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career development
In our quest to focus on the truly great need of those we serve, many of us often spend
less time focusing on our own career development needs. Yet meeting those needs is
integral to ensuring long-term job satisfaction and employee retention. This issue of
Monday Developments is devoted to addressing a few aspects of this important topic.
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OVERVIEW
Working in Relief and Development:
Career Development and Other
Human Resource Challenges
In our quest to focus on the truly great need of those we serve,
many of us often spend less time focusing on our own career
development needs. Yet meeting those needs is integral to ensuring
long-term job satisfaction and employee retention. This issue of
Monday Developments is devoted to addressing a few aspects of
this important topic.
Anyone interested in a career in the field of relief and development
has grappled with the question: How can I break into the field,
and once I do break in, what can I do to create a successful and
rewarding career path? Dan Curran offers advice on finding that
first job, and how to determine if this line of work is really the right
one for you. A number of InterAction members offer insights from
their own experiences: explaining how they got their current jobs
and courses of action that have helped them with job searches at
different points in their careers. Several human resources officers
also offer thoughts on the topic. Hilary Nalven sits down with
InterAction President and CEO Sam Worthington to discuss his
personal career development experience. David Meltzer of the
American Red Cross discusses ways in which volunteering has
helped many people determine where their particular interests and
skills lie. A training program for graduate students in the Boston
area demonstrates one way that has proven successful in giving
students critical field experience before they graduate.
While the struggle to find that first job and rewarding career path
occupy the minds of all who work in relief and development,
human resources professionals face a number of other challenges.
Simply finding basic data such as salary information and HR
policies can be difficult. Alison Smith of the Personnel Co-op
discusses their efforts to help HR professionals overcome that
hurdle and create useful networks for information sharing. But
the challenges are also broader: strengthening diversity (discussed
by Karyn Trader-Leigh), stress management for aid workers (John
Schafer), creative career development (Meredith Richardson),
and some good sources of help for HR professionals working on
overall strategy and plans to make the most of the HR resources at
their disposal (Jonathan Potter).
Obviously this is a huge area with many more issues than can be
covered in this short space. But through this edition, we hope to
provide you with some useful insights for the on-going efforts to
make sure that good people find good jobs and that organizations
are able to provide environments that ensure staff retention and
development.
Kathy Ward
Editor
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INSIDE OUR

COMMUNITY
Mercy Corps and NetAid Join Forces
InterAction members Mercy Corps and NetAid announced that
they have officially merged organizations in an effort to change
the way that Americans – especially young Americans – learn
about and respond to the challenges of global poverty.
“Together, we seek nothing less than to transform a generation
of leaders,” stated Neal Keny-Guyer, chief executive officer of
Mercy Corps. “We aim to bring the complex issues of poverty, aid
and development to young Americans, the group best positioned
to make lasting changes to the world’s toughest problems.”
“It was clear early in our discussions that Mercy Corps and
NetAid shared tremendous compatibility in the areas that matter:
values, vision, and strategy,” explained Dr. Kimberly Hamilton,
president of NetAid. “While there are important economies of
scale to consider in a merger, we understood immediately that a
partnership with Mercy Corps would, most importantly, help us
connect many, many more Americans with compelling reasons to
reconsider their relationship to people winning against poverty
every day.”

Action Against Hunger Appoints New Executive Director
Action Against Hunger USA (part of the ACF International
Network) announced the appointment of Nan Dale as its new
Executive Director.
Asked about the challenges ahead, Dale said, “Access to basic
nutrition and safe water prevents the death of millions of people
– especially children and babies – who succumb to hunger or
diseases they are too weak to fight. We cannot expect people
to solve their other problems without first addressing such
basic human needs. I am grateful that the Board of Directors of
Action Against Hunger USA has given me the opportunity to
join the 6,000 ACF dedicated field staff worldwide to address
the underlying causes of hunger in the most vulnerable and
forgotten areas of the world.”
Most recently, Dale served as President and CEO of Helen Keller
International. Before that, she served for 22 years as the President
and CEO of The Children’s Village, a multi-service agency for
children, adolescents and families. She also created and ran the
Children’s Village Institute, initiated to bridge the gap between
practitioners, academics and policy-makers. During her tenure
at The Children’s Village, she brought the agency from a small,
single-focused organization with an annual budget of $3 million
to a multi-service $43 million agency.

Counterpart Sends Animals and Healthcare Clinic to
War-Torn Lebanon
To aid communities shattered by the fighting between Israel and
the Hezbollah resistance in Lebanon, Counterpart International
and the Community of Christ church of Independence, Missouri
have provided mobile primary healthcare facilities and farm
animals to replace livestock slaughtered in air strikes.
A $30,000 World Hunger Fund grant from the church will
support a livestock replacement project to equip families with
goats and poultry they can raise for food and sell for money to
re-build farm property.
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CARE Regional Director Killed
in Nairobi
A 25-year veteran of CARE, Geoffrey Chege, was
killed January 27 in Nairobi during a carjacking
attempt. Chege directed CARE USA’s programs in
East and Central Africa.
Born in Nairobi, Chege, 56, began working for CARE
in 1983 as a project manager for primary education
and youth polytechnics. He held various positions
at CARE in Kenya, Egypt, Sierra Leone, Tanzania
– where he was Country Director – and Uganda. He
became regional director, based in Nairobi, in the
summer of 2003. As the father of three daughters,
he was particularly sensitive to issues facing women
and girls.
“We are deeply saddened and stunned by this senseless
death,” CARE President and CEO Dr. Helene Gayle
said. “No one was more committed than Geoffrey
to uplifting the poor and vulnerable; no one was a
greater champion for women’s equality. Everyone
who knew Geoffrey held him in the highest regard.
The CARE family sends our heartfelt condolences to
Geoffrey’s wife and daughters and to his extended
family.”

“Permanent health posts are not expected to be created for some
time and may never be established in some villages so we wanted
to provide medical facilities which can be moved quickly to where
they are needed,” said Lelei LeLaulu, president of Counterpart.
Counterpart teams found families displaced in southern Lebanon
returned to houses, healthcare systems and livelihoods devastated
by air strikes and ground battles. Many returning rural families,
who based their livelihood on livestock and agriculture, found
most of the animal herds in the south had been slaughtered.

ERD Responds to Floods in Burundi
Episcopal Relief and Development (ERD) is providing emergency
assistance to people in Burundi following major flooding. The
government has declared a national disaster following prolonged,
heavy rains and severe thunderstorms throughout the country.
“Houses and other buildings such as schools and churches have
been destroyed,” said the Rev. Pedaculi Birakengana, Provincial
Secretary for the Anglican Church of Burundi. “Crops have
been washed away or destroyed by flooding. The conditions
particularly impact the most vulnerable such as orphans, widows
and those already suffering from HIV/AIDS.”
ERD is supporting the Anglican Church of Burundi to help them
provide immediate aid such as food supplies and basic materials.
The support will also provide seeds and tree seedlings. ERD has
been working in partnership with the church on a long-term
development program focusing on food security and primary
health care.

COMMUNICATION
World Congress Presses Strengthened
Communication for Development
It is currently estimated that 1.3 billion people worldwide still live in
abject poverty. Effective anti-poverty programs usually address very
sensitive and important issues such as respect for cultural diversity,
gender relations, self-determination, economic pressures, and the local
political landscape. How can you effectively manage these key issues
within a development program design? How do you effectively engage
local populations by harnessing their communication trends?
The World Bank, the Food and Agriculture Organization and the
Communication Initiative invited hundreds of participants to the
World Congress on Communication for Development. Held in Rome
on October 23-27, the goal of the congress was to demonstrate
the critical role of communication in meeting today’s development
challenges, and the need for a comprehensive communication strategy
in development policies and practice. The three-day conference
created a space for academia, media, policy-makers, donors and
communications professionals involved in development initiatives to
share experiences and best practices and to discuss how communication
for development contributes to better development effectiveness.
InterAction participated as a member of the advisory body and hosted
a panel of InterAction members who shared best practices and the
challenges of providing effective communication channels in disaster
and crisis situations. Moderated by Nasserie Carew (InterAction),
panelists included Carol Miller (American Red Cross), Eileen Burke
(Save the Children), Jeremy Barnicle (Mercy Corps), and Julie Reynes
(American Red Cross).
Drawing on numerous town-hall meetings and discussion sessions during
the three days, the conference produced a set of recommendations to
policy-makers and funders, including the following points:

a

Development organizations should include communication for
development as a central element at the inception of all programs.

a

Organizations should strengthen the communication for development capacity within countries and organizations at all levels.

a

Organizations should strengthen partnerships and networks at
international, national and local levels to advance communication
for development and improve development outcomes.

For the complete set of recommendations and additional information
about the conference, please visit www.devcomm.org

We would also like to hear from you. How does
your organization incorporate communication
into development planning? What opportunities
do you see to harness the changing role
of media in reporting on international
development issues? Send your insights to
Nasserie Carew at ncarew@interaction.org

DEVELOPMENT
YOUR

Thoughts on the Role of Communications in
Development Planning
The following are comments from InterAction
members who participated in InterAction’s panel at
the World Communications Congress.

Jeremy Barnicle
Communications Director
Mercy Corps

I think the communications teams at most
humanitarian NGOs prioritize communication about
development – that is, we tell stories about our work
for advocacy or fundraising purposes. The World Bank
conference was a great reminder that our teams have
a huge contribution to make in communication for
development – that we can and should play a role in
the delivery of relief and development assistance. How
can we help program operations staff communicate more
effectively with beneficiaries? How can we better solicit
feedback from host communities?
Carol Miller

International Communication Lead
American Red Cross

The most valuable part of the World Communications
Congress was that it gave communicators the opportunity
to exchange information with others who share some of
the same successes and challenges in working to promote
their organizations’ relief and development work. We
also had the opportunity to talk to several international
news editors and producers, who expressed the need for
additional education in development issues. Donors in
attendance turned to NGO communicators in attendance
for examples of successful beneficiary communications It
is very important for development program leaders to
include estimates for communications work to support
their programs during their annual budget cycle,
especially if their program funding is partially dependent
upon public contributions.
Eileen Burke
Director Of Special Events
Save the Children

The conference allowed communicators from around the
globe to share their insights take away new approaches
and learn from their peers’ experiences. While the use of
new technology in the U.S. is pushing communicators in
new directions, conference attendees shared examples of
how even the simplest methods of communications are
helping to change lives in developing countries.
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PURSUING A JOB
in International Relief and Development: Discovering and Creating Opportunities

By Daniel Curran, Education First
This article is for people who want to get involved in international relief and development, but are not sure where to begin
or how to proceed. It briefly describes the international relief and development industry and suggests the type of person
that succeeds in the field (not all individuals are ideally suited). Finally, for those that feel it is right for them, the article
provides practical tips on finding a job.

THE INDUSTRY
International relief and development, very broadly defined, is the
industry in which organizations work in developing countries
and countries of conflict to help individuals and communities
overcome poverty and conflict. Projects may include education,
health training, agricultural assistance, community mobilization,
economic development, water and sanitation, and conflict
resolution. In addition, many organizations engage in local and
global advocacy, seeking human and labor rights by changing the
laws and policies of governments. The industry comprises several
types of organizations:

contract agencies are for-profit entities that usually hire people
with experience and specific skills for narrowly defined programs.
They do not provide the best prospects for first jobs.

NGO GROWTH
The NGO sector has grown dramatically in both the number of
players and financial resources over the past 30 years. Note the
following trends:

a

$7 billion in U.S. revenues in 1999 ($615 million 1970)

a

450 U.S.-based multinational NGOs in 1999 (52 in 1970)

a

United Nations and other multilateral organizations (e.g., IMF,
OSCE)

a

$7.2 trillion in revenues of international NGOs in 1999 ($1
trillion in 1970)

a

Government agencies (USAID, U.S. State Department, Canadian CIDA)

a

2,500 Northern NGOs with overseas programs in 1999 (1,500
in 1970)

a

Contract agencies (Chemonics, Development Alternatives International)

a

Large multinational nongovernmental organizations (NGOs)
(CARE, Oxfam)

a

Small multinational NGOs (American Refugee Committee,
Physicians for Peace)

a

National NGOs (BRAC-Bangladesh, Working Women’s Forum
– India)

JOBS
This article focuses on the three NGO categories because they
offer the most latitude for creative hiring. The U.N. and other
organizations have clear and established systems for volunteering
and hiring (see U.N. Volunteers at www.unv.org). Similarly,
government agencies have established overseas volunteer
positions, such as Volunteer Service Overseas at www.vso.org.
uk and Peace Corps at www.Peacecorps.org. These are good
opportunities and I highly recommend researching them. Private
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THE EXPERIENCE DILEMMA
For the past decade, rapid global changes have challenged the
response capacities of many organizations. In light of these
trends, many job seekers find that organizations only want people
with previous experience in developing countries and program
management. Here is an example of a recent job notice for a
HIV/AIDS Program Coordinator in Africa:

Minimum two years experience in developing country with
proven management skills and programmatic experience
with VCT or PMTCT; Masters degree in relevant field,
and familiarity with international donors.
It is ironic that, while many people tell me that they cannot get a
job, recruiters report that they have trouble finding and retaining
the right employees. But recruiters know that having good skills
and a good heart are simply not enough. The new trends have
forced organizations to develop more sophisticated programs

that require employees with high degrees of technical, political,
and managerial experience. Moreover, in conversations with
dozens of managers, I have learned that up to 60% of expatriate
hires do not work out. This is for a variety of reasons, mostly due
to mismatched expectations. New employees are thrown into
new and often challenging environments. They find the work too
unstructured and the living conditions too difficult. They find
themselves doing things that were not clearly outlined in their
job descriptions. Frequently, agencies do not have the time or
luxury to train new people to the degree they would like. Many
are getting better at training, but they still value experience.

MISGUIDED DESIRES
Those who contact me are often excited and want to get moving.
But I encourage them to think very carefully about why they
want to go overseas and exactly what they want to do. The
clearer they are, the better chance they will have to succeed in the
endeavor. But I believe that many of them are a bit a lost in their
lives and careers in their home countries. They agonize over
decisions they have made and worry that their lives are slipping
past them without meaning. Here are a few things I have heard:
“I just don’t want to be a lawyer anymore.” “I think it will fill
time between jobs.” “I want to give the Mother Teresa thing a
try for a while.” They feel that helping others will be give them
some direction.
If that is the case, I suggest that they assist the many needy people
in our own country. But, entangled in this desire is the belief that
going overseas will spark adventure and excitement. For some
reason it is more romantic to help the poor overseas than to
help the poor over our back fence. But the last thing that strong
but poor people in developing nations need are lost Americans
and Europeans trying to find themselves in a foreign land. On
the contrary, NGOs running sophisticated poverty alleviation
programs need emotionally mature, professionally skilled, and
self-motivated individuals ready to partner with local leaders.

NECESSITIES FOR SUCCESS
While I was managing a project in an insecure environment in
Africa, we hired a retired American IBM manager to run our
communications and logistics. He seemed fantastic on paper – 20
years experience in technology, spoke three languages, managed
teams of people, and volunteered in a number of social causes.
But he lasted only one month. He expected well-established
systems and wanted to know exactly what he was supposed to do
and when – which is what he had come to expect at IBM.
On the other hand, we hired a young logistics assistant from
who had worked in a variety of odd jobs. She thrived in an
environment that required her to make quick decisions and learn
on the job. She soon became the director of our social programs.
Here, in my opinion, are the absolute essential character traits for
any field job in relief and development:

a

Ability and desire to take risks – an entrepreneurial mind-set

a

Ability to embrace uncertainty on a day-to-day basis

a

Great comfort with ambiguity (about job, tasks, future, career
path, etc)

a

Great comfort with constantly changing systems and few support structures

a

Understanding that the results of your work are not always
visible

a

Desire to meet, connect and work closely with people from
different backgrounds

a

Ability to live and work under sometimes austere conditions

a

Great emotional stability and emotional intelligence (see Primal Leadership by D. Goleman)
continued on next page

ADVENTURE/SERVICE TRAVEL
Having said that, there are numerous adventure/volunteer
prospects that may provide the kind of experience that some
seek. Here are a few such opportunities: trek in Thailand and
help local families for 2-4 weeks (www.globalservicecorps.org);
hike Machu Picchu and teach English for four weeks: (www.nkfmt.org.uk/volunteer_Peru.htm); build a school in Cameroon
for three weeks (www.aidcamps.org/cameroon2003.htm). For
other opportunities, see the volunteer section on page 9.

Those who contact me are often
excited and want to get moving.
But I encourage them to think very
carefully about why they want to
go overseas and exactly what they
want to do. The clearer they are,
the better chance they will have to
succeed in the endeavor.
FEBRUARY 2007

         

continued from previous page

REWARDS
If you believe that you have these traits and can succeed with an
NGO, here are some of the rewards you can expect:

a

Great opportunity to craft your job

a

Nearly complete enterprise control (over project, program, or
region)

a

Early opportunities at significant management experience

a

Fast career advancement

a

Engagement in exciting and challenging issues

a

Work with smart and motivated national and expatriate staff

a

Future career opportunities not yet defined

a

Great demand for your services

OVERCOMING THE EXPERIENCE BARRIER
I recommend three key approaches when facing the “experience
needed” barrier: persistence, creativity, and humility. First,
persistence: you need to keep speaking with people and
organizations regardless of the resistance you may encounter.
A lawyer once told me that he spoke several times with over
20 people in one organization until someone finally became
interested in a proposal that led to his hiring. Second, creativity:
you need to think of new ways to communicate what you want
to do and how you are going to do it. This requires having clarity
on your dream job and presenting it well. Finally, humility: you
need to be ready to volunteer, stuff envelopes, write proposals, or
do whatever it takes just to get your foot in the door. Once you
are inside, abundant opportunities will emerge. This industry is
filled with busy managers running programs and pursuing new
funding. They cannot always spend the time they would like to
match people with jobs.

HOW TO GET A JOB?
You need to find a way to translate your skills and improve your
opportunities to get a job. If you use the tips below to find
and succeed at your first international job, you will overcome
the experience dilemma in a short time. Here are the four best
options:

1) Volunteer. This is the most important advice I can give.
Be ready to go somewhere and volunteer your time. Usually
the organization will pay for your flights and living expenses.
Some will require you to raise your own funds. Many volunteer
opportunities are with religious organizations. I worked for one
that provided opportunities to many young people – nearly all of
whom have gone on to have successful careers in international
relief and development.
Many organizations do not have established volunteer
opportunities. But you can always create one. Realize, though,
that it is not enough to simply indicate in a letter or interview
that you are willing to work for free. It requires time and expense
for an organization to train volunteers; pay for flights, insurance
and living expenses; deal with work permits and visas in a host
country; and put them to work in a way that will benefit the
organization. In addition, it can be frustrating for a field office to
accept a volunteer, take care of all of these details, and then have
him or her stay for only a short time. Therefore, it is incumbent
on you to prove that your skills, personality and ideas are worth
the hassle. If you converse with the people in the field and present
a well-prepared proposal (as outlined below), your chances will
improve.
Also, understand that there are many more opportunities with
small local NGOs run by enterprising host nationals engaged
in a variety of programs such as creating cooperatives, teaching
computer skills, and advocating for environmental rights. Ashoka
is an organization that seeks, recognizes, and supports such
individuals (see www.ashoka.org for examples and thoughts on
people to contact).
When I was first in Bosnia-Herzegovina, I found such a group
that brought Bosnian and Serb children together to play soccer
and attend concerts. This required the parents to meet also on
a regular basis. Soon, the NGO began to deliver ad hoc job
training and language classes for adults wanting to work with
the international agencies flooding into the country. I helped
them develop a strategy and seek funding for their programs.
In return, I met and interacted with dozens of truly amazing
individuals – and my impact was clear. A friend of mine had a
similar experience with a local street children’s program in
Zambia. These opportunities are plentiful. But, you would need
to go there and probably raise your own funds (both outlined
below) because local NGO will not be able to support you.

2) Go there. I cannot stress this enough. If you want a job
overseas, simply go there. Throughout my career, I have gone to
four foreign countries (three in the midst of conflict), met people

Your four best options to getting a job:
Volunteer. Go there. Apply with a proposal. Apply with funding.
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(locals and expatriates), volunteered, and eventually
found a paying job. It does three things. First, it
takes you out of the realm of “possibility” and makes
it very real. You are committed to a place and a plan
of action. Second, you meet the people with whom
you may work and you develop solidarity with them.
You would be amazed at how many want to help you
find a job. Third, you have already proven that you
are a risk-taker and comfortable with uncertainty.
Remember to bring copies of your resume, writing
samples, and references. Naturally, the security
situation in any given country is paramount. Aid
workers are becoming more threatened across the
globe as targets for attacks and kidnapping. So, I
only recommend this step in places that are more
stable and secure.

3) Apply with a proposal. What are you going to
do? Look through an organization’s website. Find
out what they are doing. Look at press releases, news
stories, and articles about the programs and people
in their countries of operation. Run a literature
search on the people that work there. Figure out
their e-mail address and send them your thoughts.
Find out what is in the mutual interest and then
make a proposal. For example, if an international
organization is running a street children’s program in
Thailand and you have an arts background, suggest
that you will help set up a card-making project – as
a volunteer. These folks are flat-out busy pursuing,
funding and running programs. They do not have
the time to figure out what to do with a volunteer. A
proposal will give them a document around which to
have a discussion. Most field directors will respond
positively if you offer to write funding proposals and
project reports. Those are time-consuming tasks
that they frequently find onerous.

4) Apply with funding. Seek funding from
employers, your religious congregations, or family
friends. Promise to keep them updated of your
activities. Many organizations do not have the funds
to pay for an expatriate. If you can raise $10,000 and
write a good proposal outlining what you would like
to do, you will become a very promising candidate.

ABOUT THE AUTHOR
Daniel Curran is the current Vice-President and
Director of U.S. Operations for Education First
International Language Schools based in Cambridge,
Massachusetts and the former Director of the
Humanitarian Leadership Program at the Harvard
Business School.
He can be reached at daniel.
curran@ef.com.

WANT MORE INFORMATION?
Research

The following books are good reading for the endeavor:

a
a
a
a
a
a

Going Global by Marc Lindenberg
Humanitarian Enterprise by Larry Minear
A Bed for the Night by David Reiff
Voices of the Poor by Deepa Narayan
Do No Harm by Mary Anderson
Another Day in Paradise by Carol Bergman

Web Resources

The following sites are the best sources for literature, job notices,
leads and information. Use these to find the names of individuals and
addresses of organizations:

a

www.interaction.org (Largest alliance of 160 U.S.-based relief and
development NGOs)

a

www.ICVA.ch (Int’l Council of Voluntary Agencies – 70 members based
in Geneva)

a

www.Idealist.org (Action without Borders – great for volunteer
opportunities)

a
a
a

www.bond.org.uk (British Overseas NGOs for Development)

a
a

www.reliefweb.int/vacancies/ (List of many job vacancies)

www.ciir.org (International Cooperation for Development)
www.Internationaljobs.org (Int’l Career Employment Weekly – 500
current jobs in each issue)
www.microfinancegateway.org (Microfinance jobs and information)

Useful Sites

Here are some excellent sites that provide further tips on the job search:

a

www.redr.org (Red R helps to select, train, and provide professionals
to organizations)

a

www.aidworkers.net/introduction/firstjob.html (Aid Workers Network
guide to first jobs)

a
a

www.idealist.org/firstjob.html (Idealist guide to the first job)

a

www.experiencedevelopment.org/home.php (Experience Development
- good advice)

a

www.peopleinaid.org (People in Aid. Promotes good practice,
management and support)

www.aidworkers.net/introduction/volunteering.html (A great volunteer
guide)

Volunteer

The following are some good options:

a
a
a
a
a
a

Global Service Corps: www.globalservicecorps.org
Aid Camps International: www.aidcamps.org
Maryknoll (Catholic): home.maryknoll.org
Food for the Hungry (Christian): www.fh.org
Mennonite Central Committee (Mennonite): www.mcc.org
International Service: www.internationalservice.org.uk
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Mobilizing Human Resources to
Save Lives
By David Meltzer, Senior Vice President, International Services, American Red Cross

T

he Measles Initiative was
launched in 2001, bringing
together the resources of a
group of international organizations with the collective
power to take on this life-threatening,
but preventable disease. In January, the
partnership’s stunning success in saving
young people’s lives was re-affirmed in
the British medical journal, The Lancet
(January 19, 2007). In Africa, deaths
from measles have been reduced by more
than 75 percent since 1999, much more
than expected. Worldwide, the reduction
in deaths surpassed 60 percent.
The Measles Initiative is a partnership led
by the American Red Cross, UNICEF,
United Nations Foundation, the World
Health Organization, and the U.S. Centers for Disease Control and Prevention.
Each organization has its own mission,
structure and strengths. Yet by combining their assets, powerful change is not
only possible, it is happening.
What does this have to do with human
resources? Everything.
The Red Cross has contributed its
strengths and resources, especially in mobilizing volunteers, toward the success of
the Measles Initiative. In addition to providing funding and technical support, the
Red Cross offers a network of committed, talented, compassionate people who
are key to the Measles Initiative—these
include volunteers in the United States,
and volunteers from Red Cross and Red
Crescent National Societies throughout
the world.

Around the World
When vaccination campaigns are organized, the American Red Cross works
with its partner Red Cross and Red
Crescent National Societies to enhance
the effectiveness and reach of these campaigns that sweep through communities
to vaccinate masses of children. The success of a campaign hinges on getting the
word out from neighbor to neighbor,
educating communities and significantly
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The Red Cross has contributed its strengths and resources, especially
in mobilizing volunteers, toward the success of the Measles Initiative.
In addition to providing funding and technical support, the Red Cross
offers a network of committed, talented, compassionate people who
are key to the Measles Initiative—these include volunteers in the United
States, and volunteers from Red Cross and Red Crescent National
Societies throughout the world.
increasing the depth and
breadth of the vaccination
programs. Volunteers ride
on motorbikes with bullhorns to let people know
that campaigns are coming
to their community. They
have literally used bicycles
to fetch youngsters to
make sure they get their
shots.
To date, more than
100,000 Red Cross and
Red Crescent volunteers
in Africa have participated
in Measles Initiative campaigns, where they have
traveled the “last mile”—going into remote villages that others are often unable
to reach. Through this human network,
more than 217 million children under
the age of five in more than 40 African
countries have been inoculated against
measles in just five years. This power of
humanity has saved the lives of more
than 1.2 million children.
We also know that in doing this work,
Red Crescent and Red Cross volunteers
gain job skills and build new networks
that will help lift them and their families out of poverty and leave their communities stronger. Many volunteers are
trained to understand the importance of
immunizations, to dispel myths of vaccinations and to deliver health messages
effectively.
When I was in Ethiopia this past year, I
met a volunteer who told me, “I am not
only doing this to help children and my
community, I am doing this to develop
skills so that I can work in the health field
in the future.”

In the U.S.
Within the U.S., the American Red Cross
is most often recognized for its response
to disasters, blood services, and first aid
and CPR classes. Yet the Measles Initiative has captured the attention of many of
its chapters. So far, more than 350 chapters have engaged their local volunteers,
from high school students to corporate
executives, in the fight against measles in
Africa and beyond.
Many young people have been inspired
to join this fight. They feel a connection
to the children of the world and their
sense of fairness is challenged by their
new knowledge about this global—yet
fixable—problem. Youth leaders design
awareness programs, gain leadership skills
and focus career plans along the way.
Shruti Mathur is a member of the American Red Cross National Youth Council
and a graduate of Johns Hopkins University. Having been involved in the Measles Initiative since 2001, she explained,

YOUR

THOUGHTS
We welcome your thoughts.
Write us at publications@interaction.org.
“Measles has made me want to be a
foreign correspondent, so that I can go
from being a volunteer to working in a
field that truly has the power to increase
awareness for this much under-publicized, but shocking disease.”
From Palo Alto, California to New York
City, chapters have energized thousands
of young people, like Mathur, in novel
ways. For example, the “Measly Idol”
contest held in Palo Alto, California raised
more than $5,000. While that might not
seem like much in the big picture, 5,000
children could be vaccinated with that
money. This event was also shown on a
major market news outlet, and it surely
inspired others into action.
Local Red Cross youth have also held
band competitions, decorated schools
with big red dots, sold thousands of
polka-dotted ribbon pins, and sent
their allowance money to the Measles
Initiative. Each event educates young
people—and their families—about the
problem of measles, and encourages their
peers to act.
Kelly Quann became involved with the
Initiative through the Lower Bucks
County Chapter of the American Red
Cross in Pennsylvania. She is now a student at New York University and a member of her university’s Red Cross club.
“Working with the Measles Initiative has
instilled in me a desire to make global
humanitarian work a focus of my career,”
she said. “I hope to one day become a social entrepreneur and find ways to merge
private sector and non-profit interests to
achieve a higher standard of living worldwide.”
Despite its amazing success over the
past five years, we know that this is not
enough. In January, the Measles Initiative endorsed the global goal of reducing measles cases by 90 percent by the
year 2010. In addition, the Initiative is
increasingly focusing on integrated campaigns, including malaria prevention
through bed net distribution. The Measles Initiative is also building on its success in Africa to expand into Asia, which

has the second highest rate of measles
cases after Africa. Together, the American Red Cross and our partners know
that we can reach even more people,
drawing on the strength of thousands of
volunteers in the U.S. and around the
world to save lives.

SAVE THE DATE
Advisory Committee on
Voluntary Foreign Aid
Public Meeting

More information on the Measles Initiative at
www.measlesinitiative.org

WEDNESDAY, FEB 21

Photos: (from left to right) courtesy of
Marko Kokic/International Federation
of Red Cross and Red Crescent Societies
and Bonnie Gillespie/American Red
Cross

Location:
The National Press Club
529 14th Street, NW
Washington, DC 20045
Questions:
Contact Jocelyn Rowe at
jrowe@usaid.gov
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INSIDE

INTERACTION
InterAction Adopts New Directions
By Suzanne Kindervatter, InterAction

S

ix months of intense work by InterAction members, board, and staff culminated in the Board’s approval of three priority
InterAction goals (see box below) and review of the 2007 operational plan at its early February meeting.

InterAction Board Chair Charlie MacCormack (President and CEO, Save the Children) and InterAction’s then designate
President-CEO Sam Worthington launched the process in August with the appointment of a Board Strategic Directions Task
Force. Working closely with then-Acting InterAction CEO Julia Taft, the Task Force developed a paper entitled InterAction
Strategic Directions 2007 that was circulated to all member agencies’ CEOs.
In September, the board held a retreat with President-CEO Worthington to consider the input received from members and a set of
preliminary goals. Throughout the process, members focused on the question, “What do we need to do together to be all we can to
those we serve?” This question framed the board members’ deliberations as they met in small groups to identify InterAction’s overall
comparative advantage and to determine a limited number of priority areas of emphasis for the organization. In early December, the
discussions at InterAction’s annual retreat for all member CEOs brought further sharpness to the new directions and goals that will
shape our diverse community.
With the goals finalized by the end of 2006, InterAction staff spent the month of January working in cross-unit teams to develop a
working draft for the organization’s 2007 Operational Plan. This is the first time that InterAction has developed an annual plan that is
not primarily unit-based, and the process initiated a more team-based approach to working.
President-CEO Worthington sees 2007 and 2008 as transitional years for InterAction, during which staff will be working on on-going
unit activities as well as activities directly related to the goals. As funding is secured explicitly to further the goals, more work will
become directly goal related. As he explained, “The coming year will be an exciting one for InterAction and our broader community.
We aim to position ourselves more prominently in our advocacy and in our external relations. We want to make strides in aggregating
the expertise and contributions of our community. We are also shifting our organizational culture to be more agile and synergistic.”

GOAL 1: Promote a bold agenda to focus U.S.
development and humanitarian assistance on
improving the conditions of the world’s poor and
most vulnerable.
a Engage with the USG to advance poverty
alleviation and humanitarian relief as major
independent U.S. foreign assistance priorities.
a Advocate for the creation of a Cabinet-level US
Department of Development and Humanitarian
Assistance.
Overview
InterAction, as the main coalition of U.S.-based international
NGOs focused on global poverty, will urge the U.S. government
to expand and improve U.S. foreign assistance focused on the
world’s poor and most vulnerable people. To improve the human
condition, InterAction upholds social justice, local ownership,
empowerment, and gender equality.
In poor communities throughout the world, InterAction
members meet people halfway in expanding opportunities in
education, health care, agriculture, small business, and other
areas. To forestall or recover from the violence that impacts
millions of innocent civilians, InterAction exercises leadership
in conflict prevention, the peaceful resolution of disputes, and
peace building initiatives in post-conflict situations.
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The U.S. public expresses its support for advancing human dignity
and peace in the world through contributions to InterAction
members totaling around $5 billion annually. InterAction will
leverage the impact of this private support by advocating for
the expansion of U.S. Government investments and by insisting
that policies and programs are responsive to the realities of the
world’s poorest and most vulnerable populations.
InterAction is targeting the State Department-led aid reform
process and U.S. government agencies, specifically the
Millennium Challenge Corporation and PEPFAR. InterAction
believes efforts to improve the conditions of the world’s poor
and most vulnerable ultimately need to be institutionalized by
establishing a U.S. Cabinet-level Department to elevate poverty
alleviation and needs-based humanitarian relief as a priority in
U.S. relationships with the developing world.

GOAL 2: Demonstrate and enhance NGO accountability
and impact in development and humanitarian action.
Focus on aggregating the contributions of the
NGO community towards achieving the Millennium
Development Goals, on broadening compliance with
the Sphere Project’s Minimum Standards in Disaster
Response, and on aligning with other key global
frameworks that advance development efforts and
enable humanitarian action.

FORUM 2007
APRIL 18-20, 2007

Setting a Bold Agenda for Relief and
Development was established as the theme for this
year’s Forum in order to provide context for three days
of discussions that have been organized around the
central goals of InterAction’s new strategic direction. In
an effort to assist registrants in navigating the Forum,
discussions will be tracked according to the strategic goal
it most supports, understanding that none of these three
goals are mutually exclusive. We hope that all Forum
participants will experience the breadth of the issues to
be discussed at this year’s conference and will actively
engage in these discussions that will define InterAction’s
work going forward. Come to Forum 2007 and
experience the power of being part of a true community
of practice!
Visit www.interaction.org to learn more about Forum
2007 and to register your participation.

Overview
Drawing on the uniquely field and practitioner-based expertise
of our members, InterAction will compile data on the impact of
NGO programs, particularly as they relate to progress towards
achievement of the MDGs and adoption of the Standards of the
Sphere Project. InterAction will use a range of communications
vehicles to disseminate this data widely throughout the
international development and humanitarian assistance
communities.
This includes using the MDG framework to begin to evaluate
and catalogue the contribution of member activities to global
efforts for alleviating poverty; assessing member commitment
to sustaining the lives and dignity of those affected by calamity
or conflict; adopting more rigorous procedures for holding the
InterAction community accountable to the PVO Standards,
particularly those that relate to our organizational systems,
the quality of our work, and its impact on beneficiaries; taking
steps to preserve a humanitarian space for NGOs and security
for humanitarian efforts; and promoting the development of
common indicators for measuring results in the communities
where members work and support joint impact assessments and
other collaborations in the field.

Foreign Assistance
Reform Update
The most recent development in the foreign assistance
reform process is the inclusion of poverty alleviation as part
of the top-line goal of the new strategic framework. As it
stands now, the goal of “transformational diplomacy” now
reads as follows: “To help build and sustain democratic,
well-governed states that respond to the needs of their
people, reduce widespread poverty and conduct themselves
responsibly in the international system.” We applaud
Ambassador Tobias for taking this important step, which
InterAction’s board and its members have been calling for
since the reforms were announced last year, and which is
the result of InterAction’s advocacy efforts and pressure
from our champions on Capitol Hill. However, it will be
increasingly important to hold the Ambassador and his
team accountable to this new goal, so that we can ensure
that U.S. foreign assistance programs under his control at
USAID and the State Department are aimed at improving
the lives and alleviating the suffering of the world’s poorest
and most vulnerable people.

GOAL 3: Be the voice and prime representative of U.S.
international NGOs in building alliances and common
agendas with NGO networks around the world and
with other strategic partners.
Overview
InterAction exists in an external environment where many
groupings of agencies are taking the lead on program strategies,
evaluation, and advocacy in development and humanitarian
assistance. InterAction will bring the values that we represent
into this broader community through the development of
strategic alliances with a prioritized group of organizations
around particular issues and objectives. These partnerships will
leverage InterAction’s political, intellectual, and financial capital.
Our future is one of strategic alliances.
To this end we will promote inter-agency development and
humanitarian cooperation in the field and press for genuine
effective partnerships among all agencies; reach out to NGO
platforms in G8 and non-G8 countries to encourage and support
their participation in international NGO fora and their adoption
of the quality and accountability initiatives.

Watch for updates on InterAction’s Strategic Plan online at www.interaction.org
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Strengthening Diversity in Development Work
By Dr. Karyn Trader-Leigh, CEO, KTA Global Partners

M

any international companies have come to recognize the importance of managing global diversity
issues and the value of effective diversity management as a strategic advantage in a borderless
world. Organizations have increased the numbers
of expatriates that they have working internationally and have
increased the numbers of local country nationals in their employ.
Global diversity and cultural competence has never been more
important.
Strategic Diversity Management (SDM) has come of age. International development institutions and agencies, organizations
operating in multicultural societies, and those involved in global
affairs increasingly have a deeper appreciation of the need for
cultural intelligence and cultural competence. It is essential to
leadership and strategy, and, therefore, is necessary in mission
execution and capacity building.
In the United States, 75 percent of large corporations position
diversity as a strategic advantage. Many are now implementing
diversity initiatives in their international operations. They recognize that poorly-managed cultural differences and under utilized
human potential create a barrier to service delivery and results.
They are, of course, challenged to recognize that you cannot
simply export your diversity initiatives. They must give consideration to the unique diversity issues and national cultures where
the organizations operate. U.S. models and their underlying
ideas are not always the right solution in local contexts.
While the “business case” linked to profitability and organization
effectiveness is the typical platform for selling diversity, strengthening diversity is even more compelling in terms of peace and
security, human rights, democracy and cultural preservation.
UNESCO gets it right in its Universal Declaration on Cultural
Diversity (see http://portal.unesco.org). They recognize the
importance of humanizing globalization and of cultural rights as
components of human rights. As we go forward in the borderless world, cultural competence becomes increasingly essential to
sustaining successful multicultural societies.
These compelling points are also critical to building culturally
competent institutions and interventions. As a negative example,
it has been tragic to see the lack of cultural competence in a
strategy that reflects minimal understanding of Iraqi culture and
the fundamental differences between Shia and Sunni when such
understanding should inform policy and strategy execution.
Billions of dollars go into development work to reduce poverty.
We invest heavily in governments and vital programmatic priorities to be successful. Still it seems that we must go further in
strengthening and empowering the local nationals with whom
we work and in empowering those we serve. We do not go far
enough in transferring skills and knowledge that allow for sustainable capacity building. Doing this requires deeper cultural
understanding, contextualizing our strategies and seeing those
we serve as development partners.
Cultural competence and cultural intelligence can be an effectiveness multiplier in development work designed to bring about
change. But it necessitates deeper levels of cultural analysis and
competence applied to behaviors and organizational practices.
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Development experts, consultants, technical assistance professionals and deployed field staff who have done this work for years
often pride themselves on being compassionate and knowledgeable about the basic cultural patterns of those to whom they
provide services. However, cultural assessment surveys of local
nationals can reveal that expatriates often lack awareness of the
impact of their culture on others. Western managers must realize
that host country nations may conclude from their behavior that
expatriates are not looking to learn and do not value the perspective that host country partners bring to the table. Bringing Western style management to the field operations may be desirable,
but cultural issues flow two ways.
We must look at how our management structures support the
inclusion and participation we say we want. Otherwise we contradict our own humanitarian principles. As Western development funders and professionals, we should recognize that our
development templates come with embedded sets of values that
may be imposed on a host nation with little regard for cultural
compatibility or cultural impact. It is important to understand
the institutional doctrines, norms and patterns affected by the
changes we bring. We must recognize the need to discern how
host cultures perceive our strategies. We may also recognize that
even our change models do not include cultural analysis. Our
best practices and process driven approaches do not compensate
for cultural understanding.
We can do a better job transferring, sustaining capacity and facilitating transformations if we insist on ensuring that cultural
competence skills inform the performance of leaders. Let us put
our efforts in context and use cultural assessments and cultural
impact analysis to inform our strategies and co-create with our
local partners interventions that leverage local capacity. Sound
diversity practices are, after all, a catalyst for change.

About KTA Global Partners
Karyn Trader & Associates (KTA) Global Partners, LLC
is a change management consulting firm specializing
in assisting clients in developing their strategic frameworks in diversity, shaping corporate culture and managing change. We focus on leadership institutes, capacity
building, leader coaching and survey research. We have
considerable expertise managing transformation and
transitions processes, implementing complex change
strategies and responding to the resistance they engender. We take great pride in our work in helping leaders
build culturally competent workplaces. We have a passion for peace building and the need to build sustainable
multi ethnic societies.
Principles: Dr. Karyn Trader-Leigh (CEO) and Fredric
H. Leigh, Major General, USA (Ret.) (EVP/COO)
www.Acatalyst4change.com; 7768 Glade Court; Manassas, VA 20112; tel. 1 703 794 8682; email ceo@ktaglobalpartners.com

Finding Human Resources
Information

Training the Next Generation
of Humanitarian Leaders

By Alison N. Smith, Executive Director, The Personnel Co-op

By Erin Lyons, Harvard Humanitarian Initiative

s a human resource professional in the international
NGO community, it can be frustrating trying to find
information specific to our community. Whether it is
the salary offered to a NGO expatriate or a sample HIV and
AIDS policy for your local staff, finding reliable, pertinent
information quickly can be the key to your success.

his April, a complex humanitarian emergency will
strike a state forest just north of Boston and only a
bewildered group of graduate students will be there to
respond. Over the course of this two-day-long simulation
exercise, the responders-in-training must successfully create
a detailed service delivery plan to save the lives of internally
displaced people, role-played by volunteers. The event is
an annual component of the Inter-University Initiative on
Humanitarian Studies and Field Practice – a certificate program coordinated by the Harvard Humanitarian Initiative
and the Alan Shawn Feinstein International Center at Tufts
University.

A

One resource that can help provide you answers to such
questions and more is the Personnel Co-op, an association
of HR professionals from international relief and development organizations. The Co-op provides a forum for networking and exchanging information. A member commented that the Co-op, “Establishes the lines of communication
between so many of us who work with similar challenges.”
This network is created through a listserv, a Members-Only
site, roundtables, an annual conference and surveys. The
Co-op has been surveying the community for over 25 years
on salary and benefits information. It conducts a HQ Salary
and Benefit survey, an Expat Salary and Allowance Survey,
and, this year, Local National Salary and Benefit Surveys in
40 countries.
The surveys provide valuable statistics and benchmarks. For
instance, the 2006 HQ Survey found that the average salary
for HR Directors for organizations with over 250 employees
is $125,390 and the average salary for international development private voluntary organization executive directors in
the greater New York area was $277,190. The 2006 Expat
Survey found that 62 percent of organizations administer
expatriate salaries in accordance with their U.S. structure.
61 percent reported that they do not provide hardship premiums to expatriates. Only 11 percent provide tax equalization or tax protection. The Local National Salary and
Benefits Surveys which are currently being collected should
provide a wealth of information in an area where relevant information is difficult to find (surveys are only made available
to participating organizations). Participating agencies think
highly of these surveys. One remarked that the Co-op, “Is
a one-stop shop for all of my salary and benefit questions.”
The Co-op surveys give organizations an objective standard
to judge the “reasonableness” of their organization’s salaries
and benefits, and helps them see what comparable organizations are offering. 107 organizations, many of whom are
InterAction members, participated in the 2006 HQ Salary
and Benefits Survey.
If you are transitioning into this field or need to build your
network, the Personnel Co-op can be a helpful resource. As
one member pointed out, “Having contact with other professionals within nonprofit organizations has been great. It
has given me the opportunity to network and to gain more
knowledge and ideas for implementing policies and procedures at my organization.”
Whether you are a senior HR director from a large organization, or a junior associate in a small agency, the Personnel
Co-op offers an unique HR networking resource where you
can learn and share with others in the international community. For more information contact info@personnelcoop.org
or call (203) 226-2651.

T

Graduates students and medical residents enrolled at the
Harvard School of Public Health, Tufts University and MIT
prepare for international aid work through this interdisciplinary, collaborative program that pulls on each participating institution’s strengths. Faculty member Jennifer Leaning (MD, MPH) noted of the program’s formation that “to
build an excellent program at any of our universities seemed
a daunting task, made less so by the possibility of working
together.” The curriculum emphasizes experiential learning
in the form of field internships, simulations and face-time
with experts in conflict and disaster emergencies. Seminar
topics are designed to introduce students to the wide range
of circumstances they may encounter in the field, and significant instruction time is devoted to humanitarian norms and
standards of practice, such as Sphere, with the larger goal of
developing students into humanitarian professionals.
Students are also required to complete a three-month field
placement with a humanitarian agency working in a conflict
or post-conflict setting. Recent practica have spanned the
globe from Ramallah to Kampala, with students obtaining
meaningful first-hand experience in areas such as genderbased violence, livelihood assessments and food security.
This component has far-reaching benefits beyond student
development: research institutions stay abreast of operational challenges and innovations through sustained contact with aid organizations, which in turn access a talented
pool of trained responders. Commenting on a student’s
performance during an internship, a nongovernmental organization field supervisor remarked, “The experience was
very favorable for us. She was appropriate and clear in her
relationships, which, in a Muslim post-conflict country like
Afghanistan, is very important. Her training and assistance
were invaluable.”
Over 100 students have participated in the program over
its six years of operation and many alumni now hold leadership positions within major international organizations.
The program’s faculty hope that the program will serve as
a replicable model for other institutions and professional
development efforts. For more information, please visit
www.humanitarianstudies.org or contact the Harvard Humanitarian Initiative at info@hhi.harvard.edu.
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By Jonathan Potter
le In Aid
Executive Director, Peop

G

iven that we work in a primarily knowledge-based
sector, People In Aid never tires of asking NGOs to
PROVE to themselves that much-repeated adage
that “staff are our most important asset.” Staff are
critical to helping an organization achieve its mission, but will only be able to do so if they are motivated, supported, recruited for the right job, trained and developed, and
appropriately rewarded. An organization’s values, policy and
practice must support all of this.
People In Aid is a network focused exclusively on human resource issues in development and emergency relief agencies. With
a membership of over 100 NGOs in over 20 countries, we learn
what problems our members are facing and what good practice
exists to help them. Our role is to improve NGOs’ practice in
managing and supporting their staff and volunteers.
Wherever People In Aid goes in the world there are common
issues NGOs are struggling to address. Some are obvious. Terms
and conditions is always near the top; recruitment and retention
also, with 36 percent of respondents in a December 2006 survey
of South/East Asia-based practitioners listing recruitment as the
number one impediment to responding to emergencies. Performance management (managers do not do it) and security (rarely
addressed adequately) feature on the lists of many NGOs.
Yet, some issues our members confront do not relate to policy
production or training, but remain important to the effectiveness
of an organization, such as:

a

Who should do some of the more ‘traditional’ HR tasks:
can’t line managers take on more of the job description
writing, the recruitment, performance, monitoring of
absences/leave and the like?

a

Is HR represented at both the top-level (i.e., contributing
to organizational strategy) as well as in operational planning (“75 people for your new program is fine, but a few
months warning would have been helpful”).

a

Where does HR sit in your organization? Is it doing
personnel work (payroll, absence monitoring, etc.)? Is it
headquarters-based or ‘embedded’ in business units such as
regional desks? Is it just where the buck stops (redundancy,
discipline)? In sum, is it empowered to build the future of
the organization or just recruit the next person – and does
everyone in the organization know which it is?

Furthermore, increasingly we have to help our members address
issues raised by those rather difficult words that can make or
break an organization, including professionalism, trust, wellbeing and engagement.
What is the organization’s view on professionalism? Are qualifications encouraged or compulsory? Are employees given shortterm contracts or the full benefits of organizational learning and
development policy?
Trust is integral to knowledge development in an organization.
Sharing information, transferring know-how, promoting
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innovation and motivation: all provide job satisfaction and a desire
to stay on in a post. The behavior of staff affects the perception
of the organization by internal and external stakeholders
Engagement: talking to, listening and learning from staff is an
obvious way to address their concerns. It is about a sense of
belonging, knowing one’s part in the whole, shared vision and
common purpose. Surveys, focus groups, interviews, telephone
research, big meetings: there are lots of methodologies. The
organization’s personality (coming back to values, policy and
practice) will dictate the level of clash between engagement with
employees and shorter-term needs such as performance and
response to the external environment .
Wellbeing: Are your staff and volunteers physiologically,
psychologically and economically secure while they work for you?
You have a duty of care to look after them, and your beneficiaries
and colleagues have a right to be working with healthy, confident,
motivated and secure individuals.
People In Aid and other groups can offer support and share
good practice in all these areas, but the solutions will be unique
to your organization. Many organizations have of course found
that it is their own staff who have helped them find the solutions.
They ARE your most important asset.

HR and the Line Working Together
In 2005, Save the Children UK changed its approach to HR.
By putting ownership of people management where it belongs
(in the line) the organization now finds it is making better
and faster decisions and enabling a more strategic approach
overall. Whereas previously many HR related decisions came
back to London to be made, now greater resource, decisionmaking and accountability lie at the country office level. Local
HR managers and line managers are the focus for most people
management activities, able particularly to focus on national
staff issues.
Toolkits were developed to provide some global consistency
including a handbook detailing every step in the international
recruitment process (which is now devolved from London to
individual country programs), tools, frameworks and templates. A sense of collaboration and ownership has been fostered. Line managers understand more of what goes into recruitment and are working with HR colleagues and other line
managers to identify internal talent, share talent and identify
creative resourcing solutions within teams. Country directors
take more responsibility for people decisions including selecting their own staff (rather than meeting them when they get
off a plane) and therefore have greater ownership of the performance of their teams.
Save the Children UK’s London head office, now without operational decision-making capacity in HR, has a global function providing strategic frameworks. It concentrates on areas
such as good practice HR standards, leadership and management development, strategic resourcing, and facilitating regional input into global HR issues. Above all, it has more time
now for a range of projects: the first ever global employee
survey of all 4000 staff (bringing a 51 percent response rate);
more development and career planning initiatives for national
staff; implementation of a new e-resourcing system which will
allow country based HR people to place their own job advertisements and manage the responses on line.
Says Rachel Westcott, Save the Children UK’s Director of
Global Resourcing “We’ve got an ambitious and exciting people vision which line managers and HR professionals are working together to achieve at a much faster pace than before”

Wellness: The Emergency and the Collaborative Effort
By John Schafer, Security Coordinator, InterAction

T

he smell of sulfur in the air still brings visions of blood
and bone immediately to the forefront of my mind. It
has been a long time since the attack in Pakistan in 2002
that took the lives of some of my friends, but every time
I smell sulfur, I see bad things and remember there is
potential in aid work for some adverse experiences no matter
how altruistic the intentions are. It takes a collaborative effort
to combat the effects of these different types of stress and the
responsibility for doing so lies on the shoulders of the individual,
the team and the organization.
Stress can impair one’s ability to recognize danger. Because what
we do is critical, it is easy to fall into the trap of ignoring our
own welfare. When a security situation does occur we may not
recognize it, or choose to ignore it out of a misplaced sense of
duty. Since every aspect of field work often involves an element
of danger, deciding when the danger overrides our own ability to
continue can be very difficult. We need to be aware of our own
attitudes. We need to be aware of our colleagues to make sure
that we do not ignore our own health in our efforts to improve
the lives of others. If we ignore the indicators, we can affect not
only our individual safety and the safety of the team, but also the
safety of other operations not even related to our organization.
The health, safety and welfare of all the players are under our
control.
A person who is ill, a person who is stressed, a person who is ill
and stressed: all three will have diminished physical and mental
performance capacity. In an emergency these factors can lead to
poor reactions or decisions that can cause security incidents.
In 1998, the World Health Organization (WHO) published a
report that emphasizes this point. Two hundred aid workers
were interviewed who served in Rwanda, Uganda, and Tanzania.
Three of the highlighted problems were:

a 53 percent of those who entered the field had no medical
brief.

a 20 percent had not had vaccinations (or were not aware if
their vaccination status had been verified).

feelings of disconnection from the home office can increase the
stress even more. The aid worker is often frustrated and angry,
and has few positive outlets for the dealing with the stress.
Yet just as the aid worker is a symbol of hope to those they are
reaching out to, there is also hope for the aid worker.
The aid worker must be able to adapt to numerous conditions
and, for the most part, the drive, determination, commitment
are all factors that placed the aid worker at the location in the
first place. A sense of calling often helps the worker deal with
stress. It is important for aid workers to clearly understand their
personal triggers that may place them overt the edge and to accept those limitations. Denial does not work. The aid worker
must be able to experience job satisfaction and personal joys in
order to reduce and mitigate the stress of the occupation. Management must foster a sense of teamwork both on the job and
personally in a collaborative effort to identify and mitigate the
negative aspects of the job. In most cases, those who play well together work well together. Therefore, collaborative efforts such
as planned volleyball, football, card games and local customary
activities for both the international and national staff members
are important team building exercises.
Although it is true that knowledge alone cannot buy immunity
from excessive stress, it is also true that training and support can
minimize the potential impact of stress on worker health and efficiency. Many aid workers reject R&R or are even asked to forgo
it due to staffing concerns. Headquarters must recognize this issue and have a strategy to deal with it during the implementation
phase of the emergency. Once situations are adequately staffed,
both the local and international staff are positioned to provide
input into policy and procedures based on R&R. Once the strategies are set in the implementation phase, the easier it will be
easier to support the team on the ground during the crises. Plans
that mitigate the effects of the stressors that the aid worker experiences need to include internal support groups involving those
with more experience and professionals trained in Critical Incident Stress and Post Traumatic Stress Disorders.

a Advice on food and water safety and on parasitic and infec-

The individual must know his or her own triggers. Mitigation
should include efforts to maintain relationships with family and
friends. Exercise, diet and vacation/R&R are also important.

The report offered a few suggestions as to the reasons. Postings
for emergency and relief field positions are flooded with applications, which suggest that the workers are expendable, and high
attrition rates may be easily counter-balanced by an ongoing supply of enthusiastic, committed humanitarian workers.

The individual should also share his or her triggers with another
colleague in order to develop a ‘buddy system’ of support. Often
we may ignore our stress indicators; but when a buddy system
has been initiated, the friend can also help act as a check and
remind us of some effective mitigating activities.

To compound the problem, the work environment can have numerous negative stressors such as time pressures, the magnitude
of the emergency, multiple taskings, responsibility overload, and
high-risk locations.

Finally, after the emergency is over for an organization or individual, the psychological battles often rage on. The organization
should have policies and support mechanisms to address the effects that sometimes linger on for years. When we plan before the
event, give support in the field, and care for our workers upon
return, we care for our aid workers collaboratively and better
identify physical and psychological risks that we face. I found out
that I could not fight the recurring visions, could not stop the recurring smells or feelings of failure in loosing my comrades. But
I could identify my stress triggers, learn healthy ways to manage
the stress, talk to friends constructively about what I was dealing
with, and try to educate other organizations that we all need to
care for our people who are giving care to our beneficiaries.

tious diseases was often lacking.

The living conditions that are often related with life in the field
mean that humanitarian workers are exposed to even more abnormal conditions. The living situation erodes personal boundaries that normally would provide psychological protection.
Abnormalities include separation from family, compound living
conditions, limited communication with the outside world, differences in values and cultures, adjustment to different food, and
lifestyles that often limit proper physical activity.
As a result, the humanitarian worker can easily experience dismay
at the lack of on-site and home office support and supervision:

The danger will always be present. To properly mitigate it, the individual, the team and the organization need to work together.
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HOW

DID YOU GET YOUR JOB?

We asked our readers to tell us how they ended up in their current position. Here’s what they had to say...

Elizabeth Latham, Executive Director,
U.S. Committee for UNDP

My job was one of the many unadvertised
positions in Washington. I found out
about it because I happened to check in
with a colleague who knew me and my
abilities because of my volunteer work for
the United Nations Association. After my
interview went very well, I had my previous boss call and expound on my skills
to my prospective employer. Because she
was well prepped with information about
the position and the skills the interviewer
seemed particularly interested in, I was
offered the job.

Jennifer Klopp, Director of
Development and Communications,
Helen Keller International

I had been working for a local non-profit
in New York City and looked on idealist.
org for opportunities. I was interested in
working for an international non-profit
and HKI was looking for a Director of
Development and Communications, so it
seemed like a good fit. In addition, the
organization wanted to build up certain
aspects of its fundraising for which I had
the most experience.

Author wished to remain anonymous

As a Marine infantry platoon commander
in the first Gulf War, I imagined there
were better ways to accomplish U.S. foreign policy objectives. I left the military
and studied Mandarin in China and Farsi
in Iran. My experiences convinced me that
communication is the key to resolving differences in a mutually beneficial manner.
After an unsuccessful attempt to establish
a university exchange program between
Iran and the United States, I returned to
enroll in graduate school. After graduation, I served as a civil-military liaison
officer in USAID’s Office of Foreign Disaster Assistance for five years. I currently
work with the Center for International
Disaster Information.
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Richard M. Walden, President & CEO,
Operation USA

I cheated! I created my own NGO, Operation California (now operation USA)
in June 1979 after deciding with a friend
that we had to try to respond to the Vietnamese “Boat People” refugee crisis. I
asked the International Rescue Committee office in Los Angeles to umbrella us so
we would be able to grant tax deductions
for donors of materials and small amounts
of money. We borrowed planes, trucks
and then some funds from Oxfam America to pay for part of an airlift to Cambodia
shortly thereafter (late 1979). But basically, I was lucky to have been Commissioner
of Hospitals for the State of California
(1977-1982) and well connected in the
health care field and in Hollywood.
I was awestruck (Angelina wasn’t the
first!) by what I thought was the “magic”
of being a relief worker. But that quickly
disappeared when I also experienced my
first half dozen run-ins with relief bureaucrats, who in those days had life tenure in
the relatively few jobs there were. In addition there were no (as in “zero”) courses at American universities that directly
prepared anyone for this career ... and, as
a consequence, it was mostly a profession
for “ex-somethings”: ex-academics, exgovernment officials, ex-wives/husbands
escaping bad marriages, etc! Not a guarantee of good programs.
The sad thing for me is that the initial
wave of compassion that people had then
was slowly overcome by the professionalizing of the NGOs: college degrees in
relevant subjects are now the norm. It’s
“hip” to do relief work (we were one of
the early NGOs junketing celebrities hither and yon to experience a disaster or endemic poverty and then go back to do TV
talk shows). What happened is that the
field has “morphed” into a government
contracting racket as ever more NGOs
seek government money and tailor their

programs to what funds are available from
government sources. It has morphed
into a PR-driven racket for private funds
with all manner of dubious claims of effectiveness. It has morphed into a wideopen, unregulated (unregulated except
for “voluntary standards”) business that
has attracted both good and bad people.
Every televangelist now apes what World
Vision, a solid NGO, pioneered so effectively in the late ‘70s/early ‘80s: the
religious-based TV pitch with a kid with
a distended belly and an in-house relief
function as part of a televangelist’s empire. It’s enough to make one cynical.
But, to end on a good note, we have more
of everything, including more educated
people with energy and passion and compassion who are willing to go to the ends
of the earth to do good by doing well!
I’m still here 27 1/2 years later.

Bill Leedom, Director, Human
Resources, Christian Children’s Fund

My past experiences have all been in the
for profit world. I had worked in banking, retail and insurance in the HR areas
of these organizations. An acquaintance
of mine with whom I had worked at the
bank became the CFO of CCF. When the
organization was in a search process for a
new Director of HR, he called me to tell
me about the position. I applied and was
selected.

Mark A. Flanigan, Program Analyst,
Critical Infrastructure Protection

I got my job as a Program Analyst in public health emergency preparedness this
past year through the Presidential Management Fellowship (PMF). I graduated
with a MS in Peace Operations from the
School of Public Policy at George Mason University. The School encouraged
us to apply for federal government work
through a variety of fellowships. I pursued
the PMF and was one of six Fellows chosen from George Mason in 2006.

Paul Montacute, Director, Baptist
World Aid, Baptist World Alliance

As a Director of the Baptist World Alliance (BWA) I was elected to the position
of Director of Baptist World Aid (BWAid)
by the worldwide annual General Council
of the BWA, meeting in Zagreb, Yugoslavia, in July 1989. This elected position
was for a five-year period starting in July
1990. Since then, I have been re-elected
every five years and am currently serving
in my fourth quinquennium of service.

Carrie Schildroth, Director,
Organizational Development,
International Rescue Committee

I moved to New York City in September
of 1999 and started looking for a new job.
I knew I wanted to work in the non-profit
sector, but I didn’t know what specific organization I wanted to work for. I began
researching job listings and the organizations posting them. I became very interested in the International Rescue Committee (IRC) because of its mandate and
the amazing work they do throughout
the world. The more I researched and the
more I spoke to people familiar with the
organization, the more interested I became. I applied for a Human Resources
Administrator position and began my
new job in December 1999. After a little
over a year, I was promoted to Human
Resources Officer covering East Africa.
The IRC has grown tremendously in the

time I have worked with them and many
new initiatives and programs have been
developed. This past year, I was offered
another opportunity and began a new position as the Director of Organizational
Development. It has been an amazing 7½
years and I look forward to the successes
and challenges of this new position.

Anne Castleton, Government Grants
Coordinator, Church World Service

I was working as a project manager and
communications specialist in Switzerland
at a large multinational pharmaceutical
company when I became interested in
HIV/AIDS while working on the development of a pediatric formulation for an
existing AIDS drug. I had a colleague and
friend who worked for CWS and I volunteered to document some HIV/AIDS
case studies. After visiting Sierra Leone,
India, and Armenia I decided to make the
career shift to NGO development work.
It was difficult to switch into this sector
because organizations were looking for
in-country experience or language proficiency. I ended up returning to the U.S.
to take a job in fundraising at CWS.

Elisabeth Kvitashvili, Director,
Office of Conflict Management and
Mitigation, USAID

I am a career foreign service officer with
USAID having joined the Agency after
graduate school. I have been with USAID

over 25 years now! Although my background is in development, my career has
taken me into jobs that were more focused over time on disasters and crises,
and eventually I combined my development background with a background in
emergency relief and conflict. My last assignment was in Afghanistan where I lead
USAID efforts to rebuild Afghanistan. As
a result of that assignment and my rather
innovative way of thinking, I was asked
to launch USAID’s new Conflict Office.
I am now the Director of the Office of
Conflict Management and Mitigation at
USAID

Mary Hope Schwoebel, Independent
Consultant

I have been an independent consultant for
the past ten years. I became a consultant
out of a desire for flexibility when my children were young, but I soon found that
it was also an exciting professional move.
Although I had the requisite credentials when I started consulting in terms
of education and experience, there were
two factors that have helped me to obtain
consulting opportunities. The first is that
I am a generalist which means I am not
restricted to just one sector or just one
geographical location. The second is that
I like people and I am not shy, so living
and working in the DC area has enabled
me to establish and maintain extensive
networks.
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SHARING EXPERIENCES

CAREER
We surveyed our readers on the
human resource challenges in
the NGO community. Here’s what
they had to say on networking,
creative career development,
job security, staff turnover, and
transitioning across different
sectors.
NETWORKING
lInformational interviews. While they are
important (mainly because they help you
hone your resume and identify organizations that you might be interested in), in
my opinion informational interviews are
not the type of networking that will land
you a job. Meeting people at happy hours
or at other places is also unlikely to land
you a position. Both of these things, however, are useful in helping you learn more
about opportunities that may be out
there. In my opinion, the best networking
that one can do is to volunteer with a professional organization. The more people
that work with you in a professional situation, the more people you will know who
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would be willing to recommend you to
a friend who happens to be hiring. So, if
you find yourself out of work, set aside a
good chunk of time to volunteer with an
organization that includes people in your
chosen field. For people interested in development, I always suggest the United
Nations Association and the Society for
International Development.
lThis is key – especially in Washington.
Whether it’s joining the Society for International Development (SID) or another
networking group, these types of organizations can be very beneficial. Meeting
people for coffee is a good idea. Don’t be
a shrinking violet: it’s how most people
get ahead. Always be courteous and respect people’s time. Meetings hosted by
the Center for Global Development, the
Advisory Committee on Voluntary Foreign Aid, the American Enterprise Institute, and the Wilson Center are good
opportunities for networking. If you are
actively looking for a job, it may help to

create an email list of people with whom
you have spoken about your job search.
You could do a monthly update – informing them of your progress, leads, etc.
That way you stay on their radar and it’s
a chance to send out an updated resume,
as needed.
lMy work networking is limited to friends
who work in similar jobs. I’d love to see
a network that is primarily social in nature so development professionals could
get together in a relaxed environment to
share challenges and solutions.
lGo to as many briefings, meetings, professional socials and events in and around
DC as you can. Bring plenty of business
cards to exchange and follow up on all
new contacts made to build your professional network of contacts.

CREATIVE CAREER DEVELOPMENT
lI don’t know about creative, but I believe our own actions – how we treat others with whom we work, how seriously we
take our internal and external responsibilities – dictate how we progress. Flexibility

and understanding are critical, as well as
a team approach to getting any job done.
A commitment to the cause is essential.
I think the non-profit world poses great
challenges for ambitious career-minded
people, since the lack of resources (in
terms of salaries and limited budgets to
get projects done) can often be draining.
lEmployers should help employees by
giving them a clear idea of career progression and opportunities for training,
education and professional development.
Also, it makes a huge difference if there
is a good HR system in place to welcome
and integrate new employees into the organization seamlessly.
lIt requires discipline, but it’s worth
making the time to meet with colleagues
for coffee, particularly those with whom
you don’t work directly. It’s a good way
to learn more about their work, what they
are up to, etc. Particularly reach out to
those who are your senior, if you are comfortable. Employers who offer classes on
good writing, brown bags on how folks
moved along in their careers and other
types of opportunities are to be commended.
lEverything in the humanitarian field is
about people. The people you help, the
people you work with and the people who
provide the authority and resources to respond collectively determine the efficacy
of your efforts. While there is no entrance
exam or career path to becoming a humanitarian or development professional,
your advancement in the field will always
be measured by your interactions with
others.
lIn USAID we are extremely constrained
to continue with career development and
training opportunities. In the absence
of formal training, most training comes
through “on-the-job” training – which
is actually quite good because it’s more
practical in many ways since it is less theoretical and more practical. Most USAID
staff are well grounded in “theory”, but
less-seasoned officers need more actual
field experience because, as we all know,
“you can’t always do it by the book” – one
needs to creatively adjust what you learn
from textbooks and apply it to the context
in which your operating. Another point,
however, is that MENTORING should
be given a higher emphasis (again in the
absence of funds for formal training and
education). Senior mentors with the wisdom of field and Washington experience
are critical, especially as a way of passing
on “lessons learned.”

JOB SECURITY AND STAFF
TURNOVER
lI am one who moves from organization
to organization, but I think this roaming
is not unusual for a development
professional. I like the ability to get
involved with often quite different
charities since my skill set can transfer
pretty smoothly. In my own experience as
a recruiter, it seems that professionals in
Development/Communications are not
satisfied with raises at their organization,
or there is limited upward mobility, so
they look elsewhere.
lManaging a mailing list, I have observed
a fair amount of turnover, more so at the
entry level, which is fairly typical. Those
trying to break into relief and development positions generally are seeking oneto two-year experiences. My advice for
people is to consider a field experience if
appropriate, but also an internship if they
are just starting out. If someone really
loves a sector, then stick with it. Technical specialists are always needed but so are
good managers and big picture thinkers.
There are more and more ads for various graduate school programs but good
writers and critical thinkers are always
in demand. Therefore, graduate school
may not be worthwhile unless a scholarship is offered. Spending years to pay off
debt with little financial return may not
be ideal. On the other hand, it could
open doors for fellowships. Another possibility is programs like the Peace Corps
which have relationships with graduate
programs and may provide credit for field
experience. Also, look for opportunities
to learn about government procurement
including a chance to serve as a panelist
for a grant or contract. Even if it’s in another part of the federal government, it
will provide invaluable insights. Finally,
a good attitude and a willingness to serve
stand out to employers as well as a desire
to listen and learn from others.
lNGOs are often terrible at helping
employees (especially non-management
employees) advance within their organizations. Employers should think seriously
and strategically about how they can restructure their organizations to create
regular and meaningful opportunities for
professional development and advancement. Otherwise, all their bright young
staff will leave for jobs in graphic design,
government and the law.
lI am often struck by how many young
people are working in NGOs and other
offices in Washington, DC, just hoping

to get the break that will land them overseas. Most of these young people have
first class educations, are incredibly hardworking and energetic, and have done
everything right, by volunteering, interning and taking entry-level positions. Yet
many of these young people work and
wait in vain, get discouraged and eventually go into other careers. As a result, I
have come to believe that the straight and
narrow path is not necessarily the most
expedient one for realizing one’s career
dreams. I recommend that young people
take some risks to realize their dreams. I
recommend that, if they are willing and
able, they relocate to a country or a region in which they would like to work and
then volunteer, intern and knock on doors
until they get a job with an organization
doing the kind of work they would like to
do. It is amazing how many opportunities there are for people with the requisite
preparation, who are at the right place at
the right time.
lAnother recommendation I have for
aspiring consultants is to broaden your
experience as much as possible. You can
either start with expertise in a specific
country or region and then broaden it to
include multiple sectors; or you can start
with expertise in a specific sector, then
broaden it to include multiple countries
or regions. The broader your experience,
the greater the number of consulting opportunities for which you will qualify.

RECRUITMENT
lAn emerging recruiting trend is the
trend towards hiring “older” workers including those who have retired from previous employment. Similar to the “double
dippers” in government service, companies are hiring employees, including their
own retirees, embarking on a second career after retirement. Companies accommodate their needs for working fewer
hours by offering regular but part time
employment and job sharing. This way a
lot of good useful experience is not lost
but kept available. With life expectancy
increasing, these resources are expanding
noticeably. With older workers being a
“covered group” it is also helpful from an
EEO perspective as well.
lHHS recruits through federal government job fairs, PMF and other fellowship
programs. Something that is talked about,
but not implemented very often, is the repayment of student loans. I feel that this
would go a very long way in recruitment
and retention for new employees.
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From the human resources
professional’s perspective.
Bill Leedom, Director, Human Resources, Christian Children’s Fund

lRecruitment in general is an important
but often overlooked need. This is true for
all fields, not just development. Job seekers need to be persistent and it requires
a lot of self-discipline and confidence because sometimes one will be doing all of
the “right things” but there may not be a
lot of good opportunities available. Every
day one should do something to further
one’s job search – whether it’s tweaking
the resume or making an appointment
for an information interview. The adage
that it’s easier to find a job when you have
a job is true. Generally, it’s not a good
idea to quit one’s job. One has more opportunities to meet people in one’s field
and frankly, steady income is important
and employers do look at this on resumes.
Sometimes, stressful jobs force us to find
more balance in other areas of our life
– exercise, a hobby, lifestyle changes, etc.

TRANSITIONS
lLearn the language. Each sector has its
own language and terminology and in
the NGO sector it is hard to manage all
the acronyms. There should be a Development Glossary book that includes the
names of all NGOs. In addition, I had to
give up using ‘leverage’ ‘exploit’ ‘ROI’
‘milestones’ ‘productivity’ ‘value chain’
‘drop dead dates’ etc. from the business
world as they have quite a different connotation and/or sometimes no resonance
in development. On top of that there is
the difference between working in a faithbased versus a secular organization. Do
you end emails with ‘Blessings’ or ‘Best
regards’?
lAnyone who has worked in one sector
exclusively (government, business, nonprofit, etc.) is likely limited in their awareness of the typical behaviors, expectations,
meeting protocols and project management styles that are the norm in the other
sectors. Each sector has its strengths and
it would be great if there were more crossfertilization. On the NGO side, the obvious benefit could be improvements in the
efficiency and effectiveness of the work.
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The most effective action any organization can take for career development of its employees is to create an environment of continuous learning throughout the organization
from top to bottom. Employee career development is largely the responsibility of the
employee. However, the organization should be receptive to providing opportunities
and continuous learning for the employee. The old saying that you can lead a horse to
water but you cannot make it drink certainly applies to this situation. If the employer
offers courses, tuition reimbursement, inter-departmental task forces, and other learning
opportunities, the employee must be willing to make the sacrifice of time and effort to
take advantage of these opportunities. In return for the sacrifice and skill attainment, the
organization and individual managers must be willing to recognize internal talent and
provide growth opportunities to its own employees first.
If organizations fail to provide the environment and encouragement for their employees to grow in the job, they will end up losing their most valuable resource to another
organization that is willing to provide these opportunities. Even if the environment
and learning experiences are provided by the organization, if career growth is stymied
turnover will occur. The expense and talent drain is too great to afford to lose these
employees.
Staff development resources are plentiful within and outside of an organization. External resources include: local colleges and universities; professional organizations that
offer courses, conferences, seminars and other such learning experiences; webinars and
web-based learning experiences; volunteer opportunities with other local organizations
to enhance experience; studies towards certification in an area of expertise; and the like.
Find the opportunity to learn and discuss it with the person’s manager to let him/her
know of this effort.
Examples of internal resources include: courses offered by the organization, mentoring
by a respected individual in the field; tuition reimbursement; inter-departmental task
forces; and volunteering for projects that will expand the employee’s knowledge base.
Sometimes volunteering for work outside of the normal duties provides both a chance
to learn as well as exposure to other people and areas of the organization. Again, career
development and learning is where you look for it and take the effort to obtain it. It
is not the organization’s responsibility to spoon-feed it. It is the employee’s career and
some responsibility lies therein.

Carrie Schildroth, Director, Organizational Development, International
Rescue Committee

One of the new exciting initiatives that the International Rescue Committee (IRC) is
undertaking this year is a Leadership Capacity Building (LCB) program. The IRC recognizes that staff is an essential resource upon which the achievements of IRC’s objectives depend, so we are committed to developing the skills and experience of our
high-performing staff. Through the LCB program, the IRC will be able to evaluate and
develop competency-based training and activities for selected staff in order to broaden
their knowledge and managerial and technical skills. This program will begin with three
pilot programs in 2007 with a focus on senior management, logistics staff and national
staff. Although all three programs will include national staff, the last pilot program will
be specifically focused on them. The overall goal of this program is to build on our staff’s
natural strengths as leaders, as well as retain our high-performing staff in leadership positions, build and support their career paths, and create a learning environment.
The IRC also recognizes the importance of the health and well-being of our staff. We are
committed to providing the tools and resources needed to improve the health status and
quality of life for all staff. We also understand that providing the necessary support for
staff maximizes the talents of all individuals and leads to a healthier and more productive
work environment. Our goal is to promote staff wellness through education, prevention
and support through the creation of a comprehensive IRC Staff Wellness program.

Five things I wish someone
had told me when I started
working for an NGO.
lWho’s who in the zoo
lKnow before you go
lBe safe
lDo less, be more
lBeing a humanitarian is a life journey not a job title
Who’s who in the zoo

Develop a database of contacts, keep it updated and relevant. Every
community of professionals is small and incestuous. The NGO community is more so. You know that when you arrive on the scene
there are going to be the Usual Suspects. Jim from CARE, Jane
from CRS, Bob from OXFAM, and Barbara from MSF. Next year,
next disaster, it’s Barbara from CARE, Jim from CARITAS, Jane
from World Vision and Bob from OXFAM. (Someone had to stay
in their job one year…)
Unlike an office job where you might assess your worth by the size
of your cubicle, distance from the boss or view from the window,
career development in the humanitarian field is measured by your
ability to work with an ever-expanding circle of colleagues within
increasingly difficult and complex situations. So you’ve learned how
to share new agricultural techniques with local farmers. Can you
accomplish those goals in an area full of unmapped mines? Is the
program still effective where there is civil strife? Will the entry of
foreign troops into the region derail your program? No?
In the development world, you advance by being able to accomplish
more with fewer resources. Your colleagues will help provide the
expertise you don’t have. Knowing how to match your limitations
and weaknesses with other people’s strengths and abilities will allow
assistance to be effective through increasingly dynamic and complicated environments. Improvise – Adapt – Overcome.

Know before you go

Study the economic underpinnings and political ramifications, as
well as the cultural and social histories surrounding each operation.
Socio-economic imbalances do not happen overnight, nor are their
roots completely unreasonable. As a disaster responder or development specialist, it helps to understand the myths, traditions, histories
and logic behind why “This is the way we’ve always done it.”
Simple things like ignoring the elders, disrespecting the females, or
circumventing traditional power structures can retard or derail the
most well-intentioned program. It’s said that the art of diplomacy
is letting other people have it your way. Thus the key for a Greek
is not to promote Zeus, Hera, and Ares to the Romans, but to advance collaboration by discussing Jupiter, Juno and Mars. If you’re
going to work in Afghanistan, Iraq or Sudan, you might want to
study the roots behind concepts like zakat, sadaqah and futtuwa or
perhaps the nuances between jihad akbar and jihad asghar. Knowing
the local terms will reduce hours of discussion over whether it’s aab,
mizu, eau, voda, agua, or Wasser and allow work to begin providing
15L/person/day to all concerned.

Be safe

One of the first things they teach you in lifeguard school is: don’t
drown trying to save someone else. Army Ranger School instructs
students “don’t ever take a chance you don’t have to” or, in dysphemistic terms, “don’t get yourself killed killing someone else.” A
harrowing food delivery to a besieged refugee enclave may be the
highlight of your career and heralded on CNN as a mission of epic
courageousness decorated with strokes of genius, but will do little
to change the long-term overall conditions. Heroic adventures are
nothing more than lucky escapes from poor planning.
The inequalities of society have roots that are decades, generations,
and sometimes centuries old. Unless those underlying causes are addressed, the injustices will continue to thrive. If you want to survive
and have long-term successes in the field, you need to calculate the
costs, benefits and risks of your strategy in detail and then rehearse
your primary and secondary courses of action when the worst-case
scenario arises. A dead humanitarian is useful to no one except those
who would like to stop the operation.

Do less, be more
In The Art of War, Sun Tzu teaches that the acme of generalship is
not defeating the enemy in war, but achieving your objectives without ever taking the battlefield. The first question that needs to be
asked is: have we done everything we can to curb our desires here to
ensure that we do not create inhumane conditions over there?
Are sanctions contributing to the rise of rebel militias that destabilize the central government and result in food insecurity or civil
strife? Have arms sales emboldened foreign government policies of
increased discrimination against minorities? Have diplomatic maneuverings to support multi-national corporate interests rendered
local social support structures ineffective? Will the pursuit of terrorists limit journalists’ freedom of speech or encourage the restriction
of civil liberties in the name of security? Will toppling a dictator result in anarchy? Will reconstruction efforts establish a government
with even greater inequities than the deposed regime? Will the cure
kill the patient?
Have we done all we can in the United States to reduce the waste
and systemic inefficiencies that cause externalities borne by developing nations in the form of disease, starvation and increased mortality? A humanitarian’s job is as much to mitigate the negative impacts
of their own lifestyle on others as it is to change the world in the
model of their values. If we truly become a sustainable example of a
successful life, others will follow us naturally out of self-interest.

Being a humanitarian is a life journey not a job title

Inequities have existed since the creation of honor and rank. Being paid to feed people in Burundi is no more commendable than
volunteering to deliver food to the homeless in Boston or working
three minimum wage jobs to feed your own children at home. Being a humanitarian is not defined by what you do so much as how
you approach your life. There are people in the humanitarian field
who are mean, heartless, greedy, uncharitable, and power hungry;
just as there are people who serve in the military or businesses who
are kind, gentle, abstemious, charitable and humble. The key is not
where you are or the title of your job, but what you do with the talent and resources you have and the intent with which you employ
them. As long as what you do is impelled by a oneness with humanity, you can call yourself a humanitarian.
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Principal, Southern Cross Associates

CAREER DEVELOPMENT

“Staff turnover has become a major concern for [development and humanitarian assistance] agencies.
Unplanned staff turnover is problematic and expensive, affecting not only learning and efficiency, but also
the capacity of agencies to respond to new emergencies, or even sometimes just to continue existing
programmes.”

T

his was the conclusion of a recent report entitled Understanding and Addressing Staff Turnover in Humanitarian Agencies by David Loquercio, Mark Hammersley
and Ben Emmens of the Humanitarian Practice Network (HPN) and published by the Overseas Development Institute (ODI), which studied U.S. and European based
development and relief agencies.
Positive staff turnover in agencies is useful in protecting staff from
burnout, bringing fresh ideas in and allowing staff to remain unbiased, and adapting staff to funding availability. Dysfunctional
turnover, however, which occurs when talented staff members
with needed expertise and experience leave prematurely, drives
up agencies costs associated with separation, recruitment and
orientation. Turnover of a manager or technical adviser costs an
estimated six to twelve months’ salary in a typical agency.
The HPN/ODI report determined that even more costly are:
the added workload, poor morale and attendant stress for those
who pick up the responsibilities of the leavers; the loss of organizational, programmatic and operational knowledge; failures
to renew leadership; lack of continuity; inferior program quality;
loss of talent; and insufficient capacity to respond.
The report found that the third most commonly cited reason
for staff leaving prematurely (after better pay and conditions
elsewhere and poor leadership) was “lack of career opportunities
and growth”. It also found that introducing or improving career
paths and professional development opportunities was the factor
most frequently cited as persuading staff to stay with an agency.
It rated as more important than all other factors including better
pay and conditions, better work-life balance, and better leadership.

cost as possible, relevant to immediate job responsibilities, and
achievable in the course of a normal work year. They are also
primarily experiential, rather than classroom based, and therefore
delivered in the in which most adults best acquire new skills and
knowledge.
Such options include new specific, manager-supported task assignments, manager coaching, selective reading, work with a
more experienced colleague on specific activities, an exchange
such as a secondment, temporary assignment or a job swap,
representing the agency at meetings, visiting other organizations
through friends and contacts, membership in working groups
and committees, attending conferences and seminars, giving
talks, training others, learning from colleagues who have already
developed the relevant skills, and E-learning.
These programs are competency-based in that they use competencies as the work specification or way of describing work.
Competencies describe the behaviors, knowledge and skills required for success in a role or job. Competencies are preferable
to other more general and standard job requirements such as
descriptions of functions, years of experience or academic qualifications alone, because competencies are observable specific to a
role and comprehensive.
For example, Save the Children U.S. identified the following
competencies specific to the role of human resource manager:

a

understands and applies Save the Children’s performance
management processes and requirements; and

a

uses change management tools and methods effectively.

PLAN identifies the following as some of the competencies of an
effective leader:

A number of InterAction member agencies have successfully introduced or are in the process of developing such programs in order to stop the loss of talented, experienced staff. Such programs
are proving to be a cost-effective and practical way to manage
turnover rather than be at its mercy.

a

creates a climate where people come forward with new
ideas and are prepared to take appropriate risks; and

a

adopts a flexible style and approach to effectively respond
to circumstances

Such programs consist of an additional process, usually included
in periodic staff performance reviews, in which the staff member
and his or her manager identify the competencies or the behaviors, skills and knowledge that he or she wants to improve in
order to be more effective in the current job and to prepare for
a future job. In consultation with the manager, the staff member
includes in a Personal Development Plan (see Fig. 1 below) a list
of the activities they will undertake to increase specific competencies of that individual and the support needed from the agency to
accomplish this goal.

Competencies identified by KTA Global Partners that enable effective management across cultures include:

The options offered as activities the staff member can undertake
to achieve the identified competencies are intended to be as low-

24 

MONDAY DEVELOPMENTS

a

is aware of own personal values, beliefs, biases, and “isms”
that influence own attitudes and behavior;

a

understands the value of diverse teams and manages multicultural teams effectively, through valuing differences in
thinking and problem solving styles; and

a

understands the affects of racism and sexism on employees
and clients, and recognizes need for advocacy with management, human resources and others.

In the career development process, the results of the implementation of the Personal Development Plan (PDP) are then recorded in the next performance review and a new PDP is developed
for the staff member. Ultimately, the manager and others refer to
these results to identify people to consider for a vacant position
or promotion.
The process gives the staff member assurance that the agency
values the individual’s capabilities and is interested enough in
the individual’s future to invest in his/her development. It also
allows the staff member to see a progressive path in the agency
and opportunities to grow and pursue interests. The process
gives the agency a mechanism for retaining effective people by
demonstrating that it values them. The process also helps create
a pipeline of candidates for vacancies and promotions to which
the agency can readily.

About Southern Cross Associates

Southern Cross Associates guides its clients to achieve better
ways to envision, to operate and to empower people. Significantly increasing demand for services now challenges interna-

tional organizations at a time of unprecedented competition for
resources. Moreover, the environments in which these organizations operate are more demanding and dangerous than ever.
The need for employees who are effective across cultures has also
increased. Like the constellation from which it take its name,
Southern Cross Associates guides voyagers to explore new paths
and transcend boundaries to meet these challenges.
A group of international consultants in organizational effectiveness, the mission of Southern Cross Associates is to provide
each client with consultative, training, and change management
services that will improve strategic, leadership and intercultural
skills. It strengthens leaders, building work communities shaped
by the voices of its clients’ constituencies.
Southern Cross Associates takes uses a thoughtful change management approach with interventions based on thorough analysis and uses the most appropriate tools for its clients. Its creative
processes engage the spirit and expertise of its people. Its team
members coach and train clients so that clients can identify the
issues and own the results.

PERSONAL DEVELOPMENT PLAN
NAME: ………………………………………………………
COVERING THE PERIOD

FROM:

TO:

Planned outcome_____________________________________________________________________
(Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or ‘more of the same’.)
Which competencies
do I want to improve
for my current job
and a future job?

What do I
want/need to
learn?

What will I do to achieve
this?

What resources or
support will I need?

What will my success
criteria be?

Target dates for review
and completion?

Personal Development Options
•
•
•
•
•
•
•
•

Specific, manager supported new task assignments
Manager coaching
Selective reading
Working with a more experienced colleague on specific activities
Some form of exchange – for instance a secondment, TDY or a job
swap
Representing the agency/department at meetings
Visiting other organizations through friends/contacts
Membership of working groups and committees, at work or through
voluntary work outside of the organization

•
•
•
•
•
•

Attending conferences/seminars
Giving a talk on a specific topic
Training others
Open or distance learning
Learning from colleagues who have already developed the
skills
E-learning
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CAREER ADVICE FROM A CEO

Hilary Nalven of InterAction interviews Sam Worthington, InterAction’s CEO
Pursuing—and even beginning—a career in international development and
humanitarian assistance presents many challenges and often little clear guidance
on how to overcome them. As someone fairly new to this sector and the
InterAction staff, I had the opportunity chat with Sam and get his professional
insight on career development.

If there were a few bits of wisdom you
wish you had known earlier in your
career what would they be?
This sector is hard to get into and requires
that you keep trying. I had difficulties
breaking into the field. In the early 1980s,
I was rejected for jobs in organizations
that are now members of InterAction.
Persistence is key. Good timing is also a big
factor.
You do need to get to the field. It is
important to see the world and easier
to do so before one gets too tied down.
Whether it is before or soon after graduate
school, the earlier you live and/or work
abroad the better. Furthermore, the field is
often where opportunities arise. I know of
people who went to the field without jobs
and landed them after arriving.
There appears to be a paradox for many
people new to this sector. It is widely
suggested that one should get work
experience before graduate school. Yet,
without an advanced degree it is quite
difficult to land a job. What is your take?
The dilemma drives you nuts, and it is
real. Employers do want experience. The
difficulty should be approached with
willingness to take risks in job searches,
without knowing exactly how hard to try
before giving up. Again, persistence is key.
This might mean packing up and heading
overseas to be broke and volunteer for
some time. You can only gain the necessary
experience by throwing yourself at the
problem or by being lucky. Usually it is a
bit of both.
It is valuable to see some of the world
before graduate school. Life experiences
outside of school help hone in on your
interests. Moreover, people are not solely
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hired because of a better resume, but often
because employers are familiar with the
work a person has done or how she/he fits
within an office.
Working within our sector entails becoming
part of a network, whether one chooses it
to be international or U.S.-based. And it
is not always best to enter our domestic
network through Washington, DC or New
York. Nongovernmental organizations
(NGOs) based in cities scattered elsewhere
across the U.S. may be where the job
opportunities lie. So it is also about being
mobile.
What type of advanced degree do you
recommend to give someone the skills
that organizations value?
Ask yourself, “Do I want to be a
technical person? Am I interested in
gaining specialized skills from agriculture,
engineering or finance degrees? Or
do I want to be a development and
humanitarian generalist, for which I must
be able to write, analyze, conceptualize and
implement proposals or projects?” Also,
knowledge of another language speaks to
an understanding of and an ability to work
with different cultures.
There is a large pool of people with masters
degrees, and interest in this sector is big.
Although a graduate degree is necessary, it
is no guarantee of success. Breaking in may
take creativity. For example, take initiative
and start your own local organization or
advocacy campaign to make a difference
and get noticed.
Do you have any advice about how to
choose an organization that will best
ensure that your fieldwork will make
a positive difference in the developing
world?

Do your research. Look for organizations,
such as members of InterAction, that meet
certain staff human resources standards.
Diversity is important in the field: recognize
the organizations that are increasingly
working with international staff and are
not dominated by Northerners (people
from the industrialized world). Figure
out an organization’s funding. Where is
the money coming from? Is there a solid
funding basis and steady resources coming
in? Also, if there is new monetary inflow or
grants, it means jobs will be opening up.
Ultimately, make the choice based on your
own values and beliefs, because you will be
joining their cause and that cause needs to
be your own as well.
And what are your thoughts on working
for the U.S. government rather than an
NGO?
It is a personal choice, but the future is in
NGOs.
Do you recommend volunteering as a
way to gain experience and promote
career development?
Yes. Volunteering is a great way to gain
experience and get in the door, if you can
afford to financially.
What is your opinion of the Peace
Corps?
The Peace Corps is a great “entrée” for
those unfamiliar with life in the field and a
good way to gain in-depth understanding.
There are other similar programs that help
people to get out to the field. Additionally,
more and more young people are traveling
on their own or in small groups. Taking
this step is easier for people with supportive
families, a mentor, or a type of “old girl
network” to tap into.

Many people find jobs in this
sector by networking with current
co-workers or former colleagues.
How did you use your network at
different points in your career?
Networking is being part of a
community. But exactly what
community you become a part of is
your choice, determined by whether
one establishes a career based in the
long term internationally or in the
U.S.
My main network earlier on was
out of grad school and consisted
of professors and fellow students.
The difference now is that you meet
people over the years and will not
know for whom you may be working
in the future. For example, some
years back I applied for a position to
be a country director with the Peace
Corps. Although I did not accept
the position, years later I ended up
hiring the gentleman with whom I
had interviewed.
How does one transition within
the sector (e.g., going from
program jobs to managerial
positions, or from a humanitarian
to development focus)?
Often it just happens. Movement
tends to occur for those who are
seen as constructive, team-oriented
individuals. Competent people
should find that there is much to
do and be able to evolve in their
own productive ways. Experts
can consciously move within and
between organizations and positions
to build their skill sets. But they
must also show that they can stay in
one place for a solid period of time.
One challenge to the sector itself is
to continually create these jobs.

Reality Check.
It takes persistence. The international development/humanitarian relief
sector is competitive and difficult to break into. It may take many tries before
landing the right job.
Be willing to take risks. Do not be afraid to attempt many different things
in unknown places.
Luck and timing count. Good timing and lucky circumstances may affect
the duration of your job search or create opportunities.
Mobility matters. Opportunities often lie in the field, as well as in U.S. cities
beyond New York and Washington, DC.
Get to the field. Experience in the field is a must, and the sooner the better.
Get creative. An advanced degree is necessary. But landing the right position
often requires a unique approach and self-initiative.
It is more than networking. Getting into and progressing in this sector is
about joining a community and building constructive relationships.

DEVELOPMENTS
Tired of stealing the
office copy of Monday
Developments? Order
yours now and get one
for a friend, too!
Subscribe now for one
year and get one year
FREE for a friend!

Careers are not necessarily linear.
Believe you can do something and
go for it. In the beginning, do not
worry about rejection. Have sense
of commitment and keep trying. It is
important to recognize that the NGO
sector is as political and complicated
as any work environment. You
must learn the rules in order to get
around.
Any final thoughts?

For a limited time, you
will receive two one-year
subscriptions for only $68.
With the 15% discount,
that’s a total savings of $92.

This community needs you, so keep
trying. You know who you are.

www.interaction.org
Email us to order now: publications@interaction.org
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RESOURCES
BOOKS-REPORTS-WEBSITES-EVENTS-FILMS-TRAININGS

International Career Publication Available Online for People with Disabilities

Want to learn
more? Check out
these resources!

An online resource from Mobility International USA/National Clearinghouse on Disability
and Exchange titled “Preparing for an International Career: Pathways for People with
Disabilities” encourages young adults with international interests to explore careers in
the international affairs, exchange and development fields. Available at www.miusa.org, the
online booklet highlights different types of international occupations, job prospects, tips to
prepare for an international career, insights from role models and emerging leaders with
disabilities in these fields, and the international exchange and fellowship programs they in
which they participated.

Human Resources Help for NGOs
www.epn.peopleinaid.org
www.humanitarian-psy.org
www.aidworkers.net
www.peopleinaid.org
www.shrm.org
www.personnelcoop.org (for members)

EPN Conferences
EPN are conferences for HR practitioners working in emergencies. The Rome conference
in May 2007 will covering professionalism (ww.epn.peopleinaid.org). Additional conferences
will be held this year in Nairobi (March) and Bangkok (June).

Salary / Terms and Conditions
Contact the Personnel Co-op about in-country salary surveys or ORC Worldwide

Security
http://ec.europa.eu/echo/evaluation/thematic_en.htm

Trust
Emergency Capacity Building Project’s Building Trust in Diverse Teams, a pilot project of
its Staff Capacity Initiative (www.ecbproject.org)

Wellbeing
www.antares.org
www.headington-institute.org
www.humanitarian-psy.org

Performance management
www.epn.peopleinaid.org/files/epn6/performance-management-final.pdf

MORE
RESOURCES
ONLINE
www.interaction.org
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Engagement
People In Aid’s Code of Good Practice and Implementation Manual
www.peopleinaid.org/pool/files/code/implementation-manual.pdf

Stress Management Course in In Secure Environments
www.humanitarian-psy.org/pages/nos_produits.asp
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