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Leadership Excellence for the National Society

FOREWORD

In the vast and ever-evolving humanitarian landscape of Africa, the heartbeat of com-
passion lies within the dedicated individuals who serve through the Red Cross and Red
Crescent Movement. The strength of our National Societies does not emerge solely
from resources or infrastructure, it is deeply rooted in people. The Volunteers, Staff,
Members, and Patrons who carry the emblem of humanity are the living pillars upon
which our collective purpose stands. Leadership Excellence: Transformational Leader-
ship for the Red Cross and Red Crescent National Societies in Africa, is both timely and
necessary. It reflects not only an insightful understanding of the current challenges fac-
ing our humanitarian institutions, but also a bold and practical vision for transformative
leadership rooted in ethics, service, and sustainability.

At its core, Leadership Excellence reminds us that leadership is not about titles or au-
thority, it is about influence, vision, and the ability to empower others. It calls on current
and future leaders in Africa’s National Societies to uphold integrity, embrace participa-
tory governance, and foster cultures of learning and resilience. In doing so, we prepare
our institutions not just to respond to crises, but to thrive through them, grounded in
the values of humanity, impartiality, neutrality, and voluntary service.

This book is more than a guide, it is a roadmap for ethical transformation, offering prac-
tical strategies for leadership development, accountability, and organizational renewal.
It is an invitation to rethink how we lead, how we serve, and how we sustain impact in
an ever-changing world. To all those committed to advancing the mission of the Red
Cross and Red Crescent in Africa, this book is for you.
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EXECUTIVE SUMMARY

The success of a National Society (NS) hinges on four key pillars of human capital: Volunteers, Staff,
Members, and Patrons. Volunteers are the frontline of humanitarian service, requiring training and
commitment. Staff provide strategic direction and operational management, while Members ensure
governance and advocacy. Patrons enhance visibility, partnerships, and financial support. Strong gov-
ernance demands a clear distinction between leadership and management, emphasizing accountabil-
ity and ethical decision-making. Sustained engagement, leadership development, and succession
planning are essential for long-term impact, ensuring National Societies remain effective in serving
humanity.

Leadership within National Societies faces challenges such as governance complexities, ethical dilem-
mas, and shifting stakeholder expectations. Issues like weak leadership selection, lack of cohesion, and
integrity lapses hinder effectiveness. Addressing these barriers requires merit-based leadership selec-
tion, structured mentorship programs, ethical governance frameworks, and accountability mecha-
nisms. By fostering transparent and visionary leadership, National Societies can enhance their humani-
tarian impact and credibility.

Effective leadership is built on influence, vision, and collaboration rather than authority. Great leaders
embrace key habits, proactivity, strategic thinking, prioritization, and teamwork, while applying four
essential disciplines: goal setting, measurable actions, accountability, and feedback. Leadership ma-
turity progresses from dependence to interdependence, where distributed decision-making and con-
tinuous learning drive impact. Leaders must empower others, foster adaptability, and build resilience
within the organization.

Modern leadership trends in the Red Cross Movement emphasize participatory, inclusive, and adap-
tive leadership models. Emotional intelligence, team empowerment, and decentralized decision-
making are critical for crisis response. Digital transformation and servant leadership enhance opera-
tional efficiency and humanitarian outcomes. Future leaders must navigate complex crises, embrace
innovation, and prioritize service over authority.

Ultimately, leadership in the Red Cross is about upholding integrity, fostering collaboration, and en-
suring sustainability. By cultivating ethical, strategic, and service-oriented leaders, National Societies
can build trust, strengthen impact, and remain resilient in an evolving humanitarian landscape.



CHAPTER ONE

The Human Capital

The Volunteers The Staff The Members The Patrons

The Active Force The Drivers of The Custodians and The Honorary
Operations Governance Leaders Pillars

The Four Human Planks of the
National Society




Leadership Excellence for the National Society

Chapter 1: The Human Capital

The Pillars of the National Society

The success of any organization, especially a humanitarian movement like the Red Cross, is deeply
rooted in its human capital. Human capital represents the collective knowledge, skills, experience, and
passion of the people who drive the mission forward. The NS stands on four critical pillars of human
capital: Patrons, Members, Staff, and Volunteers. Each group plays a distinct yet interconnected role in
the strength and sustainability of the movement. Understanding their roles and fostering synergy
among them is crucial for achieving efficiency and effectiveness.

This chapter highlights the vital role of human capital in the success of a National Society (NS). It ex-
amines the four pillars i.e. Volunteers, Staff, Members, and Patrons, detailing their unique contribu-
tions, challenges, and governance roles. The chapter emphasizes synergy, ethical leadership, and sus-
tainable engagement as critical factors in strengthening the Red Cross Movement.

Success in humanitarian work
relies on strong human capi-
tal: Patrons, Members, Staff,
and Volunteers, whose syner-
gy, roles, and dedlication are
vital to sustaining and ad-
vancing the Red Cross mis-

sion.

Introduction

The future of the Red Cross movement depends on leaders who
embody key qualities essential for navigating an increasingly com-
plex humanitarian landscape. As crises become more frequent and
unpredictable, leadership in the Red Cross must be grounded in
strong principles, forward-thinking strategies, and a deep commit-
ment to service. The sustainability and effectiveness of the move-
ment rest on individuals who can lead with integrity, inspire col-
laboration, and adapt to evolving global challenges.

First and foremost, future leaders must be principled, upholding
the highest standards of integrity, transparency, and humanitarian
values. Trust is the foundation of any humanitarian organization,
and leaders must consistently demonstrate ethical decision-
making and accountability. By fostering a culture of openness and
ethical leadership, the Red Cross can ensure that it remains a bea-
con of hope and reliability for those in need.

In addition to integrity, leaders must be strategic, thinking long-
term and preparing for emerging challenges. The humanitarian
sector faces increasing demands due to climate change, global
health crises, conflicts, and economic instability. Effective leader-
ship requires the ability to anticipate trends, embrace innovation,
and develop policies that safeguard the sustainability of the
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The Red Cross'’s future relies
on principled, adaptive lead-
ers who uphold integrity, in-
spire trust, and navigate
global challenges with ethical,
forward-thinking strategies
and a deep commitment to

humanitarian service.

movement. Strategic leaders do not merely react to crises; they
proactively build resilient systems that enable the Red Cross to re-
spond swiftly and effectively when disaster strikes.

Collaboration is another cornerstone of future leadership. Red
Cross leaders must be collaborative, working with diverse teams,
communities, governments, and partner organizations to maximize
humanitarian impact. In a world where challenges are interconnect-
ed, no single entity can solve problems alone. By fostering inclusive
decision-making and embracing partnerships, leaders can create
stronger, more coordinated responses that benefit vulnerable pop-
ulations.

Equally critical is resilience, the ability to adapt to change and re-
main steadfast in the face of crises. The humanitarian landscape is
unpredictable, and leaders must be prepared to manage uncertain-
ty with confidence and composure. Resilient leadership is not just
about personal endurance; it is about empowering teams to stay
motivated and effective under pressure. The ability to learn from
setbacks, embrace innovation, and remain focused on the mission
is what distinguishes a strong Red Cross leader.

Finally, true leadership in the Red Cross is rooted in servant leader-
ship, leading with humility, empathy, and a deep commitment to
service. The most effective leaders prioritize the well-being of those
they serve and those they lead. They listen actively, nurture talent,
and create an environment where everyone feels valued and em-
powered. Leadership is not about holding power; it is about using
one's position to uplift others and drive meaningful change.

The Four Human Planks of the National Society

1. The Volunteers: The Active Force

Volunteers are the heartbeat of the Red Cross. They are the ones
who directly deliver services, engage in disaster response, and rep-
resent the face of the Movement on the ground. Without volun-
teers, the Red Cross would be an idea rather than a functioning en-
tity.

Key Characteristics of Effective Volunteers: Passion for
Humanitarian Service
Effective volunteers are driven by a deep sense of compassion and
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Red Cross volunteers must
embodly its seven principles,
commit to ongoing training,
work well under pressure, and
collaborate in teams—
addressing high turnover
through motivation, support,
and sustainable engagement
strategies.

a genuine desire to serve humanity. Their motivation goes beyond
recognition or reward; they find fulfilment in helping those in need.
This passion fuels resilience, perseverance, and a positive attitude,
even in challenging situations.

Commitment to the Red Cross Fundamental Principles
Volunteers in the Red Cross and Red Crescent Movement must up-
hold and embody its seven fundamental principles: Humanity, Im-
partiality, Neutrality, Independence, Voluntary Service, Unity, and
Universality. These principles guide their actions and decision-
making, ensuring ethical and effective service delivery.

Willingness to be Trained and Continuously Improve

The humanitarian landscape is constantly evolving, requiring volun-
teers to stay informed and adaptable. Effective volunteers embrace
training opportunities to enhance their skills in first aid, disaster
response, psychological support, and leadership. A mindset of con-
tinuous learning ensures they can respond effectively to emergen-
cies and changing needs.

Ability to Work in Teams and Under Pressure

Humanitarian work often takes place in high-stress environments,
such as disaster zones or crisis situations. Volunteers must collabo-
rate effectively with diverse teams, respecting different perspectives
and working toward a common goal. The ability to remain calm,
make sound decisions, and function under pressure is essential for
delivering efficient and compassionate assistance.

Challenges of Voluntary Service and Solutions:

High Volunteer Turnover

One of the most significant challenges for the NSs is retaining vol-
unteers over the long term. Many volunteers leave due to burnout,
lack of motivation, inadequate support, or competing personal and
professional commitments. High turnover disrupts operational con-
tinuity and increases the burden of constantly recruiting and train-
ing new volunteers.

Solution: Strengthen Engagement Through Capacity-Building Pro-
grams, Recognition Systems, and a Supportive Community. NS
must invest in strategies that make volunteers feel valued, empow-
ered, and connected to the organization’s mission.
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Empowered volunteers need
ongoing training, recognition,
and a supportive community.
Continuous orientation and
mentorship reinforce core
principles, while staff provide
structure, strateqy, and oper-
ational leadership to uphold

the Movement’s mission.

Capacity-Building Programs: Providing ongoing training, leadership
development, and skill-building opportunities ensures volunteers
feel equipped and appreciated. This also enhances their ability to
take on greater responsibilities within the organization.

Recognition Systems: Acknowledging and celebrating volunteers'
contributions through awards, certificates, and public appreciation
events fosters a sense of belonging and motivation.

Supportive Community: Creating a strong volunteer network
through peer support, mentorship, and team-building activities
helps foster a sense of camaraderie and shared purpose. Volunteers
who feel part of a larger, supportive movement are more likely to
stay engaged.

Lack of Alignment with NS Values and Principles

Some volunteers may join without a clear understanding of the
fundamental principles and values of the Red Cross and Red Cres-
cent Movement. Misalignment with these principles, such as Impar-
tiality, Neutrality, and Voluntary Service can lead to ethical conflicts,
mission drift, and operational inefficiencies.

Solution: Implement Continuous Orientation and Mentorship Pro-
grams to ensure volunteers embody the core values of the NS:

Continuous Orientation: Instead of a one-time introduction, NS
should offer ongoing education sessions that reinforce the princi-
ples, mission, and ethical standards of the Movement. Real-life case
studies and interactive discussions can help volunteers internalize
these values.

Mentorship Programs: Pairing new volunteers with experienced
mentors fosters deeper engagement, guidance, and a strong sense
of accountability. Mentors can help new volunteers navigate chal-
lenges, integrate into the team, and reinforce the importance of
upholding NS values.

2. The Staff: The Drivers of Operations

While volunteers execute the mission, the staff provides structure,
coordination, and strategic direction. Paid staff members manage
programs, ensure compliance, and implement the Governance
Board's (GB) decisions.
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Staff drive strategic planning,
manage resources, support
volunteers, and ensure ac-
countability. They align oper-
ations with humanitarian
goals, oversee finances, build
volunteer capacity, and up-
hold ethical, transparent, and
effective program execution.

Key Responsibilities of Staff:
Strategic Planning and Execution of Operations

Staff members play a critical role in developing and implementing
strategic plans that align with the mission and objectives of the NS.
This includes conducting needs assessments, setting priorities, and
designing programs that address humanitarian challenges effec-
tively. They must ensure that operations are well-coordinated, re-
sponsive to emerging crises, and adaptable to changing conditions.
Strong leadership and decision-making skills are essential in exe-
cuting these plans efficiently.

Financial and Resource Management

Proper allocation and oversight of financial and material resources
are fundamental to sustaining the operations of an NS. Staff are
responsible for budgeting, fundraising, financial reporting, and en-
suring transparency in the use of funds. They must also seek part-
nerships, grants, and donations to support humanitarian initiatives.
Effective resource management helps maintain the trust of donors,
stakeholders, and the communities being served.

Supervision and Capacity-Building for Volunteers

Volunteers are the backbone of any National Society, and staff
must ensure they are well-equipped and motivated to carry out
their roles. This involves recruitment, training, mentorship, and per-
formance evaluation. Capacity-building initiatives, such as work-
shops and leadership programs, help volunteers develop the neces-
sary skills to contribute effectively. By fostering a supportive envi-
ronment, staff can enhance volunteer retention and engagement.

Implementing Policies and Ensuring Accountability

Staff members must uphold and enforce organizational policies,
ensuring compliance with international humanitarian principles and
governance standards. This includes monitoring program effective-
ness, evaluating impact, and ensuring ethical conduct across all op-
erations. They are also responsible for maintaining accountability
mechanisms, such as audits, performance reviews, and reporting
structures, to guarantee transparency and integrity in all activities.

The Balancing Act: For an NS to be successful, there must be a
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Members are custodians of
the National Society,
providing financial support,
electing leadership, and ad-
vocating for its mission.
Their engagement ensures
strong governance, sustain-
able funding, and alignment

with humanitarian values.

strong synergy between staff and volunteers. Staff should view volun-
teers as partners rather than subordinates, creating an environment of
mutual respect and collaboration.

3. The Members: The Custodians and Governance Leaders

Members are the true owners of a National Society, providing both
financial support and governance oversight. Unlike volunteers, who
contribute time and service, members play a unique role by paying
dues, participating in decision-making, and advocating for the mission
of the Red Cross and Red Crescent Movement within their communi-
ties. Their engagement ensures the sustainability, accountability, and
integrity of the National Society.

Roles of Members
Electing Governance Leadership

Members have the fundamental responsibility of electing the govern-
ing bodies of the NS, including the board of directors and other key
leadership positions. Through democratic processes, they ensure that
capable, ethical, and visionary individuals lead the organization. By
voting in governance elections, members influence the strategic direc-
tion, policies, and priorities of the NS, ensuring that leadership aligns
with the Movement's humanitarian mission.

Contributing Financially to Sustain Operations

Membership dues and additional financial contributions provide an
essential source of funding for the NS. These funds help sustain oper-
ational activities, support volunteer programs, and finance critical hu-
manitarian projects. Unlike external donations, member contributions
offer a stable and autonomous funding base, reducing reliance on ex-
ternal grants and ensuring long-term sustainability.

Engaging in Policy Advocacy and Institutional Strengthening

Members serve as ambassadors of the Red Cross within their commu-
nities, advocating for humanitarian values, disaster preparedness, and
social causes aligned with the Movement's principles. They participate
in shaping policies, strengthening institutional governance, and ensur-
ing that the NS remains responsive to emerging challenges. Their en-
gagement in policy discussions and organizational reforms reinforces
the credibility, accountability, and impact of the NS at national and
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Patrons are influential figures
who enhance a National Soci-
ety’s visibility, credibility, and
sustainability by lending their
reputation, securing partner-
ships, advocating policy sup-
port, and aiding fundraising
through their networks and

influence.

local levels.

Key Question: Are your memberships up to date? Membership re-
newal and active participation are crucial to keeping the NS robust
and democratic.

4. The Patrons: The Honorary Pillars

Patrons hold honorary positions within a National Society and serve
as key figures in advancing its mission, influence, and sustainability.
Typically, patrons are highly respected individuals such as national
leaders, royalty, business executives, or prominent public figures
who lend their name, reputation, and resources to support the work
of the Red Cross and Red Crescent Movement. While they may not
be directly involved in daily operations, their backing provides mor-
al, financial, and political support, helping to strengthen the NS's
presence and impact in society.

How Patrons Add Value
Enhancing Visibility and Credibility

A patron’s endorsement significantly boosts the public profile of an
NS. Their association with the organization attracts media attention,
increases public trust, and enhances the legitimacy of humanitarian
efforts. By using their status and influence, patrons help raise
awareness about critical humanitarian issues, mobilizing greater
community engagement and support.

Facilitating Partnerships with Governments, Corporates, and
Donors

Patrons often bridge the gap between the NS and key stakeholders,
including government agencies, private-sector organizations, and
philanthropic donors. Their networks and influence help facilitate
strategic partnerships that strengthen the organization’s resources
and policy impact. For instance, a patron with strong political con-
nections can advocate for favourable policies that enable the NS to
operate more effectively, while corporate partnerships may lead to
increased funding, logistical support, and technological advance-
ments.

Supporting Fundraising Initiatives

Patrons play a crucial role in mobilizing financial resources for the
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Governing Board members
must come from the mem-
bership base, ensuring
leadership with long-term
commitment, accountabil-
ity, and strategic vision, dlis-
tinct from volunteers fo-
cused on service rather
than governance responsi-
bilities.

NS. They champion fundraising campaigns, host charity events, and
leverage their personal networks to attract high-value donations. Their
endorsement often encourages corporations, foundations, and high-
net-worth individuals to contribute, ensuring the financial sustainabil-
ity of humanitarian programs.

Governance and Leadership Considerations

One of the fundamental governance principles of an NS is that Gov-
erning Board members must be drawn from the membership base, not
from the volunteer pool. This distinction ensures that those in leader-
ship positions have a long-term commitment to the organization's
mission, values, and sustainability. Unlike volunteers who primarily en-
gage in humanitarian service, members are invested in the governance
structure through dues, decision-making participation, and leadership
responsibilities.

By electing governance leaders from within the membership base, an
NS fosters continuity, institutional memory, and strategic vision, ensur-
ing that those in power are aligned with the Movement's fundamental
principles and long-term objectives.

Governance Leadership and the Role of Members in the
Governing Board

A fundamental governance principle of a National Society (NS) is that
Governing Board members must be drawn from the membership base,
not the volunteer pool. This distinction ensures that those in leader-
ship positions have a long-term commitment to the organization’s
mission, values, and sustainability.

Unlike volunteers who primarily engage in humanitarian service mem-
bers have a vested interest in governance, contributing through mem-
bership dues, decision-making participation, and leadership responsi-
bilities. Their involvement strengthens the organization’s stability, en-
suring that leadership is rooted in accountability and strategic vision
rather than short-term engagement.

By electing governance leaders from within the membership base, an
NS fosters continuity, institutional memory, and long-term strategic
planning. This process ensures that those in power are aligned with
the Movement's fundamental principles and committed to the organi-
zation's growth, transparency, and impact.
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Governance leaders must
embody the Movement’s
principles, ensure ethical,
strategic oversight, avoid
management interference,
and prioritize succession
planning to sustain credibil-
1ity, accountability, and the
long-term effectiveness of
the National Society.

Key Leadership Reflections

Are Governance Positions Occupied by Individuals Committed
to the Principles of the Red Cross?

Governance leaders must exemplify the seven fundamental principles
of the Movement i.e. Humanity, Impartiality, Neutrality, Independence,
Voluntary Service, Unity, and Universality. Their decisions should re-
flect ethical leadership, integrity, and a deep understanding of the
NS’s humanitarian mandate.

A critical question for any NS is whether board members uphold these
values in their leadership or if they are influenced by personal, politi-
cal, or external interests. Ensuring principled governance is key to
maintaining the NS's credibility and effectiveness.

Is There a Clear Distinction Between Governance and Management
Roles?

One of the most common governance challenges is the blurring of
roles between the Governing Board and management. Each plays a
distinct function:

Governance is responsible for oversight, accountability, and strategic
leadership.

Management handles operational execution, service delivery, and im-
plementation.

To maintain effective governance, NS leadership must ensure that
board members do not interfere with management functions, just as
staff should not assume governance roles. A well-defined governance
framework prevents conflicts of interest, strengthens accountability,
and enhances organizational efficiency.

How Do We Ensure Continuous Leadership Development within the
NS?

Sustainable governance requires structured leadership development
programs to prepare the next generation of leaders. Proactive succes-
sion planning ensures that emerging leaders are equipped with the
knowledge, skills, and ethical grounding needed to carry forward the
NS's mission.
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Challenges to Leadership in the NS

Personal Habits of Highly
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Prioritize and Listen Before You Lead

Stay Disciplined Listening reveals deeper needs
Focus on what matters most and builds trust
and eliminate distractions
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Value Diversity and Commit to Continuous
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A thriving NS requires
ethical, visionary leader-
ship. Overcoming sys-
temic challenges needs
commitment and struc-
tured action. Fostering
merit, education, ethics,
and foresight enhances
leadership capacity for
impactful humanitarian

service.

Chapter 2: Challenges to Leadership in the
National Society

Leadership in any organization encounters obstacles, but within a human-
itarian framework like the Red Cross, these challenges are magnified by
the complexities of governance, ethical dilemmas, and the ever-evolving
expectations of both beneficiaries and stakeholders. Effective leadership
in the NS requires resilience, foresight, and an unwavering commitment to
humanitarian principles. Overcoming these leadership challenges requires
intentionality, commitment, and structured interventions. By fostering a
culture of merit-based leadership, continuous education, ethical govern-
ance, and strategic foresight, the NS can strengthen its leadership capaci-
ty and enhance its ability to deliver impactful humanitarian services. In the
following sections, we will explore leadership strategies and modern
trends that can help navigate these challenges effectively. This chapter
examines the key barriers to effective leadership, persistent integrity and
accountability issues, and strategic solutions to overcome these challeng-
es.

This chapter seeks to highlight the critical leadership challenges within
National Societies, including governance barriers, ethical dilemmas, and
operational inefficiencies. It explores systemic issues such as poor leader-
ship selection, lack of transparency, and weak accountability, while pro-
posing strategic solutions to cultivate resilient, ethical, and visionary lead-
ership for impactful humanitarian service.

2.1 Barriers to Good Leadership and Smooth Functioning

A thriving NS depends on strong, ethical, and visionary leadership. How-
ever, several systemic and operational challenges can hinder progress and
compromise the effectiveness of leadership within the organization. Over-
coming such leadership challenges requires intentionality, commitment,
and structured interventions. By fostering a culture of merit-based leader-
ship, continuous education, ethical governance, and strategic foresight,
the NS can strengthen its leadership capacity and enhance its ability to
deliver impactful humanitarian services. In the following sections, we will
explore leadership strategies and modern trends that can help navigate
these challenges effectively.

a. Poor Selection of Leaders and Staff

Leadership positions should be filled based on competence, integrity, and
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Leadership should be based
on merit, but favoritism and
politics often prevail, leading
to unqualified leaders, ineffi-
ciency, low morale, high turn-
over, and limited diversity,
hindering humanitarian inno-

vation and adaptability.

vision. However, favouritism, political interference, and personal
networks often play a greater role than meritocracy, leading to
leadership choices that prioritize loyalty over capability.

In many cases, individuals appointed through non-meritocratic
means lack the necessary expertise to navigate the complexities of
humanitarian leadership, resulting in inefficiency, mismanagement,
and missed opportunities for growth and innovation.

Poor leadership selection can also create a culture of mediocrity
and low morale among staff and volunteers. When employees see
unqualified individuals in leadership roles, they may feel underval-
ued, leading to disengagement and high turnover rates.

The lack of diversity in leadership due to exclusionary selection
practices further exacerbates these challenges. Organizations that
fail to embrace inclusive leadership limit their ability to adapt to
evolving humanitarian needs and perspectives.

Solutions:

Implement and uphold transparent, merit-based selection process-
es for leadership roles. Establish independent selection committees
to oversee leadership appointments, ensuring that decisions are
based on qualifications, experience, and adherence to organization-
al values.

Introduce rigorous vetting procedures, including competency-
based assessments, leadership simulations, and ethical background
checks to guarantee that leaders possess the necessary skills and
integrity to guide the organization effectively.

Develop structured capacity-building programs, including mentor-
ship, leadership development courses, and succession planning ini-
tiatives, to cultivate a strong pipeline of future leaders equipped to
uphold the mission of the NS.

Establish clear policies against nepotism and political interference,
with mechanisms for whistleblowing and accountability to address
any breaches in the selection process.

Encourage a participatory approach to leadership selection by in-
volving key stakeholders such as staff, volunteers, and community
representatives in the vetting and feedback process, ensuring that
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Disjointed governance and
management, poor under-
standing of Red Cross princi-
ples, and weak commitment
to core values hinder effec-
tiveness. Solutions include
structured communication,
ongoing education, and prin-
cipled, mission-aligned lead-
ership engagement.

appointed leaders reflect the needs and aspirations of those they
serve.

b. Lack of Cohesiveness Across Teams

A persistent disconnect between governance (the Board) and man-
agement (operational leadership) often results in misaligned goals,
conflicting decisions, and inefficiencies in execution.

Similar gaps exist between the National Headquarters and branch
offices, leading to inconsistencies in service delivery and a weak-
ened organizational structure.

Solution: Foster collaboration through structured communication
channels, joint strategic planning, and cross-level leadership en-
gagement. Conduct regular alignment meetings to ensure synchro-
nization between governance and operational leadership.

c. Weak Understanding of the Red Cross Movement and NS
Structure

Some leaders and staff members lack a deep understanding of the
Red Cross Fundamental Principles, history, and operational struc-
ture, which can lead to poor decision-making and compromised
humanitarian efforts.

A weak grasp of governance frameworks can result in leaders mak-
ing decisions that are misaligned with the core mission of the NS.

Solution: Institutionalize continuous education and orientation pro-
grams for all governance and staff members. Develop e-learning
modules, leadership workshops, and immersive training on Red
Cross principles and operational strategies to reinforce a culture of
informed decision-making.

d. Low Commitment to Fundamental Principles and Core Val-
ues

Some leaders fail to fully embrace the Fundamental Principles of
the Red Cross Humanity, Impartiality, Neutrality, Independence,
Voluntary Service, Unity, and Universality, leading to decisions that
may compromise organizational integrity.

Ethical lapses, conflicts of interest, and governance weaknesses can
erode trust among volunteers, beneficiaries, and partners.
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Lack of clear priorities, strate-
gic vision, and transparency
leads to inefficiency, mistrust,
and reduced impact. Solu-
tions include strategic plan-
ning, adaptive monitoring,
ethical leadership, and trans-
parent governance with inde-

pendent oversight.

Solution: Establish strict adherence mechanisms, including ethics
committees, accountability frameworks, and continuous value-
based training. Leaders must exemplify these principles through
transparent decision-making and consistent ethical conduct.

e. Unclear Priorities and Lack of a Strategic Roadmap

Operating without clear priorities or a long-term strategic vision
leads to a reactive rather than proactive approach to humanitarian
work.

Without a well-defined roadmap, resources are misallocated, efforts
are duplicated, and impact is diminished.

Solution: Develop comprehensive strategic plans with well-defined
objectives, key performance indicators, and adaptive monitoring
mechanisms. Regularly review and update these plans to align with
emerging needs and challenges in the humanitarian landscape.

2.2 Issues of Integrity and Accountability

The Red Cross, like any humanitarian organization, must be built on
trust, transparency, and ethical leadership. Integrity is the corner-
stone of effective governance, and any breach in accountability can
erode confidence in the institution. Unfortunately, issues such as
fraud, mismanagement, and internal conflicts continue to surface,
threatening the credibility and effectiveness of National Societies.

a. Lack of Transparency

When leadership fails to openly share information, trust erodes,
and suspicions arise among staff, volunteers, and external partners.

Lack of transparency in decision-making processes, financial report-
ing, and operational planning can lead to inefficiencies, misalloca-
tion of resources, and reputational damage.

Solution: Governance must commit to radical transparency—
implementing clear reporting structures, fostering open discus-
sions, and establishing independent oversight mechanisms. Regular
publication of financial statements, audit reports, and strategic
plans should be a standard practice.

Utilize technology to enhance transparency, such as digital dash-
boards that track project progress and resource allocation, making
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Self-serving leaders cause
corruption, mismanagement,
and loss of trust. Gossip fos-
ters division and inefficiency.
Enforce ethics, accountability,
training, and clear communi-
cation to restore integrity and
organizational focus.

this information accessible to stakeholders.

b. Weakness and Greed in Leadership

Some leaders prioritize personal gain over the mission of the or-
ganization, leading to financial mismanagement, favouritism in re-
cruitment, and unethical resource allocation.

Corruption, conflicts of interest, and abuse of authority can severely
damage the organization's credibility and ability to serve communi-
ties effectively.

Solution: Implement stronger internal control mechanisms, enforce
strict ethical guidelines, and establish a zero-tolerance policy for
corruption and misconduct.

Introduce mandatory ethics training and financial accountability
workshops for all leaders, ensuring they understand their responsi-
bilities and the consequences of unethical behaviour.

Create an independent ethics and compliance committee to over-
see leadership conduct and investigate any reports of corruption or
financial mismanagement.

c. Gossip and False Claims

A toxic organizational culture where gossip, false claims, and inter-
nal politics overshadow teamwork and service can lead to low mo-
rale, divisions within leadership, and operational inefficiencies.

Rumours and misinformation can damage reputations, create un-
necessary conflicts, and distract from the organization’s humanitari-
an mission.

Solution: Leaders must foster a culture of professionalism and ethi-
cal communication where constructive feedback replaces rumour-
mongering.

Encourage a whistleblower protection policy that allows staff to re-
port concerns through proper channels rather than relying on in-
formal gossip networks.

Establish conflict resolution mechanisms, such as mediation and
open forums, where grievances can be addressed transparently and
professionally.
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Arrogant leaders reject ac-
countability, stifling growth
and collaboration. Promote
humility through self-
awareness training, 360°
feedback, and mentorship.
Recruit based on merit to
build a competent, ethical
leadership pipeline.

d. Self-Conceit and Leadership Arrogance

As Leonardo da Vinci warned, “The greatest deception men suffer is
from their own opinion of themselves.” Leaders who believe they
are beyond accountability often make decisions that harm the or-
ganization and its stakeholders.

Arrogant leadership stifles innovation, discourages team collabora-
tion, and creates an environment where feedback and constructive
criticism are dismissed.

Solution: Integrate self-awareness training and periodic leadership
evaluations into the organizational culture.

Conduct 360-degree feedback assessments where subordinates,
peers, and supervisors provide anonymous evaluations of leader-
ship behavior.

Encourage humility in leadership by fostering mentorship programs
where senior leaders engage with emerging leaders, promoting a
culture of continuous learning and self-improvement.

2.3 Strategies to Address Leadership Challenges

To correct leadership issues and strengthen the NS, the following
strategies should be implemented:

a. Elect and Recruit Based on Professionalism, Not Favouritism

Leadership positions must be awarded based on merit, expertise,
ethical grounding, and vision, rather than personal relationships or
favouritism. Favouritism breeds mediocrity, weakens governance
structures, and erodes trust within the organization.

Ensuring a Competent and Ethical Leadership Pipeline

A strong and sustainable NS requires leaders who embody integri-
ty, competence, and dedication to the Movement's humanitarian
mission. To cultivate a robust leadership pipeline, National Societies
must implement structured, transparent, and merit-based leader-
ship development practices. Building a competent and ethical lead-
ership pipeline is not a one-time effort, it is a continuous, strategic
investment. By implementing transparent selection criteria, leader-
ship training, performance evaluations, and succession planning,
National Societies can ensure sustainable, accountable, and vision-
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National Societies must en-
sure ethical, inclusive leader-
ship by implementing trans-
parent, merit-based selection
rooted in Movement princi-
ples, promoting accountabil-
1ty, diversity, and youth en-
gagement to strengthen fu-
ture humanitarian govern-

ance.

ary leadership for future generations.

These strategies will enhance governance, foster ethical leadership,
and ultimately strengthen the humanitarian mission of the Red
Cross and Red Crescent Movement.

Implement Transparent Selection Criteria for Leadership Roles

Leadership selection should be rooted in fairness, meritocracy, and
alignment with the fundamental principles of the Red Cross and
Red Crescent Movement. Clear, standardized criteria should be es-
tablished to ensure that only qualified and ethical individuals as-
cend to leadership positions.

Key Actions:
Define clear eligibility requirements that focus on:

Relevant qualifications in governance, humanitarian work, or man-
agement.

Proven experience in leadership, decision-making, and crisis re-
sponse.

Strong commitment to the Movement's principles, ensuring that
leaders uphold the values of neutrality, impartiality, and voluntary
service.

Create an independent selection body to oversee the recruit-
ment of leaders, ensuring that the process is:

Free from political interference, favouritism, or nepotism.

Conducted through open applications, structured interviews, and
leadership competency assessments.

Incorporate diversity and inclusion principles, ensuring that
leadership structures:

Represent all demographics (age, gender, regional balance) within
the NS.

Promote youth leadership opportunities to engage the next gener-
ation of humanitarian leaders.

s® Real-World Example:

The British Red Cross has established a Leadership Selection Frame-
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Develop structured leader-
ship training and mentorship
programs to build ethical,
skilled leaders. Focus on gov-
ernance, crisis management,
accountability, and humani-
tarian values, while fostering
Intergenerational learning
and global knowledge ex-
change.

work that integrates competency-based assessments to ensure
leaders are selected based on their ability to drive humanitarian
impact, manage teams, and uphold ethical standards.

b. Develop a Leadership Training and Mentorship Program

Leadership is not an inherited skill—it must be nurtured and con-
tinuously developed. To ensure a steady stream of competent and
ethical leaders, National Societies must invest in structured leader-
ship training and mentorship programs.

Key Actions:
Establish a structured training curriculum covering:

Governance and policy implementation — Understanding the re-
sponsibilities of leadership.

Decision-making and crisis management — Equipping leaders with
the skills to handle humanitarian emergencies.

Financial stewardship and accountability — Ensuring leaders manage
resources ethically and transparently.

Ethical leadership and humanitarian principles — Reinforcing integri-
ty and adherence to the Movement's values.

Develop mentorship initiatives, pairing emerging leaders with
experienced mentors to:

Provide personalized coaching on leadership challenges and best
practices.

Foster intergenerational knowledge transfer, ensuring continuity in
governance.

Create safe spaces for young and new leaders to seek guidance.

Encourage cross-border leadership exchanges, allowing leaders to
learn from successful National Societies in different regions.

s® Real-World Example:

The IFRC Leadership Development Program provides structured
training for emerging leaders, ensuring they gain practical experi-
ence in governance, crisis management, and ethical leadership.

c. Conduct Regular Performance Evaluations
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Implement regular leadership
evaluations to ensure ac-
countability, ethical conduct,
and performance. Assess de-
cision-making, values, team
engagement, and resource
management, with feedback,
Improvement plans, and con-
sequences for underperfor-

mance.

Leadership accountability is key to maintaining ethical governance.
National Societies must implement regular performance reviews to
ensure leaders meet expectations, uphold values, and drive organi-
zational progress.

Key Actions:
Develop a leadership evaluation framework assessing:

Strategic decision-making effectiveness — Are leaders making ethi-
cal and impactful choices?

Commitment to organizational values — Are they upholding Red
Cross and Red Crescent principles?

Team engagement and staff morale — Are they fostering a collabo-
rative and productive work culture?

Financial and operational accountability — Are they managing re-
sources effectively?

Establish a feedback-driven culture, where:

Leaders receive constructive input from peers, subordinates, and
external stakeholders.

Performance reviews lead to actionable improvement plans for
struggling leaders.

Implement disciplinary measures for underperformance, en-
suring that leaders who fail to meet ethical and professional
standards are held accountable.

s® Real-World Example:

The Canadian Red Cross has implemented 360-degree leadership
evaluations, where feedback is gathered from colleagues, staff, and
volunteers to assess leadership effectiveness and integrity.

d. Enforce Term Limits and Succession Planning

One of the biggest threats to organizational progress is leadership
stagnation, when leaders stay in power indefinitely, preventing in-
novation and fresh ideas. To avoid this, National Societies must en-
force leadership term limits and proactive succession planning.

Key Actions:
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Establish structured succes-
sion planning to identify fu-
ture leaders, define clear pro-
gression paths, and ensure
smooth transitions through
handover protocols, govern-
ance training, and strong pol-
icles that support continuity,
accountability, and ethical
leadership.

Set fixed leadership terms, ensuring:

A maximum number of terms per position, preventing monopoliza-
tion of power.

Regular leadership transitions to allow for new perspectives and
ideas.

Develop a structured succession planning process, identifying:
High-potential individuals who demonstrate leadership capabilities.
A clear pathway for leadership progression within the organization.

Ensure leadership transitions are smooth and conflict-free, by:

Creating handover protocols for outgoing leaders.

Training incoming leaders in governance, ethical decision-making,
and crisis leadership.

s® Real-World Example:

The American Red Cross enforces board term limits, ensuring that
leadership remains dynamic, inclusive, and continuously refreshed
with new talent.

e. Establish Standard Systems and Policies

Consistency in governance, accountability, and service delivery is
only possible through well-defined policies and operational sys-
tems. Clear structures not only prevent mismanagement but also
ensure that leadership transitions are smooth and sustainable.

Key actions include:
Developing Robust Financial Management Policies
Define transparent budgeting, expenditure limits, reporting struc-

tures, and auditing procedures in line with IFRC financial govern-
ance standards.

Conduct periodic internal and external audits, ensuring financial
accountability and identifying potential risks or irregularities.

Train board members and financial managers in financial manage-
ment best practices, ensuring adherence to ethical and transparent
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Establish standardized con-
flict resolution and decision-
making frameworks with clear
protocols, independent over-
sight, and inclusive processes.
Strengthen compliance
through policy alignment, au-
dits, training, and accounta-
bility to ensure ethical, trans-
parent, and effective organi-
zational governance.

financial stewardship.
Instituting Standardized Conflict Resolution Frameworks

Establish documented procedures for mediation, arbitration, and
resolution, ensuring disputes are handled professionally and impar-
tially.

Designate an independent body to oversee conflict resolution, pro-
moting fair decision-making and preventing personal biases from
escalating tensions.

Encourage proactive dialogue, structured grievance mechanisms,
and leadership training in conflict resolution to mitigate potential
disputes before they escalate.

Defining Decision-Making Protocols

Define clear roles, responsibilities, and decision-making hierarchies
to prevent unilateral actions by individuals in power.

Involve key stakeholders (board members, staff, volunteers, and
beneficiaries) in major decisions to ensure inclusivity and transpar-
ency.

Maintain records of key decisions, justifications, and approvals to
ensure accountability and allow for future reference.

Strengthening Compliance Mechanisms

Align internal policies with IFRC governance standards, ensuring
clarity on ethical expectations, legal obligations, and operational
requirements.

Conduct routine reviews, risk assessments, and audits to track ad-
herence and identify areas for improvement.

Implement disciplinary measures for non-compliance and provide
ongoing training for leaders and staff on ethical governance and
regulatory compliance.

Foster Commitment and Firmness in Leadership
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Cultivate resilient, service-
driven leadership grounded
in integrity, accountability,
and humanitarian values. Pro-
mote ethical decision-
making, shared responsibility,
inclusive processes, reqular
evaluations, and secure whis-
tleblowing mechanisms to
strengthen transparency and
trust across all leadership lev-
els.

A strong NS requires leaders who are deeply committed to the mis-
sion and values of the organization. Leadership is not just about
authority, it is about service, accountability, and resilience in the
face of adversity.

To cultivate such leadership:

Leaders Must Embody Integrity and Decisiveness

Define clear ethical guidelines and decision-making principles that
leaders must adhere to, ensuring alignment with humanitarian val-
ues.

Demonstrate transparency, fairness, and accountability in decision-
making, setting a precedent for others to follow.

Equip leaders with frameworks for handling ethical dilemmas, en-
suring they prioritize organizational integrity over personal or polit-
ical interests.

Encourage a Culture of Collective Responsibility

Clarify roles, expectations, and performance indicators to ensure
that responsibility is shared across leadership levels.

Encourage inclusive decision-making processes that value diverse
perspectives and collective input.

Regularly assess leadership effectiveness, reinforcing accountability
for both successes and failures.

Develop Mechanisms for Whistleblowing and Ethical Over-
sight

Create anonymous and secure reporting channels for individuals to
report unethical behaviour without fear of retaliation.

Assign a neutral body to review and investigate allegations of cor-
ruption, inefficiency, and misconduct.
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Promote ethical leadership
through expert-led work-
shops, real-case discussions,
and ongoing evaluation.
Combat gossip by enforcing
transparency, ethical commu-
nication, and reqular staff
briefings to build trust and
unity.

Ensure that reported violations are addressed promptly, with clear
consequences and public accountability measures.

Conduct Regular Ethical Leadership Workshops

Design Training Programs on Ethical Leadership — Develop work-
shops that focus on real-world ethical challenges, humanitarian ser-
vice principles, and responsible governance.

Engage Experts and Case Studies — Incorporate lessons from expe-
rienced leaders, ethics professionals, and past case studies to pro-
vide practical insights.

Evaluate and Reinforce Learning — Continuously assess the impact
of training through feedback, follow-up discussions, and integra-
tion into leadership development plans.

Eliminate Gossip and Misinformation

One of the most destructive forces within organizations is internal
division fuelled by rumours and misinformation. Gossip creates
mistrust, weakens teamwork, and diverts energy away from mean-
ingful humanitarian work.

To counteract this:

Leaders Must Actively Promote Professionalism and Transpar-
ency

Define and enforce organizational policies that discourage gossip
and misinformation, emphasizing ethical communication.

Share important information openly, clarify decisions, and address
rumours directly to prevent speculation.

Hold Regular Briefings and Q&A Sessions — Provide structured op-
portunities for staff to ask questions and receive verified infor-

mation from leadership.

Establish Official Communication Channels



Leadership Excellence for the National Society

Promote open dialogue
through safe forums, active
listening, and open-door pol-
icies. Train staff in conflict
resolution and emotional in-
telligence to reduce gossip,
encourage professionalism,
and strengthen accountability

across the organization.

Use emails, newsletters, internal portals, or meetings to distribute
accurate and consistent messages.

Assign specific individuals to communicate key updates, ensuring
messages remain clear and authoritative.

Identify and correct false narratives quickly through official state-
ments and fact-checking.

Encourage a Culture of Open Dialogue and Constructive
Feedback

Provide Safe Spaces for Discussion — Establish forums, feedback
sessions, and suggestion boxes where staff can express concerns.

Train Leaders in Active Listening — Equip leadership with skills to
listen empathetically and respond to concerns transparently.

Implement an Open-Door Policy — Encourage employees to seek
clarity directly from leadership rather than relying on speculation.

Implement Training on Conflict Resolution and Emotional In-
telligence

Conduct Regular Workshops on Communication and Conflict Reso-
lution — Equip employees with skills to handle disagreements pro-
fessionally.

Teach Emotional Intelligence Strategies — Help staff recognize and
manage emotions to prevent gossip-driven conflicts.

Reinforce Accountability Measures — Ensure all team members un-
derstand the impact of misinformation and uphold professional
standards.

Leaders must ask themselves:

Am I contributing to the solution, or am I part of the problem? True
leadership requires continuous self-reflection, integrity, and a com-
mitment to service.



CHAPTER THREE

Leadership Strategy — How to Stay
Focused

Dependence (You)

A dependent leader waits for
guidance and relies on others to
set direction.

e They react to circumstances
rather than shaping them.

Example: A newly appointed NS
leader who only follows past
practices without questioning their
effectiveness.

Independence (I)

Independent leaders take
responsibility for decisionsbut may
still operate in isolation.

e They set their own goals but do
not fully engage their teams.

Example: A National Society president
who is decisive but does not involve
branch leaders in decision-making

Interdependence
(We)

The highest level of leadership,
where teamwork, trust, and shared
vision drive success.

e | eaders recognize that collective
intelligence leads to better
decisions.
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Leadership in a National Soci-
ety is about influence, vision,
and collaboration, not au-
thority. Effective leaders drive
Impact through strategic hab-
its, discipline, and interde-
pendence, ensuring sustaina-
ble success and advancing

the humanitarian mission.

Chapter 3: Leadership Strategy — How to
Stay Focused

Leadership within a NS is not just about holding a position; it is
about driving impact, inspiring people, and making strategic deci-
sions that sustain and expand the organization’s humanitarian mis-
sion. Effective leadership requires both effectiveness (achieving re-
sults that lead to future success) and efficiency (ensuring those re-
sults are achieved seamlessly and swiftly). Leadership in the Nation-
al Society is not about authority but about influence, vision, and
collaboration. By cultivating the right personal habits, embedding
strong disciplines, and embracing interdependence, leaders can
drive their organizations toward sustainable success.

This chapter emphasizes that leadership in a National Society is
about influence, vision, and collaboration, not authority. It explores
key habits, strategic disciplines, and leadership maturity stages that
help leaders stay focused, drive impact, and create sustainable suc-
cess. By fostering interdependence and continuous improvement,
leaders can navigate challenges and inspire growth.

3.1 Seven Personal Habits of Highly Effective Leaders

Leadership is more than making decisions, it is about shaping an
environment that fosters growth, collaboration, and continuous im-
provement. The following seven habits, inspired by leadership prin-
ciples, are essential for any leader in the National Society:

a. Be Proactive — Lead by Initiative, Not by Reaction
Effective leaders anticipate rather than react to challenges.

They take responsibility for their choices and do not blame circum-
stances, past decisions, or others for failures.

s& Example: Instead of waiting for donor funding to run low before
reacting, proactive leaders build sustainable fundraising models to

prevent financial crises.

Actionable Insight: Establish a risk assessment framework to antici-
pate potential threats and mitigate them in advance.
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Effective leaders act with a
clear vision, prioritize strate-
gic goals, and maintain disci-
pline. They foster collabora-
tion, fairness, and inclusive-
ness, focusing on collective
success over personal gain to
advance the National Socie-

ty’s mission.

b. Begin with the End in Mind — Have a Clear Vision

Strong leaders define what success looks like before acting.

They align decisions with long-term goals and the mission of the
National Society.

5& Example: If the goal is to make the NS financially self-sufficient,
leaders should create a roadmap that moves toward that vision,
rather than relying on short-term fixes.

Actionable Insight: Develop a vision statement that is clear, com-
pelling, and consistently communicated to all stakeholders.

Put First Things First — Prioritize and Stay Disciplined

Not all tasks are equally important. Leaders must focus on what
truly matters.

Avoid distractions, delegate where necessary, and maintain disci-
pline in achieving strategic priorities.

s& Example: A leader must resist getting bogged down in minor
administrative tasks when their primary role is setting strategic di-
rection.

Actionable Insight: Use time management tools like the Eisenhower
Matrix to categorize tasks into urgent and important priorities.

Think Win-Win — Aim for Mutual Benefit

Leadership should not be about personal victories but collective
success.

A culture of fairness, collaboration, and inclusiveness strengthens
teams and partnerships.

5& Example: When negotiating with partners, a leader must ensure
agreements benefit both parties, fostering long-term collaboration
rather than short-term gains.
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Effective leaders listen first
value djverse perspectives,
and foster teamwork. By em-
bracing collaboration and
committing to continuous
personal and professional
growth, they strengthen their
ability to lead with impact
and purpose.

Actionable Insight: Implement partnership agreements that priori-
tize mutual success metrics.

e. Seek First to Understand, Then to Be Understood — Listen
Before You Lead

Leaders must actively listen to stakeholders, volunteers, staff, part-
ners, and communities.

Solutions should be based on the real needs of the people served,
not assumptions.

5& Example: A branch struggling with volunteer retention needs to
be heard before solutions are imposed from the top.

Actionable Insight: Conduct regular feedback sessions and town
hall meetings with stakeholders.

Synergize — Value Diversity and Teamwork

The best solutions come from collaboration and diverse perspec-
tives.

Leaders must harness the strengths of others rather than trying to
control everything themselves.

s& Example: A finance expert, a program officer, and a field volun-
teer bring different skills to humanitarian planning, leveraging all
these perspectives results in better decisions.

Actionable Insight: Establish cross-functional teams to enhance de-
cision-making.

Sharpen the Saw — Commit to Continuous Improvement

Personal and professional development is essential for leadership
success.

A leader must continuously learn, reflect, and refine their approach.
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Effective leaders focus on
clear priorities, reflect daily,
and take consistent action
toward key goals. Continuous
learning and disciplined effort
drive meaningful progress
and long-term impact.

s& Example: A National Society leader should attend leadership
training, stay updated on humanitarian trends, and seek mentor-
ship.

Actionable Insight: Encourage leaders to create personal develop-
ment plans.

3.2 Four Disciplines to Embed Leadership Habits

To move from knowing these habits to living them, four core disci-
plines must be practiced:

Focus on Generally Important Goals
Leaders must keep priorities few and clear to avoid distractions.

A focused leader directs resources and energy toward the most im-
pactful goals.

s& Example: If financial sustainability is a top goal, efforts should
not be diluted by minor, short-term projects.

Actionable Insight: Define three core priorities annually and meas-
ure progress against them.

Act on Specific Measures

A leader must ask daily: What can I do today to move toward our
key objectives?

Small, consistent actions lead to big results.

s& Example: If a National Society aims to increase youth volunteer-
ism, the leader should actively engage young people, create men-
torship programs, and advocate for youth inclusion.

Actionable Insight: Establish daily and weekly micro-goals that align
with broader objectives.
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Regular self-assessment and
external feedback enhance
accountability and leadership
growth. Openness to honest
critique from peers, staff, and
stakeholders strengthens ef-
fectiveness and fosters con-

tinuous improvement.

Develop a Personal Scoreboard

Regular self-assessment ensures accountability and progress track-
ing.

Daily, weekly, and annual reviews help leaders stay on track.
& Example: A leader who wants to improve donor relationships
should evaluate whether they have strengthened those partner-

ships over time.

Actionable Insight: Use performance dashboards to track leadership
and organizational goals.

Adopt Accountability Mechanisms
Leaders should invite external feedback and be open to criticism.

Honest feedback from peers, staff, and stakeholders improves lead-
ership quality.

s$& Example: An annual leadership review can help identify areas
for growth.

Actionable Insight: Implement 360-degree feedback systems for
leadership evaluations.

3.3 From Dependence to Interdependence — The Leadership
Maturity Model

Leadership evolves in three stages:

Stage 1: Dependence (You)

A dependent leader waits for guidance and relies on others to set
direction.

They react to circumstances rather than shaping them.

Example: A newly appointed NS leader who only follows past prac-
tices without questioning their effectiveness.
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Great leadership moves be-
yond independence to col-
laboration, trust, and shared
vision. Empower all levels to
lead, align around clear goals,
enable decentralized decision
-making, foster learning, and
build resilience for adaptive,
impactful leadership.

Stage 2: Independence ()
Independent leaders take responsibility for decisions but may still
operate in isolation.

They set their own goals but do not fully engage their teams.

s& Example: A National Society president who is decisive but does
not involve branch leaders in decision-making.

Stage 3: Interdependence (We)
The highest level of leadership, where teamwork, trust, and shared
vision drive success.

Leaders recognize that collective intelligence leads to better deci-
sions.

s& Example: A leader who brings together governance, manage-
ment, volunteers, and partners to jointly design impactful pro-
grams.

3.4 Leadership in Action — Applying These Principles in the
National Society

Keep the Vision Clear and Collective — Ensure all members under-
stand and align with the NS's strategic goals.

Encourage Leaders at All Levels — Volunteers, staff, and community
members should all feel empowered to lead.

Establish Distributed Decision - Making — Give branch offices, pro-
gram managers, and field leaders the autonomy to act within de-

fined frameworks.

Foster a Culture of Continuous Learning — Invest in leadership train-
ing, mentorship programs, and knowledge-sharing platforms.

Build Resilience and Adaptability — Leaders must be ready to adapt,
innovate, and lead through crises.
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Leadership Excellence for the National Society

Modern humanitarian leader-
ship prioritizes engagement,
empowerment, and inclusivi-
ty. Leaders act as facilitators,
guiding dialogue, inspiring
creativity, and enabling teams
to own solutions and drive

meaningful change.

Chapter 4: Modern Leadership Trends

4.1 Navigating the Future of Leadership in the Red Cross
Movement

Leadership is evolving at an unprecedented pace. The old model
where power was concentrated at the top and directives flowed
downward is rapidly being replaced by a more dynamic, participa-
tory, and inclusive approach. The challenges faced by humanitarian
organizations like the Red Cross demand leaders who can adapt,
innovate, and inspire collaboration at all levels.

As Liana Ghukasyan, Special Adviser to the IFRC President, states:
“There is a fundamental shift in what effective leadership looks like
today. Traditional models, rooted in hierarchy and authority, are
becoming increasingly obsolete. People no longer merely want to
be led, they seek leaders who have a compelling vision, who listen,
and who enable their growth and development.”

This chapter highlights the evolution of leadership in the Red Cross,
emphasizing participatory leadership, emotional intelligence, de-
centralized decision-making, digital transformation, and servant
leadership. It encourages leaders to adapt, innovate, and foster col-
laboration while preparing for future challenges in a rapidly chang-
ing humanitarian landscape.4.1. From Hierarchical to Participatory
Leadership

a. The Decline of Command-and-Control Leadership
Historically, leadership has been seen as an authoritative role,
where decisions were made at the top and passed down the ranks.
While this model ensured structure and efficiency, it also created
bottlenecks, stifled innovation, and limited the potential of those
lower in the hierarchy. In today’'s humanitarian landscape, effective
leadership is about engagement, empowerment, and inclusivity.
Leaders must transition from decision-makers to facilitators, guid-
ing discussions, fostering creativity, and enabling teams to take
ownership of solutions.

The Rise of Participatory Leadership
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Participatory leadership em-
powers local decision-
making, fosters open dia-
logue, and values emotional
intelligence, self-awareness,
self-requlation, and empathy,
while building leadership
pipelines to ensure continu-
ous growth and knowledge
transfer across all levels.

Participatory leadership ensures that decision-making is collabora-
tive, decentralized, and responsive to those on the ground. It in-
volves:

Empowering local teams to make informed decisions instead of
waiting for instructions.

Encouraging open dialogue, where ideas and concerns from all lev-
els of the organization are heard.

Creating leadership pipelines, ensuring that knowledge and skills
are continuously transferred.

s® Case Study: Red Cross Response to Crisis
In recent years, IFRC National Societies have increasingly adopted

participatory leadership models during crises. For example, during a
natural disaster, local Red Cross branches were given greater au-
tonomy to assess needs and deploy aid rather than waiting for cen-
tralized approval. The result? Faster response times, greater com-
munity trust, and more effective disaster relief efforts.

4.2 Emotional Intelligence and Empathy in Leadership

Beyond Technical Skills: The Need for Human-Centred Lead-
ership

In the past, leaders were often selected based on their technical
expertise or seniority. Today, the most effective leaders are those
who understand human emotions, motivations, and challenges.
This is where emotional intelligence (EI) plays a crucial role.

EI comprises:
Self-awareness — Understanding one's emotions, strengths, and

weaknesses.

Self-regulation — Managing emotions effectively to maintain com-
posure and clarity in decision-making.

Empathy — Recognizing and understanding the feelings of others to
build strong relationships.
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Empathy is vital in humanitar-
ian leadership, fostering trust
and informed decisions. Rig-
id, centralized leadership de-
lays crisis response, potential-
ly costing lives. Leaders must
connect with people and act
swiftly to serve effectively.

Social skills — Effectively managing interpersonal relationships and
conflicts.

The Role of Empathy in Humanitarian Leadership

Empathy is particularly critical in humanitarian work. Leaders must
connect with both their teams and the communities they serve. A
leader who lacks empathy risks losing the trust of their team and
making decisions that do not truly serve those in need.

s® Example: The Role of Empathy in Volunteer Retention
A Red Cross National Society struggling with volunteer retention

found that turnover decreased significantly when leaders imple-
mented active listening sessions. Volunteers felt valued, their con-
cerns were addressed, and leadership showed genuine interest in
their well-being. This shift fostered a stronger sense of commitment
and higher morale among volunteers.

4.3 Decentralized Decision-Making and Adaptive Leadership

The Challenge of Bureaucracy in Crisis Response

One of the greatest weaknesses of rigid, centralized leadership is
the delay it creates in decision-making. In times of crisis, slow re-
sponses can mean the difference between life and death.

The Solution: Adaptive Leadership and Decentralized Decision
-Making.

Adaptive leadership encourages:

Flexibility in strategy, allowing leaders to pivot quickly when new
information arises.

Decentralization of authority, empowering regional and field teams
to act swiftly.

Continuous learning, where leaders constantly assess and adjust
their approach.

s$& Case Study: IFRC's Adaptive Response in the COVID-19 Pan-
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Modern leaders must em-
brace digital tools for data-
driven decisions, remote col-
laboration, and transparent
communication. Digital illiter-
acy risks irrelevance, weak en-
gagement, and missed inno-
vation in today’s fast-evolving
humanitarian landscape.

demic

During the COVID-19 crisis, National Societies that adopted adap-
tive leadership were able to pivot their strategies quickly. Instead of
waiting for centralized directives, some branches launched inde-
pendent public awareness campaigns, engaged local businesses for
support, and implemented vaccination drives tailored to their com-
munity’s unique needs.

4.4 The Digital Transformation of Leadership

Technology as a Leadership Tool
In today’s world, leaders must understand and leverage technology
to enhance their impact. Digital tools enable:

Data-driven decision-making — Using real-time analytics to assess
needs and allocate resources effectively.

Virtual collaboration — Conducting leadership meetings, volunteer
training, and donor engagement remotely.

Enhanced communication — Using social media and digital plat-
forms to mobilize support and increase transparency.

The Risks of Digital Illiteracy in Leadership

Leaders who resist digital transformation risk losing relevance. They
may struggle to connect with younger volunteers, fail to harness
critical data insights, and miss opportunities for innovation.

s® Example: Social Media as a Leadership Tool

A National Society struggling with public engagement saw a signifi-
cant improvement after adopting a social media strategy led by
leadership. By posting transparent updates, engaging with follow-
ers, and showcasing impact stories, public trust and volunteer re-
cruitment skyrocketed.

4.5 Leadership as Service: The End of Leader Worship
The Shift from Authority to Servant Leadership

In the past, leadership was often seen as a position of power. To-
day, the most respected leaders are those who serve rather than
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Leaders placed on pedestals
risk disconnection, poor deci-
sion-making, and diminished
accountability. This isolation
fosters resistance to feedback
and undermines effective, re-

sponsive leadership.

command. Servant leadership prioritizes:
The well-being of the team over personal ambition.

Empowerment rather than control, encouraging team members to
take initiative.

Humility, recognizing that leadership is about collaboration, not
status.

The Danger of Leader Worship

When leaders are placed on pedestals, they become disconnected
from reality. This leads to poor decision-making, lack of accounta-
bility, and resistance to feedback.

s® Example: Transforming Leadership Culture in a National Society
A National Society suffering from internal conflicts restructured its

leadership approach by flattening hierarchy and encouraging open
dialogue. Leaders participated in fieldwork alongside volunteers,
demonstrating their commitment to service rather than status.

Preparing for Future Leadership Challenges

What Will Leadership Look Like in the Next Decade?

Future leaders must be prepared to:

e Navigate global crises — Climate change, pandemics, and geo-
political instability.

e Manage increasing diversity — Leading teams across different
cultures and backgrounds.

e Innovate continuously — Finding new ways to sustain humani-
tarian efforts with limited resources.



CHAPTER FIVE

The Mindset of an Effective Leader

HOW LEADERS UPHOLD THIS PRINCIPLE

Leading by example,  Establishing mechanisms Encouraging a culture

demonstrating honesty for transparency and where mistakes
and ethical decision-  accountability (e.g. finan-  can be acknowledged
making. cial audits, perfor- and corrected.

mance reviews)
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Chapter 5: Leadership Mindset and Principles

The Mindset of an Effective Leader

Traditional Mindset Modern Leadership Mindset
Command-and-control leadership Collaborative and inclusive leadership

Focus on hierarchy and status Focus on service and empowerment

Fixed ways of working Adaptive and innovative approaches

Information hoarding Knowledge-sharing and transparency

Fear of failure Learning from mistakes and taking calculated risks

Leadership is not just about titles, experience, or authority, it is primarily about mindset. The way
leaders think, perceive challenges, and make decisions determines their effectiveness. The best lead-
ers operate from a principles-based mindset that prioritizes integrity, accountability, and service to
others. In the Red Cross movement, leadership is not about personal power but about empowering
others, upholding humanitarian values, and ensuring the sustainability of National Societies. The IFRC
Governing Board (GB) Charter outlines key leadership principles that guide National Society leaders
in fulfilling their roles.

This chapter emphasizes the importance of a leadership mindset rooted in integrity, accountability,
and service. It encourages Red Cross leaders to shift from transactional to transformational leader-

ship, adopt strategic thinking, embrace collaboration, and prioritize adaptability. By following the
IFRC Governing Board's principles, leaders can empower others and sustain humanitarian impact.

5.1. The Leadership Mindset: How Great Leaders Think
a. Moving from Transactional to Transformational Leadership

There are two primary ways leaders approach their roles:

e Transactional Leadership: Focuses on tasks, rewards, and short-term goals.
e Transformational Leadership: Focuses on vision, inspiration, and long-term impact.
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Leadership is rooted in
mindset, not titles. Effec-
tive leaders prioritize in-
tegrity, accountability,
and service, empowering
others and upholding
humanitarian values as
outlined in the IFRC Gov-
erning Board Charter.

While transactional leadership may ensure efficiency, it often fails to mo-
tivate, inspire, or create lasting change. Transformational leaders, on the
other hand, focus on developing people, fostering innovation, and lead-
ing with purpose.

Key Mindset Shifts for Red Cross Leaders
To be truly effective, leaders in the humanitarian sector must embrace the
following mindset shifts:

s® Case Study: Leadership Mindset in Disaster Response

During a major flood crisis, a National Society leader initially resisted del-
egating decision-making authority to local volunteers, fearing they lacked
the expertise to handle the situation. However, when he adopted a col-
laborative mindset, allowing volunteers to take ownership of relief efforts,
the response became faster and more effective. His shift in mindset from
control to empowerment led to greater impact.

5.2 Principles of Effective Leadership in the Red Cross

Leadership in the humanitarian sector must be guided by clear, ethical
principles to ensure integrity, sustainability, and trust. The IFRC Governing
Board (GB) Charter outlines key principles that leaders must uphold.
Principle 1: Integrity and Accountability

Why It Matters: Integrity is the foundation of trust. Without it, leadership
loses credibility. Accountability ensures that leaders act in the best inter-
est of their National Society and the communities they serve.

How Leaders Uphold This Principle:

Leading by example, demonstrating honesty and ethical decision-making.

Establishing mechanisms for transparency and accountability (e.g., finan-
cial audits, performance reviews).

Encouraging a culture where mistakes can be acknowledged and correct-
ed.

s& Case Example: A National Society faced donor scepticism due to past
financial mismanagement. By implementing open financial reporting, ex-
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Leaders uphold integrity by
leading ethically, ensuring
transparency through au-
dits and reviews, and fos-
tering a culture where mis-
takes are openly acknowl-
edged and corrected for

continuous improvement.

ternal audits, and a zero-tolerance policy on corruption, they rebuilt
donor trust and increased funding.

Principle 2: Strategic Thinking and Vision

Why It Matters: Leaders must not only focus on day-to-day operations
but also ensure their National Society has a long-term vision that aligns
with humanitarian needs and global trends.

How Leaders Uphold This Principle:
Developing a clear, long-term strategy with measurable goals.

Anticipating future humanitarian challenges (e.g., climate change, mi-
gration crises).

Aligning the National Society’s mission with IFRC’s global strategy.

5& Example: A Red Cross leader in Asia anticipated increased climate-
related disasters and invested in early warning systems and disaster

preparedness training. When extreme flooding struck, the National So-
ciety was ready, saving thousands of lives.

Principle 3: Collaboration and Inclusivity

Why It Matters: Effective leadership is not about individual achieve-
ment but about bringing people together to achieve common goals.

How Leaders Uphold This Principle:

e Encouraging cross-sector collaboration with governments, NGOs,
and local communities.

e Building diverse teams that reflect the communities they serve.

e Creating safe spaces for dialogue and input from all levels of the
organization.

s$& Example: A National Society struggling with volunteer retention
found that by including volunteers in leadership discussions, engage-
ment levels soared. Volunteers felt valued and heard, leading to in-
creased commitment and improved service delivery.
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Promote collaboration
with communities, gov-
ernments, and NGOs.
Build diverse, inclusive
teams and create safe
dialogue spaces. Adapt
to change, foster inno-
vation, and support re-
silience through self-
care, mentorship, and

continuous learning.

Principle 4: Adaptability and Resilience

Why It Matters: The humanitarian landscape is constantly changing. Lead-
ers must be able to adapt to new challenges and remain resilient in the
face of adversity.

How Leaders Uphold This Principle:

e Being open to change and willing to adjust strategies as needed.

e Encouraging a culture of learning and innovation within the organiza-
tion.

e Building personal resilience through self-care, mentorship, and contin-
uous development.

s& Example: During the COVID-19 pandemic, some National Societies ini-
tially struggled with outdated response models. Those that quickly adopt-
ed digital engagement, online volunteer training, and new fundraising
methods thrived in the crisis.

Principle 5: Leadership as Service (Servant Leadership)

Why It Matters: Leaders who view leadership as a privilege to serve rather
than a position of power earns the trust and respect of their teams and
communities.

How Leaders Uphold This Principle:

e Putting people first - ensuring volunteers, staff, and communities are
supported.

e Practicing humility - listening more, talking less.

e Empowering others - developing the next generation of leaders.

s& Case Example: A National Society President regularly visited field oper-
ations, working alongside volunteers. By demonstrating servant leadership,
she inspired greater commitment and morale among her team.

c. Developing a Leadership Culture Within National Societies
Leadership principles should not only apply to individuals but should be
embedded within the entire culture of National Societies.
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Redefining Sustainability in the
National Society

REDEFINING SUSTAINABILITY IN
THE RED CROSS MOVEMENT
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National Societies should
adopt sustainable business
models, generating in-
come to fund humanitari-
an services. This requires
identifying revenue oppor-
tunities, creating social en-
terprises, and building fi-
nancial literacy among
leaders and staff for long-

term impact.

Chapter 6: Redefining Sustainability in the
National Society

Introduction

For decades, many National Societies of the Red Cross and Red Cres-
cent Movement have relied heavily on external aid and funding to sus-
tain their humanitarian activities. While international support remains
invaluable, overdependence on external sources poses a long-term
risk to sustainability. For National Societies of the Red Cross and Red
Crescent to remain relevant and resilient, they must evolve beyond
dependence on external aid. Through ethical social enterprise, finan-
cial accountability, and community engagement, they can secure long-
term sustainability while maintaining their humanitarian mission. Na-
tional Societies must adopt a new mindset, one that embraces finan-
cial independence, accountability, and innovation.

This chapter seeks to reorient National Societies to think beyond aid,
exploring self-sufficiency through social enterprise models while main-
taining the humanitarian essence of their work. By developing busi-
ness-minded strategies without compromising the non-profit nature
of their mission, National Societies can become more resilient, ac-
countable, and impactful.

6.1 Business-Mindedness Without Profit Sharing

The misconception that humanitarian organizations must operate
solely on donations and grants must be replaced with a strategic ap-
proach that incorporates sustainable revenue generation. National So-
cieties should embrace business models that allow them to generate
income while reinvesting all profits into their humanitarian services.
This shift requires Identifying key areas for revenue-generating ser-
vices and; Establishing social enterprises; Developing financial literacy
among leadership and staff.

National Societies can capitalize on services that align with their mis-



Leadership Excellence for the National Society

A major challenge to self-
sufficiency is shifting the
mindset of communities ac-
customed to receiving free
Red Cross services.

sion while generating income. This includes offering: First aid and
CPR training programs for businesses, schools, and individuals; am-
bulance and emergency medical services, charging reasonable fees
where feasible; blood banking services with structured contribu-
tions for processing costs; health insurance schemes, where Red
Cross facilities provide subsidized healthcare options; disaster pre-
paredness and response consultancy for corporations and govern-
ment agencies.

Red Cross-run businesses should focus on mission-driven activities
such as: production and sale of first aid kits and emergency re-
sponse tools; manufacturing and distribution of protective gear and
medical supplies; running humanitarian-themed thrift stores, with
profits reinvested into community programs; providing logistical
services, such as warehousing and supply chain support for disaster
relief.

To support the transition towards financial sustainability, National
Societies must: train key personnel in social enterprise manage-
ment, financial planning, and impact assessment; conduct regular
financial reviews to ensure sustainability and reinvestment strate-
gies align with the mission; establish partnerships with business
schools and corporate mentors to enhance knowledge sharing.

6.2 Changing the Public Perception on Paying for Services

One of the greatest challenges in transitioning to self-sufficiency is
the mindset of the population that has long received free services
from the Red Cross. To address this, National Societies must: devel-
op targeted public awareness campaigns; introduce small, afforda-
ble fees or voluntary donations; engage key influencers, community
leaders, and media and; adopt a phased approach

Utilize television, radio, digital media, and community outreach to
explain the importance of financial sustainability for continuous
service delivery; the need for shared responsibility, where the public
contributes to the services they benefit from; the role of community
funding in strengthening emergency response capabilities.
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Engage communities
through leaders, influencers,
and testimonials. Ensure trust
through strong financial sys-
tems, audits, transparency,
and staff training in financial
stewardship and compliance.

Offer tiered payment options where those who can afford it pay a
small fee while ensuring access for the most vulnerable; implement
a voluntary donation model where beneficiaries contribute based
on their financial ability and; encourage businesses and institutions
to subscribe to service packages in return for guaranteed response
benefits.

Involve religious and traditional leaders in sensitization efforts to
gain public trust; use testimonials from beneficiaries to demon-
strate the impact of financial contributions; collaborate with local
celebrities and social media influencers to promote the cause.

Start with voluntary donations before transitioning to structured
fees; offer introductory incentives such as discounts for early
adopters; gradually expand the model based on community ac-
ceptance and feedback.

6.3 Strengthening Financial Accountability and Compliance

Financial mismanagement and lack of transparency often under-
mine trust and deter potential supporters. To reposition the Na-
tional Society as a credible and reliable organization, it must: Imple-
ment robust financial systems; engage external auditors; train staff
and volunteers on financial stewardship and; meet taxation and le-
gal obligations

Use digital accounting software to track all transactions and ensure
transparency; develop clear financial reporting structures with peri-
odic public disclosures and; strengthen internal audits to detect
and prevent financial mismanagement.

Conduct annual financial audits to reassure donors and stakehold-
ers; publicly share audit reports to demonstrate transparency and
accountability and; seek international financial certification to build
credibility with partners.

Organize financial management workshops for all administrative
personnel; encourage ethical financial practices and accountability
at all levels and; establish a financial ethics committee to oversee
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Prioritize high-impact services
like first aid training, ambu-
lance care, and community
health, areas needing a hu-
manitarian touch. Leverage
the Red Cross'’s trusted brand
to offer ethical, reliable alter-
natives to profit-driven pro-

viders.

compliance.

Ensure tax compliance where applicable while maintaining non-
profit exemptions; register business activities appropriately to avoid
legal complications and; develop policies that align with corporate
governance standards to facilitate partnerships with government
and private sector organizations.

6.4 Entering the Competitive Market Without Rivalry

National Societies must engage in economic activities without be-
coming bitter rivals to existing businesses. Instead of competing
head-on with commercial enterprises, the focus should be on filling
critical gaps in humanitarian services, leveraging partnerships, and
maintaining a strong ethical foundation. To achieve this, National
Societies should: identify market gaps where humanitarian services
and social enterprise intersect; develop partnerships with private
sector players; offer unique value propositions and; operate with
ethical business principles:

Focus on essential services with high social impact and limited
commercial competition. These include areas such as first aid train-
ing, ambulance services, blood donation programs, disaster prepar-
edness, and community health services. Many of these services are
either underprovided by the private sector or require a humanitari-
an touch that commercial entities cannot deliver effectively.

Leverage the Red Cross brand to offer trusted and high-quality ser-
vices. The organization's reputation as a neutral and humanitarian-
driven entity sets it apart from businesses that operate purely for
profit. This unique position can help attract individuals, businesses,
and institutions seeking ethical service providers.

Conduct market research to determine areas where the National
Society can provide unique value. Instead of competing in oversat-
urated industries, National Societies should identify niches where
their humanitarian expertise and credibility offer a competitive ad-
vantage.
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Partner with businesses
through CSR initiatives to
fund programs and integrate
Red Cross services. Empha-
size mission-driven goals, set
ethical pricing, and avoid
market disruption or exploita-
tion of vulnerable popula-

tions.

Engage in corporate social responsibility collaborations. Businesses
seeking to enhance their corporate responsibility profiles can sup-
port Red Cross enterprises by sponsoring programs, funding com-
munity initiatives, or integrating Red Cross services into their em-
ployee benefit plans.

Position services as mission-driven rather than purely profit-
oriented. Unlike commercial enterprises, the primary goal of Red
Cross social enterprises is humanitarian impact. This distinction re-
assures the public and stakeholders that services are provided not
for financial gain but to ensure sustainability.

Set fair pricing to avoid undercutting businesses providing similar
services. National Societies must be mindful that their financial sus-
tainability efforts do not unfairly disrupt existing markets. Pricing
should be competitive but ethical, ensuring services remain accessi-
ble while maintaining financial viability.

Avoid monopolizing markets or exploiting vulnerable populations.
Ethical guidelines should be in place to prevent the commercializa-
tion of humanitarian services in a way that harms the most disad-
vantaged groups.

Invest in professional branding and advertising through compelling
marketing campaigns that highlight financial sustainability efforts,
and visually appealing content that showcases real-life impact sto-
ries. Engage corporate sponsors and influencers like celebrities and
social media personalities to amplify the message and to support
financial independence initiatives.

Leverage social media, traditional media, and grassroots outreach
to reach younger demographics with events that promote Red
Cross enterprises. Use testimonials and success stories that feature
beneficiaries who have contributed to and benefited from Red
Cross enterprises and share case studies that demonstrate the ef-
fectiveness of financial sustainability strategies.



The Final Thought
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THE FINAL THOUGHT:

A Call to Action for Future Leaders

The future of leadership is collaborative, adaptive, and service-
oriented. As Red Cross leaders, we must embrace change, prioritize
empathy, and empower others. The success of our National Socie-
ties will depend on how well we cultivate the next generation of
leaders, those who see leadership not as power, but as a responsi-
bility to serve.

Ultimately, great leadership is not about being in charge, it is about
taking responsibility for those in your care. As the Red Cross con-
tinues to evolve in response to global challenges, its future will be
shaped by leaders who embody these essential qualities. By foster-
ing principled, strategic, collaborative, resilient, and servant-minded
leadership, the movement can continue to uphold its humanitarian
mission and make a lasting impact on the world.

As Confucius wisely said:

“It does not matter how slowly you go, as long as you do not
stop.”

Let us continue moving forward together.

As IFRC and NS leaders, we must ask ourselves daily:

“Am I making decisions that empower others?”

“Am I upholding the humanitarian principles I stand for?”

“Am I creating a legacy of integrity, collaboration, and ser-
vice?”

The Red Cross needs leaders of character, vision, and action. Let us
rise to the challenge.



