwi³ A_© Avgvi e¨w³MZ wbôvqcÖfve 

†i‡L‡Q| 

     

2.7 kvwšÍiÿvwgkb †_‡K cÖvßAvqcywjkwWcvU©‡g›U G ỳb©xwZKwg‡q‡Q|      

 

** i¨vswKst 5- …̀pfv‡eGKgZ, 4-GKgZ, 3 †KvbwUBbv, 2-wØgZ †cvlYKwi, 1- …̀pfv‡ewØgZ 

†cvlYKwi| 

 

2.K ‡`‡k Kg©Rxe‡bigvb| 
 

µwgK wee„wZ 5 4 3 2 1 

1 AvgviKg©cwi‡ekfvj|      

2 Kv‡Rimgqwb‡RiGescwiev‡ii †`LvïbvimgqcvIqveoKwVbwQj|      

3 AvgvicÖwZôvbAvgv‡KAem‡iimy‡hvM †`q|      

4 wbR¯̂ mÿgZvevov‡bvi †ÿ‡ÎAvgvicÖwZôvbAvgv‡Kh‡_ômy‡hvMcÖ`vbK‡i 

_v‡K| 

     

5 AvgvicÖwZôvb/msMVbAvgvicvidig¨vÝ‡Kevov‡Zwek¦vmw`‡qmnvqZvK‡i 

_v‡K|  

     

6 Kvh©KiDcv‡q Kg© m¤úv`‡bi Rb¨ cÖ‡qvRbxq `ÿZv AR©‡b 

AvgvicÖwZôvbcÖwkÿY †cÖvMªvgMÖnYK‡i _v‡K| 

     

** 

** 
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7 cÖwkÿYKg©m~wPjÿ¨ njKg©Pvix‡`ig‡a¨ AvšÍte¨w³K m¤úK© DbœZKiv|      

8 Avgvig‡ZcÖwkÿYKg©m~wPevisevi †bqv `iKvi|      

9 AvgviPvKwiicwi‡ekAvgv‡KAvgvimvg_© 

Abymv‡iDrcv`bÿgn‡Zmy‡hvMcÖ`vbK‡ib| 

     

10 Avgvi `vwqZ¡ njKvRKivi †ÿ‡ÎAvgvicÖwZôvbAvgv‡Kh‡_ó Z_¨ 

w`‡qmnvqZvK‡i| 

     

11 AvšÍt `vßwiK †hvMv‡hvMI Z_¨ cÖevnm‡šÍvlRbK|      

12 jÿ¨ AR©‡bi †ÿ‡ÎAvšÍt `vßwiKmn‡hvwMZv we`¨gvb|      

13 Avgv‡KAvgviwb‡RigZK‡iKvRKiviwm×všÍ †bIqvih‡_ómy‡hvM †`qv nq|      
 

 

µwg

K 

wee„wZ 5 4 3 2 1 

14 Avgv‡̀ i Kg©‡K cÖfvweZK‡iGgb †ÿ‡Îwm×vš— 

MÖnYcÖwµqviAvwgAskMÖnYKi‡Zcvwi| 

     

15 AvwgAvgvi Kg© m¤úv`bvi †ÿ‡ÎgZvgZcÖ`vb I civgk© cÖ`vbKi‡Zcvwi| 
     

16 Avgv‡`i mnKgx©‡`i g‡a¨ mylg m¤úK© we`¨gvb| 
     

17 Da©¦ZbKg©KZ©v I Kg©Pvix‡`ig‡a¨ mym¤úK© we`¨gvb 
     

18 AvwgAvgvieZ©gvbcÖwZôv‡bKvRK‡i Me©‡evaKwi| 
     

19 AvwgAvgviPvKzwiwb‡q ¯̂w Í̄‡Z I mš‘óAvwQ| 
     

20 AvgviPvKzwiiwbivcËvfvj| 
     

21 PvKzwii †ÿ‡ÎAvwg wj½ ‰el‡g¨iwkKvi| 
     

22 AvgvicÖwZôvb/msMVb KZ…©K M„nxZ †eZbKvVv‡gvfvjGesb v̈h¨| 
     

23 AvgvimsMV‡bi/cÖwZôv‡bi „̀p AvZ¥xKiY †evaAv‡Q| 
     

24 Kg©m¤úv`‡bi ‡ÿ‡ÎcÖwZôvb KZ…©K Avby‡ZvwlKcÖ`v‡bifvje¨e ’̄v Av‡Q| 
     

25 b¨vh¨Zvi mv‡_ c‡`vbœwZ †`Iqv nq| 
     

26 fvjfv‡eKg©m¤úv`bKi‡jAvgvi Da©¦Zb KZ…©c¶ AvgvicÖksmvK‡i | 
     

27 gvb m¤§Z cÖvwšÍKmyweavcÖ`vbKiv nq| 
     

28 cÖwZôvbAvgv‡`i‡KBwcB/‡gwWK v̈jmyweavigZmvgvwRKwbivcËvimyweavcÖ v̀bK‡i

| 

     

29 cÖwZôvbgvb m¤§Z Kj¨vYg~jKKvh©µg cÖ`vbK‡i _v‡K| 
     

30 cÖwZôvbAvgv‡`i‡Kgvb m¤§Z cwienbmyweavcÖ`vbK‡i _v‡K| 
     

31 cÖwZôvb KZ…©K M„„nxZwbivcËv c`‡ÿc ¸‡jvgvb m¤§Z| 
     

32 AvwgAvgviKv‡Ri †P‡qI AwZwi³ `vwqZ¡ wb‡ZcÖ ‘̄Z _vwK| 
     

 

**i¨vswKst 5- …̀pfv‡eGKgZ, 4-GKgZ, 3 †KvbwUBbv, 2-wØgZ †cvlYKwi, 1- …̀pfv‡ewØgZ †cvlYKwi 

  

3.0 cÖvwZôvwbKcwieZ©b 

 

AbyMÖnK‡iwb‡¤œv³ wee„wZ/cÖkœ¸wjwPwýZKiæb| 
 

µwgK wee„wZ/cÖkœ 4 3 2 1 

** 

** 
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3.1 RvwZmsNkvwšÍiÿvwgk‡biAv‡MMYZvwš¿Kcywjwksm¤ú‡K© AvcbviavibvwKwQj ? 
    

3.2 RvwZmsNkvwšÍiÿvwgkb ‡k‡lMYZvwš¿Kcywjwksm¤ú‡K© AvcbviwKavibvn‡q‡Q? 
    

3.3 RvwZmsNkvwšÍiÿvwgk‡biAv‡Mcywjwks Gi AvšÍ©RvwZK ÷¨vÛvW© m¤ú‡K© 

AvcbviavibvwKwQj?  

    

3.4 RvwZmsNkvwšÍiÿvwgk‡bi ci cywjwks Gi AvšÍ©RvwZK ÷ v̈ÛvW© m¤ú‡K© avibvwKn‡q‡Q 

? 

    

3.5 RvwZmsNkvwšÍiÿvwgk‡biAv‡Mmykvmbm¤ú‡K© AvcbviavibvwKwQj?  
    

3.6 RvwZmsNkvwšÍiÿvwgk‡bic‡imykvmbm¤ú‡K© AvcbviavibvwKn‡q‡Q ? 
    

3.7 RvwZmsNkvwšÍiÿvwgk‡biAv‡MmywePvicÖvwßimy‡hvMm¤ú‡K© AvcbviavibvwKwQj? 
    

3.8 RvwZmsNkvwšÍiÿvwgk‡bic‡iRbM‡YimywePvicÖvwßimy‡hvMm¤ú‡K© AvcbviavibvwKn‡q‡Q 

? 

    

3.9 RvwZmsNkvwšÍiÿvwgk‡biAv‡MgvbevwaKviwel‡qAvcbviavibvwKwQj ? 
    

3.10 RvwZmsNkvwšÍiÿvwgk‡bic‡igvbevwaKviwel‡qAvcbviavibvwKn‡q‡Q ? 
    

**i¨vswKst 4. cÖvMÖmich©v‡qiavibv, 3. gva¨wgKch©v‡qiavibv, 2. ‡gŠwjKch©v‡qi avibv,1.†Kvb aviYv †bB | 

 

µwgK wee„wZ 5 4 3 2 1 

3.11 RvwZmsNkvwšÍiÿvwgk‡bic‡igvby‡li mv‡_ AvPi‡Yi 

†ÿ‡ÎAvgviBwZevPKcwieZ©bG‡m‡Q | 

     

3.12 RvwZmsNkvwšÍiÿvwgk‡bic‡i †mev`vbmÿgZvi 

†ÿ‡ÎAvgviBwZevPKcwieZ©bG‡m‡Q | 

     

3.13 cywj‡kihvivhvivRvwZmsNwgk‡bwM‡q‡QZv‡`iKv‡R ¸YMZ cwie©ZbjÿYxq 

| 

     

3.14 cywj‡kihvivRvwZmsNZv‡`iKv‡Ricwi‡e‡ki ¸YMZ cwie©ZbjÿYxq|      

3.15 G mKjcwieZ©‡b Avgviwb‡RiGescªwZôv‡bi ¸YMZ gvbevwo‡q‡Q|      

3.16 AvgviAwaKvskmnKg©xivBwewfbœcÖwZôvwbKcwieZ©b ¸‡jv‡K ¯̂vMZRvwb‡q‡Q|      

3.17 Avwgwek¦vmKwi, cÖ Í̄vweZcÖwZôvwbKcwieZ©b ¸wjAvgv‡`iAvwfhvwbKmvdj¨ 

AR©‡bi †ÿ‡ÎwbqvgKwn‡m‡eKvRKi‡e | 

     

3.18 †h †KvbcwieZ©bmiRwg‡bcÖ‡qvMKivi †ÿ‡ÎAvwgAvZ¥wek¦vmx|      

3.19 cÖvwZôvwbKwewfbœwel‡qAvgv‡`iAviIDbœwZicÖ‡qvRbi‡q‡Q|      

3.20 AvgviKv‡R G mKjcwieZ©‡bi d‡jAvwgAviI ¯̂qsm¤úbœ ne |      

3.21 cwieZ©bmg~nAvgv‡`icÖwZôv‡bKg©ÿgZv‡KAviIe„w× K‡i |      

3.22 cwieZ©b ¸‡jvi ci AvwgAviI †ewk A_© DcvR©bKi‡Zmÿg ne|      

3.23 D”Pch©v‡qie¨e ’̄vcKMYcwieZ©b ¸‡jv‡Kmg_©bRvbv‡e |      

3.24 Avwgwek¦vmKwiAvgvi G cwieZ©b ¸‡jvmdjfv‡ecÖ‡qv‡MKi‡Z mg_© n‡ev|      

3.25 AvgviwbKUeZx©D×©Zbe¨e ’̄vcK/Awdmvi G cwieZ©b ¸‡jvic‡ÿ|      

3.26 G cÖwZôvwbKcwieZ©b ¸wjm‡ev©Ëgwm×vš— wn‡m‡ecwiMwYZn‡e |      

3.27 cÖvwZôvwbKGesmvsMVwbKcwieZ©‡bi gva¨‡g Avgv‡`i Kg©`ÿZve„w× 

Ki‡Zn‡e| 

     

** 
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**i¨vswKst 5- …̀pfv‡eGKgZ, 4-GKgZ, 3 †KvbwUBbv, 2-wØgZ †cvlYKwi, 1- …̀pfv‡ewØgZ 

†cvlYKwi| 

 

4.0  RvwZmsNkvwšÍ¶xwn‡m‡e †ckvMZgvbAR©b| 

 

4.1 RvwZmsNkvwš—i¶xwn‡m‡eAvcwbAR©bK‡i‡QbGgbPviwU †ckv`vwi `ÿZvi (Professional 

Skill) bvgejybt 

(K)      (L) 

     

(M)      (N) 

     

 

4.2 RvwZmsNkvwš—i¶xwn‡m‡eAvcbviAwR©ZPviwUAvš—te¨w³K (Intra-Personal Skill) 

`ÿZvibvgejyb t 

(K) 

     (L)  

   

(M)      (N) 

     

 

4.3 RvwZmsNkvwšÍiÿxwn‡m‡eGgbPviwU †KŠkj Gi bvgD‡jøLKiæYhvigva¨‡g 

AvcwbAvcbvicÖwZôv‡bBwZevPKcwieZ©bAvb‡Zm¶gn‡q‡Qb t  

(K) 

     (L)  

   

(M)      (N) 

     

 

 

µwgK wee„wZ 5 4 3 2 1 

4.4 cÖv³b RvwZmsNkvwšÍiÿx‡`i †ckv`vwiZ¡ AZ¨š— D”Pgvbm¤úbœ|      

4.5 cÖv³b RvwZmsNkvwš—i¶x‡`i e ẅ³‡Z¡i cwieZ©bn‡q‡Q|      

4.6 Avgvig‡Z cÖv³b RvwZmsNkvwšÍiÿxivAwaK †hvM¨Zvm¤úbœ|      

 

** i¨vswKst 5- …̀pfv‡eGKgZ, 4-GKgZ, 3 †KvbwUBbv, 2-wØgZ †cvlYKwi, 1- …̀pfv‡ewØgZ 

†cvlYKwi| 

 

  

4.7 RvwZmsNkvwš—i¶xwn‡m‡eAwR©Z †ckv`vwi `ÿZvGescÖvwZôvwbKcwieZ©bm¤ú‡K© Avcbvi AwZwi³ 

†Kvbgš—e¨ t (hw` _v‡K) 

** 
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Detailed Methodology for Objective 1 

 

There are two general approaches in gathering and reporting information: qualitative and 

quantitative approach. In this study, a qualitative approach will be applied to gather information 

focusing on the police participants in the UN peacekeeping mission. This approach will provide 

insights on the quality of work life at home and at UN peacekeeping missions and required 

organization change in the police. The quantitative approach in this research will quantify the 

quality of work life and organizational change related data and will apply some form of 

statistical analysis.  

Sampling Method 

Based on the above statistical data we find that, there remains heterogeneity across different 

categories of personnel. To understand the impact of the affiliations and training given by the 

United Nations to our peacekeeping personnel we have to apply stratified sampling techniques. 

Even, there remain different ranks among the different personnel categories. To make an 

inference about the population we divide the population into groups (clusters), obtain a simple 

random sample of so many clusters from all possible clusters, and obtain data on every 

sampling unit in each of the randomly selected clusters. 

Sample Size 

To estimate the number of sample survey we followed Yamane (1967) sampling techniques4. 

Based on this formula, if we survey on police force only, the sample size should be 

approximately 700 police personnel from both male (397) and female (305) category. The 

weighting factor is crucial in determining the sample size. The following table provides the 

details: 

Sample Size and Sample determination procedures 

Category Number Participants Went to UN 

Mission (1989 to 18 Aug 2018) 

Male and Female 

% 

Sample from each 

category 

 Male Female Total Male 

% 

Female 

% 

Male 

Sample 

Female 

Sample 

Addl.IGP 3 0 3 0.02% 0.00% 1 0 
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DIG 6 1 7 0.03% 0.08% 1 1 

Addl.DIG 20 2 22 0.12% 0.17% 1 1 

SP 309 32 341 1.78% 2.70% 7 9 

Addl.SP 536 81 617 3.09% 6.84% 13 21 

Sr.ASP & ASP 900 49 949 5.18% 4.14% 21 13 

Sergeant 970 0 970 5.58% 0.00% 22 0 

Sub-Inspector 1775 133 1908 10.22% 11.22% 40 34 

Assistant Sub-

Inspector 

2752 254 3006 15.84% 21.43% 62 65 

Nayek 962 0 962 5.54% 0.00% 22 0 

Constable 7660 548 8208 44.09% 46.24% 173 139 

Total 17374 1185 18559         

Sample Total 391 300 691     397 305 

The population size is based on 31 May, 2018, collected from United Nations Portal, and retrieved on June 25, 
2018. The population size for Bangladesh is 7,099 personnel. To estimate the number of sample survey we 

followed Yamane (1967) sampling techniques. A formula propounded by Yamane (1967) used to determine the 

sample size is as follows;  

   

Where; n – is the sample size 

N – is the population size 

e – is the level of precision(95%; e = 0.05) 

Focus Group Discussion (FGD) 

One FGD was conducted in the Faculty of Business Studies, where 20 participants from various 

ranks of Bangladesh Police. The FGD was conducted on the 14thJuly 2018. The duration of the 

FGD was around 2 hours. The basic objectives were (1) identifying factors that affect on the 

quality of life based on the experiences of UN peacekeeping mission, (2) sharing experiences 

on different factors identified in the discussion and (3) determining possible organizational 

changes due to the UN assignments. One moderator was present on that occasion. Data were 

transcribed and later used to infer outcomes.  
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Data Analysis techniques 

 

Quasi-statistics and narratives from the respondents were used to analyze the outcome. Further 

statistical analysis such as descriptive analysis, cross-tabulation analysis, content validity and 

inter-item analysis, exploratory factor analysis, and confirmatory factor analysis has been 

applied in this study. According to the modeling framework, this study considers six constructs 

of organizational change recipient beliefs. These include discrepancy, appropriateness, 

efficacy, principal supports, and valance. This study first assessed the validity of the content 

under each construct and then conducted inter-item analysis. Exploratory factor analysis has 

been used to reduce data to a smaller set of summary variables and to explore the underlying 

theoretical structure of the phenomena.And finally, confirmatory factor analysis has been 

conducted to test how well the measured variables represent the number of constructs. The 

constructs are all measured by using a 5-point Likert Scale.  

Detailed Methodology for Objective 2 

 

There are two general approaches of gathering and reporting information: qualitative and 

quantitative approach. In this study, qualitative approach has been applied to gather 

information focusing on the police participants in the UN peacekeeping mission. This approach 

has provided the insights on the quality of work life at home and at UN peace keeping missions 

and required organization change in the police. The quantitative approach in this research has 

quantified the quality of work life and organizational change related data and will apply some 

form of statistical analysis.  

Sampling Method 

Based on the above statistical data we found that, there remains heterogeneity across different 

categories of personnel. To understand the impact of the affiliations and training given by the 

United Nations to our peacekeeping personnel we had to apply stratified sampling techniques. 

Even, there remain different ranks among the different personnel categories. To make an 

inference about the population we divided the population into groups (clusters). This research 

has used simple random sample to obtain data from all possible clusters. 
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Sample Size 

To estimate the number of sample survey we followed Yamane (1967) sampling techniques5. 

Based on this formula, if we surveyed on police force only, the sample size should be 

approximately 700 police personnel from both male (397) and female (305) category. The 

weighting factor is crucial in determining the sample size. The following table provides the 

details: 

Sample Size and Sample determination procedures 

 

Focus Group Discussion (FGD) 

One FGD was conducted in the Faculty of Business Studies, where 20 participants from various 

ranks of Bangladesh Police were present. The FGD was conducted in the 14th July, 2018. The 

duration of the FGD was around 2 hours. The basic objectives were (1) identifying factors that 

effect on quality of life based on the experiences of UN peace keeping mission, (2) sharing 

experiences on different factors identified in the discussion and (3) determining possible 

organizational changes due to the UN assignments. One moderator was present at that occasion. 

Data were transcribed and later used to infer outcomes.  

                                                             

5The population size is based on 31 May, 2018, collected from United Nations Portal, and retrieved on June 25, 

2018. The population size for Bangladesh is 7,099 personnel. To estimate the number of sample survey we 

followed Yamane (1967) sampling techniques. A formula propounded by Yamane (1967) used to determine the 

sample size is as follows;  

  

Where; n – is the sample size 

N – is the population size 

e – is the level of precision(95%; e = 0.05) 

Category Number Participants Went to UN Mission (1989 to 18 Aug 2018) 

Male Female Total 

Total 17374 1185 18559 

Sample  391 300 691 
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Data Analysis techniques 

Quasi statistics and narratives from the respondents were used to analyze the outcome. Other 

statistical analysis such as descriptive analysis, cross tabulation analysis, content validity and 

inter item analysis, exploratory factor analysis and confirmatory factor analysis has been 

applied in this study. According to the modeling framework, this study considers six constructs 

of organizational  
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