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INTRODUCTION

This report assessed capacity development needs of civil society organizations in Cambodia.
In the broader sense, the term of institutional development (ID) is defined as the ‘abilities,
skills, understandings, attitudes, values, relationships, behaviors, motivations, resources and
conditions that enable individuals, organizations, networks/sectors and broader social systems
to carry out functions and achieve their development objectives over time.” However, in our
assessment context, the institutional development refers to holistic institutional development
which is divided into three different levels: governance, program and enabling
environment. The governance level includes democratic representation, board
effectiveness, leadership, human resource management and financial management. The
program level includes program/program cycle management, program evaluation, do
no harm policy and other program/project policies. The enabling environment
includes advocacy, networking, communication and resource mobilization.

The study aims to provide an up-to-date status of institutional development assessment
of CCC member organizations, provincial CSOs networks and identify their roles to
improve governance, accountability and inclusive policy making. In addition, the results and
data from the assessment will be used as the benchmarks to develop capacity development
curriculum and training materials to strengthen civil society organizations in Cambodia.

ASSESSMENT PROCESS

Four data collection methods: desk study, focus group discussions, in-depth interviews
and online survey were used. This multi-methodological approach allowed us to triangulate,
cross check and validate with the views to conclude objectives and evidence-based
assessment information and conclusion.

Desk Study:

Desk study was conducted to review existing and relevant reports and documents such as the
Need Assessment on the Provincial NGO Networks, Cambodia Civil Society Organizations
(CSO) National Capacity Development and Learning Need Assessment in Cambodia
conducted by CCC and CSO Network Baseline Study conducted by VSO. In addition,
the assessment team reviewed existing network’s strategic plans, strategies and
relevant governance studies. The purpose of this technique was to understand the current
situation of CSO organizational capacities and the current CSO governance status of
Cambodia being rated by other rating institutions.

Focus Group Discussions (FGDs):

Three focus group discussions with 10 NGOs, 6 provincial CSO networks from Kampot,
Siem Reap, Ratanakiri, Stung Treng, Kampong Chhnang and Sihanouk and 3
service providers were conducted to provide in-depth information on capacity
development and learning needs. Consultant team facilitated the discussions and ensure
that every member fully participated in the discussions. Each focus group discussion lasted
about one hour and half. During this time, participants were asked to share their
experience and thoughts on capacity development and learning issues and challenges
facing with CSO in Cambodia and how they overcame those challenges. Specifically, the
focus group discussions were designed to:



Assess the current status of CSO capacity development

Identify CSO’s learning needs related to strategic planning, leadership, management,
project cycle management, monitoring and evaluation, human Resource Management,
financial management and resource mobilization

3. Identify effective learning and training approaches and training materials

N —

In-depth interview

In addition to the focus group discussions, the consultant team also conducted an in-depth
interviews with six training service providers (three from NGOs and three from private
sector). The interviews aim to get data and information about the current popular trainings
and training methodology adopted by the training institutions. The result from the in-depth
interviews also informed the team to design a better online questionnaire.

Online Survey Design

After the desk study, focus group discussions and in-depth interviews, online survey/Survey
Monkey software was conducted. 98 respondents from CCC member organizations and
former CCC trainees participated in the survey. The purpose of the survey was to identify
capacity development and learning needs from a larger sample of population. The survey
identified learning needs on key institutional development dimensions including strategic
planning, leadership and management, project cycle management, monitoring and evaluation,
human resource management, financial management, resource mobilization, and outcome
impact orientation. The survey also got information on the capacity development approaches
that CSO used for learning and where they got capacity development services for their staff.
In addition, the respondents were asked to share their thoughts on how capacity development
institutions should improve to better meet CSO capacity development needs in Cambodia.
SPSS software program was used to analyze data from the survey. Specifically, descriptive
statistic, frequency and percentage were used for data analysis.

Limitation:

This organizational capacity development assessment has been conducted based on
perception and answers from CSO respondents. The assessment team did not objectively
assess the organizations. Thus, the results from this assessment might not reflect the reality
and real level of CSO’s organizational capacity. The assessment team has used different
sources of data and information from both primary research and secondary data.



KEY FINDINGS

The roles of NGOs is changing

Results of desk review revealed that the Cambodian development context evolves with
increased capacity of the state to deliver public services and communities becoming more
engaged in their own development processes. Therefore the role of NGOs is expected to
change towards community empowerment, linking people with public services, and
promoting human rights based approaches in support of the more marginalised and at-risk
populations, who often have not benefited from the high economic growth in Cambodia and
are without adequate social protection.

The government, as stated in the NP-SNDD' 2010-2019 and the IP3-III* 2018-2020,
expressed its commitment for “genuine civic engagement” in the decentralisation processes.
A prerequisite for constructive involvement is to empower and build confidence of civil
society organizations.

The traditional view of aid and development is changing among the international donor
community and governments. The private sector has been increasingly a significant driver of
economic growth in Cambodia. There is increased expectations for CSOs to engage in
partnerships with the private sector in order to leverage a corporate social responsibility
funding, and also seek opportunities to become social enterprises.

NGO Institutional Development Assessment — Strengths and Weaknesses

In the online survey, respondents expressed their perception on the overall capacity of NGOs
in Cambodia was above average. Out of five being the highest score, respondents perceived
that their NGO organizational capacity average score was 3.86. Governance dimension
received the highest mean score of 3.99 while adaptation capacity dimension received the
lowest mean score of 3.58. Human resource management received the second highest mean
score and finance, project and adaptive capacity received the lower mean score respectively.

Table 1: summary results of the online survey

4.5

4 3.86
3.5

3
2.5

2
1.5

1
0.5

0

Governance Finance Project Adaptation Overall Capacity

! National Program for Sub-National Democratic Development
? The 3 year Implementation Plan of the NP-SNDD



Similar online survey had been conducted in 2012. By comparing the mean scores between
the two years (2012 and 2018), the overall organizational capacity assessment in 2018
appears to be lower than organizational capacity results in 2012. The respondents reported
that their organizational mean scores in 2018 on governance, project/program and adaptive
capacities were lower than in 2012. Noticeably, the adaptive capacity mean score of CSOs in
2018 was much lower than that in 2012. The low scores may result from the government’s
current restriction of NGO Law and crackdown on several civil society organizations.
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Table 2: Perceived CSO Organizational Capacity Assessment in 2018 and 2012

During the focus group discussion (conducted in January 2018), respondents expressed their
general satisfactions on their NGO capacity. These include good/acceptable governance,
human resource, finance and project management practices. Their assessment was drove by
their perception that if their NGOs do not have strong capacity they will not be able stand-up
or operate at present. Their assessment was also referred to the ability of their NGOs to
comply with laws and donor requirement.

One respondent said: “NGOs must follow the NGOs law. If we cannot fulfil the
requirement in the law, the government will close our organization. Also, if NGOs do
not have good system, donors will withdraw their support.”

One respondent argued that: “Having good governance, strong human resource,
transparent finance and comprehensive administration systems were not sufficient for
CSOs to be successful. Some good NGOs were closed down. What NGOs lack is an
adaptive capacity. NGOs need to be innovative and flexible with the current political
situation and drying fund in order to accomplish their missions.”

Regarding to the NGOs’ governance, the respondents in the focus group discussions
informed that some organizations had one man show. The executive director had a lot of
power. Staff were not meaningfully engaged in policy making and major decision making.
Board acted as advisory not ruled. NGOs lacked democratic representativeness. NGOs were
established by a few professional individuals who saw issues and wanted to address them.
For the human resource capacity, the respondents reported that there were high turn-over of
staff among NGOs. Some good and capable staff were leaving their organizations to work
with the government and private sector which provide them high positions, better pay and
other better incentives.



Both the online survey and focus group discussions documented own perception of
respondents who are staff of NGOs. Nevertheless, another source of information, the desk
review highlighting significant feedbacks from the outsiders (include donors) on the capacity
of the NGOs in Cambodia.

The desk review indicated a general sense that many NGOs remain attached to a service
delivery approach that is far from empowering of the groups they work with. In some cases it
is because the leadership has not changed for many years, and there is no organisational space
to surface new ideas and energy. In other cases the leadership is hampered by the low
capacity of staff to take on new ideas and approaches.

» The CCC’s National Learning Agenda for CSO Capacity Development and Learning
(2013 — 2015) identified capacity gaps include governance (in particular, functioning
of boards, transparency and accountability), adaptive and collaborative planning;
effective project cycle management (in particular, adherence to project cycle
principles and demonstrating results); strategic human resource management and
development; financial management; and fund raising.

» The CSO Sustainability Index for Asia (2014 to 2016) identified significant
organizational weaknesses among CSOs in Cambodia, specifically the weak
governance, financial viability, ability to do effective advocacy and building public
image.

NGO Provincial Networks

Baseline Study Report found that the NGO networks in the eight target provinces® had low
organizational capacities’, knowledge management, advocacy skill, and resources
mobilization strategies.

» None of the networks had proper knowledge management system,’ proper office or
filling systems. The most common tools that were used for sharing information
among the networks were meetings, emails and telephones.

= The advocacy capacity was limited among the networks. Only two networks
(Ratanakiri and Siem Reap) had advocacy plans and implemented advocacy activities.
All the provincial NGO networks were informal not registered and very often they
faced intimidation and questioning from the provincial authorities.

» The networks had a hard time to mobilize resources and secure funds to achieve their
missions and core network activities. Each network members struggled to secure
funds for their own organizations and had little time and commitment for their
networks.

3 Eight target civil society organization networks include: Svay Rieng, Prey Veng, Kratie, Mondulkiri,
Ratanakiri, Stung Treng, Siem Reap and Kampong Thom.

* Organizational capacities were assessed in five different dimensions including leadership and governance,
human resources, finance, monitoring and evaluation and sustainability

’ How do CSO Networks manage and share Knowledge? What tools do they use to share information and
knowledge? What are their capacities to use information, communication and technology?



Institutional Capacity Development Service Assessment

According to the CCC’s NGO Directory List, there are more than 40 training service

providers in Cambodia. However, only few of them,

i.e. CCC, VBNK and Cord are

delivering institutional capacity development (CD) services and the others are more technical
specific and general training related to admin and program implementation with limited
coverage of CD services. The identified needs for a particular institutional development is

usually based on the assessment or suggestion from an
evaluation or donor requirement.

The CD service providers have used various learning
methods such as training, coaching, study tour,
reflection, learning forum and follow up support.
Training was a common method used by all CD service
providers. Many CD services providers applied a
combination of methods i.e. class training plus onsite
coaching and series of modular training plus follow-up
support and reflection.

There was no standard for assessing the quality of the
CD service providers and the impact of their services.
Each CD service provider has defined its own ways to
measure and control the quality of their services. Most
CD service providers reported that they documented
the testimonials and feedbacks from participants in
each intervention. They raised examples of successes
of their services when they received repeat contracts
from clients or when new clients came to use their
services and recommended their services to others.
Some CD service providers conducted follow-up with
clients/organizations for participants’ improvement.

The receivers evaluate the quality of the CD program
based on how its links the working context and to the
CD need of their institutions and that the CD program
helps improved the impact and effectiveness of their
institutions. The quality of the CD also depended on
the length of the program, the methods applied, the
experience of the capacity builders and the receiver
themselves (i.e. if the institution assigns the right
persons for the CD program and if the institution has
commitment and mechanisms to support those person
to applying learning at the work place).

Common reasons leading to positive impact include:
(1) having a proper discussion/ -clarification on
background information/issues and expectation at the
beginning of the CD; (2) having enough time to deliver
customized learning services plus follow-up onsite

CCC plays critical role in developing the
capacity of its members. The CCC’s
Governance Hub Program (GHP) 2017 — 2021
provides range of CD interventions including

1. Training courses on Governance
Professional and Accountability (GPA)

2. Training course knowledge management

Training course on DNH

Training course on project cycle

management

Training course on report writing

Video production training

Training course on resource mobilization

Donor mapping

Training course on Proposal writing

10. Cooperation Social
Responsibility/Responsible Business
Conduct (CSR)

11. Training on advocacy through legal
framework

12. Training course on advocacy and
leadership

13. Mentoring and coaching on policies
development

14. Learning forum on Human Resource
Management, Financial Management,
Information Communication Technology,
Monitoring and Evaluation and

15. Board and ED workshop; and other
knowledge management platforms.

cERS
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CCC has also produced learning material to
support their CD purposes. For example: the
training materials for Governance and
Professional Practice, resource mobilization,
provincial NGO networks training, CBOs good
governance and sustainability, and knowledge
management.

CCC is recognized, from its members, as one
among other CD institutions who provided
quality and effective CD services. As indicated
in the results of the online survey, 10.59% of
respondent rated the quality of the CD
organized by CCC as very good and 51.76% of
respondent evaluated the quality of the CD
organized by CCC as good.

coaching support; (3) applying

flexible/adaptive methods based on the capacity and working context of the CD services
receivers and their institutions; (4) having good relationship with the leadership of the
receivers’ institution with frequent communication and coordination to address the block for




receivers’ learning and application; and (5) having good and capable pool of trainers and
mentors to transfer knowledge and skills to the trainees and mentees.

Learning Needs

The assessment found diverse learning needs for improving capacity of CSOs in Cambodia.
The focus group discussions indicate three top learning needs for NGOs and NGO networks.
Governance/leadership, monitoring and evaluation, and resource mobilization have been
identified by NGOs and provincial NGO network as their top learning needs. Differently, the
provincial NGO networks have identified network leadership and advocacy as their top
learning needs.

Table 3: Learning Needs Identified NGOs, Provincial CSO Networks and Service Providers

NGOs Provincial CSO Network Service Providers*
1. Monitoring and Evaluation 1. Network Governance & 1. Financial management
Leadership

2. Governance 2. Strategic planning

3. Resource mobilization 2. Advocacy 3. Resource mobilization
3. Monitoring and

evaluation

*Service providers were asked what training topics their clients need to learn to improve
their organizations.

The assessment has also explored the learning needs for NGOs through our online survey.
The results indicates resource mobilization, monitoring and evaluation and non-profit
leadership are top learning needs for NGOs in Cambodia. The table below presents learning
need results from the online survey.

Table 4: Learning needs from the survey

ANSWER CHOICES RESPONSES

Fundraising/resource mobilization 68.89% 62
Monitoring and evaluation 61.11% 35
MNon-profiyNGO Leadership 38.89% 33
Proposal writing 36.67% 51
Strategic planning 34.44% 49
Human resource management 32.22% 47
Information, Communication and Technology (ICT) 47.78% 43
Network/coalition-building 40.00% 36
Facilitation skill 38.89% 35

Total Respondents: 90

Through the online survey, different learning needs were found among local and international
NGOs. The local NGOs identified resource mobilization as their top learning need. However,
the international NGOs identified non-profit leadership and governance as their top learning




need. Table below shows results of learning needs of local and international NGOs from the
online survey.

Table 4: Learning needs identified by international and local NGOs

Learning Need of Local NGOs Learning Needs of International NGOs

1. Fund raising/Resource Mobilization 1. Non-profit Leadership &Governance
2. Program/project monitoring and 2. Program/project monitoring and

Evaluation evaluation
3. Proposal Writing 3. Proposal Writing
4. Non-profit leadership and Governance | 4. Fund raising/Resource mobilization
5. Human resource management 5. Human resource management
6. Networking 6. Facilitation
7. 1CT 7. Networking
8. Facilitation 8. ICT
9. Strategic planning 9. Strategic planning

Based on these different learning assessment methods, the assessment team identified 7
learning needs that are important to develop capacity of CSOs in Cambodia. These learning
needs include:

1. CSO adaptive capacity

CSO governance and leadership
Program/project monitoring and evaluation
Resource mobilization and fund raising

Human resource management

A

Financial management
7. Project/Program Management

Adaptive capacity building, leadership/governance, monitoring and evaluation, and resource
mobilization are the four top learning needs. Both surveys in 2012 and 2018 found that the
adaptive capacity level was lower than other dimensions. This indicates the need to improve
and strengthen the capacity of NGOs to adapt and be resilient to any organizational shock or
change. NGO leadership/governance also need to be improved, particularly in the areas of
democratic representativeness, board and staff participation in policy making. Monitoring and
evaluation are important. NGOs need to know their performance, how well they achieve their
goals and what impact they contribute to sustainable and democratic Cambodian society.
With drying fund that many NGOs are facing, resource mobilization was identified as their
fourth top priority. CSOs have indicated their desire to learn new ways of fund raising and
how they can effectively mobilize both local and international resources to achieve their
organizations’ missions. Other learning needs such as human resource management, financial
management and project/program management were also identified as their priorities.
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These seven learning needs are classified into three important learning need components: 1)
CSO adaptive capacity, 2) CSO governance and leadership, and 3) program evaluation. The
table below details three components.

Adaptive Capacity Governance and | Program Management
Leadership

- Advocacy - Democratic - Program evaluation

- Networking and representativeness - Outcome and impact

partnership - Governance board vs. orientation

- Communication advisory board - Do no harm policy

- Resource mobilization - Board and executive | - Child safe guard policy

- Stakeholder engagement director - Environmental and
- Policy and system social safe guard policy

strengthening

- Strategic planning

Learning Methods

With regard to the institutional development methods, most respondents preferred a
participatory and practical based learning. A series of modular learning forum plus follow-up
on site coaching/mentoring is identified as preferred method that lead to produce great impact
of the CD programs. The receivers prefer learning sessions that have less presentation or
lecturing. They preferred more group discussions and analyzed real case study. They liked
the learning materials that were up to date and had clear references/sources. They valued the
capacity developers who understood the working context of the receivers, had practical
experience related to the topics of the CD sessions, and had good facilitation/coaching skills
that could manage the knowledge and experience transfer effectively.

Majority of the CD service receivers preferred a longer program i.e. from 6 months to 1 or 2
years. The program should be divided into series of modular program by combining class
learning and follow-up coaching. The gap between each learning module can be 2 months.
They highlighted their preferred lengths of each class session is between 1 to 2 days learning
sessions with follow-up coaching intervention.

CONCLUSIONS AND RECOMMENDATIONS

During the FGDs and the online survey, the assessment team learned a general perception of
the respondent who are staff of NGOs and NGO network. The assessment team also
triangulate those perception with the secondary data where the majorities of feedbacks came
from the outsiders (include donors/funders). Although majorities of respondents (in both
online survey and FGDs) expressed their general satisfactions on their current capacity
of their NGOs, some of them expressed concerns on some organizational issues i.e.
governance and their NGOs’ adaptive capacity to respond to the present situation of
restriction of the NGOs’ law and resource scarcity. Those concerns are matched with the
feedbacks from their NGOs’ stakeholders (specifically the donor/funder communities).

The assessment team found the top seven learning needs for NGOs and NGO networks
include: 1) NGO adaptive capacity building, 2) non-profit leadership/governance, 3) resource
mobilization and fund raising, 4) program/project monitoring and evaluation, 5) human
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resource management, 6) financial management and 7) Program/project Management. These
learning needs are important to build capacity of NGOs in Cambodia.

To build and strengthen organizational capacity of NGOs in Cambodia, we would like to
recommend that service providers such as CCC and other organizations should develop their
curriculum around the seven learning needs above.

Improve and strengthen civil society organizations in Cambodia, the assessment team highly
recommend three learning needs from above to further develop curriculum and learning
materials. These three learning needs include:

1. CSO Adaptive capacity
2. CSO Governance and Leadership
3. Program/Project Management

We propose three different organizational learning approaches: Learning forum, mentoring
and coaching and knowledge sharing platform. Learning forum organized by CCC has been
identified as a good learning model. CCC should keep up their learning forums. We also see
that the current CCC’s guide/format for designing curriculum/manual and processes for each
learning forum still applicable for future. Those guide/format will be used as reference when
designing the detail curriculums and learning material for the three proposed topics above.
The example of CCC’s guide/format for designing learning forum is attached in appendix 2
of this report.

In addition, after each learning forum there should be follow up and support. Organizational
capacity and network building professionals should be dispatched to mentor or coach
selective participants at their organizations and networks. Knowledge sharing platforms such
as newsletter, bulletin, Facebook page, radio, TV and other forms should be created to foster
learnings among CSOs. Participants have expressed their desire to stay up-to-date and
relevant to the current NGO trends and issues so that they can adapt their organizations to the
changing environment.

AR RmnERE IR R R B =
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Appendix 1: Online Survey Findings

Table 3: CSO Organizational Capacity Assessment 2018

Questions Mean Score (1-5)
1=low, 5=hiih

The organization has a clear defined mission statement. 4.58
The organization has a clear defined vision statement. 4.57
The Organizations key values and believes are shared by all staffs. 4.42
The organization has a long-term strategic plan. 4.24
The charter (by-law) provides an adequate legal framework for 3.99
operation. '

All staffs can interpret the organizations missions and purposes. 3.88
The organization has a functioning board to provide necessary support. 3.83
Staffs are involved in developing organizational policies. 3.73
The board meets at least three times a year. 3.51

The organization has five-year monitoring and evaluation plan for its

whole operation. 3.18

The organization has clear financial policies and procedures. 4.25
The organization has an annual external financial audit. 4.2
Accounting practices yield accurate financial data. 4.07
The organization provides accurate information about its activities to 3.97
the public and target beneficiaries.

The organization has a clear written conflict of interest policy. 3.97
The organization has comprehensive administrative system 3.9
The organization has a financial strategic plan. 3.6
The organization has stable and predictable funds. 3.46
Roles and responsibilities of staff and management are clearly defined 4.21
and written.

The organization has clear written staff policies. 4.19
Each staff member has an annual performance appraisal. 4.12
Staffs are assigned based on their qualifications. 4.07
The organization has policies to promote gender equity. 3.98
Supervisory practices facilitate staff growth and development. 3.84
The organization has written grievance policies to protect the interest 3.79
and rights of all staff members.

The organization has program for staff development. 3.76
The organization has a human resource strategic plan. 3.44
Projects/programs are developed in line with the organization’s vision, 4.26
mission, values, goals and objectives

The organization consults with relevant stakeholders about its projects. 3.92
Program staff has knowledge and skills in project planning and 3.91
management.
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stakeholders and inform further programming.

The organization regularly monitors and evaluates its projects. 3.9
Project reports are completed on time as planned. 3.87
The organization collects baseline data/information at the beginning of 3.83
each project.

The organization follows all stages of the project cycle from need 3.8
assessment, design, planning, implementation and monitoring and

evaluation.

Best practices from previous programs are documented, shared with 3.54

for CSOs such as Istanbul principles for CSO development
effectiveness

The organization maintains good relationship with its donors. 4.26
The organization maintains good relationship with relevant government 4.07
agencies.

The organization has good and supportive internal relationship. 3.94
The organization engages network with similar sector organizations. 39
The organization has capacity to comply with government’s 3.86
requirements for CSOs such as Decentralization & Deconcentralization

Program, tax and labor law.

The organization is resilient is not swayed by new challenges. 3.44
The organization engages network with different sector organizations. 33
The organization has diverse contacts with media outlets. 3.23
The organization has good relationship with private sector. 3.13
The organization has capacity to comply with international standards 2.69

14




Appendix 2: Online Survey Results

Q8 Have you or your staff attended any training or learning forum
organized by CCC in the last three years?

Arawanpd; B2 Skipped: 101

On W% 2% MW 4% S0M 0 B0W 0N B0 9O0% 100%

Wres Wrne

Q9 If yes, how would rate the quality of the training/learning forum
organized by CCC?

Arawared: B8 Shipped. 107

'\l'arym,p‘und 'imé""m&“ fﬂhpﬁ”‘.ﬁ&"uqﬂ‘m ol
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Q10 What training institutions in Cambodia have you and/or your staff
attended in the last three years? (Check all that apply)

Angwersd B8 Sipped 104

-] E ] 48 &0 BG W "o HE L1 - Far
Evenx  ccc  @smasa [ Capacity Specislist

[ Cambodian- tapan Cooperstion Conter (CICC)

[l cambodian-Korea Cooperation Conter (CKCC) 4+ [ coRD

[ Other {please specity)

ANSWER CHOICES RESPONSES
VBNK 18.85%
coc 7AW,
SILAKA LE
Capacity Specialist 179a%
Cambodan-japan Cooparation Cemier (CICE] RIT%
Cambosiian-Horea Cooperabon Canter (EXCG) it
As 225%
CORD 235%
Ot (g Ay} 42.10%

Tonal Respordonts: 85
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Q11 From what learning methods do you learn best? (Check all that
apply)

Andweied. B2 Skipped: 181

-] L= 00 300 400 B0
[l Participatory learning - laarners actively engage In the lsaming process

[l Group discsaion [ On job training

[ Training and following up support and coaching [ Case study

[ Expevimontal tearning [l Study tour I Tralning [ Lecture/Presentation;
[Bl E-Leaming - lsarning anling

ANSWER CHONCES RESPONSES
Prrticipalony kamming - lsamars acively engage in the laming process T6.00%

On job irmining 47895
Training and following up suppo and coaching H45TR
Case siudy 43.48%
Expanmmental lsaening L%
Shudy tour 5T
Training 28.26%
LecturaPrasantation; TR
E-Laaming - leaming onina B.70%
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Q12 What learning needs do you and/or your staff have in order to
strengthen your organization? (Check all that apply)

Anmwerpd: B0 Siapped. 103

L] 100 200 pilelr] K 00
[l Fundraising/resource mohilization | Monitoring and evaluation

[ Kon-profit/NGO Leadership [ Proposal writing [l Strategic planning

[l Human resoorce management

[ Informaticn, Communication and Technalogy (ICT) [ Network/coalition-building
[l Facilitation skill

ANSWER CHOICES RESPONSES
Funraisinginesourcs mobizaton 6a.8%%
Mariteting and evalistion B1.11%
Mon-profitNGO Leadership ik
Proposal writing 56.5T%
Strategic planning - maiti
Human resourcs managamesnt S2.20%
Inbarmation, Commurication and Technology (IGT) 47.78%
Matwarkicoalibon buikbng 40.00%
Faciitation skil 35.85%
Total Respondants: B

Q13 Is this type of training available in the Cambodia market place?

ANSWER CHOICES
Mot sura

Yes

TOTAL

Angwored. B2  Sdanoad; 101

s 0% 205 % 40% 50%  6O0%  TO%W B0 90% 100%
.Hnuum .‘l'l'i .Nn

RESPONSES

3.13%

59.78%

1.09%

55

51
44
AT

43

a5



Q14 If yes, why haven't you attended such training before? (Check all

that apply)

Answered: 65 Skdppad: 218

o 0 40 1] a0 L 20 4o 160 WO 200

WLackof time  [JJ Don't know where ta find such a training
I Training not avallable in my aren [ Too sxpensive [ Too long
[l Too thearetical [ Trainer not qualified

ANSWER CHOICES RESPONSES
Lack of me S231%
Dan't know whene o find such & rmining 24 B2%
Training not avadable n my anea 20.00%

Too expansive S3.85%

Toa long T.60%

Too theorstical =A%
Trainer nod qualified 123%

Total Respondents: B5

Q15 How many days of training can you and/or your staff commit to
attending considering workloads and other commitments?

ANSWER CHOICES
Less than 1 diy

1-2 days

35 days

Moe than 5 days
Dion't know

Anwwored: 91  Skipped: 192

et B @ o™ 2 hays R an B % O

I Don't know

2.230%
58.24%
36.26%

w|l B8 B w

330%

g
z
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Q16 Is your organization willing to pay a fee for you and/or your staff to
attend training?

Armwored: B0 Skippodg 183

% WM 0 20% 30N % 2 50% B0 0% B0 BOW 100%

By Wlre
ANSWER CHOICES RESPONSES
ou T220% BS
. 27 78% 2
TOTAL B0

Q17 To what extent do you agree or disagree with the following
statements about general training needs in Cambodia?

DISAGREE  DISAGREE AGREE AGREE NOT TOTAL WEIGHTED

STROMGLY STRONGLY APPLICABLE AVERAGE
Theern = & vasi menu of minings on 2.20% BTE% T4 10.50% B.56%
variaty of lopscisubject ralevant o 2 L) 63 10 B a1 2594
C50s
Thede are quaifed tainers and 1.10% A9%  T1.43% 12.08% B
axparts available o C50s 1 a9 85 11 5 L 1 .00
Tranings are tailohad ko the speclic 0.00% 1556% 63.33% 14.44% BETS
nieds and capacily levals of C50a. o 14 57 13 =] o0 2594
Tramnings use inbaractive, 1% 10.00%  G5.89% 16.67% 3.3%
participatory and practical maihods. ] 8 a2 15 3 1 .05
After basic or genaral raining, thenm 0.00% 6.52% 605w 1739% B.52%
ane posaibilities o despen skills 1] 1] ad 16 B rr g 312
through maore advanced ainings.
Aftor training, them s possibiity for 1.10% 18T 43.00% 9.80% 12.19%
SLaff promotion 1 28 40 9 12 a1 2.72
Trainings incorparale sel-lnaming 111% T78% Ti1% 13.33% B.E5T%
throuigh shanng of rescurces that can 1 T 64 12 [} B 304
b usad outside A workshop saftting
Thare = a good level of Tollow-up and 1.10% 08% 52.TE% 17.58% EAES
coachng o help C50s instudionalize 1 21 44 18 5 " 292
rvird Shills
The cost of kmiring is aficedabie tor 1.10% 283 S584% 1.10% 13.19%
CS0s 1 24 53 1 ] " 2.88
C50s pay attention o stalf 0.00% 12.09%  TIEIN BT A%
development and tramning [i] 11 a7 -] B o 297
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Q19 What is your current position in your organization?

Answernd: 70 Saipped: 213

LU T 0% 0% 0% 0 % s 0 100%

W Frogram/project manager [l Volunteer [ Staff [ Exocutive Director
| Board member [ Human resource manager [ Financlal manager

ANSWER CHOICES RESPONSES
Programpregect manager 2%
Vilikaat 0.00%

Saall 1T.14%
Ecatitive Diraclor ET1%
Board mamiber 0.00%
Humpn resourcs manager 85T%
Financial managos TS
TOTAL

Q20 What is your highest education level?

Anmwaned B8 Spped: 187

% W% 0% 0% 40% BO% 60 TOWM BDW  DO% 100%

[ Elementary school (1-6 grades) [ Junkor high school (7-9 grades)
[ High school (10-12 grades) [ Vocational training school [ Associate degroe
[l Bachelor degree [ Master Degree [ FhD

ANIWER CHOICES RESPONSES
Elemantary school (1-8 grades) 0.00%
Jurésr high school [1-0 grades) 0.00%
High schoal {10-12 grades) 1.18%
Wocanonal Hairng sonoo 0.00%
Associnte degnn e
Buchaior dagrea 36.05%
Niaxier Dagroe 58.14%
PhO 1.16%

TOTAL

21



ANSWER CHOICES

Famaie

Prefer nof io disciose

ANSWER CHOICES
Younger than 25 years old
25 b0 30 years old

3n-35

36 -40

41-45

46 - 50

51558

56 - 6

Dider than 60
TOTAL

Q21 What is your gender?

Anmworod: B8 Skipped: 167

o% 0% 0% 3% 40% 50% B0% TO% BO% 90% W0
Wvaic [ Female [ Prefar not to disclose

RESPONSES

B0.60%

30.23%

1.16%

Q22 What is your age group?

Anmwedsd BE Skipped: 187

O WHR 0 0% 0% 40% S50% 2 60%  TD% 0% DO 100%

B voungerthan 25 yearsold 25030 yearsold [ 31-35  [35-40
Ev-45 [J46-s0 51-55 [Ess-c0 [ Older than 60

RESPONSES
1.16%
13.95%
18.77T%
30.23%
10.47%
11.63%
6.98%

2.33%

348%

22
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ANSWER CHOICES
Loscal

Intermational
TOTAL

Q25 |s your organization local or international?

Answennd: BS

% 0% 0% 0% 40 S0% G0N TO% BO%  B0% 100%

[lLocal [ international

Skipped: 188

RESPOMNSES
41.53%

56.4T%

ar

Q26 What areas/sectors does your organization work on?

ANSWER CHOICES
Educabon

Childran

Youth

Other (ploase specify)
Water ard sanitabion
Women

Health

Envimnment
Economics.

Land

Culture ard ans
Tolal Respondanis: B3

23

RESPONSES
53.01%

S0.60%
46.99%
44 58%
A21T%
42.17T%
36.55%
28.82%
20.51%
10.84%
1:20%



Q28 In what provinces does your organization mainly work in Cambodia?

Ta Koo
Kampong Chism

Ratanakin

Sung Trang
Preah \ihaar

Shanouk Ville
Koh Kong
Ocdar Meanchey

Pailin

Total Respondonts: 81

24

18.52%
16.05%
16.05%
11.11%
11.11%
7a1%

BB Y e 22RBE S

=

-
-]

19
19
L]
L]
15
13
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Q29 What was your organization's budget in 20177?

ANSWER CHOICES
Less than 10,000U50
>10,0040 - 30,000US0D
*30,000 - 50,000US0
>50,000 - 100,000USD
*100.000 - 200,000U50
*200,000 - 300,000U50
*300,000 - 400,000U50
=400, 000 - 500.000USD
*500,000 - 1 milion USD

=1 million LISD
TOTAL

25

RESPOMSES
0.00%

3.85%
1.26%
5.13%
BAT%
10.26%
B9T%
B9TM%
17.95%

e



Vision
Sustainable development for Cambodia.

Mission

As a membership based organization, CCC works in inclusive partnerships
for good governance, enabling environment and sustainability of civil
society organizations in Cambodia.

Goal
A strong and capable civil society, cooperating and responsive to
Cambodia’s development challenges.

Values

- Integrity,

- Responsiveness,
- Quality,

- Cooperation

- Inclusiveness

Funded by:

DCA ¢ diakonia

actalliance PEOPLE CHANGING THE WORLD




