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1 End Poverty 

After the final discussion students should have an understanding of general psychological theories of 
poverty, and be able to understand and apply possible contributions of WOP to poverty reduction. 
 
Possible Learning Goals: 
 
1. What are causes and effects of poverty? 
2. What are potential strategies to reduce poverty? 
3. What is the psychological view on poverty? How has it changed over the years? 
4. How can WOP contribute to poverty reduction? 
 
1 What are causes and effects of poverty? 
 
Turner & Lehning (2007) present theories on causes and impacts of poverty: 

- Social Selection Hypothesis 

- Social Causation Hypothesis 

- “Medicalization” of Poverty 

- “Consumerist Poverty” / “Consumerist Syndrome” 

- Empowerment Theory 

- Social Poverty 

- Moral Exclusion Theory 

- Ecological theory 
 
2 What are potential strategies to reduce poverty? 

 
The Paris Declaration on Aid Effectiveness and the Accra Agenda for Action (2005/2008): 
In Paris, countries from around the world endorsed the Paris Declaration on Aid Effectiveness, a 
more comprehensive attempt to change the way donor and developing countries do business 
together, based on principles of partnership. Three years on, in 2008, the Third High Level Forum in 
Accra, Ghana took stock of progress and built on the Paris Declaration to accelerate the pace of 
change. The principles agreed upon in the declarations are, however, not always practiced by donors 
and multilateral bodies. In the case of Cambodia, two experts have assessed donor misbehavior. 
Entrepreneurship (Gielnik & Frese, 2013): Entrepreneurship highly contributes to the creation of new 
jobs and to growth in productivity. 
Rural Development (Online resources by The World Bank): Example Bolivia (e.g. PAR):Quinoa is a 
“superfood” that becomes more popular worldwide and farmers seek to export it more efficiently by 
using the same fair trade format developed by the coffee industry. Improved infrastructure would 
help to enhance the export (includes investments in public street lighting, drainage infrastructure, 
sanitation facilities) => Sustainable productive development 
Psychological strategies (MacLachlan & McAuliffe, 2003): 
Small‐scale improvements, at a local level, responding to the needs of local people. Through small 
changes, people can adapt to change more easily; big changes might disrupt the community system 
Process skills: “How things are to be changed” => Process skills can be trained to help workers in 
developing countries work more efficiently. 
 
3  What is the psychological view on poverty? What has changed over the years? 
 
Turner & Lehning (2007): Two themes in psychological theories of poverty: 
Before 1980: the role of the individual (attributes poverty to intrinsic deficiencies) 
After 1980: the role of society (attributes poverty to broader, structural forces) 



 

 
4 How can WOP contribute to poverty reduction? 
 
Burt & Carr (2011): 
Investigate best practice strategies that the management of non‐profit organizations should adopt. 
Translating big plans like the Millennium Development Goals into SMART (specific, measurable, 
attainable, realistic, and timely) goals. 
Aid efforts should be monitored and accountability for individuals and institutions promoted à 
evaluation of organizational interventions is important! 
Find the right people for the job (using job analysis): there has to be a ‘fit’ for international aid 
workers, inside the local community. 
Development of a reliable and valid instrument for measuring the relationships between 
international and local colleagues, their quality and underlying facets; design teamwork, cooperation, 
and mutual capacity development (training). 
Carr (2007): 
Overall lesson from the past: I/O Psychology can adapt its core functions of job analysis, recruitment 
and selection, training, performance management, and well‐being to suit the modern context of 
poverty reduction. 
But: I/O Psychology does not yet have a voice in many poverty‐focused organizations whereas 
related disciplines are represented. 
O’Neil Berry et al. (2011): 
In general, organizational psychology can bring its expertise to poverty reduction: 

- Ability to assess needs and capacity, 

- Develop partnerships with stakeholders, 

- Bring about & manage change, 



- Systematically review, evaluate, monitor and revise a) – d). 
o A High level mandates, 
o B Policy development, 
o C Program implementation 
o D Consultation on personnel issues 

Furthermore, work and organizational psychologists ... 

- utilize research and tools developed by clinical psychologists to have an understanding of 
personality and emotion and their contribution to successful work. 

- understand the interaction between physical and mental health and the role of stress on job 
performance from the research of physiological psychologists. 

- use research on individual differences, psychometrics, learning theory and motivation to develop 
procedures for the selection of those people who have the greatest potential to perform 
effectively in different jobs (e.g. volunteers who are resilient and psychologically competent to 
handle averse conditions). 

- have the ability to train people so that they can turn their potential into successful performance 
and implement motivational strategies to promote commitment to their job and organization. 

- developed theories and strategies to manage the components of work in organizations so as to 
bring about efficient, effective, sustainable organizations with engaged and productive 
employees. 

Management of volunteers / Change Management Evaluation (Assessment Cycle) 



2 Microfinance 
 

Problem analysis 

During the problem analysis, students could ask themselves first what microfinance is and who it is 
for. In these two cases the positive and negative sides of microcredit are shown. In the first one the 
description is about a girl whose parents made use of microcredit and profited from it. She is inspired 
by it and has a nice life.  The second case is about a boy, whose parents didn’t make any profit out of 
microfinance. They did not possess the necessary entrepreneurial skills and the lender stepped back.  

The other part of the problem describes Mohammed Yunus, who was the founder of microfinance. 
This might trigger discussion on the history of microfinance and its effectiveness.  Who might be 
interested in applying for microfinance, who might be willing to lend the money.  

The graph with possible outcomes and pathways for microcredit may help support the discussion. 
Students should also brainstorm about other possible positive and negative outcomes, other than 
the ones mentioned in the case, and about how one could measure efficiency of microfinance.  

After discussing these topics, students might arrive at these learning goals: 

-  What is microfinance? History of microfinance can also be included here or be taken as a second 
learning goal 

-  What are the advantages and disadvantages? Does microfinance work? Who benefits from it? 

-  What are the processes in microfinance? 

-  How to measure the effectiveness of microfinance? 

-  Who might be a possible lender? 
 

Post discussion: 
 
Students should be able to give elaborated answers on all the learning goals. Contents of the 
recommended articles must be discussed, for the other articles it depends on what has been read. 
Most important points of the articles are as follows: 

Srnec, K., & Svobodova, E. (2009). Microfinance in less developed countries: History, progress, 
present - charity or business? AGRIC. ECON, 55, 467-474.History of microfinance is divided in four 
periods in this article. Micro financing started in the ‘70’s and was most effective during the third 
period. Student could discuss the main points of the four periods. 
 
Magner, M. (2007). Microfinance: A platform for social change, Grameen Foundation Publication 
Series, pp.  1-22. At its core, microfinance can be viewed as an innovative segment of the banking 
sector to provide financial products and services, primarily credit, to the poor – bridging the gap that 
commercial banking has not been able to fulfil, and where philanthropy has not been able to go 
beyond pilot approaches to reach meaningful scale.  This can be guidance for finding the successful 
elements and resources for being successful in microfinance.  
 
Ruben, M. (2007). The promise of microfinance for poverty relief in the developing world. Proquest 
CSA LLC, pp. 1-15. This article elaborates on the popularity of microfinance. It also briefly explains the 
problems before the start of microfinance and discusses the ideas of Mohammed Yunus and the 
historical development of the microfinance. The four typical features of the Grameen model were 



discussed in this article too: lending to small groups rather than individuals; targeting women; 
offering graduate loans; offering higher interest rates. 

Stewart, R., Van Rooyen, C., Dickson, K.,  Majoro, M., De Wet, T. (2010). What is the impact of 
microfinance on poor people? A systematic review of evidence from Sub-Saharan Africa. Technical 
report, pp. 1-99. This article explains terms related to Microfinance. It describes the possible and 
necessary interventions and also important figures (like the one in the problem description). Both 
micro-credit and micro-savings have positive impact on poor people’s savings. They have a positive 
impact on the health of poor people, and on their food security and nutrition and they have a 
potential to improve the lives of poor. Micro-credit in particular, also has a potential for harm.  

Allison, T. H., McKenny, A. F., Short, J. C. (2013). The effect of entrepreneurial rhetoric on 
microlending investment: An examination of the warm-glow effect. Journal of Business Venturing, 
28, pp.  690-707. This article speaks to Work and Organisational Psychologists. The results of this 
study suggest that the language used in micro-lending entrepreneurial narratives influences how 
quickly loans are funded. There are four parties involved in the pass-through microlending process: 
the entrepreneur, the pass-through microlender, a non-governmental organization with whom the 
pass-through microlender has partnered, and the individual investors. 
 
Bjorvatn, K., Tungodden, B. (2010). Teaching business in Tanzania: Evaluating participation and 
performance. Journal of the European Economic Association, 8, pp.  561-570. This article is based on 
a study conducted in Tanzania. It presents the process and the results of the study of the 
effectiveness of a business training program recently offered to small-scale micro-credit 
entrepreneurs in Tanzania. Research focused on two success criteria: participation and performance. 
It also discussed the improvements of performance of entrepreneurs. This article is useful to get 
ideas about the outcomes of the micro-credit and business training.  
 
Boehe, D. M., & Cruz, L. B. (2013). Gender and microfinance performance: Why does the institutional 
context matter? World development, 47, pp. 121-135. Microfinance institutions (MFIs) have been 
recognized as organizations that can advance social causes in developing economies by improving 
the economic prospects and living conditions of people at the base of the pyramid¨. This study 
emphasises women’s dependence on Microfinance. The psycho-sociological approach suggests that 
women tend to engage in family-oriented activities and develop relationship-based traits as a 
response to social expectations.  

 
Duvendack, R.R., Palmer-Jones, J. G., Copestake, L., Hooper, Y., Loke, N. Rao (2001). What is the 
evidence of the impact of microfinance on the well-being of poor people? Social Science Research 
Unit, Institute of Education, pp. 1-187.  This text suggests there is no real evidence on the 
effectiveness of microfinance. Two lines of reasoning are mentioned: Poor people have problems 
gaining access to financial services at an affordable cost and impacts of microfinance on enterprises, 
household, individuals are modest. Graph (page 12) and outcomes of microfinance should be 
discussed. 

Galak, J., Small, D., Stephen, A. T. (2011). Microfinance decision making: A field study of prosocial 
lending. Journal of Marketing Research, 48, Special issue, pp. 130-137. Microfinancing, or small 
uncollaterized loans to entrepreneurs in the developing world, has emerged as a leading contender 
to cure world poverty. This research investigated the characteristics of borrowers that engender 
lending through Kiva, a popular organisation that connects individual lenders to borrowers through 
online microfinance. This article is a first step in understanding the psychology that underlies such 
pro-social lending decisions. 



Gielnik, M. M.,Frese, M. (2013). Applying I-O psychology to microbusiness and entrepreneurship in 
developing countries. In J. B. Olson-Buchanan, L. L. Koppes Bryan, & L. F. Thompson (Eds.), Using 
industrial-organizational psychology for the greater good: Helping those who help others. New York, 
NY: Routledge. (Read chapter 13- pp. 394-430) This chapter introduces the I-O psychology 
perspective on entrepreneurship. I-O psychologists help individuals realize that to become a good 
entrepreneur a person must pursue and exploit opportunities. This chapter provides strategies and 
factors, which a person might use (or I-O can use) to build a successful entrepreneur. Strategies 
(entrepreneur action) and contextual factors are integrated in a theoretical model 

Kodongo, O., Kendi, L. G. (2013). Individual lending versus group lending: An evaluation with Kenya’s 
microfinance data. Review of Development Finance, 3, pp.  99-108. Previous studies have compared 
borrowers with non-borrowers, thus using self-selection, because only entrepreneurial types borrow 
money for these goods. These inflate the results in favour of microfinance. Two recent studies 
attempted to avoid this self-selection. The result is that microcredit does not reduce poverty and 
may not even be the most useful financial service for poor people. This article presents the negative 
finding of the microfinance. Credit alone is not enough for success; microfinance also requires 
entrepreneurial skills, like seeing an opportunity, selection and motivation, business training, 
establishing market linkages, regulatory approvals and so on.  

Mustafa, A. K. A. (2013). Performance measurement characteristics: A new set for microfinance 
institutions. Interdisciplinary Journal of Contemporary Research in Business, 4, pp. 27-37. Since 
microfinance has both financial and social aspects, the quantifiable conventional measures of 
profitability do not report the degree of sustainability and outreach of MFIs. The article focuses on 
the types of measurement: The Balanced scorecard and the Microfinance Poverty Assessment Tools.  

 
Rashid, S., Yoon, Y., Kashem, S. B. (2011). Assessing the potential impact of microfinance with agent-
based modeling. Economic Modelling, 28, pp. 1907-1913. The results of this study show the bright 
prospects of microfinance in increasing the wealth of the poor. From the simulation results of this 
agent-based model under different scenarios, two policy directions can be suggested to enhance the 
success of Microfinance: to magnify the positive impacts indicated in the simulation people need to 
increase the amount of loanable MFI funds and minimize the negative impacts.  

 
 



3 Human Trafficking 
 

Goal of the problem: students should acquire an understanding of human trafficking and modern 

slavery, and their antecedents.  Also, students must be able to understand the contribution of WOP 

to this topic.  

Possible learning goals:  

1 What are definitions of human trafficking and modern slavery? 

2 What types of human trafficking exist? 

3 Are there theories that explain human exploitation and slavery? 

4 What are antecedents of human trafficking? 

5 How to prevent human exploitation? 

6 Why is human trafficking under-investigated and how can we improve this? 

 

1 What are definitions of human trafficking and modern slavery?  

 

Lusk & Lucas (2009): Core characteristics of slavery: a state of control based on violence or threat, 

lack of reward beyond that required survival, and the theft of labour for purposes of economic gain.  

Crane (2013): A slave is: forced to work, owned/controlled by an ‘employer’ (abuse), dehumanized 

(property) and physically constrained or has restrictions on his freedom of movement.  

New slavery: work for no pay and under the threat of violence. 

Bales (2011): Trafficking in persons is: 

- The action of: recruitment, transportation, transfer, harbouring, or receipt of persons. 

- By means of: the threat or use of force, abduction, fraud, deception, abuse of power, or giving 

payments/benefits to a person in control of the victim. 

- For the purposes of: Exploitation, including the prostitution of others, sexual exploitation, forced 

labour, or slavery. 

 

2 What types of human trafficking exist?  

Arronowitz (2001) lists three major types of human trafficking:  

- Organized criminal group = structured group of three or more persons existing for a period of 

time and acting together to commit one/more serious crimes of offences in order to obtain 

directly/indirectly a financial or other material benefit.  

- Smuggling of migrants = procurement (supply), in order to obtain directly/indirectly a financial or 

other material benefit of the illegal entry of a person into a State Party of which the person is not 

a national or permanent resident.  

- Trafficking in persons = see above definition from Bales (2011).   

 



Lusk & Lucas (2009) describe forms of modern slavery. Victims of today’s slave trade find themselves 

tangled through four mechanisms: 

- Debt bondage (most common type) = People essentially use their capacity to work as collateral 
for a loan of money. To eliminate the debt, the person must work as a bonded worker. As a 
person works to pay off the debt, they may be charged excessive amounts for housing, food, and 
clothing.  

- Slavery through false contracts = An offer of legitimate work is made, supported by a fake 

contract. This fake contract is used to lure people into slavery.  

- Chattel slavery (least common type) = A situation in which a person has been captured, born, or 

sold into permanent servitude.  

- War slavery = Refers to child slavery.  

 

3 Are there theories that explain human exploitation and slavery?  

 

Crane (2013) defines Slavery = the status or condition of a person over whom any or all of the powers 

attaching to the right of ownership are exercised. It is an obsolete form or pre-modern labour 

practice. Theory of modern slavery (figure 1) proposes a theoretical framework for describing the 

macro and micro conditions necessary for slavery to flourish. The theory is supposed to be applicable 

to the enterprise level and eventually to identify and eliminate risk factors for modern slavery.  



Figure 1. Theory of modern slavery (Crane, 2013). 

Wheaton, Schauer & Galli (2010) describe an economical model of human trafficking: it 

encompasses all known economic factors that affect human trafficking within and across national 

borders.  

 

4 What are antecedents of human trafficking?  

 

Bales (2011) mentions that the ‘push’ factors corruption, poverty and conflict and the ‘pull’ factor of 

employment opportunity are significant predictors of trafficking. Root causes of trafficking in persons 

include the greed of criminals, economic pressure, political instability and transition, and social and 

cultural factors.  

Strongest predictors of trafficking from a country on the global scale: Poverty, social unrest, 

government corruption, population pressure (competition of employment among young people), 

perception of opportunity.  

Strongest predictors of trafficking to a country on the global scale: Governmental corruption and 

perceived opportunity of employment.  

 



Thus: Three underlying factors are at work that foster trafficking: 1) within the countries of origin, a 

large supply of victims remain available for exploitation, 2) within the destination countries, there 

seems to be an endless demand for the services of the victims, 3) organized criminal networks have 

control of this economic ‘supply and demand’ situation.  

Push factors should be reduced, by measures to reduce governmental corruption in origin and 

destination countries, population control measures, and poverty reduction.  

Lusk & Lucas (2009): Economic and cultural factors contribute to the development of modern 

slavery/trafficking. Figure 2 shows the dynamics of human trafficking and slavery. Push factors drive 

people into slavery, while the pull factors enhance demand for slaves.  

 

Figure 2. Dynamics of human trafficking and slavery (Lusk & Lucas, 2009). 

Zimmerman, Hossain & Watts (2011) present a Stages of human trafficking process model: 

Describes trafficking as a series of event-related stages during which various risks and intervention 

opportunities may arise.  

 

 

 

5 How to prevent human exploitation?  

 

Lusk & Lucas (2009) give options to end modern slavery: legal approaches (international and 

domestic laws), preventive strategies (public education, consumer boycotts, international pressure), 

refugee policies (visa reform, refugee relocation and training) and social services (PTSD care, social 

reintegration, job training; after being freed from slavery). These strategies can be linked to WOP and 

other psychology fields, because psychologists can help to reintegrate workers into jobs and train 

them to work on a ‘normal’ job, as well as help them to deal with their past.  

Van den Anker (2004) describes five principles that should guide policy-making in combating slavery: 

respect for the rights of victims as starting point, cosmopolitan impartiality as a basis, respect for the 

agency of victims, structural change to global capitalism, support to develop viable alternatives. 

Mace, Venneberg & Amell (2012) recommend human resources development (HRD) practices be 

integrated in the prevention of human trafficking  Training and development, facilitation of 

community development.  

 



6 Why is human trafficking under-investigated and how to improve this?  

 

Salt (2000) discusses reasons for inadequacies in defining human trafficking: 

- Unlike other migrations, trafficking is a covert activity and most data are for operational 

purposes within the criminal system. Trafficking crimes are not specifically defined in many 

countries and so they have no readily available database.  

- A lack of trafficking legislation: means that cases may be dealt with under associated legislation 

and so trafficking cases are not defined as such. 

- Methods of data collection in individual countries are ad hoc rather than systematic. 

- In most countries no single agency acts as a focal point for collection, collation or harmonization 

of statistics on trafficking.  

- Sharing of information between states is on an ad hoc basis, particularly with respect to 

countries or origin of trafficked migrants.  

Laczko & Gramegna (2003) mention that only a few countries (mostly Germany & the Netherlands) 

are able to provide data on trends in trafficking over several years, making it difficult to accurately 

establish the extent to which trafficking may be increasing.  

Why so little data? 

1. Low priority given to the combating of human trafficking by authorities in many countries. 

This is linked to two main factors: 

a. Legislation is often lacking, inadequate, or not implemented, making the prosecution 

of traffickers very difficult. 

b. Trafficking convictions are often based on witness and/or victim testimonies. Such 

testimony is hard to obtain, as trafficking victims are either deported as illegal 

migrants or, if identified as trafficked persons, are often too frightened to testify. 

2. Many governments and NGOs are unfamiliar with trafficking; data are not categorized as 

trafficking (=> definition problem). 

Wide range of incompatible sources of data: a) No single agency as focal point for data collection, b) 

existing data are program-specific (each agency gathers data according to its own needs) and c) 

differences in lime length of gathering data.  

Recommendations to overcome lack of data:  

- Raise awareness about the need for better data. 

- Investing resources in capacity building to enable poorer countries to compile better data, and 

ensuring that the collection of trafficking data is given sufficient priority. 

- Promoting a better use of existing statistics. 

- Encouraging agencies combating trafficking to systematically collect data and develop common 

data collection systems. 

- More comparative research to assess a wider range of sources of data relevant to trafficking and 

to identify effective data management practices.  

 



4 Off the playground (Child Labor) 

 

Possible learning goals 

1. How can we define child labor? 

2. What are antecedents / reasons for child labor? 

3. What are negative and/or positive outcomes of child labor? 

4. What can organizations / society do to prevent  child labor? 

5. How are child soldiers and child labor related?    
 

1 Child labor 

Child labor is the abuse of children’s innocence, vitality and vulnerability (Reddy, 1995). Kelly (1983) 
specified three contexts for childhood roles: school, family and play. Unfortunately, work setting 
seems to be a fourth context of development for many children. McKechnie & Hobbs (1999) 
distinguished between child labor and child work. 

 

2 Cause of child labor 

Child labor has repeatedly been associated with poverty. Poverty is the immediate and apparent 
cause for the economic exploitation of children. It is merely a symptom of the path of economic 
development that a country has adopted: a ‘want-based economy’ rather than a ‘need-based 
economy’. To meet the demands of this path change, children all over the world are forced into 
economic activities like quarrying stones, recycling garbage, begging and even prostitution. Although 
it is believed to be a third world-problem, it also exists in the developed world (Reddy, 1995). 

McKechnie & Hobbs (1999) also argued that poverty is not the only reason for child labor. 
Educational systems and children’s value system are two other crucial factors. Note the link between 
this argument and the Leadbeater (ted.com) talk. 

Omokhodion (2005) surveyed parents of working children. They described common factors of 
families that let their children work: lower social class, lower education, polygamy and large families. 

 

3 Costs and benefits of child labor 

Benefits 

- Achieving greater sense of personal responsibility  

- Higher levels of practical knowledge  

- Independence 

- Autonomy  

- Self-reliance  

- Work as practice gives marketable skills  



- Prospects of steady gainful employment  
 

Costs  

- Decreased involvement in family and in organized schooling 

- Showing a greater cynicism towards unethical work practices  

- Higher level of consumption of cigarettes and marijuana in leisure time  

- Intellectual and emotional immaturity  

- Ill-health and psychological problems 

- Isolation from peers and the local social milieu  
 

Greenberger (1983), Ennew (1982), Degirmencioglu et al. (1982), McKechnie & Hobbs (1999) 

Finally, students should consider consequences of child labor at both the individual and the society 
level. For instance, one of the biggest disadvantages of child labor is a decreased chance of getting an 
education. The literature reveals that uneducated parents are more likely to send their children to 
work, which means that this tendency turns into a vicious circle.  

4 Role of organizations and society 

Please note the dates in the problem description: the first quote is lifted from a January 2013 
newspaper, while the second one is from July 2013. It indicates: Apple is not changing its suppliers. 
The Guardian points out two reasons for child labor: 1. western consumerism, 2. competitive prices. 
The article also illustrates another possible consequence of child labor and other awful working 
conditions – suicide. Let students compare the articles with the statement from the Apple website.  

What are the implications of companies' actions towards child labor? Edmonds and Pavcnik (2005) 
talk about child labor from the global perspective, pointing out the reasons for child labor and how to 
eliminate it. Charles Leadbeater (ted.com) digs deeper into the education of Third World countries 
and provides modern ways to look at solving educational problems.  

Glewwe and Kassouf (2011) examine a program in Brasil called Bolsa Escola/Familia. The basic idea of 
the program is that if the children go to school, their family is eligible for a money grant. The article 
describes the program, examines the educational outcomes of the program and states its limitations.   

5 Child soldiers and other extreme forms of child labor 

 
Factors that prompt children to join armed groups include witnessing the death of relatives; 
destruction of homes; displacement; economic difficulties; political oppression, and harassment 
(Somasundaram, 2002).  

 

De Silva et al (2001) describe in their qualitative study the reasons why children end up in the war 
zone and the problems it causes them. They note that all their participants joined armed forces 
voluntarily and are able to give reasons for that: poverty, low socio economical class, vulnerability, 
and propaganda. It is important to note that children are unable to truly comprehend armed conflict 
and, therefore, the child’s right for unhindered growth and identity is affected. The authors also 
explain emotional and behavioral features of former child soldiers. 



What can society do to help? We need to think about keeping children from joining armed forces. 
Better integration back into society, specific jobs designed to fit needs of former child soldiers, 
psychological help, and maybe the opportunity to study may offer relief.  

Betancourt et al (2010) write that child soldiers suffer from traumatisation, brutalization, 
deprivation, psychosocial problems, cognitive impairment, PTSD.  Interventions include protection, 
stigma reduction programs, expanding social support and improving educational access. 

Other extreme forms of child labor: Child markets, where parents lend their children to better-off 
farmers, Child trafficking to big cities, forcing them to join criminal rings (Degirmencioglu et al. 2008). 

 



 

5 “Help wanted – Male“: The gender pay gap (Fair Pay) 

 
Possible learning goals: 
 
1 What is the gender pay gap? 
 
Perry & Gundersen 
The gender pay gap  pay discrepancies between men and women where women bring home 
smaller paychecks compared to their male counterparts (Sayers, Tharenou, Lips) 
Several laws address the inequalities: 
The Equal Pay Act of 1963 - Illegal to pay women lower rates for the same job strictly on the basis of 
their sex 
Title VII of the Civil Rights Act of 1964 - To ensure equal pay for men and women doing work of equal 
skill, knowledge, and responsibility 
Lilly Ledbetter Fair Pay Act was introduced in January 2009 to strengthen the Equal Pay Act of 1963 - 
Prohibits employers from punishing employees for sharing salary information with their co-workers 
when the focus of the sharing is concern over discriminatory pay practices 
Video Lilly Ledbetter Case 

- Lilly Ledbetter got a significant less salary compared to her male colleagues 
Video CBS News 

- Women still earn an average of 77cents for every dollar earned by a man 
- Differences in pay exist not just in a certain field, but also across the board 

 
2 What causes the gender pay gap? 
Amanatullah & Morris 

Gender differences in assertive negotiating 
- Women adjust bargaining strategies to context of negotiation 

- When negotiating for own interests assertive bargaining is incongruent with female gender roles 
Fear of backlash 

- Fewer competing tactics when bargaining for own interest and in consequence lower outcomes 
Bowles & Babcock  

Differences in negotiation strategies on salaries 
- Women do not ask for higher salaries, face social costs when negotiating too aggressively 
Gendered compensation expectations 

- Men expect more and in return employers tend to anticipate that they need to pay more 
 
Eagly 
Family division of labour 

- Family responsibilities are time consuming  women decrease the time that can devote to their 
career 

Cultural stereotypes that produce prejudice and discrimination 

- Workplace discrimination  bosses’ beliefs that female employees have greater family-work 
conflict  makes them less suitable for promotion to higher positions 

- Many people believe that women lack the capacity to be effective leaders 
Limitations embedded in organizational cultures that fit men’s lives better than women’s 

- Demanding and long working hours, constant availability, many personal sacrifices 

- Implicitly this means that the ideal employees should have few outside responsibilities and are 
totally devoted to the organization (difficult for women) 



 
Jackson et al. 
Mediating factors of gender differences in self pay expectations based on Major and Konar's Model:  

- Career paths, objective job inputs, perceived job inputs, job facet importance, social 
comparison standards 

Extension of the model with another mediator: fair pay standards  

- Women in all occupational fields had lower self-pay expectations for the peak of their career 
than men 

- The magnitude of the gender gap was actually greater in male-dominated fields than in the 
female-dominated fields 

Lips  
Human capital model tries to explain the pay gap:  

- worker’s investments in employment  determines salary (e.g. higher education produces 
greater earnings) 

- It is claimed that rewards are distributed in a rational, bias-free way 
Analyses contradict the model:  

- even after controlling for input and outcome factors, the portion of the pay gap attributed to 
discrimination may still range from 38 % to 40 % 

- Application of the model is criticised for being biased in regard to outcome measures (e.g. 
size and stability of the pay gap, adequacy of hourly earnings as an indicator) and investment 
variables (e.g. no consideration of part-time work) 

Major & Forcey 
Paradox of the contented female worker (Crosby, 1982) working women do not consider 
themselves unfairly paid 
Similarity biases in social comparisons that operate to women’s disadvantage 

- Since women are typically paid less than men for their work, women thus compare their 
outcomes with a lower wage standard than do men 

Olson reacts to Lips explanation of gender pay gap (human capital model); there might be effects of 
soft variables that need to be further examined by research  

Perry & Gundersen 
Women needed less money because female economic requirements in society were shouldered by 
parents until marriage where economic responsibility was then shifted to husbands 
Women’s reluctance to negotiate  
Sayers 
Income disparity is the result of discrimination on the basis of sex  
Discrepancy in productivity 

- Historically, the majority of jobs heavily utilized physical labour 
Marital asymmetry hypothesis 

- Women are responsible for childcare and of other household duties 

- If women increase those duties, they will be less productive at work resulting in lower wages 
Stereotypes and societal prejudice discount female competencies 

- When a culture repeatedly emphasizes the inferiority of one sex, it affects the way members 
view the abilities and capabilities of this specific group 

- Women tend to shoulder the burden of most household duties not because they are 
inherently better at performing them but because that is the way in which society is 
structured 

Video CBS News 
Women do not negotiate in the same way that men do  

- They rather think of it as a confrontation than a conversation 

- 7% of women only negotiate their incoming salary compared to 55% of men  



Tharenou 

- Many individuals are unaware of the gap 

- Social psychological phenomenon  gender pay gap may reflect the values and norms of the 
wider society (gap remains when society believes that women earn less than men) 

Three theoretical explanations that could be offered for the gender pay gap:  
(1) Human capital inputs 

- Women work fewer hours on average per week than men (e.g. part-time, experience more 
breaks due to children, female-segregated occupations) 

- Women may lack necessary skills to enhance productivity 
(2) Human capital inputs combined with social psychological inputs 

- Gender role stereotypes (e.g., occupational stereotypes), gender discrimination (e.g. lower 
evaluations of women in particular roles; different rewards for comparable attributes), 
traditional gender-role orientations, lower pay expectations, and less social capital 

(3) An accumulation hypothesis, combining human capital and social inputs 

- An individual’s beliefs about her/his own competence in particular areas can be influenced 
by gendered expectations, and these beliefs about one’s own competence in turn affect 
one’s aspirations for investing in career paths and education 

 
3 What are possible solutions on a governmental, organizational and individual level? 
Amanatullah & Morris 

- Traditional training: assertiveness training (negative consequence: backlash effect) 
- New training programs: 

o Coaching on role shifting (Individual level)  
 Shift context of negotiation to other advocacy to avoid negative stereotyping 

o Swap negotiation roles with others to avoid self-advocacy (Individual level) 
o Objective performance criteria rather than bargaining for salaries (Organizational level) 

Bowles & Babcock 
- The results showed that when women demonstrate concern for organizational relationships, 

they improved their negotiators’ social outcomes, but it did not increase the evaluators’ 
willingness to grant their requests. On the other hand legitimizing compensation requests with 
an outside offer increased the negotiation outcomes, but it did not improve the social 
consequences for female negotiators. 
o Negotiation Workshops/ Trainings (Organizational level)  

- Women face a dilemma and need to be aware of backfiring, when using negotiation strategies 
(Individual level) 

Perry & Gundersen 
- Enforce existing policies that reduce sex discrimination (Governmental level) 
- Encourage family friendly employment practices (Organizational level) 
- Improve female career planning services (Organizational level) 
- Public policy enforcement supporting women-headed households (Governmental level) 
- Policies addressing the low-wage labor market (Governmental level) 

Sayers 
- Lilly Ledbetter Fair Pay Act 2009 also mentioned in the Lilly Ledbetter video (Governmental 

level) 
- Changing culture and making aware of the problem, so that traditions and viewpoints change 

(Organizational/ Society level) 
Tharenou 

- Overcoming the gender pay gap requires change at a societal level, despite legislative changes in 
several countries over the years to overturn implicit discrimination against women in their 



working lives (Governmental level) 
- That the gender pay gap exists in almost all countries indicates that this societal change will be 

difficult to achieve 
Video CBS News 

- Creating more transparency and more accountability in an organization (Organizational Level) 
o That women are aware that they are paid less or that pay differences exist 
o It is not devoted to a certain field even in banking women get paid less 

- Organizations need to find solutions which help women to come back to the workforce as 
quickly as possible (e.g. after child care) (Organizational Level) 

- Women should do research on their pay in order to negotiate the “fair” salary (Individual Level) 
o Need to practice negotiations and to be confident   
o Quality of child care where the children can go to 

 
4 What can WOP scientists do about the problem?  
See the answers under possible solutions on an organizational level and the possible improvements 
in research! 
 
5) How should research be done in effectively measuring the gender pay gap? 
Jackson et al. 

- Future research needs to identify further origins, antecedents and consequences of self-pay 
expectations, as well as to examine the construct validity and distinction of concepts 

Lips  
- Going beyond simple regression equations and use more complex analyses 
- Examine different levels (society, organization) and use multiple methods: field studies to 

examine the impact of different organizational policies; detailed case studies to provide a more 
fine-grained analysis in unequal pay within organisations; longitudinal studies of young men and 
women as they progress from high school onward towards employment; laboratory studies to 
understand the processes within individuals 

Olson 

- Discusses methodological issues in research, most prominently the difference between 
independent (exogenous) and endogenous variables, stressing out that for multiple regression 
analysis (mostly used in gender pay gap literature) it is necessary to use exogenous variables 

- Recommends looking closely at variables that may be left out of analysis, as they might be 
correlated with others 

Sayers 
- Being aware of the marital asymmetry hypothesis that women work less compared to men (e.g. 

break because of children) 
Tharenou 

- Argues for a development of an integrated theoretical framework that incorporates the 
combined and interactive influences of both human capital and social psychological influences 

- There also needs for a more dynamic, “accumulative” approach taken to guide future research 
 



6 ‘Meet me halfway’ (Negotiation) 

 

Advice how to work on the problem 

Students can meet their learning goals by studying any of a number of  different source texts. They 

do not need to read all the texts mentioned; they should read literature according to their interest 

and the learning goals. It is important to work on the problem in PBL-style, so that a thorough 

discussion about the different aspects of the problem can occur. Therefore, students should try to 

read as much as possible. In addition, it might help if every student looks for an example of a 

humanitarian intervention, e.g. what did the UN do in Syria during the last year? 

 

Mind Map: Learning goals and corresponding literature 

 

 

 

Learning goals 

1 What are the main strengths I/O psychologists can bring to humanitarian work?  
 

- Negotiation and diplomacy-skills: mediating between conflicting objectives and interests 

- Industrial Psychology: selection, training, research 

- Decision making and communication 

- Supporting humanitarian actors and encouraging local staff 



 

2 How are diplomacy and negotiation related to each other? 
 

- Diplomacy: art and practice of conducting negotiations between representatives of groups and 
states 

- Diplomacy skills: reframing, agenda setting, policy negotiation, standard setting, watchdog 
function, whistle-blowing (picture in problem) 

- Humanitarian diplomacy (or disaster diplomacy = intervention diplomacy): focus on maximizing 
support for operations and programs and building the partnership necessary if humanitarian 
objectives are to be achieved 

- Humanitarian Diplomacy activities: 
o Monitoring assistance programs 
o Promoting respect for international law and norms 
o Supporting indigenous individuals and institutions 
o Engaging in advocacy at a variety of levels in support of humanitarian objectives 

- Negotiation: give and take, finding or creating options, defining win-win situation for all parties 
engaged in the process 

 
3 What factors influence effective negotiation in humanitarian work? 

- Negotiation in the sense of relationship building with the four facets: communication, friendship, 
reciprocal learning/teaching and confidence 

- Acting impartially in accordance with international humanitarian and human rights law 

- Best Alternative to Negotiated Agreement (BATNA), interests of all parties, relative importance 
and value placed on each interest, bargaining zone, trade-offs, trust 

- Humanitarian Intervention: a coercive involvement by external powers in a ‘domestic conflict’ 
with the purpose of preventing anarchy, punishing human rights abuses, and promoting 
democracy and ‘good governance’; a difficult process to implement because of violation of 
sovereignty  Discussion of examples of interventions 

 
4 What are the challenges of humanitarian work? 

- Culture: shared learned behavior and meanings that are socially transferred in various life-
activity settings for purposes of individual and collective adjustment and adaptation 

o Cultural differences can be found in humanitarian work on different levels:  

- interaction between 3rd parties and locals,  

- peacekeeping force = fusion of cultures,  

- organizational cultures (i.e., diplomatic, military, civilian police, civilian) 
o Different styles of negotiation (e.g., Indian, American, Japanese, German) 
o In-/out-groups, factional groups 

- Money: payment & funding (e.g., government constraints, challenge of engaging the private 
sector, pay discrepancies) 

- Security constrains to operations & violence (i.e., use of force to protect civilians) 

- Time constraints 

- Limited access to unsecure regions 

- Challenge of building human resources  

- 6 steps of conflict resolution: early prevention / prevention of conflict, confidence-building 
measures and preventive diplomacy, external intervention, peace settlement, conflict resolution, 
post-conflict reconstruction 

 
 



7 For the greater good (Leadership) 
 
 
Guideline Introductory exercise 
The tutor will explain to the students that they have to come up with a plan that deals with the 
situation. Then the tutor asks questions about the teamwork process during the discussion, and links 
it to prior knowledge/a lecture on this topic. Questions that can be asked: 

- Who seemed to understand the situation in Haiti best? 

- Who was most convincing/inspiring? 

- Could you trust other people’s skills/knowledge while they make decisions? 

- What/who  seemed most credible/experienced?  
Discuss whether the team was effective or not, whether having someone take on a leader-role was 

essential for this, and whether transactive memory was needed for the role-division to make sense. 

 
Guideline problem analysis  

- Effective leadership; what is effective leadership? What is going wrong here?  

- Need for leader; there was no effective common leadership in this case, but why is leadership 
needed in humanitarian work? 

- Different types of leadership 

- Shared leadership (as in different organizations working together) 
 
Suggestions to stimulate group discussion part 1 
Think about common leadership, why would this kind of leadership be effective in the humanitarian 
organisation? Why might international aid agencies that operate in a crisis do more harm than good? 
Think about the role of earning leadership/ stated position of leadership. What kind of leadership 
issues do we see in this paragraph?   

Part 2 
 
Guideline problem analysis 

- Selection/election; how are leaders selected and elected? 

- Developing effective strategies (= skill); in this case study, learning from previous operations and 
limitations of these operations.  

- Skills/behaviours/qualities of humanitarian leaders (including political skills)  

- Do humanitarian leaders differ from other leaders? 

- Can leadership be taught?  
 
Suggestions to stimulate the discussion in the group for part 2:  

- Why could it be that Claire became the most important person in the office apart from her 
exceptional political skills? Think of some skills that may make her stand out in the eyes of the 
other team members.  

- How could the NMPACT have contributed to Claire’s development.  

- What kind of difficulties could Claire face in this organization? Are those difficulties/ issues 
different from what leaders in other sectors experience?     

 
Proposed learning goals:  
1. What type of leadership is effective in HW? 
2. How does HW leadership differ from other types of leadership? 
3. How are HW leaders elected? 
4. How does the environment affect leadership?  



5. What are desirable qualities of humanitarian leaders? 
6. What are effective strategies to develop HW  leaders? 
 
Brief overview of literature (post-discussion) 
 
1 What type of leadership is effective in humanitarian work? Why is it needed? 

Hunt, M. R. (2010). Moral Experience of Canadian Healthcare Professionals in Humanitarian Work. 

Prehospital and Disaster Medicine, 24, 518-524.  

Role and responsibility ambiguity contribute to uncertainty and stress for aid-workers, which relates 

to clarity and effectiveness of leadership structures. When leadership responsibility was unclear, 

when positions were unfilled, or when leaders lacked necessary skills, ethical concerns are amplified. 

It is important to have a clear decision-making structure and definition of roles. Otherwise, things will 

fall apart due to the large number of extraneous variables.  

 

2 Types/approaches 

Knox Clarke, P. (2013). Who’s in charge here? A literature review on approaches to  

leadership in humanitarian operations. ALNAP/ODI: London.  

Exceptional-individual approach – relying primarily on the personal qualities and attributes of 

individuals in leadership positions to ensure that leadership is successful.  

Structured approach – creating clear hierarchies and formalized procedures, so that the leader builds 

strategies on standardized, tried and tested ways of addressing problems, and the group implement 

these plans because they have been schooled in the same procedures, and are part of and accept the 

hierarchy that gives the leader the final say.  

Shared-leadership approach – establish vision/strategy to ensure that groups act collaboratively. 

Based on ideas that groups can handle the workload better than individuals can, and that multiple 

perspectives create a superior vision.  

 

Buchanan-Smith, M., & Scriven, K. (2011). Leadership in Action: Leading Effectively in Humanitarian 

Operations. ALNAP/ODI 

Situational leadership: no single leadership style is appropriate in all contexts. Leadership must be 

adapted to the situation. In some contexts task-orientation is more appropriate, and in others a 

person-orientation should take precedence. 

Adair’s three-cycles model of leadership contains three constructs: task needs, group maintenance 

needs, and individual needs. It is important to these three concepts. However, the situational 

context determines which of these three factors is most important . 

 

2. How does it differ from other types of leadership? 

Buchanan-Smith, M., & Scriven, K. (2011). Leadership in Action: Leading Effectively in Humanitarian 

Operations. ALNAP/ODI: London. 

Wheatley, M., & Frieze, D. (2011). Leadership in the age of complexity: From hero to host. 

Resurgence Magazine. 

Humanitarian leadership is exerted in an unsafe context, in which decisions have to be made fast. 

These decisions depend on the available information, which is often inadequate, contradictory or 

unreliable. In addition decision changes must be made quickly, when the situation or the information 

available changes.  



Traditionally, leadership was thought of as innate and personality and charisma were the most 

important determinants. Heroic leadership rests on the illusion that someone can be in control. 

Nowadays, the world exists of complex uncontrollable systems. Getting these complex systems to 

work, the-leader-as hero must give way to the leader-as-host. 

 

James, R. (2008). Leadership Development Inside-Out in Africa. Nonprofit Management & Leadership, 
18, 359-375.  
Comparison with leadership in NGO’s in African countries that receive humanitarian aid: 

 congested lives (leaders operate simultaneously in different worlds) 
 less time to reflect on own behaviour/leadership style 
 fewer female leaders 
 influences of HIV/AIDS (generate income for funerals and family medical bills) 

 

Mintzberg, H. (2006). Developing leaders? Developing countries?. Development in Practice, 16(1), 4-
14. 
Differences between heroic leadership and engaging management 

 
 

3. How are HW leaders elected? 

ALNAP (2010) The State of the Humanitarian System: Assessing Performance and Progress: a Pilot 

Study. London.  

The most commonly cited problem in both NGOs and UN agencies is the value attached to technical 

expertise over people and relationship skills. For example, inadequate attention is paid in 

recruitment and in selection to context and the particular skills and expertise required. Both political 

skills and humanitarian experience are necessary, but skills that were appropriate in one context are 

not automatically transferable to another. There is also concern that attempts to standardise the 

system, and leadership and coordination in particular, have resulted in formulaic responses that 

ignore the individual. 



Additionally, the study shows that effective operational humanitarian leadership is earned rather 

than appointed. Personal authority more strongly determined effective leadership than the authority 

invested in position or status. Personal credibility can also contribute to leadership perceptions . 

Demonstrating one’s personal value is seen as evidence for an ability to build a consensus that brings 

aid workers together. This demonstrates how effective leaders can be elected by the group through 

demonstrating their competencies rather than appointed through positions and status.  

 

4. How does the environment affect leadership?  

ALNAP (2010) The State of the Humanitarian System: Assessing Performance and Progress: a Pilot 

Study. London.  

Although many of the qualities possessed by effective leaders in the humanitarian sector are not 

unique, what is unique is the context: working with people in distress, taking decisions that will affect 

lives and livelihoods in a fluid situation and on the basis of incomplete and ambiguous information, 

often in a dangerous environment with a wide range of different actors, some of whom may be 

hostile to the humanitarian endeavour, while under pressure to act rapidly. As a result, the study 

suggests that successful humanitarian leaders generally exhibit an unusually broad range of 

leadership qualities, and that compared to leaders in other sectors they show a strong values base. A 

relational approach and demonstrated sectorial experience may be particularly important.  

The study also asked whether effective humanitarian leadership was different from one type of crisis 

to another. There seemed to be few distinctions that could be generalised between types of 

emergency. Each emergency is different: the qualities that determine if a leader in one crisis can play 

as effective a role in another depend critically upon that individual’s sensitivity to context, avoiding a 

‘one size fits all’ approach, and therefore their ability to identify locally-specific opportunities and 

limitations. 

 

5. What are desirable qualities for humanitarian leaders? 

Buchanan-Smith, M., & Scriven, K. (2011). Leadership in Action: Leading Effectively in Humanitarian 

Operations. ALNAP/ODI: London. 

These authors mention 5 qualities and traits of operational humanitarian leadership: 

1. Leadership skills related to ‘the bigger picture’ 

Developing a shared vision and objectives, focused on providing appropriate support to the affected 

population, is the essential starting point for effective operational humanitarian leadership. 

Understanding the context, creating a vision and communicating this vision.  

2. Relational and communication skills 

Despite a tendency to focus on the results achieved by operational humanitarian leaders, it is often 

their relational and communication abilities that distinguish truly effective leaders from those 

identified as ‘strong’ leaders. It is critical to motivate and inspire the staff. 

3. Decision-making and risk-taking 

Rapid decision making on the basis of inadequate, contradictory or unreliable information, and 

changing these decisions when the situation or information changes. Balance between consultation 

and consensus-building and decisiveness.  

Taking decisions alone is not enough. It is vital for leaders to be accountable, especially when things 

go wrong, so that a leader’s team/staff know that they’ll be supported in all circumstances. Risk-

taking is closely related to innovation, and innovation to leadership.  

4. Management skills related to leadership 



Effective leaders are rarely good managers, and individuals who have visionary and strategic skills 

can often lack the skills to carry out more detailed and routine management tasks; they enjoy the big 

picture but often get bored with the detail. 

5. Personal qualities 

The case studies showed a couple of qualities that are important, such as principles and integrity, 

self-awareness and self-confidence, humility, tenacity and determination and energy and 

enthusiasm.  

Next to these five qualities and traits experience is invaluable. Experience is vital to being able to 

exercise the judgment needed for effective operational humanitarian leadership, and to have 

credibility. 

 

ALNAP (2010) The State of the Humanitarian System: Assessing Performance and Progress: a Pilot 

Study. London.  

Findings of the Association of Chief Executives of Voluntary Organisations (ACEVO) research into 

leadership within non-profit organisations in the UK, quoted in Hailey (2006), suggested that 

individual leaders exhibited an unusually broad range of qualities and traits compared to leaders in 

the public and private sectors. The ACEVO research concluded that leaders needed a balance of 

inward-looking (management) and outward-looking (influencing) skills, with highly developed 

communication and networking skills, as well as resilience and emotional attachment.  

Although most of our case studies focused on individual leaders, many of them were successful 

because they were able to build high-performing teams. This implies an element of collective 

leadership, yet highlights the individual’s role in creating a leadership environment around them that 

was valued by their colleagues and peers. 

 

6. What are effective strategies to develop leaders? 

ALNAP (2010) The State of the Humanitarian System: Assessing Performance and Progress: a Pilot 

Study. London.  

Leadership can be learned, fostered, and developed. While individuals can develop their own 

leadership skills, it is the organisation, and the system as a whole, that create a context in which 

these skills can most effectively be developed.  

Space and trust to lead - Recognising the strengths and potential of the staff members whom 

executives were managing, they consciously provided space while remaining supportive. (…) 

operational humanitarian leadership is most likely to be effective when it is supported by effective 

strategic leadership higher up the organisation.  

Rewarding risk-taking - Case-study leaders typically were prepared to take risks in spite of their 

organisations rather than because of them. However, supportive management did encourage risk-

taking, especially when the individual concerned had won the trust and confidence of their 

immediate line manager.  

Leadership development programme Leadership development should be part of career 

development and start early. This means fostering and developing leadership qualities through 

training, mentoring and coaching. Developing self-awareness is also very important, especially in an 

environment in which you have to adapt to fast changing circumstances.    



8 Disaster Management 
 

Learning goals 

 

1. What is disaster management? 

Students should be able to define, distinguish between, understand and explain the following 

concepts: 

Disaster = A natural or human-caused event which causes intensive negative impacts on people, 

goods, services and/or the environment, exceeding the affected community’s capability to respond) 

Disaster management 

- Is more than just response and relief (i.e., it assumes a more proactive approach) 

- Is a systematic process (i.e., is based on the key management principles of planning, organizing, 

and leading which includes coordinating and controlling) 

- Aims to reduce the negative impact or consequences of adverse events (i.e., disasters cannot 

always be prevented, but the adverse effects can be minimized) 

International disaster management 

- Study of the diverse emergency and disaster management systems and structures that exist 

throughout the world 

- Study of disaster management in scenarios where the capacity of a single nation’s response 

mechanisms is overwhelmed 

Hazards, vulnerability and risks in relation to disaster management 

Four phase Disaster management cycle – a guideline for dealing with disasters 

Coppola (2011) provides definitions and explanation of concepts. Vasilescu & Khan (2008; online 

source; theoretical) explain various concepts used in disaster management such as disaster, hazard, 

vulnerability, capacity, risk and disaster management cycle, and also seeks to explain various types of 

disasters. Introduction to Disaster Management (online source; theoretical course manual) defines 

and explains key concepts related to disaster management 

 

2. What makes effective disaster management? 

Students should focus on leadership, communication and community involvement. 

Leadership 

DeChurch et al., (2011): Leadership is considered critical in mission critical multi-team contexts. The 

impact of leaders on teams can differ within a team, between teams and across teams. In addition 

two functional aspects are considered important. These are strategy (e.g. planning) and coordination 

(e.g. facilitation of work processes). 

Sjöberg, Wallenius & Larsson (2006) provide a model about the role of leadership in rescue 

operations. Leadership is a causal process that includes three time related components (e.g. 

everyday working conditions, leadership during rescue operations and outcome of the rescue 

operation). 

Demiroz & Kapucu (2012) provide information about disasters in general and about leadership skills 

and abilities that are critical in case of disasters. 

Kapucu & Van Wart (2008) clarify the role of leaders in catastrophic disasters. Several disaster 

specific leadership competencies are named. A model is established in which several critical 

components of a disaster are described. 



Flin & Slaven (1996) determine whether the Occupational Personality Questionnaire is a useful tool 

to predict emergency managers ability in crisis situations. The questionnaire is found not useful as a 

selection procedure for emergency commanders. 

Communication 

The general scope of communication in disaster management (as relevant or facilitated by 

organizations) can be described in 4 distinct phases: The personal emergency phase (communication 

within small networks, such as between relatives), the professional emergence phase (employers 

communicating the intended actions to be taken by the organization to subordinates), the 

transitional phase (communication from organizations to key stakeholders), and the rebuilding phase 

(the reuptake and execution of previously existing contracts). 

Doerfel, Lai, & Chewning (2010) provide an introduction to communication in disaster management 

and the associated phases 

Paltalla, Boano, Lund, & Vos (2012) provide a history of communication in disaster management, and 

elaborate on the CERC model  

Community involvement  

Patterson, Weil & Patel (2010) examine what role the community plays in preparedness, response, 

and recovery. Disaster management models covering community involvement exist. The role of social 

networks and social resilience is considered important in disaster management.  

Cannon (2008) clarifies the concepts vulnerability, resilience and community, as they are widely used 

but also abused in the literature and elaborates on how they can be used to improve disaster 

management. 

Pearce (2003) argues that disaster management should change from being about response and 

recovery to hazard mitigation, and that it is essential to have the community and disaster 

management working together to realize this shift. 

 

3. How can IO-psychologists improve practice on disaster management 

Guillén, C. (2011) elaborates on various ways for IO-psychologists to improve practice in disaster 

management (e.g., development of models that explain what happens before, during, and after a 

disaster; aiding community reorganization; assessing factors affecting vulnerability), presents an 

ecological model of human response to natural disasters, and gives suggestions for selection criteria 

of disaster personnel and training content. 

Carr, 2011 (online source; interview) talks about how IO-psychologists generally can contribute: 

convert information; provide needs analysis for people in disaster areas; interventions. 

Ng, Chan & Hui (2012) provide information on selection and training of front line workers and 

disaster managers. 

Paton, Jackson (2002) outline that given the limited opportunities for actual experience in disaster 

management, assessment centers provide good way to enhance communication skills, provide 

shared mental models, tacit knowledge, situational awareness, and heightened self-efficacy for 

workers. 

Paton, Johnston (2001) argue that IO-psychologists contribute to disaster management by 

developing models for vulnerability and extending existing resilience models. 

Karanci, et al., (2005) assess the effectiveness of mitigation training/disaster awareness training. 



9 Playing God because you have to (Ethical decision making) 

In the beginning of the problem analysis, the students will watch a video about the experience of Dr. 

Ray Garry, a Canadian doctor operating in a field hospital in Sierra Leone. After the students have 

read the problem text, the tutorial group will be split in half. Each group will be asked to represent 

one of the parties (field health care aiders or Red Cross committee members). Each group will have 7 

minutes to prepare their arguments and counterarguments for the following debate. Then, the 

teams will debate for 10 minutes. Finally, each member will have 3 minutes to reflect individually on 

what decision he/she would make if put in the situation described above. 

Video Source: http://www.youtube.com/watch?v=gCMwiy6icnA 
 

Possible Learning Goals: 

 

1 What challenges do humanitarian workers face when ethical decisions must be made? 

Humanitarian work face challenges on a daily basis: 

- Scarce resources. A lot of attention is devoted to how to distribute limited resources;  priority 
setting is a challenge in humanitarian health care. 

- Cultural differences and sometimes cultural conflict. Humanitarian workers operate across 
different countries, far away their home (culture).  Differences in health care practices and 
standards, the tension between local customs and imposing values, make the work of a 
humanitarian aid worker much more difficult.  

- High levels of stress that humanitarian workers experience and the way they cope with this 
stress. Stress in humanitarian work can derive from  job characteristics (unpredictability of 
emergency situations, work ambiguity), role conflict and insufficient social support within a 
delegation. 

 

Articles:   
Hunt,  M. R. (2008). Ethics beyond borders: how health professionals experience ethics in      
humanitarian assistance and development work. Developing world bioethics,  8(2), 59 – 69. 
 
Saner, R. (1990). Manifestation of Stress and Its Impact on the Humanitarian Work of the ICRC 
Delegate. Political Psychology, 11(4), 757 – 765. 

 
Sinding, C., Schwartz, L., Hunt, M., Redwood-Campbell, L., Elit, L., & Ranford, J. (2010). ‘Playing God 
Because you Have to’: Health Professionals’ Narratives of Rationing Care in Humanitarian and 
Development Work. Public Health Ethics, 3( 2), 147 – 156. 

 
 

 

2 Why is ethical decision making important in humanitarian work? 

 

Multiple answers are possible. Let’s take the example of the field doctors from Red Cross. First, the 

ethical codes of conduct and practice and different interpretations are likely to influence medical 
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decisions. Engaging in ethical reasoning can improve the quality of decision-making in highly 

ambiguous and stressful environments such as the field hospitals presented in the video. Ethical 

decision making first and foremost is an intra-individual process that is influenced by how he/she 

cognitively and emotionally appraises choices and decisions that he/she adopts.  In our example, 

the dilemma of 'patient selection' in countries with conflict or resource deprivation influence how 

doctors tend to favour one conceptualization over the other in deciding if treatment is justifiable or 

not. 

Article:    Sinding, C., Schwartz, L., Hunt, M., Redwood-Campbell, L., Elit, L., & Ranford, J. (2010). 
‘Playing God Because you Have to’: Health Professionals’ Narratives of Rationing Care in 
Humanitarian and Development Work. Public Health Ethics, 3( 2), 147 – 156. 
 

3 What are the roles of emotions in ethical decision making? 

 

Emotions and emotion regulation influence how people think about ethical problems. For example 
Appraisal theories of emotion have identified various appraisals that are consistently associated 
with anger and fear. Experiencing anger or fear activates appraisal tendencies, which in turn 
influence cognitive processes, social processes, and decision outcomes. Kligyte et al (2013) examine 
the influence of anger and fear on ethical decisions and ethical sensemaking strategies. In addition, 
emotion regulation strategies are examined as potential moderators of these relationships. Findings 
indicated that anger inhibited ethical decision making and sensemaking. Alternatively, fear facilitated 
ethical decisions unlike anger and absence of emotion. Emotion regulation significantly decreased 
the negative effects of anger on sensemaking and ethical decisions. 

 
Article:  Kligyte, V., Connelly, S., Thiel, C., & Devenport, L. (2013). The Influence of Anger, Fear, and 
Emotion Regulation on Ethical Decision Making. Human Performance,  26(4), 297–326. 
 
 
 
4 What are biases of ethical decision making? 

 
When ethical decisions have to be taken in critical and complex work environments individual and 
group biases can affect the quality of decision-making. Considering  that ,for example, in medical 
situations, decisions set the course for or against life-sustaining treatments, cognitive biases that 
may affect these decisions have to be detected and handled efficiently. Schleger et al (2011) 
identified some of the reasoning errors that may affect the quality of medical decisions.  The 
examples of systematic reasoning errors in group decision-making processes were: 

- ‘Process loss’   

- ‘Group think’   

- Group size and tendency to conform in groups  

-  ‘Normative social influence’.   
The examples of systematic biases in individual decision-making processes that were presented in 
this paper were: 

- ‘Belief-in-a-Just-World Bias’  

-  Stereotypes  

-  Prejudice  

- Omission bias. 
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Article:  Schleger, H. A., Oehninger, N. R., & Reiter-Theil, S. (2011). Avoiding bias in medical ethical 
decision- making. Lessons to be learnt from psychology research. Medicine, health care, and 
philosophy,  14( 2), 155 – 162. 
 
5 How can we improve ethical decision making? 

 
Organizational strategies to promote ethics training and support are essential and should be 
encouraged as standard practices for NGOs that operate in humanitarian work sector. In his work, 
Hunt (2008) after interviewing 10 humanitarian workers and analysing the ethical struggles they have 
to fight with proposed the following strategies to address ethics:  

- During the Selection Process it’s important to assess the individual differences (personality traits, 
motivation, personal ethics, stress stamina) that predispose people to act more ethically.  

- The design and implementation of  Training programs that would enhance ethical decision 
making  (Trainings and workshops on ethical decision making; trainings and workshops on  cross-
cultural living and diversity , stress management strategies) 

- The institutionalization of Mentoring programs for the humanitarian workers that are new to 
this field.  

- Ethics analysis and guidelines (by aid agencies, NGOs) 

- Improving knowledge management efficiency as it leads to faster and better decision-making 
and to sharing and re-using available resources.  It is the key to the success of real-time decision-
making. 

 
Articles:    
Hunt,  M. R. (2008). Ethics beyond borders: how health professionals experience ethics in 
humanitarian assistance and development work. Developing world bioethics,  8(2), 59 – 69. 
 
Zhang, D., Zhoum, L., & Nunamaker Jr., J. F (2002). A Knowledge Management Framework for the        
Support of Decision Making in Humanitarian Assistance/Disaster Relief. Knowledge and Information 
Systems,  4( 3), 370 – 385. 
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10 Quis auxilit ipsos auxiliatores? (Stress) 
Possible Learning Goals 

1 What are the adverse consequences of humanitarian work? 

2  What factors lead to stress or may protect aid workers from stress in humanitarian work? 

3 What interventions could be used to decrease the negative effects of humanitarian work or 

protect against stress? 

 

1 What are the adverse consequences of humanitarian work? 
 

- Secondary Traumatic Stress (STS): A study showed all participants (100%) reported at least one 
symptom of STS as a result of their work with people exposed to violence. Moreover 6 
participants (8%) admitted to having adequate symptoms to meet criteria for Post-Traumatic 
Stress Disorder (PTSD). In addition, researchers found that there was a difference between 
workers with a relatively higher socio-economic status (SES) and lower SES; the ones with lower 
SES reported higher trauma scores compared to higher SES (Shah, Garland, & Katz, 2007) 
 

- Depression, Anxiety, PTSD, and Burnout: Results showed that 68% of the respondents reported 
sign levels related to high risk for depression, 53% with anxiety disorders and 26% with 
posttraumatic stress disorder (PTSD).  Between one quarter and one half of respondents stated 
symptom levels associated with high risk regarding measured dimensions of burnout. Results 
also revealed a substantial difference between genders. Female workers described significantly 
more symptoms of anxiety, depression, PTSD, and emotional exhaustion than males (Ager, 
Pasha, Yu, Duke, Eriksson, & Cardozo, 2012) 

 

- Posttraumatic Stress Disorder (PTSD), Depression, and Anxiety: Results showed that 19% of the 
participants met the standards for having PTSD, 53% of participants met the case description for 
anxiety indications and 58% met the case classification for depression symptoms. Moreover, 
findings revealed moderating effects of age and social support. Participants who reported higher 
levels of social support were less expected to suffer from depression and PTSD symptoms than 
those who stated having less support (Cardozo, Sivilli, Crawford, Scholte, Ghitis, & Ager, 2013) 

 

2  What factors lead to stress or may protect aid workers from stress in humanitarian work? 
 

- Factors Leading to Stress: There are personal, economic and financial problems, travel problems 
and constraints on movement as well as high workload. (Cardozo, Sivilli, Crawford, Scholte, 
Ghitis, & Ager, 2013). The most predominant origins of stress for staff were ‘workload’, ‘ability to 
achieve work goals and objectives’, ‘working hours’, ‘status of employment contract’, and ‘feeling 
undervalued and/or unable to contribute to decision making’. (Curling & Simmons, 2010) 
Stressors associated with dissatisfaction with social support and decreased cognitive hardiness 
(the hardy attitudes, beliefs, and perceptions of control that respondents hold toward life and 
work) were indicated as factors leading to stress among aid workers (Abad Vergara & Gardner, 
2010) 
 

- Social Support: Higher levels of social support were significantly related to lower levels of 
depression.  Most of the respondents reported that there was a reliable person they could turn 
to for advice and that they had close relations that provided them with emotional safety and 
well-being. They also reported that there were individuals that they could depend on for help. 



(Cardozo, Sivilli, Crawford, Scholte, Ghitis, & Ager, 2013) 
 

- Coping Strategies: Diverse copying styles were also recommended to help managing the stress. 
The most frequently used managing mechanisms for stress were ““trying to solve the problem”  
and “thinking about what needed to be done to straighten things out”, followed by “forming a 
plan of action in mind” and “confiding fears and worries to a friend””. (Cardozo, Sivilli, Crawford, 
Scholte, Ghitis, & Ager, 2013) 
 

- Trainings: Employees who were trained in human-resource policies were less likely to suffer 
depression signs than those who had not had such preparations. (Cardozo, Sivilli, Crawford, 
Scholte, Ghitis, & Ager, 2013) 
 

- Peer Helpers: Peer helpers are associates of a workgroup who have been particularly selected 
and trained to provide a line of support and to contribute their colleagues affected by stress and 
in times of crisis. By contributing to the progress of a supportive work environment, peer helper 
programs contribute to a rise in productivity, presence and staff retention, as well as staff 
morale, and are a respected and fairly low cost resource, that delivers an excellent return on 
investment. (Curling & Simmons, 2010) 
 
 

3 What interventions could be used to decrease the negative effects of humanitarian work or 
protect against stress? 

 
Debriefıng, Team Building, Preparation: Three interventions affected the replies of relief 
workers—debriefing (it proposes a venue for ventilating emotions and diminishes the influence 
of the stress on relief workers’ lives), team building (fostering alliances and organizing with co-
workers resulted in the seamless delivery of care, and factored into the idea of team training as 
an central intervention in relief work) and preparation (the assurance of the organization to 
guarantee support to staff during a time of social unrest and fear with a clear chain of command 
was considered by workers to be tremendously vital in decreasing stress levels) (Walsh, 2009) 

 
Building Relationships: People put each other in groups and this sometimes can lead to negative 
consequences, such as unproductive work. The proposed way to resolve this  is building relations 
by: improving communication, endorsing friendships, inspiring reciprocal learning/teaching, 
increasing confidence, and breeding organizational identity (McWha, 2011) 

 
Adjustments to the New Job: The proposed adjustments are changing existing expatriate 
compensation practices, choosing expatriates more carefully, using transparent procedures to 
determine pay, emphasizing satisfactory comparative referents, breeding organizational 
identification, training local staff, and using or gratifying local buddies/mentors (Toh, & DeNisi, 
2005). 

 

 


