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L&D Practitioners Network 
Thursday 13 June 2013 

Notes on “Career Pathing” 
 

Our June meeting was kindly hosted by WaterAid in Vauxhall. On a day when there was a match at 
the Oval, well done everybody for resisting the temptation to jump ship and instead attending our 
network meeting! 
 
As an introduction, Emily gave us all a brief overview of WaterAid. Please visit the website for the 
latest update: http://www.wateraid.org/uk.  
 
As part of the meeting, we touched on “Career Pathing” and identified some keys themes around 
this topic: 
 

1. Sectoral career mapping. 
2. Functional career pathing. 
3. How to encourage open conversations on career progression, including coaching and 

mentoring. 
 
The participants broke into three groups based on the theme they wanted to explore further, 
before reporting back in the plenary session. Here is the feedback from this exercise which will 
hopefully inform and feed into the on-going conversations around this very topical issue: 
 
1. Sectoral career mapping 
 

 On the need for this mapping as well as the competencies required, it was worth mentioning 
that a good amount of work has been done already via projects such as ELRHA 
(http://www.elrha.org/), the CBHA (http://www.thecbha.org/), the ECB Project 
(http://www.ecbproject.org) as well as the work done through the Leadership and 
Humanitarian Academy at Save the Children UK (more is available on this on the People In Aid 
website from the last HHR Europe Conference: http://www.peopleinaid.org/news/391.aspx 
and http://www.peopleinaid.org/hhr2013#europe). 

 

 Competencies can however be seen as a barrier to entry in the sector, especially from the 
Global South’s perspective, particularly considering the limitations in place to access learning 
to develop these competencies. This means, for instance, job descriptions for nationally 
recruited posts should remain realistic. 

 

 Any valuable mapping should therefore include how to get “there”, i.e. the resources to 
acquire these skills and competencies deemed essential for the humanitarian and 
development sector. This, in turn, leads to another challenge: how do you make resources 
available beyond the traditional inter-agencies competition? It was recognised that a lot of 
progress has been made in terms of collaboration and consortium work in our sector (for 
instance through the CBHA and ECD projects as mentioned above). Going forward, this is what 

http://www.wateraid.org/uk
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http://www.ecbproject.org/
http://www.peopleinaid.org/news/391.aspx
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the Academy aims to facilitate: creating these entry points to the sector, for the sector as a 
neutral body (once it is no longer “sitting” with Save the Children UK). 

 

 Technology is another way to bridge some of the gaps and enable easier access. It is catering 
for the “digital natives”, this generation entering the work place, and leading to an increasing 
number of “crowd sourcing” types of collaboration. Going forward, it is also essential for 
courses to be designed with a sharing “function” in mind. 

 

 Additional barriers to entry (from a recruitment and selection perspective):  
 

o Whilst technology greatly helps widen the reach for talent and promote organisations’ 
profiles, it remains a barrier to entry as access to the internet from more remote 
locations is still often a challenge. 
 

o The existing educational requirements for a Masters type qualification at entry level: why 
not later in a career for it to be more relevant (and possibly affordable) for individuals? As 
mentioned by Islamic Relief Worldwide, when it is one of the main (or only!) screening 
criteria for selection, it means that only individuals from wealthy backgrounds will be 
applying and will, therefore, be considered; often their Masters topic might not even be 
relevant to the actual needs. It was also commented that humanitarian Masters tend to 
develop niche areas rather than sectorial expertise. So one statement for future debate: 
“academic generates academic”…? 

 
o As a sector, more work therefore needs to be done to focus on competencies and 

behaviours rather than just qualifications in order to attract talent and target youth, 
despite the recurrent cultural differences on this issue.  

 
2. Functional career pathing 
 

 This should take place within and across the various functions/departments of any 
organisation. It is about supporting progression upwards for staff. There is, however, often an 
issue around funding that requires creative thinking about L&D solutions (e.g. secondments, 
inter-agency collaboration, etc.). 
 

 Retrak has identified staff with the potential to become country directors and is exploring 
options for secondment opportunities to help them grow, especially in terms of fundraising 
skills as it is key for any future leader.  

 

 The private sector should be investigated for building such skill sets, including mentoring/ 
coaching relationships. So, as a sector, we need to find ways to make it attractive to the 
private sector too. 

 

 Lack of time is a recurrent barrier to investing the necessary effort to put in place a detailed 
mapping (internally and externally). There are, however, tools readily available for career 
mapping, such as the competencies framework from the CBHA and ECB 
(http://contextproject.org/) so we don’t have to reinvent the wheel and could instead adapt 
these tools to specific needs. 

http://contextproject.org/
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 How do you diagnose critical issues within organisations, i.e. whether it is a system or a 
competency issue? It was commented that, as a sector, we tend to deal with the symptoms 
rather than the root causes. We ought to aim at greater cohesion in addressing gaps to 
identify converging points by, for instance, using the various integration tools and methods 
available.  

 
3. How to encourage open conversations on career progression, including coaching and 

mentoring 
 

 It was agreed that organisational culture impacts on the level of openness so this is seen as 
the starting point for these conversations to happen in a meaningful way – whichever 
department or team “organisational culture” sits within any given agency. 
 

 From the capacity development angle, we ought to help line managers develop a coaching 
style as part of their management style. It sounds like a given but it is yet to happen 
everywhere! 
 

 Amongst the different routes into the sector, in Western countries, it is generally through the 
Academic/Universities path but it often means only people who can afford unpaid internships 
will make their way in. So we need to widen the options to enable a wider pool of new 
entrants: through stronger diversity policies, which are actively embedded in recruitment and 
selection practices, and also by how an organisation positions itself externally on this issue 
(profile, reputation, etc.). Talent pools need to be expanded, with strategies which reflect and 
integrate these needs, and champions identified. 

 

 Using and measuring a KPI around the number of staff promoted internally provides a solid 
(internal and external) message on career pathing.  

 

 Having the recruiting/line managers feed into the job description is seen as helpful. 
 

 Ideally, staff should be encouraged to provide feedback on ways of working and work/life 
balance within an organisation to feed into these honest conversations, and help the culture 
change. It is, however, recognised that this can be challenging, possibly even more so in 
smaller organisations. 

 

Themes for future meetings 
 
From your most recent feedback, the following are the themes you would like to cover in our 
future meetings: 
 

 Impact of technology on L&D practice: how to staff for the skills that will be required in the 
(near) future. 

 Skills gap analysis: tools, tips and practices. 

 Talent management. 

 Ways to collaborate and working in partnerships. 

 Coaching. 
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 Learning passport 

 E-learning: who is doing what. 
 
Please do let us know as always of any other themes you would like to cover – and, just as 
importantly, if you would like to present or suggest speakers. 
 
And please remember to join us via our LinkedIn group if you are not already a member: People in 
Aid L&D Group. 
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Participants 
 

 First name Last name Job title Organisation Email 

          

Elizabeth  
Boonman-
Salgado Recruitment and People Development Manager Malaria Consortium E.Boonman-Salgado@malariaconsortium.org 

Liz Bowen HR Manager Field Staffing Médecins sans Frontières UK liz.bowen@london.msf.org 

Annalisa Camozzi L&D Coordinator Merlin annalisa.camozzi@merlin.org.uk 

Kate Davis 
Learning and Development Manager, 
Humanitarian and Leadership Academy Save the Children UK k.davis@savethechildren.org.uk 

Elaine Derbyshire Learning and Development Officer HelpAge International ederbyshire@helpage.org 

Samantha Hackett Global Employee Development Manager Save the Children UK s.hackett@savethechildren.org.uk 

Sinead Kelly Learning and Development Officer Trócaire skelly@trocaire.ie 

Naima  Korane Admin Assistant Muslim Charities Forum naima@muslimcharitiesforum.org.uk 

Emmanuelle Lacroix HR Services Manager People In Aid emmanuelle@peopleinaid.org 

Dara  Leonard Capability & Deployments - CHASE OT DfID d-leonard@dfid.gov.uk 

Kathryn Longworth Learning and Development Business Partner CfBT Education Trust klongworth@cfbt.com 

Martin Mongalla International Recruiter 
International Medical Corps 
USA mmongalla@InternationalMedicalCorps.org.uk 

Taiwo Ogunjimi HR Services Intern People In Aid Hrservices@peopleinaid.org 

Megan Price Learning and Development Manager Save the Children UK m.price@savethechildren.org.uk 

Catherine Russ Head of Learning and Professional Development Save the Children UK C.Russ@savethechildren.org.uk 

Suziana Shukor LMS Coordinator Islamic Relief Worldwide Suziana.Shukor@irworldwide.org 

Erika  Stankeviciute HR Services Executive People In Aid erika@peopleinaid.org 

Ann Start L&D Director Retrak ann.start@retrak.org 

Leigh Thornycroft HR Project Coordinator ActionAid International leigh.thornycroft@actionaid.org 

Yonnette Williams HR Advisor Oxfam International yonnette.williams@oxfaminternational.org 

Emily Wilton Learning & Talent Manager WaterAid emilywilton@wateraid.org 


