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encouraging respect for difference and diversity and
challenging discrimination (principle 4).

The two practice principles under principle 4 are central to
global youth work:

• Drawing attention to unjust policies and practices and
actively seeking to change them

• Encouraging young people and other to work together
collectively on issues of common concern.

Many of the criteria in the draft revised inspection
framework for youth work will be familiar to global youth
workers and well within the scope and principles of effective
global youth work. Examples include: the extent to which
young people become self-confident and acquire new
knowledge or skills, and, the extent to which youth workers
encourage young people to participate actively in the
planning and execution of the work.

So, evaluation of global youth work in 2001 and beyond
demands:

• Understanding the Government agenda for youth work 

• Knowing the criteria by which youth work will be
evaluated

• Setting standards for global youth work, both generic
and project specific, and monitoring against them.

Given these, global youth workers will be able to
demonstrate that global youth work, with its promotion of
the values of justice and equity in personal, local and global
relationships and its adherence to key elements of good
practice, has an crucial contribution to make to this twenty-
first century agenda of social inclusion.
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When it comes to measuring effectiveness in a discrete,
time-bound project, with clear outputs and quantifiable
indicators, there is no one, right way.  But those of us
schooled in standard monitoring and evaluation tools can
make a fair stab at it.  When it comes to measuring
effectiveness in terms of organisational learning, the familiar
measurement frameworks are blown wide open.  What is
learning – let alone how do we measure it? Where does it
happen? What is acted on, or changed, as a result of
learning?  Are individual, team and organisational learning
different things, requiring different measures?  Who does the
measuring?  How do we guard against learning becoming
isolated as a process, divorced from action and change? (For
example, we can effectively measure the number and
functioning of action learning sets, say, but what positive
impact have they had?) And even when an organisation has
clearly undergone a culture-shift towards conscious learning
and change, can effectiveness be directly attributed to this?
Finally, why measure effectiveness in this area at all, when to
do it well requires so much time, energy and effort?

The BOND experience in this area would argue that
organisations set on creating a learning culture and practice,
who measure effectiveness with light, manageable tools, at
regular intervals, are not wasting their efforts. We hold that
paying attention to how individuals, teams and organisations
act on lessons from experience, and learn anew, does create
quantitative and qualitative benefits.   

Within the BOND organisational learning programme,
Peter Senge’s ‘fifth discipline’ of systems thinking, has
proved helpful.  This approach argues the need for awareness
of how all parts of an organisation interact in pursuit of its
purpose.  By building a better understanding of
interdependency and change, people can become more
effective at managing these processes and their outcomes.  It
is this systems thinking that makes organisational learning
different from other organisational models.  

This ‘fifth discipline’ brings together four other
disciplines, identified by Senge as essential building blocks
of a learning organisation.  Where these are applied together,
the learning organisation takes shape. In brief, the first four
disciplines are:
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Personal mastery – individual ability to create and adapt to
change.  Senge argues that organisations cannot learn unless
individuals do. 

Mental models – the development of skills such as
reflection and critical enquiry.  An organisation where these
skills are developed has a wider choice of actions and
reactions and avoids familiar conclusions or short-term
solutions. 

Shared vision – generating mutual commitment and
purpose. The clearer the shared sense of identity and
purpose, the better the reference point against which an
organisation can monitor its outputs and impact. 

Team learning – how teams learn together, not simply how
they do things together. When teams work well, they can
transform collective thinking, and mobilise effectively to
achieve common goals. 

BOND’s programme promotes organisational learning across
a disparate membership.  The challenges in this process have
paralleled wider thinking on learning and change.  For
example, we struggled with an inherited proposal which
declared that BOND would, in so many words, create X
number of learning organisations by the end of X month.
Not until we overcame anxiety and questioned this very
‘mental model’ of mechanistic thinking did we have the
‘personal mastery’ to initiate a meeting with our funder and
re-negotiate the grant objectives.  There was also the need to
build shared vision, to avoid the pattern of ‘selling’ by one
champion or leader. 

We benefited from the views and ideas of an advisory
group, and select member organisations.  We were especially
supported by the input of two consultants who produced a
paper that developed and articulated our views and position
on organisational learning.  

We have now established a team of ‘reflective
practitioners’ willing to contribute to and build an integrated
programme.  The idea for this group came relatively late in
our planning – but again served as a useful lesson.  We had
built awareness of the concept through internal and working
group forums and literature searches. We had drawn on these
findings to devise a three-tiered programme, which seemed
to meet the needs of the range of our members.  We were
being regularly approached for support on organisational
learning issues – which assured us of the need for the work –
and had only to set about planned activities.  All this was
nigglingly undermined by the feeling that we had perhaps
spread ourselves too thinly, trying to meet the needs of all
our members, compounded by the fact that we had no ready
expertise to contract for the work – and were under-
resourced for the task in hand. It was only when our old fast
delivery methods of thinking ran against these problems that
we saw things more clearly and reached three decisions:

1. This could be a true pilot piece of work – and therefore
we could justifiably target.

2. We could offer a long-term gain to the sector by
identifying and supporting a pool of organisational
learning practitioners – hence the ‘reflective
practitioner’ group. 

3. We would reassess our own work-load and set a realistic
time requirement for the programme – this has resulted
in the recruitment of a post dedicated to organisational
learning. 

So, to date, we seek to offer support on three levels: 

• awareness-raising and information exchange through a
new organisational learning site on the BOND website; 

• encouraging member organisations to share lessons with
others; 

• through the reflective practitioner group, supporting
those in member organisations who have an explicit
organisational learning role. 
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