








































































































Civit Society E_rmenl 

Let us do this exercise: I am going to ask you 18 questions about your­
self and you are going to answer either "yes", "no" or "perhaps". Try to 
commit yourself as much as possible by refraining from putting "per­
haps" as much as you can. Then I am going to ask you to rate the item 
how you think others see you. 

a.-tIon$. ¥es· No PemaPi 
1 I'd rather worK alone 

2 I postpone my worK 

3 I like to take a leadership responsi-
bility 

4 I feel with others and their suffering 

5 I WOIl< hard on the project that I am 
responsible for 

e I have professional attitude and 
standards 

7 I like to be fashionable 

8 I like to do volunteer worK 

9 I appreciate friendship more than 
(benefit) Mas/aha 

10 I worry more than I act 

11 I face problem in tenns of saying 
good things to others, giving them 
compliments 

12 I like to take risks 

13 I consider failure is a negative thing 

14 I try to respect the opinion of others 

15 I like to adhere to laws and princi-
ples 

16 I like parachute jumping 

17 I like to take revenge on those who 
hurt me 

18 I consider opinions which are dif-
ferent from mine 
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LMdership Skills: Faith In Self and Fellow Human Beings 

Now, look how the other person perceived you. Keep your perception 
about yourselves and compare the results. Examine the differences be­
tween how you see yourself and how your colleagues see you. Also, 
examine how you thought he would perceive you. Are there similari­
ties? If yes, where are they? Concentrate on items 12 and 16. 

We have three levels of analysis. An effective leader has minimum 
differences amongst these three levels of analysis. There will always 
be differences in perception, but if the differences are great the person 
has to take a closer look at himself as a potential laader. (S)he should 
expect problems in interpersonal relationships, especially in the area of 
communication. (S)he may understand something that you didn't mean 
or say. This also means that (s)he may not be clear to others or even 
with to herlhimself. 

How others see you is the important factor. It matters little if you see 
yourself as the most understanding leader when others see you as not 
understanding at all. Perception is reality. 

Perception can be analyzed at more than one level. Sometimes one 
can be described as lazy at work, although he is very active outside the 
work place. How you are perceived in the work situation, in this case, is 
the crucial perception. For example, how our spouse perceives us at 
home is the important factor. It matters little that the husband is per­
ceived as a considerate person in the community if his wife thinks oth-

erwise at home. So how your friends 
perceive you is not as important as how 
your colleagues perceive you when you 
are leading projects. 

Inter-personal relationships are quite 
important in a work situation. If our 
workers perceive us as dictatorial, not 
understanding an~ difficult, they might 
engage in covert behavior to take 
'revenge' on us. For example; you may 
give a messenger a proposal that has to 
be delivered at a given date or hour. He 

retums and infonns you that he could not deliver the proposal because 
of problems with the car. Such passive-aggressive behavior is similar 
to seeing a waming light tum on in an expensive machine and ignoring 
~. Passive-aggressive behavior is minimized if you understand your 
workers and they understand you - when there is similarity in 
perceptions. Never underestimate human beings. They have an infinite 
capacity and creativity that can be directed constructively or 
destructively. The "inSignificant" messenger could cost you the most 
expensive project. 

You have to understand yourselves; you have to understand how you 
perceive yourselves, and how others perceive you. 
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VALUES 

We all have values and this affects our behavior. A lot of the time we 
think that we hold values but they are not really there. We have to be 
clear about the values that affect and direct our behavior. Are the vai­
ues we hold and adopt congruent witb our behavior? Sometimes, we 
hold values and yet we do not live according to their principles. 

let us do the following eXllfcise in 'value clarification': 

Scenario: 
You learn that a nuclear disaster is to take place in a community, and 
the shelter there can only accommodate six people in terms of food, 
water, and oxygen. There are ten people present, and only six can en­
ter the shelter. They know if the decision is left to them, they will enter 
into serious fights that could jeopardize the lives of everyone of them. 
They agree amongst themselves to abide by the decision you take. 
Who are the six people you will chose to place in the shener from the 
following ten people: 

1. A nuclear SCientist; /Jis careless experiment caused the danger-
ous activity. 

2. The wife of the nuclear scientist who is four months pregnant. 

3. A Marxist revolutionary, :1" year university stummt. 

4. A famous sixty year-oid psychologist author. 

5. A noted TV celebrity host. 

6. Statistician 

7. A fifty year- old alcoholic priest 

8. A professional football player, very low 10. 

9. A very bright secondary high school student 

10. A former presidential assistant who is clever but shifty. 

We can argue that how you arrive at your deciSions is a way of apply­
ing values. It is obvious that these values differ from one group to an­
other. But that is not what I am interested in. What I am interested in is 
how you interact with each other; i.e., your group Interaction. This is the 
aim. This is an exercise to put you in an interactive atmosphere. How 
does the group reach its decision? What does it take into consideration 
when it makes its choice? 

1. Who feels, among the group, that his/her opinion was important 
or not important, or not taken into account, was active or inac­
tive? 

2. Who would go behind the group? It is thus destruction if one 
person in the group feels that his opinion Is not important. 
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3. Who feels that there is someone among the group who wants to 
impose her/his opinion? 

4. Who feels that he had an opinion, but later on he/she changed 
his/her mind? Were there reasons, persuasions, or points that 
that person did not think about? Flexibility is what is required and 
is important in any group discussion. You have to decide: to go 
with the group or defend your opinion. Sometimes it depends on 
the importance of the subject. 

S. Who feels that you were unjust to one of the group members 
after you made your decision? How do you feel about the deci­
sion? 

6. Have you felt that someone islwas a leader? Were you a follower 
or leader in the discussion? Did you feel comfortable or 
uncomfortable with your own role? Most people feel more 
'comfortable' when they take a leadership role! 

Human feelings are very important. It is 
important how we interact and perceive each 
other. Every time we interact with someone, 
there are feelings involved and these feelings 
are reCiprocal, relating to how we feel about 
ourselves, and how the other person feels 
about us. 

~ ..... p ~,. .. 

W 
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8 BUDGET ESTIMATION 
AND COST ALLOCATION 

Dr. Rita G/aeaman 1 

The actual writing of a budget, including cost allocations, is in fact the 
last step in a series of steps that need to be taken to make the cost al­
location itself coherent and realizable. 

Before we are able to construct a budget and to allocate costs, we first 
need to ensure that the project for which the budget is to be con­
structed stems out of need/demand and is realizable. 

The very first step towards ensuring that the project itself is meaningful 
comes from observation and the initial identification of need. This step 
should be followed by a needs assessment. The needs assessment 
must investigate need, preferably by asking the beneficiaries them­
selves, and combining their views with expert views as well. The needs 

assessment should also investigate the 
beneficiaries' awareness of need versus demand, 
as well as infrastructural, human resource, and 
managerial requirements to set the stage for a 
project's success. 

Based on the information obtained from having 
completed the above steps, one can then construct 
a project idea, framework and plan. This should 
include: 

I. A clear definition of the alms and objectives of the project. The 
specifics here will define the nature, type and level of staffing 
needed, as well as other items crucial for the construction of an 
adequate budget. 

2. Tuming the objectives into a plan of action with full details. Such 
details need to include: 

, Dr. Giacaman (Phann.D .. M.Phil.) is the director of the Institute of Community 
Hea~h at Birze~ Univers~, Birze~. 

52 



Budget Estimation and Cost Allocation 

a. Identifying the steps that need to be taken in order to 
achieve the objectives. 

h. Setting up of a timetable for operationalization. Usually, such 
a timetable includes different phases. The phases usually in­
elude: initial ground work, training and or upgrading human re­
sources, piloting, implementing, monitoring, evaluating, and 
then, if possible or desired, scaling up. Scaling up means the 
expansion of the project to include other sectors, other areas 
or other needs as well. 

c. Identifying the type, nature, and level of 
human resources, technical, managerial 
and supervisory, required to implement 
each of the steps. We have noted that in this 
country, the managerial and supervisory 
needs are often omitted. 

d. Identifying infrastructural needs. 

e. Identifying other operational needs. 

f. Identifying other needs, for instance, advocacy needs. 

3. Once the plan is set along the basic lines described above, one is 
able to construct a budget for the project and initially allocate costs. 
It should be stated here that in Palestine, budget and cost alloca­
tion requires a good amount of flexibility, as pol~ical and other im­
pediments more often than not require adjustments in budget and 
cost allocations because of ongoing exceptional circumstances. 

4. Usually, budgets include the following ~ems: 

• Infrastructural costs: this can include of range of one-time 
costs, such as building, repair and rehabilitation of buildings, 
buying equipment, computers, vehicles and other capital costs. 

• Other one time costs: such as in~ial human resource develop­
ment- training, scholarships, travel etc. This item could also in­
clude costs such as initial curricula development, if the project is 
a training one; setting up a website; initial set up of local com­
mmees costs atc. 

• Operating costs: these are costs that are ongoing, and must be 
included in the budget on a monthly or yearly basis, depending 
on the time required to complete the project. 

a. Human Resources Costs: This pari pertains to the monthly or 
periodic allotments for the human resources that will operate the 
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project. Those can be divided into technical human resources, 
and supervisory and managerial ones. Those can include: 

Regular salaries: It is of the utmost importance to calculate 
salary costs in ways that can include the benefits they receive 
from worlling with an institution. Usually, we calculate the sal­
ary per year to be equivalent to 14 months actual pay. This is 
because, by law, institutions must compensate employees with 
one month's salary for each year the employee worlled for the 
institution. Other hidden costs include holiday pay - if you 
have to replace the employee during this period, health insur­
ance, and provident fund. Together, they generally come up to 
around 14 months. 

Honoraria (or consultants: for consultants, given that they have 
a more limited role in the project, and the assumption here is 
that these consultants will not be worlling with the project on a 
regular monthly basis. but in specific periods only, and that 
they are contracted on a fee for service basis, payment is 
budgeted in terms of hourly, daily or up to one month's pay. 
The usual fee for a consultant for one days 
worll ranges between 100-400 USD daily, 
depending on the nature of worll, marllet 
conditions and availability of human 
resources. For teaching, you need to factor in 
materials preparation: For each 50 minutes of 
presentation, there is generally about 2 hours 
of worll in preparation. 

b. Other ongoing costs. Ongoing costs are costs that are ex­
pended on a regular or semi regular basis throughout the du­
ration of the project. This can include medications purchase, 
stationery, photocopying and maintenance, transport, and 
other such regular1y expended items. 

c. Depending on the project, we can include separately ongoing 
library purchase costs, including the purchase of books, pe­
riodicals and CD Rom bibliographic searches, and email and 
networlling costs. 

d. Field worll: costs: if the project entails much field worll, added 
costs could be placed here, such as transportation, vehicle 
operating costs, temporary employment costs - for instance, 
for field worllers, monitoring costs, such as obtaining informa­
tion from records in the field, coding on computer, and ana­
lyzing the information in order to monitor and evaluate at later 
stages. 



Budget Estimation and Cost Allocation 

e. Printing and communications: this can include printing 
educational material, training material, and reports of all sorts. 
Communications should include telephone, fax and email 
costs. 

f. Rent and Utilities (electricity, water, heating fuel etc.) For 
each project, one must assess the average utilization of space 
and utilities in relation to the total spent on these items by the 
institution, and then include them in each and every budget. 

g. Evaluation costs: it is well worth the while to include a special 
allotment of money for evaluation, to be conducted at the end 
of the project. Usually, this item includes: Honoraria for con­
sultant evaluator, other costs of human resources participating 
in the evaluation, analysis and writing costs and finally, costs 
for the printing of the evaluation report. 

h. Miscellaneous and unforeseen costs: this item is the emer­
gency item so important in Palestine. We usually place this at 
around 10% of the total cost of the project. 

i. Management costs: those range between 10% and up to 
40% of the costs of operating the project. Management costs 
include accounting, auditing, operation of premises, secretarial 
assistance, utilization of laboratory, including computer labo­
ratory services, as well as overall institutional supervision. 
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9 CASE STUDY: GENDER PROJECTS 

Islah Jad' 

INTRODUCTION 

I am going to begin with the following case. UNRWA gave money for a 
widow to open a sewing factory. Later on, this factory was closed and 
the project failed. What was the reason for this failure? 

The causes might be to do with technical issues, for example perhaps 
this woman has no skills or no ability to run a sewing factory, or there is 
no feasibility study, or a lack of good estimation about the requirements 
for implementing the project. Another reason might be the social factor 
and 'self factor', that is to say a lack of self-confidence. This factor 
leads us to the importance of integrating an awareness of gender is­
sues in any project. There may be misunderstanding concerning the 
project, which is focused on women, because, for example, opponents 
might contend that it takes ladies 'away from society' and keeps them 
away from the traditional community. 

FOllowing this angle leads me to another example: PECDAR presented 
a project for supposedly building Palestinian infrastructure, and yet all 
this investment and energy went to men. When you want to speak 
about unemployment, you should not consider men only, while there 
are a lot of women who are also unemployed. At best, what we see is 
that they will operate a small project, for example; distributing sewing 
machines, or a factory that can integrate women, but which does not 
lead to real development. This is like putting one group in a train to take 
them to a specific place, while sending others to the same place using 
bicycles. Neither group will necessary reach the same place. And if the 
second group reaches the right destination it is going to be at a point 
when they are already exhausted and they will thus lose the ability to 
continue in a healthy and normal way in the development process. 

, Islah Jad works at the Women's Studies Center at Birzeil University. 
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This is how development projects in Palestine go, including some un­
der the auspices of NGOs, not only those having to do with agriculture 
but also those that have to do with policy making. For example, the 
Agriculture Ministry cumsntly works on a project to increase the wheat 
produCtion in the northern districts and they claim that they take into ac­
count tha women by sending and distributing plants and some small 
loans in order to lat the women work in their gardens. In this way, they 
are not going to improve the status of women and they are not going to 
increaee the wheat production. So why are they doing it? 

In general both men and women work in agriculture. Men, thOugh, hold 
more than % of the senior or supervisory positions. So when they go to 
the fields to supervise or train on how to plant new 
plants, they usually go • to the men. The same thing 
applies when they start to use new machines, 
for example; tractors in planting the wheat, for 
plowing, harvest or for irrigation, they think 
predominantly about the men. This means 
that in order to increase the • wheat production in 
the northem areas, all they did was further exclude 
women from agriculture. The community, in accor-
dance with its nature, includes both men and women 
in agricultural production. When the modem planner, 
who is sitting in a nice office, wants to modernize things in a way that 
goes against this nature, problems arise. 

Any industry or new technology, which comes into a community faces 
that community's own values, traditions, habits and views on who is ex­
pected to do what etc. Technology does not implement itself; technol­
ogy is implemented by humans who have complex inter-relationships. 
Consequently integrating technology always affects human relation­
ships. 

Some might say that increasing wheat produCtion is a technical issue 
only and whatever effect this might on social life is another issue, or 
has to be studied separately. Another might say that it is not possible to 
bring women who have no idea about mechanics to work on a machine 
and begin from A, B C; it is easier to involve men. Another point of view 
acknowledges that when there is an objeCtive for a project, it has to be 
done aside from the gender issue, especially if it that is not its direct 
objective. Finally it is worth mentioning that if women limit themselves 
in a specific work, it is their problem. It cannot be said, for example, 
that while trying to promote women and not to exclude them, we don't 
want to use a certain machine. 

57 



Civil Society Empowennent 

DIFFERENCES BETWEEN DEVELOPMENT AND 
IMPROVEMENT 

People say that technology has its effect, and naturally there are bound 
to be victims. First of all let us stress that there is a difference between 
development and economic growth. 

The period from 1967 till 1973 was a period of gteat economic growth 
in Palestine. This had an effect on wor1<ers, on what they ate, how they 
behaved and what their interests became. Suddenly wor1<ers built their 
own houses, bought cars and they became richer than the teachers for 
example. The financial growth reached 18%. The improvement in 
China, in comparison, is 9-10%. In Gaza growth reached an annual 
level of more than 18%. 

The period from 1973-1977 was termed one 
of stagnation in economic growth. 19n saw 
the implementation of Israel's "iron fist" pol­
icy and as a result of an Israeli economic 
criSis all the earlier economic improvements 
began to reverse, reaching -3% annual 
growth In 1986. It can be said that because 
of this the Intifada began in 1987, and not in 
1969 or 1971 . Actually, the Intifada neither 
depended on the students, teachers or the 
educated. It was rooted in the workers who used to wor1< in Israel. This 
was symptomatic and indicative of a very important thing, which is that 
during the preceding time, we had witnessed serious economic growth, 
but we had had no development. 

Development is more comprehensive than economic growth. Palestin­
ian economic improvement depends on Israeli economic improvement. 
We, as Palestinians, playa cushion role. When they have a boom it ex­
pands so more Palestinian wor1<ers find jobs In Israel, whan there Is a 
crisis, we (or the Palestinian wor1<ers in Israel) are the first who are 
fired. This is not development. The wor1<ers may be individually living 
reasonably well, while the roads are very bad, the health care non-exis­
tent, Infrastructure inadequate and the educational system does not 
compliment the Palestinian rnar1<et. During this period the developmen­
tal focus was rather on the Israeli vocational schools, which trained 
blacksmiths, carpenters etc. for the Israeli rnar1<et, while Palestinian 
schools graduated people for emigration, and not for Palestinian 
development. 

The Palestinian Authority, throughout its seven years, instead of 
decreasing the dependency on the Israeli economy, increased it. This 
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is because there were those who wanted to be agents for the Israeli 
economy. Here we are truly not speaking about development. 

Development takes into account different factors. The most important is 
the human factor. Any classical style of colonialism permits capitalist 
accumulation. In other words there are always people who get benefits 
form the occupiers, as in Algeria, South Africa, etc. The same thing is 
found in Palestine throughout different levels of social strata, although it 
is limited immensely by Israel's complete control over the Palestinian 
market and the import and export trade. 'De-development' does pre­
date, in some cases, the Israeli occupation; prior to the Israeli occupa­
tion, there was a Jordanian law, which did not permit any factory worth 
more than 3 million Dinars to operate in the West Bank. 

There has been a long process of accumulation of weakness in our 
economic structure. The Israelis were very aware not to have people 
benefit from their program, or to allow any serious development, which 
might encourage people to stay. Their aim is and has been to exile the 
people out of the country. 

What do you want to achieve from economic improvement? For what 
and for whom do you want to increase income? It can be likened to a 
Palestinian father who works for 16-17 hours a day to get income for 
his family. At the end he does not see his family, nor takes care of his 
children, and thus eventually perhaps his son becomes a drunk, and 
his daughter becomes a deviant because the absence of a father ... 
hard work and economic growth must be harmonized so as to be for 
the community's full benefit. 

For quanrying, beside Qalandia, the workers get a reasonable salary. 
This is one of their economic improvements. But eventually the workers 
develop health problems. At the age of forty or so the worker might 
have no job. Further, residential conditions have been affected by this 
quanrying. Such a case indicates the difference between development 
and economic improvement. Development does not necessarily mean 
that workers have to eam a high salary but eventually contract lung 
cancer. Real development should take such factors into account. 

Many organizations and institutions have good intentions but policies 
alter them and they become bad. For example, their objective might be 
to improve the Third World, but the effects of their project on the people 
in the Third World may be negative in the end. Avoiding such an occur­
rence might be best achieved through fully understanding the value of 
human development. 
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In one example, fanners might be asked to plant roses instead of 
wheat, tomato etc. in order to earn better money. All the fanners plant 
roses; suddenly Israel closes the roads. What is the result? Before the 
"imprOvement", they were at least able to eat tomato, now what are 
they going to eat? Who is going to eat roses? 

A similar thing has happened in Africa, where people were told to plant 
banana, so they planted banana. Soon banana became very cheap 
and so they neither got money as the result of the economic "improve­
menr nor did they have varied food from their traditional plants, which 
they used to plant before. There are tens of examples of such strate­
gies and plans, which do not take into account the human as the 
essential base for the development. 

Thinking that increasing the income of a family has a positive effect on 
each member of the family is wrong. This is called the "trickle down" 
theory, which means that you have only to give the head and every­
thing will reach those who are beneath the head. It is not right, because 
the head has his own priority, which maybe differs from that of the rest. 
For example, if I go to a fanner and I tell him that I want to improve 
agricultural process, his priOrities and his willingness to do so probably 
differ from his wife's priorities and those of his children. 

Again, when you want to increase the income of a family, you have to 
study, in advance, what Is going to happen to the family after you 
implement the project. In many communities, for example in Cairo, and 
especially in the poor areas, 35% of families depend on women. Stili, 
many projects are designed based on making the main beneficiaries 
men, and while the men increase their income the family income will 
consequently be increased. As a result of this planning, women be­
come poorer and more dependent and their isolation is increased. 

THE IMPORTANCE OF WOMEN INTEGRATION IN THE 
DEVELOPMENT PROCESS 

Human development is the essence of all development. If there are 
developmental trends and there is a group; either children, women, 
widows, poor, farmers etc. suffering from negative effects, it means that 
the project is wrong. Whenever there are people suffering, there is a 
need to stop and think about that project. There must be something 
wrong in the project, because the aim of the project is to get people 
from point A to point B, so if a specific group of the community get to B, 
and the rest fall behind, the original problems and conflicts which might 
negate the whole purpose of the project will arise again. AI-Aqsa Inti­
fada began not because of Sharon's visit to the AI-Aqsa compound. If 
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Sharon had not visited AI-Aqsa, the Intifada would still have arisen -
maybe in the form of resistance directed against the PA even, because 
unemployment was increasing, income was not steady and money was 
being distMbuted unfairly. 

Development has to accommodate the interests of different groups and 
be directed by moral pMnciples and not only by economic ones. The 
failure of the project that was done for the widow was that the project 
did not address this widow as a human. What responsibilities did the 
widow have? What does the widow have to do to succeed in the pro­
ject? If this widow has a handicapped child and is expected to go out­
side so as to manage the sewing project, who is going to take care of 
her child? The result may be that she takes her daughter out of the col­
lege. Hence the result of improving the status of the family is that the 
daughter cannot continue her studies. 

What then if there is no training for running and managing the sewing 
project and there is no training for marketing? If there are a lot of im­
ported clothes, where is this widow going to market her product? 
Marketing needs a national development policy harmonized with such 
issues of import and export. 

In this project the traders might retum to the widow and tell her that 
there is nowhere to market your product and after all that time all this 
family would get from the project is that the daughter loses her studies. 

Abdul Nasser, who has no idea about gender issues, has a national 
project. He decides to depend on local production, thereby reducing his 
dependence on international markets, a decision, which has ~s own 
political connotations for him, especially to do with the Arab-Israel con­
flict. The first step he takes for this development is focusing on women, 
half the community. He opens kindergartens and 
nurseMes, improves public transportation, public 
schools and gives matemity leave etc. If we have 
such a national project for development, there is 
no way but to involve women. 

BMnging up children is not only women's work, for 
which - instead of acknowledging them - the com­
munity punishes them. To change this, husbands, 
the wider community and govemments must work 
to support women. 
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Appendices 

ApPENDIX 1 

ELEMENTS OF A PRoJECT DEFINITION DocUMENT 
(POD) 

Introduction 

- Brief statement of the project and what is included in 
the POD 

Project Objective Statament. Priority and SCODe 

Major Deliverables & Target Dates 

1) Deliverable 1 
2) Deliverable 2 
3) Deliverable 3 

Project Team Roster 

Major Risks 

Key Framework Processes 

- Project File 
(maintained by location, frequency of update, back-up, 
archived location) 

- Issues I Action Item I Change Tracking 
(Type of log used, maintained by, location, frequency of 
review & update) 

- Meetings 
(frequency, date, time attendance guidelines) 

Authorizing Signatures of Key Management I Staleholders 
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ApPENDIX 2 

ELEMENTS OF A TYPICAL FINAL AUDIT 

FORMAT REPoRT 

1.) Executive Summary 

2.) Introduction (Purpose of Audit) 

3.) Project Review 

a) Project objectives 

b) Method or approach 

4.) Effectiveness of Planning 

5.) Effectiveness of Project Management 

6.) Effectiveness of Technical Solution 

7.) Project Deliverables 

a) Description 

b) Assessment against requirements (in original plan) 

8.) Quality 

a) Standards I guidelines used 

b) Measurement of quality 

c) Assessment against requirements (in original plan) 
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ApPENDIX 3 

SELECTED INTERNET RESOURCES 

GENERAL SOURCES ON (NGO) MANAGEMENT 

http://wwW.clearinghouse.net! 
(Unks to guides on Fundraising. Grants, Non-Profit Organizations, Public 
Services; click sub-category Business & Employment) 

http://wwW.cvbervpm.com/resource.htm 
(Volunteer Program Management Resources) 

http://wwW.fundsnetservices.com/main.htm 
(Lots of resources on Funding, Grant Writing, Non-Profit, Research and 
Educational Resources) 

http://wwW.not-for-profit.orgl 
(Nonprofit Resource Center with a comprehensive directory of links and 
infonnation on issues such as Fundraising & Philanthropy; Volunteers & 
Human Resources; Advocacy & Public Relations; Board & Organizational 
Support; Management Consultants; Publications; Research & Policy Studies) 

http://comnet.orglnet! 
(Gateway to sites for the nonprofit community, organized by resource topics 
such as Education, Govemment, Grants & Funding, Health Care Services, 
Human Services, and Political Activism) 

http://wwW.casanet.orglnuts/index.htm 
(Articles, survey results, program management tips and infonnation on 
Volunteering; topics include Board, Program and Resource Development; 
Personnel and Financial Management; Evaluation) 

http://wwW.charityvillage.com/cvhome.html 
(Canadian site for the nonprofit sector with many pages and links to News, 
Jobs, Infonnation and Resources for Executives, Staffers, Donors, and 
Volunteers) 

http://wwW.ncnb.orgl 
(Dedicated to building stronger NGO boards and NGOs; focus on NGO 
Govemance) 
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http://www.escape.caI-rbacal/articles.hbn 
(Online articles on Nonprofit Management Problems, Solutions & Issues; 
Training, Development, Leaming & Human Resources; Defusing Hostility & 
Cooperative Communication; Change Management: Teams & Team 
Development, etc.) 

http://www.mapnp.orgl 
(The Nonprofit Managers' Ubrary: information, materials and links on topics 
such as Administrative Skills; Boards; Chief Executive; Communication 
Skills; Ethics for Managers; Finances; Fundraising/ Grant Writing; 
Mari<etinglPublic Relations; Management & Leadership; Training & 
Development; Personnel & Policies; Program Evaluation; Strategic Planning; 
Quality Management; Volunteer Management) 

http://www-{JefSOnal.si.umich.edul-.... beittlnonprofitslnonprofits.hbnl 
(Information and resources about Nonprorrt Organizations, including 
Funding, Management, Technology, Philanthropy, Volunteer Activity, 
Programs and Activities) 

http://www.fundraising.co.ukl 
(Everything on Fundraising: information, links, strategies, agencies) 

http://www.idealislorg/ 
(Huge database on NGOs worldwide, including publications, materials, pre>­
grams and links. See http.11Www.idea/ist.org/tools/lools.htm for a list of useful 
resources for starting and managing a nonprofit organization. Categories 
include Financial Management; Foundations; Fundraising; Govemment Re­
lations; Lobbying; Management; Personnel Management; and Public Rela­
tions). 

http://www.bncenter.orglllbrarylllnks.hbnl 
(Extensive list of links and reSOUfCes for Nonprofit Organizations) 

http://fdncenter.orgl 
(Includes an online library - see http://fdncenter.orglonliblonlib.hbnl - with 
links to nonprofit resources; Material on Grant Seeking; a Guide to Funding 
Research and ResoufCes; a Proposal Writing Course; Literature on the 
Nonprofit Sector; and Common Grant Application Forms) 

http://www.jsi.com/idr/idrmaslhbn 
(Unks, informa'tion and reports from the Institute of Development Research, 
an independent nonprofit reseafCh and education center) 

http://www.oneworld.org/euforlclcap.hbn 
(Resources on Capacity Building and Institutional Development) 

http://www.woridleamlng.orgl 
(Educational services NGO working in Intemational Development, Training 
and Capacity Building, NGO Management, and Democratic Participation) 

http://www.innonetorg/ 
(Free resources for Nonprofit and PUblic Agencies) 
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HUMAN RESOURCES 

http://www.nwllnk.com/-donclarklhrd.html 
(Website for Human Development Resources, including articles, online 
Training Guides, links to Training, Human Resource Development, and 
Leaming Infonnation) 

http://www.nbs.ntu.ac.uklstaffnyerjlllstihrpub.htm 
(lntemet publications on Human Resource Management) 

http://www.tcm.comltrdev/ 
(Training & Development Resource Center for Human Resources) 

http://www.astd.orgl 
(Website of the American Society for Training and Development with 
infonnation, tools, articles and links to training, parfonnance, evaluation etc.) 

PROJECT MANAGEMENT 

http://www.pmi.org/ 
(Website of the leading nonprofit professional association in the area of 
Project Management. Contains articles, seminar announcements and all 
kinds of assistance for project managers. See also: 
http://www.pml.org/publictn/pmboktoc.htm for a downloadable version of 
the PMI book ~ Guide to the Project Management Body of Knowledge 7 

http://www.4pm.com/ 
(Articles, free library, links and tips on project management, tools & 
techniques, discussion forum, newslelter) 

http://www.allpm.com/ 
(Lots of project management resources) 

http://www.mlchaelgreer.com/ 
(Lots of free and valuable articles, handouts and other project management 
f9sources) 

http://europa.eu.inticomm/scr/evaluation/methodsJpcm.htm 
(Project Cycle Management - The complete official EU training handbook as 
pdf-file) 

http://www.projectmanagemenlcom/main.htm 
(Project Management links, tools and resources, incl. infonnation on relatad 
softwaf9) 

http://www.welcom.comllibrarylwhltepapers/mpmsem.html 
(Useful articlelhandout providing practical guidance on how to implement 
modem project management in an organization) 

69 



Civil Society Empowennent 

http://www.lnfogoal.com/pmclpmchom •. htm 
(Extensive information on project management sOl/wam, links & news, 
seminars and training, services, standanis, experts, articles, white papers) 

http://members.aol.com/AilenWeblindex.htm 
(Compilation of useful links m/ated to project management. development and 
finance, as well as project risk analysis) 

http://www.cpm.ul.le/maln.html 
(page of the Center for Project Management with educational, msearch and 
training msources) 

http://www.geocllles.comlathell8ldelphU83901 
(Project Management Help Desk with lots of links and articles) 

hltp:llctb.lsl.ukans.edultoolslENipart_l 01 O.htm 
(Website with tools and tips m/ated to project evaluation) 

http://www.startwrlghlcomlprojecthtm 
(A leading mfemnce site for the information needs of IT project managers 
and support starr worl<ing on mmote or dispersed projects; with an extensive 
list of project management related links). 

70 




	Project Management 001
	Project Management 002
	Project Management 003
	Project Management 004
	Project Management 005
	Project Management 006
	Project Management 007
	Project Management 008
	Project Management 009
	Project Management 010
	Project Management 011
	Project Management 012
	Project Management 013
	Project Management 014
	Project Management 015
	Project Management 016
	Project Management 017
	Project Management 018
	Project Management 019
	Project Management 020
	Project Management 021
	Project Management 022
	Project Management 023
	Project Management 024
	Project Management 025
	Project Management 026
	Project Management 027
	Project Management 028
	Project Management 029
	Project Management 030
	Project Management 031
	Project Management 032
	Project Management 033
	Project Management 034
	Project Management 035
	Project Management 036
	Project Management 037
	Project Management 038
	Project Management 039
	Project Management 040
	Project Management 041
	Project Management 042
	Project Management 043
	Project Management 044
	Project Management 045
	Project Management 046
	Project Management 047
	Project Management 048
	Project Management 049
	Project Management 050
	Project Management 051
	Project Management 052
	Project Management 053
	Project Management 054
	Project Management 055
	Project Management 056
	Project Management 057
	Project Management 058
	Project Management 059
	Project Management 060
	Project Management 061
	Project Management 062
	Project Management 063
	Project Management 064
	Project Management 065
	Project Management 066
	Project Management 067
	Project Management 068
	Project Management 069
	Project Management 070
	Project Management 071
	Project Management 072
	Project Management 073
	Project Management 074
	Project Management 075

