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DEFINITIONSAND FRAME OF ANALYSIS

The Defence Sector can be divided into three caegahe ministries which develop, manage,
and implement defence policy (typically the defeaoe interior ministries), the bodies charged
with oversight of these ministries and their imp&ation bodies (typically legislative oversight
bodies and ministerial internal oversight structiyreand the operational actors charged with
guaranteeing a country’s national security. Openati actors include the regular armed forces of
the state (army, navy, coast guard, marines/marifantry, and air forces);state-sponsored
paramilitary forces (gendarmerie or equivalent, dwafder security forces); customs, and
immigrations services; intelligence services; atifteporganizations that defend the state and its
people. This practice note examines creation afome restructuring, and/or transformation of
these institutions, primarily for defence againgteenal threats. It does not address law
enforcement or criminal justice issues or institns (such as police, judiciary, or corrections).

Although bilateral defence assistance has beeapdestf international aid for decades, assistance
to equip and train partner defence forces cannocédrmted with defence sector reform. Such
assistance may not address corruption, human radhtses, or the likelihood of internal conflict
in recipient countries (Gompert and Stearns, 2@()/whereas the core principles of security
sector (system) reform emphasize good governaragsgarency, efficiency, fairness and equity
in recruiting and promotion, accountable and soatale financing, respect for human rights, and
local ownership based on democratic norms (OECDdHaok, 2007, 21). These principles
should apply, in all cases, to defence sector mefor

In countries recovering from conflict, defence seateform, or defence sector development,
faces particular challenges. In such countriesrted institutions may be particularly resistant to
change, often because change would entail lossliticpl control or decreased access to wealth,
including reduced ability to exploit natural resoes. These interests imply that substantial and
lasting change will entail more than just diredbren to discrete operational element of defence.

! The literature on defence sector reform, howeeeyses mostly on land forces (armies). This naghliyhts
practice with respect to other components mostigugh the use of case studies.
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Failure to reform the defence sector in broad ternsluding its governance and oversight—
will likely impair a country’s ability to build trasparent, accountable, and efficient public
institutions in general, and may also interferenwite larger economic recovery or development
process. The measures discussed in this note tlmuddsbe understood to require comparable,
parallel changes in governance and oversight i Hre to be sustainable by the host state after
drawdown of direct international suppgrt.

In addition to highlighting good (and bad) practiregarding how host state institutions design
and execute defence sector activities, this note address recommendations to donors with
regard to planning and conduct of defence secforme

CORE PROGRAM DESIGN I SSUES

Sustainable defence sector reform requires efeecidficient, and transparent security sector
governance, but also an accurate and up to daatthssessment on which to base security needs
analysis; definition and allocation of institutidrrales and responsibilities to meet those needs;
an appropriate sector structure and chain of cordmian manage execution of roles and
responsibilities; and creating, enhancing, tramsfiog or right-sizing of forces and support
structures to carry them otit.

Assessing Needs

A needs assessment should encompass the statelpodfahe armed forces but also of the
relevant ministries and oversight bodies. Suchssessment will help determine the current state
of all of the relevant institutions and help to deternpnerities for action (United States, FM 3-
7.01; ch.3, 8-9). Such an assessment should examinenly the human resource needs of the
various components of the defence sector but Alsdnfrastructure, equipment, and other assets
that both civilian and military personnel requiceftinction effectively. In countries recovering
from conflict, for example, soldiers and their féisg may require suitable accommodations.
Similarly, ministries may require everything froradic office equipment to more complex data
management systems. In such contexts, buildingcggpaithin the armed forces to the detriment
or in the absence of broader management or ovérsigpacity building and reform is
counterproductive and may lead to unsustainablesg8ecause defence sector reform is just part
of an effort to build peace and security, the UNymash to frame the effort within a larger
context of institutional and economic developmdbbing so may also help the host state
determine priorities for such programs and bettamé defence sector reform within a wider
context?

Part of the initial assessment, then, is to idgntll relevant actors, their roles and
responsibilities, institutional chain(s) of commarahd the role of each command level in
planning and executing policy. In particular, tles of the chief of the defence forces, the chief
of the most important military service, and the raienal commanders (division and brigade)
need to be determined, as do the roles of the wanilitary staffs. For security forces, it is

2 please refer to the separate practice note orri§eSector Governance.

3 For more on threat assessments, reviews, anchahsiecurity strategies, please see the relevantipe notes.

* For more on management, governance, and oversighe security sector and their place in wideoks to build
institutional capacity, see the relevant practiotes.
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necessary to determine requirements for doctrirggrozation, training, materiel and equipment,
leadership, personnel, command, control, commupital intelligence, and operational
effectiveness (United States, FM 3-07.1, 3-12).

Isa Security Force Necessary?

In some countries, the very necessity of a padicidrce needs to be discussed before proceeding
to discussion of effectiveness or reform. The lstate’s future force structure may be more or
less specified in its peace agreement, but theyebmdeeway to propose alternative structures, in
which case the threat assessment that is parteofnitial UN Technical Assessment Mission
should take careful measure of specific requiremémit particular force structures have met in
the past and may need to meet in the near to metikum’ If the host country faces few
significant external threats, before engaging issuelated to reform (or transformation,
rebuilding, etc) or re-creation of defence forcas,assessment should ask whether a particular
force is appropriate or necessary to deal withsseskthreats. Long term financial sustainability
should also affect its conclusions.

For example, the 2003 Comprehensive Peace Agreemandated the creation of the Armed
Forces of Liberia, but in comparable future peaegotiations, international mediators and
donors—supported by threat assessments that csimabed with the national parties—may wish
to encourage debate about the very necessity dititnaal armed forces in the post-conflict era.
Liberia’s anticipated national revenues may be hardto finance even its small new national
army (2000 troops) while meeting the country’s maother pressing development needs
(Gompert et al.,, 2007 29-33). The prior historyaoed forces in Liberia was also one of
predation and corruption, as is the case in maoytecies with a long history of internal conflict.

The question then arises whether a country sudhlesia, which depends at present on UN
peacekeepers and over the longer term on US seguidirantees for its external security (much
as Sierra Leone depends on UK guarantees), shooldk fits limited resources on building

effective and accountable police services and eospatt internal security forces (including

paramilitary forces trained to deal with insurgen@nd border security services. Similar
discussions occurred in Sierra Leone. In late 1988, army was briefly disbanded but the
decision was quickly reversed because of the thpested by newly unemployed former
combatants (Albrecht and Jackson, 23).

Defining Roles and Responsibilities®

The goal of defence sector reform is to establistitutions that are well-led, honest, impartial,
regarded as legitimate by the population at ldrgeg committed to protecting and serving the
entire population under the rule of law and witepect for human rights. Achieving this goal
requires defining the roles and responsibilitiesthe various institutions that comprise it and

® Please refer also to the separate practice natfereat assessments.

® The practice note on governance and oversighteoecurity sector discusses constitutional aral Empsiderations
for defining the role of the defence sector. Thacpice note on management of the security sectgudses the
challenges of reforming the ministries and otheatib® in this area. The practice note on nationalisty strategies
and policy discusses the role of such efforts irimhaining roles and responsibilities.

" For a thorough, recent discussion of legitimacy is definition/determination, see Séverine Belliat al., “The
Legitimacy of the State in Fragile Situations,” Reifor the OECD/DAC International Network on Caafland
Fragility. Final version. (Paris: OECD/DAC/INCAFeBruary 2009), 3—4.
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firmly rooting these roles and responsibilities anconstitutional framework, accompanying
legislation, and a detailed national security polimd strategy.In countries recovering from
conflict, the executive may play multiple roles r(fexample the president may also serve as
minister of defence), leading to conflicts of imstr and compromised oversight mechanisms. In
other cases, the military and its leaders may adiubject to effective civilian control, settingeth
stage for future exploitation and abddénew types of forces need to be created, letiisianay
need to be amended or passed to determine thetmpinisder whose oversight such forces
operate (for military or paramilitary units, dissien over whether forces should be responsible
to the defence or interior ministries may be inevjd

In short, defence sector reform may require stratteform; functional reforms that may include
realigning and clarifying the role of existing fesc as well as creating specialized border,
riverine, counter terrorism, or organized crimetsinio meet specific threats; physical and
infrastructure reform; and changes in the assdtstyevarious force providers.

Right-sizing

In countries recovering from conflict, the sizedeffence sector ministries, oversight bodies, and
of course the armed forces may need to be carefuthjuated to determine whether they are
either too big or too small to perform their inteddasks. The necessity, affordability, and role of
security sector institutions in responding to idfesd threats all need to be examined. Ministries
and security forces may be bloated by patronagecarrdption, while oversight mechanisms will
likely need to be built up.

Although researching models for calculating foreguirements (for the armed forces) was
beyond the capacity of this survey, it is safe ¢seat that, in most countries transitioning from
conflict, existing forces will be too large for petime needs. Moreover, most will contain large
numbers of “ghost soldiers” who pad the ranks fmppses of payroll-skimming. In many cases,
the officer corps is over-sized because commisstansbe purchased and are an attractive source
of revenue in countries where officers are respasfor directly distributing pay to their
subordinates. Many active duty personnel will dbisck the qualifications they need to do an
effective job. In short, forces may be not only tame but corrupt, incompetent, and inefficient.
A sustainable, professional, and competent ingiitutan and should be smaller, but decisions on
the actual size of the force must be based onhtigyaof the host state to recruit, vet, traindan
pay a competent force of that size. If donors aténg to assist the host state in providing either
initial support in forming the defence sector waorkle (broadly defined) or to continue

8 For more on national security strategies and j@sljcsee the relevant practice note.

® For more on management and oversight of the sg@attor, see the relevant practice notes.

10 Afghanistan is a perhaps contrary but complex gtarim which ongoing efforts tbuild upcompetent and
professional armed forces and police parallel &ffay demobilize militia forces while continuingtse informal
forces to bolster the formal services. There is disagreement between the United States and titeaAfgovernment
over the proper size of the Afghan National ArmiieTgovernment seeks a force of up to 250,000 antittited
States up to 134,000. Plans drawn up in 2002, priorcreased insurgency, called for 70,000 trowpsch itself
strained donor capacities to provide integrateiditrg and embedded mentoring. (Giustozzi, 222; €smtan, 2008,

Sustaining the Afghanistan National Security Fordese 2008, 4).
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sustainment support, the amount, nature, and tiamad of that support also needs to be made
clear.

For ce Structure and Chain of Command

Force structure will be determined by the purpofehe security forces and their role as
envisaged by the country’s national security policyfo ensure civilian control, chain of
command for military forces will typically run froitime senior-level political leadership, through
the ministry of defence, to the defence chiefs, ameh through the appropriate levels of
command. Chain of command for paramilitary forcdsaemscade, similarly, through the ministry
of interior or justice to operational force commarsl

In many countries, different strategic, operatiptattical, and logistical/support structures may
co-exist. National force headquarters may provid@mand of the forces and translate national
interests and policies into operational guidelinesite doctrine, and develop standards and
principles for training and education. Support amistrative headquarters will manage

procurement for the forces and develop policies fecruitment, vetting, and personnel

management. Finally, operational headquarters, henetgional, functional or a combination of

both, may be created at different levels, dependimghe scope of operations envisioned, their
objectives, and their complexity. If a country hasltiple services, headquarters command
structures may either be established for each icha@f service or may be combined. If the

services are expected to operate together, a gtincture may be more effective and efficient
(United States, FM 3-07, 6.11).

In countries with ongoing peacekeeping or coumetisigency operations—whether conducted
by individual nations, by a coalition, or under fead of an international organization—a chain
of command and concept for joint operations with hlost state will need to be developed, as will
appropriate rules of engagement with parties tteabat of compliance with the peace agreement;
with insurgents; and with host state civiliansthe host state is receiving such assistance, a
decision must also be made as to whether the sdarwr or senior international representatives
(both military and civilian) have the authority a@erride host state decisions and vice versa. The
implications of such arrangements for the hose&atovereignty also need to be considéfed.
Overall, a national security policy should be depeld to detail mechanisms for national security
decision-making, implementation, and chain of comehia this ared®

PROGRAM PLANNING

Donors need to decide who amongst them will supwbith portions of defence sector reform.
Parcelling out different portions could lead to boation problems and a piecemeal approach
where donors take individually small steps but faiimplement reform in a deep and sustainable
fashion (Melmot, 2008, 19). Division of labour rés donors to agree that one actor will take
the lead in coordinating the efforts of all the eo)y and clarify the overall expectations

11 please refer to the separate practice note orlafeng national security strategy and policy.
12 Discussion in this paragraph is drawn from authterviews with subject matter experts.
13 For more on national security policies, see tievent practice note.
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concerning the scope of work expected from eachodamd its time fram& When such
coordination is not possible or when different egt@fuse to recognize the role of a coordinator,
individual donors should define their parameterscimoperation, inform potential partners, and
work towards communicating plans in a timely arfeéafve fashion.

Program planning should include careful considenatifall the oversight and operational actors
involved in the defence sector, ranging from thraesd forces, to border forces, state and defence
intelligence, and paramilitary forces that a coymaquires in order to respond to the threats it
faces. Failing to adequately plan for support tg ane actor could jeopardize wider defence
sector reform efforts. The approach taken shoulddsed on assessment of the threats, risks, and
costs involved. Whatever the ultimate decisioris itmportant to conduct a public information
campaign explaining why such a step was necessahhaw it is justified by national security
needs (Nelson-Williams, 8).

Effective planning requires that donors make dension the financial aspects of defence sector
reform, in terms of cost and sustainability, innterof accountability for donor funds (fighting
corruption) and finally in terms of host state aapato collect enough funds to pay for at least
some portions of reform efforts itself, and to austwhat is built (Melmot, 2008, 19). Planning
should also take into account sustaining infrastimec maintenance, equipment and asset
procurement, and personnel management and renawra@ss the defence sector. Such plans
should also include efforts to build host natiomagement and oversight capachy.

Planning for DSR must be closely coordinated, ags®ary or appropriate, with demilitarization,
demobilization, and reintegration (DDR) progranmspost-conflict countries where non-statutory
forces remain standing and where a peace agreensnhave mandated their integration into
the regular statutory defence forces, measuresnsure that such integration occurs in a
systematic, organized, and sustainable fashion raégnl to be considered. As an initial step,
irregular, rebel or insurgent forces may need téeleporarily integrated before they go through
the normal vetting and recruiting process. Forcgucgon planning needs to anticipate the
reactions of faction leaders who feel that too tévtheir fighters have been integrated into post-
war forces. The security implications of such cansenust be balanced against the requirements
for a professional, effective and affordable force.

In some countries, donors who had planned to peog@tain types of assistance may arrive only
to find that the conditions for beginning their gram have not been met. They may therefore
need to restructure their program for what becormegffect, a second effort. This may have
implications for budgets and spending authorityichvimay be time-limited, potentially resulting
either in hurried commitments that attempt to apéte needs on the ground, or loss of funds to
another program.

14 Clarity and coordination of plans may not go hamtand, however, as one donor’s plans, while cleay not meet
another’s expectations of what needs to be accshmgali Thus, Germany was criticized for its failtweeform the
Afghan police but Germany, arguably, committed dolyrain a cadre of senior police officers, novés, train, and
equip the entire Afghan police force. In late 200 United States launched such a program butingihequate
training, equipment, and mentoring, such that ireitng commenced under a different concept in |2@72
(Cordesman, 2008, 55-59).

15 See the relevant practice note.
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Recruiting and Vetting

Recruiting and vetting in the defence sector carctmlenging but the process must guarantee
equity in recruiting and ensure that the recruifingcess translates into forces and a defence civil
service that are representative of all major etlgnowips, minorities, and other disaffected actors.
Vetting cannot begin until a concept for the sedguforces has been decided. This concept
usually includes professionalism, representatiow, an appropriate force posture or structure.
Recruits—and particularly officers and those wither management or oversight duties—should
be vetted for past abuses and membership in ill@gsénsitive organizations. Such recruits need
not necessarily be completely excluded but condnmembership should be monitored (United

States, FM 3-24, 6.9-6.12).

Vetting for existing forces and civilian personasl well as for new employees (whether civilian
or military) should be conducted in a transparet f@ir fashion: reasons for dismissal should be
disseminated and explained. Doing so will helpdtlie legitimacy of the process. In the armed
forces, new forces may be built by integrating #x¢gsarmed groups (as was recently done with
the CNDP militia in eastern DRC), by recruiting aretting an entirely new cadre, or by some
combination. It may be necessary, as has beeraieeic Sierra Leone and Democratic Republic
of Congo, to accept large numbers of ex-combatanits the new force as an intermediate
demobilization and reintegration measure. The temarpostatus of such measures needs to be
made clear. In a civil service, a similar procesy mccur.

Vetting should be consistent, whether for existipgrsonnel of the forces and ministries
(lustration) or for new recruits. Failure to dissisurrently serving soldiers and officers, despite
known and documented abuses, participation in dllegroups, or corruption could hurt the
legitimacy of the force being built. Where thereaslong history of conflict, a substantial
percentage of serving personnel may have beenviedain such problematic behaviour and
lustration may not be a viable option as the erdafence sector may lack legitimacy in public
eyes, and officers and managers from the old for@magement, and oversight structures may
corrupt new recruits.

Vetting has two components: normative and pragmatie normative component, based on the
concept for the force, should reject candidatekefe is “credible evidence of wrongful conduct
unrelated to the vetting process, such as prionasi” “Core crimes” that are grounds for
rejection include “unlawful killing, unlawful wourag, torturing, outrages on personal dignity,
rape, and abduction or arbitrary detention.” Veftiprocesses are on firmer ground rejecting
candidates with substantiated records of such betathan if they rely on violations of higher-
order, more structural provisions of internatiohaman rights law (such as “violating the right
‘to a social and international order in which tights and freedoms . . . can be fully realized)
(McFate, 2007, 83).

Pragmatic steps for vetting are first to determihentity of personnel and second to conduct
background checks. This is challenging in postdicinfettings because records required for the
background checks may never have existed, may lbese destroyed, or may not be credible or
reliable. The vetting process must therefore dgvelod apply common standards and it must
ensure the confidentiality of applications. Pragmatasons for rejecting a candidate include
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“credible evidence of wrongful conduct related lte vetting process, such as cheating, lying, or
refusing to cooperate during the vetting proceduidsFate, 2007, 82-84).

The recruitment process begins with the publicatibnotices for applications to join the forces
or civil service. Before conducting an expensiviing process, armed forces recruits should be
tested for physical suitability. Similarly, thedracy level of all applicants, military or civilian
should be evaluated and play a role in determimihgther a candidate moves forward in the
process.

In the armed forces, recruits who pass both theiphlyand literacy tests may then be vetted for
hiring into the force. Recruiters should considesviling recruits with food and shelter for the
duration of the recruitment and vetting processsswell as funds to return to their families
should they not be selected. The creation of regieetting centres can help ensure that qualified
recruits of limited means or those who live in réenareas are able to participate and do not
suffer financially from doing so. Recruits shouldtbe expected to self-support if required to
travel from recruiting centre, to vetting centi@friaining centre.

The vetting process must be thorough and inclupgeeess for verifying allegations of disquali-
fying behaviour. In Liberia, this included a sigo#nt public information campaign—pictures of
candidates were posted all over the country, mestmn for reporting behaviour were
established, and vetting teams travelled all araghaccountry to interview candidates’ family and
acquaintances to determine their suitability. Incaintry like Liberia, doing so required strong
logistical support, including convoys with secuyitgconnaissance, spare vehicles, river crossing
equipment and spare parts for vehicles, plus @ceation support (McFate, 2007, 81-82).

When vetting takes place in a post-conflict settitiie process of demobilizing the existing
personnel poses security risks. The safety of &agucentres must be ensured. Indeed, persons
for whom DDR means loss of power base may threadéormers. Evidence gathered from
vetting therefore should not be used for purposlesrdhan to determine a candidate’s suitability
for service in the security forces. It is best iecdnnect the vetting process from truth and
reconciliation commissions and other instrumentpast-conflict justice. The identity of those
who provide evidence on the recruits also needwetprotected, lest rejected recruits seek them
out for reprisal (McFate, 2007, 81). At the sammeti vetting must protect against false
accusations and anonymous accusations should idateal by several independent sources.

Because vetting will be a requirement in most tt&rgl environments, donors should consider
funding the training of a host state vetting tedmttcan continue to vet candidates by the
standards established in the initial process, whighhelp guarantee that other defence sector
employees (including in the relevant ministriesydéhe same qualifications as their colleagues
(Crisis Group, 2009, 16).
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Pay and Personnel M anagement

Personnel management is a key aspect of defender seform® First, pay for civilian
personnel, officers and soldiers must be competitiith that of other host-state professionals to
dissuade them from seeking part time jobs or dwigibribes. Pay needs to be consistent across
the public sector to ensure that qualified profassis are well-distributed among the various
agencies. Pay must be disbursed on time and thrigghost government channels. Good pay
should be accompanied by a strict (but fair andreefable) code of conduct that allows for
immediate dismissal of corrupt personnel. Suchiplisary mechanisms should apply equally to
all ranks in both civilian and military structur@dnited States, FM 3-24, 6.20). In post-conflict
states, armed forces, as well as entire bureagsrdr@ve been dismissed en masse by law or
decree. While such dismissals can help ensurghbgiopulation accepts the legitimacy of new
institutions by ensuring that formerly corrupt aights abusing officials are no longer employed,
the loss in capacity and discontent such measuagscause should also be considered.

It may be important to separate the chain of conthiesm the chain of payment (both within the

relevant ministries and within the forces), pafécly in countries where personnel and soldiers
have historically depended on their direct supsrior their pay, thus creating opportunities for
corruption (Van Damme, 2008, 5). Pay should beutisd directly to all soldiers and officers,

preferably through a central, dependable governeteamnel’

Education and Training

In many post-conflict countries, education of tledethce sector workforce, whether civilian or in
uniform, may be a requirement for effective defeseetor development and reform. In countries
where war has prevented long term access to edadatim the most basic levels to university, a
first concern for defence sector reform will bediimg employees who are literate. Efforts to
sustain a defence workforce will therefore neebdgdntegrated into wider education plans for the
country as a whole. Efforts to sustain the defeseetor workforce will also likely require the
creation of military education institutions and mogeneral security sector management and
oversight education programs. Ensuring the avditpbiof quality personnel at higher
management levels, again across the defence sewlaequire developing access to secondary
and university-level education. In some cases, @itbere is an immediate need for such
education or for specialized training, sending ctelg professionals to schools abroad may
present a temporary solution to needs for advaanddechnical skills.

Effective training requires clear and detailed perfance standards for individuals, leaders, and
their units. Training should take the forces’ lewdl literacy into consideration, building on
existing or historical training programs and uditgt state trainers as much as possible. Training
should be designed so that host state trainerseecantually take over all training. Programs
should avoid up-front information overload, ressétort cuts and quick fixes, but also avoid
creating overly-complex programs based on unréalstandards. When donors use mobile

18 For further detail see the draft practice notéSenurity Sector Management.
17 Recent efforts to separate chain of command frioaincof payment will be discussed in the Liberfies DRC, and
Afghanistan case studies.
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training teams or contractors to conduct the trajnthey should ensure the training is supervised
and meets established standards (United StateS-#4 6.12-6.13).

Training typically begins with basic individual tnéng, continues with advanced individual
training (including specialist training), and theifts to progressively higher unit level training.
The length, nature, and intensity of the trainirgies depending on the existing proficiency of
the forces involved, the complexity of the missidney face, and the degree to which they can
expect continuing outside operational assistance.

When determining how to train a host-state unigjaoizers should assess the host-state unit's
training needs by determining the unit’s tasks aagacity to execute them. The assessment
should also determine “staff capabilities, persbnaed equipment authorization, physical
condition, any past or present influence on trginiand combat operations, operational
deficiencies identified during recent operation®gercises...sustainment capabilities, to include
sustainment training programs, internal traininggoams and personnel, and training facilities”
(United States, FM 3-07.01, 5.8). Training shousbanclude after action reviews.

Leader training is more complex and should reirddevels of authority within the host state
forces. Training should make clear the expectatiassociated with officer rank, while
reinforcing the military’s subordinate relationship civilian authorities. Commissioned officer
training should focus on tactical skills, accouiliBlh decision-making, delegating authority,
values and ethics. It should include instructionhomv to work as a team, how to develop and
take advantage of subordinates’ skills, how tantgibordinates, how to maintain discipline, and
how to assume responsibility for one’s own and sdibates’ actions. Additionally, training
should stress interpretation and enforcement ofuhes of engagement—particularly important
when training is provided in countries with ongoiognflict. Collective training should include
how internal and external threats and the presehcgvilians affect operations (United States,
FM 3.07.01, 5.9). In a second phase, commissiotfficen training should focus on building
effective commanders and staffs for small unitasBmould begin at the company and battalion
level and progress to higher echelons (United Stéte! 3.07, 6.9).

Decisions must be made concerning the number andenaf training centres for the defence

forces. For example, defence training and educatsiitutions need to be created for all security
forces and for both officers and soldiers. Simjlaihstitutions to train and educate civilians

employed in the defence sector as well as thog®mnaghle for oversight and management need
to be established. In some cases, while the iritahing is conducted by donors, the schools’
first graduates may be selected to return as tsioe other units or offices.

Continuous Advising: Embedded Advisors

Advisors can be used to support both the armed$oand the relevant ministries and oversight
bodies. Donor personnel may be tasked to providéraang advisory support to host state units.
Advisors may be military officers or civilian offads from donor countries, UN agencies or other
international organizations, NGOs, and private camgs. Whether in support of civilian

ministries or military units, such advising may ¢akhree forms: advising, partnering, and
augmenting. In the first two cases in particulanbedded personnel should work in the same
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conditions as their hosts. Advice may be provideanfthe highest command and management
and oversight levels—at the minister or commandifigcer level—down to the company level
or to the office level.

Advising occurs where donor troops use “influencedach, coach and advise...while working
by, with, and through Foreign Security Forces.5uth cases, the advisor focuses on developing
the host-state security forces. Importantly, “advigams will often find themselves answering to
their higher military assistance group, the brigadmbat team they are attached to, and the host
host-nation unit with which they are embedded” (gaiStates, FM 3.07.01, 2-9).

Partnering differs from advising because it “inamgies training with combined operations” with
the objective of creating competent and legitimaost state forces. In partnering, units are
attached at different levels and as the host $tatees become more capable, the intensity of
partnering decreases. In cases where conflict goiog and where host state capacity is
sufficient, donor support with partnering can téke form of providing quick reaction capacities.
In partnering, combined cells for intelligence, @twns, planning, and sustainment are created
to “support transparent operations and a compréreapproach.” Partnering helps to increase
trust between the host nation and donor forcesyedisas helps to develop staff capacity within
the host state forces. Partnering could also irv@keating relationships between host nations
and donor command and staff elements. This canhdpnation forces observe and learn from
donor forces without losing face (by revealing ieqdate skills or appearing subordinate to donor
forces). In some cases, it may be beneficial tobioenpartnering and advising. This requires
developing a three way relationship between the $tase forces, advisors, and partnering units.
In this case, “partner units should look to theisolvto indentify, shape, and facilitate operationa
partnering opportunities and training events” (FM7301, 2.10).

With augmenting, donor forces can be augmented aittost state unit's forces or vice versa.
This arrangement can be organized either for aifspegission or for the duration of the effort.
Augmentation can also be organized with individsaldiers or officials (FM 3.07.01, 2.10).
Augmenting can also be used in combination withngaing and advising.

While embedding donor personnel throughout comnsindttures helps to train effective leaders
and can build capacity, it can also create deparydamong host state forces. Outside personnel
should therefore be replaced with host state oBies quickly as possible and clear measures for
evaluating the training of individuals, leadersdamits should be created. All troops should
receive values training and officers should benerdiin methods for evaluating unit performance
(United States, FM 3-07, 6.14-6.15; FM 3-24, 6.1469.

Intelligence Reform

Ideally, host state intelligence structures shaaldtribute to threat assessments, national security
policy, and ensuing force posture (Conteh, 5).lligence agencies include state level civilian
domestic intelligence gathering bodies, civilianemagjes tasked with gathering foreign
intelligence, and military intelligence gatheringeacies. This section applies to all three kinds of
intelligence structures. In countries where the W&k peace support operations, effective
contributions may require professionalization o€ timtelligence services if they are to be
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effective in providing strategic intelligence andeasurable contributions to national security
planning. In some cases, professionalization wijuire reducing functional redundancies among
agencies and disbanding those services with palitagendas or allegiances. Intelligence
agencies should protect the state and its peoflerrthan particular elites (United States, FM 3-
07, 6.16).

Intelligence reform may require clarifying the mlef military and civilian intelligence agencies
and establishing coordination mechanisms betweem.tfihe role of senior intelligence officers
may need to be defined and civilian political ovgns may need to be improved, in order to
increase the legitimacy of intelligence institusofUnited States, FM 3-07, 6.16). Intelligence
services require clear guidance, preferably base@gislation, delineating permissible and non-
permissible collection activities. These rules dt@lso define the role of different actors, chain
of command and permission required to conduct qdaily sensitive collection activities and
which agencies collect domestic and foreign irgelice. Such guidance should also determine
how the information is distributed, how it is armdyg, by whom and for what purposes (Chuter,
15-16)*8

Intelligence reform should separate intelligencection structures from intelligence analysis
structures. Procedures for securing intelligenadliti@s and information may need significant
revamping.

We note that intelligence reform was rarely meraibin the survey of SSR literature conducted,
although, in many of the case countries examingd|ligence services were seen as key human
rights abusers and the institutions most lackingoirersight. The donor community may
appreciate the need for intelligence reform butwitas a subset of military reform—which is
only partly correct—or may view professional iniggince either as a luxury that post-conflict
countries cannot afford or as too inherently nam$parent and risky to fund. Those with current
expertise in intelligence also may find little cardenefit in providing this type of assistancer Ou
conclusion is that more work is needed to deterngoed practice in forming and reforming
intelligence services.

Borders, Customs, Immigration, and Counter-Nar cotics

Border forces should be established to confront raddice cross-border criminal activities and
other external security threats. Capacity to comgersons, vehicles, and goods crossing borders
needs to be built, along with a national border ag@ment system and strategy. The strategy
should include steps to tackle corruption, orgahizgime, terrorism, and cross border
criminality. Such initiatives should focus on aljemcies involved in border management,
including customs and immigration. While militaryegence at border crossings may increase
tension with neighbouring states, host states shoahsider the role of the armed forces in
monitoring borders. To improve border control, denshould work with neighbouring states to
harmonize regional cross border cooperation andra@lofOECD Handbook, 2007, 151; United
States, FM 3-07, 6.16).

18 For a discussion on the use of intelligence ferfdrmation of national security policy and natibsecurity strategy,
see the relevant practice note.



Alix Julia Boucher 13

Similarly, improved customs capacity ensures theely and proper payment of customs duties,
as well as the identification and accounting of dpdhat enter the national territory. With
improved capacity, customs officers will be ableréstrict the entry or exit of goods when
justified by public policy and national securitpcluding purposes related to protection of public
health, commercial and industrial property, andomad historic or artistic treasures.

Peace support operations are often thought to haaedates to guard borders or to fight
organized crime, but rarely have either and radel\either well. Historically, mandates to build
capacity for host state security forces have nattimely specified building local border
management capacity (Andrews, Durch, and Hunt, 2B6dcher and Holt, 2009).

FIELD EXPERIENCE OF DEFENCE SECTOR REFORM: FOUR CASES

This section discusses experiences with defenderseform in Sierra Leone, Liberia, the DRC,
and Afghanista’ In Sierra Leone, defence reform was led by anviddal donor, the United
Kingdom, using UK military personnel. In Liberiasnay recruitment and reform was led by a
contractor (on behalf of and coordinated by thedd8ernment). In the DRC, bilateral donors,
the European Union, and the UN peace operatior {tMONUC), all have worked to reform the
Forces Armées de la Républigue Démocratique du €PgRDC) and relevant ministries while
instability continued to flare in the country’s &as provinces. Finally, in Afghanistan, the
United States, NATO, and individual donors areiralblved in elements of DSR in the face of
recrudescent insurgency, especially in those péttse country adjacent to Pakistan.

Sierra Leone®

In Sierra Leone, SSR was seen as key to sustagiog governance and the first pillar of the
Poverty Reduction Strategy (Jackson and AlbreghtZdile the UK first began supporting SSR
efforts in Sierra Leone in 1999, when a Ministry @éfence Advisory Team deployed, wide-
ranging SSR efforts began only after a DDR proeesscompleted® In 2001, the UK and Sierra
Leone agreed to work together to improve the effeness of the Republic of Sierra Leone
Armed Forces (RSLAF) and the corresponding natisedurity management and decision
systems. Starting in June 2000, the UK's IntermaioMilitary Assistance Training Team
(IMATT) worked with the RSLAF towards “reducing tleemy’s size, making it more militarily
proficient and better trained; overhauling its coamah structures and staffing; introducing new
training; making it democratically accountable btdhthe government and improving its civil
relations; and delineating its roles and respolitsdsi in a post-conflict situation” (Ginifer 2006,
799). In June 2002, the UK’s Security Sector De¢eavisory Team (SSDAT) launched a
second effort to reform the RSLAF. This time itssessment recommended “effective
engagement with civil society,” including stepsetasure the force worked with the Truth and
Reconciliation Commission.

19 The original fourth case was South Sudan SPLAsfoamation, but the Stimson team was informed logé¢h
conducting the field program that it had only jgetten underway in early 2009.

2 This section is largely based on the Working Peiped Final Report published in late 2008 and Falyr2009 by
Peter Albrecht and Paul Jackson. For the finalntepee Peter Albrecht and Paul JackS=rturity System
Transformation in Sierra Leon@997-2007, GFN-SSR and International Alert, Fabr2009.

21 For more on early UK efforts in this area, seerédiit and Jackson, 22-43.
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IMATT Structure

The commander of the team is also the UK Militagviser to the Government of Sierra Leone.
IMATT officers serve as advisors and staff in thBLRF, the Sierra Leone Ministry of Defence
(MoD), the National Security Council, the Ministigf Interior Affairs, and other relevant
institutions (Nelson-Williams, 8). As more Sierre&dneans were trained, IMATT began to
replace its officers in command and executive r¢@mifer 2006, 801). While the 120-strong
training company has left Sierra Leone, about 2800dfficers remained after 2002. Roughly 80
percent served in executive and advisory positiwithin the RSLAF. Six IMATT advisers
(ranging from captain to lieutenant colonel) serveach RSLAF brigade and support training,
planning, personnel and operations (Malan 2008, 97)

By the end of 2006, IMATT had 100 officers from thiK and other countries. Its advisors
remained deployed in RSLAF brigades and battaliassyell as at the main training centre, the
officers’ academy, at the operational level of Jloint Force Command HQ, and at the MoD (Le
Grys, 3).

In terms of planning, UK support for SSR in Sieltaone was framed by a ten year
Memorandum of Understanding (MOU) signed in 200@nded by a combination of the then
new Global and Africa Conflict Prevention Poolse tMOU was based on key principles
including national ownership and a commitment, be part of Sierra Leonean authorities, to
reform the army, and develop and implement a natianticorruption strategy. The MOU also
included a form of donor conditionality becauseréquired Sierra Leone to meet certain
performance standards in order to continue recgig€ million per year in budget support. That
conditionality’s effectiveness was hampered by latkcapacity within the emerging Sierra
Leonean institutions, and in the case of the M&B,adbsence of a defence minister (the President
serves in this capacity) to provide daily guidaand feedback in this area (Albrecht and Jackson,
85).

Host State Structures Supported

The UK has supported a range of institutions inr8i€eone, ranging from the RSLAF, to the
MoD, Ministry of Interior Affairs, National SecuyitCouncil, the Sierra Leone Police, and other
institutions. As such, reforms have ranged from ¢bestitutional and legal level, to structural
reforms of these institutions and infrastructurajning, and other direct support. This section
focuses on the MoD and RSLAF.

The UK supported creation of an MoD with a civilideputy minister and director general, as
well as a National Security Council and supportstgff, headed by the National Security

Coordinator, who is appointed by the presidé®eportedly, reform in that ministry was seen as
a model for “public service reform and setting skaals and...running effectively” (Albrecht and

Jackson, 49).

22 For more on support to developing national segstitategy and policy and the accompanying coriitital
framework, see the national security strategiestigenote.
2 In June1999, a small three person team
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One important aspect of MoD reform was definingv@rkable grading systems for officers.” To
make the ministry function better, grades had tereated at the various levels and modified to
so that civilians and their military counterpartsuld not face huge salary discrepancies, despite
rank equivalencies (thus creating tensions betveewo professional categories) (Jackson and
Albrecht, 100). A major challenge remains paymedrthe security forces and defence personnel
and Ministry of Finance accounting of MoD activétiét e Grys, 4).

While progress has been made in training, equip@ng increasing the capacity of the RSLAF,
doubts remain as to whether the new forces arebtapmd policing (let along securing) the
country’s borders. Barracks have been built and odonhave provided vehicles and
communications equipment (Jackson and Albrecht, 8&rting in March 2003, Operation Pebu
aimed to construct adequate barracks for RSLAF opeed. The operation faced initial
challenges in funding, design of the barracks (Whidtially were to be temporary quarters),
project management (which required the embeddingMATT engineers in the RSLAF
Engineering Regiment), construction (commandersstext assigning soldiers to build the
facilities, as planned) and timeline (which wasaatistic) (Albrecht and Jackson, 106-107).
Another important project was to develop a funaioand sustainable system of benefits for
personnel either killed or wounded in action. Beseago many former soldiers could no longer
serve but still needed to support their familieshsa system was important and a killed-in-action
committee was created to verify claims. By 2005¢ro8,000 beneficiaries received killed in
action payments and 290 personnel had been pamnidrand disability fees. Nonetheless, 345
personnel who had received medical disability fiedion are still waiting for their payments.
Because of Sierra Leone’s inability to pay thesesfeDFID provided payment. IMATT also
played an important role in handling payments (ackand Albrecht, 109-110).

IMATT officers reportedly have made decisions roaty on behalf of their Sierra Leonean
counterparts with little to no consultation—a pautarly controversial aspect of UK involvement
in Sierra Leone. However, Sierra Leoneans alsortegly were comforted by the UK presence
and preferred dealing with IMATT officers to dedgiwith their RSLAF colleagues (Malan, 97,
Nelson-Williams, 7). The UK presence has theretwad a contested effect on perceptions of
national ownership and legitimacy, both for IMATmdathe RSLAF.

IMATT Training Programs

In Sierra Leone, IMATT initially provided 12 weeké basic training to RSLAF “intakes.” This
Military Reintegration program included efforts ¢oeate “an army of reconciliation” (because
former combatants were incorporated into the saeneice—in fact all RSLAF brigades have
soldiers who are from all the different former catant groups) as well as professional training
for those personnel who were selected to remaitménservice (Malan 97, 99). The team was
expected to train 12,500 soldiers (including fa &r and maritime components).

The different training modules include use of m@rtand machine guns, air defence, and “range
management.” The latter is important because ohistery of war, the population’s sensitivity to
hearing gunfire, and how dangerous firing rangeas lwa A core training topic is international
humanitarian law. Owing to a lack of experienceficefs, the training program took some years
to progress to platoon, company, and battalionl lea@ing, but IMATT introduced a series of
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exams for the officer commissioning course whichated objective standards for leadership
positions. As of 2003, officer training and recnént was expected to continue at the rate of 100
per year (Malan, 98-100). IMATT also has suppottathing for border duties and planned to
train troops for deployment in ECOWAS, AU, and Udbpe operations (Le Grys, 6).

Intelligence Reform

The 2002 National Security and Central Intelligerset established the National Security
Council and the Office of National Security (ONS8at supports it. The act also created the Joint
Intelligence Committee and legalized the Centrdklliyence and Security Unit. Finally, it
introduced a role for external intelligence analyand gathering, separating tbellection of
intelligence from itsanalysis While IMATT helped create procedures to recrippm@priate
personnel for these tasks, retention remains agmofKonteh, 5). Moreover, the institutions set
up by the Act were separated from the wider Momef process. This required establishing a
separate DFID program to balance the MoD, Army Ralice reform efforts and appointing of a
dedicated advisor for this area. It quickly becaapparent that intelligence requirements and
needs surpassed the single advisor’'s capacityd®jck).

Liberia®

The Comprehensive Peace Agreement of August 2008aed creation of the Armed Forces of
Liberia (AFL) as the country’s new integrated laiogice. International actors agreed that the
United Nations would take the lead in reforming plodice and justice sectors and that the United
States would support the AFL, which benefited frid@ attention but also suffered setbacks due
to program delays and cuts in funding.

To assess requirement for the AFL program, US EaonpCommand sent a survey team to
Liberia in spring 2004, accompanied by personrahfiState Department contractors DynCorp
and Pacific Architects and Engineers (PAEOn the basis of this visit, the US military
concluded that it did not have the spare capacitgupport building the AFL, yet the United
States had supported the country’s ComprehensigeePAgreement and was committed to its
role as an implementer. Using contractors to tthm AFL was the only way the US could
maintain its commitment to Liberia, given ongoingitawy commitments elsewhere. The State
Department asked DynCorp to provide technical stpftbe vetting and individual training of
AFL recruits) and asked PAE to provide logisticapgort, NCO and officer training, and unit
training to the company level (Crisis Group, 209913).

Lessons from Contracting

The DynCorp team faced unexpected challenges whemived in Liberia. Dyncorp found that
the Charles Taylor-era AFL and MoD still neededbéodemobilized, that a training base needed
to be built, that a training centre needed to Warlbeshed, and that barracks and a mess hall
needed to be built. Demobilization of the old AFadhaccording to the 2005 MOU between the

24 The materials for this case study are drawn infpam interviews with personnel involved with Dyafp and with
US government officials.

2 DynCorp and PAE had a pre-existing and open-efstedalled “indefinite deliverables, indefinite auities”)
contract with the US State Department that made tive go-to vendors for this type of support.
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USG and the Transitional Government of Liberia,rbassigned to the Transitional Government.
In the event, Dyncorp demobilized over 13,000 sskland 400 ministry employees. Since many
former AFL personnel were living on a military baggh their families, they had to be moved to

make room for the new soldiers (Crisis Group, 20@),

Dyncorp’s discovery that DDR had not occurred nsiteted modification of its agreement with
the US government. Following the 2004 assessmimtynCorp had submitted a conceptual
framework for the training program to the State &é&pent, which then came back to DynCorp
as a statement of work. Because of the unexpeeted to conduct DDR, which DynCorp noted
to the State Department, the Department had tsueis tender and obtain funding for the
demobilization work. This of course delayed theru#mg, vetting, and training project. In
addition, the extra delays decreased funds forAlRke recruiting, vetting, and training effort.
While the initial AFL trainees were recruited byndary 2006, the 12-week training program for
the first 100 recruits did not formally commencetiuAugust 2006, was completed only in
November, and just then followed by advanced imtligl training (44 in NCO training, 23 in
medical training, and 38 slated for occupation&cggty training; UN 2007, 6). Training for the
second batch of new recruits was delayed from JgrtoaApril 2007 (Crisis Group 2009, 13).
Prior to commencement of training, Dyncorp repdstédd to deal with demobilizing and paying
over 13,000 former combatants.

Legitimacy

In Liberia, the involvement of the US defence ditaaeportedly provided much needed
legitimacy to the US program. His involvement aigldversight role for the program highlighted
its importance to US authorities, and Liberianscpefed a US program that DynCorp merely
executed (with former US Army and Marine Corps ldrilstructors, overseen by retired US
military officers and senior NCOs). This is notday that there was no controversy over the use
of contractors. Liberian authorities initially askéo examine the US contract with DynCorp,
something US law prevented. Instead, US officiatsked closely with Liberian officials to give
them choices in how the program was implementedc(msulting them, for example, on what
kinds of equipment would be purchased through tlogram). Liberian civil society questioned
the program’s effectiveness, the role of the US mames, and the degree of Liberian
involvement in shaping the program (Dempsey, 2@08Jalan, 2008, 24). In short, while using
Dyncorp did not undermine locally-perceived US ovghé of the program, it may have reduced
the sense dbcal ownership the AFL reform process (Jaye, 2006, 13).

Drafting of a national security strategy also ciusts an effort to increase not just the
legitimacy, but also the legality of the Liberiaafence sector. Such a strategy was released in
2008, along with a National Security Strategy Impdatation Matrix which assists in monitoring
progress towards the strategy’s objectifes.

The Dyncorp Vetting Program
Dyncorp began its work with a public informatiomgaaign on the need to create a new force, its
mission, its operating principles, and the requeeta for the force. It then established a

%6 For more on the National Security Strategy of tilnand the implementation matrix, see the NatiGedurity
Strategies practice note. See also, Governmeribefia, National Security Strategy.
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recruitment centre to accept applications. Aftgrliaptions were received, candidates were given
a physical fitness test, a functional literacy testd a medical exam. If candidates failed any of
these tests, they were rejected. Given the numbapmicants, this helped significantly reduce
the pool of candidates that required further vgttin

For the vetting itself, an investigative team mage of one international and one local
investigator interviewed each applicant. The tedmntconducted a background check and
evaluated the candidates’ truthfulness, worked iscayer and document wrongdoing, and
verified basic information such as age, citizenslaipd employment history with family and
acquaintances, and checked the references probidétte applicant. In many cases, candidates
were asked to draw a map of where to find theirilfaand references to help the investigators.
Part of the process also included publicizing tremes and pictures of candidates and
encouraging citizens to report concerns to theingetteam. In those cases, the vetting team
verified the allegations. The process for reportiamained anonymous to ensure that citizens
would not be targeted for their potential role eralling applications.

At the end of the process, a joint review boaredeined the suitability of each candidate. In the
end, candidates were excluded only for “crediblegaltions of commission of one of more core
crimes, discovery of a criminal background...assamiatvith any party or persons wanting to do
harm to or interfere with reconstruction progranfsyancial crimes, mental instability, illegal
drug use, and credible evidence of lack of trustimness. All evidence of wrongdoing had to be
either documented or corroborated by several ciediarties (McFate, 2007, 86—-87). The
political leadership—and this is important—acceptieel rejection of applicants they may have
favoured when the vetting team presented them eutlence of unsuitability. The process was
therefore not politicized. The process led to #ruitment of 2,000 officers and soldiers, as well
as a Quick Response Unit.

Insufficient Training

In Liberia, Dyncorp provided fifteen weeks of basied advanced individual training. Lack of
funding meant that the human rights and civil rarltrelations portions of the training had to be
eliminated. Moreover, individual training ate uméls that were to have been used for collective
or unit training, and would have been difficult amay, owing to the severe shortage of
experienced Liberian NCOs and officers (those whd &erved in the pre-civil war army were
nearing retirement). Thus individual training has been followed by collective or unit training.
Funding shortfalls also truncated training for ab®0d MoD civilians prior to a planned “five-
month mentoring and ‘on the job’ training progra@empsey, 2008, 3, 4). Nonetheless, training
provided to MoD employees ranged from double ebtgkkeeping to basic computer skills and
program management. Assistance was also providedafo a Defence Act (which has not yet
passed) and a Uniform Code of Military Justice.r@sult of training, the MoD is perceived as
competent and efficient—MoD officials have helped train their ministry of finance
counterparts in accounting for example—but the stigis influence and power has become
disproportionate to its role (author interviews).

Challenges with Command Capacity and Structure
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Although training for officers and NCOs continuéso provisions have been made as yet for
accelerated promotion of those individuals.” Aseault, units have been created at the squad,
platoon, and company levels, but they have no setgelieutenants, and captains to lead them
(Dempsey, 2008, 4). The AFL is therefore being camded, ad interim, by seconded ECOWAS
officers from Nigeria, Ghana, and Senegal (simitaembedded UK support in Sierra Leone).
While Liberian officers were scheduled to beginSavaek training program for command and
staff positions, the course had not begun as aig@008 (Malan, 2008, 38—39).

One important challenge that the US did not comsigeen it decided to create a single combat
brigade in Liberia was the associated headquarterenand structure and support infrastructure,
service headquarters, personnel management, am otquirements. (In Sierra Leone, by
contrast, two structures were created: one for canthand one for support.) In other words, US
planners assumed that the brigade headquartersweuwlual-hatted as the army command staff.
This poses problems, however, in terms of decisiahking because the role of a service
headquarters is to provide command and contrdleastrategic levels, whereas brigade command
is operational and tactical. Thus the question wiasther a national combatant command or joint
chiefs of staff was also needed.

The US initially chose to mirror its own nationdiain of command in Liberia, with the field

commander reporting to the President through thaidWr of Defence. Minister Brownie

Samukai objected to this arrangement, however, usecaiberian presidents historically have
bypassed the Minister of Defence. The Chain of Caminwas therefore modified so that it is
now President to Minister of Defence, to AFL ChiéfStaff, to field commanders. In addition, a
National Military Command Center was created, ootrally differentiating between operational
and service staffs.

Another structure in need of reform was the LiberMational Security Council, created by
Charles Taylor in 1999, but never used. Presidetaa® reactivated the NSC upon taking office
but it had no support staff. Cabinet members wineesen the NSC nonetheless meet. As part of
MoD training, the US provided assistance in deval@muidelines on how the NSC is supposed
to work. The US also helped draft a Defence Aatjlair to the US Title X, which the MoD then
presented to the Legislature (Malan, 2008, 23). [Egeslature balked, believing that the drafting
of legislation was its own job, so the act has@sged and the issues contained in the Defence
Act haven't been addressed.

Questions on Sustainability and Independence

While a US contractor reportedly said that the Aktuld be a fully capable force by 2009,
analysts question the level of AFL independencemyihe fact that UNMIL will still be deployed
in late 2009. A major problem with SSR in Libergthat, initially, plans were not made to
reform other security agencies, ranging from custtarintelligence (Crisis Group, 2009, 10).

In 2009, ECOWAS officers will still be commandinget AFL, so that issues of independent
authority and sovereignty remain. The presenceocoéidgn officers raises questions of how
decisions are made, who the foreign officers refmnivhose authority they fall under, and so on.
Theoretically, seconded ECOWAS officers answer e President of Liberia through the
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Minister of Defence and Chief of Staff. Because @ingef of Staff is a Nigerian officer, while the
AFL Force Commander is Liberian, there is lackrakt. Concerning reform of the officer corps,
efforts have been made to bring back some offiaesenior grades (Lt. Colonel and above). As a
result, there are some Liberian colonels (includifigerian Americans who served in the US
armed forces) and several Liberian lieutenants gnitwe officer corps. Still, they report to
ECOWAS officers.

Democratic Republic of Congo

Defence sector reform in the Congo suffers frormck bf planning, coherence, and coordination;
there is no comprehensive SSR plan; and violentleeireastern provinces brought DSR to a halt
from mid-2008 through the first quarter of 2009i¢&r Group, 2006, 27 — Chart; UN 2009, paras.
81, 85). Initial assessments in the DRC underestidnthe amount of time required to complete
certain tasks, in some cases because the fundisginvealequate, and in others because the
logistics turned out to be more complicated thaicgrated. Of all the armed groups in the DRC,
the UN-trained and -supported FARDC may be thedsgthreat to the safety and well-being of
Congolese civilians (Hoebeke, Boshoff, and Vlassetyr2008, 5, 8). Its military defeat by
Laurent Nkunda’€Congrés National pour la Défense du Peufli&DP) in early 2009 and the
necessity for Rwandan intervention to help FARD@Iddgth the remnanEorces Démocratiques
de Libération du Rwand@DLR) show that it also lacks military capaciguen with continuing
“logistical and fire support” from MONUC. Seven é&gile,” “integrated” FARDC brigades
totalling 25,000 combatants—many of whom, earlieés year, were members of militia groups,
including the CNDP—operate in North Kivu againsmeening FDLR without benefit of
concerted retraining because they are, in effeotbtisy to receive it (UN 2009, paras. 15, 85).

Existing reform plans also have serious and imporg@ps. They exclude intelligence services
and border agencies, for example. Congolese ati#®have shown varying degrees of support
for the process, pushing for a large army and fieigcassessments that did not fit their
objectives. The lack of consensus not just withatiamal structures but between bilateral donors
and between bilateral and multilateral donors addsars means that SSR in the DRC has
become a game of often contradictory diplomaticsguee with little concern for national
ownership (Melmot, 21). Two major players in DSR date have been EUSEC Congo and
MONUC.

EUSEC Congo: Advising and Separating Chain of Conthrieom Chain of

Payment

Since its deployment to Kinshasa in June 2005 Eimwpean Union’'s EUSEC Congo, with 50
personnel (scheduled to go to 60 in 2009) has advise FARDC chain of command (from the
highest level to operational brigade level) andugsd on developing safe mechanisms to separate
chain of command from chain in payment in the FAREBOSEC RDC, November 2008, 1).

Since March 2007, EUSEC advisers have been workitigin the military staffs of the five
military regions in the DRC. Their duties includdvsing commanders and supporting the
reform of personnel management and FARDC financk®RDC officers were until recently
responsible for disbursing salaries to their sotdi®Vith rampant corruption, this meant junior
officers and soldiers rarely received their sakaiie full and often not at all. EUSEC “brigade
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advisers have been supervising and monitoring toatmly disbursement of the integrated
brigades’ wages.” In 2008, this began by conducangiometric census of FARDC troops.
EUSEC collected soldiers biometric data (fingenfzriand photographs) and issued them tamper-
proof ID cards (that included individual once paymperiod payment codes). In early 2009, the
cards were put into use. According to EUSEC, trstesy will cut pay to “ghost” soldiers and
increase pay to actual troops by an average 21€epe(EUSEC RDC, November 2008, 2).
These efforts reportedly were derailed in impleragoh because, while soldiers were indeed
paid directly, afterward they typically went dowhet road to a warehouse to pay their
commanders (Author interview, 2009).

EUSEC efforts to improve human resource managemettother administrative capacity also
include training of administrators down to the bdg level. In 2008, EUSEC provided
information technology training. In 2009, EUSECrddo “help define basic criteria for selecting
and training personnel, as well as assess inf@ates and equipment requirements” (EUSEC
RDC, November 2008).

Army Reform

Army reform in the DRC has suffered from lack ofomdination, lack of coherence, and the
requirements of responding to a changing situatiothe ground. The Global and All Inclusive
Agreement that was supposed to end war in the DiRiCceeate a new, integrated FARDC, is
based on quotas for belligerent groups. The formational army, theForces Armées
Congolaises(FAC) was awarded 35 percemfiouvement de libération du CondMLC) 17
percent,Rassemblement congolais pour la démocratie-GERG@DG) 28 percent, regional Mai
Mai militias 8 percent, and others 12 percent, ipracess known alrassage(Crisis Group,
2006, 17).

The process, however, faced a first hurdle: tordetee how many combatants there were in
Congo and how large the new army should be. THagbednt factions exaggerated their number
of combatants in large part to ensure large quétathe Sun City talks (2002), the belligerents
claimed there were 300,000 combatants, but a Sblniban estimate put the figure at 130,000.
An agreement was reached that the forces woul@5®Q0 strong (Crisis Group, 2006, 16).

The agreed-upon quota system presented an addipooldlem because the quotas had to be
reflected in the officer ranks. A Commission wasated to help the various factions decide
which of their officers should also be awarded a&firanks in the new forces. This assumed
similar rank structures within the various factiohewever, and did not reflect the possibility that

certain officers in some of the groups had notrriggough the ranks, but merely been appointed.
As a result, many senior officers were laid offn@mke room for representatives from other
groups (Crisis Group, 2006, 16). Moreover, the Cassian set up to help with the process was
criticized for processing the leadership of certgioups (in particular the FAC), faster than

others, leading to resentment among the officepsofhe process created an extremely top-
heavy organization. Finally, the process perpetltite practice of commanders declaring “ghost
soldiers” from whom to receive additional salaries.
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CONADER Falters and Runs Out of Money

The Plan Stratégique National pour l'Intégration des rEes Armées devised in 2003,
envisioned three steps for building the new 125800ng Congolese Army. The plan is
dramatically behind schedule. Indeed, the shorhtirget was to establish territorial forces
around the country no later than 30 April 2006. Teeitorial forces would consist of light
infantry brigades. In the immediate term, the vasiarmed forces would gather at regroupement
centres around the country and hand in their weagerom there they would be sent, unarmed,
to orientation centres where invalids, women, ¢bilgd and personnel unsuitable for service
would be demobilized. This portion was administeriggl the National Commission for
Demobilization and Reinsertion (CONADER). Troopsrevescheduled to spend one week at
CONADER centres to undergo “sensitization.” Theyavthen to be given the choice either to
integrate into the FARDC or to return to civiliafel Combatants who chose demobilization were
to be given $110: $50 for transport, $50 for aowiince, and $10 as a food ration. After that,
they would receive $25/month for one year (throagtell phone system). NGOs could provide
vocational training.

The CONADER demobilization and incentive systemcklyi broke down, however. While
combatants where supposed to travel to fixed cgenttee logistics proved complicated and
mobile centres were established to speed up theegso Still, the initial program ran out of
money after two months and in one case, 1,000 forroenbatants who had chosen to be
demobilized stayed at a centre for 11 weeks astibdynot been paid (Crisis Group, 2006, 17).

Integration

The process of integrating members of the form#igeeent forces was planned to occur in three
phases, each delivering six integrated brigadess fotal of 18. Combatants who chose the army
were sent to one of six integration centres fobaldy training course. This training, called the
tronc communwas intended to get enough troops trained they ttould secure the 2006
elections. In the medium term, the plan aimed &t a Rapid Reaction Force of 2—-3 brigades
(by 2007). In the long term (by 2010 and when MONW&s scheduled to begin its drawdown),
the force was intended to be able to defend thetepand would include heavy armoured units.
The program planned for soldiers to be paid $10tmoor “pennies a day” (Crisis Group, 2006,
18). The program fell far behind schedule and miarigades are integrated in name only. An
abortivemixageprocess to combine existing, formerly hostilehfigg units in renamed brigades,
was begun in early 2007 by FARDC and CNDP in Ndtithu, which “came as a surprise to
MONUC and the international community because tlveye never consulted on the program”
(Boshoff, 2007, 4). The mixed brigades fell apagidly when exposed to combat.

Remaining Reform

As Hoebeke, et al., observe, DSR in the DRC hassménwcluded “the more structural
components of SSR, including oversight and command control mechanisms” (Hoebeke,
Boshoff, and Vlassenroot, 2008, 4).

These were mainly advocated at the multilateragllev by the EU in its EUSEC and
EUPOL missions.... The push for structural refornthat multilateral level increased the
fear of the Congolese government that it could losetrol and sovereignty over its
security forces and this encouraged it to favolatdial approaches. Until now only a
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limited effort has been directed at the more stnattchanges at the strategic level of
security system governance. The lack of coordinagiod coherence is also symptomatic
of the general lack of direction by the Congolesgegnment in other policy domains.
The functioning of institutions is hindered by lied experience, extreme political
fragmentation, local tensions, corruption and theeace of leadership and political will.
(Ibid.)

An August 2005 Army Audit recommended that a cerseiconducted and that each soldier
should receive a forgery-proof ID card, that arngtiges be developed with basic rights and
duties, that the chain of command be separated fhenthain of payment, that army supply be
reformed, centralizing control of logistics, andittithe training program be improved (Crisis
Group, 2006, 18).

In early 2009, the integration of CNDP forces ithte FARDC promised to produce additional
challenges since the forces were simply declardgbtpart of FARDC and no vetting occurred.
Indeed, the multi-agency UN technical assessmessiari that visited the DRC 23 February — 6
March 2009 recommended that a vetting program $&uied, implying the lack of same to date
(UN, 2009, paras. 36, 77).

Afghanistan

Security sector reform in Afghanistan has suffdiredn lack of coordination, lack of planning,
inconsistent application of recruiting standardsatoy and police recruits, the failure to fight
corruption in the Afghan defence and interior nimés, and failure to adequately train recruits
that manage to stay past the initial training. Afigistan has been working with international
partners to develop a more systematic approach SB. SPart of Afghanistan’s National
Development Strategy (ANDS) includes a “securityifap which states that “national security
policy will be implemented through the Security ®ecReform program” (ANDS, 54).
Additionally, the United States has developed Mend‘Plan for Sustaining the Afghanistan
National Security Forces,” which includes stepsioilding the personnel and capacity not only
of the ANA and ANP, but also of the relevant miriet and other institutions (US DoBlan for
ANSF)

Antonio Giustozzi argues that SSR in Afghanistas lheen hampered not simply by lack of local
ownership but by the “factionalization” of local oership where, while assistance was accepted,
reforms were not permitted to be anything more tleasmetic, and failed to break down
patrimonial relations (Giustozzi 2008, 215). Prodewith SSR began as soon as the DDR and
DIAG (Disarmament of lllegal Armed Group) progrardpegan. The two processes aimed to
disband all armed groups so that only the policd army would remain. DDR proved so
complex that the MoD tried to push a plan which ldantail simply absorbing the militias into a
new retrained Army, but this was rejected. Nonetbgl the various commanders inflated the
number of troops under their control to obtain meemior positions for their factions and to
receive the food money for their ghost soldiersué®izzi 2008, 217). The armed groups that
failed to participate in the DDR process were beahidlegal in late 2001.
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Afghan National Army (ANA) Support

The US Combined Security Transition Command Afgstam (CSTC-A) has trained about

76,000 ANA soldiers. Training will continue for aher five years until the ANA reaches

134,000. The US has built four ANA bases. This toake of an important problem: inadequate
living conditions for ANA recruits. Other challerggénclude a US Government Accountability
Office assessment that of 105 ANA units, respoesif officials consider only two capable of

conducting missions independently. Moreover, theAAdIffers from a 40 percent shortage in
equipment items—soldiers rarely have helmets amd liave armour or armoured vehicles
(Katzman 2009, 35; Giustozzi 2007, 49).

Because of insufficient logistics management capa€iSTCA will also help develop linkages
between brigades and national level headquartelss hias been accompanied by the
development of command and control procedures tfirahe creation of National Command
Centres for both the military and police.

The United States has also supported the develdpohenilitary justice mechanisms, and reports
that “each corps has a staff judge advocate officaprised of prosecutors, one or more defence
attorneys, and military judges” (US DoBlan for ANSE20). A US or NATO/ISAF legal officer
mentors his or her Afghan Corps Staff counterpad a Court of Military appeals has five
military judges. The five ANA corps also now housgstice centres which double as courthouses
and short term detention facilities and house efSpace of ANA attorneys. Military laws have
been drafted (US DoR®lan for ANSE 20).

Support to the Ministries of Defence and Interior

The US and CSTC-A have also been providing sugpatie Afghan ministries of Defence and
Interior. Specifically, assistance to develop persd management, military intelligence capacity
and management, strategic defence planning, opeé&htiplanning, force and training
management, doctrine development, command andatonéchanisms, logistics and acquisitions
management, resource management and budgetingarinjlistice and legal capacity, ministerial
administration, medical and health care, and capé&ai disaster response and relief, as well as
liaison and responding to parliamentary needs iagberovided. Similar assistance is being
provided to the ministry of the interior, whereagts include a Police Coordination Board which
serves to coordinate activities in this area betwtde Afghan authorities and international
assistance providers (US DoBlan for ANSE 12-13).

The MoD'’s Inspector General (IG) system was expktdebe fully functional by early 2009. “IG
offices are at the MoD, GS [General Staff] Corpx] Arigade levels and more than 98 percent of
assigned IG personnel are school trained.” Hotlitesllow soldiers and police to call are
functional for the MoD IG, the ANA GS IG, and theiriétry of Interior (Mol) internal affairs
office (US DoD,Plan for ANSE 20).

Vetting, Desertion, and Representation Quotas

Vetting and recruiting are problematic in Afghaarstsince many of the recruits sent to training
have not been capable of passing the initial plysind literacy tests or of making it through the
basic training course. To meet regional quotas,ymacruits reported being sent to training
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against their will and many had also been promtigtier salaries and better living conditions
than materialized. The US recruiting and trainiegtees were also not run by the MoD. From
2003, recruitment centres staffed by the ANA buygoréng to the US, established in various
provincial capitals, obtained recruits by produciegflets in local languages and explaining the
benefits of joining the ANA. They also offered ras the possibility of staying at the centre
until they could be sent to Kabul for training. &llly, they gave the recruits $1.00-$1.50 in
addition to food and lodging. With better recruitswer left training and the army’s deployed
desertion rate also dropped (Katzman 2009, 35;t@G1as2007, 49-58).

Nonetheless, the ANA reportedly had up to a 10%qrdrmonthly absentee rate, partly due to
the fact that recruits often return home for loegi@ds simply to give their families their salaries
and many recruits refuse to serve far from homezikian 2009, 36; Giustozzi 2007, 49-58). In
2008, the reported reenlistment rate was 50% aedabisentee rate, as of February 2008, had
decreased to 8.4% (US DoPBlan for ANSE19). The MoD also realized that high desertidasa
derived from the policy of asking warlords and oshéo send a certain quota of recruits.
(Rumours that the Taliban were offering three tirttess salary were not substantiated and are
considered a demoralization technique.) Importaliisiments were made to decrease attrition
and desertion: soldiers were given time to trawehé to their families during their deployments,
since this really was the only way for them to diveir families their pay (the US was not able to
find a way to securely and efficiently transfer paighout the soldiers doing so); and pay for
soldiers was increased from $50 to $70 a month (8l&So got $70 and officer pay increased
from $150 to $300). In addition, soldiers recei@&diy when they are in the field, thereby
bringing deployed pay closer to $100 per monthbRms nonetheless remain since there are
reports that officer posts can be purchased aMbb for $5,000 and that officers and NCOs
were still stealing soldiers’ wages (Giustozzi 2082-54). Low reenlistment and absenteeism
may be mitigated by the announced increase in pagdldiers, to $110 per month and when
more systematic systems for electronic paymentmayee widely established (Younossi et al.,
RAND 2009, 18).

Sustainability

Despite progress in training, concerns about thé&’ANuture include fiscal sustainability (if the
government is to fund the force itself) and thechfsr continued international support (both in
terms of sufficient personnel and financial supp@nd disproportionate representation of Tajiks
in the force (Fair and Jones, 10). Indeed, at thginming of the ANA creation process, the
Northern Alliance weighted recruitment toward itgjik base. This caused Pashtuns to refuse to
join. The problem was reportedly alleviated witle thaming of a Pashtun defence minister in
December 2004 (Katzman 2009, 36).

Education and Training

Decisions need to be made on scope of training inattrms of numbers trained and in terms of
depth of training received. The training program ANA has been adjusted several times since
its creation. In 2002, the basic training programidattalions was ten weeks, with a full training

program expected to take six months. By Decemb@&®42the basic training program was

extended to 14 weeks (because the recruits requiogd training). In 2005, the US decided to
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take the lead in the basic training program an@@$8AF to provide NCO, officer, and specialist
training (Giustozzi, 2007, 49).

The initial training has been criticized for beisg rudimentary that soldiers are unable to march
or perform basic drills, that lack of discipline pervasive (soldiers do not wear their uniforms
consistently), and that training is so basic tl@tds have trouble operating without outside
(coalition) support (Giustozzi 2007, 55). Today, Alaining includes a 10 week “basic warrior
training” program that includes elementary soldied infantry skills (how to handle weapons,
shooting, guard duty, mines, prisoner processiagigation, and first aid). Human rights training
has been added. ANA soldiers are also being traioeexplain the nature of the new force
(particularly its non-factional nature) to Afghairitans (Giustozzi 2007, 62). After this training,
30 percent of the soldiers then attend a six thtemgek advanced combat training program on
combat arms, combat support, and combat serviggosuprlhis course can only process 8,000
soldiers per year. US Special Operations Forcegigedraining to the ANA’s elite commando
force (Fair and Jones 2009, 9-10). According toUBeplan for the ANSF, training begins with
Afghan trainers (with international supervisingoyiding Initial Entry Training at the Basic
Warrior Training Course (BWT). Soldiers then reeeitsranch specific Advanced Combat
Training. Units are then fielded and sent to tiheigade or corps areas for 60 days of individual
and collective training before being deployed fambat. Combat units continue to receive
support from either an OMLT or an ETT (US DdBlan for ANSF 16).

When officers enter the ANA (and they must havadliteracy skills to do so) their training and
education process depends on their past experiéoffiers with previous experience in the
former Afghan Army attend an eight-week Officer ifitag Course which provides professional
ethics training. New officers attend the six-mow@fficer Candidate School or the four-year
National Military Academy of Afghanistan” (US DoPJan for ANSF 18).

ANA reform and training has been criticized forKaaf local ownership. The US-run training
program does not include small unit training, aatik or anti-aircraft training and remains
closely supervised by the US. Afghans are also mifitr with the western structures they
consider imposed on the ANA—Iike the importanceN@Os, voluntary recruitment, discipline
measures, and the focus on light infantry. Even réruiting process now has a dedicated
structure (run by the US) which is outside the Mdiain of command. Finally, field leadership
and close air support are still provided by embdddginers, down to the platoon level (Giustozzi
2007, 221, 223).

Education efforts include the expansion of militeducation institutions, which began six years
ago with the creation, by France, of the Command @eneral Staff Course. In April 2009,

CSTC-A opened the Command and Staff Colleges inuKaiich has four courses designed to
train and educate officers across the ANA and ANBther efforts include the creation of a
military high school in Kabul.

27 CSTC-A Press Release, “Command and Staff Collggen€)” 30 April 2009.
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Advising and Mentoring

In Afghanistan, Operational Mentor and Liaison Ted@MLTs) and Embedded Training Teams
(ETTs) from the US and 14 other countries assstANA. OMLTs consist of 12—-19 personnel
(Katzman 2009, 35; author interview). One challefgementors and Afghan units is that a
typical tour for an OMLT is six months but an ANAowvking cycle is 9 months, leading to lack in
mentoring continuity (Younossi et al, 39). Theraishortfall in mentors for the Afghan security
forces: 70 percent for the Afghan National Polié®&lP) and 30 percent for the ANA (Fair and
Jones 2009, 1). The US is also supporting the Idibgiof the Afghan Air Force, which existed
prior to the Soviet invasion and currently has $00ts for its 47 helicopters and cargo aircraft.
Afghanistan also wants Pakistan and Uzbekistanttom 26 aircraft that were flown there during
past conflicts. The Afghan government hopes to l&vaircraft by 2011 (Katzman 2009, 36).

While several initiatives to improve managementhef border between Pakistan and Afghanistan
have been planned and considered (and have failbd implemented), a European Commission
program to establish “new and effective posts altmg borders with Pakistan, Uzbekistan,

Tajikistan, and Iran” includes a $4.6 million treig program (Fair and Jones 2009, 22; Katzman
2009, 20).

Disagreement over Police Role

In Afghanistan, there is disagreement over whetherinternational community should build a
civilian police force or a paramilitary force (tfiermer could focus on protecting civilians and
community policing while the latter would likely das on counter-insurgency). CSTC-A is now
leading assistance for the ANP. As part of thispaup the US is working with the Ministry of

the Interior to “restructure police pay, adjust th@nk structure, and reorganize police
deployments.” Reform within the ministry itself lndes “rank reform, pay reform, biometric
identity cards, and electronic funds transfer” (Feaid Jones 2009, 11-13).

Reform of the Ministry of the Interior (Mol) suffed because President Hamid Karzai wanted to
use appointments to the ministry to reward higallBy 2005, the international community began
to reform the pay and rank structure within the Mah Afghan Rank Reform Commission was
created but the vetting process included humantsigietting conducted by the US State
Department and UNAMA, as well interviews with aesgion board that included some non-
Afghans. The process also included a qualifyingrexBhe Commission did succeed in recruiting
gualified personnel but the president bypassedtbeess, reappointing 14 “generals” who had
failed the exam and appointing others by decree.réfacted the appointments only under
intense international pressure. The qualifying exaself was criticized, however, because
cheating was common (illiterate candidates suddeati/university degrees), candidates changed
their ethnic backgrounds to meet quota requiremeéhtye was no outside monitoring of the
exams, and so, unqualified recruits were hiredhése processes, there is both a need to ensure
local ownership while maintaining an outside monitg structure to ensure that the process is
not corrupted by local officials (Giustozzi 200242-226).

Border Capacity Building
To support counter-narcotics in Afghanistan, thei®J&so helping develop an intelligence fusion
cell, the border police, and counter-narcoticsg@(Katzman 2009, 20). CSTCA is also working
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to build the capacity of the Afghan Border Policeldhe Afghan Customs Department and US
mentors serve at various border crossings (US [Bén for ANSE 31). In addition, a five pillar
Afghan National Drug Control Strategy (the fivel@is are public information, alternative
development, elimination or eradication, interdinti and law enforcement and justice reform)
(US DoD, Plan for ANSFE 30). A Counter-Narcotics Academy, funded by CSTiSAraining
troops to form a Counter Narcotics Infantry Kandb&ttalion) which will “provide security for
Mol eradication operations” (US DolPJan for ANSE 31). Additionally, Afghanistan created a
Counter-Narcotics Police (Afghanistan, ANDS, 58).

Another US effort is the “Community Guard” programbuild capacity for tribal structures and

tribal militias to support local policing. Those whoin the militias, which are set to begin

forming in early 2009, will be given $200 per manithe US does not plan to give weapons to
the militias but the Afghan government may do sberE is discussion as to whether this
contradicts US support for building the central gownent. In Afghanistan, the upper house
opposed this program in a resolution it passedaveihber 2008 (Katzman 2009, 28).

| TERATIVE LESSONS OBSERVED

Challenges in defence sector reform vary by progtamponent. Recruiting and vetting appear
to have found a model in Liberia but that processxtremely time-consuming and expensive.
Still, when committed to building a certain typefofce, there seem to be few alternatives to the
system Dyncorp used in Liberia. Certainly, the Igwality of troops in the DRC and the
continuing challenges of building a competent fomeAfghanistan show that literacy and
physical tests do not suffice in determining whetteeruits should be accepted. With regard to
training, programs to date have focused on basit advanced individual training and
infrequently progress to unit level training (froptatoon to brigade). Steps for conducting
effective unit training therefore need to be depebb (perhaps using doctrine from advanced
militaries). These steps are, however, more comatek expensive than individual training, and
may require extended periods of embedding of adyigersonnel with the new units, the length
of time depending on many variables, including ltlasic coherence of the units being advised,
the amount of political will invested by the hogate political leadership, and the level of
operational stress faced by the units (from agdedicetime environment to combat engagement).

Concerning reform of the various ministries, peiwasorruption and lack of local ownership

seem to be the biggest challenge to lasting reftmnoountries with entrenched patrimonial and
patronage networks, replacing that culture with oheervice-, merit- and performance-based
recruitment and promotion is tremendously difficlitis even more difficult, as we have seen in
the DRC and Afghanistan, when the central goveriirhes not fully established its authority

throughout the country and when the new securitgef®, upon completion of training, are

immediately expected to fight an insurgency. Incdlthe countries studied, however, separating
chain of payment from chain of command seems t@ababsolute necessity if the forces are
going to do their jobs and serve adequately. Becatipervasive corruption and lack of banking
infrastructure, creative solutions like paying seid through cell-phone systems or smart,
tamper-proof ID cards need to be closely examinedl & determined to be feasible, quickly

implemented.
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Finally, donors should not build some forces atdkpense of others (for instance, forgetting to
build border control capacity).

The question of sequencing does not have a cleavearthough it seems obvious that important
first steps are the comprehensive vetting of ditexg personnel to ensure their legitimacy in the
eyes of the population, setting up secure paymgstess, and providing support long enough
that such initial steps are sustainable by the htze and that it has the will to sustain them.
Sequencing and relative emphasis between differglitary force elements (land, air, border,
navy or coast guard) will be circumstance-depend&eguencing and relative emphasis between
military and law enforcement and justice systenmelets is beyond the scope of this note but
likely to be a major policy decision to be madelawbratively by donors and host state political
leadership.
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