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“… so why do you wonder 
when my freedom only sings me an 
Internationale 
because maybe, 
just maybe, 
that, 
this, 
is my distance from home.” 
 
Sandile Dikeni (2000: 15; excerpt from ‘Way 
back home’) 
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Appendix 1: Research sources & bibliography 

APPENDIX 1A: INTERVIEWEES 
 
Case CBOs (names changed): 
Nomandla, coordinator Impiliso, 28.04.06 and 16.01.07 
Zola, coordinator Uxolo, 2.06.06 and 16.01.07 
Lindiwe, former coordinator Uxolo, 16.01.07 
Sophie, coordinator (secretary) CRA, 18.05.06 and 16.01.07 
 
Focus group CBO members & leaders, 12.03.06:  
 
Morning session: 
Theresa Antonie, Concerned Residents of Delft 
Ashley Louw, Concerned Residents of Delft 
Anele Nunu, Youth Emancipation Movement 
Nomycobo Stemele, Youth Emancipation Movement 
Leonora Stemele, Youth Emancipation Movement 
Joe Mthimka, TOMECY 
Tiny Skefile, Phakama Community Health Project 
Pam Ndinisa, Khumbulani 
Senza Kula, Ilitha Lomso Child and Youth Organisation 
Siya Nyoba, Nyanga Youth Development Council 
Nozuko Kashe, Nyanga Youth Development Council 
 
Afternoon session: 
Alicia Mhluzi, Phakama Community Health Project 
Nomonde Ngqaka, Yizani Sakhe 
Nonkululeko File-August, Yizani Sakhe 
 
Community leaders: 
 
Faizel Brown, Ant-Eviction Campaign/ Resource Action Group, 17.05.06 
(http://www.ukzn.ac.za/ccs/default.asp?6,20,14,7) 
Faizel Brown has been an activist since he was a student in the 1980s, where he was involved 
in the Students Representative Council (SRC) and affiliated to the United Democratic Front 
(UDF). At that time he became involved in community activism in Crossroads and in civic 
structures, and also participated in a local government transformation forum. Since 2000 
Faizel Brown has been a community organiser for the Ant-Eviction Campaign in the Cape 
Town area, and was elected on their management committee.  He was also involved with 
the Resource Action Group, where he was acting director at the time of the interview 
(Interview F. Brown 17.05.06). 
 
Thozama Gcememe, Ikamva Labantu, 16.05.06 (www.ikamva.com) 
Thozama ‘Tutu’ Gcememe is currently working for Ikamva Labantu, a Cape Town based 
NGO, in their programme supporting elderly people. She has been involved in community 
work since the 1970s, where she formed an adult literacy organisation. From then on she has 
been involved at community level on various levels. She organised literacy programmes 
under an organisation called Masifundise. At the time of strikes and boycotts, where meetings 
were prohibited, she started a sewing group. In the 1980s she became increasingly involved 
in working with elderly people, and was employed by the Red Cross Society in 1986, where 
she trained volunteers in home-based care, first aid and literacy. She also became involved 
with the Cape Peninsula Organisation for the Aged (CPOA), where she met the future 
director of Ikamva Labantu. When the NGO was formed in 1994, Tutu Gcememe began 
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running the elderly programme, which she is still doing today. Her long work experience since 
the anti-apartheid struggle through the transition until today has given her an overview over 
changes in the development context over time, particularly with community organisations/ 
CBOs and NGOs (Interview T. Gcememe 16.05.06). 
 
Nocawe Mankayi, Nonceba Child and Family Trust, 24.05.06 
(http://www.volunteerchildnetwork.org.za/home.php3?org=N&item=organisations#) 
Nocawe Mankayi is pioneer and director of the Nonceba Child and Family Trust in 
Khayelitsha, Cape Town. While she is a CBO pioneer comparable to the case CBOs, she has 
managed to grow her organisation through extensive networking over the past seven years 
and has raised funds to build a centre and safe house for children and women. She 
managed to build strong relationships within her community as well as with people from the 
outside who could assist her with fundraising internationally, and has feminist views on 
development in South Africa (Interview N. Mankayi 24.05.06). 
 
Khethekile Mbatha, Doornkop Environmental Organisation, 24.06.06  
Khethekile Mbatha is founder of the Doornkop Environmental Organisation, a CBO based in 
Doornkop, Johannesburg. She has extended her organisation in various areas of work, such 
as environment, income generating activities, women and children. She has managed to 
source various training courses for herself and other volunteers in order to professionalise her 
organisation, and was able to assist other CBOs in her community with such skills, i.e. by 
helping them to register as a non-profit organisation. Hence, her role grew beyond her own 
organisation into capacity development for other CBOs (Interview K. Mbatha, 24.06.06). 
 
Thabang Ngcozela, Environmental Monitoring Group, 24.05.06 (www.emg.org.za) 
Thabang Ngcozela is currently working for the Environmental Monitoring Group (EMG) in 
Cape Town. He has extensive experience in community work and political organising. During 
high school in the Eastern Cape he became involved with the South African National Civic 
Organisation (SANCO) and the African National Congress (ANC). Living in Cape Town since 
1992, he has worked with KATRIC, where he facilitated a children and youth programme, and 
co-founded a Khayelitsha and Nyanga based children and youth organisation in 1996, called 
Ilitha Lomso. From 1999 he worked with the Youth Programme from Ikamva Labantu, a Cape 
Town based NGO, and from 2001 with the Environmental Justice Networking Forum (EJNF) as 
Western Cape coordinator. Courses he attended in community development at the 
University of the Western Cape encouraged his interest to work in both political and 
developmental activism (Interview N. Ngcozela 24.05.06). 
 
 
Practitioners/academics: 
 
David Bonbright, Keystone, 23.06.06 (www.keystonereporting.org) 
David Bonbright has a background in law and is founder and chief executive of Keystone 
(formerly ACCESS), an initiative to transform the fields of social investing and sustainable 
development through accountability for learning in social change processes. Before that he 
directed the Aga Khan Development Network’s Civil Society Programme in areas of state-civil 
society relations; management and leadership capabilities in civil society organisations; and 
indigenous philanthropy. In the 1990s, he founded and led two South African resource 
centers in Johannesburg: the Development Resources Centre and SANGONeT. He also 
contributed to the Southern African Grantmakers Association (SAGA) and the South African 
NGO Coalition (SANGOCO) and led the first Africa program of Ashoka: Innovators for the 
Public. He has written a number of reports and publications around philanthropy and legal 
environment for nonprofit organisations. He is on the boards, advisory councils and 
knowledge networks of The Constant Gardener Trust, AccountAbility Forum, Alliance 
magazine, Allavida, Goldman Foundation Environmental Awards, the Johns Hopkins University 
Comparative Nonprofit Sector Project, and the CIVICUS Civil Society Index 
(http://www.synergos.org/bios/dbonbright.htm).  
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Nomvula Dlamini, Community Development Resource Association, 19.07.06 
(www.cdra.org.za) 
Nomvula Dlamini has a background in education, and has been working for the Cape Town 
based Community Development Resource Association (CDRA) for more than 10 years as a 
development practitioner, where she has also written articles and other publications for the 
CDRA. The CDRA, as well as their founder Alan Kaplan, have been thought leaders and 
written numerous publications about a developmental practice and a specific 
understanding of alternative, people-centred development. Further than that the CDRA 
have worked with organisations in the non-profit sector and have in-depth knowledge about 
OD with development organisations. Hence, this research has drawn on CDRA's knowledge 
and experience. Nomvula Dlamini is part of CDRA’s leadership and is involved in fundraising 
and networking with other stakeholders in the sector, and has gained an extensive insight in 
those relationships and dynamics (Interview N. Dlamini 19.07.06). 
 
Alan Fowler, Honorary Professor at Centre for Civil Society; University of KwaZulu-Natal, 
23.06.06 (www.ukzn.ac.za/ccs) 
Prof. Alan Fowler is Honorary Professor at the Centre for Civil Society in the School of 
Development Studies, University of KwaZulu-Natal, and has recently also become affiliated 
Professor at the Institute for Social Studies (ISS) in The Hague. He works as an independent 
development adviser and analyst and has researched about civil society behaviour and 
organisational development, civic leadership, international aid, democratisation and public 
policy reform. Professor Fowler holds a DPhil in development studies from the University of 
Sussex, England. He has published extensively on civil society, non-governmental 
organisations and the international aid system. In addition to numerous consultancy 
assignments with international and national development organisations in Africa, Asia, North 
America and Europe, he has been a Visiting Fellow at the World Bank in Washington, DC, and 
with the Society for Participatory Research in Asia. Professor Fowler is currently President of the 
International Society for Third Sector Research and a board member of CIVICUS, the Global 
Alliance for Citizen Participation. He is co-founder of the International NGO Training and 
Research Centre in Oxford, Great Britain (http://www.ukzn.ac.za/ccs/default.asp?10,24,8,39). 
 
Gerald Kraak, Atlantic Philanthropies, 6.06.06 (www.atlanticphilanthropies.org) 
Gerald Kraak has lived in South Africa since 1994 and is currently working for Atlantic 
Philanthropies, an American donor organisation with offices in Johannesburg. He works as a 
Programme Executive and is involved in two programme areas, namely Reconciliation and 
Human Rights, and Population and Health. Prior to that he worked for a Scandinavian 
foundation based in South Africa. Gerald Kraak has written several publications about the 
South African non-profit sector, especially in the fields of human rights and education, which 
were published by the Development Update series by Interfund, the Centre for Civil Society 
at the University of KwaZulu Natal and others. He has also written novels and directed a 
documentary (Interview G. Kraak 6.06.06; http://atlanticphilanthropies.org/ 
about/management/staff_listing).  
 
Christa Kuljian, Centre for Policy Studies, 24.05.06 (www.cps.org.za) 
Christa Kuljian is currently working as an independent development consultant and writer with 
a range of NGOs and donors. She has Masters Degrees in Writing and Public Policy. From 
2004-06, Christa Kuljian was a visiting research fellow at the Johannesburg-based Centre for 
Policy Studies, where she focused on and published about civil society and development 
funding patterns in South Africa. Christa Kuljian has spent time in South Africa since 1984, 
where she worked at the South African Council of Churches, the Woodmead School and a 
law office. From 1992 she became director of the CS Mott Foundation in South Africa, where 
she worked in sectoral areas such as strengthening civil society, democracy, participation, 
and advancing socio-economic and racial equality, justice and reconciliation. Christa Kuljian 
has served on several boards, including the Southern Africa Grant makers Association, the US-
South Africa Fulbright Commission, the advisory committee of the Southern African and 
African Grant makers Affinity Group of the Council on Foundations in Washington (Interview 
C. Kuljian 23.05.06; www.synergos.org/bios/ckuljian.htm).  
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Mariette Williams, NACOSA, 31.05.06 (www.wc-nacosa.co.za) 
Mariette Williams studied social work and was employed as a social worker doing case work 
for several years until she followed her passion and moved into community work in 1994. She 
has since gained vast experience as a community worker, trainer and programme manager, 
mainly in the health and HIV sector. At the time of the interview she worked for the Western 
Cape Networking AIDS Community of South Africa (WC NACOSA), a Cape Town based 
NGO, as a Programme Manager. Since 2007 she has worked at the Sustainability Institute in 
Stellenbosch, on the development of a curriculum for development practice at community 
level (Interview M. Williams 31.05.06). 
 
 
Community Connections: 
Ninnette Eliasov, Director, 9.09.2007 (www.connectionsafrica.org.za) 
Toto Sakhiwo Gxabela, OD Practitioner, 14.09.2007 (www.connectionsafrica.org.za) 
 

APPENDIX 1B: FORUM PARTICIPANTS  
 
April & August 2006: 
Ayanda Mpono, Community Connections 
Denise Damon, Community Connections 
Ines Meyer, Community Connections 
Ninnette Eliasov, Community Connections 
Rebecca Freeth, Independent Development Practitioner 
Sue Soal, CDRA 
Thamie Nama, Community Connections 
Toto Gxabela, Community Connections 
 
Note: a number of invited academics and development practitioners could not attend, 
although they had initially expressed interest. Hence, most of the participants were from 
Community Connections. 

APPENDIX 1C: OTHER MATERIALS USED FOR CASE DESCRIPTIONS 
 
Organisational Profile questionnaires and diagnosis interviews:  
CRA: June 2005;  
Impiliso: April 2004 
Uxolo: May 2005 
 
OD process Reports:  
CRA: June 05 x 2; April 06; October 06 
Impiliso: April 04; September 04; January 05; July 05; May 06; September 06 
Uxolo: May 05; July 05; August 05; September 05; October 05; January 06; March 06; May 06; 
September 06 
 
Impact self-assessments:  
CRA: 10.10.06  
Impiliso: 14.09.06 
Uxolo: 12.09.06 
 
Journal from researcher: 
CRA, March 05 to October 06 
Impiliso: March 04 to September 07 
Uxolo: March 05 to September 07 
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Appendix 2: Organisational Development Support (ODS) Policy of 
Community Connections 
 
INTRODUCTION 
 
The ODS programme aims to enable development processes within CBOs by facilitating change/ transformation 
processes. We see ourselves as facilitators, who will observe, gather information, analyse, give advise/propose 
change, work through resistances, facilitate transformation and give ongoing support. However, we 
acknowledge that we are only supporting the development of other people and their organisations, so they 
must take full ownership of their own development. We understand that personal development and 
relationships are crucial within Organisation Development (OD), and therefore focus on individuals as well as 
how they relate to the whole. We also understand that the process of gaining understanding/ diagnosis is most 
important when wanting to truly address an organisation’s needs and respect its uniqueness. On an ongoing 
basis, we will conduct research and use all learnings from our consultancy services to improve our practice and 
further specialise on CBO needs and promote their sustainability. 
 
The ODS programme operates upon requests from potential client organisations. Each organisation will be 
screened before contracting to ensure that our services will be of benefit for the community. We aim to work 
with appropriately 10-15 organisations per year, and strive to be accessible to CBOs regardless of their 
financial situation. 
 
We generally encourage long-term interventions with each client-CBO, as we understand that real change 
needs time and a process oriented approach. We however also engage in short-term interventions to promote 
our services and create OD-awareness amongst CBOs. 
 
Each ODS service will be implemented according to this policy and the procedure.  
 
GUIDING PRINCIPLES 
 
Contracts will be negotiated according to the following guiding principles: 
 
• All ODS services should further Connections mission of CBO capacity building/community development.  
• Services will predominantly be provided to CBOs. 
• Commissions from government, NGOs, donors and corporate will be considered only if there is a direct 

benefit to CBOs and / or community development. 
• Connections operates on a request-basis from potential clients based on a need for services. 
• There must be sufficient capacity within Connections to deliver quality services and a genuine 

will/motivation from the client to receive such services. 
• Contracts should not overshadow / compromise existing operational targets. 
• Contracts must not compromise Connections principles and values. 
 
CBO-SELECTION CRITERIA  
 
The criteria for ODS services are a guide by which potential clients could be assessed to determine, 
whether they would be suitable for Connections services and be able to make full use of the service 
to further develop their organisation. Clients should ideally meet the following criteria: 
 
• Be a community based organisation (i.e. group or structure made up of more than 3 individuals). 
• The organisation is providing services which are beneficial to others beyond those directly involved in the 

organisation (community benefit),  
• The services are based on identified need(s) in a community (i.e. needs driven), 
• The organisation has a clear idea of what they want to achieve and how they intend doing so (i.e. vision & 

mission) 
• The organisation demonstrates commitment to fulfilling what it has set out to do (through the time 

invested, ideas, structure & programmes) 
• There is a certain level of consciousness about general development issues (development context 

exposure), 
• The organisation is committed to practicing a developmental approach (people centred, equality, 

transparency, accountability, etc), 
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• The organisation articulates the need for acquiring OD intervention and has a sense of how it could help 
them, 

• The organisation is ideally committed to a long-term holistic intervention process (not just once off 
workshops but gradual growth), 

• The organisation is prepared to commit some of the resources to further such a process (people, time, 
finance etc), 

• The organisation is committed to taking forward the outcomes of an OD process and developing their 
organisation. 

 
NGO/Government/donor/corporate-SELECTION Criteria  
 
• Work or support CBOs / or community development. 
• Work in the not for profit sector. 
• Our work would either be with their target CBOs directly; or with the commissioning agency in 

order to enhance their work in the communities. 
• Services for CBOs are driven by the needs/requests of CBOs/community members, and not 

‘prescribed’ by the commissioning body. 
• Connections will then be able to interact directly and build a relationship with the actual client, 

which will inform the design of the programme. 
• The commissioning agency needs to have sufficient finances for the intervention, as this aspect 

will also serve for Connections’ income generation (discounts are negotiable). 
• All commissions need to further Connections’ mission and values/principles and therefore no 

commission should be undertaken if the process/ethics are questionable. 
 
CORE PROCESS 
 
• Once Connections has been approached for support, a request form should be completed immediately to 

assess needs / motivation and the support needed and taken to the team meeting, where responsibility 
will be allocated to one facilitator.  

• Allocations will consider time frames, availability, accessibility, language, level of complexity of the case 
and level/area of expertise of the facilitator. If needed, re-allocation can happen after the first meeting, 
when details have been clarified. Co-facilitation from the training team should also be considered. 

• The responsible facilitator will then contact the organisation within 1 week and set up a meeting with the 
leadership (preferably at Connections offices). 

• All potential clients will be screened and must meet the above criteria. CBOs will also be profiled with our 
profile-tool, while NGOs/LG/Donors will be screened through a conversation. 

• The facilitator will prepare a proposal, outlining the intervention including planning, implementation/ 
monitoring, evaluation, documentation, payment as well as roles, accountability and budget. The proposal 
will be negotiated with the client. 

• CBOs can apply for a bursary if they are unable to pay the fee. Clients can pay 50% in Talents if possible. 
• Once accepted, the proposal will be used as a working agreement, which will be signed by the leadership 

of the CBO and/or the commissioning agency and connections facilitator. Any changes which are made will 
be negotiated with the client. 

• The facilitator will then start the process of gaining understanding through a detailed organisational 
diagnosis. 

• The findings of the diagnosis will be presented to the client organisation and discussed, leading into a 
collective way forward. 

• A proposal for the way forward and a budget might then be developed and negotiated with the client.  
• If the initial proposal/working agreement covered a long-term process, each step of the intervention might 

include a new working agreement, outlining the content and payment of the particular step. 
• Connections ODS staff will be accountable to the client as well as the Connections Director and Executive 

Committee and will ensure the efficient/ effective delivery of services. 
• Any issues/difficulties, which arise, should be immediately addressed by the responsible facilitator. The 

Director of Connections should be called to intervene should the issue/ problem persist and threaten the 
credibility of Connections in any way. The contract might then be terminated. 

• Should the client have a problem with Connections services, the OD facilitator should be contacted 
immediately. Should the problem persist, the Director or chairperson of the Executive Committee should 
be called to intervene and the contract might be terminated. 

• After an ODS service has been successfully implemented, a written evaluation should take place and the 
contract can be renewed. A new relationship with the client should however be negotiated and a new 
contract established. All outstanding payments and outputs must have been delivered before a new 
contract can be considered. 
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In the following the Core process of the ODS is explained. Each individual process will need to be developed to 
suit specific needs/requests and might not cover the full process. 
 

ODS phases Action 
Initial Request  Contact made through phone, in person etc 

 Request form filled 
 Allocation of facilitator to meet (and potentially take on process) 
 Appointment set for ‘Screening Meeting’ 

 
Screening 
meeting and 
contracting 

 Interview with leadership regarding request & intervention strategy (What, why, how 
do you think…?) 

 Elaborate on how we work and why. 
 Organisational profile done using questions guideline (if client is a CBO). 
 Check our criteria whether we should work with them 
 Take back to team meeting, check availability (and if needed re-allocate responsibility 

to the best suitable facilitator) 
 Develop a proposal for the intervention, negotiate with client  
 Sign working agreement 
 Client file is opened and maintained throughout the following process 

 
Deeper 
diagnosis 

 Facilitate diagnosis (e.g. meetings/ review workshops/ interviews with leadership and 
individual staff/members or beneficiaries) with the aim to: 
1. Establish a relationship of trust 
2. Get a holistic picture of the organisation 
3. Get to the root of the issue/ need 

 
Analysis    The OD facilitator then tries to analyse the situation and will develop a way of 

presenting and discussing the findings  
 The process, findings and recommendations are documented 

 
Presenting 
results and 
negotiating 
proposal 
 

 The findings of the diagnosis phase will be presented to the organisation and verified 
 Feedback and potential resistances will be engaged with  
 A way forward for the OD-process will be decided upon collectively 
 Aspects might be prioritised and an action plan developed for the way forward, 

potentially leading into a new proposal/ working agreement 
 If needed create a core group with a clear mandate to take process forward 

 
Facilitating  
transformation 
process 

 Programme implemented as agreed 
 Flexibility within programme to allow for organic development 
 Research on topics needed in the process 
 Monitoring/evaluation systems in use 
 Reports to be submitted to client within 3 weeks after each intervention 
 Personal journaling / reflection of the facilitator (e.g. using the action-learning cycle) 
 The team & facilitators’ group serves as a sounding board and support  

 
Supporting 
implementation 
of 
transformation 

 Helping to ground the outcomes of the process within the organisation 
 Visits, mentoring / coaching, phone calls and further information / support with 

implementation; provide information/research as required 
 

Evaluation & 
the future```  

 Evaluation done  
 Contract reviewed and terminated or renewed 
 Impact assessments periodically 

 
METHODOLOGY 
 
 Personal or group interviews / conversations 
 Workshops  
 Coaching/Mentoring groups or individuals 
 Focus group discussions 
 Follow-up visits/calls/meetings 
 Information dissemination (sectoral networks, IDPs) 
 Referrals to relevant organisations, resources or literature/materials 
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Appendix 3: OD Methods 

APPENDIX 3A: 4 PLAYERS & LEADERSHIP ARCHETYPES 
 
Topic: Organisational Culture, Leadership style, Relationships, Communication 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: Participants reflect on their leadership style and ways of communication. 
 
Possible outcomes 
Participants get a better understanding of their own leadership and communication style and therefore 
are more able to improve it. 
 
Process 
1. If relevant, present or recap the Ladder of Inference, Ways of Listening, Effective Advocacy and 
Inquiry. 
2. Present the 4 Player system, which explains how each individual can play particular roles in terms of 
communication. Allow participants to reflect on their own major roles, and which ones should be more 
developed: 
• Mover – Supporter – Challenger – Observer  
3. In relation to the 4 Players, reflect upon the 4 Leadership Archetypes and their shadow-areas 
(Collaborative Change Works, LCLA course manual).  
• Queen – Lover – Warrior – Magician  
After explaining each archetype, put up the 4 Archetypes on 4 different walls. Let participants choose 
which archetype each individual represents most, by standing next to it. Allow them to explain why. 
Then ask each person to stand next to the Archetype, where they feel they need to develop more. 
Debrief and make the link to the 4 Players. 
 
Experience/knowledge required 
Dialogue & Archetypes (Leadership for Collective Learning and Action materials (B. Jandernoa & G. 
Gillespie; Peter Senge & others) 
 
Time needed: 1h or more depending on number of people and need for depth. 
 
Resources needed: Charts with the Archetypes; room with wall space. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
X Small (up to 10 people) 
X Has a developed strategy & structure 
X Prior experience with OD 
X Most people literate 

 
Original method/ references: The method is based on Leadership for Collective Learning and 
Action (LCLA) materials; Peter Senge & others 
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APPENDIX 3B: ACTION PLANNING 
 
Topic 
Programme planning 
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 
Develop workable action/programme plans that can help the organisation structure its activities. 
 
Possible outcomes 
Action Plans are developed and supporting the implementation of programmes. 
 
Process 
First the group needs to agree on a useful format for action-planning. Ask in plenary, which questions an 
action plan should answer in order to be a useful tool and ensure a smooth implementation. A simple 
Action Plan would only involve 3 columns: 
Activity – By when? – Who is responsible? 
 
The organisation may decide to use more columns that will increase the specificity of the action and its 
expected outcomes (see below). Once the group has agreed on a format, test it collectively with one 
programme. If it works well and each participant seems to understand the tool, ask each Programme-
facilitator/group to draw up the Action Plan for the year (or any needed time frame). It will be useful to 
take the previous programme review, to take the learning from the review into account when planning 
for new activities. 
The tool can be used for programme as well as for management/admin activities. 
 
Afterwards ask each group to present. You may want to insert every planned activity into a year 
planner while people are presenting. Through that there will be a complete year planner by the end of 
the presentations, which will also highlight if any activities will interfere with each other. Check the year 
planner in order to finalise dates and make sure that operations can happen smoothly, and some time 
remains for internal processes such as staff meetings, OD processes, training courses, etc. 
 
Example:  
 
Programme: HIV/AIDS and Nutrition 
Objectives: 
1. To promote information and knowledge to the underprivileged community about HIV/AIDS and 

Nutrition through briefings, workshops and trainings 
2. To promote good nutrition and food gardening. 
3. To promote voluntary HIV-counselling and testing. 
4. To promote treatment literacy, especially ABCD of HIV. 
5. To educate mothers how to breastfeed. 
 
Activities By 

when? 

Who is 

responsible? 

Who else is 

involved? 

Expected Outcomes 

What will have 

changed as a result? 

Indicators 

How will you 

measure? 

Resources  

What will you 

need? 

 
Experience/knowledge required 
Facilitation experience and knowledge about planning. 
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Time needed 
Depending on the number of plans, activities and time frame, this can take the full day. 
 
Resources needed 
Flipchart paper, marker pens, breakaway spaces. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
o Informal/not registered 
X Small (up to 10 people) 
X Medium (10-25 people) 
o Large (over 25) 
X Has a developed strategy & structure? 
o Operating randomly without strategy 
X Prior experience with OD 
o Less OD experienced 
X Most people literate 
o High illiteracy 
o Other comments: 

 
Original method/ references 
Various planning tools in the development sector, such as Logical Framework. 
 
Any other comments? 
This tool is only useful if an organisation has programmes that need planning according to months and 
days. The more informally/randomly the organisation operates, the higher the likelihood that such plans 
will not be applied. The tool can also be intimidating if people have not been exposed to the planning 
jargon so far. 
One needs to be clear whether it is worth the time and effort, and the organisation will actually use the 
tools. Some might also request it because of funders’ requirements. 
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APPENDIX 3C: BEST PRACTICE INQUIRY 
 
Topic 
Strategy/Practice Review 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 
Identify the core practices of the organisation, as well as prioritise where improvement needs to 
happen. 
 
Possible outcomes 
More clarity about the own activities and best practices. 
 
Process 
Facilitate an organisational inquiry with groups of 2 discussing the following questions: 
 
* Describe an experience that made you feel most alive, excited and fulfilled about your work / 

participation in the organisation. 
– What made it exciting? 
– What was your role in it? 

* What are the energising factors that you feel give life and meaning to the organisation? 
* In your view, what are the 3 key best practices of the organisation? =the things it does well 
* If you had 3 things to transform/improve about the organisation, what would they be? 
 
After the group work, the groups present their 3 best practices and 3 things to improve. Use the plenary 
to have a dialogue to make meaning of the presentations.  
 
Experience/knowledge required 
Good facilitation experience to help the meaning making process in the group. 
 
Time needed 
Instructions: 10 min 
Group work: 30 min 
Feedback & dialogue: depending on number of people. Possibly 2h for the whole exercise. 
 
Resources needed 
Flip chart, marker pens, colour cards/paper, tape or prestick; possibly break-away venues. 
 
Type of organisation/CBO this has been used with? 

X Informal/not registered 
X Large (over 25) 
X Has a developed strategy & structure? 
X Prior experience with OD 
X Most people literate 

 
Original method/ references 
Adapted from AI methodology and experiences with CDRA. 
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APPENDIX 3D: BUS ACTIVITY 
 
Topic 
Review of Structure, Relationships, Organisational Culture, Group Dynamics 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 

 Surface the team-dynamics, relationships, leadership in an organisation 
 Point out strengths and gaps 
 Make the conversation about the above easier through using a metaphor 

 
Possible outcomes 
Participants will have deeper insight into their own organizational team-dynamics, relationships, 
leadership, etc. and can point out more easily where the strengths and challenges lie. 
 
Process 

1. Ask participants to imagine their organisation to be a bus, and to then think what part of the 
bus they themselves would represent. Then ask them to each take their chair and form the bus 
without much discussion. Each participant should decide her/himself where what to represent 
and not be told by others.  

2. Ask each individual what he/she is and why she/he chose that (how does it represent you?). 
Also ask how the person is feeling in that position, and whether it is easy/difficult, etc to do the 
work. Relate to other parts of the bus, too. Continue using metaphors, so that people don’t 
have to directly refer to each other, i.e. ask the driver how the bus is rolling, whether the engine 
works well, etc. (usually people come up with these metaphors themselves). 

3. When each person has spoken, ask the group about the state of the whole bus. What 
impression does the bus give? Is it in a good condition? What stands out? 

4. If you like, you can debrief the activity by asking people how they felt about it. 
 
Experience/knowledge required 
Understanding of organisations and their dynamics. 
 
Time needed 

1. 5 min. 
2. 30-60 min (depending on the size of the group) 
3. 5-15 min. 
4. 5 min. 

 
Resources needed 
Flipchart paper, marker pens, chairs. 
 
Type of organisation/CBO this has been used with? 
All types of CBOs. 
 
Original method/ references 
Connections’ Director was exposed to the method at UCT. Not clear about original reference. 
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APPENDIX 3E: CHANGES IN THE CONTEXT 
 
Topic: Understanding the context/environment 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: Explore & understand changes in the environment. 
 
Possible outcomes 
Participants have a better understanding of changes that occurred in the context, and how those 
impact on the organisation. 
 
Process 
Version 1: 
Ask small groups to think about the current environment/context, in which the organisation is operating. 
The groups could look at the Political, Economical, Social, Environmental and Legal context (depending 
on which are relevant to the organisation), as well as changes that have occurred since the inception 
of the organisation. 
Present the group work in plenary, and discuss with participants, how the context is affecting their 
purpose.  
Also try to determine challenges that this poses on the organisation, and whether the purpose and 
activities are proper responses to the current context. 
 
Version 2: 
Ask the small groups to reflect on their organisation in relation to the environment, e.g.: 
1. What is the current situation in the organisation? How are things going? 
2. What is the situation in the community, city, and country (politically, socially, economically)? 
Draw an image that represents your organisation (including elements of it and the organisation as a 
whole). Also draw the context (community…country) you are experiencing. 
 
Experience/knowledge required: Facilitation experience and a broad understanding of the 
context. 
 
Time needed 
Depending on group size and complexity of the situation. Could take 2h (30 min group work; 30 min 
presentations; 1h dialogue). 
 
Resources needed: Flip chart paper, marker pens, crayons, break away spaces for small groups. 
 
Type of organisation/CBO this has been used with? 

X Informal/not registered 
X Large (over 25) 
X Operating randomly without strategy 
X Less OD experienced 
X Most people literate 
X High illiteracy 
o Other comments: Version 2 was used with less literate people, as they could draw. 

 
Original method/ references: Version 1 came from CDRA 
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APPENDIX 3F: DIALOGUE PRACTICE 
 
Topic 
Communication; collective learning; group dynamics; organizational culture. 
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 

 Improve the communication style in the organisation towards learning conversations;  
 Enable collective learning;  
 Improve group dynamics by overcoming communication breakdowns. 

 
Possible outcomes 
Participants see that through effective dialogue, there can be a better understanding of each other, 
and problems can be resolved in a healthier way.  
It has also lightened up heavy and problematic relationships, as they saw that things can be easier 
when communicating properly or checking the ladder of inference. 
 
Process 
1. Introduce the topic through some input, and engage participant with it, e.g.: 
 
QUALITY OF OUR RELATIONSHIPS 
Characterised by: 

- Open, honest communication 
- Ability to raise tough issues with each other 
- Capacity to give feedback cleanly and receive non-defensively 

 
+ 

 
QUALITY OF OUR THINKING 
Characterised by: 

- Capacity to reveal the reasoning/insight which led to a particular view 
- Ability to set aside preconceived views and ideas and inquire into others’ thinking 
- The capacity to suspend judgement and listen 
- The ability to surface and test our own and other’s assumptions and beliefs 

 
 
 
 
QUALITY OF OUR RESULTS 
  
2. Then, you can also use other inputs, such as the Ladder of inference together with a story from a work 
situation, to illustrate the way people make assumptions about each other without confirming them, 
which can turn into beliefs, etc. Let the group reflect on examples of their own circumstances. Mention 
that it is really important to gather more data (information) before we make judgements about what 
others think about us. 
 
3. Now, the different skills of dialogue can be introduced and practiced: 
 
Listening skills 
One way of understanding each other better is to try and listen attentively. Introduce a listening 
exercise (from CDRA or LCLA), and allow pairs of participants to take turns in talking about a theme 
(e.g. the strategy of the year/one’s own role in the organisation, etc.) while the partner listens 
attentively. The partner gives feedback afterwards to verify what was ‘heard’. 
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Debrief the exercise. 
 
Effective Advocacy & Inquiry 
Give an input was on advocacy, and introduce a model for effective advocacy (from 
CollaborativeChangeWorks 2004: 19). Give examples and let others try it out, until the method is clear.  
Then introduce inquiry was and provide questions to ask (from CollaborativeChangeWorks 2004: 21). 
The group then chooses a theme and starts a dialogue by using advocacy, inquiry and listening. 
Debrief. 
 
4. If the process is enjoyed by the team, ask the group whether they would want to continue using it for 
the rest of the workshop. Appoint an observer and leave the examples visible for all. 
 
Experience/knowledge required 
Dialogue (Peter Senge; LCLA or others) 
 
Time needed 
+/-2h, depending how long you practice it and how big the group is. 
 
Resources needed 
Charts with guidelines for effective advocacy, inquiry, listening, … 
A room with chairs in a circle to practice dialogue. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
o Informal/not registered 
X Small (up to 10 people) 
o Medium (10-25 people) 
o Large (over 25) 
X Has a developed strategy & structure? 
o Operating randomly without strategy 
X Prior experience with OD 
o Less OD experienced 
X Most people literate 
o High illiteracy 
o Other comments: 

 
Original method/ references 
The method is based on the LCLA course/materials, which draw from Peter Senge. 
 
Any other comments? 
It seems very helpful and people enjoy it once they get the idea. 
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APPENDIX 3G: EXTERNAL VISION 
 
Topic 
Vision for the world/country/community/…  
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: The organisation develops a Vision for how they would like to see the world in future. 
 
Possible outcomes: The members of an organisation are clear about what they are working 
towards. 
 
Process 
Talk about Vision in relation to Current Reality, or even facilitate a Visioning meditation as an 
introduction (see Visioning Method). You can also introduce in any other way if appropriate (e.g. if the 
group has already got an idea of visioning, no explanatory intro is needed). 
 
2. A Vision should give the organisation inspiration and clarity as to what it is working towards. Even if the 
organisation cannot achieve the Vision alone, it can inspire others to support it and collectively work 
towards a better society. 
Discuss what scope the Vision would have in terms of space (world/country/community) and time 
frames (e.g. 20 years). 
 
In plenary, brainstorm words that should be part of the Vision-statement. These words should be positive, 
and capture qualities of the kind of country/society that the organisation wishes to contribute to. 
Then divide into groups and ask each group to write a draft Vision-statement, and add an image which 
represents the Vision. 
 
Ask the groups to present back in plenary. Then ask what they see, what stands out, what strikes people; 
where are commonalities and differences? What kind of Vision do they all agree upon? Make sure 
there is consensus and participants are happy/ excited about this vision. Try to formulate one statement 
collectively, or by giving the task to a small group. Refine the final statement in plenary. 
 
Experience/knowledge required 
Visioning / Vision vs. Current Reality; Peter Senge materials and others 
 
Time needed 
2h or more, depending on the size of the group 
 
Resources needed 
Flip chart, marker pens, crayons; main venue and breakaway rooms 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
X Informal/not registered 
X Small (up to 10 people) 
X Large (over 25) 
X Has a developed strategy & structure? 
X Operating randomly without strategy 
X Prior experience with OD 
X Less OD experienced 
X Most people literate 
X High illiteracy 
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APPENDIX 3H: INTERNAL VISION 
Topic: Vision for the organisation  
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: The organisation develops a Vision for themselves, e.g. how do they as an organisation 
want to look like in 3 years. 
 
Possible outcomes: The members of an organisation are clear about how they want to develop 
their organisation and can therefore develop a strategy to get there. 
 
Process 
1. Talk about Vision in relation to Current Reality, or even facilitate a Visioning meditation as an 
introduction (see Visioning Method). You can also introduce in any other way if appropriate (e.g. if the 
group has already got an idea of visioning, no explanatory intro is needed). 
 
2. Divide the participants into groups of 2-5, and ask them to work with the following questions: 
* Share/ talk about the kind of organisation that you like to build over the next 3 years. 
What are the elements of this organisation? 
How do you feel being part of it? 
* Draw an Image/symbol to represent this ‘ideal’ organisation. The image should inspire you. 
* Add in writing: 
• What are the Values/Principles that we are practicing in our ideal organisation? 
• What activities/programmes are we running? 
• How do the structure/relationships look like? 
Allow the groups to present their results and ask questions of clarity. Then ask the group what they see, 
what stands out, what strikes people; where are commonalities and differences? What kind of Vision do 
they all agree upon? Make sure there is consensus and participants are happy/excited about this vision. 
 
Experience/knowledge required: Visioning / Vision vs. Current Reality; Peter Senge materials 
and others 
 
Time needed 

1. Depending on content up to 30 min. 
2. 1h or more, depending on the size of the group 

 
Resources needed: Flip chart, marker pens, crayons; main venue and breakaway rooms 
 
Type of organisation/CBO this has been used with? 

A&B Formal/registered 
C Informal/not registered 
A&B Small (up to 10 people) 
C Large (over 25) 
ABC Has a developed strategy & structure? 
ABC Prior experience with OD 
ABC Most people literate 

 
Original method/ references: The method is based on Appreciative Inquiry; Peter Senge; 
CDRA  
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APPENDIX 3I: ORGANISATIONAL INQUIRY / LEVELS OF COMPLEXITY 
 
Topic 
Overall Assessment; can be used for Strategy Review or Development, Structure, Organisational Culture, 
Group Dynamics, etc. 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
X Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 
Members of an organisation become aware of the overall organisation/bigger picture as well as the 
elements within. 
 
Possible outcomes 
Through increased awareness of the organisation, participants can clarify their strengths, weaknesses 
and where they are located. 
 
Process 
1. Divide participants into groups of 4-5. If useful, the groups can represent different sections of the 
organisation, e.g. the ManCom, admin/co-ordination and programme staff level. Each group looks at 
the following questions: 

 Think of your organisation as it is at present; think of the bigger picture/ overall organisation; also 
think of the various elements/aspects; what do you like/not like? How do you feel about it? 

 Draw an image of your organisation that symbolises the above. Don’t use words. Use colours and as 
many symbols/images as you like. 

 
2. The groups present their images and explain all the details. Major points are scribed on cards by the 
facilitator during the presentation. After each presentation give time for questions for clarity. After the 
last presentation, ask the plenary what stands out for them/ what strikes them? Continue scribing those 
points. 
 
3. Present the Levels of Complexity chart and explain its elements (see appendix). When everybody is 
clear, ask the plenary to help you place the cards to each level they belong to. Again ask the plenary 
what they see and what they can learn from the exercise. Scribe the learning, interpretations from the 
group about their organisation. 
 
Experience/knowledge required 
Understanding organisations and the Levels of Complexity Chart. 
 
Time needed 

1. 30-45 min. 
2. 30 min. (or more depending on number of groups) 
3. 30 min. 

 
Resources needed 
Flipchart, marker pens, crayons, colour cards, Levels of Complexity Chart prepared on flipchart; 
workshop venue. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
o Informal/not registered 
o Small (up to 10 people) 
X Medium (10-25 people) 
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X Large (over 25) 
X Has a developed strategy & structure? 
X Operating randomly without strategy 
X Prior experience with OD 
X Less OD experienced 
X Most people literate 
o High illiteracy 

 
Original method/ references 
CDRA Manual of Readings & Nomvula’s input 
 
Any other comments? 
The levels of complexity seem confusing at first, but as soon as I ask where to place the cards, people 
are very quick in understanding the chart, placing the cards where they belong and interpreting what 
they see. It therefore seems like a useful tool even at CBO level. 
 
 
LEVELS OF COMPLEXITY 

6. ENVIRONMENTAL 
social, economic and 
political environment 

• Difficult conditions of HIV-work are worse in Khayelitsha: 
- no cure 
- denial 
- discrimination 

• Are we loosing the battle against those conditions? 
5. IDENTITY 

purpose, spirit of the 
organisation 

• Organisation stable and visible 
• we build the: - family, - community, - society, - country 
• FP and HIV programme: happy beneficiaries, people get 

information and training 
4. VALUES 
policies, principles, 
guidelines 

• Strong values of openness, help & support 
• We have an open door, our services are available to all 

3. RELATIONSHIPS 
co-operation, how we 
work together 

• Brilliant Board: transparent, honest & good communication 
with staff 

• Need to improve dialogue and communication amongst 
staff 

• Need more openness 
• Information needs to be shared more so that decision can 

be taken collectively/ in a democratic way 
• Ideas from staff need to be taken seriously by coordinators 
 

2. STRUCTURES/ 
PROCEDURES 
formal processes, systems 

• Communication systems to be improved: e.g. staff 
meetings, one-on-one meetings, listening; 

• Pressure/ stress on social worker due to delays by external 
SW 

• Internal management and coordination needs to be 
improved 

1. PHYSICAL LEVEL 
Resources, equipment, 
skills, (wo-)manpower 

• Quality staff / high level of integrity 
• Funding until April-July 2007 
• Why are Community and Social worker drawn in a box? 
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CONCEPTUAL FRAMEWORK 
 
 

SHARED VALUES 
 
 

PRINCIPLES 
(ORGANISATIONAL & OPERATIONAL) 

 
 

POLICIES 
 
 

PROCEDURES/SYSTEMS 
 
 

PRACTICE 

APPENDIX 3J: POLICY DEVELOPMENT 
 
Topic 
Policies & Systems 
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 
Developing relevant organisational policies, e.g. when a need for more regulations arises. 
 
Possible outcomes 
Policies are developed that are relevant and user-friendly. 
 
Process 
The following is an example, which can be implemented in many other ways. The answers are also 
examples, which may come from the group or which the facilitator can ad. It is important to work with 
what the group comes up with and not be too stringent about these contents. However it forms a mix of 
input/training and process work: 
 
1. Brainstorm: What are organisational policies? Ensure that everyone is clear what they mean. 
 
2. As a second step locate policies within the organisational framework and how they link to the 
conceptual framework, values, principles, procedures/systems and the practice (see below). You can 
use one of the existing values of the organisation to develop an example of how the value can shape 
or influence the development of principles, staffing policy and staff systems. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. Brainstorm Principles for policy development, e.g.: 
• Fairest way of dealing with an issue / how things should be ideally 
• Broad application / reflect the interest beyond those of the group developing it 
• Take a range of interests into account 
• Should be long-term but also reviewed and amended regularly (Olive, Ideas for a Change 5: 10) 
• Policies must be linked to the mission and strategy of the organisation (ibid: 11). 
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4. Ask: Why develop policy? 
Examples: 
1. Stage of organisations life (life cycle); e.g. move from pioneering to differentiated phase 
2. Due to a particular experience the need for a specific policy arises 

 Policy eases & de-centralises decision-making (not all decisions need to me taken by the leader) 
 Ensures more coherent and shared practice 
 Higher level of fairness & consistency in decision-making 
 Keeps the organisation legal 
 Ensures smooth running of organisation and enables everyone to work effectively 

 
5. Brainstorm different policies, and cluster them into Types, e.g.:  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
6. Brainstorm what policies are needed in the organisation (currently and in future). Prioritise 
the ones that the organisation needs now. 
 
7. Cycle of policy development 
In order to understand the bigger picture, introduce and discuss the Cycle of Policy Development87: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
8. Get ready to start developing policies. Ask participants to form small groups, who brainstorm 
questions that each particular policy should address. With this the groups can clarify: What questions 
does each policy need to answer? 
 

                                                      
87 Adapted from Olive, Ideas for a Change 5, page 21 

Resource Policies 
human resources 
- financial resources 
- physical resources 

Organisational Policies 
What the organisation does/ 
does not do 
- Other issues: HIV, gender, 

political issues, etc. 

Operating policies 
Organogram 
- Decision-making 
- Communication 
- Code of conduct 

Conceptualise  

Implement 

Research/ consult  

Get feedback  
& refine  

Get feedback & 
refine 

Develop/ write 

Need for policy 
(-change) 

Approve 
(ManCom) 

Review 

Monitor 
implementation 

Cycle of Policy 
Development 



                                      251 

 
 
 

9. Introduce an exercise for policy development, which will help the groups collect the content for 
each section of the policy: 
 
Step 1: Rationale 
Why do we need this policy now? What is the current situation? (1 paragraph) 
 
Step 2: Objectives 
What should the policy achieve/ ensure? 
 
Step 3: Scope 
Who does it apply to? 
 
Step 4: Principles 
What are the values/principles that guide this policy? 
 
Step 5: Content 
Answer all the questions that you have brainstormed for this policy to answer. 
 
(Adapted from Olive, Ideas for a Change 5, page 24) 
 
The groups then started working on each policy. The activity can be given as a task to be finalised 
before the next session. 
 
10. The next session can then be used to present each policy-draft in plenary, clarify questions and 
agree on points of discussion. It is important to make sure the policies are in line with the legislative 
framework of South Africa, e.g. Labour Relations Act. Allow people to really engage with the policies 
and their meaning, even if the decision-making process turns into heated discussions. 
Agree on who will type up the drafts, and who will compile all the policies into one document, which 
can be circulated and edited again. Set time frames for who will read and comment on policies by 
when, and when the Management Committee will be able to adopt them. 
 
11. Provide follow-up support, e.g. through mentoring for the editing and finalising of the policies. 
Suggest to Monitor and review/ adapt regularly. 
 
Experience/knowledge required 
Knowledge about organisational policies and legislative requirements.  
 
Time needed 
Ideally about 2-3 days for the first draft if the group wants to work on several policies; it helps to have 
breaks in-between for tasks. Mentoring afterwards over time. 
 
Resources needed 
Flipchart, marker pens, examples of simple policies, legislation documents. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
o Informal/not registered 
X Small (up to 10 people) 
o Medium (10-25 people) 
o Large (over 25) 
X Has a developed strategy & structure? 
o Operating randomly without strategy 
X Prior experience with OD 
o Less OD experienced 
X Most people literate 
o High illiteracy 

 
Original method/ references 
Adapted from Olive: Ideas for a Change 5. 
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APPENDIX 3K: REVIEW OF PROGRAMMES/ACTIVITIES 
 
Topic: Strategic Review 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
o Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: Review current programmes or activities the organisation is running. 
 
Possible outcomes: Participants have reflected on their activities and drawn learning for the way 
forward. 
 
Process 
Version 1 (for organisations with existing programme plans): 
Ask each person/group who is responsible for a programme reflect on the following questions and 
prepare a presentation (which could also be prepared in advance of the session). Possible questions 
are: 
 
1. Programme Name 
2. Objectives of the programme (of the year 200x) 
3. What activities were implemented this year? 
4. What are the strengths of the programme? 
5. What are challenges / weaknesses? 
6. What can we learn & recommend for this programme? 
 
Version 2 (for organisations who run activities, which are less formal/not planned): 
Ask groups to review the activities of the organisation in a creative way. E.g. each group draws a fire on 
flipchart, and then draws those activities, that are working/burning well at the heart of the fire, while 
those not working well are placed at the margins. Activities that should take place but are not 
happening at all can be placed outside the fire. The drawings are presented in plenary, and a dialogue 
held to identify the core activities and how they are currently working. This activity can also be used to 
stimulate a conversation around good practices and the purpose of the organisation. 
 
Experience/knowledge required 
Facilitation experience & an understanding about reviewing organisational programmes/activities. 
 
Time needed: Depending on group size and number of activities. Approximately 2h. 
 
Resources needed: Flipchart, crayons, marker pens, breakaway spaces. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
x Informal/not registered 
x Small (up to 10 people) 
x Medium (10-25 people) 
x Large (over 25) 
x Has a developed strategy & structure? 
X Operating randomly without strategy 
X Prior experience with OD 
X Less OD experienced 
X Most people literate 
X High illiteracy 

 
Original method/ references: various planning tools 



                                      253 

 
 
 

APPENDIX 3L: PURPOSE/MISSION DEVELOPMENT 
 
Topic 
Mission & Strategy 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 
Gain clarity about the purpose of the organisation and its relevance. 
 
Possible outcomes 
Participants have re-connected with their purpose and potentially adapted it. 
 
Process 
There are many variations depending on whether the purpose needs to be clarified or reviewed, and 
what has come before (e.g. understanding the environment). The following is an example: 
 
Ask groups to work on the following: 
* Talk about the purpose/mission of the organisation. Try to find a Leading Image that describes this 
purpose and draw it. Then look at the following questions: 

ξ What are the broad goals relating to the leading image: what is the purpose of the 
organisation?  

ξ How will the goals be achieved? 
ξ What are the values / guiding principles that come out of the (Vision &) Purpose of the 

organisation? 
ξ What is the unique contribution that your organisation is making to the context/community?  

=> What would be missing if the organisation did not exist? What needs are we addressing? 
Present in plenary and talk about the responses. Find commonalities and differences in the various 
presentations and work towards a collective purpose. 
The formulation of the purpose/mission statement could become a task for a small number of people, 
who would present it back in plenary for it to be finalised (if the statements needs to be formulated). 
 
Experience/knowledge required: Facilitation experience. 
 
Time needed: Depending on group size and depth of the activity. Could take about 2h. 
 
Resources needed: Flipchart paper, marker pens, crayons, breakaway spaces. 
 
Type of organisation/CBO this has been used with? 

o Formal/registered 
X Informal/not registered 
o Small (up to 10 people) 
X Medium (10-25 people) 
X Large (over 25) 
X Has a developed strategy & structure? 
o Operating randomly without strategy 
X Prior experience with OD 
X Less OD experienced 
X Most people literate 
o High illiteracy 

 
Original method/ references 
Adapted from CDRA  
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APPENDIX 3M: STRUCTURE REVIEW/ ORGANOGRAM 
 
Topic: Organisational Structure 
 
Phase(s) in ODS process 

o Establishing relationship 
X Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: Review the current structure. 
 
Possible outcomes 
Participants have a clear sense of their organisational structure including processes and practices to 
make it work, and have addressed concerns. 
 
Process 
Both variations can well be combined. They both assume that there is an existing structure/organogram. 
 
Variation 1: 
Put the organogram up by sticking all peoples’ roles and names up on a flipchart. Ask the group to 
review the organogram and make changes where necessary; e.g. where the structure is not relevant or 
has changed, or where they feel that change is needed. 
Then ask the group, where and how the structure could promote particular principles, such as good 
relationships, democracy, good communication, information flow and accountability (depending on 
which of those principles are currently relevant to the organisation or have been difficult to uphold). 
Use different colour pens to ad lines or circles which symbolise existing practices/processes, and add 
collectively what else is needed to make things work better, improve communication, etc.  
Variation 2: 
Collectively draw the current organisational structure. Ask each individual or pairs to write what he/she 
perceives to be strengths and challenges on colour-coded cards. Those are placed on the structure 
and explanations given by each person. 
Facilitate a dialogue about what came out, the strengths & challenges; and what needs to be 
understood and strengthened or ultimately changed. 
 
Experience/knowledge required 
Facilitation experience and understanding of organisational structure, relationships, roles, etc. 
 
Time needed: The whole exercise can take 1h or longer, depending on what needs to be 
addressed. 
 
Resources needed: Flipchart, marker pens, colour cards (2 colours), prestick, cut colour 
cards/paper with names of org. members. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
X Small (up to 10 people) 
X Has a developed strategy & structure? 
X Prior experience with OD 
X Most people literate 

 
Original method/ references: various 
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APPENDIX 3N: SUSTAINABILITY BRAINSTORM 
 
Topic: Overall Organisational Assessment, Strategy Review or Development, Governance 
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
X Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 

 engagement with the term sustainability & clarifying organizational sustainability, 
 brainstorming what needs to be in place for the (own) organisation to be sustainable. 

 
Possible outcomes: Participants understand the term and are clear what they need to achieve in 
order for their organisation to become more sustainable. 
 
Process 

1. Ask participants to brainstorm in pairs what they understand the term “sustainability” to mean. 
Collect & scribe feedback in plenary and explain more, give examples. 

2. In relation to the general term, ask whether they can explain “organizational sustainability”. 
Collect and scribe in plenary. 

3. Take newsprint and write the ‘Sustainable’ with the organizational name in the centre of the 
sheet. Then ask the group what needs to be in place for the organisation to be sustainable. 
Collect feedback by creating a mind map, and add points relating to each other to the same 
branch of the map. Also ask how certain ‘branches’ are connected to others (e.g. ‘quality 
services’ might be linked to ‘clear vision & mission’ or ‘PME’; but it also contributes to ‘support 
from the community’). 

4. Finally a mind map will be completed, which represents major aspects of the organisations 
sustainability. The facilitator can summarise linking points and how they connect to others.  

5. Then he/she can ask the participants which of the aspects they would like to prioritise/address 
first, especially if the image seems daunting. It can then be clarified that one step can be 
addressed at a time, so that the CBO can grow organically. 

 
Experience/knowledge required 
The facilitator needs to understand the term sustainability and where it comes from; as well as mind-
mapping. Knowledge about CBOs is required to help make the mind-map meaningful. 
 
Time needed 

1. 15 min.  / 2.  5 min. / 3.  30 min. / 4.  5. min. / 5.  10 min. 
 
Resources needed: Newsprint, marker pens, venue/hall to accommodate whole organisation. 
 
Type of organisation/CBO this has been used with? 

A&B Informal/not registered 
A Small (up to 10 people) 
B Large (over 25) 
A Has a developed strategy & structure? 
B Operating randomly without strategy 
A Prior experience with OD 
B Less OD experienced 
A Most people literate 
B High illiteracy 

 
Original method/ references: The method was developed by the researcher. 
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APPENDIX 3O: SYSTEMS DEVELOPMENT & REPORTING 
 
Topic: Systems 
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives: The organisation develops useful systems. 
 
Possible outcomes: Relevant Systems are in place and being applied. 
 
Process 
This is an example for report writing:  
Brainstorm why report writing is relevant, what type of reports should be written and who is responsible 
for it: 
1. Why do we need reports in our organisation? 
2. What type of reports do we need and who will write them? 
E.g.: 
Type of report Who will write them? 
Monthly staff report All staff 
Minutes of meetings Administrator 
Quarterly and annual funders and ManCom report Coordinator 
Annual report Coordinator with staff and ManCom 
Social Development report (annual) Coordinator 
Financial report Bookkeeper/administrator 
 
Formats can then be developed for the Monthly Report, Annual Report and Minute taking (see 
Appendix). The funders report has to follow the outline given by each funder. 
Mention that it will remain up to the staff to take up responsibility in actually writing the reports and 
following the given outlines. It is important to plan in the time needed for report writing to avoid a last-
minute report that might lack in quality. Finally report writing can be seen as a learning exercise both in 
developing the skill as well as learning from the own action in a more structured way (by following the 
Action-Learning steps). 
In the same way systems/formats can be developed to allow for the smooth implementation of 
programmes and policies. E.g.: Minute taking format, Leave application form, Evaluation formats that 
don’t require literacy, Case documentation for Programme work 
 
Experience/knowledge required: Facilitation experience and knowledge of useful systems. 
 
Time needed: Depends on the number of systems. 
 
Resources needed: Flipchart, marker pens, systems examples. 
 
Type of organisation/CBO this has been used with? 

X Formal/registered 
X Small (up to 10 people) 
X Has a developed strategy & structure? 
X Prior experience with OD 
X Most people literate 

 
Original method/ references: various 
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Appendix 3P: Visioning 
 
Topic 
Personal, group or organisational visioning; Strategy development; internal vision 
 
Phase(s) in ODS process 

o Establishing relationship 
o Gaining understanding/Diagnosis 
o Feedback session / working with resistance 
X Facilitating transformation 
o Evaluations / Impact assessments 
o Energisers/ ice breakers 

 
Objectives 

 Participants get in touch with their own personal vision for themselves, their surroundings and 
their organisation/work situation. 

 They understand the relationship between vision and current reality and the creative tension in-
between 

 
Possible outcomes 
Participants see their own vision and understand that they can influence their reality by focussing on 
/giving energy to the vision, instead of focussing on harsh realities. 
 
Process 
1. Explain to the group what you want to do and ask for permission for the meditation. Facilitate a 
visioning meditation: “sit comfortably and close your eyes, breathe deeply several times, and as you 
breathe in pull up tensions in your body, as you breathe out let them go. Become more and more 
comfortable and relaxed. If thoughts come into your mind, you can let them pass by like a cloud in the 
sky, without holding on to it (pause and give time).  
See yourself at home in your normal life, observe how things are, how they feel, etc. Then you walk out 
and go to your office. How do you get there? Car, public transport, walking? See yourself arrive in the 
office. How is it there? How does it feel? (Pause and give time). 
Now step outside. There is a ladder that leads high up. Climb up this ladder. The higher you climb, the 
more you distance yourself from your current reality. At the end of the ladder you find a platform. Step 
on the platform, it is perfectly safe. There is nothing around you except white light. This is the space for 
you to create your own vision. Fill the space with a picture of how you would like to see your life. Give it 
as much colour and light as you whish. Look at how it makes you feel to be in your ideal life situation. 
How does your home look like? Who is there? How is your organisation/work? How is your community? 
(pause and give time).  
When you are ready, you can take this vision and minimise its’ size, so that you can carry it with you. Go 
back to the ladder, come down slowly and take your vision with into your current reality. Know that by 
carrying your vision close to you, you will be able to give energy to it and with that, materialise it in your 
reality. (pause and give time). 
When you feel ready, take some more deep breaths and open your eyes. 
 
2. Debrief the exercise and ask participants to share some of the visions and feelings they had during 
the meditation.  
 
3. Introduce the concept of Creative Visioning, and explain the Creative Tension between the Vision 
and the Current reality: 
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Facilitate a dialogue about how important it is to have a Vision personally as well as for the organisation, 
and to be able to hold that Vision, while working with the constraints of the Current Reality. Explain the 
creative tension like a rubber band that can pull us towards our Vision or draw us back towards the 
reality, depending on where our mind is focussed on. 
The ability to achieve one’s vision is also linked to each persons’ personal belief in how much she/he 
can change or influence her/his life / the organisation / family / or even society. 
 
Also elaborate on how every person has his or her own Vision, and that it is important to look, in how far 
the organisation can support that Vision through enabling personal growth/staff development. At the 
same time an organisation needs to be clear about what the organisational Vision is and how every 
person can work towards it.  
 
It is also important to test one’s own Vision and ask: “What do I really want or care about? What will be 
different, when I achieve my Vision?“ to ensure, that we are driven by our own inner needs and wants 
and not by outer/materialistic influences. 
 
Experience/knowledge required 
Peter Senge’s ‘Fifth Discipline’ gives background information to vision vs. creative tension; personal 
meditation helps to guide one.  
 
Time needed 

1. 15 min. 
2. 15 min. 
3. 15 min 

 
Resources needed 
Quiet venue & chairs, flipchart, marker pens. 
 
Type of organisation/CBO this has been used with? 

A Formal/registered 
B Informal/not registered 
o Small (up to 10 people) 
A&B Medium (10-25 people) 
o Large (over 25) 
A&B Has a developed strategy & structure? 
o Operating randomly without strategy 
A&B Prior experience with OD 
o Less OD experienced 
o Most people literate 
A&B High illiteracy 

 
Original method/ references 
Literature background: Peter Senge 1990: The Fifth Discipline; training course: LCLA 1 (Glennifer Gillespie 
& Bev Jandernoa); Meditation: various meditation exercises from own experience 
 
Any other comments? 
The exercise shifts participants to a personal level. 
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Appendix 4: Interview guidelines 
 

APPENDIX 4A: INTERVIEWS CBOS & COMMUNITY LEADERS: 
 
Purpose: Explore what CBO-members & community leaders think about CBO-capacity, the context 
CBOs operate in, capacity building, their needs and their role. Questions will relate to their own 
organisation (if they have one) and also be abstracted into general thoughts about CBOs. 
 
Process:  
CBOs: Conduct focus group interview with 3-4 CBOs at a time. Invite about 2 people from each CBO to 
participate. In each group the research and purpose of this interview will be explained; questions 
answered and a way of working together agreed upon to create a container for the session. Through 
signing on a register participants will also agree to that the information gathered will be used for a 
research publication. 
Community Leaders: Individual Interviews (also clarifying the purpose and getting agreement as 
above). 
Both interviews will strive for depth, and further questions may be asked to follow a thread of thought. 
The questions below serve as a guideline, and may be changed if needed. 
 
Question Guideline: 
 
A: Own background 
 
1. Talk about yourself in relation to your CBO: why did you start working in community development?  
 
2. What is your CBO doing? What is your role in it? What are you trying to achieve? 
 
B: S.A. Development context 
 
3. How would you describe the current situation in SA regarding the development of the country? 

What is currently happening (politically/socially/economically/environmentally)? 
 
4. What do you think are the roles that CBOs are playing within that? 
 
5. What role does your CBO play? 
 
6. What do other role-players do?  
 
7. What is your relationship to funders / NGOs and other institutions or organisations? Is your CBO 

connected to or supported by any? 
 
8. What kind of development-context would you like to see in SA 

(political/social/economical/environmental)? 
 
9. What role should CBOs – ideally – play within that? 
 
C: CBO Capacity 
 
10. When people talk about building the capacity of CBOs, what do you think they are referring to?  
 
11. What do you see as the core capacity/strengths your CBO has?  
 
12. What are the capacities/ strengths of CBOs in general? 
 
13. What is your organisation struggling with? What are challenges or weaknesses? 
 
14. What is challenging CBOs in general? What are weaknesses? 
 
15. How is your organisation structured/organized? What are the strengths and weaknesses of this 
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structure? 
 
16. What is strong / weak about ways CBOs are organized in general? Do you have an example of a 

CBO that is well-structured and organized? Explain. 
 
17. If there were no government regulations/ donor requirements, etc.: how would you be 

organised/structured? 
 
D: Relationships with capacity-development agencies 
 
18. Which capacity building agencies have supported you so far? What kind of capacity-development 

support have you received from them? (from Connections and/or elsewhere) 
 
19. How would you describe the experience and the relationship with the agencies? 
 
20. Who defined what the goals of capacity-development were? Why? 
 
21. What kind of (capacity-development-) support has benefited you so far? How? 
 
22. How else would you like to be supported? What kind of support would your organisation benefit 

from?  
 
23. What is your motivation for capacity-development of yourself & your organisation? 
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APPENDIX 4B: ACADEMICS, DONORS AND OD/DEVELOPMENT- 
PRACTITIONERS: 
 
Purpose: to interview around the current development context, their thoughts about the sector, the role 
of CBOs, CBO-capacity-building, power relations and what should change.  
 
Process: Individual in-depth interviews (question guideline may change). 
Question Guideline: 
 
A: Own background 
 
1. What are your background and your current role in the development sector? 
 
2. What is your motivation for working in the way you do? 
 
B: S.A. Development context 
 
3. How do you see the current situation in the SA-development sector? 
 
4. What are the strengths / positive areas currently? What are the challenges / weaknesses? 

 
5. What kind of development are mainstream development interventions working towards? Whose 

agenda are those following? 
 
6. What kind of development is needed in your view? Development for what? 
 
7. What is the role of the different stakeholders in the development sector (NGOs, government, 

donors)?  
 
8. What role do CBOs play in SA today? Why? 
 
9. What role do you think they should play? Why? 

 
10. How should roles ideally be divided in the development sector? Who should do what? 
 
11. How do you see power-relations in the sector between the different stakeholders?  
 
12. How should the development sector ideally look like? 
 
13. What are your recommendations in order to achieve this? What needs to be done? 
 
14. Which texts/literature have in the past 10 years been influential in shaping the nature of the 

debate? 
 
C: CBO Capacity 
 
15. What is a CBO with capacity? What are CBO-weaknesses / challenges? 
 
16. Do CBOs need capacity-development support? Why? 
 
17. If yes: In what form should it happen? What kind of capacity should be developed and for what?  
 
18. Do you know of any good practices of CBO-capacity development? What were the outcomes of 

those interventions? 
 
19. What are some of the challenges you see in relation to CBO capacity development? 
 
20. What literature can you refer to in relation to CBO-development? 
 
D: Relationship with CBOs 
19. Have you worked with CBOs so far? How? When? What happened? (Elaborate) 
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APPENDIX 4C: INTERVIEWS WITH CBO-CASE STUDIES 
 
Purpose: to get a deeper understanding of the case CBOs, and what their leaders  think about CBO-
capacity, the context CBOs operate in, capacity building, their needs and their role.  
 
Process: Individual in-depth interviews with leaders 
 
Question Guideline: 
 
A: Own background 
 
1. Talk about yourself in relation to your CBO: why did you start working in community development? 
What is you personal background? 
 
B: S.A. Development context 
 
2. How would you describe the current situation in SA regarding the development of the country?  
What is currently happening (politically/socially/economically/environmentally)? 
 
3. What do you think are the roles that CBOs are playing within that?  
What role does your CBO play? 
 
4. What do other role-players do? What is your relationship to funders / NGOs and other institutions or 
organisations?  
 
5. What kind of development-context would you like to see in SA 
(political/social/economical/environmental)?  
What role should CBOs – ideally – play within that? 
 
C: CBO Capacity 
 
6. When people talk about building the capacity of CBOs, what do you think they are referring to?  
 
7. What do you see as the core capacity/strengths your CBO has?  
What are the capacities/ strengths of CBOs in general? 
 
8. What is your organisation struggling with? What are challenges or weaknesses?  
What is challenging CBOs in general? What are weaknesses? 
 
9. How is your organisation structured/organized? What are the strengths and weaknesses of this 
structure?  
What is strong / weak about ways CBOs are organized in general? Do you have an example of a CBO 
that is well-structured and organized? Explain. 
 
10. What is the role of leadership in CBOs? 
 
D: Relationships with capacity-development agencies 
 
11. Which capacity building agencies have supported you so far?  
What kind of capacity-development support have you received from them? (from Connections and/or 
elsewhere) 
 
12. How would you describe the experience and the relationship with the agencies?  
Who defined what the goals of capacity-development were? Why? 
 
13. What kind of (capacity-development-) support has benefited you so far? How?  
How else would you like to be supported? What kind of support would your organisation benefit from?  
 
14. What is your motivation for capacity-development of yourself & your organisation? 
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APPENDIX 4D: INTERVIEW GUIDELINE CBO & CONNECTIONS’ LEADERS – 
PERSONAL QUESTIONS 
 
Purpose: to understand the historical context and personal story of the pioneers of the organisation.  
 
Process: Individual in-depth interviews (question guideline may change). 
 
Question Guideline: 
 

1. When and where were you born? Where and how did you grow up? What kind of schooling did 
you get? 

 
2. What were your parents doing? 

 
3. What was happening in that area at the time? 

 
4. How did your life go on until you started/joined this organisation? Did you marry/ have children, 

etc.?  
 

5. What kind of situations/events/ people/ trainings/ etc. influenced / shaped you as a person in 
your view?  
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Appendix 5: Final Assessment Questionnaire 
 

Impact Assessment Questions with CBO case studies: 
 
Name of Organisation:          
 
Participants in this interview:         
 
Date:            
 
Interviewer:           
 
 
1. You have been working with Community Connections’ ODS programme since ……….., 

what were the initial themes/goals/needs that you came to Connections for (why did you 
approach Connections? What were your hopes?)? 

 
2. In the process following that initial request, what areas were identified as priority areas? 

What other areas were identified over time? 
 
3. How were they addressed? What was done by Connections facilitator (list some of the 

different sessions, meetings, etc. and the kind of support that was provided)? 
 
4. Do you think this support was useful to your organisation at all? 
 
5. If yes, what of it were the most useful aspects? Why? 
 
6. What was less useful to your organisation or what should be changed? 
 
7. If no, explain. 
 
8. When you think back to where your organisation was at when you started working with 

Connections ODS programme, are there any things that have changed in your 
organisation since then? Did the programme have any impact on  
(a) your development? 
(b) how you see things or do things? 
(c) the general well-being of your organisation?  
(d) specific outputs, e.g. policies, systems, strategic plan, etc.? 
Explain your answer. 

 
9. What do you think: which aspects of the programme had those impacts above? 
 
10. Were there other things that changed through other interventions (e.g. Connections 

training, advocacy, other service providers)? 
 
11. If there was some advice that you could give to Connections to improve their support, 

what would that be? 
 
 
 

 

 


