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KEY FINDINGS / STRATEGIC INSIGHTS

In order for the animal advocacy movement to succeed, it will be a direct
result of the hard work of its full-time staff, part-time workers, and
volunteers who put in long hours to improve the world. In the animal
advocacy movement, little research has been done to understand these
people, what are the characteristics of the top performers, how did they
enter the movement and what skills and talent do we need to grow and
accelerate our success. Animal Advocacy Careers therefore ran a survey of
leadership and hiring managers at animal advocacy nonprofits to address
these unanswered questions and additionally to learn more about current
and future “talent and skill gaps” (in which organisations lack staff with the
necessary skills to achieve their goals), “talent bottlenecks” (in which the
movement cannot find adequate professionals with the skills needed to
accelerate their work), and ideal traits for non-profit staff. These results
will be most useful for advocates, movement-builders, and individuals
making decisions about careers that help animals.

Findings suggest that compensation and benefits are the leading internal
difficulty regarding talent management, followed by succession and career
planning and talent acquisition. They also point to important talent
bottlenecks in various roles, in particular in executive leadership and
strategy and fundraising and development. North American organisations
report fewer talent bottlenecks overall - none of the positions are
reported as significantly or extremely difficult to hire by more than 20% of
the respondents from North America. Organisations in other regions
report more bottlenecks with talent.

Main perceptions about the causes of difficulties about hiring and
retaining generally point to the inability to offer better compensation, low
attractiveness of animal advocacy careers, as well as talented candidates
not valuing animals very highly. Findings suggest that organisations prefer
to see more:



e “personal background or involvement in specific networks or
communities relevant to your organisation's goals”

e “more work experience inside the movement”

e “clearer demonstration of relevant specific skills (i.e. better work
samples)”

According to the majority of respondent organisations’ perceptions, the
most important traits of best-performing staff are:

e “ability to learn quickly”

e “strong analytical and problem-solving skills”

e ‘“creative thinking and capacity for innovation”
e “easy to work with ("a team player")”

e “strong interpersonal skills”

e “strong sense of integrity”.

Finally, when asked about careers with the most potential outside of
non-profit organisations, participants responded that roles in
“government / civil service” and “leadership positions in large food
corporations” can be promising adjacent career paths for helping animals.
Many organisations also mentioned various careers in other adjacent
sectors where it may be desirable to have advocates who can advance
animal welfare causes in those fields as well.

We found some variation in responses due to differences in region, field of
work, and budget size. We did not detect any major and clear difference in
responses between organisations that strongly associate with effective
altruism and those that do not.



INTRODUCTION

In order to decide where to strategically focus AAC’s efforts in regards to
talent, we wanted to understand where the largest skill and talent
bottlenecks are in the animal advocacy non-profit movement. We were
interested in understanding the following: Firstly, do organisations still
struggle with this issue? Where do organisations struggle to meet their
talent needs? What are the perceived causes of the difficulties? What
preferences do organisations have regarding candidates, and what are
their views on the most important traits of their best-performing staff? We
were also curious to know what organisations think of careers in adjacent
fields (outside of nonprofits) that may have the potential to help animal
advocacy efforts and which such paths organisations see as most
valuable. Finally, we wanted to see whether these responses vary due to
differences in budget, region, field and association with effective altruism.

METHODOLOGY

We tried to contact over 800 organisations from Animal Charity Evaluators’
master animal charity list. As ACE mentions: “The charities included in this
list appear to dedicate a significant proportion of their resources to
farmed animal advocacy. This includes charities that primarily focus on
other areas (e.g., animals used for entertainment, companion animals, or
environmental conservation).

In practice, “a significant proportion” is difficult to define and assess, so
this list is inevitably somewhat subjective. This list also includes
organisations offering direct help to farmed animals (for example, by
providing veterinary care and shelter for rescued farmed animals), where
these appear to dedicate a significant proportion of their resources to
broader efforts to change public opinion, policy, or industry practices
related to farmed animals.”



We did not use selection criteria based on association with effective
altruism, field of work or budget size, but we asked the respondents their
region, field of work, and budget size.

We received 96 responses. Here is the breakdown of respondents’ regions,
field of work, budget size and association with effective altruism. In these
classifications, we also made certain adjustments when assigning field of
work and association with effective altruism based on publicly available
data. We also made a few corrections when it was an obvious error when
assigning regions.

Table 1: Regional Diversity of Responding organisations

Regions Numb.er qf
organisations

North America 39
Europe 29

Africa 10

Asia 5

Middle East 5

South America 5

Central America 2
Oceania 1

Total 96



Table 2: Field of Animal Advocacy for Participating organisations

Number of

Field of work . L.
organisations

Movement building 28
Diet change 25
Institutional welfare reforms 22
Mixed 12
Alternative proteins 4
Research 3
Wild animal welfare 2
Total 96

Table 3: Budget sizes

Number of

Budget size organisations
Up to $100 thousand 23

More than $100 thousand but less than $500 35
thousand

More than $500 thousand but less than $1 million 11

More than $1 million but less than $5 million 19

More than $5 million but less than $15 million 4

More than $15 million 4

Total 96

Table 4: Association with effective altruism

Strong association with effective Number of

altruism organisations
Yes 45
No 51



RESULTS

Internal Practices

In the first part of the survey we asked the question:

“We would like to understand how much your organisation's typical
internal practices in the following areas of talent management may create
barriers to achieving your organisation's goals. [Talent management refers
to attracting, developing, retaining, and deploying individuals with the
necessary skills and aptitude to meet current and future organisational
needs.] Comparing many responses will help us see meaningful patterns
in the internal difficulties that organisations may face.

How much do you think your organisation's skills and practices in each
area limits success?”

We offered respondents the following options: “1 - Not at all Limiting”, “2 -
Slightly Limiting”, “3 - Moderately Limiting”, “4 -Significantly Limiting”, “5 -
Extremely Limiting”.

Here are the average scores:



Table 5: Internal difficulties regarding talent management (average
scores)

Average
scores

Internal difficulties regarding talent management

Compensation and Benefits: Market salary benchmarking,
incentive programs, benefits administration, and rewards 2.86
strategies.

Succession and Career Planning: Talent pools, individual
development plans, succession mapping, and transition 2.68
management.

Talent Acquisition: Job analysis, recruitment marketing,
candidate sourcing, screening, interviewing, offering, and 2.48
onboarding.

Talent Deployment and Workforce Planning: Internal mobility,
role assignment, strategic workforce planning, restructuring, 2.38
and global talent deployment.

Performance Management: Goal setting, continuous feedback,

: . 2.32
performance appraisals, and managing underperformance.

Learning and Development: Training programs, career
development planning, mentoring, leadership development, 2.17
and performance support tools.

Employee Engagement and Culture: Employee surveys,
recognition programs, team-building events, and initiatives
that promote work-life balance and a positive workplace
culture.

1.96

Diversity Equity and Inclusion (DEIl): DEI training, policy
development, diversity recruitment strategies, and inclusive 1.79
culture initiatives.



Graph 1: Internal difficulties regarding talent management - average
scores
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To have a clearer understanding of which elements of talent management
presented the biggest barriers, we checked the percentage of “4 -
Significantly Limiting”, “5 - Extremely Limiting” responses. Here are the
results:




Table 6: Internal difficulties regarding talent managements (significantly

and extremely limiting)

Internal difficulties regarding talent Percentage of "significantly" or
management "extremely limiting" responses
Compensation and Benefits 34%

Succession and Career Planning 22%

Talent Acquisition 20%

Performance Management 15%

Talent Deployment and Workforce 13%

Planning

Learning and Development 8%

Employee Engagement and Culture 8%

Diversity Equity and Inclusion (DEI) 8%

Graph 2: Internal difficulties regarding talent management - percentage
of “significantly” or “extremely limiting” responses
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Finally we checked for the percentage of organisations that did not select
any "significantly" or "extremely limiting" options.

Table 7: Internal difficulties regarding talent management (no significantly
or extremely limiting)

el s : Percentage of organisations that did
Internal difficulties regarding talent & 8

management

not select any "significantly" or
"extremely limiting" options

All 44%

These findings suggest that “Compensation and Benefits” are the leading
internal difficulty regarding talent management, followed by “Succession
and Career Planning” and “Talent Acquisition”. It is also important to note
that many organisations did not report a significant or highly limiting
internal difficulty regarding their talent management.

Talent Bottlenecks In Hiring Staff

In the second part of the survey we asked the question:

“We would like to understand the difficulty your organization experiences
in hiring and retaining high-quality candidates in eight talent categories.

How difficult is it for your organization to hire employees in each of these
categories?”

We offered respondents the following options: “1 - Not at all difficult”, “2 -
Slightly difficult”, “3 - Moderately difficult”, “4 -Significantly difficult”, “5 -
Extremely difficult”.

Here are the average scores:

10



Table 7: Difficult to hire (average scores)

Average
scores

Difficult to hire

Executive Leadership and Strategy: CEOs, Executive
Directors, and Board Members. 3.08

Fundraising and Development: Fundraisers, grant writers,
and development officers. 3.08

Campaigns and Stakeholder Engagement: Designing and
implementing campaigns, engaging with stakeholders, and
building corporate partnerships. 2.82

Operational and Team Management: Department heads,
project managers, and team leaders. 2.57

Policy, Legal Affairs, and Advocacy: Lawyers, policy analysts,
and advocacy specialists working to influence public or
legislative change. 2.52

Research and Scientific Analysis: Researchers, scientists, and
data analysts. 2.43

Technology and Specialized Services: IT support, web
development, software engineering, and other specialized
technical services. 2.40

Marketing, Communications, and Public Relations:

Marketing coordinators, PR specialists, and social media
managers. 2.37
Administrative Support and Human Resources: Office
administration, human resources, and internal logistics,

ensuring efficient operation and employee welfare. 2.25

Community Engagement and Volunteer Coordination:
Community outreach coordinators and volunteer managers,
distinct from broader marketing or campaign activities. 2.10
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Graph 3: Difficult to hire - average scores
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To have a clearer understanding, we checked the percentage of “4
-Significantly difficult”, “5 - Extremely difficult” responses. Here are the
results:
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Table 8: Difficult to hire (significantly or extremely difficult)

Difficult to hire Percentage of responses

Executive Leadership and Strategy 34%
Fundraising and Development 30%
Campaigns and Stakeholder Engagement 25%
Operational and Team Management 19%
Policy, Legal Affairs, and Advocacy 17%
Technology and Specialized Services 15%
Research and Scientific Analysis 13%

Marketing, Communications, and Public Relations 13%

Administrative Support and Human Resources 10%

Community Engagement and Volunteer
Coordination 8%

Graph 4: Difficult to hire - percentage of "significantly" or "extremely
difficult" responses
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These findings suggest that “Executive Leadership and Strategy” and
“Fundraising and Development” are the leading hardest to hire roles,
followed by “Campaigns and Stakeholder Engagement” and “Policy, Legal
Affairs, and Advocacy”.

There seems to be some variation depending on the region.

e North American organisations report less talent bottlenecks overall -
none of the positions are reported as significantly or extremely
difficult to hire by more than 20% of the respondents from North
America. Organisations in other regions report relatively more
bottlenecks.

e In Europe, the most cited significant or extremely difficult to hire
bottleneck is executive leadership and strategy (44% of respondents
from Europe), followed by campaigns and stakeholder engagement
(41% of respondents), and fundraising and development (27% of
respondents).

e In the Middle East, the most cited significant or extremely
difficult-to-hire bottleneck is community, engagement and volunteer
coordination (60% of respondents). Sample size is limited: only 5.

e In South America and Asia, the most cited significant or extremely
difficult to hire bottleneck leadership and strategy (80% of
respondents), followed by fundraising and development (60% of
respondents), and campaigns and stakeholder engagement (60% of
respondents). Sample size is limited: only 5 for each.

e In Africa, the most cited significant or extremely difficult to hire
bottleneck is fundraising and development (60% of respondents),
followed by technology and specialised services (50% of
respondents). Sample size is limited: 10.
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Talent Bottlenecks In Retaining Staff

In the third part of the survey we asked the question:

“We would like to understand the difficulty your organization experiences
in hiring and retaining high-quality candidates in eight talent categories.

How difficult is it for your organization to retain employees in each of
these categories?”

We offered them the following options: “1 - Not at all difficult”, “2 - Slightly
difficult”, “3 - Moderately difficult”, “4 -Significantly difficult”, “5 - Extremely
difficult”.

Here are the average scores:

Table 9: Difficult to retain (average scores)

Difficult to retain Average scores

Technology and Specialized Services 2.22
Policy, Legal Affairs, and Advocacy 2.19
Marketing, Communications, and Public Relations 2.12
Fundraising and Development 2.11
Campaigns and Stakeholder Engagement 2.08
Research and Scientific Analysis 1.97
Administrative Support and Human Resources 1.94

Community Engagement and Volunteer

Coordination 1.92
Operational and Team Management 1.90
Executive Leadership and Strategy 1.79

15



Graph 5: Difficult to retain - average scores
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To have a clearer understanding, we checked the percentage of “4
-Significantly difficult”, “5 - Extremely difficult” responses. Here are the
results:
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Table 9: Difficult to retain - Percentage of "significantly" or "extremely
difficult" responses

Percentage of

Difficult to retain

responses
Technology and Specialized Services 13%
Policy, Legal Affairs, and Advocacy 11%

Marketing, Communications, and Public Relations 11%

Fundraising and Development 11%
Research and Scientific Analysis 9%
Campaigns and Stakeholder Engagement 9%
Executive Leadership and Strategy 9%
Community Engagement and Volunteer

Coordination 8%
Administrative Support and Human Resources 6%
Operational and Team Management 6%
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Graph 6: Difficult to retain - Percentage of "significantly" or "extremely
difficult" responses
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These findings suggest that organisations have less difficulty when
retaining their staff compared to hiring. Nevertheless, “Technology and
Specialized Services” and “Policy, Legal Affairs, and Advocacy” seem to be
the leading hardest to retain roles.

We did not detect a meaningful and clear difference in different regions,
budget sizes, field of work, and association with effective altruism.
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Causes of difficulties when hiring

In the fourth part of the survey we asked the question: “When your
organization has trouble hiring employees, what do you think causes the
difficulties?

Please select all that apply.”

Here are the percentages of organisations that selected each option:

Table 11: Causes of difficulties - hiring (percentage of responses)

Percentage of
Causes of difficulties - hiring responses

Inability to offer better compensation 67%

Potentially good candidates do not consider
animal advocacy to be a viable career path 42%

Candidates with the right skill set do not value animals
very highly 40%

Low perceived social status of charity work or animal
advocacy 31%

Inability to reach a wider pool of candidates
due to lack of communication channels 23%

Our organization is not viewed as sufficiently
professional by potentially good candidates 14%

Internal problems or lack of established HR structure 11%
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Graph 7: Causes of difficulties when hiring - percentage of responses

Inability to offer better
compensation

Potentially good
candidates do not
consider animal
advocacy to be a viable
career path

Candidates with the
right skill set do not
value animals very

highly

Low perceived social
status of charity work or
animal advocacy

Inability to reach a wider
pool of candidates due
to lack of
communication
channels

Qur organization is not
viewed as sufficiently
professional by
potentially good
candidates

Internal problems or
lack of established HR
structure

2
g
8
g
§

These findings suggest that the biggest cause of hiring difficulty lies at
“inability to offer better compensation”, followed by “Potentially good
candidates do not consider animal advocacy to be a viable career path”
and “Candidates with the right skill set do not value animals very highly”.
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There seems to be no significant variation depending on the budget size of
the organisations.

e Even organisations that have budgets more than 15 million
dollars cite inability to offer better compensation as the
leading cause of hiring difficulties (75% of the respondents).
Sample size is limited: 4.

There seems to be some variation depending on the region.

e In Asia, the most cited cause is not inability to offer better
compensation. Rather, potentially good candidates do not consider
animal advocacy to be a viable career path, low perceived social
status of charity work or animal advocacy (100% of the respondents)
are the leading cited causes. Sample size is limited: 5.

e Inthe Middle East, the most cited cause is not inability to offer
better compensation. Rather, potentially good candidates do not
consider animal advocacy to be a viable career path (80% of the
respondents), and candidates with the right skill set do not value
animals very highly (80% of the respondents) are the leading cited
causes. Sample size is limited: 5.

Causes of difficulties when retaining

In the fifth part of the survey we asked the question: “When your
organization has trouble retaining employees, what do you think causes
the difficulties? Please select all that apply.”

Here are the percentages of organisations that selected each option:
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Table 12: Causes of difficulties - retaining(percentage of responses)

Percentage of

Causes of difficulties - retaining responses
Inability to offer better compensation 55%
Internal problems or lack of established HR structure 24%

Candidates with the right skill set do not value animals
very highly 14%

Our organization is not viewed as sufficiently professional
by potentially good candidates 14%

Potentially good candidates do not consider animal
advocacy to be a viable career path 10%

Low perceived social status of charity work or animal
advocacy 4%

Inability to reach a wider pool of candidates due to lack
of communication channels 3%

Graph 8: Causes of difficulties when retaining - percentage of responses
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These findings suggest that the biggest cause of hiring difficulty lies at
“inability to offer better compensation”, followed by “internal problems or
lack of established HR structure”. It is remarkable that internal problems
or lack of established HR structures are not perceived to be a cause of
difficulty when hiring but they are perceived to be more of a cause of
difficulty when retaining.

It is hard to say that there is a meaningful and clear difference in different
regions, budget sizes and fields of work. Even in regions like Asia and the
Middle East where other causes were cited more than inability to offer
better compensation, this cause is cited the most when it comes to causes
of retaining difficulties.

Organisations’ wishes in job applicants

In the sixth part of the survey we asked the question: “When your
organization has trouble hiring or retaining employees, what do you wish
to see more in candidates and/or their applications? Please select all that

apply.”

Here are the percentages of organisations that selected each option:
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Table 13: Organisations’ wishes in job applicants (percentage of
responses)

Percentage of

Organisations’ wishes in job applicants responses

Personal background or involvement in specific
networks or communities relevant to your organisation's
goals 53%

More work experience inside the movement 49%

Clearer demonstration of relevant specific skills (i.e.
better work samples) 42%

Lifestyle signs that demonstrate high attachment to
animals 35%

Achievements that demonstrate generalist skills 34%

Previous interaction with candidates to be able to know
them better, such as previous volunteering 29%

Experience working in diverse cultural settings (e.g.

fluency in more than one language) 25%
More work experience outside the movement 24%
An advanced degree relevant to the role 14%
Stronger references 10%

24



Graph 9: Organisations’ wishes in job applicants - percentage of
responses
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These findings suggest that organisations prefer to see more “Personal
background or involvement in specific networks or communities relevant
to your organisation's goals” and “more work experience inside the
movement”, followed by “clearer demonstration of relevant specific skills
(i.e. better work samples)”. It is remarkable that “an advanced degree
relevant to the role” and “stronger references” have such low scores.
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There seems to be some variation depending on the region, field of work
and budget size.

A few examples:

e Very large organisations with budgets more than 15 million dollars,
cite experience working in diverse cultural settings (e.g. fluency in
more than one language) as a leading preference as well as
achievements that demonstrate generalist skills (75% of
respondents). They don't cite Lifestyle signs that demonstrate high
attachment to animals as all (0% of respondents).

e Organisations working in institutional welfare reforms cite personal
background or involvement in specific networks or communities
relevant to your organisation's goals preference even more very
strongly than median (68% of respondents) as well as organisations
in South America (80% of respondents.

e Previous interaction with candidates to be able to know them better,
such as previous volunteering is also cited relatively more frequently
by Organisations working in institutional welfare reforms (45% of
respondents) than median respondents (29% of respondents).

Most important traits of best-performing staff

In the seventh part of the survey we asked the question: “What are the
most important traits of your highest-performing staff member(s)? Please
select all that apply.”

Here are the offered options and percentage of organisations that
selected these options:
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Table 14: The most important traits of best-performing staff (percentage
of responses)

Percentage of

The most important traits of best-performing staff responses
Ability to learn quickly 63%
Strong analytical and problem-solving skills 63%
Creative thinking and capacity for innovation 61%
Easy to work with ("a team player") 59%
Strong interpersonal skills 56%
Strong sense of integrity 51%
Strong philosophical and moral convictions 44%
Great perseverance 43%
Selfless dedication 42%
High ambition 39%
Organised and tidy 39%
Personal commitment to a veg*n diet 28%
Strong public speaking skills 14%
Active involvement in effective altruism 14%
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Graph 10: The most important traits of best-performing staff -
percentage of responses
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These findings suggest that according to the majority of respondent
organisations’ perceptions, the most important traits of best-performing
staff are, “ability to learn quickly”, “strong analytical and problem-solving
skills”, “creative thinking and capacity for innovation”, “easy to work with
("a team player")”, “strong interpersonal skills”, and “strong sense of

integrity”.
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It is remarkable that “strong public speaking skills”, “active involvement in
effective altruism”, and “personal commitment to a veg*n diet” had low

scores.

There seems to be some variation depending on the region, field of work
and budget size.

A few examples:

e Organisations with budgets less than 100 thousand dollars, cite

selfless dedication as the leading trait of their highest-performing
staff (61% of the respondents).

In Africa and the Middle East, organisations also cite selfless
dedication as a leading trait of their highest-performing staff (60% of
the respondents).

Creative thinking and capacity for innovation is the leading trait cited
by organisations working in the diet change field (72% of the
respondents).

Both organisations working on wild animal welfare that participated
in the survey cite strong philosophical and moral convictions as an
important trait.

Future hiring plans

In the eighth part of the survey, we asked the question: “Does your
organization plan to hire additional employees within any of these roles
over the next year? Please select any that apply.”

Here are the offered options and percentage of organisations that
selected these options:
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Table 15: Future plans of hiring (percentage of responses)

Percentage of

Future plans of hiring responses
Fundraising and Development 39%
Marketing, Communications, and Public Relations 36%
Administrative Support and Human Resources 31%
Operational and Team Management 27%
Executive Leadership and Strategy 24%
Policy, Legal Affairs, and Advocacy 21%
Campaigns and Stakeholder Engagement 20%

Community Engagement and Volunteer Coordination 15%
Research and Scientific Analysis 14%

Technology and Specialized Services 9%
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Graph 11: Future plans of hiring - percentage of responses
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These responses suggest that more job openings than average will be
available in 2025 for certain roles: “fundraising and development”,
“marketing, communications, and public relations”, and “administrative
support and human resources”.
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Adjacent roles

In the ninth part of the survey, we asked the question: “If Animal Advocacy
Careers could direct a small number of mission-aligned skilled people
toward opportunities outside of the nonprofit sector, which of the
following do you feel would be the highest priority areas? Please select any
that apply”

Here are the offered options and percentage of organisations that
selected these options:

Table 16: Views on the promissingness of adjacent roles (percentage of

responses)
Percentage

Views on the promissingness of adjacent roles of responses
Government / civil service 54%
Leadership positions in large food corporations 50%

Law 41%

Social media influencing, TED Talks, etc. 39%
Journalism 36%

Earning to give (e.g., through highly compensated careers in
finance, entrepreneurship, information technology, etc.) 33%

Philanthropic advising 32%

Food procurement roles (retail, hotel or restaurant chains) 30%

Academia 24%
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Graph 12: Views on the promissingness of adjacent roles - percentage of
responses

Government / civil service

Leadership positions in
large food corporations

Law

Social media influencing,
TED Talks, etc.

Journalism

Earning to give (e.g.,
through highly
compensated careers in

Philanthropic advising

Food procurement roles
(retail, hotel or restaurant
chains)

Academia

These findings suggest that according to the majority of respondent
organisations’ perceptions, “government / civil service” and “leadership
positions in large food corporations” can be promising career paths for
helping animals. Many organisations also perceive careers in other areas
as high priority too.

There seems to be some variation depending on the region, field of work
and budget size.

A few examples:

e North American organisations cite law as the leading adjacent role
that may help the movement (54% of the respondents).
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e Asian organisations cite Earning to Give more frequently (80% of the

respondents), as well as Philanthropic advising (60% of the
respondents). Sample size is limited: 5.

Organisations with budgets more than 15 million dollars select
many roles for this question: government/civil service (100% of
these respondents), food procurement roles and leadership
positions in large food corporations (75% of these respondents), as
well as academia, law, journalism, and social media (50% of these
respondents).

GENERAL LIMITATIONS
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There are lots of plausible variations in wordings that we could have
offered for these questions and small changes in wordings may have
made a large difference to the results.

We have used an informal methodology to analyse the results,
rather than formal statistical comparisons between respondents or
subgroups.

Given that the analyses were conducted manually using Google
Sheets, there is some risk of human error.

Given that we do not provide the full dataset (to protect
respondents’ anonymity) or detail the exact steps taken in our
analysis, our analysis cannot be replicated or checked by
independent researchers.

The survey was offered in English, which makes it easier for
respondents to answer from English-speaking regions. Participation
was lower outside of the traditionally English-dominant world

The sample size is not high, especially for the subcategories.

Given that our organisation is called Animal Advocacy Careers, social
desirability bias and response bias may have led to artificially high
ratings for some questions.
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YOUR NEXT STEPS

Apply for a career advising call with AAC and find
your place in the movement

: : : : We can help you navigate between charity work, adjacent
Fl"d dl rEGtI on Wlth roles, or earning to give, guiding you towards the best fit
d persgnahsed for your skills and aspirations. Gain insight into the roles

and organisations that align with your values and goals,
1:1 career and take the next step in your career journey.
coaching
o APPLY FOR A CAREER ADVISING CALL &
session 2
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https://animaladvocacycareers.fillout.com/t/qV5bsUWnsxus?utm_source=Talentsurvey2024
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