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ACRONYMS ORGANISATIONS

ADA Austrian Development Agency

ADREMGUI Association pour le Développement Rural et l’Entraide Mutuelle de Guinée

AFRIMAP Africa Governance Monitoring and Advocacy Project

AJWS American Jewish World Service

AWDF African Women’s Development Fund

CSO civil society organizations

DANIDA Danish International Development Agency

EU European Union

FONAC Front des Organisations Nationales contre la Corruption

GBV Gender Based Violence

GIZ Gesellschaft für Internationale Zusammenarbeit

INGO International Non-Governmental Organization

IOM International Organization for Migration

IRC International Rescue Committee

KPMG Klynveld Peat Marwick Goerdeler

NGO Non-governmental organization

OFACI Organisation des Femmes Actives de Côte d’Ivoire

ONEF Organisation Nationale pour l’Enfant, la Femme et la Famille
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ONG FEM3 ONG Génération Femmes du Troisième Millénaire

OSIWA Open Society Initiative for West Africa

PSCDP Plateforme de la Société Civile pour la Paix et la Démocratie

RIFONGA Réseau pour l’Intégration des Femmes des ONG et Associations Africaines

ROTAB Réseau des Organisations pour la Transparence et l’Analyse Budgétaire

SOS FEVFF SOS Femmes et Enfants Victimes des Violences Familiales

SW Social Watch

UDEC Union pour le Développement et la Coopération

UN United Nations

UNDP United Nations Development Programme

UNFPA United Nations Fund For Population Activities

UNODC United Nations Office on Drugs and Crime

UNOPS United Nations Office for Project Services

USAID United States Agency for International Development

WACSI West Africa Civil Society Institute

WANEP West Africa Network for Peacebuilding

WIPNET Women in Peacebuilding Network
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Key leaders of ADREMGUI, a civil society 
organisation in Guinea, are happy that 
skills acquired from WACSI a few years 
ago have enabled them to transform 
their organisation from a union of 
friends to a professional and credible 
organisation. 

ADREMGUI has become a reference organisation 
in the region of Kindia in the lower region of 
Guinea Conakry. Attaining this reference status 
within civil society sector is an outcome of 
hard work and a high level of will power by the 
management of the organisation to implement 
best practices recommended by WACSI in 
the course of a three-year capacity building 
programme with support from OSIWA.

ADREMGUI took part in 2012 in Conakry, Guinea 
and in 2013 in Bassam, Cote d’Ivoire in the 
first two phases of the capacity development 
programme. WACSI visited the organisation in 
2014 for a coaching session. This enabled the 
Institute’s technical team to understand the 
strengths and weaknesses of the organisation. 
ADREMGUI was provided with basic steps on 
how to consolidate its strengths and surpass its 
challenges.

Prior to the coaching visit, there was no 
organisational policy for staff at ADREMGUI. 

The coaching team identified this as a weakness 
and advised the organisation to develop a staff 
policy that will instill discipline among staff. The 
management of ADREMGUI took this seriously 
and developed one for its staff. Staff is happy 
with the existence of the staff policy, which they 
consider to be a helpful tool which helps them 
to meet the basic disciplinary requirements of the 
organisation. 

Beyond this, the capacity building programme 
has been of immense relevance to ADREMGUI. 
Lessons, tools and organisational governance 
strategies learnt from the programme have 
served as a ladder that has guided ADREMGUI to 
attain excellence in delivering its mandate.

“ADREMGUI has become a reference organisation 
in the region of Kindia. We have moved from an 
association of goodwill ambassadors to a credible 
development organisation”, Aminata Ousmane 
Bangoura, Coordinator of the organisation said.

He explained that ADREMGUI has grown from a 
union of friends who combined their ideas and 
resources to contribute towards the development 
of their community, to a well-structured 
organisation with principles, rules and regulations 
and a systematic system of governance and 
operational standards that guides all processes 
within the organisation. 

ADREMGUI has become a 
reference organisation in the 
region of Kindia. We have moved 
from an association of goodwill 
ambassadors to a credible 
development organisation

#5



Lansana Bangoura, Community Development 
Agent for Tondon Community said.

A key lesson ADREMGUI took from this 
programme and practically applied it within the 
organisation was the separation of powers within 
the key organs of the organisation – the board 
and the operations team. 

How did ADREMGUI achieve this?

The most important change stimulant for 
ADREMGUI was its understanding of how 
organisations within organised civil society 
operate.

“Today, ADREMGUI has a better understanding 
of how associations and CSOs should operate”, 

Today, ADREMGUI has a better 
understanding of how associations 
and CSOs should operate
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“When the organisation was established in 2006 
all activities were implemented by an elected 
executive bureau. But, over time, and thanks to 
the support of WACSI since 2012, we received 
a lot of assistance, trainings and advice which 
have helped us to be where we are”, Aboukalar 
Camara, Community Development Agent for 
Badi Community said.

“Firstly, we decided to immediately separate the 
institutional arm [board] from the operational 
arm [staff]. Today, there is an autonomous 
board, which has the decision-making power 
and gives recommendations to the operations 
team. We also have a technical team [staff], led 
by a Coordinator, that oversees the execution of 
projects in the field”, Camara added.

Adding to the structural reformations, the 
Coordinator explained that lessons learnt from 
WACSI empowered them to make strategic 
decisions that have enhanced their efficiency. 

“We now have an accountant, a position we did 
not have in the past [prior to 2012]. Secondly, we 
have procured project management tools such as 
the programme management dashboard, which 
we were introduced to during the training. This 
is in addition to the free financial management 
and monitoring and evaluation tools given to us 
during the trainings”, Bangoura said.

How have these benefitted 
ADREMGUI?

All three who were interviewed have been 
in the organisation since its creation. They 
unanimously acknowledged that this capacity 
building programme contributed enormously to 
a positive transformation of the organisation. 
They say ADREMGUI has been transformed from 
a union of friends who worked for the social good 
of their community to a well structured, more 
professional and credible organisation.

Ousmane Sylla, Vice Board Chair of ADREMGUI 
said, “since your [WACSI coaching] visit we have 
witnessed positive changes in our organisation”.

The Coordinator expatiated on some of these 
positive changes.

“Let me reiterate that it is because of these 
tools that we have been able to secure strategic 
partnerships, for example, with Plan Guinea. 
Their evaluation [of ADREMGUI in 2012] focused 
on administrative and financial management 
procedures”, he said.

Plan Guinea conducted a thorough assessment of 
ADREMGUI in 2012. The Coordinator opined that 
his organisation passed the assessment because 
they had put into practice several of the lessons 
learnt from WACSI’s trainings in 2012. Because of 
this, ADREMGUI has been Plan Guinea’s strategic 
partner since 2013.

The Coordinator is most pleased that ADREMGUI 
is slowly but steadily gaining some financial 
sustainability.

“The capacity building programme we had with 
WACSI has helped us to quadruple our annual 
budget. We had an annual budget of about 200 
million Guinean Francs1 [in 2012], but today 
[October 2015], we have an annual budget of one 
billion Guinean Francs2”, he said.

Despite all these accomplishments as a result 
of WACSI’s capacity building support, the 
Coordinator said his greatest satisfaction comes 
from “the role that we are currently playing as a 
credible development actor in Lower Guinea”.

“Today, ADREMGUI is a reference organisation. 
ADREMGUI is actively participating in the 
development of the different districts”, he said.

1 Approximately twenty five thousand six hundred United States 
Dollars ($25,600)

2 One hundred and twenty eight thousand United States Dollars 
($128,000)
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Benefits of Improved 
Internal Governance 
to FONAC

FONAC, a leading civil society organisation in 
Benin is attracting more donor support following 
their willingness to adopt best practices and 
recommendations from WACSI. 

It has improved our 
popularity, credibility 
and seriousness
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FONAC is among the leading organisations in 
Benin that fight against corruption and the abuse 
of human rights.

Established in 1998, the organisation enjoyed 
the opportunity of managing projects with a 
maximum budget of about forty five million CFA 
francs (45,000,000 FCFA)1 until 2012. 

The potential of the organisation had not 
been fully exploited because of some internal 
governance weaknesses it possessed. It had 
not held a general assembly since 2003. It did 
not have a strategic plan. FONAC did not have 
a mechanism in place to audit its accounts 
annually. 

These were some of the challenges that limited 
the efficiency and clarity of purpose of the 
organisation. 

“We did not know that we had to develop a 
coherent document to enable us to be clear on 
our objectives and actions”, confessed Marcelin 
Hounkpevi, General Secretary of the Board of 
FONAC.

This orientation was changed, thanks to WACSI’s 
trainings in 2012, 

Marcelin represented FONAC in these trainings. 
He was affectionately christened the ‘village 
head’ of the civil society community that took 
part in these trainings in Conakry, Guinea in 2012. 

He gathered lessons that helped him to lead 
his organisation to take practical steps towards 
institutional transformation.

“We developed a three year strategic plan from 
2013 to 2015”, he said.  This was an immediate 
outcome of WACSI’s intervention.

1 Approximately ninety thousand United States Dollars ($90,000)

“We organised a general assembly after ten years”, 
said Cléophas Gbédji Oké, Third Vice Coordinator 
in Charge of Development.

Gbédji Oké flagged this as an outstanding 
accomplishment after WACSI’s enlightening 
capacity building support in 2012. This came 
ten years after the organisation held its last 
general assembly; but only a year after WACSI 
emphasised on the need for organisations like 
FONAC to hold general assembly meetings 
within specific periods.

In the same year (2013), FONAC conducted 
its first organisational audit. This practice was 
replicated in 2014.

“We conducted organisational audits in 2013 
and 2014. We invited an external firm to audit 
our accounts and internal processes”, Gbédji Oké 
said.

Revamping best practices in the organisation has 
helped FONAC to become more credible.

“It has improved our popularity, credibility and 
seriousness”, said Gbédji Oké. 

He explained that this has boosted the self-
esteem of FONAC’s team.

“We are more confident when entering into 
partnerships”, he said.

Gbédji Oké explained that when the organisation 
presents its audit reports, strategic plan and well-
structured reports to partners, these portray a 
better image of them.

Such qualities of CSOs do not go unnoticed. 
They attract rewards in the form of fruitful 
collaborations. This is the case of FONAC. A 
substantive reward for their efforts of putting in 
place recommendations from WACSI is a three 
million 
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United States Dollars grant by 
USAID to combat trans-national 
organised crime in Benin between 
October 2014 and September 2019. 

Other benefits of improved 
governance to FONAC include the 
following:

FONAC has been solicited by UNDP 
to collaborate in implementing a 
project to promote good governance 
and the fight against corruption in 
Benin;

The organisation has been solicited 
by Transparency International to be 
its representative in Benin; and

FONAC won a grant from UNODC 
to implement a four-month project 
to promote good governance within 
small and medium size enterprises 
in 2015.

FONAC is currently reaping the 
results of upholding leading practices 
they learnt from this programme. It 
has overcome the trial moments 
that it went through between 2011 
and 2013; period during which they 
lost their conducive office and were 
not able to smoothly cater for their 
administrative expenses. 

Our approach to 
governance has changed… 
we used to consider our 
organisation as an informal 
association. But with 
the help of WACSI, our 
organisation is becoming 
more professional
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There is no doubt that 
OFACI, once known 
to be among the most 
influential women’s 
associations is back on 
its feet with greater 
commitment to extend 
its activities beyond 

Abidjan to address more 
issues plaguing women 
across Cote d’Ivoire.

OFACI was a one time credible 
and influential women’s 
association in Cote d’Ivoire in 
its early days, but, it had been 
functionally paralysed by its 
leadership struggles.

The new Board Chair, Diaby 
Nassoumba described the 
organisation as ‘almost dead’, 
given the turbulent leadership 
challenges they were faced with 
prior to WACSI’s coaching visit in 
2014. 

Thanks to WACSI’s training on 
organisational leadership and 
management in 2012 and the 
coaching visit, OFACI is back 
on its feet. It acquired useful 
governance and operational skills 
which is helping the organisation 
to revive its systemic turbines.

“OFACI of today should not 
function as a disorganised 
neighbourhood group”, Fanta 
Doumbia, President of the 
revamped executive committee 
stated.

WACSI’s coaching team 
emphasised the need for OFACI 
to have a stable leadership team 
with immediate effect. Constant 
Gnacadja, a WACSI Associate and 
capacity building expert who was 
part of the coaching team urged 
OFACI to take steps to regain its 

position as the No. 1 women’s 
organisation that promotes the 
rights of women in the country.

Together with Dr. Emmanuel 
Esso, a WACSI Associate capacity 
building expert and Capacity 
Building expert Jimm Chick 
Fomunjong, Communications 
and Information Officer of 
WACSI, they convened a 
meeting where the coaching 
team emphasised that it was 
imperative for the organisation 
to revamp its governance system 
in response to the existing 
leadership vacuum, through 
a general assembly. This was 
suggested to let the organisation 
vote a new board and set up a 
new executive team to ensure 
that OFACI lives again.

The organisation heeded to 
these recommendations among 
others. On September 27, 2014 
the organisation held a general 
assembly, seven years after the 
last general assembly was held in 
April 2006.

This meeting saw the voting 
in of new board members and 
a renewed executive team.  A 
seven-member board was voted 
in, reducing it from fifteen 
members. This was to promote 
efficiency of the organ. A five 
member executive bureau was 
also voted in to oversee the 
operations of the organisation. 
Diaby Nassoumba took over from 
Namizata Sangaré as Board Chair 
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while Fanta Doumbia took over from Mafelina 
Dosso as President of the Executive Committee.

Also, the organisation’s first procedures manual 
was adopted at the meeting.

Since taking this WACSI-inspired move, there has 
been a wave of change in the organisation. The 
board meets quarterly, with their last meeting 
held in January 2015. This is to enable the board 
to provide strategic guidance to the refreshed 
organisation.

“The major change we’ve experienced in the 
organisation after WACSI’s [coaching] visit 
pertains to the proper functioning of the 
organisation”, the Board Chair said.

This is characterised by the existence of well 
functioning organs such as the board and the 
executive team. There is a transparent and 
more effective execution of activities and 
most importantly, the adequate circulation 
of information among all members of the 
organisation. 

“This is done through weekly staff meetings, 
monthly meetings with members of the 
association, text messages and telephone calls”, 
Nassoumba said.

She explained that in the past, information was 
shared from ‘ear to ear’. This is an unconventional 
approach of communication in which information 
was shared in a biased manner among members 
of the organisation.

“This was not helping the organisation to achieve 
meaningful results”, the Board Chair noted. 

She also lamented that prior to the coaching visit, 
the organisation focused more on the needs of 
women in Abidjan, the economic capital of Cote 
d’Ivoire. Discussions during the coaching session 
enabled them to understand the need to devote 
more attention to the cries of women across the 
national territory. They were also encouraged to 
involve more women from all walks of life and 
across the nation in their projects.

OFACI has been enlightened on the relevance 
and benefits of a well set up and functional 
governance system.

“Our approach to governance has changed… we 
used to consider our organisation as an informal 
association. But with the help of WACSI, our 
organisation is becoming more professional”, 
affirmed a satisfied President of the Executive 
Committee, Fanta Doumbia.
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ROTAB
A new Board Powers Efficiency in

With a new Board of Directors, ROTAB 
has started a new journey towards 
greater transparency, efficiency and 
accountability. 

ROTAB created its first board in 2013, since its 
establishment in 2003.

ROTAB works to promote accountability and 
transparency in the natural resources sector 
in Niger. Since its creation, it has made strides 
in advocating for mining companies in Niger 
to declare the revenues earned from resources 
exploited in the country. 

The absence of an internal supervisory organ (a 
board) to oversee and guide the operations of the 
organisation weakened their ability to achieve 
more.  The lack of supervision left the programmes 
team to function in an ad hoc manner.

Formerly, when the organisation functioned in 
the absence of a board, the staff explained that 
they encountered challenges such as:

i. Poor transparency and   accountability by 
the organisation;

ii. All staff did not have the same level of 
information on the work of the organisation;

iii. Difficulty in producing annual reports; and

iv. There were suspicions and apprehensions 
amongst colleagues.

These poor standards of internal governance 
have been cleaned up from one of Niger’s leading 
advocacy organisation. The transformation was 
brought about through the establishment of a 
board during the general assembly held by the 
organisation on 26 August 2013. 

The board was created after ROTAB was made to 
understand the relevance of such an organ at the 
helm of the organisation. This lesson was shared 

#13



by WACSI during one of the modules on Board 
Governance and Strategic Planning in 2012, 
which Saidou Arji, Programmes Officer of ROTAB 
participated in. 

“The process of creating a board commenced in 
2012 after your [WACSI] training”, said Ousmane 
Naomi, Vice Coordinator of ROTAB.

The organisation reviewed its procedures manual 
in preparation towards their general assembly in 
2013. This was also in response to a lesson learnt 
from the same training. They developed internal 
rules and regulations that reflected the current 
state of the organisation to boost their efficiency. 
This saw the addition of the new organ – the 
board. 

The procedures manual was adopted by the 
general assembly. This saw the official existence 
of the board. It has a mandate of four years. Its 
main function is to serve as a higher observatory 
body and provide overall supervision of the 
executive committee and the staff. The executive 

committee undertakes the day-to-day operation 
of the organisation. Since its creation, the board 
meets every six months.

“The board reviews reports by the executive 
committee and programmes staff. It provides 
recommendations to enhance programme 
delivery and the management of the organisation”, 
said Seydou Abdoulaye, Programmes Officer of 
ROTAB.

This has helped the programmes staff and 
executive committee to operate in a more 
strategic manner. This approach has proven to 
be more productive than their ad hoc mode of 
operations prior to the creation of the board.

“During board meetings, we are assessed based 
on our performance in line with objectives in our 
strategic plan”, Aminata said.

The existence of a board and the regular board 
meetings has enabled ROTAB to be able to 
produce annual reports in a continuous and 
timely manner.
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“In the past, we had difficulties in fulfilling 
our obligation of producing annual reports for 
submission to state authorities. It was a terrible 
challenge. We could struggle for more than 
six months to produce an annual report”, the 
Programmes Officer explained.

He is pleased that they no longer encounter this 
cumbersome process. 

“Today, with the establishment of the board 
we produce a report on our programmes and 
activities every six months for submission to the 
board. 

Within forty-eight hours, we can produce an 
annual report and submit to the ministry of 
interior. The government cannot reproach us 
in our efforts to promote good governance and 
transparency”, he explained.

We have significantly enhanced our governance. 
This has enabled us to ensure transparency and 
accountability among the organs in ROTAB and 
between ROTAB and the government of Niger

ROTAB remains a leader in the civil society sector 
in Niger. Not only because of its forceful results 
oriented advocacy efforts in the country, but also, 
because it has strengthened the foundations of 
its internal governance structures.

Staff of ROTAB celebrate the fact that the 
existence of a board promotes transparency, 
accountability, equal access to information on 
the organisation by all staff. These breed a culture 
of collegiality among staff and between the 
different organs of the organisation. 

“We have significantly enhanced our governance. 
This has enabled us to ensure transparency and 
accountability among the organs in ROTAB and 
between ROTAB and the government of Niger”, 
Abdoulaye concluded.
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Enhanced Governance 
Leads to Efficiency at ONEF

Good governance practices alongside 
separation of powers are helping 
ONEF to address critical issues that 
once undermined its growth and 
development within the organisation.

The Executive Director of ONEF, Adja Roland 
is using skills acquired from WACSI’s capacity 
building programme to build a solid organisation. 

“Our participation in this capacity building 
programme has been beneficial to the 
management of ONEF. We learnt a lot and have 
applied most of what we learnt. This has done us 
a lot of good”, said Mr. Adja Roland.

The Executive Director explained that the 
modules delivered were relevant to his 
organisation. “The modules were relevant to us 

because they addressed critical issues facing our 
organisation”. 

This programme enabled ONEF to diagnose 
the critical challenges which inhibited their 
effectiveness. 

“Before the trainings, ONEF did not have an 
adequate human resource documentation 
system. There was no staff responsible for 
managing human resource. Our monitoring 
and evaluation was weak. There was no salary 
scheme for staff and staff were not registered 
under the national social insurance scheme. 
In fact, we were not well organised”, Mr. Adja 
explained. 

Today, Mr. Adja and his team are appreciative of 
the strides made. They learnt and implemented 
worthwhile lessons from the capacity building 

A major success from 
this programme is the 
separation of duties 
between the Board and 
the Executive Director
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programme. These have enabled them to be 
more efficient and effective in the delivery of 
their duties.

The Executive Director flags the pivotal impact 
this programme made on ONEF.

“A major success from this programme is the 
separation of duties between the Board and the 
Executive Director”. 

How did they achieve these?

“After the trainings, I conducted a step-down 
training for my colleagues. We proceeded to 
develop a procedures manual for ONEF in 2013. 
We developed a coherent organogram to ease 
coordination among the team”. The Executive 
Director explained.

Board members also benefitted from these 
lesson-sharing sessions. This was to instill good 
governance practices in the Board. This yielded 
positive results for the organisation.

Firstly, they reduced the board size from 32 
members to 10. This change occurred during the 
organisation’s general assembly in September 
2014. Apart from the Board Chair who was the 
only elected member on the Board, the two 
internal account auditors on the Board were also 
elected into office.

In the past, the Board Chair was the only elected 
member on the Board. Once elected, the Board 
Chair would pick and choose whom to work 
with on the Board. This practice did not foster 
professional guidance for the organisation. 

The coaching visit by WACSI to ONEF in 
2014 helped to strengthen good governance 
practices in the organisation. This consolidated 
the proactive measures put in place by the 
management of ONEF. During the coaching 
visit, the coaching team recommended that 

ONEF should have an Executive Director with 
the powers to lead the organisation.

Lessons from the trainings in 2012 and 2013, 
coupled with the coaching session of 2014 
influenced significant governance changes at 
ONEF. Mr. Adja was mandated with the duty 
to lead and govern the organisation in a more 
professional manner.

Quizzed on what influenced the courage for him 
to influence such drastic but impressive changes 
in ONEF, he confidently said, “of course, it is 
thanks to the effective governance skills you 
[WACSI] gave us”. 

He concluded that his team is quite satisfied and 
happy with the current changes and progress 
experienced at ONEF.  

Testimonies from staff

“In the past, we did not have a salary scheme. 
We were empowered to develop one and we did. 
This scheme enables staff to have a basic salary 
all through the year including holidays, which 
was not the case. This has made staff to be more 
committed and motivated”, Mrs. Kouame

Seri Xari was appointed to head the newly 
created human resources department at ONEF. 
He explained that several new strategic decisions 
have fueled an enhanced performance of staff.

 

“We have put in place a time management 
system. We record the arrival and departure 
times of all staff. This enables the organisation to 
ensure effective time management by staff. This 
instills discipline in staff which has contributed 
to a more performing team”. 
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In a KPMG micro-evaluation scrutiny of the 
organisation in April 2015, it was observed that 
SOS FEVFF has an organisational structure and a 
governance system that is well suited to execute 
projects under the UN.

Mariama Moussa, President of SOS FEVFF 
explained that this finding could be traced back 
to WACSI’s capacity building support to her 
organisation. 

She said trainings organised by WACSI in 2012 
and 2013 helped them to identify the weaknesses 
of the organisation. She added that the coaching 
support in 2014, which was a follow-up to 
the trainings, provided SOS FEVFF with vital 
recommendations that enabled them to enhance 
their governance.

SOS FEVFF Becomes 
a Reference NGO in

NIGER

Stringent measures adopted 
by SOS FEVFF to enhance the 
organisation’s capacity are yielding 
results. SOS FEVFF  has been 
identified to implement United 
Nations (UN) projects in Niger.
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“WACSI shared valuable recommendations 
with us. We took serious actions to apply these 
recommendations”, she said.

Heeding to these recommendations has 
boosted the organisation’s performance. It has 
enormously contributed to enhance its credibility 
within the development sector in Niger, and its 
visibility across the globe.

“Today, SOS FEVFF has become a reference non-
governmental organisation (NGO) in the domain 
of fighting violence against women and children 
and gender-based violence in general”, said the 
President.

It is also the only local organisation accredited 
to use a universal Gender-Based Violence (GBV) 
monitoring tool, alongside other INGOs and a 
few UN agencies like IRC and UNFPA.

The elevation of SOS FEVFF from a normal local 
NGO to a reputable reference organisation in the 
country came at a cost.

The management took stringent measures 
in line with recommendations from WACSI’s 
coaching team to stir systemic change within the 
organisation.

“We have revamped our organisation’s structure”, 
Traore Alzouma, Programmes Officer of SOS 
FEVFF said.

He explained that the functions of the Executive 
Bureau and the programmes team have been 
clearly defined and separated. This has eliminated 
conflicts between the two key organs of the 
organisation. It facilitates a smooth functioning 
in the delivery of programmes by SOS FEVFF.

“This is a good thing. Before our participation in 
this capacity building programme, the Executive 
Bureau regularly interfered in programme 
implementation. This posed a lot of challenges 
to the programmes team in our efforts to 

accomplish our mission despite the fact that we 
were expected to report on our accomplishments 
periodically”, Alzouma said.

In addition, the Programmes Officer explained 
that the organisation has recruited young 
Nigeriens to support the programmes team.

The President concurred to this. “We increased 
our personnel. Today, we have a programmes 
officer and an assistant, an accountant, a 
psychologist and social workers. We have opened 
up five new offices at the regional level”, she said.

These were done in response to suggestions by 
the coaching team to the organisation in May 
2014. The Programmes Officer lauded WACSI for 
providing such strategic advice that has helped 
him to improve his productivity and that of his 
team.

“With more youths recruited, there is division 
of labour. I am no longer overwhelmed as was 
the case prior to the coaching visit. We now have 
an increased capacity to intervene across the 
country”, he testified. 

WACSI shared valuable 
recommendations with us. We 
took serious actions to apply 
these recommendations

Heeding to these 
recommendations has boosted 
the organisation’s performance. 
It has enormously contributed to 
enhance its credibility within the 
development sector in Niger, and 
its visibility across the globe.
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SOS FEVVF Attracts 
More Partners

The president of SOS FEVFF, Mariama 
Mousa and her team are happy that 
WACSI’s support has empowered their 
organisation to attract more donors to 
support their work. 

Mariama Moussa is satisfied with the milestones 
her organisation has recorded between 
September 2012 and July 2015.

This was the period during which, WACSI, 
with support from OSIWA, provided capacity 
building support to her organisation. 

Mariama Moussa and her team explained that 
this support has enabled SOS FEVFF to grow 
into a credible and renowned non-governmental 
organisation in Niger.

Prior to the programme, the organisation 
worked with very few donors. Today, they have 
many more donors they work with. Some of 
these include the United Nations Population 
Fund, Oxfam Novib, The United States Embassy, 
Plan Niger and Caritas Denmark, which is their 
most recent partner.

“WACSI has helped us to open more doors”, she 
said. 

This has improved the financial stability of the 
organisation. It has helped the organisation to 
more than double its annual budget. 

“Before the programme, our total annual budget 
was one hundred and twenty eight million 
francs CFA1 (128,000,000FCFA). Three years 
after the programme, our budget has scaled up 
to three hundred and fifty two million francs 
CFA2 (352,000,000FCFA)”, explained, Traore 
Alzouma, Programmes Officer of SOS FEVFF.

In addition to the enhanced structure and 
functioning of the organisation, he attributed 
this tripled financial success to the improved 
visibility of the organisation.

“Many partners have approached us. This 
resulted from the increased visibility of the 
organisation”, he said.

He said the coaching team advised them to 
boost their visibility by creating a website and a 
Facebook page.

To justify this, Mariama Moussa explained that 

1 Two hundred and fifty six thousand United States Dollars 
($256,000)

2 Seven hundred and four thousand United States Dollars 
($704,000)
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Caritas Denmark learnt about the work 
of SOS FEVFF through their website. She 
is happy that the organisation has been 
empowered to attract more donors to 
support their work.

“This has helped us to move from 
implementing short term activities to 
implementing long term programmes”, she 
said. To reiterate a piece of advice from the 
coaching team which SOS FEVFF will live to 
remember, she said, “and like the coaching 
team from WACSI told us, only such long 
term programmes can help organisations to 
be sustainable”. 

WACSI has helped us to 
open more doors

This has improved the 
financial stability of the 
organisation. It has helped 
the organisation to more 
than double its annual 
budget
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Enhanced Human Resources 
Management Benefits 
ONG GFEM3

Having eliminated an ad hoc staff 
recruitment approach, ONG GFEM3 
is on a solid path to success as the 
organisation now recruits new staff 
based on merit and qualification.   

“We now have a team that knows where we 
are going as an organisation”, stated Mr. Dro 
Constantin, Executive Director of ONG GFEM3.

He committed himself to establish improved 
organisational practices in ONG FEM3 since he 
took part in the capacity building programme in 
2012.

The current situation is a vast contrast to what 
existed in the organisation.  

The founder and current Board Chair of ONG 
GFEM3, Mrs. Vehi Honorine Toure, was passionate 
to improve the living conditions of the vulnerable 
in Cote d’Ivoire. She established ONG GFEM3 to 
empower rural women and enhance access to 
and the quality of education for Ivorians. 

Her quest to see improved living conditions of her 
compatriots drove her to assemble like-minded 
individuals such as friends and family relations to 
assist her to achieve the goal of her organisation. 

They achieved some milestones. This wasn’t 
to their expectations. She wanted to achieve 

more. But, the inadequate capacity of her staff 
prevented them from meeting their expectations. 

WACSI’s training on Human Resource 
Management in 2012 helped ONG GFEM3 to 
discover this weakness in its team. 

This training helped the management to 
understand that this ad hoc approach of recruiting 
staff was not helping the organisation to grow. 

There was no proper basic skills set required to 
work in the organisation. This situation prevented 
the organisation from hiring qualified staff.   

“In the past, we had a highly inadequate capacity”, 
the Board Chair modestly stated. This was the 
poor status of the organisation before WACSI’s 
capacity building support in 2012.

“We created the organisation to address a social 
need in our society. We lived and worked as a 
simple association”, she added.

Also, ONG GFEM3 had no specific rules of 
engagement that guided it. That is, there was no 
operations manual. 

She recognised the role WACSI played to enhance 
their capacity. She boasted that WACSI’s trainings 
and coaching helped the organisation to become 
professional.
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“Thanks to your impact on our organisation, there 
has been a lot of significant changes”, she noted.

“A lot of significant changes”, she happily 
reiterated.

One of such is the strategic restructuring of the 
hierarchy of the organisation. Mrs. Toure had been 
the Executive Director since the establishment of 
the organisation until late 2012 after the first set 
of WACSI’s training.

One of the trainings in 2012 dwelt on Strategic 
Planning and Board Governance. Lessons learnt 
from this training influenced her to leave the 
position of Executive Director in 2012. Mrs. Toure 
was then voted to head the Board.

Mr. Dro Constantin, a competent staff took over 
the position of Executive Director. Through the 
capacity building programme, WACSI empowered 
Mr. Constantin with robust organisational 
management skills.

As Executive Director, Mrs. Toure did not test staff 
competence before recruitment. She used sub-
standard recruitment approaches to get team 
members on board.

“Before [the trainings], I would take my cousins 
and we would work together”, she confessed.

The Executive Director confirmed this. “The 
personnel we had was not recruited based on 
competence. This was not helping us. They were 
rarely able to complete tasks assigned to them”.

He explained that it made his work more 
difficult and retarded the organisation’s delivery 
on projects. He added that it lowered the 
productivity level and growth of the organisation.

“I always had to re-do the jobs and this sparked 
a lot of frustrations in the team”, he lamented.

ONG GFEM3 was fortunate to have Mr. 
Constantin’s skills strengthened. He represented 
his organisation in all the trainings and the 
coaching phase of this programme. 

One of the training modules delivered during the 
training session held in Conakry, Guinea in 2012 
focused on human resources management. 

This module provided participants with 
professional approaches of hiring and managing 
staff. This sharpened the Executive Director’s 
skills to address the capacity inadequacies in 
ONG GFEM3. 

Thanks to your impact on our 
organisation, there has been a lot 
of significant changes
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Mr. Constantin shared the professional tips, 
knowledge and skills he gained from the training 
with his colleagues and some board members. 
The findings and recommendations made by 
WACSI during the coaching visit in 2014 further 
strengthened this.

The coaching recommended that ONG GFEM3 
should recruit staff based on competence rather 
than familiarity.

Mrs. Toure explained that, “you [WACSI] 
advised us to review our organisational 
management practices, board governance 
structures, procedures manual and put in place 
better financial management practices in our 
organisation”. 

She added that they have put these in place.

“Today, we are well equipped”, she stated. She 
stated that this has boosted the credibility they 
currently enjoy with donors. It has contributed 
greatly to the significant results attained in their 
resource mobilisation efforts. 

“We used to have small bits of funding worth 
between eight million francs to ten million francs. 
Today, we are implementing a project worth over 

three hundred million francs. We are currently 
working on a project worth over five hundred 
million francs”, the Board Chair narrated. 

She explained that they were able to mobilise 
such huge resources after submitting supporting 
documents to donors. These included the 
organisation’s procedures manual and audit 
reports, which the organisation now has.

“After the coaching visit, we made sure we had 
these documents. We invited auditors to audit 
the organisation”, she noted. 

The organisation has also taken steps in the right 
direction to have staff with the appropriate skills 
set to deliver on the job.

“We now work better than before. Our current 
personnel are no longer my relatives. We 
advertised vacancies online via a career website 
‘Educarierre’. We set up a team to select qualified 
applicants and interview them”, Mrs. Toure 
described their revamped recruitment process.

Expressing her satisfaction with this capacity 
building programme, the founder of ONG GFEM3 
said, “What WACSI and OSIWA have done for us 
is priceless”. 

Mr. Akachi D. R., Finance and 
Administrative Officer of ONG FEM3

“I am the Finance and Administrative Officer of 
ONG FEM3 for over a year now. I was recruited 
following a call for applications that was 
advertised online by the organisation in 2014. I 
applied for this position. A week on, I was invited 
for an interview. After three weeks, I was retained 
to take up the position”. 

Mr. Koua Amani Timo, Accountant, 
ONG GFEM3

“Yesterday [July 1, 2015] was my first day at work. 
I am currently taking part in orientation sessions 
on the functioning of the organisation. I find it 
interesting. About two months ago, this position 
was advertised online which I applied for. Three 
weeks on, I was invited for an interview at the 
office. Three of us were invited for the interview. 
A week after the interview, I was notified that I 
have been retained. I then had a working session 
with the management before fully resuming 
yesterday”.
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There is a glimmer of hope for an estimated 3000 
children of school age in Kouapakro village in the 
Eastern province of Cote d’Ivoire as ONG GFEM3 
raises funds to construct school building for the 
community.

Today, many of these children are either not 
schooling or have to trek eight kilometres daily 
to the far-off neighbouring village of Kekreni to 
realise their dreams of going to school. 

“One of them got bitten by a snake on his way to 
school at Kekreni”, explained Mr. Dro Constantin, 
Executive Director of ONG GFEM3.

This nightmare of low school attendance and 
the dreadful experiences of the school-aged 
population struggling to realise their fundamental 
right to education will soon be a thing of the past. 

By January 2016, these children will have the 
possibility of schooling in their immediate 
community. ONG GFEM3, an organisation 
that works to reduce poverty in the country is 
constructing three classrooms in the community. 
These will replace the lone wooden dilapidated 
structure that currently serves the community.

This modern facility will comprise of three 
classrooms, an office and a packing room. It will 
cost about two hundred and ninety nine million 
francs (299,000,000 CFA)1.

This is the highest ever grant the organisation has 
been able to mobilise since its establishment in 
2003.

Mr. Constantin explained that this success came 
as a result of a strategic, intensive and inclusive 
process by his team. 

“Once we saw the call for proposals in the 
newspaper, we set up a team to develop the first 
draft. The draft was then submitted to the entire 
staff for a critical review and sharing of ideas to 
enrich the document. This process involved two 
days of working past midnight”, he explained.

He added that they adopted this approach in 
response to practical recommendations from 
WACSI’s coaching team in 2014. 

“We heeded to the recommendations of the 
coaching team and the training on resource 

1 Approximately six hundred thousand United States Dollars. 

Restoring Lost Hope for 
School-Aged Children in 
Cote d’Ivoire 
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“We now work better as a team to develop 
proposals. This takes into account the rich 
contributions of staff and greatly enhances the 
quality of our proposals”, the Executive Director 
explained.

Mr. Constantin added that the new approach 
helped them to develop more realistic, 
representative and coherent proposals. He 
attributes this achievement to WACSI’s strategic 
support and guidance to his organisation.

“We are indeed grateful to WACSI and OSIWA for 
this support. In the past, we implemented projects 
worth only eight million francs (8,000,000 XoF)2 
or a little higher. But today, thanks to you, we are 
able to win grants worth hundreds of millions”, 
the Board Chair noted. 

2  About Sixteen Thousand Dollars

mobilisation. These have paid off.” Mr. Constantin 
said with a slight smile of satisfaction.

He further explained how their previous approach 
to raise funds for the organisation failed woefully.

“Before the training in 2013, we used to do 
things haphazardly. We either searched through 
newspapers once in a while, or waited for hints 
on funding opportunities from friends. This made 
things difficult for us as an organisation”, the 
Executive Director pointed out. 

“In the past, a staff would draft a project proposal 
and submit to the Executive Director for review 
and submission to donors. With this approach, 
our proposals were rarely funded”.

WACSI’s capacity building support between 
2012 and 2014 have helped ONG GFEM3. It has 
established itself as an organisation that writes 
winning proposals.

This has helped the organisation’s financial base 
to grow exponentially. They have recorded an 
increase in their annual project income. This 
has increased from about fifty million francs 
(50,000,000 CFA) to over three hundred million 
francs (300,000,000 CFA) in 2015.

Their current proposal winning approach is 
helping them to raise more funds.

“We are close to clinching a five hundred million 
francs (500,000,000 CFA) fund to empower 
youth in the country”, Mrs. Vehi Honorine Toure, 
Board Chair of the organisation hinted.  

The sudden financial boost is a result of a carefully 
revised fund raising approach inspired by WACSI.

“After participating in WACSI’s training and 
benefitting from the coaching, we had to do 
things differently. We’ve set aside a budget to 
buy newspapers daily. It was from one that we 
spotted the C2D call for proposals. 

We are close to 
clinching a five 
hundred million francs 
(500,000,000 CFA) 
fund to empower 
youth in the country
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Since 2013, PSCDP adopts a highly consultative 
approach in developing projects aimed at 
improving the living conditions of inhabitants 
of Bouake and its environs. PSCDP’s broader 
engagement has enabled the organisation to 
develop projects that address concrete needs 
of the people especially the most vulnerable in 
society.

The organisation gained popularity, credibility 
and the trust of local citizens after it revisited 
its approach of engaging its stakeholders in the 
district. 

Staff of the organisation consult with a broad 
range of stakeholders; from its board to 
community groups to canvass pertinent ideas 
that identify the day-to-day problems of its 
primary beneficiaries.

This approach was new to the organisation. It 
was in part inspired by their participation in the 
training on Networking and Alliance Building in 
2013 and harnessed through a coaching visit by 
WACSI to PSCDP in 2014.

The Coordinator of the PSCDP, Ismail Soumaila, 

Increasing Citizen’s Participation 
in Decision Making Processes: 
the PSCDP experience

PSCDP’s approach to involve key 
stakeholders in development planning 
and implementation has led to 
greater citizens’ participation in the 
development process. We are very happy 

with PSCDP. They 
make every effort to 
involve communities in 
projects they want to 
implement

#27



noted that prior to learning lessons on how 
to effectively run a network from WACSI, the 
organisation ‘utilised an archaic governance 
approach’. 

“It was not at all an inclusive process at the 
platform”, he said. He identified this as one of 
the biggest limitations PSCDP faced prior to the 
capacity building support.

The management of the platform worked mainly 
with northerners in Bouake. This did not represent 
the metropolitan nature of their geographic 
scope.

In addition to involving a wide range of relevant 
stakeholders in the project development and 
implementation process, the organisation has 
adopted a more structured operational system. 
This is a vivid contrast to its previous approach.

“Because of WACSI’s capacity building 
support, we have improved on our system of 
management. The Coordinator is no longer 
responsible for all activities in the organisation. 
We now have a Monitoring and Evaluation 
Officer, a Project Officer and a Communications 
Officer who handle specific responsibilities in the 
organisation”, Soumaila said. 

These additions have relieved the work overload 
off his shoulders and contributed to a smooth 
running and more efficient organisation.

WACSI’s capacity building support has helped 
PSCDP to become professional. 

“We are currently being perceived as a more 
credible civil society organisation in Gbeke and 
Hambol”, the Coordinator affirmed.

Involving a broad range of stakeholders in the 
affairs of a more organised PSCDP has enabled 
the organisation to develop projects that address 
concrete needs of the most vulnerable.

We involve beneficiaries 
and all stakeholders whom 
we’ll work with in the course 
of the project from the 
inception phase through the 
implementation phase

In fact, through this innovative approach, 
PSCDP played a leading role in influencing their 
leaders to adopt a participatory budget for the 
municipality, the first of its kind in the country. 
The participatory budget enables citizens to 
determine which projects are of greatest interest 
to them and contribute towards its realisation 
with support funding from municipal authorities. 

PSCDP achieved this by collaborating closely 
with communities that do not have potable 
water, accessible roads, basic health facilities and 
electricity. 

“We helped PSCDP to sensitise the population 
on this initiative [the participatory budget]. We 
had to be involved in the process to make it work. 
PSCDP had little to do in the process”, said Chief 
Vehi Joseph, leader of the Gouro community in 
the Boauké municipality.

WACSI’s capacity building programme inspired 
PSCDP to innovate its approach of working with 
stakeholders to address their problems.
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“The capacity building programme enabled 
the platform to correct its system of project 
development”, the Coordinator stated.

Elaborating on the changes in their 
approach, he said, “We involve beneficiaries 
and all stakeholders whom we’ll work with in 
the course of the project from the inception 
phase through the implementation phase”.

This assertion was approved by Chief 
Vehi Joseph who led his Gouro team 
during deliberations to identify the most 
pertinent projects to be realised under the 
participatory budget scheme from 2016 in 
Bouake. 

“We are very happy with PSCDP. They make 
every effort to involve communities in 
projects they want to implement”, he said.

The coordinator of PSCDP traced this 
outstanding success of his organisation to 
WACSI’s support among other opportunities 
that led to this achievement.

“The capacity building programme by 
WACSI helped us to achieve this.”

He also added that because of its new 
approach, the organisation has won the 
admiration of many more development 
partners interested in promoting peace and 
development in Bouake. As at 2015, PSCDP 
is implementing projects with different 
partners; including USAID, OSIWA and EU.

This is a significant accomplishment by 
the organisation. Prior to benefitting 
from WACSI’s support the organisation 
implemented a maximum of two projects 
per year.

Testimonies by 
Stakeholders

Citizens’ role in the participatory 
budget process

By Chief Vehi Joseph, Leader of Gouro 
Community in Bouake

“We had meetings and trainings organised by 
PSCDP which enabled us to raise awareness 
among the Gouro community on the importance 
of the project launched by the Mayor of Bouake. 
We had to sensitise the communities to identify 
projects to be executed by the Mayor.

We created committees in all communities 
with Gouro inhabitants. These committees 
identified priority projects in their specific smaller 
communities.

Forums were organised [by PSCDP] in which 
community representatives selected the most 
important projects. We presented these to PSCDP 
to be given to the Mayor as the priority needs of 
the Gouro population, which they expect the 
Mayor to execute within his tenure.

We are very happy that the project has taken 
off. Getting citizens to participate in projects for 
the development of their communities is very 
important.

Today, ten projects were retained. These projects 
will develop Bouake. They are what we need in 
Bouake. Gouros are in all neighbourhoods in 
Bouake. Wherever these development projects 
will be realised, Gouros will benefit from them.

We are happy with PSCDP. They make every effort 
to involve communities in projects they want to 
implement.”
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WANEP Benin’s commitment to 
enhance its basic operational practices 
has led to significant improvement and 
admiration by eight more donors.   

A single act of overhauling its operational manual 
with stringent measures to improve governance 
within the organisation has enabled WANEP 
Benin to win the confidence of eight more donors 
thereby imposing its presence in the civil society 
sector as an effective and efficient organisation. 

Within two years, its efficiency has improved 
greatly. Improvements can be noticed in the 
quality of their activity reports, annual reports, 
and financial reports to donors, communication, 
and staff performance, among others. 

Between 2012 and 2015, the organisation worked 
tirelessly to overhaul its weaknesses. It recruited 
more staff, won the confidence of eight more 
donors and imposed its presence in the civil 
society sector in Benin and within the regional 
network of WANEP as an efficient and effective 
organisation.

A Simple 
Document 
Enhances 
Efficiency at 
WANEP Benin

Enhanced governance and 
credibility

Claire Marie Stephane, Board Member, 
PSCDP

“Since we benefitted from this capacity 
building programme, there have been a lot 
of significant changes in the organisation. 

In the past, members of PSCDP’s secretariat 
were northerners. Today, it is everyone. 
There are Baoulés, Dioulas and other ethnic 
groups

Also, as a member of the Board, we have a 
say in the functioning of the organisation. 
In the past, the board was like a club of 
friends. Currently, it is more representative. 
It involves all gender. I must state that 
as a female member of the Board, my 
contributions are taken into account. Before 
reaching a decision, we collectively agree.

This helps. Given that PSCDP is no longer 
a friend’s club, it has gained visibility and 
credibility through its members. It now has 
an impact in all communities. We are closer 
to our communities, community members 
and leaders.”

Since we benefitted 
from this capacity 
building programme, 
there have been a lot of 
significant changes in the 
organisation
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Between 2012 and 2015, the 
organisation worked tirelessly 
to overhaul its weaknesses. 
It recruited more staff, won 
the confidence of eight more 
donors and imposed its 
presence in the civil society 
sector in Benin and within 
the regional network of 
WANEP as an efficient and 
effective organisation

The Finance Officer of one of its donors [name 
withheld] was very impressed with their activity 
and financial reports submitted in the first quarter 
of 2015.

Below is an email excerpt from the Finance 
Officer.

“I have reviewed the submission from WANEP 
Benin and commend them for the following:

- The structuring of the report, the referencing 
of the supporting documents (vouchers) and the 
indication of these documents in the financial 
report to enable us establish the link between 
the budget line and the appropriate document 
backing expenses;

- It is also one of the rare reports that clearly 
outlines lobbying and non-lobbying related 
expenses, as often we ourselves have to return to 
the initial budget to cross-check whether there 
were lobbying related expenses and link them 
up to the expenses reported by partners.” 

This commendation is recognition of the 
organisation’s efforts to enhance its basic 
operational practices. WANEP Benin also put 
in place stringent measures to enhance its 
governance. 

It applied lessons learnt from WACSI’s trainings to 
enforce action. One simple but relevant initiative 
the WANEP Benin Office took to attain the level 
of professionalism it currently enjoys was to 
enhance its procedures manual in 2013.

The National Coordinator of WANEP Benin, 
Julien Oussou attended the training on 
organisational management organised by WACSI 
in 2012 in Conakry, Guinea. In this training, it was 
emphasised that CSOs need to have a procedures 
manual that guides the mode of functioning of 
the organisation. This marked the beginning of 
transformation in Oussou’s organisation. 

“Before the training, we had a procedures manual 
of seventeen pages. It was not helpful in facilitating 
our work. After the training, we developed a more 
comprehensive procedures manual. The current 
document is about 300 pages. It has five hundred 
and thirty paragraphs with more detailed 
information on our administrative procedures”, 
Oussou said.
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He explained that staff members consult this 
document regularly for clarifications on how 
to perform specific tasks. Guidelines in this 
document were used to develop the report, which 
attracted the commendation above. 

Paragraph 37 of the procedures manual states 
that, ‘all programmes and organs of WANEP Benin 
will produce documents: evaluation reports, 
training reports, research reports, etc. To assist 
with the harmonisation of these reports, samples 
are provided in the monitoring and evaluation 
plan which completes the present document’.

The monitoring and evaluation plan was also 
developed after gaining lessons of improved 
programmes management from WACSI. It has 
thirty-eight tools, which are being used by the 
organisation. Tool number 22 is an outlined 
activity-reporting plan that provides a uniform 
format, which all WANEP reports must respect.

Glele Maryse has been working in WANEP Benin 
in different capacities since 2010. She joined 
as an intern, worked as a volunteer and is the 
current WIPNET Programmes Officer of the 
organisation. She recounted some observable 
changes she witnessed in the organisation 
after its participation in this capacity building 
programme.

“There has been progressive positive changes in the 
organisation. We have realised an improvement 
in our approach to work, accounting procedures, 
mobilisation of resources, an increased interest 
of partners to our work and improved visibility of 
the network”, she said.

Through WACSI’s support, WANEP Benin has 
recorded improvements in its operations and 
overall governance. This has been influenced by a 
simple document – the procedures manual.

Testimony from Staff

Usefulness of procedures manual

Rosette Savi, Accountant

“The creation of the position of accountant 
and the recruitment of Rosette Savi was 
a direct outcome of lessons learnt from 
this capacity building programme”, Landry 
Ganye, WARN Programme Officer said.

Savi Joined the organisation in January 2013. 
She explains how the procedures manual 
helps her to overcome some day-to-day 
challenges in performing her duties. 

“The procedures manual helps me a lot. 
When I encounter any challenge in my 
work, I consult the document to revisit 
how I should approach the task. I read 
the paragraph that applies to the task to 
understand how I am supposed to do the 
job. This helps me to do the job as expected 
of me. For example, when I joined the 
organisation, I was not well conversant 
with paragraph 301. I regularly referred to 
the manual to know what dues were to be 
paid by network members and respective 
activities and applied it. This document has 
helped me on several occasions.”
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REVEALED! 
The Three Resource Mobilisation 
Secrets of WANEP Benin

After many years of financial struggle, WANEP 
Benin seems to be in a stronger position 
towards financial sustainability. Members of the 
organisation are happy to share the three resource 
mobilisation secrets in the following story.

WANEP Benin was created in 2003 to promote peace in the 
country. Since its establishment, the organisation struggled to 
raise funds to sustain its activities.

The National Coordinator, Julien Oussou attributes this 
challenge to the fact that its operations are carried out in a 
country that is relatively more peaceful in a region marred by 
conflicts.

“Benin is relatively more peaceful. Donors do not see the need 
to invest in conflict prevention efforts in such a situation”, he 
said.

Being aware of this challenge, he was determined to seek 
strategies to overturn the financial drought that faced his 
organisation.

WACSI’s capacity building programme, which began in 2012, 
was a valuable platform on which he capitalised.  Through 
this programme, the National Coordinator understood the 

This programme 

helped us to become 

professional. We are 

more organised than 

in the past
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necessity to acquire, develop and uphold good 
governance practices within the organisation as a 
means of attracting partners who would commit 
to support the work of the network.

This programme stressed the need for CSOs 
to operate professionally. They need to set-up 
governance systems that would help manage 
aspects related to administration, finances, 
human resources and the effective monitoring and 
evaluation of the operations of the organisation.

“This programme helped us to become 
professional. We are more organised than in the 
past”, Oussou affirmed.

Twenty-six organisations were schooled on how 
to set up such systems. This was to help them 
boost their efficiency, effectiveness and credibility 
as worthy partners of development.

WANEP Benin applied the practices that were 
recommended during the trainings. This helped 
the organisation to attract eight new donors 
between 2012 and 2015. This has contributed to 
a significant increase in the organisation’s annual 
budget from twenty seven million seven hundred 
and forty three thousand, and sixty one francs 
CFA (27, 743, 061 FCFA)1 in December 2010 to 
one hundred and eighteen million four hundred 
and twenty seven thousand, eight hundred 
and sixteen francs CFA (118, 427, 816 FCFA)2 in 
December 2014.

The team shared the key practices they learnt 
from WACSI which has helped them to more than 
quadruple their financial resources. 

1 Approximately fifty five thousand United States Dollars ($55,000)

2 Approximately two hundred and thirty six thousand United 
Dollars ($236,000)

Implementing projects with 
quality standards

Glele Maryse is the WIPNET Programmes 
Officer of WANEP Benin. She has been 
working in the organisation since 2010 – 
two years prior to WACSI’s support to the 
organisation. Three years after the Institute’s 
capacity building support, she shared her 
observation on the improvements the 
organisation has registered.

“Before, we handled each day as it came 
forth. But today, we have a structured 
approach to work. We are more accountable 
and strategically work to achieve results.”

She elaborated a practical way in which 
things are done professionally which was not 
the case prior to WACSI’s support.

“We identify the needs in our communities, 
develop a project that conforms to the 
interest of a donor and submit. We proceed 
to execute the project. In doing this, we 
evaluate [monitor] the project at different 
levels to measure the impact we’ve made.”

She added that they design their projects 
such that partners can evaluate them. This 
approach is helping WANEP Benin to produce 
results of high quality; an output that is of 
interest to all donors.

“Our project reports are of good quality. 
Our partners and donors appreciate them 
and continue to work with us”, the National 
Coordinator added.
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Internally generated revenue

Lessons drawn from the capacity building 
programme inspired the management of 
WANEP Benin to tap from its rich internal 
resources – its network members and its 
expertise.

A year after attending the first phase of 
the programme in 2012, the organisation 
developed a 300 pages procedures 
manual. This document outlines the mode 
of operations by staff and members of the 
network who adhere to its mission, vision 
and values. 

Paragraph 301 of this document obliges 
network members to contribute financially 
towards the sustenance of the organisation.

“According to paragraph 301, any 
network member who wins a consultancy 
opportunity via the network gives thirty per 
cent (30%) of their benefit to the network 
for its sustenance”, Oussou said.

This paragraph also stipulates that network 
members must pay their annual dues. 

In 2014, internally generated funds 
through the above mechanisms amounted 
to eleven million one hundred and forty 
five thousand three hundred and fifty five 
francs CFA (11, 145, 355 FCFA)3.

“This money helps us to pay our bills, 
rents and cover other operational costs 
borne by the organisation”, Oussou happily 
explained.

3  Twenty two thousand United States Dollars ($22,000)

Visibility

The organisation dedicated efforts to 
enhance its visibility. It regularly updated 
its Facebook page and website with 
information on its activities, programmes, 
network members and staff.

“We improved on our visibility; a situation 
that attracted eight new partners (ADA, 
DANIDA, AWDF, GIZ, AFRIMAP, Swiss 
Cooperation, European Union, and the 
Government of the Republic of Benin) to 
support our work between 2012 and 2015”, 
Julien Oussou said.

In addition to its revamped online 
engagement, the organisation has 
continuously improved on the quality of its 
annual report. 

“Most partners who visit us and read our 
annual reports develop an urge to work 
with us”, Oussou said.

WANEP Benin quickly learnt an important 
lesson from WACSI. It learnt to actively 
keep its stakeholders informed about 
its work. This is bearing fruits for the 
organisation.

GIZ, one of its new partners provides 
institutional support and programmes 
funding for the organisation.

“GIZ contacted us for a partnership 
because of the information they found 
on our website about our work.  In their 
search for active NGOs in Benin which they 
could partner with, they found resourceful 
information on our website”, Maryse said.
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Revamped Governance 
Enhances the Efficiency of 
Social Watch Benin

Supporting Social Watch Benin to 
reform its governance structure was 
a difficult task, but two years later, 
the reformation has led to improved 
performance and greater recognition of 
the organisation among international 
partners. 

In May 2014, during a general assembly, Social 
Watch Benin took a far-reaching strategic 
decision to reform its governance structure. The 
coordination team was converted to a board and 
empowered to oversee the work of the executive 
secretary.

Prior to this, there were instances of conflict 
between the coordination team and the executive 
secretary. Members of the coordination team 
regularly performed roles in project delivery, 
thus, competing with members of the executive 
bureau who perceived these duties to be within 
their scope of operations.

The strategic reformation that took place at the 
helm of the organisation has created an enabling 
environment for the effective and efficient 
delivery of programmes.

Assogba Charles, Project Officer of the Citoyens 
dans le Marché Publique, has been working in 
different capacities in Social Watch Benin since 
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2010. He has also worked under both governance 
systems. Charles has experienced the impact of 
both management systems on staff and says 
it was an ordeal experience for them when a 
coordination body headed Social Watch. 

“In the previous system, we had a coordination 
team and an executive team. The coordination 
team was regularly involved in the daily 
operations of the organisation. It was involved in 
implementing projects or activities implemented 
by the executive secretary”, he explained.

This was not a good way of governing CSOs. It led 
to conflict of interests that nurtured ill feelings 
within a team. WACSI condemned this practice 
in Social Watch during a coaching visit to the 
organisation in April 2014.

In addition to the interference in performing 
duties, Charles further explained how the 
coordination system of the governance stood 
as a roadblock to the effective delivery of 
programmes.

“The involvement of members of the coordination 
team in the project delivery process created 
roadblocks. In order to sign a check, it required 
the signature of the treasurer who was barely 
available”.

The treasurer was a member of the erstwhile 
coordinating team. This situation usually delayed 
the project delivery process and prevented the 
organisation from implementing projects within 
timelines agreed with its partners. It marred the 
credibility of Social Watch before its partners.

During the coaching visit in 2014, WACSI 
recommended that Social Watch should develop 
a procedures manual, create a board and define 
specific roles for the respective organs (the board 
and executive secretary) in the organisation. This 
was served as a panacea to address the canker 
that marred the reputation of the organisation.

WACSI also recommended that Social Watch 
should hold a general assembly in which members 
would validate these reforms in order to resolve 
the grave governance challenges the organisation 
was faced with.

An extraordinary general assembly was convened 
with immediate effect on May 16, 2014 as the 
first step to resolving this challenge.

“We organised an extraordinary general assembly 
in May 2014 to establish the separation of powers 
between the board and the executive bureau. But 
this was not easy”, the Project Officer confessed.

This decisive progressive move taken by 
Social Watch has contributed to enhance the 
performance of its staff. 

“We now perform our duties better than before. 
There are no conflicts among team members and 
everyone knows what his or her responsibilities 
are. Most importantly, the board plays a 
supervisory role rather than a competitive role 
with the executive secretary. This helps us to 
work better”, Bruno Houessou, Monitoring and 
Evaluation Officer said.

This improved performance of staff has been 
noticed by some of Social Watch’s partners. It has 
boosted its reputation to its donors.

“Partners such as Oxfam Quebec, GIZ, and the 
Embassy of Holland have commended us for 
the timely delivery of our responsibilities within 
projects”, Assah Gustave, Board Chair of Social 
Watch said.  

Charles explained that with the restructured 
system of governance, simple tasks such as the 
signing of checks is no longer retarded. He happily 
added that they deliver projects within defined 
deadlines. This has enhanced financial control 
systems within the organisation.
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WANEP Cote d’Ivoire is using new techniques 
from WACSI’s intervention to raise more funds to 
support its activities.

Mr. Fofana Mamadou, Vice National Coordinator 
of the organisation testified that new skills from 
WACSI have enabled them to mobilise more 
resources to carry out their activities.

Established in 2002, WANEP Cote d’Ivoire 
mobilised resources worth less than a hundred 
thousand dollars per project. 

Between 2012 and 2014, WACSI strengthened 
the organisation’s resource mobilisation capacity. 

This enabled the organisation to raise a whooping 
sum of over five hundred thousand dollars (US 

$ 500,000). This is to promote free, fair and 
credible elections in Cote d’Ivoire in 2015.

“After the trainings [by WACSI], we submitted 
proposals to partners such as OSIWA. They’ve 
awarded us an important grant, which we’ve 
never had before. It is over five hundred 
thousand dollars to implement a project related 
to the upcoming elections”, stated Mr. Fofana 
Mamadou, Vice National Coordinator of the 
organisation.

Quizzed on how they met this outstanding 
resource mobilisation accomplishment, he said:

“The different [capacity building] activities we 
had with WACSI sharpened our proposal writing 
skills.”

More Funds for  
WANEP Cote d’Ivoire
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He said WACSI’s programme gave them new 
techniques to collaborate with their current 
partners. They were also made to understand 
the need to diversify the organisation’s financial 
sources.

They adopted an innovative approach, which 
they learnt from WACSI’s coaching team. That 
is, to address ‘thank you’ letters to their donors. 
The organisation extended their appreciation to 
former and current collaborators through cordial 
messages contained in these ‘thank you’ letters. 
Through this, they expressed their willingness to 
continue to work with these donors.

“We maintained a close relationship with partners 
we worked with in the past by sharing letters of 
appreciation with them”.

These helped WANEP to resuscitate its working 
relationship with OSIWA, a donor in West Africa.

“Our last support from OSIWA was in 2008. 
Thanks to this capacity building support, OSIWA 
is now supporting us since 2014”, he noted.

The Vice Coordinator said their enhanced 
resource mobilisation approaches have earned 
them new partners.

“We currently have a new partner from the 
United States of America, the American Jewish 
World Service (AJWS), who approached us for 
collaboration”, he explained.

AJWS sought to have more information on the 
strategic plan, procedures manual and audit 
reports of WANEP. These were available and of 
commendable standard.

This spurred the AJWS to support WANEP with 
twenty five thousand dollars ((US $ 25,000) 
to add value to their programmes. They used 
this to support member organisations in more 
vulnerable communities across the country.

Mr. Mamadou attributed this support to the 
confidence AJWS gained in them as a result of 
their organised approach to work. He emphasised 
the critical role WACSI played to galvanise this. 

“This is because of the professional skills and 
practices we acquired during the different 
encounters with WACSI”. 

After the trainings [by 
WACSI], we submitted 
proposals to partners 
such as OSIWA. They’ve 
awarded us an important 
grant, which we’ve never 
had before. It is over 
five hundred thousand 
dollars to implement a 
project related to the 
upcoming elections
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Professional Board Boosts 
Productivity at WANEP  
Cote d’Ivoire

The effort of WANEP Cote d’Ivoire to 
reconstitute its board of directors to 
include experts from different fields is 
helping the organisation to thrive.

The Board Chair of WANEP Cote d’Ivoire, Mr. 
Yao Benoit is happy that what started as an 
opportunity to build a credible organisation has 
gone beyond their expectation. 

“We have implemented some of the 
recommendations proposed by WACSI during this 
capacity building programme”, Mr. Yao Benoit, 
Board Chair of WANEP Cote d’Ivoire remarked 
during our hour long chat with him. This, he said 
was to help the organisation to reposition itself as 
a credible civil society organisation (CSO).

This is one of his priority goals since he took over 
as the Board Chair in January 2015.

He decried the fact that many Ivorians have lost 

confidence in local CSOs. To him, this is as a 
result of CSOs’ unprofessional conduct over the 
past few years.

The Board Chair stated that the Board, and 
committed operations team at WANEP aim to 
make the organisation to be an exception. 

“Citizens do not trust civil society organisations. 
We need to be an exception”, he stressed.

The organisation has taken strategic measures to 
be exceptional. This would help it to uphold the 
renowned ‘global image’ of the WANEP brand. 

As a result, WANEP restructured and 
reconstituted its board during the January 2015 
general assembly of the network.

“Our Board consists of a multi-disciplinary team 
of experts. We provide technical support to the 
WANEP-CI team to meet its objectives”, noted 
the new Board Chair.
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A senior staff of the organisation applauds the 
contribution of the Board to their work.  

“The Board provides an excellent follow-up on 
our activities”, said Mr. Fofana Mamadou, Vice 
National Coordinator of WANEP.

Mr. Mamadou added that this has boosted the 
operations team to work harder. He said this 
motivates them to achieve targets based on the 
strategic objectives of the organisation.

Before, this was not the case. There were severe 
tensions between some previous Board members 
and national coordinators. This emanated from 
deep interference by the Board into the daily 
operations of the organisation. A situation that 
does not depict good governance practices.

During the crises era, the Board had no defined 
roles. It consisted of individuals from member 
organisations of WANEP voted during general 
assembly meetings. This did not take the expertise 
of voted individuals into account. 

“Before this capacity building programme, 
presidents of member organisations of the network 
were on the Board”, Mr. Mamadou said.

These Board members perceived themselves as 
part of the operations team in the organisation. This 
sparked conflicts that hampered the effectiveness 
of the organisation. 

Today, this page has turned over for good.

Through WACSI’s capacity building support to 
WANEP, it realised the need to have a Board 
made up of practitioners with expertise in 
specific domains within the civil society sector, 
individuals that guide WANEP staff to achieve the 
organisation’s goals. 

This was a lesson drawn from the Board Governance 
and Strategic Planning training delivered in 2012.  

This enlightened WANEP to constitute a Board 

made up of professionals with diverse expertise. 
This Board has well defined roles which enable it to 
oversee the good work of the national office.  

“This programme helped us to restructure key 
organs in the organisation. We restructured the 
Board and separated it from the organisation’s 
internal account auditors. This was one of the 
leading practices taught during the programme, 
which we implemented”, the Vice National 
Coordinator explained.  

The organisation also made a conscious effort to 
have diverse experts in its Board.

“After the programme, we made our Board to be 
more professional by having Board members who 
are not from the network”, he added.

The current Board of five members consists 
of experts in the fields of peace and conflict, 
finance and organisational development who are 
influential in the society.

“The fact that we now have professionals on our 
Board has paved way for enhanced collaboration 
with our partners. It has also fostered lobbying 
engagements with state institutions”, the Vice 
National Coordinator concluded.

This programme helped us to 

restructure key organs in the 

organisation. We restructured 

the Board and separated it 

from the organisation’s internal 

account auditors. This was one 

of the leading practices taught 

during the programme, which 

we implemented
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Clarification on the roles and 
responsibilities of board members 
coupled with enhanced fundraising 
skills, have enabled UDEC to increase its 
funding sources.     

UDEC had its first encounter with WACSI in 2012 
when the latter initiated a capacity building 
programme for 26 CSOs in West Africa. Prior to 
this, UDEC was faced with a myriad of challenges 
that limited the organisation’s ability to be 
effective.

One of the key challenges that crippled UDEC’s 
effectiveness was a poorly functioning board. 
Noel Emerique Kone, Board Chair of UDEC 
enumerated some of the challenges they faced.

“The huge number of 17 board members was 
complicated to manage”.

He added that some members did not attend 
meetings regularly. A complex problem that 
created conflicts in the organisation was the 
board’s interference in the daily operations of the 
organisation.

“There was a confusion between the roles of the 
board and the executive bureau”, Amadou Bailo, 
Accountant of UDEC said.

In 2015, these challenges have been addressed. 
UDEC has a smaller board, which is more efficient 
in performing its role. It plays a supervisory role 

over the executive bureau (the staff), as opposed 
to the competitive role it had prior to WACSI’s 
intervention in 2012. 

“This gives us credibility”, Bailo said, referring 
to how UDEC is being perceived by its current 
partners.

The staff and board members acknowledged that 
WACSI contributed to this change. 

“WACSI made us understand that the board plays 
a key role in the functioning of an organisation”, 
the board chair said.

The training on Board Governance and Strategic 
Planning provided UDEC with tips on how to  
set-up and manage an effective board. These 
lessons influenced strategic changes in the 
structure and governance of the board. The board 
size was reduced from 17 members to 7 members 
to facilitate its management.

The role of the board was clearly defined in 
the organisation’s first procedures manual 
developed in 2013. The procedures manual is 
an organisational management tool that UDEC 
was introduced to by WACSI. The clear definition 
of the role of the board, which is mainly a 
supervisory one, has enhanced governance and 
productivity of staff.

“Board members know what their specific roles 
are. The board is playing a supervisory role. It 
takes critical decisions that facilitate the overall 

UDEC: 
Getting Better, Bigger 
and More Credible
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functioning of the organisation. For example, the 
adoption of the procedures manual that guides 
my work”, Bailo said. 

UDEC’s resource mobilisation capacity has also 
been boosted.

“This capacity building programme helped us to 
learn strategies to raise funds. We learnt about 
an action plan for the first time. This tool helps 

us to be organised, plan our activities on time, 
identify problems, plan on how to address them 
and share responsibilities among ourselves”, the 
Accountant explained.

“Today, we are more organised in our work. We 
know where we are going to and what we have to 
do for the year”, he added.

Like Bailo, board members and staff of UDEC are 
pleased with the milestones they have achieved 
after applying lessons learnt from WACSI’s 
trainings and coaching sessions. 

“We have been able to address our weak resource 
mobilisation capacity”, Bailo said and eleven 
members of his team looked on with approving 
smiles.

Since its engagement with WACSI, UDEC has 
been able to reach the threshold of one million 
Guinean Franc (in 2015), which is the first time 
in the history of the organisation since it began 
operations in 2003, due to its enhanced resource 
mobilisation capacity.

This capacity building programme 

helped us to learn strategies to 

raise funds. We learnt about an 

action plan for the first time. This 

tool helps us to be organised, plan 

our activities on time, identify 

problems, plan on how to address 

them and share responsibilities 

among ourselves
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Financial Growth of UDEC 2007 – 2015 (September) – in Guinean Francs

2007 52,050,000 ($6,526.20)

2008 102,277,500 ($12,823.9)

2009 (national instability)

2010 -

2011 340,950,000 ($42,749.4)

2012 310,204,000 ($38,894.4)

2013 603,200,000 ($75,631.1)

2014 510,200,000 ($63,970.5 ) (Ebola affected programmes)

2015 1,000,007,000 ($125,384)
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Fig. 1.0: UDEC Financial Income Trend 2007-2015

Income (GNF) Growth Trend

An improved performance has earned UDEC respect in Guinea. It now has new donors such as the World 
Bank, UNOPS, IOM and the National Coordination against Ebola. This is in addition to its traditional 
donors such as UNDP and OSIWA who expressed satisfaction with UDEC’s project delivery approach.

“UDEC’s project implementation approach is methodical. They have a good understanding of what 
they seek to address. Their reporting aligns with their plans. Their budget execution and reporting is 
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Testimony

“We sent out a call for proposals in 
2013 which UDEC responded to and 
submitted a proposal. We evaluated 
the proposal and noted that there 
were qualified to handle the project. 
Their first project was in Taouyah in the 
district of Ratoma. Normally, when it is 
the first time an organization is working 
with us, we offer them only one project. 
But, if the organization convinces us 
with a good delivery, we can offer as 
many as five projects simultaneously. 
Today, UDEC has an ongoing project 
with us that constitute four micro-
projects. This tells you that we were 
satisfied with the delivery of UDEC in 
Taouyah.

“We later offered them two projects 
in Dixinn and five projects in Matoto 
districts. Sincerely, we were satisfied 
with the delivery of UDEC.

“One criteria we used to select UDEC 
was the trainings the staff have 
undergone. We were satisfied with the 
experience of staff and the training 
programmes they’ve benefitted. The 
fact that WACSI had offered them with 
some training was an added advantage 
to UDEC”.

Diallo Amidu, Coordinator of Project 
Component 1, World Bank’s Productive 
Social Safety Net Project, Guinea.

WACSI is a very important 

structure for us because we 

always learn from them

satisfactory and aligns with their narrative 
report”, said Cheick Santigui Camara, Governance 
Programme Coordinator, UNDP Guinea.

UDEC has also been significantly empowered 
that it has expanded its scope and programmes 
across the national territory. 

“We now have representatives all over the 33 
districts across the nation and we have a physical 
presence in the region of N’zerekore as a regional 
coordinating office with six districts to oversee”, 
Dr. Keita Mamadou Binta, Vice President of the 
Board, said.

Prior to WACSI’s coaching in 2014, UDEC had 
representatives in 6 districts across the nation; 
Farana, Dabola, N’zerekore, Kankan, Dingirai and 
Conakry.

Dr. Binta is pleased with all these achievements. 
He said these are as a result of WACSI’s capacity 
building support to UDEC. He hails WACSI as a 
strategic and indispensable partner in the growth 
of UDEC.

“WACSI is a very important structure for us 
because we always learn from them”, he said.
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RIFONGA has identified 
effective communication 
and teamwork as critical 
elements to mobilise 
sufficient funds to 
support its work. 

There is evidence that 
improved communication 
and team work has brought 
financial relief to RIFONGA 
as the organisation gets more 
donor support to implement 
its activities. 

RIFONGA has been able to 
grasp the secrets to mobilise 
funds to support its work. The 
organisation was empowered 
through WACSI’s trainings 
to develop robust internal 
managerial and operational 
systems, which have propelled 
it to be a renowned and 
credible entity within the civil 
society sector in Benin.

“The trainings were so helpful in 
strengthening our capacities”, 
said Konou Idohou, President 
of RIFONGA.

“Today, you cannot talk 
about credible organisations 

Resource Mobilisation:  
The Easy Job for RIFONGA

develop procedures manuals 
to guide the operations of the 
organisations and effectively 
manage personnel and monitor 
and evaluate their operations 
and programmes effectively.

Idohou testified that these 
aspects were relevant to 
strengthening and effective 
functioning of their 
organisation. Reason why her 
team made use of the lessons 
learnt from the trainings.

“What you [WACSI] taught us 
... we reflected on them and 
how we can use the knowledge 
and skills to enhance what we 
are doing”, she stated with 
passion. 

This helped RIFONGA to 
develop a procedures manual. 
This document outlines steps 
on how vital operations in 
the organisation must be 
conducted. 

in Benin without mentioning 
RIFONGA”, she proudly added.

Their credibility has earned 
them new partners such as 
USAID.

“USAID conducted an internal 
audit of our organisation for 
two weeks. They asked for 
documents which WACSI had 
alerted us about”, she said. 

The trainings in 2012 focused 
on strengthening internal 
governance structures of 
CSOs. Board governance and 
strategic planning, human 
resources management, 
financial management and 
grants reporting were some of 
the sessions delivered.

Emphasis was laid on the 
need for CSOs to develop 
and strengthen internal 
governance systems by putting 
in place functional boards, 

Today, you cannot talk 
about credible organisations 
in Benin without mentioning 
RIFONGA
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RIFONGA also developed a 
communications plan that 
it utilises to promote the 
visibility of its programmes and 
the organisation.

Additionally, the organisation 
improved upon its human 
resource management and 
adopted a new approach to 
resource mobilisation.

The President explained that 
RIFONGA started making 
changes in the organisation in 
2012. This was after the first 
phase of the capacity building 
initiated by WACSI that year in 
Conakry, Guinea.

Fabian Cadja, Accountant at 
RIFONGA exposed some of 
the spontaneous changes they 
experienced in 2012.

“We were on an assignment 
in 2012 when a step-down of 
the training was done to some 
staff”, he said.

This exercise had an immediate 
impact on the governance of 
the organisation. Measures 
were put in place to ameliorate 
working conditions of staff.

“Upon our return, leave dates 
had been assigned to all staff”, 
Cadja said.

He added that this was the 
first time such a practice was 
enforced in the organisation 
and has been maintained. He 
commended this and said it 

helps him to rest and spend 
some time with his family.

Improved personnel 
management and the 
adoption and utilisation of 
the procedures manual have 
brought cumulated benefits to 
RIFONGA.

Teamwork has been enhanced 
and conflicts among staff 
have been minimised. This 
is particularly because there 
is a clear distribution of 
responsibilities among team 
members and an improved 
circulation of information 
across the organisation.

Enhanced communication and 
teamwork are two essential 
elements RIFONGA has 
capitalised on to boost its 
ability to mobilise sufficient 
funds.

“We work as a team to 

write proposals in response 
to calls for proposals. This 
makes it easier for us”, Jeanne 
Makoutodé, Secretary of 
RIFONGA said.

This is opposed to the one-man 
approach they used before 
WACSI’s trainings. With the 
former approach, they would 
either appoint a staff or hire a 
consultant to write proposals 
for the organisation. This 
approach was not as successful 
as the current approach of 
developing proposals in a 
team.

By the start of the programme 
in 2012, RIFONGA was able 
to raise only 32 million Francs 
CFA1 for its projects.

But, between 2013 and 2015, 
the organisation was able to 

1 Approximately sixty four thousand 
United States Dollars ($64,000)
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raise 250 million Francs CFA2 for its projects. 
This gives an annual average of about 80 million 
Francs CFA3 raised per annum, an amount that 
more than doubles their annual record prior to 
WACSI’s empowerment.

This is a significant accomplishment over a 
three-year period during which WACSI nurtured 
the organisation on how to mobilise resources. 
Amazingly, the President said RIFONGA was 
close to raising an additional 400 million Francs 
CFA from an undisclosed partner. She attributes 
RIFONGA’s rewarding financial resource 
mobilisation exploits to WACSI’s capacity 
building support.

“WACSI taught us how to write winning 
proposals. We no longer use consultants. We 
work as a team to develop our proposals”, 
Idohou said.

RIFONGA staff commended WACSI’s capacity 
building support to them. It is perceived as 
a mustard seed that is helping them to grow 
beyond their expectations. The President of 
RIFONGA called on WACSI to provide RIFONGA 
with continuous capacity building support 
to enable them to maintain the standards of 
excellence and credibility they currently enjoy.

“We would like to continue to be well trained by 
WACSI” she said.

2 Five hundred thousand United States Dollars ($500,000)

3 One hundred  and sixty thousand United States Dollars 
($160,000)

“WACSI taught us how to 
write winning proposals. We 
no longer use consultants. 
We work as a team to 
develop our proposals”, 
Idohou said.
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