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Abstract
Purpose – This study aims to explain the importance of human resources and attempts to identify the
competencies required by the personnel involved in disaster management operations.
Design/methodology/approach – The research uses a qualitative methodology to explore the
competencies required by the relief workers using a content analysis approach to analyze the disaster
literature and the job advertisements. The data for the content analysis was developed with the help of 23
independent coders, and exploratory inferences were drawn.
Findings – A detailed review of the literature highlighted the importance of competent personnel in disaster
relief organizations. The analysis listed 34 mutually exclusive competencies and their relative importance,
which were further divided into four competency clusters. The study also creates a competency dictionary
that defines the competencies with the expected behaviors.
Practical implications – Deploying the right resources in the acute time frame during a disaster event
can make a difference, and with lives at stake, such deployment acquires prime importance. In addition to
contributing to humanitarian logistics literature, the competency model developed will also help forecast the
future requirements and help the organization choose “the right person for the right job.”
Originality/value – The inferences drawn in the study are based on disaster management areas, unlike
earlier research which also considered business logistics research.

Keywords Competency models, Content analysis, Disaster management, Humanitarian logistics,
Job analysis

Paper type Research paper

1. Introduction
With increasing competition globally, the business landscape is also operating in an entirely
volatile, uncertain, complex and ambiguous environment to which a linear model of
response might only have organizations turn a blind eye to reality. Surviving in such fierce
competition and constant changes is a new crisis that organizations worldwide have to face
today (Kutz & Wade, 2013) and it is not likely that any linear model of response could help
them.
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Besides, the adverse effects of human behavior on the natural environment activated
climate change like never before. The increasing number of natural and man-made disasters
around the world triggered an increasing amount of research in this field. Most of the
disasters today have revealed that no country is fully equipped with relief resources that can
be deployed for every magnitude of disasters. In a developing nation like India, where the
adult literacy rate is 69.3% (United nations educational, scientific and cultural organization,
2021), it is all the more difficult for local communities to respond to the increasing intensity
of disasters. Be it the Uttarakhand Cloud burst or the Visakhapatnam Cyclone or the
Chennai floods, the traditional knowledge of the local communities could not effectively help
facilitating relief operations.

The increasing magnitude of disasters and the exponentially increasing number of
people affected bring relief organizations from across the globe to the disaster site
Emergency Events Database (2021). In such emergencies, inter-organizational collaboration
plays a key role and its efficiency can be determined by the collaborative approach of the
relief personnel (Forsman, 2002; Kamarck, 2004; Poulin, 2009).

There is major evidence within the literature that the capacity-building initiatives of
the human resources concerned with the humanitarian organizations are commonly
neglected as a result of lack of time and money (Lewis, 2003; McLachlin, Larson, &
Khan, 2009; Thomas & Kopczak, 2005; Strakos, 2013). The fact that 27% of the relief
staff have no access to channelized training solely worsens the state of affairs (Thomas
& Mizushima, 2005). The need for a competent humanitarian workforce is increasing at
a rate of 6% a year (Walker Hein, Russ, Bertleff, & Caspersz, 2010) and lack of
professional education and training is only intensifying the problem. Adding to this is
the stressful nature of the work of humanitarian logisticians and the ineffective model
of performance evaluation, leading to high attrition in the organizations operating in
this sector (Chandes & Pache, 2010; Davidson, 2006). Davidson (2006) also points out
the demotivating nature of performance evaluation, which often highlights inefficiency
and brings about suspicion.

On the top of the critical success factors that determine the effectiveness of the
performance of disaster relief operations is a skilled workforce (Pettit & Beresford, 2009;
Meduri & Rao, 2020), who knows almost everything about the nature and consequences of
the disaster, except the people they are required to work with and for (Hester, 2005). In a
crisis that needs human intervention to respond effectively, matching the labor supply with
the right competencies to the unexpected demand becomes the ultimate challenge (Meduri &
Ahmed, 2017). Over the years, with the experience put in by the humanitarian organizations,
they can comfortably overcome the challenge; however, the “right” nature of the supply
remains a question even today. With human lives at stake and the acute timeframe, the
humanitarian efforts become even more challenging.

Humanitarian research often highlights the “definite need to develop the skills of
humanitarian logisticians so as to provide better relief to the affected in the minimum
possible time” (Kov�acs Tatham, & Larson, 2012). Any disaster situation attracts many
donations in terms of money, clothes, groceries, etc., but the competent personnel required to
collect, sort and distribute it is often nomatch (Meduri & Ahmed, 2017).

Walker et al. (2010) highlighted the need to create and develop professional training
programs that can help standardize the humanitarian competencies required for effective
relief worldwide. The current article focuses on building the personnel teams that can
handle sudden on-set disasters, natural or man-made and the detail of the competencies of
such personnel, which improves the efficiency of relief operations.

Focus on
management
of disasters

391



2. Theoretical review
Disaster research has increased exponentially since the 1990s and the reasons are well-
supported by EM-DAT data, which shows a significant increase in the number of disasters
that occurred across the world (Guha-Sapir, Hoyois, Wallemacq, & Below, 2017). Less than
30 disasters were registered in 1990, while 2019 reported over 463 disaster events across the
Indian Sub-Continent (EM-DAT), with the number of people affected increasing from 100 to
700 million over time. This enabled the research community to study the processes,
technologies and possible solutions more thoroughly: from 846 research records in 1990 to
over 50,342 records in 2019 (Proquest). With the increasing focus on disaster management
by humanitarian organizations, local governments, international associations and academia,
it is crucial to understand what the people involved in the process are required to know.
Also, it is pertinent to remember that disasters can only be managed, their impacts can only
be reduced but not prevented totally. Hence, the current article intends to study the
humanitarian logistics (HL) dimension of disaster management so that the vulnerability of
the affected can be reduced.

Ever since the Indian Ocean Tsunami in 2004, which was the biggest not only in terms of
the havoc it has created and the damage it has done but also to the level of relief operations
that were carried, humanitarian organizations started to redefine their strategies and
operations. In India, a structured organization, National Disaster Management Authority
was created after the disastrous tsunami and the National Disaster Response Force was
trained to carry out relief operations. The Disaster Management Act (2005) was also defined
post the event. Thomas and Kopczak (2005) defined HL as:

[. . .] the process of planning, implementing and controlling the efficient, cost-effective flow and
storage of goods and materials, as well as related information, from the point of origin to the point
of consumption for alleviating the suffering of vulnerable people. The function encompasses a
range of activities, including preparedness, planning, procurement, transport, warehousing,
tracking and tracing, customs clearance etc.

To keep it simple, Russell (2005) defines it as a process “to procure, transport, receive and
distribute supplies to the site of relief,” while Van Wassenhove (2006) defines HL as “the
processes and systems involved in mobilizing people, resources, skills and knowledge to
help vulnerable people affected by the disaster.”

2.1 Why competency library?
Ever since the seminal paper of McClelland (1973), the use of competency models knew no
barrier. Though intended to be used in academic institutions, business organizations
embraced competency models for more considerable benefit. Competencies, unlike skills,
include behavioral attributes of an individual, which are observable, measurable and
trainable. These are underlying attributes of an individual required to achieve a superior
performance required on the job (Boyatzis, 1982). Over the years, many organizations and
associated research also proved a significant and positive change in the performance of the
organizations that adopted a competency model (Martone, 2003; Stephen & Neville, 2012). In
addition, the general application nature of competency models makes them simple to
develop and implement a model for any organization and business type.

A good amount of research was carried out to identify the competencies required by
logistics and supply chain professionals of business organizations (Gowen & Tallon, 2003;
Knight, Harland, Walker, & Sutton, 2005; Mangan & Christopher, 2005; Thai, Cahoon, &
Tran, 2011; Van Hoek, Chatham, & Wilding, 2002; Sohal, 2013). However, evidence of
competency models in the humanitarian context is minimal. Humanitarian researchers
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strongly recommended the need for identifying and developing detailed competency
models and define the standards of skill requirements of the emergency relief personnel
(McCall & Salama, 1999; Chang, 2005; Mashni, Reed, Sasmitawidjaja, Sundhagul, &Wright,
2005; Alexander, 2003; Forsman, 2002; Heaslip et al., 2019; Khan, Lee, & Bae, 2019;
Besiou & Van Wassenhove, 2020), which can, in turn, develop the sustainability of HL
(Khan, Sarmad, Ullah, & Bae, 2020).

In the humanitarian context, Tracey and Smith-Doerflein (2001), Kerka (2003),
Gustavsson (2003) and Catts and Chamings (2006) supported the “use of competency
frameworks for improved performance of the personnel.” Gustavsson (2003), through a
thorough experience analysis of humanitarian organizations and the context and challenges
often faced by them, suggested that “competency-based capacity building initiatives and
mechanisms” are developed and supported. The researcher also identified that the three
major challenges faced by the humanitarian organizations are the movement of emergency
relief staff that is often increasing cost; the lack of depth of knowledge of the relief workers;
and the low investment in the communication technology. The study emphasizes that the
depth of knowledge is to be improved through competency-based knowledge systems. As
an outcome of this study, World Vision International, a relief organization, started working
with the Australian Ministry of Education to create competency frameworks for its
emergency relief personnel.

Walton, Mays, and Haselkorn (2011) emphasized that the complexity of disaster relief
operations requires the personnel to be “skilled decision-makers” and have an organizational
structure that enables a “bottom-up” decision-making process. A competency-based
approach in this context helps to develop a model that points out the underlying
characteristics of an individual leading to superior performance. These competencies will
not only define the knowledge and skills but also highlight certain innate qualities that can
impact the effectiveness of the humanitarian relief.

The skills models are not new in the humanitarian sector, and this is evident from the
works of Maspero and Ittmann (2008), Kov�acs and Tatham (2010), Kov�acs and Spens (2011)
Kov�acs et al. (2012), Allen Kov�acs, Masini, Vaillancourt, and Van Wassenhove (2013), to
name just a few. The landmark study by Tatham, Kov�acs & Larson (2010) attempted to
study the nature of skills required by the humanitarian logisticians. Though the research
found its base on the T-shaped model of the business logistics skills (modified fromMangan
& Christopher, 2005; Tatham & Kov�acs, 2009), it developed a skill model for humanitarian
organizations. Interesting facts revealed that the business logistics skill models cannot be
adopted directly into emergency relief contexts, and organizations should also develop the
models specific to disaster management. The study also suggested that a detailed primary
analysis of the skills required by the humanitarian workers would help create a new T-
shapedmodel for the humanitarian organizations.

However, these models highlight the need for technical skills required by the emergency
relief workers, but the behavioral attributes are not considered. Meduri and Ahmed (2017)
highlight the necessity of including the behavioral attributes in a humanitarian set up and
suggest a detailed model of the personal characteristics of humanitarian workers. Taking a
cue from this, the current study intends to create a defined competency framework that
includes the personal characteristics required of an emergency relief worker.

A competency library is a list of competencies required by the job along with their
behavioral definitions (Rodriguez et al., 2002; Pick & Uhles, 2012). It promotes a common
language of expectations on the job and brings in a reasonable amount of clarity among all
the stakeholders of the job (Nansubuga &Munene, 2013; Misra & Sharma, 2017). In a highly
dynamic disaster management setting, every relief worker may have to wear multiple hats,
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but the foundational job responsibilities are still required to be communicated and
understood with clarity to a great extent.

The development of a competency framework is often planned to be used for
developmental purposes, but in time, they tend to be used deductively for performance
measurement, selection decisions and can significantly impact the positive nature of the
frameworks (Bolden, 2005). What makes the competency models different from the skill
frameworks is the behavioral definitions of the competencies that define each competency as
required by the job families expected to use the model. The current study intends to present
such behaviors required during disaster relief and rescue operations. These behaviors need
not necessarily be similar to the ones required for business organizations. For example,
leadership in business organizations may be defined as the ability to lead multi-culture
teams to desired outcomes and these behaviors are generally exhibited through, whereas in
a disaster operation, leadership is the ability to bring together different response teams and
lead operational response teams, ground efforts and personnel processes in the shortest
possible period.

The current article shall define the humanitarian logistician’s competencies and also the
job’s behavioral expectations. The competency framework might as well help business
organizations develop managers who also might operate in a complex and dynamic
environment.

3. Research methodology
To develop usable competency models, the process of competency identification plays a
crucial role. Pottinger’s (1975) is one of the earliest works that discussed identifying
competencies, but the work was restricted to academic competencies. DeFillippi and Arthur
(1994) suggest a networked repository of skills possibly required by the organization that
can be accessed and the competencies can be chosen as per the requirement of the job.
Rodriguez, Patel, Bright, Gregory, and Gowing (2002) used behavioral questionnaires to
collect data from the job incumbents and the supervisors to identify competencies. Finally,
Patterson, Ferguson & Thomas (2008) used job analysis and conducted a content validity of
the job analysis to identify competencies required for the jobs in question.

Together with the increasing research in the competency frameworks and the increase in
the number of organizations adopting competency frameworks, a need to develop
competency models for humanitarian organizations is also evolving. Therefore, a careful
review of HL literature is crucial. Table 1 below presents a list of 31 competencies required
by humanitarian logisticians, which were grouped from the original 110 competencies
found, to remove redundancy.

Also, there is a general agreement that the job analysis does not give a complete picture
of the actual responsibilities on the job (Taber & Peters, 1991) but is still used extensively in
all personnel-related decisions in any organization. Hence, even for this study, it is assumed
that the human resources decisions are carried out based on the job analysis used for the job
advertisements; therefore, the competency model that we developed will only apply to the
extent to which the job analysis is complete.

The current study attempts to analyze the contents of the job advertisements, for which
the basis is the job analysis documentation maintained by the organizations. There is a
significant amount of evidence from the literature, in which job advertisements are used to
identify competencies required by the job through content analysis (Ahmed, 2005; Kennan
et al., 2009; Kennan, Cecez-Kecmanovic, Willard, & Wilson, 2009; Clyde (2002); Meduri &
Ahmed (2015); Pooley & Dunn, 1994; Tatham et al., 2010; Carliner et al., 2015; Meduri &
Ahmed, 2017). A similar methodology is adopted in the current study to identify the

RAUSP
56,4

394



S. no. Competency Author (s)

1 Ability to prevent
exploitation and abuse

Harrell-Bond (2002)

2 Adaptability Waugh & Streib (2006), Maon, Lindgreen, & Vanhamme (2009),
Klumpp & Abidi (2012), Aardema &Muguruza (2014), Meduri &
Ahmed (2017), Nazar & Nazar (2020)

3 Analytical thinking Klumpp & Abidi (2012), Aardema &Muguruza (2014), Diwan
(2010), Perry (2007), Waugh & Streib (2006), Tatham, Kov�acs &
Larson (2010), Aardema &Muguruza (2014)

4 Approachability Harrell-Bond (2002), Waugh & Streib (2006), Voak (2011),
Multinational Interoperability Council Coalition Guide (2012),
Meduri & Ahmed (2017)

5 Business process
knowledge

Waugh & Streib (2006), Maon et al. (2009), Aardema &Muguruza
(2014)

6 Capacity building Harrell-Bond (2002), Tatham, Kov�acs & Larson (2010), Idris & Soh
(2014), Humanitarian education and training conference report
(2011), Aardema & Muguruza (2014)

7 Coordination Gustavsson (2003), Waugh & Streib (2006), Perry (2007), Maon et al.
(2009), Humanitarian education and training conference report
(2011), Aardema & Muguruza (2014), Meduri & Ahmed (2017),
Maon et al. (2009), Tatham, Kov�acs & Larson (2010), Majewski et al.
(2010), Idris & Soh (2014), Klumpp & Abidi (2012), Multinational
Interoperability Council Coalition Guide (2012), Heaslip et al. (2019)

8 Communication Walton et al. (2011), Waugh & Streib (2006), Maon et al. (2009),
Walker et al. (2010), McGovern (2014), Voak (2011), Klumpp &
Abidi (2012), Multinational Interoperability Council Coalition Guide
(2012), Meduri & Ahmed (2017), Tatham, Kov�acs & Larson (2010),
Nazar & Nazar (2020)

9 Conflict management Waugh & Streib (2006), Meduri & Ahmed (2017)
10 Decision-making Waugh & Streib (2006), Aardema &Muguruza (2014)
11 Documentation Tatham, Kov�acs & Larson (2010), Klumpp & Abidi (2012)
12 Empathy Walker et al. (2010), McGovern (2014), Voak (2011), Meduri &

Ahmed (2017), Nazar & Nazar (2020)
13 Field experience Maon et al. (2009), Klumpp & Abidi (2012), Aardema &Muguruza

(2014), Tatham, Kov�acs & Larson (2010), Heaslip et al. (2019)
14 Financial literacy Aardema &Muguruza (2014), Diwan (2010), Tatham, Kov�acs &

Larson (2010), Klumpp & Abidi (2012)
15 Resource management Diwan (2010), Meduri & Ahmed (2017), Gustavsson (2003), Tatham,

Kov�acs & Larson (2010)
16 Information technology Gustavsson (2003), Maon et al. (2009), Tatham, Kov�acs & Larson

(2010), Majewski et al. (2010), Idris and Soh (2014), Aardema and
Muguruza (2014), Perry (2007), Walker et al. (2010), Klumpp and
Abidi (2012), Heaslip et al. (2019)

17 Integrity Maon et al. (2009), Walker et al. (2010), Aardema and Muguruza
(2014), Meduri and Ahmed (2017), Tatham, Kov�acs & Larson (2010),
Klumpp and Abidi (2012), Nazar and Nazar (2020)

18 Interpersonal skills Meduri and Ahmed (2017), Tatham, Kov�acs & Larson (2010),
Klumpp and Abidi (2012), Walker et al. (2010), Catts and Chamings
(2006), Humanitarian education and training conference report
(2011), Aardema and Muguruza (2014), Perry (2007), Majewski et al.
(2010)

19 Knowledge related to
disaster management

Maon et al. (2009), Klumpp and Abidi (2012), Diwan (2010), Heaslip
et al. (2019)

(continued )

Table 1.
Refined competencies

from literature
review
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competencies required by the relief organizations in India through the job advertisements
posted in ReliefWeb (humanitarian information portal between March–July 2018). The
keywords used for the search were “humanitarian logistician,” “emergency relief worker,”
“field volunteers,” etc., and the results were filtered by country name – “India.” Out of the 73
job advertisements that resulted, 44 were chosen for the study from different organizations
to eliminate redundancy.

The 44 job advertisements were given to 23 coders who were identified and showed
interest in the task. They were all knowledgeable about the competency frameworks. While
roping them into the project, they were trained by the authors on identifying competencies
from job advertisements in a 6-h training program, in which we explained the scope and
objectives of the project. When the job advertisements used for the current study were
shared, a sample coding of an advertisement (which was not among the 44 advertisements
used for the study) was also shared. The coders were briefed through telephonic, online or
personal conversation and coded the job advertisements for the competencies required by
the relief organizations into 109 competencies.

S. no. Competency Author (s)

20 Leadership Gustavsson (2003), Waugh and Streib (2006), Perry (2007), Tatham,
Kov�acs & Larson (2010), Idris and Soh (2014), McGovern (2014),
Humanitarian education and training conference report (2011),
Voak (2011), Klumpp and Abidi (2012), Aardema and Muguruza
(2014), Meduri and Ahmed (2017)

21 Logistics and supply
chain management

Gustavsson (2003), Maon et al. (2009), Idris and Soh (2014), Tatham,
Kov�acs & Larson (2010), Perry (2007), Klumpp and Abidi (2012),
Perry (2007), Majewski et al. (2010), Perry (2007), Heaslip et al.
(2019)

22 Mentoring Aardema and Muguruza (2014), Meduri and Ahmed (2017), Klumpp
and Abidi (2012)

23 Multicultural sensitivity Waugh and Streib (2006), Idris and Soh (2014), Humanitarian
education and training conference report (2011), Klumpp and Abidi
(2012), Multinational Interoperability Council Coalition Guide
(2012), Aardema and Muguruza (2014), Perry (2007)

24 Multi-tasking Walker et al. (2010), Idris and Soh (2014), Meduri and Ahmed (2017)
25 Personal credibility Catts and Chamings (2006), Maon et al. (2009), Idris and Soh (2014),

Aardema and Muguruza (2014), Meduri and Ahmed (2017), Klumpp
and Abidi (2012), Waugh and Streib (2006), Walker et al. (2010),
Voak (2011)

26 Risk evaluation Tatham, Kov�acs & Larson (2010), Klumpp and Abidi (2012),
Heaslip et al. (2019)

27 Service orientation Harrell-Bond (2002), Aardema and Muguruza (2014), Meduri and
Ahmed (2017)

28 Stakeholder management Tatham, Kov�acs & Larson (2010), Majewski et al. (2010)
29 Statutory compliance Maon et al. (2009), Idris and Soh (2014), Aardema and Muguruza

(2014), Tatham, Kov�acs & Larson (2010)
30 Strategic orientation Maon et al. (2009), Tatham, Kov�acs & Larson (2010), Majewski et al.

(2010), Humanitarian education and training conference report
(2011), Klumpp and Abidi (2012), Aardema and Muguruza (2014),
Heaslip et al. (2019)

31 Stress management Maon et al. (2009), Tatham, Kov�acs & Larson (2010), Klumpp and
Abidi (2012), Aardema and Muguruza (2014), Meduri and Ahmed
(2017)

Table 1.
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Krippendoff’s alpha was calculated to be 0.74, which confirmed the reliability of the
content analysis since, according to Landis and Koch (1977) and Krippendorff (2012)
standards, the reliability of the data is moderate, and thus, can be used for drawing
conclusions.

3.1 Limitations
Even though a competency framework presents a clearer picture of the job responsibilities,
it is also often criticized for showing a fragmented complexity of the disaster terrain in
specific (Bolden, 2005). Hence, the model that we proposed through the analysis must only
be used to guide further into the area of competency mapping for humanitarian logisticians
but not declared as the final model. The proposed competency model must be tested
empirically to understand its final usability. The further empirical investigation may
validate themodel.

4. Analysis
The 44 job advertisements from different job portals were given to 23 experts who were
either trained or had experience identifying competencies from the job analysis
(advertisements). The experts coded the job advertisements for the competencies required
by the relief organizations and clustered them into 109 competencies. However, to remove
redundancy, the competencies were grouped based on the characteristics of each. For
example, “relationship management,” “client orientation,” “stakeholder management,”
“donor relationship,” “human resource management” were all grouped under the
competency “stakeholder management” in the new model, which finally contained 34
mutually exclusive competencies as presented in Table 2.

The analysis showed that the emergency relief workers require these competencies in
one level of proficiency or the other. Although the competencies are intended to describe an
independent set of attributes, behaviors, skills and other individual characteristics, there is

Table 2.
Competencies of a

humanitarian
logistician

Skill no. Competency Skill no. Competency

1 Ability to prevent exploitation and
abuse

18 Interpersonal skills

2 Adaptability 19 Knowledge related to disaster
management

3 Analytical thinking 20 Leadership
4 Approachability 21 Logistics and supply chain

management
5 Attention to detail (accuracy) 22 Mentoring
6 Business process knowledge 23 Strategic orientation
7 Capacity building 24 Multi-tasking
8 Communication 25 Multicultural sensitivity
9 Conflict management 26 Openness
10 Coordination (internal and external) 27 Personal credibility
11 Decision-making 28 Presentation
12 Documentation 29 Resource management
13 Empathy 30 Risk evaluation
14 Field experience 31 Service orientation
15 Financial literacy 32 Stakeholder management
16 Information technology 33 Statutory compliance
17 Integrity 34 Stress management

Focus on
management
of disasters

397



an unseen tendency for the behaviors to overlap. Further empirical analysis of much deeper
data might help eliminate such intersections and keep only mutually exclusive
competencies.

Though the same set of job descriptions were given to all the competency coders and similar
instructions about identifying competencies, not all coders identified the competencies the same
way. As with any data collection model, the content extraction also accepts such errors. The mean
value of competency data did not provide any useful information. As we are more interested in
how often each job uses these competencies, we consider the frequency of their appearance. Table 3
presents the frequency of competencies identified. Themore the competency is identified, the more
important it is considered. It is interesting to note that three competencies were not identified
through the literature review but were required by the relief organizations, namely, attention to
detail (accuracy), openness and presentation. Based on the frequency, leadership, interpersonal skills,
communication and personal credibility are the competencies that weremore frequently identified in
the job advertisements with a frequency of 499, 455, 449 and 423 observations, respectively, while
the least identified competency is the ability to prevent exploitation and abusewith a frequency of 6.

Table 3.
Frequency and
relative weights of
the competencies

Skill no. Competency Frequency Cluster

20 Leadership 499 Personal
18 Interpersonal skills 455 Personal
8 Communication 449 Personal
26 Personal credibility 423 Personal
33 Strategic orientation 375 Functional
31 Stakeholder management 313 Functional
10 Coordination (internal and external) 309 Functional
29 Risk evaluation 248 Technical
6 Business process knowledge 237 Functional
3 Analytical thinking 235 Technical
23 Multi-tasking 229 Personal
7 Capacity building 207 Functional
19 Knowledge related to disaster management 154 Specific to disaster
16 Information technology 152 Technical
21 Logistics and supply chain management 146 Functional
17 Integrity 139 Personal
24 Multi-cultural sensitivity 122 Specific to disaster
2 Adaptability 95 Personal
27 Presentation 95 Technical
34 Stress management 85 Personal
12 Documentation 84 Technical
11 Decision-making 83 Functional
15 Financial literacy 73 Technical
28 Resource management 72 Functional
14 Field experience 61 Specific to disaster
32 Statutory compliance 59 Functional
30 Service orientation 57 Personal
22 Mentoring 47 Personal
5 Attention to detail (accuracy) 27 Technical
25 Openness 23 Personal
9 Conflict management 21 Personal
4 Approachability 17 Personal
13 Empathetic 10 Personal
1 Ability to prevent exploitation and abuse 6 Personal
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Our list can be directly used for further analysis. However, it is common in the competency
research to form competency clusters that categorize similar competencies (Houston &
Howsam, 1972; McLagan, 1989; Ponterotto, Alexander, & Grieger, 1995; Salmon, 2000;
Patterson et al., 2000). The current study uses the model developed by Katz (1955), which
contains three clusters, namely, human, technical and conceptual competencies, modified to
be called functional, personal and technical competencies. Also, a new category was added to
suit the disaster management research and called specific to disaster:

� Functional: The functional competencies cluster comprises competencies specific to
a role in disaster relief operations. These competencies are more process-driven,
which might be similar to the processes of business organizations, but the time and
environment involved differentiates them from the business functional
competencies.

� Personal: The personal competencies cluster included those competencies that
defined an individual’s personal and innate attributes that influenced disaster relief
and rescue operations. The fundamental nature of these competencies indicates that
they are more instinctive and define the personality of the individual involved in the
rescue operations.

� Technical: The technical competencies cluster included competencies that are
required to bring in effective control. These competencies are trainable and over a
period of time, if exercised continuously, these skills turn into tacit knowledge and
become a habit.

� Specific to disaster: Certain competencies cannot be included in any of the above
clusters. These competencies are specific to disasters and disaster management.

The above classification does not alter the nature of competencies nor change the behavioral
definition. The clusters only help us define the decision points for making personnel
decisions. For example, the competencies listed under the technical cluster are trainable and
a candidate who shows “adaptability” may learn them in time, whereas the competencies
listed in the Personal cluster are more innate characteristics and require an individual to
have them already. The organizations may conduct “awareness programs” about the
competencies in the Personal cluster to make employees aware of how these competencies
impact the relief operations, but it depends entirely on the individual to convert this
awareness into tacit knowledge. Table 3 presents the frequency of observation of the
competencies and the cluster that such competency belongs to.

This analysis reveals that the more innate and yet trainable competencies, such as
leadership, interpersonal skills, communication and personal credibility, are the most
sought-after competencies by relief organizations. Though earlier research focused more on
skill models, which highlighted technical skills, the analysis of the current article showed
that personal attributes define the “rightness” of the candidate more suitable for the
responsibilities of a relief worker.

A closer look at the clusters shows the need for classification and the relative importance of
each cluster. For example, the Personal competencies cluster presents competencies such as
integrity, service orientation and openness that are more innate and define the difference
between each individual. The initiatives of the humanitarian organizations might improve such
competencies, but the basic level of proficiency should already be the defining attribute of the
individual.

All the other competencies of other clusters are trainable and the extent of proficiency
can be determined by the effectiveness of the training and development initiatives of the
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humanitarian organizations. Hence, the clusters depicted in Table 3 must be the
competencies required by all the personnel involved in emergency relief operations.

The competency model proceeds to the next level of mapping only when the
competencies are defined. The fundamental objective of competency mapping is to bring
objective clarity in defining the competencies included in the model (Boyatzis, 1982; Parry,
1996; Draganidis &Mentzas, 2006). This process of defining competencies not only brings in
objective clarity but also attempts to eliminate the influence of perceptual differences that
might occur during the implementation of competency models. Hence, it is essential that the
current study also defines the competencies from a behavioral point of view, as presented in
Table 4 below:

The clustering and the behavioral definition of the competencies enable the decision-
makers to make more rational and relevant decisions. Identifying, training and deploying
the “right” relief worker for the nature of the relief operation can make a massive difference
in the efficiency of such operations.

5. Conclusion
The increasing number of disasters with multiplied intensity forced nations to focus on
disaster management strategies. Increased awareness and focused research contributed to a
better preparedness of different communities for facing, responding and recovering from
disasters. However, with rapid climate change and depleting quality of natural resources,
the increase in natural disasters has become evident, suggesting that we be better prepared.

As there is an absolute need to professionalize disaster relief operations, evaluating the
quality of human resources involved in implementing all relief strategies is pertinent.
Therefore, the current study attempted to understand the personnel requirements of the
humanitarian organizations and developed a conceptual model of the competencies required
as per the job advertisements and the relevant research in disaster management.

Based on the literature review, the most frequently cited competencies are coordination,
communication, interpersonal skills, leadership, information technology and analytical
thinking. From the content analysis carried out in the present article, the most frequently
observed competencies are leadership, interpersonal skills, communication, personal
credibility, strategic orientation, stakeholder management and coordination. In addition, the
content analysis of the job advertisements has added three more competencies to the list,
namely, attention to detail (accuracy), openness and presentation.

For the purpose of the study, the competencies were divided into four clusters or
categories, namely, personal competencies, technical competencies, functional competencies
and competencies specific to disaster management. Of the 34 competencies, 16 were
identified as personal competencies, 6 as technical competencies, 9 as functional
competencies and 3 as competencies specific to disaster management.

5.1 Scope for further research
The current competency model is designed based only on the review of the literature and the
content analysis of job advertisements. Though the reliability tests allow the model to be
used, the practical usability can only be determined after it is empirically tested. Therefore, a
further study is planned using the current article’s competency model, which will be
validated through primary data from ground-level first responders.

A behaviorally anchored questionnaire must be elaborated to understand the real-time
competencies that help in disaster relief operations. Also, the scale developed must record
the frequency of such usage and its impact on the efficiency of relief operations.
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Table 4.
Behavioral definition

of competencies

Skill
no. Competency Behavioral definition

1 Ability to prevent
exploitation and abuse

Possess the ability to stop maltreatment of any individual

2 Adaptability Ability to quickly alter styles to fit the situation
3 Analytical thinking Ability to break down complex problems into simple and manageable

components
4 Approachability Exhibit friendly gestures to make people comfortable
5 Attention to detail

(accuracy)
Work done requires little or no checking

6 Business process
knowledge

Knowledge of inter-related business processes critical for decision-
making

7 Capacity building Ability to train people on relief-specific competencies
8 Communication Ability to read, write and speak in a way that the receiver understands it

as intended
9 Conflict management Ability to resolve conflicts between groups through discussions
10 Coordination (internal and

external)
Ability to interact and manage the different parties involved in disaster
relief

11 Decision-making Ability to think and rightly choose from the best alternatives
12 Documentation Ability to record every activity for future reference
13 Empathetic Ability to understand others’ emotions standing in their shoes
14 Field experience Possess on-field experience in managing an emergency
15 Financial literacy Ability to understand financial terms and maintain monetary

transactions
16 Information technology Ability to operate computers effectively. Ability to understand software

easily
17 Integrity Possess the quality of being honest and have strong moral values
18 Interpersonal skills Ability to get along well with people while getting the job done
19 Knowledge related to

disaster management
Possess knowledge related to different disasters and understand the
appropriate relief measures

20 Leadership Ability to lead a group with a clear direction
21 Logistics and supply chain

management
Understand the activities related to planning, implementation and
control of resources from their point of origin to the point of consumption

22 Mentoring Provide emotional support and feedback to improve the team’s
performance

23 Multi-tasking Ability to effectively handle multiple activities simultaneously
24 Multicultural sensitivity Aware of the differences and similarities from multiple cultures
25 Openness Ability to easily build rapport with people and make them feel

comfortable
26 Personal credibility Personal quality of taking responsibility and feel accountable to team’s

performance
27 Presentation Ability to present data and information in a way that is easily

understood by every stakeholder
28 Resource management Ability to effectively deploy resources when and where they are required
29 Risk evaluation Ability to estimate risk during uncertainty
30 Service orientation Exhibit a desire to help people beyond limits
31 Stakeholder management Ability to form, monitor and maintain constructive relationships with

every stakeholder involved in disaster relief
32 Statutory compliance Understand and adhere to regulatory norms
33 Strategic orientation Possess an ability to define the future direction of the organization
34 Stress management Exhibit calmness under intense pressure
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5.2 Practical implications
Human resource competency models can be used to cater to a variety of needs. For
example, some organizations use the model to make selection decisions, while some
use it to design compensation structures. Some organizations use the model to
identify training needs and design development initiatives, while others use it to
understand talent gaps. The variety of usabilities makes many organizations embrace
competency modeling, even though the process demands time and cost to develop and
implement.

The competency model developed here will not only help the relief organizations
understand their present capabilities but also forecast the future requirements. Though the
model does not include the in-depth technical training currently focused on, it will surely
help the organizations choose “the right person for the right job.” In addition, the model
helps them classify the different operations so that personnel allocation and distribution at
the time of emergencies becomes less complex.

References
Aardema, B. L., & Muguruza, C. C. (2014). The humanitarian action qualifications framework: A

quality assurance tool for the humanitarian sector. Tuning Journal for Higher Education, 1(2),
pp. 429–462. doi: https://doi.org/10.18543/tjhe-1(2)-2014pp429-462.

Ahmed, S. (2005). Desired competencies and job duties of non-profit CEOs in relation to the current
challenges: Through the lens of CEOs’ job advertisements. Journal of Management Development,
24(10), pp. 913–928. doi: https://doi.org/10.1108/02621710510627055.

Alexander, D. (2003). Towards the development of standards in emergency management training and
education. Disaster Prevention and Management: An International Journal, 12(2), pp. 113–123.
doi: https://doi.org/10.1108/09653560310474223.

Allen, A. M., Kov�acs, G., Masini, A., Vaillancourt, A., & Van Wassenhove, L. (2013). Exploring the
link between the humanitarian logistician and training needs. Journal of Humanitarian
Logistics and Supply Chain Management, 3(2), pp. 129–148. doi: https://doi.org/10.1108/
JHLSCM-10-2012-0033.

Besiou, M., & Van Wassenhove, L. N. (2020). Humanitarian operations: A world of opportunity for
relevant and impactful research. Manufacturing & Service Operations Management, 22(1),
pp. 135–145. doi: https://doi.org/10.1287/msom.2019.0799.

Bolden, R. (2005). The face of true leadership. European Business Forum, pp. 54–57.

Boyatzis, R. E. (1982). The competent manager: A model of effective performance, New York, NY: John
Wiley & Sons.

Carliner, S., Castonguay, C., Sheepy, E., Ribeiro, O., Sabri, H., Saylor, C., & Valle, A. (2015). The job
of a performance consultant: A qualitative content analysis of job descriptions. European
Journal of Training and Development, 39(6), pp. 458–483. doi: https://doi.org/10.1108/
EJTD-01-2015-0006.

Catts, R., & Chamings, D. (2006). Recognising current competencies of volunteers in emergency service
organisations. Journal of Workplace Learning, 18(7/8), pp. 451–463. doi: https://doi.org/10.1108/
13665620610693015.

Chandes, J., & Pache, G. (2010). Investigating humanitarian logistics issues: From operations
management to strategic action. Journal of Manufacturing Technology Management, 21(3),
pp. 320–340. doi: https://doi.org/10.1108/17410381011024313.

Chang, W. W. (2005). Expatriate training in international nongovernmental organizations: A model for
research. Human Resource Development Review, 4(4), pp. 440–461. doi: https://doi.org/10.1177/
1534484305281035.

RAUSP
56,4

402

http://dx.doi.org/10.18543/tjhe-1(2)-2014pp429-462
http://dx.doi.org/10.1108/02621710510627055
http://dx.doi.org/10.1108/09653560310474223
http://dx.doi.org/10.1108/JHLSCM-10-2012-0033
http://dx.doi.org/10.1108/JHLSCM-10-2012-0033
http://dx.doi.org/10.1287/msom.2019.0799
http://dx.doi.org/10.1108/EJTD-01-2015-0006
http://dx.doi.org/10.1108/EJTD-01-2015-0006
http://dx.doi.org/10.1108/13665620610693015
http://dx.doi.org/10.1108/13665620610693015
http://dx.doi.org/10.1108/17410381011024313
http://dx.doi.org/10.1177/1534484305281035
http://dx.doi.org/10.1177/1534484305281035


Clyde, L. A. (2002). An instructional role for librarians: An overview and content analysis of job
advertisements. Australian Academic & Research Libraries, 33(3), pp. 150–167. doi: https://doi.
org/10.1080/00048623.2002.10755195.

Davidson, A. L. (2006). Key performance indicators in humanitarian logistics. (Doctoral dissertation).
Massachusetts Institute of Technology.

DeFillippi, R. J., & Arthur, M. B. (1994). The boundaryless career: A competency-based
perspective. Journal of Organizational Behavior, 15(4), pp. 307–324. doi: https://doi.org/
10.1002/job.4030150403.

Diwan, P. (2010).Amanual on disaster management, New Delhi: Pentagon Earth.

Draganidis, F., & Mentzas, G. (2006). Competency-based management: A review of systems and
approaches. Information Management & Computer Security, 14(1), pp. 51–64. doi: https://doi.
org/10.1108/09685220610648373.

EM-DAT. (2021). CRED/UCLouvain, Brussels, Belgium. Retrieved fromwww.emdat.be (D. Guha-Sapir)
Forsman, D. P. (2002). Intergovernmental cooperation. In D. Compton, & J. Granito (Eds.), Managing

fire and rescue services, ( pp. 485–506). Washington, DC: International City/County Management
Association.

Gowen, C. R., III, & Tallon, W. J. (2003). Enhancing supply chain practices through human resource
management.The Journal of Management Development, 22(1), pp. 32–44.

Guha-Sapir, D., Hoyois, P., Wallemacq, P., & Below, R. (2017). Annual disaster statistical review,
2016: the numbers and trends. Brussels: Centre for Research on the Epidemology of
Disasters (CRED).

Gustavsson, L. (2003). Humanitarian logistics: Context and challenges. Forced Migration Review, 18(6),
pp. 6–8.

Harrell-Bond, B. (2002). Can humanitarians work with refugees be humane? Human Rights Quarterly,
24(1), pp. 51–85. doi: https://doi.org/10.1353/hrq.2002.0011.

Heaslip, G., Vaillancourt, A., Tatham, P., Kov�acs, G., Blackman, D., & Henry, M. C. (2019). Supply chain
and logistics competencies in humanitarian aid. Disasters, 43(3), pp. 686–708. doi: https://doi.
org/10.1111/disa.12361.

Hester, L. J. (2005). The impact of strategic human resource management on organizational
performance: A perspective of the resource-based view of the firm. (Dissertation). Nova
Southeastern University.

Houston, W. R., & Howsam, R. B. (1972). Competency-based teacher education: Progress, problems, and
prospects, Chicago: Science Research Associates.

Humanitarian education and training conference report. (2011), cerah-Geneve and elrha,
articulating an agenda for humanitarian education and training: humanitarian education
and training conference report, Humanitarian Education and Training Conference,
Geneva.

Idris, A., & Soh, S. N. C. (2014). The relative effects of logistics, coordination and human resource on
humanitarian aid and disaster relief mission performance. The Southeast Asian Journal of
Management, 8(2), p. 87.

Kamarck, E. C. (2004). Applying 21st-century government to the challenge of homeland security.
In J. M. Kamensky, & T. J. Burlin (Eds), Collaboration: Using networks and partnerships
( pp. 103–146). Lanham, MD: Rowman and Littlefield Publishers.

Katz. (1955). Skills of an effective administrator.Harvard Business Review, 33(1), pp. 33–42.
Kennan, M. A., Cecez-Kecmanovic, D., Willard, P., & Wilson, C. S. (2009). Is knowledge and skills

sought by employers: A content analysis of Australian in early career online job
advertisements? Australasian Journal of Information Systems, 15(2), pp. 169–190. doi: https://
doi.org/10.3127/ajis.v15i2.455.

Focus on
management
of disasters

403

http://dx.doi.org/10.1080/00048623.2002.10755195
http://dx.doi.org/10.1080/00048623.2002.10755195
http://dx.doi.org/10.1002/job.4030150403
http://dx.doi.org/10.1002/job.4030150403
http://dx.doi.org/10.1108/09685220610648373
http://dx.doi.org/10.1108/09685220610648373
http://www.emdat.be
http://dx.doi.org/10.1353/hrq.2002.0011
http://dx.doi.org/10.1111/disa.12361
http://dx.doi.org/10.1111/disa.12361
http://dx.doi.org/10.3127/ajis.v15i2.455
http://dx.doi.org/10.3127/ajis.v15i2.455


Kerka, S. (2003). Volunteer development: Practice application belief, Columbus, OH: ERIC Clearinghouse
on Adult Vocational Education.

Khan, M., Lee, H. Y., & Bae, J. H. (2019). A systematic review of performance enhancement of
humanitarian logistics through transparency: Current status and perspectives. International
Journal of Supply ChainManagement, 8(2), p. 549.

Khan, M., Sarmad, M., Ullah, S., & Bae, J. (2020). Education for sustainable development in
humanitarian logistics. Journal of Humanitarian Logistics and Supply ChainManagement, 10(4).
doi: https://doi.org/10.1108/JHLSCM-03-2020-0022.

Klumpp, M., & Abidi, H. (2012). Humanitarian logistics performance through education. 2nd
International HumLogWorkshop – Essen 2012. Essen, Germany.

Knight, L., Harland, C. M., Walker, H., & Sutton, R. (2005). Competence requirements for
managing supply in inter-organisational networks. Journal of Public Procurement, 5(2),
pp. 210–234.

Kov�acs, G., & Spens, K. M. (2011). Trends and developments in humanitarian logistics-a gap analysis.
International Journal of Physical Distribution & Logistics Management, 41(1), pp. 32–45. doi:
https://doi.org/10.1108/09600031111101411.

Kov�acs, G., & Tatham, P. (2010). What is special about a humanitarian logistician? A survey of logistic
skills and performance. Supply Chain Forum: An International Journal, 11(3), pp. 32–41. doi:
https://doi.org/10.1080/16258312.2010.11517238.

Kov�acs, G., Tatham, P., & Larson, P. D. (2012). What skills are needed to be a humanitarian
logistician? Journal of Business Logistics, 33(3), pp. 245–258. doi: https://doi.org/10.1111/
j.2158-1592.2012.01054.x.

Krippendorff, K. (2012). Content analysis: An introduction to its methodology, University of
Pennsylvania, Sage.

Kutz, M. R., & Wade, A. B. (2013). Understanding contextual intelligence: A critical competency for
today’s leaders. Emergence: Complexity & Organization, 15(3), pp. 55–80.

Landis, J. R., & Koch, G. G. (1977). The measurement of observer agreement for categorical data.
Biometrics, 77(A), pp. 159–174.

Lewis, D. (2003). Theorizing the organization and management of non-governmental development
organizations: Towards a composite approach. Public Management Review, 5(3), pp. 325–344.
doi: https://doi.org/10.1080/1471903032000146937.

Majewski, B., Navangul, K. A., & Heigh, I. (2010). A peek into the future of humanitarian logistics:
Forewarned is forearmed. Supply Chain Forum: An International Journal, 11(3), pp. 4–19.
doi: https://doi.org/10.1080/16258312.2010.11517236.

Mangan, J., & Christopher, M. (2005). Management development and the supply chain manager of the
future. The International Journal of Logistics Management, 16(2), pp. 178–191. doi: https://doi.
org/10.1108/09574090510634494.

Maon, F., Lindgreen, A., & Vanhamme, J. (2009). Developing supply chains in disaster relief
operations through cross-sector socially-oriented collaborations: A theoretical model.
Supply Chain Management: An International Journal, 14(2), pp. 149–164. doi: https://doi.
org/10.1108/13598540910942019.

Martone, D. (2003). A guide to developing a competency-based performance-management
system. Employment Relations Today, 30(3), p. 23. doi: https://doi.org/10.1002/
ert.10095.

Mashni, A., Reed, S., Sasmitawidjaja, V., Sundhagul, D., & Wright, T. (2005). Multi-agency evaluation
of tsunami response: Thailand and Indonesia. CARE International and World Vision
International.

Maspero, E. L., & Ittmann, H. W. (2008). Rise of humanitarian logistics. Retrieved from: http://
researchspace.csir.co.za/dspace/handle/10204/3054

RAUSP
56,4

404

http://dx.doi.org/10.1108/JHLSCM-03-2020-0022
http://dx.doi.org/10.1108/09600031111101411
http://dx.doi.org/10.1080/16258312.2010.11517238
http://dx.doi.org/10.1111/j.2158-1592.2012.01054.x
http://dx.doi.org/10.1111/j.2158-1592.2012.01054.x
http://dx.doi.org/10.1080/1471903032000146937
http://dx.doi.org/10.1080/16258312.2010.11517236
http://dx.doi.org/10.1108/09574090510634494
http://dx.doi.org/10.1108/09574090510634494
http://dx.doi.org/10.1108/13598540910942019
http://dx.doi.org/10.1108/13598540910942019
http://dx.doi.org/10.1002/ert.10095
http://dx.doi.org/10.1002/ert.10095
http://researchspace.csir.co.za/dspace/handle/10204/3054
http://researchspace.csir.co.za/dspace/handle/10204/3054


McCall, M., & Salama, P. (1999). Selection, training, and support of relief workers: An
occupational health issue. BMJ, 318(7176), pp. 113–116. doi: https://doi.org/10.1136/
bmj.318.7176.113.

McClelland, D. (1973). Testing for competencies rather than intelligence. American Psychologist, 28(1),
pp. 1–14. doi: https://doi.org/10.1037/h0034092.

McGovern, G. (2014). Lead from heart.Harvard Business Review, 9(3), p. 32.
McLachlin, R., Larson, P. D., & Khan, S. (2009). Not-for-profit supply chains in interrupted

environments: The case of a faith-based humanitarian relief organization. Management
Research News, 32(11), pp. 1050–1064. doi: https://doi.org/10.1108/01409170910998282.

McLagan, P. A. (1989). Models for HRD practice. Training & Development Journal, 43(9),
pp. 49–60.

Meduri, Y., & Rao, D. S. (2020). Humanitarian efficiency & role of relief workers: Testing a
competency-based approach. International Journal of Service Science, Management,
Engineering, and Technology (IJSSMET), 11(4). doi: https://doi.org/10.4018/
IJSSMET.2020100105.

Meduri, Y., & Ahmed, F. A. (2015). Talent needs assessment of humanitarian logistician: An empirical
analysis. 2ndWorld Congress on DisasterManagement, DMCIS, India.

Meduri, Y., & Ahmed, F. A. (2017). Humane humanitarians: A study of personal characteristics of
emergency relief workers. Prabandhan: Indian Journal of Management, 10(1), pp. 11–25. doi:
https://doi.org/10.17010/pijom/2017/v10i1/109100.

Misra, Y., & Sharma, V. (2017). An exploratory study on business strategy, competency and firm
performance. Sumedha Journal of Management, 6(2), pp. 22–34.

Multinational Interoperability Council Coalition Guide (2012). III.2 (Version 1.1), Future coalition
operating environment, The Joint Staff,Washington, DC.

Nansubuga, F., & Munene, J. C. (2013). Reflecting on competences to increase role clarity during service
delivery in a third world setting. Journal of Workplace Learning, 25(4), pp. 231–246. doi: https://
doi.org/10.1108/13665621311316429.

Nazar, Z., & Nazar, H. (2020). Exploring the experiences and preparedness of humanitarian
pharmacists in responding to an emergency-response situation. Research in Social and
Administrative Pharmacy, 16(1), pp. 90–95. doi: https://doi.org/10.1016/j.sapharm.2019.03.146.

Parry, S. B. (1996). The quest for competencies.Training, 33, pp. 48–54.
Patterson, F., Ferguson, E., Lane, P., Farrell, K., Martlew, J., &Wells, A. (2000). A competency model for

general practice: Implications for selection, training, and development. The British Journal of
General Practice: The Journal of the Royal College of General Practitioners, 50(452), pp. 188–193.
10750226.

Patterson, F., Ferguson, E. and Thomas, S. (2008). Using job analysis to identify core and specific
competencies: implications for selection and recruitment. Medical Education, 42(12),
pp. 1195–1204.

Perry, M. (2007). Natural disaster management planning: A study of logistics managers responding to the
tsunami. International Journal of Physical Distribution& LogisticsManagement, 37(5), pp. 409–433.
doi: https://doi.org/10.1108/09600030710758455.

Pettit, S., & Beresford, A. (2009). Critical success factors in the context of humanitarian aid supply
chains. International Journal of Physical Distribution & Logistics Management, 39(6), p. 39. doi:
https://doi.org/10.1108/09600030910985811.

Pick, S., & Uhles, N. (2012). Use a competency library to build a talent management system. Public
Manager, 41(3), p. 29.

Ponterotto, J. G., Alexander, C. M., & Grieger, I. (1995). A multicultural competency checklist for
counseling training programs. Journal of Multicultural Counseling and Development, 23(1),
pp. 11–20. doi: https://doi.org/10.1002/j.2161-1912.1995.tb00262.x.

Focus on
management
of disasters

405

http://dx.doi.org/10.1136/bmj.318.7176.113
http://dx.doi.org/10.1136/bmj.318.7176.113
http://dx.doi.org/10.1037/h0034092
http://dx.doi.org/10.1108/01409170910998282
http://dx.doi.org/10.4018/IJSSMET.2020100105
http://dx.doi.org/10.4018/IJSSMET.2020100105
http://dx.doi.org/10.17010/pijom/2017/v10i1/109100
http://dx.doi.org/10.1108/13665621311316429
http://dx.doi.org/10.1108/13665621311316429
http://dx.doi.org/10.1016/j.sapharm.2019.03.146
http://dx.doi.org/10750226
http://dx.doi.org/10.1108/09600030710758455
http://dx.doi.org/10.1108/09600030910985811
http://dx.doi.org/10.1002/j.2161-1912.1995.tb00262.x


Pooley, J., & Dunn, S. C. (1994). A longitudinal study of purchasing positions: 1960-1989. Journal of
Business Logistics, 15(1), pp. 193–214.

Pottinger, P. S. (1975). Comments and guidelines for research in competency identification, definition and
measurement syracuse, New York, NY: Educational Policy Research Center.

Poulin (2009). Regional emergency response teams: Case studies in Hampton Roads, Virginia. (Doctoral
Dissertation), Old Dominion University.

Rodriguez, D., Patel, R., Bright, A., Gregory, D., & Gowing, M. K. (2002). Developing competency
models to promote integrated human resource practices. Human Resource Management, 41(3),
pp. 309–324. doi: https://doi.org/10.1002/hrm.10043.

Russell, T. (2005).The humanitarian relief supply chain, analysis of the 2004 Southeast Asia earthquake
and tsunami. (Unpublished master’s thesis), Massachusetts Institute of Technology, Cambridge,
MA.

Salmon, G. (2000). E-moderating: The key to teaching and learning online, London: Taylor & Francis.

Sohal, A. S. (2013). Developing competencies of supply chain professionals in Australia: Collaboration
between businesses, universities and industry associations. Supply Chain Management: An
International Journal, 18(4), pp. 429–439. doi: https://doi.org/10.1108/SCM-07-2012-0228.

Stephen, P., & Neville, U. (2012). Use a competency library to build a talent management system. The
Public Manager, 41(3), pp. 29–34.

Strakos, J. K. (2013). Disaster relief supply chain management: The effect of organizational factors on
improvisation and performance. (Doctoral dissertation), University of Houston.

Taber, T. D., & Peters, T. D. (1991). Assessing the completeness of a job analysis procedure. Journal of
Organizational Behavior (1986-1998), 12(7), p. 581. doi: https://doi.org/10.1002/job.4030120703.

Tatham, P. H., & Kov�acs, G. (2009). Logistics Skills and Performance in the “for profit” and “not for
profit” sectors. Proceedings of the Logistics Research Network (LRN) Conference, Cardiff, 9-11
Sep 2009.

Tatham, P.H., Kov�acs, G., & Larson, P.D. (2010). What skills and attributes are needed by humanitarian
logisticians-a perspective drawn from international disaster relief agencies. In Proceedings of the
21st Production and Operations Management Society (POMS) Annual Conference, Vancouver,
pp. 7–10.

Thai, V. V., Cahoon, S., & Tran, H. T. (2011). Skill requirements for logistics professionals: Findings and
implications.Asia Pacific Journal of Marketing and Logistics, 23(4), pp. 553–574. doi: https://doi.
org/10.1108/13555851111165084.

Thomas, A., & Mizushima, M. (2005). Logistics training: Necessity or luxury? Forced Migration
Review, 22, pp. 60–61.

Thomas, A. S., & Kopczak, L. R. (2005). From logistics to supply chain management. The path forward in
the humanitarian sector, San Francisco, CA: Fritz Institute.

Tracey, M., & Smith-Doerflein, K. A. (2001). Supply chain management: What training professionals
need to know. Industrial and Commercial Training, 33(3), pp. 99–104. doi: https://doi.org/
10.1108/00197850110391249.

UNESCO. (2021). Institute for statistics. Retrieved from: https://en.unesco.org/countries/india

Van Hoek, R. I., Chatham, R., & Wilding, R. (2002). Managers in supply chain management, the critical
dimension. Supply Chain Management: An International Journal, 7(3), pp. 119–125. doi: https://
doi.org/10.1108/13598540210436568.

Van Wassenhove, L. N. (2006). Blackett memorial lecture. Humanitarian aid logistics: Supply chain
management in high gear. Journal of the Operational Research Society, 57(5), pp. 475–489. doi: https://
doi.org/10.1057/palgrave.jors.2602125.

Voak, A. (2011). The future of logistics, the human factor: Art versus science. The Link: Australian
Defense LogisticsMagazine, 8(A), pp. 12–13.

RAUSP
56,4

406

http://dx.doi.org/10.1002/hrm.10043
http://dx.doi.org/10.1108/SCM-07-2012-0228
http://dx.doi.org/10.1002/job.4030120703
http://dx.doi.org/10.1108/13555851111165084
http://dx.doi.org/10.1108/13555851111165084
http://dx.doi.org/10.1108/00197850110391249
http://dx.doi.org/10.1108/00197850110391249
https://en.unesco.org/countries/india
http://dx.doi.org/10.1108/13598540210436568
http://dx.doi.org/10.1108/13598540210436568
http://dx.doi.org/10.1057/palgrave.jors.2602125
http://dx.doi.org/10.1057/palgrave.jors.2602125


Walker, P., Hein, K., Russ, C., Bertleff, G., & Caspersz, D. (2010). A blueprint for professionalizing
humanitarian assistance. Health Affairs, 29(12), pp. 2223–2230. doi: https://doi.org/10.1377/
hlthaff.2010.1023.

Walton, R., Mays, R., & Haselkorn, M. (2011). Defining “fast”: Factors affecting the experience of speed in
humanitarian logistics. Proceedings of the 8th International ISCRAMConference, May, pp. 1–10.

Waugh, W. L., Jr., & Streib, G. (2006). Collaboration and leadership for effective emergency
management. Public Administration Review, 66(s1), pp. 131–140. doi: https://doi.org/10.1111/
j.1540-6210.2006.00673.x.

Corresponding author
Yamini Meduri can be contacted at: yamini.meduri@gmail.com

Associate editor: Sachin K. Mangla

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

Focus on
management
of disasters

407

http://dx.doi.org/10.1377/hlthaff.2010.1023
http://dx.doi.org/10.1377/hlthaff.2010.1023
http://dx.doi.org/10.1111/j.1540-6210.2006.00673.x
http://dx.doi.org/10.1111/j.1540-6210.2006.00673.x
mailto:yamini.meduri@gmail.com

	Personnel needs assessment in times of crisis: a focus on management of disasters
	1. Introduction
	2. Theoretical review
	2.1 Why competency library?

	3. Research methodology
	3.1 Limitations

	4. Analysis
	5. Conclusion
	5.1 Scope for further research
	5.2 Practical implications

	References


