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The Community Development Resourc e Assoc iation is a non-governmental Afric an

organisation advanc ing c onsc ious and c ontinuous learning about development

proc esses and the art of intervention. We aim to help bring about and support

authentic  and c oherent development prac tic e amongst people, organisations and

institutions working towards those forms of soc ial transformation that most benefit

the poor and marginalised.

We do this through organisational interventions, training, ac c ompanied learning and

c ollaborative explorations. Out of ac tive reflec tion on our experienc e, and through

writing and disseminating, we share our insights and lessons gained, seeking to

impac t on wider development thinking and proc esses. Our work strives towards a

just and c ivil soc iety; a soc iety in whic h more people have ac c ess to resourc es and

power over c hoic es.

Our work is underpinned and informed by a c ommitment to enabling individuals,

organisations and institutions to c hallenge soc ially restric ting paradigms and

prac tic es. We strive to bring to birth new c onsc iousness, c reativity and strength in

ourselves, and in those with whom we work, thus fac ilitating our c ollec tive

development towards a more human, purposeful and c onsc ious future. We are

c ommitted to ac c ompanying these individuals, organisations and institutions

through their c rises of growth and development towards healthy interdependenc e.

Mission Statement
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Chairperson’s introduction

The CDRA has yet again made the theme of its annual report entic ing! Planning,

monitoring and evaluation are inherent to development. As our c ountry follows a

development path – and government today talks of being a developmental state – the

measurement of ‘ delivery’  is paramount in the minds of all. For NGOs ‘ logframe’  has

bec ome part of everyday monitoring and evaluation language. 

During the c ourse of 2006, the CDRA is offering a c ourse in developmental planning,

monitoring and evaluation. Some of the writing in this Annual Report emanates from

the searc h by c ourse partic ipants for an approac h to planning, monitoring and evaluation that supports

rather than obstruc ts developmental prac tic e. Their writing and that of CDRA prac titioners offers

stimulating, thought-provoking, questioning and c hallenging thinking about the need for rec ognition of

something way beyond logframes. Helpful explorations of c omplexity – in the soc ial c ontext, in relationship,

in shifting awareness, often through making learning c entral to prac tic e – are offered.

This Annual Report, like previous suc h public ations, draws the reader into an engaging awareness of it

being possible – and so nec essary – to c hallenge dominant paradigms. It also helps us to situate an

awareness of self in pursuit of ac c ountability in prac tic e. It emphasises that development prac tic e does not

require only skill, but is indeed an art. 

It is a privilege to rec ommend this report to our readers. Our CDRA team and all who open themselves

to exploration of their development issues and problems with us (from whom we learn so muc h) are to be

c ommended for the enric hment they provide to the development disc ourse and the quest for developmental

prac tic e.

During the year our c hairperson, Bishop Rubin Phillip was very ill. The Board missed his presenc e in the

organisation, but is very pleased to report that he has fully rec overed. Professor Pieter le Roux, a founder

member of the CDRA did not stand for re-nomination as a direc tor of the Board at the AGM. He remains a

member of the Company, however. His c ommitment to CDRA is deeply apprec iated, as is that of our Board

members staff, and funders.

Di Oliver

Deputy Chairperson: CDRA Board of Direc tors
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End of the century – which is why wipers

‘Let’s leave pessimism for better times’ – spray-painted on a wall in Bogota
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1.

With windscreen wipers

(Unlike drive-belts

Or footwear, or chameleons’ tongues)

Low adhesion is advised.

But  for this end of  century

Wipers should be given

Some addit ional st ickiness

Some adhesive stubbornness  to turn

Grand vision into rhythm

Light  into rubber

Narrat ive into epigram

These being more useful incl inat ions, I think,

At  this end of  a bad mil lennium

2.

Some t ime af ter the revolut ion, Soviet  l ibraries adopted

the Dewey Decimal System

With one rect if icat ion –  the two hundreds: Religion

All the way f rom 201, 202, 214 (Theodicy), 216 (Good & Evil), 229 

(Apocrypha & pseudo-epigraphs), down to 299 (Other rel igion) –  

this great  textual body of  human wisdom, confusion, 

fol ly and aspirat ion was reduced by the Soviets to a bald:

Dewey Decimal 200: Atheism

This was not  (not  by far) the worst  sin of  Stalinism

But it  was its most  typical

This should be remembered of  the 20th century

3.

I decline to name my windscreen wipers

‘Easy Come’ and ‘Easy Go’,

I think of  them, rather, as

‘Quote’ and ‘Unquote’

Between them

Reality

Lies in parenthesis

4.

Clandest ine communist  cells were organised

Right  inside the Nazi death camps

(Each one   a parenthesis)

Cell members used cigaret tes to bribe camp of f icials, to get  messages 

out , obtain medicine in,

or to win space to perform this or that  other small task of

solidarity and survival

A condit ion for secret  Party membership was the payment of  a weekly sub

-  one cigaret te

Somehow to be stolen f rom the guards

How many mil i tants were summarily executed?

How many were caught  t rying to meet  the brave challenge of  stealing the 

week's levy?

This, too, should not  be forgot ten of  our century

5.

I name my wipers:

‘On the One Hand’ and

‘On the Other Hand’

6.

Those who lost  the Cold War

Did not  deserve to win    in the end

Those who won the Cold War

Were (and are) ent irely

Unworthy of  their t riumph

7.

I am very much worried, ma-comrades, I mean if  we get

retrenched, or contracted out, or sent to i-casualised ward, is because why?

Soren-so says for economic growth we have to via global

compet it iveness, by so saying

i-Management says, workers, the ball ’s in your court

We have given you, they say

A good package

(Which is almost  the same phrase Kgalema had just  used with irony, thirty 

minutes before, as we waited for this very meet ing with FAWU shop-

stewards)

(Which meet ing eventually started two hours late)

(Which is why we’d been watching soccer on TV in a breakaway room, and I

was dist ractedly t rying also to write a poem about  the end of  the century,

while Steve Lekoelea looped in a weak cross that  was easily cut  out  by 

Chief ’s defence)
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And Kgalema said -  ‘No,

It  was a good pass

Just  to the wrong team’

And I thought : That ’s i t !

That  could be the poem about  the end of  the 20th century

8.

In the shadow of  the big banks   a stokvel

Home brew  in the backyard

In a thump of  rubber   with the foot

To wake up your ancestors   in a mine-compound

With a gumboot  dance

For most  of  this century

People’s cultures have ret reated to the secret

Thaba Bosius of  the soul

Forced to st ratagems of  non-hegemony -

Rhythm, syncret ism, exhibit ion for the tourist , slant-wise to reality

But  what  went  up to the high plateaux as wedding song, or hunt ing chant

Came down, sooner or later, t ransformed

In a factory choir, or toyi- toyi on the st reet

And is even now an incalculable resource to go, bravely

Slant-wise, into this next  imperial century

9.

With al l  the ambivalence of  a car in the city

Being of  the st reet  and

Not of  i t , just  passing through

Down Tudhope, wipers at  work, rubber- thump, rubber- thump, taking the

bend

in the shadow of  the tower blocks, then, where the next  bend sweeps lef t

Just  there

One day   i t ’s an inner city father walking his four-year-old kid to creche

One day   a kerb-side telephone hawker (‘Howzit?’, ‘No, grand’) with her

extension cord looping up to a jack in a third f loor f lat

One day   i t ’s a bucket  with ‘For Sale’ (cooked sheep’s t rot ters) ‘Johnny 

Walkers’, they’re called

One day   i t ’s the crash- in- t ransit  Toyota that  I see f irst

Then the polaroid photographer, then the taxi-driver himself

Posing, door open, lef t  elbow on bonnet , tossing away a cigaret te but t  (one 

week’s sub?), for a snap-shot  to be sent  to someone, somewhere (rural?),

no doubt , else

This tenderness, make-do, wit , role- reversal, job-pride, al l  in the midst  of  a 

crumbling, an urban, end of  century something else

10.

The wisdom of  windscreen wipers

Is velocity’s bl ink

Hesitat ion in onward rush

An ironic side-swipe on the hypothet ical f reeway N1 North

In this end of  mil lennium downpour

Where we’ve become habitual, edgy, typical, turned to a split - second hi

One of  the genus: desperate whisk, squeegee, scull-oar, either/or

Wavering with intent

In this global, total i tarian, homogenised deluge, where parents, pat ients,

dependants, lovers, learners, supporters, congregants, cit izens (if  we 

st i l l  exist ) are zombif ied into one thing all  -  cl ients

And public (i f  they st i l l  exist ) inst itut ions are made, the leaner the meaner

the

bet ter, contractual service providers

Where managerial ism is the ism to make all  isms wasms, the new 200

Dewey

Decimal, the delirium of  our age

Which is why wipers

With their cant i levered, elegant , f renet ic, rubber- thump, rubber- thump

Act ivism want  to insist

Clarity of  vision

Forward progress

Proceeding wisely to the point

Involve

A certain

On the one hand

On the other hand

Prevaricat ion

As into

Another mil lennium

With its own impending

Miscellany, theodicy, good & evil, apocrypha

You/We

Either way, now

Slant-wise

Ironically

Plunge

JEREMY CRONIN

This poem is f rom his collect ion ent it led 'More Than a Casual Contact ' , 

Umuzi, Cape Town, 2006. Reprinted with kind permission.
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Mo nito ring  and e valuatio n 

in le arning  o rg anis atio ns  

– trans pare nc y o f pro c e s s

In the last few years we have observed, through our own

experienc e and through that of our c lients and c olleagues,

how monitoring and evaluation ac tivities have c ome to

oc c upy an inc reasingly prominent position in the manage-

ment of and ac c ounting for donor funds.

And monitoring tends to happen using rec eived

templates, tools and methodologies whic h invariably bear

little referenc e to the partic ular work we are doing.

Designed to smooth the passage of our donor’ s information

management systems, these approac hes to monitoring

bec ome more obligation whic h we fulfill. Wearily. Evaluation

too is a nec essary ac tivity that must be performed if the

money is to keep c oming. We submit to the attentions of

stranger experts, and do our very best to keep our true

selves out of the pic ture. Evaluations are seen not as

processes, but as produc tion exerc ises, aimed at generating

reports that, at best, are benign, and do little to disrupt

the the order of things for anyone involved. 

It is unsurprising that we have plac ed monitoring and

evaluation in the department of bureauc ratic  duty. When

we ac c ept obligation without engaging and transforming

it, passivity is sure to follow.

This Annual Report offers another view of monitoring

and evaluation. We suggest that it really is possible to

embrac e these ‘nec essary’  ac tivities, turning them to the

benefit of prac tic e and impac t. Donors’  insistenc e on

monitoring and evaluation is nothing less than a demand

for transparenc y of proc ess. This offers us the opportunity

to provide suc h transparenc y, and in doing that, we bec ome

more transparent to ourselves, with inc reased ac c ount-

ability being a very welc ome by-produc t. 

The c hallenge, of c ourse, is to monitor and evaluate in

a way that is appropriate to the work we are doing and

the c hange we are seeking to bring about. If we are

seeking to bring about qualitative shifts in human ex-

perienc e and ac tion; if we are seeking to fac ilitate healing

and growth; if we are seeking to help others bec ome more

able and more authoritative, then our approaches to keeping

an eye on how we are doing and providing an ac c ount of

how we have done must be c ongruent with these aims. If

not, if we simply use other people ’ s forms, instruments

and experts – if we use tec hnic al measures for human

proc esses – our attempts to monitor and evaluate our

work will simply miss the point. They will not read the

heart of the situation. They will only ever generate dis-

plac ement ac tivity on its periphery and information of

dubious reliability.

Over the years we have made the c ase for learning as a

c entral ac tivity in organisations and individuals that seek

to work developmentally. Developmental work is so foc used

on the partic ular, so responsive, so c onnec ted to the

realities around it, that it c an never be anything like an

exac t sc ienc e. The only way to keep it relevant and alive,

is to be learning from it, c ontinuously. Without learning in

prac tic e, prac tic e itself soon dies and bec omes the dull

implementation of pre-ordained ac tions. 

In this Annual Report we suggest that monitoring and

evaluation are integrally c onnec ted to learning. And that

the demand that we monitor and evaluate may well be a

gift, an opportunity to engage with and transform our own

experienc e. If we embrac e this obligation, and pursue it

appropriately, we are in the best possible position to learn,

and therefore to pursue thoughtful and purposeful work in

the world. In the pages that follow, we share some

approac hes to monitoring and evaluation that seek to

render developmental proc ess transparent. 

Rubert van Blerk’s opening artic le offers a vivid ac c ount

of a prac tic e that is always monitoring, observing inwardly

and outwardly, not as duty but as an integral part of the

prac tic e itself. A version of this artic le was shared during

one of our Homeweeks, in whic h CDRA prac titioners share

and learn from prac tic e. In this sense, both the experienc es

desc ribed within it and the artic le itself, are examples of

monitoring done in a very partic ular way.
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During the Fellowship programme*, which has recently

ended, I met with a small group of participants to

present a case study. I had asked the group to read my

account of an initial meeting I had with a prospective

client where a request made for our services was

explored. In this case field workers in the client

organisation were being exposed to the trauma suffered

by victims of poverty, causing them to experience

severe distress. The request was for facilitation of a

session where they could share thoughts and feelings

related to their experiences and to look at ways in

which the organisation could better support them.

This account of my first encounter gave very vivid

detail about what I had observed in the client as well

as what I observed in myself i.e. my thinking and

feelings at the time.

The Fellowship programme had from the outset

engaged with view of the ‘social’ as a living process

and that the practice of intervention involved more

than just acquiring skills and methods, but the develop-

ment of a form of consciousness, more holistic in

orientation enabling greater accuracy in the ‘reading’

and appreciation of the complexity being encountered

in the work. A key notion in this approach is an

acceptance of our own participation (conscious and

unconscious) in the phenomena (social context) that

we have been called to engage with. This case study

was one of many exercises to help participants engage

with social phenomena in a challenging way in order

to hone our developing practice. Our group process

was a simple one – the group members had to read

the case study and then come back with comments and

questions which would form the basis of a conversation.

The following is an extract from what they read: 

It was a warm sunny afternoon with a strengthening

south easter, a typical early summer day for Cape Town.

After moving through the security gates, I was greeted by

the receptionist in a large airy room in the centre of the

building. Very neat and well maintained, I thought as 

I tried to busy myself looking at some photos displayed

on a notice board situated above a cushioned bench. 

I was then received by the programme coordinator who

introduced me to the director. I smiled in acknowledge-

ment. Then the staff room at the back of the building,

next to the kitchen. Large windows revealed an area

where vehicles were parked shaded by a flourishing

creeper and an outbuilding. Again a feeling of warm

spaciousness. I was introduced to three other staff

members. We sat down; I declined tea and asked for a

glass of cold water. I hastily scribbled their names on my

notepad to avoid forgetting, as my mind began to race,

something that tends to happen at the delicate moment

of meeting for the first time.

Emptying and doubt – 

some raw thoughts 

about observation in practice

Rubert van Blerk

* A two-year professional formation programme that aims to

support the establishment of a highly skilled body of development

practitioners capable of working developmentally with complex

situations in unfolding and unpredictable social circumstances. 
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With introductions over, the ball was now in my court.

How would I begin? I gave an account of what I already

knew out of the telephone conversation and the purpose

of this meeting, really just to get to know each other and

provide further opportunity to explore the issues, the

questions people had and beginning to look at how I

would be able to assist.

That out of the way, the conversation was now open. One

spoke of how the people that they worked with offloaded

their life experiences on them and how they felt overtaxed

and burdened. Another about the need to ‘draw the line’,

to have clear boundaries to safeguard yourself from the

pain which characterised the lives of the community

members they were supposed to help. There was an

account of a potential beneficiary of the programme

who had attempted suicide. I could not fail to notice the

struggle to maintain composure as tears welled in her

eyes on recounting the story of this young girl. Four times

a year there would be field visits and they would come

back to the office feeling weighed down. At times they

had to be ‘hard’, this was difficult and it also formed a

dynamic between them on the panel whose task was to

decide which applicants would qualify as beneficiaries

of the programme following a set of criteria. Often they

would find themselves batting for their own group of

applicants. Then someone reminded colleagues that the

conversation was at risk of overshadowing the numerous

successes which had to be celebrated as well. For some

time already the organisation had acknowledged the need

for some space so that individuals could debrief – it was

fondly called a ‘huddle’ session. However this was

quickly followed by getting back to work because there

was so much to do, reports, admin and forward planning.

And this had become a pattern out of which they were

unable to break free. There was a realisation that change

was necessary if they wanted to remain motivated and

avoid burnout.

I meandered through this, trying to listen, at times losing

the thread of the speaker in the midst of my own thoughts

and reactions with mounting anxiety. And during my

responding, I was talking too much I thought, at times

breaking the momentum and flow of the conversation.

What was my role here I thought, a counsellor reflecting

feelings and showing empathy in response to the

expression of pain or a development practitioner helping

them to see themselves more clearly and unblocking

hidden resources to move beyond the current impasse?

The director raised the issue of practice. Yes!, I thought,

an opening to steer this conversation towards this relevant

issue, but why was it not me to bring it up in the first

place? How was I doing my job, it was so obvious an issue?

I could sense that the meeting was coming to an end;

someone had taken a glimpse at a wristwatch. It was

agreed that there would be an intervention and a

projected date. I would facilitate a staff reflection after

completion of the November field trips. There would be

sharing and ventilation of experiences, at the same time

engaging in a process to further both individual and

organisational learning. Out of this we would also hope

to find more clarity regarding the developmental

questions and challenges being faced and assess the

potential for further accompaniment by the CDRA. 

I drank another glass of water, noticing how dry my

mouth felt at the end of the meeting and promised 

a proposal by the end of the week.



A remarkable and thought provoking conversation

followed the reading of my case. Something stirred for

me out of the discussion and feedback that took place.

Let me take you into my confidence by sharing with

you some ideas and feelings about practice that have

been amplified through this experience.

I still regard myself as being a relatively new practi-

tioner in the development sector. Despite this, certain

feelings and questions I have lived with in previous

working contexts have persisted, again emerging in

this case study. My tendency to feel doubt and anxiety

about entering the unknown and somehow perceiving

myself lacking in confidence to engage the pheno-

menon of the client system. For some time now I

have been able to reframe the anxiety I tend to feel

when entering a new situation, seeing it as a healthy

tentativeness that would keep me awake to, respectful

and appreciative of the client’s dilemma and my

‘participation’ in that situation, hopefully without

risking being consumed and immobilised. On the

other hand there is also a need on the part of the

practitioner to be on the outside without risking the

loss of authentic responsiveness to the client’s

situation and therefore imposition. There

is a need to hold the tension somewhere

between passion and dispassion. I can so easily get

inside of myself and the client, a temperamental issue

I guess, yet entirely necessary for building relationship

through empathy and understanding, but potentially 

I run the risk of losing the outside view.

So how does one deal with this kind of mutual

opposition (polarity) encompassing these two critical

areas of awareness, that of being both inside and

outside of a situation in practice? My sense is that the

preference is for the relative safety of the outside, doing

the business of providing answers rather than living

and grappling with the deeper questions and complexity

of the inside. At times I am quite envious of those who

have all the answers and frameworks. How blissful it

must be to have all these tools and models couched in

clever language having universal applicability. Un-

fortunately this caricature may not be too far fetched

in the present day. Still there may be other perspectives
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to my feelings of doubt and anxiety. Whether they

relate to questions about experience, expertise and

personal conflicts should be a continuous focus of my

own process of professional and personal development.

However returning to the question I am reminded of a

thought provoking insight offered by a colleague in

response to my case: “I think that your anxieties fill up

space that needs to be occupied by your emptying” and

another, “when can doubt be a quality rather than a

confusing cacophony of voices in your head?”. There are

two ideas here, one of emptying and the other of doubt

as a quality which I will attempt to explore a bit further.

I have already hinted at the usefulness of anxiety as

an emotion in the context of practice. Anxiety in the

normal sense results in a particular physiological

response to perceived threat by keeping us vigilant.

Though not entirely in a physiological sense one can

still argue that vigilance is a necessary condition for a

truly responsive practice. This form of tension can help

to keep us questioning and interested, holding us alert

to fully apprehending the unique dynamic of the client

system but equally important, to keep us conscious of

what we bring to the situation, our very own strengths

and frailties. Is this perhaps descriptive of the ‘emptying’

that my colleague referred to during the case study?

However in this case the notion of emptying was raised

in response to what was perceived as a more neurotic

form of this emotion coming through the sharing of

the story. So again a kind of paradoxical element

emerging out of an emotional response to the client’s

situation. Perhaps the ‘neurotic’ anxiety I am speaking

of here is the one which either leads us to patron-

isingly identify with the client’s problem (stuck on the

inside) on the one hand or our need to offer expertise,

therefore hasty diagnosis and prescription on the other

(stuck on the outside).

Can emptying therefore represent a kind of conscious-

ness where the practitioner can simultaneously be both

inside and outside of a situation? Straying to either one

or other side of the continuum will mean persisting

with that which is familiar and may I say snug. Truth-

fully every moment that we experience as we pursue

our work is everything but familiar and part of that

which is different is to be seen in our very own reactions

to the situations we find ourselves in. But do we allow

ourselves to appreciate this fully? The challenge in

practice is therefore to recognise the need to meet

every situation anew, curious and interested, open to

being surprised. The notion of emptying suggests an

activeness, consciously allowing space in which you

are able to experience self and the situation more fully

both from the inside and outside. The image that

comes to mind is that of breathing. The diaphragm

expands creating a vacuum in the lungs that allows the

life giving air to be experienced. Can you picture your-

self breathing (deeply or shallowly) into the situation

which exemplifies your practice. In this sense the story

of myself and the client must be seen more as an

aspiration than a demonstration of this intention. The

new may not have emerged in the situation itself, but

through reflecting on it and conversations with like-

minded colleagues.

It may be helpful to see emptying as a quality of

observation that takes us beyond that which is known

into the realm of what we do not know and even what

we may prefer not to know. Breaking with familiarity is

not easy and will demand a degree of courage on our

part. Is this perhaps the source of some of my anxiety?

David Whyte’s words add further illumination in this

regard:

“It seems to be the nature of any new territory that we

arrive on its borders flat broke. Any new world seems to

demand dispossession and simplification. We look back

in longing for our previous comforts, which, for all their

smallness and poverty, at least had the richness of

familiarity.”*

One could even superimpose the words emptying and

essence over dispossession and simplification. Making

meaning is a critical outcome of our practice and a
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* I would like to acknowledge the contribution made by Catherine Collingwood, one of my Fellowship colleagues, who shared this quote

with us during the course.



necessary condition for conscious change to occur. It

is a precursor for fluidity and movement to arise,

bringing energies together that allow for shifts to take

place in the situation. But seemingly this requires a

dispossession of sorts, a letting go of, giving up, losing

that which is known and dear to us at least on some

level. How can we as practitioners both suspend and

allow everything that we are, and that the situation is,

in a way that creates enough of a ‘hollowness’ to be

filled by something fresh and new, an essence sending

tremors through rigid foundations? In all honesty I don’t

know, but the question fascinates me deeply and does

indeed stimulate a number of thoughts: Acceptance of

our own participation, that we also add a dimension to

the complex dynamic of the situation into which we

intervene. This requires an openness and sense of

responsibility It would demand an appreciation of the

element of polarity in complex social situations.

Acknowledging the limitations of our thinking and the

prevailing dominant paradigms for making sense of

the social condition. We need to seek new ways of

understanding and making sense of our world. Here we

are referring to a consciousness that goes further than

cold analysis, but incorporates a more encompassing

grasp of what is truly human.

Finally I want to turn to the notion of doubt. I’m

always wondering if I have the capacity to really under-

stand the client’s situation and to offer something that

genuinely addresses their questions. Yet I do have skills,

a competence accompanied with experience that could

make me an expert in certain situations. However the

doubt persists and I wonder how it could be seen as

something that would facilitate my ‘emptying’? It’s

difficult to conceptually pin down the notion of

emptying, but I think that doubt forms a key element.

Turning this doubt into a quality rather than a

distraction as implied by the ‘cacophony of voices’

during the case study is a formidable challenge. Doubt

and uncertainty are as much an aspect of the client’s

experience as they are the practitioner’s. In today’s

9



world the tendency is to seek an antidote for doubt, even

settling for denial in the quest for certainty. Therefore

the client demands certainty and the practitioner

offers it. Doubt can begin to become a quality when

the act of not knowing can be as deeply valued, if not

more so, than the act of knowing.

This would mean acknowledging or even celebrating

the ignorance being experienced. I try to imagine a

different paradigm in which such attitude and thinking

formed a foundation. And then I wonder if the conver-

sation and encounter with my client would have

happened in the same way. There may have been

more questions and perhaps the diagnosis would have

been different. Perhaps the sorrow that lived so close

beneath the surface would have been expressed more

freely. I may also have been able to share my own

feelings and thoughts more honestly. And how would

this have contributed differently to the situation that

we were confronting together?

Can we both be in these situations fully and yet be

enough on the outside to see ourselves and the situation

become an unfolding narrative as if we were watching

a movie? In doing so we have to let go of certainty,

otherwise we remain trapped in the realm of that

which is known. Here our observation is not just

about them but also about ourselves and in both cases

consisting of huge tracts of unexplored territory yet to

be discovered.

It’s so much harder to maintain such a dispassionate

distance when dealing with the social. The social is

not like nature which we can appreciate and marvel 

at literally from a distance. Watching a wild animal

meeting its death is very different to witnessing the

effects of poverty and hunger on a young African

child. It does not require robust thinking to see the

inextricable connections between the different

societies in our world today. This may be an extreme

example but the contention remains that we are so

much part of the situation that we are intervening

into, co-creators of, the social dynamic we find ourselves

in. Boldness is therefore a necessary part of a develop-

mental practice because we have to face ourselves if

we are to enable others to do likewise. And with this

mindfulness we begin to grapple with the paradoxes

that are so much a part of our lives and, for that matter,

human development.
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Returning to the case study. What has amazed me was

how what was observed in such a short encounter could

have excited so much thought and conversation. How

many thousands of meetings are taking place at any given

moment in time? And how are they being observed? I am

left with this stirring thought: Can I begin to see myself as

a container being filled with thought free of presumption,

perception freed from the inanimate and emotion free of

projection? How can one achieve such emptying? This

idea, although daunting, fills me with immense

excitement and probably represents a pursuit that extends

beyond what is humanly possible, but nonetheless what

an amazing ideal, and worthy of the energy expended.

Ultimately the practice represents a continuous striving, a

continuous extending as new concepts become fixed in

the face of the ever unfolding course of development. If

this is true, then we as practitioners will always have to

contend with the fact that we meet every situation anew

or as so aptly put by David Whyte, ‘always arriving flat

broke’. Although posing a somewhat intimidating

challenge, this insight has also created new spaces 

and a kind of freedom that inspires confidence, 

trust and possibility yet unimagined.



CDRA’s work inc ludes responsive c onsultanc y with

development and other c ivil soc iety organisations and

provision of c ourses that aim to support and strengthen

developmental prac tic e. 

One of our c ourses offers an approac h to planning,

monitoring and evaluation (PME) that integrates these

ac tivities into the learning func tions of the organisation.

Offering both c onc epts and applied methods, it suggests

to partic ipants ways of building rigorous and reliable

organisational systems that simultaneously bring learning

to the c entre of internal organisational life. These hold

potential to result in good prac tic e, trust, transparenc y

and ac c ountability.

The first short artic le that follows is by Judith Smith

Vialva, a partic ipant on a rec ent PME c ourse and Direc tor

of a Cape Town based NGO, the Southern Afric an Media

and Gender Institute. Here Judith offers an ac c ount of her

experienc e of the c ourse and some of her resultant thinking.

On the next page, we share the reflec tions of Tanya

Goldman, Projec t Manager of Cape Flats Nature, a partner-

ship projec t of the City of Cape Town, The South Afric an

National Biodiversity Institute, the Table Mountain Fund

and the Botanic al Soc iety. Cape Flats Nature implements

the sustainable management of four c ity nature areas in such

a way as to benefit the c ommunities that surround them.

In this artic le, Tanya desc ribes her experienc e of an

external evaluation fac ilitated by CDRA prac titioners. This

evaluation engaged the proc esses of organisational life,

working with its many and diverse c ollaborators, seeking

to yield c lear desc riptions of the projec t’ s ac c omplishments

and diffic ulties, while simultaneously building c apac ity to

engage c onfidently with these in the future.

The last short artic le in this sec tion gives a point of

view on monitoring and evaluation from a CDRA Board

member. Board members of the CDRA are themselves

ac tive in development and here we have used the

opportunity to share some of that thinking from one Board

member, Judith Mtsewu. Judith’ s artic le shows c learly how

thinking about these issues in one c ontext c an shed light

on the same issues when they oc c ur in another.

Eng ag ing  the  e ye s  o f o the rs



A course participant

Judith Smith Vialva
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There are many words one can use to describe the

workshop: Developmental Planning, Monitoring

and Evaluation, facilitated by the CDRA during

May 2006. However if I was asked for one word to

express my experience of this practicum, it would be

WOW! 

This has really been one of the most exciting and

informative workshops I have ever attended. Not

often does a workshop support or encourage the idea

of reflection and questioning of one’s work, practice

and the very foundation upon which one supports

developmental systems. From the first moment that I

entered the home of the CDRA, I could feel some

changes that I would like to see in our practice. The

welcome, the camaraderie and the general feeling

that developmental work is a worthy cause to pursue,

enabled me to open my mind to the week ahead.

The methodology used throughout the 5 days,

made me rethink and reflect on how we do our work

back at the office. Seldom do we share our

experiences in a way that makes for interesting,

exciting and informative horizontal learning. Usually

our projects and programmers are reported on in

narrative form (boring) with a couple of photographs

chosen at random to add a tincture of creativity. At

this workshop, we were encouraged to use colour,

drawings, stories, creative thoughts and above all, good

questions to express our positions. 

The facilitator clearly had the most exceptional

skills in dealing with a diverse group of people. Amongst

us were donors, directors of NGOs, independent

consultants, field workers, project managers and other

development workers. This in itself is a challenging

group to manage due to the many different positions

held on issues. The exercises and case studies really

brought home the various approaches one could and

should use in dealing with issues in development. 

One often overlooks or forgets the simple guidelines

that build good practices. The need to build good

relationships, to reflect on past learnings as well as the

need for more consultative processes with beneficiaries

and other key role players. All too often we become

comfortable wrapped in our cocoons and fail to see

the bigger picture. 

This workshop was a wake up call! A clarion

resonating loudly in my ears, calling for action and

change and a recipe therewith to consolidate our

learnings and develop a ‘good’ practice to bring about

a fulfillment of our aims and objectives. In a few

words, which the CDRA uses to describe the objective

of the workshop: “Enabling clarity, direction and

support”! 



I initially approached Sue for advice on developing a

terms of reference for Cape Flats Nature’s evaluation,

without knowing that CDRA did that kind of thing ...

I just thought she may have good ideas. I have ex-

perience in evaluation as an applied social researcher,

but was at a loss as to how to go about framing the

external evaluation of a project I was managing!

I also asked Sue for advice on developing case

study writing skills in my team. It was part of our brief

as a project to learn lessons from our work, and every

member of the team, including the nature con-

servators, had it in their work programme to write a

case study of their work. The team challenged me to

give them the skills to do it. Again, I’ve done writing

skills training before, but …

Now I think my feeling of being lost with these

familiar tasks was because I was looking for something

more than what I knew. Something that went beyond

the logical framework that guided our work pro-

gramme, our systematic reports to donors with all the

necessary facts and figures neatly filed, and even

something more than the participatory processes I was

familiar with. Something about doing case studies

that wasn’t about writing skills. Something that wasn’t

just about a report. Something that added value

through the process. Something that left us having

learnt something we didn’t know before, and able to

act on that knowledge.

We got the ‘something more’ I was looking for.

The evaluation involved the institutional partners

in the Project Advisory Group and the project team

in framing the issues, providing input through

interviews and framing the outcomes. Community

stakeholders were involved through a Champions’

Forum dedicated to the evaluation process, and some

additional interviews.

This is the type of participation I am familiar with.

But the process was different because it wasn’t just

about how well or otherwise we’d done, but also

about where we wanted to go and what needed to

shift in the relationships – within the team and

between the project and its partners – to get there. It

not only exposed some of the inherent tensions in the

design of the project, but took us through a learning

process that contributed to us understanding and

managing these tensions better. It was as much an
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A client

Tanya Goldman
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organisational development process as it was a project

evaluation.

Sue and Rubert engaged with everyone with

empathy, but also challenged us to identify the

blockages and ways through or around, or different

paths. For me as the Project Manager from the start, 

I often felt insecure and judged and wrong in the

process, but I knew for sure that this judgement

wasn’t coming from the evaluators. This helped to

work through what I needed to act on from the

feedback I got and how to do this, although it did still

feel lonely at times!

The project team also contributed to the

evaluation through the development of case studies.

The case study workshop was about listening and

story telling, rather than writing! It presented us with

a methodology for sharing lessons, dilemmas and

challenges in a creative and supportive way. It

developed the attitude for sharing and listening as

equals in a learning process.

The evaluation report was sharply analytical and

refreshingly short and easy to read, although some

members of the team found the language too complex. 

Some institutional partners were frustrated that some

outcomes of the evaluation told them things they knew

already, but I felt it was an important finding that the

underlying assumptions of the project design were

sound. Others found it insightful and “very, very fair”.

We shared the outcome of the evaluation in the

conservation community, and were surprised by how

well it was received. We were one of the few projects

to have commissioned an external evaluation, and

also stood out because we didn’t hide the real weak-

nesses that were exposed, but rather acted to rectify

them. We also used the evaluation as the basis to write

a booklet about the lessons of our first three years,

‘networking people and nature in the city’.

The impact of the evaluation process on us as a team

has been profound. Nine months later, relationships

between the core project team and the conservators

have matured dramatically and our monthly case study

workshops are rich with the diversity of voices and

ideas. The institutional relationships have taken further

process work to work through, but the project team

was empowered by the evaluation to understand the

tensions more clearly. 



Having worked in Academic Development at two

separate tertiary institutions, I soon learnt that the

value of my work and our work as the Writing Centre

was determined by the number of students we saw per

day, per week, per semester and per year. Often we

were reminded of the importance of record-keeping

because, as my former Head of Department pointed

out, “we had to constantly justify our existence and

funding requests to the university.” In the first

institution, the client to be provided with statistics

reflecting the utilisation of the Centre was the donor

and in the second institution, it was the university

funding agency. 

I struggled with this kind of evaluation of our

programme because I felt it missed the purpose of the

Writing Centre. How did the numbers say that what

we were doing was effective? Could I really say with

conviction that I had made a positive impact on the

students I had seen? Did students actually “write

better academically” after a consultation, which is

what we were striving for? I felt strongly that numbers

did not conclusively answer this. But what this

principle assumed was that quantitative measure is

always appropriate, through the use of objective

measure to evaluate performance. 

Often donors and funders expect organisations to

report on impact of programmes and interventions.

But how many of the real benefits of government and

non-governmental organisations’ activities lend

themselves to such measurement? Ultimately what

these institutions concern themselves with is not

profit, but often qualitative changes in people’s lives.

So how does saying that NGO XYZ serviced a number

of community groups and non-governmental organi-

sations give insight into the quality of that intervention

as well as its impact? 

Furthermore, to organisations, often the indicator

to be measured might be very different to that

prioritised by the people on the ground, in my case

the students. I was interested in how many of the

writing principles they understood and were applying

in their written work. To them, the core indicator of

the value of our work was getting an A whereas for us

it was writing a paper, that was clear and coherent,
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A Board member
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had a logical argument, integrated other sources well

and answered the question, amongst others, even if it

did not get an A. This leads to the question of who has

the right to decide on the criteria of the evaluation

process. 

Through this experience I also learnt that evaluation

is about power relations. A notion that is rarely

acknowledged. It is a fact that it is often a person or

organisation in a position of authority and power that

exercises evaluation over subordinates. In my case, I

was made aware of this when we introduced an

evaluation sheet which students needed to complete.

We noticed that there was very little critical feedback

of our work. Obviously this might have meant we

were really very good at what we did. But it could also

be interpreted as students giving feedback which they

thought we wanted to hear, because of the power they

assumed we had. Often their question to us was “what

will happen with this form?”. We later learnt that they

feared these forms would be handed over to the

lecturers, despite our assurances that they would not

be. In the organisational environment, CBOs and

17

NGOs might fear losing access to funding opportu-

nities if they insist on reporting on qualitative impact

rather than statistics, or worse if the numbers are not

high enough. This can lead to organisations focusing

on increasing statistics just to ensure continued

access to donor funds.  

To conclude, monitoring and evaluation cannot

just be about numbers, especially when the objective

is to achieve qualitative impact. Monitoring and

evaluation has to include both elements of quantitative

and qualitative monitoring and evaluation methods

so as to address the shortcomings of each method.

Furthermore, it can also not be a decision that those

in positions of authority make without the input of

those to be evaluated. Their inclusion is likely to

lead to a buy in and a greater chance of success of

the intervention. But does this apply in all cases? It

would, of course, be very difficult in my Academic

Development example to consult with all students

when deciding on an evaluation tool, but I certainly

see it working in organisations within the civil

society sector. 
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A s to ry fro m prac tic e  …

A review process of a big development project brought together key stakeholders in a three-day

process. The presentations from the experts and field staff focused on achievements of activities and

how the financial resources had been spent. After the presentations and discussions, which not all the

farmers, who were the ‘ultimate beneficiaries,’ could follow, the farmers themselves were given

opportunity to share their experiences of what it was like participating in the project. One of the

farmers stood up and shared the following:

“I am a livestock keeper who was fortunate to have the opportunity to be part of this big project.

Together with my peers we decided to engage in an improved dairy goat project. I have to confess that

this project has changed my family life. I am traditionally a polygamist, married to three wives. 

Before the project most of the household chores were done by my wives and I was doing the

supervision. This is typical in my culture, the role of the man is to supervise and oversee the women.

The involvement of my family in this project introduced different dynamics into the household; the

way in which we relate and share roles/responsibilities has changed. 

The project in which we participated included a number of activities which required that, as a family,

we discuss and make decisions about how we were going to allocate roles and responsibilities around

the household. The outcome of such allocation is that everybody, including myself, is seriously

involved in the household tasks – there is now a lot of sharing of responsibilities between me and my

wives. This has also improved our relationships. I find this interesting and exciting; even more

exciting than the goats I have and the milk I am producing.”
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The theme for this year’ s annual report was inspired by a

c ollaborative learning proc ess with peers and organisations

with whom we enjoy c ollegial relationships and who are

c ommitted to innovative and radic al thinking about develop-

ment prac tic e and organisational learning proc esses. In

February 2006 a group of prac titioners from seven organi-

sations that engage in regular organisational learning

proc esses c ame together to share experienc es and stories

of their learning journeys. The organisations were Cabungo

(Malawi), Olive (Durban), Educ o (Cape Town), Intrac

(Oxford), EMG (Cape Town), Trac e (Tanzania) and CDRA. The

partic ular interest of this gathering of prac titioners was how

learning organisations relate to monitoring and evaluation.

In this proc ess the group of prac titioners explored

monitoring and evaluation as organisational func tions that

are related, but not identic al and that fulfil spec ific  purposes

within the organisational system. The organisations that

partic ipated in this c ollaborative learning proc ess all c ommit

to regular learning processes that enable them to c onsc iously

and c ontinuously reflec t on their work, learn from their own

experienc es and draw learning whic h is used to improve

future ac tion and prac tic e. Through sharing experienc es of

their unique and partic ular learning journeys, it bec ame

evident that these organisations fac e questions about their

own monitoring and evaluation prac tic es. Similar to many

other prac titioners and organisations they fac e demands to

monitor and evaluate their work in ways that are meaningful,

appropriate and c reative. While the group ac knowledged

the importanc e of monitoring and evaluation as organisa-

tional func tions, they simultaneously expressed c onc ern

and frustration at the growing emphasis on monitoring and

evaluation in the development sec tor. 

As part of the development sec tor we have been witness

to discussions and deliberations on monitoring and evaluation

over many years. On c loser observation we see how we are

stuc k at the level of tools, methods and instruments – for

instanc e the logic al framework – the limitations of whic h

we are fully aware, despite its c ontinued use. As part of our

own learning we have often wondered and questioned

where the real value of monitoring and evaluation lies; we

would suggest that it may lie at the level of orientation and

purpose rather than that of method. 

We have seen the pre-oc c upation with ‘ effec tiveness and

effic ienc y’  in the development sec tor.  In spite of all the

efforts, it remains questionable whether the shifting foc us

and debate have c ontributed towards c larity on monitoring

and evaluation, or indeed, c larity of purpose and effec tive-

ness of prac tic e. Despite the limitations of current monitoring

and evaluation prac tic e, there seems little intention to

shift away from the dominant paradigm that shapes it –

externally-driven, top-down, event-type – towards more

inc lusive, partic ipatory prac tic es that foc us on outc ome

and impac t, explore alternative approac hes to c ollec ting

and sharing information and allow for fac ilitation of genuine

human c onnec tion.

Here we offer a partic ular perspec tive on monitoring and

evaluation: one that c hallenges the dominant paradigm and

the prac tic e that flows out of it. In our view, what is missing

in the c urrent monitoring and evaluation prac tic e is an

orientation and approac hes that integrally link monitoring

and evaluation to organisational learning proc esses. We

share some of the ideas, insights and learnings that emerged

from that partic ular gathering of prac titioners and have

been deepened through the CDRA’s own ongoing reflec tion

and learning proc esses. These ideas, insights and learnings

are offered with the intention to stimulate further c onver-

sations and ongoing dialogue among the broader c ommunity

of development prac titioners. 
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St riving for e f fic iency: a  result s-orient a t ion

and manageria l ist  approach t o monit oring

and eva luat ion

Currently, in development, many questions are asked

about the value of interventions; development organi-

sations and practitioners increasingly face demands to

measure the results of their interventions – they are

challenged to concretely show the difference they are

making in the lives of impoverished people. There is an

increasing demand to demonstrate the effectiveness

and impact of development interventions.   

This urgency around ‘results’ continues to shape

monitoring and evaluation as organisational practices

in the development sector. Flowing out of such thinking

is an instrumentalist managerialist approach to

monitoring and evaluation that is mechanistic, and is

about expert-driven processes that focus on outputs,

activities and indicators. They confine themselves to

narrow definitions of accountability. Such an instru-

mentalist management approach tends to focus on how

resources are delivered and utilised and is inclined to

use monitoring and evaluation as an exercise through

which outputs are controlled according to contractual

Transparency of process – monitoring and

evaluation in learning organisations

Nomvula Dlamini

“Where managerialism is the ism to make all isms wasms, 

the new 200 Dewey Decimal, the delirium of our age” – 

Jeremy Cronin



obligations and agreements. Although this instrumentalist

management approach to monitoring and evaluation is

striving for efficiency, it often interferes with the

intention of organisations to stand back from their

‘doing’ and genuinely try and see how things are going. 

In trying to understand the urgency around ‘results’

we recognise various realities within the development

sector. Over the last number of years the increase in the

volumes of development aid has resulted in increased

conditionality – recipient organisations and governments

find themselves having to satisfy a great deal many more

externally-imposed conditions from donor agencies.

While such action is appreciated, it has also resulted

in the need for much tighter accounting by recipient

organisations and governments. As a consequence,

upward accountability has become stronger and less

attention is given to the real institutional and social

issues that these initiatives are meant to be tackling. On

the whole, this strong upward accountability does not

nurture sensitivity to or awareness of being accountable

to the full circle of relationships within the system.

Imposed accountability systems interfere with and

undermine the development of genuine partnerships

and human relationships that are vital for the

achievement of the very developmental goals

and transformational purpose being pursued.  

While there is value in improved manage-

ment practices, results-based planning,

monitoring and evaluation have become rigid

instruments within organisations that have

focused on results rather than

relationships and process. While

instrumentalist management

practices may have improved

efficiency and enabled us to

account for the allocation and

use of resources, they have not necessarily made us

more conscious of and able to build the very relation-

ships that our practice depends on. Inherent in such

an instrumentalist management approach is a strong

tendency toward control rather than trying to under-

stand things.

For us this growing demand for more effective

monitoring and evaluation is an indication that the

development sector continues to struggle with the flow

of information between the different role players.

Information sharing has taken the place of communi-

cation and ‘relationship’ has not necessarily been core.

We see highly refined mechanisms for extracting more

and more information. Alongside this, we notice

recipients of donor funding beginning to question the

usefulness of the information that is being demanded

and observations that while the one-directional flow of

information persists it has not been accompanied by

clear questions about what we need to know and change

in order to increase effectiveness.

The challenge therefore is to explore

approaches to monitoring and

evaluation that would enable

us to let go of control and

open us to the risk of

making meaning out of our

work, allowing new forms to

take shape, enabling us to

see these and learn from

what is emerging. An

orientation that allows for

flexibility in terms of

responsiveness and adapting 

to changes within the environ-

ment and the system being

intervened into. 
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‘ M anaging pover t y away’

There are also growing demands for development

organisations to show the specific difference they are

making to poverty reduction, using monitoring and

evaluation techniques 

Indeed, poverty remains an elusive challenge. The

wealthy countries of the world are committing larger

volumes of development aid to address poverty in the

rest of the world. The call from global civil society and

(global) icons for an end to poverty and practices that

dehumanise and exclude has resounded all over the

world. We remain conscious that poverty, including all

related social ills, has been part of the context of

development for a long time. Over time we have seen

how poverty has become politicised and proved

increasingly difficult to deal with. We see how all

sectors of society – the state, the market and civil society

– are struggling to find ways of addressing poverty. 

In the “war against poverty” we continue to observe

the influential role that donor agencies continue to

play – their involvement and support for the poverty

reduction strategies and policies (PRSP) and millen-

nium development goals (MDGs) of developing

countries has been accompanied by an expectation of

quicker results. We are aware that resources have always

played and continue to play a role in development.

But there seems to be a fresh understanding of the

power of resources and the role they play in different

development agendas. The way in which resources are

used to drive processes and the power associated with

this is cause for concern. We have seen how struggles

with addressing poverty have resulted in frustration

and some of this frustration has been directed towards

those who are recipients of such resources. Increasing

demands are made of them; they not only have to

demonstrate that they are making progress in terms of

addressing poverty, but are challenged to demonstrate

and measure the results of their interventions. 

Further, we observe in the sector more complex

mixes of development aid and complicated channels

through which resources flow. So, there are higher

demands for disbursement by those who provide the

resources. In the same vein, they demand quicker

disbursement and with greater effectiveness and

efficiency. Subsequently, recipients of resources, whether

they be governments, development organisations or

communities themselves, experience an increase in

pace accompanied by increasing pressure for demon-

strating the effectiveness and efficiency with which

resources are utilised. 

Somehow an illusion is created that the quicker the

resources are distributed, the bigger the ‘impact’ on

poverty and this is coupled with an almost over-

whelming belief that poverty can be effectively and

efficiently ‘managed away’. This urgency around the

need to demonstrate ‘results,’ specifically with regard

to poverty, has resulted in an emphasis and focus on

monitoring and evaluation.    

Holding t ensions

At the same time, we must accept and recognise that

our sector has benefited much from incorporating

improved management practices. There are aspects of

our work that are about defined, time-bound projects

delivering measurable resources and services. For this,

conventional planning, monitoring and evaluation is a

useful way of holding ourselves accountable. It has

ensured that we take responsibility for and are able to

account for the use of resources. 

However, there are also aspects of our work that are

not defined by time-bound ‘deliverable’ projects. These

aspects live in the realm of the invisible and intangible

and we have to take responsibility for accounting for

these as well. While we monitor and evaluate with

ease the use of resources, we should also be in a position

to monitor and evaluate the deeper, more subtle

changes that result from our interventions. 

However, there is constant tension for those develop-

ment practitioners and organisations committed to

nurturing a developmental approach to monitoring

and evaluation. They remain torn between proving

that they too can work with rigour and exactitude,



while remaining committed to transforming systems

and practices (including monitoring and evaluation)

that exclude, and constrain freedom, responsibility 

and autonomy.  

We recognise that even in an instrumentalist manage-

ment approach, monitoring and evaluation is linked to

a form of learning. However, in linear, mechanistic-

type applications, monitoring and evaluation is central

to learning that adjusts interventions towards achieving

what was planned. The emphasis is still on achieving

the objectives that were identified during the planning

phase.

It is only when we acknowledge the limitations of an

instrumentalist approach to monitoring and evaluation

that we will feel challenged to explore the kind of

orientation, processes and relationships that will

enable a more creative, meaningful and appropriate

monitoring and evaluation practice at all levels within

the development sector. 

We believe that organisations that engage in

regular learning have some experiences to

share about creative organisational processes

that focus on learning to address issues of

accountability, monitoring and develop-

mental impact. What we have in mind here

is transformational learning. This is the kind

of learning that goes beyond simply

adjustment in order to achieve

objectives. It expands

consciousness and

shifts thinking, feelings

and action in ways that

are dramatic and

irreversible. 

How do learning organisat ions re la t e  t o

monit oring and eva luat ion?

For those engaged in organisational learning, monitoring

and evaluation is shaped by a different paradigm. These

practices are embedded in the most fundamental

learning orientation and attitude and are seen and

engaged with as an integral part of their work and

practice. For them monitoring and evaluation is not

something that is external to or separate from the work

and practice of the organisation; it lives at the core of

who they are, what they do and how they relate to

others and the world in which they pursue their

developmental purpose. It is a process that is deeply

ingrained into the way the organisation works; it lives

at the core of its identity, practice and dominant

orientation. Some of the features include: 

A questioning orientation 

A learning orientation causes

organisations to constantly and

continuously question them-

selves. Not only do they

question their actions; they

question their organisational

purpose, the processes through

which this is pursued and the

contribution they seek to

make in their environment. 

A questioning orientation is

central to a learning culture

and practice. For learning

organisations, monitoring and

evaluation at their best, should be

23



24 C D R A  A n n u a l  R e p o r t  2 0 0 5 / 2 0 0 6

an orientation to practice that entails constant and

continuous questioning of organisational purpose,

actions and practices.

Both these organisational functions should be

informed by a genuine and honest commitment to

stand back from the ‘doing’ with regularity and reflect

on how things are going. They should become critical

functions through which the organisation constantly

assesses whether it is successfully translating its strategic

intent into action. A commitment to good monitoring

and evaluation demands an ongoing process of

dialogue through which the organisation seeks clarity

about its sense of self and through that gets drawn into

facing its connection to others. A questioning orien-

tation should, therefore, lie at the heart of monitoring

and evaluation and be integral to the orientation,

culture and practice of the organisational whole and

all those within it.

Engaging in regular learning demands that

monitoring and evaluation be built into the regular

organisational processes in a way that ensures that they

become integral to the thinking and doing of the

organisation. When viewed in this way, as an orien-

tation to practice, these organisational functions

become the source of questions for ongoing learning

and development. Monitoring and evaluation become

integral to organisational processes that build the

independence, strength and competence of organi-

sations, and seek to enhance their transformational

purpose. In other words, monitoring and evaluation

that is integral to the life of the organisation becomes

a true source for capacity enhancement.

Transforming power relations

Once an organisation starts to engage in organisational

learning in a more conscious and purposeful way, its

relationships start to change. This starts with the

relationship to self; organisational learning causes the

organisation to see and think of itself differently. This

then moves on to its horizontal relationships – the

interconnections that sustain it and connect all

involved to the source of their collective power.

Externally-driven monitoring and evaluation does not

provide organisations with the space, relationships and

freedom that enable expansion of their horizontal

relationships. On the contrary, it undermines con-

nections that enable realisation of collective power. 

Learning challenges individuals and organisations

to be true to self and to others; it demands courage,

honesty and integrity. Once the courage is mustered,

learning processes unlock consciousness of an emerging

self, a self that continues to evolve in a world that is

also evolving. A questioning orientation enables the

emerging self to engage with the world in a meaningful

way. When individuals and organisations commit to

learning, it enables them to bring more of themselves

into shaping the world and in turn allows them to be

shaped by it. Monitoring and evaluation is aimed at

ensuring accountability; but genuine, meaningful

accountability is about being true to self and others. In

this way, when monitoring and evaluation is under-

taken out of a learning orientation it not only enables

an organisation to face itself with honesty, but to share

that truthfully and transparently.

From a learning perspective we see monitoring and

evaluation as one of the pillars that give shape to the

development sector and to the relationships that give

it form. Conventional monitoring and evaluation has

been a crucial means of introducing a more conscious,

purposeful, planned and ‘businesslike’ approach to

many organisations in the development sector. But, as

learning organisations committed to shifting the power

relations in society that impoverish and exclude, we

are concerned that it is becoming too much of an end

in itself. Our experience suggests that while there is

evidence that monitoring and evaluation can contribute

significantly to improving the efficiency of delivery, it

has a tendency to reinforce rather than transform

existing power relations. 

It is therefore vital that we seek to build trust and

transparency into all the relationships within the sector.

Those who make available the resources have the right

to ask recipients to account for the resources earmarked

for the purposes intended. It is our experience that



accounting for the resources is potentially very easy. But,

building trust is a more complex relationship process

that requires time and commitment – it requires that

we seek opportunities to build relationship and work

through relationship. Further, it requires that we move

away from cumbersome reporting processes that focus

on information instead of engagements that build and

deepen understanding and connection. While written

reports are important as a record of accomplishment,

the relationship would be better served by using

simpler procedures that enable organisations to account

efficiently for inputs and outputs.

Living the principles of participation 

and accountability

An organisation that is committed to good practice in

terms of monitoring and evaluation is challenged to

live the principles of participation and accountability.

In its engagement and relationships it is challenged to

demonstrate uncompromising accountability to those

it engages with. Paradoxically, when monitoring and

evaluation are pursued for learning, transparency

(and so the basis for real accountability) is placed

centre stage. 

So, for monitoring and evaluation to be truly

underpinned by a value framework, a re-envisioning

of them as organisational functions is required.

Central here is an approach to

monitoring and evaluation that

ensures participation. However,

participation not simply as a

tool for manipulation or a

fashionable methodology but,

as a process that allows for

the ‘voices’ of all

concerned to be heard. It is these voices that are the

source of data. Within an organisation that engages in

regular learning, participation is not just rhetorical or

symbolic. Rather, the knowledge, skills, abilities,

experiences and capabilities that each individual brings

to the organisation are recognised as well as their role

and contribution to the effective functioning, learning

and ongoing development of the organisation. Partici-

pation therefore, is absolutely central to achieving

transparency.

As organisational functions, monitoring and

evaluation practices aspire to create spaces that allow for

people to express themselves, shape their experiences

into stories that can be shared and enable them to

connect to their own power. They should be under-

taken in a way that gives ‘voice’ to people and makes

them conscious of the fact that they bring something

to the world. Monitoring and evaluation activities that

are linked to organisational learning

processes therefore allow for space

for the voices, experiences

and knowledge of all

to inform the direction

and purpose of the

organisation.

By shifting the focus

to organisational

learning, both moni-

toring and evaluation

find their rightful place –

not only as mechanisms

of control but as practices

that can contribute towards

achieving greater freedom,

responsibility and autonomy. 
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The next challenge for those of us already focusing

on learning is to build our confidence and our ability

to share with others how we do it and what we have

learned. Through organisational learning we must

find ways of encouraging each other to bring more of

ourselves into shaping our (collegial) relationships and

our world.

“Consciousness that is both what we are and the

source of what we are is larger than we are. Never

forget that it is not where we go or what we do but

the level of awareness we bring to our actions that

determines whether or not we are fully living our life

purpose” Oriah Mountain Dreamer

Bringing l i fe  int o monit oring and eva luat ion

t hrough learning

Engaging organisational activities such as monitoring

and evaluation from a learning perspective gives them

a different character. It turns them into flexible and

responsive processes that are attuned to the unpredict-

able changes within a particular situation. When

flowing out of a learning orientation, monitoring and

evaluation recognises the complexity of how change

occurs in living systems and how it needs to be

responded to. Out of a responsive paradigm, monitoring

and evaluation activities put the emphasis on facilitating

‘real change’, rather on the methods and instruments

for adjusting interventions.

Real change, we should remember, has overtones

of a journey at the heart of which is an ongoing search

or quest. Out of a learning orientation, we do not see

change as a linear process with clear and direct move-

ment from the current state to the desired one; it does

not become a journey towards a specific destination.

From such an orientation change is seen as providing

the opportunity for organisational development and

empowerment. It is a process that is integrally connected

to self-concept. It becomes an impulse that arises out

of a reflection process that enables an individual or

organisation to transcend the usual defences and

inhibitions. Change becomes a process that enlarges

and nurtures the relatedness between elements within

the organisational system. 

This does not mean that change does not bring with

it struggles and challenges; such struggles form an

important part of the journey. From a learning

orientation, change becomes a process of ongoing

improvement. Monitoring and evaluation that is shaped

by such an orientation should endeavour to develop

approaches and methodologies that will help to bring

about transformational change in individuals, organi-

sations and communities. 

Once an organisation has embarked on a journey 

of learning, it is challenged to find the courage to

hold itself accountable to itself first, and then to the

external. This requires the courage to embrace its

vulnerability and to nurture a practice of self-evaluation

which forces it to face itself. This means having the

courage to connect with its deepest questions,

experiences, feelings (even those that are harder to

face, such as fear and anxiety) and intentions despite

the uncertainties and odds it faces. Most importantly,

the organisation needs courage to act on what it has

learned in ways that brings it to a new point in its

development; it has to have the courage to ensure that

its past and present experiences, positive as well as

negative ones, inform its ongoing development.

Elements of this approach include:

Monitoring and evaluation as 

an inside out process

Monitoring and evaluation that is linked to organisa-

tional learning becomes an inside-out process; it 

starts with the self and then extends outwards to the

organisation and then beyond. This enables a flow of

consciousness from the inside out. It allows for growing

consciousness about own actions, strengths, weaknesses

and developmental purpose. It requires that individuals

and organisations go first into themselves and unlock a

consciousness that will enable them to shift their

relationship to self. Monitoring and evaluation, there-

fore, serves firstly the learning needs of the internal



and out of that is generated the material that serves

external purposes.  

Questioning purpose and identity

Transformational learning brings with it new conscious-

ness about social purpose – about identity. If learning

is the impulse that gives life to the organisation, then

this learning, necessarily, enables it to remain connected

to its broader, social purpose. This goes beyond

sustaining activities for their own sake; it is about

sustaining activities that champion social purpose and

embrace civic responsibility.  

To achieve this, the organisation has to constantly

question its purpose and accomplishments in context,

and this has to become central to the way in which it

engages with its environment. Out of such questioning

the organisation is continuously shaping its purpose,

keeping it fresh, relevant and meaningful. Learning,

undertaken as a continuous, conscious process, enables

an organisation to achieve clarity about social purpose

and the contribution it seeks to make. Seen in this

way, monitoring and evaluation lives at the heart of

this quest for clarity, and at the heart of monitoring

and evaluation is a questioning orientation.  

Learning changes an organisation and enables 

its ongoing development in the context in which it

works and operates. It heightens awareness about its

social purpose and of the experiences that have

shaped it. Through learning

from its experiences, the organi-

sation does become more

conscious of and in touch with

its environment and what it

seeks to achieve within that. 

Learning therefore enables an organisation to carry

through its intent, and allows it to see what is possible.

As it engages in learning, the organisation develops a

comprehensive picture of itself and is able to engage

with this in a meaningful, questioning and critical way.

Through this, critical awareness of itself is expanded in

a way that enables the organisation to remain in touch

with its social purpose. This process should be a rigorous

one – it has to be guided by deep, honest and truthful

questioning.  

Monitoring and evaluation should be central to that

process of shaping identity and questioning social

purpose – it is through monitoring and evaluation

processes that an organisation is provided with the

information that enables conscious and continuous

engagement with the environment. As organisational

activities they afford the organisation the opportunity to

ask “what do we want to know”? What an organisation

wants to know is linked to what it thinks is important

and what it thinks is important is what

matters. In development work

what we think is important

is linked to our values.

So, monitoring and

evaluation as organisa-

tional practices become

underpinned by a value

framework. The type of

information an organi-

sation seeks, the way it

uses that information and

to what end it uses that

information is a value-driven

process. 
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Improving practice through ongoing learning

The motivation for any organisation to learn should be

to improve its practice. Learning processes help to

make practice conscious and enable the organisation

to engage with its practice more consciously and

rigorously. In the development sector ongoing learning

is critical for building development practice as a

discipline in its own right. Development practice has a

purpose to it; it seeks to act in and on the world towards

achieving developmental purpose and for this reason

it needs to be shaped by continuous learning into a

disciplined and rigorous method. 

In an organisational context converting learning

into improved practice is not an easy task. The organi-

sation has to explore various ways and means of

collecting and sharing experiences from which to

learn. The challenge is to develop practices and

methodologies that enable the organisation to distil

learning with practical relevance from experience and

to unlock the courage to act on such learning. This

requires that particular skills, abilities and capacities be

developed to contribute to the organisational learning

process. It is in this regard that monitoring and

evaluation become critical – these functions should

contribute towards helping the organisation translate

its strategic intent into effective actions and practices.  

In essence, monitoring and evaluation contributes

to knowledge creation and the making of meaning in

organisational process. Clearly such a role demands a

shift in focus away from being simply information

generating activities. As organisational practices they

have to ensure that learning and knowledge are created

out of individual and collective experiences and

reflection. At the same time, these functions should

not be constrained by present knowledge and method-

ologies. In fact, when shaped by a learning orientation,

monitoring and evaluation can enhance the thinking

that contributes towards the ongoing creation of

knowledge, approach and method. 

When monitoring and evaluation serve the purpose

of bringing together the processes of information

gathering and knowledge creation, then the practice

of documenting learning becomes critical. In many

organisations documenting leaning takes the form of

reports that are written and stored away. For these

organisational practices to truly contribute towards

improving practice, they have to be kept alive through

ongoing learning. In this way, they are certain to feed

the thinking, doing and (ongoing) development of the

organisation. 

Freedom, responsibility and human connection

In the development sector we have become accustomed

to look for monitoring and evaluation in reports,

procedures and systems. The development of coherent,

organisation-wide monitoring systems is encouraged and

supported. While there is value in having a coherent

monitoring and evaluation system, it is not everything.

Monitoring and evaluation should not only be looked

for in reports, it has to live in the culture and orientation

of the organisation as a whole and the individuals in

it. The practices of monitoring and evaluation have to

contribute towards increased understanding, thinking

and practice within the organisation. 

However, for monitoring and evaluation to come

alive in the culture and orientation of the organisational

whole, the organisation has to take responsibility for

the development and change of the world in which it

operates. For this to happen, there has to be freedom

to learn and when this it realised, the responsibility to

do so is expanded. When happening from a free space,

learning creates more opportunity for choice and for

substantive decisions; this enables responsible action.

Monitoring and evaluation should therefore provide

the appropriate information for allowing such choices.

Monitoring and evaluation that is integrated into

organisational learning processes contributes to

achieving greater freedom and responsibility – these



functions help to create space for the voices of the

marginalised, the ‘voiceless’. In fact, if we fail to link

monitoring and evaluation to organisational learning

processes we reinforce practices that undermine

freedom, responsibility and ownership – we reinforce

exclusion, prevent people from assuming responsibility,

deny autonomy and thus perpetuate dependence. So,

engaging with monitoring and evaluation from a

learning orientation helps to create consciousness about

the situation in its totality, including the power relations

that bind the different stakeholders in that situation.  

We have observed that as an organisation begins to

learn more consciously, it becomes aware of, and is able

to connect to, its own power. It also becomes aware of

how much power it gives over to others; especially the

power that organisations give to donor agencies. But,

being aware of and connecting to own power is only

the beginning. Learning organisations that are involved

in social development are constantly challenged to

work towards transforming unequal power relations.

Power imbalances can and do undermine the ability to

learn from own experiences. Through learning, organi-

sations find opportunities to start connecting to and

using their own power differently – through

learning, their confidence and assertiveness

grows and this is an important part of

development. This helps them to connect to

their own power and leads to expansion of their

freedom. This makes them feel increasingly

independent and enables them to take

responsibility for their own

actions. The growing

confidence and assertiveness

enables them to challenge

established relationships

and act with greater

intent in the world. 

What  cha llenges should organisat ions

overcome t o t ruly learn from monit oring 

and eva luat ion?

We have to recognise that building a monitoring and

evaluation practice from a learning perspective is not

easy. For those organisations already focusing on

learning, one challenge they face is building monitoring

and evaluation practices that live in the culture and

orientation of the organisation as a whole and the

individuals in it. In order to truly learn from monitoring

and evaluation, we have to meet various challenges in

our work and practice:

Facilitating human connection

Human relationship is the medium of our work.

However, many of our methods and approaches to

monitoring and evaluation conspire to keep us out of

relationship. There has to be commitment to building

genuine relationships and to ensure honesty of engage-

ment – both in the development sector as well as in

organisations. This calls for an investment

in time and space for building

relationship and facilitating

deeper understanding of each

other’s realities in ways that

are honest, open and

transparent. We have to begin to

attach greater value to

relationship and not seek to

substitute this with more and

more intricate mechanisms to

ensure information flow. The

communication between various

role players within the development

sector has to be less a process of

information extraction and become a
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true opportunity for facilitating human connection.

We have to recognise and have greater appreciation

for the centrality of relationship in development

processes; we increasingly have to allow for relation-

ship to be the channel through which our engagement

happens. 

Moving beyond methodology

The majority of the methodologies that we have

developed for monitoring and evaluation so far

emphasise a scientific approach to evidence – one

better suited to the challenges of the material world.

These approaches do not attach the same value and

importance to the informal, subjective and anecdotal

material that our work is primarily concerned with. In

instances where tensions between the two types of

evidence are perceived, attempts have to be made to

resolve these in ways that will ensure that both types of

evidence enjoy their rightful place and contribute

towards the learning of the development sector.

Further, we have to move beyond our stuckness on

methodology. There is a challenge to free ourselves

from traditional methodologies such as, for example,

the logical framework, and develop methodologies

that enable us to capture the complexity and richness

of the situations into which we are intervening. In

doing this, however, we have to guard against over-

simplification of the reality.  

Nurturing a culture of critical self-reflection 

and self-evaluation

We remain aware that despite all the participatory

methodologies we have designed, monitoring and

evaluation still do not take their direction from the

situations into which we are intervening; these practices

continue to take their direction from forces that lie

outside of these situations. This challenges our under-

standing of development. If we truly see and understand

development as an innate process into which we are

simply intervening, then monitoring and evaluation have

to take their direction from what is living and moving

inside these situations; then, there is no space for

externally driven, event-type monitoring and evaluation. 

The real challenge facing us as development organi-

sations is not only about improved methodologies,

systems, participatory approaches and indicators. Our

real challenge then is about nurturing and building a

culture of critical self-reflection and self-evaluation

which will enforce new kinds of accountability – the

kind that enables individuals and organisations to hold

themselves accountable first and foremost to self, to

social purpose and not only to external forces. It is

through critical self-reflection and self-evaluation that

we will be honest about our own actions in the world

and the underlying intentions of such actions. A culture

of critical self-reflection and self-evaluation will not only

help us remain in touch with the essence of our own

being; it will also ensure we understand and remain in

touch with the developmental goals and transforma-

tional purpose we seek to achieve in our context. 

The creation of resilient organisations

Learning, we should remind ourselves, is the process

through which an organisation sustains the intercon-

nections through which it knows what it knows and

therefore becomes an effective, competent and thinking

entity that can realise its transformational impact.

Monitoring and evaluation that is integral to the life 

of an organisation contributes meaningfully towards

sus-taining the interconnections. Monitoring and

evaluation therefore should not become something that

organisations do when they stop doing or are doing

nothing else; it should be integral to the process of

‘doing’ – these practices should continuously inform

and shape that process of ‘doing’. As functions that are

integral to the life processes of the organisation, they

should make learning less dramatic and more conscious

and sustainable. 
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We should ensure that monitoring and

evaluation become a ribbon of rhythm drawn

through organisational learning processes. Such a

rhythm should be natural to the culture, systems,

procedures, structures and processes of the organi-

sation. As organisational functions they should

ensure that, through its learning, the organisation

will discover, build and nurture its culture, work

processes and procedures, systems and structures as

well as its relationships. Through its learning

processes, the organisation should be able to renew

and revitalise these aspects of organisational life.

From a learning orientation monitoring and

evaluation have to enable the re-thinking of strategy

and contribute towards the improvement of organisa-

tional maintenance tasks. When embedded in

organisational learning processes, monitoring and

evaluation should support the creation of resilient,

creative and flexible organisations. 

Learning lives in relationships

To genuinely learn from monitoring and evaluation, we

have to be serious about learning – not learning as a

process of transmitting facts and information, but trans-

formative learning that can be imagined as a creative

process. This kind of learning demands real time and

quality process. At the same time, there has to be

consciousness that learning does not belong to individuals,

but to the various conversations of which they are a part

within the organisation. In other words, learning has to

live in the relationships between the people in an 

organisation. To fully experience learning as living in

relationships requires a deep connection to one’s own

learning journey and demands that learning itself be

seen as a process of monitoring. When you are connected

to your own learning journey,  you remain conscious of

and are able to make meaning of those places your

learning has brought you to and you can look back and

appreciate that journey. 



Courses for 2007

1 .  Princ iples,  St ra t egies &  Sk il ls of Ef fec t ive  Deve lopment a l Pract ice

This five-day course brings and explores some of the core concepts, principles, strategies,

processes and competencies of a developmental field-practice. 

The course provides a process for participants to understand where the real work of facilitating

development lies and what their own personal development challenges are in developing as a

practitioner. 

FEES: NON-RESIDENTIAL COURSE: 

South African NGOs & CBOs – R1050

Non-South African NGOs/Government/Donors – R1600

Covers course and lunch/teas only.

2 .  Deve lopment a l Approaches and Sk il ls for Group Fac il i t a t ion

A five-day course for practitioners to learn and further explore essential facilitation concepts and

skills for working developmentally with groups of people in small group, workshop or training

course settings. 

The course offers an opportunity to experience, critically examine, reflect on own practice and

learn to practise a ‘developmental’ approach to facilitation. 

FEES: NON-RESIDENTIAL COURSE: 

South African NGOs & CBOs – R1050

Non-South African NGOs/Government/ Donors – R1600

Covers course and lunch/teas only.
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3 .  Deve lopment a l Planning,  M onit oring,  Eva luat ion and Repor t ing

In this five-day course participants will explore and develop alternative approaches that enable

planning, monitoring and evaluation processes to support rather than obstruct a developmental

field practice – a PME approach beyond logframes. 

For directors, programme/project managers and field-team leaders as well as donors who are

looking for alternative ways to assist their partners to manage their practice. 

This is not a basic skills training course in project management.

FEES: 

NON-RESIDENTIAL COURSE: RESIDENTIAL COURSE:

South African NGOs & CBOs – R1050 South African NGOs & CBOs – R2100

Non-South African NGOs/Government/ Non-South African NGOs/Government/

Donors – R1600 Donors – R3200

Covers course and lunch/teas only. This includes all board and lodging, but 

excludes travel to Cape Town.

4 .  M anaging People  Deve lopment a lly

This five-day course explores the principles, values and practices of effective developmental

supervision, mentoring and performance appraisals. 

For those in team leadership, management or other supervisory positions who wish to mobilise

and support the development of the unique talents and potential that each staff member brings

to the work place.

FEES: NON-RESIDENTIAL COURSE: 

South African NGOs & CBOs – R1050

Non-South African NGOs/Government/ Donors – R1600

Covers course and lunch/teas only.

5 .  Fac il i t a t ing Deve lopment : from t he  inside  out

This is a comprehensive programme for experienced development practitioners seeking to

explore challenging new ways of understanding development and improving its practice and

impact. The course is run over a block period of 5 weeks.

Experienced participants are drawn from diverse sectors and countries around the world which

affords rich opportunities for sharing and learning.

FEES: The course fee is available on application.

During the 5 weeks there will be a three-week retreat, all costs of which are included in the

course fee. Travel to Cape Town, and accommodation in Cape Town for the remaining two

weeks, are the responsibility of the participants.

We suggest that organisations send more than one participant for mutual support for both the

course and for implementing new practices in the field and organisation.

For more information and to obtain an application form, please contact Pauline Solomons or consult our

website: www.cdra.org.za 

Tel: +27 21 462 3902 

Fax: +27 21 462 3918 

Email: pauline@cdra.org.za
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Books 

Development Practitioners and Social Process: Artists of the invisible

By Allan Kaplan (Pluto Press) 2002

A radic ally new approac h to the understanding of organisations and c ommunities, and the prac tic e of soc ial development, this

book teac hes the reader to  work from the inside out and so better prac tise the art of soc ial intervention. 

The Development Practitioners’ Handbook 

By Allan Kaplan (Pluto Press) 1996

Drawn from intensive reflec tion on years of prac tic e in the development field, this book is about the essentials of development

prac tic e, and where the prac titioner is best plac ed to pursue his or her work in a terrain that is highly c ontested and c ontentious. 

Action Learning for Development: Use your experience to improve your effectiveness

By James Taylor, Dirk Marais, Allan Kaplan (Juta) 1997

This book is an introduc tion to Ac tion Learning. It is  a c elebration of the validity of everyone’ s experienc e as a sourc e of

learning that c an c hange the world. The authors, speaking as fieldworkers to  other fieldworkers, invite you to join them on

their journey of learning as they draw on many years of experienc e working in organisations in southern Afric a. 

Action Learning Series: Case studies and lessons from development practice

By James Taylor, Dirk Marais, Stephen Heyns (Juta) 1998 & 1999

These two volumes foc us on four c ritic al issues in development: the first volume on financ ial self-sustainability and c ommunity

partic ipation; the sec ond volume on effec tive fieldwork and managing c onflic t. Drawn from the reflec tions of development

prac titioners with years of experienc e in the field, these books bring a c lear foc us to  c omplex issues and provide important

insights and a valuable resourc e for effec tive training and fac ilitating ongoing learning from experienc e.

CDRA DEVELOPM ENT PRACTICE SERIES 

Holding Infinity: Guiding social process – A workbook for development practitioners 

By Sue Soal (CDRA) 2004 

A journey through a developmental proc ess for the reader to  undertake with a speaking partner, this workbook is a response

to the many requests we have rec eived over the years for a ‘ toolkit’  to  make our exerc ises and methods transparent.

Organisations and Development: Towards building a practice

By James Taylor (CDRA) 2003

Organisations are living organisms made up of people, and need to be treated with c aution and respec t, partic ularly when

using tools to  measure their c apac ity. In the building of a truly developmental prac tic e, prac titioners need to take the time to

work on their own development so that they are better equipped to intervene into the development of others. (This artic le

was originally c ommissioned by the Swedish Mission Counc il.)

Positive Organisation: Living and working with the invisible impact of HIV/ Aids – A resource for NGOs 

By Katherine Everett and Heather de Wet (CDRA) 2002

What will it take to  build organisations that are robust enough to absorb the impac ts of the HIV/ Aids epidemic , while

providing humane, stable workplac es?  A prac tic al resourc e for NGOs affec ted by the impac t of HIV/ Aids – whic h inc reasingly

means all organisations.

OD Consultant Formation in Africa: Reflections from practice

By Sue Soal (CDRA), Rick James and Liz Goold (Intrac), and William Ogara (Corat Africa) 2001

Prac titioners from CDRA, Intrac  and Corat Afric a share their c ritic al reflec tions on OD c onsultant formation programmes that

they have fac ilitated. Their c onc lusions have strategic  and prac tic al implic ations that will be of partic ular interest to  donors.
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o rde r fo rm 

Please t ick the publicat ion(s) you would like to buy and return (post/ fax), with

payment, to the address below:

BOOKS

Development Pract it ioners and Social Process: Art ists of  the invisible 

(R130 /  US$25)

The Development Pract it ioners’ Handbook (R85 /  US$15)

Act ion Learning for Development: Use your experience to improve your 

ef fect iveness OUT OF PRINT, BUT PHOTOCOPIES ARE AVAILABLE. (R40 /  US$7) 

ACTION LEARNING SERIES: CASE STUDIES AND LESSONS FROM 

DEVELOPMENT PRACTICE

Community part icipat ion /  f inancial sustainabil i ty (R120 /  US$20)

Ef fect ive f ieldwork /  managing conf l ict (R120 /  US$20)

THE CDRA DEVELOPMENT PRACTICE SERIES

Holding inf inity: Guiding social process (R130 /  US$25)

Organisat ions and Development: Towards building a pract ice (R75 /  US$12)

Posit ive Organisat ion: Living and working with the invisible impact  of  

HIV/Aids (R100 /  US$16)

OD Consultant  Format ion in Africa: Ref lect ions f rom pract ice 

(R75 /  US$12)

Please note, prices are set  in ZAR, US$ price subject  to currency f luctuat ion

ANNUAL REPORTS

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

Free, but  postage wil l  be charged. Please f i l l  in which you would l ike to order.

POSTAGE COSTS: Within South Africa: R10 per book. 

International: US$5 per book

Name: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

Organisat ion: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

Address: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Postal Code: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

Telephone: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  Fax: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

E-mail: . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .

Cheque /  postal order should be made payable to CDRA and mailed to: Community

Development Resource Associat ion, P O Box 221, Woodstock 7915, South Africa.

Tel: + 27 (0) 21 462-3902 Fax + 27 (0) 21 462-3918

Resource Centre 

The CDRA resourc e c entre offers a superb c ollec tion

of books, journals, artic les and videos on

development-related themes. Visitors are welc ome to

c ome and browse and borrow. The resourc e c entre is

open on weekday mornings, but arrangements c an be

made for afternoon visitors. 

Please phone the librarian, Siobhain Pothier, on (021)

462 3902 or email siobhain@ c dra.org.za. 

Available from our Resource Cent re, as well as on

our website: 

ANNUAL REPORTS

• Engaging freedom’s possibilities: 

Horizontal learning 2004/ 05

• Emergenc e: From the inside out 2003/ 4

• Seeking the Eye of the Needle 2002/ 3

• NGOs on the line 2001/ 02 

• Measuring development: Holding infinity 2000/ 01

• The high road: Prac tic e at the c entre 1999/ 2000 

• Development prac titioners: Artists of the invisible 1998/ 99

• Crossroads: A development reading 1997/ 98 

• Paradoxes of power 1996/ 97

• Shadows: The development sec tor fac e to fac e with itself 

1995/ 96 

• Capac ity building: Myth or reality?  1994/ 95 

• Exploring issues of c onsultanc y and fieldwork 1993/ 94

• The developing of c apac ity 1992/ 93

Various artic les and nuggets (unpolished writings from

prac tic e) are also available on the website.

We bs ite :  www.c dra.o rg .za
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What we did

The Cent re: 

promot ing dialogue,  

building communit y

DIALOGUE INITIATIVES:

We ran two Ac tion Learning Groups, one on donor partner-

ships with spec ific  referenc e to planning, monitoring,

evaluation and reporting (with 25 people from Sweden

and Afric a) and the other linking this theme to organisa-

tional learning (with 12 people, from Britain and Afric a).

An evaluation of the OD Event was c onduc ted, and it was

dec ided that after being a powerful presenc e in the life

of it partic ipants for the last 10 years, the time had

c ome to bring c losure to this event, and move on to

something new. 

PUBLICATIONS:

Three nuggets were published on our website. Two

artic les by CDRA prac titioners were translated into

Frenc h, one for use in Canada and the other in West

Afric a. Four artic les were published in journals in Britain,

Z imbabwe, Netherlands and South Afric a.

WEBSITE:

Latest figures show that we have over 100 000 individual

visits per year (around 300 per day). Visitors download

over 30 000 artic les per year.

RESOURCE CENTRE: 

The resourc e c entre c ontinues to provide ac c ess to a

unique range of resourc es.

ON CALL PRACTITIONER: 

A prac titioner was on c all at the CDRA offic e for nine

weeks of the year. In this time, they responded to ad hoc

requests, were available to meet with visitors and to

partic ipate in ac tivities.

NETWORKING:

A great deal of networking has oc c urred in the last year,

with staff attending several learning events, indabas,

c onferenc es, workshops and visits to other c entres.

RESEARCH:

An investigation into development prac titioner training in

South Afric a, with the foc us on tertiary institutions, has

been initiated.
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Consult ancy: building t he 

organisat ions t hat  best  support

development al pract ice

Consultanc y, or organisational ac c ompaniment, remains a

very powerful and dominant forc e in shaping the identity

and culture of the CDRA. In the past year we have provided

servic es to approximately 40 organisations ranging from

small loc al CBOs to big international institutions, national

NGOs and those with sec toral spec ialisations.

Courses: st rengt hening t he 

abilit ies of individuals t o 

pract ise development ally

Our c ourses are gaining inc reasing attention and

maturing as a c entral servic e of CDRA as a c entre.

Information on forthc oming c ourses is inc luded in this

annual report. The c ourses we ran in the last year were:

FOUNDATIONS IN DEVELOPMENTAL PRACTICE –

Two c ourses were run, with a total of 38 partic ipants.

FOUNDATION SKILLS IN DEVELOPMENTAL FACILITATION –

This c ourse was designed and piloted with 10 partic ipants.

LEADING DEVELOPMENTAL PRACTICE – Seven 

partic ipants c ompleted three one-week modules 

spread over four months.

DEVELOPMENTAL PLANNING, MONITORING AND

EVALUATION – One five-day c ourse was run for 

19 partic ipants.

DEVELOPMENTAL SUPERVISION – A five-day c ourse 

was run with 15 partic ipants.

FELLOWSHIP PROGRAMME – 11 partic ipants 

c ompleted this intensive, two-year programme.

Inst it ut ional development  and

sust ainabilit y programme: 

HOLDING PRACTICE: 

Homeweeks are the most important sourc e of vitality

and effec tiveness in our prac tic e. It is during homeweeks

that new ideas, approac hes and c onc epts are developed,

spac e is made for individual review and learning, and it is

the spac e where we c an hold one another ac c ountable.

In the last year, 10 homeweeks were c onduc ted.

GOVERNANCE: 

Two full Board (inc luding the AGM)-, three financ e- and

three exec utive c ommittee meetings were held.



BOARD

The Right Reverend Rubin Phillip (Chairperson)

Di Oliver (Deputy Chairperson)

Ac hmat Anthony

Nomvula Dlamini

Dr Farid Esac k

Rev Peter Grove

Prof Pieter le Roux

Sisasenkosi Maboza

Judge Shehnaz Meer

Mzwandile Msoki

Judith Mtsewu

James Taylor

DONORS

We are grateful to our donors, from whom 

we rec eive financ ial support :

Charles Stewart Mott Foundation

Cordaid

Evangelisc her Entwic klungsdienste (EED)

Humanistic  Institute for Cooperation with Developing

Countries (HIVOS)

Swedish Mission Counc il 
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Who we are



DEVELOPMENT PRACTITIONERS:

James Taylor (Direc tor)

Nomvula Dlamini

Sue Soal

Doug Reeler

Desiree Paulsen

Rubert van Blerk

PRACTITIONER-IN-TRAINING:

Shelley Arendse

ORGANISATION MANAGER:

Vernon Weitz

SUPPORT STAFF:

Sheila Mana

Pauline Solomons

Linda Njambatwa

Marlene Tromp

Velisa Maku

RESOURCE LIBRARIAN:

Siobhain Pothier

FINANCE MANAGER:

Lindani Mzamo

DEVELOPMENT PRACTITIONER

RESEARCHER:

Sandra Hill

EXTERNAL CONSULTANTS

David Sc ott

Tony Saddington

39

STAFF

STANDING: Vernon Weitz, Lindani Mzamo, Rubert van Blerk, Shelley Arendse, Doug Reeler, Linda Njambatwa,

James Taylor, Sheila Mana, Pauline Solomons and Nomvula Dlamini. SEATED: Siobhain Pothier, Sue Soal,

Marlene Tromp and Velisa Maku. RIGHT: Desiree Paulsen and Sandra Hill.

We said a sad goodbye to Lungisa Huna, a fellow

prac titioner for the last five years. She has taken

up the position of Direc tor of Catholic  Welfare and

Development (rather ironic ally, sinc e she c ame to

us from there). Lungisa will be missed for her

energy, keen questions, thoughtfulness, her

warmth, big hugs and beautiful singing. We wish

her well in her c hallenging new post but know

that the relationship will c ontinue.
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D etailed Expenditure Statement
for the year ended 28 February 2006

FINANCIAL REVIEW AS AT 30  APRIL 2006

(ext ract  f rom a report  presented to the June staf f  meet ing 

by the Financial Manager)

GENERAL

We are two months into the new year and quite a lot  has

happened. So far al l  programmes have run according to plan. 

At  the beginning of  each year we always talk about  a budget

def icit , 2006 is no except ion. Although funding is t ight  out  there

CDRA is st i l l  one of  the fortunate NGOs that  are able to meet

their budget  requirements. Being in charge of  the organisat ion’s

cash f low project ions I have not  experienced any problems or

delays in get t ing funds already commit ted. For me it  means

there is something that  we are doing right  that  we need to

cont inue doing. Basically through our learning, we are able to

submit  our reports in t ime based on funders’ needs. 

THE AUDIT

The past  two weeks have been very busy for the f inance sect ion

of  our organisat ion with the annual audit  running. I am sure it

would help us as an organisat ion to ref lect  on what  happened

seeing that  this was a rather thorough exercise. Gobodo In-

corporated were appointed as our new auditors this year. They

came in with a dif ferent  style of  doing things. To me it  was not  a

surprise because the new audit  standards demand that . What  is

happening in organisat ions world wide has necessitated changes

in report ing standards. Enron and Leisurenet  are some of  the

examples. Again the number of  f raud cases in the public sector

has made it  necessary for these kinds of  audits. For example

payrolls have included non-employees in some cases –  that  is

why there was physical verif icat ion of  each staf f  member this

week. Also, al l  our furniture and equipment  have been labelled.

Unfortunately we have to l ive with this.

One of  the major areas that  were looked at  is contract ing.

We need to t ighten this area further. Each one of  us has a policy

document which must  be adhered to at  al l  t imes. Leave forms

have to be f i l led in and approved accordingly. I must say because

we do not  deal with a lot  of  hard cash it  is easy to monitor and

inspect  and again we encourage payments via direct  deposits.

All our t ransact ions are segregated, which is the backbone of  a

proper internal control system. We need to re- look at  how

purchases are approved. There will be a new system of controlling

the records of all our publicat ions and this will be circulated soon.

I must take this opportunity to encourage all of us take to part

in making sure we adhere to our internal control systems and

policies. These kinds of  audits are here to stay. This is what  the

world we live in demands. We therefore need not be threatened by

it  as long as we do the right  thing supported by correct  evidence. 

Lindani

June’06

Advert ising (brochure invitat ion) . . . . . . . . . . . . . . . . . . . . . . . . 8,577 14,600     

Annual report  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 95,750 80,568

Audit  fees . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 74,473 80,700

Biennial Launch . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 16,819 –

Carrying group –  OD event  . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7,710 11,117

Centre promot ion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6,282 10,000

Centre visits . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 15,696

Editorial and writ ing assistance . . . . . . . . . . . . . . . . . . . . . . . . . – 17,024

Fee subsidy . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 20,200

Fees paid to associates . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 122,157 201,533

Fundraising . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 5,821 25,922

Governance . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 49,604 45,119

Holding pract ice . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 28,161 12,631

Home week at tendance . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 10,074 27,985

Hospital i ty . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 25,280 –

Internal OD process . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 63,468

Insurance . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 39,590 –

Internal pract it ioner development . . . . . . . . . . . . . . . . . . . . . . . 9,723 44,004

Legal expenses . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 11,303 –

Loss on disposal of  investments . . . . . . . . . . . . . . . . . . . . . . . . . – 2,154

Loss on foreign exchange . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6,532 27,092

Networking –  local /  overseas . . . . . . . . . . . . . . . . . . . . . . . . . . . . 12,187 79,995

OD event  –  evaluat ion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 23,114 33,035

Organisat ional costs . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 951,310 615,391

Outside consultants . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 255,906 214,665

Outside t rainers . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 29,773

Postage . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 13,428 1,556

Print ing and stat ionery . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 46,593 3,349

Provision for bad debts . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 20,400 –

Publicat ion and product ion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 92,073 38,690

Repairs and maintenance . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 30,985 –

Report  writ ing . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 6,000 12,640

Research . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 27,656 16,025

Resource material . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 29,128 23,409

Salaries . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3,777,849 3,232,968

Subsidy –  t raining courses . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 5,970

Training materials . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 15,340 13,400

Travel –  local /  overseas . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 68,234 42,070

Telephone and fax . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 73,357 –

Venue hire and accommodat ion –  t raining courses . . . 334,077 492,688

Website expenses . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 885 –

6,296,378 5,555,437

FUNDED AS FOLLOWS

CDRA . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2,126,673 1,961,294

Charles Mot t  Foundat ion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 252,800 289,928

Cordaid . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 874,962 824,939

EED . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2,295,090 1,014,312

HIVOS . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 570,061 827,473

Open society foundat ion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 325,000

IBIS . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . – 120,000

SIDA . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 176,792 192,491

6,296,378 5,555,437

Year ended Year ended

28 February 28 February 

2006 2005 

R R
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About  t he art ist

Lizo Nqoniso was born in 1970 in Alice, Ciskei, and grew up in the

village of Hala in the Eastern Cape. The youngest in a family of nine, he

never attended school as his parents could not afford to pay school fees.

He was inspired by his older brother to work with clay. From an early age

Lizo would fetch red clay from the bush and process it with his hands.

His brother would make clay animals while Lizo watched and learnt from

him. Then Lizo would sell the animals at the nearby tourist destinations

in the area known as Hogsback.

Lizo’s dream is to expand his business, and he would love to start

teaching other people the art of working with clay. 

Lizo can be contacted through Margaret or Cindy at Heartworks, 98

Kloof Street, Gardens, Cape Town. 

Heartworks is a retailer committed to supporting and promoting local

crafters, with a strong focus on recycled goods. They source craft from

south of the Zambezi – from Namibia, Zimbabwe, Mozambique and

South Africa. Tel/fax: +27 (21) 424 8419  Email: woermann@iafrica.com 


