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Abstract for the WY review

The World Youth programme is a bold experiment in the context of both VSO and the wider development world. It is an ambitious programme that at its heart works with young people from both the north and the south through reciprocal exchange programmes, and works with them to inculcate attitudes and understanding that will enable them to become active citizens in an increasingly global world. 

WYMA incorporates many elements that much development work ignores, either because the issues are uncomfortable or their importance remains unacknowledged. The underlying motivation behind WYMA is to counteract a model of development that is all pervasive, of northern NGOs taking development resources, skills and expertise to countries of the south. It emphasises the learning that the north needs to take from the south and the fact that development and learning need to be equal and reciprocal. It also puts the ‘agent of change’ (the development worker) so often perceived as a neutral or positive force for change actively into the development process, recognising that the people involved in this work bring many characteristics and attitudes to the work. These attitudes and approaches directly affect what happens on the ground; WYMA focuses on the inter-personal relationships that shape and influence much development work. 

WYMA aims to challenge north-south stereotypes through working with participants from the north and south. They aim to tackle issues such as individuals’ attitudes and understanding of culture, poverty, disadvantage, and living and working with people from different backgrounds and contexts. They  aim to involve young people in work of value to the communities where they work in the north and in the south. WYMA watchwords are respect and reciprocity at every level from partners, to project supervisors, to participants and communities members where the programme is based. 


These aims are ambitious and the scale of the changes needed by a northern NGO to achieve a real shift in approach and relationships has not yet been fully realised. The problems and challenges of working with a range of inequalities, and coping with issues of class, race and gender within and between two teams are immense. The work that WYMA has done needs to be analysed and built on to ensure learning about both the achievements and difficulties takes place. This review attempts this with a view to assisting WYMA to improve their development practice in future. 

The review identified a number of areas that need addressing, in different ways, to enable WYMA to better meet its overarching aims. These include tackling head-on issues around the inequality of power, funding and opportunities at the levels of partners, project supervisors and participants. They involve re-examining what partnership means in a north-south context. Working with diversity needs further analysis and there are implications for the way recruitment, training and the running of the programme are undertaken. The review raised questions about how communities are defined and identified, and how the programme engages with different communities to undertake work of real value to those living in them. It questioned the definitions of disadvantage and how these were used to shape the choice of partners, participants and communities taking part in the programme. The barriers to addressing disadvantage are explored in some detail.

This programme is very intense, it puts young people together in very close quarters for 6 months in different and often demanding contexts. It throws up starkly many issues that are implicit in development work and especially within volunteering approaches to development. The nature of north-south relations, past history between countries, the divergence in opportunities around work and income, the cultural differences and boundaries, issues of race, class and gender are all very evident. Finding ways to continually improve the understanding, analysis and methods for approaching these complex issues will lead to lessons and practices of relevance beyond WY and even the wider VSO to other development agencies. The differentials around power, decision making, control of resources, cultural expectations and norms shadow all development work; in this programme they are fore-grounded. 


This review explored these and other issues in an open and deep way. The reviewers were asked to undertake a review for learning and that has guided the work. This has not always be an easy or comfortable process for anyone- reviewers, WY or VSO- but it has been a genuine journey of questioning, listening and learning from experience. The rhetoric of what NGOs aim to achieve and the pressures on them to prove their ability to meet their stated aims are often a block to learning from experience. This review is an attempt to break that mould, uncovering some of the issues underlying this ambitious programme and what is needed in the future- both within the programme itself and within VSO as an organisation- to help the reality better meet the excellent aspirations of the programme.
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Introduction to the review report

This report presents the findings of a lengthy review of WYMA during the past 8 months. The reviewers worked to a clear terms of reference (appendix 1) and worked closely with the staff and youth teams to get to grips with a complex and diverse programme.

The report is structured to ensure that readers understand the basic concepts and structure of the programme, the methodology and why it was chosen for this programme and the findings on each component of the programme. A range of related issues were also explored, which went beyond the programme to look at external relations and relative costs. The programme works on many different levels, and the first sections of the report attempt to synthesise all the data and knowledge around these programmes provided by staff, teams and the reviewers.
 The final section attempts to assess the programme against its underlying goal and values, and points to some key areas where change is needed to enable WYMA to meet its ambitious and very worthwhile aims.

The structure of the report is as follows:

Section 1: Introduction to WYMA

Section 2. Review methodology and issues arising

Section 3. Findings around the core components and activities of WYMA

Section 4. Other key issues of relevance to WYMA and the review

Section 5. Summary of findings and issues for the way forward

Section 1. Introduction to WYMA 

1.1  The aims and objectives of WYMA

The World Youth programme is a bold experiment in the context of both VSO and the wider development world. It is an ambitious programme that at its heart works with young people from both the north and the south through reciprocal exchange programmes, and works with them to inculcate attitudes and understanding that will enable them to become active citizens in an increasingly global world. 

WYMA incorporates many elements that much development work ignores, either because the issues are uncomfortable or their importance remains unacknowledged. The underlying motivation behind WYMA is to counteract the model of development that is all pervasive, of northern NGOs taking development resources, skills and expertise to countries of the south. It emphasises the learning that the north needs to take from the south and the fact that development and learning need to be equal and reciprocal. It also puts the ‘agent of change’ (the development worker) so often perceived as a neutral or positive force for change actively into the development process, recognising overtly that the people involved in this work bring many characteristics and attitudes to the work. These attitudes and approaches directly affect what happens on the ground, WYMA focuses on the inter-personal relationships that shape and influence much development work. 

Most agencies shy away from exploring these personal and relationship issues, yet they lie at the heart of development. ‘Development work is entirely about relationships. And we are a significant part of the relationship. We cannot separate ourselves from the other: while conventional development work presumes to do exactly this’.
 VSO itself has not yet embraced a clear analysis of the role volunteers and the way their personalities, beliefs and characteristics shape the way they approach and relate to others in development processes. However, VSO does at times, recognise this overtly, for example the recruitment process clearly recognises the importance of both  specific skills and volunteers’ personal abilities and attributes in promoting positive social change.

WYMA aims to challenge north-south stereotypes through exchange and working with participants from the north and south. They aim to tackle issues such as individuals’ attitudes and understanding of culture, poverty, disadvantage, and living and working with people from different backgrounds and contexts. Their watchwords are respect and reciprocity at every level from partners, to project supervisors, to participants and communities members where the programme is based. 

 WYMA core aims are written as follows
:

· to do work which is of real value to a community in the UK and a community overseas

· to develop knowledge skills and attitudes that enable them (participants) to play a positive role in their own societies

· to learn more about the diversity of people’s lives within our global community 

These aims do not, perhaps, capture the essence of WYMA, which lies in a commitment to reversing north-south dominance, respect for diversity, and a commitment to ‘doing things differently’. In a practical sense these aims have not been spelled out and how they will achieve the broad underlying (implied) goal is unclear. 

1.2  The structure of the programme

The programme is built on five key tenets, which are central to the programme and capture well the beliefs underpinning the programme. In turn the structure of the programme is built on five core components that WYMA see as essential for delivering on the beliefs and aims of the programme. These components, slightly modified, were drawn from the Canada World Youth programme, on which this programme is closely modelled.

	Tenets (values) underpinning the programme
	Core components (structure) of the existing programme

	That participants will be paired and  this will be a relationship where they learn(counterpart pairs)
	Counterpart pairs: every participant is paired and lives and works with a person from the exchange country

	That participants will live with host families in both countries and this will be a relationship where learning takes place  (host families)
	Host families: every pair is placed in a host family in the UK and in the exchange country

	That participants will undertake work of value to communities
	Work placements are set up and counterpart pairs work in them for usually four days a week. They also do wider community based  work together

	That participants from the south will live and work in the north and vice versa (south-north exchange)
	Host communities are identified in UK and in the exchange country, and they agree to host the programme for three months

	That the programme will encourage individual and group learning (reflection and learning)
	Education activity days are built into the programme and take place for the whole team one-day a week. Other opportunities for learning are built into every aspect of the six-month programme.


The structure of the programme is tight and has been adhered to closely in almost all of the teams. While the individual participants, host communities and countries involved vary widely the way participants are organised within each programme is very similar. 

1.3  External Funding

The programme has been very successful in raising external funding, bringing new donor partners and money into VSO. Some of this money has been ‘captured’ for development and would not otherwise have been spent on development related work (e.g. the funding from the Millennium Commission). 

WY has worked with several different funders, who all have their own agendas and reporting and evaluation requirements. Meeting these demands has taken a lot of staff time and energy, and inevitably donor requirements have had an impact on aspects of the programme. They have led to more emphasis being placed on some aspects of the programme than others, an issue the review will address later in the report.

The following table presents the range of donors and the audited figures for WYMA spending from 2000-2003:

Millennium-Commission funding:     £1,472,835

Princes Trust:                                   £   218,807

Volunteer fundraising:                      £   139,709

VSO                                                  £   530,225

Miscellaneous incomes 

specifically for WY                            £    17,917

Total                                                 £2,379,493

The programme raised significant funding in a short time and had to disburse those funds to a tight timetable. This led to a very heavy workload, with many teams being run at the same time. The pressures on staff to keep such a programme running were intense, resulting in many programmes being run and audited but squeezing out time for reflection, learning and change.

The complete figures for costing the programme are not available, as the partners provide some of the funds for work in their own countries. The amounts of the individual country contributions were not included in this review. The partners contribute the in-country costs for their participants while WY cover all costs for UK participants.  

1.4  How the programme works

World Youth had run 40 teams at the time of the review. Each team is usually comprised of 9 UK participants and 9 from the exchange country and a total of around 700 young people between the ages of 17 and 25 have experienced the programme. Half came from countries of the south making this unique in scale and scope within VSO.

The World Youth programme is now in its fifth year and currently works in partnership with the Princes Trust in the UK, and with overseas partner organisations in 9 countries; Ghana, Nigeria, Tanzania, South Africa, Thailand, India, Sri Lanka, Indonesia and Cameroon.  

The World Youth team in VSOUK works directly with their partners and this  relationship is a source of pride to the staff and a lynch pin in the way they work. They do not work through local VSO offices, although VSO offices are kept informed about the arrival of WY participants and where they are located, and do provide emergency health and security back-up. Some of the partners were chosen on the basis of recommendations from VSO country offices while others were chosen quite independently of VSO out of chance meetings or personal contacts.

World Youth chooses to work with organisations on the basis of several criteria. They look for partners whose aims are complementary to those of World Youth, who have experience of working with young people, and who have the capacity to deliver the programmes effectively in their country. 

Programmes have been run in each country with the named partner as follows. Some countries have run many programmes while others have hosted only a few. In every case the teams work in UK, usually for the first phase of the exchange, though occasionally in the second phase, and in the exchange country.

Number of exchanges with each country and partner

	9 -  Thailand          (Community Development Department) 

	8 – Ghana             (Student Youth Travel Organisation)

	7 -  Sri Lanka         (National Youth Services Council).

	6 -   South Africa   (South African Student Volunteers)

	4 –  Nigeria            (Life Vanguards)

	3 –  Tanzania         (Tanzania Eco-Volunteers), 

	1-    India                (Pravah)

	1 –  Indonesia        (Indonesian Scouts) 

	1 –  Cameroon       (Youth Outreach Programme)


Two partnerships are with government departments (Thailand and Sri Lanka), the rest are with local NGOs. The partners vary significantly in size, focus, resources, capacities and where they place themselves on the development spectrum. Some have their primary experience in youth work or youth exchange, some in volunteering, yet others in particular development themes/sectors. They are a very disparate group, with few shared characteristics; this means that every programme raises different challenges and opportunities for WYMA staff who have had to learn to work, at a distance, with a very wide range of organisations.

Each programme run by WYMA and their partners follows a similar structure. For a period of 6 months, 18 participants live and work in pairs: one from the UK and one from the exchange country.  Together, they live with a host family and work on a project that contributes to the community, in particular the lives of disadvantaged people.  The teams spend three months in a community in the UK followed by 3 months in a community in the exchange country (or occasionally vice versa).  

Each team is supported by two Project Supervisors (the equivalent of team leaders) one from each country.  Participants usually work in separate work placements for four days a week in their pairs, and on the fifth day come together as a team for an educational activity day to reflect on their experiences and promote their own learning. Participants choose the focus of these days themselves. The teams are also encouraged to undertake joint projects within the wider community in the evenings or at weekends.  The norm has been for teams to work in nine different work placements in a community, though occasionally, work has been undertaken where the whole team works together on one focused community project.

Each participant is encouraged to monitor their own personal learning during the process; everyone has a set of personal aims and objectives at the start of the programme, and they are expected to measure how far they are achieving their own personal goals. They are also actively encouraged to reflect on how they have been able to contribute to the two communities they have lived and worked in. The project supervisors are trained to encourage participants to focus on their learning in every situation: in their pairs, in their team, in their host families, in the work place, in community activities, and in the relationships they develop between themselves. 

WYMA have a detailed set of questionnaires for monitoring the programme from before participants join through to tracking them afterwards, and a wide range of stakeholders are interviewed. The focus is primarily on the experience and progress of the individual participants, and how far they are meeting the aims of WYMA, and their own aims. The monitoring tries to assess the contribution to the communities where they work, personal learning and increased understanding of diversity and global issues.

1.5  Staff levels

Staffing has grown as programme activity has increased, although WYMA has felt understaffed for much of its time.  Three snap-shots give an idea of the ratios WYMA has worked with.

In 1999 when the programme started the programme was run by one manager with part-time administrative support to support 4 teams/PSs in the field. The ratio then was 1.5 staff to 72 participants (1:48)

At the end of 2002/beginning of 2003 WY had its highest level of activity with 13 teams/PSs in the field. Staffing included one full time manager, two part time managers, 2 officers and 1 administrative staff. There were 5 staff to 243 volunteers, a ratio of 1:47.

In June 2003 WYMA was running 9 teams in the field with two full time managers, 1 officer, 2 full time admin staff (plus a funding support person and .2 of an administrator). 5.5 staff were responsible for 162 volunteers, a ratio of 1:30, which was the only time when staffing levels felt close to adequate for the work.

The development of several new posts reflected the daily demands of running an exchange programme for young people. The reviewers could see the high level of involvement needed by WYMA staff to keep the programme running. It is greatly to their credit that WYMA have taken responsibility for enabling over 700 young people to take part in such a programme from so many countries, and that the vast majority have had a challenging experience and returned home safely. The logistics and demands of setting up and implementing an exchange programme that has a south-north component should not be underestimated. Much of this work was new and complex, and the staff coped with the multitude of issues efficiently, and with a high degree of commitment and personal involvement. 

One consequence has been that the staff are fully occupied meeting the day to day demands of the programme, and the exacting demands of their donors, especially MC, leaving little time for reflection and learning from experience, except around very specific issues and events. The programme has been rather inward looking
, referencing experiences only from Canada, and most energy has gone to keeping the teams functioning. Organisational learning has taken a backseat, although individual staff have learned a huge amount through their experiences.
There has been high staff turnover for personal reasons, uncertainty of funding and short term contracts. These changes have included:

· 4 different programme managers 

· 2 different training and learning managers 

· 8 different staff at an administrative level filling 1 to 2 posts during the history of the programme 

.All staff, apart from those at management level, have been on temporary contracts due to funding uncertainties. This has added pressure on staff already working on challenging issues, and has cut across institutional learning. 

Section 2.  The review methodology

2.1  The methodology itself

The review methodology was wide ranging. It included:

· Reviewing and developing the existing WY detailed data bases to answer key questions

· Reading past reports and evaluations of different programmes

· Talking many times to WYMA staff

· Interviewing a range of Project Supervisors

· Visiting 4 current teams in UK, two of which were tracked on their second phase in Ghana. Teams were visited at different stages in their life cycle.

· Following up two existing teams in Ghana, and studied two past teams and their host communities in Ghana

· Visiting 2 past host communities and following up those past teams in Sri Lanka

· Visiting key stakeholders involved in setting up the Uganda exchange

· As part of a WYMA staff visit one live team was visited and interviewed in Nigeria

· Visiting partners in Uganda
, Ghana, Nigeria and Sri Lanka

· Focus group meetings with past participants and past project supervisors in UK, Ghana and Sri Lanka

The methodology, countries to be visited and teams to be visited in UK (Bedford, Limavady, Barnstable and Yeovil) were selected by the WYMA team and reviewers together. It was agreed that the core method would be case studies of a few existing teams in UK and Ghana (and originally Uganda as well), supported by the use of reading, interviews and other methods. 

The case study approach is an intensive approach, but WYMA felt strongly that every team is unique and they wanted to encourage breadth as well as depth in the review. They encouraged the reviewers to undertake as many case studies as possible, to ensure that they experienced the diversity of the programme in practice. A total of 10 case studies were undertaken, though all had slightly different components: two teams were followed in both phases of the exchange and another eight were studied at various points during or after their programmes in phases 1 or 2.

40 teams have taken part in the programme; Ghana and Sri Lanka hosted13 of those teams so those partners hosted 25% of the programme overall.  No new or surprising issues were brought up in Nigeria or Uganda or in any of the focus groups discussions, overseas or in the UK, and many of the findings were confirmed. The reviewers, therefore, have confidence in the sampling and case study method, and the validity of the findings.

2.2.  Challenges of the methodology

A number of methodological challenges emerged during the review process. Firstly, as the review progressed and the existing monitoring data was reviewed, the reviewers felt that the voices of the UK participants were better represented. Consequently they tried hard to find ways to ensure that they listened to and heard the voices of PSs, partners and participants from the exchange countries. This bias is certainly not intended by WYMA, though they do recognise the pressure that came from their main donor (MC) whose focus was only on UK participants. The other sources of the bias seem to exist because:

· much detailed reporting on placements is based on reports from or on counterpart pairs, yet the UK participants are often- not always- more vocal in these relationships, and their views often prevail

· in feedback sessions such as the mid programme review or the debrief  UK participants often dominate discussions, especially in UK phase. If this phase comes first this domination often continues throughout the programme

· UK participants are often more vocal too in relation to the demands and feedback they give to UK PSs, who in turn often write the PS report alone. In this way it is easy to lose the perspectives and experiences of the visitors

· more UK PSs fill in their reports alone than do so with their overseas counterpart, even though working together on reports is the expected process. There are many PSs reports, even from the overseas phase, that do not include any contribution from the counterpart PS

· partners are not asked to give formal feedback to WYMA on their phase of the work

· it is harder to do follow up questionnaires with people in Africa and Asia and the response rate is much lower, though WYMA continue to try to do this

WYMA accept that even by the end of each programme UK participants are usually dominant: for example, it was estimated that UK participants took up perhaps 60% of the available space in Nigeria, even though Nigeria is a country where local teams are well able to be assertive. This figure varies between teams and can be much higher where language or cultural barriers are high.

A second problem area was the patchiness of the data completed, and the bias towards positive reporting in some instances. Not all the WYMA questionnaires on WPs or HFs are completed in exchange countries. This lack of data collection is compounded by other factors, including culture. For example, in Ghana host families and work place supervisors often do not report problems encountered. In turn PSs or managers may choose not to report problems they identify to people above them in the organisation, for reasons of hierarchy and organisational protocol. It is often not expected for staff to report negatively within organisations. There is also a bias arising from the partners’ desire to continue the programme, which can lead them to gloss over problems in discussions with WYMA.
 These issues appear to have been inadequately recognised and addressed by WYMA. 

The bias against comprehensive reporting and towards positive reporting is evident in Project Supervisor reports also. During the review some UK PSs said they felt under pressure to meet the high expectations of WYMA. They feel that WYMA, while explaining all the challenges and difficulties of the programme, in the end does present a rosy picture of the achievements and success of past programmes, and they felt constrained to perform well. Yet what they are expected to achieve is not easy given the realities they face, resulting in tensions for some.
 In turn this leads some PSs to write selective reports to show positive outcomes, using individual quotes and significant change stories of success, rather than explaining what was actually happening in the teams and grappling with the wider issues the programme raises for many PSs.

In spite of the limitations of some reports, PS reports provide a mine of information and detail. They are however not collated or summarised and drawing clear conclusions from such a wealth of diverse reports, in a very limited time, proved difficult.

WYMA puts a lot of time into detailed monitoring work, but it was not possible to assess the quality and performance of different teams on the basis of the existing data and some of the biases in data collection were significant. Individual staff collect a wide range of qualitative data and have a huge knowledge of the programme and its up and downs. Yet many of these issues are not captured or analysed systematically, and staff tend to have less of an overview of what the programme is achieving overall.

2.3  Assessment criteria

The aims and objectives of the programme provide a broad guide to expectations, but the lack of definitions and practical focus make them weak tools for programme assessment. 

WYMA does have detailed criteria for assessing personal learning in their questionnaires. However, definitions and criteria for assessing global education were less clear and were very broad. Criteria for judging the value and success of the counterpart pairs, host families and work placements were also broad, and even vague. The reviewers tried to bring more rigour and specificity to the questionnaire data during the review, re-classifying questionnaire data using the narrative some had provided to explain their answers.  Working with WYMA a more detailed set of criteria for assessing aspects of the programme were established, and are presented in appendix 2. Ofcourse results from this exercise have to be treated with some caution because the assessment was developed and applied retrospectively, and there may have been slight variations in the way the different reviewers interpreted them. However, they did help to identify trends and to get beyond the focus on detail on the one hand and broad undefined categories on the other.

Uniqueness and common trends

It is undoubtedly the case, as WYMA say, that every team is different. The atmosphere, interactions, personal relationships and team dynamics vary between every team. This is to be expected given that all the participants are new, the majority of the project supervisors are also new (though a few UK PSs do second contracts) and the venues are almost always new
. The constants in the programme are the WYMA staff team (which changed quite often in fact) and the five core components, which are replicated in every programme. 

It was clear from the review visits that the variables around the nature of the area and the community, the HFs and WPs, as well as the individual personalities of participants and the qualities of the PS leadership, all create significant differences. Every team has its own highs and lows, its own achievements, and will impact in its own way on those participating. From one point of view that makes assessing the overall programme difficult, anything that is found in one team can be contradicted by findings in another. This uniqueness should not be lost sight of in the review.
 It can be both a strength and a weakness; it throws up some excellent experiences and powerful stories, but it can also feel a rather random process.

However, similar experiences and trends did emerge during the visits, enabling critical issues to be extracted and wider issues to be identified. These form the basis of this review, while acknowledging the individual experiences- both good and bad- that characterise the WYMA programme. WYMA has, by their own acknowledgement, been entangled in the details and immediate experiences of keeping the programme running and there has been little space for standing back to identify the ‘bigger picture’ and common issues. This focus on detail and difference has affected the work of the reviewers and discussions with WY, and has not always been helpful in trying to understand the big issues and underlying results of the programme. It is these issues that this review attempts to untangle and present.

Section 3. Brief assessment of the core components of the programme

3.1  Recruitment of participants

WYMA and overseas country partners recruit young people between the ages of 17 and 25 to the programme. Recruitment strategies have aimed to recruit teams that are broadly representative of the population make up of the UK and partner countries, though limited resources in UK have meant that few innovative recruitment strategies have been developed. WY has had to rely largely on traditional VSO recruiting and advertising approaches. 

In the UK recruitment starts with the advertising process; this results in enough applications to fill the programmes, after the selection process. Young people undergo an intense recruitment day and a pre-programme training experience to see whether they have the ability and commitment to take part in what is a very personally demanding experience. Some are placed on reserve, but all of the reserves have participated in the programme in the end.

VSO as an organisation has a commitment to diversity, and the partnership between VSO and The Prince’s Trust in the UK has encouraged that commitment to recruit teams of UK participants that reflect the diversity of UK society.  World Youth monitors the educational and geographic background of participants in addition to their age, gender, ethnicity and any disability. The statistics gathered show that WYMA has matched the national statistics broadly in relation to race and geography, though less so in relation to education and gender, where more highly educated young people and girls are over-represented. Achieving this level of representation has not been easy and is encouraging.

Recruitment data

	Diversity issue
	National figures
	% on WYMA programme

	Race
	94% white
	88% while and 12% from ethnic minorities

	Geography
	Population figures for UK available and used by WYMA
	The programme is widely spread throughout UK

	Education
	
	76% had A level and above, 42% with a degree

	Sex
	Approximately 50:50
	59% are female


Partners are also encouraged to select participants from across the range of ethnic groups, ages, gender and different education levels. It has proved more problematic for some partners to meet these aspirations for a number of reasons including their own selection criteria and procedures, where they are located, and their existing recruitment base. The need in some countries for participants to contribute to the costs of the programme has resulted in the exclusion of less well off young people, as have the high demands of the British government for granting a visa. 

All UK participants are required to raise £500 as their contribution to participation in the programme. This criterion is loosely applied and proving that there has been a real attempt to raise these funds is sufficient to qualify them for entry onto the programme. Despite this, it is possible that this deters some young people who do not know how to do local fund-raising and lack family or community support from applying (several UK participants felt this to be the case). 

Raising £500 is a requirement for some overseas participants, where partners have no other source of funds for running their end of the programme. £500 is ofcourse a huge investment for overseas participants, creating a real bias at the time of selection. Only middle class or wealthy families could consider such an outlay, and raising money from the wider public or community is not an accepted approach in most countries.  The requirement to raise significant sums of money in some countries often results in UK and overseas participants having different expectations and aspirations for the programme.   

Overseas partners are encouraged to select participants from across the range of ethnic groups, ages, gender and different education levels, as WY do in UK. However, statistical data were not available for the review and it has not been possible to determine whether recruitment has been representative of the population of partner countries. 

Recruitment is more competitive in the countries of the south, with far more applying than can join the programme. In Ghana for example several hundred apply when the programme is advertised. Paying for participation in some cases, and the universally high visa requirements for entry into UK can bias recruitment towards the better off and the better educated. There were exceptions, and in Sri Lanka for example recruitment was very carefully targeted on young people who had shown themselves to be good youth leaders and attending the programme was a form of training for them as well as a reward for their previous commitment and voluntary work.

Recruitment in UK is not clearly targeted at those who could not imagine or afford to travel otherwise, or people from disadvantaged backgrounds (as Youth to Youth was for example). The recruitment is open, and the primary aim is to reflect the existing diversity of young people across UK, which by and large the programme has achieved. The reviewers felt that WYMA had settled for a simple statistical representation of different groups, rather than adopting a clear strategy for recruitment of people from disadvantaged backgrounds, or young people who were especially involved in youth work with people. While WY feel they have overcome some of the barriers VSO faces in recruiting from less privileged groups in society, several of the UK participants said they thought the places where WY is advertised and the recruitment processes themselves favour educated, articulate and relatively well informed young people.

Recruitment overseas is done according to criteria set up by each partner. In the sample studied it was clear that both Ghana and Nigeria selected young people with a high degree of education from relatively well off backgrounds, although the Nigerians did not have to pay for participating. In Cameroon the partner used their existing networks in youth work to draw in recruits; here again the need to pay £500 to participate meant the bias towards better off families was in-built. In Sri Lanka the recruitment was more focused on those who would never have such an opportunity otherwise, and was targeted to support and reward existing and potential youth leaders in rural areas. 

Every overseas partner has the added burden of developing screening processes and systems for ensuring that the young people they recruit will return and not abscond. They then have to jump the many hurdles set by the UK for acquiring a visa. The hit and miss experience of securing visas experienced by some teams and some partners means that final recruitment can become very rushed and uncertain at times, with last minute recruits replacing people who are rejected. Some partners have had better experiences than others, though all find the visa application process extremely tough and at times unpredictable.
3.2  Visas and the issue of absconding

Absconding, ofcourse, one of the key challenges of a south-north exchange programme, and one of the key reasons why many organisations fight shy of trying to do this kind of work. WY has risen to the challenge of securing visas for young people to come to UK and has supported partners during this process. They have direct contacts with Embassies and High Commissions and do what they can to ease the path of the recruits getting visas. Partners learn from experience how to prepare the young people for their interviews and what documentation is needed.

WY has a good overall record in gaining visas, and that has been no easy task. They also have a good record overall in preventing absconding, and most teams from overseas return home. There have, inevitably, been some exceptions and a few teams have faced serious problems. For example, in one Ghana team where the UK phase came second 7 Ghanaians were refused visas on the day of departure to the UK and only 2 were permitted entry to the UK. A further 2 Ghanaians were given visas 3 weeks later. This experience, based on a BHC fear that the participants had no incentive to return to Ghana, has resulted in an UK first policy, which has worked fairly effectively since. The granting of visas is often a traumatic process for participants and may be their first direct experience of discrimination by UK officials. Decisions often appear very random and unfair. WY do all they can from UK to smooth the process, though participants often feel they should be able to have more influence and control over the BHC; this is unrealistic.
There has been a smattering of abscondees from different teams each year and a whole team from Uganda absconded in 2003, but this was very much the exception. By far the majority return home at the end of the programme, and WY should be congratulated for the major efforts they have put into this.

Visa requirements, fear of participants absconding and the costs for entry to the programme have inevitably influenced the recruitment strategy in 3 of the 4 countries represented in the sample group, with a bias towards middle class, urban, educated young people, usually with more men than women joining teams. The Sri Lankans, who recruited from disadvantaged rural families faced real difficulties securing visas, partly because they have had 3 participants abscond in the past, and the threat of absconding has restricted recruitment to mainly Sinhala young people to the exclusion of the Tamil and Muslim young people. This is an issue that has been recognised and is being  resolved.

3.3.  Recruitment of project supervisors
WYMA have developed a complex and demanding recruitment procedure for these posts in the UK, which are pivotal to the success of the programmes.  There is a very long list of personal and skill requirements, and one of the challenges for WYMA has been to identify and recruit people who have skills in youth work, administration and management, facilitation, community work, development work and volunteering. 

Few people have all the skills WYMA would like to see, so the rejection rate for applicants is high and recruitment is a challenging process for WYMA. This problem was compounded until recently because few project supervisors took a second contract- a few are now doing so. The range of activities that PSs are expected to manage, and the fact that no-one has them all, means that training becomes critical.

Partners recruit their project supervisors in different ways; for example the partner in Ghana use existing staff and see this as a training and development opportunity for staff with relevant skills. In Sri Lanka they recruit local youth development workers with youth and community work qualifications. Some partners see these posts as a way of developing and consolidating experience of existing staff or key workers in the community.

There is limited matching of the skills of PSs in UK with those of their counterpart, though WYMA do try to match UK project supervisor experiences in one country or culture with the relevant counterpart team. Recruitment and training processes are undertaken separately in UK and partner countries and they are not aligned, and pairs are not made on the basis of complimentary skills.  WYMA continue to seek for one person in UK with all the skills they require; however, if recruitment was seen as a joint activity then the required skills could be shared between the two counterparts.

The demands of the job, which for UK PSs include spending three months alone in a new community in UK setting up the project, three months taking the lead on the programme in UK and then three months overseas where their roles are less clear, are myriad. People drop out after recruitment sometimes, causing major problems for the WYMA team. Somehow they always manage to run their programmes and find PSs, even if it is sometimes last minute.

3.4  Roles of project supervisors
PSs are pivotal to the programme and the success of teams. Where relationships broke down between them the teams had clearly suffered, worked less cohesively and experienced more tensions and conflict. Where they are able to work well together they are better able to manage issues within the teams and give adequate support to participants.

They play several vital roles on the programme, which are highly demanding and often stressful, leading to many doing the job once only. This represents a huge loss of experience and learning to WYMA.  At present their role is often dominated by the logistics of setting up the programme- finding 9 work placements and host family’s locally- and the huge amount of time they spend handling inter-personal tensions and conflicts within the team and in the community. They take high levels of responsibility for the young people ‘in their care’ and feel responsible for ensuring high levels of health and safety in UK and overseas, often placing them in loco parentis almost, to people who may not be much younger than they are.

Project supervisors are currently required to:

· set up the logistics for the programme in their country, often working alone. This includes finding host families, work placements and engaging the community in the project, 

· maintain all administrative records, 

· manage the budget and internal finances for transport etc for participants,

· maintain healthy relations within the team 

· develop relationships with others in the community,

· support counterpart pairs

· work in partnership with the partner organisation and PS, 

· run training events, 

· encourage learning among participants,

· support the community work programme, 

· maintain discipline and standards of behaviour,

· monitor and evaluate the programme, ensuring mid term reviews and debriefs take place, questionnaires to stakeholders are administered, and reports written for WYMA.

Although PSs have a key role in promoting learning in the teams, their role is ambiguous. At present participants and even PSs see the programme largely as belonging to the young people, leaving the PSs in a supportive and backseat role. However, many can see areas where learning is really needed but ignored by the young people, yet they feel they have no role in setting learning agendas. In addition they are fire fighting and managing the programme most of the time, and time is limited for them to play a role as informal youth educators, though some have the skills and experience to do this work. This limits the potential learning for participants on the programme, as the young people may lack the insights or experience to identify critical areas of learning needed by the team.

PSs have to undertake this challenging work in counterpart pairs, but often have not met each other for more than a week before they start work with the team. They may not have had much training around some issues that are very difficult to handle- yet which often arise- in inter-cultural teams, such as race, class, gender, community work and poverty. This problem is compounded by the reality that one PS is always working in a context, which they have no previous experience of, and may themselves be having adjustment problems.
UK PSs receive little face to face management from their line mangers in UK or their counterpart country, and problems of isolation, having to take difficult decisions, the weight of responsibility are issues that recur in their reports. WY give excellent telephone support to UK PSs but lack time to support overseas PSs as well, leaving them often feeling unsupported. While overseas UK PSs can contact WYMA for support while overseas, this is something that clouds the issue of who is managing the programme overseas. It does seem an important service, however, for UK PSs.

Line management varies for PSs from exchange countries, but lack of active support and face to face meetings was raised as a problem by several PSs. Lack of hands-on management and advice allowed them to use their initiative, but some felt this lack of management support deeply.

The PS reports (predominantly written by UK PSs, though there are some excellent reports from partner PSs) provide a wealth of detail on many aspects of the programme and the PS role. While WYMA use these to make practical adjustments to the programme, no comprehensive analysis and learning about the role has yet been undertaken. 

3.5  Training of project supervisors and participants

The training objectives and the training events arranged to meet these objectives by WYMA are summarised in appendix 3. WYMA has developed a very detailed training framework and accompanying training manuals, which cover many aspects of the programme. These manuals, for training project supervisors and participants, are constantly modified and updated in the light of experience.

WY undertake much of the training themselves and this is a rolling programme as several waves of teams start the programme each year. In all UK participants attend 5 days of training before the programme begins. Project supervisors have two sets of training in the UK, prior to participants arriving. Training overseas varies between partners, though some draw on WYMA training manuals to inform this work. The reviewers went through the manuals and had discussions with WY trainers; they also attended one in-country training course and training for project supervisors. The quality and relevance of the training were also issues widely discussed during the visits to different teams.

Overall, the training is well documented and attempts to address a wide range of issues and situations that PSs and participants will experience during the programme. However, there is a vast amount of information and material to get through, so much of the training is often more about information sharing than participatory work and exploration. The training, both within UK and overseas, appear to cast the WYMA programme within a narrow functional perspective. The emphasis is on understanding:

1. The programme

2. Teamwork

3. Inter-cultural issues (communication and conflict resolution)

4. Staying healthy overseas

5. Visa applications

6. English language training

7. How to learn in the programme

It is focused on the practical demands of the programme and the challenges PSs and participants are likely to face. Whilst this focus is pragmatic, necessary and useful the training is not grappling directly with some of the fundamental underlying issues of the wider context. Yet these issues, such as inequalities of power or wealth, of education or class, of north-south history and relations do impact on the programme, and the training has not equipped PSs and participants well to handle some of these very difficult issues. 

The congested programme covers a huge range of topics aimed at introducing participants to the programme and preparing them for the launch of phase one activities, often trainers use less participatory approaches because they are under pressure to cover all the items on the programme. They often avoid going into detail on really complex and challenging issues, because of the lack of time. However, some PSs said that these issues of e.g. power or sexuality or inequality come up during the programme, but they feel ill-equipped to open up discussions and learning around them, because of their sensitivity. These are difficult issues to discuss yet they often go to the heart of the ways teams function and work together, and what learning takes place. They would welcome external training and support on these aspects.

Five days of training for UK participants is simply not enough for a programme that is trying to promote new ways of thinking and learning. This results in inadequate preparation of participants, which in turn results in the often-disappointing quality of what participants have learned by the end. To achieve better learning outcomes, more training and training of a different kind to supplement the essential basic training now given is essential. The costs of this need to be built in to future programmes.

Overseas participants receive different training and many young people commented on the lack of consistency and common ground, so that when they meet and start out together they often have different expectations and understanding of the programme, what it is for and how to work with it. Some of the overseas participants find the UK young people poorly prepared in terms of knowing the country they are about to visit, and the history of relations between UK and that country. The UK participants often complain that the overseas participants have unrealistic expectations of the programme and their visit to UK. None of the participants appear to have a good grasp of some of the global issues around power and inequality that in fact impact on their personal relationships during the programme.

The programme has not had the resources to do on-going training, which makes it hard to pick up on issues emerging from the experience itself. Some of these can be very challenging indeed and need addressing for young people to make the major shifts/jump in attitudes that are implied in the programme aims. 

The message of WYMA- through many PSs and some of the training- is that differences within teams are less important than human commonalities and that people can work through differences and learn to respect diversity and work well together. The reviewers agree that certainly a lot can be achieved at an inter-personal level, and through personal growth, but saw that the structural issues of inequality are very significant and the lack of training and discussion about them puts huge pressure on individual relationships. 

Two other events take place, however, that do provide useful support and extend the training, the mid-point review (MPR) and the de-brief (DB), which are co-facilitated by both the project supervisors. The MPR and the DB do provide opportunities for reflection, learning, resolving difficulties and planning ahead. Both these events are well run with participants playing an active role in setting the agenda and the delivery of sessions. Many people said the MTR and the DB do raise some critical issues, often around relationships, but these are quite late in the programme and should perhaps be earlier to allow teams to analyse what is going on and make appropriate adjustments before the half way point. Some PSs said that by the time of the MTR or DB some issues were already too entrenched or too threatening to be raised.
3.6  Selecting the community

The nature of ‘the community’ where teams are placed varies greatly. Indeed it is often not clear how a community is defined as participants in UK often find themselves widely scattered geographically, and their work may be far from where they live or where the team has its base.
 In some contexts young people are working in clearly different communities. There appear to be no written specifications about the types of community that might be suitable for the programme, and the term is very loosely defined by WYMA.

Communities are identified by WYMA or their partners, they are not invited to bid for a WYMA programme; teams are billeted into communities, though key leaders usually express a real interest once they have been approached and the programme has been explained to them. The term ‘community’ conveys a sense of unity and coherence that is often lacking in practice. The opportunities afforded within each community vary widely.

WYMA see some advantages to changing the location of the community work in UK each time; no-one in the team has vested interests or ‘baggage’ that they bring to the host community. The team genuinely starts afresh. The partner, Princes Trust, also wants to achieve a wide geographical spread in UK. It is a credit to the staff and project supervisors in UK and exchange countries that they are able to enter a new community and set up complex arrangements in such a short time (around three months). However, advantages have been identified also where occasionally there has been a repeat visit to a community (Limavady) and PSs are able to build on past good relationships and knowledge of a community. 
3.7  Counterparts pairs- in UK and overseas
WYMA is very committed to the concept of counterpart pairs (CPs), they are one of the five core components of the programme.  Counterpart pairs are expected to support each other, provide an entry point into the new culture for the other person, and provide a space for learning, sharing and discussion. CPs are expected to spend much of their time together, at work, at home and during leisure activities. 

CPs are chosen two days after the teams first meet, before the visitors have had time to get their bearings. People have very little time to get to know each other before they are required to list three people they feel they could be a counterpart with. The project supervisors then have the task of pairing them and allocating them to work places and host families before they go to the host family, which is a very daunting moment for most participants. Several PSs report that this pairing process causes a lot of distress and even tears in some teams. Many participants asked that this process be started before the programme starts, so people can be paired with counterparts who really share some interests and common aims.

Young people, once paired, are expected to live together closely, sometimes even sharing the same bed, for six months. There is no room for changing pairs because of the complexities of shifting elements within a large team, though a very small number break up through the departure of one person- due to illness, poor behaviour or absconding.  It is a huge ‘ask’ of young people, to live, work, eat and sleep alongside another person previously unknown to them. 

Given the importance WY attach to this relationship, and the challenges it raises in practice, it was problematic that in all the questionnaires WY undertake there was only one question about CPs. At the end of phase 1 participants are asked: how do you feel the counterpart relationship is going? What do you think you can do in the second phase to improve it? A question is also included in the tracking questionnaire about whether they have remained in touch with each other after the programme. Yet this issue dominated many discussions during the review; young people talked a great deal about their issues around CPs, and the problems in these relationships. Interviews with project supervisors all highlighted how much time they spend managing the counterpart pairs. 

Work supervisors and host families –in UK and the exchange country- are asked to give feedback about the pair that they are working/living with, consequently the differences between the pairs are glossed over in the formal reports. Yet repeatedly in interviews they talked about tensions and problems between the pairs. Some had worked hard to try and bring the pair closer together, others had found different work for each one to ensure they achieved their potential. In the two live teams in Ghana both sets of PSs had allowed the majority of CPs to separate for three out of four days in their work placements, to dissipate rising tensions and to allow the young people to follow their own work interests. 

The reviewers felt that very high expectations were put on to the CP relationship and the learning opportunities it provides, yet there were few clear criteria for judging success and little detailed monitoring of the quality of the relationships and what was being learned through them. WY staff know of the many problems and issues faced by CPs, but their sense is that over the six months the benefits usually outweigh the bad experiences and that participant’s value the CP by the end of the programme.

The reviewers saw that the teams they visited and stakeholders they spoke to raised real questions about when this relationship was beneficial and when it was actually detrimental to learning and young people’s own sense of confidence and value. It was a context where the learning could be positive or negative, reinforcing stereotypes and relations of dominance and subordination, where difficult issues could not be explored because of bad personal relations.  Placing young people into such intense relationships, without a great deal of guidance and support, had the potential to provoke both good and bad outcomes, something which was clearly seen during the fieldwork. Many said in interviews that they had joined WYMA to be part of a large team, and were disappointed that in reality they live and work in pairs for the majority of their time. This was a source of frustration and disappointment to many. 

Other factors also affected the functioning of CPs. There was a tendency for teams to split for leisure activities, especially in the UK phase where UK participants have access to more income and often share a cultural interest in e.g. pubs, or the cinema which overseas participants may not share or be able to afford. Splitting into nationality groups for some leisure activities certainly put extra pressure on some CPs.

Most CPs are in single sex pairs, a minority are in mixed sex pairs where recruitment disparities have occurred. In both young people have to grapple with the different gender norms of behaviour for women and men in the different cultures. The expectations and boundaries of acceptable behaviour for young women from e.g. Ghana or Sri Lanka are very different- in relation to speaking out, dress, drinking, sexual behaviour, and roles in society- to many young women in UK (depending on their class, ethnic and religious backgrounds). These differences can be a source of conflict between pairs, where young women have very different ideas of how to approach work or leisure. This is true also between mixed pairs where e.g. men from Ghana are used to playing the dominant role and expect certain behaviour from women, while middle class educated UK women feel equal and expect to speak their minds and share decision making. On the whole young people try and deal with these issues at the level of their personal relationships rather than addressing them and working through them in the group. There is little time spent trying to understand the complexities of gendered roles and why they differ between cultures and contexts, between classes and religions, and how to understand them and challenge them where they seem inappropriate or a barrier to development.

Similarly issues around power, inequality and race are often played out at the level of inter-personal interaction, and can cause conflict. The obvious inequalities around e.g. racism, health care standards or health and safety expectations in UK or Africa and Asia, the funding provisions for UK and non-UK participants get channelled into personal anger and sometimes destructive relationships. The programme is not geared to looking at these issues within the core activities, so rather than trying to understand the wider context of global inequalities these issues get played out between individuals. Indeed in many ways WYMA expects and encourages young people to work through the complex issues of diversity at the personal level. 

The reviewers worked with WY to develop a far from perfect set of criteria  against which to judge the value of the CP for participants. The results showed that in each team between 1-3 pairs got on well, learned from each other, supported each other and felt positive about the relationship. They had a strong and positive experience, which many of them had worked hard to achieve. Between 1-3 pairs in each team had developed a working relationship, while 1-3 and sometimes more had a weak relationship. These results highlighted the problematic and challenging nature of this relationship.

While WY staff knew all the issues and problems around CPs, the reviewers felt they were interpreting the experiences in too positive a light. While some were learning and growing through this relationship, others were being undermined or upset by the relationship, and patterns of behaviour were being reinforced rather than changed. Some of the feedback in the focus groups was very negative and did not give confidence that people had learned respect and reciprocity- two elements WYMA rightly sees as so important. 

3.8  Behaviour

The WYMA programme has a good reputation for the behaviour of the young participants and within VSO this has been contrasted frequently with the Youth to Youth programme. Participants are asked to subscribe to Standards of Behaviour which have sanctions attached.

In the teams visited the majority of young people were behaving well, though many complained about the restrictive nature of the SOB, which seemed to limit their freedom too much. However, in almost every team there were examples of unacceptable behaviour, especially alcohol abuse. This was of concern to many of the overseas participants, who expressed their frustration at the ineffectiveness of the written warning system that currently forms part of the disciplinary process. Written warnings may be given to a group of UK participants for misbehaviour following heavy drinking sessions but this did not improve their behaviour, and disciplinary procedures are not effective as they are interpreted at present and need to be revised. Problems associated with alcohol consumption and misconduct affected many of the teams that were studied in the review. Offences ranged from the minor to the more serious, and a clear policy guideline on alcohol consumption needs to be developed. 

Other issues that were raised during the review included issues around sexual behaviour and  different cultural norms - while men were warned about sexual harassment rules, no-one was asked to be careful about public shows of affection. There were problems around coming in late, not respecting house rules and so on. There were behaviour problems and inter-cultural tensions around what is acceptable behaviour in the teams studied, to varying degrees, and alcohol abuse remains a challenge for this programme.
3.9  Host families- in UK and overseas 
Host families are the second key core component of the WYMA programme, and are seen as a site for two way learning around cultural issues. This is an area where participants and host families identified many positive experiences.  Around 130 UK host families completed questionnaires about the programme (a little under 50%), showing 63% of host families feel they have learnt quite a lot or very much about another culture and 39% saying they had taught something to the CP living with them. 83% felt the programme was of benefit to the community, but only 40% said there would be a long-term impact. None of these answers give their criteria for judging success and learning. 64% said they would host again, although the actual repeat experience in Limavady was that only one of the nine HFs offered to do it a second time.

The experiences of living in host families in Africa or Asia are positive for many young people; families are willing to open their doors to them and many feel that they become part of the family.
 The issue is more challenging in UK, where it is harder to find host families willing to take in two young strangers for three months. Often host families are scattered and it is not always possible to find nine host families. In the four live teams visited counterpart pairs were placed in locations in UK up to an hour away from their work and each other, and several had experienced more than one host family. A few had been placed in B and Bs, though most were located in a family for some or all of their time.

The experiences vary greatly across teams and locations. In some the host families are relatively stable, though all the teams studied in UK had experienced some changes. There were many examples of good relations with host families where strong bonds were formed in many cases; farewell parties were often tearful occasions on all sides. At the other extreme was one of the exchanges with Blackburn, where the young people from Ghana all had to start their stay in college hostels, though they later moved in to families, and in Bedford it was the exception for a CP to have stayed in one family for the full three months. Finding HFs is one of the most challenging task for UK PSs and many find it time consuming and difficult. Some people pull out at the last minute, references show them to be unsuitable, or a few find it too onerous once the young people arrive. 

The main concerns that arose during the review of host families in Nigeria, Ghana and Sri Lanka were, on the HF side, that allowances were too small (especially in Ghana where the doubling of fuel prices in 2003 was not followed by an increase in allowances). Few raised any other issues, and many said they had greatly appreciated the experience. A small minority said that some young people did not follow their family norms, leading to differences around issues such as being expected to eat all meals at home, the ‘over-protectiveness’ of host families who culturally see themselves as acting in loco parentis, and issues around drinking or smoking. 

Some families in Ghana said they were sad that after all they did for the young people, sometimes even doing the washing and cleaning for UK young people who were so bad at it, they did not hear from them after they had left. Photos and letters were looked for but had not come. There is no way of knowing how common or rare such experiences were, but they were raised in two locations. In a third place one host family was still in close touch with their UK participant who was raising money for local needs in the town and sending it to them, and other examples of this were given in focus group discussions.

For the CPs living in HFs in UK the concerns were mainly around the very unequal and different families they were placed with, and the changes for those forced to move for different reasons. Sometimes the cultural jumps are hard to make, for example when young people from Africa are asked to live in a lesbian household, or a household with animals. Some learn to adjust, for others this remained a source of distress and disturbance. 

The range of host families in UK and overseas is wide, but overall they tend to be middle class people who have the space and ability to offer hospitality. Few ethnic minority groups or working class families in UK feel able to offer accommodation- though a few were found in Bedford- and where they are found often the participants feel they are getting short changed and complain about e.g. lack of food and amenities. In UK most families are white, overseas they are people with adequate wealth to offer running water, flush toilets, proper beds and a pleasant environment.  While WYMA insist that such high standards are not expected, the partners certainly feel that they are required to find families meeting these minimum requirements. 

3.10  Work placements- in UK and overseas 
‘Work of direct value to the community’ is another key component for WYMA, this includes work placements and community work. Work placements are an area that WYMA accepts as weaker than other aspects of the programme, and the review confirmed this.

PSs in UK report that it is not easy to find nine work placements in a location that can take two volunteers for four days a week for three months. The work placement requires that there be work to be done, a supervisor who knows how to work with volunteers, and work young volunteers can do without disrupting staff. In many teams some of the work placements are split between two sites to ensure that there is adequate work. 

Overseas it is even harder to find placements that can keep two volunteers usefully occupied and active for three months, and complaints about the paucity of work and the boredom of work placements in Africa and Asia are common. Partners confirm that work placements are hard to find and the local work ethic and context mean that the pace and content of work is slower than UK participants feel they need. They want WYMA to prepare the UK participants much more carefully for lower workloads overseas, where underemployment is the norm, especially in rural areas and small towns.

There have been exceptional teams in UK where the work placements have been tied closely to a volunteer centre (Inverness) or where some have been closely linked to existing youth work or pioneering work in schools (Limavady). The participants have been able to link into strong on-going work and make a contribution within a clearly defined framework, knowing that the work will continue after they have gone.

Many more, perhaps the majority, of work placements in UK involve putting young people into schools, care centres, nurseries, old people’s homes, to do relatively menial work. Some have been able to move beyond working one to one or in small groups with children or adults with learning difficulties to take initiative and start new activities, or undertake longer term changes in that context. This work has immediate value for those they come into contact with, and they do provide an extra pair of hands, new ideas, energy in environments where staff are often over stretched and individuals need far more care and attention than the system can regularly give them. Their work is usually appreciated and friendships are made, after they have gone there are fond memories, photos and good feelings.

The findings from the questionnaires show that of the 173 questionnaires from UK work place supervisors 68% said they had benefited very much and another 28% said quite a lot. When this was analysed further the reasons given were that they appreciated an extra pair of hands and support with practical tasks (54). They enjoyed the motivation and enthusiasm of the pairs (48), they felt some had played a role as models for those they worked with (37) and they had introduced broader cultural horizons (31). Others mentioned creativity and the forming of new links, but only 3 mentioned the promotion of volunteering as a benefit.

Much of this work is not sustainable and as far as the reviewers (or WYMA) could tell has limited long term impact- beyond the unknown sparks that might ignite a person they have met to see things differently or take a new direction in the future. It often is a good learning environment for the participants and many report changing their attitudes to disability and mental illness especially through these work placements. Some learn they love children and have a flair with them, others learn they do not! For the participants from abroad they learn about time keeping, a different work ethic, new organisational approaches, and different attitudes to the rights of children, the disabled and the disadvantaged.

Some UK work placements fail. In some cases the CP cannot work together and one dominates (usually the UK participant in UK) and the other withdraws. In other cases there is no work, or the work is beyond the skills of the young people- for example around drugs and serious deprivation. In some there is poor or inappropriate supervision. Sometimes new work placements are found, sometimes a pair will move into the work context of another pair.

In UK the young people say have contributed a lot to their placements. Out of 279
 questionnaires on UK work placements 88% thought their work benefited the community but they did not explain in what ways. There was, however, little evidence that long-term impact would result from the work undertaken
, where the approach of placing nine pairs in nine different work contexts for three months was universal. Yet, these young people represent a huge resource in terms of energy, enthusiasm, openness to learning and desire to learn new skills, and having 18 in an area for three months seems to carry more potential than is currently being realised. The real benefits at present lie primarily in the personal learning and individual development of the participants themselves.

All partners are aware of the concept of work placements and try to implement this approach, but those interviewed found it difficult to find 9 WPs in one host community setting, with supervisors who can manage in English, can utilise and supervise 2 volunteers and have experience of working with volunteers. When specific types of placements are requested, such as working with disabled people, the task becomes even more difficult. There are no statistical data available in WYMA about the overseas work placements.

Occasionally a partner will set up the work programme in a different way, using the whole team for a wider project. This happened in Tamale in Ghana where the work was focused around a health project, and with a new team in Cameroon, 2003, where all the work was focused around HIV/AIDS awareness. Mostly they followed the 9 WP pattern, even though it is hard to implement. SYTO in Ghana are concerned to help participants to meet their aim to ‘leave a mark' in their work placements and in the community, but are realistic about what can be achieved in a short time, with young people with few specialist skills. They feel more work needs to be done to ensure UK participants have realistic expectations of what they can achieve on WPs in the context of rural or semi-urban Ghana, where the pace of work is slow. LIVA in Nigeria did not research their HFs or WPs very well; consequently some work place supervisors did not understand the programme well, and others had no work for participants; only 4 of the 9 WPs were successful. 

Analysis of the experience of the 7 overseas teams studied in detail suggest that the majority of WPs had ‘little' to 'some' impact on the host community, many of the WPs reflected some of the problems mentioned above. The extent to which WPs were host community 'driven' and genuinely met local needs is debatable as many work programmes were chosen for their immediate viability not their longer term sustainability.  

3.11  Community work

As most of the participants time was taken up on WPs (4 days a week) and education days (1 day a week) there was not much time left in the week to take on additional community work projects. Nevertheless, many participants did manage to organise one-off projects, at weekends, in the evenings or incorporated into their EADs. The activities in UK included HIV/ADS awareness work in schools, support to local youth clubs, cultural days, working on fair trade issues and supporting local events, bringing in a cultural dimension. In partner countries the community activities included sports days, tree planting, clearing sports fields, ‘clean up’ days, giving talks in schools especially on HIV/AIDS, teaching computing, help with small building projects of e.g. a library, drainage ditches or a home for a destitute person.

87% of the participants who completed a questionnaire (283) felt their contribution to communities in UK was high or quite high. There are no data for the overseas phases. There are no details of how they saw their contribution, though in interviews in UK and overseas participants tended to see every activity they undertook as a community benefit.

Many of the activities presented to the reviewers were 'opportunity' led rather than community need/ interest driven, and were one off.  This perhaps is inevitable given that prior consultation and planning with members of the host community had not taken place. This work clearly had some immediate impact on communities, and some short-term benefits such as painted walls, clean streets, better drains, immunisations done, information given out. Some of these were still in evidence on our overseas visits to past host communities, for example the murals in classrooms, painted walls in an orphanage, people remembering the WYMA participation in campaigns of different kinds. Other benefits were not possible to see e.g. whether or not a volunteer group was still continuing, whether the library had been finished (no-one met seemed to know) or what young people had learned from the HIV work
. Some work had already collapsed, such as the drainage ditches that were now clogged and filled with waste and streets that were no longer clean. The longer lasting impact that was possible to ascertain was mainly in terms of impressions and memories, good feelings rather than tangible outcomes.

Interestingly, when teams have been forced to abandon WPs, some useful community development projects have been developed as an alternative, as in one Sri Lanka team. There all the pairs in one team worked with local people to build a house for a homeless woman with three children. In Ghana where the joint health work brought participants together, some local people became involved and there was a real sense of achievement when the project was completed, and local people committed to following it up. It worked less well in another team in Ghana, where local people just watched the team do volunteer manual work on drainage, and did not join in or continue the work after they left. In Nigeria, HIV / AIDS work was carried out as a community work activity. Adult sessions were poorly attended but sessions run in schools were more positive, though participants felt they would have achieved more if they had planned earlier. The UK PS felt that three factors limited its effectiveness- language barriers, lack of resources and not enough training. Most felt 3 months was not long enough to undertake training and effective work on HIV, but LIVA have agreed to continue this work in Nigeria. The Cameroon team was recently experimenting with community level work only around HIV/AIDS and it will be important to learn from that experience.

These experiences suggest that community work could, under certain circumstances and with good preparation, take on a more prominent role in future teams. However, in order to ensure that the programme is community driven and that it has longer term sustainability, consultations with members of the host community and planning will need to start in advance and be confirmed with participants during phase 1 of the programme. It will also be important to support local partners who could carry on the programme after the WY team leaves.

The WYMA participants need to learn to become more sensitive to local customs and needs. At the moment they tend to search for ways of doing something, without learning from the local people about key issues. They feel under pressure to ‘make a difference’, and understand change and development as something outsiders bring into communities. The pressure to achieve change is also seen among other volunteers, but it seemed particularly acute among some in this programme. Expectations need to be kept more humble and an understanding of their role in promoting positive change needs to be increased.

3.12  EADs
In all teams, education activity days were organised and delivered by participants on a once a week basis. It provided a forum for them to discuss issues that concerned or interested them, and perhaps more importantly a space to discuss, share and solve problems. It is a core component for WYMA and seen as a critical space every week for reflection and learning on the programme.

In the UK participants tend to have more access to external speakers, visits to interesting places, and materials for the EADs. People said they found them harder to run in the exchange country, where money for such activities is limited and even making phone calls to fix up speakers or visits is very costly.
 Material resources, even flip charts and cards, are also expensive so opportunities are much more restricted. In both live teams visited overseas – towards the end of their stay- people were becoming bored with the EADs, where they felt the same team dynamics were played out each week. They felt they had reached the limits of how far people could change and were now stuck with certain people dominating, certain people staying silent and others not attending. The quality and interest of EADs varies between and within teams, and between UK and the exchange country.

The participants plan, organise and run these days themselves. They choose the topics and methodologies and each week one CP runs the day. Typical themes have included, culture, HIV/AIDS, team dynamics, comparisons of education provision, male-female relationships, fair trade and local studies- chiefs or local enterprise for example. Some teams use EADs as opportunities for the whole team to spend a day at each other's WPs, and some have included members of the community in them, or used the day for a community activity.

Participants met had different reactions to EAD days. For some, it is the one day in the week when the whole team comes together and they are able to decide for themselves how best to use that time. They enjoy the company and contact and time to be together. However, because of poor dynamics in some of the teams, it was also the day when group conflicts got played out. Many saw it as a 'talking shop', a space when a lot gets discussed but little action results. There was, in fact, very little feedback from participants or PSs about the effectiveness of EADs, though these days certainly provide a good experience of collective decision making.  

WYMA say that perhaps half of EADs cover the kind of topics they see as critical for global education and development. PSs may often see a need to raise a particular issue which is causing problems in a team- inequality, power dynamics, gender or race issues- or which is of critical importance in the local context, e.g. religious divisions, the causes and impact of poverty etc. But they say their role is to support the initiatives of the young people and to help them to learn how to run these days, not to lead discussions. In addition they feel they do not have the knowledge and skills to work on some of the emerging issues, and they lack the time to prepare for such work properly.  

WYMA rightly puts a lot of emphasis on EADs as a pillar of the personal and global learning aims of the programme.  There is, however, limited feedback on them and the quality and value of the work done within these days remains unknown.  The reviewers felt that this is a critical space could be built on in new ways to maximise learning and global understanding in the teams.

3.13  Personal learning and global education
There was a great deal of evidence of personal learning, both from the questionnaires and from the review interviews and focus groups. Many felt they had learnt how to work as team, to live independently, to challenge others and to build friendships with people from another culture. Many people had changed in good ways; it was a powerful learning experience although it is less clear if the programme can change 'unacceptable behaviour'. Some felt that the programme had helped them made career decisions and given them a better understanding of development and volunteering. 

This review took place soon after or during the programme for most young people, and cannot assess what learning will take place during the lifetime of these young people. Evidence from other volunteers suggests that for many this learning will be the start of a lifelong process of learning and change.
Personal development is defined by WYMA as 'giving participants the opportunity to develop life skills (e.g. communication, team working, confidence, leadership, organising activities, problem solving, money management, budgeting, tolerance / sensitivity towards others, looking after others, greater independence, taking on responsibilities. (Self Assessment Guide, WYMA) The questionnaires assess changes across these issues and show that, of those who complete the questionnaires, participants self assessment showed very high levels of learning across key areas: 

	Skills gained (a lot or very much)
	Overseas participants 
	UK participants

	Communication 
	94%(117)
	81% (155)

	Team working 
	96%(109)
	94% (105)

	Adaptability 
	95%(154)
	72% (111)

	Leadership 
	83%(109)
	78% (166)

	Organisation 
	84%(153)
	85% (166)

	Problem solving
	84% (109)
	74% (166)

	Practical skills
	76% (156)
	65% (136)


While participants have clearly feel they have learned a lot, these perceptions did not always reflect what was seen within the teams visited. It was clear in the review that there were still major hurdles to team working across the whole team, and problems of dominance and withdrawal were still very evident, even towards the end of phase 2. This suggests there is some confusion about the criteria being used to assess and evaluate personal learning and change and that the young people needed more guidance and challenging to their thinking in these areas. 

Global education was defined as 'any activity which encourages people to explore the links between their own lives and the lives of others in their own community or across the world (e.g. through thinking about the clothes we buy, the food we eat, or our choice of holiday destination). (WYMA GE Support Pack). Another definition is motivating them to actively participate in bringing about positive changes (Global Education Pack, WYMA). Global education is measured in the questionnaires for UK participants against a clear set of criteria:

Are you motivated to consider or continue volunteering

Do you have ideas about getting involved in voluntary or community work

Have you developed an understanding of the issues that affect the host communities where you have been

Do you have a better understanding of poverty issues

Are you aware of how you behave vis a vis other culture

What is the impact on your professional/personal life- choice of work/study (this may be a personal learning goal in fact)
In the tracking questionnaire these issues are further defined as: 

What is your current level of understanding of sustainable development

Do you buy fairtrade products

Are you influenced by ethical tourism

For overseas participants the questions are:

Involvement in volunteering or donating to organisations

Impact on their choice of studies/employment

There is a huge disparity in these questions, though it can perhaps be assumed that WYMA hope all participants will learn about poverty issues, community development and inter-cultural issues. In the self-learning packs the focus is 90% on personal learning but there is one section on inter-cultural awareness and one on community development- these can also be used as criteria against which to assess global education.

From the interviews the reviewers felt that participants had not really understood the complexities of development or community development, as outlined in the self-assessment pack, and concepts of inter-cultural issues were woolly. Poverty was an issue that proved difficult for teams to even discuss, because disparities in wealth, opportunities, life chances were so great between north and south and issues of race prevented this issue being aired. 
At an everyday level it is clear that participants are immersed in an intensive process of cross cultural living and working, and that this generates a lot of questioning and dialogue between CPs, HF and in WPs. There is evidence that they have learnt from the experience of being on the programme but this learning was been restricted by the dominance of one group over another and poor group dynamics in at least 4 of the teams in the sample group.  One group in Ghana, outside the sample, had suffered complete breakdown around these kinds of issues.

Much of the learning appears to be around listening, being open minded, patience, accepting cultures, tolerance, respect, being able to compromise, etc rather than history, power, inequality, wealth, globalisation, poverty, aid, development, religion, wars or even volunteering and the work of VSO. The programme appears to offer tremendous opportunities for global learning which are simply not being taken up at present.  The following comment from a report for WYMA on the Nigeria programme in 1992 on the dominance of UK participants expresses many of the reviewers concerns around global education: 

'From discussion with participants it was clear that there has been UK dominance in group work, discussions and pairings. This …may come from the fact that the UK partner has more experience of the programme ….However, I think it is deeper rooted than that and that it is likely to come from a UK perspective of the world which comes from a society and education system that promotes the greatness of Europe and the underdevelopment of Africa. 

Recommendation:

The greatest potential of this exchange is it's 2 way exchange and therefore it's commitment to equality and its ability to challenge some of these stereotypes. I think it is important that in training these things are brought out and challenged. Also PS need to be aware of the dynamics and ensure that the environment allows freedom for all to express themselves and for those dominating to be challenged'. 
It is important that the global education definition, provided above, be re-examined to give the programme a stronger steer. This would enable participants and PSs to debate and discuss issues such as world history, power, inequality, wealth, globalisation, poverty, aid, development, religion, wars and of course, VSO's commitment and contribution to addressing global poverty. At the moment the concept of diversity replaces the harder issues of race, class and gender. Concepts of respect replace understanding of unequal power, and reciprocity can be used to gloss over the realities of dominance and subservience deeply rooted in colonial and post-independence north-south relationships.

Global education and learning is something that will continue long after the programme has ended. While WYMA participants are not expected to do any formal global education project their learning may continue to develop throughout their lives. It is not possible to capture this life-long growth and development that certainly some will experience. 
3.14  Partnership 
WYMA is deeply committed to partnership, and again their watchwords are respect and reciprocity. They feel they have developed more equal, open and positive relations with their partners than VSO usually does, and are committed to their direct relationship with partners. They deliberately took a hands off approach to their partners, respecting the right of partners to run things their own way and to make their own mistakes in their countries where they control that phase of the programme. WYMA do not intrude or ask questions about partner finances, training or organisational development. They do not see their role as capacity building north to south, but rather as being involved in a shared learning process. They select partners on the basis of shared aims and objectives, though in fact the partners are very diverse organisations with very different purposes and profiles.

Partners are selected in different ways, sometimes through the VSO in-country office, but also through personal contacts and serendipity. The relationships are built on trust, which means that WYMA tends not to explore issues of legal or financial status, past track record, or relations to other organisation in the country. Some partners are well rooted in volunteering or development work, others are more experienced in exchanges or service provision.

All the partners visited see WYMA staff as open, friendly and caring and they enjoy working with them as individuals, they find them supportive and helpful. Some partners have benefited greatly from WYMA, through visits to UK and attending training made accessible by WYMA; staff from three partners attended three months of training around volunteering in UK earlier in 2003. 

However, the partners interviewed overseas and in London did not see themselves as being in an equal partnership with WYMA. They talked more in terms of implementing the WY programme, which they were happy to be associated with and were benefiting from.

There are many structural and other reasons for this:

1. The programme, with its five core components, is exported to partners. The programme has many fixed parameters, which are non-negotiable except in minor details. ‘Partners’ are asked to be implementers of a programme they have not designed.

2. Partner organisations are much smaller- apart from the two government departments- than VSO. . They want connections to an international NGO and this programme for financial and profile reasons, as well as for the value of the work itself, and so do not feel in a position to bargain strongly around the elements of the programme.

3. There are no formal spaces for joint negotiations or shared management of the programme.

4. The monitoring and evaluation has been set up by WYMA, the partners are only now starting to develop their own systems for this.  There is limited sharing of data between UK and partners, though partners are welcome to see any WYMA data

5. UK PSs can and do report direct to WYMA even when they are working overseas. This direct relationship can undermine the role of the partner and the concepts of joint management, though WY work hard to encouraged PSs to work closely with the partners first .

6. UK health and safety regulations and concern about UK participants welfare have negatively affected some partners, who feel VSO intervenes and over-rides local advice and decision making over health and safety issues.  WY feel constrained by UK requirements, but these can cut across local understandings and experiences; this was especially seen around health issues in Ghana.

7. WYMA funds the UK end of the programme, but only the UK participants in the exchange country. However, partners often lack the ability or resources to do local fund raising, this results in them charging local participants for access to the programme, placing them at a disadvantage. 

8. The partners do not see the overall WYMA budget and do not take decisions about where teams will be located. They wait for VSO to make decisions and then approach them. 

The reviews in Uganda and Ghana highlighted many of the issues around partnership and what could be termed a ‘reciprocity deficit’. WYMA develops strong personal relationships, which are much appreciated and valued, but these alone cannot make up for inequalities built into these north-south relationships. There is a need to address structurally some of the inequalities that partners raised during the review.

WYMA only have one partner in each country, and they work separately from VSO except for health and security issues. If the partner is well networked and connected then WYMA is also well connected in that country; if not the WYMA programme appears to be isolated and unrelated to on-going processes around e.g. youth work or volunteering in that country. The lack of links to wider processes and organisations, to the plans of VSO and other local development agencies were a cause of real concern to the reviewers. 

3.15  WYMA monitoring and evaluation
WYMA has a complex set of monitoring mechanisms for the programme, designed to meet a number of different needs. These include learning within each programme itself, collecting monitoring data for the donors- who all have different priorities for the programme-, and information and learning for VSO. The major donor, the Millennium Commission has a specific focus on the UK participants and their individual development. This bias has impacted on the programme, resulting in more data being available on the UK participants than those from overseas.

In common with the rest of VSO there is close monitoring of individuals (and counterpart pairs) focusing on their work placements, their relations to host families, their personal learning and their contribution to communities. There is less information on the overall functioning and achievements of teams in the UK and in their partner country, and limited information beyond project supervisor’s observations and participants questionnaires about the value and implications of their time in different communities. Community leaders, host families and work placement supervisors are asked to complete monitoring forms, but this is not a priority for them and inevitably many answers are quite brief. The available data focuses more on the details of the component parts of the programme and is quite patchy. There is little material to really indicate what the outcomes were for communities, or for participants as a whole. There is little data to show whether or not the teams are achieving changes in attitudes and behaviour, reversing existing patterns of dominance, or providing new ways of relating and working together. 

Young people’s own aspirations are often only tangentially about these issues, and usually more about wanting to learn certain new skills, make new friends, develop their confidence, and expand their horizons and job opportunities through travel and exposure. More data is available on their own personal learning and development, than on the broader aspirations for the programme. 

The available data (the frameworks WYMA use are presented in appendix 4) do not help to evaluate the overall achievements and value of WYMA against the ambitious tenets of the programme. WYMA is not alone in having this disjuncture between available data and the data needed to answer the bigger questions about the aims and results of the programme overall; this issue has been highlighted for VSO as an organisation in the 2003 DFID review. It is an issue that urgently needs addressing, probably together with the rest of VSO as they grapple with how to report on programmes and outcomes rather than individual placements.

Section 4     Other key issues

4.1  Relations with the rest of VSO

This section is short, but this in no way reflects the critical importance the reviewers attached to this issue. Overall the review found that the relations between WYMA and the overseas division and programmes of VSO are at best cordial but distant, at worst non-existent. 

The causes of this seem to lie in VSO’s history and the division of responsibilities at the UK level, and this is not the place to explore the historical reasons for the split. The results of the split are however very obvious, and even though WYMA has been working hard to ‘sell’ themselves actively across the organisation, the relationships with VSOs programme remain at the level of basic information sharing and courtesy.

The team in WYMA feel ignored or even actively downgraded by much of the overseas division in VSO (there are ofcourse exceptions), even though the reviewers heard many positive comments about this programme in the rest of VSO. It is the case that people outside WYMA know and understand little about the programme, beyond liking the exchange and reciprocity elements. This sense of being outside the mainstream affects WYMA as it did the other youth programmes, and has resulted in a sense of isolation. WYMA and VSO are mutually cut off from learning and sharing together.

Some of the effects of this are to be seen in:

· The defensiveness of WYMA staff about their programme, which they feel they have to defend and sell their programme to VSO constantly

· The lack of use of VSO materials on development for WYMA participants

· The lack of access by PSs to VSO expertise and experience, as well as materials on e.g. HIV/AIDS

· The lack of any links in the field between standard volunteers and WYMA

· The lack of knowledge of a country held by VSO being accessible to and shared with WYMA

· The inward looking nature of the programme

· The lack of sharing around common issues is clear. Issues such as what is partnership and how to make it work; how to do monitoring and evaluation against broader aims and objectives and beyond the individual; how to recruit from ethnic minorities are common, but often treated as unique

· WYMA align themselves with CSPs through sectors, not through analysing the role of VSO in a country and how their work can fit or support and enhance the basic VSO strategy

· Lack of sharing around personal learning and global education issues beyond the youth programmes, so VSO is not learning more about these issues

It was seen as a wholly damaging situation that the splits identified in the first youth reviews were still so evident around WYMA. They negatively affected staff attitudes, and cut across learning, sharing and mutual support.

 4.2.  Volunteering
The programme increasingly says that it is about promoting volunteering. While it is the case that volunteering is implicit in the WYMA concept, and that some participants join to be volunteers, in fact little is said or done in the programme to promote a volunteering ethos.

De facto the young people are working as volunteers, but many do not see it this way and view the work more in terms of work experience and skills development. They do focus on what they can give and what they bring to the community where they live and work, but much is implied.

People join for a wide range of reasons and motivations, many have little knowledge of VSO or of volunteering. The programme does not, at present, really foreground volunteering as an approach to promoting and encouraging positive social change. The understanding and promotion of volunteering that does take place overtly is located in those partners who are founded on, or promoting actively, volunteer principles- for example in Sri Lanka and Nigeria.

There is huge scope in the programme to expose the participants to VSO’s own understanding and experience of volunteering, as well as to other views and experiences on volunteering at home and abroad. This potential has not yet been realised in the programme, where volunteering is implicit and assumed rather than a clear aim of the programme. This is reflected in the fact that few questions are raised about volunteering, beyond asking if people have done some prior to joining WYMA and whether they do more after the programme ends. The interest and positive feedback on the value and promotion of volunteering is more evident in the qualitative data from those already committed through the partner organisation than it is for others completing the tracking forms.

 4.3  Value for money

The question this issue poses is what does WYMA compare itself to? 

It is not comparable to a small NGO working directly on disadvantage with young people, using the same annual turnover as WYMA, because it is drawing down money not normally available for development, and it has a wider remit than tackling poverty.

It is not comparable to the cost per volunteer month that is often used in VSO, again because it has a different and wider remit. It is trying to address community needs in the very broadest sense, but it has an equal or indeed stronger focus on personal learning and global education than any other part of VSO. It is trying to do something quite different in many ways. It is trying to counteract stereotypes and habits and behaviours to make radical changes in the lives of the young people it invests in. This is expected to affect them throughout their lives and enable them to become volunteers, global activists, people able and willing to question received truth and challenge dominant paradigms.

It might be comparable to programmes like Gap, Raleigh, Student exchange and other such youth programmes especially those which pair young people from UK with those in the host country. No one else brings people from the south to the north in these kinds of exchanges though. It could be comparable to exchange arranged by other organisations, as seen in Uganda for example, and ass arranged by school, youth clubs, cities and communities across UK with paired countries. There are in fact many kinds of exchanges for young people, to bring people from the south to the north and vice versa to learn about e.g. HIV/AIDS, agriculture or youth work, or about a particular city, school or other location. These may very well be good comparators for WYMA, but the reviewers were not alerted to this dimension by WYMA. It has only become clear to them recently that this was a fertile area of activity and one that should have been looked at to help locate the WYMA work in a larger context. The dominant context for WYMA was VSO and other VSO programmes, and this has limited work on assessing the value of WYMA in relation to possibly similar programmes.

It has proved elusive to measure exactly how far WYMA has achieved its stated aims, because they were vaguely worded, the range of teams has been so wide, and experience so varied. However, it is possible to say with certainty that the work on contributing to the community has been relatively weak, and the programme could not be justified on the basis of the costs in relation to community impact. 

The contribution to personal learning has been high, but relatively unstructured and random. It has been left to chance what young people take away from the programme, though certainly the investment has enhanced many of their personal skills and development in both the north and the south. The deepening of understanding around issues of diversity, respect and global issues has been patchy, with some startling and vivid individual and group examples of positive learning and change.

The investment per person is high, it is a huge investment for the less well off young people from the south in relation to their annual income or standard of living. How then can this investment best be justified?

The reviewers felt certain that the work on changing attitudes, opening eyes to new realities, enabling people to come close to another culture and learn to change were all highly valuable and worthwhile activities. The work to promote the ethos of volunteering, to promote better understanding of global inequalities, to foster a sense of global citizenship and action are all very important. So while the programme struggles to prove it is good value for the financial and other (huge) investment of staff time and commitment at the moment, the reviewers feel confident that it can become a much more valuable resource in future, as it learns how to better meet the underlying goals and purposes of the programme.

Section 5      Critical issues and ideas for ways forward

N.B.  This is NOT a stand alone section, and should be read in conjunction with the rest of the report.

5.1  The power and potential of exchange programmes

Through its southern volunteer programs, VSO has begun to acknowledge in a meaningful way, that volunteering cannot be the preserve of the rich white world. People from poor countries, poor background and minority groups also have skills, experience and perspective that are worth, and indeed need, sharing. There is too, more acknowledgement that volunteering involves two way learning at every stage, and that e.g. Kenya benefits from having returned international volunteers just as UK does. The personal learning elements of volunteering, and the value of this personal development post- return, are slowly becoming more openly acknowledged in VSO.

WYMA potentially takes the story further in two ways. First by clearly acknowledging that development is a two-way relationship, and the attitudes, knowledge and skills of the volunteer are an integral part of that relationship. They will bring change, while they are also changed, and so their need for  a good understanding of global and development issues is an essential basis for sound development work. Secondly, by acknowledging that there are valuable things to learn from countries and people who are much poorer. The logic of accepting this means it will be valid to bring volunteers from e.g. Mozambique to UK; this provides one route to real reciprocity and respect, shared learning and enhanced understanding. 

WYMA has taken the first steps for VSO along this path of reciprocal volunteering. It needs to be encouraged now; and the programme needs to build on the learning so far to counter the many in-built biases that continue to favour the UK over the exchange countries and UK participants over those from the south. The WY commitment is right and critically important, but the scale of the barriers to partnership and reciprocity has not been sufficiently tackled thus far. WY also needs to be allowed to become part of VSO’s mainstream work, because of what it brings and the challenges it raises for all development work and volunteering. These are challenges that up till now most of VSO (and certainly much of the UK development community) has tended to shy away from. They include e.g. looking at relations of dominance, exploring the inequalities that affect development work, acknowledging there are two way benefits to volunteering and the two way relationships involved in development, acknowledging the role of the ‘change agent’ and that who they are is an essential part of what happens in development interactions.

5.2 The review has been a learning process

‘Most development organisations and projects are content to rest with aims and objectives and strategies and indicators for success; they seldom look deeply enough at their methodologies for achieving these, their on-the-ground practice in the field. Too little time is spent interrogating their practice and improving it. More and more organisations pay lip-service to the concept of the learning organisation, but few organisations actually engage in rigorous and continuous processes of self-critique, around methodology and practice, in order to improve practice.’ (Interview with Allan Kaplan of CDRA, SA, 2003)

It was in this spirit that the review was undertaken. It has been a journey of learning involving many different development actors. It has raised many thorny issues for WY, with a view to addressing and improving them. The goals of WYMA are critically important and the purpose of the review has been to enable changes and improvements to be made as the programme learns from its own experience and feedback from others.

5.3  Overview of WYMA aims and objectives

The aim of this section is to provide a summary of some of the key debates and discussions that have taken place with a variety of staff and participants throughout the programme and review period. Over the past 7 months the review process itself has triggered many discussions, and helped to develop a deeper understanding and critical analysis of the strengths and weaknesses of the programme. The discussions have changed and deepened through the review process.

Of all the VSO youth programmes that have been reviewed recently WYMA has generated an intensity and vibrancy that is unrivalled. For the reviewers and staff the process has been intense, even difficult at times. The challenges and complexities of running this programme are significant and their level of detailed knowledge of the programme is great. Standing back from the immense amount of detail and complexity to understand the broad trends, issues and effects of the programme has challenged everyone in the review.

The range of aims, values, hopes and beliefs that WYMA have for this programme has exacerbated the complexity. There are the three aims around work of value to the community, personal learning and global education; there are the five basic tenets or values of the programme, and the five constant components that shape the practical running of the teams. The issue of disadvantage is not central but appears at times in documents and discussions, this issue is never really defined or its role in the programme clarified.

The approaches and themes that run through the programme are different again. WY is committed to reciprocity, to understanding and living with diversity, and to respect for difference and staff believe strongly that the different learning and core components of the programme ensure that the participants understand and take on these values. Their experience bears this out, and they know of many successful and interesting relationships and individual experiences that have had the power to change people’s attitudes, behaviour and sometimes their life choices. The reviewers also saw some of these elements in the interviews they did and documents they read.

Taking each component and aim of the programme, as was done in section 3, it was clear that there are some successes and some failures on this programme. There are pros and cons to the structure based on pairs, host families and work placements; learning is clearly central but often erratic and unpredictable.

Taking the three broad aims, there is a great deal of personal learning, though this may be shaped more by the individual learning agendas and reasons for joining the programme than WYMA values. However, not all personal learning is positive, and certainly some of the personal learning the reviewers saw was not challenging existing beliefs and cultures, but reinforcing patterns of behaviour that do not reflect WYMA’s focus on respect and reciprocity. Some of the learning has helped participants to develop a clearer idea of the roles they want to play in the future, and some has been about the diversity of global experiences. 

The programme grapples with finding work of value to communities, and some placements and some teams have found a place within a community where their work has contributed to and supported on-going processes of e.g. volunteering, innovative youth work, peer education. Much of the work remains piecemeal and temporary, where the learning is often more beneficial to the participant than the host, but that is often the case in short term volunteering and most work placements enjoyed the experience and did find it broadened thinking and horizons. The potential of bringing 18 young people into a community to work, bringing all the energy, diversity and diverse skills they certainly have, has not yet been fully realised. What WYMA has done, that is of value to all volunteer programmes, is to highlight the role of the volunteer in the work process and relationships and the critical importance for them of learning, respect and openness, and a recognition that they will get many personal benefits from the experience.

There are benefits and challenges that are identifiable across all these components and aims of the programme. The balance between the positive and negative aspects have sometimes been a cause of contention between the staff and reviewers, and the issue of how best to monitor, evaluate, judge and learn from this programme remains a huge challenge. The case study method and supporting methods has held up as one approach, and the reviewers feel confidence in their overall findings. The problems raised by this programme are real and a cause for concern.

This concern refers back, in the end, to the underlying goal of the programme. The goal of taking people from very different cultures and backgrounds and enabling them to listen, to learn, and to change often entrenched cultural attitudes and behaviours to go forward with a new understanding and vision to think and even act globally. This is an excellent and exciting goal, one much needed in the modern world, where discrimination, inequality, poverty, misunderstanding across culture and religion are all too evident. But it is a hugely difficult task to undertake, even overwhelming, and this has not really been fully grasped by the programme. Without confronting and addressing the very difficult issues of race, class, gender, poverty, discrimination and inferiority the programme runs the danger of building learning and experiences on top of existing prejudices and reinforcing them. At heart, it is this that caused most concern to the reviewers, who did see patterns of dominance played out in teams around race, education, class and gender, and who listened to many discussions and interviews where attitudes and beliefs were expressed that seemed far from WYMA’s dream.

All these issue pervade existing north-south relations and relationships within cultures as well as between them. They are reflected in much development practice, something that most agencies choose to ignore. It is hugely to WYMA’s credit that they want to grapple with these issues and change young people’s understanding and behaviour, but perhaps the scale of what they are trying to do has, at times, evaded them. The programme is a big ask of young people, it is also a big ask of WYMA staff, and one that has yet to be fully realised.

The programme has been explored and examined from all these different angles and more! This section attempts to identify key issues that WYMA and its partner organisations need to consider to take on board the learning from this review.  Appendix 5 contains a framework for the logistics and structure of the programme, and some of the more specific suggestions below are taken from following that framework and way of approaching the programme.

5.4  Value Base of the Programme

It is clear that the programme values reciprocity, partnership and development. However, it would be fair to say that these values are not explicit enough and are open to a wide variety of interpretations. There would be real benefits in developing working definitions of the key values that inform the WY programme.

VSO's values contained in the 'Focus for Change' document offer a useful starting point for discussions within WYMA and partner NGOs. It is critical that partners are engaged in this process too, so areas of shared or different values are addressed.  The values should also be clearly articulated to participants and PSs.

The programme by its very nature brings NGOs, their staff and young people, from the North and South, together in an effort to learn and carry out meaningful work in local communities. Inequalities inevitably influence all relationships and therefore it was surprising to the reviewers that many participants came through the programme, accepting that inequalities exist, but not necessarily understanding the underlying causes of them, or wanting to change them. 

The reviewers felt one core value of the programme should be a commitment to open the eyes of young people to the causes of the inequalities they would actually experience, North-South, male-female, richer-poorer. This seemed essential if WYMA is to achieve its underlying purpose of investing in young people to change them and lead them towards valuing global citizenship, volunteering, and the need for real understanding of global issues. It would be useful to explore how training elements of the programme could support participants’ learning about inequalities and the different ways it directly influences team relationships.

In addition to North-South inequalities, other inequalities such as class, gender, 'race', disability and sexuality too, often seem to be poorly understood. Some of these issues seem to be underplayed by project staff either because they find the issues too controversial or because they don't have the confidence to respond to them. Many overseas participants and project supervisors have experienced racism in their host communities in the UK, yet little is done to prepare participants for it prior to their arrival. This situation is exacerbated when teams are located in host communities where racist activity is present, and UK participants ignore it. Similarly, issues to do with dominance of UK participants, of men over women, of one ethnic group over another, of the English language, etc frequently affect the dynamics of teams. PSs need a sound understanding of inequalities if they are to successfully challenge oppressive conduct or respond to incidents when they arise. 

5.5  Partnership

One key finding from the review is the need to improve the partnership between WYMA and overseas partners. Both WYMA and partner organisations, whilst in principle working in partnership, have yet to embrace fully the two-way nature of a partnership and its implications for practice. Although designated individuals maintain a good healthy dialogue, and WY staff show respect for their partners and build good relationships with many, an understanding of partnership and its practice, and the great inequalities to be overcome to achieve a real open relationship are less evident. Partnerships are not necessarily viewed by southern NGOs as 'equal' and a fair journey has yet to be made to create these. 

WYMA currently plays the role of a 'lead partner', designing, fund raising and delivering the programme with partners that buy into the package, they also run the monitoring and evaluation systems. Partners do take responsibility for delivering the programme overseas, which ensures some reciprocity, and WYMA do engage in active dialogue with them. However, in practice, perhaps because of funding requirements, major key decisions are made by WYMA. The existing arrangements do tend to mean the WYMA-partner relationship replicates that of a donor-recipient relationship. Discussions with well established WYMA partners show that they are aware of many of the pitfalls in the current arrangements and would warmly welcome changes.

WYMA have a deep commitment to reciprocity and take a ‘hands off’ approach to partners which is seen as showing respect. However, the reviewers felt that often WYMA stands back when it should be actively involved, for example in assisting with local fundraising, or working jointly on a monitoring and evaluation system.  WYMA needs to acknowledge the power it holds within this relationship and work out how to work to counteract this and support its partners more actively. 

The reviewers felt there was a reciprocity deficit in aspects of these relationships. A key issue that needs exploring urgently is how common ownership of the programme might be secured, allowing partners more flexibility and initiative in designing the shape of the programme in their country, and discussing what their participants need from the UK phase. It might be useful to establish a designated space for dialogue with partners to explore common understandings of 'partnership' and how it is expected to work in practice. These discussions could also explore how overseas partners could be involved in the design of future programmes, make joint funding applications and deliver the programme through a joint management structure. 

5.6  The need for specific programme aims and objectives to guide teams

The WYMA aims and objectives, in the way they are written, include phrases such as 'work of real value to a community',  ‘ learning about diversity’; these are deliberately vague to capture and allow the 'breadth' of practice that different teams deliver. This vagueness caused real problems in the review, and many discussions with staff and participants involved defining the meanings of phrases, such as 'real value to a community', 'knowledge, skills and attitudes', 'diversity', etc and examining these in the context of each team's performance. These phrases, whilst permitting a range of practice, do not offer teams clear direction or purpose. 

The current aims and objectives are not tailored to each group, making it unclear often to PSs and participants what the core/heart of the programme really is. It is essential therefore that each team is given the opportunity to use the above 'aims' to work out specific objectives for their work and that this guides how and what they do to achieve them.  Every team should have its own agreed and clear aims and objectives, and partners should feed into this process for each team. This process is in embryo around the more focused thematic teams WYMA has initiated, but needs taking further.

Developing team objectives would allow each team to identify ways of using their skills, knowledge and experience to focus on an area of work that responds the real needs / interests of the host community.  The setting of evaluation criteria against these team objectives would also allow each team to evaluate the effectiveness of their work more easily.

There is an argument also to update the current set of 'aims' to take account of the overseas partner's aspirations and VSO's new vision, purpose and values. It may be useful to incorporate aims related to 'partnership', ‘volunteering', 'fighting global poverty and disadvantage' in particular as these inform the programme and are contained in the preamble that accompanies the programme aims. The WYMA programme needs to position itself much more clearly within VSO’s vision and provide aims and objectives that make their purpose clearer and stronger.

5.7. Values around ‘acceptable behaviour’ in teams

With the exception of sexual harassment, the Standards of Behaviour that participants have to conform to, do not make any direct reference to any form of oppressive conduct, and it seems important that this is revised and made much more explicit. In order to enable participants to take ownership of the Standards of Behaviour (and the values underlying these, which need to address the values held by partners and WYMA) it is advisable that they are given the opportunity to discuss, understand and accept it as a team. 

They also need to be made aware of the consequences should they breach it in any way, at present there is lack of clarity around disciplinary action. In teams where older young people are in the majority it would be useful to explore the possibility of the team being given a role in the implementation of disciplinary measures, to give participants increased responsibility and free up PSs for more important informal educational roles.  

5.8  Who are the beneficiaries?

If each team is to do 'work which is of real value to a community' then the objectives need to represent the needs and interests of the host community, or a sub-section of the community that the team would be working with. This would mean that WYMA and overseas partner staff teams will need to work more closely with host communities in order to establish their needs and interests, or even better identify project ideas that a team could potentially work on. At present teams are almost ‘parachuted’ in to communities that have played a minimal role in preparing for them or identifying core needs. 

The next group of beneficiaries would need to be the young people themselves. The UK participants have a range of motivations: some want fun and adventure, others want to help communities, or learn to live away from home, or improve their future job prospects. Overseas participants, particularly those that have invested a lot of money in the programme, require real returns on their investment. These might include, widening experience, help to get jobs in future, to learn about UK, to get visas, to learn specific skills, preferably with certificates to take home for better future employment.
Much of the above represents personal motivations of participants joining the programme. On the whole, these are reasonably achievable goals and could be more openly acknowledged and addressed by WYMA. Currently there is a sense that the only motivations acknowledged are around volunteering and development, personal learning and change.

Some personal goals are less realistic and these need to be addressed during the preparation phase of the programme. The desire to help communities needs to be set in the context of what is achievable in a short 3 month period and that this does not take place to the exclusion of the opposite process, how communities might help them to achieve their goals. Similarly goals such as obtaining visas are not within the remit of this programme and this should be made clearer too from the outset.

What is noticeable is the lack of goals related to core learning about the world we live in, about the inequalities and divisions that exist and about how we may be able to change things through volunteering, development work or simply being better global citizens. It would be useful for WYMA and overseas partner organisations to consider ways that participants could be encouraged to learn about these as soon as possible after selection so that they are able to locate their goals within a wider context. In some ways WYMA underestimates the ability of young people to learn a great deal of complex knowledge through this programme, and does not push them to think through challenging global issues systematically; this needs to change. 

5.9  Recruitment Issues

Recruitment of participants is a particularly difficult area of the programme to deal with. There are challenges both in the UK and overseas that are not easy to surmount. Statistical evidence shows that recruits in the UK and overseas, with the exception of Sri Lanka, tend to be educated and articulate young people, often having graduated or taking a gap year. 

WYMA's interpretation of diversity is largely based on geographical spread, and the ethnic and gender make up of teams, and issues of disadvantage ebb and flow through discussions of recruitment. It would be useful for WYMA and overseas partners now to consider issues of disadvantage and the 'politics of difference’ more carefully. Diversity in a political context is about ensuring 'inclusion' of those groups that have been traditionally 'excluded' from mainstream activity, and to address these issues priority needs to be given to finding and involving young people from disadvantaged backgrounds. 

This is an important discussion for WYMA and overseas organisations to have and will involve re-orientating the programme so that much clearer policies and procedures are established.  Effective recruitment strategies will need to be developed so that the programme recruits and works with a good majority of young people from disadvantaged backgrounds. In this context it might be useful to draw on good practice from the NYSC in Sri Lanka. More innovative recruitment strategies are needed to target those from specific regions (e.g. those from rural or inner city urban areas), perhaps by improving networks (e.g. with community organisations, volunteer organisations, disabled people's organisations, Black and ethnic minority organisations, etc). 

Clearly, once recruited the challenge of providing the right kinds of support will be crucial if participants are not to be further disadvantaged. Project supervisors will need to ensure that training starts from where young people are at and that their journey of learning is actively supported and encouraged. 

Recruitment from disadvantaged sections of the community overseas is made difficult by visa stipulations and the need of participants from some countries to raise the equivalent of £500. These criteria have restricted recruitment to those young people from wealthier families who either plan to, or have completed their degrees. Once again innovative recruitment strategies will need to be deployed to recruit more from disadvantaged sections of the local community. 
Recruitment of project supervisors is equally difficult because it is a role that demands multidisciplinary skills. It has proved difficult to find workers who are able to work with young people as informal educators (youth work), who have experience of working with communities in the south (development work), and who have experience of community development work. It is also necessary to find workers with the right temperament, patience and energy as the role is very demanding and frequently involves resolving difficult conflicts. Discussions with WYMA staff have generated some interesting ideas, which may be worth pursuing. 

· Project supervisors have suggested employing a 'floating' project supervisor whose role would be to support project supervisors in demanding situations and provide relief when necessary. 

· Recruit more WYMA staff but employ some to double up as project supervisors, perhaps once in every 18 months.

· Ensure that each pairing of project supervisors recruited to a team have between them the skills needed

· It may be possible to support the role of the project supervisor by bringing in external specialist help or training as and when required.

· Design and deliver a tailor-made training programme specifically for project supervisors 

5.10  Selection of Host Communities

There are no agreed written specification as to the type of host community that might be suitable for the programme and partners are required to decide this for themselves. There is no clear, agreed definition of community for this programme either. It seems important now that a working definition of  'community' be established and criteria for selecting a community be developed. Definitions should take into account both interest based and geographical communities and allow for subgroups within a wider community to be host communities too. Ideas such as asking communities to 'bid' for a WYMA team to fulfil clear needs could also be considered.

In both the UK and partner countries there is limited work carried out to establish the needs and interests of the host community that a team of 18 young people could contribute to. Discussions with work placement supervisors do in part reflect the needs / interests of the community but in most instances they are likely to represent only organisational needs/interests. As is good community development practice more effort is needed to identify specific projects, based on community needs and interests. 

The capacity of the team to deliver the selected project is an important criterion to take into account. Selection of projects should be based on skills, knowledge and experience that young people, and not professionally skilled experienced adults, are likely to bring to the team. In many instances, it should be possible to provide basic training in areas such as sports development, HIV/AIDS, supporting disabled people's organisations, environmental projects, fund raising, setting up community organisations, volunteering schemes, etc.

A further criteria, is the sustainability of the project. Ideally an existing project that would benefit from input from a WY team should be selected. The aim would be to ensure that the project continues, with an added dimension, after the team leaves. Examples of this might include, working with a new client group on an existing HIV/AIDS programme, setting up a users committee at a disabled people's centre, an after school project in a local school, working on existing innovative programmes set up by local authorities, to extend the reach of the programme etc.  

 5.11  Configuring the WY Team

Almost all teams have used the same formula of 9 counterpart pairs, 9 work placements, 9 host families, education days and community work for both phase one and two of the programme. 4 days of every week is allocated to work placements, 1 for an education day, with community work taking place either on education days or in participants' own time.  Whilst standardising procedures has its advantages the lack of flexibility often creates unnecessary difficulties, a point that the WYMA team and partners have recognised. Interestingly, when teams have been forced to abandon this formula, such as due to health and safety concerns (Bandarawela, Sri Lanka) or lack of enough work placements (Tamale, Ghana), fairly useful community development projects have been developed as an alternative. 

At present neither project supervisor has sufficient time to conduct research and identify potential projects that respond to the needs /interests of the host community, and local partners have not provided this needed information- that has been a real disappointment to WY in relation to their UK partner. Consequently applying the 'formula' appears to be less demanding and the focus turns to identifying suitable work placements and host families in the host community. The 'formula' takes precedence over community needs / interests. 

If the programme is to be community driven then the 'formula' will need to be adapted to meet the needs / interests of the community. One solution might be to locate community organisations that have a long history of working in the host community and working with them to identify projects that the team could work on. Repeat visits to communities are another option.

The configuration of the team could be based on identified projects. Team members could be assigned various roles, such as marketing and publicity, fund raising, peer / education work, training, monitoring and evaluation, setting up a committee, record keeping, networking, etc. If 18 if too large a number for any one project then the team could be split up into 2 teams to work on 2 separate projects.   Similarly, all of the core components of the programme need to be considered in the context of the community project to be worked on. In some contexts counterpart pairs may be the preferred option but in others small teams maybe more appropriate. Where people live should be shaped by the needs of the community and the work, while retaining a preference for host families.

Another key aspect of community project work as described above is the ability to network and make links with other organisations in locally, nationally or even globally. Most of the teams studied in this review did not appear to establish links with other local or international NGOs and worked in isolation. Reviewers also felt that links with VSO Country Programmes should be established. Not only would it avoid the problem of 2 VSO teams working independently in a country but it could also draw in support from experienced standard volunteers who may be able to play a role prior to, and after, a WYMA team programme. Both WYMA and overseas partner organisations need to explore how networking could be more actively facilitated as it allows organisations to share good practices, provide support and improve prospects of longer term sustainability. 

5.12  Project Supervisor roles

If the programme is to take on, more seriously, the challenge of global education within the teams, being responsive to community needs, and working in more equal partnerships then many elements of PSs roles will need to change. PSs need to be freed from much of the ‘nannying’ work they do, and be given a clear role as a leader and informal educator. 

The role of the project supervisor will always remain a demanding one. However, it needs to be one people can manage, that invites them to do it again, and that enables the programme to meet its core purpose. Some suggestions would be to train and induct both project supervisors prior to the start of the programme and allow the overseas partner project supervisor to play a much more active role in this phase, easing the workload placed on the UK project supervisor. The longer lead-in time would allow both project supervisors to develop a better relationship and to work out plans of how they wish to share the workload. It should also be possible for them to give each other breaks from the programme too. WYMA and overseas partner organisations should also monitor the relationship regularly in order to avoid rifts developing and affecting the dynamics of the whole team.   
One of the most time consuming roles of the project supervisor is setting up the logistics, managing the programme and carrying out administrative work. It might be useful for project supervisors to explore with a team the roles and responsibilities that they feel they could carry out and to delegate as much of this to them as possible. With support some roles (financial management, organising events, facilitating meetings, running MTR) could be delegated, allowing participants to developing new skills, take more responsibility and therefore more ownership of the programme.  

Perhaps the most important role that a project supervisor should play is in informal education and community work. They need to learn to play this role in two very different geographical and cultural contexts, and do this with cultural sensitivity. Project supervisors need to be given the space to develop and maintain health relationships with members of the community and participants in the group. They need to be able to provoke thinking and action on issues and events that take place on a day to day basic encouraging participants to make links with the 'bigger picture' and vice versa. They need to be able to initiate as well as facilitate informal learning, and play a proactive role to encourage participants to be curious and support investigations that they might wish to make.  Their role as leader and informal educator needs to be established from the start; they need to be more than people supporting and facilitating a youth led programme, which they tend to be at the moment. It would be useful for WYMA and partners to provide more and different training that would support project supervisors in these complex roles and to explore ways of retaining experienced project supervisors.  

5.13  Evaluation

Real problems for evaluation are embedded in the programme. First the aims are long term and often difficult to measure in the short term. Second the focus on monitoring has been on pragmatic change, measuring the value of each component or experience, without providing a way to assess the overall performance of teams or what has changed in people in relation to the underlying purpose of the programme. The data that is collected is meticulous and detailed, relating mainly to personal change, and it does not allow for the bigger questions about the programme to be answered.

This is a problem that is shared by other parts of VSO, where moving from assessing individual placements to programme level monitoring and evaluation is an on-going process. WYMA should work together with the evaluation staff in the Overseas Division to develop new forms of monitoring and evaluation that will enable better information to be collected. Information is needed that will help staff to assess how far they are meeting the fundamental aims of the programme, as well as learning how well each component is working. The framework developed by the reviewers and some of the questions raised repeatedly during the review could be a starting point for thinking of new questions and approaches.

WYMA could also think less about questionnaires as a form of monitoring and look at more participative and interactive ways of collecting key data from different stakeholders.

5.14  Training

The current training programmes are focused on the practical demands of the programme and the challenges participants are likely to face. Whilst this focus is pragmatic and necessary, it should be possible to use the training and preparation events to set the programme in a much wider context.

It might be useful to place the WY programme within the wider context of VSO programmes in the UK and overseas and, in particular, to explore how VSO's work impacts on young people globally. An understanding of the world, of nation states and UK - partner country relationships through history, offers another context to explore. Inequalities and divisions that characterise the world we live in and development / community development work offers yet another important framework.  As globalisation takes effect, the challenge we are all faced with is, how as members of diverse communities we might coexist peacefully, what global citizenship means and whether we should aspire to be better global citizens. The WY programme offers all of these possibilities and therefore it is important that the training and preparation attempts to promote learning in these areas more actively.

Preparation and training in the lead up for the launch of the programme should be better co-ordinated. WYMA and overseas partners should explore the possibility of establishing core requirements of a training package to be delivered prior to the launch of the programme. WYMA and overseas partners could add additional content to this core training package as circumstances in partner countries demand. Other relevant information, for instance of the work of VSO and partners, volunteering, development, community development, global inequalities, etc could also be provided to participants successfully recruited to the programme. A reading pack, which is currently in development, should include information that allows participants to investigate issues further or organisations they could contact to obtain more information.   

It is proposed that WYMA consider running a  much longer 'Planning and Preparation' at the beginning to the programme to induct and train both the UK and overseas participants jointly, and to launch the programme. This could run up to three weeks, with a further week to launch the overseas programme at the beginning of phase two. This would require the work related period spent in host communities to be reduced to perhaps 10 weeks but there could be numerous benefits to this arrangement. It would allow all participants to:

· plan both phases of the programme

· be involved in confirming community project(s) objectives and evaluation criteria for both phases

· jointly develop team objectives and evaluation criteria for each phase of the programme

· be involved in planning how best to configure the team 

· take part in the core training programme (ITC,PPC and ICO as at present)

· take part in work related training relevant to the community work projects  

· take part in training related to volunteering, global citizenship, global inequalities and development 

· to settle into their host community and get to know each other better

· to gain confidence in speaking in English / partner language

· agree SOB for the programme

· take ownership of the programme and to monitor and record achievements

· have some free time to pursue personal interests
5.15  Global Education, Personal Learning and Qualifications 
Much of the learning at present appears to be around personal development areas; these include listening, being open minded, patience, accepting cultures, tolerance, respect, being able to compromise, etc. However, within a wider context of 'power' and 'inequalities' concepts such as 'respect', 'tolerance / sensitivity', 'team working' or 'communication' are poorly defined. 

The global education definition is being interpreted in a rather narrow way. 'Links between their own lives and the lives of others' does not just mean people links we have with others in the world through food, clothes and people we meet on holiday but that these links can be exploitative, unfair and unjust too. These links have histories and are affected by 'power', globalisation, inequalities, wealth, poverty, aid, development, religion, wars, etc. It is learning around the quality of the links that appears to be neglected by participants.
It would be useful if WYMA and overseas partners explore how the global education definition provided could be reworded to make explicit the quality of links between people and societies in the world today. Further it may be useful to explore how the concept is introduced and worked on by participants, as critical elements of it appear to be largely ignored. It is a little surprising that many still don't seem to understand VSO's vision, which is that of ' a world without poverty in which people work together to fulfil their potential'.  (Focus for Change, VSO)

It is apparent that the experience of travel, working in communities different to their own, working and living with young people from a different culture generates tremendous opportunities for learning. Whilst some do learn, many struggle to realise this potential. The learning remains too ‘hit and miss’, too much is left to chance and individual motivation and interest. Ofcourse for some this learning will continue throughout their lives, but this may not be the case for all, and the direction of that learning remains open-ended.

In discussions with several stakeholders 'core' areas for learning for participants would seem to include the following:

· Team work

· Volunteering 

· Inequalities & disadvantage

· Poverty 

· Development / VSO's Work 

· Diversity and inter-cultural communication

· Global Youth Work

· Community Development Work
· Global Education
Many participants, especially from overseas, have indicated that they would value the opportunity of obtaining qualifications for learning they have undertaken on the programme. Although this not one of WYMA's objectives, it may be worth exploring the possibility of securing a qualification after the programme has ended in participants own time. It may be possible for participants for instance to demonstrate their learning by designing and delivering a global education activity in their home communities. If this was written up into an assignment it could be assessed for a qualification and it could also meet WYMA's own criteria for global education work.    

5.16  Role within VSO

WYMA has a role to play within VSO, and should not be marginalised within the organisation. This marginalisation has been damaging to the programme and prevented two way learning and sharing. WY is trying to work with young people from around the world to engage them in a process of learning about themselves, their roles and the wider global context in which they will live out their lives. It is a programme about deepening understanding in order to generate commitment to understanding and challenging current global inequalities. Its emphasis on issues of reciprocity, partnership, global education, and how to approach development are all relevant to the wider VSO, and there is much scope for shared learning between this programme and the rest of VSO.

It is essential now that VSO embraces this programme as integral to its work and mission, and allows it to develop and grow alongside the other programmes. Being an ambitious and even at times visionary programme means there has been much room for difficulties as well as achievements, for failures as well as successes. But the programme is open to learning from these and has huge potential. The overarching purpose of WY is central to all development work, and of special importance within the context of volunteering.

VSO, in moving towards becoming a learning organisation, should welcome the review and the struggles of the WYMA team to grasp these challenges. VSO can certainly learn from the experiences of WYMA and the issues it has grappled with, and together new ways of tackling these complex yet critical issues can be developed.

� The more detailed findings are presented in a series of country reports. There is one on each of the UK, Uganda, Ghana and Sri Lanka, as well as a shorter report on Nigeria. These are available from WYMA, and do contain a great deal of detailed learning about the programme.


�  The quote is from a personal communication with Allan Kaplan, founder of CDRA in South Africa. In this regard WYMA, and the issues emerging from the review, relate well to the PhD work of Fenella Porter, which focuses on the gendered nature of volunteering within VSO and the gendered  relationships volunteers enter into.  


� The aims and objectives of the programme are presented differently in different documents, as is usual in NGO work. In developing the TOR for the review (appendix 1) three overall aims were agreed to encapsulate the overall purpose of WYMA:


� WYMA see it as good practice that they have adopted a successful programme from another organisation and adapted it to the UK context. The pros and cons of adopting models developed elsewhere will be discussed within this review.


� While VSO runs a south-south volunteer programme, the numbers are still small, and WYMA is the only programme in VSO that actively engages with participants from the south and brings them to the north for training and exposure, as well as taking people from the north to the south.


� Visa problems seem to become even more difficult if the UK phase comes second; this has put pressure on WY to start programmes in UK more often than they would ideally have liked.


� However, it is of concern that while WY learned a great deal from the Canada programme, they did not look at or learn from a wide range of exchange programmes run from the UK- by schools, cities, communities. Work that has been done on the value and challenges and pitfalls of exchanges beyond this programme has not been visited or explored. The programme has existed somewhat in isolation from other programmes of its type. One person who has analysed exchanges and written about many of the issues is Barbara Bond, formerly of Oxfam.


� Uganda was not a full case study because the Uganda team absconded on arrival in UK. However, follow up work was done with key stakeholders in Uganda to try and understand the programme from that perspective and to explore what the implications of this situation were for those involved in Uganda.


� This is not universal, and one or two partners are outspoken and do engage in robust debates with WY, e.g. India. 


� While WYMA are realistic about the challenges and difficulties faced in running the programme in training sessions the dominant message for some is that most PSs overcome these and in the end the teams gel and do good work and have high achievements. That certainly echoes the message given to the reviewers at the start of the review- things are tough, demands are high but in the end things work very well and achievements are significant.


� WYMA goes to a new location in UK nearly every time to ensure good coverage of the UK, which is one of the aims of Princes Trust. While WYMA was hoping for good local support from the Princes Trust to access local UK communities, this has not worked well. 


� The more detailed country reports do highlight a lot of the individual experiences as well as trying to draw out themes and patterns in the programme. These are all available from WYMA


� This was an issue raised by several PSs, through their reports or interviews


� This reflects the real difficulties PSs have in finding hosts in UK


� There are no figures available for this phase


� Data are patchy, with data missing for some teams, or questionnaires not completed for all placements within teams. All statistical tables have different base figures and it is not clear who did and who did not complete the forms in UK.


� The work undertaken in UK and overseas in the teams studied by the review is presented in great detail each country report.


� There is no evaluation by anyone around the content and quality of the HIV/AIDS work undertaken by WYMA teams. They have no contact with VSO’s other HIV/AIDS work, and while some partners specialise in this area many do not. This needs addressing urgently.


� There are very limited resources to pay for team activities and EADs


� These criticisms apply beyond WYMA, and apply across much of the UK development sector.


� Of the 8 detailed tables prepared by WYMA for the review 5 focused on the UK phase- host families, work placements, participants evaluations and statistics on UK participants. Only 3 covered overseas participants, looking at their personal learning and global education, their work post programme and why they joined the programme. There is also qualitative data available on overseas participants, but this is not systematic, and seems rather patchy.
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