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ABSTRACT
My dissertation is based on supply chain functions in the context of a humanitarian response agency. Traditionally, it is seen as a series of transactions in the following main areas: procurement, Packaging, transportation & Logistics, inventory management, distribution to beneficiaries, upstream and downstream management, and monitoring/evaluation. This thesis was centred around the idea that another factor, “the Human Resources” has been overlooked and whether the inclusion of such factor is quantifiable. 

The case of the World Food Programme was taken up and research was conducted on its past emergency projects in addition to literature review on supply chain management, Human resource practices and varied organizational structures. 

An interview was conducted with the head of operations in WFP, Afghanistan which revealed the inner workings of the organization and how they perceive the future of supply chain management incorporating emerging technologies and strategies.

The core research was done on the basis of a questionnaire survey which was distributed among various levels of the organization to gauge the response and underlying relationships between perceived usefulness, attitude and willingness to adopt the proposed system.

The results were compiled in SPSS and the relationship hypothesis were analysed.
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CHAPTER 1 - INTRODUCTION

Background

Over the past few decades the international community has significantly increased its capacity to respond to humanitarian emergencies across the world. While a large range of agencies have developed emergency response capacity, the leadership in international emergency response is normally taken by the specialized agencies of the United Nations. One of the more successful agencies in the field of emergency response is the World Food Programme – WFP – that specializes in logistics and the delivery of emergency food aid.
In many emergencies, starting the operation as soon as possible after its onset is essential. This can be for instance an earthquake, typhoon, or the displacement of large groups of people following the outbreak of an armed conflict. For a humanitarian agency to be able to respond within days to such a humanitarian emergency anywhere in the world it needs to have an infrastructure in place that allows a rapid response in order to save lives. The nature of the response and the required speed of the response depends on the context of the emergency but regardless of this, the managing of the supply chain will always be a key element in the success or the failure of the response. This supply chain management will incorporate the – more traditional – logistics to ensure aid goods reach their destination in time, thus also covering procurement, prepositioning, warehousing, transport and the like, all aiming at allowing timely and proper distribution. 
This traditional look at emergency response supply chain management however will inherently fail unless the “human side” of the emergency operation also becomes part of the supply chain management. Human resources with specific skills and experience need to be equally available at the right time and place. This is traditionally covered by human resources management, but at the same time this has actually many elements of supply chain management. The necessary skills and their potential suppliers need to be identified, they need to be acquired at the right time and made available at the place where they are needed at the right time and in the right quantity. This can be done by direct hiring or through sub-contracting to so-called implementing partners and through a number of standby agreements with agencies who can provide rapidly skilled people. 
The compartmentalization in many of the larger aid agencies, especially those of the scale of the United Nations, international organizations and large international NGOs, make that these different aspects of supply chain management are handled by different departments within the organization. Procurement has its own unit, sometimes part of the larger logistics department, but never fully integrated. It is even possible that there is involvement of different units or branches, depending on the location of procurement: local versus international. Transport and warehousing can also be segregated in international and local transport. Hiring of staff and consultants is done by the Human Resources Department; also here a differentiation is made between local and international recruitment. The Human Resources Department might be responsible for – part of – the training of the organization’s staff, but training can also be part of the activities of the operational department. Relations with potential Implementing Partners are handled by again another unit as are relations by donors – who have to provide the resources to do the emergency response. Contingency planning and overall preparedness is typically done by each department on its own, though there tend to be efforts to integrate those contingency plans at a corporate level; the question is up to which level is this integration actually done. 

Rationale of the study

For the past 9 years I have been actively working with the United Nations as technical and logistics professional, working on logistical operations, procurement, tracking/inventory control systems and procedures. My work has mainly been associated with managing large cross country logistical operations. My three years in WFP took me in the middle of some of the most critical and challenging logistical operations ever. Two of the most significant were missions during the Afghanistan and Iraq emergency operations of 2002 and 2003 respectively. During these missions, I realized that the supply chain management strategy was spread between too many departments to be rolled out effectively in the very first few days of an emergency. In particular it appeared that the managing and recruiting of human resource was treated separately rather than as an integral part of the supply chain which only focused on goods and the movement of goods, resulting to situations where goods were present but not enough people to handle them or vice-versa. This research can help find out how to improve the coordination between procurement, logistics and human resource management, making the latter fully integrated in the supply chain. 
This thesis will study how WFP has incorporated emergency preparedness in its corporate structure and to which extent this has been an actual success. For this, a number of emergency response operations that have taken place in the past five years will be studied. The main focus of the study will be on the supply chain management aspects of the emergency response using the broader definition of supply chain management used above, i.e. with HRM as integral part of supply chain management. Conclusions will be drawn and recommendations made as regards to the managerial aspects of the supply chain management and the integration of the Human Resources related elements necessary for an effective emergency response to a humanitarian crisis. When possible, recommendations will be made for the improvement and a better integration of the supply chain management, including Human Resource Management in the preparedness for and implementation of an emergency response. 
The thesis will examine supply chain management from a new perspective by integrating Human resources management as part of the overall supply chain strategy in a typical emergency response situation. Most studies on supply chain are attributed to the corporate sector which has established set of rules and standards, while emergency situations have not been analyzed in such detail before and definitely not including the Human resource aspect re-establishing a whole lot of new business ventures. 

Problem statement

Current research on supply chain management emerges mainly from the logistics and operations aspects, as well as information systems, information technology, and marketing. The predominance of these research traditions is not unexpected, given that supply chain management emphasizes the efficient and effective flows of materials and information within and between organizations. Notable for its absence in this literature, however, is the field of human resource management, or the “people factor” in supply chains. The core research has been around the hypothesis that currently HR is characterized as a potentially important yet underutilized entity in an emergency response scenario and changing this approach would considerably enhance the supply chain effectiveness. 

Theoretical framework

Since the concept focuses on the merger/acquisition of a separate resource entity into the mainstream core business functionality of an organization, it needs to be thoroughly tested in terms of its advantages and the general perception of staff at various levels in terms of its acceptance.
This research will look into the relationship between the possibility of such a setup where human resource management is practically part of the overall supply chain management. The research approach would look at two variables that influence the acceptance of such an innovation in the organizational setup:

1. Past Experiences – A look at recent emergency response projects undertaken by the WFP and survey questionnaire designed to ascertain the related experiences.

2. Willingness to adopt – These include Organizational willingness and attitude in relation to usefulness of the proposed system to the supply chain and the human resources department. 

Hypotheses development 

The study aims at exploring the relationship between the control structure of supply chain management in relation to its human resource capabilities in an emergency response situation, acceptability of the new organization structure for future preparedness and the Willingness to adopt it. As a result, following hypotheses were chosen: 
· H1o:
There is no relationship between the past experiences and the perception of advantage/usefulness towards the adoption of the proposed system.

· H1A:
There is a relationship between the past experiences and the perception of advantage/usefulness towards the adoption of the proposed system.
· H2o: 
There is no relationship between the willingness to adopt and the perception of advantage/usefulness towards the adoption of the proposed system.
· H2A: 
There is a relationship between the willingness to adopt and the perception of advantage/usefulness towards the adoption of the proposed system.
·  H3o:
There is no relationship between past experiences and the willingness to adopt towards the adoption of the proposed system. 
· H3A:
There is a relationship between past experiences and the willingness to adopt towards the adoption of the proposed system. 
Objectives of the study

Objectives of the project are as follows: 
1.
Assess the capacity of the humanitarian supply chain management in WFP and see up to which level Human resources are integrated in this approach.
2.
Improving the preparedness prior to, and efficiency and effectiveness during, international emergency response.
3.
Information gathering, review and analysis, identifying key challenges and reporting initial recommendations and supply chain solutions.

Definitions

Perception of advantage/usefulness
“It is defined as the degree to which a person believes that using a particular system would enhance his/her job performance” (Davis, 1989). 
Past Experiences
Recent emergency response projects undertaken by the WFP and survey questionnaire designed to ascertain the related experiences.
Willingness to adopt

These include Organizational willingness and attitude in relation to usefulness of the proposed system to the supply chain and the human resources department.
Chapter 2 - Literature review

(Tomasini & Wassenhove, 2009) have researched the idea of public-private partnerships which could convey important knowledge in both directions as there is very limited information available of the operations and the way humanitarian aid activities are carried out. Through their research and review of various case studies, the lack of professionalism in the SCM in the development sector was identified. The organizational, financial and SCM structures in many of the UN and other international NGO were found to be very different from mainstream private sector and regular principles and values did not seem to apply, especially in emergency situations. The very nature of emergency missions makes them highly vulnerable to last minute changes and rollbacks while pressing the need to get to the beneficiaries as quickly as possible.
(Tomasini & Wassenhove, 2009) also argue that in general cases, the SCM is driven by customers (demand), however in the development sector, the force behind all the activities are the donors (supply). The beneficiaries who are the customers in this case have very little to contribute towards the SCM cycle. Throw in a conflict zone, continuing natural disasters and even the competition between various humanitarian organizations and it easily results in a complete blockage of aid to the victims. This calls for an even greater need for emergency preparedness and pre-positioning of core resources to be available during an emergency situation. They have argued that there are five building blocks of emergency preparedness drive under the Triple A Supply Chain Response. This is in contrast to the 3 blocks of supply chain response in the private sector. The first and foremost addition being the Human Resources which has to be agile and various emergency response units should be developed at different levels which can be deployed in 12-24 hours of a conflict or natural disaster. It has to be adaptable where trainings for the staff should be conducted extensively while keeping a pool of specialists and experienced professional available on short notice for immediate deployments. The human resource management should be aligned with the latest techniques and principles both in the humanitarian and the private world, whereby career paths can be clearly laid out along with other perks and skill development of the professionals. Knowledge Management being the other addition along with Logistics, Finance and Community form the remaining 4 building blocks for an effective SCM in an emergency situation.

(Blanchard, 2010) has explained that in the course of the last decade, computer systems and databases have taken a giant leap and provide the tools and techniques to reform the SCM ideology. This evolution has caused a misconception among various companies that their SCM can be completely automated and function perfectly with minimum errors. He argues that one thing has remained the same during this change and that is the human factor which is still required to make sense of the immense information sent and received through these hi tech systems. The latest tools provide a snapshot view of the entire Supply chain giving a consolidated view of the internal as well as external entities which can affect the SCM. In this regard, he cites the example of IBM where the human resource is given the most importance in the company’s future plans. Any employee has the chance to be exposed directly to leadership skills by spending time with a senior executive and experiencing first-hand how they spend their day and make quick, yet important decisions.  He goes on to emphasize that the human resource should be seen as the most vital asset to the SCM.

(Blanchard, 2010) refers to this as a unique knowledge of the exact skills of employees; otherwise there is a good chance of underutilization of these assets resulting in a situation where right people for the right job become harder to find. He brings up the point that in almost all organizations there are complex inventory systems and controls which mark the exact specs of all company assets for their proper and timely utilization, yet there hardly is a system available which could pinpoint the skill set of the entire human workforce, so it may possibly be called upon if needed. It is required to continuously carry out talent hunting among the employees which not only promotes healthy competition and career development, but aligns the workforce with the overall organizational policy. The real challenge here is to manage the supply chain of the human and “intellectual capital”. It is perhaps the biggest task for an SCM manager to know the details of his human resource and their trainings needs, skill development, career building and optimization of use for enhanced productivity. Among all the other assignment, this one takes priority and is of constant importance.

(Blanchard, 2010) points out that there is seldom a dedicated SCM manager overseeing all the activities in an SCM, but rather the SCM is reporting to another department which does not completely understand the challenges faced by the supply chain on a daily basis. Also, the Supply chain workforce is considered to be temporary which is the first to be laid off in a crisis situation or at the end of a successful operation. This is a huge mistake as letting go of crucial business intelligence can cost a company heavily in the future. Outsourcing of SC related positions is also not advisable as this should be considered a core function of the organization – the backbone.
(Trunick, 2005) explains that human resources will play a most important role in the future of logistics but unfortunately, the number of expertise is not matching the requirements in the industry. Also there is a high turnover of employees in the SCM section of all organizations because of lower opportunities and treatment of employees as temporary and easily replaceable. The problem of finding the real skills in logistics and SCM will further deteriorate unless human resource management takes quick and ample measures. The bridge between talented resource and organizational needs is only widening.

Russell and Hoag (2004) argued that the most noteworthy undertaking in implementing IT in SCM is not technical but the human portion. A number of societal and Organizational factors, such as views of the user, cultural implications, information flows, and a combination of management and leadership decide the realization of an implementation. He goes on to highlight that machines cannot take over the intricate jobs of humans or replicate the expertise learned over many years. All automated systems remain as support functions which only aid in the decision making for a human manager.

(Zsidisin & Ritchie, 2009) have pointed out that the successful continuity of any business relies on the protocols and procedures which constitute the processes, technology, which comprises of the tools, systems and machines used in the SCM – most importantly the component of human resources which covers human entities and the personnel which run the show.

As mentioned by (Imai, 1986): Continuous improvement in the social, organizational, cultural and environmental context constitutes kaizen and is the measure by which quality is gauged. The Kaizen approach is based on the standards of teamwork, employee satisfaction and the training and career building of employees which are considered the most important asset.

(Hartmut Stadtler, 2008) enforce the idea that the supply chain planning matrix is based on short-term, mid-term and long-term planning which apply to all the areas of procurement, production, distribution and sales. The first and foremost consideration is given to the planning of human resource and structuring of the organization for process flows and information exchange. The human factor remains important even through the mid-term planning which formally translates into ‘cooperation’ in the long-term. At that point, the human resource becomes part of the overall chain and integrates itself fully into the process and procedures – it does not reflect as a separate entity anymore. This should be the long term strategy of all organizations if they want to have a continuously successful SCM.

(Decenzo & Robbins, 2005) have explained the importance of HRM as part of the core functions of an organization. In reality it is difficult to implement and is seldom attempted. Ideally, HRM should be integrated in depth with the mainstream operations, thereby, feeling the pulse of the on-going activities and intervening as and when required on the shortest notice. This not only cuts the red tape but also helps in constantly evaluating the performance of employees at various levels and management of increase or decrease in workforce. Companies and organizations can achieve competitive advantage through various kinds of innovation. Innovation can be viewed as various different techniques which could include new technologies as well as new ways of doing things. What is innovation? Various definitions in this regard have been put forward: Drucker (1985) explains the concept of innovation whereby it is the means to instil change as a tool which is used by managers to present the option to make the processes more efficient and effective. It can be taught, explained, assimilated and disseminated as per requirements. Betz (1997) has concluded that is the ability to present a new idea into the market or the general operating environment. Tidd et al. (1997) explained innovation as being adopted by the general majority and used for future projects. Afuah (1998) argues that innovation is directly related to customers in the way they are serviced. In conclusion, innovation is the means by which a system change is introduced which reconfigures the setup and promises to simplify and expedite the processes and procedures.
Interview of Joe Flannigan, Head of Operations, WFP Afghanistan
During my Interview with the HOO it was evident that he had spent the majority of his years in service in the field with experience in major emergency response operations ranging from conflict zones such as East Timor, Afghanistan to natural calamities such as the Tsunami in 2004 to the Pakistan earthquake in 2005.
In response to highlight the importance of human resources in any operation, he said, “Eventually, achievement in any operation still depends upon staff capabilities in their fields of expertise, whether it is in general management, logistics, programme, finance, supply chain, distribution, operations, technical, or human resources. Most of all, a humanitarian organization needs to have a firm footing of being prepared to face an emergency situation. There is no single department that could replace the combined organizational effort. Yes, some very complex and sudden emergency operations will employ some people with less relevant experiences, but even those employees are not surefire to be available at the right time and at the right place. In fact, they will be evaluated even less severely than many others, specifically because they were recruited without proper know how of the field realities. If they cannot prove themselves on the job, they will further hamper the relief efforts.

It is true that there are many operations that will not consider human resource to play a pivotal role in the realization of their efforts. This is a sad mistake, because in my experience as a logistician - over 25 years - I have seen the best tools, technology backed by ample donations in finance be lead into half baked success stories, while I have also seen outstanding results even without proper setups bring great success to their operations when the staff were well prepared and their trainings had been conducted to face the challenges of an evolving emergency situation. Each operation should be judged by the men and not the material.”
"The worst attribute of an organization is stubbornness in while being presented with better options. It is to be remembered that the real world is not the same as a case study. The real world of emergency operations is largely more complex and unpredictable than any simulated environment or theoretical subject.”
He also shared his thoughts regarding the future organizational structure. He said, “"In the past, in the humanitarian sector, we tended to see most emphasis on materials movement and related finances and warehouse options. This was primarily because in the traditional sense, a project success was rated based on the amount of good that reached the beneficiaries alone.
"For several years, we have been seeing numerous operations that either require or desire a change in their human resource management. This is frequently due to the gap between logistics and the human resource departments, but also when some futuristic logistics manager needs their HR to have a more standardized training in general practices and procedures. Many humanitarian agencies often have their own concepts of human resource management, operations, and information flow. A recognized international organization could assimilate more universal practices that could be critical for the organization’s long term survival in this very donor funded world.”
He was asked if this would mean that a general Human resource department is no longer 'valid' in today's context. HE replied, “There are so many versions of emergency response, that it is difficult to generalize about this or the traditional structure’s validity. Some are focused on time, while others on finances, whereas very few are geared towards the goal of creating an environment which could potentially fit any department into their core business which is supply chain management. Others are geared towards specifics in terms of reference and job descriptions. I think that all the different options are viable as long as the organization implementing them can reach its intended objectives. There are some organizations, like international UN humanitarian agencies that really require a change to have a very narrow minded approach in its human resource management when it comes to supply chain management in an emergency response scenario, while the other operations deem a macroscopic approach spread over the long term.
Chapter 3 - Method
Methodology

Descriptive research and survey research technique were applied for this study. 

United Nations World Food Programme (WFP) being the focus of this research, its two main offices were contacted:

· WFP Headquarters, Rome

· WFP Country Office, Pakistan

They were approached formally and various operational reports were made available along with contact information for the main players in the logistics department both at country and the HQ level. These logistics managers had been the frontline staff engaged in daily supply chain management in emergency hot zones around the world.
The WFP reporting team was very helpful in terms of the research and extended full support regarding participation of various staff members. It was of course highlighted that any such participated would be voluntary and the data provided will be explicitly used for research alone.
Sources of Data
In order to evaluate the way supply chain management has been used by WFP in a specific number of emergency responses and how effective this was, a questionnaire was developed and sent to 40 persons representing a variety of stakeholders involved in the specific emergency response. This was carried out to gather the primary data.

At the same time, an intensive study of related cases (emergency response projects by WFP) was carried out which provided clues as to how the HR element has affected the success/failure of such projects. 
An interview was conducted with a senior manager in WFP who gave his opinion about the past experiences and the future models of supply chain management in the organization.
Articles and books based on the humanitarian emergency response as well as general supply chain management techniques and Human resource management were reviewed which forms the secondary data.

Data Collection Methods
Considering various methods of collecting primary data, it was deemed most useful to electronically retrieve filled questionnaires by the various stakeholders. In this respect, both a printable version of the questionnaire and a website version were developed for local and international respondents respectively. The online survey was created and hosted on.
Keeping in view that some participants did not have email facility due to their position in the organization or because of being in the field and not having direct access to internet connectivity; they were visited personally for the filling of the questionnaire. These visits also gave an in-depth view of the organizational workings and environment which were helpful in putting together key variables of the research.
The collection of secondary data should precede any primary research activity since it helps the reader comprehend the problem under study in its entirety. Secondary data is also much easier and quicker to gather than primary data.

However, special emphasis was laid on the reliability and time span of the secondary data. The various data sources were also cross-checked with each other to measure the consistency of results.

Sampling
40 respondents were chosen according to their roles in the study organization and their responses were obtained through survey questionnaire.
Questionnaire
A flowchart technique was used to plan the sequencing of questions. This helped in anticipating the type and range of responses that the questions were likely to elicit. Highly structured, closed questions were formulated as they are useful in that they can generate frequencies of response amenable to statistical treatment and analysis. They also enabled comparisons to be made across groups in the sample.
Closed questions (dichotomous and rating scales) were incorporated in the questionnaire as they are quicker and straightforward to respond and do not bias unduly on the basis responsive prowess of the respondents coming from different backgrounds.

The questionnaire (appendix 1) was formulated and distributed between the following groups of stakeholders:
· WFP management: Country Representative, Emergency Coordinator, Regional Bureau and HQ managers

· WFP field staff: logistics, programming, human resource

· Implementing partners

· Standby partner

To get the full scope ideally one should also have input from the “end-users”, in this case the beneficiaries of the emergency response. This would however require a research scope that is beyond the capacity and timeframe of this study; since however a number of the evaluation documents and reports refer to input from these end-users, this type of information was used to represent this group of stakeholders.

The questionnaire consisted of three parts:

1. Demographics of the respondents (questions 1 - 2). 
2. Experience in the past emergency operations (questions 13 – 21) 
3. Perception of advantage and usefulness (questions 22 - 30)

4. Willingness to adopt towards the proposed system. (questions 22 – 30) 

The questionnaire is attached as Annex – 5.
Procedure

The data was collected based on the survey questionnaires and the analysis was conducted in SPSS version 16.
For each variable in the selected research model, a corresponding composite variable was created by mathematical union of all questions targeted at measuring that variable. Using the three composite variables, regression analysis was carried out on reports generated on the basis of key point indicators which were identified at the start of the survey. Inter-variable relationships and dependencies were found out with this process. The significance of using regression analysis is discussed in the forthcoming paragraphs. 

Statistical analysis incorporate regression analysis to study the behaviour of variables of which one can be dependant and the other could be independent. The regression equation then identifies the level of relationship between the variables and whether the change in one influences any degree of change in the other. This relationship forms the basis in understanding how two seemingly unrelated events in or ideas in the real world can actually be part of the same mathematical occurrence. 
Regression analysis points out the significant variables which form the solid foundation for the acceptance or rejection of any hypothesis.

Chapter 4 - Results and Discussion

The frequency tables and bar charts are attached as Annex-I (for demographics), Annex-II (for past experiences) and Annex-III and IV (for questions related to the three research variables). The regression analysis and its results are as below:
Hypothesis 1

There is no relationship between the past experiences and the perception of advantage/usefulness towards the acceptance of the proposed system.

Hypothesis 1A
There is a relationship between the past experiences and the perception of advantage/usefulness towards the acceptance of the proposed system.
Statistical Analysis and Results 

Analysis was done using linear regression. Past experiences were used as an independent variable while the perception of advantage/usefulness was used as a dependent variable. Results as follows: 

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.562
	.563
	
	4.554
	.000

	
	pastexperience
	-.326
	.333
	-.157
	-.981
	.333

	a. Dependent Variable: perceivedusefulness
	
	
	
	
	


The regression equation is formed as below:
Dependant variable = slope * independent variable + intercept
The predicted variable in this case is "Perceived Usefulness". The intercept is 2.562. Putting it all together, the regression equation is:

Projected value of "Perceived Usefulness" = -0.326 X value of Past Experience + 2.562
With the Past Experience score of 2, we estimate that the "Perceived Usefulness" score would be -0.326 X 2 + 2.562 = 1.91. Thus, it is predictable that the respondents who have agreed with the statement that their past experiences influenced the perceived usefulness (2 on the Past experience question) would probably agree with the statement that the perceived usefulness of the system will play a role in the acceptance of the new system (2 [~1.91]. 

Outcome of Statistical Analysis

Keeping all other variables constant, the hypothesis 1A is accepted.  

Hypothesis 2

There is no relationship between the willingness to adopt and the perception of advantage/usefulness towards the acceptance of the proposed system.
Hypothesis 2A
There is a relationship between the willingness to adopt and the perception of advantage/usefulness towards the acceptance of the proposed system. 

Statistical Analysis and Results 

Analysis was done using linear regression. Willingness to adopt was used as an independent variable while the perception of advantage/usefulness was used as a dependent variable. Results as follows: 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.469
	.371
	
	3.957
	.000

	
	willingness
	.232
	.156
	.235
	1.491
	.144

	a. Dependent Variable: perceivedusefulness
	
	
	
	
	


The regression equation is formed as below:

Dependant variable = slope * independent variable + intercept
The predicted variable in this case is "Perceived Usefulness". The slope equals 0.232 while the intercept is  1.469. Putting it all together, the regression equation is:

Predicted value of "Perceived Usefulness" = 0.232 X value of Willingness to adopt + 1.469

With the Willingness score of 2, we estimate that the "Perceived Usefulness" score would be 0.232 X 2 + 1.469 = 1.93. Thus, it is predictable that the respondents who have agreed with the statement that their willingness to adopt influenced the perceived usefulness (2 on the Willingness to adopt questions) would probably agree with the statement that the perceived usefulness of the system will play a role in the acceptance of the new system (2 [~1.93]. 

Outcome of Statistical Analysis

Keeping all other variables constant, the hypothesis 2A is accepted.  

Hypothesis 3

There is no relationship between past experiences and the willingness to adopt towards the acceptance of the proposed system.
Hypothesis 3A
There is a relationship between past experiences and the willingness to adopt towards the acceptance of the proposed system. 

Statistical Analysis and Results 

Analysis was done using linear regression. Past Experience was used as an independent variable while the Willingness to adopt was used as a dependent variable. Results as follows: 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.888
	.571
	
	3.303
	.002

	
	pastexperience
	.273
	.338
	.130
	.809
	.423

	a. Dependent Variable: willingness

	
	
	
	
	


The regression equation is formed as below:

Dependant variable = slope * independent variable + intercept
The predicted variable in this case is "Willingness to adopt". The slope equals 0.273 while the intercept is  1.888. Putting it all together, the regression equation is:

Predicted value of "Perceived Usefulness" = 0.273 X value of Willingness to adopt + 1.888

With the Willingness score of 2, we estimate that the "Perceived Usefulness" score would be 0.232 X 2 + 1.469 = 1.93. Thus, it is predictable that the respondents who have agreed with the statement that their willingness to adopt influenced the perceived usefulness (2 on the Willingness to adopt questions) would probably agree with the statement that the perceived usefulness of the system will play a role in the acceptance of the new system (2 [~1.93]. 
With the Past Experiences score of 2, we estimate that the "willingness to adopt" score would be 0.273 X 2 + 1.888 = 2.434. Thus, it is predictable that the respondents who have agreed with the statement that their Past experiences influenced the Willingness to adopt (2 on the Past Experiences questions) would probably agree with the statement that the perceived usefulness of the system will play a role in the acceptance of the new system (2 [~2.434]. Apparently there is also a shift towards neutrality. This shows that the general trend for future adoption is less relevant to the past experiences. 

Outcome of Statistical Analysis

Keeping all other variables constant, the hypothesis 3A is accepted.  

Summary of Hypotheses Testing
	Alternate Hypothesis Statements
	Significant Value
	Results

	· H1A:
There is a relationship between the past experiences and the perception of advantage/usefulness towards the acceptance of the proposed system. 
	0.000
	Accept H1A

	· H2A: 
There is a relationship between the willingness to adopt and the perception of advantage/usefulness towards the acceptance of the proposed system. 
	0.000
	Accept H2A

	·  H3A:
There is a relationship between past experiences and the willingness to adopt towards the acceptance of the proposed system. 

	0.002
	Accept H3A


ChAPTER 5 - Conclusion and recommendations
Recommendations and Conclusion
The thesis was initiated to minimize the “firefighting” scenario that almost all humanitarian organizations are faced with when dealing with an emergency response situation. Businessdictionary.com defines “Firefighting” as Short-term 'fixing' of problems, or suppression of their symptoms, rather than understanding and addressing the factors that cause the problem.
One of the main reasons cited in the thesis was the lack of understanding of human resources in the overall supply chain management. 

Given the fact that in today’s world, the humanitarian organizations are shifting from one emergency to the other, while all other resources can be pre-positioned in individual emergency theatres, the human resource remains scarce and thus can be easily overlooked.

Building up capacity of the humanitarian organizations to deal with emergency scenarios requires re-adjustment of the internal operations and procedures – aligning all core elements into a single chain managed as a whole instead of piecemeal. 

The argument presented forth was that the human resource management within the overall supply chain management should be at the centre of the preparedness strategy to deal with materials flow, information exchange, finance, logistics & transportation, storage and distribution to the beneficiaries. The ultimate goal would be to make sure that the emergency response is executed without short term solutions which overburden the organization and do not achieve intended targets. 

The half-baked formulas do not take into consideration the partnership between the various departments trying to achieve the same objectives and instead pit them against each other in a never ending bureaucratic red tape. 

Analysing the results of the questionnaire, it is evident that the past experiences in the WFP had a negative connotation with regards to the management of the human resources and there existed clear indications pointing for improvement in the system. Moreover, the proposed system is a re-alignment of the current setup and therefore does not include any additional resources, financial or human.

Supply chain management has become the core business process of the major humanitarian aid agencies, yet is still in an evolutionary process. This presents a unique opportunity to address the current weaknesses and upgrade the system not just with technology but also with the human capital investment.

Better human resource management will be a core ingredient in creating a solid foundation for addressing the supply chain requirements at all levels in future humanitarian emergencies.

The correlation between the respondents of various different departments towards the proposed system also shows that the logistics personnel show a positive attitude towards the new system while other sections may not feel as inclined. This could be due to various factors as there are always barriers to entry for an innovation in the organization structure just like the introduction of a new technology.

This paper analyses the influences of multiple factors on the innovation in supply chain management. Since, WFP has become one of the main logistical agencies in the humanitarian sector, more and more donors provide finances to WFP to take advantage of the organizational experience and the potentially successful results. However, many operations have faced several logistics problems such as the transportation of materials or products and the flow of information. The human resource management is another huge problem, however is largely ignored. To solve the logistics problems, accelerating the development of the supply chain management and incorporating the major resources is one of the major challenges of the humanitarian sector. 
Innovations and modern technologies play a very important role in expediting the capacity building in WFP logistics department. However, there exists a grey area in research where structural change in the organization was implemented and accepted throughout, especially when it was the assimilation of a new idea into the mainstream working.
The new trend in worldwide logistics implies the reliance of technological advances rather than human resource capitalization or training/capacity building of the staff members. This thesis categorizes the factors influencing the up gradation in supply chain management. The statistical analysis results are an indication that these factors all have significant positive effects on the changes in supply chain management strategies involving human resource management. 
WFP can improve its innovative abilities in supply chain management by training and educating their employee to become high quality of human resources. They should also provide better support and resources to encourage this structural change. 
The proposed system will be reinforced for supply chain management system if the organization can provide various kinds of support and continuous encouragement policies. These could be in the form of pilot projects and simulated environments.
This paper conducted a survey on WFP emergency operations and showed that organizational encouragement, quality of human resources, past experiences, and willingness to adopt all have significant positive influences on the adoption of innovative supply chain management. 
While there are differences between human resource department, logistics department and the overall management, cultural background, historical perspective, common objectives can play a vital role in bringing about this change. 
It will be very interesting to forward a cross-agency comparative study on structural changes in the organization among various departments in different countries of operation or past operations during emergency response scenarios. 
Since the study utilized a questionnaire survey, it is possible that the results were biased according to the respondent’s personal ideals. This is noted for record and future reference. 

It is also recorded for future reference that the proposed system will be greatly influenced by other factors such as culture, country, financial input, emergency scenarios and political, military and geographical considerations.
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Appendices 
Appendix 1: Demographics of the target respondents

STATISTICS
	Work Experience in the UN/WFP/Development/Humanitarian sector

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	2 to 5
	5
	11.6
	12.5
	12.5

	
	6 to 10
	13
	30.2
	32.5
	45.0

	
	11 to 15
	11
	25.6
	27.5
	72.5

	
	16 to 25
	9
	20.9
	22.5
	95.0

	
	Above 26
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
	
	


	Department/Expertise

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Logistics
	18
	41.9
	45.0
	45.0

	
	Procurement
	2
	4.7
	5.0
	50.0

	
	Human Resources
	11
	25.6
	27.5
	77.5

	
	Programme
	6
	14.0
	15.0
	92.5

	
	Information Management/Reporting
	2
	4.7
	5.0
	97.5

	
	Other
	1
	2.3
	2.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
	
	


Appendix 2: Questions related to Past Experiences

	Human resource department was represented in emergency logistics coordination/cluster meetings 

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	6
	14.0
	15.0
	15.0

	
	No
	34
	79.1
	85.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Human Resource issues were discussed in logistics Management and coordination meetings

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	1
	2.3
	2.5
	2.5

	
	No
	39
	90.7
	97.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Human Resource departments and personnel in an emergency response were sufficient following the onset of the emergency

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	No
	40
	93.0
	100.0
	100.0

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Human Resource Management systems were well organized both prior to and following the onset of an emergency

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	11
	25.6
	27.5
	27.5

	
	No
	27
	62.8
	67.5
	95.0

	
	Don't Know
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Staff were well prepared / trained to cope with supply chain activities in an emergency

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	18
	41.9
	45.0
	45.0

	
	No
	22
	51.2
	55.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
	
	


[image: image6.png]Staff were well prepared / trained to cope with supply chain activities in an
emergency

25

9

Frequency

Yes No

Staff were well prepared | trained to cope with supply chain activities in an
emergency




	Logistics specialists/dedicated logistics (human) resources in country were available at the time of the onset of the emergency

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	29
	67.4
	72.5
	72.5

	
	No
	11
	25.6
	27.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Staff in country was directly affected by the emergency

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	26
	60.5
	65.0
	65.0

	
	No
	14
	32.6
	35.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Office facilities were prepared for a scale up incase of an emergency operation just like warehouse space and transportation

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	20
	46.5
	50.0
	50.0

	
	No
	18
	41.9
	45.0
	95.0

	
	Don't Know
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Hiring procedures were simplified in the wake of an emergency response situation

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	11
	25.6
	27.5
	27.5

	
	No
	29
	67.4
	72.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Salary packages for short term emergency staff were designed keeping in view factors such as hardship, travel frequency, residential costs of their respective duty station

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	15
	34.9
	37.5
	37.5

	
	No
	25
	58.1
	62.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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Appendix 3: Questions related to Perception of usefulness
	Supply chain in the humanitarian sector is driven by Donors 

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	9
	20.9
	22.5
	22.5

	
	Agree
	27
	62.8
	67.5
	90.0

	
	Neutral
	2
	4.7
	5.0
	95.0

	
	Disagree
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Emergency Operations by their very nature are vulnerable to last minute changes and any planning beforehand is always incomplete

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	13
	30.2
	32.5
	32.5

	
	Agree
	25
	58.1
	62.5
	95.0

	
	Neutral
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Human Resources is the most consistent theme in short/mind/long term Supply chain management planning

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	4
	9.3
	10.0
	10.0

	
	Agree
	33
	76.7
	82.5
	92.5

	
	Disagree
	3
	7.0
	7.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Supply chain management and logistics department is reporting to another department which does not understand the challenges and the field realities

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	7
	16.3
	17.5
	17.5

	
	Agree
	20
	46.5
	50.0
	67.5

	
	Neutral
	9
	20.9
	22.5
	90.0

	
	Disagree
	4
	9.3
	10.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Human Resources are the core resources which need to be readily available incase of an emergency operation

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	10
	23.3
	25.0
	25.0

	
	Agree
	26
	60.5
	65.0
	90.0

	
	Disagree
	4
	9.3
	10.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	At field level, WFP operations are purely logistics driven and all other infrastructure (ICT, human resources, finance etc.) is built around its needs and requirements

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	8
	18.6
	20.0
	20.0

	
	Agree
	21
	48.8
	52.5
	72.5

	
	Neutral
	1
	2.3
	2.5
	75.0

	
	Disagree
	7
	16.3
	17.5
	92.5

	
	Strongly Disagree
	3
	7.0
	7.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Logistics staff has the highest turnover rate in the organization

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	18
	41.9
	45.0
	45.0

	
	Agree
	14
	32.6
	35.0
	80.0

	
	Neutral
	1
	2.3
	2.5
	82.5

	
	Disagree
	4
	9.3
	10.0
	92.5

	
	Strongly Disagree
	3
	7.0
	7.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Regardless of technological advances, the human factor remains as the most important part of supply chain management

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	11
	25.6
	27.5
	27.5

	
	Agree
	27
	62.8
	67.5
	95.0

	
	Disagree
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	Getting the right people for the right job during an emergency operation is the most crucial task

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	15
	34.9
	37.5
	37.5

	
	Agree
	18
	41.9
	45.0
	82.5

	
	Disagree
	6
	14.0
	15.0
	97.5

	
	Strongly Disagree
	1
	2.3
	2.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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Appendix 4: Questions related to Willingness to adopt
	I would prefer to have a human resource system much like the inventory system which keeps track of its staff members in reference to their specific expertise and capabilities

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	15
	34.9
	37.5
	37.5

	
	Agree
	23
	53.5
	57.5
	95.0

	
	Neutral
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to have human resource department’s representation in the logistics planning meetings

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	1
	2.3
	2.5
	2.5

	
	Agree
	27
	62.8
	67.5
	70.0

	
	Neutral
	2
	4.7
	5.0
	75.0

	
	Disagree
	8
	18.6
	20.0
	95.0

	
	Strongly Disagree
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to have dedicated logistics staff at each duty station at all times 

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Agree
	26
	60.5
	65.0
	65.0

	
	Neutral
	2
	4.7
	5.0
	70.0

	
	Disagree
	10
	23.3
	25.0
	95.0

	
	Strongly Disagree
	2
	4.7
	5.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to have simplified and fast track hiring procedures come into effect incase of an emergency operation

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	5
	11.6
	12.5
	12.5

	
	Agree
	12
	27.9
	30.0
	42.5

	
	Neutral
	1
	2.3
	2.5
	45.0

	
	Disagree
	7
	16.3
	17.5
	62.5

	
	Strongly Disagree
	15
	34.9
	37.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to have the logistics section advise human resources department on salary levels based on various field factors

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	15
	34.9
	37.5
	37.5

	
	Agree
	20
	46.5
	50.0
	87.5

	
	Disagree
	4
	9.3
	10.0
	97.5

	
	Strongly Disagree
	1
	2.3
	2.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to carry out periodic assessments of office capacity (infrastructure, ICT etc.) incase of a scale up in human resources in response to an emergency operation

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	6
	14.0
	15.0
	15.0

	
	Agree
	26
	60.5
	65.0
	80.0

	
	Neutral
	3
	7.0
	7.5
	87.5

	
	Disagree
	5
	11.6
	12.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to have staff trainings conducted in supply chain management for emergency operations

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	29
	67.4
	72.5
	72.5

	
	Agree
	11
	25.6
	27.5
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would prefer to track human resources as part of the other supply chain resources

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	3
	7.0
	7.5
	7.5

	
	Agree
	20
	46.5
	50.0
	57.5

	
	Neutral
	7
	16.3
	17.5
	75.0

	
	Disagree
	10
	23.3
	25.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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	I would like to have updated data on human resources in the operational area to plan the logistical setup accordingly

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	6
	14.0
	15.0
	15.0

	
	Agree
	16
	37.2
	40.0
	55.0

	
	Disagree
	14
	32.6
	35.0
	90.0

	
	Strongly Disagree
	4
	9.3
	10.0
	100.0

	
	Total
	40
	93.0
	100.0
	

	Missing
	System
	3
	7.0
	
	

	Total
	43
	100.0
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Appendix 5: Questionnaire used in the research 

	[image: image30.jpg]Bahria University
Islamabad Campus





Integrating Human Resource Management into Supply Chain Management 
Practitioners Questionnaire

This survey is s part of a post-graduate project and attempts to see how Human Resources Management can become part of the overall Supply Chain Management for humanitarian response organizations, using the United Nations World Food Programme as an example. The background idea is that when humanitarian agencies respond to an emergency, they put a supply chain in motion which is managed in such a way that aids goods are available when and where necessary, while at the same time ensuring that this is done in the most cost effective way. Similarly human resources need to become available when and where needed and with the skills and level of expertise required, again in a most cost effective way. Would it therefore be possible to manage these logistics and human resources “supply chains” in an integrated manner?

Working definitions:

Supply Chain Management (SCM): 

The integration of key business processes across the supply chain for the purpose of creating value for customers and stakeholders (Lambert, 2008)
Human Resource Management (HRM):  

The strategic and coherent approach to the management of an organization's most valued assets - the people working there who individually and collectively contribute to the achievement of the objectives of the business.
Respondent’s Information:

1. Years of service in the UN/WFP/Development/Humanitarian sector:


2 - 5
6 - 10
11 - 15
16 – 25
Above 26
2. Department/Expertise:
Logistics
Procurement
Human Resources
Programme

Information Management/Reporting
Other


	Past Experiences:
Think about your past experience in humanitarian emergency response situations – Did you face similar challenges as below: (Incase you were not directly working within logistics or human resources, from your indirect experience and what you may have heard of through official channels, please select an option below)
Q #

Question Statement

Choose an Answer

3

Human resource department was represented in emergency logistics coordination/cluster meetings 

Yes

No

Don’t Know

4

Human Resource issues were discussed in logistics Management and coordination meetings

Yes

No

Don’t Know

5

Human Resource departments and personnel in an emergency response were sufficient following the onset of the emergency

Yes

No

Don’t Know

6

Human Resource Management systems were well organized both prior to and following the onset of an emergency

Yes

No

Don’t Know

7

Staff were well prepared / trained to cope with supply chain activities in an emergency

Yes

No

Don’t Know

8

Logistics specialists/dedicated logistics (human) resources in country were available at the time of the onset of the emergency

Yes

No

Don’t Know

9

Staff in country was directly affected by the emergency

Yes

No

Don’t Know

10

Office facilities were prepared for a scale up incase of an emergency operation just like warehouse space and transportation

Yes

No

Don’t Know

11

Hiring procedures were simplified in the wake of an emergency response situation

Yes

No

Don’t Know

12

Salary packages for short term emergency staff were designed keeping in view factors such as hardship, travel frequency, residential costs of their respective duty station

Yes

No

Don’t Know



	The following statements indicate your perception of the existing setup and its usefulness while also gauging the attitude and willingness to adopt Human Resources as part of the overall Supply chain management in a humanitarian emergency response situation.  Please tick the option that best describes your opinion: 

(Note: all questions are asked under the scenario of a humanitarian emergency operation)

Perceived usefulness of proposed setup:

Q #

Question Statement

Choose an Answer

13

Supply chain in the humanitarian sector is driven by Donors 

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

14

Emergency Operations by their very nature are vulnerable to last minute changes and any planning beforehand is always incomplete

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

15

Human Resources is the most consistent theme in short/mind/long term Supply chain management planning

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

16

Supply chain management and logistics department is reporting to another department which does not understand the challenges and the field realities

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

17

Human Resources are the core resources which need to be readily available incase of an emergency operation

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

18

At field level, WFP operations are purely logistics driven and all other infrastructure (ICT, human resources, finance etc.) is built around its needs and requirements

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

19

Logistics staff has the highest turnover rate in the organization

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

20

Regardless of technological advances, the human factor remains as the most important part of supply chain management

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

21

Getting the right people for the right job during an emergency operation is the most crucial task

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

Attitude and willingness to adopt proposed system:

22

I would prefer to have a human resource system much like the inventory system which keeps track of its staff members in reference to their specific expertise and capabilities 

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

23

I would prefer to track human resources as part of the other supply chain resources

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

24

I would like to have updated data on human resources in the operational area to plan the logistical setup accordingly

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

25

I would prefer to have human resource department’s representation in the logistics planning meetings

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

26

I would prefer to have dedicated logistics staff at each duty station at all times 

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

27

I would prefer to have simplified and fast track hiring procedures come into effect incase of an emergency operation

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

28

I would prefer to have the logistics section advise human resources department on salary levels based on various field factors

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

29

I would prefer to carry out periodic assessments of office capacity (infrastructure, ICT etc.) incase of a scale up in human resources in response to an emergency operation

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

30

I would prefer to have staff trainings conducted in supply chain management for emergency operations

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree
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