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What Grant Makers Really Want

Some questions, such as the meaning of life, are not really meant to be answered,
but debated throughout the ages. Others have more definite answers although
they may seem daunting and ambiguous at first. A question that falls into this
second category is “What do grant makers want?”

Many charities seem to find this question difficult to answer and more are
discouraged by the anecdotal evidence that a high percentage of grant applications
are rejected by foundations each year. | can relate countless stories of foundation
officers’ discarding grant applications without getting to the second page.

Such stories tend to cause charities to shun from
submitting grant applications and make the question
of what grant makers really look for even more
confounding. However, it does not have to be this
way. The truth is, what grant makers want is fairly
simple and straightforward if we can understand their
philosophy. The problem often lies not in what grant
makers want, but in what charities expect.

The Grant-Seeking Mindset

One of the most common difficulties that charity
officers have when writing grant applications is putting
aside the fundraising mindset and applying a grant-
seeking perspective. While fundraising and grant
seeking both involve the raising of money for a charity,

they are vastly different when it comes to process
and philosophy.

For example, fundraising typically involves writing a
generic letter, personalising it and distributing it to
hundreds or thousands of people. While fundraising
letters generally describe a charity’s programmes and
projects, they usually tug on the donor’s heartstrings
as well. Emotional appeal is almost always an
important aspect of any fundraising solicitation.

In contrast, a grant proposal must focus on a particular
foundation and its unique requirements. A generic
appeal simply will not work because almost every
foundation has specific guidelines, processes and
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formats for their grant making. As for emotional
appeal, it does not belong in a grant application
because foundations already know the importance and
the benefits that their funds provide. They are not as
interested in your community or your constituents as
they are in hearing about projects that contribute to
their causes, work to solve large-scale problems and
provide workable solutions.

The striking distinctions between fundraising and grant
seeking account for many of the challenges that
charity officers face when submitting grant
applications. Stuck in fundraising mode, they often
find it difficult to switch gears and apply a more formal
and business-like approach to their grant seeking
activities. Nevertheless, it is absolutely essential to
adopt a different perspective.

Laying the Foundation

Once the appropriate grant-seeking approach has
been understood, many charity officers feel the next
step is getting straight down to the business of writing
the actual application. Not quite yet.

You would not send out a fundraising appeal without
knowing something about your audience, would you?
The same rule holds for grant seeking. After all, if
you are in the grant-seeking mode and are treating
each foundation as a unique entity, it behoves you to
gather as much information as possible about the
foundation before submitting an application.

Thorough research of a foundation can save you wasted
effort and energy. One visit to its website might tell
you whether or not the foundation supports your cause
or funds projects in your geographical area. Charity
officers need to dig deeper than that. Study the
foundation’s philosophy and mission statement;
consider what types of programmes they have
supported; review their recent activities on the website.
It is important to know if the programme you are
proposing in your grant application fits what the
foundation expects. A short conversation with a
foundation officer can also provide considerable
direction and guidance about submitting an application
and what to expect.

Writing the Application

With a good sense of the foundation and how your
programme fits with its priorities, it is time to think
about putting pen to paper. This is where adopting
the grant-seeking mindset will pay off. Although every
foundation will have different philosophies and
funding priorities, they all want to read proposals that
are appealing, clear, concise, and are relevant to their
concerns. So, before beginning to write your
application, go through the following checklist and
be sure that you have ready answers to them in
whatever format the foundation requests.

e Ensure your charity’s mission and project

correspond with the interests of the foundation.
Foundation officials say they see considerable
“mission drift” charities that are stretching their
goals and programmes or recreating themselves in
order to receive funding. Usually, it is fairly obvious
for foundations to tell when charities are doing this.
The bottom line is if the foundation does not fund
what you do, then it really is not worth writing a grant
application to this particular foundation.

e Describe your project in terms of how it will affect

the intended group or community.

Foundations want solutions; provide them clear and
measurable outcomes that will result from your
programme. Consider what will you have completed
at the end of the programme that will advance not
only your charity’s mission, but the foundation’s
mission as well. But be up-front and realistic though
as it will be obvious when charities inflate numbers
and impact.

e Focus on strengths and opportunities, not needs

and problems.

This point can be difficult for charity officers because
they are trained to focus on problems and address
them. Foundations are already well versed in the
issues and problems they work on, so focus on the
things you do well that connect with what the
foundation is doing.

e Demonstrate that the community and your board
not only support the programme, but also will
be actively involved.

Foundation officials want to know that your proposal
was not created in a vacuum, but will address actual
needs that are affecting real people. Describe how
your board and community were involved in the
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development of the proposed programme and what
they will do to support its continued operation.
Highlight partnerships and collaborations with other
organisations. This evidence will help convince
foundations that your programme could work in other
communities.

e Explain how the grant money will bring in other

money.

Foundations do not want to hear that their grant
money is the only funding that will support the
programme and once it is spent the programme will
end. Spell out how their support may attract other
funding (public or private) or how it will help your
organisation become more cost effective and self-
supporting.

Those are some of the larger strategic concepts to
consider as you develop your grant application.
However, there are also smaller and more technical
points that can mean the difference between a
successful application and one that is not considered.
Always remember to:

e Use clear and concise language and avoid
professional jargon.

e Check your math. Make sure your budget adds
up and is reasonable.

e Follow the foundation grant application
instructions to the letter. The instructions were
created for a reason, not merely to make your
life difficult.

e Send one application to the appropriate person
at the foundation. Sending multiple applications
to different people does not increase your
chances of receiving funding.

e Be patient. With the increasing number of
applications foundations are receiving, it can
take a few months (in some cases) for officials
to review them all. The occasional phone call
to check on your application may be
acceptable. (If you have spoken with a
foundation official before you submitting your
application, you may have enough of a
connection to feel comfortable calling - another
reason to do your homework!).

The Grantee-Grantor Partnership

Charities need to remember that the grantee-grantor
relationship is a partnership, and neither party can
accomplish its goals without the other. Yes, the
relationship may be slightly slanted toward the grantor
since it has the money. At the same time, charities do
not need to beg foundations for money, and they
should never view foundations as elite, imperious
entities that consider grantees somehow inferior.

Charities and foundations need each other in order
to make the philanthropic process work. They should
treat each other as equal business partners. Adopting
a grant-seeking mindset is a critical part of this
relationship because it forces charities to think about
what their business partners want. That process alone
should take the mystery out of what grant makers
want, because what grant makers want is what any
entity in an equal business relationship wants: results,
efficiency, honesty and clarity.

Written by:
Paulette Maehara

Ms Paulette Maehara (CFRE, CAE) is the President and CEO of
Association of Fundraising Professionals (AFP). Prior to joining AFP,
Ms. Maehara served as Chief Executive Officer of the Epilepsy
Foundation. She has also held executive positions with Project
HOPE, American Red Cross, the March of Dimes Birth Defects
Foundation and the University of Hawaii Foundation. Ms. Maehara’s
background combines extensive fundraising knowledge with strong
association management experience and her work has led to a
number of honours. Ms. Maehara has been selected by The
Nonprofit Times as one of the Top 50 Most Influential People in
Philanthropy in 1999-2003, and she was one of 100 women chosen
to participate in the 2000 Leadership America Program. In 1994,
her work for Project HOPE led to a Best Direct Mail Program award
from the Direct Marketing Association of America.

Relevant SSTI course: MAKING $ENSE OF FUNDRAISING

This course allows participants to gain an understanding of various
issues relating to fund raising, as well as techniques and strategies
that have worked in the Singapore context. Participants will gain
insights into important elements to lead successful fund raising
campaigns.



Balanced Scorecard for Government

and Nonprofit Agencies

Author's Note

Before Government and Nonprofit organizations can
develop a Balanced Scorecard they must consider
alterations to the “geography” of the model to fit their
particular circumstances. This excerpt discusses potential
adaptations these organizations may make to the Balanced
Scorecard framework.

Thus far, we’ve peered through the window of
performance measurement in both the public and
nonprofit sectors. Clearly both sectors have seen the
benefit of measurement and have embarked, with
varying levels of effort and success, on measurement
initiatives. What has been lacking, however, is the
answer to this seemingly simple question: “Is what
we're doing (both in the public and nonprofit sectors)
making a difference - is anyone better off as a result

of our efforts? To answer that question, executives,
managers, and employees alike need to view
performance from a broader perspective. They
require a system that not only counts the inputs and
outputs of the system, but one that provides an
opportunity to assess progress in reaching the
organization’s true mission. The Balanced Scorecard
has risen to the performance measurement challenge
of the private sector and is equally well-equipped to
facilitate a rapid and dramatic transition of 21st
century nonprofit and public organizations. Figure
2 - 1 displays the Balanced Scorecard model which is
applicable to public and nonprofit enterprises. We
can use this diagram to differentiate between private
and public and nonprofit sector use of the Scorecard.

Mission

Customer

Who do we define as our
customer? How do we create
value for our customer?

Financial

How do we add value for
customers while
controlling costs?

Strategy

Internal Process

To satisfy customers while
meeting budgetary
constraints, at what business
processes must we excel?

How do we enable ourselves to
grow and change, meeting
ongoing demands?

Employee Learning
& Growth

Figure 2-1 : The Balanced Scorecard Model for public and nonprofit enterprises Mission moves to the Top of the Balanced Scorecard
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In the for-profit Balanced Scorecard model all of the
measures appearing on the Scorecard should lead to
improved bottom line performance. Improving
shareholder value is the end game for profit seeking
enterprises and they are accountable to their financial
stakeholders to do just that. Not so in either the public
or nonprofit organization.

While you are accountable for the efficient allocation
of funds that is not your ultimate aspiration. You exist
to serve a higher purpose, for example: ‘reducing the
incidence of HIV,” ‘bringing classical music to your
community,” or ‘increasing public safety.” You may
be hesitant to include such lofty objectives on your
Balanced Scorecard claiming, ‘we don’t have total
control over our mission,” or ‘we can’t influence the
outcomes.” However, itis only through measurement
that you are able to claim any real difference in the
lives or circumstances of your constituents. Of course,
you won’t achieve your mission overnight, and in fact
may see only periodic movement. This is precisely
why the other perspectives of the Balanced Scorecard
are so vital. Monitoring performance, and learning
from the results, in the customer, internal process,
employee learning & growth, and financial
perspectives will provide you with the short to medium
term information you require to guide you ever closer
to achievement of the mission?.

Strategy Remains at the Core of the Balanced
Scorecard

Strategy remains at the core of the Scorecard system,
regardless of whether it’s a local theater company, city
government, Fortune 500 company, or a mom and
pop store. Nonprofit and government organizations
often have a difficult time cultivating a clear and
concise strategy. While many attempt to develop
statements of strategy they amount to little more than
detailed lists of programs and initiatives used to secure

dollars from funding bodies. Many so called strategy
documents can be upwards of 50 pages. For now, it
is suffice to say that strategy is about those broad
priorities you plan to pursue in order to achieve your
mission. The priorities must be consistent with your
unique situation and fit one another in an effort to
respond effectively to your challenges and
opportunities. Once you’ve developed your strategy
the Balanced Scorecard serves as the device for
effective translation and implementation.

The Customer Perspective is Elevated

A clear distinction between private and public sector
Balanced Scorecards is drawn as a result of placing
mission at the top of the framework. Flowing from
the mission is a view of the organization’s customers,
not financial stakeholders. Achieving a mission does
not equate with fiscal responsibility and stewardship,
instead, the organization must determine who it aims
to serve and what how their requirements can best
be met. Rick Pagsibigan is the Chief Strategy Officer
at the Red Cross of Philadelphia. When developing
their Balanced Scorecard, placing the Customer
perspective at the top of the model was a logical
choice. Rick explains, “We put the Customer
perspective at the top. The message is that anything
and everything we do regarding financials, revenues,
etc. is there to support our customers?.

In the profit seeking world, companies are accountable
to their capital providers (shareholders) for results,
and they monitor this accountability through the
results attained in the Financial perspective of the
Scorecard. Again, this is not the case in the nonprofit
and public sectors. Here the focus is on customers,
and serving their needs in order to accomplish the
mission. But the question of “who is the customer”
is one of the most perplexing issues that nonprofit
and government Scorecard adopters face. In these

! Robert S. Kaplan, “The Balanced Scorecard and Nonprofit Organizations,” Balanced Scorecard Report, November-December, 2002. pp. 1-4.

2 From interview with Rick Pagsibigan, September 19, 2002.
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sectors, unlike the for profit world, different groups
design the service, pay for the service, and ultimately
benefit from the service. This web of relationships
makes determining the customer a formidable
challenge. Establishing the real customer in many
ways depends on your perspective. Inthe public sector
the legislative body that provides funding is a logical
choice, as is the group you serve. However, think
about that group you “serve.” Would law
enforcement agencies consider the criminals they
arrest their customer? You could probably make a
case for that. Conversely, many would argue that
constituents are the ultimate beneficiaries of policing
activities and are therefore the real customers.
Fortunately, the Balanced Scorecard doesn’t force you
to make this difficult decision. Including all customers
is permissible and possible using the public sector
Scorecard framework. Not only is it possible, it’s
desirable since meeting the mission will most likely
entail satisfying disparate customer groups, each of
whom figure in your success. Each group of customers
identified will likely result in different measures
appearing in the other three perspectives of the
Scorecard. Once nonprofit and public sector
executives and managers have made their way
through this tangled maze, the job of choosing
performance measures in all perspectives becomes
much simpler.

No Balanced Scorecard is Complete Without
a Financial Perspective

No organization, regardless of its'status, can
successfully operate and meet customer requirements
without financial resources. Financial measuresin the
public and nonprofit sector Scorecard model can best
be seen as either enablers of customer success or
constraints within which the group must operate.
Many will argue, with merit, that it’s difficult to put a
financial price on the work they perform. Consider a
nonprofit agency attempting to provide prenatal care
to disadvantaged expectant mothers. Their prized
outcome is the birth of a healthy baby - as far from
financial concerns as you can stray. However, we must
persuade reluctant managers that financial measures

aren’t inconsistent with quality service delivery and
achieving the mission. In fact, when services are
performed at least cost, or with great efficiency, the
program will likely attract more attention and warrant
even greater investment from funders. A win for
everyone.

Which Internal Processes Drive Value for
Customers?

When developing objectives and measures for this
perspective we ask ourselves, “what are the key
internal processes we must excel at in order to drive
value for our customers?” Every organization from
the smallest local service agency to the largest
departments of the Federal government will have
documented processes for establishing their goals.
Small organizations may have dozens, while larger
entities may have processes numbering in the
hundreds. The key to Balanced Scorecard success lies
in selecting, and measuring, just those processes which
lead to improved outcomes for customers, and
ultimately allow you to work towards your mission.
The processes you choose to focus on will normally
flow directly from the objectives and measures chosen
in the Customer perspective. It’s not uncommon for
the Internal Processes perspective to house the
greatest number of objectives and measures on the
Balanced Scorecard.

The Employee Learning & Growth Perspective
Provides the Foundation for a Well Constructed
Balanced Scorecard

Operating as mission-based organizations, nonprofit
and public sector agencies rely heavily on the skills,
dedication, and alignment of their staff to achieve their
socially important goals. Employees and
organizational infrastructure represent the thread that
weaves through the rest of the Balanced Scorecard.
Success in driving process improvements, operating
in a fiscally responsible way, and meeting the needs
of all customer groups depends in a large extent on
the ability of employees and the tools they use in
support of your mission.



Community Building in ASEAN's Social Sector

As crucial as the objectives and measures of the
Employee Learning and Growth perspective are,
they’re often overlooked. Considered “soft stuff”” or
“pure overhead,” many organizations will ignore these
base ingredients to building a successful Balanced
Scorecard. They do so at their own peril. Motivated
employees with the right mix of skills and tools
operating in an organizational climate designed for
sustaining improvements are the key ingredients in
driving process improvements, working within
financial limitations, and ultimately driving customer
and mission success.

Three areas are particularly relevant to capture in this
perspective. First, employee skills and competencies.
Do you have the right mix of skills to meet your
challenges (and opportunities) on an ongoing basis?
Second, the flow of information or what is sometimes
termed “information capital.” Do employees have the
tools and information they require to make effective
decisions that impact customer outcomes? Finally, the
organizational climate should be addressed. This
typically consists of elements such as alignment and
motivation.

Written by:
Paul R. Niven

Paul R. Niven is the President of The Senalosa Group, author, and noted speaker on the subjects of
Performance Management and the Balanced Scorecard. As both a practitioner and Consultant he
has developed successful Performance Management systems for clients large and small in a wide
variety of organizations, including Fortune 1000 companies, public sector, and not-for-profit. His
latest book “Balanced Scorecard Step by Step for Governments and Nonprofits” was released by
John Wiley & Sons in June, 2003. It is a follow-up to his very popular book “Balanced Scorecard
Step by Step: Maximizing Performance and Maintaining Results” which was released by John Wiley
and Sons in March of 2002. Paul can be contacted at pniven@senalosa.com

Paul R. Niven‘s “Balanced Scorecard Step by Step for Governments and Nonprofit” is available

at NCSS Resource Centre (call no: 352.3/57 21).

Relevant SSTI Course: Balanced Scorecard for Non-profit Organisation -
An Introduction to Measuring Overall Success

The course aims to provide participants with knowledge on the techniques to apply Balanced Scorecard
methodology for measurement of the overall performance of a non-profit organisation. The new
course was launched in October 2004 and saw an overwhelming response. A second run was also

conducted to meet the training demand.

VWO Capability Fund (VCF) Announcement
From now on, all VWOs can submit the VCF Local Training applications online via the VCF
Management System (or VCFMS for short). The VCFMS can be accessed through VWO Corner at
www.ncss.org.sg. For further enquiries on the VCFMS, please email the VCF Secretariat at

ncss_vcf@ncss.gov.sg.



What's Wrong or What's Missing -

The Solution-Oriented Approach to
Problem-Solving

“If you look for the evil in man, you will most
certainly find it.” Emmerson... If we take
Emmerson’s quote seriously then it must follow
that if we look for the resources in people we
will most certainly find them.

We humans are seekers of problems - even our biology
is structured so that our central nervous system is
stimulated by change, and tranquilised by steady
states - we naturally notice problems! It makes
evolutionary sense to notice danger - to notice a
movement in the bushes, not the stillness surrounding,
since the movement may be a sign of danger, or even

some problem in our body, our relationship, our family,
our community.

This natural problem orientation has allowed us to
survive, and continue to do so, but at a cost to our
wellbeing. The result of surviving is just that - survival
- and while it is necessary, it is insufficient.

When we ask another question - “What’s missing?”’
- We generate a whole new direction of looking, a
whole new world of observations, and most
important, a whole new cluster of possibilities.

What's Missing?

potential death. If we ask ourselves what’s missing for us that if it

were present, we would be OK, we might discover
this to be some resource that we aren’t accessing in
the problem circumstance, which is why the situation
is problematic. This resource may be an emotion, a
missing conversation, or perhaps an action.

Even now, if we are to safely cross a road, we need to
be alert to moving cars, not still ones; we need to
listen to cries of distress in our young children, not
gurgles of delight. We are more interested to notice

?

]

A man wanted help with his “depression”. When | asked him what was missing,
so that if he had it, he would no longer be depressed, he was very clear that he
needed more time. He had young children, a demanding boss, and money worries,
and because of feeling overloaded, he hadn't made a start to organise himself,
and particularly his time, to be more in control of his life. He was agitated, tense,
and fidgety. | asked him to recall some time when he had been active, achieving,
satisfied, and peaceful. He was able to describe an experience to me, when he
had been helping a school-mate tidy up a large back garden over a weekend
when he was about 16. There was a lot to do - the lawns to mow, rake, and
edge; the vegetable patches to weed, and even though it was a hot weekend, he
achieved a lot, with a sense of satisfaction, and importantly, he enjoyed the
experience. When he recalled the enjoyment, his mood changed, he visibly relaxed
in the chair, and he stated - that's what's been missing for such a long time -
enjoyment! | asked him how he might take the feeling of enjoyment into other
activities, and he offered the opinion that he would now be able to get more
done, with less worry, and greater satisfaction. He was pleased with his experience
and was confident that he would be able to translate it into his life.




What’s Wrong or What’s Missing - The Solution-oriented Approach to Problem-Solving

Asking “What’s missing?”” can lead to an obvious
resource, but sometimes it is more obscure, particularly
if we are used to leading a problem-saturated
experiences. Just to contemplate such a question can
be a challenge at times, and other ways of identifying
such a resource include:

1. We can ask “how will we be different when our
problem disappeared?”” and when we identify that
experience, we can explore what was not obvious
at the beginning. We can then look for the resource
that might have allowed the desired change to
happen.

2. We can ask how we were before the problem
began, wondering what we were doing, thinking,
feeling then, before we had the problem, and this
might lead to some clarity about what resource was
being used then.

3. We can ask “the miracle question” - If a miracle
happened and our problem disappeared, what
would be different for us? This can be a place to
look for future resources - those that would be
present if the “miracle” happened.

The answer to any of these questions can sometimes
lead directly to the missing resource, and mightinclude
“I"d feel calmer, “I’d be more confident”, “I’d be
having more fun” and this direction of inquiry can
often lead to experiences which are complementary
to problem solving, and frequently preferable.

In these rapidly changing times with escalating
demands, multiple pressures from all directions, there
are enough problems without us adding to them.

If we take Emmerson’s quote seriously then it must
follow that if we look for the resources in people we
will most certainly find them.

Written by:
Dr Robert McNeilly

Dr Robert B McNeilly, MBBS, DObstRCOG, is the founder of the Centre of Effective Therapy,
Melbourne in Australia and a psychotherapist in private practice. He received his education in the
University of Melbourne and the Royal College of Obstreticians and Gynaecologists. Dr McNeilly
practised as a family physician from 1967 until 1977, when, inspired by his association with Solution-
Oriented Therapy pioneer Milton Erickson, he left medicine to start a psychotherapy practice of his
own. His approach represents the culmination of years of pioneering work in brief Solution Focused
Psychotherapy. It combines established methodologies - including language techniques pioneered
by the likes of Milton Erickson, Steve de Shazar, and Bill O’ Hanlon - with original emotional and
body interventions. He is also the author of Healing the Whole Person and co-author of Healing

with Words (with Jenny Brown).

Dr Robert McNeilly was in Singapore to conduct training on 16-20 Nov, at the Social Service

Training Institute.

Relevant SSTI Course: Healing the Whole Person: A Solution-Focused Approach

This certificated course provides relevant and practical knowledge towards solution-oriented approach
that will increase participants’ skills to move therapeutic conversation towards solutions. Upon
completion of workshop | & I, participants will receive a Certificate in Solution Oriented Counselling,
which can lead to a Specialist Diploma in Solution Oriented Counselling. Both certifications are
recognised by the Association of Solution Oriented Counsellors & Hypnotherapists of
Australia(ASOCHA) & the Psychotherapy & Counselling Federation of Australia (PACFA).



Book Review on

The (Help!) I-Don’t-Have-Enough-Time
Guide to Volunteer Management

Most agencies grapple with stretched resources to
manage volunteers - having a full time volunteer
coordinator/ manager/ administrator! is a luxury few
are yet able to support. This is happening not only in
the local context, but also across continents. “The
(Help!) I-Don’t-Have-Enough-Time Guide to
Volunteer Management” was written by Katherine
Noyes Campbell and Susan J. Ellis to address this
context. Both are from the US and have vast
experience in volunteer management, with a total of
more than 50 years between them. In this book, they
focus their attention on strategies, and ideas on how
agencies can develop well run volunteer programmes
with part time volunteer coordinators.

The key they feel is a team approach to volunteer
management - involving the Volunteer Coordinator
and other staff within the agency as well as external
partners.

Think of how paid staff needs to be supported at
various levels and by different functions within an
organisation - ranging from reception to training,
specialised services, public relations, staff welfare,
administration and finance. If we view our volunteers
as unpaid invaluable human resource, then it would
make good sense to have the Volunteer Coordinator
tap into the existing structure and functions of the
organisation, working together with other staff in
fulfilling the wide scope of volunteer management.
And there are many good effects rippling from this
approach - not only will there be more than one staff
who understands and appreciates the involvement of
volunteers, the organisation culture becomes
conducive for volunteers, thus opening up huge
possibilities in how they can contribute.

In guiding the readers through making volunteer
management an integral part of the organisation, the
writers emphasise the following areas - clarity in the
volunteer management role, corresponding task
analysis and feasible delegation, identification and
structuring of team within and external to the
organisation and last but not least, effective
communication.

Like many management related books, this one does
not offer any earth shattering strategies and ideas.
Its significance lies in the ability of the writers to
address the realities that VVolunteer Coordinators face
and offer practical solutions. And they do it with
warmth and a good dose of humour. Their sincerity
in wanting to produce as useful a book as possible is
reflected by a chapter devoted to application of the
strategies in various scenarios, and stretching to details
like how much the sample forms could be enlarged to
A4 size for a Volunteer Coordinator to make use of
them immediately.

1For purpose of this review, we will make reference to Volunteer
Coordinator - a title more commonly referred to in the local context.

Written by:
Tan Chin Pei
Principal Executive, Training Development Department,
Social Service Training Institute, NCSS

Authors of Book:
Katherine Noyes Campbell and Susan J. Ellis
Publisher: Energize, Inc, Philadelphia (USA), 1995
Call no: 361.37 CAM 1995

This book is available at NCSS Resource Centre.
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SSTI PROGRAMME CALENDAR (DECEMBER 2004/JANUARY 2005) Iﬁ‘

Trainer Date

Course Title

Diploma in Disability Studies Centre for Developmental | 4 Dec 04 -
Disability Studies (CDDS) | 12 May 06
Faculty Lecturers
Picture Exchange Communication System (PECS): Amanda Reed 6-7 Dec
Using The Pyramid Approach to Education Workshop (A)
NEW > Importance of Body Language: The Key to Interpersonal Success| Bob Feldman 8 Dec
Picture Exchange Communication System (PECS): Amanda Reed 9-10 Dec
Using The Pyramid Approach to Education Workshop (B)
NEW > Picture Exchange Communication System (PECS): Amanda Reed 11 Dec
Review, Practice and Problem Solving
NEW > Introduction for Social Service Volunteers: Understanding Sivaraj Mahaindra 14 -15 Dec
and Working with People with Intellectual Disabilities
NEW > Management of Family Violence Cases: Prevention, Dr Pang Weng Sun 20-21 Jan
Protection and Possibilities in Elder Abuse Work A/P Chan Wing Cheong
Han Yah Yee
Chan Lay Lin
Accountable Governance: Legal and Financial Responsibilities Luar Bee Ling 22 Jan

To apply for training courses and for latest course updates, please visit SSTI at www.ssti.org.sg,
contact SSTI at 6210 2664/5 or email: ncss_ssti@ncss.gov.sg if you have any enquiries.

BOOKS AT THE SOCIAL SERVICE TRAINING INSTITUTE RESOURCE CENTRE

Storytelling For Grantseekers: The Guide To Leadership Skills: Developing Volunteers for

Creative Nonprofit Fundraising
author: Clarke, Cheryl

publisher: SaN Francisco: Jossey-Bass, c2001
Call no: 65815/224 21

Leading For Innovation And Organizing For
Results

editors: Frances Hesselbein, Marshall Goldsmith, lain
Somerville

publisher: S@N Francisco; [Great Britain]: Jossey-Bass, c2002
callno: 658.4092 21

The Volunteer Management Handbook
editor: Tracy Daniel Connors

Publisher / Year: New York: WIIey, 1995

callno: 361.37 VOL 1995

Organizational Success
author: Emily Kittle Morrison
publisher / Year: USA: Fisher, 1994
callino: 361.37 MOR 1994

Volunteers Wanted: A Practical Guide To Finding
And Keeping Good Volunteers

Author: RUSIN, Jo Bryan

publisher: MObile, Ala.: Magnolia Mansions Press, 1999
callno: 361.37 21
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COURSE HIGHLIGHTS

DIPLOMA IN DISABILITY STUDIES (DDS)

The DDS is a pioneering programme in disability studies offered
by the Centre for Developmental Disability Studies (CDDS),
affiliated to the University of Sydney, Australia, in partnership
with the Social Service Training Institute (SSTI).

CDDS

Since its launch in October 2003, the Diploma has attracted over 40 participants in its first intake.
This course provides the latest knowledge and skills in the rapidly developing field of developmental
disabilites, including provision of quality service; behaviour, intervention and support; as well as

social skills, relationship and sexuality of the disabled. Below are some of the learning points shared
by participants in the Diploma.

“I was delighted to note that this diploma course is very hands-
on and practical. The focus of the course has direct impact on
how | would manage the IDs under my charge.

Training Officer, MINDS

“It encourages creative thinking and requires participants to
adopt a very proactive approach when dealing with matters
pertaining to disabilities. Topics discussed during lessons have
so far been informative and educative."”

Training Officer, MINDS

The 2nd intake for the DDS will commence from 4 Dec 04 to 12 May 06. For course details, please visit
SSTI at www.ssti.org.sg. You may also call 6210 2664/5 or email: ncss_ssti@ncss.gov.sg for any enquiries.

BOARD GOVERNANCE CONSULTANCY:
‘Building a Power Board’ Workshop

The “Building A Power Board” workshop helps build common understanding and appreciation of
non-profit governance principles and practices among Board Members. Through interactive facilitation
approach; using case studies, role-plays and simulation exercise, you will better understand the
roles of your Board, acquire knowledge on managing conflict of interest, identify ways to enhance
board-staff partnership and get tips on how to conduct effective board meetings. This exclusive 1-
day programme is delivered by Mr Benedict Cheong, Chief Executive Officer of NCSS and can be
customised to your Board’s needs.

‘Building a Power Board’ session for Sree Narayana Mission Home and National Sports Associations
A session was conducted in October 2004 for the Management Committee of Sree Narayana
Mission Home to enable Committee members to have a common understanding of good governance
principles for them to perform their governance roles effectively.

Reaching beyond the social service sector, SSTI
in collaboration with Singapore Sports Council
(SSC) also organised two similar sessions for
Management Committee members of National
Sports Associations (NSA) in March and July
2004.

“Very good session. Helped us gain a better
understanding of how Board and staff can work well
together”

EXCO Member, Sree Narayana Mission Home

As part of SSTI’'s commitment in building
capabilities and bringing affordable training
programmes to the social service sector, we will
be happy to organise any of the courses on a
customised, block-booked basis, scheduled on a
convenient date for the agency. This is applicable
to any agency with a minimum of 15 participants.

“The workshop was very beneficial and topics covered
further enhanced my governance knowledge."”
President, Triathlon Association of Singapore
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