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1. 1. 1. 1. INTRODUCTIONINTRODUCTIONINTRODUCTIONINTRODUCTION    

 
Ikhala Trust hosts an Annual Grantee Conference at the end of each year to support learning, networking 
and recognition/ appreciation of grantees and networking partners. Ikhala Trust often responds to 
Organisational Development (OD) issues experienced by its partners and for this reason, conference 
focused on OD with the theme: ‘Working Smartly for Success’. The Conference took place at St Lukes 
Retreat Centre from 3 – 6 November 2014. 45 people attended representing 13 organisations.  
 
2. PROCESS OVERVIEW2. PROCESS OVERVIEW2. PROCESS OVERVIEW2. PROCESS OVERVIEW    
 
The first day began with introductions and a brief input about the value of small grants in the sector. After 
an appreciative inquiry exercise, learning partners were divided into groups and asked to identify critical 
questions they were grappling with in their organisations. This helped to frame the agenda for the two 
days.  
 
The morning session focused on what is an organisation, why we organise, types of organisations and the 
elements of a healthy organisation using a garden as an analogy. In the afternoon, the group looked at the 
life cycle of an organisation (organisational form). The following day focused on governance and 
organisational structure and introduced organisational culture which was further explored in the final 
session. The conference ended with words of thanks and a graduation/ celebration. 
 
The full programme is attached as Appendix 1. 
 
2.1. WELCOME AND INTRODUCTIONS2.1. WELCOME AND INTRODUCTIONS2.1. WELCOME AND INTRODUCTIONS2.1. WELCOME AND INTRODUCTIONS    
 
Bernie Dolley, Director of Ikhala Trust opened the session and welcomed the delegates. She gave a short 
presentation about Ikhala Trust and the value of small grants in the sector. Each person introduced 
themselves and their organisation. 
 
2.2. APPRECIATIVE INQUIRY2.2. APPRECIATIVE INQUIRY2.2. APPRECIATIVE INQUIRY2.2. APPRECIATIVE INQUIRY    
 
An appreciative inquiry exercise introduced the conference topic of organisational development (OD). Pairs 
were asked to describe something that they are proud of or appreciate about their work. Some shared their 
reflections in plenary: 
 
2.3. CRITICAL QUESTIONS2.3. CRITICAL QUESTIONS2.3. CRITICAL QUESTIONS2.3. CRITICAL QUESTIONS    
 
Small groups brainstormed critical issues that they are grappling with in their organisations and framed 
these as questions. The questions helped to structure the agenda for the 2 ½ days: 
 

• How to deal with conflict that results from lack of discipline amongst some members? 

• How can we get youth committed to the organisation without giving handouts? 

• How to keep members committed? 

• How to shift mindsets from asset based to needs based thinking? 

• How can we encourage youth to the non profit sector? 

• How do we resolve the problem of a manager who is not taking his/her people for capacitation to 
develop? 

• How to motivate community members? 

• How do we elect board members (who should be on the board?) 

• Is it important to rush for registration before members understand what role(s) they will play? 

• How to register an organisation (types of entity and tax clearance)? 

• How do we sustain the organisation/ project and what are the requirements? 

• How to get help with building an organisation and office/space (for chickens and pigs?) 

• How do we keep the founding principles/ vision sustained throughout the organisation’s existence? 

• What to do about an autocratic leader that does not want to change? 
 
A lot of the questions raised related to leadership/ governance and shifting organisational culture in terms 
of power, motivation and conflict management. These would be the main themes for the conference. 



2.4. TYPES OF ORGANISATIONS2.4. TYPES OF ORGANISATIONS2.4. TYPES OF ORGANISATIONS2.4. TYPES OF ORGANISATIONS    
 
To start the process, pairs were asked to brainstorm: what is an organisation? And why we organise?
 
It was agreed that an organisation is formed when 3 or more people come together with a common 
interest or a shared goal. Human beings have always organised 
for survival – organising brings strength, learning, sharing of skills 
and enables us to be visible/ seen. 
 
The group named different types of organisations:
 

• Social 

• Political 

• Religious 

• Business/ Economic 

• Cultural 
 
Types of entities were also identified: 
 

• CBO 

• NGO 

• NPO 

• Co-op 

• Business 

• Social Movement 
 
2.5. ELEMENTS OF A HEALTHY ORGANISATION2.5. ELEMENTS OF A HEALTHY ORGANISATION2.5. ELEMENTS OF A HEALTHY ORGANISATION2.5. ELEMENTS OF A HEALTHY ORGANISATION
 
Ikhala Trust actively supports food security and has been 
distributing seedlings throughout the province during the year. 
 
Many of the delegates present are food growers a
some within their organisations. The elements of a healthy garden 
would be a useful and relevant analogy for looking at the elements 
of a healthy organisation. Systems thinking would show that all 
living systems have similar elements. 
 
Small groups brainstormed what is needed in a healthy garden 
and these were connected to the elements of a healthy 
organisation in the plenary session. 
 
Starting with foundation/ soil (intention, motivation) and the seed 
(vision, goals), the workshop was contextua
of food growers in Makhaza. Their key motivation is to 
grow food in order to generate income. 
 
What would be important for that group would be to 
design the garden and prepare a solid foundation 
which could support this shared intention.
 
2.6. LIFE CYCLE2.6. LIFE CYCLE2.6. LIFE CYCLE2.6. LIFE CYCLE    
 
After lunch, the group engaged in a role play to 
explore organisational form/ life cycle. Small groups 
were given a stage of life to act out to the others 
(baby, child, adolescent, adult, senior). 
 
The rest of the group had to guess in what stage they 
are at. 

art the process, pairs were asked to brainstorm: what is an organisation? And why we organise?

It was agreed that an organisation is formed when 3 or more people come together with a common 
Human beings have always organised 

organising brings strength, learning, sharing of skills 

The group named different types of organisations: 

 

2.5. ELEMENTS OF A HEALTHY ORGANISATION2.5. ELEMENTS OF A HEALTHY ORGANISATION2.5. ELEMENTS OF A HEALTHY ORGANISATION2.5. ELEMENTS OF A HEALTHY ORGANISATION    

Ikhala Trust actively supports food security and has been 
distributing seedlings throughout the province during the year.  

Many of the delegates present are food growers at home and 
some within their organisations. The elements of a healthy garden 
would be a useful and relevant analogy for looking at the elements 
of a healthy organisation. Systems thinking would show that all 

 

ups brainstormed what is needed in a healthy garden 
and these were connected to the elements of a healthy 

ith foundation/ soil (intention, motivation) and the seed 
(vision, goals), the workshop was contextualised using a case study 
of food growers in Makhaza. Their key motivation is to  
grow food in order to generate income.  

What would be important for that group would be to 
design the garden and prepare a solid foundation 

ntention. 

After lunch, the group engaged in a role play to 
explore organisational form/ life cycle. Small groups 
were given a stage of life to act out to the others 
(baby, child, adolescent, adult, senior).  

guess in what stage they 
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art the process, pairs were asked to brainstorm: what is an organisation? And why we organise? 

It was agreed that an organisation is formed when 3 or more people come together with a common 
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The role plays were very well done and extremely entertaining because of the good actors in the group. 
Afterwards, a short input was given about life cycle in organisational terms using a framework from the 
Community Development Resource Association (CDRA) – pioneering phase (dependence); rational phase 
(independence) and integrated phase (interdependence). As with human development, social systems also 
go through different stages and challenges as they evolve. Conflict and tensions often arise as part of the 
growing pains of moving to greater levels of complexity.  
 
Working in organisations (and one group of ‘singles’), learning partners were asked to identify which stage 
of life their organisation is in. Most said the adult stage as they have been operating for some time and have 
achieved stability. Some said they are at a child stage, learning to walk and express who they are. Others 
are moving from adolescence to adulthood. In some instances, some parts of the organisation are mature 
and others are still in infancy. This showed the complexity of managing an organisation as its different 
aspects evolve with a different rhythm and pace. Learning partners were encouraged to draw on each 
other’s experiences as some have already navigated through different aspects of organisation building and 
grappled with governance and management issues along the way.  
 
The group enjoyed both tools used for the day (healthy garden and life cycle) and many people said that 
they were enlightening and easy to apply. 
 
2.7. GOVERNANCE2.7. GOVERNANCE2.7. GOVERNANCE2.7. GOVERNANCE    
 
The next morning after a brief check in, the tools from the previous day were recapped. Organisational 
Development (OD) was more clearly defined and its different elements, ie: Organisation Building (OB) – the 
early stages of pioneering when the name, legal identity and form of the organisation (foundation) is 
established; OD which is possible once an organisation is already established (with aspects of strategy, 
organisational structure and culture often needing to be refined) and Institution Building (building 
networks made up of different organisations). The second day would focus on OB especially issues of 
governance and registration. 
 
The facilitator gave an input on CBOs, NGOs and NPOs and how they differ in terms of their governance. 
These entities were contrasted to profit making organisations like businesses and co-operatives. 
 
Many questions were raised in the plenary session clarifying the different types 
of entities and registration requirements. Good governance was emphasised as 
an important aspect of protecting an organisation (like fencing in a garden). 
 
2.8. ORGANISATIONAL STRUCTURE2.8. ORGANISATIONAL STRUCTURE2.8. ORGANISATIONAL STRUCTURE2.8. ORGANISATIONAL STRUCTURE    
 
In organisational groups, learning partners were asked to build a structure that 
has a head and three legs. The group was very creative and a variety of 
different types of structures emerged. Some could stand and others needed to 
be supported.  

  



The activity was debriefed looking at the different structures and what could be learnt about leadership and 
management. Everyone agreed that structures need to be balanced and those that are strongest have solid 
legs/ foundation. The members/ individuals that make up an organisation need to be strong in order for 
the organisation to be strong. The importance of recruitment of peopl
people with the right intentions and attitudes. Knowledge and skills could always be developed, but 
destructive attitudes were difficult to shift.
 
2.9. LEADERSHIP AND MANAGEMENT2.9. LEADERSHIP AND MANAGEMENT2.9. LEADERSHIP AND MANAGEMENT2.9. LEADERSHIP AND MANAGEMENT
 
The session was summarised by looking 
management (operations) in an organisation and different leadership styles (democratic, autocratic and 
laissez faire). The various aspects of management were also identified (human resources, programmes
finances/ assets and systems (administration). The group engaged in a quick exercise about systems using a 
string to show how everyone in an organisation is part of creating and maintaining a system. Systems can 
quickly break down and can be difficult to
are reinforced on the other hand can over time become a habit and part of the culture of an organisation. 
The group were encouraged to reflect on the policies and systems in their organisation
adapt these in the simplest way as needed (rather than creating unnecessary bureaucracy).
 
2.10. POLICY DEVELOPMENT2.10. POLICY DEVELOPMENT2.10. POLICY DEVELOPMENT2.10. POLICY DEVELOPMENT    
 
The group had discussed governance in some depth and the 
importance of developing guidelines that can help to contain and 
manage the people and work of an organisation. The questions 
raised on the first day were re-looked at and some were selected. 
Learning partners were asked to group themselves according to 
which topics most interested them and to brainstorm policies/ 
guidelines that could help to resolve the different issues. 
 
There were four groups: Youth recruitment/ motivation
of board members; Information systems
leader.  
 
Small groups 
brainstormed policies/ 
procedures for tackling 
the various issues. 
The facilitator  
 closed the day early 
because of the Grantee 
Dinner scheduled that 
evening. Report backs 
happened the next day. 
 

     

The activity was debriefed looking at the different structures and what could be learnt about leadership and 
agreed that structures need to be balanced and those that are strongest have solid 

legs/ foundation. The members/ individuals that make up an organisation need to be strong in order for 
the organisation to be strong. The importance of recruitment of people was emphasised especially bringing 
people with the right intentions and attitudes. Knowledge and skills could always be developed, but 
destructive attitudes were difficult to shift.   

2.9. LEADERSHIP AND MANAGEMENT2.9. LEADERSHIP AND MANAGEMENT2.9. LEADERSHIP AND MANAGEMENT2.9. LEADERSHIP AND MANAGEMENT    

The session was summarised by looking at the difference between leadership (governance) and 
management (operations) in an organisation and different leadership styles (democratic, autocratic and 

The various aspects of management were also identified (human resources, programmes
finances/ assets and systems (administration). The group engaged in a quick exercise about systems using a 
string to show how everyone in an organisation is part of creating and maintaining a system. Systems can 
quickly break down and can be difficult to repair once they are no longer effective. Simple systems which 
are reinforced on the other hand can over time become a habit and part of the culture of an organisation. 
The group were encouraged to reflect on the policies and systems in their organisation
adapt these in the simplest way as needed (rather than creating unnecessary bureaucracy).

The group had discussed governance in some depth and the 
importance of developing guidelines that can help to contain and 
manage the people and work of an organisation. The questions 

looked at and some were selected. 
Learning partners were asked to group themselves according to 
which topics most interested them and to brainstorm policies/ 

lines that could help to resolve the different issues.  

Youth recruitment/ motivation; Recruitment 
Information systems and Managing an autocratic 
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The activity was debriefed looking at the different structures and what could be learnt about leadership and 
agreed that structures need to be balanced and those that are strongest have solid 

legs/ foundation. The members/ individuals that make up an organisation need to be strong in order for 
e was emphasised especially bringing 

people with the right intentions and attitudes. Knowledge and skills could always be developed, but 

at the difference between leadership (governance) and 
management (operations) in an organisation and different leadership styles (democratic, autocratic and 

The various aspects of management were also identified (human resources, programmes, 
finances/ assets and systems (administration). The group engaged in a quick exercise about systems using a 
string to show how everyone in an organisation is part of creating and maintaining a system. Systems can 

repair once they are no longer effective. Simple systems which 
are reinforced on the other hand can over time become a habit and part of the culture of an organisation. 
The group were encouraged to reflect on the policies and systems in their organisation and develop or 
adapt these in the simplest way as needed (rather than creating unnecessary bureaucracy). 



2.11. ORGANISATIONAL CULTURE2.11. ORGANISATIONAL CULTURE2.11. ORGANISATIONAL CULTURE2.11. ORGANISATIONAL CULTURE
 
Organisational culture was briefly touched on using a f
energisers around communication and managing diversity.
 
The group played the games: ‘I went to Market’ and ‘Broken Telephone’ and 
both voicing and listening were emphasised as important aspects of two way 
communication. Group dynamics wer
highlighting diversity in the group in terms of age and gender.
 
The handouts prepared before the conference were looked at and conflict 
management highlighted although not discussed in detail. The final aspect 
focused on Gossip using storytelling about a gossiper 
This was the final session concluding 
 
2.12. EVALUATION 2.12. EVALUATION 2.12. EVALUATION 2.12. EVALUATION AND CLOSINGAND CLOSINGAND CLOSINGAND CLOSING
 
Organisations were asked to reflect on the 2 ½ day conference and
lessons they have learnt. Each was also asked to think about how they might use what they have learnt (ie. 
their next ‘baby’ steps.  
 
The feedback is captured in Appendix 
 
 

   
The conference concluded with a graduation/ celebration and word of thanks.
 
3333. REFLECTIONS. REFLECTIONS. REFLECTIONS. REFLECTIONS    
 
The theme of this year’s conference resonated with all the organisation’s presence as they grapple with 
their own organisational development (OD) issues. Conference provided an open space for learning 
partners to express and discuss critical
There was a wealth of knowledge in the room is organisations are at different stages in their life cycles and 
many people have learnt governance, leadership and management skills over t
 
The 2 ½ days was intense and definitely too short to cover the range of topics originally identified. Resource 
mobilisation for instances was not looked at at all. Some questions could also not be touched upon and 
remained in the parking lot. In future, OD might be better served through a 4 
where there can be more time for debriefing and drawing out of experiences.
 
There is also great potential for peer learning as some people present had years of organisational 
experiences that could be shared with those organisations still emerging.
of youth and elders that was very enriching. There is great potential for Ikhala to encourage this diverse mix 
of voices through learning events and localised interventi
 
The Conference has given an indicati
also help to guide the compilation of 

2.11. ORGANISATIONAL CULTURE2.11. ORGANISATIONAL CULTURE2.11. ORGANISATIONAL CULTURE2.11. ORGANISATIONAL CULTURE    

Organisational culture was briefly touched on using a few ice-breakers/ 
energisers around communication and managing diversity. 

The group played the games: ‘I went to Market’ and ‘Broken Telephone’ and 
both voicing and listening were emphasised as important aspects of two way 
communication. Group dynamics were also explored through an activity 
highlighting diversity in the group in terms of age and gender. 

The handouts prepared before the conference were looked at and conflict 
management highlighted although not discussed in detail. The final aspect 

about a gossiper and a tool: THINK: 
 the Conference. 

AND CLOSINGAND CLOSINGAND CLOSINGAND CLOSING    

Organisations were asked to reflect on the 2 ½ day conference and at least three of the most i
ons they have learnt. Each was also asked to think about how they might use what they have learnt (ie. 

is captured in Appendix 2. 

a graduation/ celebration and word of thanks. 

theme of this year’s conference resonated with all the organisation’s presence as they grapple with 
their own organisational development (OD) issues. Conference provided an open space for learning 
partners to express and discuss critical questions that they are sitting with and share their own experiences. 
There was a wealth of knowledge in the room is organisations are at different stages in their life cycles and 
many people have learnt governance, leadership and management skills over time. 

The 2 ½ days was intense and definitely too short to cover the range of topics originally identified. Resource 
mobilisation for instances was not looked at at all. Some questions could also not be touched upon and 

ure, OD might be better served through a 4 – 5 day structured training 
where there can be more time for debriefing and drawing out of experiences. 

There is also great potential for peer learning as some people present had years of organisational 
es that could be shared with those organisations still emerging. The group was diverse and a mix 

of youth and elders that was very enriching. There is great potential for Ikhala to encourage this diverse mix 
learning events and localised interventions (eg. in Duncan Villag

ion of priority areas for future OD training an
 an OD Guide which will be developed in 20
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at least three of the most important 
ons they have learnt. Each was also asked to think about how they might use what they have learnt (ie. 

theme of this year’s conference resonated with all the organisation’s presence as they grapple with 
their own organisational development (OD) issues. Conference provided an open space for learning 

questions that they are sitting with and share their own experiences. 
There was a wealth of knowledge in the room is organisations are at different stages in their life cycles and 

ime.  

The 2 ½ days was intense and definitely too short to cover the range of topics originally identified. Resource 
mobilisation for instances was not looked at at all. Some questions could also not be touched upon and 

5 day structured training 

There is also great potential for peer learning as some people present had years of organisational 
The group was diverse and a mix 

of youth and elders that was very enriching. There is great potential for Ikhala to encourage this diverse mix 
ge).   

nd process work and will 
015.  
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APPENDIX 1: PROGRAMMEAPPENDIX 1: PROGRAMMEAPPENDIX 1: PROGRAMMEAPPENDIX 1: PROGRAMME    

IKHALA TRUST 
ANNUAL GRANTEE CONFERENCE 

Community Based Organisations:  Working Smartly for Success 

3
rd

 – 5
th

 November:  St Luke’s Retreat Centre, Port Elizabeth 

 

SESSIONS Morning 1 
08h30 – 10h30 

TEA 
 

 
11h00 – 13h00 

LUNCH 
13h00 – 
14h00 

14h00 – 15h30 TEA Afternoon 2 
15H30 – 16h30 

Evening 
18h00 – 20h00 

Arrival  
Sunday 
2
nd
 November  

2014 

 
 

  
 

 Allocate rooms for 
participants sleeping 
over at St Luke’s 

 
 
 
 
 

Allocate rooms for 
participants 
sleeping over at         
St Luke’s 
 

Supper in Dining 
room at St Luke’s 
 

 
Monday 
3
rd
 November  

2014 
 
Breakfast  
7.30am – 
8.30am 
 

 
Welcome by Ikhala 
Trust and official 
opening of the 
Conference (Bernie) 
 
Getting to know 
each other and 
include Conference 
expectations/ 
critical questions 
 

  
What is an 
organisation? 
Why do we 
organise? 
Types of 
organisations? 
What makes a 
healthy garden/ 
organisation? 
 

  
Input#1: 
Organisational Form/ 
Life Cycle  
 
 
  

  
Summary/  
Check out 
 
 
 
 
 
 
 

 
Dinner in Dining 
Room from 
18h30  
 
 
 
 
 
 
 

Tuesday 
4
th
 November 

2014 
  

Check-in including 
reflection on the 
previous day 
 
Workshop #2: 
Governance 

 Workshop #3: 
Leadership and 
Management 

 Groupwork: Policy 
Development 

 Summary and 
Check Out 

Dinner 

Wednesday 
5
th
 November 

2014 
 
Breakfast 
7.30am-8.30am 

Check-in including 
reflection on the 
previous day 
 
Workshop #4: 
Organisational 
Culture 
  

 Key Lessons 
 
Evaluation and 
Celebration/ 
Closing 

 Depart 
 
 
 

    
 
 



7 

APPENDIX 2APPENDIX 2APPENDIX 2APPENDIX 2: ORGANISATIONAL REFLECTIONS: ORGANISATIONAL REFLECTIONS: ORGANISATIONAL REFLECTIONS: ORGANISATIONAL REFLECTIONS    
 

DUNCAN VILLAGE YOUTH DEVELOPMENT INITIATIVE 
 

• We learny that you have to be side and consider some relevant issues within an organisation when you 
choose what type of organisation to run 

• Communication and information sharing is key to the well being and sustenance of an organisation 

• Unity/ vision and solid foundation is key 

• Grooming/ capacitation in terms of having the same understanding and vision regarding the 
organisation’s objectives; meet regularly. 

 
ENDINAKO 
 

• The conference was so enlightening and enables/ forces us to be true to why we run our organisation 

• The Ikhala dinner was fun and encouraging 

• A way forward is clear for our organisation 

• The rooms were comfortable and we had no complaints 

• We didn’t mention how wonderful the food, treatment and staff of Ikhala is – you really look after your 
beneficiaries, Thank you so much 

 
IMBASA COMMUNITY SERVICES 
 

• Communication is the key, transparency throughout 

• Way to identify skills amongst the staff (leadership versus management) 

• How to do an introspection and retrospection using the life cycle 

• We will implement the above lessons 
 

KWENZEKILE COMMUNITY DEVELOPMENT CENTRE 
 

• Governance (revisit policies, let the members know) 

• Communication flow 

• Recruitment of passionate people who will add value and dedicate themselves 

• Report back and implement what we have learnt here 

• Keep motivating one another 
 
MASENGE CO-OP 
 

• How to structure our meetings 

• Youth motivation in order to be part of the sustainability of our organisation 

• Gossip that is more damaging for our organisation 

• We will implement all that we have learnt at this conference, especially the above 
 

MASIVUKE COMMUNITY DEVELOPMENT PROJECT 
 

• Policies will be implemented 

• Duties of Board members 

• Life Cycle 

• We will implement the lessons learnt 
 

OTHANDWENI 
 

• Find the culture as soon as possible 

• How to get out of the human knot 

• Importance of founding documents (identify them collectively; demonstrate it and sit with them to 
come up with a solution; re-visit our policies, constitution and then sit with the Board) 

• Life Cycle of an organisation; Healthy Garden 

• Meeting strategy. 
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SEKI WOMEN”S FOUNDATION 
 

• Leadership and Management 

• Life Cycle 

• We will give feedback to our rganisation about what we learnt here, mend our mistakes and rebuild our 
constitution 

 
SISONKE SOPHUMELELA 
 

• Life Cycle 

• Youth motivation 

• Conflict resolution 

• We will motivate youth to take part in things that are happening in the community; it is important for 
them to work together with older people; allow them to share their ideas and also talk to them about 
the importance of listening to others, especially elderly people because they have lots of wisdom. 

• We will sit down and look at where we are at as an organisation. We will use conflict resolution as a 
lesson in our Life Skills programmes for the children for them to be able to resolve some of their family 
conflicts; at our events conflict resolution will need to be included because some of the families in the 
community have conflicts as a result of alcohol abuse and financially they have problems that makes 
their families and children suffer. 

 
SOKOYISA DROP IN CENTRE 
 

• Governance 

• Organisational building – life cycle 

• Types of organisations 

• We need to work on our governance, come up with criteria to recruit and elect new members; create 
new guidelines/ policies; take our organisation to a next step (from child to adult) 

• We will also discuss with members if it is possible fr us to change the tupe of organisation we are or find 
out if they are comfortable with the type of organisation we are (eg. NPO � Co-op) 
 

SOMILA 
 

• We have learnt how to build an organisation – you must start with a solid foundation 

• How to deal with an autocratic leader 

• Recruit the right board members 

• We will go back to our organisation, look back and make amendments; try to assist members to look at 
the different angles so that the organisation can take them to the next level. 

 
TIPING COMMUNITY ORGANISATION 
 

• To run the organisation in a good way in order to progress 

• There must be friendship between the Co-ordinator, members etc 

• How to make youth, elders happy and everyone around the community and also the children because 
they are important 

• The Co-ordinator should tell everyne anything that is happening around the organisation and staff 
should not fear to ask the co-ordinator 

 
YAM YAKHO YETHU 
 

• Registration – different kinds of organisations; importance of a solid foundation 

• Healthy Garden 

• Take what you have to do what you can 

• Report back to members; we will draft a code of conduct; regster what the organisation qualifies for. 
 

 


