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Executive Summary

This is a review of the Global Line course at Egmont School funded through the Disabled People’s Organisation Denmark’s Mini-programme Agreement with Danida. The overall finding is that the course is very good and has significant and long-lasting capacity-building effect on the participants, which to a certain extent contributes to the organisational strengthening of the south organisations. The south organisations assess the effects positively in terms of getting improved human resources who after the course contribute to the organisational strengthening. However, it is also observed that the course functions as an isolated appendix to the south organisations and their partnerships with Danish member organisations, and the south organisations’ involvement in and ownership of the course is insufficient. The Global Line participants and the knowledge and skills that they come home with are not well-integrated into the south organisations’ activities and objectives. There is a lack of integrating and relating Global Line to other organisational strengthening activities, and although Global Line forms part of the Mini-programme it is not mentioned in the guidelines and thus not considered as an integrated part of organisational strengthening projects.

The Global Line participant should be perceived as an “organisational strengthening agent”, and an increased focus on the organisational objectives of the course in relation to the individual level outputs is recommended. The challenge is to ensure that the dialogue between the Danish organisation and the south organisation defines the needs of each south organisation, which can lead to a process where a capacity development plan is defined. Global Line (and, for example, DW placements) should be perceived and worked with as elements of this plan that actively contribute to the overall objective of capacity-building and strengthening the south organisation.

The review shows that the Global Line course-content is relevant to the very varied needs and interests of the participants and their organisations. In general, the stakeholders appreciate the cooperation in the design of the course-content, although there is still room for much more involvement of and dialogue with the south organisations to express their specific needs. These needs may have been defined in relation to a project, but are not consciously related to the participation in the Global Line course. As such, the course should relate more systematically to the participants’ home-organisations, for example through a proposal for a Process Action Plan that the participants may develop during the course, with point of departure in a key challenge that each participant in close collaboration with the leadership of their south organisation has defined before the course. 

The review shows that the Global Line participants not only learn organisational capacity-building skills and tools. Democracy and the general exposure to the new context and teaching methods at Egmont School and in Denmark have the largest impact on the Global Liners as input to the personal development, which is paramount to anything else. The strengthening of the participants’ self-confidence constitutes a very important part of the effect of the Global Line course. This personal development also contributes to the Global Liners’ work in their south organisations, whether it be a question of speaking up and making oneself heard and taking action in advocacy work, or becoming more active in one’s accountable roles and democratic responsibilities as a board-member. 

In relation to course-contents, the participants request more skills in ‘Training of Trainers’ in order to increase their abilities to pass on their skills and knowledge. Also, the Global Liners and their south organisations request more specific information on their particular disability and how to tackle it, which could be an obvious session for the Danish partner organisations to arrange for them while they are on the Global Line course in Denmark. Also, many south organisations express the interest in taking part in internships and exchange visits.

Besides general resistance to changes in the south organisations which is a common reaction to organisational changes, many of the identified specific barriers to optimal use of individual Global Line learnings on an organisational level are connected to the aforementioned fact that the course is not perceived as an integrated element of capacity-building activities. In order to reduce these barriers, south organisations must receive sufficient information and be included in close dialogue to be able to take part of discussions and preparations in a manner where they can perceive Global Line as a tool they are investing in to contribute to their self-defined processes of organisational strengthening. Some means for ensuring this active involvement are recommended. These primarily entail conscious definition of what the Global Line participant is to focus on during the course and formalised communication with the participants’ south organisation on the progress during the course. When the south organisations and their Global Line participants have defined an individual focus with the course for their organisation (key challenge), it is also easier for both parties to outline the tasks and activities to be carried out upon returning home to the south organisation after the course. 

The target group and selection criteria for the Global Line course are relevant, but the invitation and preparation process may be improved with DPOD and Egmont providing more information and more time for the south organisations to undertake these processes in a reasonable manner, that precisely allows them to integrate the course as an element in their capacity-building processes. 

It is recommended that the existing evaluation formats which the Egmont teachers currently use for evaluating the course are maintained. Regarding the evaluation and follow-up of the individual Global Liners, it is recommended that the monitoring and follow-up formats developed by Egmont teachers are re-introduced, where DPOD has the responsibility for sending out and collecting the follow-up formats one year after the Global Liners have completed their course, and pass these on to Egmont to analyze, dialogue with DPOD and the Danish organisations, and adjust the procedures and content of the Global Line course accordingly. In general, it is reasonable that DPOD holds the overall responsibilities regarding logistics in the sending out and collection of information, since otherwise there is a risk of very varied and fragmented procedures. The Danish member organisations should constantly be invited to contribute as much as their resources will allow them to.   

The main recommendation is to continue the Global Line course following the recommendations with increased focus on integrating the course as an element in the overall organisational strengthening of the south organisations, and include Global Line in the strategy, dialogue and monitoring and evaluation of the Mini-programme.

1. Background and Introduction

Disabled People’s Organisation Denmark (DPOD) together with Egmont Højskole has since 2000 run annual 19-week courses called The Global Line course. The course is funded through the DPOD Mini-programme agreement with Danida where DPOD itself and DPOD Danish member organisations can fund projects with partner organisations in the south. The overall objectives of the Global Line course are specified to be:

· To provide the individual participant with tools for improving the organizational work in their organisation for people with disabilities on a local or district level.

· To get a broader understanding of democracy and how it can be implemented on the personal or organisational level.

· To gain knowledge on rights and possibilities for people with disabilities (PWDs) including PWDs participation in society.

· To strengthen the individual participant in his/her development, confidence, etc.

The participants on the Global Line course are representatives from different organisations of people with disabilities (PWDs) from those developing countries in which DPOD or DPOD member organisations have formed partnerships. The participants are in general PWDs and the overall objective is that the skills and knowledge gained at the Global Line course will qualify the participants and thus strengthen their organisations’ work at local, regional and national level. The course has been specially developed for this particular target group. Eight people have participated in the Global Line course every year since 2000 (except one year where there were 9 participants), which means that altogether 65 participants have participated in the Global line course at Egmont Højskolen (Folk School).

After the first course an agreement between DPOD and Egmont School was formalised in 2001 and re-newed in 2005. The course content can be divided into two categories; Life-skills topics: Covers subjects such as swimming, sewing, sailing, which form part of the Danish højskole tradition. Organisational-capacity building topics: Subjects such as: tools for organisational development, SWOT analysis, Human Rights, Journalism, Advocacy, Accounting, LFA, etc. The specific content of the course is adjusted and updated every year. 

Objectives of the review

The objectives are: 

· To assess the feasibility of the Global Line as an approach to organisational capacity building in the context of the DPOD Mini-programme with a special focus on relevance and cost-effectiveness. 

· To produce operational recommendations for improvement and/or change of the Global Line to increase the outcome of the capacity building and overall connection with other capacity building approaches of the Mini programme, in particular project support and posting of Development Workers. 

Scope of work

The objectives of the review entail addressing the following elements:

A: Examination of the individual and organisational use of the capacity developed through the Global Line: Mapping of capacity developed through the Global Line: What have the students gained from the participation in the 3-months course? Mapping of the actual use of the capacity developed at individual and organisational level: How have individual students and organisations made use of the capacity developed and which kind of capacity has been of most use? Identification of major barriers to full organisational use of capacity developed as well as promising practices, if any. 

B: Examination of the design, implementation and monitoring of the Global Line in the context of existing agreements and guidelines for the Global Line and the overall strategy for the Mini programme: Recruitment of participants (criteria, procedure, distribution of responsibilities between DPOD, Members, Partners and students), Course contents (involvement of DPOD, member organisations, partners and students in the planning; relevance in relation to capacity needs of the southern DPOs; connection to Mini Programme activities and strategies, Involvement of DPOD and member organisations in the planning, implementation and monitoring of the Global Line (co-ordination of course (activities) with ongoing project collaboration and posting of DWs supported by the Mini Programme, Use of lessons learnt and follow up activities in the ongoing development of the course: (monitoring system applied, involvement of stakeholders in the monitoring, incorporation of lessons learnt in the development of the course, connection between follow up activities for the students, course contents and the Mini-programme; promising practices), Distribution of roles and responsibility between DPOD, Egmont Højskolen, Southern DPOs and selected students in relation to the Global Line (effective or ideal?) 

Method of work

The review has applied different methods for data collection: 

· Desk study of Guidelines for Global Line, overall strategy for DPOD Mini-programme, applications, evaluations from Egmont, Evaluation of DPOD’s Development Worker Programme, project documents, etc.

· Questionnaires sent out to all 65 people who have participated in the Global Line course as well as questionnaires to the 14 south organisations that have had participants at the Global Line course. 

· In-depth Interviews with stakeholders from: DPOD (Development Department and staff at Country Office in Uganda and Nepal), Egmont School teachers who are teaching or have taught on Global Line, and leaders or colleagues from the south organisations who have had participants at the Global Line course from Uganda, Ghana and Nepal.

· Focus-group (6) and individual (10) interviews in Uganda, Ghana and Nepal with Global Line participants.

The respondents and interviewed representatives from the south organisations have mostly been someone from the leadership (President/Chairman of the board, Secretary general, Vice-president) In some cases a colleague board member or staff (Director, Personal Assistant to Director, National Administrator) has responded to the organisation-questionnaires and interviews. 

The following table shows the geographical coverage and representation of participants from the countries having participated at the Global Line course:

Overview: Number of participants each year of the Global Line course

(placed in the table according to their Danish partners)

	Danish org.s
	Danske

Handic.
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(DPOD)
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Handic.

Forb.
	Polio-, Trafik- Ulykkes-
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	Ghana
	
	2 (2001)

2 (2002)

2 (2003)

2 (2004)

2 (2005)

1 (2006)

1 (2007)
	
	
	
	2 (2006)
	
	
	
	

	Uganda
	4 (2000)

5 (2001)

2 (2002)

1 (2003)

1 (2007)
	2 (2004)

2 (2005)

2 (2006)

2 (2007)
	
	1 (2003)

2 (2007)
	1 (2003)


	
	
	
	
	

	Nepal
	
	
	
	
	
	
	2 (2002)

2 (2003)

1 (2004)

1 (2005)

1 (2007)
	1 (2004)

1 (2006)

1 (2007)
	
	1 (2005)

	Philippi-nes
	
	
	1 (2003)

2 (2004)

2 (2005)
	
	
	
	
	
	
	

	South Africa
	4 (2000)

2 (2001)

2 (2002)
	
	
	
	
	
	
	
	
	

	India
	
	
	
	
	
	
	
	
	2 (2006)
	


5 out of the 9 Danish member organisations whose south partners have participated in the Global Line course have been interviewed.

Out of 65 questionnaires sent out to all former participants on the Global line course, 39 have responded, giving 60% response
.

Out of 14 south organisations that have been represented at the Global Line course at Egmont School, 10 have responded, giving a 71.4% response. 
The average response percentage is not impressive and responses from the countries not covered by field-visits are few. However, the participants from these countries were mainly on the first years of the Global Line course, meaning that the response percentage related to the latest courses is satisfactory. 

The report initially assesses the capacity developed and the use of the learnings, thus analysing the content of the course and the effect of the returned Global Liners for the organisations. The added value of and the pedagogical approach at Egmont School is also evaluated. Barriers to the use of these learnings are identified and discussed. Following this, chapter 3 goes through the chronological process in relation to the Global Line course, i.e. looking at potential improvements in relation to procedures for recruitment, application and preparation of participants for the course, and the monitoring and follow-up practices. The roles and responsibilities of the stakeholders, DPOD, Egmont School, south organisations, and Danish member organisations are mentioned when relevant throughout the review, and overall concluded upon. The conclusion of this review includes brief discussions of the main findings. A list of recommendations for improvement of the Global Line course as an important contribution to the strengthening of south organisations completes this report.

2. Course-Content, Added Value and Pedagogical Approach
An assessment of the relevance of the Global Line course entails looking at the topics that are included and the teaching method used in the course. It is to be assessed whether the learnings are actually used in the south organisations, and if not, it is necessary to identify the barriers for this. If the learnings from Global Line are put to use in the south organisations, it will be assessed whether this can also be said to strengthen the organisations, hereunder looking at to what extent the course meets the actual needs of the participants and their organisations.

2.1 Course content
2.1.1 Reponses from the individual participants

The Global Line participants have been asked a range of questions about the subjects taught at Global Line: What they learned, which subjects were their favourite, which subjects they found most useful as individuals, which subjects they have actually used most in their organisational work, and what learnings they have shared with others from their organisation. 

Favourite and useful subjects:
The questionnaires and interviews show that the topics ‘Democracy’ and the overall experience of participating in the course and the stay in Denmark (what the participants themselves call ‘exposure’ to Egmont school and the Danish society) is what the participants find most useful from the course on an individual level. The material also shows that considerable knowledge is gained on rights and possibilities for PWDs, and the topic ‘Rights’ is also frequently mentioned as one of their favourite and most useful subjects. Apart from these, there is no pattern in specific topics that are favourites or are more useful.

Interviews in Ghana and Uganda indicate some difference between what the national leaders and what the district volunteers find most useful (organisational policy issues in contrast to more practical tools), however such differences is not further confirmed, nor do specific disabilities or geographical differences show specific tendencies in terms of certain subjects that are more relevant or preferred than others. The participants’ responses from the questionnaires as well as the interviews show that it is extremely varied what the participants define as favourite and most useful subjects. Also, when being asked what topics they have shared on with their organisations, practically the whole range of organisational capacity building subjects offered at Egmont are covered in their responses
.

What learnings have been used in the south organisations?
The participants were also asked what topics they have actually used in their organisational work. This was to make sure to differentiate between what subjects the participants liked the most and found most useful as individuals, as compared to what subjects they have actually used in their organisation
. The overall picture from the interviews is that there are many examples of learnings from Egmont being used – not only by the Global Liner him/herself, but also several examples of learnings used by colleagues to the Global Liner.  Especially the subjects ‘Advocacy’ and ‘LFA’ are the tools used most in the organisations according to the Global Line participants themselves, but again the answers show that it is very varied what subjects have been used most in the participants’ organisational work (please refer to footnote for list of responses).
 

How much have learnings been used?
Overall, there is large variation in the degree to which the learnings from Global Line have been used in the organisations. There are a few examples of Global Liners having left the organisation practically upon return to their home-country and never having put their organisational strengthening tools to use, and there are also a few examples of the Global Line course practically having set the line of management of an entire organisation. The general picture is that most of those interviewed have used learning and tools from the Global Line course ‘to some degree’ and when asked whether Global Line gave them what they needed for their organisational work, practically all participants answer “yes” (25) or “to some extent” (9)
. Some of those who answer “to some extent” add that they would like even more subjects, others would like more time at Global Line, and others express that their organisation has so many needs, that not all can be covered by Global Line. 

“When I came to Denmark, my organization was only one year old, but my members were active, idealistic and hardworking. It was perfect time when I arrived because we had an interested funder awaiting for our project proposal which I wrote myself. One of the activities outlined in the project proposal was my re-echoing of my Denmark training, with SWOT analysis of my organization as a topmost activity, among others, to set directions for the year. In effect, we had a year-round of organizational activities fully-funded, which gave me a rich and rare opportunity to transfer all the technologies I have gained in Denmark. And our organization became visible both in the government and non-govt agencies that caters disability concerns.  In the year that followed after that, we became recipient to the (…) Assistance Program for the construction of 35 Mobile Stores for Persons with Disabilities, which we considered a very big development for us. My acquired knowledge in organizational development in Global Line helped a lot in the conceptualization of the project paper.”
Global Liner in questionnaire


“(…) where I am working as president and rehabilitation expert, in fact I got all necessary information and knowledge,[from the Global Line course] to develop the organisation more dynamic, active, transparent, vibrant and model.”

Global Liner in questionnaire

The table below is the same as one presented in the questionnaires to the Global Line participants. What is interesting is the overall indication such a list gives: The “big winner” in terms of what subjects have been used in organisation work appears to be ‘Democracy in daily life’. However, what is maintained throughout the various answers is the general picture of many of the subjects being considered popular and relevant. The collected responses given in the questionnaires when asked to indicate how much they have used each of the listed subjects are as indicated in the table below
: (The reason why it does not always add up to 39 respondents, is because in some topics, the respondent has chosen not to answer). 

	
	USED IN YOUR ORGANISATION WORK? (please put X)

	
	Not at all
	A little or Some
	Much

	Democracy in daily life
	0
	13
	24

	Democracy in organisation
	1
	19
	18

	Democracy in society
	0
	20
	17

	Tools for Organisational

Development 
	1
	16
	16

	SWOT analysis
	1
	18
	20

	Computer skills
	3
	16
	19

	Human Rights and Rights of PWDs 
	0
	19
	20

	Journalism
	12
	15
	7

	Advocacy
	2
	16
	20

	Research
	8
	23
	5

	Accounting
	12
	11
	10

	Fundraising
	4
	25
	9

	LFA
	5
	15
	16

	Conflict management
	9
	21
	7

	HIV/AIDS
	11
	12
	14

	Gender
	2
	18
	17

	Teaching approaches
	3
	16
	17

	Project Formulation
	5
	16
	17

	Workshop planning
	2
	8
	28


It is noteworthy that Democracy is mentioned among the favourite, most useful, and in the table also indicated as being the mostly used (especially in daily life, but also in organisation and society). This is further reflected in the responses to the question ‘Did Global Line change how you understand democracy’? where 21 respondents (out of 39) answer ‘Much’ and 16 answer ‘some change’. (Only one respondent answers ’None or little’ and one does not answer this question).
Interviewer: “What were the most important and useful things you learned at the Global Line course?”
Respondent: “Internal democracy in organisation – to run smoothly. It is very necessary. Until then it was not clear to us to reach our goals. I liked it very much”.
Interviewer: “Was it new to you?”

Respondent: “Yes! – In practice. Take opinions, discuss. We don’t have that kind of practice. What the members discuss before deciding. We went to visit in Copenhagen to see big organisation’s Annual General Meeting. I have never experienced this behaviour before. How people discussed. Anyone could speak up. I will never forget that incident! The election for the board was open. Everyone voted…very easily, very peacefully. (…) After Global Line I was inspired. I raised my voice”.

Interviewer: “Would you do it before?”

Respondent: “Never!  (…) One day we will fully utilize this. If I practice, people will support. I am fully hopeful.”

Global Liner in interview

What is interesting in all of the responses is that although Democracy stands out as an important topic, the responses of the participants cover the whole range of subjects at Global Line, thereby indicating that there is not one or two subjects that are considered overwhelmingly more relevant compared to others, but that the Global Liners are generally positive towards all subjects being offered, and that it is quite varied which subjects are considered most useful for each participant and in each organisation. This finding is confirmed by the Egmont teachers who refer to the evaluations by the participants, on one hand wishing to have more time and depth in the topics, but not able to define topics to be taken out or given less priority. 
2.1.2 Responses from the south organisations

The responses from the leaders and some colleagues in the south organisations are not very different from the participants’ viewpoints. All the south organisations – except one – answered that their organisation has benefited ‘some’ or ‘much’ by having participants at the Global Line. When asked about how much the participants have used their learnings from Global Line in the organisations, the leaders and colleagues who have responded the questionnaires all indicate that learnings have been used: Most answer ‘some use’ and a few answer ‘Much use of skills learned at Global Line’. None choose the response-option ‘no or very little’.
The organisations generally express that they have gained a human resource with increased capacity and updated knowledge on rights. However, there is still a predominant request throughout the interviews for more use of Global Line learnings on an organisational level in relation to an individual level, and that the benefit of the Global Line could be optimized.

When the organisation-representatives are further asked about what skills have been used most, several examples are offered which together form a long list covering a wide range of subjects
. This again confirms the Global Liners’ own answers which show the wide variety in the subjects considered useful and relevant for each organisation. 

The questionnaires and interviews show that there is no direct relation between the Global Liner and the Danish-funded projects. Organisational strengthening is a general project objective which the Global Liners can be said to contribute to, but the relation between the participation in Global Line and the objective of the projects is not close and consciously integrated. 

Needs-assessment

As stated in the Terms of Reference for this Review, no thorough needs-assessment of the south organisations has been made in relation to Global Line. When compiling a list of the organisations’ responses to the question about their current needs, a wide variety of topics come up
. The most recurring topics are: Leadership, Human Resource Management, Computer skills, Advocacy, Organisational Management, Accountancy. Most of the topics mentioned match the topics offered at Global Line, and it is also noted that they are by and large the same capacity-building areas expressed by south organisations in the Evaluation Report of DPOD’s Development Worker Programme, from September 2007. 

On one hand this indicates that the Global Line topics at Egmont match the (varied) needs rather well. On the other hand, it is quite interesting that several of the south organisations also express the need to be heard about their organisational needs and to let this influence the design of training-programmes like Global Line. 


Question: 
“How can we make Global Line better?”

Answers:
“By introducing the topics that match our needs for learning to the development of the organisation.”

“By incorporating organisations’ needs into school curriculum”

“Dialogue more with partners and Egmont to talk about the challenges the organisations have so that the course can be focused more on that”.
South organisations, interviews
Requests for course-content

More information on specific disabilities:

There is a request throughout many interviews with Global Liners and their south organisations for more information on the specific disabilities represented. They simply lack - and would very much like more - in-depth information on their specific disabilities; to deepen and broaden their knowledge on the specific disability and how to handle it. 

This seems to be an obvious role for the Danish partner organisations: To take care of arranging an in-depth information session or information-day for their partners on their specific disability issue, and/or to arrange visits or meetings with relevant resource people in Denmark. Since the resources of the Danish member organisations vary a lot, they may call upon DPOD and/or Egmont School for assistance to make the necessary arrangements. 

It should be noted that the Danish organisations interviewed all express that Egmont is very open to adjusting the programme for the course according to their suggestions. Also, both Global Liners as well as Egmont teachers express that the course-programme is to the extent possible further adjusted to meet the wishes of the participants, according to the expectations expressed in the beginning of the course and according to the development of the course. 
Internships and exchanges:
Many Global Liners and their south organisations have expressed the strong interest for Global Liners to participate in internships, and several south organisations also express the interest in exchange programmes both ways.

It is assessed that for some of the Danish organisations formal internships are too demanding, but the basic idea of visiting each other’s working environments among Danish and south partners is a good proposal and might be a way to involve the Danish member organisations more in Global Line-related activities – when they have the necessary capacity. Further, this is completely in line with the recommendations given in the DW-evaluation, where mutual exchange programmes for youth, mutual study visits, and mutual traineeships are recommended as alternative measures to facilitate experience exchange and inspire popular participation. In the DW-evaluation it is further recommended that DPOD could arrange these programmes in collaboration with Egmont School. The opportunity to fund study visits already exists under the Mini-programme’s budget-line “Project Visit”.

It is expected that Danish members of disabled organisations will have a greater understanding and willingness to participate in Global Line-related activities if they themselves have visited and experienced their partner organisation and facilities for disabled in the south
. The Global Line participants will gain and deepen important insight in Danish society and working-style if they each have a chance to “hang on” and participate as an observer in the Danish organisations’ board meetings, AGMs, courses, etc. When haven been given this chance, it has clearly worked as a very important eye-opener for the Global Line participants
.

2.1.3 Personal development
One of the overall objectives for the course is, in line with the Danish Højskole (Folk School) tradition and goals for the Egmont School, to strengthen the personal development of the participants in terms of self-confidence, etc.. Some of the subjects (so-called Module subjects like sports for disabled, sewing, sailing, etc) taught at Egmont School are expected to contribute to this objective.

The Global Liners express how it makes a big impression to experience that these things are possible to undertake as disabled, and these subjects therefore do have an important impact on the personal development.


“Was good to witness – Sports, equipment, swimming, sailing is possible”

“Have the feel of adrenalin rush – it was therapeutic to look at PWDs participating in sports – means a certain kind of freedom”

Global Line participants in interviews
It is very clearly expressed both by the participants themselves, by the Danish organisations and by the south organisations that the participants are full of self-confidence, energy and motivation to go back and initiate a lot of activities after the Global Line course. Participants from the first years of the Global Line course are still found to have this increased motivation and self-confidence, so effects are indeed long-lasting.

What is interesting in relation to the overall aim of the Global Line as part of the DPOD Mini-programme is whether this personal development also has an impact in a way that is relevant to organisational strengthening. The participants, their south organisations and the Danish partners are not in doubt about how this is logically related, noticing how Global Liners are more active and speak up at conferences. Many south organisations mention that one of the most important learnings for the participant has been that they take initiative.

The south organisations’ answers about changes in the participants on a personal level and if such changes do affect their working style are shown in the table below.
. 

	
	CHANGES?

	
	SAME AS BEFORE COURSE

(no change) 
	A LITTLE – SOME  CHANGE 
	MUCH 
CHANGE

	Participatory in work style?
	0
	5
	4

	Brave to speak in front of many people?
	0
	3
	6

	Active in organisation work?
	1
	2
	6

	Open-minded?
	1
	3
	5

	Self-confidence?
	0
	2
	7

	Cooperation skills?
	2
	4
	3


What is especially interesting here is the high degree of change/improvement in self-confidence, in being active in the organisation and in the ability to speak in front of many people that the organisations have noted in their Global Liner(s). Further it is noted that changes are observed in all categories (very few have marked ‘no change’), which are important for the organisational work. 

Interviewer: Does this [self-confidence] affect the organisational work?

Danish member organisation: “Of course! The more self-confidence, energy, will and belief one has, the more is channelled out in concrete activities.” 

Danish member organisation, interview

South organisation: “After she came back she had leadership and self-confidence. She went to Denmark, she learned, she became strong. Friends say ‘don’t talk – others will talk’, but she said ‘we have to, we have rights’. She developed her capacity talking, pressuring, advocacy and lobby. Like when government said they would give 33% (…) we made pressure group committee to visit government – we raised the voice.”

South organisation, interview
2.1.4 Themes

In 2006 the theme of the Global Line course was Youth. In the Egmont teachers’ report from that year, it was evaluated that the theme was not broad enough to be a base for the entire course, but it could be drawn into all discussions as a cross-cutting theme. The theme for the next planned batch in 2008 is Youth and Rights, instead of simply Rights, which worked well in 2007 upon the recently approved UN disability convention. Care should be taken to not narrow down the theme to be dominated by certain interests, but rather stick to the broad but yet concrete themes like the Rights/UN convention, Advocacy, Democracy, etc.

Promising Practices on Course Content

· Existing procedures for determining the course content/course programme every year are well-functioning and appreciated by all parties. However, south organisations would like to be consulted on needs and interests.

· The course content is continuously up-dated and adjusted to the extent possible to the interests expressed by DPOD, the Danish member organisations and, upon arrival, also the participants.

· The course-content to a high extent matches the (very varied) interests and needs of the participants and their organisations.

· Democracy and the exposure to the Danish context at Egmont School play a significant role, and are described as among the most useful experiences to the Global Liners.

· There is considerable knowledge gained on rights and possibilities of PWDs.

· The Global Line course has a very motivating and energy-giving effect on the participants. The self-confidence boost of the participants is significant and is also noted by their south organisations as something that strengthens their work.

2.2 Added Value and Pedagogical approach
The pedagogical approach is said to play a specific role for the effect and learnings of the Global Line course and for the personal development of the participants. The review has assessed to which extent this is the case, as well as the added value of placing the course in Denmark compared to funding or implementing similar courses in the participants’ home countries. 

Added Value 

In general, all respondents answer affirmatively to the questions on whether it is important for the outcome and learning that the course takes place at Egmont School in Denmark. The advantage of staying in Denmark is that participants are seeing, experiencing and living in a completely changed context, which is very different from the home environment, not least in terms of conditions for and approaches to disabled people. Key words mentioned by the interviewed Global Liners are: participation, democratic consciousness and equality in behaviour at all levels. 


“Learning far beyond what is discussed in classroom – the exposure to the new society”

Global Line participant, comment in questionnaire
“I think they get democracy a little under their skin” – ““We have a fortunate and advantageous context for this” [in Denmark]
Egmont teacher
There are several examples of changed ways of life after Egmont both on a personal level and in organisational work.
 In general, the Global Liners speak of greater awareness of listening to other voices when holding meetings, and the rights of everyone to hold and speak different opinions. They mention the necessity to speak to be heard, instead of waiting and hoping for others to speak. The Global Liners also mention more planned and structured way of planning organisational work. 

The effect of the Egmont experience is a self-confidence boost for all participants. This has been mentioned as absolutely obvious for all parties: The Egmont teachers, the DPOD staff, the Global Liners themselves, their colleagues, and this was confirmed by all, throughout the review. By far, most Global Liners themselves as well as their organisations answer positively about the changed working style of the Global Line participants, with more self-confidence, more participatory, more open-minded and more active in organisation work. 


Question: What were the most important and useful things you learned at the Global Line course?

Answer: “Empowerment – Training empowered so much and inspiration, that I wanted to do so much when I came back. So energetic. I forgot I was disabled. I forgot barriers.”
Global Liner, in interview
When Global Liners as well as their organisations in interviews and in the questionnaires answer what it meant that the course was held in Denmark, the key-words that are repeated and emphasized in the respondents’ replies to this question are: 

· Learning through observation of a different context
· Accessibility/facilities/environment

· Exposure to the outside world.
· Method of teaching; the emphasis on theory and practice.
· Changed attitudes
Upon answering - in the questionnaire - whether the Global Line course could have been held in their own countries, an absolute majority of both Global Liners and their organisations answer that it is better that the course is held in Denmark, their reasoning all revolve around the above-mentioned added value. Some south organisations speak of wanting such a course in the home-country, due to the fact that for the same amount of money, more people could receive training. But for the Global Liners themselves - and also in the opinion of some of their leaders and colleagues - the added value of the course being placed in the Danish context is fundamentally important. 


“Denmark is ahead in disability issues”

“Because one is free from the mental baggage at home, and one’s mind is all set to accommodate new learnings as one is brought into a new place”.

Global Line Participants’ comments in questionnaires

“Participant observation and shared knowledge are two different ways of gaining knowledge. We think participant observation method is more effective than other.”

South Organisation, (board member) comment in questionnaire
Teachers and teaching methods
Teachers are very popular, as are the teaching methods. The teaching methods are something the Global Line participants find to be very stimulating and very different from what they have experienced in their home-countries. They describe it as “enrichening and friendly” and “fun-filled”, and very practically-oriented with high emphasis on the active participation of the students, bringing in their experiences and opinions. The participants feel respected and heard which contributes to strengthening their self-confidence and also makes them increasingly responsible for their own learning process.

The teachers express that the participants at first expect the teachers to present all the answers, but that the underlying principle is to show the participants that they themselves have the answers. The teaching methods put into practice – and are an example of – values regarding democracy, respect and rights. The Global Liners experience a basic principle of equality in the behaviour of the teachers, i.e. that we all have equal rights and equal status as human beings and we must all respect each other. This is experienced in the general behaviour of the teachers, and the degree of informality, for instance, the fact that one calls the teachers by their Christian name, instead of ‘Sir’ or ‘Madame’.

Although the general picture of teachers is overwhelmingly positive, there are very few examples where the Global Liners have felt lack of respect and understanding from the teachers, for example, being scolded in front of others. All Global Liners speak of how the teachers have played a very important role in making sure they overcame the culture shock and their home-sickness, and in making them feel comfortable and assisting them in all aspects, including to overcome personal barriers and build up their self-confidence.

Promising Practices on Added Value and Pedagogical Approach
· Teachers and pedagogical approach at Egmont School are very important contributions for the overall effect and learnings from the Global Line course, in that they put into practice values such as democracy, equality, respect, active participation. 

· Very significant added value like learning through observation and learning through experiencing is given to the Global Line course by having it placed at Egmont School and in Denmark.  

2.3 Barriers to use learnings in organisation

Participants, Danish organisations and the south organisations assess that Global Line learnings have been used to some extent in the south organisations. However, all parties also express that in many cases the benefit for the south organisation of having had participants on the Global Line course could and should have been more significant. Many Global Liners themselves feel that they did and do not have the opportunity to make optimal use of learnings in their organisations due to various reasons. There is no specific pattern in terms of which kind of Global Liners or organisations are more likely to contribute to their organisations upon returning from the course in Denmark. 

Through the interviews carried out in Nepal, Uganda and Ghana and with the Danish member organisations a number of barriers to the sharing and use of learnings in the organisations have been identified.

First and foremost the concept of training young members and leaders of the organisations to function as a kind of ‘change agents’ will often run into barriers in all kinds of organisations. The DPOs are no exception, and the often hierarchic structure and organisational culture constitute a barrier in a range of cases. The participants on Global Line are often not themselves leaders in position of having sufficient influence to bring in new learnings, and thereby possibly change some culturally determined and strongly-rooted procedures. The returned participants experience a resistance to changes, and in a number of cases they are seen as a threat by the leadership rather than a new resource for development and organisational strengthening. Internal politics or conflicts related to personal power interests in the organisations might also hinder that the Global Liners are given room to play a role and to initiate new activities or approaches. 
Of more specific barriers, it has been mentioned that the previous knowledge and information about the course and its usefulness is very limited both among participants and their south organisations. It is therefore difficult to have clear and realistic expectations and to plan beforehand on what can be expected from the participant upon their return from Denmark and how the learnings should specifically feed into the organisational work. Even in the cases where the leadership is willing to be involved in making plans for the participants it has not really been possible due to the lack of information and guidance on the course.
A majority of the Global Line participants are volunteers in the south organisations, and in some cases the time they have available to work in and for the organisations hinders their contribution after return from Denmark. Likewise, several participants express the lack of funds to carry out activities after return. Solutions, such as short-term assignments of Global Liners and funds for activities could be considered when working out the projects with Danish organisations.

Some participants and organisations say that it is a challenge to share all the new knowledge and learning with the rest of the organisation. Some hold a single presentation and leave it at that, and others do not hold any presentation about their Global Line learnings at all. The participants lack tools and approaches for teaching and sharing their knowledge with their colleagues. They are not specifically trained at Egmont in training and teaching methods.

One predominant problem observed in Ghana and Uganda is the internal communication within the south organisations, in the sense that many Global Liners at district level are still active in the organisations, but that the Head Office does not know what they are doing, and are not in touch with them.

Finally, in a limited number of cases the Global Liner leaves the organisation either for reasons like disagreements or for personal reasons, or in very few cases because the course in Denmark has resulted in new career opportunities. Only few of the respondents and interviewed have left their organisations, so we have no quantitative overview whether they use their learnings in other relevant organisations. It is important to note that having left one’s organisation does not necessarily mean that the learnings are not put to good use. There are at least two examples of Global Liners having left the organisation that they were sent to Denmark by, but who have largely used their learnings in other disability organisations. One became so inspired by the transparent and democratic organisational practice he experienced in Denmark that this was precisely the reason for leaving his organisation, since he could not bring about the democratic procedures he would have liked to change. Instead, he puts his learnings to use in another disability organisation, and thereby his story in terms of the Global Line effect is still very much to be considered a success, in the sense that the learnings have motivated him to call for democratic changes and are currently being shared on a larger level than purely an individual one
. 

Barriers to changes or to change agents’ initiatives and promotion of new dynamics in organisations are very common and can only be worked with through close involvement of the organisation and their leadership. It is important that this involvement is continuous in all phases of the course, from the initial selection over preparation, implementation and to the follow-up. When the organisations assume ownership and responsibilities for their investment in sending their candidates to a course with consciousness about their future role as change agents and important resources in their organisations and with widely consulted plans for their work after return, the barriers could be reduced.

Many of the above-mentioned barriers are linked to the fact that the involvement of the south organisation and their leadership in sending a participant to the Global Line course is too limited; they indicate a challenge in assuming ownership of the course as a tool that is to contribute to their organisations’ self-defined organisational strengthening processes. The barriers point at the fact that Global Line does not constitute an integrated part of project activities to reach organisational objectives. There has not been any type of preparation or mechanisms for planning how the course is to feed in to the strengthening of their organisation. The barriers also reflect a perspective that does not always perceive the Global Line course as an investment. Much of this is initially related to the lack of information on the content and objectives of the course. 

Summing up, the barriers found were: 

· Lack of knowledge from the leadership and colleagues in the organisation about how the Global Liner’s learnings can contribute to the organisation.

· The Global Liner’s own lack of knowledge about and plan for how one’s learnings should specifically feed into the organisational work.

· Lack of understanding and therefore willingness from the organisations to be open to trying changes that someone who has been away for 4 – 5 months ‘suddenly’ brings in. The Global Liners are sometimes seen more as a threat rather than a resource or opportunity to learn. 

· Internal conflicts in the organisation – combined with the position of the Global Liner in terms of having or not having sufficient influence to bring in new learnings, and thereby possibly change culturally determined procedures.

· Their status as volunteers in the organisations means that their spare time for volunteer work is often limited, since they work full time elsewhere.

· Lack of funds to carry out workshops and training (transport and materials).

· The Global Liner’s lack of knowledge on ‘Training of Trainers’.

· Linked to the above: Lack of planned knowledge-sharing dynamics in the organisation/poor internal communication in south organisations.

· Global Liners who leave the organisation because the course in Denmark works as a personal upgrading of qualifications, having made them more attractive for the local job-market.

· Global Liners who leave the organisation for other reasons (for example, personal reasons or disagreements in the organisation).

In spite of the above-mentioned barriers, there are some factors which are constructive to improve and ensure the use of Global Line learnings in the south organisations: One factor is that the leaders in the organisations as well as the Global Liners themselves were conscious of the challenges in sharing and applying the Global Liners’ learnings on an organisational level. This concern was also expressed independently of the interviewer’s questions to this. In other words, there is an acknowledgement of the challenges and a will to overcome them. This acknowledgment and will together with the high degree of long-lasting motivation, energy and inspiration that the Global Liners come home with form a good point of departure for cooperation between Egmont, DPOD, the Danish member organisations and the south organisations on overcoming some of the barriers found to hinder an effective use of Global Line learnings.  

Ensuring substantial information on the course and a stronger involvement of the leadership of the south organisations and discussions on their organisational-strengthening processes could lead to a plan for the Global Liner’s activities upon returning to their south organisations, and would overcome some of the barriers mentioned. However, it is considered equally important that contact between the leadership of the south organisation and the Global Line participant during the course is ensured, formalised and brought into the course programme, so that dialogues between each participant and his/her organisation on the learnings at Global Line take place. An advantage of ensuring and formalising this contact is that the south organisation is obliged to give the Global Line learnings a certain extent of more or less continuous attention (instead of them potentially not being in contact for several months, or the contact only revolving around logistical matters). The planned, rather formal, contact with the leadership of the south organisations during the Global Line course would avoid the south organisation feeling unprepared and surprised with what type of learnings the Global Liner returns with. 
2.4 Cost-effectiveness

The cost of the Global Line course per participant is estimated to be around 131.000 DKK (85.000 DKK financed by the Mini-programme and the remainder from the public Danish support to the højskole type of schools) for the 19 weeks, giving a price of approximately 28.000 DKK per month. It is obviously a considerable amount of money and investment in one single person, when compared to the projects funded by the Mini-programme which do not exceed DKK 500.000. It is therefore important to measure, monitor and ensure that the resources invested in individuals is brought into use at the organisational level and have an effect in relation to the organisational strengthening for the benefit of the disabled people it represents. The review leaves no doubt about the course having an effect, but also points to the fact that the course is considered an appendix to other interventions with same objectives and to a high extent is considered a “free good”, which is less planned, prepared, followed and monitored than interventions at a lower level of costs and inputs.

Compared to other courses of the same type, e.g. at the Danida Fellowship Center, the cost-level of 28.000 DKK is relatively low. In general, courses abroad from south countries are much more expensive than the Global Line, not least for disabled people needing special attention and facilities. If the same amount was spent on courses in the home-countries, it would enable many more people to participate, but the review reveals that the added value of having the course in Denmark is very valued and is absolutely significant for the effect of the course. Thus it is assessed that the documented long-term effect for the organisations justifies the level of costs in relation to output. It could be considered to increase the number of participants from 8 to 12 in each batch, which might increase the cost-efficiency considering same staffing for more participants, although other costs related to travel etc. will increase.
2.5 Conclusions on Course Content, Added Value and Pedagogical Approach
Generally, the Global Liners, their organisations and the Danish organisations are positive about the learnings, and on their use of them. There is large variation in what the participants consider favourite and most useful topics, but the topics ‘democracy’, ‘rights’ and the general exposure to the entire experience at the Egmont school and to the Danish society play important roles in the outcomes of the course. There are many examples of the use of specific Global Line course learnings upon returning to the home-organisations. 
The conclusion of this review is that there is no need for radical changes of the content of the Global Line nor is there need to choose a more in-depth focus on fewer subjects, as all the subjects are relevant and appreciated. 

We further conclude that it is not desirable to design different courses for specific target groups – since this would be complicated and bureaucratic for the small organisations to work with. Egmont adjusts the course according to a dialogue with the participants upon arrival to the course, and it is suggested that this is complemented by a needs assessment of the participants at an earlier stage: When the participants for the course are selected, Egmont could send out a simple questionnaire to obtain a quick overview of the organisational functions and needs of the participants that specific year and their interests and needs for the different topics. This would be helpful to – at an early stage – adjust and prioritise the course to meet the specific needs of the group.  

Both the Global Liners themselves as well as their south organisations acknowledge the considerable impact the course has on the participants’ individual and personal development, especially in the form of strengthening their self-confidence, which affects their work in the organisation very positively where they speak up more and take initiative. 

Although the south organisations acknowledge that they have made use of learnings to some extent and that they have gained a human resource with increased capacity and updated knowledge on rights, they also request greater transference of the individual capacity-building to a more substantial organisational strengthening, and in terms of making sure that the learnings meet the defined needs of the south organisations.

The primary barrier to using the learnings at an organisational level is the very common resistance in organisations to changes and to giving room to change agents. The weak planning and integration of the Global Line course as a conscious and integrated part of the general organisational strengthening activities of the south organisation is crucial for reducing the barriers and ensure the optimal use of the returned participants, their learnings and motivation for strengthening the organisations. 
3. The Process in Relation to the Global Line Course
In this chapter, the process and procedures that encircle the Global Line course at Egmont School will be discussed. This entails looking at the recruitment procedures, the preparation of participants and the follow-up practices. 

3.1 Target group and recruitment

3.1.1 Target group and selection criteria

The target group is defined to be “active members” of disabled people’s organisations (DPOs) in developing countries who are partners to DPOD or the Danish member organisations. The idea is that participants at the Global Line course are to become better qualified and able to strengthen the work in and of their organisations. The selected participants are to be ‘change agents’ or more precisely ‘organisational strengthening agents’ after return from the course. It is thus a basic assumption that the participants are able to benefit from the course and that they will have a role to play in the organisation after the return. However, it will never be possible to ensure that all participants will continue to work in their organisations. During interviews an understanding of the target group being youth leaders from district level was presented, but according to our information, youth leaders have in practice constituted an important part of the target group, but the target group has not been formally narrowed to that. 

South organisations, Global Liners, the Danish member organisations as well as Egmont teachers have all expressed that the selection of candidates for the course is decisive for its effect afterwards, and all parties request a more strict selection process to ensure that only active members of the south organisations who are willing to put their time and voluntary work in the organisation are chosen to go to the Global Line course. It is further crucial that the organisations, when selecting, are conscious about the potential that a Global Liner constitutes for the organisation, and makes a plan for how the Global Liner should contribute to the strengthening of the organisation after return.


Question: ‘How can we make the Global Line course better?’
Answer: “In my view the course is good - it doesn't need any significant changes. But a modification is essential in participant selection process before delivering the course and a mechanism to monitor their activities after when the participants return back to their home, is also essential. Through this mechanism the Global Line management team can monitor how the participants are applying their skill and knowledge in their home country and also find out all the problems, challenges, strength and limitations of the participants face while working. In the selection process if Global Line management team could develop any effective procedure to measure that whether the participant's understanding level, basic qualifications is enough to catch, learn and understand the course in an expected level.”

South Organisation, (Colleague to Global Liner) as comment in questionnaire. 

“It is crucial to do as much as possible to ensure that the 

right people are selected for the course and for follow-up”

Egmont teacher

In the Guidelines for the Global Line 2005 – 2007 and repeated in the new Guidelines for 2008, the criteria for applying for Global Line are listed. The criteria for selection of participants are, in brief, that participants: 

· Need the training and are capable of passing on knowledge to the benefit of the future work of the organisation.

· Have the necessary knowledge of English to be able to understand the teaching.

· Hold a level of education that equals at least 10th grade.

· Are people with disabilities or relatives if the persons they represent are unable to attend normal education, e.g. mentally retarded or autistic people.

· Are between the ages of 18 – 40.

· Are in positions of trust in their organisation, for example board or working committee.

· Come in twos from same organisation and/or same geographical area.

· Are from organisations that partner with a Danish organisation for PWDs, and preferably participate in a Danish project cooperation.

Further criteria for selection are:

· There is a plan for the participants’ work in the organisations after return. This should be a description of which tasks and areas of work the organisation expects the participant to be involved in after his/her return from Egmont.

· The organisations in South undertake the task of following up on the training and if possible arrange follow-ups for the participants in which former participants can also participate.

· The course will attempt to achieve a gender balance.

In practice, it has proven to be difficult to live up to all criteria, considering that the participants (and their organisations) must also be willing and able to leave their work and families for approximately four to five months. When selecting participants for the Global Line course, DPOD have a pragmatic approach where not all criteria can be lived up to simultaneously. Following are a few comments on some of the above-mentioned criteria:

English requirements

Although the level of English fluency - according to the interviews with Global Liners - surprisingly does not affect the result in terms of whether the Global Line course has had a lasting effect, the Egmont teachers and DPOD staff do, however, stress that the low level of English among some participants constitutes a barrier and reduces the possible outcome of the course. It is reasonable that a basic level of English is needed to gain sufficiently from the course. The present practice where the participants themselves indicate their level of English in the application format appears to be insufficient. It is suggested that English should be tested through a specific test or through new selection procedures which include an assessment of English by the DPOD country representative whenever possible. Alternatively, a certain level of English should be documented.  

People with disabilities
It appears to be entirely relevant to let families of PWDs who are advocating for the situation of their disabled family members participate in the course and thus not exclude people with certain disabilities who are unable to speak for themselves.

All respondents answer
 that it has been good having people from different countries, and comment that it offers the chance to share and broaden knowledge. Almost all also answer that it is good with the different disabilities together because the context with different disabilities gives understanding, gives a sense of not being alone as a disabled, and builds their self-confidence. 


Question: How was it having people from different disabilities in Global Line?

Answers: “Gave courage to participate to live a positive life – i.e. builds confidence when you see other persons with disabilities have normal life”.

“It built my self-esteem in a way that I was not the only disabled person with the disability I have, and that helped me to go forth with life without regrets”.

Participants from Global Line

Age

The age criteria - participants of Global Line should be between 18 and 40 years - is due both to learning-readiness and openness to changes and to new and different ways of doing things, together with the intention to facilitate integration of the Global Liners with the remainder of (young) Danish pupils at the Egmont school. It has been mentioned that it potentially excludes some disabled groups who could also participate and benefit from the course such as the throat-cancer organisation in Nepal, because cancer is mainly discovered at an older age. However, the review assesses that the arguments for the criterion are reasonable, but flexibility should be applied to certain groups if otherwise assessed to be qualified and relevant candidates for the Global Line course.

Position in organisation

A little over half (61%) of the 39 participants who have responded the questionnaire are positioned in district or regional level, the remainder positioned at Head Office on a national level. A majority of the respondents are board members, some respondents have described themselves as ‘volunteers’ and a small number are ‘regional coordinators’. It is the general understanding that south organisation staff is not the target group for Global Line; staff is assumed to already have technical skills and it is not expected that they have the same degree of commitment – being employed, they can simply look for at new job elsewhere. Board Members (either district or head-office level) are the primary target group, due to their assumed commitment and their position as part of a ‘decision-making body’ in the organisation.  

During some of the interviews, it was suggested that perhaps Global Line should shift between making courses specifically for district level-members and for members at head-office level every other year. The argument was that some topics that are tool-oriented are more used at district level, while head-office level is more policy-oriented. However, it was also found that often in small organisations, the board members in charge of policy and decision-making are also the one’s responsible for, for example, workshop planning and project proposals. Other statements - including observations from Danish member organisations - describe how people positioned at different levels of the organisation have learned from each other and grown more aware of the challenges and work-content that exists at the various levels. Further, significant increase in the motivation, action-taking and interest of south organisations’ board members in their roles and responsibilities is seen after having members participating in the Global Line course.

Further, the number of applicants for the Global Line course is not too large, meaning that splitting up the course for district-level vis-à-vis head-office level would require too much planning from the organisations. The review assesses that this, together with the learning-dimension entailed in mixing various positions in the same course is meaningful, thus mixed courses should be maintained.  

Two people from same organisation or geographical area

There are some obvious advantages if two participants in the Global Line course are from the same organisation (culturally, sharing learnings and most importantly: follow-up in the organisation after the course). However, it is assessed that primarily the country-specific criteria, - i.e. that two participants come form the same country – is important for the cultural integration as well as discussions during the course. With regard to the amount of applicants to the Global Line course, the criteria about coming from the same organisation is seen as a potentially unnecessary limitation for some organisations who may simply not be in a position to come up with two candidates in the same year.

Gender

A number of barriers to women’s participation, (permission to travel, male dominated organisations, the length of the course and absence from families), could all together mean potential difficulties for some women in culturally male-dominated societies. However, in the 8 years that Global Line has been running, these challenges have been overcome and more than half of the 65 Global Line participants have been women. This is assessed to be a positive result of efforts put in to ensure gender parity. In Nepal, the DPOD staff has put special effort in indicating gender balance in applications, offering intensive counselling to families of female Global Line applicants who were sceptical towards sending their disabled daughter to a foreign country for a long time. 

One year it was attempted to hold an only-women’s course. However the participants clearly appreciate the gender mix - even the women having participated in the only-women batch in 2004 - and do not support the idea of future courses only for women. Some of the arguments are reflected with the statements presented below:

  

“There must be men and women together for effective learning and sharing experience, otherwise any type of learning becomes partial”. 

Global Line participant comment in questionnaire

A male participant says: “Women face more discrimination, but with disabilities it is even worse, so as leaders we need to know each other’s challenges”. 

A female participant comments: 

“In 2004 we were only women – we missed input from men in various class discussions”.

Efforts to strive at gender balance have succeeded and it is unequivocally positive to have gender mix and strive at gender balance. Courses only for women are not relevant.

Promising Practices on Target Group and Recruitment:

· The criteria for selection are reasonable and it is positive that there is room for flexibility whenever assessed relevant and reasonable, such as age-criteria for certain disability groups or two participants having to come from the same organisation. The gender balance has proved to be an important criterion that the participants appreciate.

· It is assessed to be advantageous that the Global Line group each year may be made up of a mix of district and head-office level people.

· The efforts to achieve gender parity have been very successful and show the value of conscious work and push from both DPOD and Danish member organisations.

· The mix of disabilities and nationalities contributes to fruitful interchange and learning.

3.1.2. Application procedures and formats  

Invitation. The initial annual notice about applying for Global Line is sent from DPOD to the Danish partner organisations, to send out an invitation to their south partners. The Danish organisations are responsible for inviting their partners, but the fact is that timing and ways of informing the south organisations can be very different due to the capacity of the Danish organisations and their knowledge of Global Line
. When DPOD sends out the annual notification, they include the guidelines, application format and - new for 2008 - also a Mutual Agreement format. It would ease and ensure less varied invitations and procedures, if there was a standard model invitation in English for the Danish organisations to send out to their partners. This would also ensure that certain information which affects the expectations to the course is initially presented. Much of this is already mentioned in the e-mail sent from DPOD to the Danish organisations in Danish, and could easily be complemented by an informative English version for the Danish organisations to forward on to the south organisations.

The responsibility for the initial selection of candidates to apply for the Global Line course lies with the south organisation. The Danish organisations respect this, acknowledging that the south organisations know their needs and their members better. There are examples of the Danish staff entering a dialogue with their south partners about relevant candidates which have thereafter been chosen. The involvement of the Danish organisation in these cases has been a consideration for a gender issue: In other words, women may in some situations not have been selected as candidates if it had not been for the indication from the Danish organisations. In another situation, a Danish organisation denied an application for Global Line from south organisation staff (as compared to voluntary/board members). Regardless of this involvement, all parties express satisfaction with the selection responsibilities. The review considers it correct for the south organisations to be overall responsible for selecting candidates for the Global Line course, and this being respected, it is also reasonable to have sound dialogues with the Danish partners about the candidatures in relation to their partnering project objectives.

Timing
Timing is problematic for a number of south organisations. They need and request more time to find appropriate candidates, since there are many personal, professional and practical factors which play into how well they are able to go through a selection process. For the 2008 course, the initial notification from DPOD to the Danish organisations about sending out invitations to their south partners was sent out only 5 weeks before application deadline. This is considered a very short amount of time, considering the procedures of communicating this out via the Danish organisations to the south organisations and to potential applicants. 

Promising Practices on Application Procedures and Formats

· There is general satisfaction expressed among the parties on the cooperation regarding the south organisations sending applications directly to DPOD, whereupon DPOD consults the Danish member organisations for any comments they might have, before making their final selection.   

· It is an important improvement of the application format for 2008 that computer skills have been included, also as an option to indicate what areas of computer training one would be interested in. Many Global Liners have stated that computer skills learned at Egmont have been much used in the organisation upon returning. Some have even passed on this training via workshops. However, there are also examples of the computer training being regarded as too basic. It is thus important to know the level beforehand in order to plan the type of computer training to be given.

3.2 Preparation

Plan for participant’s work

The existence of an agreement, ‘Action Plan’ or at least some kind of considerations done in the organisation about the use and benefit of sending a member to the Global Line course before going is something that is strongly requested by both Global Liners and their south organisations throughout the interviews as well as in the questionnaires.


Question: ‘How can we make the Global Line course better?’
Answer: “An agreement [for how I could use Global Line course] should include activities of planning, implementation, monitoring and evaluation right at the start to serve as guide after course.”

Global Liner in questionnaire

“The plan for implementation of knowledge/skills should be there before they leave for Denmark”

South organisation in interview

As indicated in Guidelines for the Global Line 2005-2006 and also in the newest Guidelines for 2008, there should be a plan for the participants’ work in the organisations after return to their home-organisation
. There are a couple of examples of agreements between the Global Liner and his/her south organisation
, but the overall picture is that this criterion has not been followed. 

In the questionnaires and interviews, both Global Liners and their south organisations have been asked whether they had an agreement for how the Global Line participants could use the course-learnings in their work upon returning to their organisation. A large majority answer that they did not have such an agreement, and that it would have been a good idea. One respondent - who did not have an agreement - mentions to the next question, that she had good contact with her organisation while she was in Denmark, and that the contact was about: “SWOT-analysis, how many members we had, and what they expected of me when I returned” – thereby indicating that she was in dialogue on what is being learned at the course and how it can be used in the organisation upon returning. This indicates that lack of a formal agreement does not necessarily mean that there are no considerations and that the learnings have not been used upon returning to the home-organisation after the Egmont course. However, the general picture is that all parties would very much like a specific agreement, since this could contribute to clarify the expectations to and role of the Global Line participant.


“When participants return, it is difficult to place them in organisation structures”

South organisation, comment in questionnaire

The application format for Global Line has been renewed for 2008, with a couple of additional questions on whether specific working areas/tasks have been planned for the Global Liner, and how the training is expected to benefit the organisation. This is a good step towards an increased reflection on future role and planning tasks for the Global Liner. However, it is assessed that the focus on planning tasks should be emphasised even further, to constitute an absolutely central role to the entire course - and to the south organisation - as discussed further in this review. 

In 2008, the application procedures have further been supplemented with the introduction of a new document: “Mutual Agreement between Global Line Participant, the Organisation in the South and the Danish Organisation”
. Although the document is so new that there is not yet experience to indicate its functionality, it is noted that the phrasing applied is rather weak with the use of the word “preferably”. With regard to the uncertainties and requests of all parties expressed during the interviews, it seems entirely reasonable to make this a more absolute requirement, as it would be helpful for all parties in determining the tasks to be undertaken upon returning to the organisation after the Egmont course.

Naturally, the south organisations could – as has also happened in some cases – make such plans on own initiative. However, this presupposes having sufficient information on the course outputs, and it is assessed fruitful if such considerations leading to a work-plan is initiated in cooperation among all parties involved, i.e. primarily the south organisations and the participant, and when relevant also involving the Danish partner. The Mutual Agreement is a step on the way in terms of attempting to ensure the use and transference of knowledge of Egmont learnings to an organisational level. However, it is assessed that supplementary concrete steps for putting increased focus and importance on the entire process related to Global Line are needed. Suggestions for these steps are discussed and presented further in chapter 4.

Preparation material

The preparation material seems to vary a lot from year to year according to the responses given in the questionnaires. Supplemented by the interviews, it is clear that 2007 seems to have reached a considerable improvement in terms of the participant receiving good information on the course.
 Mostly, the participants have received information on practical aspects of their stay, and little on the course content and expected outcome in learnings and skills. Also most south organisations express that the information about Global Line received before their participant went to Denmark is insufficient. They express need for more information about all aspects - from the selection process, target group, structure and programme of the course, to information about cultural traits. Many respondents (also backed up in interviews with DPOD staff and some Danish member organisations) consider the information on Danish food habits and weather change to be insufficient
.


“Not much information on how I would utilize the skills obtained”
Global Liner, comment in questionnaire

The Guidelines for Global Line state that the Danish partner organisations are – together with the partner organisation in the south – responsible for making sure that the participants “have realistic expectations to the content of Global Line and the work after his/her return”. This is the only reference made to the preparation process, (apart from practical things like visa-application, plane tickets, and Danish Immigration Service). It is noted that the DPOD country office staff in Uganda and Nepal are very helpful in the preparation process. 

The review finds that the preparation-requirements are left too undefined and to so many different actors (i.e. DPOD, Danish organisations and different teachers at Egmont from year to year). It appears to be insufficient, fragmented and leads to very varied preparation procedures. There is clearly a need for standardized preparation material.

Promising Practices on Preparation

· The Mutual Agreement document is a promising practice, pushing the south organisations to consider how to make use of learnings from Egmont, and also outlining the active participation expected from the Danish organisation, including monitoring meetings with the Global Liner and the organisation after his/her return.

3.3 Monitoring and Follow-up

There is in practice no formal monitoring or follow-up on the Global Line course participants after their return to the organisations. If there is any follow-up, it is random and on own initiative from the Danish member organisations or the south organisations themselves. This means that besides the immediate output of the course, the result and effect in relation to the objective of organisational strengthening is not followed up on. 

There are brief evaluations from Egmont teachers on the Global Line course each year on a general level. These evaluations from the teachers were improved considerably in 2006 with a new reporting/evaluation format which was also used in 2007.
 This format covers the entire course in a good manner that is functional for the further planning of the following year’s course.  

The Guidelines for Global Line 2005 – 2007 and also the Guidelines from 2008 state the range of responsibilities the various parties (DPOD, Egmont School, Danish organisations, South organisation) have regarding evaluation and follow-up, including arranging networking meetings in those countries where more than 4 people have attended the Global Line course. Among these responsibilities, DPOD is stated as having the responsibility to: “Support the Danish member organizations and partner organizations in having the means for annual network meetings for former participants”. None of the evaluation, monitoring and follow-up procedures stated in the Guidelines are currently being followed. 

In 2004 there was an attempt to introduce a monitoring tool for the development and follow-up of Global Liners. This was done on initiative of some Egmont teachers, and consisted of simple formats to be filled out based on an interview of each Global Liner upon arrival, and another one year later. Based on the experience from 2005, the formats were improved in 2006. This evaluation procedure is also the one described in the Guidelines for Global Line. However, the monitoring tool was clearly never adopted neither by the remainder Egmont School teachers nor by the Danish organisations. It is difficult to say why it was not used after the first year, but we have found no reason to believe that it is impossible to make it work if all parts assume their responsibilities and DPOD takes on the lead to ensure its implementation.

A monitoring system should be re-introduced, and existing formats could be taken as point of departure, although they need some adjustments and updating, increasing the focus on the organisational level and aspects. Apart from the monitoring format to be used upon arrival to Egmont and one year after the course, the role of the Global Liner should also be monitored as an integrated part of the existing project monitoring which is carried out by the Danish member organisation. It is relevant to monitor the Global Liner in terms of whether the overall objective of organisational strengthening is achieved – What role does the Global Liner play? How have the Global Liners contributed to organisational strengthening? What could have been done better? 
It is recurrent throughout the questionnaires as well as in the interviews that Global Liners and their organisations express eagerness to follow-up on Global Line learnings to ensure their application. 

Question: ‘How can we make the Global Line course better?’
Answer: “Global Line should follow up or evaluate what organisation is doing after taking the training and from that organisation should continue. There should be Action Plan when they finished course, so when they come back it is easy to evaluate.”

South organisation, Colleague to Global Liner

Promising Practices on Monitoring and Follow-up

· The reporting/evaluation format used by Egmont teachers in 2006 and 2007 is considered simple, yet informative and functional for planning of the following course.

3.4 Conclusions on the process in relation to the Global Line course

It is assessed that the Global Line course has a relevant target group and reasonable selection criteria. The challenge is to apply these criteria consequently, and show flexibility when assessed relevant in specific cases (for example, age criteria or two people coming from the same organisation). The potential role and plans for the participant should be emphasised more in the attempts to involve and make the south organisations “owners” of the participation and investment that it is to send participants to Global Line. This was discussed in chapter 2 in relation to the usefulness of the course-content. English should be tested or documented in connection with the selection procedure.

The application format has been improved for 2008, and there is satisfaction among all parties involved about responsibilities and dialogues in connection with selection of candidates to apply for Global Line. However, more time is requested for the selection procedure and more information is necessary both for initial selection procedures and also for preparation of participants. There is a significant request from both the south and from the Danish organisations for formalising some type of agreement or action plan for the participants and the organisations to put the Global Line learnings in relation to organisational strengthening activities. This is also expected to affect the monitoring and follow-up activities which are currently practically non-existent regarding the individual Global Liners. Earlier initiatives from Egmont School on monitoring the individual participants are assessed relevant to re-introduce. The teachers at Egmont school evaluate each Global Line year according to a simple, yet comprehensive and functional format. 

There is a necessity to monitor the effect the Global Liners have had on and in their organisations, in light of the main objective of the course regarding organisational strengthening. South organisations are obliged to reflect on the effect of their ‘investment’ in sending a participant to the Global Line course. A plan for the tasks of the Global Liner upon return to the organisation may work as a constructive tool to ensure use of the learnings on an organisational level, but there is also the risk that a plan worked out before the course may function as a constraint to new opportunities and perspectives that arise during the course. Thus it is important that monitoring procedures and formats must focus on reflection, learning and documentation more than on the fulfilment of a plan. A possible format to monitor by which leaves room for reflection and new opportunities to have risen is one suggested in the DW-Evaluation, where the monitoring exercise goes through: 

1) Achievements

2) A special working experience (specific example of use of Global Line learnings)

3) Difficulties

4) Ideas and proposals for further development.

4. Conclusions

The conclusion of this review report includes brief discussions of the major findings that can improve the Global Line course as an important contribution to the strengthening of south organisations. The roles and responsibilities of the stakeholders, DPOD, Egmont School, south organisations, and Danish member organisations are also concluded upon.

It is the overall conclusion that the Global Line course at Egmont School is a course offering important learnings to its participants, and the participants do in general contribute to the strengthening of their organisations upon returning. The overall objective of the course is thus to a relatively high degree achieved, although there is room for improvements which would increase the effect in terms of organisational strengthening. The main weakness/challenge is that the course functions as an isolated and quite individual intervention – both in relation to the south organisations and to the Mini-programme that it is funded through. 

The Global Line course is not included as an integrated element of the organisational strengthening processes of the south organisations, nor is it mentioned in DPOD’s Strategy and Guidelines for the Mini-Programme (although the Global Line guidelines states that it is a part of the Mini-programme). At present, sending participants to the Global Line course is seen as a “free good” primarily for the benefit of the individual participant and not for the south organisation as a whole. The challenge is thus to ensure optimal output from the course by incorporating the course as one of the elements south organisations can plan with for organisational strengthening. This will imply involving the leadership of the south organisation in the course-process from the initial application phase to the follow-up after the course and ensure that the participants are considered ‘change agents’ or ‘organisational strengthening agents’ and work as such also during the course. 

4.1 Reaching Objectives of Global Line 

Global Line has undergone some changes over the years which primarily entail an increased focus on organisational tools to strengthen disabled people’s organisations in developing countries. In the agreement covering 2001-2005, the focus of the Global Line course was on democracy, disabled people’s rights, south-south contact and exchange of experience. The objectives in the latest agreement covering 2006, 2007, 2008 are specified to be:

· To provide the individual participant with tools for improving the organizational work in their organisation for people with disabilities on a local or district level.

· To get a broader understanding of democracy and how it can be implemented on the personal or organisational level.

· To gain knowledge on rights and possibilities for people with disabilities (PWDs) including PWDs participation in society.

· To strengthen the individual participant in his/her development, confidence, etc.

Thus the shift in objectives of the Global Line course after 2005 is primarily regarding making explicit the aim of ‘providing tools for improving organisational work’ and ‘to strengthen the individual development of the participant’. (‘Understanding of democracy’ and ‘knowledge of rights’ run through all 8 years that the Global Line course has existed). 

The four objectives of the Global Line are assessed to be justifiable and suitable to the course, based on what the course can offer and the outcome of the course according to what the Global Liners and their organisations have expressed. All four objectives have proven to be reached and to have been - to some extent - used actively in the organisational work upon returning to the south organisations:

Tools for improving organisational work

The review shows that the Global Line participants do gain knowledge and skills on tools for improving their organisational work. However, there is also room for making increased use of these learnings at an organisational level, which necessitates increased involvement of the south organisation throughout the entire procedure related to Global Line. Much can be achieved by consciously integrating the Global Line course in project activities, and basing further plans on needs assessments (more on this follows below).

Democracy and rights and possibilities for PWDs

There is no doubt that in general the Global Line course lives up to the objectives of learning on democracy and on rights and possibilities for PWDs. The fact that democracy has been in focus since the beginning of the course is partly influenced through the initial funding of the course from the “Democracy Fund”. The topic has been maintained throughout the 8 years that the Global Line has been functioning, and has proved to be highly relevant. The democracy-effect is not only a question of teaching a topic, but is closely linked to the added-value of the course, both in terms of the pedagogical approach in the teaching, and also in the context placement in Denmark. 

This almost inevitable effect - in terms of giving the participants impressions and learnings of democracy on various levels - has lead to the perception expressed by an Egmont teacher that the Democracy focus is still relevant, but perhaps not to the same degree as earlier. Based on the present review of the successful interest and usefulness of the democracy learnings, it is assessed that care must be taken to not move too far away from the focus on democracy in the Global Line course.

The results of the questionnaires show that the Global Liners have also gained knowledge and understanding on rights and possibilities for PWDs. This is largely backed up in the interviews with Global Liners undertaken in Nepal, Ghana and Uganda, which further point at the fact that the knowledge gained on possibilities and on democracy is largely supplemented by the exposure of being in Denmark.

Personal development

The self-development and strengthening of the self-confidence of the people who have participated in the Global Line course is absolutely paramount to anything else. This was indicated by all parties: DPOD, the Danish member organisations, the Egmont teachers, the participants themselves, and by their leaders and colleagues in the south organisations.

As such, the course-contents made up of the folk-school (højskole) part which consists of life-skills topics, and the organisational capacity-building topics (which are both on a technical tools level and on a policy-level) are assessed relevant in view of reaching the four overall objectives of the Global Line course. Further, it is assessed that the procedures to designing and adjusting the course have functioned very well, with room for suggestions from the Danish member organisations and with further room for adjusting according to the participants’ interests upon arrival to Egmont. However, there is a need to relate course-content more with the specific needs and requirements of each organisation represented – this is discussed in greater detail below.

Although the cost of one participant going to Denmark is high, the review concludes that the added value of the stay in Denmark can justify the high cost if the necessary improvements are implemented. Regarding cost-effectiveness, the cost-level of the course is considerably minor than other courses of the same type, e.g. Danida Fellowship Center. Further, the added value of running the course in Denmark within the framework of Danish højskole (folk-school) values is high; the personal motivation of the Global Line participants and their commitment to working for the situation of the disabled is high, even many years after the Egmont training. There is no doubt that the Global Line training has had an enormous effect on this. This impact is very substantial. 

4.2 Integration of Global Line in south project activities

To ensure a more effective use and transference of learnings from the Global Line course at Egmont School to a level where it contributes to considerable organisational strengthening in the south, there is a need for the Global Line to be an integral part of the capacity building plans of the south organisation. This means that the role of the Global Liner(s) should be clarified in relation to how he/she can contribute to organisational strengthening process which is often the objective of the project funded through Danish partners. When designing projects with the organisational strengthening objective, Global Liners should be seen as a tool to achieve the capacity development. There should be more focus on the ‘organisational role’ of the Global Liner, in terms of that the participant is there not only as an individual but as an “organisational strengthening agent” for his/her organisation. This focus needs strengthening right from the application phase, throughout the Global Line course process itself, and in a follow-up phase of at least one year upon returning to the home-organisation.

Needs-assessments

To ensure that the outputs of Global Line course are consistent with the requirements of the south organisations, there is an urgent need to make needs-assessments of the south organisations. Simply to get a clear picture of needs vis á vis what Global Line can offer. Needs-assessments are also in line with the recommendations made in the DW-Evaluation from September 2007, and would set the base for determining organisational strengthening efforts in general, including DW placements and for recruitment of and working out plans for the Global Liners.

The overall objective of the Mini-programme is to improve the possibilities for PWDs to achieve and fulfil their rights. This objective is strived at by strengthening the organisations of disabled persons in the south, and by holding the south governments accountable for implementing the rights of PWDs. Many of the Danish-funded projects have immediate objectives that correspond to this and strive at strengthening the capacity of the organisations. Although the project documents have an overall strategy for the capacity development, there appears to be a need for more specific plans based on needs-assessments. As such, needs-assessments of the south organisations can in many cases build upon those already mentioned in their Project Documents, but may be formulated in a less descriptive manner, rather showing a more analytical and practical (activity-oriented) approach, answering questions like: What will it take to strengthen the capacity?, what is the base-line today?, and how can it be improved? Based on such a needs-assessment, a Capacity Development Plan could be elaborated. One element in such a capacity development plan could be to have board members, activists, district members, youth representatives participating in the Global Line course. In other words, the Global Line participation should be considered an element to contribute to specific project activities which together are strategically aimed at the organisational strengthening. 

Integrating the Global Line course as a resource targeted at the specific organisations’ capacity development efforts would ensure that Global Line participants are “included”, and that the Global Line participation is an integrated part of an overall development of the organisation. It could ensure that considerations have been made on which contributions the Global Liners should prepare and be ready to implement upon return. Further, funding for workshop activities or other knowledge-sharing activities the Global Liner can plan to undertake upon return to his/her south organisation would be budgeted as part of already planned project activities.

The Global Line participants’ work during the course (see below) should be based on such a needs-assessment and a capacity development plan, so the entire organisation is involved and committed to benefiting from the individual’s participation in the Global Line course.

It is important that a needs-assessment is self-defined and not imposed from external actors – something which is also emphasized in the DW-Evaluation: “It must be recognised that the driving force in organisational capacity development processes and the identification of capacity building needs must always come from the organisation itself” (DW-Evaluation, p. 23). It is important that it is the south organisations themselves who describe what they need, and thus what they expect to achieve by sending a participant to Global Line.

4.2.1. Process Action Plan

The target group and selection criteria for applying for the course have proven to be relevant. It is positive that there is room for flexibility when assessed reasonable, but the most crucial selection criteria not being followed - in terms of ensuring organisational strengthening - is the one regarding the preparation of a plan for the participant’s work.

To ensure the maximum effect of the Global Line course in terms of organisational strengthening and capacity development, there is a need to improve the connection between the course, the participants and both the south and Danish partnering organisations. It is necessary to put efforts into ensuring that the south organisations understand and acknowledge that sending participants to the Global Line is a rather heavy investment in their own organisation which should be followed closely, and they have to assume responsibility for ensuring that they benefit from this investment. 

One tool already introduced in the attempt to ensure this is the Mutual Agreement document signed by the Global Line participants, the Danish member organisation and the south partner organisation. Such an agreement is useful as a basis, and it is our suggestion that it should be complemented by a learning and planning-tool, which should be worked on/further elaborated during the course and supervised by the Egmont teachers. The development of such a planning-tool should be made in as close dialogue as possible with the participants’ home organisations during the course, and – if possible – also the Danish organisations who are partnering with the south organisations on project activities. It is to be seen as a functional way for the south organisations to express their specific needs in relation to the Global Line course. However, it is important to bear in mind that such a plan can only be properly worked out if the south organisation has good information and a good understanding of the Global Line course.

The specific way of working with a planning-tool for each participant’s individual focus should be worked out by Egmont since they are the ones who will be working with and around such a tool or arrangement, but naturally, it should also be discussed at the meetings between DPOD, Egmont, the Danish partner organisations and the participants at the course. 

Introductory ideas for arranging a planning tool are:

· To ask the participants before going for the Global Line course to present what they – together with colleagues and/or management - identify as a key challenge for the organisation. During the course they are to work with this key challenge, and consider how the different subjects and knowledge they learn on the course can be concretised and used in relation to their identified key challenge. Key challenges could be a variety of themes, as for example, internal communication in the organisation, advocacy for improved access for disabled persons in the education system, specific tasks for the district/youth organisations, advocacy for the implementation of the UN disability convention, or even carrying out an organisational needs-assessment. It is important to ensure focus is not on the individual as such, but on the strengthening of the organisation. 

· A learning logbook where the use and relevance of each subject and learnings during the course are reflected upon, and the participant plans how such learnings can be used or implemented in their work for the home-organisation, including resources needed, and potential barriers. Such a log-book should take its point of departure in the key challenge.

· Another approach/tool could be to let the participants work on a specific assignment related to the organisation, a kind of a proposal for a process action plan, which takes its point of departure in the key challenge. The process action plan should not be set beforehand (ref. the use of the word ‘process’), but should develop during the course into a plan for what work the specific individual participant should initiate and work on in and for the organisation upon return, including how the plan should be consulted, shared and decided upon in the organisation.

It is important that these ideas are found interesting and are further developed by Egmont Global Line staff, in order to ensure that they function according to the learning context and the teachers’ experience with Global Line. The central issue is that Egmont ensures that the learnings are useful to the participants and that they can be directed at and converted to the participants’  “organisational realities”.

4.3 Roles and Responsibilities of DPOD, Egmont, Danish member organisations, South organisations
All four stakeholders (DPOD, Egmont School, the Danish member organisations and the south organisations in relation to Egmont School) express much satisfaction with their cooperation regarding Global Line. However, it is noted that several responsibilities in the Guidelines for Global Line are not followed – this is the case for all parties (regarding preparation of expectations and work after return, participating in activities with Global Liners, evaluation, follow-up, and network meetings). 

The main lines in the division of roles and responsibilities among the involved organisations can be maintained. However, there is a need for DPOD, as responsible for the Mini-programme agreement with Danida, to more actively function as a central actor to ensure that these roles and responsibilities are carried out. Further DPOD has to assume responsibility in those situations where standardized information is necessary, and also act as a resource for the Danish member organisations when this is called upon by the Danish organisations themselves (for example, if needing help in arranging information sessions or visits to Danish working environments in relation to Global Line participants).

Egmont school maintains its present responsibilities as described in the Guidelines for the Global Line 2008. Maintaining responsibilities regarding the planning, introduction, implementation, evaluation and monitoring of the course ensures that the staff constantly have a good understanding of the results of their teaching, and may adjust this according to the evaluations and monitoring results. As such, Egmont School should adjust the earlier monitoring format (upon participant arrival) to re-introduce it in their work. Also, Egmont school should work out a format for the one-year-after monitoring activity. However, in its role of ensuring the flow of harmonized information, DPOD should have the responsibility of sending out and collecting the one-year-after monitoring formats, to pass on to Egmont as a complete package for them to summarize, systematize it and evaluate, and adjust their teaching accordingly. In short, DPOD maintains a coordinating role while Egmont maintains the roles and responsibilities that logically relate to the course content. 

It can be considered to organise an annual or biannual visit for Egmont teachers to the south organisations to research and establish close dialogues with the leadership of the south organisations about their organisational needs. The objective would be to ensure a good connection between the constant development of the course content and its long-term usefulness on an organisational level.

There is a need for a closer involvement of the Danish organisations in the procedures around Global Line course, including the follow-up, if and when possible. - This involvement can only take place with consideration of the resources of the Danish member organisations, which is very varied. It is important that there is room for this variation in various types and sizes of Danish member organisations’ involvement in development issues, but it is equally important that DPOD ensures that they carry out the responsibilities that come with this involvement.

As recommended, DPOD can play a more active role in attempting to motivate more interest for south development issues through, for example, study trips for Danish member organisations. When Global Liners then come to Denmark, it is expected that the Danish participants of these study-trips are more eagerly involved in taking part in activities for the Global Liners. The central issue for DPOD is to motivate for increased mobilization, rather than delegating increased responsibilities to stakeholders with limited human resources for the area.

South organisations must clearly be involved more actively in sending a participant to Global Line, by ensuring that the south organisations receive timely and sufficient information, and ensuring that the focus of the Global Line for each participant is built up around the self-defined organisational strengthening processes of each organisation. Integrating the Global Line in the organisational strengthening also involves reporting on the use of the learnings on an ordinary project monitoring basis.

5. Recommendations

IN GENERAL ABOUT THE GLOBAL LINE COURSE
It is recommended that:

· A management response to this review is worked out in order to ensure decisions about which recommendations to follow up upon, who, when and how to do it.
· The Mini-programme support to project activities, placements of development workers and/or participation in the Global Line course are “brought and thought together” and budgeted as elements which are strategically integrated, and point at the overall objective of organisational strengthening.

· Organisational strengthening activities should be based on needs-assessments of and corresponding capacity development plans for the south organisations (as part of Project Documents or as part of new procedures in the upcoming Organisational Development Strategy).The needs-assessment and capacity development plans should be kept simple, be the south organisations’ own self-assessment,  and be updated frequently with an annual comment on developments in this issue, as part of ordinary project monitoring. Needs-assessments facilitated by a consultant may further be applied for as a project activity funded by DPOD.
· Focus on the role of the Global Line participant as an “organisational strengthening agent” is ensured among all stakeholders and streamlined in all phases: Invitation, application, preparation, during the course, evaluation and follow-up. The existing Mutual Agreement document is realised and includes both a plan for the participant after the course, and the participant’s obligation to report back to the leadership of the organisation during and after the course.  

· The number of participants at Global Line is raised to 10 or 12, for the sake of general dynamics and to ensure less vulnerability if one or some participants are compelled to interrupt and cancel their stay at Egmont School. If necessary, the frequency of the course could be altered to being held every 1½ years.

· DPOD keep compiled information of Global Line course participants over the years (name, organisation, function in organisation, mail-address, Danish partner) and simple fact sheets on all partner organisations to be updated from the Danish member organisations.
· DPOD plays an active role in attempting to motivate more interest for south development issues through study trips for Danish member organisations to motivate for increased mobilization in their member organisations.

SELECTION PROCESS

It is recommended that:
· The existing criteria for selection of participants for Global Line are maintained with continued flexibility and high priority to the gender-balance. 

· The invitation to apply for Global Line is sent out to the south partners latest 2 months before the deadline. DPOD elaborates a standard invitation in English with all necessary information to be sent out by the Danish member organisations to their south partners, when announcing for applications for Global Line. More information about Global Line content and objectives is included in the initial invitation for applications. (Objectives of the course - including the specific objectives for the højskole-type of school -, the type of subjects being taught, and the expected procedures for the active participation of the south organisation to ensure the transfer of knowledge and skills learnt after completing the course. 

· A sufficient level of understanding of English should be ensured, whether by national language tests attached to the application, oral interviews with DPOD (in Denmark or the country representative (Uganda and Nepal). 
PREPARATION PHASE
It is recommended that:

· A preparation package is standardized and prepared by Egmont in cooperation with DPOD, consisting of information on: Objectives of the Danish højskole tradition, Objectives and course-content of Global Line, the compulsory key-challenge to bring as the focus of one’s learnings at the course, and basic information on weather and food. Further a simple questionnaire about the participants’ training needs and interests within the different subject is distributed so the training programme can be adjusted accordingly.

· An tripartite talk/meeting, (preferably by means of Skype/web-camera - otherwise mail correspondence or telephone) should be held between DPOD, the Danish partner, and the Global Line participant and the leadership of the south organisation to introduce and have a brief conversation on the key-challenge that the Global Line participant is to bring with him/her to the Egmont course. This emphasizes the value and focus of the entire Global Line arrangement. 

· Where possible a meeting is held between going and former participants of Global Line.

COURSE CONTENT
It is recommended that:
· The existing procedures are maintained regarding the cooperation for planning the course-content, adding input from the south organisations and relevant information from the monitoring and evaluation formats.

· Existing focus on democracy is maintained.

· The annual course theme should stick to the broad but yet concrete themes like the Rights/UN convention, Advocacy, Democracy, rather than narrow down. etc.

· The Danish partner organisations – if necessary with support from DPOD and Egmont – are overall responsible for arranging an information session on their partners’ specific disabilities, and that a specific ½ day is set aside for this in the course programme. 

· Training of Trainers is included as a topic on the Global Line course, dealing concretely with how the individual knowledge can be transferred and taught to colleagues and at a collective/organisational level.
· A concrete tool for relating all topics at Egmont to the participants’ work in the south organisation is developed, (for example a Log book or a proposal for a Process Action Plan: An individual assignment by and for each Global Line participant should take point of departure in the defined key challenge each participant is asked to bring with him/her for the Egmont course and could result in a proposal for an organisational Process Action Plan. The key challenge should be based on a needs-assessment of the south organisation. The specific format for such an assignment is to be kept simple, and should be developed by Egmont School. 

· Two dates during the course are included in the programme where the Process Action Plan/assignment is worked upon, including a dialogue between participants and their home-organisations (½ -1 hour should be set for each participant to have a long-distance meeting preferably using skype and web-camera, but otherwise telephone). The meeting is to be used for the Global Liner to give a presentation and feed-back to the organisational leadership about his/her learnings in relation to the organisational needs-assessment. 

· The Global Liners prepare presentations at the course for their organisations which they are to present upon returning in order to ensure thorough preparation of the presentations, and the chance to discuss the expected use of learnings with the other participants.

· Observer-visits (internships is too heavy a word) during the course are arranged by the Danish member organisation to Danish partner organisations and/or work environments. This can be observer/participation in board-member meetings, in Annual General Meetings, etc, with the objective of experiencing Danish organisational life “live”.

· Whenever possible, it is considered to give Global Liners small assignments during the course that relate to their needs. For example, in connection with the topic ‘Research’ it seems relevant to research on their own disability (ref. their request for more information on this), and perhaps – in connection with the topics ‘communication’ and/or ‘computer course’ - even to prepare a small draft information material about the disability.

· Simple anonymous formats for evaluation of the teachers are used.

MONITORING AND FOLLOW-UP   

It is recommended that:

· The teachers complete the individual baseline monitoring formats (based on those used in 2005 and 2006) with each participant in the beginning of the Global Line course. Egmont also develops a one-year-after monitoring format that DPOD every December sends out and collects. Egmont receives a complete one-year-after pack of monitoring formats and goes through these to evaluate their Global Line course. A brief summary of the overall findings from a comparison between the baseline monitoring formats (upon arrival) to the one-year-after formats should be sent to and discussed with DPOD and the Danish member organisations. 

· Egmont continues to be responsible for evaluating each year’s Global Line course with the participants. The Egmont teachers’ evaluation report is discussed at the annual meeting with DPOD and the Danish member organisations in May, and also the results of the one-year-after monitoring formats. At this meeting a checklist should be run through on general completion of roles and responsibilities.  

· The Danish organisations meet with Global Liners as an integral part of the project monitoring. The dialogue can take its point of departure in a simple format - for instance, like one recommended in the DW-Evaluation, where four areas are commented on:


1) Achievements

2) A special professional/working experience (a specific example of use of Global Line learnings),

3) Difficulties,

4) Ideas and proposals for further development.
· DPOD calls for Global Line Network-Activity Proposals once a year, sent out via the Danish organisations, announcing the possibility to use the Mini-Programme’s budget-line for arranging network activity workshops for all Global Liners in that country (in those countries that have had more than 4 Global Liners). Upon granting funding for network follow-up activities, DPOD should provide the contact-addresses of all Global Liners in that country. In those countries where DPOD has country representatives (Nepal and Uganda), this person can be helpful in arranging such network-activities.
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Annex 1: Terms of Reference for the Review of the Global Line
1: Background: 

Since 2000 Egmont Højskolen has offered an annual 3- months course called “The Global Line”. The participants are representatives from different organisations of persons with disabilities from those developing countries in which Disabled Peoples Organisations Denmark (DPOD) or DPOD member organisations have formed partnerships. The participants are in general persons with disabilities. The course has been specially developed for this particular target group. Around 8 persons have been invited every year since 2000, which means that altogether 56 participants have participated in the Global line course at Egmont Højskolen.

The course is financed by the DPOD Miniprogram. The Global line is a part of the Miniprogram in the sense that the aim of securing transfer of skills and knowledge gained at the Global Line course between the Global Line participant and own organisation generally strengthen the organisations participating in the Miniprogram as well as the cooperation between these organisations and their Danish partners.

In 2001 DPOD and Egmont Højskolen signed a 4 years co-operation agreement. According to this agreement Egmont Højskolen has to offer 3 development related courses annually; a Global line course for selected PWDs from partners in the south, an International line course for Danish PWDs and a Developing country course for Danish member organisations and Development Workers. When the agreement expired in 2005 a new agreement was made between DPOD and the Egmont Højskole. However, the new agreement only included the Global line course due to limited funds. The overall focus was in this way changed from covering a wide field of purposes; promotion of contact between PWDs from different nations and organisations, exchange of experience between Danish member organisations and their partners, dissemination of  awareness about international conditions, development and disability in developing countries, promotion of the interest for development work and preparation of development workers for work with selected partner organisations (Guidelines for the Global line, 2001 – 2005:5-11) to focus on increasing the qualifications of individual key members from the partner organisation (Guidelines for the Global line 2005-2007:1). 

According to the guidelines for the Global line 2005-2007 the content of the course is still to be decided every year, but in general the content of the course always includes: Democracy, intercultural competence, a rights based approach for people with disabilities, gender, personal development, capacity building, advocacy, computer, project proposals and sport for persons with disability. The Global line course has changed from a 17 weeks course (2001-2005) to altogether the 15 weeks with 10 weekly lessons (2005-2008). 

2: Objectives: 

· To assess the feasibility of the Global Line as an approach to organisational capacity building in the context of the DPOD Mini programme with a special focus on 

· Relevance 

· Cost effectiveness 
· To produce operational recommendations for improvement and/or change of the Global Line to increase the outcome of the capacity building and overall connection with other capacity building approaches of the Mini programme, in particular project support and posting of Development Workers. 

3: Output: 

· 5 pages Inception Report with an outline of the final report including drafts of main questionnaires and checklists to be used.

· 20-25 pages final report including operational recommendations for improvements and/or change of the Global Line as a model for capacity building of Southern DPOs. Recommendations shall be for immediate use.

· Annexes including: TOR, Literature, list of persons interviewed, questionnaires and checklists used to collect data.

· Power Point presentation of major findings and conclusions

4: Scope of work: 
Assessment of the feasibility of the Global Line as an approach to capacity building is in this context understood as an analysis based on: 

A: Examination of the individual and organisational use of the capacity developed through the Global Line in Nepal, Uganda, Ghana, India and the Philippines This includes the following steps: 

· Mapping of capacity developed through the Global Line: What have the students gained from the participation in the 3-months course? 

· Mapping of the actual use of the capacity developed at individual and organisational level: How have individual students and organisations made use of the capacity developed and which kind of capacity has been of most use? 

· Identification of major barriers to full organisational use of capacity developed as well as promising practices, if any. 

B: Examination of the design, implementation and monitoring of the Global Line in the context of existing agreements and guidelines for the Global Line and the overall strategy for the Mini programme. The examination shall address:

· Recruitment of participants (criteria, procedure, distribution of responsibilities between DPOD, Members, Partners and students)

· Course contents (involvement of DPOD, member organisations, partners and students in the planning; relevance in relation to capacity needs of the southern DPOs; connection to Mini Programme activities and strategies; 

· Involvement of DPOD and member organisations in the planning, implementation and monitoring of the Global Line (co-ordination of course (activities) with ongoing project collaboration and posting of DWs supported by the Mini Programme, 

· Use of lessons learnt and follow up activities in the ongoing development of the course: (monitoring system applied, involvement of stakeholders in the monitoring, incorporation of lessons learnt in the development of the course, connection between follow up activities for the students, course contents and the Mini programme; promising practices) 
· Distribution of roles and responsibility between DPOD, Egmont Højskolen, Southern DPOs and selected students in relation to the Global Line (effective or ideal?) 

The required focus on cost effectiveness of the Global Line as a model implies that the relatively high price of the course per student shall be considered in relation to the actual capacity, which has been developed as well as the added value that may come from locating the course in Denmark including

· introduction to know Denmark and Scandinavia

· an inspiring study environment in a højskole with other Danish students around

· visit(s) to their partner organisation and strengthening their bilateral partnership and personal relations to members of the Danish organisation

· get familiar with Danish mentality and working style

· visits to different Danish institutions of importance for the disability 

The required focus on Relevance implies that the course contents as well as the capacity developed and used within own organisation by the students is considered in relation to actual needs of the southern DPOs. Since no thorough assessment regarding needs of southern DPOs has ever been made in relation to the Global Line, the assessment of relevance shall rely on needs expressed by the interviewed stakeholders of the south, in particular the leadership of the organisations having had students attending the Global Line. Additionally the DPOD Country strategies of Uganda, Ghana, Nepal, India and the Philippines can be consulted for information about self defined needs 

Operational recommendations is in this context understood as recommendations, which are simple and concrete and point to specific aspects and issues of the Global Line which have to be left, changed or substituted with something else. The recommendations have to take into consideration that the Mini programme is a small grant scheme for DPODs member organisations, of which many have limited resources for development work, including limited human resources, limited experience with development work and no financial means to hire assistance to carry additional tasks and responsiblity in relation to an improved Global Line. 

4: Methodology: 
The review shall apply different simple methods for data collection, which do not require much capacity and time to understand for those to provide the data. The methods shall comprise: 

· Desk study

· Simple Questionnaires

· In-depth Interviews 

· Focus group discussions

The stakeholders to be contacted for collection of information are: 

· Teachers at the Egmont Højskole (Henry Lind, Peder Nielsen, Tine Arvid, Tine Schmidt, Bente Kloppenborg, Troels Hovgaard) 

· DPOD Member organisations (DLFL, FSD, DHF, DBS, Epilepsiforeningen, PTU,DH og Danmarks Bløderforening)  

· Relevant southern DPOs in Uganda, Nepal, Ghana 

· Former students of the Global Line
· DPOD (Development Department) 

5: Timing, process and reporting: 

The assignment will start on the 12th May 2008 and be completed with submission of final report on the 31st August 2008. 

The process will include desk study of relevant documents, visits to the Egmont Højskole, field studies in Uganda and Ghana, report writing and final presentation of findings to DPOD and member organisations. 

	Date
	Activity
	Responsible/participants

	1st  week (12th – 16th May)
	Visit to the Egmont Højskole or
	Team (+assistant if possible)

	2nd week (Fri. 23rd May)
	Visit to the Egmont Højskole Submission of Inception Report including outline for questionnaires.
	Team

	3rd week (26th – 30TH May)
	Distribution of questionnaires.

Interview Danish member org.
	Team 

	4th week (2nd – 7th June)
	Field study in Nepal.

Submission of summary of findings from Nepal
	Consultant

	4th week – Thursday 5th June 
	Deadline for returning questionnaires
	Team

	Tues. 8th July
	Deadline for submission of 1st draft of report
	Team (input from assistant)

	Friday 11th July
	Reception of comments to 1st draft for incorporation. 
	Team

	Wed. 20th Aug 

11:00 – 14:00
	Presentation of 2nd draft report to DPOD member organisations
	Team + Assistant

	Wed. 27th Aug
	Submission of Final Report
	Team


6: Composition of team
Team Leader: Marianne Victor Hansen

Consultant: Luisa Grauers

Assistant/Resource Person from DPOD: Anne Sophie Fabricius

7: Literature: 

· 4-årig samarbejdsaftale mellem De Samvirkende Invalideorganisationer og Egmont Højskolen (2001-2005)

· Samarbejdsaftale mellem De Samvirkende Invalideorganisationer og Egmont Højskolen vedrørende Globallinie- og Ulandskurser 2006, 2007 og 2008

· Guidelines for the Global Line 2005-2007

· Minutes of meetings

· Minutes of evaluation meetings of the Global line

· The review of the Personnel Programme

· The strategy of the Mini Programme

· The vision concerning the DPOD development work

· DPOD Country Strategies for Uganda, Ghana, Nepal, The Philippines, South Africa.
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DSI: Partnermøde på Egmont Højskolen, d. 13/12, kl. 16-17:30.
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Egmont Højskole: Afrapporteringsformat – Globallinieundervisernes afrapportering til DSI for Globalinien, 2007
Egmont Højskole: Afrapporteringsformat – Globallinieundervisernes afrapportering til DSI for Globalinien, 2006

Egmont Højskole: What will we do when we are back home (for mutual inspiration). Evaluation 2000.

Egmont Højskole: What will you be doing back home 2001.

Egmont Højskole: Evaluering 2002: Afrikanerne og Nepaleserne svarer
Egmont Højskole: Global Line 2007, (introduction brochure).

Egmont Højskole: Global Line subjects 2006

Egmont Højskole: Møde Globallinien, tirsdag d. 9/12-2003 på Egmont Højskolen.

Egmont Højskole: Program for Global Line 2006
Egmont Højskole: Program for Global Line 2007
Egmont Højskole: Program for Global Line 2004
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Egmont Højskole: Uddrag af regnskabsberetning for Egmont Højskolen – Global Linie 2007
Egmont Højskole: Uddrag af regnskabsberetning for Egmont Højskolen – Global Linie 2006
Foreningen for Stammere i Danmark: Application format, Organisational Development Project, Awareness and Training for Stutter’s, april 2006.

Gigtforeningen (Kent Lauritzen): Monitoreringsrapport, marts 2007

Nagirinya Rehema, student at Egmont Højskole: A report of the 19 weeks course at Egmont Højskolen in Denmark, 12th August – 20th December 2007.

Nilsson, Annika: Evaluation Report. DSI’s Development Worker Program, Final Version, September 2007.
Annex 3: Programme for Nepal interviews

	Day/Date
	Time
	Organisation
	Person
	Remarks

	Tuesday

03 June
	10:30 – 12:30 

1:00 - 2:00pm

2:00 - 3:00 pm

3:00 - 4:00 pm
	PAFMR

NFDN


	· Ms. Dibya Tandukar (GL 2002)

· Leader

· Collegue

· Mr. Sanjay Bantawa (GL 2002) – Secretary General

· Leader

· Colleague
	3 interviews

3 interviews



	Wednesday

04 June
	10:30 – 12:30

1:30 – 4:00pm 
	NDWA

NSA
	· Ms. Tika Dahal (GL 2003) - President

· Colleague

· Ms. Pramila Bohara (GL 2004) and Mr. Jeewan Khadka (GL (2007)

· Mr. Sanjay Jha (GL 2006) - President
	2 interviews

2 interviews



	Thursday

05 June
	10:30 – 12:30

1:00 – 2:00 pm
	NAPD

DPOD
	· Leader and Colleagues

· Interview Ms Renu, DPOD Representative in Nepal


	1 interview

1 interview

	Friday

06 June
	1:30 – 2:30pm


	(Not active in those organisations anymore)
	· Mr. Ram Prasad (GL 2005) ex-NFDN


	1 interview
 


Global Line participants from Nepal unable to be interviewed: 

· Mr. Devi Datta (GL 2007) (NFDN, Lives far West Nepal) 

· Mr. Mahesh Sharma (GL 2005) (Was away outside Kathmandu)

· Ms. Bishnu Kunwar (GL 2003) – ex-NDWA (Not active in NDWA anymore, just had a baby and lives far)

· Ms. Nirmala Dhital (GL 2004) – ex-NDWA (No so active in NDWA anymore. Cancelled interview – but responded questionnaire)

Annex 4: Persons interviewed

Danske Handicaporganisationer(DH)/ Disabled People’s Organisation Denmark (DPOD)

Karen Reiff

Leader of Department for International Development

Lisbeth Rasmussen
Consultant, Dpt for International Development

Anne Sophie Fabricius
Project Officer, Dpt for International Development

Peter Rothe Schultz
Consultant, Dpt for International Development

Egmont Højskole

Bente Kloppenborg
Former teacher on Global Line

Tine Schmidt

Teacher on Global Line

Tine Arvid

Teacher on Global Line

Henry Lind

Former teacher on Global Line

Dansk Landsforening for Laryngectomerede (DLFL)
Hanne Tranberg

Bent Lassen

Foreningen for Stammere i Danmark
Torben Møller Jensen

Dansk Handicap Forbund
Sif Holst

Consultant in Development Work

Landsforeningen af Polio-, Trafik- og Ulykkesskadede (PTU) 
Mogens Pedersen
Vice-president of PTU, Chairman of PTU’s Development Committee

Dansk Epilepsiforening
Jutta Houmøller
Director

NEPAL:

Disabled People’s Organisation Denmark, Nepal

Ms Renu Lohani
Country Representative

Parents Association for Mentally Retarded (PAFMR)
Ms Dibya Tandukar
(Global Line participant 2002) Former volunteer
Mrs Janaki Shrestha
Board Member/Secretary General of Board

Mr Ganesh Bhattarai
Programme Coordinator, Staff

National Federation of the Disabled – Nepal (NFDN)

Mr Birendra Raj Pokharel
President
Mr Sanjay Bantawa       
(Global Line participant 2002) Board Member, Secretary General

Mr Manish Prasai 
Programme Coordinator
Mr Ram Prasad
(Global Line 2005), Former member of NFDN

Nepal Disabled Women Association (NDWA)

Ms Rama Dhakal
General Secretary

MS Tika Dahal
(Global Line Participant 2003) President

Nepal Stutters Association (NSA)

Mr Sanjay Jha

(Global Line Participant 2006), President

MS Pramila Bohara
(Global Line Participant 2004), Board Member

Mr Jeewan Khadka
(Global Line Participant 2007), Board Member

Nepal Association of Physically Disabled (NAPD)

Mr Amrit Ratna Shakya
President

Mr Kiran Silpakar
Vice-President

Mr Dhani Ram

Assistant

UGANDA:

Epilepsy Support Association, Uganda (ESAU)

Augustine Mugarura       
National Director

Anthony Ebong              
(Global Line Participant 2007)
 
Ideu Immaculate
(Global Line Participant 2007)
Katushabe Suzan
(Global Line Participant 2003)

Uganda National Action on Physical Disability (UNAPD)

Okebe Onya

Executive Director

Troels Hovgaard
Development Worker - Former Egmont Teacher

Irene Nabalamba
(Global Line Participant 2007)


Makula James

(Global Line Participant 2007)


Fred Kibiri

(Global Line Participant 2006)

Nelima Habbibah
(Global Line Participant 2005)

Naliku Titus 

(Global Line Participant 2005)
Nabifo Mary 

(Global Line Participant 2004)

Nakato Olivia 

(Global Line Participant 2004)

National Union of Women with Disabilities of Uganda (NUWODU)
Guzu Beatrice

Executive Secretary 

Nagirinnya Rehema
(Global Line Participant 2007)

Aisa Mugala

(Global Line Participant 2003)

National Union of Disabled Persons of Uganda (NUDIPU)

Martin Ssennogakigozi
Programme Coordinator 

Mugumya Bruno
(Global Line Participant 2003)
Ntamu Muhammad
(Global Line Participant 2002)

Nyzeimana Pamela
(Global Line Participant 2002)

Jane Alum

(Global Line Participant 2001)
Popuras Aisu

(Global Line Participant 2000)


Anne Kobushingye
(Global Line Participant 2000)
Janet Amulla

(Global Line Participant 2000)

Francois Kasozi
(Global Line Participant 2000)


Laker Monica Grace 
(Global Line Participant 2001)

GHANA
Ghana Society of the Physical Disabled (GSPD)
Alex Tetteh

National Administrator 
Diana Akuamoah-Boateng 
Project Officer
Christiana Nkrumah
(Global Line Participant 2001)

Gifty Erzan-Essien
(Global Line Participant 2003)

Elorm A Kuenyehia
(Global Line Participant 2002)

Vera Nyarko

(Global Line Participant 2002)

Doris Ofori

(Global Line Participant 2001)

Christina Aseidu
(Global Line Participant 2005)

Betty Gharbin

(Global Line Participant 2005)

Christina Efua Yakson
(Global Line Participant 2004)

Regina Badii

(Global Line Participant 2004)

Ghana Association of the Blind (GAB)

Elisabeth

Personal Assistant to the Director
Plahar

Former Director

Alimata Abdul Karimu
(Global Line Participant 2006)

George Kyeremanteng 
(Global Line Participant 2006)

Annex 5: Interview Guides

Interview guide - Egmont Højskole 
· Fortæl om DINE ERFARINGER med Global Line. – Hvornår har du været på Global Line?  - Fortæl HISTORIER OG EKSEMPLER fra Global Line som har gjort indtryk.

Rekruttering + Forberedelse

· Ændringer i kursusindholdet over årene? Hvordan bliver det videreudviklet? Hvad er bestemmende for programmets udformning? (jf. ændringer i aftale m DH, evalueringer, feedback, trends i u-landsmiljøet)

· Hvor meget kontakt har Egmont med de danske organisationer både under forberedelse, ophold, efter? Hvor meget spiller de danske organisationer ind på kursets udformning?

· Hvad er kursisterne forventninger ved kursusstart?
Under kurset
· Hvor meget kontakt har kursisterne til organisationen derhjemme under kursusforløbet?

· Hvordan vil du beskrive ”added value” ved at kurset er i DK?

· Kunne det ligeså vel være i deres eget land?

· Kan du sige noget generelt om hvem der får mest ud af opholdet (hvilken status i deres organisation?)

Efter kurset

· Er der kontakt med tidligere kursister? (formelt/uformelt) – Hvor meget formel opfølgning har Troels været med til/oplevet?

· Hvad er det vigtigste ved Global Line kurset?

· Hvad er deres indtryk er det mest givende ved kurset/Hvad rejser deltagerne hjem med?

· Forslag til forbedringer af Global Line? – Herunder – Hvor ligger de største knaster i.f.t. at sikre en god opfølgning på deltagernes brug af ’learnings’ i deres organisation? Hvem er det realistisk skulle stå for opfølgningsansvaret?

Interview Guide danske medlemsorganisationer
· Bedste EKSEMPEL/HISTORIE

· hvor I ved at en Global Line deltager har ”rykket”.

· Hvad er jeres ERFARINGER m. Global Line?

· Hvor mange deltagere har ”I” haft af sted på Global Line?

· Hvor mange fra deres org er aktive i u-landsarbejde?

· FORBEREDELSE & REKRUTTERING

· Hvordan blev de orienteret om mulighed for GL?

· Hvem står for udvælgelse? – Hvor meget er de med i ansøgningsprocessen?

· Hvor meget kontakt med deltageren før?

· Er det de rigtige fra organisationen der kommer af sted?

· Kursus PROGRAMMET

· Hvor meget inddrages de i planlægning af kurset?

· Hvor meget kontakt med deltageren under kurset?

· Er det de ”rigtige ting” de lærer? – Hvad er jeres vurdering af programmet?

· Indgår opholdet på Global Line på nogen måde i deres projekter med Syd partner? Er det tænkt sammen og relevant for deres projekter? – Er der en direkte sammenhæng? eller integration af Global Line i andre kapacitetsopbyggende tiltag?

· OPFØLGNING

· Individuelt - Hvad er deres indtryk at det betyder for den enkelte kursus deltager?

· Organisation - Kan den danske org mærke en styrkelse i deres syd-partner organisation?

· Hvis ja – tror de denne styrkelse kan tilskrives Global Line kurset?

· Netværk af Global Line deltagere?

· Mødes de med ex-GL’ere ved landebesøg?

· Hvad synes de om de nyeste retningslinier fra 2008, om at ansvar for forberedelse af deltagerne og deltagernes forventninger, herunder hvad der skal ske efter endt ophold  ligger hos den danske medlemsorg.?

· Hvad er det VIGTIGSTE ved Global Line opholdet?

Interview Guide – ex-Global Liners

· INTRODUCTION  (Presentation of oneself and objectives with the interview)

· PRESENTATION OF INFORMANT(s); name, organisation, when (what year) were you at the Global Line course in Denmark?

· What were the MOST IMPORTANT AND USEFUL THINGS you learned at the Global Line course?

· Please tell a story or give an example of THE BEST and most IMPORTANT and USEFUL experience of something you LEARNED at Global Line?.- Something you DID DIFFERENTLY after the course. (Interviewer is to follow-up on any relevant themes from here – Insist on the CONCRETE STORY/EXAMPLE – Avoid general descriptions and terms). 

· WHAT did the PREPARATION for the course consist of? Was your organisation involved in the preparation? Was a kind of agreement/plan elaborated for your work before or after the course?

· Please describe the CONTACT with your DANISH PARTNER organisation? (before – during - after course)
· What was the THEME of the course? Was it a good theme? (Why/why not?)

· What was the SITUATION OF YOUR ORGANISATION after you arrived back from the Global Line course?

· Were your LEARNINGS and WORK USEFUL to this situation?
· BARRIERS – was it difficult to use the learning, your new knowledge in the organisation?

· Did the course MEET the NEEDS of your ORGANISATION?

· What POSITION did you have in your organisation when you came back from the Global Line course?

· Did you use some of what you had learned at Global Line in your organisation? (If yes: What?, If no: Why not?) 

· Were the tools useful to your work/to your organisation? (Give example or describe why not)

· Was your organisation open to your new learnings

· Did you experience any personal development during the course? (What?)

· Can you use your personal development in the organisation work, (How? (example) - or Why not?)
· Which subjects taught at Egmont were most useful?
· Which subjects taught at Egmont were NOT so useful?

· Was the learning about DEMOCRACY USEFUL (How? (example) - or Why not?)
Interviewer should try to capture nuance in dialogue:

· Understanding of democracy changed a little/some/a lot - How? 

· Useful for your work?/Useful for personal development in daily life?

· Was KNOWLEDGE ON RIGHTS AND POSSIBILITIES for people with disabilities USEFUL? 
Interviewer should try to capture nuances in dialogue:
· New awareness of rights and possibilities, but learned more/I had little knowledge before- learned a lot/Did not learn much about this, etc)
· Did you use LEARNINGS from Global Line be USED to reach AIMS OF PROJECT with Danish Partner Organisation? (Please give example/describe)  

· What USE is having the course in Denmark? Could the same course just as well have been held in your own country? 

· Was it difficult to use your learnings from Global Line in Denmark in your own country and organisation? (e.g. is the context in your own organisation/home-country so different from DK that it is difficult to use your learnings from the course?) Please describe/give examples of BARRIERS.
· Give one – or more – examples of PERSONAL DEVELOPMENT that has been useful to you after the course. (What was the situation? With who? How long ago?)
· Give one – or more – examples of how you have used something you learned at the course in your ORGANISATIONAL WORK. (What was the situation? With who? How long ago?)

· Do you know how Global Line course is FINANCED/PAID? 

· Do you know if the Global Line is CONNECTED TO ANY DEVELOPMENT PROGRAMME?

· What OTHER COURSES have you participated in after Global Line?

- If same subjects as Global line, ask into this (to explore causal relation btw learnings from GL and use)
· HOW can we make the Global Line course BETTER?
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Annex 6: Questionnaire for Global Liners

Questionnaire for participants

in the Global Line Course at Egmont School, Denmark.

The questionnaires may be filled in on the computer and sent back to: mvhconsult@mail.dk or filled out by hand and faxed to: (+45) 33252835.  PLEASE SEND BACK AS SOON AS POSSIBLE – AND PLEASE NO LATER THAN THURSDAY 5th JUNE.

· Some questions are answered by writing in the space under the question.

· Other questions just ask for a X in a box.

· If there is a question you do not understand or feel uncomfortable answering, please just write this. If you want to write more, please feel free to do so anywhere.

The aim of the questionnaire is to evaluate the Global Line course: To know what is good, and what can be better for the participants and their organisations. This questionnaire is confidential – names of people participating in this questionnaire will not be shared with others.

THANK YOU VERY MUCH for taking time to answer this questionnaire.

General Information about ex-Global Line participant:

· Name? 

· Country? 

· Age? 

· Male 
or Female? 

· Year of participation in Global Line course at Egmont School in Denmark? 

· Position in your organisation?

· At what level? (local/district/national/Head Office, etc.)

· Number of active members and staff in your organisation? 

Before the Global Line course:

· WHY did your organisation want to send you to the Global Line course?

· Why were YOU SELECTED?

· Who DECIDED? 

(Please put X) 

	Leadership in your organisation


	Danish partner organisation 
	Both together
	Other

(who?)


· What INFORMATION did you get about Global Line course BEFORE going to Denmark?

· Was it enough INFORMATION? (Please put X)

	Very little 


	Some
	Very good information


More comment?:

· Was there an AGREEMENT for how you could use the Global Line course in your organisation? (Please put X) 

	Yes 


	No


· 
If Yes: Has it been followed?

	Yes 


	No


· If No: Would it have been a good idea?

	Yes 


	No


More Comment?:

The Global Line course at Egmont
· What was/were the AIM(s) of the Global Line course in Denmark?

· What have you LEARNED at Global Line?

· 3 best subjects at Global Line?

· Did Global Line give you what YOU NEEDED for YOUR ORGANISATION WORK?

· Was TEACHING EASY to follow or DIFFICULT to follow?

(Please put X) 

	Easy


	Middle
	Difficult


· Was TEACHING DIFFERENT from home-country? (If yes – Please describe HOW?)

· Did you USE OWN EXPERIENCE from your home-country in the course?

· Did you SHARE YOUR EXPERIENCE from YOUR ORGANISATION with other participants in Global Line?  

· How often did you have contact with your home-organisation while you were in Denmark?

(Please put X) 

	No or Very little 


	Some
	Much


- What did you have contact about?

· How much contact did you have with the Danish Partner Organisation while in Denmark?

(Please put X) 

	No or Very little 


	Some
	Much


- What did you have contact about?

· What did it mean that the course was held IN DENMARK? (- Please describe)

· Could the Global Line course have been IN your OWN COUNTRY? (Please put X)
	Worse in own country


	Same
	Better in Denmark


· Why?

· How was it having PEOPLE FROM DIFFERENT COUNTRIES in Global Line?

(Please put X)

	Good


	Bad
	Did not mean anything


· Why?

· How was it having PEOPLE WITH DIFFERENT DISABILITIES in Global Line?

(Please put X)

	Good


	Bad
	Did not mean anything


· Why?

· How was it having MIX of MEN AND WOMEN in Global Line?

(Please put X)

	Good


	Bad
	Should be only men or only women


· Why?

· What was MOST USEFUL FOR YOU at the Global Line course?

After the Global Line course:

· Did you SHARE LEARNINGS with your organisation?

If yes – HOW?

	One-to-one person


	Group presentation
	Day-by-day sharing (informal)




- About WHAT?

· Did your organisation find it INTERESTING? (Please put X)

	No or little 


	Some
	Very interesting


· WHAT LEARNINGS you have USED MOST in the organisation work?

· Has your WORKING STYLE CHANGED? (– Please describe)

· What OTHER COURSES have you participated in AFTER the Global Line course? 

Global Line course content

· How much did you learn about RIGHTS of people with disabilities at Global Line course?

(Please put X)

	None or little


	Some
	Much


· How much did you learn about POSSIBILITIES of people with disabilities?

(Please put X)

	None or little


	Some
	Much


· Did Global Line CHANGE how you UNDERSTAND DEMOCRACY? 

(Please put X)

	None or little 


	Some change
	Much


· Why do you NOT USE some things from Global Line in your organisation? 
· Has Global Line CHANGED YOU?

(If yes – How?)

· Do you HAVE CONTACT with any other Global Line participants? 

(Please put X)

	Yes


	No


· If yes: BEFORE or AFTER the Global Line course?

(Please put X)

	Before


	After


· What is MOST IMPORTANT about the Global Line course? 

· How can we make Global Line course BETTER?

· Please put a X on every line in the following list where you have USED your learnings from Global Line in your:

	
	USED IN YOUR ORGANISATION WORK? (please put X)

	
	Not at all
	A little or Some
	Much

	Democracy in daily life
	
	
	

	Democracy in organisation
	
	
	

	Democracy in society
	
	
	

	Tools for Organisational

Development 
	
	
	

	SWOT analysis
	
	
	

	Computer skills
	
	
	

	Human Rights and Rights of People with Disabilities
	
	
	

	Journalism
	
	
	

	Advocacy
	
	
	

	Research
	
	
	

	Accounting
	
	
	

	Fundraising
	
	
	

	Logical Framework Approach
	
	
	

	Conflict management
	
	
	

	HIV/AIDS
	
	
	

	Gender
	
	
	

	Teaching approaches
	
	
	

	Project Formulation
	
	
	

	Workshop planning
	
	
	


· Have YOU CHANGED in anything in the list below?

(Please put a X on every line) 

	
	CHANGES?

	
	SAME AS BEFORE 

COURSE (no change) 
	A LITTLE – SOME CHANGE 
	MUCH CHANGE

	Participatory in work style
	
	
	

	Brave to speak in front of many people
	
	
	

	Active in organisation work
	
	
	

	Open-minded
	
	
	

	Self-confidence
	
	
	

	Cooperation skills
	
	
	

	Equality in positions between men and women
	
	
	

	Sports and use of body
	
	
	

	Kitchen work at home/cooking
	
	
	

	Listening to what others think.
	
	
	

	Understand people who are different from me.
	
	
	

	Respect for people have equal rights and should be treated equal
	
	
	


THANKYOU AGAIN VERY MUCH FOR YOUR TIME AND ANSWERS

Please return this as soon as possible to:

mvhconsult@mail.dk
or fax number: (+45) 33252835

Annex 7: Questionnaire: South Organisation

Questionnaire for South Organisations having sent participants to 

the Global Line Course at Egmont School, Denmark.

The questionnaires may be filled in on the computer and sent back to: mvhconsult@mail.dk or filled out by hand and faxed to: (+45) 33252835.  PLEASE SEND BACK AS SOON AS POSSIBLE – AND PLEASE NO LATER THAN THURSDAY 5th JUNE.

· Some questions are answered by writing in the space under the question.

· Other questions just ask for a X in a box.

· If there is a question you do not understand or feel uncomfortable answering, please just write this. If you want to write more, please feel free to do so anywhere.

· If many people from your organisation have participated in the Global Line course and have given very different outputs, please write this comment. - And try to answer the questions about the GENERAL EFFECT from MOST participants.

The aim of the questionnaire is to evaluate the Global Line course: To know what is good, and what can be better for the participants and their organisations. This questionnaire is confidential – names of people participating in this questionnaire will not be shared with others.

THANK YOU VERY MUCH for taking time to answer this questionnaire.

General Information about the South Disabled Peoples Organisation (DPO):

· Name of organisation? 

· Country? 

· How long have you been with this organisation?

· What position do you hold in the organisation?

· How long have you held this position?

· Number of active members and staff in your organisation?

· Number of participants from your organisation that have participated in Global Line course at Egmont School in Denmark?

Before the course
· HOW did the organisation CHOOSE WHO should participate in the course?

· How much did you know about Global Line BEFORE CHOOSING participant?

(Please put X)

	Very little 


	Some
	Much


More comment?

· Did you have enough INFORMATION about Global Line before participant went to Denmark? (Please put X)

	Very little 


	Some
	Very good information


· If you NEEDED MORE INFORMATION, about WHAT? 

· Did your organisation CONTRIBUTE TO PREPARATION of Global Line course?

(Please put X)

	Very little 


	Some
	Worked a lot with preparation


More comment?

· Was there CONTACT WITH DENMARK in the preparation of Global Line course?

(Please put X)

	Yes


	No


· If yes – with WHO? (Please put X)

	Disabled People’s Organisation Denmark (Before called DSI, now called DPOD)
	Egmont School
	Danish Partner Organisation 


· Did the organisation have AN AGREEMENT/PLAN for how you could use the Global Line course in the organisation work? 

- If Yes: Has it been followed?

	Yes 


	No


- If No: Would it have been a good idea?

	Yes 


	No


During the course
· What was the AIM of the Global Line course?

· How often did you have CONTACT WITH THE PARTICIPANT in Denmark? 

(Please put X)

	No or Very little 


	Some
	Much contact with participants




· Do you know WHO PAYS for the Global Line course?

· WHAT did your participants LEARN at Global Line? 
After the course

· HOW MUCH has the participant(s) USED their LEARNINGS from Global Line in your organisation? (Please put X)

	No or Very little 


	Some
	Much use of skills learned at Global Line 




· (If ‘some’ or ‘much’ has been used): WHAT skills have been USED MOST?

· Has participant(s) WORK STYLE CHANGED? (If yes: HOW?)

· Has the participants(s) SHARED the LEARNINGS in the organisation? (Please put X)

	No, or Very little 


	Some
	Much sharing 




· If ‘some’ or ‘much sharing’ – How? (Please put X)

	One-to-one person


	Group presentation
	Day-by-day sharing (informal)




· HOW MUCH has your organisation BENEFITED by having participant(s) on the Global Line course?

	Very little 


	Some
	Much 




· WHAT has the organisation GAINED?

· DID Global Line meet your organisation’s NEEDS for LEARNINGS? 

	Very little 


	Some
	Much 




· Have learnings from Global Line been USEFUL to reach AIMS of PROJECT WITH DANISH PARTNER organisations?

- How?

· Have you been asked to EVALUATE the course?

(Please put X)

	Yes


	No


· If yes – by WHO? (Please put X)

	Disabled People’s Organisation Denmark (Before called DSI, now called DPOD)
	Egmont School
	Danish Partner Organisation 


· WHAT NEEDS for LEARNING does your organisation have today?
· How can we make Global Line course better?

· Should Global Line in Denmark continue, or better with local courses in home-country? (and Why?)
· Have Global Line participants CHANGED in anything in the list below?

(Please put a X on every line) 

	
	CHANGES?

	
	SAME AS BEFORE 

COURSE (no change) 
	A LITTLE – SOME CHANGE 
	MUCH CHANGE

	Participatory in work style?
	
	
	

	Brave to speak in front of many people?
	
	
	

	Active in organisation work?
	
	
	

	Open-minded?
	
	
	

	Self-confidence?
	
	
	

	Cooperation skills?
	
	
	


· If ’a little, some or much change’: How does this change organisation work?
THANKYOU AGAIN VERY MUCH FOR YOUR TIME AND ANSWERS

Please return this as soon as possible to:

mvhconsult@mail.dk
or fax number: (+45) 33252835

Annex 8: Compiled results of questionnaire’s Lickert Scale questions, Global Liners, graphic view
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Global Line?
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Leadership in your organisation

Danish partner organisation
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Was there and agreement for how 

you could use the Global Line 

course in your organisation?
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Was teaching easy or difficult to follow?

Number of persons 

Easy
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Difficult
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How often did you have contact with your 

home-organisation while you were in Denmark?
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None or very little
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How much contact did you 

have with the Danish Partner Organisation while in

Denmark?

Number of persons 

None or very little

Some

Much
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How was it having people 
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How was it having 

mix of men and women in Global Line?
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women
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find it interesting?
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How much did you learn about 

rights of people with disabilities at Global Line course?

Number of persons 

None or little

Some

Much

No answer
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Did Global Line change how 

you understand democracy?

Number of persons 

None or little
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Much

No answer
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participants?

Number of persons 
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No
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If yes, before or after the Global Line course?
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Democracy in daily life

Number of persons 
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Democracy in society
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Tools for organisational development
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Human rights and rights of people with disabilities
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Not at all
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Not at all
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Fundraising

Not at all

A little or some
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LFA - Logical Framework Approach
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Conflict Management

Number of persons 

Not at all

A little or some
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Not at all

A little or some
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Teaching approaches
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Workshop planning

Number of persons 

Not at all
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Participatory in work style

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Brave to speak in front of many people

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Active in organisation work

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Self-confidence

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Cooperation skills

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Equality in position between

men and women

Number of persons 

Same as before course (no
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Much change

No answer
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Sports and use of body 

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Kitchen work at home/cooking

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Listening to what others think

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Understand people who are different from me

Number of persons 

Same as before course (no

change)

A little - some change

Much change

No answer
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Respect for people have equal rights 

and should be treated equal

Same as before course (no change)

A little - some change

Much change

No answer


� The responses from the questionnaires to the Global Line participants have divided themselves as follows:


Ghana:	12 (11 women, 1 man)


Uganda:	18 (11 women, 7 men)


Nepal:	6 (3 women, 3 men)


Philippines:	2 (women)


India:	1 (man)


South Africa:	0





� Clarification of terminology used in this report:


The Global Line course may also be referred to as the Egmont course.


Participants at Global Line always refer to former participants (currently there are non – the next batch is planned for arrival in autumn 2008). The Global Line participants may also be referred to as ‘Global Liners’.


Egmont teachers refers to both current and former teachers at Egmont School who have taught on the Global Line course.








� The responses in the questionnaires are: Organisational development, Capacity building, Human rights and rights of PWDs, SWOT analysis, Fundraising, Gender, Workshop planning, Advocacy and lobbying, Proposal writing, HIV/AIDS, Communication skills, Computer skills, Democracy, LFA, Teaching methods and skills, and Transparency. Thus practically all subjects offered at Global Line are mentioned by the participants as having been shared with their organisations. 





� The Global Liners have also been asked about other courses they have participated in since their stay at Egmont. The responses to this show that sometimes topics are repeated in other courses, but most Global Liners have either not participated in other courses since Global Line, or they mention some topics which are not repetitive of Global Line courses. This increases the likelihood of their learnings applied in their organisation as coming specifically from the Global Line course. There is no problem in repeating topics one has attended a course in before. The question posed was simply to attempt to look at how likely it is that learnings stem from Global Line.


� Also mentioned as what learnings have been used most in the organisation work are the following subjects: Computer skills, Report/proposal writing, Democracy, Workshop planning and Project planning and management, Organisational development, Awareness raising, Personal development, Capacity building, Communication skills, Human Rights, Fundraising, Gender, Budgeting, Accounting, Punctuality, Research, SWOT analysis.


� Only 2 answer ‘Not so much’, and 3 participants do not answer the question about whether Global Line gave them what they needed for their organisational work.


� It should be noted that not all subjects have been offered in the Global Line course throughout all 8 years of existence (for example, Journalism has only been offered since 2005). This will affect the score to some degree.


� The compiled list of responses given by south organisations to the questionnaire’s ‘What skills have been used most?’ is as follows: Proposal writing, Reporting, Planning of activities, Implementation of activities, Attending meetings, Gender, Human Rights, Rights of PWDs, Organisational development skills used in process and planning, Project Management, Leadership, Accounting, Computer, Organizational skills, Lobby and Advocacy, Giving one’s view and idea, LFA, Workshop planning, Democracy.


� The compiled list of topics mentioned in the questionnaires when asked ‘what needs for learning does your organisation have today?’ are: Exchange visits with like-minded organisations, Cultural exchange, Leadership, Democracy and Decision-making, Rights of PWDs, Organisational development process, Gender, Capacity building, Knowledge of barrier free environment, Human Resource Management, Computer skills, Advocacy, Organisational management, Resource mobilization of grassroots, Communication, Accountancy, Secretarial training, Large scale project design, Networking skill, Advanced knowledge on policy-making, Long-term strategy planning, Good governance.


� The Danish Association for Disabled (DHF), for example, has very positive experiences with the effect of involving the Global Liners more in their organisational activities, both regarding the Danish members’ increased interest for development issues in the south, and also the experience-value for Global Liners when given the chance to involve him/herself more with the Danish organisation.


� One Global Liner observed an AGM in a large Danish organisation, which he refers to as the fundamentally most important thing he experienced in Denmark in relation to his understanding of democracy. Another person visited a school in Denmark for autism, and got the idea from that to arrange workshops for siblings to children with intellectual disabilities in her own country.


� Only nine responses are shown in the table, since one respondent was not able to answer due to the fact that he had received a draft version of the questionnaire where the table was not included.





� Two male participants speak of their participation in the kitchen and in house-work due to the Egmont course having worked as an eye-opener.


� However, it does mean that it is not always specifically the organisations participating in DPOD’s Mini-programme or those cooperating with Danish partners that are reached, but that it is south DPOs in general.





� The questionnaire asks ‘How was it having people from different countries and with different disabilities in Global Line?’


� There is an example of this resulting in a south organisation having received the invitation rather late, and thus they sent an application too late to come into consideration for Global Line course that year.


� The Guidelines for Global Line state: “This should be a description of which tasks and areas of work the organisation expects the participant to be involved in after his/her return from Egmont. The Danish organisation and the organisation in the South have to make sure that the participants are informed about the content of the course, have relevant expectations and are aware of their future plans after the course.”


� In Nepal, one of the organisations has the written agreement that for two years after participating in Global Line, the participant must engage in voluntary work at least once a week in the organisation. This seems to function quite well in the specific organisation. 


� This document is to be signed by all three parties and among other things states “that the south organisation commits itself to make sure that the Global Line participant on return to his/her organisation will be doing qualified tasks according to the received training for a period of at least 1 year. (…) Preferably the organisation and the Global Line participant should develop a plan describing in what way the participant will be involved in the organisations work after his/her return”.


� The responses in the questionnaires divide themselves quite evenly among all three possible answers (Very little/Some/Very good information), except for the fact that participants from 2004 and 2007 are not included in those who respond that ‘no’ or ‘very little information’ was provided, thus indicating that at least in these years enough information was sent out beforehand.


� This is not only in consideration of general food habits in the perspective of the big changes being experienced with cultural exposure, but also in consideration for religious reasons, such as Hindus not eating beef and Muslims not eating pork.





� The reporting format covers the teachers’ assessment of: The course theme, the composition of the group of participants, how they have functioned, also how they have functioned in relation to the other Danish school students, the 3 most important lessons learnt (also specifically in relation to the chosen theme), the cooperation with DPOD and with the Danish member organisations, the course programme hereunder the participants’ 3 favourite topics and the 3 least interesting topics for the participants.





