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Abstract of Dissertation 

 

 

Learning, Development, and Change in a Community-Based Enterprise in Myanmar 

 

 The purpose of this qualitative case study was to understand the process of 

learning and organization development and change (ODC) in a community-based 

enterprise in Myanmar as impacted by a certificate program in organizational 

development. Decades of military rule, civil war, and limited access to high-quality 

health and education services led to the creation of over 200,000 community-based 

organizations and enterprises in Myanmar. One initiative to support development and 

change in these organizations was the Payap University-International Rescue Committee 

Certificate Program in Organizational Development that was offered to members of over 

100 organizations in Southeast Myanmar and along the Thai-Myanmar border from 

2014-2017.  

One exemplary organization that had four members participate in the certificate 

program was selected for this study, and data were collected over a four-week period 

through interviews, observations, documents, and a focus group. The primary research 

question framing this study addressed how the process of learning and ODC occurred in 

this organization as impacted by the certificate program.  

The following three categories emerged from the data analysis: learning from the 

certificate program, the process of learning and change, and evidence for change. These 

findings led to an understanding of the essence of the process of learning and change, 

first through the diffusion of learning in the organization as a driver of development and 

change, and then through an open-systems change model including its inputs, changes 

processes, and outputs. In addition to the certificate program as an input to development 
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and change processes, this study showed the importance of political and economic 

changes, culture, and organization characteristics as antecedents to change. This research 

highlighted the centrality of social learning through role modeling in the diffusion of 

learning and demonstrated the importance of buy-in from the organization’s members as 

well as their perceived alignment of the change efforts with the needs or the organization. 
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Chapter One: Introduction 

 

 

The late 1980s marked the height of a catastrophic period in Myanmar’s history. 

Decades of military oppression and civil war led Myanmar to be named the “Least 

Developed Country” in the world by the United Nations in 1987. Myanmar citizens grew 

weary of military rule, which had resulted in the mismanagement of the economy and the 

suppression of protests (United Nations, 2016; Taylor, 2009). Consequently, civic 

engagement began to reemerge (Fink, 2009). In 1988, a violent crackdown on pro-

democracy protests by the ruling military junta caused higher education in Myanmar to 

become further neglected and controlled by the military (Fernandez-Chung & Gore, 

2017; Fink, 2009). This led large numbers of activists to leave Myanmar and pursue 

education and employment in places such as Thailand, Malaysia, and Singapore. Many 

fled through Southeast Myanmar to border areas and sought sanctuary in Thailand in 

places such as Mae Sot (Fink, 2015). This sequence of events led to severe educational 

and organizational deficits compounded by government restrictions on international 

assistance (Ware, 2012).  

Since then, several community-based organizations (CBOs)—an overarching term 

for local organizations based in and serving their communities, including clinics, schools, 

and agricultural organizations—were established to respond to humanitarian and 

educational needs in ethnic minority areas such as Southeast Myanmar (Steinberg, 2013; 

Ware, 2012). The poor quality of education throughout military rule, the lack of 

government support, and the ongoing conflict made it difficult for people in ethnic states 

to access high-quality health and educational services. Continued frustration with the 

economic situation in Myanmar led to the military government relinquishing partial 
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control over certain aspects of the economy, such as pricing and marketing for 

agricultural crops. This slight shift towards market liberalization further enabled 

community-based initiatives to emerge (Okamoto, 2008). An estimated 214,000 CBOs 

are operating within Myanmar with a variety of structures, sizes, and purposes with 

varying degrees of impact (Steinberg, 2013). Despite these numbers, a major human 

resources challenge exists in Myanmar, where the lack of skilled labor plagues social and 

economic development in the nation (Rieffel, 2015).  

One international project created to address this shortage of skilled labor is the 

Project for Local Empowerment (PLE), which was a $40 million project initiated in 2012 

and funded by the United States Agency for International Development (USAID) after 

the US and Myanmar resumed diplomatic relations that year. PLE is a collaborative 

development project implemented by the International Rescue Committee (IRC)—an 

international humanitarian and development nongovernmental organization (NGO)—in 

partnership with the Mae Tao Clinic, The Border Consortium, and World Education, all 

of which are organizations that address humanitarian needs along the Thai-Myanmar 

border. According to Lindgren, Kitthananan, Khruemanee, Ratnawulan, Onsrithong, 

Panritdam, and Bak (2015), PLE “provides humanitarian assistance/protection services in 

ways that strengthen local capacities of CBOs to deliver essential services, promote 

collaboration and coordination across organizations, empower innate capabilities of 

communities, and strengthen local decision-making” (p. 14).  

One of the many initiatives of the PLE was the development of a certificate 

program in organizational development offered in conjunction with Payap University 

(PYU), a private university located in Chiang Mai, Thailand. This certificate program, 



  3 

known as the PYU-IRC certificate program, was largely based on western, evidence-

based organization development and change (ODC) concepts. It has been offered to 

hundreds of Myanmar CBO staff members along the Thai-Myanmar border and in 

Southeast Myanmar since 2013, and it continues despite the official end of the PLE in the 

summer of 2017. The goal of the PYU-IRC certificate program is to offer courses related 

to organizational development to the staff of CBOs in Southeast Myanmar and border 

areas. Although there is anecdotal evidence that this initiative has had a significant 

impact on CBOs whose members participated in the certificate program, no studies have 

been conducted to understand the process of learning and organizational development at 

these organizations. Given the importance of the content of the certificate program in 

impacting learning and change in CBOs, it is necessary to present a description of the 

certificate program.  

The first year the certificate was offered (2013-2014), there were three strands 

included in the program (Non-Profit Management, Business Administration, and 

Community Development); however, based on the evolving needs of CBO staff 

members, the strands were adjusted to address organizational development more broadly 

with two strands: Organizational Development (Management) and Organizational 

Development (Finance) (PYU-IRC, 2014). Each strand of the certificate program is 

comprised of 45 total credit hours, including 12 credits of general courses, 27 credits of 

core courses, and six credits of application project courses. Both certificates are 

administered over three trimesters, and courses are primarily taught on weekends. The 

first trimester includes six courses (18 credits), the second trimester includes five courses 

(15 credits) and an Application Project (three credits), and the third trimester includes 
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two courses (six credits) and an Application Project of three credits for a total of 45 

credits (See Table 1).  

Table 1 

Courses in the PYU-IRC Certificate Program 

 Organizational Development 

(Management) 

Organizational Development 

(Finance) 

General 

Courses 

OD 101 – Cross Cultural 

Communication 

OD 101 – Cross Cultural 

Communication 

 OD 102 – Politics and Economics 

OD 103 – Ethical Leadership 

Skills 

OD 104 – Organization and 

Management 

OD 102 – Politics and Economics  

OD 103 – Ethical Leadership 

Skills  

OD 104 – Organization and 

Management 

Core 

Courses 

OD 120 – Non-Profit Operations 

and Human Resource 

Management 

OD 120 – Non-Profit Operations 

and Human Resource 

Management 

 OD 130 – Social Work Skills OD 140 – Accounting I 

 OD 210 – Collaborative Problem 

Solving 

OD 211 – Natural Resource 

Management 

OD 212 – Project Management 

OD 213 – Strategic Planning 

OD 141 – Accounting II 

OD 142 – Business Finance 

OD 210 – Collaborative Problem 

Solving 

OD 212 – Project Management 

OD 240 – Introduction to Taxes 
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OD 214 – Report and Proposal 

Writing and Basic Budgeting 

OD 310 – Community 

Partnerships 

OD 311 – Community 

Development Theory 

OD 242 – Financial Budgeting 

OD 243 – Strategic Planning and 

Proposal Writing 

Application 

Project 

Courses 

OD 250 – Application Project I 

OD 350 – Application Project II 

OD 250 – Application Project I 

OD 350 – Application Project II 

 

Source: PYU-IRC Curriculum, 2014 

Beginning in 2012, Payap University instructors developed the courses and 

created class outlines with activities and lecture slides for each class period based on 

adult learning principles. All materials were developed in English, the common language 

among Payap University instructors and Burmese-speaking IRC staff members. In 

conjunction with the certificate program, a training of trainers (ToT) program was 

developed in order to ensure that the certificate program would be implemented as 

designed. Payap University instructors trained a group of IRC staff who were selected to 

administer the certificate program courses along the Thai-Myanmar border and at 

locations within three states in Southeast Myanmar. This ToT program included sessions 

on adult learning and instructional design in conjunction with the topics taught in the 

certificate program. During each trimester, Payap University instructors traveled to the 

locations where the certificate program was being offered to evaluate and monitor the 
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quality of course administration. The participants of the certificate program have included 

leaders and other members of CBOs in Southeast Myanmar and in Northwest part of the 

Thai-Myanmar border. While most participants were initially in leadership positions in 

these organizations, additional staff members have participated in the certificate program 

as it has evolved. 

The program has developed since its initial offering in 2013-2014 in three ways. 

First, with regard to location, the program was initially taught in Mae Sot, Thailand, 

which is along the Thai-Myanmar border, but has since been offered in several locations 

in Southeast Myanmar and in refugee camps in Mae Hong Son, Thailand. Second, there 

have now been multiple ToTs, and the trainers who currently administer the courses 

include Myanmar nationals from CBOs. Third, the structure and credits of the certificate 

have been adjusted from the aforementioned three trimesters, 45-credit format to a new 

format. As of 2016-2017, the certificate is now being offered in five short-form formats. 

These include a certificate in Organizational Development and Management, Leadership 

and Organizational Management, Community and Social Engagement, Project Planning 

and Management, and Financial Management. While this study focuses on an 

organization with members who completed the original long version of the program 

offered from 2014-2016, the certificate program has continued to evolve and adapt.  

Problem Statement 

There are a myriad of theories and concepts that address community-led 

organizations working towards a purpose in the community. The most comprehensive 

and debated theory is social entrepreneurship (Light, 2008; Yujuico, 2008; Mair & Marti, 

2006). Others include social labs (Hassan, 2014), community-based entrepreneurship 
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(Smith, 2011), community-based capitalism (Yu & Jung, 2014), community ventures 

(Vestrum, 2016), social ventures (Kachlami, 2014), indigenous community enterprise 

(Giovannini, 2015), indigenous entrepreneurship (Hindle & Moroz, 2010), and 

community-based enterprise (Peredo & Chrisman, 2006). According to Peredo and 

Chrisman (2006), a community-based enterprise (CBE) is “a community acting 

corporately as both entrepreneur and enterprise in pursuit of the common good” (p. 310). 

This is a particularly noteworthy form of CBO in the context of Myanmar due to its focus 

on financial independence, community involvement, and enterprise, which differentiates 

it from NGOs or other non-profit organizations. This also makes CBEs a compelling type 

of organization in the Myanmar context given the wide recognition of the importance of 

enterprise development, as it is broadly defined, for national development in emerging 

economies (Light, 2008; Ayyagari, Beck, & Demirguc-Kunt, 2007; Borzaga & Defourny, 

2001).  

Despite this recognized importance, little is known about the process of learning 

and development and change in organizations after members attend professional 

development programs such as the PYU-IRC certificate program for organizational 

development. In fact, Peredo and McLean (2010) specifically brought attention to the 

need for future research to examine entrepreneurial interventions that “allow for different 

cultural embodiments” of enterprise within indigenous communities (p. 614). This is 

particularly relevant considering the ethnic diversity of Myanmar and its varied political, 

economic, and social influences.  

Literature exists regarding the impact of subject-specific development programs 

at CBOs in Myanmar, such as in health (Low, Tun, Mhote, Htoo, Maung, Kyaw, & 
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Pocock, 2014) and agriculture (Matsuno, Horino, & Hatcho, 2013); however, no research 

was found that examined programs with a focus on ODC in Myanmar and their 

subsequent impact on development and change in community organizations. Matsuno et 

al. (2013) argued that infrastructure development should be paired with “institutional 

development and capacity building,” but no research on these types of development 

initiatives was found (p. 462). To build on their work, it is important to understand how 

members of community-based organizations who participate in organizational 

development programs guide the process of learning and organizational development 

within their organizations. How does subsequent learning occur within the organization? 

How, if at all, does that impact the change processes of the organization? 

Specifically regarding the PYU-IRC certificate program, while there have been 

studies on the PLE program, such as the published program evaluation after the first year 

(Lindgren et al., 2015) and internal evaluations of the PYU-IRC certificate program at 

various stages of implementation, no study has been conducted on the organizations 

involved in this initiative. This is important considering that a common criticism of 

program evaluation is its focus on simplistic indicators of success, such as seats filled, 

instead of a deep understanding of processes related to intended outcomes (Alkin & King, 

2017; Bamberger, 2000). Anecdotal evidence and a pilot study (Crocco, 2017a) 

suggested that different organizations with members who completed the PYU-IRC 

certificate program used it in different ways to serve different purposes. Still, no study 

exists that has investigated what this process of learning and ODC looks like in 

organizations in Myanmar. 
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Purpose of the Study and Research Questions 

 The purpose of this case study was to understand the process of learning and ODC 

in a CBE in Myanmar as impacted by the PYU-IRC certificate program for 

organizational development. The primary research question is as follows: What has been 

the process of learning and ODC at the CBE as impacted by the PYU-IRC certificate 

program? 

 The secondary research questions that provided further focus in answering the 

primary research question include: 

a) What did members of the organization who participated in the certificate 

program learn from the program, and how have they integrated their learning into their 

work? 

b) How do members of the organization describe the process of learning and ODC 

in their organization? 

c) How do documents in the organization reflect ODC as a result of the certificate 

program? 

d) How do members of the community perceive the changes in the organization 

since the first member of the organization completed the Training of Trainers (ToT) for 

the certificate program in 2014? 

Theoretical Framework 

Because this study was designed to develop an understanding of the process of 

learning and ODC in a CBE, it was guided by three concepts: adult learning (Knowles, 

1980), organizational development and change (Cummings & Worley, 2015), and 

community-based enterprise (Peredo & Chrisman, 2006). A single bounded system was 
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examined, and thus the unit of analysis was the organization. The role of theory in this 

study was to frame the case study research process in a flexible way (Eisenhardt, 1989). 

To understand the theoretical framework of this study, each major concept is introduced. 

Adult Learning. According to Merriam and Bierema (2013), “adults are 

motivated by wanting to improve their situation in adult life, whether that situation is 

work-related, personal (such as improving their health, dealing with family issues), or 

social/community-related” (p. 12). A key mechanism by which adults are able to achieve 

this is learning. Broadly speaking, adult learning consists of “activities intentionally 

designed for the purpose of bringing about learning among those whose age, social roles, 

or self-perception, define them as adults” (Merriam & Brockett, 2007, p. 8). 

The adult learning concept informing this study is andragogy, first put forth by 

Malcolm Knowles (1970; 1980). This humanistic orientation toward adult learning 

assumes that all humans have the potential for growth through learning (Knowles, 1970). 

Knowles (1968) used the term andragogy to distinguish the processes of adult learning 

from the learning processes of children. According to Knowles (1980), andragogy 

operates with four key assumptions: (a) adults are generally self-directed in their 

learning; (b) adults primarily learn through “experiential techniques” that include 

“discussion, problem-solving cases, simulation exercises, field experience, and the like” 

(p. 44); (c) adults are ready to learn when they experience a sense of need; and (d) adults 

are oriented to see learning as vital to becoming competent in their lives and work. This 

framework of adult learning is also informed by social learning, experiential learning, and 

informal learning.  
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Organization Development and Change. Synthesizing multiple definitions, 

Cummings and Worely (2015) described organizational development as “a system-wide 

application and transfer of behavioral science knowledge to the planned development, 

improvement, and reinforcement of the strategies, structures, and processes that lead to 

organization effectiveness” (p. 2). According to the authors, organizational development 

and change (ODC) has several distinct characteristics. First, ODC applies to changes in a 

system (organizational, group, or individual). It involves the application of new 

knowledge, leads to an adaptive change process, and ultimately seeks to use change to 

solve problems and adapt to new circumstances. In addition to the framework of 

Cummings and Worley (2015), this research was informed by the Open Systems Theory 

(Katz & Kahn, 1978), continuous change (Weick & Quinn, 1999), and organizational 

becoming (Tsoukas & Chia, 2002). 

Community-Based Enterprise. The concept that frames the setting of this study 

is the community-based enterprise (CBE). As mentioned, a CBE occurs when community 

members work together to identify an entrepreneurial opportunity that could be used to 

serve the common good (Peredo & Chrisman, 2006). CBEs use the resources and social 

connections of the community to run the organization. Thus, CBE explains the 

phenomenon of how grassroots community movements in rural poverty-stricken areas 

become sustainable economically and socially (Peredo & Chrisman, 2006).  

According to Peredo and Chrisman (2006), an organization can be considered a 

CBE when people in a community or shared geographical location “collaboratively create 

or identify a market opportunity and organize themselves in order to respond to it” (p. 

315). CBEs are created when there are economic and social problems as the result of 
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isolation or lack of opportunity. In other words, they “emerge as the result of the desire of 

communities to gain or regain control of their own local development” (p. 317). 

According to the authors, the core characteristics of CBEs include the availability of 

community skills, a variety of goals, and the reliance on the participation of community 

members. In the context of Myanmar where there is a legacy of military rule, which has 

largely shunned international aid, CBEs have emerged in rural areas. The concept of CBE 

was chosen because it best describes the organization in Myanmar included in this study. 

Summary of the Methodology 

Qualitative case study research methodology was deemed to be the most 

appropriate methodology for this study. Qualitative research is “based on the belief that 

knowledge is constructed by people in an ongoing fashion as they engage in and make 

meaning of an activity, experience, or phenomenon” (Merriam & Tisdell, 2016, p. 23). 

Thus, this study operates from an interpretivist, constructivist paradigm (Burrell & 

Morgan, 1979). Qualitative case study research methodology uses qualitative methods to 

generate an “in-depth description and analysis of a bounded system” through “delimiting 

the object of the study” to a particular case (Merriam & Tisdell, 2016, p. 37). In this 

study, the phenomenon of interest is the process of learning and ODC within a CBE in 

Myanmar.  

Purposeful sampling (Creswell, 2013) was used to identify an exemplary case, 

i.e., an organization with a high percentage of members who participated in the PYU-IRC 

certificate program and that showed evidence of development and change based on 

members’ participation in the program. The selection of the exemplary case occurred as 

the result of a pilot multi-case study by the researcher in 2016 (Crocco, 2017a), which 
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provided opportunities for observation and dialogue with community members regarding 

the development and change efforts in that and other organizations. The case selected for 

this research and its characteristics that make it exemplary are described further in 

Chapter Three. The data sources used for this research include semi-structured 

interviews, participant observation, document review, and a focus group. Purposeful 

sampling was used to select documents as well as observation times and locations. All 

members of the organization were invited to the focus group, and all members who had 

been working at the organization since 2014-2015 were invited to be interviewed. Also, 

community members who witnessed the evolution of this organization since its inception, 

including the period after the member first participated in the certificate program, were 

invited to be interviewed. 

Data was analyzed simultaneously with data collection (Merriam & Tisdell, 

2016), and a modified inductive analytic strategy was utilized (Yin, 2014). Throughout 

the data collection and analysis, analytic memos were used to reflect continuously on the 

process of inquiry throughout the study (Saldana, 2016). All interview and focus group 

transcripts, observation notes, and documents were coded with descriptive codes and 

process codes, followed by identifying a list of valid, mutually exclusive, and exhaustive 

axial codes (Corbin & Strauss, 2007). From these axial codes, emergent themes or 

categories were analyzed using thematic analysis (Ryan & Bernard, 2003).  

Limitations and Delimitations 

The data were limited to what the participants selected to share and the depth in 

which they shared their experiences. Social desirability bias—the possibility of 

participants giving responses they perceive as more desirable than their true feelings—is 
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also a limitation in this study despite using techniques to protect against this such as 

multiple data collection methods and rapport-building.  

As a case study, this research was delimited to examining only a single 

organization in Southeast Myanmar. This is an important delimitation because 

organizations with members who participated in the certificate program in Myanmar and 

the Thai-Myanmar border are diverse in size, purpose, and structure. This study was also 

delimited to an organization with multiple members who completed the PYU-IRC 

certificate program.  

Since the purpose of this study was to understand the process of learning and 

change of the organization, this study was not an evaluation of the certificate program 

and therefore the certificate program’s materials, learning objectives, and instruction 

were not included. Also, it did not seek to evaluate the impact of the learning and change 

process of the organization on the students or community at large. 

Significance of the Study 

This study contributes to the limited knowledge of learning and ODC in CBEs in 

Myanmar. The findings of this study also enhance the understanding of these phenomena 

in CBEs in contexts around the world that have comparable characteristics of the 

organization being studied, i.e., in rural areas with limited resources in emerging market 

economies. 

This study benefits Payap University and the International Rescue Committee by 

determining how the content of the certificate program and its training of trainers 

program as well as the processes used in these programs impacted the participants’ 

approach to learning and change in their organizations. The findings could also benefit 
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organizations that are developing similar educational programs to meet the needs of 

organizations in their communities.  
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Chapter Two: Review of the Literature 

 

 

Introduction 

The purpose of this qualitative case study was to understand the process of 

learning, organization development, and change (ODC) in a community-based enterprise 

(CBE) in Myanmar as impacted by the PYU-IRC certificate program. In response to this 

purpose, this study sought to answer the following research question: What has been the 

process of learning and ODC at the CBE as impacted by the PYU-IRC certificate 

program? 

 The secondary research questions that provide further focus in answering the 

primary research question include: 

a) What did members of the organization who participated in the certificate 

program learn from the program, and how have they integrated their learning into their 

work? 

b) How do members of the organization describe the process of learning and ODC 

in their organization? 

c) How do documents in the organization reflect ODC as a result of the certificate 

program? 

d) How do members of the community perceive the changes in the organization 

since the first member of the organization completed the Training of Trainers (ToT) for 

the certificate program in 2014? 

The purpose of this review of the literature was to evaluate and synthesize 

existing theoretical and empirical literature related to the major components of the 

research questions in this study with the goal of providing theoretical context and a 
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foundation for methodological decisions for this study (GSEHD, 2016). Additionally, it 

justified the problem that this study addresses and demonstrates as comprehensively as 

possible that this study does not duplicate existing research (McDade, 2003).  

Literature Review Methods 

 Sources for this study were acquired through the George Washington University 

Gelman Library and the Washington Research Libraries Consortium. This includes 

access to electronic databases and online resources acquired from the comprehensive 

online search tool, Summon 2.0 by ProQuest, which contains over two billion records 

from 24,966 databases as of March 1, 2017. Included in this search are common 

databases such as Academic Search Complete, JSTOR, WorldCat, PsychINFO, and 

Project Muse. Google Scholar was also searched to identify additional published reports 

and white papers. Sources identified include scholarly books, peer-reviewed journal 

articles, doctoral dissertations, conference proceedings, and published reports. Only 

articles in English were used. Key search terms include adult learning, andragogy, 

experiential learning, collectivist learning, organization development, community-based 

organization, community-based enterprise, social enterprise, social entrepreneurship, and 

community development. Reference lists of articles were also investigated. 

As research problems can be addressed using a variety of approaches, the 

literature base and “disciplinary orientation” of this study came from human and 

organizational learning (Merriam & Tisdell, 2016, p. 85). Human and organizational 

learning deals with processes of adult learning, organizational change, and leadership 

development with the idea of culture (organizational, national, individual) embedded 

throughout (M. Cseh, personal communication, April 4, 2017). It is related to the more 
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commonly known field of human resource development (HRD), which is a 

multidisciplinary field of study. While scholars such as Lee (2001) argue that HRD as a 

field should not be defined because it is continually in a “process of becoming” (p. 337), 

McLean and McLean (2001) provide a widely cited, albeit imperfect definition: 

Human resource development is any process or activity that, either initially or 

over the long term, has the potential to develop adults’ work-based knowledge, 

expertise, productivity and satisfaction, whether for personal or group/team gain, 

or for the benefit of an organization, community, nation, or ultimately, the whole 

of humanity. (McLean & McLean, 2001, p. 322) 

This study emerged from the field of human and organizational learning because it dealt 

with adult learning and development and change in an organization that seeks to benefit 

itself through these means. 

This review of the literature is divided into four sections: the context of Myanmar, 

adult learning, ODC, and CBE. 

The Context of Myanmar: 

 Since this study is a qualitative case study, the context of this study is important to 

understand the significance and contribution this study makes to the literature. This is 

also important to address considering the aforementioned issues with the sociopolitical, 

economic, and cultural context of Myanmar. This section outlines the political, social, 

economic, and educational context and its relevance for this study. 

Repressive military rule since the early 1960s led to very little investment in 

health, education, and general improvements in the livelihoods of Myanmar’s citizens. 

Continuous civil war between the military and ethnic armed groups was rampant and 
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punctuated only by brief ceasefires. In an attempt to repress political movements, the 

military prohibited community organizations from having any political activities. 

Economic control was highly centralized under military rule. For decades, there was little 

room for private enterprise. The ability for private enterprise gradually increased after the 

student uprisings of 1988. Still, foreign development initiatives were impossible inside 

Myanmar before the mid-1990s and nearly all aid to the country went to refugees in 

border areas (Fink, 2009). This also loosened over time but international development 

organizations had to weigh the pros and cons of providing support dollars to a country 

that was likely to be abused by the military government. The special context of Myanmar 

under military rule required what Ware (2012) deemed “context-sensitive development,” 

which is an “extension of participatory development and conflict-sensitive development 

ideas to embrace the sociopolitical environment surrounding development” (p. 16).  

The current political and economic situation has improved slightly with the 

democratic election of a semi-civilian government in 2015. However, the 2008 

constitution mandates the military retain control over 25% of seats in parliament as well 

as power over the Ministries of Defense, Border Affairs, and Home Affairs. While the 

country is beginning to open up after many years of isolation, it is still not easy for 

international aid organizations to operate in Myanmar (Noddekaer & Ditlevsen, 2014) 

and foreign investment has occurred slower than expected. Presently, Myanmar ranks 

145th out of 188 countries according to the Human Development Index, which 

categorizes countries according to human development indices of life expectancy, 

education, and standard of living (UNDP, 2016). In recent years the Myanmar economy 

has shown signs of recovering and has joined Southeast Asian neighbors Lao PDR and 
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Cambodia as a lower middle income country according to the World Bank as of March 

2017, which is defined as a country with gross national income per capita between $1,026 

and $4,035 (World Bank, 2017a). Still, Myanmar’s poor economic status is due in part to 

people’s lack of comprehensive access to education, healthcare, and opportunities for 

economic advancement. Since most universities have been neglected or run by the 

military for select subjects, the higher education system in Myanmar has continued to be 

marred by poor quality (Hayden & Martin, 2013). Additionally, decades of armed 

conflict in parts of the country, including the Southeast, have negatively affected 

development (Schroeder & Saw U, 2014).  

While political changes in Myanmar are enabling economic opportunity in areas 

such as energy, forestry, tourism, agriculture, and manufacturing (Ditlevsen, 2014), 

CBOs within Myanmar and in border areas continue to be a vital way for supporting 

development in communities, especially those vulnerable from civil war and government 

neglect (Petrei & South, 2014). One compelling ethnography by Decobert (2016) looks at 

a CBO that operates on the Thai-Myanmar border. The Back-Pack Health Worker Team 

examined in the study is an externally-funded civil society organization that trains and 

supplies healthcare workers who serve in villages throughout Southeast Myanmar. 

Organizations like the Back-Pack Health Worker Team are absolutely vital for the 

improved livelihoods of those they serve; however, the organizational model lacks 

sustainability as a result of its dependence of external funding and its management being 

distanced from the communities it serves. 

Adult Learning 

This section discusses adult learning generally through the concept of andragogy, 
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then briefly discusses social learning, experiential learning, and informal learning along 

with research relevant to this study.  

The concept of andragogy is a set of relevant assumptions about adult learning 

first put forth by Malcolm Knowles (1970; 1980). As a humanistic orientation toward 

adult learning, andragogy assumes that “human beings have the potential for growth and 

development and that people are free to make choices and determine their behavior” 

(Merriam & Bierema, 2013, p. 29). Andragogy was Knowles’ (1968) attempt to 

distinguish the processes of adult learning from the learning of children. As mentioned 

above, andragogy differentiates itself from other theories of learning through four key 

assumptions: adults are generally self-directed in their learning; they primarily learn 

through “experiential techniques” that include “discussion, problem-solving cases, 

simulation exercises, field experience, and the like” (Knowles, 1980, p. 44); they are 

ready to learn when they experience a sense of need; and, they are oriented to see 

learning as vital to becoming competent in their lives and work. This concept sets the 

stage for the types of learning that provide the framework for learning in this study. 

Another important way of understanding learning in this study is by looking at the 

holistic role of learning in the lives of adults. According to Jarvis (2009): 

Learning is the combination of processes whereby the whole person—body 

(genetic, physical and biological) and mind (knowledge, skills, attitudes, values, 

emotions, beliefs, and senses)—is in a social situation and constructs an 

experience which is then transformed cognitively, emotively, or practically (or 

through any combination) and integrated into the individual’s own biography. (p. 

24) 
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This definition of learning in adulthood is relevant to learning in this study because it 

considers the social nature of learning and how experience becomes part of the life stories 

of the learners.  

Social learning theory also contributed to the theoretical framework of this study. 

According to Bandura’s (1977) social learning theory, “most human behavior is learned 

observationally through modeling: from observing others, one forms an idea of how new 

behaviors are performed, and on later occasions this coded information serves as a guide 

for action” (p. 22). Bandura’s (1977, 1986) social learning theory states that learning 

occurs within a context that has a “continuous reciprocal interaction between cognitive, 

behavioral, and environmental determinants” (Bandura, 1977, p. vii). Social learning 

theory has proved useful in adult learning and human resource development (HRD) 

contexts to understand complex learning processes related workplace learning and 

organization development (Gibson, 2004). It has also been used in communities of 

practice (Wenger, 2000). In social learning, as people observe the environmental 

influences around them, they learn from these environments and are able to integrate 

massive amounts of learning without having to go through trial and error processes of 

developing the lessons themselves. Bandura (1977) writes, “the capacity to learn by 

observation enables people to acquire large, integrated patterns of behavior without 

having to form them gradually by tedious trial and error” (p. 12). This is particularly 

salient when considering learning processes from more experienced people on a topic to 

less experienced people, and this learning can allow them to learn social norms. “By 

relying on the actions of knowledgeable models, novices can act appropriately in diverse 

settings and at different events without having to discover what constitutes acceptable 
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conduct” (Bandura, 1977, p. 87). Additionally, Bandura shows that social learning occurs 

most when there is a status difference between learner and model. He writes, “With 

regard to the characteristics of models, those who have high status, competence, and 

power are more effective in prompting others to behave similarly than are models of 

lower standing” (p. 88). Moreover, social learning can take place when adults observe 

models together, i.e. something “co-attended with one’s social group” (Shteynberg & 

Apfelbaum, 2013, p. 739). 

Social learning has been shown to play a role in different types of community-

based organizations as well. In a study about the process of learning knowledge and skills 

in a community-based organization in the United States, García-Iriarte, Suarez-Balcazar, 

Taylor-Ritzler, and Luna (2011) found that social learning between the coordinator to the 

other staff members in the organization was important for the learning process. In another 

United States-based study, about an evidence-based HIV prevention intervention, 

Kegeles, Rebchook, Pollack, Huebner, Tebbetts, Hamiga, Sweeney, and Zovod (2011) 

showed that social learning environments created contexts for the trainees to observe and 

interact with the trainers through “interactive approaches” such as problem-solving and 

role-plays (p. 187). Lebel, Grothmann, and Siebenhüner (2010) demonstrated that social 

learning in a water management plant helped the organization in a variety of ways 

associated with adaptiveness. This included helping it “cope with informational 

uncertainty; reduce normative uncertainty; build consensus on criteria for monitoring and 

evaluation; empower stakeholders to take adaptive actions; reduce conflicts and identify 

synergies between adaptations; and improve fairness of decisions and actions” (Lebel et 
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al., 2010, p. 333). In addition to social learning, the role of experience and reflecting on 

experiences is vital to learning.  

 Kolb (1984) writes that experiential learning is the “process whereby knowledge 

is created through the transformation of experience” (p. 41). This change can happen in a 

variety of ways as people interpret their experiences. In community settings, knowledge 

can be generated through conversations (Baker, Jensen, & Kolb, 2002). Experiential 

learning is related to this study for its relation to informal and incidental learning.  

Informal and incidental learning in the workplace has been explored by a variety 

of scholars (Watkins & Marsick, 1992; Owen, 2009) and can be characterized as the 

following: 

(1) Based on learning from experience; (2) embedded in the organizational 

context; (3) oriented to focus on action; (4) governed by non-routine conditions; 

(5) concerned with tacit dimensions that must be made explicit; (6) delimited by 

the nature of the task, the way in which problems are framed, and the work 

capacity of the individual undertaking the task; and (7) enhanced by proactivity, 

critical reflexivity and creativity. (Watkins & Marsick, 1992, p. 287) 

Thus, considering the phenomenon of interest in this proposed study, informal and 

incidental learning in the workplace is a likely aspect of the process of learning and ODC 

in the CBE in Myanmar. Several studies bring together these various adult learning 

frameworks in ways that inform this study.  

In a qualitative case study of learners in a manufacturing setting, Ellinger and 

Cseh (2007) demonstrate that contextual factors within an organization, both positive and 

negative, such as leadership committed to learning and a culture of learning affect 
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learning in the workplace. They go on to recommend further study of workplace learning 

in “different organizational and cultural settings” (Ellinger & Cseh, p. 450).  

Billet and Choy (2013) argue that current ways of understanding learning in the 

workplace are limited given that “learning in the workplace is multimodal and complex, 

considering the socio-cultural nature and boundaries that influence learning in multiple 

ways” (p. 273). The authors also recognize the role of “opportunities afforded to engage 

with more experienced workers,” which is relevant for understanding the learning process 

of a CBE where only some members graduated with a certificate and brought that 

learning back to the workplace (Billet & Choy, 2013, p. 268). What emerges here is an 

understanding that learning in the workplaces is a highly contextual process that depends 

on social interactions with others. Tandon (2014) looks at learning in social enterprises to 

recognize the important role of learning in social enterprises for continued “innovation 

and effectiveness” (p. 165). According to Tandon (2014), learning in social enterprises 

typically occurs within certain organizational boundaries but can also cross over those 

boundaries into the community. The adult learning literature plays a vital role in 

supporting understanding in this study of the process of learning in CBEs in Myanmar. 

Organization Development and Change  

According to Cummings and Worely (2015), ODC reflects the application of 

knowledge to support the change efforts in the organization that ultimately lead the 

organization to better accomplish its goals. The idea of ODC has five distinctive 

characteristics (Cummings & Worely, 2015): (a) it applies to changes in an entire system 

(organization, group, or individual); (b) it is based on applying “behavioral science 

knowledge and practice… such as leadership, group dynamics… strategy, organizational 
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design” (p. 3); (c) it has to do with “an adaptive process for planning and implementing 

change” (p. 3); (d) it “involves the design, implementation, and the subsequent 

reinforcement of change” (p. 3); and (e) it is concerned with organizational effectiveness 

by solving problems and adapting to new circumstances.  

According to Cummings and Worley (2015), organizational systems can be 

divided into the organizational, group, and individual levels. Since this study is 

concerned with the organizational level of the CBE, it is important to understand the 

organizational level system of ODC and the open-systems change model. This model 

includes inputs, or antecedents, from the environment that in turn effect changes in 

design components of the organization such as its strategy or structure, and which 

ultimately lead to outputs of change (Cummings & Worley, 2015). See Figure 1.  

Figure 1 

Open-Systems Change Model 

 

 

 

 

 

 

Source: Adapted from Cummings and Worley (2015) 
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This model was chosen because of its depiction of the organizational design 

components, i.e. strategy, technology, structure, human resources systems, and 

organizational culture, that align well with the curriculum of the PYU-IRC Certificate 

Program. Cummings and Worley (2015) also informed the data collection methods for 

ODC research. This model was chosen as a general theoretical framework for this study 

because it matches the organization process of the CBE of interest in this study. The 

PYU-IRC certificate program functioned as one of the inputs that influenced the change 

processes and led to outputs.  

In addition to the framework of Cummings and Worley (2015), this research was 

informed by Open Systems Theory (Katz & Kahn, 1978), continuous change (Weick & 

Quinn, 1999), and organizational becoming (Tsoukas & Chia, 2002) to look at how 

inputs from the PYU-IRC certificate program and the environment affect the process of 

learning and ODC in the CBE in a continuous way. 

Katz and Kahn (1978) are credited with Open Systems Theory, which is the idea 

that organizations are “continually in a state of flux” as a result of persistent 

environmental influences (p. 3). Revolutionary in its time, the idea of organizations as 

open systems was a paradigm shift away from classical understandings of organizations 

as closed, mechanistic systems (Taylor, 1911; Lewin, 1951). A year later, Weick (1979) 

described an important evolution from the idea of a static organization to the process of 

dynamic organizing. This inspired Weick and Quinn (1999) to write about the idea of 

continuous change in organizations as changes that are “ongoing, evolving, and 

cumulative” and “grounded in continuing updates of work processes” (p. 375). Similarly, 

the idea of organizational becoming is relevant to this study as well (Tsoukas & Chia, 
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2002). Tsoukas and Chia (2002) wrote that “change is inherent in human action” and 

therefore “is the reweaving of actors’ webs and beliefs and habits of action to 

accommodate new experiences obtained through interactions” (p. 567). This is where the 

authors get the idea of organizational becoming, that an organization is both a certain 

structure and “an emerging pattern” (Tsoukas & Chia, 2002, p. 573).  

This framework of continuous change in organizations and a continual process of 

organizational becoming fits the type of ODC likely to be found in CBEs as the result of 

their need to be adaptive to the ever-changing community context and the lack of 

resources to implement large-scale planned change. Also, considering the political and 

economic context of this study and the fact that culture is embedded in the organization 

development process, it makes sense to use a continuous change model.  

 Within this framework of organization development and change, there is a body 

of literature related a variety of learning and development initiatives implemented in 

social enterprises that support the theoretical framework of this study. Crucke and 

Decramer (2016) developed an organizational performance measurement tool for social 

enterprises particularly related to the assessment of non-financial performance. To do this 

Crucke and Decramer (2016) generated indicators for an instrument to measure 

organizational performance according to economic, environmental, community, and 

human and governance performance. Created with data from Belgian enterprises, this 

research furthers the conversation on understanding and assessing various aspects of 

organizational performance in social enterprises.  

Research on collaboration between small and medium enterprises (SMEs) and 

universities in product development provides a model of collaboration between university 



  29 

and enterprise (Buganza, Colombo, & Landoni, 2014). The authors conducted a multi-

case study of five SMEs in Milan to investigate how their collaboration with a local 

university based in mutual trust allowed for effectiveness in their collaboration.  

  Laughlin and Sher (2010) looked at leadership development in social care 

enterprises in the UK to address the complex social and community challenges in the 

enterprise. They found that a leadership development intervention affected the 

perceptions of tasks, communication in the organization, and relationships with 

stakeholders both inside and outside the enterprise. In a quantitative study of 

organizational change in entrepreneurship in community settings in an Israeli kibbutz, 

Heilbrunn (2005) found that organizational change in entrepreneurship initiatives led 

organizations once marked by collectivism to be more motivated towards “individualist-

oriented motivation and economic behavior of entrepreneurs” (p. 422).  

This literature framed and supported this proposed study by providing a collection 

of development and change initiatives in social enterprises. While these studies make 

significant contributions to the literature in a variety of areas within this field, there are 

hardly any studies connected to the process learning and ODC of CBEs, especially in 

cases when participants were trained in organizational development. Also, one difference 

between the proposed study and those reviewed in this section is that development and 

change initiatives appear to be more geared toward wealthier nations as opposed to 

emerging market economies. 

Community-Based Enterprise 

The concept framing the setting of this study is the concept of community-based 

enterprise (CBE). As mentioned in Chapter One, a CBE is a community seizes on an 
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entrepreneurial activity to serve its collective good (Peredo & Chrisman, 2006). In CBEs, 

“the community acts as an entrepreneur when its members, acting as owners, managers, 

and employees” and thus become sustainable economically and socially (Peredo & 

Chrisman, 2006, p. 315). The theory of CBE is multidisciplinary by employing theories 

from entrepreneurship, sociology, and development studies.  

When Peredo and Chrisman (2006) introduced the term CBE, they saw it as a 

combination of community, entrepreneurship, and enterprise. This filled a conceptual gap 

in the literature because entrepreneurship literature often assumes the primary goal of 

economic development, which is often a secondary goal of indigenous communities after 

community well-being. Peredo and Chrisman (2006) point out how internationally-

funded small-business development has not necessarily led to sustainable growth. 

Ultimately, Peredo and Chrisman (2006) are interested in understanding how CBEs 

represent a different perspective on entrepreneurship in communities with the intention of 

mitigating poverty and promoting sustainability. This section explains the theoretical 

underpinnings of CBE, describes the concept of CBE according to Peredo & Chrisman 

(2006), reviews existing empirical literature on CBE, and discusses themes from the 

literature relevant to this study. 

The concept of CBE emerges from community applications of social enterprise 

and social entrepreneurship (Peredo & Chrisman, 2006). While these terms are often used 

interchangeably (Luke & Chu, 2013), it is worth exploring briefly how they are 

understood in the literature and how they informed the development of CBE. Social 

enterprises can be understood as organizations that use “market-based techniques to 

achieve social ends” with a need to “balance between financial and social objectives” 
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(Luke & Chu, 2013, p. 765). Similarly, Pomerantz (2003) succinctly described social 

entrepreneurship as “the development of innovative, mission-supporting, earned income, 

job creating or licensing, ventures undertaken by individual social entrepreneurs, 

nonprofit organizations, or nonprofits in association with profits” (p. 25). Building on this 

definition of social entrepreneurship, Mair and Marti (2006) define it in three ways:  

First, we view social entrepreneurship as a process of creating value by 

combining resources in new ways. Second, these resource combinations are 

intended primarily to explore and exploit opportunities to create social value by 

stimulating social change or meeting social needs. And third, when viewed as a 

process, social entrepreneurship involves the offering of services and products but 

can also refer to the creation of new organizations. (p. 37) 

Luke and Chu (2013) demonstrate that the key differences between social enterprises and 

the process of social entrepreneurship lie in the focus on change through innovation, self-

funding, and relevance to the public, private, and third sectors found in the latter. Despite 

attempts to clarify these terms in the literature, Peredo and McLean (2006) argued that 

social entrepreneurship still maintains a level of “untidiness” (p. 64).  

This movement to examine and classify the myriad organizations functioning 

under the umbrella of social entrepreneurship has led to “theoretical evolution” (Mair & 

Marti, 2006, p. 38) including concepts such as community-based enterprise (Peredo & 

Chrisman, 2006), indigenous entrepreneurship (Hindle & Moroz, 2010), community-

based entrepreneurship (Smith, 2011), community enterprise (Somerville & McElwee, 

2011), social labs (Hassan, 2014), social ventures (Kachlami, 2014), community-based 

capitalism (Yu & Jung, 2014), indigenous community enterprise (Giovannini, 2015), 
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community ventures (Vestrum, 2016). Despite this evolution of constructs under the 

umbrella of social entrepreneurship, CBE continues to be an enduring and important 

construct in scholarly writing and highly cited in multidisciplinary research as evidenced 

by the fact that over 800 articles cited Peredo and Chrisman (2006) as of March 2018. 

As mentioned above, CBEs occur when communities identify a market 

opportunity that utilizes their resources to serve the common good (Peredo & Chrisman, 

2006). Various members of the community work in the CBE and seek to address a need 

in the community. CBEs emerge as the result of four major influences according to 

Peredo and Chrisman (2006): a) economic and social hardship from isolation or lack of 

opportunity, which leads to “the desire of communities to gain or regain control of their 

own local development” (p. 317); b) collective learning through experiences in the 

community that has led it to recognize and take advantage of an entrepreneurial 

opportunity; c) a dependence on social resources and social capital in the community “on 

the bases of collectively owned cultural, social, and ethnic endowments” (p. 318); and, d) 

the existence of a large enough community to support the initiatives of the CBE but not 

too large that social networks are lost. Peredo and Chrisman (2006) go on to establish 

three core characteristics of a CBE including access to skills and resources, a 

“multiplicity of goals” that reflect the diverse needs of the community, and a dependence 

on the involvement of the community (p. 319). 

Considering the context of Myanmar including the legacy of the previous 

government that has largely shunned international aid, this makes the concept of CBE 

particularly applicable to many community organizations in Southeast Myanmar. This 
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was chosen because it best fits the type of organizations found in Myanmar considering 

its economic, political, and social context. 

This literature review builds on the work of Crocco’s (2017b) review of the 

literature on CBE presented at the Academy of Human Resource Development 

conference in San Antonio in 2016. This review of existing empirical literature related to 

this theoretical framework looked first at studies that use the theory of CBE by Peredo 

and Chrisman (2006) then investigated other empirical studies related to CBE and this 

study but that do not cite Peredo and Chrisman (2006). This staged review looked at 

abstracts of articles to determine if the article focused on CBEs and if the research was 

empirical.  

Peredo and Chrisman’s (2006) concept of CBE was used by Dana and Dana 

(2008) in a study on three Mennonite minority communities in Paraguay. The authors 

used ethnography to interview 128 participants across three communities to examine the 

impact of religious belief on the dominant paradigm of work and achievement found in 

the community (Dana & Dana, 2008). One participant in the study noted that the CBE 

model of enterprise “was essential to the economic success of the Mennonite 

communities in Paraguay” (p. 93). Dana and Dana (2008) found that one reason the CBE 

model was successful in these communities was the fact that the values of this religious 

minority in Paraguay “appear to facilitate successful collective entrepreneurship” which 

takes a “collective form” (Dana & Dana, 2008, p. 82). As a result, the Mennonite CBEs 

in Paraguay “appear to be highly successful institutions” that can “serve as role models” 

for comparable communities (Dana & Dana, 2008, p. 93). 
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Orozco-Quintero and Davidson-Hunt (2009) conducted a basic qualitative design 

of a 28-year old CBE called San Juan Nuevo Forestry Enterprise in Michoacan, Mexico. 

The researchers conducted 40 semi-structured interviews with leaders and members of 

the CBE to understand the key features of the CBE. They found that the CBE had a 

holistic vision, mission, and values based on their strong connection to the land and 

culture; governing bodies and leadership in the CBE that developed from the culture 

context and guided the strategy of the CBE; a regulatory framework that attracted 

investors; and, autonomy over their resources, which included their land (Orozco-

Quintero & Davidson-Hunt, 2009). They found that the findings of this CBE support the 

theory of CBE according to Peredo and Chrisman (2006) and that “committed leadership, 

grounded in collectively held core cultural values, is a primary contributor in the internal 

and external legitimacy that is required for a CBE to generate collective benefits” 

(Orozco-Quintero & Davidson-Hunt, 2009, p. 33). 

Handy, Cnaan, Bhat, and Meijs (2011) and Cnaan, Bhat, Meijs, and Handy (2014) 

conducted research on a CBE of jasmine growers of coastal Karnataka in India that 

examined the “history, mechanisms, interconnectedness, and success” of the CBE as well 

as analyzed whether this case fit the theory of CBE set forth by Peredo and Chrisman 

(2006) (Handy et a., 2011, p. 405). The authors found that many of the principles in 

Peredo and Chrisman’s (2006) theory match the case in Karnataka with the exception of 

the “multiplicity of goals” (Handy et al., 2011, p. 414). Later, Cnaan et al. (2014) 

conducted interviews and then developed a survey to distribute to 700 jasmine growers in 

the community. They found high levels of trust in the enterprise that ultimately yielded 

steady incomes for hundreds of families in the community (Cnaan et al., 2014). 
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Giovanni (2015) conducted an ethnographic study of 16 CBEs in Chiapas, 

Mexico to identify how the CBEs were addressing needs in the communities. The CBEs 

founded and managed by indigenous Mayan minority groups in Chiapas were uniquely 

able to address the specific cultural, social, economic, political and environmental needs 

of the communities through indigenous cultural networks that advocated on behalf of the 

community members (Giovanni, 2015). 

Most recently Gajjar (2016) conducted a case study of a CBE in Rajasthan, India 

to understand its learning process. The study utilized interviews, observations, and 

document and artifact analysis and found that “learning to build trust, learning to build 

expertise through awareness and knowledge creation, learning to build capacity through 

processes, and learning to build capacity through resources” all contributed to the 

sustaining of the CBE (Gajjar, 2016, p. 143). Gajjar (2016) demonstrates evidence for 

CBEs to serve as a poverty-alleviating mechanism in her case study, which revealed “an 

emphasis placed by the community on the development of its capacity, by gaining 

awareness/knowledge through awareness, trainings and exposures, throughout its 

learning journey towards sustainability” (p. 148). Furthermore, Gajjar (2016) 

recommends future research to investigate cultural CBE in different cultural contexts and 

cross-case studies to find best practices.  

Additional work that does not cite Peredo and Chrisman (2006) but is relevant to 

this study includes McIntosh & Renard (2010) who conducted a multi-case analysis of 

three CBEs in the Caribbean Islands. The authors found that in the Caribbean context, 

factors such as “suitable governance arrangements” to establish the level of involvement 

of community members in an equitable way was vital to the thriving of CBEs in this 
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context. There is also a lot of work done by Torri (2012; 2010; 2009) and Torri and 

Martinez (2011) that looks at CBEs in India from a variety of perspectives but never cites 

Peredo and Chrisman (2006).  

The concept of CBE has been the topic of many non-empirical and non-scholarly 

writing as well such as business case studies (Juma, Kwesiga, & Honig, 2016). 

Additionally, Teerakul, Villano, Wood, and Mounter (2012) apply the concept of CBE 

according to Peredo and Chrisman (2006) to develop a framework for assessing the 

impact of CBEs on the reduction of poverty in Northern Thailand. However, no 

subsequent empirical articles were found that utilize Teerakul et al.’s (2012) assessment. 

There are also several articles that use the term CBE but neither cite Peredo and 

Chrisman (2006) nor talk about CBEs in the same way such as Sitabutr and Pimdee 

(2017) looking at local businesses in Thailand. For example, authors such as Sitabutr and 

Pimdee (2017) discuss CBEs as a sort of stepping stone to Small-Medium Enterprises 

(SMEs). 

These studies reveal several key similarities and differences from this study. 

Similarities include the fact that this study relates to how CBEs can be effective in 

bringing about economic success in the community (Dana & Dana, 2008). Another 

similarity includes the role of leadership and culture in the CBE in guiding strategy 

(Orozco-Quintero & Davidson-Hunt, 2009). Gajjar’s (2016) research in India shows the 

role of a learning process as vital to sustaining a CBE. Another similarity of this proposed 

study and existing research is the emergence of CBEs from some kind of “social / 

economic stress” (Peredo & Chrisman, p. 316). 
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This study extends the work of Gajjar (2016) and Orozco-Quintero and Davidson-

Hunt (2009) by focusing primarily on the process of learning and ODC in a CBE. The 

existing research seems to focus on understanding CBEs as fixed organizations in a 

community instead of continually evolving and developing. This study is also the only 

research that looks at a CBE that provides educational services. Furthermore, this 

research is unique considering the Myanmar context, which was not found in the 726 

articles that cite Peredo and Chrisman (2006) as of April 2017 and other articles that 

address CBEs not citing Peredo & Chrisman (2006). 

Summary 

 CBEs can play an important role in some communities in emerging market 

economies and that learning, development, and change can support organizations in 

becoming more effective. However, no studies were found that address learning and 

ODC processes in CBEs. The context of Myanmar as one with a history of military rule, 

neglect of higher education, and scarcity of international aid makes it a compelling one in 

which this phenomenon was investigated. Thus, the literature base that informs this study 

reveals the unique contribution this study makes to the literature with regards to the 

learning and ODC process that occurs in a CBE in Myanmar. 
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Chapter Three: Methodology 

 

 

Introduction 

The purpose of this case study was to understand the process of learning, 

organization development, and change (ODC) in a community-based enterprise (CBE) in 

Myanmar as it was impacted by a certificate program in organizational development. To 

fulfill this purpose, this study sought to answer the following research question: What has 

been the process of learning and ODC at the CBE as impacted by the PYU-IRC 

certificate program? 

 The secondary research questions that provide further focus in answering the 

primary research question include: 

a) What did members of the organization who participated in the certificate 

program learn from the program, and how have they integrated their learning into their 

work? 

b) How do members of the organization describe the process of learning and ODC 

in their organization? 

c) How do documents in the organization reflect ODC as a result of the certificate 

program? 

d) How do members of the community perceive the changes in the organization 

since the first member of the organization completed the Training of Trainers (ToT) for 

the certificate program in 2014? 

This chapter describes the methodology utilized in this study beginning with 

describing the researcher’s ontology and epistemology, the methodology for the study, 

population and sample selection, and data collection methods. Then, it goes on to address 



  39 

how data were analyzed, the subjectivity statement of the researcher, trustworthiness, and 

ethical considerations related to this study. 

Ontology and Epistemology 

When approaching the task of research in the social sciences, all researchers 

“approach their subject via explicit or implicit assumptions about the nature of the social 

world and the way in which it may be investigated” (Burrell & Morgan, 1979, p. 1). 

These assumptions can be categorized into those of ontology, which is the nature of 

reality as it pertains to the study; epistemology, which is the nature of knowledge and 

how the researcher claims to know what can be considered knowledge; and human 

nature, which depicts the relationship of humans to their environment in terms of free 

will vs. determinism (Burrell & Morgan, 1979). Creswell (2013) adds assumptions of 

axiology which are concerned with the role of values in research. Among these categories 

of assumptions, a research paradigm emerges. The researcher approached this study with 

an interpretivist paradigm, which “sees the social world as an emergent social process” 

(Burrell & Morgan, 1979, p. 28). Also called social constructivism, the interpretivist 

paradigm recognizes that individuals create subjective meaning of the world around them 

(Creswell, 2013). This contrasts with the functionalist paradigm that assumes “the social 

world is composed of relatively concrete empirical artifacts and relationships, which can 

be identified, studied and measured through approaches derived from the natural 

sciences” (Burrell & Morgan, 1979, p. 26). Thus, as a researcher with an interpretivist 

paradigm, the ontology guiding this study is that the nature of reality is socially 

constructed and that “there is no single, observable reality” (Merriam & Tisdell, 2016, p. 

9); the epistemology guiding this study is that knowledge is always subjective and can 
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come from a variety of sources including the perspectives of participants, their 

documents, and the observations of the researcher; and, the understanding of human 

nature informing this study is that the relationship between humans and their environment 

is moderated more or less equally by genes and environment in a way that functions in 

the middle of the spectrum of free-will vs. determinism.  

Qualitative Case Study 

 Qualitative research is based on the idea that people continuously construct 

meaning about their experiences (Merriam & Tisdell, 2016). In qualitative research, the 

researcher functions as the primary instrument of data collection and analysis. Denzin 

and Lincoln’s (1994) definition of qualitative research fits the research design and 

paradigm of this study:  

Qualitative research is a situated activity that locates the observer in the world. It 

consists of a set of interpretive, material practices that make the world visible… 

This means that qualitative researchers study things in their natural settings, 

attempting to make sense of, or interpret, phenomena in terms of the meanings 

people bring to them. (p. 3) 

Thus, this study best fits within the realm of qualitative research for its interpretivist 

approach that uses the researcher as the primary instrument of data collection and seeks 

to understand and interpret a process involving the collective meaning-making within an 

organization. 

While this research was informed by a variety of perspectives on case study 

research methodology such as Yin (2014), Stake (1995; 2005), and Smith (1990), the 

primary guide for this research was Merriam and Tisdell (2016), which builds on 
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Merriam’s (1988) work on case study research. Merriam and Tisdell (2016) was chosen 

as the guide for this study because of their qualitative approach to case study research. 

Qualitative case study research methodology uses qualitative methods to generate an “in-

depth description and analysis of a bounded system” and thus “delimiting the object of 

the study” to a particular case (Merriam & Tisdell, 2016, p. 37). Smith (1990) adds that 

case study is more than simply a method of collecting data but “a method for organizing 

data” within the case (p. 127). This is particularly important as case study research “arises 

out of the desire to understand complex social phenomena” such as “organizational and 

managerial processes” (Yin, 2014, p. 4). Schwandt and Gates (2017) write that the unique 

place among case studies is the fact that they “comprise many interrelated parts linked 

through multiple (often reciprocal, causal) interconnections in nonlinear and adaptive 

ways and only can be understood by examining the interactions of the parts and the 

networks that connect them” (p. 353). 

According to Merriam and Tisdell (2016), the process of defining the topic, 

research problem, theoretical framework, and literature review is a flexible and 

interactive process. The topic can come from one’s experiences, curiosity, “social and 

political discourse,” or existing literature on the topic (p. 74). In this study, the topic was 

learning and ODC in a CBE in Myanmar. The phenomenon this study addresses was the 

process of learning and ODC in a CBE in Myanmar as impacted by the PYU-IRC 

certificate program.  

Based on this understanding and explanation, qualitative case study is the best 

methodology for this study. This study pertains to a phenomenon within a clearly 

bounded case, i.e. a CBE in Southeast Myanmar; it is concerned with a phenomenon 
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within an intrinsically bounded case where the unit of analysis is the case; and, it looks at 

a complex social phenomenon, i.e. the process of learning and ODC, which Yin (2014) 

acknowledges is the best fit for case study research methodology. This makes case study 

preferable, especially since a characteristic of research related to social entrepreneurship 

is that there is often “limited potential to capture the value created” in terms of strict 

economic indicators (Mair & Marti, 2006, p. 39). The phenomenon in question examines 

interconnections and networks within the bounded case, which are “nonlinear and 

adaptive” (Schwandt & Gates, 2017, p. 353). Since this phenomenon took place in an 

organization in the sociopolitical, economic, and cultural context of Myanmar and 

pertains to a process impacted by a certificate program that multiple individuals within 

the organization participated in, a case study was best-suited to understand the 

phenomenon in question. Thus, in light of the problem statement, purpose statement, and 

research question, theoretical framework, and research paradigm, qualitative case study 

research methodology emerged as the most compelling methodology for this study.  

Population and Sample 

Case study research seeks to maximize learning in the rich uniqueness of a case 

(Stake, 1995). Thus, purposeful sampling was used in this study as it empowered the 

researcher to select “individuals and sites for study because they can purposefully inform 

an understanding of the research problem and central phenomenon in the study” 

(Creswell, 2013, p. 156).  

Case selection and description. Purposeful sampling was used to identify an 

exemplary case as a result of a pilot multi-case study conducted by the researcher in 2016 

that gave the opportunity for observation and dialogue with community members about 
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the development and change efforts in that organization (Crocco, 2017a). Criteria for the 

selection of the cases in the pilot study included organizations experiencing 

organizational change as a result of leaders who graduated from the PYU-IRC certificate 

program. After the pilot study, an organization was selected as being exemplary for three 

reasons. First, the organization showed evidence of ODC as impacted by three current 

members having participated in the certificate program and one member having 

participated in the ToT for the certificate program. Second, the high percentage of staff 

members who participated in the certificate program or the ToT (four of the 12). And 

third, the fact that the organization is an educational organization positioned it to be 

impacted by the certificate program’s content and also its delivery.  

The case selected for this qualitative case study is an educational organization that 

was founded in 2005 by nine members of a community in Southeast Myanmar. The nine 

founders were inspired by a religious leader to use their foreign university education to 

serve their community in an effective and sustainable way. This organization currently 

employs 12 members of the community including one of the original founders and 

provides a five-month educational training program to prepare young adults to be 

effective in their next stages of life whether that is higher education or participation in the 

workforce. The training program offers courses in nine subjects: English language, 

computer, faith formation (ethics, leadership, and personal development), civic education, 

guitar, international music notes, physical education, speech and debate, and 

management. It is funded by student tuition and runs alternative educational programs in 

the remaining seven months of each year. As mentioned above, of the 12 current staff 

members, three have graduated from the PYU-IRC certificate program and one (the 
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director) has completed the ToT for the certificate program, which involves instruction in 

the content of the certificate program. The pilot study conducted by Crocco (2017a) 

revealed initial ways the certificate program has impacted the organization in 

accomplishing its objectives. 

Participant selection. In order to understand the phenomenon of learning and 

ODC in this organization as impacted by the certificate program, study participants were 

selected from two populations: staff members of the organization and community 

members who have had the opportunity to witness the evolution of this organization since 

its inception including this period of time after the first member of the organization 

participated in this certificate program. Purposeful sampling was used to select members 

from both populations based on the following criteria. For members of the organization, 

members who have been working at the organization since 2015, when the first member 

participated in the certificate program were invited to be interviewed. Considering the 

small size of this exemplary case, all staff members who meet this criterion were selected 

for this study. Members of the organization were invited to participate in this study based 

on this criteria during a meeting conducted by the director of the organization (see 

Appendix I: Letter of Invitation). Community members were recruited with the help of 

the members of the organization. An email was sent to all members of the organization 

describing the criteria for the selection of the community members (See Appendix II: 

Recruitment Document and Appendix III: Burmese Translation of Recruitment Email). 

Community members who responded were invited to be interviewed if they met the 

criteria included in the Recruitment Document. These criteria included being a resident of 

the community where the organization is located and knowing about the work of the 
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organization for at least five years. Snowball sampling (Creswell, 2013) was used by 

asking community members who responded to introduce the researcher to other members 

of the community who fit this criterion.  

Considering the small size of the organization, all 12 members were invited from 

the organization to participate in the focus group regardless of when they joined the 

organization. Since the process of learning and ODC is a continuous process, even 

relatively new members were invited to join for their ability to provide information 

related to the research questions. Seven members attended the focus group including the 

director, four teachers, and two other administrative staff members. In this case study, the 

organization selected has 12 members and 11 of them participated in the study in either 

interviews, the focus group, or in observations. In addition, four people from the 

community participated, which includes a total of 15 participants. There is no formula for 

determining the necessary number of participants in case study research as the goal is 

understanding a complex bounded phenomenon (Yin, 2014). That being said, scholars 

such as Guest, Bunce, and Johnson (2006) put the focus on data saturation, which can be 

met with 10 participants.  

Document and observation selection. Documents for this study were selected 

based on their contribution to understanding the process of learning and ODC. These 

documents were described and analyzed in terms of their ability to inform the research 

questions of this study. The researcher also purposefully selected observations for this 

study that informed the understanding of the process of learning and ODC in this 

organization as impacted by the certificate program. This included observing meetings to 

understand the collective learning process and observing the interaction between 
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members of the organization and the community they serve to see how what was learned 

was subsequently implemented to develop the organization. This also included 

observations of the instructors as they taught their courses. 

Data Collection Methods and Processes 

The data collection methods used in this study included semi-structured 

interviews, participant observation, document review, and a focus group. Case study 

research utilizes multiple data collection methods to “secure an in-depth understanding of 

the phenomenon in question” and thus functions to build trustworthiness in the study 

(Denzin & Lincoln, 1994, p. 5). Multiple data sources are also essential in case studies 

because they analyze complex social phenomena.  

The data collection methods for this study were also informed by the theoretical 

framework. For example, adult learning literature shows that learning processes are best 

understood through qualitative methods; Cummings and Worley (2015) recommend the 

use of these four data collection methods research to understand processes related to  

ODC; and, the review of research on CBEs demonstrated a wide use qualitative research 

methodologies utilizing multiple data collection methods.  

This study took place in the cultural, sociopolitical, and economic context of 

Myanmar, and thus it was important to consider what it means to conduct ethical research 

in Myanmar. Studies that involve doing research in a cultural context other than that of 

the researcher are unique and require additional consideration (Liamputtong, 2010; 

Ember & Ember, 2009; Liamputtong, 2008a). Historically, the concept of research of 

indigenous peoples has related to imperialism and colonization (Smith, 1999). For many 

years, Myanmar was closed to researchers, and visitors were limited to certain areas of 
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the country. The fact that Myanmar was under military rule from 1962 until 2010 and is 

in a fragile condition weighing the interests of its many ethnic groups, Brooten and Metro 

(2014) invite researchers of Myanmar to “pay critical attention to power, as well as to the 

specifics of context, when making decisions about what is acceptable in the field, in 

relationships, and in publication” (p. 2). It is also important to be sensitive to power 

dynamics between participants and researcher (Decobert, 2014). Creswell (2014) points 

out that one of the key issues with case study participants is gaining the confidence of the 

participants. Since conducting the exploratory pilot multi-case study (Crocco, 2017a), the 

researcher was able to build rapport with the director and other members of the 

organization.  

Myanmar’s official language is Burmese. However, there are also seven regional 

languages belonging to the seven major ethnic groups. In addition, some people in 

Myanmar, particularly community leaders, speak English at an intermediate level. Based 

on the experience gained in the pilot study, several of the people in the organization 

chosen for this study were proficient in English. The interviews were conducted in 

English with the participants who were proficient in English or in English with an 

interpreter with the participants who were not proficient in English. The focus group was 

conducted in English with an interpreter as well as the observations.  

The selection criteria for the interpreter included proficiency in English and 

Burmese as well as familiarity with concepts of learning and ODC. Additionally, it was 

desired that the interpreter be from the same general area as the organization to maximize 

understanding of local idioms, but not involved with the organization so as to avoid 

conflicts of interest. To recruit the interpreter, the researcher contacted members of other 
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organizations in the city with a copy of the study Information Sheet and interpreter 

criteria. Several interpreters were identified but only one met the criteria. The researcher 

met with the interpreter, shared the study Information Sheet, and discussed the key 

constructs in the study, time commitment, and duties. Both before the start of the study as 

well as during the study, regular meetings were scheduled with the interpreter when the 

meaning of the words used in the study were discussed and clarified.  

All participants in the study were given the Burmese Translation of the 

Information Sheet (See Appendix IV: Information Sheet and Appendix V: Burmese 

Translation of Information Sheet). Documents in Burmese were translated into English 

by a member of the organization and checked by a Burmese scholar in Yangon. 

Interviews. In this study, semi-structured interviews with an interview protocol 

were conducted to have “a conversation that has a structure and a purpose” with the 

participants (Brinkmann & Kvale, 2015, p. 5). This involved asking main questions 

designed to elicit answers to the research questions along with follow-up questions and 

probes (Rubin & Rubin, 2011). Follow-up questions and probes were an advantage to 

semi-structured interviewing in this study because they allowed the researcher to signal to 

the participant that more detail is desired about one of their responses (Rubin & Rubin, 

2011). Interviews were conducted according to interview protocols tailored to staff 

members who participated in the certificate program or its ToT, staff members who did 

not participate in the certificate program or ToT, and community members (See 

Appendix VI: Interview Protocols). Conducting semi-structured interviews provided in-

depth data about the lived experiences of those involved from multiple perspectives 

within the organization. Semi-structured interviews took place in the offices of the 
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organization during business hours and lasted between 30 minutes to one hour each with 

the exception of two members whose interviews lasted 90 minutes and three hours 

respectively. The three-hour interview was broken into a two-hour interview and a 

follow-up one-hour interview.  

Focus group. A focus group is a group interview process where “data collection 

occurs in, and is facilitated by, a group setting” (Stewart & Shamdasani, 2015, p. 17). 

Focus groups are useful in qualitative research because they take into account the fact 

that “members of groups influence and are influenced by one another” (Stewart & 

Shamdasani, 2015, p. 18). The focus group in this study allowed the researcher to have 

everyone in the organization together to discuss how they collectively understand the 

process of learning and development and change in their organization. This included 

those members in the organization who have not completed the certificate program to 

share their perspective of the members who graduated from the certificate program and 

how that learning affected the organization. As members reflected on their experiences, 

this revealed data about the process of learning and ODC that may not have otherwise 

emerged in individual interviews. The focus group was conducted according to a focus 

group guide that had questions for members of the organization who participated in the 

certificate program, members who did not participate in the certificate program, and for 

everyone to reflect together on the process of learning and ODC in the organization (See 

Appendix VII: Focus Group Protocol). The focus group took place in a classroom of the 

organization and lasted two hours.  

 Document review. Document review provided a supplementary source of data 

regarding the process of learning and ODC as guided by the research question. 
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Documents were gathered during business hours from the organization’s files and 

analyzed according to a document review guide (See Appendix VIII: Document Review 

Guide). Documents from the organization were analyzed that particularly related to 

elements of learning and ODC such as instructor and student policies, vision and mission 

statements, job descriptions, financial policy, human resources policy, and also included 

an office poem (See Appendix IX: Data Collection Methods and Related Participants, 

Observation Sites, and Documents for a complete list of documents in this study). 

Merriam and Tisdell (2016) note that not all documents offer data that is directly relevant 

to the research question and theoretical framework, which was true for this study as some 

documents were more relevant than others.  

 Observations. Observations occur when the researcher, as the primary instrument 

of data collection, makes first-hand observations at the location of the phenomenon 

(Merriam & Tisdell, 2016). One reason observations were included in this case study is 

that “[i]n the real world of collecting data… informal interviews and conversations are 

often interwoven with observations” (Merriam & Tisdell, 2016, p. 137). In this study, 

observations began with informal visits to the organization to identify times and locations 

for observations relevant to the research questions followed by more focused 

observations at those sites. Access to the sites was granted by the director of the 

organization and the individual instructors with whom the researcher has built rapport 

since the pilot multi-case study (Crocco, 2017a). A systematic observation guide (See 

Appendix X) was designed based on the research questions and was used to promote 

trustworthiness (Merriam & Tisdell, 2016). 
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In this study, observations were utilized to observe the physical setting of the 

organization (context, resources, space allocation), participants (characteristics, how they 

organized themselves, social environment), activities (the connection between people and 

activities, routines), and other general factors (unplanned activities, special occasions). 

The researcher functioned as an “observer as participant” meaning that “the researcher’s 

observer activities are known to the group” and that participation in the group was 

secondary to gathering data (Merriam & Tisdell, 2016, p. 144). Observations enabled the 

researcher to observe the learning and ODC process within the case as well as the daily 

activities of the CBE. They lasted between 30 minutes to two hours depending on the 

nature of the activity being observed. Observations were recorded in semi-structured, 

descriptive, and reflective field notes based on the research questions according to the 

observation guide (See Appendix X). Questions and confirmation of what was observed 

were addressed in some interviews as well.  

Data Analysis 

The dataset for this study consisted of transcribed interviews, a transcribed focus 

group, field notes from observations, and a selection of documents. This data was stored 

in password protected documents on the researcher’s personal computer and backed up 

both in the cloud and in an external hard drive. The qualitative data analysis software 

ATLAS.ti Mac version 1.5.3 was used to organize and store all the data in one place. This 

assisted in keeping track of codes, quotes, and ideas throughout the analysis period. The 

researcher uses the Mac program FileVault to encrypt and protect all documents. 

Data was analyzed simultaneously during data collection (Merriam & Tisdell, 

2016). This helped in understanding and interpreting the “implicit and explicit 
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dimensions and structures of meaning-making in the material and what is represented in 

it” (Flick, 2014, p. 5). A modified inductive and comparative approach was utilized, 

which is particularly advantageous for case studies using qualitative data (Merriam & 

Tisdell, 2016; Yin, 2014). More specifically, the analytic strategy used for data analysis 

was thematic analysis, which systematically identifies and analyzes themes in the data 

(Ryan & Bernard, 2003). Thematic analysis is not necessarily a stand-alone data analysis 

technique but tangential to grounded theory, which makes it function as modified 

grounded theory (L. Howard, personal communication, February 11, 2017). Thematic 

analysis is advantageous for this study for a few reasons. Firstly, since it is a strategy for 

categorizing codes in the data to reveal “the conceptual linking of expressions” (Ryan & 

Bernard, 2003, p. 88), it was useful in this case study as links between a wide variety of 

codes and concepts emerged from the data sources. As this study is concerned with the 

process of learning and ODC in this CBE as impacted by the certificate program, 

thematic analysis allowed the researcher to identify the major categories of the 

phenomenon in question along with their associated themes. 

The researcher was at the site for approximately four weeks from Tuesday, 

September 19 – Friday, October 13 staying at a local hotel within walking distance of the 

organization. Data was collected primarily during operating hours of the organization 

(8:00 AM – 5:00 PM). Interviews were transcribed and entered into ATLAS.ti along with 

observation field notes and documents in the evenings so as to simultaneously conduct 

data analysis with data collection. Data collection was spread out evenly over the four 

weeks as much that as possible to manage transcription and analysis. Throughout the data 

collection process, analytic memos were used as “sites of conversation with ourselves 
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about our data” (Clarke, 2005, p. 202) to reflect continuously on the process of inquiry 

throughout the study (Saldana, 2016). This was particularly utilized immediately after 

data collection to preserve initial reactions to the data. 

In the first reading of interview and focus group data, attention was paid to how 

the participants interpreted interview questions, where further probing could have 

occurred, and any issues that need clarification. The first reading of data was done with a 

handwritten copy of the purpose statement and research question attached to the 

computer so as to ground the reading in the purpose and research questions of the study. 

The first reading allowed for reflections on the overall quality of the data and how it 

provided substantial information to answer the research questions. This process allowed 

the researcher to note those instances and return to ask follow-up questions of the 

participants if more clarity on a specific issue was needed. 

In the second reading of the data back in Washington, D.C., the researcher used 

ATLAS.ti to highlight passages that relate to the research question. All data sources 

including interview transcripts, focus group transcript, observation notes, and documents 

were coded first through a round of descriptive codes, which summarized the topics in 

the qualitative data (Miles, Huberman, & Saldana, 2014; Wolcott, 1994). The coding 

process used a mix of emic codes that emerged from the data and etic codes from the 

theoretical framework. Then, a second round of coding utilized process coding which 

“uses gerunds (‘-ing’ words) to label actual of conceptual actions relayed by participants” 

to understand the “dynamics of the story” (Saldana, 2016, p. 77). This coding sequence 

first identified the major topics in the data and then helped understand the processes that 

relate to the phenomenon. After this initial coding process, relationships between codes 
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were analyzed and codes were trimmed to establish a list of valid, mutually exclusive, 

and exhaustive axial codes (Corbin & Strauss, 2007). From these axial codes, emergent 

categories and their associated themes were analyzed using thematic analysis. The main 

techniques used in thematic analysis while coding the data were repetitions, similarities, 

and differences (Ryan & Bernard, 2003). This meant that repetitions of the codes, 

similarities across data sources, and differences in the expressions in the data were noted 

as markers of potential significance. This allowed the researcher to find common 

understandings of the process of learning and ODC across the data sources as well as 

unique understandings within the data that generated important insight (Saldana, 2016).  

A pilot multi-case study was conducted in the summer of 2016 (June 30 – August 

20) funded by the Sigur Center for Asian Studies at the Elliot School of International 

Affairs. This pilot multi-case study was guided by the following research question: How, 

if at all, do four leaders of CBOs in Myanmar and along the Thai-Myanmar border use 

what was taught in the Organizational Development Certificate Program to serve the 

purpose of their organizations and communities? Participants were selected according to 

a recruitment document and data included interviews, observations, and document 

analysis. Conclusions from this pilot multi-case study revealed various applications of the 

certificate program depending on the unique needs of the organizations, the importance 

of certification/accreditation, and the value of learning communication skills, which 

included external communication through organizational documents. An important 

implication for further research as a result of this pilot study was to look at an exemplary 

case from the organizational level to understand this process of learning and ODC as 

impacted by the PYU-IRC certificate program. This pilot multi-case study allowed the 
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researcher to test various data collection methods in the Myanmar context and helped in 

identifying the exemplary case examined in this dissertation. 

Subjectivity Statement 

It is important in all research, in particular qualitative research in a cross-cultural 

context, to consider the positionality of the researcher (Merriam & Tisdell, 2016; 

Grimaldi, Serpieri, & Spano, 2015). The values, experiences, beliefs, and worldview of 

the researcher affect every level of the research process including interpretation 

(Creswell, 2013). Researchers are positioned by aspects of their identity including gender 

identity, age, ethnicity, and biography (England, 1994).  

Relevant for this study is the researcher’s positionality as a white, educated, 

straight, American male with no religious affiliation. The researcher lived and worked in 

Thailand for four years at Payap University from 2009-2011 and 2012-2014 and was 

involved in the development of the PYU-IRC certificate program in organizational 

development. While never teaching in the certificate program, the researcher was 

involved with creating a course in the program and training the trainers while at Payap 

University from 2013-2014. The researcher has great respect for Myanmar people, 

culture, and history, and is sympathetic towards democracy based on free and fair 

elections and the movements towards peace and federalism in Myanmar. To mitigate any 

biases that may occur as a result of the researcher’s positionality, this study took into 

account the following issues of trustworthiness and ethics. 

Trustworthiness 

Validity and reliability in quantitative research can be understood as issues of 

trustworthiness in qualitative research (Merriam & Tisdell, 2016). According to Lincoln 
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and Guba (1985), trustworthiness in qualitative research is concerned with credibility, 

transferability, dependability, and confirmability. To increase trustworthiness in this 

study several techniques were used based on Lincoln and Guba’s (1985) framework. 

Credibility. The issue of credibility in qualitative research addresses the extent to 

which the data collected reflects the “truth value” of the phenomenon in question 

(Lincoln & Guba, 1985, p. 294). To establish credibility in this study the researcher used 

triangulation with the data collection methods to help corroborate findings. Krefting 

(1991) writes, “[triangulation] is based on the idea of convergence of multiple 

perspectives for mutual confirmation of data to ensure that all aspects of a phenomenon 

have been investigated” (p. 177). This was implemented by looking at all four data 

sources and seeing where they mutually validated one another.  

Transferability. Transferability in qualitative research is a process whereby a 

“thick description” of the phenomenon in the study enables “someone interested in 

making a transfer to reach a conclusion about whether transfer can be contemplated as a 

possibility” (Lincoln & Guba, 1985, p. 316). To generate thick descriptions in this study 

and promote the possibility of transferability, this study used purposeful sampling and 

sought the widest possible collection of meaningful data on the phenomenon within the 

case. 

Dependability. Dependability in qualitative research is a measure of reliability or 

consistency while taking into consideration the dynamic reality of human activity in 

context. Thus, it is inextricably tied to credibility, and if it is possible to demonstrate 

credibility in a study, further establishing dependability is not necessary (Lincoln & 

Guba, 1985). That being said, Lincoln & Guba (1985) offer techniques to ascertain 
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credibility such as that of an “inquiry audit” where sources knowledgeable on the topic 

provide a consultation regarding the data and interpretation (p. 317). Despite living in 

Southeast Asia for four years and traveling to Myanmar on several occasions, the 

researcher is still positioned as an American national with limited experience in 

Myanmar. Therefore, this study used an inquiry audit to discuss interpretations with 

Burmese scholars in the field who can “help provide useful challenges and insights” —

especially related to my American perspective (Johnson, 1997, p. 283).  

Confirmability. Confirmability deals with the extent to which the data and 

analysis in the study can be confirmed by others. To establish confirmability in this study, 

an audit trail including raw data, field notes, analytic memos (Saldana, 2016), coding and 

analysis processes, and protocols were collected and reviewed by an auditor to 

corroborate the analysis.  

Ethical Considerations 

Approval through the George Washington University’s Institutional Review 

Board (IRB) was sought to ensure ethical treatment of all participants. In this study, 

participants were free to choose whether or not to participate in the study and were not 

coerced into participating through financial or other rewards. With populations such as 

Myanmar, written consent forms “induce anxiety or are meaningless to informants 

because they commodify the research process” (Brooten & Metro, 2014, p. 12). 

Therefore, a waiver of documentation of informed consent was requested to replace 

written consent with informed consent through an information sheet about the study (See 

Appendix IV). This information sheet was provided by the researcher to the participants 

before the interviews, focus group, and observations (See Appendices VI, VII, and X). 
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All participants were given the Burmese Translation of the Information Sheet (See 

Appendix V). The researcher explained the study including its purpose, the research 

process, and how names of the participants and their organization would be kept 

confidential. After this description of the study, the researcher asked the participant if 

there were any questions about the study or research process in general. Once all 

questions were answered, the researcher asked for their agreement to participate in the 

study. At the start of each interview and the focus group, participants were asked if they 

agreed to be audio-taped. Their response was noted and this counted as their consent to 

be recorded. If at any time a participant did not wish to participate in the study further, 

they had the option of leaving the study with their existing data discarded. This did not 

occur, however, in this study.  
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Chapter Four: Findings 

 

 

Introduction 

The purpose of this case study was to understand the process of learning 

organization development and change (ODC) in a community-based enterprise (CBE) in 

Myanmar as it was impacted by a certificate program in organizational development. To 

fulfill this purpose, this study sought to answer the following research question: What has 

been the process of learning and ODC at the CBE as impacted by the PYU-IRC 

certificate program? 

 The secondary research questions that provide further focus in answering the 

primary research question include: 

a) What did members of the organization who participated in the certificate 

program learn from the program, and how have they integrated their learning into their 

work? 

b) How do members of the organization describe the process of learning and ODC 

in their organization? 

c) How do documents in the organization reflect ODC as a result of the certificate 

program? 

d) How do members of the community perceive the changes in the organization 

since the first member of the organization completed the Training of Trainers (ToT) for 

the certificate program in 2014? 

This chapter presents the findings of this study that emerged from the analysis of 

the data. A case vignette followed by the three categories that emerged from the data 

analysis is presented as follows: Learning from the certificate program, the process of 
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learning and change, and evidence of learning and change. Each category includes 

themes that emerged from data. Original names of the participants in this study have been 

replaced with one-syllable pseudonyms selected from common names in Myanmar (See 

Appendix IX: Data Collection Methods and Related Participants, Observations Sites, and 

Documents).  

Case Vignette 

This section describes the foundation of the organization followed by a 

description of the organization and an explanation of the relationship between the 

members of the organization with the Payap University (PYU) – International Rescue 

Committee (IRC) certificate program in organizational development. 

Foundation of the organization. The story of this organization began with a 

well-regarded religious leader who funded a group of people from this community in 

Myanmar to study and earn bachelor degrees abroad in countries such as Singapore, the 

Philippines, and Thailand. Upon their graduation, this leader encouraged them to actively 

serve the people in their community. Taking his exhortation into consideration, the group 

of nine graduates identified a market opportunity that coincided with a key need in the 

community and sought to found an educational training organization for young adults. 

While studying abroad, the graduates experienced alternative and more participative 

forms of learning. This helped them to see how Myanmar’s education system—based 

largely on rote learning—had failed many of the young adults of their community and 

motivated them to bring about change in education. After reaching out to various villages 

in the greater community around the city, the nine graduates realized the biggest impact 

they could have was to address the need for basic education such as computer skills, 
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English, and general intellectual growth. This led the nine graduates to found one of the 

first private educational training institutions in their state in 2005. 

Part of the market opportunity identified by the nine founders had to do with the 

academic calendar of the education system in Myanmar. In a given year, students take 

high school matriculation exams in March but the first semester of university does not 

typically begin until December. This means there is an eight-month break when high 

school graduates have no scheduled academic activities. Thus, the nine founding 

members of the organization saw that there were many students with a) no scheduled 

academic activities for eight months before attending university, and b) a great need of 

basic education skills such as computer, presentation, and study skills that are essential 

for a successful university or work experience. Not only that, but they learned that 

parents and grandparents of young adults were willing to pay for such services.  

The community that the organization serves is in the main city and surrounding 

villages of this particular state in Myanmar, which is one of the more religious and 

ethnically diverse areas in the state. The clientele served by this organization was 

described by all the participants in this study as high school graduates. One current 

member of the organization and PYU-IRC certificate program graduate, added, “we serve 

[the high school graduates] directly, but indirectly, if they apply these skills in their 

communities, we are also serving their communities indirectly as well.” Many alumni of 

the organization went to apply their newly acquired skills in management, English, and 

computer in jobs in the community. For example, one alumna of the organization and 

community member, recently opened a small educational organization in the community. 

When discussing the organization’s role in the community, she described the organization 
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as “a community-based organization – very self-sufficient, and really good for the 

community youth, especially the ones who have low opportunities in education.” The 

organization was originally founded with the support of a religious institution, and 

although it was founded to serve all community members, in the early years it 

predominantly served members of that religious institution. As the organization 

developed and changed and its reputation in the community grew, people from different 

ethnic and religious groups joined the educational training program in greater numbers.  

Description of the organization. The purpose of the organization is to prepare 

young adults to be effective in their next stages of life whether that is higher education or 

participation in the workforce. This preparation is accomplished through a five-month 

training program, which is the main activity and function of the organization. While the 

courses offered in the training program have evolved over time, the organization 

currently offers courses in nine subjects: English language, computer, faith formation 

(which included topics such as ethics, religion, and personal development), civic 

education, guitar, international music notes (which is where students learned to read 

western musical notation), physical education, speech and debate, and management 

(which included topics such as project management and leadership). Students pay 30,000 

Kyats (22.20 USD) each month of the five-month program. The program runs Monday-

Friday 8:00 AM – 5:00 PM with the exception of Friday afternoon when all students and 

staff members participate in an organization-wide activity.  

When the organization is not offering the five-month training program, the staff 

members perform other services such as offering private classes for adults and going to 

villages on the outskirts of the city to teach English or other subjects. These classes can 
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last up to 45 days. These classes are less expensive than the five-month training program 

and generally cost about 10,000 Kyats (7.40 USD) per participant. These trips build the 

reputation of the organization in the larger community surrounding the city and give staff 

members a way to make income during the seven-month break in between programs. 

 Enrollment and graduation in the organization’s five-month program have 

fluctuated since its founding with a dramatic increase in the last two years (See Figure 2). 

Between 2005 and 2007, the first three years the organization was in operation, it offered 

two five-month programs (or batches) per year: the first from July-November and the 

second from December-April. But due to low enrollment in the second five-month 

program of the year (batches two, four, and six), the organization decided to offer only 

the July-November program. The last few batches have seen increased enrollment, which 

the director, Min, suggested was due to recent changes in the five-month program. Min 

said, “Everything became student-centered learning programs. Changed a lot. So, the 

students are enjoying our programs, so more students come… That is how I feel. Starting 

from 2015, many, many come this year.”  
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Figure 2 

Number of students graduated per batch (1-16) 

 

 

In the past, when the government was controlled by the military, it did not recognize 

private education and training organizations. This meant the organization would spread 

information about the program by word of mouth and advertising papers at local religious 

organizations. Now the program has become so popular in the wider community that the 

most recent batch (#16) received over 200 applications within the first two days of 

posting the announcement on their Facebook page where they also post pictures and 

share news about the organization. One community member, Thida, considered this a 

result of the organization “being consistent” and earning trust in the community. When 

asked why he chose to accept all the applicants given their exponentially increased 

number in batch 16, Min commented, “I would like to give the opportunity to learn at this 
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organization…this is a foundation for the future… I want to give a good foundation to all 

the students, not only computer and English but also leadership, personality, morality, 

and ethics.” 

After the organization was founded in 2005, the township education department 

knew about the organization but only gave verbal permission to run its training program. 

Min recounted his conversations with the township education officer when he attempted 

to register the organization several years ago: “They said, ‘don’t register it, just keep 

running it. You are allowed to run it.’” The director insisted that it be registered formally, 

however, and was allowed to do so. While the organization began by only advertising its 

program through networks in the religious institution and by word of mouth, it began 

using social media in 2015. 

The organization currently has 12 staff members (eight males and four females), 

all but three of whom (the director, the guitar instructor, and the international music notes 

instructor) are graduates of the organization’s five-month training program. The director 

is the only remaining staff member of the nine founding members. While all of the staff 

members interviewed in this study referred to the organization as one that serves and 

trains young adults, several offered additional insight into the organization’s function. 

One instructor, Chit, described it as “capacity building” and believed the students who 

attend university or other organizations “are in the top level and active participants in 

[what they do after graduating from the program].” The instructor responsible for 

physical education went on to say that: 

One of the things this organization is doing that is quite different from other 

academies is helping in physical education… so while they join here, even though 
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it is just five months, they play a lot of sports here like football, badminton, or 

volleyball or basketball…they are really active and some of them are selected as a 

state sport candidate or something like that. 

Several participants referred to the work environment and pay structure. Kyaw 

said that he is “so happy” to work at the organization and added, “we are not doing it for 

profit but we are servants of our community.” Chit talked about how work at the 

organization is “self-satisfying” despite what she considers to be low pay. One of the 

English instructors explained that he made nearly double the salary through a second job 

at a private English program in the evenings but felt connected to the vision of the 

organization. While the director touted the organizational pay as higher than the average 

salary for government staff, the staff members are only paid this higher rate during the 

five-month program. During the rest of the year, staff members are allowed to earn 

money by running public programs on the organization’s grounds and participating in the 

aforementioned training trips to the villages. Earnings during this seven-month period, 

however, are much lower. The guitar instructor commented that during this seven-month 

period he teaches private guitar classes on the organization’s grounds but many of his 

students do not study for more than a month or two. The director, Min, explained his 

thought process on staff motivation to work at the organization and the issue of irregular 

pay: 

Before they come and work with us, I tell them that for the five months I can give 

you like this, after that you have to make your own decisions that we will be 

going to the countryside or villages to run the summer course program, then if 

you run that program, you will get [salary], if you don’t run it, you will not get 
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any salary. But you have to have commitment to this organization and to the 

youth that you want to do everything to give a foundation to the students. 

Although many of the staff members of the organization described their commitment to 

the organization and found ways to make money during the seven-month break when the 

five-month program was not running, this proved challenging for others who left to 

pursue other employment. This led one of the three English instructors who has been 

working at the organization for four years to admit that a challenge facing the 

organization is that “within a year or two or three some staff would quit.” 

Observations showed that the compound—where the organization has existed 

since its founding in 2005—embodied its commitment to creating a welcoming learning 

environment for students. Students walk or drive motorbikes through a large open gate 

before each day begins at 8:00 AM. The compound includes several covered seating 

areas where students would often sit and converse during breaks. A well-used grass court 

used for badminton and chinlone (or caneball) is inside the walls of the compound. While 

used mostly for physical education classes, the court was often occupied by players 

throughout the day. As a result of so many students learning guitar and music, the sounds 

of strumming on guitars and singing popular songs could also be heard throughout the 

day. The sounds of students playing ping pong also reverberated throughout the campus 

until 5:00 PM when a staff member would put the net away, a sign that it was time for the 

students to return home. Small contingents of the students would stick around the 

compound after 5:00 PM and others would use it as a meeting place later in the evening. 

The compound is owned by the sponsoring religious institution but is separate 

from other religious buildings. Aside from some religious art inside one of the buildings, 
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it is not obvious from observations that the organization or the compound has any 

association with the religious institution. The compound has several buildings. The main 

building includes a computer lab, one large classroom, a small library with chairs, and 

some small rooms where several male staff members live, including the director. These 

men have family homes in the community but choose to stay in the compound out of 

convenience and to look after the facility. While one of the instructors who lives on the 

compound serves as a quasi-security guard, all those who live there collectively and 

informally look after the safety and maintenance of the compound. There is also a 

resident dog who barks at visitors after dark.  

The front of the building displays framed graduation pictures of all the batches. 

The organization’s office is connected to the main building. Inside are large cupboards 

with teaching supplies and files, as well as a whiteboard, a conference table, and a 

crowded desk where the director sits. A second building has six classrooms with 

bathrooms in a small structure behind it. The classrooms have stacks of plastic chairs that 

students set up in rows at the beginning of the day and stack at the end of the day. A third 

building has one large open area that serves as a classroom and eating area. Vinyl signs 

used in the past to advertise for the PYU-IRC certificate program were repurposed as 

tablecloths. Flip charts of past classroom presentations are taped on the walls. A second 

computer lab and a storage room occupy the remaining two rooms in the building. 

Behind it is a small wooden structure that serves as the kitchen. It is just large enough for 

a table and a stack of plastic stools where the staff prepare food and eat lunch together.  

The relationship of members of the organization with the PYU-IRC 

certificate program. The director of the organization first met the chief of the Project for 
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Local Empowerment (PLE) in 2012. The PLE chief, who worked for the International 

Rescue Committee (IRC), had heard of this organization through a partner organization 

in the city of Yangon and wanted to establish the organization as a hub to offer the Payap 

University (PYU) – IRC certificate program in organizational development. After the 

director agreed to move forward with the plan, the PLE chief brought the PYU Dean 

involved with the project and a few other PYU staff members to assess the adequacy of 

the site to run the certificate program there. Min and three leaders of other community-

based organizations (CBOs) were instructed in Training of Trainers (ToT) programs in 

2013 and 2014 in Mae Sot, Thailand to teach in the certificate program.  

Once trained in how to teach the courses of the PYU-IRC certificate program, 

Min and the three others in the community offered the certificate program at the 

organization with the first cohort studying from March 2014 – February 2015. Three staff 

members at the organization graduated as part of this first cohort. Two of them, however, 

left the organization the year after graduating. Two additional members of the 

organization participated in the second cohort of the certificate program offered at the 

organization from March 2015 – February 2016. In March 2017, a ToT was held at the 

organization to train more members of the community to lead the certificate program. 

Two current members of the organization participated in this ToT and are now 

recognized as trainers of the certificate program. To summarize, four current members of 

the organization either took the certificate program or were trained as trainers. The 

director participated in the ToT from 2013-2014; one member graduated from the 

certificate program in February 2015 and participated in a ToT in 2017; one member 
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graduated from the program in February 2016 and participated in a ToT in 2017; and, one 

member graduated from the program in February 2016.  

The organization’s staff members decided to join the PYU-IRC certificate 

program, often referred to as the “Payap course,” for a variety of reasons. One staff 

member joined because he was encouraged to do so by the director. Another member 

who had previously lacked knowledge about how organizations function wanted to join 

the course because “one of my dreams is that I would like to work at an NGO… so if I 

take [the PYU-IRC certificate program] … I will have more ideas about how 

organizations are learning.”  

At the time, it was free to join the certificate program as it was funded by the PLE 

program. However, as of October 2017, the PLE program has ended and no longer funds 

the certificate program. The PYU-IRC certificate program costs 4,000,000 Myanmar 

Kyats for one yearlong course, which can teach 30 students and includes the cost of the 

certificate, PYU’s quality assurance of the program, a graduation ceremony, and 

instructor fees. When asked about the future of the certificate program at the 

organization, the director said that he would like to run the course for a third time but 

unless people are willing to pay for the course to cover the operating fees, he will 

consider looking for outside funding. He said, 

I hope. I want to offer it… People are asking, “When will you open the OD course 

again?” Okay, I will announce when we can open it… if the students can provide 

the certificate fees, we will run it. If not, we will look for donors.  
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Categories and Themes 

 This section presents the three categories that emerged from the analysis of the 

data: learning from the certificate program, the process of learning and change, and 

evidence for learning and change. Themes that emerged as part of each category are also 

described. 

Learning from the certificate program. This category describes the content and 

processes that the three members of the organization who participated in the certificate 

program and the director who participated in the ToT for the certificate program learned 

from the certificate program. All participants shared their learning about content and 

processes related to the program. 

 Content learned from the PYU-IRC certificate program. In this section, the three 

members who participated in the certificate program and the director who participated in 

the ToT for the certificate program shared the content from the certificate program that 

was particularly salient for them and that impacted their daily work. For example, after 

mentioning several memorable courses from the PYU-IRC certificate program, the 

management instructor said: 

The main thing I learned is ethical leadership, collaborative and problem-solving 

skills, and also social work skills because most of them I apply while I am 

teaching the management course to the students. I had to refer to those subjects as 

well and also including cross-cultural management… I prefer to teach ethical 

leadership and problem-solving skills because [the students] are young they might 

face difficulties or problems on how they can solve as a group or individually. 
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When asked to explain further her interest in the content of the ethical leadership subject 

of the certificate program, she responded, “Leadership is one of the subjects [in the 

management course] so I can link it with the ethical leadership of the Payap course. It is 

linked, or connected with my teaching subject.”  

A second instructor added, “I learned so many things from the course… 

leadership skills and strategic planning.” Leadership was also a key content area of 

learning for Min as well who talked about his learning from the Cross-Cultural 

Communication course and Ethical Leadership Skills course: “I learned that different 

cultures have different attitudes, different perspectives, different styles, different 

backgrounds, [and] different expectations.” When asked to describe further his learning 

from the certificate program, Min talked about his emerging understanding of ethical 

leadership: 

Being an ethical leader means that whatever you do or say it is done in an ethical 

way and you take responsibility for what you say and what you do… [and] 

whatever you do, do it according to the ethic or according to your own beliefs and 

others’ beliefs as well. 

Another recalled his learning from the certificate program by saying: 

I learned so many things from the course but I forgot some because there were so 

many. Actually, since it’s an organizational development course I learned 

collaboration or management skills but…I led the financial policy project so one 

of the main things that stuck in my mind is how to do or how to develop a finance 

policy.  

He also remembered learning concepts such as SMART goals:  
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Before I attended the Payap course, I didn’t know the real meaning of SMART, 

like what is specific, measurable, achievable, real, and time-oriented. In order to 

reach the students’ goals and instructors’ goals, an instructor should also be 

SMART and set their goals by measuring with SMART. 

The first member of the organization to graduate from the certificate program 

recalled how the logical framework analysis or “log frame” that was developed in the 

same document with the vision and mission statements came from one of the courses in 

the certificate program. When asked to describe her understanding of the logical 

framework analysis, she said, “log frame is like how we can reach our mission and vision 

and objectives based on, it is like more detail, log frame more detail, ‘within this year we 

are going to implement this.’” She added in general about her learning from the 

certificate program that “after we attended the Payap course we could write the 

organizational structure systematically.” 

Processes learned from the PYU-IRC certificate program. In addition to learning 

content, participants described two types of processes they learned from the certificate 

program. The first type of process had to do with the facilitation of learning in the 

classroom and second type of process related to their learning within the organization.  

Processes related to facilitation of learning in the classroom. One member 

learned the process of creating lesson plans and saw it as connected to her effectiveness 

as an instructor. She recalled, 

Before we attended the Payap course, we had lesson plans but they were not that 

proper… but after we attended the Payap course we could write lesson plans 

properly… so while we are teaching the students it is more effective than before. 
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This member also learned the process of delivering content by using a problem tree—a 

pedagogical tool that helps describe the various aspects of problems facing individuals or 

organizations—to facilitate learning. She said: 

Most of my teaching skills are also from the Payap course, like problem-solving 

skills… before [the PYU-IRC certificate program] I would just do like a group 

discussion or a discussion as a class… but it was not like writing down what is the 

problem or we didn’t draw a problem tree so they didn’t know what kinds of 

problems there are and also how we can solve those problems. 

When discussing this pedagogical tool that she saw modeled in the PYU-IRC certificate 

program, She went on to say:  

I like applying the problem tree because before I was taught in the Payap course, 

most of the time we used Powerpoint or only a document, so it seemed boring. 

But when we draw the problem tree it is like a virtual picture, and students are 

able to easily understand that the stem is the core problem, the roots are the causes 

of the problem, and the branch is the effects of the problem… and we can write 

down what would be the problem and how we could solve those problems as well. 

Similarly, regarding processes related to the facilitation of learning, one of the 

other instructors said, “It really affects my teaching. [Now] I know how to teach well and 

how to teach effectively and what things should be applicable in a community.” 

Observations showed that his course utilized presentation slides with pictures, quotes, 

and ideas that appeared to be culled from a variety of sources and applicable to the lives 

of the students. He interwove the discussion with relevant examples from current events. 
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The director commented on this instructor’s performance in the organization after the 

certificate program:  

After last year, after the Payap course, the OD course that he took, after that he 

handles the classes much better. I found out that when he does the [Friday 

afternoon] activities that all the instructors and students have to join, he leads the 

activity and I say ‘Whoa! Great!’ – a better teaching style. He’s developing his 

skills a lot. 

The director, who never took the full PYU-IRC certificate program but 

participated in the original ToT program, described how he learned processes related to 

the facilitation of learning as well. He said, “After taking the ToT and then from the 

Adult Learning and handling the OD courses, I changed my way of teaching or teaching 

style. I changed a lot.” When asked to clarify, he went on to say,  

I can handle the class smoothly, but before [the PYU-IRC certificate program] I 

didn’t have much experience how to teach, so by applying the knowledge from 

the Payap course and referencing the Payap course I gained more experience and I 

have more confidence, and I can handle the class.  

This point was reiterated in the focus group when he said: 

Our teaching style has changed because just like the previous two years I used to 

teach all the subjects with much less discussion, mostly like teacher-centered or 

something like that. But now we have so many new subjects and I used to teach 

those new subjects so my idea has changed. And in the class, we have to do more 

discussion and it has become more a student-centered teaching style. 
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 Two of the instructors who participated in the certificate program also shared 

about the impact of their learning in the ethical leadership skills course on their 

facilitation of learning in their classes. One talked about how his learning impacted his 

course at the organization: 

I can refer to some of the lessons that I learned from the Payap course… 

sometimes I study again the insights of the leadership course and based on that 

Payap course I apply it in my class as well, so if I interact with the students, it is 

not only physically but how to interact mentally so it will be effective for their 

learning.  

Another also described how this particular course in the certificate program affected the 

content and style of teaching regarding leadership style. She said: 

I teach [leadership styles] in class, like autocratic, democratic, and laissez-faire… 

I divide the students into three groups, and I ask them to do a role play… after I 

ask the students: ‘what do you feel? What kind of leader do you like? What 

should it be like? What have you learned from the roleplay? 

Processes related to their own learning within the organization. One instructor 

talked about the process of integrating the learning from the certificate program in terms 

of his daily life as a leader and his work in the summer courses: 

If I have to go to the village, I have to take a leadership role so I can apply the 

knowledge that I gained from the course. And also, I have to do management as 

well, so I’m applying what I learned from the course. But actually, it is like an 

OD course but not only for organizational development but we can apply it in our 

daily life as well. 
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He went on to say that he integrated his learning from the certificate program in 

other ways as well. He said, “I applied it in the closing ceremony of the summer classes. 

Management skills were also involved – how to close that program smoothly.” More 

specifically, he talked about the process of delegation. He commented, “If we divide the 

duties to the participants, as a leader I gave the duties equally, so not alone to the 

participants. And also, I applied those methods of management so we could create 

agendas.” He recalled learning processes related to teamwork as well: 

I was also the youngest in the [certificate program], so I could learn from others 

who are already in their working areas… and at the end of the course, we had to 

do a final project so from that project I gained [skills in] teamwork. 

Since part of the ToT for the certificate program involved content related to adult 

learning, the director described how the certificate program informed his understanding 

of how to support the staff in the development of exams. He said, “I asked the instructors 

to please show me their questionnaires before they deliver the exams… so I give some 

evaluation or some feedback to the instructors… because I learned it from the Adult 

Learning and Payap course to develop better questionnaires [exam questions].” 

While processes related to shared learning appeared evident, when asked about 

this, one graduate of the certificate program seemed to think it would not be appropriate 

to directly share the learning with others in the organization unless solicited to do so. He 

shared, “I think now I haven’t shared with the others because they didn’t ask me as well. 

If they don’t ask, if I explain, maybe I would be a little crazy: ‘why is he sharing like 

this? We are not asking for his knowledge’ but in case they ask, I will share.” That being 

said, observations at meetings showed that members role-modeled processes such as 
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collaborative problem solving and project management that they learned in the certificate 

program. For example, at one meeting one instructor led a discussion about shifting the 

course schedule to allow students to take English courses with different teachers. She 

demonstrated her leadership and problem-solving skills by taking into consideration the 

thoughts and ideas of others and then working with the rest of the staff to come up with a 

collaborative solution. The idea of shifting of schedules was taken well, and everyone 

came to a consensus that it would best serve the interests of the students. At another 

meeting, a second instructor shared about the large speech competition he was 

organizing. He utilized the principles of project management by taking time to break 

down various elements of the project, delegate tasks, and cultivate excitement. He also 

fielded questions as they arose. In both of these examples, the director’s role was 

minimized as these instructors role modeled principles of leadership, management, and 

problem-solving. 

The process of learning and change. The learning of content and processes from 

the certificate program led to the emergence of a process of learning and change at the 

organization. Although specific examples related to learning and change processes were 

observed and given by the participants, the data showed that learning was embedded in 

the change processes. Thus, to capture the natural processes that occurred in the 

organization, learning and change are discussed together. 

In the following sections, the three main learning and change processes that were 

referred to by participants, reflected in documents and observed during the prolonged site 

visit included the following: the instructor and student policies developed by the director 

after his participation in the ToT in 2014, new vision and mission statements and job 
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descriptions developed by one current member and two (now former) members of the 

organization after the first cohort of the PYU-certificate program in 2015, and the 

financial policy and HR policy developed by two members after the second cohort of the 

PYU-IRC certificate program in 2016.  

Instructor and Student Policies. In 2014, after the director participated in the 

ToT for the certificate program, the organization replaced many of its scant collection of 

organizational documents with new documents. He reflected, “Before that course [PYU-

IRC certificate program], we had no HR policy, no financial policy, nothing. Nothing. 

We had nothing.” These documents reflect the process of learning and change as 

impacted by the certificate program and include the instructor and student policies, vision 

and mission statements, job descriptions, and the financial and HR policies. While some 

of these documents were posted on bulletin boards and in classrooms throughout the 

organization, like the instructor and student policies, the rest of the documents were kept 

in plastic binders in the cabinets of the main office. Kyaw commented on the overall 

process of creating organizational documents: 

The thing I realized is that before they attended the course [PYU-IRC certificate 

program], our organization was not a fully founded organization because we 

didn’t keep any documents… so after they attended the course, they know how to 

keep documents and also they can give more ideas of what an organization should 

be. 

After the director completed the ToT in 2014, he began implementing changes 

such as recording staff attendance and collecting reports about teaching from the 

instructors. He recalled, “Starting from 2014, the students and staff have to sign for their 
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attendance… and [for the staff] not only the attendance but also the schedule of what they 

have taught… what they covered in class.” In the focus group, Chit pointed out that this 

was also the time they began having weekly meetings. Observations of the organization’s 

members signing in and out at the beginning and end of the day, weekly meetings, and 

instructors mentioning their teaching reports revealed these processes are still in use. 

Many aspects of the student policy document could be observed on a daily basis as well. 

For example, the student policy instructs students to “throw rubbish systematically into 

the rubbish bins,” and students were seen cleaning up trash around the compound in 

groups throughout the day keeping the compound looking clean and orderly. All 

classroom observations revealed excellent student behavior as outlined in the student 

policy document as well. 

The new student policy and instructor policy reflected the director’s learning in 

the Cross-Cultural Communication and Ethical Leadership Skills courses of the PYU-

IRC certificate program and led him to promote more student-centered teaching as well a 

more inclusive environment for students and instructors. He said: 

Because of those courses, I changed myself also. I changed my attitude. I changed 

the way I’m teaching, the way I’m thinking. I changed everything. Before I used 

to think negatively but now I’ve changed to positive thinking… I changed my 

attitude, I changed my organization’s policies. My instructor’s policy and 

student’s policy – to be flexible. 

The student and instructor policies were implemented in January 2015 written mostly by 

the director then presented to the staff, discussed, and approved. Both are single page 

documents that outline expectations for people while at the organization. Copies of these 



  81 

policies were observed on the announcement board outside the main building for students 

and on the cabinet in the main office for instructors.  

Based on his learning from the certificate program, the director described 

particularly how flexible policies are important in the organization. He said: 

All the policies are so flexible for students and flexible for the instructors or staff 

as well because I learned [from the Cross-Cultural Communication and Ethical 

Leadership Skills courses] that different cultures have different attitudes, different 

perspectives, different styles, different backgrounds, [and] different expectations. 

The director operated from a belief that people come from different backgrounds and 

belief systems, and thus the organization needed to operate in a way that accommodated 

this variety. According to him, it was important to acknowledge the differences of others 

and thus welcome diversity by being amenable and tolerant of others. This idea was 

manifested in the makeup of the staff who come from different ethnic and religious 

groups within the state. This emphasis also appeared in the instructor policy document, 

which exhorts the staff to “pay respect to one another and display sincerity between each 

other.” This was observed through the extended site visit where all staff had cordial 

relationships with one another and spent time together after work and on weekends. In 

the focus group, the one member also noted that previous batches of students seemed less 

friendly than the more recent batches. This member attributed this increase in friendliness 

to more “group activities” and opportunities “to meet so many times.” 

This process of creating a more inclusive and flexible environment at the 

organization was also evident in the transition to teaching different major religions in the 

faith formation class. Beginning in 2014 when the director was taking the certificate 
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program ToT, the organization transitioned from teaching just the religion of the 

sponsoring religious institution to teaching the major religious traditions of Buddhism, 

Christianity, Islam, and Hinduism. He described this process of changing the faith 

formation course to include all religions: 

Before, under the faith formation subject, we offered [teachings specific to one 

religion]… I came to know there’s no profit for them, it’s not good for them. 

Being a Buddhist or being a Christian, you should know all the religions… so if 

you are a Christian and meet with a Buddhist, you can talk about Buddha. If you 

meet with a Muslim, you can talk with a Muslim about Islam. 

Observation of the faith formation class with the current instructor revealed a highly 

interactive environment as the instructor described Islamic history, beliefs, and current 

issues and students asked questions. One of the students asked about the stereotype of 

Muslims as violent to which the instructor responded,  

If you carefully study Islam, you will see it is a peaceful religion, but one of the 

problems is the Islamic State… but just like Buddhism is a peaceful religion but 

has some bad people, so don’t think about which one is good or bad. It’s up to the 

people.  

This nuanced perspective reflected a desire to understand the beliefs of others in a 

genuine and empathic way.  

These developments occurred parallel with what appears to be a growing 

separation from the religious institution. The director referred to his learning in the ToT 

for the certificate program and his exposure to and appreciation of diversity that led to 
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hiring staff members of different religious and cultural backgrounds and to a deliberate 

effort to increase the diversity in the population of students.  

Both the instructor and student policy documents also reflect the power of the 

director. In the student policy it says, “If you break these rules, you have to accept the 

decision of the director” and the instructor policy reminds instructors to “Inform the 

director about anything to do with the organization.” The centrality of the director in the 

organization was also described by other members of the organization. When asked about 

the process of buying projectors, Kyaw said, “We discussed as a group but the final 

decision was done by the director. So, even if our idea is good, if he says no, it will be 

no.” This was corroborated by Aung who described the process of moving the library to 

its new location in the main building: 

Actually, that idea to shift from the back side to the front side for the library, it 

was proposed by one of the former staff who is called [library manager and 

instructor on leave]. She taught here one year. After that she became the library 

manager. She had good ideas as well how to place the books, something like that, 

so based on her proposal to shift the library, the other staff also agreed and the 

final decision was made by the staff and the director. And also for the table tennis, 

that was done by the director to build one more table. 

The process of learning and change regarding these documents and policies revealed 

disparities between espoused developments and reality as it was observed in this study 

and described by participants. One disparity that emerged regarding the student and 

instructor policies is that all staff members are required to attend the weekly meetings but 

attendance in the four meetings observed ranged from six to eight out of the 12 total staff 
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members. Based on observations, there were no formal enforcement mechanisms to 

ensure attendance in the meetings. Similarly, the student policy requires students to pay 

their fees within the first week of class but students were observed paying their fees 

throughout the whole month.  

 Vision and Mission Statements and Job Descriptions. A second theme in the 

process of learning and change was the development of the vision and mission statements 

and job descriptions by three members of the organization who participated in the 

certificate program from 2014-2015. One community member, Moe, who herself 

graduated from the organization’s five-month program several years earlier but is not 

affiliated with the organization, reflected back on her experience at the organization 

before this intervention. She said, “I think honestly in my perspective they didn’t have a 

real organized structure or the full chart for how or who or what the responsibilities of 

any person holding positions are.” Another community member who runs a new 

educational CBO, Thiri, was aware of the fact that Chit and the other two members who 

participated in the PYU-IRC certificate program developed the organization’s vision and 

mission statements and said, “that is the time they really planned and made a concrete 

vision, mission, goal statements, and some policies for the organization. Before I think 

they didn’t have an exact policy.” The director added, “This [the vision and mission 

statements] was the first time that we improved our organization. That was good. That 

was really good.”  

The vision and mission statements were developed in a single document by one 

current member along with two other (now former) members of the organization who 

completed the PYU-IRC certificate program in February 2015. While often referred to by 
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the organization’s members simply as the “vision and mission,” the document also 

included a logical framework analysis that described overarching goal, objectives, 

activities, and results of the organization in terms of a summary, indicators, source of 

verification, and risks/assumptions.  

The vision statement in the document outlines that the participants in their 

training program will be able to “embrace the challenges of the modern age, and 

understand and value human lives with knowledge, wisdom, and common sense.” The 

main objective of the organization is “to be a place of learning in which different groups 

can learn without any discrimination… and create a place in which every race can learn.” 

This idea of being a place of learning that values human life without discrimination was 

diffused throughout the fibers of the organization. One of the computer instructors, Aung, 

said, “here we give the students freedom and there is no discrimination.” Kyaw said, “we 

don’t discriminate [based on] religion and ethnic group. We accept everyone who is 

willing to learn because we are going to teach them the basic skills that they need.” Phyo 

also added, “We don’t discriminate. We welcome everyone.” A poem written by students 

in 2016 and framed in the main office reflected the vision of the organization:  

Without any racial or religious discrimination, 

Take the discrimination of white and black away, 

Though there are different fragrances and colors,  

The pride of youth [like a] flower, never spoils. Always fresh. 

The document also mentions the organizational values of human rights, which were 

discussed by the director and observed in the civic education course where he taught 

about rights to vote and have free speech. 
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Based on the participants’ descriptions, the vision and mission statements 

document was generated through an iterative process where the three members leading 

this change process interviewed other members of the organization and applied what they 

learned from the certificate program. The member who led this process recalled how it 

began when she and her two colleagues were inspired to develop and implement this 

document: 

At the beginning, we had to analyze what are the needs of the organization, so 

there are so many things that have to be accomplished that we face the difficulty 

but among them we selected that it should have a proper vision and mission 

statements and also log frame, so we selected those and we worked on them. 

She and the other two staff members at the time recognized that the document 

could not be produced in isolation from the rest of the organization. She stated in the 

focus group, “But only the three of us cannot do it alone because we have to discuss with 

the staff of the organization.” This led her and her two colleagues at the time to include 

the other staff of the organization, including former staff as well. She described this in the 

focus group: 

So firstly, the three of us and the other staff of the organization had to discuss 

what things should be included in the vision and mission and objectives and goals 

as well. And we did an interview with each of the staff and also the former staff as 

well. 

During the focus group, Kyaw mentioned that he remembered being interviewed. In 

addition to being inclusive of other staff—both current and former—in the revision of the 

vision and mission statements, there was also a focus on the document being useful, 
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attainable, and practical for the organization. In the focus group, the member behind this 

initiative said, “So, the thing that we discussed is that it should be realistic and applicable, 

so otherwise we would write a vision and mission we cannot follow, or it cannot be 

suitable with our objectives or the things we’re doing.” 

This process also involved sharing her learning from the certificate program with 

the other staff members when they sat together to work on the documents in a 

collaborative way. She recalled, “while we were writing for the vision, mission, and JDs 

for the organization we have to sit as a [staff] so we have to share our knowledge and we 

can gain some knowledge from them as well.” This was followed by a detailed drafting 

process, which she described in the focus group:  

So, we wrote down a draft so many times and we checked them out whether they 

are good enough to be like a final document or not. So, after that, after we had 

done it so many times we finalized the vision and mission. 

The process of creating many drafts mentioned by this member in the focus group was 

supported in the interview with Kyaw who did not take the certificate program himself 

but noticed that “[She] wrote lots of [drafts of the vision and mission statements] again 

and again.” Nyi also commented on the final product of the new vision and mission 

statements document and noted it is “more effective than before.”  

A similar process took place regarding the development of job descriptions, this 

time involving additional learning from other organizations and online resources. The 

director said, “After that, they developed the JD for all the positions. We have our 

director, our instructors, and financial manager and librarian. Like this… That was very 

good.” The job descriptions document is a 29-page document that outlines the job 
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profiles of 12 positions at the organization. For each position, the qualifications, 

experience, knowledge, and skills required are outlined in the document as well as the 

“main duties and key responsibilities.” 

The member responsible for developing the job descriptions alongside her two 

colleagues at the time recalled the process: 

Before we developed [the job descriptions], we studied a lot on the internet as 

well what other organizations used for their JDs and what should fit in with our 

organization as well. So, we wrote it by ourselves after we learned from other 

organizations. 

Interviews reflected the participants’ understanding of their jobs according to their job 

descriptions.  

There was also learning associated with the process of change from members of 

the organization who did not participate in the certificate program. One instructor, Kyaw, 

remarked that “after they studied that course, what I noticed is that they can give, how to 

say, there will be more organizational structure… and they can give constructive 

suggestions.” Kyaw went on to say that he did not communicate directly with his 

colleagues who participated in the PYU-IRC certificate program about what they learned 

in the program but he took notice of their work. Htwe noticed that at “a staff meeting they 

shared their knowledge that they gained from the Payap course, like if they had to draw 

the organizational chart, they shared their knowledge during those meetings.” Aung, 

another member of the organization who did not take the PYU-IRC certificate program 

commented about his colleagues who did. Aung said, “after they have done the Payap 

course, they can manage the things which an organization should do in their 
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organization… so they gained so much knowledge of how an organization should run.” 

When asked if members shared their learning with him, Aung responded that they had 

not shared with him directly but that they role modeled their learning. Aung said, 

After they have done their training, sometimes they take the lead on how the 

organization should be or while they’re working they apply their knowledge so 

during those times I can observe what kind of knowledge or what kind of work 

they are doing or implementing, so I can learn from them... I can learn indirectly 

from them. 

Although the organization went through a robust process of learning and change 

regarding the vision, mission statements and job descriptions, the member who was one 

of the main leaders in this initiative acknowledged that this change process was a 

continual one. One aspect of this continual process is the need to adapt to new and 

ongoing changes in the organization. Observations and participants revealed that the job 

descriptions particularly needed to adapt to changing circumstances within the 

organization. For example, one member commented that he had become the assistant 

director in the last year but “one of the difficulties is related to job descriptions because I 

haven’t received a proper job description for me.” The last year had also seen the addition 

of the international music notes instructor despite not having that title mentioned in the 

job descriptions document. Also, the job descriptions document mentions the position of 

a guard, which is not a standalone position in reality but whose duties are done by one of 

the computer instructors. Lastly, the document does not mention the position of civic 

education instructor, which was added in 2017. 
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The learning from the certificate program was diffused throughout the 

organization, not just through public postings as in the case of the instructor and student 

policies but also through members role-modeling the vision and mission statements in 

their daily lives. At weekly meetings, the director did not dominate but created an 

environment where the ideas of staff members were listened to. Discussions at weekly 

staff meetings also involved sharing about successes and failures and served to center the 

organization’s members around the goals of the organization. Even the inclusive drafting 

process of the vision and mission statements reflected how this diffusion throughout the 

organization occurred. 

 HR Policy and Financial Policy. The HR policy, effective September 1, 2016, 

was initially inspired by the director to add to the Job Descriptions but was developed by 

two members of the organization who participated in the certificate program who 

graduated in February 2016. The initiative includes policies on recruitment and hiring 

procedures, performance management, termination and discipline, work schedule and pay 

practices, benefits, and travel rules. It also includes an organizational structure. The 

document demonstrates organizational development as a result of the PYU-IRC 

certificate program as it contains references to content in the Non-Profit Operations and 

Human Resource Management course. The HR Policy also reflects the cultural context of 

the organization in that it includes a section on “Casual Staff” which are described as 

those who, 

…can be used for short irregular periods of work but can also work in long-term 

arrangements. They can be asked to work at short notice, with no guarantee of 

regular hours, are not entitled to annual or personal leave, and can be terminated 
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without notice, unless they are covered by an agreement or contract that specifies 

otherwise.  

Another aspect of the HR policy that reflects the community-based nature of the 

organization is the recruitment policy that says, “positions may be advertised through 

publications such as websites, emails or in the organization’s network of CBOs.”  

At the same time the HR policy was developed, these two members led the 

development of the financial policy that emerged from the certificate program and was 

introduced into the organization in January 2017. This document includes topics that 

were derived from courses in the certificate program such as accounting, business 

finance, and financial budgeting. Topics in the finance policy include cash management, 

transactions, accounting systems, financial reports, budget management, and a section on 

“internal controls” that shows “measures used by an organization to safeguard its 

resources and ensure accuracy, efficiency and reliability in accounting and operating 

information.” One designer of this initiative articulated that “before [the financial policy], 

even some staff when they got salary they would just take it. They didn’t sign anything 

and there were no documents to show.” This inspired the two of them to develop the 

financial policy from scratch from the PYU-IRC certificate program’s course on financial 

management. One shared that they “also took some ideas from other organizations, like 

how they count money.” 

 While Chit recognized that this change impacted by the certificate program was 

that “the organization is based on a financial system properly,” the process of learning 

and change regarding the financial policy seems to have been different from that of the 

vision and mission statements and job descriptions in that it appeared to be less inclusive 



  92 

of the whole staff, led somewhat to a clash with the director, and saw limited 

implementation. These three issues are explored below.  

With regard to lack of inclusiveness, neither of the two members responsible for 

this change effort mentioned including the director or other staff members in the process 

of drafting or writing the financial policy. There was no long drafting period where they 

interviewed staff or proposed multiple drafts like there was for the vision and mission 

statements. Instead, they collected their ideas from the PYU-IRC certificate program and 

presented their final policy to the director and other staff members. One of them recalled, 

“after the final project for the financial management [course], we shared to the staff what 

kind of documents we prepared and how those should be used by the staff.” When asked 

about this apparent lack of inclusiveness in the focus group the director said that the two 

of them, in fact, did lead a “group discussion here with all the staff and that was the first 

part of the process.” However, this group discussion was simply an introduction to the 

idea of creating a financial policy. As a result, observations and interviews with 

participants revealed that the policy was not as diffused throughout the organization and 

many of its documents remained pristine and unused in a plastic folder in the office.  

The process of learning and change regarding the financial policy revealed a clash 

of leadership between the director and one of the instructors. This member reflected, “I 

wrote the financial policy book and already gave it to the director and I would like to 

implement that policy as well but in reality, it is not applied and I don’t have the authority 

to do that.” When asked to speculate why he thought many aspects of the financial policy 

have not been implemented, he curtly responded, “It is hard to say… maybe it is better to 

quit. I should quit from here.” His observation that much of the financial policy is not 
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applied in the organization was corroborated by the director. When asked which parts of 

the financial policy are used in the organization, the director responded, “We use receipts, 

receipts, and [pause] only receipts, I think. The rest we don’t need to use because we still 

have to change our organization’s methods and our organization’s formats.”  

As part of the explanation for the limited implementation of the financial policy, 

the other member responsible for this change effort brought up the organization’s status 

as one based in the community. He said, “What I think is that now our organization is a 

CBO – community-based organization. We are not like an NGO. So, some of the 

documents we prepared are not relevant to use.” He elaborated further by commenting on 

the informal nature of operations in organizations like this that are not beholden to 

donors. He described, 

CBOs are based on the community, so it’s not like an NGO that has to rely on 

donors. But this organization doesn’t rely on donors. We rely on the students so 

we don’t need to worry about donors or something like that.  

This analysis was supported by Moe, a community member, who commented on the idea 

of how being self-funded affects the degree of implementation of policies such as the 

financial policy: 

Because they are not, how can we say, they are self-funding, so they think these 

types of documents [related to the financial policy] are not really required for 

them. Because they don’t have to show them to others.  

The fact that the organization is not beholden to funding sources created a dynamic 

between the director and the rest of the staff within the organization regarding the 

utilization of documents in the financial policy. This informal process is in contrast to 
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more formal operations necessary in organizations that rely on external funding sources. 

One member described this dynamic: 

If we have a mutual understanding with the leader, we can work well together 

because we are friendly… if we are very friendly with the leader, we can have an 

understanding on some things so we don’t have to get stressed [always filling out 

documents] like people who work at NGOs. 

This idea that a friendly relationship with the director alleviated the need for legalistic 

adherence to the financial policy was seen in observations throughout the site visit. All 

the staff maintained good relationships with the director and one another, which appeared 

to create a sense of trust in the director regarding financial matters within the 

organization as opposed to a trust in the policies and procedures of the financial policy. 

As with the case of one member responsible for the financial policy, however, the lack of 

full implementation of the policy also contributed to strain in his relationship with the 

director.  

As with the previous two change efforts, the disparity between espoused change 

and the reality of its partial implementation was evidenced in the reviewed documents 

and observations. In addition to the financial policy being largely unapplied in the day-to-

day financial life of the organization, the HR policy and its top-down isolated process of 

development also revealed only partial application. For example, the HR policy 

references an “Advisory Board” that oversees the policies in the manual; however, based 

on interviews and observations, no such advisory board exists in this organization. There 

is limited contact (once or twice per year) with the religious organization that tangentially 

oversees the organization by a single annual meeting between the director and a religious 
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leader, and beyond that, there is only the director of the organization who serves as a 

source of authority within the organization. It also mentions an “HR Department” which 

does not exist formally in the organization according to the participants. This revealed an 

incomplete implementation of the HR policy in the organization.  

In conclusion, despite the fact that several staff members talked about how 

processes and were shared across the three change initiatives, one of the members who 

was more critical about the way learning and change processes took place in the 

organization still felt that power and authority in the organization was not diffused in the 

organization. When asked if the organization is different after the impact of the certificate 

program, this member said:  

Yes, it is. [But] even though we took the Payap course, the procedures of the 

organization haven’t changed much. It is my opinion… it seems like the 

organization is just under the control of the director. Only most of the power or 

authority is on the director, so in case something happens to the director, who will 

lead this because he didn’t share power as well. That is one main thing that hasn’t 

changed. 

This section presented the three main learning and change processes that emerged from 

the interviews with the participants, reviews of the documents, and observations 

conducted in the organization.  

Evidence of learning and change. An investigation into the evidence of these 

learning and change processes revealed several important themes regarding 

organizational structure and processes, improved instruction, and a mindset for further 

organizational development. 
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 Organizational structure and processes. The process of learning and change is 

evidenced by developments and changes in organizational structure and processes. Thiri, 

a community member who works at a partner organization in the community and has 

known about the organization since its inception, recalled her perspective about the 

increases in organizational structure and processes as impacted by the certificate 

program: 

I was not involved in detail at the organization so I may not know exactly but I 

see some changes because this organization started in 2005 so when I came back 

here in 2011-2012 and even then this organization did not have a mission or 

vision or goal statement but after the OD course opened, since the organization 

opened the OD course, they themselves have also the characteristics of OD, 

organizational development, I think that is the time they really plan and make 

concrete vision, mission, goal statements, and some policies for the organization. 

Before I think they don’t have an exact policy but after the OD course, they have 

it. 

Thiri commented about how the development of the vision and mission statements 

coincided with a drifting from the religious institution involved in the organization’s 

founding: 

Before, the organization was started with the religious organization and there is 

influence by the religious leaders and the young people together, they have a good 

intention for the young people, like at the beginning it is mainly focusing on the 

religious youth, but later they also recruited students from ____ religion, ____ 

religion, from different religions also. But this was the first time their goals 
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shifted but they didn’t have any statement that they provide but now that they 

have more clear vision and mission they are more guided in where they are going. 

This change is corroborated by the vision and mission statement document, which never 

mentions a specific religion and that includes the objective “to be a place of learning in 

which different [ethnic groups] can learn without any discrimination… Teaching and 

sharing information of education to any race, religion, and place.” This was shared by 

nearly every participant in their description of the organization as one without 

discrimination as described above. This was also observed in the classes that did not have 

a particular religious or ethnic focus.  

Other members of the organization described additional changes and 

developments impacted by the certificate program. For example, one member said: 

What I noticed is that it has changed a lot after we attended the Payap course. The 

organization is based on a financial system properly and also, we have our own 

motto as well. Also, we can have a network or linkage with other organizations as 

well. So, one is [partner organization] and other organizations also want to join or 

link with us as well. So, after we attended the course, the daily working or 

running of the organization is also more systematic. 

This sentiment was shared by Thiri who commented,  

And the staff changed also, from the beginning there were 10 people involved but 

later everyone changed and only the director is left so sometimes the newcomers, 

if there is no written policy, they just follow what the director says… but now that 

they have a clear vision and mission statements and policy, of course they have a 

check and balance, I think. 
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This was observed on a daily basis as many aspects of the organization appeared to be 

working like clockwork. Observations showed instructors arrive at the main office as 

early as 7:30 AM, sign in, and head to their classrooms. Similarly, an influx of students 

arrived promptly between 7:50-8:00 AM for their first session followed by smooth 

transitions to subsequent classes. 

There were also technological improvements that Kyaw noticed and that were 

observed: “like projectors and computers as well so more students are interested in those 

materials as well.” These changes were observed in the participant observations as well 

as in the fact that all but two instructors utilized projectors. 

The staff meetings provided further evidence for learning and change regarding 

organizational structure and processes. For example, one staff meeting included a 

discussion on the budget as required by the financial policy document. This included the 

financial manager reporting about the difference between the planned budget and actual 

expenditures for the month revealing a 400,000 Kyat surplus, which they then discussed 

how to allocate the funds. In fact, each staff meeting began with a reporting by the 

Financial Manager on the finances as outlined in the financial policy.  

 Instruction. The evidence for learning and change was also seen in the instruction 

as referred to by participants and through observations. One instructor who completed the 

certificate program said, “Before I attended the Payap course, if I taught I used to 

reference only the textbooks from outside. But after I attended the Payap course, not only 

from textbooks but I also refer to things outside and related to the subject.” Phyo’s use of 

textbooks and other outside sources were observed in the faith formation class. This type 
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of change to improve instruction was corroborated by the community member, Moe, who 

noticed, 

I heard and I observed that they are also giving some useful courses more useful 

courses for personality, something like giving personality skill–self-management, 

positive thinking, personal responsibility–it’s like project working, project 

management skill or some management skill. I think, not I think, they are also 

offering some extra courses, adding extra subjects for the young people. I think 

the people who take the [PYU-IRC certificate program] have done a great job for 

contributing their knowledge. 

This was shared by Kyaw who said, “we upgraded our teaching system as well, previous 

years we didn’t even have any textbooks or anything for the students... but from last year 

we had a handbook or textbooks to refer to and we can also contribute to the students as 

well.” Observations of all the classrooms showed a diverse collection of teaching 

materials and practices. For example, in the management class, students created and 

presented their content related to the course materials on flip charts and led the discussion 

in the class. The newly added civic education course was also an attempt by the staff to 

improve their offerings to the students. This course was implemented after the director 

went through a civic education ToT in May 2017 offered by an NGO based in Yangon. 

The course covered topics such as social contract theory, democracy, and the 

organization of the Myanmar political system. Observations of this course showed the 

instructor talking about the differences between the 1974 and 2008 constitutions, the 

recent assassination of the Muslim National League for Democracy lawyer, Ko Ni, and 

the parliament seats allocated for the military. When asked why he decided to include this 
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civic education course in his curriculum, the director said, “Because I am interested in 

being an ethical citizen and being a citizen of a country means you must know your rules, 

your opportunities, your rights, and your responsibilities in the country.”  

One member also talked about how his learning from the certificate program led 

to changes in his teaching and gave him more confidence. Additionally, with regard to 

the idea of SMART goals from the PYU-IRC certificate program, he said, “it is not only 

for teaching. It is for our whole life.” His confidence as an instructor was corroborated by 

observations of his courses but it was also something he appeared to seek to instill in his 

students. In the speech and debate course, he talked about building confidence for public 

speaking. After preparation and instruction, the class then competed in a speech 

competition, which allowed them to develop their public speaking skills.  

Mindset for change. The process of learning and change is evidenced by a change 

in mindset towards increasing organizational effectiveness by implementing further 

changes necessary to embrace the challenges of the future.  

Diploma-Offering Institution. One of these changes is the development of the 

organization into a diploma-offering institution that is driving a process to completely 

separate from the religious institution which sponsors the organization’s compound. A 

diploma-offering institution would be certified by the government. Htwe, the music 

instructor, captured a common sentiment observed and heard in the interviews: “We 

hope, or we have ambition, that this organization will be a really huge school or huge 

training place in the future… every staff has a hope like that.” Chit added further clarity, 

“I would like the organization to implement a one-year diploma degree.” Observations of 

the staff meetings also revealed potential plans to rent out a second location with a 
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dormitory for students who drive in from the outskirts of the city. According to the 

director, however, there are several political and social obstacles in place namely that the 

government does not recognize educators with degrees from abroad. He said, “But the 

problem is, I don’t have a Myanmar university degree. The government won’t recognize 

me.” Still, he was optimistic: “But as of now, the situation is changing and I think they 

will accept me.” With regard to the political situation, Kyaw commented, “If the political 

situation in Myanmar changes, and if the situation keeps going like this or if the situation 

is good and if we have some capital and some place, I think we can turn our organization 

to be like a university-level or something like that.” Until then, the director sees the 

organization offering more and more courses such as a new nine-month course. 

Nine-Month Course. A second change begining in January 2018 is a nine-month 

course on Ethical Leadership and Social Sciences, which takes advantage of the way 

higher education is established. The educational context of Myanmar is that students 

typically take two routes of university learning. The more traditional route involves 

taking classes at the university. The second and more common way of attending 

university involves distance education where students simply attend an entire semester’s 

worth of lectures in 10 days while cramming for an examination that they take 

immediately after this 10-day period. Since most students are working, they take these 10 

days off to complete their university duties. The nine-month program on Ethical 

Leadership and Social Sciences would meet the educational needs and desires of the 

students and would work because students would not be taking classes during that time 

like traditional university students. Even though it has not been initiated yet, Moe, a 

community member, commented about this new program. “…and now they are even 
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preparing for another nine-month course for the organization. So, they have been 

developing a new curriculum for a new course for the organization.” When asked if she 

thought that was connected to the certificate program, Moe said, “Yes. And they adapted 

lots of the courses and exercises and games into the existing five-month course.” A 

discussion about the imminent implementation of this nine-month course was observed in 

a staff meeting as well. 

Staff retention and development. One of the challenges facing this organization in 

the future is keeping and developing staff members. Because of the quasi-volunteer status 

of some of the staff members and the fact that they are only paid substantially during the 

five-month course, staff retention has been an issue. Nyi, who has worked at the 

organization at least on a part-time basis for over four years said, “What I realized is that 

within a year or two or three, staff would quit.” One of the community members, Thida, 

noted the challenge of staff as well when she said that “the organization has grown a lot 

in terms of size and maturity… but it needs to have lots of trained teachers, lots of 

professional teachers.” In discussing this, the director used the word “volunteerism” to 

describe the nature of employment at the organization. When asked to elaborate on what 

he means by volunteerism, the director responded that “It’s like volunteerism since your 

job is not a permanent job. It’s not permanent. It’s just part-time in one year. So, you 

cannot guarantee your job for a long time.” This led the director to plan and implement 

future plans, particularly around the aforementioned nine-month course that would allow 

him to have more permanent staff members and year-round activity. The director said, “If 

I could run a nine-month course, I could guarantee the staff. It would not be volunteerism 

anymore… you would be a permanent staff.” 
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Chapter Summary 

This chapter presented the case vignette and discussed the three categories and 

their affiliated themes. Observations, interviews, and documents showed that there was 

learning about content and processes from the PYU-IRC certificate program. This ignited 

three distinct processes of learning and change from 2014-2017. These changes were 

evidenced in documents, observations, and interviews and led to a change in mindset 

towards increasing organizational success. It also led to a focus on implementing further 

changes necessary to embrace the challenges of the future. Although there is evidence of 

learning and change processes, the interviews, observations, and documents revealed that 

some of the new policies have only been partially implemented at the organization. 
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Chapter 5: Discussion of Findings and Implications for Research and Practice 

 

 

The purpose of this case study was to understand the process of learning and 

organization development and change (ODC) in a community-based enterprise (CBE) in 

Myanmar as impacted by a certificate program in organizational development. To fulfill 

this purpose, this study sought to answer the following primary research question: What 

has been the process of learning and ODC at the CBE as impacted by the Payap 

University-International Rescue Committee (PYU-IRC) certificate program? Secondary 

research questions that provided further focus included: 

a) What did members of the organization who participated in the certificate 

program learn from the program, and how have they integrated their learning into their 

work? 

b) How do members of the organization describe the process of learning and ODC 

in their organization? 

c) How do documents in the organization reflect ODC as a result of the certificate 

program? 

d) How do members of the community perceive the changes in the organization 

since the first member of the organization completed the Training of Trainers (ToT) for 

the certificate program in 2014? 

The findings of the study were organized in the following three main categories 

with their related themes presented in parentheses: 1) Learning from the Certificate 

Program (a. Content Learned from the PYU-IRC Certificate Program, b. Processes 

Learned from the PYU-IRC Certificate Program); 2) The Process of Learning and 

Change (a. Instructor and Student Policies, b. Vision and Mission Statements and Job 
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Descriptions, and c. Human Resources (HR) Policy and Financial Policy); and, 3) 

Evidence for Change (a. Organizational Structure and Processes, b. Instruction, and c. 

Mindset for Change). These findings led to an understanding of the essence of the 

process of learning and change, first through the diffusion of learning in the organization 

as a driver of development and change, and then through an open-systems change model 

including its inputs, changes processes, and outputs.  

The Diffusion of Learning as a Driver of Development and Change Processes  

Social learning processes facilitated the diffusion of learning in the organization 

in support of development and change processes. Social learning was evident in two 

distinct phases of the study participants’ experiences. Social learning in the first phase 

was described by the participants who were graduates of the certificate program or the 

program’s ToT. They referred often to their observations and the role modeling of the 

PYU-IRC instructors in these programs. Participants mentioned learning how to teach 

more effectively by observing and interacting more with the PYU-IRC instructors. Their 

learning during this phase served as an antecedent to their continuous learning in the 

organization. Bandura’s (1977) social learning theory states that learning occurs within a 

social context and represents a “continuous reciprocal interaction between cognitive, 

behavioral, and environmental determinants” (p. vii). According to the author, “most 

human behavior is learned observationally through modeling: from observing others, one 

forms an idea of how new behaviors are performed, and on later occasions this coded 

information serves as a guide for action” (p. 22).  

Social learning in the second phase was observed during the four-week data 

collection period and described by members of the organization who did not participate 
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in the certificate program or its ToT. Weekly staff meetings allowed staff members to 

observe and learn processes related to financial management, project management, 

problem-solving, and leadership from those members who participated in the certificate 

program or its ToT. On Friday afternoons, members of the organization who participated 

in the certificate program organized noncurricular learning activities to foster staff-

student interaction. During these activities, they role modeled student-centered learning 

facilitation styles. According to Bandura (1977), social learning through modeling 

incorporates four processes: attention, retention, reproduction, and motivation. The 

author noted that “attentional processes determine what is selectively observed in the 

profusion of modeling influences to which one is exposed and what is extracted from 

such exposures” (p. 24). The level of attention is derived from the perceived stature and 

respect of the people who are role modeling. The fact that the members who participated 

in the certificate program had university certificates made them more respected as role 

models thus garnering the attention of others. For retention to occur, observers must have 

enough exposure to models to “produce enduring, retrievable images of modeled 

performances” (Bandura, 1977, p. 25). Given the small size of this organization within a 

communitarian environment where people are often together, there were many 

opportunities for people who did not participate in the certificate program to interact 

daily with those who did. This occurred in curricular settings like observations of other 

instructors’ classes and in non-curricular settings such as the Friday afternoon activities. 

Observations showed that instructors who did not participate in the certificate program 

reproduced similar student-centered facilitation styles in their classrooms. Since 

repetitive experiences are vital to the processes of social learning, communitarian 
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environments with high levels of interaction as observed in this organization are primed 

for social learning.  

Members of the organization also described how they learned together to craft the 

vision and mission statement. Shteynberg and Apfelbaum (2013) ran experiments that 

showed that shared in-group attention, i.e., adults observing something “co-attended with 

one’s social group,” is particularly important for social learning (p. 739). This was 

evidenced in this study through staff meetings when they envisioned the future of the 

organization together and where the members of the organization discussed the vision 

and mission of the organization. During these meetings, each member of the organization 

shared their own view for the future with supporting arguments informed by their own 

experiences and in specific cases by their own learning from the certificate program or 

ToT. Both the observations of these meetings and the descriptions of the meetings by the 

members of the organization showed how these collective observations contributed to 

their social learning.  

The social learning mechanisms used in the diffusion of learning in this 

organization are supported by literature that discusses social learning in other 

community-based organizations going through change. For example, in a study of the 

diffusion of knowledge and skills in a community-based organization in the United 

States, García-Iriarte, Suarez-Balcazar, Taylor-Ritzler, and Luna (2011) found that 

modeling played a role in the diffusion of learning from the coordinator to other staff 

members in the organization as they developed new processes for evaluation. Social 

learning also proved to be essential for members of several community-based 

organizations who participated in a program related to the implementation of an 
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evidence-based HIV prevention intervention (Kegeles, Rebchook, Pollack, Huebner, 

Tebbetts, Hamiga, Sweeney, & Zovod, 2011).  

It was interesting to notice that Knowles’ (1980) key assumptions of andragogy 

did not play a major role in understanding the learning of the members of the 

organization. This could be explained by the differences between the individualist culture 

of the United States where these assumptions were developed and tested and the 

communitarian culture of Myanmar. For example, although all participants in this study 

were passionate about learning, there was little evidence of self-directedness in their 

learning, which is characteristic of individualistic cultures. According to Knowles (1980), 

self-directed learning occurs when adults consciously and intentionally seek to 

understand their learning needs, implement strategies to meet their learning objectives, 

and then evaluate outcomes related to their learning. Members of the organization in this 

study preferred to learn through observation and role modeling, and only a few members 

of the organization who participated in the certificate program engaged in an individual 

pursuit of learning about job descriptions or financial policies using online searches that 

would be considered self-directed.  

The Nature of Development and Change Processes: An Open-Systems Model 

 The essence of the development and change processes in this organization is 

captured through an open-systems model. The findings of this study aligned with 

Cummings and Worely’s (2015) model of ODC and the following sections capture the 

inputs or antecedents to change, the change processes, and the outputs of change as part 

of this model.  
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 Inputs of the development and change processes. Cummings and Worely 

(2015) describe inputs as external and internal factors that impact change processes in an 

organization and ultimately lead to organizational outputs. In this study, the inputs, which 

constituted the antecedents to the processes of development and change consisted of the 

PYU-IRC Certificate Program and its ToT program, the political and economic changes 

in Myanmar, the culture of Myanmar, and the characteristics of the organization.  

The PYU-IRC certificate program and its ToT program. In this study, both the 

PYU-IRC Certificate Program in Organizational Development and its ToT program 

served as antecedents to the learning and change processes of the organization. Both 

embodied adult learning principles and covered specific topics related to management, 

finances, and leadership. The importance of the certificate program and its ToT as an 

antecedent for development and change in the organization was evidenced by the stories 

of participants. Four of the members of the organization continuously referred to their 

learning in the certificate program and gave examples of how their learning impacted the 

way they initiated and implemented the change processes.  

The certificate program had many courses that directly influenced the 

development and change processes in the organization. The adult learning component of 

the ToT program and the courses in Cross-Cultural Communication and Ethical 

Leadership Skills directly influenced the director’s decision to develop the Instructor and 

Student Policies and create a more flexible, student-centered learning environment. The 

Organization and Management course and the Strategic Planning course influenced the 

development of the Vision and Mission Statements. Lastly, the courses that related to 

finances and HR, such as Financial Budgeting, Accounting, Non-Profit Operations, and 
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Human Resource Management, influenced the development of the Financial and HR 

Policies.  

Political and economic changes. There were political and economic factors that 

impacted the processes of development and change in this organization. When the 

organization was founded in 2005, Myanmar was ruled by a military junta, private 

educational organizations were essentially illegal, and the country’s GDP was at 11.98 

billion USD (World Bank, 2017b). Since then, semi-free and partially democratic 

elections were held in 2015, the government has become more open to private 

educational organizations, and the economy has grown to 63.22 billion USD as of 2016 

(World Bank, 2017b). The changing political and economic situation in Myanmar led to 

an increased openness toward entrepreneurial activities and easier government 

registration processes for organizations. The organization in this study took advantage of 

these changes and went through official registration with the township government. This 

led study participants to have a sense of stability and confidence about the organization’s 

potential for growth. As the organization began to develop a strategy to attract a more 

diverse population of students, study participants learned about different ways of 

recruitment, including online recruitment through social media. The use of social media 

was facilitated by recent developments in internet infrastructure and the lower cost of 

mobile technology. When Myanmar Posts and Telecommunications (MPT) first launched 

mobile services in the country in the year 2000, SIM cards on the black-market cost 

around $5000 (Win, 2015). This price dropped to $250 in 2013 and again drastically to 

$1.50 in 2014 (Win, 2015). According to Leong (2017), smartphones and the use of 

mobile applications are rising dramatically in Myanmar. This was reflected in the use of 
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Facebook by the organization to communicate with students and engage them in the 

everyday life of the organization. Changing government policies and economic systems 

as antecedents to learning and change processes in organizations was also found in the 

literature in studies such as Wolhuter, Walt, and Steyn’s (2016) understanding of how 

school leaders navigated change in Zambia and Cseh’s (2002) understanding of informal 

learning and change processes in small businesses in Romania. 

The culture of Myanmar. The processes of development and change were also 

influenced by the culture in which the organization is embedded. One way of 

understanding culture is “the way in which a group of people solves problems and 

reconciles dilemmas” (Trompenaars & Hampden-Turner, 2012, p. 8). Using the metaphor 

of software, Hofstede, Hofstede, and Minkov (2010) refer to culture as the “collective 

programming of the mind that distinguishes the members of one group or category of 

people from others” (p. 6). The observations of the interactions among the members of 

the organization and the way the participants in this study referred to their relationships 

with others in the organization showed the communitarian nature of their culture. The 

essence of communitarian culture according to Trompenaars and Hampden-Turner 

(2012) is that members work together toward collective well-being, even at the expense 

of individual pursuits. In communitarian cultures, members give up their individual 

opinions and needs in the pursuit of collective goals and the well-being of the 

community. According to Trompenaars and Hampden-Turner (2012), the organization in 

this study could be described as having a “family culture” which is characterized as being 

person-centered and hierarchical (p. 195). This organization is person-oriented in that 

there are close face-to-face relationships among members and hierarchical in the sense 
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that the director of the organization functions as a father figure in a supportive and non-

threatening way, functioning more like a family. Members often talked about their loyalty 

to the organization, and observations showed their respect for the director.  

Organization characteristics. Given that the organization in this study is one 

fostering education in the community, its members inherently cared about learning. When 

they described the reason they joined the organization, they repeatedly talked about the 

importance of learning and growth both at the individual and organizational levels, which 

impacted the development and change processes in the organization.  

The autonomous and financially self-sustaining nature of the organization in this 

study also served as antecedents to its processes of development and change. The 

organization did not rely on outside donors to fund its operations, and although the nine 

founders of this organization were provided initial guidance by a religious institution and 

were allowed to use some of its buildings, the institution did not interfere in the 

operations and change processes of the organization.  

The processes of development and change. The three major change processes 

initiated in this study—Instructor and Student Policies; Vision and Mission Statements 

and Job Descriptions; and, Financial and HR Policies—were organizational level 

changes. The first change in the organization, relating to Instructor and Student Policies, 

was initiated by the director who completed the certificate program’s ToT program in 

2014. This effort was initiated by the director in January 2015 immediately after his 

participation in the ToT. At that time, the organization was not officially registered with 

the township government and there was high staff turnover. Since the first ToT program 

was just rolled out to prepare the trainers for delivering the certificate program, the only 
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member of the organization who was exposed to the content and processes of the 

certificate program was the director.  

The director reflected on how the development of the Instructor and Student 

Policies emerged from his own changing perspectives as a result of his participation in 

the ToT program. He described his desire to run the organization based on well-thought-

out policies inclusive of stakeholders that have different religious and ethnic 

backgrounds. The director developed the policies alone and then presented and discussed 

them with the members of the organization. As part of the implementation, public 

postings of the documents on bulletin boards and in the office were used to reinforce the 

policies. This also included a sign-in and sign-out sheet for staff, weekly staff meetings, 

and monthly teaching reports from instructors.  

The director decided to roll out this change process during the summer break 

when members of the organization had time to discuss and incorporate the policies in 

their work. Interviews with the director showed that he was careful not to be rigid in his 

enforcement of these policies. Interviews with the director showed that he gave a lot of 

thought to the implementation of the policies and understood that exceptions should be 

made in special circumstances. Observations also showed that he made exceptions for 

certain students paying fees late and for some staff members who could not attend weekly 

meetings. This process reflected the director’s mindset for understanding diverse 

perspectives during development and change processes, which created an environment in 

the organization where further change was encouraged. 

The second change effort—the Vision and Mission Statements and Job 

Descriptions—was developed by three members of the organization as a result of their 
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participation in the certificate program that ended in February 2015. The idea for this 

development and change process began when the three members discussed their learning 

from the certificate program together and considered the needs of their organization. 

They all agreed that the organization needed a new strategy informed by a clear vision 

and mission and a new structure supported by well-defined job descriptions. With the 

blessing of the director who was one of the four trainers who administered the certificate 

program, these three members began discussing with other members of the organization 

the idea of developing the vision and mission of the organization followed by the 

objectives and goals that would fulfill this vision and mission. This process was a highly 

iterative one that included continuous input from current and past members of the 

organization who are still members in the community. This inclusivity fostered buy-in 

from the organization’s members and the change process was met with enthusiasm and a 

desire from all staff members to collectively implement the changes within the 

organization. After the collective drafting process, the final documents were agreed upon 

at a staff meeting in March 2015, and implementation approaches were discussed. 

According to Cummings and Worely (2015), change processes regarding strategy are 

among the most critical for organizations in the establishment of their relationships with 

their stakeholders and the environments in which they work. As a CBE with strong ties to 

its community, it was particularly important for this organization to build a strategy that 

will ensure its continued embeddedness in the community. 

After developing the Vision and Mission Statements, the three members of the 

organization also initiated the development of Job Descriptions. They approached each 

staff member and discussed with them the nature of their jobs and a description of their 
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daily tasks. They also talked with them about the importance of the alignment of job 

descriptions with the organization’s structure. This created buy-in for the change effort. 

In order to supplement what they learned in the certificate program about job descriptions 

and the information they gathered from the members of the organization, the three 

members who initiated this change looked online at examples of job descriptions in 

organizations similar to theirs. The review of the documents in the Job Descriptions and 

the structure of the organization showed their alignment with the established vision, 

mission, objectives, and goals of the organization. 

The third change effort of Financial and HR Policies was developed by two 

members of the organization who participated in the certificate program the following 

year and graduated in February 2016. In the certificate program, these two members 

became interested in human resource systems and financial policy. They also noticed that 

the organization had no clear system around documenting the money coming in and 

going out of the organization. The director recalled that there was an initial discussion at 

a staff meeting when these two members introduced their interest in developing and 

implementing an HR and financial policy. However, interviews revealed there were no 

further discussions and other staff members were not included in the process of creating 

these policies. The two members responsible for these policies mentioned how they were 

influenced by the content of the certificate program and their online research of the 

practices of other organizations. 

The HR Policy, which included staff recruitment, performance management, and 

benefits was presented to the organization by the two members in September 2016. As 

interviews with the organization members revealed, the director recognized the work of 
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the two members in developing the policy but decided to postpone their implementation 

because they were not aligned with the practices of the organization or were duplicating 

other policies. For example, performance management was assessed through the monthly 

teaching reports that members of the organization had to submit as part of the Instructor 

Policy. Staff recruitment was done based on the relationships built in the community, and 

given the nature of the CBE, the only benefits consisted of salaries and lunches that were 

frequently provided to all the organization members. The two members’ approach to 

developing this policy without consultation with the director and other members of the 

organization and without taking into consideration the other policies in the organization 

led to a proposal that was disconnected from the day-to-day operations of the 

organization. 

 The same situation was experienced as a result of the presentation of the 

Financial Policy. Most aspects of the policy were perceived by the director and other 

members of the organization as unnecessary. The director pointed out that only the 

receipts that kept track of payment from students and of staff salaries were useful to the 

organization. (Previously, there were no receipts or trace of these financial exchanges.) 

Other policies such as the ones related to travel requests, training workshop requests, and 

advances on one’s salary were postponed as not relevant at that time. This led to the 

frustration of the two members of the organization who developed these policies and who 

felt that the director did not support their initiatives.  

According to the Trompenaars and Hampden-Turner (2012), decision-making 

processes in communitarian cultures take longer because they rely on “detailed 

consultations with all those concerned” (p. 77). The authors go on to say that if the group 
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is “not consulted first, an initial ‘yes’ can easily become a ‘no’ later” (p. 77). This is 

precisely what occurred with the HR and Financial Policies. An initial “yes” during a 

discussion about creating those policies was not followed-up with detailed consultations 

with all members of the organization. This led to a lack of buy-in from members of the 

organization based on their perceived misalignment with the needs of the organization.  

Outputs of development and change. Although the changes initiated in this 

organization are still quite recent, there was already evidence of their outcome at the time 

of this study. The openness to diverse stakeholders and their perspectives incorporated in 

the vision and mission of the organization led to a larger student body with an increased 

number of students of diverse religious and cultural backgrounds. Since the organization 

is entirely reliant on student tuition to fund its operations, the jump from an average of 61 

graduates in batches 1-15 to over 200 graduates in batch 16 represents a massive increase 

in revenue.  

The change in the vision and mission of the organization led to the welcoming of 

students of other religions and ethnic backgrounds who would not have interacted 

otherwise in the community. Since the community has a broad representation of different 

religious and ethnic groups who typically do not interact among each other, these changes 

in the organizational mission led to social change in the community. This also led to an 

increased number of diverse customers in the community who were loyal to the 

organization. This was evidenced by the descriptions of the community members of their 

relationship with the organization and their level of trust in the organization. 

Observations of classrooms in the organization also showed instructors’ approaches to 

student-centered learning, which are novel approaches in the Myanmar education context. 
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The most evident output as a result of the development and change processes was a 

changing mindset of the members of the organization as it related to their students, the 

facilitation of learning, the inclusion of different perspectives in the content of their 

instruction, and the potential for further change in the organization.  

Implications for Research 

Considering the centrality of social learning in the diffusion of learning in the 

organization as a driver for development and change, future research should seek to 

understand how social learning with its processes of attention, retention, reproduction, 

and motivation unfolds, if at all, in other community-based organizations whose members 

participated in the certificate program. Since, at this time, members of over 100 

organizations in Myanmar and along the Thai-Myanmar border participated in the 

certificate program, future research could investigate the impact of the certificate 

program on the learning and change processes of these organizations. Considering the 

variations of these community-based organizations and CBEs as it relates to their size, 

location, sector (ex. agricultural, healthcare, education, human rights), and organization 

characteristics (ex. self-sustaining or donor dependent), this study could lead to a holistic 

understanding of learning and change processes in these organizations. 

A longitudinal study of the alumni of the studied organization could contribute to 

the understanding of the impact of student-centered instructional methods and content 

presented from diverse perspectives on the alumni’s work and life trajectories and 

experiences, especially in a country where student-centered approaches and diverse 

perspectives are not part of the mainstream education system. Given the changes to 

inclusive policies and instruction related to valuing different perspectives in this 
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organization, a study could seek to understand how these changes, if at all, impacted 

students’ learning and perceptions of others. 

 Given the cultural richness of the region of Myanmar in which the organization in 

this study occurred and that of the over 100 organizations whose members participated in 

the certificate program, ethnographic studies conducted in these organizations could 

contribute to the understanding of the impact of culture on the meaning-making process 

of the organization members’ experiences in the certificate program and its impact on 

their organizations. Considering the dearth of research on the learning and change 

processes of CBEs in rural areas with limited resources and in emerging market 

economies, a grounded theory approach would allow for the development of theory to 

explain these phenomena. Further research could also investigate how concepts of 

organization development and change were presented in the certificate program and how 

participants made meaning of those concepts and adapted them to their specific contexts.  

 This study has implications for researchers who are planning to conduct studies in 

countries where field research is not a common occurrence and organizations are not used 

to researchers visiting them, observing their activities, and interviewing their members. 

Although building rapport in preparation for qualitative research studies is important in 

any context, the way this rapport is built in countries like the ones described above needs 

specific approaches. For example, in Myanmar, which is characterized as being a 

communitarian culture, building rapport does not happen only through individual 

interactions with potential participants in the study but through collective engagement 

with the members of the organization where the study is conducted (ex. playing sports, 

eating meals, and participating in community activities). After the rapport is built with 
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the members of the organization and trust is established, the next challenge is eliciting in-

depth, reflective descriptions and stories from the members of the organization who are 

not used to being interviewed. In cases like this, multiple interviews over a period of time 

are recommended in order to engage the participants in discussions and guide them 

through a process of reflection. For example, in this study, it took four weeks to collect 

the data and several interviews in different settings to elicit the reflection of participants 

on the learning and change processes in the organization.  

This process could be complicated if the researcher does not know the mother 

tongue of the participants, and when the participant’s knowledge of the researcher’s 

language is not at the proficient level. In situations like this, the selection of and rapport 

built with an interpreter is essential. In the case of this study, the interpreter was selected 

based on his proficiency in both languages and his understanding of the concepts of 

learning and ODC. These concepts were further discussed with the interpreter both before 

and during the data collection process. 

Implications for Practice 

This study shows the prevalence of social learning through observations and role 

modeling in the diffusion of learning in the organization as change and development 

processes were initiated in this organization. Human resource development (HRD) 

professionals or professionals who are tasked with facilitating learning and change in 

community-based organizations similar to the one in this study could be guided by the 

processes described in this study when creating environments to facilitate learning among 

the members of the organization. They should also take into account the characteristics of 

the organization, political and economic factors that could impact the organization, and 
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assess the knowledge and skills of members of the organization as they relate to learning 

and change processes in order to leverage them. 

The findings of this research could also inform the members of the studied 

organization as they continue to learn together in their efforts to implement all the 

changes that they initiated. The approaches to learning and ODC processes found in this 

study could also provide a roadmap to the members of the organization for their future 

learning and change.  

The findings of this study showed the importance of both the content and the 

instructional processes used in the PYU-IRC Certificate Program and its Training of 

Trainers Program as antecedents to the learning, development, and change processes in 

the organization. Since this is the first research study that includes the impact of the 

certification program on the processes of learning and development and change in an 

organization that had several members participating in the program, these findings show 

the importance of role modeling learner-centered instruction by the PYU-IRC instructors 

in the certificate program. Thus, the ToT for the certificate program should continue to 

emphasize strategies that will allow instructors to be role models for their participants. 

The findings also showed the relevance of the content of the certificate program, 

especially related to certain areas that aligned with the organization’s needs.  

Without the content and role modeling that some of the members of the 

organization were exposed to, the organization could not have engaged in the learning 

and change processes that were evidenced in this study. This shows the importance of 

continuous learning through well-thought-out and designed educational programs to meet 

the needs of community-based organizations such as the one in this study.  
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Appendix I: Letter of Invitation 
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Appendix II: Recruitment Document 

 

Community members will be selected by first asking all 12 organization members 

to think about potential community members who fit the following criteria.  

• Participants must be from [city in study] 

• Participants must have been associated with the organization before and 

after the first member of the organization participated in the certificate 

program for example serving in a partner organization who has worked 

with the organization 

• Participants must have worked closely with the organization for at least five 

years. 

The recruitment document below will be handed and emailed to all members of the 

organization at the first meeting when the organization members receive the 

Information Sheet and learn about the study:  

Please share this invitation to participate in a research study with community 

members that you know that have been associated with your organization since 

before 2015. 

 

My name is Oliver S. Crocco I am a doctoral candidate at the George Washington 

University in Washington, D.C., USA. I am conducting my dissertation research to 

understand the process of learning and organizational development and change in a 

community-based enterprise (CBE) as impacted by the Payap University Certificate 

Program in Organizational Development.  

 

I would like to invite you to participate in this research study if you meet the 

following criteria: 

• You must be a resident of [city in study] 

• You must be associated with the organization and know about its work at 

least for five years 

Although you will not receive any compensation for participating in this study, your 

contribution is essential in understanding the evolution of this organization and its 

contribution to the community.   

 

If you agree to participate in this study, please contact me at 

olivercrocco@gwu.edu at your earliest convenience. If you do not meet the criteria 

above but know someone who does and who might be interested in participating in 

this study, please email me. Thank you for your time and consideration. 

 

Sincerely, 

 

Oliver S. Crocco – olivercrocco@gwu.edu – 1-202-999-7464 

  

mailto:olivercrocco@gwu.edu
mailto:olivercrocco@gwu.edu
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Appendix III: Burmese Translation of Recruitment Email 
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Appendix IV: Information Sheet 

 

Information Sheet 

 

Research Study Title:  

 

Learning, Development, and Change in a Community-Based Enterprise in 

Myanmar 

 

IRB# ________ 

 

Principal Investigator: Maria Cseh, Ph.D.  

Co-Investigator: Oliver S. Crocco Ed.M.  

 

INTRODUCTION 

 

You are invited to take part in an academic research project conducted by Oliver S. 

Crocco, Human and Organizational Learning (HOL) doctoral candidate, under the 

supervision of Dr. Maria Cseh of the HOL Department in the Graduate School of 

Education and Human Development (GSEHD) at the George Washington University 

(GW). 

 

Please note that your participation in this research project is voluntary. You may 

choose not to take part or you may withdraw from participation at any time. 

Although there will be several benefits for research and practice to your participation 

as described in the benefits section below, you will not receive any monetary 

compensation for your participation and there will be no penalty for opting not to 

participate in this study.   

 

ABOUT THE RESEARCH AND PROJECT 

 

You are being asked to take part in this study because you are a part of a community-

based enterprise (CBE) in Myanmar which has members who participated in the 

Organizatioanl Development Certificate Program developed by Payap University 

(PYU) in collaboration with the Project for Local Empowerment implemented by the 

International Rescue Committee (IRC).  

 

The purpose of this study is to understand the process of learning and organization 

development and change (ODC) of a CBE in Myanmar as impacted by the PYU-IRC 

certificate program in organization development that several members of this 

organization participated in. The primary research question investigated in this study 

is the following: What has been the process of learning and ODC at the CBE as 

impacted by the PYU-IRC certificate program?  

 

Secondary research questions include: 
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1. What did the members of the CBE who participated in the certificate program learn 

from the program, and how have they integrated their learning into their work?  

2. How do members of the CBE describe the process of learning and ODC in their 

organization?  

3. How do documents in the CBE reflect ODC as a result of the certificate program?  

4. And, how do members of the community perceive the changes in the organization 

after February 2015 (when the first member of the CBE graduated from the 

certificate program)? 

 

WHAT IS INVOLVED IN THIS PROJECT AND STUDY? 

 

The total amount of time you will spend in this project is between 1-2 hours. There are 

no additional costs associated with the study participation with the exception of your 

time. If you are a member of the organization, you will be asked to participate in a 60-

minute focus group and possibly a 60-minute interview. If you are a community 

member, you will be asked to participate in a 60-minute interview. 

 

WHAT ARE THE RISKS OF THE STUDY? 

 

There are only minimal risks to this research. Risks include possible loss of 

confidentialty and discomfort due to being asked to share about one’s experiences with 

the certificate program and/or its impact on the organization. At any time for any reason 

whatsoever, you will have the option of not answering a question or leaving the study. 

All names and identifying information will be changed in the analysis to mitigate risk 

thus pseudonyms will be used in passport-protected documents in order to keep the 

confidentiality of the participants. When presenting the research, data will only be 

presented in aggregate form, which means that no participant will be singled out and 

reported on individually. All data for this study will be deleted three months after the 

completion of the study. 

 

ARE THERE BENEFITS TO TAKING PART IN THE STUDY? 

 

There is no compensation for participating in this study; however, this study will 

contribute to existing knowledge of learning and organization development and change 

of CBEs in Myanmar communities and will benefit CBEs in Myanmar as well as 

organizations like PYU and IRC. 

 

PROBLEMS OR QUESTIONS 

 

Research specific questions should be addressed to Oliver Crocco by telephone at 1-

202-999-7464 or email at olivercrocco@gwu.edu. You may also contact the principal 

investigator, Dr. Maria Cseh, at telephone number 1-202-994-8649 or by email at 

cseh@gwu.edu. The Office of Human Research of The George Washington University 

can provide further information about your rights as a research subject: 1-202-994-

2715. 

 

mailto:olivercrocco@gwu.edu
mailto:cseh@gwu.edu
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Appendix V: Burmese Translation of Information Sheet 
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Appendix VI: Interview Protocols 

 

Organization staff members who participated in the certificate program or ToT 

 

1. I would like to start the interview by asking you to describe your organization 

and the community your organization is serving. 

2. Please describe your role in this organization.  

3. Describe how you heard about the certificate program offered by Payap 

University and IRC that you participated in and what led you to participate in the 

program. 

4. What did you learn from the program?   

5. How have you integrated your learning in the certificate program into your work?  

6. How have you shared your learning from the certificate program with others in the 

organization? 

7. Were there any developments or changes in your organization since your 

participation in the certificate program. If yes, please explain.  

8. How do you see the evolution of your organization in the future?  

 

Organization staff members who did not participate in the certificate program or 

ToT 

 

1. I would like to start the interview by asking you to describe your organization and 

the community your organization is serving. 

2. Please describe your role in this organization.  

3. In the past two and a half years, did you notice any development or change 

processes in your organization? If yes, please explain. Possible follow-up questions 

include: 

a. Who initiated these processes? 

b. What was your role in this development and change? 

c. How did you participate in this process? 

4. I am aware that four of the members of your organization participated in the PYU-

IRC certificate program including one member who participated in the training of 

trainers to teach in the program. Did you notice any changes in the work of the 

participants since they participated in the PYU-IRC certificate program? If yes, 

please explain.  

a. Were there any opportunities to learn from your colleagues about what they 

learned in the program? If yes, please explain.  

5. How do you see the evolution of your organization in the future?  

 

Community Members 

 

1. Please describe this organization and its contribution to the community.  

2. What, if any, changes in the organization have you observed over the past two and 

half years since members of the organization participated in the PYU-IRC 

certificate program?  

3. Describe the evolution of this organization in the community. 
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Appendix VII: Focus Group Protocol 

To start our discussion, I would like you to describe any developments or changes that 

have happened in the last two and a half years in your organization. 

 

I am aware that three of you graduated from the PYU-IRC certificate program and one of 

you participated in the Training of Trainers. How has the certificate program, and the 

knowledge you gained from it, impacted your work? Have there been any changes in the 

organization since your participation in the program? (What triggered those changes? 

Please describe the change processes.) 

 

For those of you who did not participate in the program, have you seen any changes in 

the work of your colleagues who participated in the program? How has that changed the 

way they engage with you at the workplace? Did you experience any changes in the 

organization? (What triggered those changes? Please describe the change processes.) 

 

How do you learn from each other in this organization? How have you sought to change 

things in the organization? (What has triggered those changes?) 
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Appendix VIII: Document Review Guide 

 

All available documents will be reviewed, and the following table will be used to collect 

data based on these documents. Example of these documents may include organization 

strategy, vision or mission statements, job descriptions, quarterly or annual reports, 

external or internal communication documents, meeting minutes, etc. These include 

documents since the inception of the organization to establish a historical view of the 

organization’s documents. 

 

These organization documents will be analyzed with the following table: 

 

Title of Document  

Date of Document  

Description of Document  

 

Examples of processes 

related to learning 

 

 

 

 

Examples of processes 

related to organization 

development and change 

 

 

 

References to the PYU-IRC 

certificate program 

 

 

 

If any previous iterations of 

this document exist, what 

are the changes in these 

iterations over the past two 

and half years after 

members graduated from 

the certificate program? 
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Appendix IX: Data Collection Methods and Related Participants, Observation 

Sites, and Documents 

Data Collection 

Method 

Participants, Observations, Documents  

Interview Director   

Interview Instructor – Management  

Interview Instructor – Faith Formation and Speech and Debate  

Interview  Instructor – English  

Interview  Instructor – Computer 

Interview  Instructor – Computer and Physical Education 

Interview Instructor – Guitar 

Interview  Community Member 1 

Interview Community Member 2 

Interview Community Member 3 

Interview Community Member 4 

Focus Group  The director and seven other staff members 

Observation  Staff Meeting 1 

Observation  Staff Meeting 2 

Observation  Staff Meeting 3 

Observation  Staff Meeting 4 

Observation  Civic Education Class 

Observation  Computer Class 

Observation  English Class 1 
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Observation  English Class 2 

Observation  Faith Formation Class 

Observation  Guitar Class 

Observation  Management Class 

Observation  Speech and Debate Class 

Document  Job Descriptions 

Document Vision Statement, Mission Statement, and 

Organizational Goals 

Document Human Resources Policy 

Document Instructor Policy 

Document Student Policy 

Document Financial Policy 

Document Office Poem 

Document Other Evidence (Expense Form, Leave Form, Staff 

Payment Receipt, etc.) 
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Appendix X: Observation Protocol 

Date  

Time  

Location  

Brief Description of 

Observed Activity 

 

 

 

 

 

Physical Setting  

(e.g., context, resources, 

space allocation) 

 

 

Participants (e.g., 

characteristics, disposition, 

attitude towards 

others/task, verbal and 

nonverbal behavior) 

 

Activities (e.g., type of 

activities, connection 

among people while 

engaged in activities, 

routines) 

 

 

Other (e.g., unplanned 

activities) 
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