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The Danish Refugee Council (DRC) is 
Denmark’s largest international NGO, 
with a specific expertise in forced 
displacement. DRC is present in close 
to 40 countries and employs 7,500 staff 
globally. DRC advocates for the rights of 
and solutions for displacement-affected 
communities, and provides assistance 
during all stages of displacement: In 
acute crisis, in exile, when settling and 
integrating in a new place, or upon 
return. DRC’s code of conduct sits at 
the core of our organisational mission, 
and DRC aims at the highest ethical 
and professional standards. DRC has 
been certified as meeting the highest 
quality standards according to the Core 
Humanitarian Standard on Quality and 
Accountability.

To read more about what DRC do, see: 
www.drc.ngo

Using the Project Fair Principles and Standards of Fair INGO 

Reward to enhance clarity and consistency in rewards

In 2017, the Danish Refugee Council (DRC) evaluated all 
positions and placed them in a global structure along 
with a salary scale aligned to that structure. In 2018, 
the organisation developed a compensation policy that 
determined its market position and included a global set of 
policies localised to each region with minimum standards for 
benefits such as annual and maternity leaves and types of 
insurance. The Principles and Standards were used to inform 
the development of the rewards policy, ensuring that DRC is 
a fair and equitable organisation. Though not referenced by 
specific language, the spirit of the Principles and Standards 
was incorporated.

For example, Principle 4 (sustainability) is reflected 
through DRC’s duties towards donors and not aiming to 
be salary leaders. Similarly, with Principle 3 (equity), DRC 
developed a global position structure and salary scale with 
salary progression, benchmarking, and market positioning 
guidelines that ensure consistency and fairness across 
countries. DRC recently recruited a compensation and 
benefits specialist and has an investment project as part of its 
future 2025 strategy, which will help in continuing to develop 
its rewards policies and further integration of the Principles  

and Standards.

Incorporating the Principles and Standards into DRC’s reward 
policy gives clarity and a common ground for conversations, 
helping employees to understand the reasons behind 
decisions and actions. Certain aspects of the policy, such as 
the global position structure and volatile economy policies, 
further reflect DRC’s aspiration toward treating employees 
fairly. Similarly, at the management level, the use of the 
Principles and Standards ensures that DRC is following best 
practices adopted by other organisations in the sector and 
sought by potential future employees.
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Recommendations for other organisations

Take a data-driven approach
Engaging in conversations about rewards and the 
Principles and Standards could be sensitive and 
challenging, including when trying to secure critical 
buy-in from leadership. A data-driven approach that 
focuses, for example, on cost implications when 
engaging management and key stakeholders can make 
the alignment and decision-making more effective. 
DRC conducts engagement and exit surveys three 
times a year to better understand how happy people 
are and why they are leaving. The organisation also 
benchmarks using Birches Group and Korn Ferry and 
regularly speaks with other organisations. By closely 
analysing these different data sources, important 
patterns can be uncovered, allowing for evidence-
based actions that enhance the embeddedness and 
implementation of the Principles and Standards.

Ensure understanding and implementation
When rolling out a new rewards policy and the 
Principles and Standards in your organisation ensure 
that it is well understood and effectively implemented. 
This could start by looking broadly to connect the 
policy to aspects beyond rewards, such as leadership 
issues, inclusion and diversity, and turnover. In parallel, 
it is essential to clearly understand what fairness means 
to your organisation and employees, especially if you 
have different and diverse groups. Finally, as you start 
implementing, know that this is not a quick fix. DRC 
started in 2017, and it is still working on it. However, 
by always explaining why you are doing what you are 
doing and what is in it for various stakeholders, you 
can give a better rationale for the implementation, 
demonstrating that this is indeed the right thing to do.

The importance of linking 
rewards with strategy and 
focusing on operationalisation

In DRC, the Principles and Standards were 
used to support the need to shift from a 
siloed focus on national vs. international 
employees towards a more holistic and 
equitable approach to rewards. Using the 
Principles and Standards gave credibility 
to HR recommendations, which helped 
secure management buy-in. DRC also 
ensured that its reward activities were 
linked with its broader organisational 
strategy and focus on inclusion and 
equity. This is demonstrated, for example, 
by including representatives at HQ, 
regional, and country levels during the 
development of the position structure 
and the minimum benefits standards, to 
ensure fairness across countries.

The organisation institutionalised the 
Principles and Standards through a 
communication and implementation plan 
that included a range of trainings and 
videos to ensure the new rewards policies 
are accessible to everyone and aligned 
with management and HR. The Principles 

and Standards are further operationalised 
through the recruitment processes 
when determining appropriate jobs and 
salaries. By recruiting a compensation and 
benefits expert, DRC hopes to continue 
developing its focus on fairness, ensuring 
rewards are up to date, and is intending 
to conduct a bi-annual review to regularly 
incorporate updates.
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