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Preface 
 

 

 

 

The Humanitarian Leadership Academy Bangladesh has undertaken this learning needs 

assessment (LNA) of local humanitarian aid workers (LHAW) engaged in the Rohingya 

humanitarian crisis response in Cox’s Bazar, Bangladesh, as part of its efforts to promote 

humanitarian competencies and professionalisation amongst current and future staff  

working in CXB. Partnering with BRAC, Bangladesh University of Professionals (BUP) and 

Save the Children UK, this study directly involves 436 Bangladeshi humanitarians working 

with local and international organisations in Cox’s Bazar. While the results speak to the 

context of CXB, it is expected that some of the conclusions and recommendations may be 

relevant to other humanitarian settings as well.  

 

Both qualitative and quantitative data was collected for this study and many were 

involved in the process. As such, the authors would like to thank firstly the survey 

responders who, in their busy schedules, spared time to respond to surveys and attend Key 

Informant Interviews (KIIs) and Focus Group Discussions (FGDs). In addition, the authors 

would like to thank the study advisors involved in data collection and analysis, including 
Lt. Col Abu Ayub Md. Hassan, psc, of Bangladesh University of Professionals (BUP) and Ms. 

Rachel Brown and Ms. Anna Thorne from Save the Children UK, who generously gave their 

time and provided invaluable ideas and information without which this report could not 

have been completed. The practical assistance provided by colleagues in Humanitarian 

Leadership Academy Bangladesh and the BUP faculty and students, who quickly and 

successfully completed the survey are also hugely appreciated. 

 

The study team also extends its thanks to Mr. Sajedul Hasan, Director, BRAC & BRAC 

International Humanitarian Programme, for his support and collaboration on the study. 

Many BRAC staff members provided helpful contributions to the study, including Mr. Abdus 

Salam, Mr. Abdullah Al Raihan and Mr. Firoz Hasan. 

 

As far as the authors are aware, this is the first report published to focus specifically on the 

humanitarian competencies and professionalisation of local humanitarian aid workers in 

Cox’s Bazar, covering the needs of individual aid workers rather than the capacity and 

needs of organisations. The  authors  regard this report as the results of a preliminary  
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investigation. There is scope for further work on this subject both in Cox’s Bazar and more 

widely in Bangladesh. It is hoped that this report will provoke discussion on issues of local 

humanitarian capacity strengthening in CXB and in Bangladesh as well as contributing to 

the design of  immediate staff capacity building interventions for improved impact in the 

Rohingya response in Cox’s Bazar.  

 

Funding for the study was provided by Save the Children UK. The study team thanks them 

for their generous support to the initiative. 

 

This report was planned to be published in the first quarter of 2020 after consultation and 

validation of the findings with the stockholders in Cox’s Bazar. Due to global COVID-19 

pandemic and subsequent lockdown since March, validation workshop could not be 

taken place. This version of the report is being published now to share the findings with the 

stockholders and also with the wider audience; open to receive feedbacks, suggestions 

and comments which will be accommodated in the revised editions of the report in future.   

 

 

Suman Ahsanul Islam 

Director,  

Humanitarian Leadership Academy - Bangladesh 

and 

Lead Investigator 
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Executive Summary  
 

The Rohingya humanitarian crisis response in Cox’s Bazar is a fairly new and complex experience 

for the humanitarian aid workers in Bangladesh. Aid workers are responsible for responding 

effectively in a very demanding context and acquire certain skills and competencies to adapt 

to the extreme workload. Since the current response in CXB began in 2017, local humanitarian 

aid workers (LHAWs) have gathered tremendous amount of learnings and experiences. 

However, the life-saving phase of the humanitarian Rohingya response is now over, a number of 

international experts are coming off the response and local humanitarian aid workers are taking 

over the humanitarian leadership in Cox’s Bazar. In such a context, it is important to equip them 

with the appropriate skills and competencies to effectively meet the needs of the Rohingya in 

CXB.  

 

This LNA complements other global initiatives and sector efforts towards furthering humanitarian 

professionalisation and competency building. The study reveals that despite  Bangladesh having 

displayed best practice in disaster management at the onset of the 2017 Rohingya crisis, the 

humanitarian sector still lacked the professional architecture and systems that could deliver the 

level of professional standards that the scale and complexity of the response required. LHAWs 

operating in the Rohingya humanitarian intervention in Cox’s Bazar often did not have the core 

competencies required to respond effectively at the life-saving phase and have not been 

provided with the support necessary to acquire these competencies up to this point.   

 

Summary Findings: 

1. 68 percent of the LHAWs in Cox’s Bazar surveyed in this LNA were  below 32 years of age. 

This would suggest that many of those responding in CXB to the humanitarian needs of the 

Rohingya are at the early stages of their career and likely in need of capacity building 

support to respond as effectively as possible.  

2. 46 percent of the LHAWs surveyed reported never having been offered training and 

learning opportunities beyond initial organisation inductions. This would suggest that despite 

the obvious need for ongoing support to respond in an emergency, only around half of the 

LHAWs in CXB are being offered any capacity building opportunities. 

3. There is a high turnover of staff operating in CXB,  with the average length of time LHAWs 

spend in the current crisis standing at 18.4 months. Only 38 percent of the LHAWs surveyed 

had worked in CXB more than two years. This means many LHAWs with experience of CXB  
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leave the response as new staff without prior experience in CXB and limited understanding 

of the needs on the ground are joining. Thus, organisations lose institutional memory, and 

struggle to translate learning into practice. 

4. During their career, whether before or after joining the Rohingya crisis response, 90 percent 

of the respondents reported having received  training on at least one of the six 

humanitarian essential topics - Core humanitarian standards, Code of conduct, Sphere 

standards, Psycho-social counselling, Humanitarian accountability and  Children & women 

protection, gender-based violence, diversity & equality. However, it was often reported that 

the trainings were ad-hoc and sporadic in nature, with gaps in provision and lack of follow-

up. 

5. On a scale of five, LHAWs self-assessed average rating is 3.76 for 33 technical and 3.7 for 32 

operational skills/knowledge competencies which are of high importance to their current 

job responsibilities. This implies that, most LHAWs feel they have between 'some knowledge 

and application experiences' and 'good knowledge and application experience' of the 

technical competencies that are required for their role. 

6. LHAWs rate their ability of understanding the needs of specific beneficiaries i.e. children, 

women, people with disability (PwD), higher which does not rationally relate with their 

experience and trainings.  

7. Demand for training was highest in the following (in order of demand):  Technical Issues i.e. 

WaSH, Health Services, Education, Shelter, Nutrition etc., Code of Conduct, Report Writing, 

Core Humanitarian Standards and Child Protection in Emergency.  

8. 46 percent of the respondents feel that LHAWs do not have regular opportunity for training 

and capacity building. Workload was rated as the most significant barrier to LHAWs securing 

the learning and capacity building opportunities needed. 

9. Short face-to-face training on multiple topics (across 3 to 4 days) emerged as the most 

preferable  learning and training methodology by all those surveyed, while longer, more in-

depth training programmes (e.g. across 6 months) were the least in-demand by 

respondents. Other methodologies considered useful/manageable included Mentoring and 

coaching, Job shadowing and “on the job” opportunities such as mini projects etc. 

10. 85 percent of the LHAWs said they would appreciate online learning opportunities, while a 

lack of IT knowledge and tech-related issues were reported as the main challenges of 

accessing online courses currently.  
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Summary recommendations: 

i. A holistic strategy for developing the competency and professionalisation of LHAWs 

operating in CXB should be created, coordinated and resourced. 

ii. A contextualised competency framework for LHAWs in CXB should be developed, 

coordinated and supported to be adopted by the local humanitarian organisations 

employing Bangladeshi aid workers in CXB  

iii. National and international organisations specialising in different technical areas should 

extend capacity building support and opportunities for LHAWs in Cox’s Bazar.  

iv. Until the establishment of a professional association, community of practitioners should be 

supported in Cox’s Bazar. Organisations should encourage staff for formal-informal cross 

learning at all level. 

v. Organisations in CXB should design a 12-month capacity building plan for organisation 

and staff. Implementation of the plan should be coordinated and ensuring that individuals 

are able to continue their work and not be overloaded, and the most critical trainings are 

prioritised. All learning must be contextualized to CXB and considered how to on external 

learning resources, including those offered by other NGOs operating in CXB.  

vi. Where resources and scope allow, customised methodologies considering choice of 

different audience is recommended. In general, blended methodologies (face-to-face 

and online) have the best potential of creating learning outcome. Available learning 

courses in web-based open learning platforms such as Kaya should be contextualised and 

promoted among LHAWs in CXB. Contextualisation should consider the technical issues 

LHAWs report on accessing online content i.e. slow data speed, off-line access etc. 
 

https://kayaconnect.org/
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Chapter One: Study Introduction 
 

 

1.1. Context & Rationale  

The World Humanitarian Summit in 2016 put forward the aid localization agenda that includes a 

commitment to empower local NGOs and LHAWs to  respond effectively in humanitarian 

crises.1 Amongst other commitments, international NGOs and other stakeholders committed to 

building the capacity and providing resources for capacity building for local NGOs and their 

employees. It emphasises the importance of affected communities participating in the 

development and delivery of humanitarian responses that meaningfully reflect local needs, 

capacity and cultural preferences. Despite this global commitment, in the context of the 

Rohingya humanitarian crisis in Cox’s Bazar, Bangladesh,2 the humanitarian archetype has 

largely been followed  since the beginning of the response in August 2017. Local and 

international humanitarian actors in CXB recognised that there is need for sustainable and 

strategically oriented capacity building approaches and investment in learning support 

appropriate for local context across CXB. Local and national humanitarian actors in Cox’s 

Bazar have very rarely been offered the opportunity to take part in any kind of learning needs 

assessment (LNA) to understand gaps in their skills or knowledge that could be developed to 

improve the quality of the response overall. This lack of oversight into the capacity and 

capacity gaps of some of the major humanitarian responders in Cox’s Bazar represents a 

missed opportunity to leverage the impact of LHAWs' work to better support the needs of the 

Rohingya.   

 

The need for more engaging, scalable and impactful humanitarian learning has never been 

greater than it is today. Globally, humanitarian actors recognise the value of a locally-based 

workforce. Amongst the advantages of employing LHAWs includes a quicker deployment and 

a better understanding of local culture. It also ensures risk management and humanitarian 

response is context-specific, building on the knowledge and cultural approaches of the crisis-

affected community.3 This has been found repeatedly by research and evaluations.4 It also 

came up strongly in various formal-informal discussions of stakeholders in CXB, alongside the 

sense that most of the available resources for the response are held outside the country, 

generally by sources from the West, which seldom allow funds to cover the local capacity 

needs.  

  

 
1 Agenda for Humanity 2016. 

2 Elaborated in section 3.4 of this report 

3 Active Learning Network for Accountability and Performance (ALNAP) – 2008; The State of the Humanitarian 

Enterprise. 

4 See, for example, Tsunami Evaluation Coalition (2006) Joint evaluation of the international response to the Indian 

Ocean tsunami: Synthesis Report. 
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There are many other factors that slow or hamper the building of capacity amongst LHAWs in 

CXB. Currently, while a majority of field staff are local or national, a majority of the leadership 

and managerial positions are held by expatriates. This does not always allow for professional 

stretch opportunities for LHAWs and can lead to a lack of insight into their needs. It is important 

that L/NNGOs are afforded the resources by donors and partners to invest in the capacity of 

their staff. Currently, capacity building initiatives in CXB are largely led by INGOs, often 

inhibiting the development of local capacity building providers - a danger noted by 

International NGO Training and Research Centre (INTRAC) in its work in other contexts. This LNA 

report aims to speak directly to L/NNGOs, providing insight into where capacity gaps may exist 

and how best to build the capacity of their staff.  

 

This report forms part of an ongoing conversation about how to build capacity of staff in CXB. 

Indeed, there has been much discussion amongst humanitarian actors and interagency groups 

operating in CXB around the need to develop operational and technical competencies 

amongst responders to improve overall humanitarian aid performance in the response. The 

Joint Response Plan (JRP) in 2019,5 developed by the Government of Bangladesh (GoB) and 

various humanitarian actors in Cox’s Bazar outlined a roadmap to localization which included 

building the capacity of local and national staff to ensure the sustainability of the response. In 

the plan, strategic transfer and exchange of skills, capacities and resources between local and 

national NGOs and international actors was identified as a priority.  

 

To design and implement  any capacity building activities for local and national actors in the 

response, it is important to understand where the capacity gaps currently exist. Recognizing this 

challenge within the response, and to contribute to bespoke capacity building activities, 

underpinned by localization commitments, the Humanitarian Leadership Academy 

Bangladesh in collaboration with Save the Children UK, BRAC and the Bangladesh University of 

Professionals (BUP) have initiated this learning needs assessment (LNA) exclusively targeting the 

local and national humanitarian aid workers engaged in humanitarian response in Cox’s Bazar. 

 

The aim of this study is to provide an assessment of the current and near future learning needs 

for LHAWs in Cox’s Bazar and to shed light on the specific types of skills and professional profiles 

within the response. It is hoped that the findings will empower organisations operating in CXB to 

build the capacity of their local and national staff, based on a clearer understanding of the 

current strengths and gaps in their capacity. Further, the report aims to provide a rationale for  

building collaboration and learning between INGOs and L/NNGOs through understanding of 

the key capacity gaps experienced by LHAWs as well as identifying expertise held by this group 

which could contribute to INGOs’ learning. 

  

 
5 UN coordinate the yearly joint planning of humanitarian actors in CXB. 

https://www.humanitarianresponse.info/en/operations/bangladesh/document/2019-joint-response-plan-rohingya-

humanitarian-crisis-january 
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1.2. Purpose and Objectives 

The objective of this LNA is to outline the knowledge, skills, capacity gaps and learning needs of 

LHAWs working in CXB. Specifically, the LNA aims to:  

 

1. Explain in which operational and technical areas LHAWs operating in CXB have strength 

and capacity  

 

2. Map where LHAWs may experience skills gaps and in which operational and technical areas 

they need support and development opportunities  

 

3. Identify the key priority technical and operational areas where LHAWs need support to build 

their skills and knowledge in order to work as effectively as possible in the response  

 

4. Understand LHAWs' preferences for learning modalities were capacity building interventions 

to take place  

 

In pursuing the above aims and objectives, it is hoped that this LNA will provide a rationale for 

comprehensive capacity building support for LHAWs across CXB to better enable them to 

support the Rohingya population. In the longer term, it is also hoped that the findings from this 

study can contribute to building capacity across the Rohingya response as well as providing 

some insight into furthering the localisation agenda in Bangladesh more broadly.  

 

 

1.3. Scope of the Study 

This LNA collects and analyses data on the perceptions and opinions of  individual local 

humanitarian aid workers (LHAW). In this study, LHAWs are broadly defined as Bangladeshi aid 

workers who are salaried employees of organizations engaged the Rohingya response  in CXB - 

both in camps and within the host communities. Regardless of their positions in organizations, 

interviewees have been targeted following a systematic sample selection process.6 LHAWs in 

this study does not include community-level volunteers such as community health volunteers or 

community school teachers. 

 

This LNA focuses on understanding LHAWs’ skills, knowledge and behaviour - both operational 

& technical. It analyses individuals' ability to contribute and implement response plans and 

respond effectively to the humanitarian crisis. Analysis focuses on understanding LHAWs’ 

capacity in addressing the needs of specific beneficiary groups such as children, women & 

girls, people with disability (PwD), elderly and people with chronic health issues. Quantitative 

and qualitative data was collected in November 2019.  

 
6 Elaborated in Methodology section 
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Taking the Core Humanitarian Competency Framework (CHCF) as a baseline, a comparative 

analysis has been undertaken with the qualitative data. Quantitative data has been 

undertaken descriptive analysed to derive trend, percentage, frequencies of responses, 

summarize the data and find patterns. The study gathered and analysed information on the 

existing capacities of LHAWs, as well as gaps in their capacity, with an aim to better 

understand where knowledge sharing and collaboration opportunities exist between LHAWs 

and international actors. The study also explores the strengths of LHAWs that could be shared 

with others in the response, including INGOs, to promote a two-way knowledge exchange. 

 

 

1.4. Structure of the Report 

This report is organized in the following manner: it first provides some background to the context 

of the humanitarian crisis in CXB and the professionalization and localization of humanitarian 

competencies for LHAWs operating there. It then outlines the  analytical framework for 

assessing the findings of the study, followed by observations from the desk review of relevant 

literature. The main findings from the qualitative and quantitative data collected from the 

LHAWs are then presented, grouped into four sections –Capacity building offer in CXB,  LHAWs' 

job roles and technical competencies,  LHAWs' operational knowledge & skills and  LHAWs' 

capacity building needs. The findings are followed by an analysis and recommendations.  
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Chapter Two: Methodology & Study Approach 
 

This study relies on both quantitative and qualitative data collected in CXB between 1 and 14 

November 2019. A quantitative method based on a structured questionnaire completed by 

436 LHAWs was used to understand  LHAWs’ demography, level of work experience, and 

training background as well as their self-assessment of different skills, knowledge, expertise and 

competencies (see Attachment-1 for the full quantitative questionnaire). Qualitative methods, 

including Focus Group Discussions (FDGs) and Key Informant Interviews (KIIs) were also used to 

gather in-depth knowledge and understanding of the factors impacting the training and 

capacity building opportunities and environment for the LHAWs in CXB (see Attachment-2 for 

the full qualitative questionnaire). 

 
Both primary and secondary sources of data and information have been used for the study. 

Primary sources of data include findings from the quantitative and qualitative approaches 

outlined above and secondary sources include  relevant contemporary literature incorporating  

surveys, studies, research reports, newspaper report and articles (see below for the full literature 

review). 

 

Data collection was undertaken by a team of post-graduate students (6 male and 2 female) of 

Disaster Management and Human Security Department of BUP guided by a faculty member. 

Before the field work, the enumerators had been provided with orientation on the study, 

questioner, ethical considerations on protection and data protection issues. 

 

2.1. Sample Selection & Data Collection 

Following a systematic sample selection process, 50 organisations working in the humanitarian 

crisis in CXB were identified from the list collected from ISCG.7 A minimum of six and maximum 

of ten staff from the selected organisations were  surveyed using the formatted questionnaire 

(Attachment-1 for the full quantitative questionnaire) for quantitative data. For the FGD and 

KIIs, participants were identified based on the following factors: 

▪ Responsibilities and leadership, including management role.  

▪ Length of time involved in the Rohingya response 

▪ Gender and other protected characteristics  

▪ Areas of technical expertise  

 
Quantitative data collection: Quantitative data was collected through structured 

questionnaires. Estimating that 12,000 LHAWs were working in Cox’s Bazar at the time of the 

survey, a sample size of 372 was chosen.8  Accommodating for possible errors or poor data   

 
7 Inter Sector Coordination Group (ISCG) Cox’s Bazar - 

https://www.humanitarianresponse.info/en/operations/bangladesh/inter-sector-coordination 

8 https://www.surveysystem.com/sscalc.htm#one 
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quality, a total of 436 quantitative survey were completed as part of this study's data collection.  

 

Qualitative data collection: 10 FGDs and 8 KIIs were conducted  with 64 LHAWs (56 male and 8 

female) from 22 local and international organisations in CXB.  

 

Date of data collection: All the data presented in this report was collected between the  1 

and14 November 2019 in CXB. 

 
2.2. Analytical framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Primary and secondary data collected for this study was analysed based on the above 

analytical framework. As reflected in the Step 3 in Figure -1 above, final analysis applied a 

method of triangulation whereby key findings from the quantitative survey results were 

compared and contrasted with the findings and analysis from the desk review and the 

qualitative data analysis.  

 

Following the initial quantitative data collection phase, an initial cleaning of the data was 

carried out at the field level. A spot check of the survey responses was performed at random in 

order to ensure data quality. Following the completion of data collection, coding and entry of 

the completed surveys were done through MS-Excel. Using data filtering feature, frequency  

Figure – 1: Analytical Framework 
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tables of different findings had been generated. Based on these frequency tables percentage 

analysis and graphs had also been developed. In addition, cross tabulations of different 

findings were done as a part of analysis.  Triangulation of the data, as outlined above, was then 

undertaken. 

 

Qualitative discussions and interviews were recorded at the field level and field notes were 

taken during the data collection phase. FGD, and KII findings were then written down in 

transcript format. After transcription and thematic analysis were complete,  the findings were 

analysed as per the study requirements and written out for report preparation. 

 

2.3. Limitations & Challenges 

As with a majority of research taking place in emergency contexts, this assessment faced a 

number of challenges and limitations. These should be taken into account when analysing the 

data collected.   

 

Although the study relied on a statically appropriate sampling strategy, this sample selection 

had to be adjusted during data collection. Because of time and resource constraints, it was 

not possible to contact all the selected 50 organisations well before the data collection dates. 

This led to some gaps in what might otherwise have been a solid representation of 

organisations operating across CXB. 

 

The timing of data collection coincided with the last quarter of the year. LHAWs were therefore 

often under pressure to complete their yearly targeted activities. In some cases, this made it a 

challenge for enumerators scheduling a time with selected responders. Many of the responders 

struggled to find time to respond to the survey. This meant that the study team was not able to 

collect as many survey responses as they had initially planned for.  

 

The timing of the data collection also coincided with Cyclone Bulbul in CXB. It is pertinent to note 

that interviews were conducted with LHAWs during an active humanitarian response, and some 

respondents were constrained by time and operational circumstances, which may have 

affected their willingness to speak openly. While some respondents were well versed in issues 

surrounding localization and capacity, many interviewees did not seem to have reflected on 

them. Lack of shared understanding in how people understand these topics – including, more 

specifically, differing interpretations of humanitarian professionalisation and competencies, 

standards - were taken into account when analysing the data collected. 
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Chapter Three: Literature Review 
 

3.1. Humanitarian competencies & professionalisation 

Over the past ten years, in an environment of increasingly complex humanitarian crises, the 

need for professionalisation of the humanitarian sector and the need to develop aid workers’ 

personal and technical competencies to improve the effectiveness of responses  has become 

a focus of humanitarian academic discussion.9   

 

Competencies represent the experience, skills and behaviours required to perform effectively 

in a given job, role or situation. Protracted and complex humanitarian crises demand high-level 

competencies from aid workers as conventional planning and operating procedures become 

ineffective. To support aid workers to respond as effectively as possible, much of the literature 

from Bangladesh and elsewhere calls for systematic capacity building and professional 

development initiatives across the sector.  

 

Enhancing Learning and Research for Humanitarian Assistance (ELRHA)'s Professionalisation 

Working Group has been developing and lobbying for a professional development framework 

and humanitarian skills passport to recognise local and field level workers’ knowledge, skills and 

experience for the humanitarian and development sectors. 10 Research on professional 

development in the humanitarian sector has highlighted that despite a variety of capacity 

building initiatives, 11 the sector lacks the professional development architecture and systems 

that can support widespread delivery and signpost to minimum quality standards. Though 

professionally recognised courses are in high demand (which is more noticeable in countries 

with less provision and in more remote locations), professionalisation initiatives appear largely 

uncoordinated in the sector, leading the debate away from whether or not to professionalise 

and towards focusing on the need to bring greater cohesion among the professionalisation 

initiatives and explore complementarity.12  

 

With little quality control and few baseline requirements, there is widely varying interpretation of 

what is considered appropriate professional development. The failure to professionally define 

capacity building also makes it extremely difficult to judge performance: if each stage of the 

process is not clearly defined it is impossible to decide whether particular interventions have   

 
9 Camburn , Jess - CERAH/ELRHA Conference on humanitarian education and training. Theme 1 – What Knowledge 

and Skills for Humanitarian Workers? 

10 ELRHA Professionalisation Working Group Comprising members from the UN, Red Cross movement ,INGOs, academia 

and corporate sectors. 

11 ELRHA (2010) Scoping Study on Professionalising the Humanitarian Sector and ELRHA (2012) Global Survey on 

Humanitarian Professionalisation. 

12 Save the Children’s most downloaded online courses are those offering certificates recognised by Cornell University 

and are most often requested by those with little access to alternative training. World Vision is putting its field staff in 

Africa through PMD Pro project management certification. 
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been a success or a failure.13 Some progress has been made over the years through the 

development of cross-organisational programmes, the creation and application of 

competency frameworks, the emergence of some quality assured and accredited training but 

without supporting infrastructure, the impact of these interventions on the sector remains 

limited. The literature reveals that more is needed to promote quality-assured capacity building 

throughout the humanitarian sector. 

 

3.2. The Core Humanitarian Competency Framework (CHCF) 

The core humanitarian competencies framework (CHCF) is the first  set of guidelines for 

competencies development in the humanitarian sector, developed in 2011 by representatives 

from a cross-section of humanitarian organisations under the auspices of the Consortium of 

British Humanitarian Agencies (now the Start Network) led by ActionAid and facilitated by 

People In Aid (now the CHS Alliance). The development of the CHCF was a collaboration of 

major humanitarian aid organisations toward agreeing a set of core competencies that could 

be used as a reference and resource by NGOs and aid workers. In the framework, six areas of 

core competencies were identified as the ‘essential behaviours required by all staff, influenced 

by their skills, and knowledge’;14 while defining a competency as, ‘the behaviours that 

employees must have, or must acquire, in order to achieve high levels of performance in their 

role.’15 

 

To ascertain the relevance and practical value of the CHCF, in 2016, a review of the framework 

was commissioned by the CHS Alliance. The review was almost unanimous in reaffirming the 

relevance of the CHCF as a vital reference for developing employee competencies in 

humanitarian organisations.16 Core competency elements in the CHCF were essentially found 

to be useful, practical and fit-for-purpose, as they were initially conceived. The framework aims 

to create a shared language across agencies about what is expected of staff. Several INGOs, 

academics and working groups such as Child Protection in Emergencies (CPIE) Competency 

Framework have either referred to or adopted elements of CHCF.17 However, the review 

recommended that greater awareness and dissemination of the CHCF was required for it to 

have full impact, especially amongst entry-level humanitarian aid workers. For experienced 

staff and managers, guidance and support to interpret and apply the core competencies in 

the CHCF was also recommended in the review.18 

  

 
13 ELRHA Global Survey on Humanitarian Professionalisation 2012 

14 Core Humanitarian Competencies Framework (CHCF), 2011. 

15 ibid 

16 Narayan, Uma; Review & Development of Core Humanitarian Competencies Framework Report, September 2016 

17  ibid. 

18 ibid (page 32) 
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Mainstreaming of the CHCF resonates with the localisation agenda which is one of the core 

responsibilities identified at the World Humanitarian Summit. The localisation agenda calls for 

reinforcing national and local systems for a shift towards more national and locally-led 

preparedness and response efforts. This framework provides a tool and common language 

that, once translated and disseminated further will undoubtedly accelerate the 

professionalisation of the humanitarian sector, and will contribute to efforts by humanitarian 

organisations to render effective service to people affected by humanitarian crises in any part 

of the world. It is for this reason and the reasons outlined above that this survey will rely on the 

CHCF as a means to measure the operational and technical competencies of LHAWs in CXB as 

well as assess their capacity gaps.  

 
3.3. Local humanitarian aid workers’ capacity building – humanitarian 

competencies & professionalization in Bangladesh 

Bangladesh has well-developed existing capacity, skills and resources to prepare for and 

respond to frequent and cyclical cyclones, floods, and other natural hazards.19 A significant 

offer of both training and academic learning on disaster management and humanitarian 

issues are available in Bangladesh. Indeed, the Humanitarian Learning Capacity and Market 

Assessment in Bangladesh identified large number of training courses and learning materials on 

humanitarian issues for different type of interventions, such as disaster risk reduction (DRR), 

resilience, readiness, response and recovery available in Bangladesh.20 Further, the 

government has taken a significant initiative for professionalizing the disaster management 

system in the country. Substantial progress has been made in incorporating DRR issues into the 

education system. Issues on hazards, vulnerability and DRR measures have been incorporated 

into various textbooks from elementary to tertiary levels of education. Different certificate 

courses, post-graduate diploma courses, Bachelor of Science (Honours), Masters, MPhil and 

PhD programs in disaster management have been introduced in ten public and three private 

universities.21  

 

However, the curriculum for different certificate courses, post-graduate diplomas, Bachelors of 

Science and Masters Programs are often poorly designed to meet the needs of the sector.22 

There is often little uniformity in the curriculum of different universities/institutes. Curriculums are 

also mostly focused on DRR issues, with little on humanitarian response issues. Lectures are very 

much theory based and very few textbooks are available on the local disaster management  

  

 
19 Mission Report: Grand Bargain Localization Workstream Demonstrator Country Field Mission Bangladesh, 08 to 13 

September 2018 

20 The Humanitarian Learning Capacity and Market Assessment in Bangladesh;  ADPC and the Humanitarian 

Leadership Academy, March 2017 

21 ibid 

22 ibid 
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…….the need for new staff often outweighed 

the need for staff to be properly trained in 

sensitive practices. ‘We are heavily reliant on 

the bedside manner of staff who have not 

received a lot of training’. 

 
Humanitarian Policy Group, ODI Working Paper 

- “Dignity and the displaced Rohingya in 
Bangladesh - Ijjot is a huge thing in this world” 

(August 2018). Kerrie Holloway and Lilianne 
Fan 

 

context. In the literature, concern about the quality of teaching in terms of understanding the 

subject matter and delivering the lectures is also raised often.23 

 

Beyond formal education, many organisations - governmental and non-governmental - also 

offer professional development opportunities in disaster management and humanitarian  

activities.24 However, these are often only accessible to staff of those organisations and are 

developed specifically according to the needs of the organisations themselves rather than to 

the sector as a whole in Bangladesh. They are also often found to be ad-hoc and insufficient to 

develop staff capacity. 

 
ELRAH's recent research around capacity building in the global sector finds that:  

 

“As soon as a funding period (typically one to three years) is over, the likelihood is that 

a particular course will disappear and the funding will go to another agency to fill the 

critical gap. This essentially removes any possibility of setting benchmarks and 

measuring the long-term impact of investments in capacity building in the sector‟25 

 

This finding is pertinent to the Bangladesh context. There is little to no provision for regular and 

high-quality staff capacity building  in either government or  non-government organizations. 

Even in NGOs operating in Bangladesh, most internal learning and development programmes 

are informal and often make little reference to globally recognised standards. Further, the 

design and delivery of learning materials are often of variable quality. With little awareness of  

the complex technical requirements for 

developing learning programmes, there is vast 

variance in the quality of materials and the follow-

up that would embed learning following ad-hoc 

capacity building interventions. 

 

This lack of systematic provision of capacity 

building opportunities for aid workers in 

Bangladesh is especially concerning given the 

mounting evidence that many aid workers across 

the country lack the skills and competencies 

needed to respond effectively in a crisis. The 

government and humanitarian actors maintain 

rosters of emergency personnel that can be called 

on in short notice.  However, individuals  

 
23 ibid 

24 Six government and non-governmental-organisations – Department of Disaster Management (DDM), Fire Services 

and Civil Defence (FSCD), Bangladesh Red Crescent Society (BDRCS), Cyclone Preparedness Programme (CPP), 

Disaster Forum (DF), and Network for Information, Response and Preparedness Activities on Disaster (NIRAPAD) listed a 

menu of 108 different courses on disaster management and humanitarian activities. 

25 ELRHA (2011) Global Survey on Humanitarian Professionalism. 
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within these rosters are continually changing as people find alternative jobs, or migrate 

elsewhere, and are no longer available.26 A recent Oxfam report A fresh analysis of the  

Humanitarian Capacity of Bangladesh (September 2016) reveals that most national NGOs 

have staff with broad disaster management knowledge that work on humanitarian response 

when needed on an ad hoc basis, while there are few local NGOs with  specialised 

humanitarian /disaster management staff.27  In general, the humanitarian qualification of NGO 

staff in Bangladesh is often very generic. Qualified staff are reluctant to go to remote areas 

within the country's districts and are often concentrated in HQs.28 The findings from this Oxfam 

report appear to resonate with the regular complaints from local and national NGOs based in 

Bangladesh that well-trained staff often leave their organizations to work in international 

organizations which are able to pay higher salaries and offer international career 

opportunities.29 At the onset of the Rohingya humanitarian response in CXB, staff movement 

impacted on the ability of local and national NGOs to scale up, and undermined their 

capacity while UN agencies and INGOs were scaling up their operations. This experience gives 

basis to the perceptions that there is a huge need for local humanitarian aid workers’ 

professionalism and competencies building, despite wider challenges in the sector that would 

sometimes prevent local and national NGOs from offering systematic professional 

development opportunities to their staff. 

 

The concept women’s leadership in 

emergency is still less among LNGOs and they 

have the capacity lacking for this particular 

issue.30 In July 2018, thirty-two women rights 

organizations  

came together and launched Bangladesh 

Women’s Humanitarian Platform (BWHP); to 

build the capacity of humanitarian actors to 

effectively address gender-based violence 

(GBV) during any crisis.31  Networked globally, 

the Sphere Community Bangladesh an open 

forum of humanitarian aid workers, 

practitioners and organizations active in 

Bangladesh also humanitarian   

 
26 Khan, Faheem; Benchmarking and Baseline Evaluation Humanitarian Leadership Academy – Bangladesh; January 

2018 

27 A fresh analysis of the Humanitarian capacity of Bangladesh – ‘Bangladesh Capacity to Manage Humanitarian 

Action” Oxfam - September 2016 

28 ibid 

29 ibid 

30 ibid 

31 Women Leading Locally - Exploring women’s leadership in humanitarian action in Bangladesh and South Sudan 

Oxfam Research Report, January 2020 

More training for staff and volunteers and 
monitoring their interactions with Rohingya should 
take place, and funds should be allocated to this 
end. If not already in place, a Code of Conduct for 
vlunteers should be established, and volunteers 
and staff held accountable for their actions. 
 

Humanitarian Policy Group, ODI Working Paper - 
“Dignity and the displaced Rohingya in Bangladesh - 

Ijjot is a huge thing in this world” (August 2018). 
Kerrie Holloway and Lilianne Fan 
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professionalisation through enhance skills of humanitarian workers to apply and adhere to 

Sphere Humanitarian Charter and Standards through initiating capacity building events.  

 

There is “little” access to Bangladeshi learning providers in the humanitarian sector. United 

Nations (UN) and international donors do not access any Bangladeshi learning sources while 

national organisations saying that they considered online humanitarian capacity building 

resources to be “highly available”, yet they do not use online learning resources. A prime 

reason for this was that the “culture” of using online learning tools is still relatively new, and 

especially in the context of Bangladesh where over the past several 

decades trainings have been offered in more traditional classroom or in-person trainings, there 

appears to be a reluctance of users switching to more modern online platforms.32  Nonetheless, 

the trend of online training and learning is growing steadily in Bangladesh. Humanitarian 

Leadership Academy’s online humanitarian learning platform KAYA reports till the early 

December 2019, a total of 4,320 registration of online learners from Bangladesh. 

 

3.4. The Rohingya Humanitarian Crisis Context 

Starting in early August 2017, the Myanmar security forces began "clearance operations" 

against the Rohingya in Rakhine state. Following the violence, within a period of six to eight 

weeks 600,000 Rohingya people from Myanmar moved into the neighbouring border areas of 

Cox’s Bazar in Bangladesh. There they joined existing Rohingya communities, bringing the total 

to 900,000, living in makeshift camps ranging in size from 9,900 refugees in Shamlapur to more 

than 600,000 in the Kutupalong-Balukhali  settlement, and some with host communities: making 

the largest concentrations of refugees in the world. The Rohingya outnumber the local 

population by two to one in Teknaf and Ukhiya Upazilas (sub-districts) of Cox’s Bazar District.  

 

The scale and speed with which the refugees fled Myanmar has not been seen since the 

Rwandan genocide33 and left Bangladeshi and international stakeholders struggling to address 

the cascading needs. As stated by the UN High Commissioner for Refugees, Filippo Grandi  in 

September that year: 

 

‘Despite every effort by those on the ground, the massive influx of people seeking 

safety rapidly outpaced capacities to respond’34 

 

Since 1978, is the events of summer 2017 represented the seventh largest influx of Rohingya 

refugees into Bangladesh. Other major flows of Rohingya into Bangladesh took place in 1990–

92, 2012 and 2016. In 1992, the GoB stopped giving refugee status to new arrivals and 

subsequently issuing identity cards, confirming the statelessness of the Rohingya people. While,  

 
32 Khan, Faheem; Benchmarking and Baseline Evaluation Humanitarian Leadership Academy – Bangladesh; January 

2018 

33 The Economist, October 2017 

34 UN News, September 2017 
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Bangladesh is not a signatory to the 1951 Refugee Convention nor its 1967 Protocol. In the 

absence of a national refugee law, their legal status has restricted the Rohingya communities 

availing many basic services and rights. 

 

The district Cox’s Bazar is highly susceptible to natural disasters including cyclones, heavy rains, 

flash-floods and landslides. At least 100 hectares of cropland in Teknaf and Ukhiya have either 

been occupied by refugee settlements or rendered useless by sandy soil flowing down from 

the mountain slopes. At the same time, nearly 2,000 hectares of forest reserves have also been 

damaged due to the settlements. Around 750,000 kilograms of timber, vegetation, and roots 

are collected daily by the community from the forest for cooking fuel.35 Because of over- 

congestion, the camps are highly vulnerable to high-wind and fire hazards. The area lacks 

proper drainage and  there are regular instances of water logging inside the camps during 

monsoon. Temporary shelters, latrines, sanitation facilities, roads/pathway networks are not 

able to handle small landslides and other natural hazards. In this context, LHAWs are often 

required to respond to a multitude of different crises simultaneously.   

 

The Rohingya are also seen as undeserving of the current levels of humanitarian assistance in 

an area where services to the local population are poor. The host communities in Ukhyia and 

Teknaf Upazilas remain economically poor, largely because of inadequate infrastructure and 

roads as well as the near absence of manufacturing industries that could generate 

employment opportunities for the people. The sudden influx of refugees has put huge pressure 

on the local economy. Local concerns also focus on social differences and fears of 

radicalisation within camp communities given the Rohingyas’ more conservative approach to 

Islam. This can require aid workers to take on the additional role of peace-keepers during 

certain times.  

 

The GoB, UNHCR and UNDP agreed on a framework for voluntary repatriation with safety and 

dignity for the Rohingya in 2019. However, it remains unlikely that the conditions for safe return 

with dignity can be met so the humanitarian crisis in CXB is likely to continue, meaning LHAWs 

will continue to face on-going challenges as outlined above. In this context, it is paramount 

that they are equipped with the support and professional development opportunities to 

respond effectively.  

 

3.5. Response context in Rohingya humanitarian crisis 

Since August 2017, the Ministry of Foreign Affairs has taken the lead in coordinating the 

government response and in determining the nature of international coordination in CXB. A 

level 3 emergency was declared in CXB  in early October 2017, enacting the global 

humanitarian system and mobilising the tools and resources required to respond to an 

emergency of the scale. Prior to this influx, only five UN agencies and a handful of international  

 
35 Rohingya influx creating hardships in Cox's Bazar' Refugee settlements depriving local community of cropland and 

forest resources; SM Najmus Sakib, April 2019. https://www.aa.com.tr/en/asia-pacific/rohingya-influx-creating-

hardships-in-coxs-bazar/1446205#  

https://www.aa.com.tr/en/asia-pacific/rohingya-influx-creating-hardships-in-coxs-bazar/1446205
https://www.aa.com.tr/en/asia-pacific/rohingya-influx-creating-hardships-in-coxs-bazar/1446205
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NGOs were active in CXB with Rohingya Camps. By early 2018, some 120 international and 

national NGOs, 12 UN agencies and the International Federation of Red Cross and Red 

Crescent Societies (IFRC) were providing humanitarian assistance across 34 formally established 

camps in extremely congested conditions.36 

 

The response to the crisis has raised the question of how far commitments made at the World 

Humanitarian Summit and within the Grand Bargain can be met when responding to Level 3 

emergencies. The local and national actors responding to the crisis have largely recognized 

that they need technical support from international actor, who have worked in crisis contexts 

similar to CXB and can bring experience of protection programming and engagement with the 

humanitarian donor architecture.37 The GoB allowed large numbers of foreign relief workers  

from international agencies and NGOs access 

to CXB so as to meet that need for technical 

support.  

 

An NGO platform in CXB has been established 

and a roadmap for localisation has been  

developed. However, concerns have been 

raised over the ‘projectised’ approach inherent 

in coordination structures, where local and 

international NGOs are often treated as 

subcontractors rather than partners.38 Local 

NGO participation at the sectoral level is further 

squeezed by the large number and high 

turnover of international staff.39 It is necessary to 

understand to what extent this is caused by and 

to what extent it impacts on LHAWs' capacity 

and competencies (or lack thereof).  

 

On the status of humanitarian localisation in CXB, an international mission observed that: 

 

“Local actors require technical and programming support on protection (standards, 

confidentiality, GBV, etc). The approach to capacity building in Cox’s Bazar is ad hoc 

and uncoordinated. Part of the Humanitarian Coordination Task Team (HCTT) 

roadmap to localization could include a strategic plan for a more coherent approach 

to identifying and delivering on capacity needs in Cox’s Bazar. This could contribute 

to a deliberate intention to shift the implementation of most assistance programming   

 
36 Praag, Nick van and Hopkins, Kai; Communicating with communities in the Rohingya refugee response: towards a 

whole of programme model; ODI-HPN, October 2018 

37   The Grand Bargain Localization Workstream Demonstrator Country Field Mission Bangladesh, September 2018. 

38 Bowden, Mark; Rohingya refugees in Bangladesh: the humanitarian response - The current context to the Rohingya 

crisis in Bangladesh. Humanitarian Exchange: Number 73 October 2018. 

39 ibid. 

…….there are approximately 1,200 expatriates 

working in Rohingya responses. They hardly 

have any training on local culture and 

local/Rohingya language. 

 
 

Cox’s Bazar CSO-NGO Forum; Experiences and 
Challenges of Bangladeshi Civil Society, UN 

Agencies and INGOs Localization Approach for 
Rohingya Response. (June 2018) 
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to national actors as soon as feasible. International actors’ role would then evolve into 

covering some protection activities as well as advocacy, capacity building, 

coordination, resource mobilisation.”40 

 

Language barriers make communication difficult, as neither Bangladeshi nor international staff 

generally speak Rohingya. Literacy levels are low among the Rohingya, so complaints boxes 

are not very effective, but as the refugees do not have access to Bangladeshi SIM cards or 

mobile phones, other standard approaches to accountability, such as agency hotlines, are 

also largely redundant. Cultural norms restrict women’s involvement in many areas of life, and 

make it hard for them to raise complaints.  

 
40 The Grand Bargain Localization Workstream Demonstrator Country Field Mission Bangladesh, September 2018. 
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Chapter Four: Findings and Analysis 
 

4.1. The Capacity Building Offer in CXB  

Our study found that 68 percent of the LHAWs currently working in CXB are  below 32 years of 

age. Many of them are near the beginnings of their  career and are without significant prior 

humanitarian work experience, 88 percent of them have academics qualifications of university 

level or higher but are in the process of developing their skills and competencies in 

humanitarian aid work through their everyday practical experience.  

 

A majority of respondents expressed interest in 

building their field-level skills to complement their 

academic qualifications. However,  only 54 

percent  reported that opportunities were made 

regularly available to them, meaning that a 

significant staff population is being denied much 

needed professional development opportunities. 

Frustrations with this situation were captured well 

by one particular respondent:  

 

 “I see no opportunity (for strengthening their skills 

and capacities) available here for the local 

workers. Every organization just wants delivery of 

work bypaying a standard amount at the end of 

the month. But the employees eventually suffer 

and fail to fulfil their responsibilities effectively. 

Consequently, many locals are losing jobs lately”.  

 

LHAWs also commented on the lack of infrastructure and organisational planning for staff 

progression.  

 

In the absence of any professional training institutes dedicated to capacity building in the area 

of disaster preparedness, humanitarian response and recovery in Bangladesh, often local 

humanitarian capacity development is shaped by organisational demand. This applies to the 

CXB context and means that the individual capacity needs of staff are often over-looked.  

 

According to our respondents, most organisations operating in CXB have in-house capacity to 

train their own staff.  International NGOs and the UN especially have such provision to not only 

train their internal staff, but also to train partner staff.  However, it was reported that the 

development and delivery of such trainings are often informal with little reference to globally  

  

There is no training institute in Cox’s Bazar 

who can train you about humanitarian 

responsibilities. The training that is 

available is arranged internally among 

organizations.  No training opportunities 

for skills development. 

 

FGD with Local NGO staff 

 



 18 

 

recognised standards, long term national humanitarian capacity building objectives, or  

individuals’ humanitarian competencies and development goals.  This can often mean that 

the capacity building provided is not sufficient to equip staff with all the skills and knowledge 

they need to operate in a highly complex and challenging response.   

 

Building and retaining capacity in humanitarian 

responses is challenging, particularly at the local 

level where there is a high turnover of staff. With 

the average length of time spent working on the 

response standing at 18.4 months, only 38 

percent of the LHAWs surveyed have continued 

to work for more than two years in CXB. This 

means that many LHAWs with experience of the 

response in CXB are leaving the sector as new 

staff without prior experience in CXB are joining. 

Thus, organisations lose institutional memory, 

and often struggle to translate learning into 

practice. Similarly, new staff are not always able 

to rely on the existing body of knowledge held 

by their colleagues - who, themselves, might be 

relatively new to the response.  

 

Globally, humanitarian organisations are working to establish an agreed and recognised 

humanitarian learning pathway for new entrants and experienced humanitarians.41 This 

pathway would ensure all humanitarians, regardless of their technical sector, have sufficient 

knowledge of the following areas to respond effectively in a crisis: Core Humanitarian 

Standards (CHS); Code of Conduct (CoC); Sphere Standards; Psycho-social counselling; 

Humanitarian accountability  and Children & women protection, gender-based violence, 

diversity & equality.  
 

90 per cent of the LHAWs surveyed reported having received training on at least one of the 

essential topics listed above. Only three respondents said they received training on all of these 

essential topics. However, a majority reported that trainings were ad hoc and sporadic in 

nature, with gaps in provision and lack of follow-up.  
 

The factors outlined in Figure-2 below form a general picture of a lack of investment in 

systematic capacity building for local staff operating in CXB. It suggests that organisations 

provide organisation-specific capacity building opportunities that are often ad-hoc and not  

  

 
41 All the initiatives of ELRHA, CHS Alliance, Humanitarian Passport etc. 

We all have received some organizational 

training but it was not enough to 

understand the situation. We found the 

influx a lot more complex and challenging. 

Training and learning opportunities are 

very limited. 

 

FGD with Local NGO staff 
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well-aligned with global quality standards and pay little attention to the wider needs of the 

response or the needs of individual staff members. This is especially problematic in a context of 

high staff-turnover where new starters cannot always rely on colleagues to train them on the 

job. Significant effort is needed to institutionalise and link different humanitarian learning and 

capacity building initiatives for the LHAWs in Cox’s Bazar.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

4.2. LHAWs' Job Roles and Technical Competencies 

Figure-3 provides the percentage 

distribution of LHAWs engage in different 

sector and work specialization. 8.5 percent 

of LHAWs working in CXB have work 

experiences in more than one sector. Half 

of the LHAWs reported high relevance of 

their competencies (both technical and 

operational) with their current job 

responsibilities. Figure-4 illustrate the 

composition of different groups of LHAW in 

sectors. 88 percent of the respondents work 

directly with Rohingya communities in 

camps.   

Figure-2: LHAWs participated in different humanitarian essential trainings (n = 436) 

Figure 3: Percentage distribution of LHAWs 
working in different sectors/work specialization 
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The survey that forms the basis of this 

report asked responders to self-

assess their competencies on a 

scale of 1 to 5 where:  

1 = No knowledge 

2 = Minimum knowledge on the 

subject, never or unable to 

apply in practice  

3 = Some knowledge and 

application experience 

4 = Good knowledge and 

application experience 

5 = Full command, applied 

effectively 

 

Where LHAWs were asked to rate their ability against technical competencies of high 

importance to their current job responsibilities, the average rating was 3.76. This implies that 

across the response, most LHAWs feel they have between 'some knowledge and application 

experiences' and 'good knowledge and application experience' of the technical 

competencies that are required for their role. Annex–1 provides a tabular summery of detailed 

rating for different sectors and skills. 

 

The average number of 

months and years of 

humanitarian experience 

and the competency self-

assessment rating reveals a 

general correlation in Figure-

5 beside in so far as the 

competency ratings tend to 

be higher in the sectors 

where LHAWs have more 

substantial experience. 

Figure-5 also illustrate that 

compare to others, LHAWs in 

health and education sector 

are least experienced and 

assessed their competencies  

less than average. While in WaSH and child protection sector workers reported higher 

experiences and competencies.  

  

Figure 5: Average competency rating & years 

of humanitarian experiences in sectors  

Figure 4: Distribution of LHAWs in different sectors. 
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4.2.1. Understanding of the needs of specific beneficiaries 

Survey responders were asked to score themselves on the scale of 1 to 5 as above in response 

to understanding the needs of specific beneficiary groups. The average rating of the five given 

groups are shown below: 

Beneficiary groups Average rating 

Women & Girls 4.5 

Children 4.35 

Persons with Disability (PwD) 3.5 

Elderly People 3.3 

People with Chronic Health Issues 3.13 

Allowing for the fact that not all LHAWs, depending on their job title, would be interacting with 

all of these beneficiary groups, we can conclude from the above that LHAWs are generally 

most confident in supporting women and girls and least confident in supporting those with 

chronic health issues. 

 

4.3. LHAWs' Operational Knowledge & Skills  

Responders were also asked to rate their operational skills and knowledge in humanitarian 

contexts following the same scale of scoring as above. The average rating  was 3.7 for 32   

operational skills and knowledge competencies of high importance to their current job 

responsibilities. This is also between 'some knowledge and application experiences' and 'good 

knowledge and application experience' of the operational skills and knowledge ability that are 

required for their role. Annex 2 provides a tabular summery of detailed rating for humanitarian 

operational skills/knowledge of LHAWs in Cox’s Bazar. The humanitarian operational 

competency areas where responders rated themselves most highly are as follows:  

 

Humanitarian operational competencies Rating 

i. Humanitarian Standards and Frameworks (e.g. Code of 

Conduct, Do no harm, Sphere etc.) 

 

4 

ii. Monitoring and Evaluation in Emergencies 4 

iii. Working with Communities & Accountability to Affected 

Populations 

 

4 

iv. Comms within a response e.g. sit reps, information sources etc 4 

v. Logistics, Supply chain and Procurement 4 

 

Competency areas that LHAWs viewed as of high importance in terms of their current job 

responsibilities, but felt they did not have sufficient competency in were:  
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Humanitarian operational competencies Rating 

i. Child Focused and Child Sensitive Programming 3.16 

ii. Finance management 3.2 

iii. Child safeguarding 3.46 

iv. Proposal writing (including log frames) 3.5 

v. Equality, Diversity and Inclusion (EDI) in emergencies 3.5 

 

From the above discussion and analysis, it 

becomes evident that many LHAWs in CXB 

lack  competencies in a few critical areas. 

In qualitative discussions,  including FGDs 

and KIIs, LHAWs expressed their frustration 

that it can take them longer to complete 

relatively straight-forward tasks in areas 

where they have not been trained; as said 

by a senior-level staff in an INGO in his KII 

discussion: 

“Most of the time we have to learn from 

difficulties but with proper training 

opportunities, these situations could be 

better.” 

 

This causes burn out and increases their stress levels. According to one LHAW:  

 “To be honest, we don’t feel comfortable to accept the fact that we are not trained well 

enough but to speak the truth all of us are local NGO workers. We didn’t have any 

humanitarian training which is a must to work in the camps. We hear a lot about the 

humanitarian principals and frameworks in the conferences that happen in Cox's Bazar hotels 

but that’s it. After coming back to our respective organizations, we look at each other’s faces 

and get busy with our works and forget about it but when our donors ask about frameworks or 

humanitarian principals, we nod our heads and act like we did everything right as per their 

demand. Deep inside we know that we don’t know anything about it.” 

 

 

4.4. LHAWs' Capacity Building Needs  

Given a list of 16 humanitarian training titles, LHAWs in CXB were asked to prioritise their training 

needs to be empowered to respond more effectively in the Rohingya humanitarian crisis. With 

a scale of 1 to 6, where 1 is the least prioritized and 6 is the most, respondents rated their 

priorities. Figure-6 below illustrates the findings:   

Most of us don’t understand English 

instructions that much so if there are 

Bangla online training opportunities 

please tell us about that. 

 

FGD with Local NGO staff 
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The above illustrates the most prioritised areas for training  are the WaSH, Health Services, 

Education, Shelter and Nutrition related technical areas, while Sphere Standards are deemed  

of least priority. This is despite evidence that very few (less than 20 per cent)  LHAWs in CXB 

have ever received Sphere Standards training (see section 4.1). 

 

Other thought-provoking findings from this section of research includes the  difference in 

specific groups' priorities. Considering those training areas most prioritised (6 on the scale), 

measured against which LHAWs rated those areas highly (Annex 3) shows that while most of 

the groups made training in certain technical sectors their priority, many female LHAWs  

 

considered Code of Conduct and Core Humanitarian Standards as training priorities. This could 

be a rough proxy indicator of how male and female aid workers’ outlook on any emergency 

situation may differ.  

 

4.4.1. Training & Learning Opportunities 

Since 46 percent of the respondents felt that LHAWs do not have regular opportunity for 

training and capacity building in CXB, this study explored the reasons behind a lack of   

Figure 6: Priority of training issues  
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capacity building provision. It asked respondents to rate the importance of a number of 

different potential factors behind this lack of provision:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

As the figure-7 above illustrates, there is no one single reason which dominates in terms of 

LHAWs receiving capacity building opportunities. However, workload appears to be  the top 

reason mentioned by all groups of LHAWs, with short-term employment contracts also rated as 

a significant factor. A significant number of LHAWs responded that a small number of staff 

receive training opportunities as performance rewards and a lack of organisational budget 

and staff language skills also appear to influence capacity building opportunities. 

  

4.4.2. Training & Learning Methodology 

In recognition that offering and taking part in capacity building opportunities may represent a 

significant challenge for LHAWs and their organisations, this study asked respondents to rate 

their preferences for training and learning methodologies. Short face-to-face trainings (3 to 4 

days) emerged as learning and training methodology preferred by the most number of LHAWs 

- across all groups. Conversely, longer more in-depth training programmes (e.g. across 6 

months) was the methodology preferred by the least number of LHAWs. Trends of preference 

for training and learning methodologies are largely consistent among different groups of 

LHAWs, as illustrated below in Figure-8:  

  

Figure 7: Reasons for not having training 
opportunities 

L/N 

L/N L/N 
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Figure 8: Preferred training and learning methodologies 

L/N L/N  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The second choice for learning methodology amongst female LHAWs employed by INGOs was  

e-learning modules – including independent study as and when it is necessary - while the 

second choice for both female and male LHAWs’ from L/NNGOs was mentoring and 

coaching.  

 

4.4.3. Online & Web-based Training & Learning  

Globally, there has been an increased use of blended and online learning programmes across 

the humanitarian sectors in recent years. Although Bangladesh is making great progress in 

digitization, e-learning in the humanitarian 

sector and elsewhere , remains in its 

infancy. This study explored LHAWs’ 

experiences of online and web-based 

capacity building. It asked if LHAWs have 

ever participated in online/web-based 

humanitarian training and found that 26 

percent of respondents had. Percentages 

are comparatively higher in INGOs (see 

Figure-9). Indeed, qualitative discussion with 

study participants suggested that most of 

the online trainings that had been 

completed were INGOs’ internal training 

modules.  It was reported that some 

Bangladeshi organisations have also 

partnered with INGOs to create  

  
Figure 9: LHAWs ever participated in 

online/web-based humanitarian  trainings 
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opportunities for their staff to participate in 

online training courses; and they find the 

online trainings as helpful for learning new 

and effective topics. 

 

In qualitative discussion, respondents 

mentioned that in contrary to the face-to-

face class room training where 

organisations allow staff to attend courses 

during office time, in the case of online 

learning, staff are not usually permitted to 

participate in online courses during office 

hours. This impacts on their willingness and 

capacity to enrol and complete online 

courses.  

 

That said, 85 percent of survey respondents confirmed that they would, in theory, wish to 

participate in relevant online training (see Figure-10). Almost all male LHAWs from L/N-NGO 

expressed  interest in taking up future opportunities for e-learnings, while their female 

colleagues expressed the least interest compared to other groups. Indeed, 20 percent of 

female LHAWs from L/N-NGOs said they would not be interested in future eLearning 

opportunities.   

Offline training, mentoring and easily 

accessible online learning. But it’s better if 

people can learn online on their mobile 

phone as rarely one has access to 

laptop/desktop or tablets. 

 

KII participant, INGO, Male, Mid-level, 2 

years’ experienced. 

Figure 10: Are you interested in on-line training 
opportunities in future 
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4.4.4. Challenges of web-based/online training & capacity building 

There was no single reason which emerged as the dominant factor behind LHAWs not 

participating in online capacity building initiatives.  Several reasons were considered influential. 

As Figure-11 (rating of different reasons by respondent groups in scale of 1 to 6, where 1 is the 

least and 6 the most) suggests, both workload and a lack of IT knowledge were both important 

factors. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Figure 11: Reasons for NOT undertaking an online learning & training course 
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Chapter Five: Conclusion and Recommendations 
 

This study has identified some of the gaps in LHAWs’ humanitarian competencies in CXB. Its 

findings suggest that a majority do not have the full set of competencies needed to fulfil their 

mandate of supporting the Rohingya population. Further, it suggests that the infrastructure is 

not fully developed to allow LHAWs to build these competencies. Following the commitments 

of the World Humanitarian Summit 2016, the global humanitarian community aims to move  

toward humanitarian aid localisation. This commitment cannot be met without LHAWs being 

empowered and well-placed to respond to a humanitarian crisis. Unfortunately, insufficient 

investment in this area in CXB has left many of the LHAWs surveyed not feeling confident or 

empowered to complete their job to full effect. This has led to increase in stress and burn out 

amongst many LHAWs and may be a factor behind high staff turn-over in CXB. 

 

Capacity building should be approached as an ongoing process for all organisations and 

individuals. It is Important that capacity building is not seen as an “add-on” to existing 

workloads in humanitarian crises but rather as an integral part of every-day operations to 

improve individuals' and organisations' ability to support the most vulnerable. To really invest in 

humanitarian competencies and professionalisation in CXB and to affect change over the 

short- and longer-term, a holistic and coordinated strategy which is linked to the Joint Response 

Plan (JRP),42 is the first and foremost thing to consider.  

 

Considering Bangladesh’s high vulnerability to disaster risks, LHAWs’ learning and capacity 

building need to be seen as part of the humanitarian-development-nexus. An investment in 

LHAWs capacity in the Rohingya response in CXB will help build Bangladesh's national capacity 

to respond in any future crises and become an integral  part of global localisation efforts.  

 

5.1. Recommendations and Next Steps  

The below recommendations are by no means an exhaustive list of all appropriate possible 

actions to be taken by organisations in CXB. Rather they build on the findings and analysis of 

this report to suggest a roadmap towards comprehensively building the capacity and support 

available to LHAWs operating in CXB.   

 

5.1.1. Professional development for LHAWs in CXB and Beyond  

It is recommended that:  

i. Inter Sector Coordination Group (ISCG) in CXB facilitate the formation of a working group 

to coordinate the development and operationalisation of a holistic strategy for LHAWs’ 

capacity building and professional development across the  response.  Including longer- 

and shorter-term goals and objectives, a plan should be developed for the sustainable   

 
42 UN coordinate the yearly joint planning of humanitarian actors in CXB. 

https://www.humanitarianresponse.info/en/operations/bangladesh/document/2019-joint-response-plan-rohingya-

humanitarian-crisis-january 
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localisation of humanitarian capacity considering the leadership, operational and 

technical skills of LHAWs. Sustainable resourcing and phasing should be included in this 

plan  and it  should contain a learning pathway or curriculum framework with 

accreditation and/or certification which aligns with the Core Humanitarian 

Competencies Framework (CHCF) (see section 3.2). 

 

ii. The CHCF be contextualised for Cox’s Bazar and that a standard set of competencies be 

developed for different roles and positions within the response. Organisations committed 

humanitarian aid localisation should support local humanitarian actors and organisations 

to adopt the framework, conducting regular gap analyses for their humanitarian staff, 

including checklists and formative evaluations to measure current knowledge and 

capabilities; plan and invest in staff's personnel capacity development.  

 

iii. In Cox’s Bazar, many organisations have specialised expertise on different technical and 

operational issues, including readily available learning resources and trainers. A database 

of those organisations should be developed and capacity building offered for other 

organisations where appropriate. Through the government and the UN coordination 

system in CXB, this could attain.  

 

iv. Over the last several decades, a wealth of humanitarian knowledge and expertise has 

been built across Bangladesh. Those professionals with experience and academics who 

have observed and researched responses in Bangladesh for several decades could 

usefully be bought together to provide expertise to those starting out or in the early 

stages of their career. A professional association/institution could be formed as a hub of 

contextualised competency building and knowledge management. The ability of a 

professional association to certify its members is a vital part of guaranteeing their quality 

and competence. Thus, such a professional association would serve a dual role: to 

ensure standards within the profession and to support LHAWs and L/NNGOs.  

 

5.1.2. Capacity Building & Learning Methodologies for LHAWs in CXB  

 

It is recommended that NGOs operating in CXB conduct the following activities to build 

capacity of their staff:  

i. Review section 4.4.2 of this report which details the preferences of LHAWs in CXB when it 

comes to learning and training methodologies. Taking into account time, budget and 

organisational priorities, design a 12-month capacity building plan for the organisation 

and staff. To coordinate the implementation of these and ensure that individuals are able 

to continue their work and not be overloaded, prioritise  the most critical trainings , ensure 

learning is contextualized to CXB and consider how to rely on external resources, 

including those offered by other NGOs operating in CXB.  
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ii. All short-term learning and staff capacity building initiatives in CXB to include, where 

possible : i) contextualisation of content and methodologies, ii) coordination of  

organisations both supply and demand-side actors of capacity building, iii) coordination 

of training, participant selection and scheduling, iv) coaching and/or mentoring, and v) 

monitoring and evaluation.  

 

iii. Methodology be customised for different audiences when  resources and scope allow. 

Consider alternative forms of presenting the content (e.g., what can be offered in 

different formats, locations, groupings and timings). Blended learning often works well in 

contexts where staff are already over-stretched and need flexibility in terms of timing.   

 

iv. Considering some of the challenges to delivering capacity building in CXB, online, web-

based learning and capacity building should be promoted for LHAWs in CXB, wherever 

possible. This approach would not only reach a larger number of LHAWs than F2F 

capacity building initiatives but they are also relatively low cost. Free learning courses 

and content in humanitarian technical and operational areas are available on the 

Humanitarian Leadership Academy’s open learning platform Kaya 

(https://kayaconnect.org) and other similar platforms. Before sign-posting staff to these 

resources, consider the need for contextualisation. This may require:  

i. Translating 

ii. Including local examples, case studies and audio-visual learning contents 

iii. Adjusting and adopting local technology features i.e. availability of off-line contents, 

lighter graphical features for low bandwidth etc. 

iv. Methodological adaptation considering learning culture i.e. blended-methodology 

while online/web learning is very new learning culture in Bangladesh. 

 

5.1.3. Recommendations for International Organisations 

i. Document and promote the impacts and best practices of LHAWs’ humanitarian 

competency and professionalization in CXB. 

ii. Based on shared principles and values, support local partners in developing 

humanitarian staff professional competencies.  

iii. Organisations specialised in different technical areas to extend cross-learning  

opportunities for their partners staff. In addition to face-to-face training, this could 

include access to organisations' eLearning resources, job-shadowing, job-swapping, 

mentoring/coaching schemes or non-formal learning opportunities. 

iv. Share and invest in the contextualisation of internationally available learning 

materials and training modules — both e-learning and face-to-face.  

https://kayaconnect.org/
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Annex 1: Technical competency areas self-

assessment of LHAWs in Cox’s Bazar 
 

Technical Competency areas 

# of 

responde

nts 

% of 
LHAWs in 

the 

Specific 

Sector 

Average 
competenc

y rating: 

self-

assessed 

Job importance Vs. Competency 

Importance in 
current 

responsibilities 

# of 
respond

ents 

% of LHAWs 
with this 

competenc

y 

Average 
Competency 

rating: self-

assessed 

Food Security & Nutrition 74             

Infant & Young Child 

Feeding in 

Emergencies  (IYCF-E) 

27 36.5% 2.8 

High 15 55.6% 2.9 

Medium 9 33.3% 2.9 

Low 3 11.1% 1.7 

Management of 

Malnutrition 
29 39.2% 3 

High 20 69.0% 3.15 

Medium 9 31.0% 2.7 

Low  0.0%  

Micronutrient deficiencies 27 36.5% 3 

High 13 48.1% 3.15 

Medium 14 51.9% 2.8 

Low  0.0%  

Food Security 42 56.8% 3.5 

High 28 66.7% 3.8 

Medium 13 31.0% 3 

Low 1 2.4% 2 

Livelihoods 41 55.4% 3.4 

High 28 68.3% 3.7 

Medium 13 31.7% 2.8 

Low  0.0%  

Food Assistance 40 54.1% 3.6 

High 27 67.5% 4 

Medium 10 25.0% 2.8 

Low 3 7.5% 2.3 

WaSH 71             

Hygiene Promotion 71 100.0% 3.7 

High 37 52.1% 4.4 

Medium 29 40.8% 3 

Low 5 7.0% 2 

Water Supply 71 100.0% 3.5 

High 39 54.9% 4.1 

Medium 25 35.2% 3 

Low 7 9.9% 1.8 

Excreta Management 70 98.6% 3.1 

High 12 17.1% 4.3 

Medium 49 70.0% 3 

Low 9 12.9% 2 

Vector Control 70 98.6% 3 

High 11 15.7% 4 

Medium 45 64.3% 3 

Low 14 20.0% 2 

Solid Waste Management 67 94.4% 3.5 High 35 52.2% 4.2 
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Technical Competency areas 
# of 

responde

nts 

% of 

LHAWs in 
the 

Specific 

Sector 

Average 

competenc
y rating: 

self-

assessed 

Job importance Vs. Competency 

Importance in 

current 
responsibilities 

# of 

respond
ents 

% of LHAWs 

with this 
competenc

y 

Average 
Competency 

rating: self-

assessed 

Medium 24 35.8% 3 

Low 8 11.9% 2 

WaSH in disease outbreaks 

and health care settings 
26 36.6% 3.5 

High 13 50.0% 4 

Medium 12 46.2% 3 

Low 1 3.8% 2 

Shelter & NFI 57             

Planning 51 89.5% 3.5 

High 41 80.4% 3.6 

Medium 10 19.6% 3 

Low  0.0%  

Location and settlement 

planning 
50 87.7% 3.6 

High 35 70.0% 3.8 

Medium 14 28.0% 3 

Low 1 2.0% 3 

Living space 47 82.5% 3 

High 19 40.4% 3.7 

Medium 26 55.3% 2.7 

Low 2 4.3% 2 

Household items 48 84.2% 3.46 

High 34 70.8% 3.76 

Medium 13 27.1% 2.77 

Low 1 2.1% 2 

Technical assistance 46 80.7% 2.8 

High 8 17.4% 3.5 

Medium 34 73.9% 2.7 

Low 4 8.7% 2 

Security of tenure 46 80.7% 3 

High 15 32.6% 3.4 

Medium 29 63.0% 2.8 

Low 2 4.3% 2 

Environmental 

sustainability 
47 82.5% 3.23 

High 29 61.7% 3.5 

Medium 16 34.0% 2.87 

Low 2 4.3% 2 

Sector: Health 107             

Communicable Diseases 100 93.5% 3.56 

High 42 42.0% 4.6 

Medium 46 46.0% 3 

Low 12 12.0% 2 

Child Health 101 94.4% 3.45 

High 38 37.6% 4.6 

Medium 51 50.5% 3 

Low 12 11.9% 1.75 

Sexual & Reproductive 

Health 
98 91.6% 3 

High 20 20.4% 4.3 

Medium 59 60.2% 3 

Low 19 19.4% 1.7 

Injury and Trauma care 97 90.7% 3 

High 37 38.1% 3.75 

Medium 46 47.4% 2.87 

Low 14 14.4% 1.36 
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Technical Competency areas 
# of 

responde

nts 

% of 

LHAWs in 
the 

Specific 

Sector 

Average 

competenc
y rating: 

self-

assessed 

Job importance Vs. Competency 

Importance in 

current 
responsibilities 

# of 

respond
ents 

% of LHAWs 

with this 
competenc

y 

Average 
Competency 

rating: self-

assessed 

Mental Health care 98 91.6% 3.2 

High 51 52.0% 4 

Medium 34 34.7% 2.76 

Low 13 13.3% 1.4 

Non-communicable 

diseases 
95 88.8% 2.9 

High 34 35.8% 3.5 

Medium 44 46.3% 3 

Low 17 17.9% 1.53 

Palliative care 84 78.5% 2.7 

High 20 23.8% 3.6 

Medium 45 53.6% 2.84 

Low 19 22.6% 1.47 

Education 52             

Physical and Psychological 

protection and wellbeing 
39 75.0% 3.2 

High 26 66.7% 3.46 

Medium 11 28.2% 3 

Low 2 5.1% 2 

Teaching, learning and 

improving outcomes 
40 76.9% 3 

High 22 55.0% 3.22 

Medium 17 42.5% 2.9 

Low 1 2.5% 3 

Support systems, parents, 

communities and 

authorities 

40 76.9% 3 

High 27 67.5% 3.3 

Medium 10 25.0% 3 

Low 3 7.5% 2 

Protection 47       

Child development, 

psychosocial wellbeing 

and resilience 

40 85.1% 3.4 

High 30 75.0% 3.63 

Medium 9 22.5% 2.9 

Low 1 2.5% 2 

Strengthening community-

based mechanisms 

(approaches) for child 

protection 

39 83.0% 3.4 

High 28 71.8% 3.64 

Medium 10 25.6% 2.8 

Low 1 2.6% 2 

Child participation and 

child rights programming 
39 83.0% 3.36 

High 25 64.1% 3.8 

Medium 11 28.2% 2.64 

Low 3 7.7% 2.3 
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Annex 2: Humanitarian operational skills/knowledge 

self-assessment of LHAWs in Cox’s Bazar 
 

Technical Competency areas 

# of 

respond

ents 

 

n = 436 

% of LHAWs 
have this 

Specific 

Competenc

y 

Average 
competenc

y rating: 
self-

assessed 

Job importance Vs. Competency 

Importance 
in current 

responsibiliti

es 

# of 

respon

dents 

% of LHAWs 
with this 

competenc

y 

Average 
Competency 

rating: self-

assessed 

Wider Humanitarian Context (including 

Cluster System, Global Humanitarian Surge 

platform etc) 

84 19.3% 2.9 

High 30 35.7% 3.8 

Medium 39 46.4% 2.77 

Low 15 17.9% 1.3 

Leadership/response coordination  353 81.0% 3.43 

High 267 75.6% 3.66 

Medium 73 20.7% 2.9 

Low 13 3.7% 1.85 

Humanitarian Standards and 

Frameworks (e.g. Code of Conduct, Do no 

harm, Sphere etc)  

107 24.5% 3.1 

High 56 52.3% 4 

Medium 29 27.1% 2.8 

Low 22 20.6% 1.2 

Mentoring/Coaching/Training of 

others (to enable learning and capacity 

strengthening with the response) 

183 42.0% 3.2 

High 106 57.9% 3.8 

Medium 48 26.2% 2.87 

Low 29 15.8% 1.4 

Programme Management 334 76.6% 3.3 

High 205 61.4% 3.7 

Medium 114 34.1% 2.8 

Low 15 4.5% 1.7 

Effective team working 359 82.3% 3.37 

High 259 72.1% 3.64 

Medium 84 23.4% 2.86 

Low 16 4.5% 1.8 

Carrying out Rapid and follow up 

Needs Assessments 
214 49.1% 3.2 

High 113 52.8% 3.6 

Medium 89 41.6% 3 

Low 12 5.6% 1.75 

Response Planning 282 64.7% 3.14 

High 154 54.6% 3.6 

Medium 111 39.4% 2.76 

Low 17 6.0% 1.7 

Integrated programming  126 28.9% 3 

High 54 42.9% 3.7 

Medium 60 47.6% 2.75 

Low 12 9.5% 1.6 

Humanitarian Awards and Awards 

Management  
87 20.0% 2.87 

High 36 41.4% 3.56 

Medium 39 44.8% 2.77 

Low 12 13.8% 1.7 

Proposal Writing (including log frames) 219 50.2% 2.83 

High 87 39.7% 3.5 

Medium 77 35.2% 2.84 

Low 55 25.1% 176 

Safety and Security  207 47.5% 3.25 
High 115 55.6% 3.73 

Medium 76 36.7% 2.84 
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Technical Competency areas 

# of 
respond

ents 

 

n = 436 

% of LHAWs 

have this 
Specific 

Competenc

y 

Average 
competenc

y rating: 

self-
assessed 

Job importance Vs. Competency 

Importance 
in current 

responsibiliti

es 

# of 
respon

dents 

% of LHAWs 
with this 

competenc

y 

Average 
Competency 

rating: self-

assessed 

Low 16 7.7% 175 

Working in partnership with local civil 

society 
98 22.5% 3.26 

High 51 52.0% 3.9 

Medium 37 37.8% 2.8 

Low 10 10.2% 1.6 

Humanitarian Advocacy 102 23.4% 3.14 

High 53 52.0% 3.87 

Medium 36 35.3% 2.78 

Low 13 12.7% 1.15 

Media and Communications  92 21.1% 2.96 

High 41 44.6% 3.6 

Medium 38 41.3% 2.8 

Low 13 14.1% 1.4 

Monitoring and Evaluation in 

Emergencies 
155 35.6% 3.3 

High 85 54.8% 4 

Medium 51 32.9% 2.7 

Low 19 12.3% 1.7 
 

Working with Communities & 

Accountability to Affected Populations 
107 24.5% 3.26 

High 57 53.3% 4 

Medium 36 33.6% 2.75 

Low 14 13.1% 1.7 

Child Focused and Child Sensitive 

Programming 
172 39.4% 2.9 

High 94 54.7% 3.16 

Medium 58 33.7% 2.9 

Low 20 11.6% 1.65 

Child Safeguarding  172 39.4% 3 

High 101 58.7% 3.46 

Medium 50 29.1% 2.76 

Low 21 12.2% 1.6 

Safeguarding 100 22.9% 3.15 

High 65 65.0% 3.6 

Medium 24 24.0% 2.7 

Low 11 11.0% 1.4 

Equality, Diversity and Inclusion (EDI) in 

emergencies 
110 25.2% 2.9 

High 46 41.8% 3.5 

Medium 44 40.0% 2.8 

Low 20 18.2% 1.7 

Gender in Emergencies 192 44.0% 3 

High 85 44.3% 3.56 

Medium 91 47.4% 2.86 

Low 16 8.3% 1.4 

Environmental Impact in Emergencies 91 20.9% 3.15 

High 49 53.8% 3.8 

Medium 27 29.7% 2.78 

Low 15 16.5% 1.6 

Tech for info comms e.g. radios etc 64 14.7% 2.76 

High 17 26.6% 3.8 

Medium 34 53.1% 2.76 

Low 13 20.3% 1.4 

66 15.1% 2.8 High 18 27.3% 4 
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Technical Competency areas 

# of 
respond

ents 

 

n = 436 

% of LHAWs 

have this 
Specific 

Competenc

y 

Average 
competenc

y rating: 

self-
assessed 

Job importance Vs. Competency 

Importance 
in current 

responsibiliti

es 

# of 
respon

dents 

% of LHAWs 
with this 

competenc

y 

Average 
Competency 

rating: self-

assessed 

Comms within a response e.g. sit reps, 

information sources etc 

Medium 33 50.0% 2.8 

Low 15 22.7% 1.27 

Emergency operating Procedures vs 

Standard Operating Procedures 
91 20.9% 2.85 

High 30 33.0% 3.7 

Medium 46 50.5% 2.8 

Low 15 16.5% 1.2 

Logistics, Supply chain and 

Procurement 
158 36.2% 3.3 

High 84 53.2% 4 

Medium 56 35.4% 2.86 

Low 18 11.4% 1.5 

Distributions 208 47.7% 3.11 

High 110 52.9% 3.7 

Medium 70 33.7% 2.9 

Low 28 13.5% 1.2 

Human Resource Management in 

Emergencies 
167 38.3% 2.96 

High 80 47.9% 3.6 

Medium 62 37.1% 2.76 

Low 25 15.0% 1.44 

Staff wellbeing (including 

Psychological First Aid) 
120 27.5% 2.9 

High 50 41.7% 3.66 

Medium 49 40.8% 2.7 

Low 21 17.5% 1.62 

Finance management 121 27.8% 2.6 

High 39 32.2% 3.2 

Medium 54 44.6% 2.8 

Low 28 23.1% 1.3 
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Annex 3: Trainings of choices by the LHAWs in Cox’s Bazar 
 

Title of the training 
All Responders Priority L/N-NGOs Priority INGOs Priority 

Total  Male Female Total Male Female Total Male Female 

Technical Issues i.e. WaSH, Health Services, Education, Shelter, Nutrition 

etc. 
1 1 2 1 1 1 1 1 3 

Code of Conduct 2 3 1 2 3 2 2 3 1 

Report Writing 3 2 3 3 2 3 3 2 4 

Core Humanitarian Standards 4 6 4 4 6 4 4 5 2 

Child Protection in Emergency 5 5 5 6 7 5 7 4 12 

Human Resources Management in Humanitarian Response 6 7 7 5 5 7 12 13 10 

Humanitarian Aid Programme Design & Development, Proposal Writing 7 4 14 7 4 14 8 8 8 

Public-Private Coordination 8 9 8 10 9 11 5 7 5 

Psycho-social Counselling 9 12 6 8 12 6 13 12 9 

Humanitarian Leadership 10 8 12 11 10 12 9 6 14 

Safety & Security 11 11 13 9 8 10 15 15 16 

Gender-Based Violence in Emergency & Humanitarian Work 12 10 15 14 11 16 6 9 6 

Humanitarian Needs Assessment 13 14 10 12 14 8 11 10 13 

Stress Management 14 13 11 13 13 13 10 11 7 

Sphere Standards 15 16 9 15 16 9 16 16 11 

Humanitarian Accountability 16 15 16 16 15 15 14 14 15 
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Attachment 1: Survey Questioner  
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Attachment 2: Qualitative Questioner 

 

1. What specific skills & competencies do you think humanitarian aid workers require to deliver 

on their responsibilities to their beneficiaries? Are these separate from those skills and 

competencies required by those working In the development sector?   

 If yes, why? 

 What are those specific/special skills and competencies? 

 Which of these specific/special skills and competencies do you have? 

 How did you acquire those specific/special skills and competencies? 

 How did those specific/special skills and competencies help you working in Cox’s Bazar?  

 

 

2. What are the top five areas of skills, capacities and competencies that you think you needs 

to strengthen further for better performance in your current job?  

 Why? 

 How can you improve/strengthen your capacities and competencies in those areas? 

 

 

3. How do you rate/assess yourself in applying national and international humanitarian 

framework, standards, principles and codes?  

 Why?  

 How this rating can be improved? 

 

 

4. How do you rate/assess yourself in understanding the needs of specific beneficiaries i.e. 

women & girls, children, adolescents, elderly, PwD etc.  

 Why?  

 How this rating can be improved? 

 

5. What do you see as the opportunities available for LHAW in Cox’s Bazar for strengthening 

their skills and capacities?  

 How did your come to know about those opportunities? 

 Did you avail any of those? 

 If yes, how?  

 If no, why can’t?  

 How those opportunities can be availed by other LHAW in Cox’s Bazar? 
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6. Does those opportunities helped you improving your capacity (skills, knowledge or 

behaviours)?  

 If yes, how?  

 If no, why can’t?  

 

 

7. What are the challenges/barriers of LHAW skills and capacities building in Cox’s Bazar?  

 How those challenges/barriers can be overcome?  

 

 

8. What are the opportunities, challenges/barriers for women LHWA in Cox’s Bazar?  

 

 

9. How can you help other LHAW in strengthening their capacity? [what skills/ knowledge/ 

expertise do you have (either with yourselves or within your organisations) that could be 

shared with other NGOs in the wider response] 

 

 

10. What in your opinion are the best methods to acquire required skills, knowledge and 

behaviours for LHAW in Cox’s Bazar? 

 

 

11. Have you ever participated an online/web-based humanitarian training? 

 If yes, in which platform?  

 How do you evaluate learning through online/web-based?  

 What did you think of it? Was it helpful? would you use something like that again? 

 

 

12. What are the factors that motivate/attract you to capacity building trainings? 
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