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Why this book?
Violence, particularly gender violence, intimate partner violence and violence against children, is
a pressing social problem with devastating effects on the wellbeing of people all over the world.
Its impact on human and gender rights, physical and mental health, education, employment and
economies has mobilized global partnerships of nations committed to end violence. Tanzania is one
of the 13 ‘pathfinder’ countries that have put in place systems and policies to end violence against
women and children in the country.
Alongside many partners in the gender-based violence (GBV) prevention field, UZIKWASA believes
that change of social norms and beliefs is key to successfully preventing both GBV and violence
against children (VAC). Research in Pangani has revealed oppressive gender norms that drive forms
of violence including early sexual initiation, forced early marriage, community acceptance of partner
violence, rape and victim blaming, corruption, silence due to shame and fear and high rates of alcohol
consumption. Finally, reluctance of leaders to act has been a significant obstacle to successfully
addressing violence against women and children.
Social causes of violence are interlinked and complex, because they involve many sections of society.
For example, when a girl is raped in Pangani, found to be pregnant and forced to quit school, then
subsequently forced to marry her rapist, efforts to empower this girl alone would not affect all
threats she is facing. The failures of her family, community and government to protect her from
rights violations asks for a holistic response that includes all sections of society.
Through working with the whole social context—women, men, couples, youth, children and
leaders—UZIKWASA’s social change program in Pangani has generated evidence of positive change
in community perceptions, practices and leadership behavior related to violence against women
and children, gender equality and gender justice. The development of committed leaders through
reflective training approaches combined with thoughtful multimedia campaigns has been UZIKWASA’s
key program focus.
With this booklet, we are keen to share our experience with likeminded partners who wish to realize
the power of reflective intervention approaches in their own areas of operation. We would like to
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take you through what we feel are essential lessons from our work and what has worked well in
Pangani.
We look forward to learning from you and with you on a new exciting path of conscious practice to
transformation.

N. Urassa,
Executive Director - UZIKWASA
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What is UZIKWASA
UZIKWASA is a civil society organization established in 2004 with the aim to reach out, listen to
and strengthen voices in rural communities by engaging them to find their own solutions to social
challenges through encouraging empowerment and developing grassroots leadership capacity.
Initially, we supported community leaders to develop grassroots responses to HIV/AIDS through
participatory community planning. But something was missing and the program was not truly
transformative. We had an opportunity to experience our own KUMBE1 (AHA) moment when we
encountered the concept of emotional intelligence in a workshop with partners. This was a turning
point for UZIKWASA for deepening our intervention approaches to address the complexity of change.
Over nearly a decade, we have organically developed the program into the current holistic social
change program that involves multi-sectoral stakeholders, community members and their leaders in
promoting gender justice and gender responsive leadership.
The program integrates transformative leadership trainings using intense reflective approaches
with multimedia communication on socio-cultural norms and practices of gender violence including
intimate partner violence and violence against children. Communities are engaged in a social dialogue
through interactive radio programs, radio and TV spots, film and participatory theatre and printed
materials. UZIKWASA has been able to implement its approaches effectively by focusing on one rural
district, allowing the program to cover a whole community and to gain an in-depth understanding of
the socio-cultural environment. Most importantly the holistic approach works.
In the last two years, UZIKWASA has generated strong evidence of change among leaders,
communities and within our organization itself. Evidence from systematic data collection has shown
that community leaders actively respond to gender violence and child abuse through creating an
environment conducive to girls’ education, including a safe system for school children to report
violence and sexual abuse. New leadership behavior has strengthened institutional support to GBV
survivors and collaboration among local institutions and key stakeholders has increased community
1

KUMBE is the Swahili word for surprise, at a deeper level it stands for surfacing consciousness and experience deep understanding
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trust in their leaders. Communities have spoken out with confidence and challenged authorities
through UZIKWASA’s own radio station Pangani FM while youth engagement in village development
has helped to push GBV cases to the justice system.
Another big learning was that the quality of change we can inspire much depends on the change
we as practitioners are wiling to undergo ourselves. UZIKWASA strives to live up to its core
conviction that change starts with the self through embracing an institutional culture of reflection
and learning. Intensive team-building and reflective trainings have enabled personal growth and
transformation among staff and a consciously managed leadership transition process among senior
team members.
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What we believe in
Change Starts with
the Self
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Effective social change programs require credible facilitators of
change. Credibility means that communities and participants
believe facilitators in their role as change agents because they are
willing to undergo the same change processes that they facilitate
for others. This is often challenging and requires highly committed
people who are determined to maintain their personal change
journey and keep their efforts to learn about themselves and
make a difference. It also requires an organizational culture of
commitment to change. We must be willing to learn and change as
individuals and as an organization if we are to ask communities to
do the same.
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“Having a degree in community development I always thought
I was a facilitator.
I considered
facilitation is the
same thing as
teaching others to
do what we think
is good. For me
facilitation was
about taking people
where I wanted them
to be and I did that
through dominant
postures and a lot of
talking.
In UZIKWASA I learned that facilitation is quite the opposite. It is
about supporting people to
surface what they already
have, become conscious
about it and learn and
grow from it. The wisdom
is already in each of us. A
good facilitator is a tool to
make it come out. It is a
process that starts with me
as a tool of transformation
and always works if we just
trust the process.” Joseph
Peniel,
Program Manager
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Organizational
Commitment to
Change through a
Culture of Learning
and Reflection

To help staff maintain their own personal growth, the organization
seeks for effective strategies to anchor change within the
institution. Anchoring change means that the organization puts
in place measures that prevent achievements from snapping
backwards like a rubber band. This requires the organization to
nurture a process of continuous reflective learning from within
and from the working context with communities. A reflective
learning culture ensures that the program
stays relevant to the people it serves. It
also encourages staff to ‘see’ themselves,
including their personal shortcomings and
challenges. An organization committed to
reflection and learning supports its team
to address challenges collectively and
move forward together for personal and
organizational growth and development.
“The way UZIKWASA works is unique and
it helped me much to further develop
myself. When I joined the organization, I
was like a tree that lacked water and light
to grow…Through the trainings I developed
especially my confidence. I used to think
that interviewing a
leader is a very big
deal. But nowadays it is a normal thing to me.
…My performance improves every day because
of my listening skills. I can now ask strategic
questions that put a person at ease to share
anything from his heart.” Cosmas Clement,
Radio Presenter, Pangani FM
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Leadership is Key

A great leader is someone who supports others to be the best they
can be. S/he leads by example, inspires and motivates. One of the
key qualities of outstanding leaders is their ability to listen. Only
through empathetic listening is a leader able to fully understand
the people they work with, their strengths and the challenges
they face. Such a leader is able to be vulnerable and, if necessary,
does not shy away from sharing her own personal experiences,
insights and even wrongdoings. This creates trust and openness
and builds a strong team who appreciate that their contribution
is valued. In Pangani, UZIKWASA worked with all key leaders, from
the grassroots to district level and this has been an important
element at all levels. We have seen that individual change among
Pangani leaders has been directly linked to structural change of
their respective institutions.
• “Practically, we religious leaders, especially myself like to use
‘power over’ because that is how I thought is required by
religion, that ‘ if you don’t do this you go to hell.’ This approach
doesn’t facilitate people rather threatens them, instead of
seeing the goodness of GOD. I now see the importance of
being a facilitator by applying ‘power within’ in my preaching.”
Shekhe D. Religious leader.
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• Since I attended the reflective training I changed my behavior
towards my wife. I used to treat her like a house girl. I was
not listening to her at all… After the training I remembered
the different workshop exercises at home such as “Listening
at three levels” and “Power over”. This helped me to change
my behavior completely. I now let my wife contribute to any
development in the family. Before the reflective training I was
unable to do so because I felt as a man in the house nobody can
be above me. Leader from Kwakibuyu village
• Mwembeni people shared how satisfied they have become with
their village chair after seeing his transformation. He himself
testified in front of participants of a reflective leadership
workshop how arrogant he used to be, opposed to any
development. “After the workshop I changed my ways of doing
things by working together with my fellow leaders. My changed
behavior surprised everybody in the community. No body
believed this was possible. I have become the one spearheading
the development of our village.” Chairperson Mwembeni
Village
• The Msaraza village chair turned into a true role model leader
who stands for justice and the truth. The people of Msaraza call
him now ‘A man of principles’. At an exchange visit they shared
with visitors from another village about the good performance
of their chair, how he now cares about them and that they
really love him. “If it happens that he wanted to step down
from his leadership position we will spent the night in front of
his house so that he sees our need for him and continues to
serve us. We also want him to contest for ward councilor so
that he can serve more people. Resident of Msaraza village
Joining Hands for Gender Justice
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Active Citizens:
Everyone in Society
Plays a Part

Leaders, however, cannot achieve an organization’s purpose alone
and they often feel let down by members of the community who
might blame leaders, rather than embrace their own roles and
responsibilities in addressing problems.

Active citizens understand that in addition to speaking out about
challenges, they have a role to play as parents, husbands or
wives or just members of the community. They have realized:
‘If I am not part of the solution, I am part of the problem.’ Their
responsibilities include supporting their leaders not only through
holding them accountable, but also playing their role through
attending public meetings, participating in decision making and
making contributions to benefit the entire community. UZIKWASA
has been engaging communities in a dialogue on oppressive gender
norms, behaviors and common practices such as rape or gang rape,
gender violence, violence among intimate partners and abuse of
children at home, at schools and in their village. No day passes
in Pangani without listening to a radio program on responsible
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leadership, gender issues, couple conflicts and challenges that a girl
faces as she pursues her education to build a future. Members of
Pangani communities actively contribute to that conversation, and
UZIKWASA continues to actively seek their contributions.
I recognize, I am a mother and a leader of my family and the
community. I never attended a leadership training, but I’ve been
listening to the radio program and participate in other UZIKWASA
interventions” VLC Member – Female
This training is important. It changes people from where they are to
get to a different level. I did not know that we as Boda Boda have
a very important role to play in our community. Especially when it
comes to gender violence. It is easy to report it to the authorities as
we have transport. Boda Boda Driver

Building
Partnerships and
a Movement for
Change
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Building and continuing to develop the engine of meaningmaking through dialogue with communities is the central focus of
UZIKWASA’s work. There can be no impact on GBV or VAC without
a strong backbone of community dialogue, which is both an art and
a systematic process. If our experience in learning how to develop
programs to prevent violence in Pangani might be useful to others
in their areas of work, we want to share with and learn from them.
That is why UZIKWASA is building partnerships outside of Pangani
to promote the use of reflective methodologies in working with
communities toward gender justice. In this effort, we are seeking
to share our learning, as well as to learn from others, and we will
have to work hard on ourselves once again to open our boundaries
toward being good partners in learning and sharing.
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“We came here to learn about HIV, but it is all about Uongozi wa
Mguso1”. Staff member partner organization
”We need to go very deep. I learned that I have to create depth.”
Staff member partner organization
“This learning visits sparked two new ideas in my head and raised
two questions: 1. Who am I? and 2. What should I do?” Staff
partner organization
“First listen to yourself!” Staff member partner organization
“The exercise ‘listening to the environment‘ taught me that we
should listen to ourselves too. As a GBV activist I will not succeed
to heal others if I am not ready to reflect on my wrong doings.”
Christian cleric and board member partner organization
“When I relate the listening exercise to our daily practice, I realize
that even if we know the right things to do… we jump to conclusions
for quick results without even considering the consequences.
Hence we become the source of problem.” Staff member partner
organization
Uongozi wa Mguso –Leadership that touches or reflective leadership

2

12

Joining Hands for Gender Justice

“I feel I have now new approaches for providing legal services. We
legal aids need to learn how to listen holistically to make the right
decisions for our clients” Staff member partner organization
“We were like a weak tree which doesn’t bare fruits, a tree without
shade for providing shelter for others. But soon after the training we
became a healthy tree with a lot of fruits. As organization we are
now well nourished through the skills we acquired here and we will
be a place for shelter for those who are in need.” Muslim cleric and
board member partner organization
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What worked in Pangani: The intervention package
If gender-based violence and violence against children are to be prevented, we all must
change. This simple reality has guided UZIKWASA’s deep programmatic focus on change, and
our understanding of how it happens. We believe that everyone has a role to play in shifting
norms that promote or condone violence. How can any single person see their individual
role and how they need to change? And how can someone realize personal responsibility
for addressing gender violence? The holistic approach UZIKWASA has developed works
on multiple levels to address the types of changes needed, from individual to community
to institutions. Like any program designed for the challenges particular to a specific
community, our program has taken shape in response to specific issues arising in an ongoing
community dialogue in Pangani. If it were situated elsewhere, it would respond to the issues
of a different community. These are its main features.
1. Reflective trainings and coaching of leaders and community groups
Change requires deep reflection on the current shape of a problem. This reflection
needs to be done by the people who are in a position to effect change, and for Gender
Based Violence and
Violence Against
Children prevention in
Pangani, this means
assembling a diverse
group of stakeholders.
Teachers, parents,
school management
committee members,
police, the court, village
government leaders,
youth groups, health
providers and even
boda boda drivers all
have roles to play.
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Using reflective facilitation tools over several days of collective unlearning3 and learning helps to
lower participants’ resistance, see their role, and change. Reflective trainings are the systematic
process by which we attempt to achieve the creative art of facilitating meaningful change.
Although we can document the workshop tools, exercises and agendas, emotionally intelligent
and responsive facilitation is a critical factor that is best learned in practice. All of our trainings
end with individual and collective planning to ongoing change processes, establishing follow-up
coaching for anchoring change.
2. Multi-media communication campaigns: interactive radio, film, TV spots, Theatre for
Development
Reflective trainings across Pangani District reach thousands of leaders and community
members, but they do not reach everyone directly. Realizing this gap, UZIKWASA started
developing feature films and comic books for broader engagement. In addition, reflective
theater performances and high-quality professionally produced video spots engage the
whole village in a dialogue about challenges and what leaders have discussed and planned.
UZIKWASA’s community radio station Pangani FM, broadcasts to the entire district. Where
Joining Hands for Gender Justice
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trainings serve as intensive and thorough change processes for participants, multimedia
communication campaigns reach a broader audience and keep the conversation going among
the wananchi. In addition to expanding the conversation and potential for change, it also
introduces accountability to the leaders who participate in reflective trainings and commit to
change plans for their village. Pangani FM has become a central feature of public discourse in
Pangani, with news programs covering village development plans.

Interactive radio shows engage listeners in the ongoing dialogue about leadership, citizen’s
social responsibility, rights violations, gender-based violence and couples with conflicts. For
example, talk shows discuss couples’ change stories around partner violence and share ways
to improve family communication. Pangani FM journalists have been trained in principles
of transformative journalism and interactive programming. As skilled facilitators, they
effectively engage radio listeners to discuss social challenges on air.
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3. Interventions and systems for staff development, personal growth, organizational learning
and self-reflection
The fusion of the creative artistic elements and systematic processes that make a
transformational change program can only be achieved with serious investments in staff
members. Facilitators need to be able to conduct trainings with emotional intelligence, selfawareness, thoughtful tone of voice and body language, and empathetic communication
with participants. But to show respect to participants, they also need to start on time, have
materials organized efficiently, ensure logistics for providing meals and any reimbursements
are prepared, and have financing and petty cash payments in order. This means that
organizations that
seek to be facilitators
of change should be
both appropriately
professional and
commit the time
and resources to
development and
training. UZIKWASA
has trained 12 staff
members as facilitators
of organizational
learning and
development (FOLD)
with our EASUN
partners in Arusha.
This has meant
supporting our staff
during their paid time
to attend weeks of
FOLD training—and
while it has required
substantial resources,
our organization
Joining Hands for Gender Justice
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would not be the same without it. Additionally, we foster our institutional commitment to
reflection at weekly reflective meetings (“Monday Meetings”) that provide space for feeding
back experiences from different programs, radio and other staff so we all learn from each
other and adapt our practice as individuals and as an institution together, constantly. Guiding
questions for the meeting are: What happened; Reflection and meaning making; Do we have
to change our practice and how?
In summary, any change of social norms, behaviors and practices requires credible change agents
or facilitators of change. It also requires an organization that is committed to run effective change
programs to develop practices and policies to anchor change and support staff to grow as effective
facilitators.
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Facilitating Change
The role of organizations working with communities toward change is a particular one. We cannot
and should not force communities to change, nor can we change for them. We must change
with them, and in a way that facilitates their own change processes. In that way, a facilitator can
inspire someone to change, but making change happen is up to them. When UZIKWASA refers to
facilitation, we understand it to mean the full mobilization of an individual’s emotional intelligence
and empathy to support others’ discovery and pursuit of their own journeys of change.
What are key facilitation approaches for change?
The key approaches to facilitating change guide the facilitator at different stages of change
processes, from initial engagement with a new group to follow-up reflection with your internal
team back in the office. Table A (page 27) describes how each of these key approaches are
important to change and the skills facilitators need to practice them effectively.
• Contracting for an effective or meaningful process
o Contracting refers to both the attitude and the process by which an organization
approaches a community. This means much more than the simple signing of an MoU.
It should take into account the power dynamic between your team and the members
or leaders of the community they are approaching, including how it might feel to
be approached by your organization in a change process. Is your team’s attitude as
college-educated professionals intimidating or judgmental to community members
who are experts in their own right? Is your team dressed to show respect, either by
dressing professionally for some audiences, or dressing more casually to ensure their
appearance is not unnecessarily flashy? Beyond those details, contracting is about
establishing a shared purpose and mutual commitment as an essential foundation
to a meaningful change process. Contracting is never about convincing people to
participate in programs, but establishing the relationship on which you create a
foundation for change together. This includes a shared understanding of the basic
elements to be observed in facilitation, different roles and participation in the change
process.
Joining Hands for Gender Justice
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• Working with the wisdom of the situation
o At all stages of facilitating change, the facilitator should face and address the reality
of the situation as it is. Often, programming timelines and pressure to achieve
outcomes can cause us to ignore barriers and opportunities alike. If our program
intends to facilitate change from Step A to Step C, but we find our partners are
already on Step B, then we meet them there and continue the journey with them. If,
however, we find that today they are only ready to go from Step A to Step B, we meet
them there as well, and Step C must wait. Ignored barriers in change processes, like
resistance of a leader who feels undermined, will surface later and move the change
process backward. It must be worked with rather than ignored, and facilitators must
be open and flexible to dealing with anything that arises. Flexibility by the facilitator
is what we refer to as ‘travelling light’ and it allows emerging issues to guide the
process of change rather than a static plan. This relates to the facilitator’s ability
to let go of a pre-planned agenda and embrace and respond to what the situation
requires. In addition, community members always have a more intimate knowledge
of their situation. Flexibility here means designing processes that deliberately invite
their knowledge to inform learning and change planning. This builds confidence of
community members, minimizes resistance and enables empowered participation
and sustainability of change processes.
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• Creating a safe environment for all
o If a meaningful change process requires everyone involved to see their own change
journey, they must all feel comfortable engaging with the change process. That
means they must feel
safe engaging with the
facilitator, with their
colleagues and with their
own past and present
lives. Group reflection
toward change often
involves readiness to
show vulnerability, like
admitting one’s mistakes
or ignorance or failures.
The ability to do so is
critical to the change
process, but it can only
happen if participants
are free from anxiety
and fear of failure to
perform. Once they feel
released by others from
blame and guilt they can
focus on change rather
than defense. This is one element what we refer to as ‘lowering the resistance’ of
participants. The behavior of the facilitator that can allow this to happen is critical for
creating a safe environment for all.
• Stay on the rim of the bowl - Consciously using the self
o While facilitators make every effort to be non-judgmental, open and fair, we are
in reality human beings with histories, attitudes and our own egos. Rather than
trying to pretend to ourselves that we do not have interests or goals in facilitating
change, we use self-reflection to be honest with ourselves about what our motivating
Joining Hands for Gender Justice
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features are. Then, we align our
values, behaviors and desires with
the intended results of the change
process we undertake along with
our participants. For example, if I
can tell that a participant’s attitude
is frustrating me on a personal level,
I ask myself how I can speak to her,
learn more about her, offer her a
gesture of kindness that will push
me beyond my selfish frustration to
being able to support her discovery
and pursuit of her change journey. I
must see myself in this situation and
consciously work with my frustration
to support her change journey as a
facilitator.
• Working with feelings
o There is a great deal of demand for community programming to be evidence-driven
and based on proven facts from research. This is essential, but it should not cause
us to ignore what actually creates readiness for change: feelings. How people feel
matters in change processes. This is true when it comes to attitudes that we want
to cultivate like trust and belief, and when we consider emotions that can cause
resistance, like fear, shame and anger. These very real features of our attitudes are
inseparable from our behaviors, and facilitators of change must make conscious
efforts to surface, discuss, and work with feelings. They are not only relevant to
the change process, but central to it. Trust, for example, is a necessary readiness
condition for change, and the feelings that make up trust are no less important
than scientific facts. For example, we focus on partner violence in part because
the research tells us that the vast majority of violence that women experience is
committed by a husband or intimate situation we understand from the evidence.
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Facilitators must
account for and
work with both.
Working with
feelings also
strengthens
collaborative
efforts toward
change because it
opens up peoples’
willingness to rely
on each other.
• Mentoring and coaching
o Truly transformative change is characterized by an ongoing commitment to
engaging with the change process. This is why UZIKWASA’s theory of change has no
termination phase, where change is achieved and the work is completed. Rather,
the final stage is Uendelevu, or maintaining and deepening change, and we remain
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in this stage of the process rather than ‘completing’ the process. For organizations
working as facilitators of change, this means building in long-term support for those
whose change journeys we seek to facilitate. This can mean that we do mentoring
and coaching activities ourselves with communities, or that we empower our
community partners to do this on their own. One approach is a coaching cascade,
in which pairs of change agents meet to discuss their change plans, support each
others’ critical reflection and continue their change journeys. Then they report
on their progress with the broader group, and sometimes to UZIKWASA. It serves
to re-inspire commitment to change and to focus collective efforts of community
change programs. UZIKWASA uses similar processes to enable mutual support among
members of staff.
• Team building in learning situations
o If an organization wants to facilitate change, it will need to work on itself to become
a learning organization.
Change processes
are too complex for
single individuals to
know everything about
how to achieve them.
Team members will
need to rely on each
other’s knowledge and
experience, and trust
one another’s abilities.
This can be very
challenging in inflexible
hierarchical structures
that might prevent
some individuals’ ideas,
attitudes and convictions from being part of the conversation. A learning organization
doesn’t just learn from its senior leadership, but from every member of its team. If an
office assistant cannot contribute an idea because he does not feel valued by others,
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his silence is a lost opportunity for others to learn from his perspective, and often
the quality of programs can suffer from such losses. Management structures can still
exist, but they should be re-designed to enable relationships and interactions where
ideas flow to and from everyone as a respected contributor regardless of rank or
position. Maintaining an actively inclusive organizational culture of learning is a core
feature of UZIKWASA’s own commitment to learning and change.

Joining Hands for Gender Justice
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Connecting the Key Approaches to Change: Why are they important?
The key approaches are guided by the facilitators and influenced by conditions- barriers and
opportunities- that exist in any change process. There is bound to be individual and group
resistance, institutional barriers that undermine change, power relations between facilitators
and learning communities and challenges posed by shortages of resources. The key approaches
take these into account and address them directly, using facilitation skills to develop readiness to
change.
The table below provides an overview of the principles and approaches that helped UZIKWASA
facilitators to generate learning and readiness for change in individuals, communities and our own
organization. It also outlines the personal qualities and skills required in a facilitator and what they
mean for change processes.
A. Facilitators of change: How UZIKWASA facilitators generate learning and readiness for change in individuals,
organizational & community situations
Readiness for Change Created in the situation
Being supported

Qualities/Skills Required in a
Facilitator

Contracting for
effective and sustainable process

• Clarity about purpose, content and possible
outcomes of the process
• Awareness of what the process will involve
and demand of them
• Openness to inquire deeply into own
situation
• Ownership (of the process).

•
•
•
•
•

Strategic questioning
Relationship building*
Handling resistance*
Listening skills
Letting go of baggage

• Communities and leaders are motivated to
engage meaningfully with their own change
processes.
• Potential resistance is minimized
• The desire to take responsibility is generated in
the situation

Working with the
wisdom of the
situation

• Trust
• Sense of being Empowered*
• Openness to give and receive
knowledge/information*
• Ownership & responsibility-taking*
• Commitment*

• Active listening skills
• Empathy
• Staying on the rim of the
bowl
• Openness to the creativity and contributions of
others.
• Vulnerability/authenticity:
“letting go” of own power
related to expertise.
• Skills in the use of
participatory & generative
learning processes (e.g.
metaphors, images, storytelling, Forum Theatre
and other Alternative
Language Channels (ALC).

• Community members are engaging with
increased trust and long-term commitment to
change processes supported by the facilitator
organizations.

Approaches
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What it means for change in communities

• Sustainability of change process enhanced:
1) meaning is generated from what is already
existing in the situation;
2) Enhanced confidence, shared leadership and
ownership, as people engage in knowledge
creation about their local situation;
3) Identity of the local situation is affirmed.
• People feeling empowered—generates trust
and better relationships for ongoing mutual
support between local communities and facilitator organization.
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Creating safe environment for all

• Trust: feelings of safety*
• Sense of being empowered*
• Confidence

• Active listening skills
• Skills in the use of
participatory & generative learning tools e.g.
metaphors, images, story
telling, Forum theatre and
other Alternative language
Channels (ALC).
• Travelling light” and
“letting go” of own power
related to perceptions of
expertise.
• Openness to the creativity and contributions of
others.

• Confidence of members of both sexes, people
of all ages and different abilities—reduces
anxiety and generates commitment to change
processes.
• Community members engage comfortably with
one another in managing change processes.
• Real issues affecting different community
groups are surfaced and given due attention.

Conscious use of
Self (UoS)

•
•
•
•
•

• Ongoing self-reflection
• Openness to feedback
(positive/negative)
• Use of accessible language
• Vulnerability/ Authenticity/ Humility: surfacing hidden own power needs in
the situation and ‘letting
go’ (shadow surfacing)
• Flexibility

• Ongoing self-reflection
• Openness to feedback (positive/negative)
• Facilitators’ behaviors and needs are aligned
with the impact intended for the community
situation.
• Trust and collaboration are generated in the
community situation.

Mentoring and
Coaching

• Confidence, energy & creativity*
• Openness
• Clarity about the true nature of issues in
the situation.
• Motivation to explore underlying issues.
• Awareness of possibility*
• Sense of being affirmed.
• Awareness of possibility*
• Sense of being affirmed.

• Listening skills
• Strategic questioning
techniques.
• Competent use of Action
Learning Model
• Supportive, active listening
toward working with the
Wisdom of the Situation.
• Working with emerging
issues.

• Progress on planned change is monitored with
openness, taking account of new emerging
issues.
• New learning and new questions are consciously managed to facilitate a meaningful continuous change process.
• Community members are conscious of their
own transformative roles in sustaining the
learning and development process.

Working with
Feelings

• Trust of own ability and intentions of
others*
• Ownership
• Openness: readiness to contribute
• Sense of being valued*
• Motivation: sense of being included*

• Humility
• Openness
• Ability to feel deeply with
other people and relate to
their situation (empathy)
• Being non-judgmental)
• Being your true Self (authenticity)
• Patience
• Ability to link feelings, values and decision making
for change.

• Community members are able to analyze the
extent to which their actions are aligned with
the values claimed within the community.
• Values become alive in inspiring change in culture, policies, people’s choices and behavior.
• Trust and people’s willingness to depend on
one another in change processes are strengthened.

Inspiration*
Trust*
Sense of being empowered
Responsibility-taking*
Openness
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Team Building in
learning situations

•
•
•
•

Trust: feeling safe*
Openness to the contribution of others
Self-awareness & emotional intelligence
Energy & creativity

• Conscious use of tools
• Creativity in designing
participatory processes.
• Skills in the use of participatory & generative
learning processes (e.g.
metaphors, images, storytelling, Forum Theatre
and other Alternative
Language Channels (ALC).
• Ability to design, facilitate
& unpack cooperation
exercises.

• Enhanced trust and openness enable learning
communities to work collaboratively in creative
ways that enable effective change management.
• Deep-seated hierarchical mindsets & relationship structures are transformed.

Traveling Light

•
•
•
•
•
•
•

Trust
Inspiration
Openness
Confidence, energy & creativity
Sense of being empowered
Awareness of possibility
Positive feelings about own abilities

• Strategic questioning techniques
• Conscious use of tools
• Openness & Flexibility:
working with emerging
issues
• Ongoing self-reflection
including subjecting “self”
to shadow surfacing
processes.
• Ability to “let go”.
• Vulnerability/authenticity:
“letting go” of own power
related to expertise

• Openness to see new emerging issues
• Space for subjecting “self” to shadow surfacing
processes.
• Creativity, confidence & energy are generated
and motivate commitment to manage effective
change processes.
• Awareness of own potential and empowerment for transformation and change in local
situations.

• Flexibility
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B. Organizational: Culture, practices and systems created by UZIKWASA that support staff to grow as effective change
facilitators
Culture, systems
activities and processes established by
UZIKWASA

Capacities developed in staff
members/facilitators

Support,
Activities, resources and relationships
needed

What it means for organizational
preparedness to facilitate transformation
in communities

Systems, processes
and tools for organizational learning
established

• Reflective Learning values
and practices
• Receptivity of shared
decision-making & peer
support.
• Culture of collaboration.
• Shared leadership ethos.
• Knowledge and information
sharing practice.

• Training in facilitation and mentoring
skills.
• Coaching support to trained staff
members
• Learning-site development.
• Team learning structures
• Peer mentoring partnerships
• Follow-up, M&E and feedback systems
• Multimedia action - with related communication skills and infrastructure

• Organizational members are continually improving
skills and strengthening professional practices
for intervening with greater relevance in specific
communities.
• Knowledge, interests, needs and desires of communities are taken into account and communicated
throughout the facilitating organization.
• Growing facilitation and partnership practices are
responsive to changing circumstances in communities served

Reflective learning &
conscious management of organizational transitions,
development and
growth.

• Values that sustain unlearning and learning practices.
• Awareness of purpose
and core process of the
organization
• Self-awareness/Conscious
Use of “Self” as a facilitation tool
• Facilitators’ skills & values
are aligned with methodology and approaches of the
organization.
• Shared leadership ethos.
• Openness to change.

• Coaching support for leaders/facilitators.
• Learning-site development.
• Organizational development interventions, including team building.
• Research, Learning and platforms for
sharing.

• Empathy: the will to facilitate communities through
participatory methodologies is strengthened.
• Openness, creativity and adaptability of the organization and its community facilitators.
• Learning facilitators are influencing communities to
become learning spaces.
• Regularly updated and strengthened facilitation
practices.
• Resistance is minimized in all learning and change
situations.

Collective Planning of
Interventions

• Collective ownership of
stated purpose and ethos of
the organization.
• Receptivity to mutual support & peer mentorship.
• Facilitators’ skills & values
are aligned with methodology and approaches of the
organization.
• Values and practices that
sustain collaboration are
strengthened.
• Skills & openness toward
effective co-facilitation.
• Shared leadership ethos

•
•
•
•
•
•

• Enhanced quality and potential impact of interventions and advocacy for transformation in
communities
• Maximum resourcefulness to communities through
effective collaboration among team members &
different departments.
• Increased ability to work with the contributions
of community members in learning situations and
create ownership.
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Team learning structures
Team building processes.
Reflective Learning culture
Peer mentoring skills
Learning-site development
Co-facilitation skills.
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Holistic Intervention
approaches for social
change

• Commitment to address
complex social change
situations with diverse
community and stakeholder
groups
• Deep understanding of the
social context, including
a textured knowledge of
the issues, and a sense
of who is in a position to
effect change in terms of
stakeholders.
• Patience to accept that the
shape of the intervention
must match the shape of
the problems, especially
if they are complex and
multifaceted.

• Working with all sectors and at multiple
levels of the individual- interpersonal-community-structural levels
• Use of creative approaches that assemble leaders whose positions of authority
have an impact on change processes in
communities.
• Creatively putting together groups for
trainings based on the issue of focus.

•

Partnership Building

• Awareness of need to openup organizational boundaries as a prerequisite for
sustaining collaboration.
• Dialogue and joint planning
skills toward resource
sharing.
• Openness and adaptability.
• Ability to work with the
contributions of others
• Increased clarity about
organizational purpose,
values and approaches.
• Participatory Planning with
Stakeholders methodologies.
• Openness and adaptability.
• Ability to work with the
contributions of others
• Increased clarity about
organizational purpose,
values and approaches.
• Participatory planning with
Stakeholders.

• Networking platforms and activities.
• Learning-site development
• Clear and documented resources, ideas,
approaches and facilities to share with
others.

• Collaboration by facilitator organizations reveals
authenticity and sense of justice as the driving motivations for service, which influences community
members to engaging with trust and long-term
commitment to change processes.
• Enhanced capacities and resourcefulness through
networking and collaboration.

Recognition that social change at multiple levels
is based on individual change processes that
impact on change in the entire community.
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Safari ni hatua
A journey is made of steps and it always starts with the first step. We hope that with this book we
are able share the insight and the learning about what we feel has helped UZIKWASA on our own
journey to change. If you are ready for yours, remember: It is one step at a time.
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