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Introduction: CVA Competency Gap Mapping & Our Agenda
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Programs.
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key pieces of advice for a Red Cross Red 
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time.



Yemen Red Crescent Society Cash and Voucher Assistance 

Journey

2021

Cash feasibility study (capacity self-assessment 

and baseline).

CVAP Programme Agreements.

2022

Capacity building for 2 branches.

1st Pilot Projects

CVAP PoA, Establish CVA TWG and ToRs, 

HR- CVA FP

CVAP Delegate, CEA. 

2023
Capacity building for 3 branches.

2nd pilots in 3 branches

CVA SoPs, Framework Agreements (4), 

1st lesson learned workshop, CVAP Delegate, 

CEA

2024

Capacity building for 5 branches- CVA Scaling up.

1st time Use of YRCS FSPs, CVAP MTR, 

CVAP Partnership review,

CVAP vision and mission statement,

CVA Operational Indicators,

2nd lesson learned workshop CVAP Delegate, CEA

Competency gap mapping & 

Capacity building plan

2025
Capacity building for 13 branches

CVA Scaling up in 9 branches, 

Integrating/implementation of CVA CBP into PoA, 

CVA Finance Assistant, Mapping suppliers for voucher,

FSP contracts extension/new tender, P2P, CEA

CVAP Delegate



Applying the Competency Gap Mapping Tool in YRCS

Competency gap mapping in YRCS CVAP

Action has been there in YRCS CVAP PoA since 2023, tools Under Development by cash hub.

Consultation, analysis and Development of CVA capacity building plan in 2024.

In 2025, CVA capacity building plan was integrated to YRCS CVAP PoA for implementation till 2026. The YRCS utilized a structured approach to integrate the 

Competency Gap Mapping Tool into its Cash and Voucher Assistance Preparedness (CVAP) programming, ensuring a systematic development of its operational 

capacities.. 

Assessment of Current Competencies

Based on YRCS CVA Standard Operating Procedures, all relevant staff roles involved in CVA were identified. The tool was then used to evaluate existing 

competency levels against required standards, providing a clear baseline.

Comprehensive Gap Analysis

A thorough comparison was made between assessed competencies and the minimum requirements outlined in the CVA framework. This detailed analysis 

pinpointed specific areas for development for each role, guiding targeted interventions.

Strategic Training Needs Assessment

Identified gaps led to the prioritization of training needs, focusing on urgency and importance for effective CVA delivery. A comprehensive two-year CVA 

training plan was developed, covering key areas like CFSS, Cash levels 1 & 2, PECT, MAAT, ToT, P2P, and Practical learning from Pilot, CVA scaling up 

programs for 2025 and 2026.

Findings of the analysis, proposed actions and the 2 years YRCS CVA Capacity Building Plan were presented to YRCS CVA TWG and Management 

before implementation.



Implementation & Continuous Improvement of CVA Capacity 

Building

YRCS's systematic approach to developing, implementing, and sustaining CVA competencies across its operations.

Implementing CVA Capacity Building Plans

Based on the competency gap analysis findings, YRCS, in collaboration 

with ICRC, BRC, IFRC, and NoRC, implemented targeted training plans 

in 2025. Key trainings included:

• CVA Level 1 (HQ staff)

• Cash for Support Service (CFSS) for 23 branches

• Practical CVA implementation, data tools (Kobo), and YRCS CVA 

SoPs for 13 branches

YRCS also facilitated participation in emergency response and pilot projects 

in 9 branches in 2025- Flood, airstrikes, impact of conflicts and will 

participate CVA Cross-regional CVA peer-to-peer exchange (MENA & 

Europe). Continuous monitoring and adjustment of plans are ongoing with 

regional technical teams, with some regional trainings (PECT, MAAT, ToT) 

moved to 2026.

Regular Reviews, Updates, and Documentation

YRCS is committed to maintaining the relevance and effectiveness of its 

capacity-building efforts through:

• Annual reviews of competency mapping during Q4 to reflect evolving 

staff roles and organizational needs.

• Continuous incorporation of feedback from staff and stakeholders to 

enhance the mapping tool and training effectiveness.

• Detailed record-keeping of competency assessments, training 

conducted, and progress made to inform future planning.

• Sharing results of competency mapping and training outcomes with 

relevant stakeholders to demonstrate impact and progress (YRCS 

Management, YRCS CVA TWG, Regional and Global Webinars)



Positive Impacts of Competency Gap Mapping on YRCS Operations

Competency gap mapping has yielded significant benefits, enhancing various aspects of YRCS's Cash and Voucher Assistance (CVA) programs.

Enhanced Training and Skill Development

The identification of competency gaps has led to focused training 

initiatives, which will improve staff skills in critical areas of CVA, such as 

Cash for Food Security Support (CFSS). Over 100 support service staff  

across Yemen to be trained in 2025

Targeted staff members and volunteers receiving training on data 

collection tools and CVA feel more competent and confident in their roles, 

leading to better program execution across areas like the 9 governorates 

in 2025 including funds from DREF.

Improved Program Quality & Standardization

By systematically identifying and addressing competency gaps, YRCS 

ensures a consistent level of expertise across all CVA operations. This 

leads to higher quality program delivery, standardized practices, and 

ultimately, better outcomes for beneficiaries. Recent flooding responded 

within 4 days after trigger- Anticipatory Action.  

Strengthened Partnership Opportunities

A transparent approach to identifying and addressing staff competencies 

enhances YRCS's credibility. This demonstrated commitment to 

professional development makes the organization a more attractive and 

effective partner for collaborations, funding opportunities, and broader 

humanitarian initiatives. Direct CVA partners, 2 in 2021, 6 in 2025. 

Overall Organizational Capacity Building

Beyond individual skill enhancement, competency gap mapping fosters a 

culture of continuous learning and improvement throughout YRCS. This 

strategic approach strengthens the organization's long-term resilience, 

adaptability, and overall capacity to respond effectively to evolving 

humanitarian needs.

Recruitment of relevant new positions or roles putting into consideration 

CVA- i.e. the recent recruited YRCS Logistics Coordinator



Comprehensive Advice for Red Cross Red Crescent-National 

Societies on Competency Gap Mapping

Implementing a successful competency gap mapping process requires a strategic and inclusive approach. Here are key considerations and actions for National Societies.

1. Foundation & Familiarity

• Begin at the initial stages of your CVA program (CVAP).

• Conduct thorough tools orientation with Cash Hub Advisors and the CVA 
Technical Working Group (TWG).

• Review CVA Standard Operating Procedures (SOPs) and Terms of 
Reference (ToRs) for all relevant roles.

• Ensure all team members are intimately familiar with the CVA Technical Competency Framework.

2. Stakeholder Engagement

• Include relevant stakeholders from HR, finance, logistics, IT, program, 
and management departments.

• Clearly explain the purpose and benefits of the mapping tool to 
encourage buy-in and participation.

• Assess all roles involved in CVA, including crucial support functions, 
not just direct program staff.

3. Assessment & Action Planning

• Utilize multiple assessment methods: self-assessments, peer reviews, 
and supervisor evaluations for a holistic view.

• Prioritize the most impactful competency gaps on program effectiveness.

• Develop a clear, actionable plan with specific training initiatives and 
timelines, such as YRCS's two-year plan.

4. Resources & Continuous Learning

• Explore existing training resources and partnerships within the Red Cross 
Red Crescent Movement (e.g., IFRC learning platform, CaLP).

• Encourage knowledge sharing and peer-to-peer learning among National Societies 
• and branches.

• Maintain flexibility to adjust frameworks and training plans based on 
feedback and evolving circumstances.

• Disseminate findings and lessons learned to promote transparency and collaboration.



ENHANCING CVA CAPACITY IN ESWATINI: 
OUR JOURNEY WITH THE 

CVA-COMPETENCY AND GAP ANALYSIS TOOL

DATE: 14 OCTOBER 2025
VENUE: VIRTUAL 

PRESENTATION BY: HR COORDINATOR & CVA 
OFFICER



How We Used the Competency Mapping 
Tool

Purpose: 
To assess staff familiarity, evaluate experience, identify knowledge gaps, and assess proficiency with CVA tools 
and communication.

Methodology:

Conducting a face-to-face skills gap analysis allows for richer, more detail (nuanced) data collection through direct 
interaction, enabling deeper understanding and clarification of responses compared to a questionnaire. 
This was targeted at staff and sample volunteers that under Disaster Management
• Used a structured questionnaire with competency-based questions.  
• Mapping of competencies against CVA competency framework.
• Identification of gaps and development of a targeted capacity building plan.

Included various roles: Field coordinators, Accounts Clerks, and Volunteers, Departmental Heads, Project Staff.  
• The BERCS CVA Officer and HR Coordinator visited all 5 branches, 3 Clinics and the Head Quarters.  
NB: This data was then mapped against the CVA competency framework, which allowed us to clearly see where 
our strengths lie and where we need to focus our capacity-building efforts.
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KEY FINDINGS-
1. FAMILIARITY TO CASH VOUCHER ASSISTANT PROGRAM

• Most staff showed familiarity CVA training Level 1 & 2

• 3 NS Staff have done PACT Training  

• Gap: Theoretical Knowledge vs. Practical Application.

Familiarity to CVA

Theoritical Training Practical Experience



EXPERIENCE IN DISTRIBUTION &  TRACKING

• Project staff are more experienced than Program Staff

• Some had direct involvement during implementation of programs and at DM regional level

• Had no experience at all
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3. Knowledge of CVA Terms & 
Requirement

• Good understanding: beneficiary 
selection.

• Inconsistencies: market 
assessments, technological 
integration.

4. Proficiency in Relevant Financial 
Software 

• Most staff were Finance staff 
proficient: financial platforms (Unayo, 
Mobile Money).

• Uncertainty: managing tools 
specifically for CVA purposes.
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CONT…OF FINDINGS
5. Communication Skills 

• Strength: Effective communication 
regarding CVA benefits was a strength 
for some staff members

• Opportunity: Opportunity to enhance 
communication training for better 
community outreach

Outcome from the Findings 
• Our analysis revealed some valuable insights. 

We found that our staff have a good grasp of 
the 'why' of CVA, particularly in beneficiary 
selection. However, we identified a need to 
strengthen the 'how' – the practical skills of 
CVA implementation, from market assessments 
to using the latest technology.



2020

How We Used The Competency Mapping Tool 
For  NS Capacity Building Activities? 

Mandatory Training: Rolling out training on CVA fundamentals (Level 1), market analysis, and data management.

Targeted Training: BERCS has since structured CVA training to align with Tier level per function Tier level per 
function

Mentorship Program: Pairing experienced staff with those who are new to CVA.

Resource Development: Creating a library of CVA resources, including manuals and online courses.

Regular Assessments: Using the tool to track our progress and adapt our strategies over time.



Why Engaging HR is Crucial
➢ Strategic Alignment: HR ensures that CVA competencies are integrated into job descriptions, 

recruitment, and performance management.
➢ Talent Management: HR leads the development and implementation of the competency 

development plan, ensuring that we have the right people with the right skills. 
➢ Sustainability: By embedding CVA competencies into our HR systems, we ensure the long-term 

sustainability of our CVA capacity, even with staff turnover.
➢ Feeds into NS Training Plan for Staff: Through this assessment we have been able to see and plan 

trainings with key personnel on CVA. Incorporate mandatory CVA Training such as CVA 
Fundamental as part of onboarding for all staff. 

➢ Resource Allocation: HR ensures that the training plan is budgeted and prioritized annually.
➢ An informed Personnel of National Society: We aim to ensure every personnel  within the NS, in all 

branches and clinics is aware of  the vision and apply in all the strategic pillars  (Disaster 
Management, Health Services, First Aid, and National Society Development. 

“HR's involvement ensures that CVA is not just a project, but a core competency that is embedded in 
our organizational DNA, from how we hire to how we develop our staff.’’ 

"A key factor in our success has been the close collaboration between our CVA and HR departments. 
Engaging HR is not just important; it's essential."
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ADVICE FOR NATIONAL SOCIETIES USING THE 
TOOL FOR THE FIRST TIME

Get Leadership Buy-In: Secure the support of your senior management from the very beginning.

Adapt the Tool: Customize the questionnaires and competency framework to your specific context 
and needs.

Plan for Action: Don't just collect data. Have a clear plan for how you will use the results to inform 
your capacity-building activities. Having a Funded Capacity-Building Plan.

Communicate Clearly: Keep your staff informed about the purpose of the assessment and how the 
results will be used.

"Firstly, Embed It Systemically: Get HR and Senior Management involved early. Without them, 
your training plan will be a one-off project instead of an institutionalized, sustainable practice.

Secondly, don't be afraid to adapt the tool to your local context. 

And finally, Don't Fear the Gaps: The gaps are a good thing—they are your roadmap! Ensure the 
final output is a concrete, budgeted action plan with mandatory training (like CVA Level 1 & 2) 
and mentorship programs.“

Remember that the analysis is just the beginning. The real work starts when you use the results to 
build a stronger, more capable team."
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Learning and resources cash-hub.org

Webinars cash-hub.org/resources/webinar-series/

Cash Helpdesk www.helpdesk@cash-hub.org

cash-hub.org/helpdesk/

mailto:helpdesk@cash-hub.org
mailto:helpdesk@cash-hub.org
mailto:helpdesk@cash-hub.org
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