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Organizational Development Self-Assessment Tool
Introduction

The aim of this tool is to provide a brief overview of organizational development in order to assess the
current state of their organizations. These core principles are true for all well-run organizations
regardless of the organization’s mission, whether it is internationally or locally focused, big or small,
run by paid staff or volunteers, etc.

What is organizational development and why is it important?

Organizational development is the process through which an organization develops the internal
capacity to be the most effective it can be in its mission, and to work and sustain itself over the long
term. It includes looking at issues and processes related to the following 9 core pillars of
organizational development:

Vision and mission

Organizational structure

Governance

Information flow and decision making
Management of people

Stakeholder engagement & retention
Technology and infrastructure
Financial oversight and management
Organizational renewal
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Organizational development is not an end in itself — it is an ongoing, evolutionary and iterative process
that must be attended to regularly by the governance body and management of an organization. This
will serve as an assurance that the organization has the capacity to adapt to new circumstances or
opportunities and to thrive.

The pillar on vision and mission should be an organization’s priority and needs to be attended to first.
All other pillars are equal in their importance to organizational health. Your organizational priorities
among the pillars will shift during the different phases of your organization’s lifespan.

The best organizational development approaches are holistic in nature. Organizations should
simultaneously monitor and make incremental improvements in each pillar where possible. Extra
investment may be needed in areas where an immediate barrier to the organization’s work will be
created in case a particular pillar is not attended to. For example, if you cannot demonstrate to a
potential donor that you have reputable and established processes to manage funds, you will most
likely not receive funding until this is addressed. This approach allows the organization the ultimate
flexibility to respond to the organizational development needs as they arise and attend to the most
pressing matter.




Who can use this tool?

Anyone can use this tool but the level of your ability to effectively make changes in your organization
will depend on how much authority you have and whether or not you are able to convince your
management and/or governance board to participate in the process with you.

How to use this tool
You could:

Complete the tool in your individual capacity for your own learning. This will give you a sense of your
organization’s development, help you detect the existing blockages and identify areas where you may
be able to influence change in your current role.

Approach your management and/or your governance body with this tool. Ask if it is something they
would be interested in doing, or if they would support you in facilitating this conversation within the
organization.

If you are part of a volunteer-driven group or club, get a group of fellow decision-makers together, go
through the tool together and discuss your answers to each of the sections.

How does the tool work?

For each of the 9 core pillars of organizational development, there is a list of statements outlining a
different best practice in that development area.

For each statement, you have three possible answers to choose from:

Yes: Checking this box indicates there is agreement that this process, system, procedure, plan or
structure is already in place in the organization.

No: Checking this box indicates there is agreement that no process, system, procedure, plan or
structure is in place yet.

Maybe: Checking this box indicates either disagreement or uncertainty of respondents (e.g. some
people agreed and some disagreed on the correct answer, indicating that a further clarifying
conversation needs to take place).




So, what do we do after we use the tool?

This tool is meant to spark a discussion in your organization. Reflect individually or collectively on your
results. What areas is the organization very strong in? What are the weaker areas? Under which pillars
and indicators was there the most confusion or disagreement? Do the pillars where there is more
confusion and disagreement match some of the challenges the organization has been experiencing? What
lessons can you draw from your results that would help you in your current or future positions?

What are the most pressing issues that need to be addressed to in order to immediately enhance the
ability of your organization in carrying out its work? Finding the answer to this question could be very
simple, through a conversation for clarifying how decisions are made and who will make them, or more
complex like developing a strategic plan.

Check out the resources at the end of the document for support, ideas and templates.

Retake the tool often to track progress and ensure no core area of organizational development is being
overlooked.

Assess your organization using the self-assessment tool:

1. Vision & mission

INDICATOR: YES NO MAYBE
The vision of our organization describes exactly what the world would
look like

The mission of our organization describes exactly how we will achieve
our

Our staff and governance members know what our vision and mission
are and

When we develop a new long-term or strategic plan, we review our
vision and

\When we plan new activities, we refer to our organization’s vision and
mission.

We use it as a reference naint to helb us decide what we will do and
When we communicate with people outside our organization, our

messages
\We have ways to assess and measure whether we are achieving our

\We review our vision and mission annually to make sure it is still
relevant, given
anv significant chaneges in our working environment (e.g. nolitical




2. Organizational structure

INDICATOR: YES NO MAYBE
An approved job description with clear lines of responsibility and

reporting is
Our organization provides a safe and healthy work environment. This

includes suitable and safe working conditions in addition to clear,
documented expectations regarding acceptable employee behaviour and

Adoaling with haracemont

Our organization has stated and documented operating principles or
values

that suide our dav-tao-dav onerations (e.g. particination. transnarencv
Management responsibilities in our organization are clear. We know

who is
Structures, systems and processes in our organization are set up in ways

that enhance the ease of doing our work (e.g. staff workload allocation,
coordination of tasks. decision makineg. information caollection)

3. Governance

INDICATOR: YES NO MAYBE
Our organization has strong leaders with a clear vision for the
organization who inspire our staff and volunteers.

Our organization has a legal status in the country (or countries) where it
operates.

Our organization meets its legal obligations (e.g. filing annual reports to
governments or funders, financial audits if required, respect relevant
employment laws).

Our organization has a functioning Board of Directors or equivalent
governance body that provides effective oversight and strategic
direction.

Our organization has a policy that governs its Board of Directors, which
covers issues such as board composition, required skills, recruitment
process, length of term, diversity, etc.

Our Board members receive an orientation to our organization and their
role.

Working relations between our staff and Board are positive, productive
and respecting of the distinction between the two roles.




4. Information flow and decision making

INDICATOR: YES NO MAYBE
Decision-making processes and who has authority to make which

decisions in our organization are clear to all involved, and function well.
\We have effective ways for people in our organization to communicate

with one another, thus everybody has access to the information they

need in arder to do their work (e g_staff meetings. email nrotacals)
We have effective ways to manage the information that comes into our

Organization, so people have what they need but are not overwhelmed

(e.o_shared files. databases. Internet)
We have identified public spokespeople for our organization, and

everyone
We have processes and systems in place to ensure that we have the right

information required for making decisions.
\We are able to make important decisions in a timely manner in order to

capitalize on opportunities and minimize risks.

5. Management of people

INDICATOR: YES NO MAYBE
Our organization has human resource management policies that are

documented and have been approved by the appropriate authority such

as the
Our human resource management policies comply with legislation in the

jurisdiction that the organization operates in.
Our human resource management policies are reviewed on a regular

basis and revised as necessary.
Our organization has a formal process in place to review the staff’s needs

on an annual basis, which results in a plan to address those needs.
Recruitment and selection for paid or unpaid positions is a through,

obijective,

All new employees or volunteers who are offered a position with our
organization sign a letter of agreement that outlines the working
relationship between the individual and the organization including

All staff and/or volunteers have clear job descriptions and receive a

thorough orientation about our organization and their role in it
We review the performance and workload of all staff and volunteers and

provide regular feedback.
We have had no serious personnel problems in the past three years (e.g.

firings. legal disputes. long-term unstaffed positions).
\We deal effectively with conflicts within our organization when they

Employees and volunteers have the skills and support they need in order
to be effective




6. Stakeholder engagement & retention

INDICATOR: YES NO MAYBE
We have good working relations with the people outside our
organization that we most closely collaborate with (e.g. beneficiaries of

the nroerams. members. donors. bartners)
\We regularly and transparently communicate with our members,

program
We often consult with our members, program beneficiaries and relevant

partners for feedback on how well we are delivering on our mission, and

ideas for new nrograms or activities
Our program beneficiaries, members, partners and volunteers are proud

to
Each year, our organization sustains and deepens our relationships with

partners, program beneficiaries, members and other key stakeholders.

7. Technology and infrastructure

INDICATOR: YES NO MAYBE
The tools, equipment and processes used currently are suitable and

adequate
The physical work space (off-site or on-site) can accommodate the work

that
The physical layout of the workspace allows for the best coordination

and
There are systems and processes in place to collect, track and report on

information that is important to the work of the organization.
The workspace is accessible and conducive to people with disabilities.

There are adequate supplies available for the work that needs to be
There is adequate infrastructure (internet access, phones, photocopier,
and

8. Financial oversight and management

INDICATOR: YES NO MAYBE
Our organization has written financial policies and procedures that are
properly used (e.g. budgeting, expense authorisation, purchasing,
cheque signing).

Our organization has an annual budget that we monitor regularly and
report on to our governance body.

\We have financial systems that are understood and used by relevant
staff and management (e.g. monitoring performance against budget and
making adjustments, planning and monitoring cash flow, allocating
expenditures).




INDICATOR:

YES

NO

MAYBE

Our financial management systems are overseen by a qualified
accountant or other relevant professionals

Our financial management systems include internal controls to ensure
that

Our organization's accounts are examined periodically by an accredited
external accounting body and no significant issues have been raised for
three vears

Our organization knows where most of the money the organization
needs for the next vear will come from.

Our organization has a fundraising or revenue-generation strategy and
everyone is clear on their role in executing it.

We receive revenue from a variety of sources (e.g. government or
institutional
donors. sale of nroducts or services. membershin fees. individual

\When we develop funding proposals, we include a realistic amount for
our own
administrative costs. and include the value of nan-cash/in-kind

The money we receive is spent on activities we think are most important
to

9. Organizational renewal

INDICATOR:

YES

NO

MAYBE

Our organization has considered how it would handle a change in
leadership,

\We encourage professional development among our staff and

\We recognize the contributions of all staff and volunteers with
appropriate appreciation.

Our organization has established clear policies and practices that support
employee work/life balance so that people can be effective and

\We regularly reflect on how well we are working together and make
adjustments as needed to work flow or work loads of individuals.

We have a working strategy in place to engage potential new supporters,
embplovees, members and volunteers in our work.




PRACTICAL ACTIVITIES

Planning an action for setting an advisory body

Why? The need for a continuation of the work of the most experienced members
and activists in the organisation.
Space that will make the sense of belonging of members that have
“overgrown” the youth organisations
A group of people that will give advice to the “new leaders” in management
of the organisation
Space for inclusion of “alumni” members, who might not want to be in the
executive structure or volunteers, but are still committed to the organisation

What? Setting up an advisory body/alumni club — group of people that have been
involved in the organisation and are still willing to support its further
development.
Offering a space and opportunity for them to be still included in the life of an
organisation.

For Who? Members that have been active in the organisation, especially the ones that
have been decision makers (Governing Boards, Executive Office, etc.)
The ones, who might not have the time or wish to take an active role in the
organisation, but are still interested in participating in other ways.

By Who? Current management structures of your organisation
Alumni themselves (defining their role, own contribution, ways how they can
support the organisation, etc.)

When? The best would be to open a call before the new elections that will be shared
among the “alumni” of the organisation.
Maintaining the connection with them and among them on regular basis,
yearly meetings, etc.

Where? At regular meetings
Gatherings
Public events
Non-formal gatherings/social events

How? As mentioned before the group is the best to be formed by an open call for
members of the advisory board
Develop clear guidelines of the work of the advisory board that will be
shared when the call will be developed
Offer space for the first advisory board to shape its functions

Comments: It can bring an added value to the organisation, sense of belonging and

additional support in the work of the organisation.




Planning an action for preserving memory of an organisation

Why?

A need to keep the organizational memory preserved and to make sure that
once the board changes that there is a transfer of the know-how to the
other board.

What?

Establishing few formal principles for preserving memory in the board such
as:

to have overlapping period of handover between old and new board (in this
period the old board can transfer knowledge and ideas to the new board to
ensure consistency)

Some tips for smooth transition: do not elect a new board in the same year
when a new paid executive staff is replaced (same year when a new Director
or Secretary General is chosen); always motivate one board member to go
for a second mandate and be the one sharing forward the organisational
memory

Changing the board 50% each year (to ensure that there is always half of the
board continuing and the other half that is new, and then the next year
there is a change again)

keeping minutes sometimes can be hard as an activity so it’s possible to have
a joint online board blog where the members of the board can write what
they want (or keep minutes in a more informal way).

Platforms to be explored: Yammer, Trello

For Who?

For the board members (old and new board) but especially for the new
board to make sure that they have some starting points.

By Who?

By the board members (old and new board). In general it should be
coordinated by the presidents of the board (old and new)
In case there is paid staff/secretariat then this should be their task as well.

When?

Each time there is a transition from the old to the new board
To be prepared in advance and implemented once the election happens

Where?

It can happen in the organisation; preferably face-to-face meeting (also
Skype, Facebook) or if there is a budget allowed, the handover can contain
retreats and meetings as well.

How?

Meeting/weekend meeting
Working together on passing to the new board what has been done, what is
in the process of implementing and what were the plans for the future




Planning an educational activity on communication

Needs Better communication of the mission and vision to various target groups:
members/team, volunteers, public
Outreach of youth organisation and visibility.

Aim Creating and implementing communication strategy to provide the visibility
of the work that the organisation is doing, and to achieve a greater outreach.
Objectives - Defining the target groups you want to address

- Choosing the best ways of the communication for three target groups:
members, volunteers and other people,

- Defining the tools of communication and learning how to use these tools
(social media, press releases, press conferences, campaigns, peer-to-peer
approach, etc.)

- Gathering ideas from the people from the organisation,

- Making programme/strategy of the action with timeline and check points
(indicators),

- Dividing the tasks among people responsibly

Methodology Training on communication
On-line consultations before + research/analysis on current communication
strategy

Methods - On-line consultations with people from the organisation defining the needs

of communication (information needed, which tools are used, etc.)

- Strategic planning

- Role play

- Elevator speech

- Brainstorming

- Discussion

- Work in thematic groups

Implementation On-line consultations+ research and 2 day long training.

The training should be led by an expert on communication or a member of
the organisation who has experience on the subject. You need to create a
special working group, which will take care of the communication. The main
task of the group is collecting inspiration (maybe from other organisations
and companies or Internet), choosing the best from them, creating the
strategy on communication with 3 target groups (public, volunteers,
members) and taking responsibility for implementing the strategy.

During the discussion these questions can be helpful when creating the
strategy (common to every target group):

What kind of information can be interesting to this group?

What are the most characteristic features of the target group?

What register can help us with getting to the group?

Which canals of communication are appropriate for the group?

Should the communication be internal or external?




What is the most important information which you want to share with the
group? (the priority list)

Evaluation Evaluation with participants of the training
Evaluation/monitoring of the implementation of the strategy; Checking the
indicators according the timeline. The indicators should be measurable
(possible for counting), for example 3 Facebook posts every week.
Comments: What is really important is the connection between online and offline

actions. They should complement each other.

Choosing the right tool of communication is essential to make your message
heard. The organisation needs to know its stand and its activity/policy
papers, before doing communicational activities - knowing your message is
the basis for a good communication.




Planning an educational activity on leadership skills of members as a factor of increasing
involvement and initiatives in volunteers group

Needs Having high skilled leaders in the organisations.
Having motivated leaders, who can and want to work with other volunteers.
Aim Developing leadership skills of members as a factor of increasing involvement
and initiatives in volunteers group.
Objectives - introducing tools and methods of supporting the volunteers (coaching,
mentoring, etc.)
- sharing experiences about leadership,
- developing the facilitation and communication skills,
- improving self-presentation skills,
- developing conflict management skills and problem solving
- motivating young leaders to actively participate in an organisation
Methodology Training course based on non-formal education.
Methods Proposed activities: practicing presentations in small groups, talking in pairs

about past experiences, brainstorming, coaching, lectures and presentations,
simulations, tutoring, case studies

Implementation

5 days long trainings designed for members of various organisations
connected with tutoring after the training for active members of organisations
taking part in the training, potential leaders, interested in developing their
leadership skills and eager to work further with volunteers in their
organization.

Modules for the training:

Identification — of the exact needs of the participants and their
organisations regarding leadership, active participation of their volunteers
Shaping ideas of how to motivate volunteers, what it means to be an active
person in organisation, how to be a good leader, etc.

Tools and methods to support volunteers, coaching, mentoring, training, etc.
Training on facilitation, communication and self-presentation skills

Training on (conflict) management skills and problem solving

After the training, the trainers will offer a mentoring for the participants.
Mentors from one organisation will work with participants form different
organisations to ensure another point of view. They will have meetings at
least 1 per month and on-line consultations if necessary.

Evaluation Proposed activities: Feedback from participants, Survey - evaluation form, 6
months tutoring (6 meetings, 1 per month for checking the process) (on-line
consultations during the process if necessary).

Comments: The training should provide multiplicative effect by increasing the number of

volunteers in organisations and should lead to long-lasting motivation of
active leaders




Planning an educational activity on participatory approaches within the organisation

Needs

To improve the competences and capacity of people involved in the
organisation

Keeping volunteers in the organisation, ensuring continuation of their work
Strengthening members’ sense of ownership of the organisation

Increasing active participation of volunteers in the organisation

Aim

Increasing board members’ competences in running organisations in
participatory way
Inclusion of volunteers in organisation

Objectives

Board members understand their organisation’s members’ needs and
perspectives

They believe that it’s profitable to provide space for organisation’s
members’ ideas and to support their initiatives

They have skills to make use of organisations’ members’ ideas and initiatives

Methodology

Weekend training course composed of activities of non-formal education

Methods

Reflective exercises — analysis of the organisation, empathy map
Sharing best practices

Theoretical input, good practice presentation, comparison with other
organisations and their methods

Implementation

Participation of key decision makers within the organisation
Bringing in someone competent in strategic management
Creating safe environment / atmosphere

Evaluation

Evaluation with participants

Evaluation/monitoring of implementing planned changes in working with
members; Comparison of a number of indicators before and after the
training: 1) number of meetings between the board and organisation’s
members; 2) number of participants during the meetings; 3) number of
projects initiated by people who are not in the board

Comments:

The training could lead to propose some changes in the management of the
organisation and ways/tools used for inclusion of the members in the
organisation (for example; creating new working groups, new channels of
communication, more meeting, etc.)




Planning a welcome meeting

Why?

To explain the mission and vision of the organisation to the new members
To present the opportunities the organisation is providing the new members
with

What?

Welcome meeting with a workshop

For Who?

For new members of the organisation and those who want to find their place
in the organisation

By Who?

Internal trainers of the organisation

When?

Shortly after annual recruitment,

Repeating it when the organisation is facing changes (in the structure/in the
programme/elections), when new tasks arrive, preparing a new
programme/strategy for the future

Where?

At the organisation’s facility

How?

-Presentation of the organisation (mission, vision, structure, work plan, etc.)
-Task of translating the mission and vision of the organisation into
promotional materials, posters, etc.

-Task of making a visual photo/picture of their idea of an organisation
-“Elevator speech” where they have to present an organisation and its
purpose (mission and vision) in a 1 minute time

-Presenting a story or movie about opportunities provided by the organisation
- Task of writing members’ own “career plan” with assistance of an
experienced person

- People are asked to reflect on their previous experiences in
organisations/projects/group activities and to identify what was important for
them and what they took out of it

Comments:

This exercise is important for all members participating in the organisation, in
order to find and fulfil their role in the organisation and develop their own
personal and professional potential, while at the same time with their
expertise to contribute to the organisation and its work and growth.




AnaTtKa 3a camoeBanyaumja 3a OpraHM3aLmcKn pasBUToOK
Boseg

U,EI'ITa Ha OBaa a/1aTKa € Aa O6E36€AVI KPaTOK NMpunKa3 Ha OpPraHnM3auMCKOTO pa3BuBak€ 3a Aa ce
npoueHn MmMOMEHTAa/IHATa COCTOj6a BO HUBHUTE OPraHn3auunun. CYIJJTVIHCKVITE npuHUMNKM ce BUCTUHUTU 3a
cuTe p,06p0 PakKoBOAEHN OPraHn3aUunny, 6es Pa3/inka Ha HUBHATA MVICMja, Aanun ce (I)OKyCMpaHVI Ha
MHTEPHAUNOHA/TIHO NN NIOKA/THO HUBO, Aa/1n Cce ronemum nam maau, Aanun ce npeasoaeHum og naateH
nepcoHan, UTH.

LLITO e opraHM3aLUCKU MEHALMEHT U 30LUTO € BaXKeH?

OpraHM3aumMCcKOTO pa3BUBatbe € NPOLLEC NPEKY KOj eaHa opraHusaumja rv passmBa CBOMTE BHATPELIHM
KanauuTeTu 3a Aa 6MaaT WTo e MOXKHO noedeKTUBHM BO CNpOoBeAyBakbe Ha CBOjaTa MMCHja U Aa
paboTaT 1 Aa ce oApXKyBaaT 4oAroTpajHo. OBOj NPOLLEC BKAYYyBa Nperaes Ha npobaemu 1 npouecu
noBp3aHu co 9-Te CYLUTUHCKM CTO160BM Ha OPraHM3aLMCKO pa3BUBatbE:

1. Bwuswuja u mucmja

OpraHM3aLmMCKOTO pa3BUBatbe HE € KpaeH NpoLuec camo no cebe — Toa e NpoLLec Koj Tpae, eBoayumpa u
ce NoBTOpPYBa U Mopa peaoBHO Aa buae cnedeH o4, ynpaBHUOT 0460p U MEHALIMEHTOT Ha
opraHusaumjata. OBa Ke MOC/NYKM KaKo OCUrypyBatbe ieKa opraHusaumjaTa pacnosara co Kanauutetu
[la ce afanTupa Ha HOBM YC/I0BU UM MOMKHOCTM, U Aa Hanpeaysa.

Cron6oT Ha BM3Mja U Mucuja Tpeba aa buae NpMoOpUTETOT Ha opraHM3aumjaTa U notpeba ga buge
perynaupaH npe. CuTe ocTaHaTh cT0N160BM Ce 04, e4HAKBa BaXKHOCT 3a 34paBjeTo Ha opraHun3auumjaTa.
BaluMTe opraHM3aLMCKM NPMOPUTETM NOMeEFy CTONBOBUTE Ke ce MeHyBaaT 3a Bpeme Ha pPas/inyHu
da3n o4 KMBOTHMOT BEK Ha BallaTa OpraHu3aumja.

HajaobpuTte NnpucTanm KOH OpraHmn3aLMCcKo pa3BnBakbe ce XONMCTUYKK No npupoaa. OpraHusaunnte
Tpeba cMMyATaHO Aa rv cnedaT v Aa NpasaT nocteneHu noaobpysarba BO CeKoj cToN6, Kage WTo MMma
MPOCTOP 3a TaKBO HewwTo. [loAaTHU MHBECTULMKN MOXKe Aa buaat noTpebHn Bo 06aacTu Kaae WTo Ke ce
nojasu 6apuepa Bo paboTaTta Ha opraHM3auUmjaTa 3apafm HeCaHKLMOHMpPakbe Ha oapeaeH Nnpobaem Bo
ctonbosuTe. Ha npumep, ako He MOKeTe Aa My NOKaXKeTe Ha NOTEeHUMjaIHUOT AOHATOP AeKa
pacnosaraTe co yraeAHu U BOCNOCTaBEHM MPOLLECU 33 MeHaLMparbe Ha pOHAOBMTE, HajBEPOjaTHO U
HemMa Aa gobuete cpeacTBa AoAeKa Toj Npobiem He ce paspewmn. OBOj NpUcTan 1 0BO3MOXKYBa Ha
opraHu3almjaTta uenocHa GAeKcMbUIHOCTBO aapecrpatbe Ha NoTpebuTe Ha opraHM3aLMCKOTO
Pa3BMBakbe KaKo LITO Ke Ce MojaBaT U Ke Cce CaHKLMOHMPAAT Mo CTEMNeH Ha UTHOCT.




Koj moxKe aa ja Kopuctn oBaa anatka?

CeKoj MOXKe Aa ja KOPMCTM OBaa anaTka, HoO HMBOTO Ha CNOCOBHOCT Aa ce HanpaBaT eheKTUBHMU
NPOEMHM BO BalllaTa opraHM3aumja Ke 3aBMCU Ha TOa KO/IKY aBTOpUTET umaTe 1 aanun bu bune
cnocobHu aa ja ybeauTe BawaTte ynpaBHa CTPYKTypa [a y4ecTByBa BO TOj MpoOLEeC CO Bac.

Kako pa ja kopuctute anaTtkara
MoxeTe aa:

ja nononHWTe anatkata UHAMBUAYANHO CNOPE/ BaleTo CONCTBEHO MUc/iere. Ha 0Boj HaumH Ke
AobureTe YyBCTBO Ha Pa3BMBaHETO Ha BallaTa OpraHM3aumja, Ke BM MOMOTHe Aa rv AeTektupare
nocToeyknTe 610KaAM Kako M Aa rm naeHTudukysate o61acTuTe Ha KoM Moxkebu Bue 61 moxene aa
B/MjaeTe o4 BallaTa MOMEHTA/HA No3nuMja.

npucTanMTe KOH BalleTo ynpaByBayKo Te/0 CO OBaa anaTka. lMpalwajte rim A4anm T0a e HeWTo 3a Koe Tue
61 bune 3anHTEPECHpaHn Aa ro KOpUCTaT, UK Aa Be NOoAAPMKAT Bac BO AMCKYCKja BO BPCKa CO OBaa
TEeMa BO PaMKM Ha opraHu3aumjaTa.

rM cobepeTe gOHECYBauYUTE Ha OAJ/IYKM AOKOJIKY CTe AeN O BOJSIOHTEPCKU KNy6, 1 Aa ja pasrnepare
anaTtkaTta AeTasiHO M A4a MM AUCKYTUpaTe BallMTe OAroBOpu BO CeKoja obnacr.

Ha Koj npuHuun pabotu anatkarta?

3a ceKoj o4 9-Te CYLTUHCKM cTON1I60BM Ha OPraHM3aLMCKO pa3BMBatbe, NOCTOM INCTa Ha TBPAEHA KOU
KOHUMMMpPaaT pas/iMuyHM Hajaobpm npakeu Bo Taa 061acT Ha pasBoj.

3a cekoe TBpAEHE MMaTe MO TPU MOXKHM OArOBOPYU 04, KOU MOXKe Aa u3bupare:

[a: O3HauyBarbeTO Ha 0BOj OArOBOP MOKaXKyBa AEKa Le/IOCHO Ce CoriacyBaTe AeKa Toj Mpouec,
cucTem, npoueaypa, NaaH Uan CTPYKTypa ce Beke MMNJIEeMEHTMPaHM BO BallaTa opraHu3aumja.

He: O3HauyBareTO Ha OBOj OArOBOP NOKaXyBa AeKa He NOCToM NPOLEC, CUCTEM, NpoLeaypa, NaaH
NN CTPYKTYPa Kou ce BeKe MMMNAEMEHTUPAHMU.

MoKe6bu: O3HauyBarbeTO Ha OBOj OArOBOP MOKaXKyBa MAN HECOr/acyBakbe UAN HECUTYPHOCT Ha
ncnuTaHuumMTe (Ha Np. HEKOW Nyfe ce cornacyBaat Co TBPAEHETO a HEKOW He, LITO NOKarKyBa AeKa
NMoHaTaMoXHa ANCKYCKja 3a pa3jacHyBakbe e noTpebHa).




LLito npaBume no KopucTere Ha 0Baa anaTtka?

OBaa anaTKa e HamMmeHeTa 3a pa3ropyBatbe Ha AUCKyCKHja BO BallaTa opraHu3aumja. PaboTtete uHAMBUAYaNHO
WU KONEKTUBHO Ha BalluMTe pe3ynTaTu. Koja e jakaTa cTpaHa Ha opraHu3auujata? Koja e HejsuHaTta nocnaba
CTpaHa? Bo Kou cToN60BM M MHAMKATOPU MMaLLe HajMHOry KOHY3Mja U HecornacyBaka? [anu ctonbosute
KaZe WTOo MMa noBeke KOHdY3nja 1 Hecornacysarba Ce NOKAOMNYBAaT CO HEKOW NpeaM3BULLM CO KOU
opraHu3aumjaTa BeKe ce cooyyBa? KakBM NeKUnn MOXKeTe fa U3B/eveTe 04 BawuTe pesynaTn Kom 61 su
NOMOTrHa/ie BO CErallHUTe NN AHUTE NO3ULNK?

Kowu ce Hajronemnte npobnemun Kou Tpeba ga rv agpecuparte 3a BegHalw Aa ja noaobpute cnocobHocTa Ha
BallaTa OpraHW3aLmja 3a cCnpoBeayBake Ha CBOjaTa paboTta? [oararbe A0 04r0BOPU HA OBaa Npallare
MOXKe Aa buae MHory eaHOCTaBHO, MPEKY ANCKYCUja 3a pa3jacHyBakbe Ha TOa KaKo ce AoHecyBaaT 0Aa/1yKu
N KOj ' IOHECYBa, U NPEKY NOKOMIMIEKCHWN NMPUCTaNn KaKo LITO e n3paboTKa Ha CTpaTeLlKu NaaH.

MpoBepeTe rM pecypcute Ha Kpaj o4, AOKYMEHTOT 3a NoaApLUKa, MAEN U WabaoHu.
MomuHyBajTe ja anaTkaTa YecTo 3a 4a ro cieguTe NPorpecoT UM Aa Ce OCUrypaTe AeKa HUTY efHa Ky4Ha
061aCT Ha OpraHM3auMCKO pa3BMBatkbe He e 3aMnocTaBeHa.

MpoueHeTe ja Bawarta opraHu3sauuja co asaTkaTta 3a camoeBanyaumja:

1. Buswuja n mucwmja

WHOUKATOP: nA HE MOMEB
BmawjaTa Ha HallaTa opraHM3au,Mja e pa36MpnMBa M onuwysa TOYHO KakKo

CBETOT 61 M3rnenan ako CMe VeneliH BO HE{3UHOTO CNPOBEAVBaH-E.
MwucujaTta Ha HallaTa opraHM3alMja onuLLyBa TOYHO KaKo HUE Ke ja

MCNONHWME HalaTa BM3Mja U KOW Ce HALIUTE BPEAHOCTHU.
Hawwort nepcoHan N ynpasHUOT op,60p Ceé 3aN03HaeHn CO HalwlaTa MVICMja

1 BM3uia 1 ce N1aboKo NOCBETEHM Ha LIe/ITa Ha HalllaTa opraHusalmia.
Kora pa3BuBame HOB AO/ITOPOYEH NN CTPATELWIKHU NJ1aH, HNE NOBTOPHO
' pasrnegysame MMCMjaTa n BM3MjaTa 3a Aa Ce OCUrypame aekKka um

OOHATAMY Ce NENPRAHTHI
Kora nnaHupame HOBM aKTUBHOCTW, HMUe CeKorall ce HaBpaRame KOH

MWUCMjaTa M BU3MjaTa Ha OpraHu3saumjata. HMB rm Kopuctume Kako

pedeneHlIn KOU HU namaraaTt na QAnAvYMMe LIITO Ke Nnagume U
Kora KOMYyHUUUMPame CO nyfe HaABOp O4 HallaTa opraHM3au,Mja, HawunTe

nopaku rm pedaekTupaar MUcMiaTa 1 BU3KjaTa Ha OpraHM3auumiaTa.
Mmame HaunMHM Ha eBanyalnja U Mepere Ha YyCNeLwHoCTa Ha HalwaTa

Hue ce HaBpakame Ha MucujaTa U BM3KjaTa, FOAULLHO, 3a Aa ce
ocurypame Zieka v NoHatamy ce peseBaHTHU AOKOIKY MMa HEKOU
NOBaKHM NPOMEHM BO HallaTa paboTHa cpeanHa (Ha np. NOAUTUYKK

~ \




2. OpraHu3auucKa CTpyKTypa

WHOUKATOP: OA  |HE MOJEB
Oao06peH onuc Ha paboTHO MECTO CO jaCHO MCKaXKaHM 04r0BOPHOCTU U
M3BeLWTan e oapeeH 3a cute no3umn 6e3 pasnnka ganu ce NaaTeHn uan
BOJIOHTEPCKM.

Hawara opraHusaumja Hyam curypHa v 3apasa pabotHa cpeamHa. Taa
BK/ly4yBa COOABETHM 1 6e3beaHM paboTHU YCA0BM BO NPWUIOT Ha jaCHU U
[IOKYMEHTMPAHWN OYeKyBakba BO 0AHOC Ha NpUdaTANBO oaHECyBake Ha

RNAANTAHUTE M ANNANAH FTAR CANAMA MANTNATIANALLO
Hawara opraHmsau,Mja ' NMa HaBeaeHO U AOKYMEHTUPAHO onepaTtnBHUTE

npunHUUNU 1 BpeAHOCTUN Cnoped KOu ce BoaaT Haluute CEKOj,CI,HeBHVI

AKTUBHOCTU (H:’-l an. VYeCcTBRO. TNAHCAANEeHTHOCT. DON0ORA e 1HAKBOCT. ATH \
O/AroBOPHOCTMTE 33 YNpaByBakbe BO HALLATe OpraHM3aLmja ce jacHu.

TOYHO 3HaeMe Koj e 0AroBOpEH 3a yrnpasByBae co GUHAHCUU, HOBEYKHM
NocC\INCIA _NNAaWiANAaLLOD I'IY\IAEIAHQLLQ L (+\IALI3LIPIA(‘UIA CNONCTRA 1IATLL

CTpYKTypUTE, CUCTEMUTE U NPOLLECUTE BO HaLLaTa OpraHusaumja ce

MOCTaBEHM Ha TOj HAUYMH LUTO ja ONeCcHyBaaT HalaTa paboTa (Ha np.

pacnpeaenba Ha 06emoT Ha paboTa, KoopAMHaLMja Ha 33434,
OHECVRaH-e HA ONNVKU. coBbunarme Ha uHdbobmaumnm. UtH.\

3. YnpasyBamwe
UMHOUKATOP: AA HE MOXEBU
HawaTta opraHusaumja nma jakm nmaepu co Y1CcTa Bu3mja 3a

OpraHMsaumjaTa Kom rm MHCNUPUPaaT HaWMOT NePCOoHaN N HalnTe

BOJIOHTEDM.
HawaTa opraH13aumja Mma neraneH ctaTyc BO 3emjata/uTe Kage WTo

nejcrTeyBsa.

HawaTa opraHusaumja ru 3a4,0B0yBa CUTE fierasiHM 06BPCKM (Ha np.
OVHANHM rOAVLIHM U3BELITAN KOH BNAagaTa Uauv AOHATOpUTe,
GUMHAHCMCKKN peBu3nmM No noTpeba, rm NOYNTYBA 3aKOHMUTE 33

HawaTa opraHusaumj uma oa60p Ha ANPEKTOPU BO PyHKLUMja UK
EeKBMBANEHTHO yNpaByBayKo Teno Koe obe3benyBa edpeKkTMBEH HAA30pP U
CTPaTeLKOo HacoyyBame.

HawaTa opraHusaumja uma NoanTUKA CO Koja ce ypeaysa o460poT Ha
AMPEKTOPMU, Koja ondaKka npallarba Kako LWTO ce COCTaBOT Ha 0460poT,
noTpebHMTe BELITUHM, NOCTANKKTe 33 BpaboTyBatbe, AOMKMHATA Ha
MaHAATOT, PAa3HOBMAHOCTA, UTH.

YneHoBUTE Ha HawMOT oa60p A06MBAAT OPUEHATULCKM COCTAHOK 3a
HallaTa opraHM3aumja U HUBHATa yaiora.

PaboTHWTE 04HOCKM NOMely NepCcoHAN0T M 0460PO0T Ce NO3UTUBHY,
NPOAYKTUBHM M CO B3aEMHO MOYUTYBakE Ha Pa3/IMKUTe Nomery ABe




4. NpoToK Ha UHPOPpMaLUU U AOHECYBakte HA OA4NYKHU

WUHOVKATOP:

nA

HE

MOXEBU

MpouecoT Ha AoHecyBake Ha OA/YKU U ML aTa KOM MMaaT aBTOpPUTET Aa
M AOoHecyBaaT ce jacHu a cute u dvHKUMoHUpPaaT ao0b6po.

Pacnonarame co epeKTMBHM HALLMHM 33 BHAaTPELIHA KOMYHUKaLMja U
CEeKOoj MMa nNpuctan KoH MHGOPMaLMM KO UM ce NoTpebHM 3a ycnewHo
na ru UIBNIIVRAAT CROUTE 0BRNCKU (HA Nh. COCTAHOLIU. e-Mmein

Pacnonarame co epeKMBHM HauMHU 33 MeHaLMpakbe Ha MHPOpPMaL MM
KoM AocneBaaT Ao HallaTa opraHM3almja U ce CeKorall A0CTanHu 3a
MepCcoHaNoT HO He Ce ONTEPETEHWN CO HUB (Ha Np. CNOAEeNeHU NankKy,

ﬁﬂ?ﬂ LD NANQATAIIIA MMLUTONLIOT 1ATL \

Pacnonarame co naeHTUOUKyBaHM N1l O, HallaTa opraHu3aumja 3a
jaBHO obpaKarbe U cute rm pazbupaaT U NOYUTYBAAT TUE VAOTU.

Mmame npouecn hn CUCTeMUN KO HN NOMaraaT Aa ce ocurypame gexa rum
nmame nNpaBuAHUTE MHbOPMaLMKM NOTPEOHM 3a IOHECYBAHE HAa OANVKA

CnocobHu cme Aa AOHeCyBamMme BaXXHU O4NYKN HAaBPEMEHO 3a Aa '
3ronemmme MmOXHOCTUTE U 1d T HAMaJIMMeE DUSUNLINTE.

5. YnpasyBarbe CO HOBEUKM pecypcu

WUHOVKATOP:

A

HE

MOXEBU

Hawara opraHusaupmja pacrnonara co No/MTUKK 3a ypaByBakbe CO

UOBEUKM PECYPCH KOU Ce JIOKYMEHTUPAHWN M 0406peHn o4 oapeaeH
ARTONUTAT KAKO LIITO @ VODARHOTA TeNO HA ONraHu13aliniaTa

HawwnTte noAnTMKKM a ynpaByBake CO YHOBEYKM Pecypcum ce coBnara co
nerncnaTrueaTta Ha jypucamKkumjata noa Koja AejcrteyBa HallaTa

nnraum:nlluia

HawwuTte NoAnTUKK 3a ynpaByBakbe CO YOBEYKM PECYPCU Ce PeAO0BHO
peBUANDaHN U aaanTUPaHKW No noTpeba.

Ha I'IOTpe6VITe Ha NepCcoHanoT 04 KO nNpoun3aerysa nJjiaH 3a
3a40BOJ/lyBatbe€ HA TUE I'IOTpE6VI.

Hawarta opraHusaumja uma GopmanHu NPoLECH 3a FOAWLLIHO PEBUAMPAHE

PerpyTauujaTa 1 ceneKkumjaTta 3a naaTeH 1M HenaaTeH NepcoHan e
eTasieH, 06ieKTMBEH, NOCTOjaH M IOKYMEHTNPAH NPOLLEC.

BO HallaTa OpraHM3aLnja NOTNMLWYBaaT A4OrOBOP BO KOj Ce Ha3HAYeHwU
paboTHUTE ogHOCK NoMely MHAMBUAYaTa U opraHmMsaumjaTa,
BK/JIYYUTENHO CO BUCMHATA Ha NAaTaTa,NnpuaobuBkuTe 1 paboTHOTO

CuTe HOBM BPabOTEHWN MM BOSIOHTEPU HA KOM UM € NOHYZAEeHa No3uumja

CuTe BpaboTeHu U/MAnN BONIOHTEPU MMAAT jaceH Onuc Ha paboTHUTe
3a/a4M U AobuBaaT AeTasiHa OpueHTaLMja 3a HalwaTa opraHusaumja u
HWBHATa ya0ra Bo Hea.

MN3Benbata n 06emoT Ha paboTaTa Ha LEe/IMOT NepcoHan U BOAOHTepuTe
PeaoBHO Ce peBMAMpPa U Ha CUTE UM Ce BO3BPaKa CO KOHCTPYKTUBHMU
KOMeHTapu.

He cme mane nocepnosHun npobsiemun co NepcoHasoT Bo nocnegHuTe 3
roavHu (Ha Np. oTNyLWTakbe, Iera/IHN CNOPOBU, AOATOPOYHM MPa3HU
NO3ULINN. UTH.).




Ed)eKTMBHO ce cnpasyBame CO KOHd)I'IVIKTM BO HallaTa opraHmaau,Mja.

Bpa6OTEHMTe M BOJZIOHTEPUTE T UMaaT I'IOTpe6HMTe BEWTUHN U noaapLUKa
3a /13 6uaaT edbeKTUBHN BO HUBHUTE VIOTU.

AHra)XMaH 1 3aap)KyBare Ha 3acerHaTuTte CTpaHu

WUHOVKATOP:

A

HE

MOXEBU

Bo n06pu paboTHM ogHOCK CMe co Nyfe HaZBOpP 04 HallaTa
OpraHusaumja co Kou HajuecTo copaboTtyBame (Ha Np. KOPUCHMLUM Ha
HAlllAaTa ADOrnama. YneHoBU. N1OHATODKW. O0aDTHebu. UTH \

PepoBHO 1 TPAHCMNAPEHTHO KOMYHULUMUPAM CO HallnTe YneHOoBW,
KOPDUCHULINTE HA HAlAaTa NPorpama 1M NnapTHEPUTE

YecTo ce KOHCYATMpame CO HalWTe Y1eHOBM, KOPUCHMLM Ha HallaTa
nporpama v peneBaHTHU NapTHEPU 3a Toa KOJIKY A06po ja
cOnOReNVRAME HAIllATA MUCUIA M 3 HORU MAEeU 33 Obornama u

KOpVICHMLI,VITe Ha HallaTa nporpama, Y1eHoBuUTe, NapTHEPUTE U
BOJIOHTEPUTE CE TOPAM LITO Ce BKAVYEHM BO HallaTa OpraHM3auuia u co

CeKoja roguHa, HallaTa opraHuaumja ce oA4pKyBa M 3aBUCK OZ, HaluuTe
0AHOCW CO NapTHEPUTE, KOPUCHULIUTE Ha HallaTa Nporpama, Y1eHoBuTe

TexHonornja u MHpacTpykTypa

MHOWKATOPU:

nA

HE

MOXEBU

ANaTKuTe, onpemarta 1 NPOoLECcUTE KOU M KOPUCTUME Ce COOABETHU U
a/l1eKBaTHU a HU obe3benat ussenba o4 BUCOK KBAJIUTET.

Pr3nYKMOT NpocTop a paboTa (HagBOP U Ha INLE MECTO) MOKe Aa ja
cmecTu paboTaTta Koja Tbeba na buae 3aBplieHa U AvieTo Ko Toeba aa ja

DU3NYKMOT n3rnes Ha paboTHMOT NPOCTOP 403B0AYBa A06pa
KOODAMHALM{a U VCNEeLWHOCT Ha 3aa4uTe.

Pacnonarame co cuctemum u npouecu a npubuparse, cnegere u
N3BECTYyBakbe Ha MHPOPMALMM KOU Ce BarKHW 3a paboTaTa Ha
opraHuaumjaTa.

PaboTHOTO mecTo e IecHo A0CTanHoO n NnpoBoAHO 3a /1nLla Co nocebHu

Pacnonarame co aaekBaTHU pe3epsu a paboTaTa Koja Tpeba 4a ja

Pacnonarame co coozBeTHa MHOPACTPYKTypa (Npuctan 40 UHTEPHET,
TenedoHu, NpUHTEp U PaboTHU MacK) Kako noaapLuKa Ha paboTaTa Koja

rnoARa na Aune ueniioua

®dUHAHCUCKM Npernea u ynpasyBake

WHOVKATOP:

A

HE

MOXEBU

Halwarta opraHu3aumja uma HanuiiaHo GUHAHCUCKU NOIUTUKM U
npoueaypu Kom ce KOPUCTEHU COOABETHO (Ha np. byleTupatse,
TPOLIOYHO OB/1aCTyBakbe, KynyBakbe, MOTMMLLYBakbe Ha YEKOBU, UTH.)

HawaTa opraHM3aumja pacnonara co roguiieH byleT Koj pegoBHO ro
cnegMme M penopTMpame Ha HaLLEeTo YNpPaBHO Teso.

Pacnonarame co GMHAHCUCKM CUCTEM KOj e pa3brpans 1 ce KOPUCTM 04,
peneBaHTHMOT NepCcoHan 1 ynpaea (Ha np. cneaere Ha usBeabara Bo
nornea Ha byLeToT M aganTuparbe, NAaHMpake U Ciefere Ha TEKOT Ha

bUHaAHCUK, NpeHacoYyBakbe Ha CPeacTBa, UTH.)




WHOUKATOP:

nA

HE

MOMXEBU

HawwuTe cuctemn 3a GMHAHCUCKO ynpaByBakbe Ce HaarneayBaHun o,
CTpaHa Ha KBaAMbUKYBAH CMETKOBOAMUTEN MW ADVIO DENEBAHTHO

HawwuTe cuctemn a pUHAHCUCKO ynpaByBakbe BKIyYyBaaT
BHATPELUHM KOHTPO/IM 33 Aa Ce OCUTypa MOMEHTOT Ha BK/ydyBaatbe

’
LD NMADAVAO niAlila pAn anrnoanvippallo L1 A\IALIQIJPIAIATD

CMeTKUTe Ha HallaTa opraHu3aumja peaoBHO ce nperneayBaat of
CTpaHa Ha HaABOPELLIHO CTPYHYHO MLLE U HUKaKBKM Npobaemu He ce
nnoHaineHW RO NocaenAHUTe Th rONAUHK

HalwaTa opraHM3aumja 3Hae of, Kage AoafaaT noroieMmnoT Aen o4,
napuTte NoTpebHM Ha opraHM3aumMiaTa 3a NPECTojHaTa roAnHa.

Hawara opraHmsau,Mja pacnosiara Co akuuu 3a an6MpaH>e Ha
cpeacrtea nan CTpaTeera 3a npuxoaun m CEKOj € 3ano3HaeH co

ADAINATA V/IAALFA DA 1IIADILIATA 142DNAIIN/DALL A

[lobrmBame npuxoam oA noseKke U3BOPU (Ha Np. yNpaBeH Uan
MHCTUTYUMOHANEH A0HATOP, NpoaaxKba Ha NPOAYKTU UAKN YCAYTH,
UHANBUAVAAHU NQHALUWN. cCOelniaaHN HACTaHU. UTH.)

Kora pa3svMBame npensiosun 3a akumm 3a npmubuparbe Ha cpeacTsa,
ja BKNyyyBame peanHaTa Cyma 3a HawuTe agMUHUCTPATUBHU
TPOLIOUM M BPeAHOCTA Ha HeMapuyHM NPUAOHeCH (Ha np.

\

ﬂ,O6MEHVITe cpeancrtea Ce TpoweHU Ha aKTUBHOCTU 3a KON CMeTamMme
€Ka Ce HaiBa*KHW 3a UCMOAHYBae Ha HALWINTE BU3U[A N MUCK{a,

9. OpraHusauucko obHoByBake

WHOUKATOP:

AA

HE

MOMEBU

Hawara opraHusaupmja ja MMa 3eMeHo npeasua NpoMeHaTa Ha
MAEDCTBOTO, M 3HAaEMEe KaKo Aa NoCcTanume A0AeKa A0iAe A0 TaKBO

Hue noTTMKHyBame npodecnoHanHO pa3BMBatbe Kaj HalLIMO
nepcoHasn 1 BOJIOHTEPW.

Huwe rn npenosHaBame NpuaobUBKUTE OZ HALLIMOT NEPCOHAN n
BOJIOHTEPUTE CO cooaBeTHa bnaroaapHOCT.

Hawara opraHusaumja Mma BOCNOCTABEHO jaCHM MOAUTUKU U
NPaKTUKKU KOU M1 Noaap»KyBaat u 6banaHcupaaT paboTaTa v *KUBOTOT

PeposHo ce HaBpaRame Ha KBa/IMTETOT HA 3aeHNYKATa pa60Ta n
npaBMMe NpuaaroavBama cnopea 06emoT Ha paboTarta.

Pacnonarame co paboTHa cTpaTerunja 3a 4a BKAy4YMMe U
NOTEeHUMiaAHWN HOBW NOAADKVBAYM, BPAOOTEHUU, YNEHOBU U




MNPAKTUYHN AKTUBHOCTH
MnaHupare 3a nocTaByBare HA COBETOAABHO TENO

3owrTo?

Mma notpeba oa;

NPoAO/IXKyBakbe Ha paboTaTa Ha HajUCKYCHUTE YNEHOBU M aKTUBUCTM BO
opraHu3saunjuara.

NPOCTOP KOj Ke MOHYAM YyBCTBO Ha NPMNAZAHOCT Kaj YeHOBUTE KOU ja
“HappacHane” mnaanHCKaTa opraHusaumja

rpyna iyfe Kou Ke ru coBeTyBaaT M1aguTe Ingepu Bo yrnpaByBake CO
opraHu3aumjaTta

NPOCTOP 3a BKAYyYyBarbe Ha “anymHuTe” Kom moxebu He cakaaT ga purypmupaar
KaKo M3BPLUHW OPraHun U BOJIOHTEPU, HO U NMOHATaMy Ce MOCBETEHU Ha
opraHusaumjaTta

LUTo?

MocTaByBatbe Ha COBETOAABHO TeNo/ KNyb Ha anymHu — rpyna nyre Kou bune
NPeTXo4HO MHBONBMPAHW BO OpraHM3aLmjata v M MoHaTaMy Ce KeHW Aa ro
NoAApP»KyBaaT pa3BMBakLETO Ha OpraHu3aumjaTta.

Hyaere Ha NPOCTOP M MOXHOCT 3a HUB M NOHaTamy Aa 6uaaT BKAyYEeHU BO
YKMBOTOT Ha opraHu3aumjara.

3a Koro?

YneHoBM Kou Bune aKTUBHM BO OpraHM3aumjaTa, nocebHo oHMe Kou bune
[OHEecyBa4yn Ha oAyKu (ynpaBeH oa6op, u3splueH oa6op, UTH.)

YneHoBM KoM MOXKebU HEMaaT NoBeKe BpeMe uan kenba aa 3aB3eMaT aKTUBHA
y/iora BO opraHv3aumjaTa, HO M MoHaTamy Ce 3aMHTepecupaHu 4a yYecTsyBaaT
Ha APYr HauYMH.

Op Koro?

Ogp, cerawHaTa ynpaBHa CTPYKTypa 04, opraHM3aumjaTta u cammute aaymHm (4a ja
AedrHMpaaT cBojaTa ynora, HUBHMOT NPUAOHEC, HAYMHM HA KOM Ke MOoXKaT Aa ja
noagpkaT opraHusaumjaTa, UTH.)

Kora?

HajaobpoTo peweHune 61 6uno ga ce oTBOPU NOBUK Nped HoBUTe U3bopu Koj ke
buae pawmpeH camo nomery alyMHUTE Ha OpraHun3aumjTa.

OpaprKyBatbe Ha NOCTOjaHa BPCKA CO HMB M MOMEFy HMB Ha PeA0BHMN COCTaHOUM,
roAMLHU COCTaHOLM, UTH.

Kape?

Mpeasior: Ha peAoBHM COCTaHOLM, COBUPMU, jaBHU HACTaHN
He-popManHn cobMpu 1 coumjanHn HacTaHU

Kako?

KaKo wTo b6elwwe cnomeHaTo norope, Hajaobpo e rpynata ga ce odopmu Npeky
OTBOPEH NOBMK 33 Y/1I€HOBM Ha COBETOAABHMOT 0A60p.

Tpeba pa ce pa3BumjaT jacHM HAaCOKM 3a paboTaTa Ha COBETOAABHMOT 0460p Kou
Ke 6buaat cnoZieieHn OTKako NOBUKOT Ke buae pasBuEH.

Tpeba ga ce NoHyAM NPOCTOP 33 pPa3BUBaHE Ha PYHKLMUTE HA NPBUOT
coBeTozaBeH oabop.

KomeHTap:

Ha 0BOj HauuMH, opraH13aLmjaTa Moxe Aa Aobue 3rofiemeHa BPeAHOCT, YyBCTBO
Ha NPUMNaAHOCT M A0AaTHa NoAApLlIKa Bo paboTaTa Ha opraHusaumjaTa.




Mnanupare Ha aKuMja 3a 3auyByBarbe Ha OpraHM3aumMcKkaTta memopuja

3owrTo?

Mma notpeba og 3a4yByBatbe Ha OpraHM3aLMcKaTa Memopuja 1
ocuUrypyBakbe AeKa O0TKaKo Ke Aojae A0 NpomeHa Ha 0460poT Ke uma
TpaHcdep Ha 3Haere Ha HOBMOT 0A60p.

LUto?

BocnocraByBatbe Ha HEKOIKY pOpManHM NPUHLUNK 33 3a4yBYyBakbe Ha
opraHusauuMcKaTa Memopuja, Kako LUTO ce:

NpeKnoneH nepunog Ha NnpumonpesaBakbe NoMmery CTapuoT U HOBUOT o460p
(B0 0BOj Nepuoa, ctapnoT oa460p Ke ro NpeHece 3HAeHETO U UAEenTe Ha
HOBMOT 0460p 3a 4@ OCUrypa NocTojaHocCT ).

COBETM 32 HenornpeyeHa TpaH3uumja: He oabupajte ro HoBMOT oabop ncTaTa
roAMHa Kora Ke MMa 3ameHa Ha NaTeHMOoT M3BpLeH o460p T.e. ucrtata
roAuHa Ha n3buparbe Ha HOB ANPEKTOP WM FTeHepasieH CeKpeTap; cekorall
MOTUBUPAjTE efleH 04, Y4NeHOBUTEe Ha 0A60pOT Aa OCTaHe U 33 BTOP MaHAAT U1
Aa buae oHOj KOj Ke ja paclumpu opraHM3aumcKkaTa memopuja.

50% npomeHa Ha o460pOT, CEKOja rOAMHA 3a Aa Ce ocurypaTe AeKa
NoNIOBMHA 04, 0460POT CEKOorall Ke ja Ma opraHusaLmcKkaTa Memopuja, a
HapegHaTa roguHa ke bugat 3ameHeTn Co HOBM Y1IeHOBM

BOZEHE Ha 3aNUCHUK NOHEKorall Moxe Aa buge Tewko, na 3atoa e nogo6po
oA60pOoT Aa MMa 3aeHUYKM OHNAjH B10T Kaje WTOo Ke MoXKaT Aa
cnogenysaaT MHGOPMaLUM Ha NnoHedOpPMasieH HauuH; NAaTPopmm Kou
MOKaT [a Ce KOPUCTAT 3a TakBa KOMyHMKauuja ce: Yammer, Trello

3a Koro?

3a uneHoBUTE Ha CTapunoTtT n HOBNOT op,6op, noce6bHo 3a HOBOT o,u,60p 3a 4a
ce ocurypaTe aeka Ke 6VI,EI,aT 3aMO3HAEHU CO HEKOJIKY NMOYETHU TOUKWN.

Op Koro?

OpA cTpaHa Ha YNEeHOBMUTE Ha CTapuoT M HOBMOT oabop. BornasHo, Lenmor
npouec 6u Tpebano ga bGuae KOOPAUHUPAH Of CTAPUTE U HOBUTE
npeTtceaatenn Ha oaboporT.

Bo cnyuaj aa noctou naaTeH nepcoHasn/cekperapujaTt, KoopamHauujaTa
Tpeba aa 6uae HMBHA OArOBOPHOCT.

Kora?

CeKoralu Kora Ke MMa TpaH3uLuMja 04, CTapuoT KOH HOBMOT 0460p Koja Ke
MOpa Aa ce NoAroTBM NPeTXoaHo M Aa buae cnpoBegeHa OTKaKo Ke ce
cnyyat usbopwure.

Kape?

Moe faa ce oABMBa BO NPOCTOPUNTE Ha opraHusaumjata. MoskenHo e aa ce
O/ PXKyBaaT COCTaHOLM MinLLe B NLLE Kako U npeky Skype, Facebook, utH. Unun
[IOKOJ/IKY OpraHu3aumjata pacnonara co byyer, npumonpeaaBarbeTo MoOXKe
[la COAPKM NaTyBarba U COCTAHOLN.

Kako?

-HeAe/IHM COCTaHOLM M COCTaHOLUM Mo noTpeba.

- 3ae4HNYKO paboTere Ha MPMMONpPenaBakbeTo Ha 3HaeHETO Ha HOBUOT
onbop 3a paboTaTa Koja e 3aBplLuea 40 cera, Koja e BO NpoLec Ha
CnpoBeAyBakbe WM Koja ce NAaHupa BO MAHMHA.




Mnanupare Ha 06pa3oBHa aKTUBHOCT 3a KOMYHUKauMja

MNoTtpebu Mopobpa KOMyHMKAUMja HA MUCKjaTa U BU3NjaTa KOH HEKOJIKY LLeTHWU Fpynu:
- TUM/YNIeHOBM,

- BOJIOHTEpMW,

- jaBHOCTA

MNoronem cteneH Ha AocerHyBake Ha MIAAUHCKUTE OpraHM3aLum N HUBHATA
BUO/INBOCT.

Lenn Kpeuparse 1 cnposesyBatbe Ha KOMYHMKALMCKK CTpaTermun 3a ga ce
o6e3b6ean BUOANBOCT Ha paboTaTa Koja ja cnpoBeAyBa OpraHM3aumjaTa Kako
W Aa ce NOCTUIHEe Norosiem cTeneH Ha AO0CerHyBakbe KOH jaBHOCTA.

3agaum - AedUHUpParbe Ha LeHU Tpynn Kou caKkaTte aa rv ondature

- n3buparbe Ha HajaobpUTe HaYMHN Ha KOMYHUKaLMja 3a TPUTE LEeNHN rpynu:
YNeHOBM, BOJIOHTEPU U ApYr nyfe.

- AedrHMparbe Ha anaTkM 3a KOMYHMKaLMja M y4ere KaKo fa ce KopuctaT
TWe aNaTku (coumjanHmn meanymm, U3BeCTyBakbe 3a MeAnyMu, npec-
KOHpepeHUMU, Kamnarbu, TNYEH KOHTAKT, UTH.)

- Nnpubuparbe Ha naen oA NyretTo Bo OpraHn3aumjaTa,

- NoAroTeyBakbe Ha Nporpama/cTpaTernja Ha akumjata co BpEMEHCKa paMKa
N UHAMKATOPM,

- OQArOBOPHO pa3aenyBake Ha paboTaTa nomery nyreto.

MeTogonoruja - 0byKa 3a KOMyHMKaLumja.

- NPETXO0AHM OHNAjH KOHCYATaLUMM M aHanM3a Ha MOMEHTanHaTa
KOMYHMKaLMCKa cTpaTeruja.

MeTogum - OHNAjH KOHCYNTALUMK Co Nyfe of, opraHu3aLumjaTa Bo Kou Ke ce aeduHupaat
KOMYHWMKAUUCKUTE NoTpebu (Tun Ha noTpebHUTe MHGOPMaLMK, KOM anaTku
ce KopucTaT, UTH.)

- CTPATELUKO NJIaHUparse

- UTpa Ha ynoru

- KPaTKO cymupame

- bypa Ha naen

- ACKycHja

- paboTa BO TEMATCKM rpynu

MmnnemeHTaumja | OHNAjH KOHCYNTAUMKM U CTPAXKyBakb e, KAKo U ABOAHEBHA 0bOYyKa.

Obykata Tpeba ga buae npeasoaeHa o, eKCNepT 3@ KOMYHUKALMWU UK Y1EH
Ha opraHu3almjaTa KOj UMa No3HaBare Ha TemaTa. Tpeba aa ce kpeupa
nocebHa paboTHa rpyna Koja Ke ce rpuM»u 3a KOMyHUKalujaTta. [nasHaTta
3a/a4a Ha paboTHaTa rpyna e ga cobupa NPakTUYHM NPUMEPU 04, UHTEPHET,
KOMNaHUN UKW APYrM OpraHu3auum, aa ro usbepe HajaobpuoT KaHan 3a




KOMYHMKaUMja, Aa Kpenpa KOMyHUKaLMCKa CTpaTeruja co 3 WenHu rpynm
(jaBHOCT, BONIOHTEPM M YNEHOBM) M Aa NpeB3emMa OAroBOPHOCT 33
CnpoBeayBake Ha cTpaTerujara.

OBue npalwarba MOXKaT ga buaat o4 ronema KOpUCT 3a BpeMe Ha Kpenpatre
Ha cTpaTervjaaT (3ae4HWYKM 3a CeKoja LiesiHa rpyna):

KakoB Tvn Ha uHpopmaumja 61 ja MHTepecMpasia oBaa LesiHa rpyna’?

Kou ce HajkapaKTepUCTUYHNTE OAJMKN HA LiesIHaTa rpyna’?

KaKoB HauMH Ha M3pa3yBake MOKe a HM MOMOTHe a gonpeme 4o
oapeneHaTa LenHa rpyna?

Kon KOMyHMKaLMCKM KaHanu ce COOABETHM 3a rpynarta?

[ann KomyHuKaumjata Tpeba ga bGuae BHaTpeLwHa UAM HagBOpeLIHA?

Kou ce HajBaxkHMTE MHPOPMALMM KOM CaKaMe Aa T Cnogenmme co rpynaTa’?
(nvcTa Ha nproputeTH)

EBanyaymja

eBanyalmja co yyecHMLMTe Ha obyKaTa

eBasnyauuja/cneperbe Ha CNpoBeayBakeTO Ha cTpaTervjaTa

NpoBepKa Ha UHAMKATOpUTE 3eMajKu ja NpesBua BPEMEHCKATa PamKa; Tue
Tpeba aa 6Guaat namepanbm (Mo moxkHoOCT n3bpojamen), Ha np. 3 objaBu Ha
dejcbyk HegenHo.

KomeHrTap:

OHa WTO € MHOTY Ba)KHO e KoOHeKUMjaTa nomery oHiajH 1 odaajH
akTMBHocTUTe. Tne Tpeba B3aeMHO Aa ce HaA0MNONHYBaarT.

N36mparbe Ha BUCTMHCKATA anaTKa 3@ KOMYHUKaLMja € 04, CYLUTUHCKA
BAXXHOCT Aa ja NpeHeceTe BallaTa NOpaka.

OpraHusaumjaTta Tpeba Aa rv 3Hae CBOMTE CTaBOBM M aKTUBHOCTM/MONUTUKM,
npea Aa 3ano4yHe O KOMYHMKAUMCKU aKTUBHOCTW. N03HaBaHeTO Ha BallaTa
nopaka e 0CHOBa 3a Aobpa KoOMyHUKaLMja.




Mnanuparbe Ha 06pa3oBHa aKTUBHOCT 3a IMAEPCKO ocnocobyBare Ha YNEeHOBUTE KaKo GaKTop Ha
3rofiemyBarbe Ha NOCBETEHOCTa U MHMLMjaTUBUTE Ha BOJIOHTEPCKUTE rpynu

MoTpebu MoTpeba oa cnocobHM Maepun Bo opraHusaumjaTa.
MoTpeba o4 MOTUBMPAHU INAEPU KOW MOKAT U cakaaT Aa paboTaT co apyru
BOJIOHTEPM.

LUenn Pa3BuMBakbe Ha INAEPCKM CMOCOBHOCTM Kaj YneHoBUTE Kako $paKTop 3a
3rofieMyBar€ Ha UHBOIBUPAHOCTA U UHULMjAaTUBUTE BO BOJIOHTEPCKUTE
rpynu.

3agaum - BOBeyBak€e Ha HOBM aNaTKM U MeTOAM Ha NOAAPKYBake Ha BOJIOHTEPUTE
(obyuyBarbe, MeHTOpPUpPaHLE, UTH),

- cnopgenyBakbe Ha MCKYCTBA 33 INAEpPCTBO,

- pa3BMBatbE Ha CMNOCOBHOCTM 33 pacUNUTUPaHE U KOMYHUKaLW]a,

- nop06pyBakbe Ha CNOCOBHOCTUTE 33 Camonpes3eHTauum]a,

- pa3BMBatbE Ha CNOCOBHOCTM 3a CrpaByBakbe CO KOHPIMKTM U pellaBakbe Ha

npobnemu
- MOTMBMPaHEe HAa M1agM INLEPU 33 3a3eMakbe Ha aKTUBHO Y4eCcTBO BO
opraHu3aumjaTta

MeTtogonoruja O6yka ocHoBaHa Ha HedopmanHO obpa3oBaHMe.

MeTtoamn - BeXkbarbe Ha npeseHTaumMm BO NOManu rpynu,

- ANCKYTMpPatbe BO MApOBM 32 MMHATM UCKYCTBA,
- bypa Ha naewn,

- obyuyBatbe,

- NpefaBatba M NPe3eHTauunu,

- cMMynauuuy,

- MEHTOpUpakse,

- CTyAMja Ha cay4dau.

MmnnemeHTaymja | 5 AHeBHa 0byKka HaMeHeTa 3a Y/IeHOBM OZ, Pa3/IMYHM OPraHM3aLuyvmn NoBpP3aHM
CO MeHTopUuparbe No obykara.

N3bupatrse Ha yyecHULM Kou Tpeba aa ¢purypmpaaT Kako akTUBHM YNEHOBM BO
opraHusauuu, NoTeHUMjanHu Anaepu, IMYHOCTM 3aUHTEPECUPaHi 3a
pa3BMBatb€ HA HUBHUTE IMAEPCKM CNOCOBHOCTU U INL,A KOU CE KeJIHM 33
noHaTamy Za paboTtaTta co BOJIOHTEPUTE BO HUBHUTE OPraHmn3auum.

Mpouec Ha cnpoBeayBatbe — cenekumja 6asmpaHa Ha NPETX04AHO UCKYCTBO BO
paboTa co BONOHTEPU U UAEMN 33 UOHM NNAHOBM (KaKO TMEe Ke M KopuctaT
CBOUTE INAEPCKU CNOCOOHOCTN BO MAHWHA). TpeHepuTe Tpeba aa buaar
MOMEHTA/IHUTE NNAEPU Ha HUBHUTE OpraHM3aLmu.

Mogynu 3a obyKaTa:

NaeHTUdMKaLNja Ha KOHKPETHUTE NoTPebu Ha YY4ECHULUMTE U HUBHUTE
OpraHu3auum Bo Nornes Ha AMAepCcTBO M aKTUBHM YYECHUUM o4, rpynaTta Ha
BOJIOHTEPM.




odopmMyBarbe Ha NAEN 33 MOTUBMPAHE HA BOJIOHTEPUTE, LUTO 3HAYM Aa ce
6uae aKTMBHO /IMLLE BO OpraHM3aumjaTa, Kako aa ce buge nobap nmaep, UTH.
aNaTKM U MEeToAM 33 NOAAPLIKA HA BOJIOHTEPU, 0ByUYyBatbe, MEHTOPUPAHLE,
TpeHUpake, UHT.

0byka 3a pacunuTaumja, KOMyHUKaLMja U CAMOMPE3EHTUPAUYKM BELITUHW.
0b6yKa 3a cnocobHOCTU 33 MeHaMpakbe Ha KOHPANKTU U peLlaBarbe Ha
npobnemu

Mo obyKaTa, TpeHepuTe Ke NoHyAaT MEHTOPMPakE 3a yYecHUUunTe.
MeHTopuTe 04, eAHa OpraHM3aumja Ke paboTaT Co yY4eCHULM OZ PAa3NNYHU
OpraHM3aumu 3a Aa ce ocurypa MOMEHTOT Ha A06MBakbe Ha CTaBOBM OZ Apyra
nepcnekTua. Tue Ke MMaaT COCTaHOLM, HAjMa/IKy egHall MEeCEYHO W OHNAjH
KOHCYATaLMK no notpeba.

EBanyaumja - noBpaTHa MHdOPMaLMja O4 CTPaHA Ha y4eCHUUUTE,
- aHKeTa BO popma Ha eBanyaumcku dopmynap,
- 6 Mece4yHo MeHTopupake (6 cocTaHOLM, eAHaLl MeCeYHO 3a MPOBEpPKa Ha
MPOLLECOT) M OHNAjH KOHCYNTALMM 33 BPEMe Ha NpoLecoT, no noTpeba.
KomeHTap: ObykaTa Tpeba aa o6e3bean epeKkT Ha LWMPEHE Ha 3HAEHETO CO TOa LITO Ke

ce 3ronemu 6pojoT Ha BONIOHTEPU BO OpraHu3aumnnTe u Tpeba Aa BOAM KOH
[LONTOPOYHA MOTMBALMjA HA aKTUBHUTE NnMAepu.




MnaHuparbe Ha 06pa3oBHa aKTMBHOCT 3a NAPTULMNATUBHU NPUCTANK BO OpraHusaumjarta

MoTpebu [a ce noaobpaTt KOMNETEHUMUTE U KanauuTeTUTe Ha nLaTa UHBOIBUPaHM
BO OpraHunasLujaTa;

[la ce 3a4p¥KaT BOJIOHTEpPUTE BO OpraHM3aumjaTa u ga ce ocurypa
KOHTUHYUTET BO HMBHATa paboTa

[la Ce 3ajaKHe YyBCTBOTO Ha NPMNaAHOCT Kaj YIeHOBMTE BO OpraHM3aumjata
[la Ce 3ro/IeMM aKTMBHOTO Y4€CTBO Ha BOJIOHTEPUTE BO OpraHu3aumjaTa
LUenn 3rofieMyBare Ha KOMMETEHLMUTE HA Y1IeHOBUTE Ha 0460POT BO BOAEHE Ha
opraHu3aumja Ha NapTULMNATMBEH HauYMH

BK/ly4yBarbe Ha BOJIOHTEPM BO OpraHusaumjaTa

3anaum YneHoBuTe Ha oab0poT Tpeba Aa rv pa3bepaT NnoTpebute 1 NepcnekTueUTe
Ha Y1eHOBUTE Ha HMBHATA opraHM3aumja. Tue BepyBaarT AeKa e
npoduTabunHo ga obesbenat NpPocTop 3a MAEUTE HA YNEHOBUTE Ha
opraHusaumjaTta v ga rv noaapKysaaT MHUUMjaTMBUTE. TUe M umaat
noTpebHUTEe BELITUHU Aa T UCKOPUCTAT KBAJIUTETHO MAEUTE U
WMHULNjaTUBUTE Ha YNEHOBUTE Ha OpraHunsalmjaTa.

MeTogonoruja OAaprKyBakbe Ha BUKEHACKM 06YKM COCTaBEHW O aKTUBHOCTM MNOBP3aHM CO
HedopmanHoTO ob6pasoBaHue.

MeToau cnpoBeayBatbe Ha pedNeKTMBHM BeXOM, aHanM3a Ha opraHmMsaLmjaTa u mana
Ha emnaTtuja

cnozenyBakbe Ha Hajao0bpuTe NPaAKTUKK

[laBatbe Ha TEOPETCKU NPUAOHEC, Npe3eHTalMja Ha 406pKn NPaKTUKK,
npaBerbe Ha cnopesba co Apyru opraHM3aLmMm U HUBHUTE MeToaM
MmnnemeHTaumja | y4ecTBO Ha raBHUTE AOHECYBayYM Ha OONYKM BO OpraHM3aumjaTa
AOHecyBame Ha nLLe CO KOMMNETEHUMU 3a CTPaTELLUKM MeHaMeHT
Kpeuparbe Ha NpujaTencka cpegmHa n atmocdepa

EBanyaumja eBa/lyaumja co yYyecHUUM

cnefere M oueHyBakbe Ha CNpoBeAeHUTe NPOMEHU Bo paboTaTa co
YyNeHoBUTE

cnopeaba Ha 6pojoT Ha MHAMKATOPM, Npes, 1 nocae obyKaTa:

1) 6pojoT Ha cocTaHOLM NOMERY 0460pOT U YeHOBUTE BO OpraHM3aunjaTa;
2) 6p0ojoT Ha yYecHMLM 33 BpemMe Ha COCTAaHOLUMTE;

3) 6p0ojOT Ha NPOEKTM MHULIMPAHU O, Iyfe KOW He Ce Y1eHOBU Ha oa60poT
KomeHTap: ObykaTa MOXe 3 BOAM KOH npeasiarakbe Ha HEKOU NPOMEHM BO
MEHaLIMEHTOT Ha OpraHu3auujaTa, Kako U HaUMHM T.€. anaTKu 3a
BK/ly4yBakbe Ha YIEHOBM OZ, OpraHM3aumjaTa (Ha np. Kpenpare HoBM
PaboTHW rpynu, Kpemparme Ha HOBM KaHa/IM 33 KOMYHMKaLMja, 04pKyBaHe
Ha noBeKe COCTaHOLM, UTH.)




MnaHuparbe Ha COCTaHOK 3a pobpepojae

3owTo? 3a Aa ce objacHM mucKjaTa M BU3MjaTa Ha HOBUTE Y/IEHOBM BO OpraHMsalmjaTa
[a ce Npe3eHTMpaaT Ha MOXKHOCTUTE KOM opraHmM3aumjata UM rv HyAam Ha
HOBUTE YS1EHOBMU

Wro? cnpoBeAyBakbe Ha COCTAHOK 3a fobpenojae npeKky pabotnaHuua

3a koro? HameHeTo e 3a HOBUTE Y1EHOBUM HA OPraHu3aumMjaTa U 3@ OHME KOM CaKaaT 4a
Ce NPOoHajaaT BO opraHu3aumjaTa.

Op Koro? AkTnBHOCTa Tpeba ga buae cnposeseHa o4 TPEHepU o4 opraHusaumjaTa.

Kora? AkTnBHOCTa Tpeba aa ce cnpoBee KpaTKO No roauiuHaTa perpytaunja u ga ce
NOBTOPW KOra opraHM3aumjata ke ce CoovyBa CO NPOMEHM BO CTPYKTypaTa, BO
nporpamara, Bo n3bopute, Kora HoBM 3aZa4M Ke NPUCTUTHAT U Kora Ke ce
noAroTByBaaT HOBa NPOrpama M HoBa cTpaTeruja.

Kape? Bo npocTtopuuTe Ha opraHuMsaumjaTa.

Kako? - Npe3eHTalMja Ha opraHusaumjata (mmucuja, Bu3uja, CTPyKTypa, paboTeH nnaH,
UTH.)
- 33/1a4a 3a npeBeAyBatb€ HAa MUCHjaTa U BU3MjaTa HA OpraHu3aumjata Bo
NPOMOTUBHU MaTepmnjann, NOCTEPU, NETOLM, UTH.
- 33/1a4a 3a Kpeupare Ha BU3yesiHa Npe3eHTalnja 3a naejata Ha
opraHuMsaumjata
-“roBop BO MPT” KaZle WITO TUe Ke ja Npe3eHTUpaaT Ha KpaTKo
opraHusauujata u Hej3uHaTa uen (Mucuja 1 Busuja) Bo 1 mmHyTa
- Npe3eHTMauMja Ha KpaTKa NpuKasHa nam Guam 3a MOXKHOCTUTE KOU TU HyAn
opraHuMsaumjata
- 33/1a4a 3a NOArOTBYBakb€ HA KAPUEPEH NNAH HA YEeHOBUTE, CO NOMOLL HA
WMCKYCHU Nnua
- NpallyBakbe Ha NyfeTo 3a HUBHUTE NPETXOAHMU UCKYCTBa BO OpraHusaumu/
NPoeKTN/ rpynHn akTMBHOCTM M Haparbe 0 HMB Aa T MAeHTUPUKyBaaT
Haj3Ha4YaHUTEe MCKYCTBA KAKO M TOA CO KaKBM KOMMNETEHLUMN U 3HaEHE ce
3/106M/1e NPEKY HUB.

KomeHTap: OBaa aKTMBHOCT € Ba*KHa 3a CUTe YJIEHOBW BO OpraHM3aLnjaTa, 3a 4a ja

NPOHajAaT M UCNONHAT HUBHATA y/I0ra U Aa ro Pa3BKujaT CBOjOT INYEH U
npodecrMoHaneH NoTeHLUMjaN Kako U UCTOBPEMEHO Aa A0NPUHECAT KOH
paboTaTa M NPOLIMPYBaHETO Ha OpraHM3aumMjaTa Co HUBHOTO MCKYCTBO.




Instrumente pér vetevaulin pér zhvillim organizacional
Hyrje

Qéllimi i kétijé instrumenti éshté qé té sigurojé shtjellim té shkurté né zhvillimin organizacional pér tu
vlerésuar gjendja momentale né organizatat e tyre, pamvarésishté misionit té tyre, a jané té fokusuar né
nivel ndérkombétaré apo lokal, a jané té vogla apo té médha, a jané té udhéhequr nga personel i
paguar, etj.

C’ka éshté menaxhmenti organizativ dhe pse éshté i réndésishém?

Zhvillimi organizacional éshté proces népérmejt sé cilés njé organizaté zhvillon kapacitetet e saja té
brendshme gé té jené sa mé efektiv né ralizimin e misionit té tyre dhe té punojné si dhe té
mirémbahen né suaza afatgjate. Ky proces pérfshin kontroll té problemeve dhe proceseve té
ndérlidhura me 9 shtyllat kryesore té zhvillimit organizativ :

1. Vizioni dhe misioni

Zhvillimi organizacional nuk éshté proces final né vete - éshté proces qé zgjat, evulon dhe pérséritet
dhe duhet patjetér té ndjeket nga bordi drejtues dhe menaxhmenti i organizatés. Kjo do té shérbejé si
sigurim gé organizata ka né dispozicion kapacitete pér tu adaptuar né kushte té reja ose mundési dhe
té ecé pérpara.

Boshti i vizionit dhe misionit duhet té jeté prioritet i organizatés dhe nevojé té rregullohet si e para. Té
gjitha shtyllat tjera jané té réndésisé sé njéjté pér udhéhegje kualitative té organizatés. Prioritet e
juaja organizative népérmejt shtyllave do té ndryshohen gjaté kohés sé fazave té ndryshme té
kohézgjatjes sé organizatés suaj.

Qasjet mé té mira té zhvillimit organizativ jané holisitke nga natyra. Organizatat duhet né ményré
simultane té ndjekin dhe té béjné pérmirésime té shkallézuara né ¢do shtyllg, ku ka hapésiré pér njé gjé
té tillé. Investimet shtesé mundet té jené té nevojshme né fusha ku paragiten bariera gjaté punés né
organizaté pér shkak té jo sanksionimit té njé problemi té caktuar né shtyllat. Pér shembull, né rast se
nuk mundeni ti tregoni donatorit potencial qé posedoni procese me reputacion pér menaxhim té
fondeve, me siguri nuk do té fitoni mjete derisa aj problem nuk zgjidhet. Kjo gasje i mundéson
organizatés adresim fleksibil té ploté té nevojés né zhvillim organizacional si¢ do té paragiten dhe
sanksionohen me shkallé dhe me urgjencé.

Kush mundé ta pérdoré kété instrument?
Secili mundé té pérdoré kété instrument, por niveli i aftésisé pér tu béré ndryshime efektive né

organizatén tuaj do té varet nga ajo se sa keni autoritet dhe a do té jeni né gjendje ta bindni
strukturén tuaj udhéhegése té merr pjesé né kété proces me ju.




Si ta pérdorni instrumentin
Mundeni té:

Plotésoni instrumentin individualisht sipas mendimit tuaj. Né kété ményré do té fitoni ndjenjén e
zhvillimit té organizatés suaj, do té ju ndihmojé ti detektoni bllokadét aktuale si dhe ti identifikoni
fushat né té cilat ndoshta do té mundé té ndikoni né pozitén tuaj momentale.

Té gaseni drejt bordit menaxhues me kété instrument. Pyetni se a jané té interesuar ta pérdorin ose
té ju pérmbajné ju né diskutimin né lidhje me kété temé né kuadér té organizatés.

I mbledhni vendimmarrésit né rast se jeni pjesé e klubit té vullnetaréve, dhe ta shikoni né ményré té
detajizuar dhe ti diskutoni pérgjigjet tuaja né cdo fushé.

Né ¢’faré principi punon instrumenti ?

Né ¢do nga 9 shtyllat kryesore té zhvillimit organizativ, egziston listé e pohimeve gé koncipojné praksa
té ndryshme né até fushé pér zhvillim.

Pér ¢cdo pohim i keni nga 3 pérgjigje t&€ mundshme nga té cilat mundeni té zgjedhni :

Po: Selektimi i késaj pérgjigje tregon gé plotésishté pajtoheni gé ky proces, sistem, proceduré, plan
ose strukturé jané vetém se té implementuara né organizatén tuaj.

Jo: Selektimi i késaj pérgjigje tregon se nuk egziston proces, sistem, proceduré, plan ose strukturé qé
vetém se jané implementuar.

Ndoshta: Selektimi i késaj pérgjigje tregon ose jopajtueshmeéri ose pasiguri tek anketuesit (psh. disa
njeréz pajtohen me pohimet ndérsa disa jo, gé tregon se diskutimi i métejshém pér sgarim éshté i
nevojshém)




C’ka béjmé pas pérdorimit té kétijé instrumenti ?

Ky instrument éshté dedikuar pér shfagje té diskutimit né organizatén tuaj. Punoni né ményré individuale
apo kolektive né rezultatet tuaja. Cila éshté ana e fugishme e organizatés suaj? Cila éshté ana e sajé e
dobét? NE cilat shtylla dhe indikatoré ka pasur mé sé tepérmi konfuzion dhe papajtueshméri? Né shtyllat ku
ka patur mé tepér konfuzion a jané kompatibile me sfidat me té cilén organizata vetém se ballafagohet?
C'faré ligjerata mundeni té nxjerrni nga rezultatet tuaja gé do té ju ndihmonin né pozicionet tuaja té
ardhshme?

Cilat jané problemet gé duhet ti adresoni gé menjéheré ta pérmirésoni aftésiné e organizatés suaj pér
implementimin e punés suaj? Ardhja deri te pérgjigjet e késaj pyetje mundé té jeté shumé e thjeshté,
népérmjet diskutimit pér sgarim né ate se si sillen vendimet dhe kush i sjell, ose népémrjet qasjet mé
komplekse si¢ éshté pérpunimi né plan strategjik.

Kontrolloni resurset né fundé té dokumentit pér mbéshtetje, ide apo shabllone.

Kaloni shpeshé instrumentin pér ta ndjek progresin ose té siguroheni se asnjé fushé kyce né zhvillimin
organizativ nuk éshté e |éné pas dore.

Vlerésoni organizatén tuaj me instrument té vetéevaulimit:

1.Vizioni dhe misioni

Indikator: PO JO NDOSHT

Vizioni i organizatés soné éshté i qarté dhe pérshkruan né meényré té garté
se si bota do te dukej né rasté se jemi té sukseshé né implemenitmin e sajé

Misioni i organizatés soné pérshkruan sakté si ne do ta pérmbushim vizionin
dhe cilat jané vlerat tona.

Personeli joné dhe bordi drejtues jané té njohtuar me misonin dhe vizionin
dhe jané té dedikuar drejté géllimit té organizatés soné.

Kur zhvillojmé plan afatgjaté apo plan strategjik, ne pérséri i shikojmé
vizionin dhe misionin qé té siguurohemi se edhe mé tutje jané relevante.

Kur planifikojmé aktivitete té reja, ne gjithmoné kthehemi tek misioni dhe
vizioni i organizatés. Ato i pérdorim si referencé gé na ndihmojné té
vendosim se c’ka da té héimé dhe mé e réndésishme. c’ka nuk do té

Kur komunikojmé me njeréz jashté organizatés soné, mesazhet tona
reflektoiné misionin dhe vizionin e organizatés.

Kemi ményra té evaulimit dhe vlerésimit té sukseshmérisé té misionit

Ne rikthehemi né misionin dhe vizionin gjaté vitit qé té sigurohemi qé
edhe mé tutje jané relevante né rasté se ka ndryshime té réndésishme né
ambientin toné té punés (psh. ndryshimet politike, puna né organizata

PN




2. Struktura organizative

Indikator: PO o NDOSHT
Pérshkrim i miratuar i vendit té punés me sqarim té qarté té
pérgjegjésive dhe raporti éshté i pércaktuar pér té gjitha pozitat
pavarésishté se a jané té paguara apo né baza vullnetare.

Organizata joné ofron mjedis té shéndoshé dhe té igurté té punés. Ajo
kyc kushte adekuate dhe té sigurta pune né bazé té pritjeve té qarta dhe
dokumentuara né drejtim té sjelljes sé pritur té punésuarve dhe géndirm

td nartd kiindroitd maltrorimit 6 cioriita

Organizata joné i ka té pércaktuar dhe dokumentuar vlerat dhe principet
operative né bazé té sé cilave udhéhigen aktivitetet tona té pérditshme

(nsh. niesmarrie. transnarencé. balansé siinoré. eti)
Pérgjegjésité pér menaxhim té organizatés soné jané té qarta. Sakté,

dijmé se kush éshté pérgjegjés pér menaxhim té finansave, resurseve
niordzare nlanifikim mhlodhie t6 mistoue financiare oti

Strukturat, sistemet dhe proceset né organizatén toné jané té vénduar né
até ményré qé e lehtésojné punén toné (psh. shpérndarja e punés,
koordinimi | detyrave, sjellja e vendimeve, mbledhja e informacioneve et;.)

3. Menaxhim
Indikator: PO o NDOSHT
Organizata joné ka lider té fugishém me viszin té garté pér organizatén
g€ e inspirojné edhe personelin toné dhe vullnetarét tané.

Organizata joné ka status legal né vendé/ atje ku vepron.

Organizata joné i kénaqé té gjitha pérgjegjésit juridike(ps. raporte finale
vjetore drejt geverisé apo donatoréve, revizionet finansiare, rrespekton
ligiet pér punésim, etj)

Organizata joné ka bordé té drejtoréve né funskion ose trup drejtues
ekuivalent gé mundéson mbikéqgyrje efektive dhe kahézim strategjik.

Organizata joné ka politiké me ané té sé cilés rregullohet bordi i
drjetoréve , qé pérfshin pyetje sikur si éshté ekipi i bordit, shkathtésité e
nevojshme, kohézgjatjea e mandatit, koloriti, et;.

Anétarét e bordit toné fitojné mbledhje orientuese pér organizatén toné
dhe rolin e sajé.

Marrédhéniet e punés né mes personelit dhe bordit jané pozitive,
produktive dhe me rrespekté té dyanshém pavarésishté dallimeve né mes




4. Rrjedhje te informative dhe sjellja e vendimeve

Indikatoré: PO JO NDOSHTA

Procesi i sjelljes sé vendimeve dhe personat té cilat kané autoritet pér té
siell ato vendime jané té garta ndérsa gjithé funksionoiné miré.

Kemi né dispozicion shkathtési té mira pér komunikim té brendshém
dhe secili ka qasje té informacioneve té nevojshme pér ti kryer né
ménvré té sukseshme oblisimet e tvre (nsh. mbledhie. e-mail nrotokole

Posedojmé ményra efektive té menaxhimit té informracioneve gé arrijné
deri te organizata juaj dhe gjithéheré jané né dispozicion té personelit
por nuk jané té preokupuar me to ( psh. papka té shpérndara, baza e té

Adhdnave intarnat oti)

Kemi persona té indentifikaur té organizatés soné pér fjalim publik dhe
té giithé i rrespektoiné ato role.

Kemi procese dhe sisteme gé na ndihmojné té sigurohemi qé i kemi
informatat e duhura pér sjellie té vendimeve.

Jemi té afté pér té sjellé vendime té réndésishme né kohé té duhur pér ti
rrité mundésité dhe ti zvogloimé rreziget.

5. Menaxhim me resurse njerézore

Indikatoré: PO JO NDOSHTA

Organizata joné disponon me politika t&€ menaxhimit me resurse
njerézore té cilat jané té dokumentuara dhe té miratuara nga njé
autoritet i caktuar sic 8shté hordi menaxhues i arsanizatés

Politikat tona pér menaxhim té resurseve njerézore éshté kompatibil me
legjislacionin e juridikcionit né bazé té sé cilés vepron organizata joné.

Politikat tona pér menaxhim me resurset njerézore jané rregullisht té
reviduara dhe té adaptuara sipas nevoijés.

Organizata joné ka procese formale pér revidim vjetor té nevojave té
personelit nga té cilat del plan pér satisfakcion té atyre nevojave.

Rekrutim dhe selektim pér pagesé dhe jo pagesé éshté i detajizuar,
objektiv, konstanté dhe proces i dokumentuar.

Té gjithé té punésuarit e rinjé dhe vullnetarét té ciléve u éshté ofruar
pozicion né organizatén toné nénshkruajné marréveshje ku jané té
pércaktuar obligimet profesionale ndérmjet individéve dhe organizatés,
posacérishté me vlerén e rrogés, benefitet dhe orari ri punés.

Té gjithé té punésuarit/vullnetarét kané pérshkrim té qarté té detyrave
té punés dhe fitojné orientim total té organizatés dhe rolin e tyre né té.

Realizimi dhe gjerésia e angazhmanit profesional i té gjithé persoenlit
rregullisht revidohet dhe té gjithéve iu jepet feedback konstruktiv.

Nuk kemi pasur problem serioz me personelin né 3 vitet e fundit (psh.
largim na puna, problem juridike, hapésira té zbrazura té punés né suaza
afatgiate, eti)

Né ményré efektive i menaxhojmé konfliktet né organizatén toné.

Té punésuarit dhe vullnetarét | kané shkathtésité e nevojshme dhe
pérkrahien pér té aené efektivé né punén e tvre.




6. Angazhim dhe mbajtje té paléve té tanguara

Indikatoré: PO JO NDOSHTA

Jemi né raporte té mira pune me njeréz jashté organizatés soné me té
cilét shpeshé bashképunojmé (psh. Pérdoruesit e programit tonég, anétaré,
donatar. nartner eti)

Né ményré té rregullté dhe transparente komunikojé me anétarét tané,
pérdoruesit e programit toné dhe partnerét.

Shpeshé konsultohemi me anétarét tané, pérdoruesit e programit toné
dhe partneét relevanté pér até se sa né ményré té sukseshme e
imblentaimé misionin tané dhe ideté tana té reia dhe aktivitetet

Pérdoruesit e programit tong, partnerét dhe vullnetarét jané krenaré gé
jané té kycur né organizatén toné dhe me rrespekté flasin pér té.

Cdo vité, organizata joné mirémbahet dhe varet prej raporteve nga
partnrét tané, pérdoruesit e programeés soné, anétarét dhe palét tjera té
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7. Tekonlogjia dhe infrastruktura

Indikatoré: PO JO NDOSHTA

Insturmentet, mjetet dhe proceset gé i pérdorim jané adekuate pér té na
mundésuar realzim té kualtieti té larté.

Hapésira fizike pér puné (jashté dhe aty pér aty) mundet ta zhvendosé
punén aé duhet té krvhet dhe njerézit gé duhet ta pérfundoiné.

Pamija fizike e hapésirés sé punés lejon kordinim té miré dhe kryerje té
sukseshme detvrave.

Posedojmé sisteme dhe procese pér mbledhje, ndjekje dhe njohtim té
informacioneve gé jané té réndésishme pér organizatén.

Vendi i punés éshté i pérshtashém edhe pér persona me nevoja té vecanta

Posedojme rezerva adekuate pér punén té cilén duhet ta kryejmé.

Posedojmé infrastrukturé adekuate(qasje né internet, telefon, printer
dhe tavolina pune) si mbéshtetje té punés té cilén duhet ta kryejmé.

8. Kontrollim finansiar dhe menaxhim

Indikatoré: PO JO NDOSHTA

Organizata joné ka té shkruar politika finansiare dhe prcedura gé jané té
pérdorura né ményré adekaute (psh. Buxhetim, autorizim harxhues,
blerje, nénshkrim té cekave etj)

Organizata joné posedon buxhet vjetor gé rregullisht e ndjekim dhe pér
kété i raportojmé bordit menaxhues té organizatés.

Posedojmé sistem finansiar qé éshté i qarte dhe gé pérdoret nga personeli
relevant dhe bordi (psh. ndjekje té perfomancés né perpsketiv té buxhetit
dhe adaptim, planifikim dhe ndjekje tw rrjedhjes finansiare, kahézim te
mjeteve etj)




Indikatoré:

PO

Jo

NDOSHTA

Sistemet tona pér menaxhim finansiar jané té kontrolluar nga
llogaritar i kualifikuar ose person tjetér relevant

Sistemet tona pér menaxhim finansiar kycin kontrollor té
brendshém pér tu siguruar momentin e kygjes sé mé shumé

narcanave ndr mhilkdaurio 8 financavuo

Llogarité e organizatés soné rregullisht jané té mbikéqgyrura nga
ana e personit té jashtém eksperté i késaj céshtjeje dhe nuk
iané gietur kurrfaré nrobleme giaté tre viteve té fundit

Organizata joné e di se prej nga vijné pjesa mé e madhe e té
hollave té nevoijitura pér organizatén pér vitin e ardhshém.

Organizata joné posedon akcione pér mbledhje té mjeteve
ose strategji pér té hyra dhe ¢do kush éshté i njohtuar pér

ralin A +iiA leaild nA chfmitrA2imin A fvrn

Fitojmé té hyra nga mé tepér burime (psh.donator egzekutiv
ose internacional, shitje té produkteve ose shérbimeve,
danacione individuale. ngiarie sbeciale eti.)

Kur zhvillojmé propozime pér akcione té mbledhjes sé
mjeteve, kygim shumén reale té harxhimeve admisnitrative
dhe vlerén e kontributeve jomonetare(psh. oré vullnetre,

HI RO WL | L FRAY

Mijetet e pérfituara harxhohen né aktivitetet pér té cilat
mendoimé se jané té réndésishme né realzimin e misionit dhe

Rikonstruim organizativ

Indikatoré:

PO

Jo

NDOSHTA

Organizata joné ka marré parasyshé ndryshimin né lidership
dhe diimé si té veproimé derisa viené dicka e tillé.

Ne pérkrahim zhvillim profesional tek perosneli yné dhe
vullnetarét tané.

Ne i identifikojmé dobité nga personeli yné dhe vullnetarét
me njé faleminderim té posacém.

Organizata joné ka té pércaktuar politika dhe praktika gé i
mbéshtesin dhe balansojné punén dhe jetén e té punésuarve

Rregullisht kthehemi né pjesén e kualitetit té punés sé
pérbashkét dhe béimé akomodim varésishté nga volumi i

Posedojmé strategji té punés pér té kycur edhe mbéshtetés té
ri potenciial. té punésuar, anétaré dhe vullnetaré né punén




AKTIVITETET PRAKTIKE

Planifikim i ngritjes se nje organi keshillimoré

Pse?

Ka nevojé pér :

Vazhdim té punés sé anétaréve mé me pérvojé dhe aktivisté té organizatés.
Hapésiré qé do té ofron ndjenjé té pérkatésisé tek anétarét qé e kané
”ngritur” organizatén rinore

Grupé e té rinjéve gé do ti udhézojné liderét e rinjé né menaxhim té
organizatés

Hapésiré pér ti kycur “alumni” qé ndoshta nuk dojné té figurojné si organe
ekzekutive ose vullnetaré, por edhe métutje i dedikohen organizatés

Cka?

Ngritjen e njé trupi késhillues/alumni klub — grupé e njerézve qé mé herét
kané gené té involvuar né organizaté dhe edhe mé tutje kané vullnet pér té
ndihmuar né zhvillimin e métutjeshém té organizatés.

Ofrim hapésiré dhe mundési pér ato gé edhe mé tutje té jené té kygur né
jetén e organizatés.

Pér ke?

Anétaré qé kané gené aktiv né organizaté, posacérishté ata gé kané qené
vendimmarrés (bordi drejtues, bordi vendimmarrés, etj)

Anétaré qé ndoshta nuk kané kohé ose vullnet té marrin pjesé rol aktiv né
organizaté, por edhe mé tutje jané té interesuar té marrin pjesé né forma
tjera.

Prej kujt?

Nga struktura aktuale admisnitrative e organizatés dhe veté alumni (ta
definojné rolin e tyre, kontributin e tyre, ményrat se si ta mbéshtesin
organizatén etj)

Kur?

Zgjidhje mé e miré do té ishte té hapet thirrje para zgjedhjeve té reja ku do
té zgjerohet vetém né mes alumnit té organizatés. Mbajtja kontakt konstant
me ata né mbledhje té rregullta, takime vjetore, et;.

Ku?

Né takime té rregullta

mbledhje

evenimente publike

mbledhje jo formale dhe evenimente socijale

Si?

Ashtu si¢ u potencua mé larté, mé sé miri éshté grupa té formohet
népérmjet thirrjes sé hapur pér anétaré né bordin késhillues.

Duhet té zhvillohen kahje té qarta té punés né bordin késhillues gé do té
ndahen pasi té shpallet thirrja.

Duhet té ofrohet hapésiré e zhvillimit té fusnkioneve né bordin e paré
késhillues.

Komente:

Né kété ményré, organizata mundé té pérfitojé vleré mé té madhe, ndjenjé
té pérkatésisé dhe mbéshtetje shtesé né punén e organizatés.




Planifikim i akcionit pér mirémbajtjen e memories organizative

Pse?

Ka nevojé pér mbajtjen e memorijes organizative dhe sigurimin gé pasi té
vijé deri te ndérrimi | bordit do té keté transfer té diturisé né bordin e ri.

Cka?

Krijim i disa principeve formale pér mbajtjen e memories organizative, sig
jané:

periudhé mbuluese e primoligjerimit né mes bordit té vjetér dhe ate té ri(né
kété periudhé, bordi | vietér do té pércjell dituriné dhe ideté bordit té ri gé
bordi i ri té sigurojé kontinuitet).

Késhilla pér tranzicion té papenguar: Mos e zgjedhni bordin e ri té néjjtin vit
kur keni ndérrim té bordit egzekutiv té paguar apo mé miré théné né té
njéjtin vit kur keni zgjedhje té drejtorit té ri apo sekretarit general; gjithmoné
motivoni njé prej anétaréve té bordit té€ géndrojé edhe pér mandaté té dyté
dhe té jeté ai qé do té zgjerojé memorijen organizative.

50% ndérrim té bordit, ¢cdo vit gé té siguroheni gé gjysma e bordit gjithmoné
do ta keté memorijen organizative , ndérsa vitin e ardhshém do té ndérrohet
me anétaré té rinjé.

Mbaijtje evidencé ndonjéheré éshté process i véshtiré, pér até arsye éshté
mé miré gé bordi té keté blog té pérbashkét online ku do té mundé ti
shpérndajné informacionet né formé mé pak formale; platforma qé mundé
té pérdoret pér kété formé komunikimi jané: Yammer, Trello.

Pér ke?

Pér anétarét e bordit té vjetér dhe té ri, posacérishté pér bordin e ri gé té
sigurohet gé do té njohtohet me disa pika fillestare.

Nga kush?

Nga ana e anétaréve té vjetér dhe té ri té bordit. Kryesisht, i gjithé procesi
duhet té jeté i koordinuar nga presidentét e vjetér dhe té ri té bordit.

Né rast se egziston personel i paguar/sekretarijat, koordinimi duhet té jeté
pérgjegjési e tyre.

Kur?

Gjithmoné kur do té keté tranzicion nga bordi i vjetér tek bordi i ri qé duhet
té pérgatiet paraprakisht dhe té jeté e implementuar pasi té kené ndodhé
zgjedhjet.

Ku?

Mundet té realziohet né hapésirat e organizatés. E preferueshme éshté té
mbahen takime sy né sy dhe népérmijet skype, facebook etj. Ose né rast se
organizata posedon buxhet, primoligjerimi mundet té pérmbajé udhétime
dhe takime.

Si?

- takime javore dhe takime sipas nevojés.

- puné e pérbashkét e primoligjeratés né dijeni té bordit té ri pér punén cka
éshté béré deri tash, cila éshté né proces ose e cila éshté e planifikuar té
realizohet né té ardhmen.




Planifikim té aktiviteteve edukative pér komunikim

Nevojat Komunikim mé i miré né misionin dhe vizionin drejt disa géllim grupeve :

- ekip/anétarg,

- vullnetaré,

- opinioni

Shkallé mé e larté e organizatave rinore dhe dukshméri mé e madhe e tyre
Qéllimet Krijim dhe implementim té strategjive komunikuese pér tu mundésuar

dukshméri té punés qé e realzion organizata si dhe té arrihet shkallé mé e
larté e prekshmérisé deri tek opinioni.

Detyrat - definim | géllim grupeve qé déshironi ti pérfshini

- zgjidhja e ményrave mé té mira té komunikimit pér tre géllim grupet :
anétaré, vullnetaré dhe njeréz tjeré.

- definim i instrumenteve té komunikimit dhe té mésuarit se si mi pérdoré
kéto instrumente (mediumet socijale,njohtim i mediumeve,pres-
konferenca, kampanja, kontakte personale, etj.)

- pérmbledhje té ideve nga njerézit e organizatés,

- pregatitje té programés / strategji e akcionit me kornizé kohore dhe

indikatroé,
- ndarje té pérgjegjésive té punés népérmejt njerézve .
Metodologjia - trajnim pér komunikim.
- konsultime paraprake online dhe analizé té strategjisé momentale pér
komunikim.
Metodat - konsultime online me njeréz té organizatés ku do té definohen nevojat

komunikative(llojet e informacioneve té nevojshme, cilat instrumente
pérdoren, etj)

- planifikim strategjik

- lojé té roleve

- pérmbledhje e shkurté

- stuhi idesh

- diskutim

- puné né grupe tematike

Implementimi Konsultime online dhe hulumtime, si dhe trajnim dyditoré .

Trajnimi duhet té realizohet nga ekspert té fushés sé komunikimit ose
anétaré i organizatés gé e njehé tematikén. Duhet té krijohet grupé e
vecanté gé do té pérkujdeset pér komunikimin. Detyra kryesore e grupit
punues éshté qé té mbledhé shembujé praktiké nga interneti, kompani ose
organizata tjera, té zgjedhé kanalin mé té miré té komunikimit, té krijon
strategji komunikimi me 3 géllim grupe (publiku, vullnetarét dhe anétarét)
dhe té merré pérgjegjésiné pér implementimin e strategjisé.




Kéto pyetje mundé té jené né shérbim té madhé né krijimin e strategjisé(e
pérbashkét pér secilin grup géllim) :

C’faré tip té informatave do ta interesonte kété géllim grupé ?

Cilat jané tiparet karakteristike té grup géllimit ?

C’faré ményré e shprehjesmundé té na ndihmojé pér té preké deri tek njé
géllim grup i caktuar ?

Cilat kanale té komunikimit jané adekaute pér grupin ?

A duhet té jeté komunikimi i brendshém apo i jashtém ?

Cilat jané infomracionet qé dojmé ti shpérndajmé me grupin ? (lista e
prioriteve)

Evaulimi

Evaulim me pjesmarrésit e trajnimit

Evaulim/ndjekje té implementimit té strategjisé

Kontrollim té indikatoréve duke pasur parasyshé hapésirén kohore; ata
duhet té jené né formé té atillé gé té jené té matshme(me mundési té
numérohen), psh. 3 publikime brenda javés né facebook .

Koment:

Ajo ¢ka éshté shumé me réndési éshté koneksioni né mes aktiviteteve online
dhe offline. Ato duhet té plotésojné njéra tjetrén né ményré komplimentare.
Zgjedhja e instrumentit adekuat pér komunikim éshté e réndésisé shumé té
madhe né pércjelljen e mesazhit tuaj.

Organizata duhet ti dijé géndrimet dhe aktivitetet e sajé/politikat, para se té
fillojé me aktivitetet komunikuese. Njohja e mesazhit tuaj éshté bazé pér
komunikim té miré.




Planifikim i aktiviteteve edukative pér shkathtési té lidershipit té anétaréve si faktor i rritjes sé
angazhimit dhe inicijativave te grupeve vullnetare

Nevojat Nevojé pér lideré té shkathét né organizaté .
Nevojé pér lider té motivuar gé munden dhe duan té punojné me vullnetaré
tjeré.

Qéllimet Zhvillim | shktathtésive té liderit tek anétarét si factor i rritjes sé pjesémarrjes

dhe inicijativave te grupet e vullnetaréve. .

Detyra - futja e insturmenteve té reja dhe metoda té mbéshtjetjes sé vullnetaréve
(trajnim, mentorim, etj),

- shpérndarje té pérvojave pér lider,

- zhvillim té shkathtésive pér fasilitim dhe komunikim,

- pérmirésim i shkathtésive pér veté prezentim,

- zhvillim i shkathtésive pér menaxhim té konflikteve dhe zgjidhje té
problemeve

- motivim té lideréve té ri pér marrje té rolit aktiv né organizaté
Metodologjia Trajnim bazuar né edukimin jo formal.

Metoda - ushtrim té prezenitmeve né grupe mé té vogla,
- diskutim né dyshe pér pérvojat e sé kaluarés,

- stuhi idesh,

- trajnim,

- ligjerata dhe prezentime,

- simulime,

- mentorim,

- studime rasti.

Implementimi Trajnim 5 ditoré e dedikuar pér anétarét e organizatave té ndryshme té
lidhura me mentorim pas trajnimit.

Zgjedhje té pjesmarrésve gé duhen té figurojné si anétaré aktiv té organizateés,
lider potencial, persona té interesuar né zhvillimin e shkathtésive té lideréve
dhe ge jané té interesuar mé tej me puné me vullnetaré né organizatat e tyre.
Proces i implementimit- selektim i bazuar né pérvojat nga e kaluara me puné
me vullnetaré dhe ide pér plane té ardhshme(si ato do ti shfrytézojné
shkathtésité e liderit né té ardhmen). Trajnuesit duhen té jené lider momental
né organizatat e tyre.

Modulet pér puné:

Identifikim i nevojave konkrete té pjesmarrésve dhe organizayave té tyre né
pespektivén e lidershipit dhe pjesmarrés aktiv nga grupi | vullnetaréve.
Formim té ideve dhe motivim té vullnetaréve, ¢ka do té thoté té jeté person
aktiv né organizaté, si té jeté lider i miré, etj

Insturmente dhe metoda té mbéshtjetjes sé vullnetaréve, trajnim, mentorim
etj.

Trajnim pér fasilitim, komunikim dhe shkathtési té vetéprezenitmit.




Tarjnim pér shkathtési menaxheriale dhe menaxhim dhe zgjidhje té
konflikteve.

Pas trjanimit, trajnuesit do té ofrojné mentorim pjesmarrésve. Mentorét e njé
organizate do té punojné me pjesmarrés té organizatev tjera qé té sigurohet
momenti i fitimit té géndrimeve nga njé perspektivé tjetér. Ato do té kené
mbledhje, sé paku njé heré né muaj dhe online konsultime sipas nevojés.

Evaulimi - informaté kthyese nga ana e pjesmarrésve,
- anketé né formé té formularit evaulues,
- mentorim 6 mujor (6 mbledhje, njé heré né muaj pér kontrollim té procesit )
dhe konsultime online pér kohén e procesit, sipas nevojés.

Koment: Trajnimi duhet té sigurojé efekt né zgjerimin e diturisé me até qé do té rrité

numrin e vullnetaréve né organizaté dhe duhet té métojé né motivim
afatgjaté té lideréve aktiv.




Planifikim té aktivitetit edukativ pér gasje participative né organizaté

Nevojat

Té pérmirésohen kompetencat dhe kapacitetet té personave té involvuar né
organizaté ;

Té mbahen vullnetarét né organizaté dhe té sigurohet kontinuitet né punén
e tyre

Té pérforcohet ndjenja e pérkatésisé tek anétarét e organizatés

Té rritet pjesmarrja aktive e vullnetaréve né organizaté.

Qéllimet

Rritje e kompetencave té anétaréve té bordit né menaxhim té organizatés né
ményré participative
Kygje té vullnetaréve né organizaté

Detyrat

Anétarét e bordit duhet ti kuptojné nevojat e tyre dhe perspektivat e
anétaréve té organizatés sé tyre. Ata besojné se éshté profitabile té
sigurojné hapésiré pér ideté e anétaréve té organizatés dhe ti mbéshtesin
inicijativat. Ata i kané shkathtésité e nevojshme pér ti pérdoré né ményré
kualitative ideté dhe inicijativat e anétaréve té organizatés.

Metodologjia

Mbaijtje té trajnimeve gjaté uikendit té pérbéra nga aktivitetet qé kané té
béjné me edukimin jo formal.

Metoda

Implementim té ushtimeve pér reflektim, analizé té organizatave dhe mapé
té emaptisé

Shpérndarje té praktikave mé té mira

Dhénie té kontributit teorik, prezentim té praktikave té mira, bérje
komparacion me organizatat tjera dhe metodat e tyre.

Implementimi

Pjesmarrje té vendimmarrésve kryesoré té organizatés
Sjellje té njé personi me kompetenca pér menaxhment strategjik
Krijim té hapésirés migésore Kpeuparbe

Evaulimi

Evaulim té pjesmarrésve

Ndjekje dhe vlerérsim té ndryshimeve té implentuara né punén me anétarét
Krahasim té numrit té indikatoréve, para dhe pas trajnimit :

1) numri i takimeve né mes bordit dhe anétaréve té organizatés;

2)numri i anétaréve gjaté mbledhjeve;

3) numri | projekteve té inicuar nga njeréz gé nuk jané pjesé e bordit

Koment:

Trajnimi mundet té udhéhiqget drejt propozimit té disa ndryshimeve né
menaxhment té organizatés, si dhe ményra t.a instrumente pér kycje té
anétaréve té organizatés (psh. Krijim té grupeve té reja té punés, krijim té
kanaleve té reja pér komunikacion, mbajtje té mé shumé mblejeve et))




Planfikim té mbledhjes pér miréseardhje

Pse?

Pér tu sgaru misioni dhe vizioni i anétaréve té ri té organizatés
Té prezentohen mundésité té cilat organizata iu ofron anétaréve teé ri

Cka?

Realizim | mbledhjes pér miréseardhje népémrjet punétorisé

Pér ke?

E dedikuar pér anétarét e ri té organizatés dhe pé rata gé e shohin vetén né
organizaté.

Nga kush?

Aktiviteti duhet té implementohet nga trajnuesit e organizatés.

Kur?

Aktiviteti duhet té realiziohet pas rekrutimit vjetoré dhe té pérséritet kur
organizata péson ndryshime né strukturé, né program, né zgjedhje, kur té
mbérrijné detyra tjera dhe kur té pérgaditet program i ri dhe strategji e re.

Ku?

Né hapésirat e organizatés .

Si?

- prezenitm i organizatés (misioni, vizioni, struktura plani punues etj)

- detyré pér pércjelljen e misionit dhe vizionit té organizatés né materialet
promovuese, posteré, pamfleté et;j.

- detyré pér krijimin e prezentimit vizuel pér idené e organizatés.

- “fjalim né ashensor” ku do té prezentohet organizata né afaté prej 1
minuti(misioni dhe vizioni i sajé)

- prezentim i njé rréfimi apo filmi té shkurté pér mundésité gé ofron
organizata

- detyré pér krijimin e planit pér karieré pér anétarét e organizatés, me
ndihmé té njerézve me pérvojé

- pyetje té njerézve ne lidhje me pérvojat e tyre né organizata/projekte/
aktivitete grupore dhe kérkesé deri tek ato pér identifikimin e pérvojave mé
kyce si dhe me ¢'faré kompetenca dhe dituri kané fituar népémrijet tyre.

Koment:

Ky aktivitet éshté i réndésishém pér gjithé anétarét e organizatés, pér ta
gjetur dhe plotésuar rolin e tyre si dhe ta zhvillojné potencijalin e tyre
personal dhe profesional si dhe njékohésisht té kontribojné drejt punés dhe
zgjerimit té organizatés me pérvojén e tyre.




Orgiitsel Gelisim Oz Degerlendirme Araci
Girig

Bu aracin hedefi, genglik 6rgiitlerinin mevcut durumlarini belirlemek amaciyla orgtitsel gelisime kisa bir bakis
saglamaktir. Bu temel ilkeler; misyonlari ne olursa olsun, uluslararasi veya yerel, blylik ya da kiguk olsun,
Ucretli calisanlar ya da gondillller tarafindan sirddrilsiin, dogru sekilde yurutilen orgltlerce gecerlidir.

Orgiitsel Gelisim Nedir ve Neden Onemlidir?

Orgiitsel gelisim, bir 6rgiitiin misyonunda en etkin bicimde i¢c kapasiteye ulasmasini saglayan, uzun vadede
kendini yenileyebilen ve calistirabilen bir slirectir.

Orgutsel gelisimin kendi icinde bir sonu yoktur. Devam eden, yenilikci ve tekrarlamali siireg, genclik
orglitinin yonetimi ve yonetim yapisi tarafindan dikkate alinmalidir. Bu durum, 6rgit kapasitesinin yeni
sartlara ya da yeni imkanlara ve gelisime ulasmasini glivence altina alacaktir.

Vizyon ve misyon ilkesi, genglik 6rgutinin ilk odaklanmasi gereken noktadir. Diger ilkeler, sahip olduklari
dnem ve organizasyondaki yerleri bakimindan esittirler. ilkelere bagl érgiitsel 6ncelikler, 6rgiitiin yasam
gizgisinin farkli boltimlerini yonlendirecektir.

En iyi 6rgiitsel gelisim yaklasimi biitiinsel olarak bulunmaktir. Orgiitler gézlemci olmaldir ve gerekli yerde
ilkelere gerekli katkilarda bulunmalidir. Orgiitiin isleyisine engel olan durumlarda ek miidahaleler gerekli
olabilir. Ornek verirsek; yatirim potansiyeli olan kisilere sayginligimizi ve finansal kaynaklari
yonetebilecegimizi ispat edemezsek, onlardan gerekli yatirimlari alamayacagiz.

Bu araci kim kullanabilir?

Herkes bunu kullanabilir fakat, orgltlintzdeki degisiklikleri yapabilme yeteneginiz sahip oldugunuz otorite
ile dogru orantilidir ve bu yonetim ve yonetim kadrosunun bu siireg icerisinde size destek olup
olmayacagini gosterir.

Nasil kullanilir?

* Kendi 6greniminiz igin bireysel kapasiteniz ile araci tamamlayin. Bu size 6rgutiinizin gelisimi ile ilgili bir
anlam verecek, ortaya cikan engelleri ortadan kaldirmanizi saglayacak ve belirli noktalarda mevcut
rollintizt degistirmenizde kolaylik saglayacaktir.

* YOnetim ve yonetim ekibine bu arac ile basvurun. Yapabilecekleri veya katkida bulunabilecekleri seyleri
sorun.

* Eger gonilli merkezli bir grubun ya da kulliblin Gyesiyseniz, beraberinizde karar vermekte yardimci
olacak bir grup getirin, araci beraber kullanin ve her bir bélimde ulastiginiz cevaplari tartisin.




Arag nasil galigir?

Orgutsel gelisimin her bir 9 ilkesi icin, bu gelisim alaninda farkli ama en iyi calismayi 6zetleyen bir liste
vardir.

Her bir durum igin, Ui¢ cevap segenegi asagidakilerden segilebilir:

*Evet: Bu bolimdi isaretlemek; 6rgiit icindeki siirecin, sistemin, prosedirin, planin ya da yapinin
onaylandigini gosterir.

*Hayir: Bu bolumd isaretlemek; stirecin, sistemin, prosedirin, planin ya da yapinin onaylanmadigini
gosterir.

*Belki: Bu bolumu isaretlemek; onaylanmadigini ya da kararsizlik durumunun oldugunu gosterir. (Dogru
cevap Uzerinde bazi kisilerin cevaplari digerleriyle tutarh olmayabilir, bu acikliga kavusulmasi gereken bir
durumdur.)

Peki, bu araci kullandiktan sonra ne yapiyoruz?

Bu arag Orgitinizin icinde tartismayi acan bir kivileim gibidir. Sonuglar Gzerinde bireysel ya da toplu olarak
diisiiniin. Orgitin giicli oldugu alanlar neresi? Zayif alanlar neresi? Hangi ilkeler ve isaretlerde karisiklik ya
da onaylamama mevcut? Karisiklik ve onaylanmamislik mevcut ilkeler 6rgitiin daha 6nce yasadigi sorunlarla
benzer 6zellikler tagiyor mu? Bu sonuglarinizdan nasil bir ders gikarirsiniz ve bu size mevcut ya da gelecekteki
pozisyonunuzda yardimci olur mu?

Orgiitiiniiziin isleri yiiriitme yeteneginin bir an énce gelistiriimesine neden olabilecek, bahsedilmesi gereken
en 6nemli ve zorlayici sorunlar nelerdir? Bu soruya; kararlarin kim tarafindan, nasil alindigini ya da daha
karmasik olarak stratejik planin nasil olusturuldugunu aciklayan bir konusma sirasinda ¢ok kolay cevap
bulunabilir.

Destek, fikirler ve sablonlar icin belgenin sonundaki kaynaklara goz atin.

Sureci takip etmek ve orgltsel gelisimin merkezinde gdzden kagirdiginiz herhangi bir nokta kalmamasi igin
araclari ara sira tekrar kullanin.




Kendi Genglik Orgiitiiniizii Oz-Degerlendirme Formu ile Degerlendirin:

1. Vizyon ve Misyon

Gosterge: EVET HAYIR |BELKI
Vizyonumuz, tam olarak anladigimiz ve hedeflerimize ulasmada basarili
oldugumuz takdirde; dinyanin nasil bir ver olacagini net olarak aciklar.
Misyonumuz, degerlerimizin ne oldugunu ve vizyonumuza nasil
ulasacagimizi tam olarak aciklar.

Calisanlarimiz ve yonetim lyelerimiz, vizyon ve misyonumuzu bilir ve
amacimiza kesin olarak baglanmistir.

Yeni bir uzun dénem plani ya da stratejik plan gelistirecegimiz zaman,
vizyon ve misyonumuzu gozden gegirerek, hedeflerimizle alakali olup
olmadigina tekrar bakariz

Yeni bir aktivite diizenleyecegimizde, vizyon ve misyonumuzu referans
aliriz. Bu bize karar verme, ne yapacagimizi bilme ve daha da 6nemlisi ne
vapmavacasimizi bilme konusunda vardimci olur

Diger insanlarla konugurken verdigimiz mesajlar, vizyonumuzu ve

misyonumuzu vansitir.

Hedefimize ulastigimizi 6lcmeye yarayan degerlendirme yontemlerimiz
Calismalarimizla baglantili oldugundan emin olmak igin, vizyon ve
misyonumuzu diizenli olarak gézden gegiririz. Calisma ortamimizdaki
desisiklikleri 6z éniinde bulundururuz




2. Orgiitsel yapi

Gosterge: EVET HAYIR| BELKi
Biitlin pozisyonlar icin(tcretli calisan,gondilli,vs...), sorumluluklarin ve

raporlamanin acikca belirtildigi, onavl bir is aciklamamiz vardir.
Orgutimuz givenli ve saglik bir galisma ortami sunar. Bu ayni zamanda

kabul edilebilir calisan davranislari ve rahatsiz edici tavirlar ile ilgili yazih
kurallar de icerir.

Orgilitiimiiz yasal statiiye sahiptir ve giinliik islerimizde bize rehber olan
vazili degerler ve prensiplerimiz vardir. (Katihmcilik, seffaflik, cinsiyet
Orgiitimizdeki ydnetim sorumluluklari agiktir. Kaynak yénetimi, insan

kaynaklari, planlamadan kimin sorumlu oldugunu biliriz.
Orgutimuzdeki yapilar,sistemler ve siireg; isimizi kolaylastiracak sekilde

diizenlenmigtir.

3. YoOnetim

Gosterge: EVET HAYIR | BELKIi
Orgiitiimiiz, calisanlara ve géniilliilere 1sik tutan; acik gorisli, giicli
liderlere sahiptir.

Orgitiimiziin, bulundugu tlkede yasal statiisi vardir.

Orgitiimiiziin sahip oldugu yasal zorunluluklar vardir.

Orglitiimiiziin faal bir yénetim kurulu veya esit ydnetim personeli vardir

ve bu kisiler efektif bir stratejik yon ve gdzetim saglar.
OrglitiimUziin yonetim kurulunun tizerinde sahip oldugu yasalar vardir.

Bu yasalar cesitlilik, secilme siireci, gerekli yetenekler, calisma uzunlugu,
yonetim kurulu kompozisyonu gibi yasalardir.
Yonetim kurulu Uyelerimiz, 6rgiit ve orgitteki rolleriyle ilgili oryantasyon

Calisanlar ve yonetim kurulu arasindaki iliski pozitif, yaratici ve iki
tarafinda rollerine saygi gosterecek sekildedir.




4. Bilgi akisi ve karar verme

Gosterge: EVET | HAYIR | BELKI
Karar alma sirecinde kimin otorite sahibi oldugu bellidir.

Orgiit icerisi iletisimi saglamak icin efektif ydntemlerimiz vardir.
Boylelikle herkes ihtiyaci olan bilgiye kolaylikla ulasabilir.

Orgiite gelen bilgiyi kolaylikla ydnetecek efektif yéntemlerimiz vardir.
Boylece insanlar sadece gerekli olan bilgileri alirlar.

Orgiitiimiiz icin kamuoyuna aciklama yapacak sdzciiler belirlenmistir.

Herkes bunu anlayip bu rollere saygi gosterir.
Karar alma mekanizmasi igin gerekli bilgilerin saglanmasini garanti

edecek sistemlerimiz ve siireclerimiz vardir.
Riskleri minimize edip, sermaye saglamak igin belirli zaman igerisinde

onemli kararlar alabiliriz.

5. insan yonetimi

Gosterge: EVET | HAYIR | BELKI
Orglitimiiz insan kaynaklari yénetimi yasalarina sahiptir ve bu yasalar
yonetim kurulu gibi otorite sahibi uygun merciler tarafindan yazili hale
insan kaynaklari yénetimi yasalarimiz, bagl bulundugumuz yasal mevzuata

uvgundur.
Insan kaynaklari yonetimi yasalarimiz diizenli olarak gbzden gegirilir,

gereklivse degisiklikler vapilr.
Calisanlarin ihtiyaglarini gézden gegirmek igin, diizenli olarak takip

ettigimiz resmi siireclerimiz vardir.
Ucretli ve licretsiz ¢alisanlarin ise alinmasi ve secilmesi; diizenli ve yazili

bir sirectir.
Bltln yeni galisanlar veya gondilliler; ilgili pozisyonla alakal ilgili bir
ltantrat imzalar

BUtln galisanlar veya gondllilerin agikga belirtilmis is tanimlari vardir ve

bu dogrultuda birer orvantasyon alirlar.
Calisanlarin ve gondllilerin performans ve is ylikiinl gézden gecirerek

diizenli bir geri bildirim saglariz.
Geride kalan 3 yilda ciddi bir kisisel problem yasamadik.

Catismalar ortaya ciktiginda efektif bir sekilde ¢c6ziime ulastiririz.
Calisanlar ve gonilluler efektif ¢alisma igin gerekli yeteneklere ve
destege sahiptir.




6. Paydas Taahiitii ve Koruma

Gosterge: EVET | HAYIR | BELKI
Orguitiin disinda kalan isbirligi yaptigimiz kisilerle olan iliskilerimiz ¢ok
Uyelerimiz, partnerlerimiz ve hak sahiplerimizle diizenli ve seffaf bir
sekilde iletisim kurariz.
Yeni Uyelerimizden, hak sahiplerimizden ve ilgili partnerlerimizden geri
donls alabilmek igin; misyonumuzu ne kadar iyi yaptigimiz ve yeni
aktivitilerle ilgili fikir alisverisleri icin siklikla danismanlik vanariz
Hak sahiplerimiz, Giyelerimiz, partnerlerimiz ve génillilerimiz yaptigimiz
isten gurur duvar ve vaptigimiz islerin kalitesinden bahseder.
OrglitiimUz her yil; partnerlerimiz, hak sahiplerimiz, Gyelerimiz ve diger
Onemli pavdaslarimizla iliskivi derinlestirir ve devamhligini saglar.
7. Teknoloji ve Altyapi
Gosterge: EVET | HAYIR | BELKI
Kullandigimiz arag, ekipman ve siiregler yliksek kaliteli performans
saglamaya uygun ve veterlidir.
Fiziksel ¢calisma alani, galisanlari yapmasi gereken seyler ve islerin
tamamlanmasi icin veterlidir.
Fiziksel ¢alisma alaninin yerlesimi; iyi bir konumda yer almaktadir.
Orguitiin isleri icin dnemli olan bilginin toplanmasi, takip edilmesi ve
raporlanmasi icin sistemler ve sirecler vardir.
Calisma alani, engelli insanlarin ulasabilecegi ve olanak saglayan bir
islerin tamamlanmasi icin yeterli malzemeye sahibiz.
islerin tamamlanmasi icin gerekli altyapiya sahibiz.(internet,
fotokopi,faks, telefon, vs...)
8. Finansal Gozetim ve Yonetim
Gosterge: EVET | HAYIR | BELKI

Orgiitiimiiz, dogru bir sekilde uygulanan yazil finansal kanunlar ve

nracadiirlore cahintir

Orgiitiimiiz, diizenli olarak takip edilen ve yénetime raporlan bir yillik
bitceye sahiptir.

ilgili calisanlar ve yénetim tarafindan kullanilan anlasiimis finansal
sistemlerimiz vardir.




Gosterge: EVET | HAYIR | BELKI
Finansal sistemlerimiz kalifiye muhasebeciler ya da ilgili profesyoneller
tarafindan denetlenmistir.
Finansal yonetim sistemlerimiz; birden fazla kisinin gézden
igeciriebilecegi; ic kontrol mekanizmalarina sahiptir.
Yonetim hesaplarimiz, yetkili dis denetimciler tarafindan dizenli olarak
incelenir. Geride kalan 3 yilda dikate deger bir sorun meydana gelmedi.
Orgiitiimiiz, bir sonraki sene icin gerekli olan paranin nereden gelecegini
Orgilitiimiiz, bagis toplama stratejisine sahiptir ve bu strateji icinde
herkesin rolii bellidir.
Farkli kaynaklardan bagislar toplariz.
Finansman teklifleri gelistirirken, kendi yonetim bitcemizi gercekei bir
sekilde belirleriz ve dahil olan bitiin katma degerleri
hesaplariz.(Gonullilik saatleri, avni bagislar, vs...)
Aktiviteleri gergeklestirmek icin aldigimiz para, misyon ve vizyonumuza
ulasmak icin en dnemli sevdir.
9. Orgiitsel Yenilenme
Gosterge: EVET | HAYIR | BELKI

Orglitiimiiz, liderlikte yasanan bir degisimi yénetebilir ve liderimiz
avrildiktan sonra neler vapacagimizi biliriz.

Calisanlarimizi ve gondllilerimizi, profesyonel gelisim igin
cesaretlendiririz

Bitlin calisanlarimizin katkilarini hatirlar, uygun bir sekilde onlara
tesekkir ederiz.

Orgilitiimiiz, is hayati/giinliik hayat dengesini ayarlayacak sekilde bazi
acik haklar ve pratikler olusturmustur. Boylece kisiler daha efektif ve
motive edilmis olarak uzun siire boyunca calisabilir.

Birlikte ne kadar iyi galisip, is akisi icerisinde birbirimize yardimci
oldugumuzu ya da is yakiimizi hafifletmemizi birbirimize diizenli olarak
yansitiriz.

Potansiyel yeni destekgileri, calisanlari, Gyeleri ve gondillileri;
calismalarimiza dahil etmek {izere bir calisma stratejimiz vardir.




Danisma Kurulunun Olusturulmasi i¢in Eylem Plani

Neden?

Genglik 6rgltindn en tecribeli Gyelerinin ve aktivistlerinin, galismalarinin
devamli olmasi gereklidir.

Uyelerin, genclik érgiiti icerisinde ait olma hislerinin gelistirilmesi icin alan
yaratilmasi gereklidir.

Yeni liderlere 6rgiitlin yonetimiyle ilgili tavsiyeler verecek bir grup insana
ihtiyag vardir.

Gengclik orgltlintn icinde idari ya da gonilli olarak yer almak istemeyen ama
genclik 6rglitiine kendini adamis kisilere alan yaratmak gereklidir.

Nedir?

Danisma Kurulu/Mezunlar Kuliibii — Orgiite dahil edilmis ve daha fazla
gelisimi destekleyecek bir grup insan.

Bu gruba alan ve firsatlar vererek, genclik 6rgiitiin yapisina entegre
olmalarinin saglanmasi.

Kim igin?

Yonetimde aktif olan tyeler, 6zellikle karar alma mekanizmalari.( Yonetim
kurulu, yonetim ofisi, vs ...)

Zamani olmayip orgitte aktif rol alamayan ama diger yollardan katilmaya
hevesli kisiler.

Kim tarafindan?

Genglik 6rgutinin mevcut yonetimi tarafindan.
Danisma Kurulunun tarafindan (kendi rollerinin tanimlanmasi, kendi
katihmlari, 6rgliti nasil destekleyebilecekleri, vs...)

Ne zaman? En iyi zaman, bir sonraki segimlerden 6ncedir.
“Mezunlar/Danismanlar” arasindaki baglantinin diizenli olarak korunmasi
icin, yillik toplantilar, vs...

Nerede? Diizenli toplantilarda,
Toplu bulusmalarda,
Acik etkinliklerde,
Sosyal etkinliklerde ve resmi olmayan toplu bulusmalarda...

Nasil? Danisma kurulunun Gyeleri ve “mezunlar” arasinda yapilacak yapilacak agik
bir davet seklinde,
Davet esnasinda paylasmak lzere, danisma kurulunda acikca belirtlilmis ana
esaslar gelistirilerek,
Kurulan ilk Danisma Kurulunun fonksiyonlari sekillendirmesi amaciyla alan
yaratmasi ile...

Yorum: Bu kurul; genglik 6rgiitlerine, ait olma ve yonetim rutininde ekstra destek

gibi ek degerler katabilir.




Orgiitiin korunabilir mirasi i¢in eylem plani

Neden?

Yonetimsel korunabilir mirasin korunmasi ve yonetim kurulu
degisikliklerinde, bil-yap metoduyla mirasin diger yonetim kuruluna
aktarilmasi gereklidir.

Nedir?

Yonetim Kurulunun korunabilir miras igin bir kag resmi ilke olusturmasi
Ornegin:

Eski ve yeni yonetim kurulunun degismesi sirasinda bir o6rtlisiim periyodu
olusturulmasi (bu siirecte eski yonetim kurulu bilgilerini ve fikirlerini yeni
yonetim kuruluna devamliligi saglamak igin aktarabilir.)

Sorunsuz bir gegis icin bazi tavsiyeler: Ucretli calisanlarin degistirildigi bir
yilda yeni yonetim kurulu secilmemelidir. (Yeni baskan veya genel midirin
secildigi yil); her zaman bir yonetim kurulu Gyesi, ikinci kez genel kurula
girmeye motive edilmelidir. Ve yonetimsel miras stirdirilebilir olmalidir.
Her yil yonetim kurulunun yarisinin degisimi.(Yonetim kurulunun yarisinin
devam edip diger yarisinin yeni oldugundan emin olmak icin.)

Zamani ydnetmek bazen zor olabilir. Bu ylizden yonetim kurulu Gyelerinin
isteklerini yazabilecegi bir ¢cevrimigi ortak blog kurulmasi.

Kesfedilecek uygulamalar: Yammer, Trello

Kim igin?

Yonetim kurulu Gyeleri, 6zellikle yeni yonetim kurulu Gyeleri igin, ki bazi
baslangic hususlarinda bilgi sahibi olduklarindan emin olunsun.

Kim tarafindan?

Yonetim kurulu Gyeleri tarafindan. Genellikle yonetim kurulu baskanlar
tarafindan yonetilir.

Ucretli calisanlarin yer aldig érgiitlerde, ticretli calisanlar da bu gorevi
ustlenmelidir.

Ne zaman? Eski ve yeni yonetim kurullari arasinda gecis oldugu her zaman.
Secimler gerceklesmeden dnce hazirlikh olup, en az bir kez uygulanmalidir.

Nerede? Orgiitiin kendi icinde olabilir. Tercihen yiiz yiize olmalidir. (Skype,Facebook
Uzerinden telekonferans olabilir) ya da butce el veriyorsa toplu yemekler,
toplantilar icerebilir.

Nasil? Toplanti/ Haftasonu toplantisi

Yonetim kurullarinin degisimi tamamlandiktan sonra, uygulama siirecinin ve
gelecek planlarinin ne oldugu konusulmahdir.




iletisim lizerine egitim plani

ihtiyaglar Misyon ve vizyonun farkli hedef gruplarina ulastiirlmasi igin daha iyi iletisim:

- Uyeler/takim,

- gondlliler,

- halk

Genglik 6rgutinin ve fark edilebilirliginin daha ileriye ulasmasi.

Amag Orguitiin calismalariyla ilgili fark edilebilirligini saglamak icin bir iletisim
stratejisinin olusturulmasi ve uygulanmasi. Beklenenden daha ileri bir hedefe
ulasiimasi.

Hedefler - Ulasmak istenen hedef gruplarinin tanimlanmasi,

- Ug farkh hedef grup icin en iyi iletisim yénteminin secilmesi: tyeler,
gondlluler ve digerleri,

- iletisim araclarinin belirlenmesi ve nasil kullanilacaginin égrenilmesi(Sosyal
medya, basin biltenleri, basin konferanslari, kampanyalar, bire bir iletisim,
VS...),

- Genglik 6rglutindeki kisilerden farkh fikirlerin toplanmasi,

- Stratejinin bir zaman cizelgesi ve kontrol noktalari cercevesinde
hazirlanmasi,

- Gorevlerin kisilerin sorumlulugu dogrultusunda dagitilmasi.

Metodoloji -iletisim Egitimi,

-Cevrimigi konstltasyon ve mevcut iletisim yontemleri lizerine arastirma

Metotlar - iletisim ihtiyaclarini belirleyecek yelerle yapilacak ¢evrimigi
konsliltasyonlar. (Gerekli bilgiler, hangi araclarin kullanilacagi, vs...)
- Stratejik Planlama

- Rol yapma

- Asansor konusmasi

- Beyin firtinasi

- Tartisma

- Tematik grup galismalari

Uygulama Cevrimici konsiltasyon ve arastirma, iki ginlik bir egitim.

Egitim, iletisim konusunda uzman olan ya da genglik 6rgitiinin, iletisim
konusunda tecriibeli bir Giyesi tarafindan yonetilmelidir. iletisimle ilgilenecek
Ozel bir galisma grubu kurmaniz gereklidir. Calisma grubunun ana gorevi,
bilgi toplamak, kendileri igin en iyisini segmek, Ug farkh hedef kitle igin en iyi
iletisim stratejilerini belirlemek ve stratejinin uygulamasini saglamaktir.

Tartisma sirasinda bu sorular strateji yaratirken yardimci olabilir:




Bir hedef grup icin hangi tiir bilgiler ilgi ¢ekici olabilir?

Hedef grubun en karakteristik 6zellikleri nelerdir?

Bir hedef gruba ulasmak igin ne tiir kayitlar bize yardimci olabilir?

Bir hedef grup icin hangi iletisim kanallari daha uygundur?

iletisim icsel mi yoksa digsal mi olmalidir?

Bir hedef grupla paylagsmak istediginiz en 6nemli bilgi nedir?(6ncelik listesi)

Degerlendirme

Katihmcilarla egitimin degerlendirilmesi

Stratejinin uygulanmasinin degerlendirmesi/gozlemlenmesi; Zaman
tablosuna gore gostergelerin kontrol edilmesi.

Gostergeler élcilebilir olmalidir.Ornegin her hafta 3 Facebook paylasimi.

Yorum:

Cevrimigi ve ¢evrimdisi aksiyonlar arasindaki baglanti ok 6nemlidir. Bu
aksiyonlar birbirini tamamlamalidir.

Dogru iletisim aracini segmek mesajinizin duyulabirligi agusndan temel
noktadir.

Genclik 6rgitleri bilmelidir ki bu bir aktivitedir. iletisimsel aktiviteleri
yapmadan 6nce mesajinizi bilmenin iyi bir iletisimin anahtari oldugunu
unutmayin.




Goniilli gruplarinda; girisimciligin ve katihmciligin gelistirilmesinin bir faktérii olarak, liyelerin
liderlik yeteneklerinin gelistiriimesi egitim plani

ihtiyaclar Orgiitlerde yetenekli liderlere sahip olma gerekliligi.
Diger gondllilerle galismayi isteyen ve galisabilecek, motive edilmis liderlere
sahip olma gerekliligi.

Amag Gonullh gruplarinda; girisimciligin ve katilimciligin gelistirilmesinin bir faktora
olarak, tyelerin liderlik yeteneklerinin gelistirilmesi.

Hedefler - Gonullileri destekleyecek arag ve metotlarin tanitilmasi (kogluk, mentorlik,
VS...),

- Liderlik hakkinda tecriibelerin paylasiimasi,

- iletisim becerilerini kolaylastirmanin gelistirilmesi,

- Kendini ifade etme yeteneklerinin gelistirilmesi,

- Catisma yonetimi ve problem ¢ézme yeteneklerinin gelistirilmesi,

- Geng liderleri orglitlerde aktif katilima motive etmek.

Metodoloji Egitim formal olmayan egitim seklinde gerceklesecektir.

Metotlar - Kiguk gruplarda sunum yapma pratigi,

- Gecmis tecriibeler hakkinda ikili grup konusmalari,
- Beyinfirtinasi,

- Kogluk,

- Dersler ve sunumlar,

- Simiilasyonlar,

- Ozel dersler,

- Ornek olay calismalari...

Uygulama Farkl genglik 6rgutlerinden farkl Gyeler igin, egitim sonrasinda 6zel dersler
iceren, 5 glinliik tasarlanmig bir egitimdir.
Katilmcilarin segilmesi; Katimcilar, kendi genglik orgitlerinin egitimlerinde
aktif olarak yer alan potansiyel liderler, liderlik yeteneklerini gelistirmeye
istekli ve diger genglik orgitlerinden gondllilerle galisabilecek kisilerden
secilmelidir.
Basvuru siireci — Secim, adaylarin diger gonillilerle olan gecmis tecribeleri ve
gelecek planlarina gore yapilacaktir. (Liderlik yeteneklerini gelecekte nasil
kullanacaklar? )Egitmenler kendi genclik 6rgitlerinde mevcut durumda liderlik
yapiyor olmalidir.
Egitimin bolimleri:

— Katilimcilarin ihtiyaglarinin ve genglik érgitlerinin liderlige, aktif katilima
ve gonullilerine nasil yaklastiginin belirlenmesi,
Gondiillileri motive edici fikirlerin belirlenmesi, (Orglitte nasil aktif olunur?




Nasil iyi bir lider olunur? vs...)

Gondllileri destekleyecek arag ve metotlarin belirlenmesi, (Kogluk, mentorlik,
egitim, vs...)

Kolaylastirma, iletisim ve kendini ifade etme ile ilgili egitim,

Catisma yonetimi ve problem ¢ozme yetenekleri ile ilgili egitim...

Egitimden sonra, egitmenler katilimcilar icin mentorlik énerecektir. Bir genglik
Orgutinde yer alan mentor, diger bakis agilarini yakalamak igin diger genglik
orgutlerinin katiimcilariyla galisacaktir. Ayda en az bir kere toplanti yapilacak
ve gerekirse cevrimici konsiltasyonlar dizenlenecektir.

Degerlendirme

- Katilimcilardan geri bildirim,

- Anket ve degerlendirme,

- 6 aylik 6zel dersler (6 toplanti, ayda 1 sireci control etmek icin)(gerekli
olursa slire¢ boyunca cevrimici konsiltasyonlar) ...

Yorum:

Egitim, genclik drgutlerindeki gonlll sayisini arttirici bir etki yapmali ve aktif
liderlerin uzun sireli motivasyonunu saglamalidir.




Genglik Orgiitlerinde Katilimci Yaklagim iizerine planlanmis Egitsel aktivite

ihtiyaclar -Genglik 6rgitiine dahil olmus kisilerin yeterliligini ve kapasitelerini arttirma
gerekliligi,
-Gondlluleri, genglik 6rglti igerisinde tutarak ¢alismalarinin devamini
saglama gerekliligi,
-Uyelerin genclik érgitiine olan sahiplik hissini gelistirme gerekliligi,
-Gondllulerin orgit igerisindeki aktif katihmini arttirma gerekliligi...
Amag -Yonetim kurulu Gyelerinin, genglik 6rglitiint katilimci bir sekilde
yonetebilme kapasatilerinin arttiriimasi.
-Gondlluleri genglik 6rgltine dahil etme
Hedefler -Yonetim kurulu Gyelerinin, genglik 6rgltln Gyelerininin ihtiyaglarini ve
bakis acilarini anlamasi,
-Yonetim kurulunun, 6rgit Gyelerinin fikirleri ve giriskenlikleri igin alan
yaratmanin faydali olduguna inanmasi.
-Genglik 6rglt Gyelerinin fikirleri ve giriskenliklerini kullanacak yetenegin,
yonetim kurulu lyelerinde bulunmasi.
Metodoloji Formal olmayan egitim aktiviteleriyle olusturulmus haftasonu egitimi.
Metotlar Yansiticr alistirmalar — Orgiitiin analizi ve empati haritasi,
En iyi pratikleri paylasmak,
Teorik bilgi, iyi bir Pratik bilgi sunumu, diger organizasyonlar ve diger
metotlarla karisilastirma...
Uygulama Genglik 6rgutinde 6nemli kararlar alan kisilerin katilimi,

Stratejik yonetimde yetkili bir konusmaci getirmek,
Guvenilir bir ortam ve atmosfer yaratmak...

Degerlendirme

Katilimcilarla degerlendirme

Uyelerle, yapilan ¢alismada planlanan degisikliklerin uygulanmasinin
degerlendirilmesi ve gozlenmesi.; Egitimden 6nceki gdstergeler ve sonraki
gostergelerin karsilastirilmasi: 1) Uyeler ve yénetim kurulu arasindaki
toplantilarin sayisi; 2) Toplantilarda yer alan katilimcilarin sayisi; 3) Yonetim
kurulunda olmayan Uyeler tarafindan baslatiimis projelerin sayisi

Yorum:

Egitim, genglik 6rglitliiniin yonetimindeki bazi seylerin degismesine ve
kullanilan araglarin érgite yeni lGyeler kazandirmasina énculik edebilmelidir.




Hosgeldin toplantisi plani

Neden? Orgiitiin vizyon ve misyonunu yeni liyelere anlatabilmek igin
Orguitiin yeni tiyelerine sagladigi imkanlari sunabilmek icin
Ne? Bir atdlye galismasi iceren hosgeldin toplantisi
Kim icin? Orgiitiin yeni Gyeleri ve 6rgiit icerisinde kendine yer bulmak isteyen tiyeler

Kim tarafindan?

Orguitiin kendi egitmenleri

Ne zaman?

Yilhk ise aimdan kisa bir siire sonra,

Orguit herhangi bir degisiklikle karsi karsiya kaldiginda (secimler, hedefler,
program)

Gelecek icin yeni gorevler, stratejiler belirlenecegi zaman

Nerede?

Orgiitiin kendi yerinde

Nasil?

-Orgiitiin sunumunun yapilmasi. (misyon, vizyon, degerler, ¢calisma plani, vs...)
-Orgiitiin vizyon ve misyonunun tanitici materyaler, posterlerle agiklanmasi
-Orgiitiin ana fikrinin gérsel bir materyalle agiklanmasi gérevi

-“Asansor Konusmasi” Katimcilarin bir 6rgitl ve degerlerini bir dakika iginde
sunacagi bir atolye ¢alismasi

-Orgiitiin sagladigi imkanlarla ilgili kisa bir hikaye ya da film sunumu

-Uyelerin tecriibeleri birinin asistanligindan kendi kariyer planlarini yazmasi
gorevi

- Katilimcilara gegmis tecriibelerini aktarmasiyla ilgili sorular sorulmasi ve
kendileri icin nelerin 6nemli oldugunu, eski tecriibelerinden neleri aldiklarini
aciklamasi

Yorum:

Bu alistirma orguite katilmig tyelerin 6rgit icerisindeki yerini bulabilmeleri ve
kendi kisiliklerini gelistirmeleri agisindan 6énemlidir. Ayni zamanda lyelerin
kendi gorusleri 6rglitiin calismasina ve gelismesine katkida bulunacaktir.
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