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ABSTRACT

Learning is the ultimate sustainable competitive advantage for organizations because no 

one can undercut, duplicate or take it. Organizational learning explores ways to design 

organizations so that they fulfil their function effectively, encourage people to reach their 

full potential, and, at the same time, help the world to be a better place. Organisational 

learning is central to organisations ability to adapt to changes in its internal or external 

environment and remain competitive in times of uncertainty.

The objectives of this study were to determine organization learning process(s) within 

NGOs in Coast province, Kenya; and to establish challenges in implementation of the 

learning organisation concept among the NGOs operating in Coast province, Kenya. 

This study adopted survey design targeting all 75 NGOs that had been operating in the 

Coast province of Kenya for a period not less than two years. The main type of data was 

discrete quantitative data. Data was collected using a semi-structured questionnaire which 

was self administered as well as through email. Frequencies and percentages were used to 

establish the status of the proportion of the respondents’ agreement or disagreement with 

the learning attributes. Mean scores were also computed.

The study established that most NGOs had adopted organizational learning practices 

albeit with varying degrees of successes and challenges. The organisations are very 

strong in accessing external learning, gathering internal experience, drawing conclusions 

and communications systems but relatively weak in integrating policy into strategy, 

developing organisational memory and applying the learning. The study therefore 

recommends that the organizations should ensure that their learning does not only 

influence the current members, but also future members by appropriately documenting 

the experiences, beliefs, and norms that are accumulated along the way to enable sharing 

with wider readership. It is not just enough to learn, the ultimate test lies in applying the 

learning to improve practice. Therefore organisations should actively create, capture, 

transfer, and mobilize knowledge of all its members and apply it to enable the 

organisation to adapt to the increasingly dynamic environment.
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CHAPTER ONE 
INTRODUCTION

1.1 Background of the Study

Learning, or more specifically organisational learning, is the key characteristic that 

enables an organisation to adapt to changes in its internal or external environment and 

remain competitive in times of uncertainty (Smith, 2001). It entails acquiring new, or 

modifying existing, knowledge, behaviours, skills, values, or preferences and may 

involve synthesizing different types of information (Wikipedia). Learning is the ultimate 

sustainable competitive advantage since no one can undercut or duplicate it (Senge, 

1990). According to Senge, an organization is learning when it can bring about the future 

it most desires. Organizational learning explores ways to design organizations so that 

they fulfil their function effectively, encourage people to reach their full potential, and, at 

the same time, help the world to be a better place (Senge, 1990).

Direkes, et al. (2004) emphasize that organizational learning.. .requires both the 

appropriate structural mechanisms and the cultural conditions that promote habits of 

inquiry, experimentation, and reflection. This reference to structural mechanisms and 

cultural conditions is very similar to Senge’s (1994) suggestion that organizational 

learning is put to practice within a triangular architectural framework constructed of three 

elements: guiding ideas (or visions), means, and practical resources for application. The 

appreciation, adoption and subsequent application of learning helps organizations to 

become more effective and efficient: a prerequisite for attaining the competiveness that is 

the ultimate desire of many contemporary organisations.

1.1.1 Organization Learning

Organisational learning is central to organisations ability to adapt to changes in its 

internal or external environment and remain competitive in times of uncertainty (Smith, 

2001). Senge (1990) observes that in situations of turbulent or rapid change only those 

organisations that are flexible, adaptive and effective will excel and, that to excel, an 

organisation needs to discover how to entice individual commitment and the capacity to 

learn at all levels. Organisational learning must be seen as a continual process whereby 

an organisation adapts to its environment by constantly improving performance through
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evolving knowledge and understanding by its members and the organisation (Hartel, et 

al., 2006)

The appreciation, adoption and subsequent application of learning helps organizations to 

become more effective and efficient: a prerequisite for attaining the competiveness that is 

the ultimate desire of many contemporary organisations. The fundamental difference 

between the concepts of a learning organisation and organisational learning is that the 

former seeks to use the theoretical findings of organisational learning to describe how 

organisations can effectively and continuously adapt and learn (Tailor, 1998).

1.1.2 Non Governmental Organizations

William (1991) summarises the role of NGOs as development and operation of 

infrastructure, supporting innovation, demonstration and pilot projects; facilitating 

communication; technical assistance and training; research, monitoring and evaluation 

and advocacy for and with the poor.

In the last three decades, the number of non-governmental organisations (NGOs) has 

grown significantly; as has the amount of resources they control (Onyando, 1999). In 

Kenya, there are over 130 "modem" indigenous NGOs. Although actual figures are 

difficult to obtain, it is estimated that NGOs in Kenya have an annual development 

expenditure of between $150 and $200 million (Onyando, 1999). These figures showing 

the volume of funds in the hands of NGOs at a time of global financial crisis and 

dwindling aid levels illustrate their growing importance in development, she concludes.

Tailor (1998) challenges NGOs to efficiently use their very limited resources to generate 

truly creative and innovate learning which can address the societal problems in a way that 

challenges those in government and the private sector. This conjecture provokes the need 

for documentation of organizations experience, failures and successes to be subsequently 

used as sources of knowledge and material for subsequent learning.
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1.1.3 NGOs operating in Coast Province

The recent years have witnessed a tremendous new opportunism and enthusiasm among 

many NGOs who are relocating to some parts of the region to claim legitimacy and 

strategically position themselves to aid their fundraising. Many of these NGOs have 

failed to contribute sufficiently to positive transformation and capacity building to help 

people living in poverty and exclusion to successfully climb out of poverty. Instead, more 

and more people in both rural and peri-urban spaces are sliding into poverty. For 

instance, poverty incidence in Coast province averages 69 percent, consistently having 

been ranked number 5 in three of the four KIHB surveys. This indicates that the poverty 

trends are somewhat robust in spite of the heavy input from the plethora o f NGOs 

operating in Coast province (Mariara and Ndenge, 2004). The Kenya Poverty Report that 

raised plenty of political heat in 2008, ranked poverty levels in Ganze at 84 per cent.

This accentuates the need for changes in the way NGOs engage with the world, the 

development question and practices and values of sustainable development. There are 

over 50 NGOs operating in the Coast province today with varying capacities and scope 

(Allavida, 2009). The NGOs operate in the following sectors: environment / land and 

natural resources, health, water and sanitation, education, governance, human rights food 

security among others. Many large NGOs have operations across a number of districts 

while relatively small NGOs have operations in single locations in a specific district.

An almost universal weakness of NGOs is their limited capacity to learn, adapt and 

continuously improve the quality of what they do. This is detrimental since the future 

usefulness of NGOs for the world’s poor will depend on their ability to overcome their 

learning disabilities. If NGOs fail to learn, they are destined for insignificance and will 

atrophy as agents of social change (Fowler, 1997). The extent of their success in 

delivering their promise will lie in creating and sustaining a competitive edge while 

achieving high levels of internal efficiency and effectiveness (Tailor, 1998).
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1.2 Research Problem

Learning is the ultimate sustainable competitive advantage for organizations - because no 

one can undercut, duplicate or take it (Senge, 1990). Despite the desire for organisations 

to keep abreast with this environmental dynamic, the challenge today is not how to start 

learning but rather how to become more conscious of how learning already takes place, in 

order to use and further develop this innate ability, and subsequently understand why the 

learning that is taking place is not being more effectively used to improve practice: the 

ultimate test of learning.

Subsequently, in their quest to becoming not only more effective but also efficient, many 

organisations have attempted to adopt and apply organisational learning with varying 

degrees of success. Many of these organisations however readily admit that their practice 

does not always meet their aspirations. This can certainly be attributed to the barriers to 

learning that organizations have to overcome. While there is desire for organisations to 

keep abreast with the environmental dynamics, many just do know where to begin.

Previously, Amulyoto (2004) studied organisational learning practices among donor 

agencies in Nairobi while Khakina (2006) studied the determinants of success in NGOs 

in Nairobi Kenya and both concluded that these organisations have embraced the concept 

of learning organisation. For the NGOs however, this was largely driven by the fact that 

most were donor funded and donors want to work with organisations that are efficient 

and effective. No similar studies have been done in the Coast province, which 

incidentally has numerous NGOs but still manifests high poverty incidence.

Important to note is the fact that these studies were conducted with organisations in 

Nairobi and the dynamics might be totally different for organisations operating outside 

Nairobi and especially in rural settings. As Amulyoto (2004) observes, implementation at 

field level is hampered by high staff turnover as many people apply and accept to work in 

hardship areas due to desperation for employment. This research compared both rural and 

urban NGOs in the coast province o f Kenya and in particular sought to understand and 

document the learning efforts of organizations and how they had influenced their practice 

while documenting the challenges in sustaining the momentum.
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The study sought to answer the following research questions: To what extent have the 

NGOs institutionalised learning to continuously transform their practice? What are some 

of the challenges faced by these agencies in adopting learning to improve practice?

1.3 Research Objectives

The objectives of this study were:

(i) To determine organization learning process(s) within NGOs in Coast province, Kenya

(ii) To establish challenges in implementation of the learning organisation concept among 

the NGOs operating in Coast province, Kenya

1.4 Value of the Study

In view of the escalating trends of poverty and inequality in Kenya today, researchers 

should be thinking of how to collate existing development practice knowledge to address 

current societal development challenges in a more sustainable manner. The study had the 

following benefits:

To policy makers and the government who bear the primary responsibility for promoting 

sustainable development to benefit the citizenry, the outputs of this study could help in 

re-evaluating the quality of their interventions with a view to injecting effectiveness and 

efficiency.

To the practitioners in development NGOs in Kenya who had been grappling with the 

question of why the learning that was taking place was not translating to improved 

practice, this study provided insight on how to effectively overcome the obstacles to 

learning in their quest for organizational effectiveness and efficiency, and possibly help 

them move to that next level.

To the discipline of strategic management and the academia, this study would enhance 

existing knowledge on the organisational learning practice as applied by NGOs in 

different settings other than Nairobi.
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CHAPTER TWO 
LITERATURE REVIEW

2.1 Introduction

This chapter reviewed the theoretical underpinning of the concept of the learning 

organization as well as the benefits and barriers to becoming a learning organization.

2.2 Theoretical Review

2.2.1 Conditions of Learning Theory

Gagne (1985) based his theory on a hierarchy of intellectual skills organized according to 

complexity that can be used to identify prerequisites necessary to facilitate learning at 

each level. Gagne identifies five major categories of learning: verbal information, 

intellectual skills, cognitive strategies, motor skills and attitudes. Different internal and 

external conditions are necessary for each type of learning. For example, for cognitive 

strategies to be learned, there must be a chance to practice developing new solutions to 

problems; to learn attitudes, the learner must be exposed to a credible role model or 

persuasive arguments.

2.2.2 Social Learning Theory

Bandura (1977) emphasizes the importance of observing and modelling the behaviours 

and attitudes and emotional reactions of others. Social learning theory explains human 

behaviour in terms of continuous reciprocal interaction between cognitive, behavioural, 

and environmental influences. The component processes underlying observational 

learning are attention, including modelled events and observer characteristics, retention, 

including symbolic coding, cognitive organization, symbolic rehearsal, motor rehearsal), 

motor reproduction, including physical capabilities, self-observation of reproduction, 

accuracy of feedback, and motivation, including external, vicarious and self 

reinforcement.

2.2.3 Social Cognitive Development Theory

Vygostky (1978) argues that social interaction plays a fundamental role in the 

development of cognition. Vygotsky states: every function in the child's cultural 

development appears twice: first, on the social level, and later, on the individual level;
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first, between people (interpsychological) and then inside the child (intrapsychological). 

This applies equally to voluntary attention, to logical memory, and to the formation of 

concepts. All the higher functions originate as actual relationships between individuals. A 

second aspect of Vygotsky's theory is the idea that the potential for cognitive 

development depends upon the "zone of proximal development" (ZPD): a level of 

development attained when children engage in social behaviour. Full development of the 

ZPD depends upon full social interaction. The range of skill that can be developed with 

adult guidance or peer collaboration exceeds what can be attained alone.

2.2.4 Constructivist Theory

Bruner (1996) asserts that learning is an active process in which learners construct new 

ideas based upon their current knowledge. Bruner emphasises that a theory of instruction 

should address four major aspects: predisposition towards learning, the ways in which a 

body of knowledge can be structured so that it can be most readily grasped by the learner, 

the most effective sequences in which to present material, and the nature and pacing of 

rewards and punishments. Good methods for structuring knowledge should result in 

simplifying, generating new propositions, and increasing the manipulation of 

information.

2.2.5 Adult Learning Theory

Adults will commit to learning when the goals and objectives are considered realistic and 

important to them. Application in the 'real world' is important and relevant to the adult 

learner’s personal and professional needs. Adults want to be the origin of their own 

learning and will resist learning activities they believe are an attack on their competence. 

Thus, professional development needs to give participants some control over the what, 

who, how, why, when, and where of their learning. Adults need to participate in small- 

group activities during the learning to move them beyond understanding to application, 

analysis, synthesis, and evaluation. Small-group activities provide an opportunity to 

share, reflect, and generalize their learning experiences. Transfer of learning for adults is 

not automatic and must be facilitated. Coaching and other kinds of follow-up support are 

needed to help adult learners transfer learning into daily practice so that it is sustained.
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2.3.1 Single Loop, Double-loop, and Triple loop Learning

According to Argyris and Schon (1974), organisational learning can be characterised in 

terms of a three-level evolutionary model consisting of single, double and triple-loop 

learning. Single-loop learning is undertaken in line with explicit practices, policies and 

norms of behaviour. Learning involves detecting and correcting deviations and variances 

from these standards. Individuals, groups, or organizations modify their actions according 

to the difference between expected and obtained outcomes.

Double-loop learning involves reflection on the appropriateness of underlying practices, 

policies and norms. This approach addresses the basic aspects of an organisation, such 

that the same things are not done in response to changing contexts. In double-loop 

learning, the entities (individuals, groups or organization) question the values, 

assumptions and policies that led to the actions in the first place; if they are able to view 

and modify those, then second-order or double-loop learning has taken place. Double 

loop learning is the learning about single-loop learning. The end result of double loop 

learning should be increased effectiveness in decision-making and better acceptance of 

failures and mistakes.

Triple-loop learning represents the highest form of organisational self-examination. It 

involves questioning the entire rationale of an organisation, and can lead to radical 

transformations in internal structure, culture and practices, as well as in the external 

context. In most aid agencies single-loop learning happens at individual and group levels. 

However, evidence suggests that this is usually in an informal and ad hoc manner.

2.3.2 Reflection in Action

It is that process that allows us to reshape what we are working on, while we are working 

on it. It is that on-going experimentation that helps us find a viable solution. In this, we 

do not use a “trial-and-error” method. Rather, our actions are much more reasoned and 

purposeful than that. If something isn’t working correctly (doesn’t seem right, doesn’t 

seem to move you closer to the goal) then you “reflect” (a conscious activity) in the 

action-present.

2.3 Models of Organizational Learning
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Kolb and Fry (1975) created their famous model out of four elements: concrete 

experience, observation and reflection, the formation of abstract concepts and testing in 

new situations. He represented these in the famous experiential learning circle that 

involves concrete experience followed by observation and experience followed by 

forming abstract concepts followed by testing in new situations. In some representations 

of experiential learning these steps, are sometimes represented as a circular movement. In 

reality, if learning has taken place the process could be seen as a spiral. The action is 

taking place in a different set of circumstances and the learner is now able to anticipate 

the possible effects of the action.

2.4 Learning Organisation

The interest in the learning organisation is basically the search for the ideal organisational 

dynamics for growth, as organisations endeavour to quench the never-ending quest for 

self improvement while sustaining a competitive edge (Kihara, 2007). The desire for 

organisations to develop and sustain succinct competitive advantage so as to be 

successful must therefore be seen as an inevitable response to the unpredictable external 

environment that has become far more complex than ever before (Skyrme, 1995). This 

complexity, driven by huge technological advancements, globalisation, competitive 

markets, and new work methods in every walk of life, have all given rise to the need for 

an organisation to be able to change and adapt to their environment (Poell, 1999). 

Learning, or more specifically organisational learning, is the key characteristic that 

enables an organisation to adapt to changes in its internal or external environment and 

remain competitive in times of uncertainty (Smith, 2001). Senge (1990) comments that 

in situations of turbulent or rapid change those organisations that are flexible, adaptive 

and effective will excel and, that to excel, an organisation needs to discover how to entice 

individual commitment and the capacity to learn at all levels.

Senge (1994) views a learning organization as one that is continually expanding its 

capacity to create its future. For such an organization, it is not enough to merely survive. 

'Survival learning' or what is more often termed 'adaptive learning' is important - indeed it

2.3.3 Experiential Learning
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is necessary. But for a learning organization, 'adaptive learning' must be joined by 

'generative learning,' learning that enhances our capacity to create. Ratner on the other 

hand emphasises the need for "people at all levels, individually and collectively, to 

continually increase their capacity to produce results they really care about.

Learning usually takes place at an unconscious level and hence the difficulty in 

effectively capturing and maximally using it to transform and improve future practice. 

Argyris recommends that managers challenge employees to think constantly and 

creatively about the needs of the organization so as to fill employees with as much 

intrinsic motivation and as deep a sense of organizational stewardship as any company 

executive. By applying these ideas to individual or group performance reviews, managers 

can create an incentive for employees to increase their commitment to continuous, non­

routine learning and for implementing strategy (Rebecca, 2003). The essence of 

organisational learning is the organization's ability to use the amazing mental capacity of 

all its members to create the kind of processes that will improve its own" (Dixon, 1994)

Not every organisation that has learnt qualifies to be a learning organisation. Hartel 

(2006) argues that the process must be continual whereby an organisation adapts to its 

environment by constantly improving performance through evolving knowledge and 

understanding by its members and the organisation. This organisation, must actively 

create, capture, transfer, and mobilize knowledge of all its members to enable it to adapt 

to a changing environment (Wikipedia, 2008). The concept of a learning organisation 

differs from organisational learning as it seeks to use the theoretical findings of 

organisational learning to describe how organisations can effectively and continuously 

adapt and learn. We could argue that organizational learning is the ‘activity and the 

process by which organizations eventually reach the ideal of a learning organization’ 

(Finger and Brand, 1999).

Tailor (1998) further draws our attention to the gaping variance between “knowing” and 

“doing”. Organisations have always known what their core challenges are, but have often 

been unable to implement the action required to address them. He reckons that a learning
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organization is not about 'more training'. While training does help develop certain types 

of skill, a learning organisation involves the development of higher levels of knowledge 

and skill. As Leadbeater (2000) argues, companies need to invest not just in new 

machinery to make production more efficient, but in the flow of know-how that will 

sustain their business hence the need to be proficient at knowledge generation, 

appropriation and exploitation. Senge (2006) correctly observes that ‘Organisations must 

develop a capacity for fast-paced innovation; learn to love change’

More recent researchers on the learning organization, instead of studying the major 

conceptual components or the essential features of the learning organization, are giving 

more attention to the how or operationalization of the learning organization. That is, they 

are trying to find the methods, facilities, and strategies to create the essential features of 

the learning organization (Xin-An Lu, 2010).

2.5 Characteristics of a Learning Organisation

The functioning of a learning organization depends on an integrated system rather than 

piecemeal practices. Without a systemic network of facilities for knowledge creation and 

information collection, an organization will have no means with which to learn (Xin-An, 

2010). It is exactly by perceiving the organization as a system that the very concept of the 

“learning organization” becomes possible. Or, an organization can never learn effectively 

without systemically approaching all its components in information collection and 

knowledge creation. According to Senge (1990), a learning organization exhibits five 

main characteristics: systems thinking, personal mastery, mental models, a shared vision, 

and team learning. ‘Systems thinking’ is a conceptual framework that allows people to 

study businesses as bounded objects. ‘Systems thinking’ states that all the characteristics 

must be apparent at once in an organization for it to be a learning organization. The 

organisation is likely to fall short of its goal if some of these characteristics are missing.

Personal mastery is the discipline of continually clarifying and deepening our personal 

vision, of focusing our energies, of developing patience, and of seeing reality objectively 

(Senge, 1990). Research shows that most learning in the workplace is incidental, rather



than the product of formal training; therefore it is important to develop a culture where 

personal mastery is practiced in daily life.

Mental models are the deeply ingrained assumptions, generalizations, or even pictures 

and images that influence how we understand the world and how we take action (Senge 

1990). Individuals tend to espouse theories, which are what they intend to follow, and 

theories-in-use, which are what they actually do (Senge, 1990). Similarly, organisations 

tend to have ‘memories’ which preserve certain behaviours, norms and values (O’Keeffe, 

2002).

The practice o f shared vision involves the skills of unearthing shared ‘pictures of the 

future’ that foster genuine commitment and enrolment rather than compliance. In 

mastering this discipline, leaders learn the counter-productiveness of trying to dictate a 

vision, no matter how heartfelt (Senge, 1990). The development of a shared vision is 

important in motivating the staff to learn, as it creates a common identity that provides 

focus and energy for learning (McHugh, et al, 1998).

When teams learn together, Senge suggests, not only can there be good results for the 

organization; members will grow more rapidly than could have occurred otherwise. 

Therefore team members must develop open communication, shared meaning, and shared 

understanding. Learning organizations typically have excellent knowledge management 

structures, allowing creation, acquisition, dissemination, and implementation of this 

knowledge in the organization (Wang and Ahmed, 2003).

2.6 Organization Learning Practices

What should NGOs do in order to learn? Slim (1993) provides a very useful model 

focusing on eight key functions which must be undertaken to learn effectively. First and 

foremost is the creation o f a supportive culture. Learning organisations must support self- 

directed teams, implement robust learning information systems, and constantly analyze 

the needs and values of their customers (Angel, 2006). This must also be followed by a 

commitment to and willingness to legitimize learning by providing adequate resources 

(Britton, 1997).
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A process must also exist for gathering internal experience based on sharing and 

exchange. Many NGOs are not rigorous and enough in documenting their work. Few 

offer opportunities for staff to meet, share and learn from each other’s experience. An 

effective way to enhance this practice is explicitly reward it. Rewarding knowledge 

sharing and creation clearly indicates a sincere intention to learn from organizational 

members (Cohen, 1997). Organisational learning in NGOs has two sources: what the 

organisation does and what others do. It is not enough to be clear about what the 

organisation does, it must seek out learning from elsewhere such as the corporate, public 

and even multi lateral agencies hence the value in ability to access external learning.

Communication systems serve as the circulatory system that enables the organisation to 

constantly stimulate and refresh all its component parts. A learning organization requires 

a system that is almost as elaborately developed as the nerve system of a living organism. 

Such a system enables an organization to have immediate, constant, and accurate 

response to environmental changes, internal or external. An organization’s success 

depends on its constant and accurate adaptation to its environment, which is contingent 

on more than anything else, on accurate information of the environment (Deming, 1986).

The process of drawing conclusions and identifying lessons learnt is the main 

characteristic that distinguishes organisational learning from information exchange. 

Indeed, no experience should be documented and shared without considering its learning 

points and implications for policy and strategy. If learning is locked in the heads of 

individuals, the organisation becomes very vulnerable if those individuals leave or forget 

hence the need to develop organisational memory. A learning organisation needs 

mechanisms for ensuring the individuals memory can be downloaded into information 

system and make it available to everyone long after the individual has moved on to other 

organisations (Britton, 1997).

The process of integrating learning into strategy and policy is more complex but 

potentially more fruitful. Mintzberg and Quinn (1992) provide a useful model for strategy 

development which acknowledges the importance of strategic learning. Finally, the 

ultimate test of learning is the ability to apply the learning. Only when learning is applied
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in the work setting can we say that continuous learning cycle has been realised. Britton 

(1997) emphasises that for many NGOs, the application of learning is not be limited only 

to their own organisation but also to the practice and policy of others for instance through 

capacity building.

Huber (1991) identified and summarises four processes that contribute to organizational 

learning as follows: knowledge acquisition, information distribution, information 

interpretation, and organizational memory process

2.7 Factors influencing Organizations Learning

Three o f the typical general issues or influencing factors in learning organizations are 

context, history, and survival. Lane (2001) notes that assumption o f most organizational 

learning theory is that learning is socially constructed, that is, what is learned and how 

learning occurs are fundamentally connected to the context in which that learning 

occurs”. How the culture, or context, of an organization functions is part of an 

influencing factor on the type o f learning organization it will be.

Effective learning organizations should not only influence the current members, but also 

future members due to the experiences, beliefs, and norms that are accumulated along the 

way. Creating a learning organization is only half the solution to a challenging problem 

(Prahalad & Hamel, 1994). Equally important is unlearning some of the past that has not 

moved the company forward on a path of healthy growth. In addition, creating a 

supportive climate in which staffs naturally share their learning is a significant part of 

building a learning culture. Developing a work culture that values creativity and 

encourages innovation is imperative to an organization that desires to learn and produce 

new ideas or products (Thompson, 2003).

Weber & Berthoin Antal (2003) state, "History has an identifying effect for 

organizations". How an organization has applied learning in the past can be used to apply 

to learning opportunities in the future. The history, or identity, o f an organization is in 

part built on the collective learning of individuals and groups within the organization 

over time. Organizations can use to their advantage and potential success their collective
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and stored knowledge. However, they must beware of obsolescence that may come with 

strict adherence to past practices and procedures, without the consideration of new 

learning and opportunities (Weber & Berthoin, 2003).

The lag in time that so often hinders organizational change is called 'organizational 

inertia' -  a situation Starbuck and Hedberg (2003) say can arise from “slow sense-making 

processes and ineffective information systems...[or when] individuals learn without their 

organizations also learning” (Dierkes, 2003). One possible resolve to this dilemma is the 

Japanese concept of Kaizen -  an applied system for implementing continuous 

improvement through small steps (Maurer, 2004).

Survival is the basic premise for becoming a learning organization. Ortenblad (2002) 

observes that most or all organizational learning theorists indicate that survival is an 

important object for learning”. This concept is basic to human nature, survival of the 

fittest. In order for an organization to exist long term, it must learn more than just new 

fads or moments of knowledge, it must learn consistently over time for this is a learning 

organization.

All organizations that innovate or learn come up against innate challenges that block 

progress. The harder you push against these challenges, the more they seem to resist. But 

if you can anticipate them, and build your capabilities for dealing with them, they become 

opportunities for growth (Senge, 2006). External barriers may include the nature of donor 

priorities that enforce fragmented project framework which can inhibit learning or even 

make it impossible, the pressure to demonstrate low overheads to donors which may 

make NGOs reluctant to invest time and resources for effective organizational learning 

and competition for funding. Internal barriers on the other hand range from activists 

culture where staff view learning as a luxury, hierarchical centralized, control-oriented 

structures that restrict learning, weak incentives and rewards for learning, 

underdeveloped, under-resourced and inefficient systems for accessing, storing, 

transferring and disseminating learning, to inability to deal with discordant information 

(Edwards, 1996). Argyris (1994) and Rebecca (2003) agree that defensive behaviors can
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discourage people from looking at situations in a new light or from trying out new ideas. 

This kills creativity and innovation and so learning opportunities become very restricted.

Although it may appear that spending more time and money on learning will have 

significant cost implications, it should instead be viewed as an investment that eventually 

leads to benefits such as better adaptation to external pressures, knowledge to better link 

resources to customer needs, improving quality of outputs at all levels, increasing the 

pace of change within the organization, and improving company image by becoming 

more people-orientated.

2.8 Summary of Literature Review

The review identified three resilient factors that drive organisations quest for learning: the 

context or culture, history (past experiences and memory) as well as survival. For many 

contemporary organisations, the challenge is not how to start learning, but how to 

effectively capture and maximally use the learning to transform and improve future 

practice. Recent researchers have indeed shifted attention to the operationalisation of the 

learning organisation: finding the methods, facilities and strategies to create the essential 

features of the learning organisation. The review of critical literature has demonstrated 

that the practice o f organisation learning, whether individual or organizational, is not 

accidental or simply per chance but requires a conscious application of effort and that it 

must be practiced to be effectual. It must be developed as a part of the culture and 

integrated into daily practice.

The extent to which these practices actually help organizations achieve learning goals 

will depend on how earnestly and critically their members engage in assessing their 

experiences. Finally, although this may appear a costly and daunting task, there are 

certainly numerous benefits that should motivate organisations to transit to become 

learning organisations.
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CHAPTER THREE 
RESEARCH METHODOLOGY

3.1 Introduction

This chapter provides insight into the research design adopted, the target population 

studied, the sample size used, data collection methods employed, and data analysis 

techniques or tools used when organizing and analyzing the data.

3.2 Research Design

This study adopted survey design to assess the degree to which organisational learning 

was taking place. The survey comprised an organisational learning profile assessment, 

adapted from ‘Learning NGO questionnaire’ as developed by Britton (1998), capturing 

all the eight learning elements through a set of 40 assertive statements on a five-point 

scale. Similar studies had employed this study design such as Kihara (2007) in the study 

of the learning concept in NGOs in Nairobi Kenya. Surveys provide quick, inexpensive, 

efficient, and accurate means of assessing information about the population (Zikmund, 

2003). Given the purpose of this study, a survey was most appropriate in collecting both 

the qualitative and quantitative data required for descriptive and inferential statistical 

analysis.

3.3 Population

The target population comprised all development NGOs that had been operating in the 

Coast province of Kenya for a period not less than two years, and as listed in the NGOs 

directory published by the NGOs council. According to the NGO council directory, there 

were about 3200 NGOs countrywide. However, those operating in coast province were 

75. Given the small number of the population, this study opted for a census to cover all 

the large NGOs as listed in the directory.

3.4 Data Collection

The main type of data was discrete quantitative data. This was largely because the 

attributes were already known and would be put on a scale to probe the levels of adoption 

from one organisation to the other. The main data collection instrument was semi- 

structured questionnaire. The first section probed organisational profile data; the second
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section probed organisation learning practices, while the last section probed learning 

challenges. The questionnaire was self administered as well as online through email so as 

to increase response rate and minimize on costs. Two respondents per organisation were 

selected comprising senior management and a middle management level staff for 

backstopping.

3.5 Data Analysis

Data was analysed using descriptive as well as inferential statistical techniques. 

Frequencies and percentages were used to establish the status of the proportion of the 

respondents with respect to the extent to which NGOs had adopted learning organisation 

concept and the factors contributing to its adoption. Mean scores were also computed to 

establish highly ranked aspects of organisation learning that had been adopted by the 

NGOs and challenges o f implementing the concept in the Kenyan context. The outputs 

from the inferential analysis were used to make judgements about the study population. 

The findings were presented in various formats including tables, pie charts, graphs and 

relational diagrams for ease o f interpretation.
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CHAPTER FOUR
DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

This chapter presents analysis and discussion of the study findings as set out in the 

research methodology. The results on the organisational learning practices in 

nongovernmental organizations in coast province of Kenya are presented here. The data 

was gathered exclusively from the questionnaires as designed in line with the objectives 

of the study.

4.1.1 Response Rate

The study targeted a total of 75 NGOs operating in coast province of Kenya out of which 

47 filled and returned the questionnaire giving a response rate of 63%. This 

commendable response rate was made possible by the fact that the questionnaire was sent 

on email and on an easy to interact with format. Further, majority of the respondents were 

personally known to the researcher, being colleagues in the same industry. Phone calls 

and email reminders also served to encourage the respondents to fill-in and return the 

questionnaires. Mugenda and Mugenda (1999) asserts that a response rate of 50% is 

adequate for analysis and reporting; a rate of 60% is good and a response rate of 70% and 

over is excellent.

Table 4.1: Response Rate

Response Frequency Percent
Responses 47 63

Non-responses 28 37

Total 75 100

4.2 Organisation Profile

The study sought to establish the registration status of the NGOs. From the findings, 

majority of NGOs that responded were local NGOs at 46% followed by national NGOs at 

30% while faith based NGOs and international NGOs were 15% and 9% respectively as
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illustrated in figure 4,1. This indicates that coast province is mainly based with local 

NGOs.

5 10 15 20 25 30 35 40 45 50

B Percent

Figure 4.1: Registration Status of NGOs

The study also aimed to establish the period the organization had been in operation. 

According to the findings, most (47%) of the NGOs had operated for a period of 6-10 

years, 30% had operated for 5 years and below, 15% had operated for a period of 11-15 

years while 9% had been in operation for more than 20 years as shown in figure 4.2 This 

implies that majority o f NGOs had been in business for long enough hence were in a 

position to give information relevant for the study.

Figure 4. 2: Age of the Organization
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On the NGOs main source of funding, the findings revealed 38% of the NGOs were 

funded by international donors and another 38% were funded by local donors while 24% 

were self sponsored as indicated in figure 4.3

Figure 4. 3: Main Source of Funding

On the operational areas/locations o f the NGOs, the following were the areas of 

operation: Kwale, Kilifi, Tana River, Lamu, Taita, Taveta, Mombasa, Likoni, Diani and 

Mtwapa. Most were however concentrated in Mombasa.

The study also sought to find out the sector(s) they were in. The study found that those in 

governance and environment/land sector were at 30% each followed by those dealing 

with education at 23% while 15% were in health sector. The least (2%) number were in 

other sector like women and children rights, GBV prevention, peace building and conflict 

resolution, legal aid services, human rights, gender and children rights, labour rights, 

leadership, development, Advocacy, and Micro enterprise as indicated in figure 4.4
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Figure 4. 4: Sector They Belonged In

In addition, the NGOs were required to indicate number o f employees they had in the 

organisation. The responses showed that majority of the NGOs had permanent employees 

ranging from 1-10 employees as well as volunteers ranging from 3-20 volunteers. The 

least number o f NGOs had more than 50 employees. This therefore means that most of 

the NGOs are small in size and are in the process of growing.

4.3 Organisational Learning Assessment

On the scale o f 1-5 whereby l=Not true, 2= Rarely true, 3=Sometimcs true, 4=Often true 

and 5=Very true. The respondents were required to indicate the extent to which the 

various attributes applied to their organisation.

4.3.1 Creating a Supportive Culture

A supportive culture facilitates organisational learning. This variable probed managers’ 

commitments to learning, provision of resources and facilities as well as rewarding staff 

contributions. Data was abstracted from the questionnaire responses on each of the five 

statements on an incremental scale of one to five as summarized in table 4.2.
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Table 4.2: Creating a Supportive Culture

Mean

Std.

Deviation

People feel free to enquire about challenges and each other’s (and 
their own) biases and assumptions. 4.4615 0.6602
Sharing experience and knowledge in the organization is given a 
high priority even when time and other resources are limited. 4.1538 0.8987
Resources and facilities for individual development are made 
available to all members of the organization 3.7692 1.3634
Staff are rewarded for the contribution they make to the 
organizations learning 3.6923 1.1821
Senior managers create a climate which encourages 
experimentation and acknowledges that mistakes are an evitable 
part of this 3.4615 1.3913

The respondents indicated that it was often true that people felt free to enquire about 

challenges and each other’s (and their own) biases and assumptions with a mean of 

4.4615 and std. deviation of 0.6602; sharing experience and knowledge in the 

organization was given a high priority even when time and other resources were limited 

at a mean of 4.1538 and std. deviation of 0.8987; resources and facilities for individual 

development were made available to all members o f the organization as shown by a mean 

of 3.7692 and std. deviation 1.3634; and staff were rewarded for the contribution they 

made to the organizations learning at a mean of 3.6923 and std. deviation of 1.1821. It 

was somehow true that senior managers created a climate which encouraged 

experimentation and acknowledges that mistakes were an evitable part of this with a 

mean of 3.4615 and std. deviation of 1.3913. Thus the organizations have a succeeded in 

creating a strong supportive culture.

4.3.2 Gathering Internal Experience

Internal experience is born out of regular review and reflection using systematic 

procedures for monitoring and evaluation. It was necessary to probe whether the 

organisations are rigorous enough in encouraging this to happen in order to constantly 

expand organisations explicit wisdom. Data was abstracted from the questionnaire on 

each of the responses on each of the five statements as shown in table 4.3
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Table 4. 3: Gathering Internal Experience

Mean
Std.

Deviation
Individuals, groups and sections view each other as working 
partners and constantly strive to find out and meet each other’s 
expectations and needs 4.5385 0.6602
People at all levels of the organization are encouraged to learn 
regularly and rigorously from their work and feed such learning to 
other parts of the organization 4.4615 0.7762
Our organization continually enables individuals to tell others 
about important lessons they have learned in order to constantly 
expand the organizations base of explicit wisdom 4.3077 0.6304
The organization uses systematic procedures for the regular 
monitoring, review and evaluation of all its project, programmes 
and advocacy activity 3.6154 1.1929
Our organization has enough built in spare capacity to allow staff 
to take time out to reflect on their work experience and learn 
lessons from it 3 1.6329

The results indicated it was often true that individuals, groups and sections viewed each 

other as working partners and constantly strived to find out and meet each other’s 

expectations and needs as shown by a mean of 4.5385 and std. deviation o f 0.6602; 

people at all levels o f the organization were encouraged to learn regularly and rigorously 

from their work and feed such learning to other parts of the organization at a mean of 

4.4615 and std. deviation o f 0.7762; their organization continually enabled individuals to 

tell others about important lessons they had learned in order to constantly expand the 

organizations base o f explicit wisdom with a mean o f 4.3077 and std. deviation of 

0.6304; and the organization used systematic procedures for the regular monitoring, 

review and evaluation o f all its project, programmes and advocacy activity as indicated 

by a mean of 3.6154 and std. deviation of 1.1929. It was somehow true that their 

organization had enough built in spare capacity to allow staff to take time out to reflect 

on their work experience and learnt lessons from it with a mean o f 3 and std. deviation of 

1.6329. It can be concluded that these organizations have mechanisms for mobilizing 

internal experience.

24



4.3.3 Accessing External Learning

Organisations learn not only from internal sources but also from external sources. It is 

imperative that that organisations endeavour to build relationships in order to benefit 

from their experience and also share their own experiences with others. The data was 

captured in the same way and tabulated as shown in Table 4.4.

Table 4. 4: Accessing External Learning

Mean
Std.

Deviation
Our organization encourages its staff to develop a wide range of 
contacts with other agencies and to actively learn from their 
experience 4.6154 0.6504
Our organization enters into open cooperation with other 
organizations in order to share experience and encourage mutual 
learning from each other’s experience 4.4615 0.6602
Our organization is linked to a wide arrange of networks and uses 
its contacts with other agencies to gather useful knowledge and 
skills 4.4615 0.6602
Staff are encouraged to visit other organization and are expected to 
write up and share what they learnt from their visit 4.1538 1.2810
All organization members who have dealings with the ‘outside 
world’ are expected to gather and share relevant information. 
Their managers take an active interest in debriefing them about the 
information they have gathered. 3.3077 1.1821

The respondents indicated it was very true that their organizations encouraged staff to 

develop a wide range of contacts with other agencies and to actively learn from their 

experience with a mean of 4.6154 and std. deviation o f 0.6504. The respondents also 

cited that it was often true their organization entered into open cooperation with other 

organizations in order to share experience and encourage mutual learning from each 

other’s experience at a mean of 4.4615 and std. deviation of 0.6602; their organization 

was linked to a wide range o f networks and used its contacts with other agencies to gather 

useful knowledge and skills as shown by a mean of 4.4615 and std. deviation o f 0.6602; 

and staff were encouraged to visit other organization and were expected to write up and 

share what they learnt from their visit at a mean of 4.1538 and std. deviation of 1.2810. It 

was somehow true that all organization members who had dealings with the ‘outside 

world’ were expected to gather and share relevant information and their managers took
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an active interest in debriefing them about the information they had gathered with a mean 

of 3.3077 and std. deviation of 1.1821. Again, it was quite impressive that the 

organizations had perfected networking and sharing o f experiences.

4.3.4 Communication Systems

An effective communication system is paramount in ensuring information and 

experiences flow throughout the organisation without hindrances. The object of this 

probe was to establish how the organisations encourage and promote sharing of 

experiences across boundaries, sections or locations. Similarly the data was abstracted 

from the questionnaire responses on each of the statements on a scale of one to five as 

displayed in table 4.5

Table 4. 5: Communication Systems

Mean
Std.

Deviation
Staff have access to email and are encouraged to share information 
using electronic media such as internet and bulletin boards 4.3077 0.6304
Information flows freely throughout the organization, crossing 
departments, sectional and locational boundaries without 
hindrance 3.8462 0.9871
Our organization has a wide range of mechanisms for sharing 
experience between staff and different teams, sections, 
departments and locations. 3.7692 1.3634
Staff in our organization are skilled at making their personal 
knowledge and wisdom available to others.

3.7692 1.3634

It is easy to access information on the lessons learned from other 
parts of the organization 3.5385 1.1266

It was often true that staffs had access to email and were encouraged to share information 

using electronic media such as internet and bulletin boards as shown by a mean of 4.3077 

and std. deviation of 0.6304; information flew freely throughout the organization, 

crossing departments, sectional and locational boundaries without hindrance at a mean of 

3.8462 and std. deviation of 0.9871; their organization had a wide range of mechanisms 

for sharing experience between staff and different teams, sections, departments and 

locations as shown by a mean of 3.7692 and std. deviation o f 1.3634; staff in their 

organization were skilled at making their personal knowledge and wisdom available to
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others as recorded by a mean of 3.7692 and std. deviation of 1.3634; and it was easy to 

access information on the lessons learnt from other parts o f the organization with a mean 

of 3.5385 and std. deviation of 1.1266

4.3.5 Mechanisms for Drawing Conclusions

Reports from evaluations must be routinely analysed and raw information converted into 

useable wisdom for continuous improvement. Through this, organisations can identify 

lessons learnt and constantly seek better ways of working. The data was captured using 

five questions on a scale of one to five as summarised in table 4.6

Table 4. 6: Mechanisms for Drawing Conclusions

Mean
Std.

Deviation
Our organization uses continuous improvement approach when 
analyzing the knowledge and experience gained from its practice. 
Staff are encouraged to constantly ask themselves “how could we 
do this better?” 4.2308 1.0127
Learning from experiences is seen as everyone’s business and not 
left to specialist units or senior managers 4.1538 1.0681
M&E reports and field visit reports are routinely analyzed to 
identify what has been learned from the work and what lessons 
could be applied in the future 3.6923 1.0315
Our organization is skilled at converting raw information from 
evaluations into useable wisdom 3.3846 1.0439
Our organization regularly identifies a theme o f work and draws 
conclusions based on an analysis of all its practice experience and 
an understanding o f the current state o f the art 3.25 1.4222

The results indicated it was true the organization used continuous improvement approach 

when analyzing the knowledge and experience gained from its practice thus staff were 

encouraged to constantly ask themselves how they could do better as indicated by a mean 

of 4.2308 and std. deviation of 1.0127; learning from experiences was seen as everyone’s 

business and not left to specialist units or senior managers at a mean of 4.1538 and std. 

deviation of 1.0681; M&E reports and field visit reports were routinely analyzed to 

identify what had been learned from the work and what lessons could be applied in the 

future as recorded by a mean of 3.6923 and std. deviation of 1.0315. The respondents 

also noted that it was somehow true their organization was skilled at converting raw
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information from evaluations into useable wisdom and organization regularly identified a 

theme of work and drew conclusions based on an analysis of all its practice experience 

and an understanding of the current state of the art with means of 3.3846, 3.25 and std. 

deviations of 1.0439 and 1.4222 respectively. Thus, the organizations have mechanisms 

for drawing conclusions with some appreciable level of success.

4.3.6 Developing Organization Memory

Memory is an indispensable part o f learning. The purpose if this was to probe the extent 

to which the organisations had institutionalised collection, storage and retrieval of vital 

information and experiences through systematically defined procedures. The data was 

captured using a set of five questions on a rating of one to five as summarised in table 4.7

Table 4. 7: Developing Organization Memory

Mean
Std.

Deviation
The information function is given sufficient prominence and is 
resourced to enable the organization to keep its records up to date 3.7692 0.8320
All written reports and key documents are cross-referenced and 
made easily accessible to all staff 3.6923 1.2506
Our organization has a systematic database of all its projects and 
programme work which can enable staff and outsiders to identify 
where expertise resides. 3.3077 1.4367
Our organization is not vulnerable to losing its experience when 
individuals leave e.g. staff who leave the organization go through 
a systematically recorded de-briefing to ensure that the 
organization retains their knowledge 3.25 1.5447
The organization has mechanisms for remembering the 
experiences of its current and previous work thro the development 
of highly accessible databases, resource/information centres and 
data retrieval systems 3.0769 1.2557

The findings revealed it was often true that the information function was given sufficient 

prominence and was resourced to enable the organization to keep its records up to date at 

a mean of 3.7692 and std. deviation of 0.8320; and all written reports and key documents 

were cross-referenced and made easily accessible to all staff as shown by a mean of 

3.6923 and std. deviation of 1.2506. It was somehow true that their organization had a 

systematic database of all its projects and programme work which could enable staff and
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outsiders to identify where expertise resided at a mean o f 3.3077 and std. deviation of 

1.4367; their organization was not vulnerable to losing its experience when individuals 

left e.g. staff who left the organization went through a systematically recorded de-briefing 

to ensure that the organization retained their knowledge at a mean of 3.25 and std. 

deviation of 1.5447; and the organization had mechanisms for remembering the 

experiences of its current and previous work thro the development of highly accessible 

databases, resource/information centres and data retrieval systems with a mean of 3.0769 

and std. deviation of 1.2557. Albeit the organizations have developed organization 

memory, they still have some challenges in development o f databases and resource 

information systems to remember current and previous work.

4.3.7 Integrating Learning into Strategy and Policy

For learning to be effectively applied and used consistently, organisations must 

endeavour to make it part o f their strategy and other key policy documents. It was 

important to probe whether the strategy development and policy formulation was a fully 

participatory process to account for the experiences of all the members in the 

organisations. The data was also captured through a set o f five questions ranked on an 

incremental scale of one to five as shown in table 4.8

Table 4. 8: Integrating Learning into Strategy and Policy

Mean
Std.

Deviation
Policy making involves people at most levels in the organization, 
according to what they can contribute to the process and not 
simply their status. 4.4615 0.7762
The development of strategy is deliberately organized as a learning 
process. Feedback loops are incorporated to enable continuous 
improvement in the light of experience 3.9231 1.1151
Our system of planning, accounting, budgeting, financial reporting 
and other management processes are organized to assist learning 3.4615 1.1266
The learning gained by one part of the organization is quickly 
made available to others even if at first it appears o f little 
immediate relevance 3.3846 1.0439
Learning is built in the organization through the development of 
systems, operational procedures and other ways of sharing lessons 
gained from individual’s experience. 3.3077 1.4935
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The findings on integrating learning into strategy and policy revealed that it was often 

true that policy making involved people at most levels in the organization, according to 

what they can contribute to the process and not simply their status at a mean of 4.4615 

and std. deviation o f 0.7762; and the development of strategy was deliberately organized 

as a learning process. Feedback loops were incorporated to enable continuous 

improvement in the light of experience with a mean o f 3.9231 and std. deviation of 

1.1151. It was somehow often that their system of planning, accounting, budgeting, 

financial reporting and other management processes were organized to assist learning at a 

mean of 3.4615 and std. deviation o f 1.1266; the learning gained by one part of the 

organization was quickly made available to others even if at first it appeared of little 

immediate relevance as recorded by a mean of 3.3846 and std. deviation of 1.0439; and 

learning was built in the organization through the development o f systems, operational 

procedures and other ways of sharing lessons gained from individual’s experience with a 

mean of 3.3077 and std. deviation o f 1.4935. The relatively low scores here indicate that 

this is perhaps one o f the areas organizations are struggling with, the main weakness 

being in developing systems and standard operating procedures that facilitate learning.

4,3.8 Applying the Learning

Applying the learning is the ultimate test for learning organisations. Organisations can 

learn but if they cannot apply the learning, then their practice will not improve as a result 

of their own experiences. It was absolutely necessary to probe the extent to which 

organisations changed their practice to reflect their own learning in a bid to improve their 

effectiveness and efficiency. The data was captured using five questions on a scale of one 

to five as shown in table 4.9
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Table 4. 9: Applying the Learning

Mean

Std.
Deviatio

n
Our organization is constantly building its capacity and innovating 
based on what it has learned. 4.4615 0.6602
Our organization changes its practice and priorities to reflect new 
knowledge and insights in its efforts to constantly improve its 
effectiveness 4 0.5773
The organization systematically uses its learning to improve its own 
practice and influence policy and practice of other organizations or 
agencies 3.8462 1.3445
Our organization has a strategy for scaling up its impact which 
reflects the learning it has developed on ‘what works’ 3.6462 0.8006
The organization writes up and publishes its experience for a wider 
readership without using unnecessary technical jargon 3.0769 1.6052

On organization applying the learning, it was often true that their organizations were 

constantly building their capacity and innovating based on what it had learnt at a mean of 

4.4615 and std. deviation of 0.6602; their organization changed its practice and priorities 

to reflect new knowledge and insights in its efforts to constantly improve its effectiveness 

with a mean of 4 and std. deviation of 0.5773; the organization systematically used its 

learning to improve its own practice and influenced policy and practice of other 

organizations or agencies as shown by a mean of 3.8462 and std. deviation of 1.3445; and 

their organization had a strategy for scaling up its impact which reflected the learning it 

had developed on ‘what works’ at a mean of 3.6462 and std. deviation of 0.8006. It was 

somehow true that the organization wrote and published its experience for a wider 

readership without using unnecessary technical jargon with a mean of 3.0769 and std. 

deviation of 1.6052 as tabulated in figure 4.9. It can be concluded that the organizations 

have endeavored to apply the learning albeit with some weaknesses in documenting and 

publishing experiences as well as weak strategies for scaling up its impact.

4.4 Challenges Faced By Organisations

Many organisations readily admit that their practice does not match their aspirations. 

There was need therefore to probe some of the challenges standing in the way for them to
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realise their ambitions. The data to support this was captured using a set o f twelve 

questions but on the same scale o f one to five as shown in table 4.10.

Table 4. 10: Challenges Faced By Organisations

Mean

Std.
Deviatio

n
There is a shortage in manpower in terms of numbers and key 
competencies 3.5385 1.26592
Lack of appropriate means of evaluating organizational learning 3.2308 1.42325
Inadequate provisions to motivate staff to undertake learning 3.0769 1.18754
The scope of learning is not well defined 2.6923 1.31559
There exists interdepartmental conflicts 2.4615 1.56074
Lack of conducive environment due to power games and 
organizational politics 2.4615 1.61325
The learning goals are too aggressive and the organization is not 
able to cope 2.3846 1.50214
There exists a lack of appropriate mindset and psychological 
dispositions 2.3077 1.25064
Lack of effective leadership in the learning process 2.2308 1.5359
Lack of clear communication on learning goals and what is 
expected of each member 2.1538 1.57301
Inability of employees to appreciate importance of organizational 
learning 2.1538 1.3445
There is mistrust and misunderstanding among those in authority 
or in other departments 1.7692 1.23517

The respondents agreed that it was often true that there was a shortage in manpower in 

terms of numbers and key competencies. It was somehow true that there was lack of 

appropriate means of evaluating organizational learning at a mean of 3.2308; inadequate 

provisions to motivate staff to undertake learning with a mean of 3.0769; and the scope of 

learning was not well defined as shown by a mean of 2.6923. It was also rarely true that 

there existed interdepartmental conflicts at a mean of 2.4615; there was lack of conducive 

environment due to power games and organizational politics with a mean of 2.4615; the 

learning goals were too aggressive and the organization was not able to cope at a mean of 

2.3846; there existed a lack of appropriate mindset and psychological dispositions with a 

mean of 2.3077; lack o f effective leadership in the learning process at a mean o f 2.2308; 

there was lack o f clear communication on learning goals and what was expected of each
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member with a mean of 2.1538; inability of employees to appreciate importance of 

organizational learning at a mean of 2.1538; there was mistrust and misunderstanding 

among those in authority or in other departments with a mean o f 1.7692.

4.5 Discussion of Findings

There are eight main attributes that define organisational learning. The findings reveal 

that the organizations have a succeeded in creating a strong supportive culture and have 

mechanisms for mobilizing internal experience. It was quite impressive that the 

organizations had perfected networking and sharing o f experiences as strategies for 

accessing external learning. Further, the organizations have implemented mechanisms for 

drawing conclusions with some appreciable level of success. Albeit the organizations 

have developed organization memory, they still have some challenges in developing 

databases and resource/information systems to remember current and previous work.

The relatively low scores in integrating learning into strategy and policy indicate that this 

is perhaps one o f the areas organizations are struggling with, the main weakness being in 

developing systems and standard operating procedures that facilitate learning. Finally the 

organizations have endeavored to apply the learning albeit with some weaknesses in 

documenting and publishing experiences as well as weak strategies for scaling up its 

impact.

The main challenges lie in staff capacity, unclear learning goals and lack o f effective 

leadership.

These findings agree with the available literature that for many contemporary 

organisations, the challenge is not how to start learning but rather how to become more 

conscious of how learning already takes place, in order to use and further develop this 

innate ability, and subsequently understand why the learning that is taking place is not 

being maximally and more effectively used to transform and improve future practice: the 

ultimate test of learning.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND 

RECOMMENDATIONS

5.1 Introduction

This chapter provides the summary of the findings from chapter four, and also it gives the 

conclusions and recommendations of the study based on the objectives of the study. The 

objective of this study was to assess organisational learning practices in nongovernmental 

organizations in coast province of Kenya.

5.2 Summary of the Findings

The study established that majority of NGOs were local NGOs which had operated for a 

period of 6-10 years. The NGOs were funded by international donors and local donors 

and most of them worked in the governance, education and environment/land sector.

The results of organisational learning assessment indicated that most organisations have 

adopted the organisational learning attributes albeit with varying degrees of success and 

challenges. Organisations scored highly in accessing external learning (mean o f 4.1) and 

gathering internal experience (3.9). Drawing conclusions and communications systems 

tied at 3.8. However, they scored poorly in applying the learning (3.6), Integrating policy 

into strategy (3.7) and organisational memory (3.4). This implies that the organisations 

are very strong in accessing external learning and gathering external experience but 

relatively weak in applying the learning, developing organisational memory and 

integrating policy into strategy.

The study further found out that the main weakness in creating a supportive culture was 

around availability of resources and facilities as well as rewarding staff contributions in 

organisation learning. In gathering internal experience, the main weakness was around 

existence of systematic procedures for regular monitoring, review and evaluation while 

entering into open cooperation with others in order to share experiences and managers 

taking interest in debriefing on what they had learnt were ranked as the main weaknesses 

associated with accessing external learning.



In regards to communication systems, the results suggest that the main weakness lies in 

information flow across departments, sections and various locations as well as skill and 

ability of staff to make their personal knowledge and wisdom available to others. This 

agrees with the difficulty in converting raw information from evaluation into usable 

wisdom as a weakness in drawing conclusions. As far as developing organisational 

memory is concerned, weaknesses lied existence of systematic database of projects and 

programes to identify where expertise lies as well as in subjecting outgoing staff to a 

debrief to ensure organisations retain their knowledge. There was also a weakness in 

making learning gained by one part of the organisation available to others immediately as 

a way of integrating policy into strategy, finally in applying the learning, which is the 

ultimate test for learning organisation, the main weaknesses lied in systematically using 

the learning to improve practice and influence policy and practice of the organisations as 

well as strategies for scaling up and publishing experiences o f ‘what worked’ for wider 

readership.

It was often true that policy making involved people at most levels in the organization, 

according to what they could contribute to the process and not simply their status; their 

organizations were linked to a wide range of networks and used its contacts with other 

agencies to gather useful knowledge and skills. This is important since it is not enough to 

be clear about what the organisation does hence the need to seek out learning from 

elsewhere such as the corporate, public and even multi lateral agencies. Staff had access 

to email and were encouraged to share information using electronic media such as 

internet and bulletin boards; their organization used continuous improvement approach 

when analyzing the knowledge and experience gained from its practice thus staff were 

encouraged to constantly ask themselves how they could do this better; Staff were 

encouraged to visit other organization and were expected to write up and share what they 

learnt from their visit; their organization changed its practice and priorities to reflect new 

knowledge and insights in its efforts to constantly improve its effectiveness.

KNIVERSI7
L O W E R

t v  r AI RGBf l

. i df t i tr i35



Further, the development of strategy was deliberately organized as a learning process and 

feedback loops were incorporated to enable continuous improvement in the light of 

experience.

On the challenges faced by organisations, the respondents agreed that it was often true 

that there was a shortage in manpower in terms of numbers and key competencies. It was 

somehow true that there were inadequate provisions to motivate staff to undertake 

learning; and the scope of learning was not well defined. Further, it was sometimes true 

that lack of effective leadership in the learning process; lack o f clear communication on 

learning goals and what was expected of each member impaired organizational learning; 

mistrust and misunderstanding among those in authority or in other departments was 

rarely a challenge.

5.3 Conclusions

From the findings, the study concludes that most NGOs in coast province are local 

dealing mostly with issues of governance, education and environment/land and are 

funded by both international donors and local donors. Further, most NGOs (47%), have 

been in existence for more than 6 years but had a mix o f permanent staff and several 

volunteers. This could account for loss in organisational memory since volunteers do not 

stay long in the organisations. Most NGOs in Coast province exhibit learning 

characteristics albeit with varying degrees of success and challenges. Indeed, the 

organisations are very strong in accessing external learning, gathering internal 

experience, drawing conclusions and communications systems but relatively weak in 

integrating policy into strategy, developing organisational memory and applying the 

learning.

It was particularly impressive that most NGOs encouraged their staff to develop a wide 

range of contacts with other agencies and to actively learn from their experience and that 

staff were involved in policy making at most levels in the organization. Further, the 

NGOs were linked to a wide range of networks and used their contacts with other 

agencies to gather useful knowledge and skills. Many o f the NGOs in Coast province are 

not rigorous enough in documenting their work hence the difficulty in sharing their
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experiences o f ‘what worked’ with a wider readership. Few offer opportunities for staff to 

meet, share and learn from each other’s experience and hence the challenge in drawing 

conclusions and effective application of the learning to improve practice. These are 

barriers that have to be overcome if the organisations are to transit to become full 

learning organisations.

The above results clearly demonstrate that organisation learning is not accidental or 

simply per chance but requires a conscious application o f effort and that it must be 

practiced to be effectual. It must be developed as a part of the culture and integrated into 

daily practice. The NGOs in Coast province have just begun the journey into becoming 

learning organisations but they must now endeavour to continually apply the learning to 

improve their practice.

5.4 Recommendations

From the findings and conclusion, the study recommends that the organizations should 

ensure that their learning does not only influence the current members, but also future 

members by appropriately documenting the experiences, beliefs, and norms that are 

accumulated along the way. Managers in these NGOs must take deliberate efforts to 

debrief exiting staff to ensure their wisdom is retained by the organisation. These 

eventually form the organisational memory that others can learn from. Further, they 

should endeavour to create a supportive climate in which staff naturally share their 

learning as a significant part of building a learning culture in the organization.

Effective leadership, adequate provision for manpower and resources are important 

prerequisites in steering a learning organisation and hence managers must anticipate any 

shortcomings and proactively institute measures to guard against these becoming barriers 

to learning. Finally, it is not just enough to learn, the ultimate test lies in applying the 

learning to improve practice. Hence the organisations should actively create, capture, 

transfer, and mobilize knowledge of all its members and apply it to enable the 

organisation to adapt to the increasingly dynamic environment.
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5.5 Limitations of the Study

Some of the respondents were reluctant to give information fearing that the information 

asked would be used to intimidate them or paint a negative image about them or their 

company. The researcher handled this problem by using the introduction letter from the 

University and assured the respondents that the information they gave would be treated 

with confidentiality and would be used purely for academic purposes.

The study faced both time and financial limitations. The duration that the study was to be 

conducted was limited hence exhaustive and extremely comprehensive research could not 

be carried on organisational learning practices in nongovernmental organizations. 

However the researcher countered this limitation by carrying out the research across the 

organization to enable a generalization of the study findings.

5.6 Area for Further Research

This study recommends that a similar study should be done on all NGOs in Kenya and 

another on organisational learning practices in public and private companies for the 

purposes of benchmarking. This would allow for generalization o f study findings.

5.7 Implications on Policy, Theory and Practice

The policy makers and the government who bear the primary responsibility for promoting 

sustainable development to benefit the citizenry should use the study in re-evaluating the 

quality o f their interventions with a view to injecting effectiveness and efficiency.

The practitioners in development NGOs in Kenya should get insight from the study 

findings on how to effectively overcome the obstacles to learning in their quest for 

organizational effectiveness and efficiency, and possibly help them move to that next 

level.

This study should enhance existing knowledge on the discipline o f strategic management 

regarding organisational learning practice as applied by NGOs in different settings i and 

the academia should use the study as source of reference and platform for further 

research.
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APPENDICES

Appendix I: Questionnaire

SECTION A: ORGANISATION PROFILE

1. Name of your organisation_______________________________________

2. Registration status:

Local NGO ( ) National NGO ( ) International NGO ( ) Faith Based NGO ( )

3. How old is your organisation? (Please tick as appropriate )

5 Yrs or below ( ) 6-10Yrs( ) ll-1 5 Y rs( )

16-20 Yrs ( ) Above 20 Yrs ( )

4. Main Source of funding:

Self ( ) Local Donors ( ) International Donors ( )

Other (specify)____________________

5. Which are your operational areas/locations?___________________________

6. Which sector(s) are you in?

Environment/Land ( ) Education ( ) Health ( )

Food security ( ) Governance ( )

Other______________

7. How many employees are in this organisation?______________
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SECTION B: ORGANISATIONAL LEARNING ASSESMENT

To what extent do the following apply to your organisation? Please tick as appropriate 

using the following scale:

(1) Not true (2) Rarely true (3) Sometimes true (4) Often true

(5) Very true of my organisation

1. Staff are rewarded for the contribution they 
make to the organisations learning (1) (2) (3) (4) (5)

COMMENTS:
2. The organisation uses systematic 

procedures for the regular monitoring, 
review and evaluation of all its project, 
programmes and advocacy activity

(1) (2) (3) (4) (5)

COMMENTS:
3. All organisation members who have 

dealings with the ‘outside world’ are 
expected to gather and share relevant 
information. Their managers take an active 
interest in debriefing them about the 
information they have gathered.

(1) (2) (3) (4) (5)

COMMENTS:
4. Information flows freely throughout the 

organisation, crossing departments, 
sectional and locational boundaries without 
hindrance

(1) (2) (3) (4) (5)

COMMENTS:
5. Learning from experiences is seen as 

everyone’s business and not left to 
specialist units or senior managers

(1) (2) (3) (4) (5)

COMMENTS:
6. The organisation has mechanisms for 

remembering the experiences of its current 
and previous work thro the development of 
highly accessible databases, 
resource/information centres and data 
retrieval systems

(1) (2) (3) (4) (5)

COMMENTS:
7. The development of strategy is deliberately 

organised as a learning process. Feedback 
loops are incorporated to enable continuous 
improvement in the light of experience

(1) (2) (3) (4) (5)

COMMENTS:
8. The organisation systematically uses its 

learning to improve its own practice and 
influence policy and practice of other 
organisations or agencies

(1) (2) (3) (4) (5)
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COMMENTS:
9. The organisation writes up and publishes its 

experience for a wider readership without 
using unnecessary technical jargon

(1) (2) (3) (4) (5)

COMMENTS:
10. Policy making involves people at most 

levels in the organisation, according to what 
they can contribute to the process and not 
simply their status.

(1) (2) (3) (4) (5)

COMMENTS:
11. All written reports and key documents are 

cross-referenced and made easily accessible 
to all staff

(1) (2) (3) (4) (5)

COMMENTS:
12. M&E reports and field visit reports are 

routinely analysed to identify what has been 
learned from the work and what lessons 
could be applied in the future

(1) (2) (3) (4) (5)

COMMENTS:
13. Our organisation has a wide range of 

mechanisms for sharing experience between 
staff and different teams, sections, 
departments and locations.

(1) (2) (3) (4) (5)

COMMENTS:
14. Our organisation enters into open 

cooperation with other organisations in 
order to share experience and encourage 
mutual learning from each other’s 
experience

(1) (2) (3) (4) (5)

COMMENTS:
15. Our organisation has enough built in spare 

capacity to allow staff to take time out to 
reflect on their work experience and learn 
lessons from it

(1) (2) (3) (4) (5)

COMMENTS:
16. Sharing experience and knowledge in the 

organisation is given a high priority even 
when time and other resources are limited.

(1) (2) (3) (4) (5)

COMMENTS:
17. Senior managers create a climate which 

encourages experimentation and 
acknowledges that mistakes are an evitable 
part of this

(1) (2) (3) (4) (5)

COMMENTS:
18. Our organisation continually enables 

individuals to tell others about important 
lessons they have learned in order to 
constantly expand the organisations base of 
explicit wisdom

(1) (2) (3) (4) (5)

COMMENTS:
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19. Our organisation encourages its staff to 
develop a wide range of contacts with other 
agencies and to actively learn from their 
experience

(1) (2) (3) (4) (5)

COMMENTS:
20. It is easy to access information on the 

lessons learned from other parts of the 
organisation

(1) (2) (3) (4) (5)

COMMENTS:
21. Our organisation is skilled at converting 

raw information from evaluations into 
useable wisdom

(1) (2) (3) (4) (5)

COMMENTS:
22. Our organisation is not vulnerable to losing 

its experience when individuals leave. Eg. 
staff who leave the organisation go through 
a systematically recorded de-briefing to 
ensure that the organisation retains their 
knowledge

(1) (2) (3) (4) (5)

COMMENTS:
23. Our system of planning, accounting, 

budgeting, financial reporting and other 
management processes are organised to 
assist learning

(1) (2) (3) (4) (5)

COMMENTS:
24. Our organisation has a strategy for scaling 

up its impact which reflects the learning it 
has developed on ‘what works’

(1) (2) (3) (4) (5)

COMMENTS:
25. Our organisation changes its practice and 

priorities to reflect new knowledge and 
insights in its efforts to constantly improve 
its effectiveness

(1) (2) (3) (4) (5)

COMMENTS:
26. Learning is built in the organisation through 

the development of systems, operational 
procedures and other ways of sharing 
lessons gained from individual’s 
experience.

(1) (2) (3) (4) (5)

COMMENTS:
27. Our organisation has a systematic database 

of all its projects and programme work 
which can enable staff and outsiders to 
identify where expertise resides.

(1) (2) (3) (4) (5)

COMMENTS:
28. Our organisation regularly identifies a 

theme of work and draws conclusions based 
on an analysis of all its practice experience 
and an understanding of the current state of 
the art

(1) (2) (3) (4) (5)

46



COMMENTS:
29. Staff have access to email and are 

encouraged to share information using 
electronic media such as internet and 
bulletin boards

(1) (2) (3) (4) (5)

COMMENTS:
30. Staff are encouraged to visit other 

organisation and are expected to write up 
and share what they learnt from their visit

(1) (2) (3) (4) (5)

COMMENTS:
31. Individuals, groups and sections view each 

other as working partners and constantly 
strive ti find out and met each others 
expectations and needs

(1) (2) (3) (4) (5)

COMMENTS:
32. Resources and facilities for individual 

development are made available to all 
members of the organisation

(1) (2) (3) (4) (5)

COMMENTS:
33. People feel free to enquire about challenges 

and each other’s (and their own) biases and 
assumptions.

(1) (2) (3) (4) (5)

COMMENTS:
34. People at all levels of the organisation are 

encouraged to learn regularly and 
rigorously from their work and feed such 
learning to other parts of the organisation

(1) (2) (3) (4) (5)

COMMENTS:
35. Our organisation is linked to a wide arrange 

of networks and uses its contacts with other 
agencies to gather useful knowledge and 
skills

(1) (2) (3) (4) (5)

COMMENTS:
36. Staff in our organisation are skilled at 

making their personal knowledge and 
wisdom available to others.

(1) (2) (3) (4) (5)

COMMENTS:
37. Our organisation uses continuous 

improvement approach when analysing the 
knowledge and experience gained from its 
practice. Staff are encouraged to constantly 
ask themselves “how could we do this 
better?”

(1) (2) (3) (4) (5)

COMMENTS:
38. The information function is given sufficient 

prominence and is resourced to enable the 
organisation to keep its records up to date

(1) (2) (3) (4) (5)

COMMENTS:
39. The learning gained by one part of the 

organisation is quickly made available to (1) (2) (3) (4) (5)
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others even if at first it appears of little 
immediate relevance

COMMENTS:
40. Our organisation is constantly building its 

capacity and innovating based on what it 
has learned.

0 ) (2) (3) (4) (5)

COMMENTS:

SECTION C: CHALLENGES FACED BY ORGANISATIONS

1. There is a shortage in manpower in terms 
of numbers and key competencies (0 (2) (3) (4) (5)

COMMENTS:
2. There exists a lack of appropriate mindset 

and psychological dispositions (1) (2) (3) (4) (5) _
COMMENTS:
3. There exists interdepartmental conflicts

(1) (2) (3) (4) (5)
COMMENTS:
4. The scope of learning is not well defined

(1) (2) (3) (4) (5)
COMMENTS:
5. The learning goals are too aggressive and 

the organisation is not able to cope (1) _ (2) (3) (4) (5)
COMMENTS:
6. lack of clear communication on learning 

goals and what is expected of each member (1) (2) (3) (4) (5)
COMMENTS:
7. There is mistrust and misunderstanding 

among those in authority or in other 
departments

(1) (2) (3) (4) (5)

COMMENTS:
8. lack of effective leadership in the learning 

process (1) (2) (3) (4) (5)
COMMENTS:
9. lack of conducive environment due to 

power games and organisational politics (1) (2) (3) (4) (5) _
COMMENTS:
10. lack of appropriate means of evaluating 

organisational learning (1) (2) (3) (4) (5)
COMMENTS:
11. inadequate provisions to motivate staff to 

undertake learning (1) (2) (3) (4) (5)
COMMENTS:
12. inability of employees to appreciate 

importance of organizational learning (1) (2) (3) (4) (5)
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Appendix II: List of NGOs in Coast Province

N G O  N am e T e le p h o n e  j '■ E m ail
P h y s ica l
A d d ress |

. ■ : 

A  R O C H A  K E N Y A
+ 2 5 4 -0 2 0 -
3 8 7 6 9 8 9

kenvafS ),arocha .o r2
M a lin d i
D is tr ic t
W atam u

A C T /P A C T  K E N Y A

A C T IO N  A ID  IN T E R N A T IO N A L  K E N Y A
+ 2 5 4  - 0 2 0  - 
4 4 4 0 4 4 0 /4 /9

in fo d S a c tio n a id .o rn

A A C C  
B u ild in g  
W aiy ak i W ay  
2 n d  F lo o r

A F R IC A  D E A F  E D U C A T IO N  A N D  D E V E L O P M E N T  
F O U N D A T IO N

+ 2 5 4  - 0 2 0  - 
2 0 4 1 8 6 2 /0 7 2 0  - 
9 9 8 2 6 0

m ak uD a-D arish fS africaon line
CO,

M a k u p a  P C E A  
D e a f  M in is try

A P H IA  P L U S

B a o b a b  In te rn a tio n a l A frica
041-
3 4 3 2 2 5 3 ,0 2 0 -
2041

bia(®,b a o b ab fa m ilv .o rg . w w w  
.b a o b a

M ik in d an i
M o m b a sa
H ig h rise
N a iro b i

B E L O W  P O V E R T Y  L IN E  - 100 O R G A N IZ A T IO N
+ 2 5 4 - 0 7 1 1  - 
9 5 7 3 9 8 /0 7 2 1  - 
572643

b c l. 100(3),vahoo.com
T u d o r  -
M o m b a sa  + .

; C E N T R E  F O R  R IG H T S  A N D  D E V E L O P M E N T

| ■ •. i i

+ 2 5 4 - 0 4 1  - 
2 3 0 3 4 0

erf® , sw iftm o m b a sa .c o m

N S S F
B u ild in g , 3 rd  
F lo o r  N o rth e rn  
W ing , A  lo n g  
N k ru m a h

' C H IL D R E N  O F  A F R IC A  O R G A N IS A T IO N + 2 5 4  7 2 0  9 4 7 0 1 2
ch i 1 d to  ch i ld k en  va® .ho tm ai 1. 
c o m

P lo t 1197  C h u i 
R o a d  N y a li 
M o m b a sa

C O A S T  - R U R A L  D E V E L O P M E N T  
O R G A N IZ A T IO N

+ 2 5 4 - 0 7 2 1  - 
4 2 0 2 9 0

c-rd o @ ,v ah o o .co m

C /O  1354 
U k u n d , S h e lly  
B each  ro a d  - 
C h ild ren  
R e so rt c lub

C O A S T  D E V E L O P M E N T  F O U N D A T IO N 2 5 4 -1 2 7 -5 2 0 3 2
C lu b  S a lim a- 
M sam b w en i

C O A S T  D E V E L O P M E N T  T R A N S P A R E N C Y  
IN IT IA T IV E

+ 2 5 4  - 0 2 0 -  
2 0 8 7 5 7 6

co as tlo b b v iS .g m ail.co m

Jom o K e n y a tt 'i  
A venue, 
M w em b e  
T ay a ri O pp. 
M ash

C O A S T  O R G A N IS A T IO N  F O R  T H E  P H Y S IC A L L Y  
IM P A IR E D

2 5 4 -2 -2 2 5 8 3 0  /  
2 2 4 1 2

c o a s to re ® v a h o o .c o m

K arim i 
B u ild in g  M oi 
A v en u e  
M o m b a sa

| C O A S T  W O M E N  IN  D E V E L O P M E N T
+ 2 5 4 - 0 2 0 -
2 6 2 2 2 6 8 /0 7 7 0 -
0 1 3 4 3 2

c w id ® .c o a s tw o m e n .o ra
Z ak h e m e  R o a d  
M sh o m o ro n i

C O M P U T E R S  F O R  S C H O O L S  K E N Y A
i ‘ ••

r  . 
r
| 254  020  
| 6 7 6 2 7 8 2 /3  o r

c fsk ® ,c fsk .o re

S em co
B u sin e ss  P a rk
M o m b a sa
R o ad

1 D E V E L O P M E N T  F O U N D A T IO N  O F  K E N Y A  
| C O U N T IE S

{
0 2 0 2 222121

d e v e lo D m en tfo u n d a tio n k e n v
a® ,vah

T a ita  T a v e ta

49



D T  72  IN T E R N A T IO N A L  N G O 254 725 808151 , 
721 525221

in fo (® d ick tiser7 2 o lv m D ian h
e ro .o

K isau n i
M o m b a sa

E A S T  A F R IC A N  C E N T E R  F O R  T H E  ; 
E M P O W E R M E N T  O F  W O M E N  A N D  C H IL D R E N

sien eb v @ ,easta fican cen te r.o r

g

T ak a in g i 
v illa g e  in 
tak a u n g u  sub 
lo ca tio n , kilifi 
d is tr

M p ek e to n i,
L am u  d is tr ic t

j

E C O  - A C T IO N  O R G A N IZ A T IO N
+ 2 5 4  - 0 4 2  - 
2 1 6 4 0 2 0 /0 7 2 1  - 
9 7 1 8 4 9

e c o a c tio n 3 4 ® e m a il.c o m

E C O -E T H IC S  IN T E R N A T IO N A L -K E N  Y A  C H A P T E R
+ 2 5 4 -4 1 - 
2 3 1 2 9 7 6 , 721

ecoeth icsiuk(a),vahoo .com
S au ti Y a  
K e n y a  R o ad

E N V IR O N M E N T  T R U S T  O F  K E N Y A 2 5 4  20
2 2 2 2 5 0 3 /2 3 1 3 2

e tk  ke@ .hotm ail.com

C o a st C a r P a rk  
B e h in d  N S S F  
B ld g  O f f  
N k ru m a h  R d, 
M o m b a sa

F A M IL Y  H E A L T H  O P T IO N S  (F H I)

F E D E R A L  O F  W O M E N  L A W Y E R S  (F ID A ) in fo @ iid a .c o .k e

G E R M A N  A G R O  A C T IO N 2 5 4  020 
38736 4 5 /3 8 7 3

eaanbi(2> ,iconnect.co.ke or 
e a a n b

L ik o n i L an e  
o f f  D e n is  P ritt 
- K ilim an i

H A T U A  L IK O N I O R G A N IZ A T IO N + 2 5 4 - 0 7 1 0 -
6 68742

m fo ® .h a tu a lik o n i.o re

Y o u th
E m p o w e rm e n t 
c e n te r  L ik o n i '- 
M o m b a sa

H E A R T  P A S S IO N  IN T E R N A T IO N A L 0722954391 heartD assionin t(S ),em ail.com
G U S II
S T R E E T
M O M B A S A

IN S T IT U T E  O F  P A R T IC IP A T O R Y  D E V E L O P M E N T + 2 5 4 -7 3 3 -2 3 1 5 4 7
0733

iod-tabiazetu(® ,v ah oo .com

C h u rc h  H o u se  
M a lin d i 1st 
B a p tis t  C h u rch  
M a lin d i

IN T E R N A T IO N A L  A ID  F O R  K E N Y A

F la t N o .6  
B lac k  L io n  
L ik o n i, 
M o m b a sa

IN T E R N A T IO N A L  C E N T R E  F O R  B E H A V IO U R A L  
S T U D IE S

+ 2 5 4  - 041 - 
4 7 1 3 7 4 /5 /0 7 3 8  - 
65185

in tc e n tb s® ,e m a il.co m
P lo t 520  C ora l I 
D riv e  N y a li 
M o m b a sa

IN T E R N A T IO N A L  C E N T R E  F O R  R E P R O D U C T IV E  
H E A L T H i

JU H U D I C O M M U N IT Y  S U P P O R T  C E N T E R
+ 2 5 4  - 07 2 2  - 
6 57112

i u h u d ice n te r© .e m ail .com
M o i av en u e  
M o m b a sa

K E N Y A  A ID S 'N G O s  C O N S O R T IU M  (K A N C O )

K E N Y A  C O M M U N IT Y  S U P P O R T  C E N T R E

K E N Y A  C E N T E R  F O R  E N V IR O N M E N T A L  
P R O T E C T IO N  A N D  A G R O -A Q A C U L T U R E 0733  7 7 8 6 5 9

E -m ail:
harvestODhoDe2000(5),vaho

O ff  M o m b a sa  
M a lin d i R oad  

| a t M tw a p a  
N e a r  M tw a p a  

1 P rim a ry  S ch o o l

K E N Y A  Y O U T H  E C O N O M IC  E M P O W E R M E N T  
O R G A N IZ A T IO N

, + 2 5 4 - 0 7 3 6 /  
: 507440

| P o r t  S acco  
B u ild in g  M oi 
A v e n u e  
M o m b a sa

50

mailto:info@iida.co.ke


K O M A Z A  K E N Y A
+ 2 5 4 - 0 4 1 7 -  
5 2 2 4 4 2 /0 7 1 3  - 
9 4 2 7 8 0

info(2>,komaza. o rg
N e w  T ita n tic  
B u i ld in g , 
K ilifi T o w n

; |
K W A C H A  A F R IK A

1
+ 2 5 4 -7 2 1 -7 7 6 9 1 9

kw achafrikafrika(® ,ho tm ail.c
om

V .O .K  E sta te  
N e w  M a lin d i 
R o ad

L A M U  C O M M U N IT Y  D E V E L O P M E N T  
O R G A N IS A T IO N -

L A M U  R E C Y C L IN G  S O L U T IO N  P R O JE C T
+ 2 5 4  - 07 1 2  - 
5 75128

o m ar.a li9 7 @ ,v ah o o .co m
M nazi M o ja  ; 
M k o m an i

! L IF E  - S P R IN G  F O U N D A T IO N  (A F R IC A ) K E N Y A
+ 2 5 4  - 0 7 2 0  - 
7 8 5 6 0 7

sob iakenva@ ,v a h o o .co m
M tw ap a  
M o.m basa  n e a r 
p o st o ff ice  ;

L IK O N I C O M M U N IT Y  D E V E L O P M E N T  
P R O G R A M M E  (L IC O D E P )

0 4 1 4 5 1 0 2 9

L IC O D E P  B k . | 
o f f  S h e lly  
B each  R o a d  - 
T im b w an i

L IV IN G  E C O S Y S T E M S  P R O G R A M M E
+ 2 5 4  - 0721 - 
7 2 1 4 4 4  ,

l iv in g eco sv stem s@ ,v ah o o .co
m

N d u ru  V illag e , 
C h a ra  L o ca tio n  
T an a  D e lta  
(T ana  R iv er)

M A G A R IN I IN IT IA T IV E  F O R  C O M M U N IT Y  
D E V E L O P M E N T

2 5 4  721 2 0 7 1 6 5
m ico d e@ .iam b o .so u th m alin d
i'.'com

G o n g o n i
T o w n sh ip
M alin d i

M O M B A S A  C A T H O L IC  D E V E L O P M E N T  
O R G A N IZ A T IO N

+ 2 5 4  - 041 - 
2 3 1 1 8 0 7 /2 3 1 1 5 2 6  
/07 3 3  - 7 6 4 7 9 6

m sa n g o @ m sa rc h d ro c e se .o rg
N k k u m a h  R d. 
H o ly  G h o s t 
C a th ed ra l

M T O N G W E  C O M M U N IT Y  IN IT IA T IV E + 2 5 4 -0 1 1 -4 5 1 1 1 2
•

M to n g w e  
lo ca tio n  in  
likon i d iv is io n  
m o m b a sa  
d istric t

M U S L IM S  F O R  H U M A N  R IG H T S
+ 2 5 4  - 0 2 0  - 
2227811

m u h u ri@ sw iftm o m b asa .co m

N A T IO N A L  C O U N C IL  O F  W O M E N  O F  K E N Y A

N G O M O N G O  E N V IR O N M E N T  A N D  P O V E R T Y  
A L L E V IA T IO N  IN IT IA T IV E

84648 0 /2 5
E -m a il-
ra fik i@ n g o m o n g o .c o m w w w .

S h an zu ,M o m b  
asa  T o w a rd s  
S erena  B each .

P A T H  F IN D E R  IN T E R N A T IO N A L

P L A N  IN T E R N A T IO N A L

P O P U L A T IO N  S E R V IC E S  IN T E R N A T IO N A L  (P S I)

S A U T I Y A  W A N A W A K E  O R G A N IZ A T IO N  -P W A N I 0 2 0 2 6 4 9 1 3 1 0 i nfo@ ,sauti v a w an a  w a k e . o rg

A L O N G
M O M B A S A -
M A L IN D I
K IS IM A N I

S O L ID A R IT Y  W IT H  W O M E N  IN  D IS T R E S S ! 2 5 4 -1 1 -2 2 2 3 2 7
f - • - /

so lw o d i@ jk en v a .co m

A rc h B ish o p  
M ak ario s , 
road , G an k jo n i, 
M o m b a sa

S T A R  O F  H O P E  IN T E R N A T IO N A L  F O U N D A T IO N

j

: + 2 5 4  041 
1 3 4 3 4 8 7 5 /0 7 2

so h if@ a fric ao n lin e .co .k e

j  M IK IN D A N  
M O M B A S A '^  
C H A N G A M W  

: E
C O N S T IT U E N  

1 C Y

51

mailto:msango@msarchdrocese.org
mailto:muhuri@swiftmombasa.com
mailto:solwodi@jkenva.com
mailto:sohif@africaonline.co.ke


•5

T A N A  - R IV E R  L IF E  F O U N D A T IO N
+ 2 5 4  - 0723 - 
5 21774

Id so w e  v illa g e , 
sh ir ik ish o

g a b n e lte o ® ,v a h o o .c o m  , . _
lo c a tio n ,T a n a
riv e r  d is tr ic t

T A N A  D E L T A  C O N S E R V A T IO N  O R G A N IS A T IO N

T A N A  D E V E L O P M E N T  P R O G R A M M E

' ...........................

2 5 4  722  6 4 7 3 2 7 ta n a d e v ® ,v ah o o .c o m  N S S F  B ld g

T A V E T A  D E V E L O P M E N T  IN IT IA T IV E
+ 2 5 4  - 072 2  -
8 1 4 4 1 2 /0 7 2 2 -
2 7 9837

T R A C E  K E N Y A
+ 2 5 4  - 04 1 -
4 7 0 1 2 6 ,0 7 2 2 6 0 8 4
5

tracekenva(® .vahoo .com
B each  R d , 
G ic h an g a  
C o u rt, N y a li

<

T R A N S P A R E N C Y  IN T E R N A T IO N A L

T el + 2 5 4  (0 ) 20 
27 3 0 3 2 4 /5 , 
2 7 2 7 7 6 3 /5 , 
M o b ile  + 2 5 4  (0) 
7 2 2  2 9 6  58 9 / 
+ 2 5 4  (0 ) 733 834  
659 Email transDarencv(o>tikenva.ore

3rd  F loor, 
A C K  G ard en  
H o u se , W in g  
D , I s tN g o n g i 

A v e n u e  o f f  
B ish o p s  R oad , 
N a iro b i K en y a  
A R C H B IS H O  
P
M A R C A R IU S
R O A D
G A N JO N I.

U JA M A A  C E N T R E 2 5 4 -7 2 -7 0 6 8 0 0

V IS IO N  O F  T H E  B L IN D
+ 2 5 4  - 0 7 2 2  -  
3 29747

K iem ben i 
E sta te  H ouse  
N o. 376 4

W E M A  C E N T R E + 2 5 4  041 
4 7 3 8 4 3 /0 7 2

w e m a ® a fr ic a o n lin e .c o .k e /in
fo(2),w

O ld  M o m b a sa  
M a lin d i ro ad - 
B am buri 
U yange

W O M E N  IN  A C T IO N  F O R  O N E  L O V E  S W IS S  
IN T E R N A T IO N A L w ia fo ls i® ,v a h o o .c o m B am b u ri

i

W O M E N S  N E T W O R K  C E N T R E

W O R L D  V IS IO N  K E N Y A
+ 2 5 4  072 2  
2 0 9 5 5 8 /0 7 2

w v k e n v a® ,w v i.o rg
N y a li B r id g e /  
M o m b asa  *

Y O U N G  W O M E N 'S  C H R IS T IA N  A S S O C IA T IO N  
(Y W C A )

020-
2 7 2 4 7 8 9 /2 7 2 4 6 9 9

vw ca@ ,ico n n ec t.co .k e N y erere  road

Y O U T H  C R IS IS  IN T E R V E N T IO N  O R G A N IS A T IO N
+ 2 5 4  - 2 2 0 9 1 7 / 
0726

v o u th c r is  isi n te rv e n t i on(®.vah 
00.

M ajen g o  
M u n ic ip a l H all 
M o m b a sa

S ource: N G O  C o o rd in a tio n  B o ard , 
h ttp ://w w w .n g o b u re a u .o r .k e /se a rc h  by n am e by  o b jec t 
ive .aspx

A ccessed , 27 th  
Ju ly  20 1 2

http://www.ngobureau.or.ke/search_by_name_by_object

