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ABSTRACT

Leadership Training, Inter-ethnic Conflict Management, and the Youth: A Cadg &t
One Non-Governmental Organization (NGO) in Nairobi, Kenya. (August 2012)
Paul Mutinda Mbutu, B.A., Messiah College;
M.A., Wheaton College

Chair of Advisory Committee: Dr. J. Kevin Barge

While many non-governmental organizations provide leadership training in inter-
ethnic conflict management to Kenyan youth, relatively little is known about what go
into such training. This dissertation is a case study illustrating how thangatructure
operates. The purpose of this dissertation is to address the challengegetsath
youth leadership training in inter-ethnic conflict management, how thedercied are
managed, what differences the training makes, and how it is transferred batieint
real-life of the youth.

To better understand these issues, a two-month qualitative study was conducted
divided in two phases involving trainers, youth participants, program designers, and
community leaders. Twenty two interviews and 2 focus groups were complesedtsRe
demonstrated four communicative challenges involved in the design of youth leadership
training were: (1) audience analysis, (2) material resources, rf®)ipant challenges,
and (4) diversity. Results showed that trainers addressed the communicatemgesal

by using the following management strategies: needs assessmentafimarmagement,



stakeholder education, and dialogue facilitation. The analysis suggestdgtthat t
conditions that facilitate transfer of training were: participatory nsodi&ining
organization, and trainee motivation. Similarly, conditions that inhibit trainarster
included: resource constraints, youth motivation, environmental conditions, and
diversity.

Finally, results also suggested that the differences that leadershipgnaiade
in the lives of the youth were: behavioral transformation, participant input, improved
peaceful relationships, and skill development. Successfully managing the
communicative challenges in the design and implementation of the trainingheere t
main goals of trainers, and the more they took ownership of these goals the nhpre like
the training would be successful. This dissertation suggests that managing the
communicative challenges associated with the design and conduct of youth Igadershi
training is the first step to ensuring the training transfer for youthcgaatits and

achieving a workable leadership training in inter-ethnic conflict management
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CHAPTER |
INTRODUCTION AND REVIEW OF LITERATURE

The announcement of the disputed 2007 presidential general elections in Kenya
on December 27 2007 led to what could be described as the worst political crisis in her
history. At the time of the violence, tikenya Red Cross—an international
nongovernmental organization that was addressing the crisis—reported some 268,330
persons were displaced as a result of post electoral violence (Gullet, 2008)erCinildr
general paid a heavy price for the post-election crisis with earipagsis following the
outbreak of violence of up to 100,000 children living in deplorable conditions in
displacement camps, roughly one third of the estimated 300,000 internally displaced
personsDaily Nation Newspaperl 1" February 2008). A year latehe Daily Nation
Newspape(1d" October 2009) reported that 1,133 Kenyans were killed or murdered
and 650,000 were internally displaced from their homes in the post-election violence.
The post-election conflict also generated a number of negative consequehuzisgnc
the disruption otlevelopment programs, the destruction of schools and church buildings,
and stealing and vandalism to businesses and farms.

The immediate and remote causes of the crisis have been analyzed bwgtdiffere
scholars, and it has been argued that the violence and displacement began with the
establishment of multi-party politics in the 1990s. Although exacerbated by politica

feuds, the violence had its roots in ethnic rivalries and struggle for ancestial la

This dissertation follows the style Applied Communication Research



Obonyo (2008) argues that the internal feud within Kenya has been brewingddeslec
and that the election results were simply the catalyst which finalledythe conflict.
Nyukuri (1997) contends that one of the long term causes of inter-ethnic clashes in
Kenya is linked to its colonial legacy. British colonialists ruled Kenya tdivide and

rule” strategy which polarized the various ethnic groups such as Kikuyu, Kalenjin,
Maasai, and Samburu which in turn, contributed to the subsequent incompatibility of
these ethnic groups as actors in the modern nation-state called Kenya. Adaalgad P
(2006) argued that understanding what a state can do to address intra and inter-ethnic
conflicts is critical given the high costs and consequences of conflict.

One of the most disturbing aspects of the post-election violence was the high
level of youth involvement. The intensity of the recruitment of youth by all sides—
governmental troops, rebel forces, and militia groups—to engage in violence depicts
how crucial a role the youth played in inter-ethnic conflict. According to Euncat
Development Center, Inc. (EDC) report (2009), youth were at the center of the
2007/2008 post-election violence, both as direct perpetrators and as victims. The same
report points out that analyses of the post-election violence such as the Waki
Commission Report and reports by groups such as the Kenya Youth Agenda and Media
Focus on Africa clearly identified politicians as the force and organizers bélkeind t
large-scale terror, killing, arson, rape, and destruction with youth actthgiasgents.

The fact that almost 2 million youth between the ages of 15 to 30 years were out-of

school, and the great majority of them had no regular work or income, made them



particularly vulnerable to recruitment, for pay, into political campaigdscaminal
gangs.

This study attempts to articulate how nongovernmental agencies (NG0Os) ca
provide constructive leadership training for youth to manage inter-ethnicatonfli
Kenya. Without reconciling conflict among the ethnic groups and making thgids r
there is a remote chance for Kenya regaining real and sustainableAteheepresent
time, there is no way to foresee an end to the inter-ethnic strife and conflicica A
generally and Kenya specifically, and history indicates that thegeeithigic conflicts
will likely repeat themselves unless some kind of intervention is made. Given the
important role youth play in creating and sustaining inter-ethnic conflicteglng is
that youth leadership training in inter-ethnic conflict management repseses
possible intervention that will facilitate the management of inter-ethnidictonf

This research project comes from my genuine concern for finding a way to
promote peace and manage inter-ethnic conflict in Kenya. My passion asa schol
about youth and how they can be better equipped to manage conflict. Currently, many
non-governmental organizations such as PeaceNet Kenya, Nairobi Peatigdniti
Fellowship of Christian Councils and Churches in the Great Lakes and Horn of Africa
(FECCLAHA), Amani Communities Africa, National Steering Committee on
Peacebuilding and Conflict Management (NSC) Secretariat, Chemi Cleetrkweli,
and the Peace Healing and Reconciliation Program (PHARP) provide lepderdhi
conflict management training to Kenyan youth. However, we know relativibdy lit

about what goes into such training, what problems are associated with thnegteaidi



how they are managed, as well as what facilitates the transfermhipéom the
training into the real-life experience of the youth. Using a qualitatithadelogy, this
dissertation aims to address the challenges associated with youth leadedstopfhact
management training, how these challenges are managed, what difféngtrasning
makes, and how it is transferred back into the real-life of the youth. One of the
assumptions | make is that NGOs can play a significant role in managingtimé
conflict and in promoting peace and reconciliation through the leadership training
programs they offer to the youth from the different communities. This stuchptant
to me as a peace-loving Kenyan, and it is equally important to Kenyans who desire
people living in peace and harmony.
Inter-Ethnic Conflictsand Violencein Kenya

In this section of the chapter | define and explain key terms such as conflict,
intergroup conflict, and inter-ethnic conflict in order to lay the foundation for my
discussion on inter-ethnic conflicts and violence in Kenya. Second, | discuss the
historical background and the set of conditions that led to the outburst of violence in the
last election in December 2007. Third, | discuss and elaborate on the ways that civic
education, non-governmental organizations, and conflict training and the management
strategies have been used to address inter-ethnic conflict and violence in Kenya
Defining inter-ethnic conflict

Inter-ethnic conflict is a particular form of intergroup conflict that escu
between two or more ethnic or tribal groups and is typically marked by itsityte

Ting-Toomey and Takai (2006) observe that intergroup conflict takes place Wieen sa



identity group factors such as ethnic identity, group membership, religiousydentit
language identity, or gender identity inform the nature of the conflict ahekide the
conflict management or reconciliation process. Fisher (2006) points out that intergroup
conflict may be said to exist between two or more groups when perceived
incompatibilities in goals and values are present within a social situation. Jrioegps

and their differences may be distinguished according to various tribal, ethnigsticg
cultural, religious, socio-economic, or political identities (Dougherty &tPjehft,

1990). Once an intergroup conflict erupts the individual members of the involved
groups tend to act and react toward each other in terms of their social ideatifigith

their groups, asserting their group identity, rather than their individual iésntiti
Intergroup conflict involves a struggle over values and claims to scarce resource
power, and status with the aims of the opponents to neutralize, injure, or eliminate their
rivals (Juma, 2000). Such conflict management strategies are typicallydvaéswe
destructive as they attempt to control the other party through the use of forgmdy t
another group to speak its language, join its religion, vote for its candidate, pesform it
rituals, or leave its neighborhood.

Inter-ethnic or ethnic conflicts can be defined as conflicts between gftmips
within a multi-ethnic state, which have been going on for some time and which may
appear to be unresolvable to the parties caught up in them. According to Brown (2011),
an ethnic conflict is a dispute about important political, economic, cultural, ootexrit
issues between two or more ethnic communities. Feston (2004) suggests the ethnic

dimension is one potential line of allegiance in any community small or large.



Understanding interethnic conflict requires exploring the various factorsrgstte and
sustain ethnic allegiances. Ramsbotham et al. (2005) present a five-leyeétite
framework for analyzing interethnic conflict (1) global, (2) regio(3) state, (4)

conflict party [intergroup level], and (5) elite/individual level. The anadytiask is to
identify why and how actors choose to act according to the prompts of ethnicreléegia
at these various levels.

Feston (2004) observes that “ethnic” conflict is imbued with ideas of
dangerousness, and bitter, insuperable hatred, more so than what is conveyed by the term
tribal or tribalism. Paffenholz and Spurk (2006) assert, “Conflict is a divergence of
interests, views or behavior between persons or groups, and is normal in any society.
When dealt with in a constructive way, conflict can lead to positive outcomes for
individuals and society. However, conflict can also lead to violence when channeled
destructively” (p. 14). What Feston (2004) and others point out is that ethnic conflict is
typically viewed as a more deep-seated conflict that involves intenseoaraatl is
often associated with violence. In the context of Kenya, many inter-ethnictohéve
resulted in a significant loss of life, denial of basic human rights and considerable
material destruction.

Inter-Ethnic Conflict in Kenya

The December 2007 violence needs to be understood from the backdrop of
Kenya’'s larger history of inter-ethnic conflict and violence and its cditegacy.The
state is both a contributor to and the manager of inter-ethnic conflicts. Magubane (1969)

and Nzongola et al. (1997) point out that the condition for ethnic conflicts in Africa was



created historically through colonial and post-colonial government policiesorteeof
contention in African ethnic conflicts is state control over national resosuoésas land
and minerals. Such conflicts tend to erupt because of the activities of eithitetbe e
groups who mobilize ethnic symbols in order to achieve access to social, patitical a
material resources. Issues of ethnicity are intimately tied tesssf scarce resources
and resource allocatioNlnoli (1980) argues that competition for scarce resources is a
common factor in almost all ethnic conflicts in Africa as ethnic communiteently
compete for property rights, jobs, education, language, social amenities and good
healthcare facilities.

The nature of conflicts in Kenya has changed in scale and complexity with the
emergence of multiparty politics in the 1990s. The emergence of confliatsdyeor
within ethnic groups is not new to Kenya; however, the clashes of the 1990s were
noticeably different in scale, complexity, and consequences presenting unigaegdsll
for peace activities (Juma, 2000).The cycle of ethnic conflicts in Kernyeafbdowed
the elections calendar. Juma (2000) points out that beginning in 1991, in the euphoria of
democratization and the anticipation of the historic 1992 elections, the ethnicsclashe
that erupted reflected political developments. For example, the first carfligted at
Mitei-tei Farm in Nandi district. Violence then swept through the Rift aleWestern
Province. Juma (2000) goes on to observe that after the elections, the clashes thtensifie
and kept on recurring on a small-scale at different times in various pteoagh 1995.

As the next set of elections approached, the country witnessed a resurgenckctd conf



starting in 1996. In August 1997, Mombasa, unaffected by earlier conflictscetitere
circus of violence.

Ibrahim and Pereira (1993) and Mafeje (1971) point out that under colonial rule
linguistic groups were initially categorized as tribes and the differdretaseen them
were emphasized. The result was stronger and more rigid ethnic relktasball et al.
(2001) contend that most contemporary African conflicts are caused by the combination
of poverty and weak states and institutions. Economic factors have been identified as
one of the major causes of conflicts in Africa — whether intra or inter-ethmteostate.
It is not surprising, therefore, the combination of the colonial legacy of ettpacasen,
weak states, and poverty provide a recipe for inter-ethnic conflict.

Ethnicity and inter-ethnic conflicts manifest themselves in many walgaidily
in this context is viewed as an inclusive concept that defines groupings on tefbasi
indicators such as color, appearance, language, race, religion, common andgstry, he
complexity, body structure, level of education and the like. It is an asgiEtbmenon
largely based on the myth of common ancestry, belief systems, physi@ahsett,
group affiliations and relationships. Ironically, the relationship betwédenogty and
territory is rooted in colonial policies that created the enviable “Whitddngk” (Juma,
2000). During this period, Kenyans were evicted from their ancestral land=ate cr
space for settler agriculture. With independence, the principle of “willithey seilling
buyer” determined who could own these lands. Juma (2000) noted that people of
different ethnic backgrounds, with the ability to purchase these farms, iaihadually

or as members of co-operatives, became neighbors. Meanwhile, large numbers of people



who had been evicted earlier, but did not have money after independence remained
squatters. The areas that have witnessed the most violence of inter-etines elare
within the former “White highlands”. The principal areas of conflict includah{&)Rift
Valley districts of Nakuru, Molo, Kericho, Nandi, Uasin Gishu, Trans-Mara, and
Marakwet; (2) the districts that flank Mt. Elgon, namely, Trans-Nzoia, Bunganth
Mt. Elgon, and (3) Mombasa located in the Coast province (Juma, 2000).

The colonial legacy has had a serious impact on Kenya. While the violations of
democratic rights associated with the general elections provided the fagges bulk
of the street violence and human rights violations in December 2007, a number of
additional causes also fueled the outburst of violence within Kenya. Numerous economic
and social rights inequalities pre-existed the violence such as the lacless$ &zevater,
food, health, decent housing, and the high rate of youth unemployment. According to
United Nations Development Program (UNDP) Report (2008), 45.9% of the Kenyan
population lives under the threshold of absolute poverty and 20% of the population
experience hunger. The colonial legacy and mismanagement of land distribution
especially in the Rift Valley has generated inter-ethnic conflict ovet wwltdten
perceived as the most important form of wealth and source of political powee arabl
land.

The current reality is that most Kenyan districts are haunted by actuakatigbt
inter-ethnic conflicts. This is partly because of the fact that diffe@mimunities
continue to consciously or unconsciously rely on ethnicity to perpetuate their dominance

and hegemony in an atmosphere characterized by scare resourcesdfpegjalice.
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The proliferation of inter-ethnic conflicts in Kenya is so widespread that thérardly
any region where the problem has not reared its ugly head. According to Medsadfo
Africa (2009), an analysis of survey results by province shows that politicaseen
as the main instigators of inter-ethnic violence in all areas of the countugimglthe
Rift Valley (95%), Western (92%), Central (91.8%), Coast (91.2%), North Eastern
(89.3%), Nairobi (88.5%), Nyanza (83.5%), and Eastern (55%).

Indeed, the violence triggered by the flawed electoral process of Decgather
should be analyzed in its context of longstanding inter-ethnic conflict over lansl right
prevailing impunity for human rights violations and highly unsatisfactory fulkiht of
economic and social rights. There has been long standing dispute over land rights. The
Kenya Government Lands Act (Cap. 280) which regulates the former “crowri lands
now known as Government lands gives considerable power to the President. This act
extends the power of the Commissioner of Lands — a President’s appointee — to lease
land within the townships for 99 years and agricultural areas for 999 years, with the
power to convert leases into freeholds. In light of the centrality of the pnésidegure
and the community-based political environment, land has thus often been used in Kenya
to award patronage, solidify support and build alliances.

The December 2007 violence can be attributed to colonial legacy. In the early
1900s, the British colonialists evicted the Rift Valley’'s communities (Navidasai,
Samburu and Turkana) to create the “White Highlands”. Agricultural labaersthe
neighboring provinces, particularly Kikuyus from the Central Province, veereited to

work on the colonial farms. In the aftermath of Kenya'’s independence in 1963 from the
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British Empire, some of these agricultural laborers took advantage of the land-buy
schemes offered by President Jomo Kenyatta and bought the land they had worked on
for the British colonialists. These small lands were in Nakuru, Uasin Gishu, Nandi,
Trans Nzoia and Narok districts. This situation was largely maintained until 1992-1993,
when, during President Moi’s tenure, politically-instigated violence forced id&uyu
farmers out of their farms. At this point, some ministers and national politic@nslie
Kalenjin and Maasai communities rallied on the reestablishmenmnajimbosystem of
Government — a federal system based on ethnicity. Some proponeragnboism
simultaneously called for the expulsion of all other ethnic groups from land dismed
to be historically theirs, and the return of the “Kikuyu outsiders” to their “hlam#’ or
“ancestral home”, in the Central Province. That background paints a picture of a people
who have been frustrated by the government establishment and by those who bought
land in “their” ancestral lands and with time have been the catalysts fmgfuel
interethnic aggression/violence, and when the people could not hold it any more, it
sparked the national violence in December 2007. One of the ways the politicians use
and which cause inter-ethnic conflict among community members is their indtory
and inciting statements — and when violence erupts, they use the youth to execute it.
Unfortunately, the new Kenyan Constitution (2010) does not explicitly addressube iss
of inter-ethnic conflict management and peace-building. Peace thereforeais not
constitutional guarantee.

Nyukuri (1997) points out that the wave of inter-ethnic conflicts are found in

Kenya among the communities living in the Rift Valley, Nyanza, Westernand s
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parts of the Coastal provinces. These are the areas where the Kikuygroummoved
to settle after being displaced by the British colonialists. The maie cdlke conflict
is land to farm which triggers inter-ethnic violence during political campaigrailing
the conflict in Kenya, Van Beurden (1999) identified the essential causdifesdiad
death struggle for natural resources, especially, land” (p. 147).

The groups that are always in conflict with the Kikuyu over land issues are the
Kalenjin and the Maasai. These grievances go back to the colonial period and afte
independence. The allocation of land after independence was disproportionate and
marginalized certain ethnic groups. The Kalenjins in particular felthlegthad been
schemed out in the land distribution exercise and reacted violently by displaamyg m
Kikuyus in the process. The Kalenjins were of the view that the Kikuyusalleoated
some of their fertile lands and therefore they promised to retumajicmbo
(federal/regional) constitution in order to uproot the Kikuyus and reclaim thessaal
lands. The Kenyan land problem is politically oriented and that is why it fuels int
ethnic violence during general elections. Struggle over land has always been the
characteristic of the Kenya political life. The Maasai were digpldxy the British from
the areas adjacent to Nairobi area and after independence the Kikuyu took those lands.
Other groups like the Luo, Luhya, Mijikenda tribes in the coastal region fight ove
political positions with the Kikuyu. That explains why even though the 2007 violence
was caused by the flawed electoral process, the quest for land control walstoehe
violence that engulfed the whole of the Rift Valley, Nyanza, Western, and Coasta

regions.
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Nyukuri (1997) points out that the causes of inter-ethnic conflict fall under broad
categories such as social, economic, political, religious, environmentallassw
psychological. He argues that one of the long term causes of ethnic clasleayaniK
attributed to the colonial legacy, which is essentially historical but withfications in
the post-independence era. It is a historical fact that the indirect ruieisigned by the
British colonialists later turned out to be the “divide and rule” strategy whichizedar
the various ethnic groups in Kenya. He further asserts that this in turn contribthed t
subsequent incompatibility of these ethnic groups as actors on one nation-ktdte cal
Kenya. Even the early political parties in Kenya that championed the ristiGtaiggle
against colonial establishments were basically distinct ethnic unions. Aslt ae
situation prevailed in the country in which a common political voice was not possible.
Nyukuri (1997) asserts that land is another source of ethnic conflicts in Kenya, both in
the long term and in the short term. Thus, the colonial legacy laid the framework for
inter-ethnic conflicts in Kenya, whether political, economic or social.

The problem of ethnicity, having emerged during the colonial period has been
progressively accentuated since independence with the emergence ofyetisraciactor
in national politics (Oyugi, 2000). Oyugi goes on to point out that ethnicity in Kenya
became a national concern as early as during the colonial period but was &edentua
the post-independence period during the implementation of the policy of Africanizati
Ethnic tensions developed especially around the structure of access to economic
opportunities and redistribution of some of the land formerly owned by the white

settlers. Most of the land in question was in the Rift Valley Province and wasdaby
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settled by the Kalenjin and the Maasai. The other area that was affec¢teddmjonial
settlement was the Central Province.

Kenya’'s 2007 post-election violence is rooted in the ethnic dispute between
Kalenjins and Kikuyus and was fueled by the results of December 2007 presidential
elections. Kalenjins believe that the Kikuyus have marginalized them fmddong by
dominating the major sectors of the economy of the country at their own expense. The
immediate cause of the violence was the announcement of the elections Bagui¢s.
(2008) cited in Oluwafemi (2011) contends that a feature of the violence was that it
happened whenever the majority of ODM supporters were present, for example, Rift
Valley, Nyanza, Nairobi slums and Mombasa — and this was directed by groups of
youth. Landau et al. (2009) cited in Oluwafemi (2011) argued that the Kenya @iolenc
was about what political party was to control the state. However, there \uere ot
inherent factors that contributed to the violence such media influence, impunity, and
class war (Stewart, 2008; Landau et al 2009; Ellis, 1994 cited in Oluwafemi, 2011). The
active involvement of youth in Kenya’s 2007 post-election violence could be seen as a
reflection of the harsh socio-economic conditions of many youths who were involved
directly in the incitement of violence with politicians and vandalization of priegert

In the post-Cold-War context in which conflicts in the Third World primarily
emanate from within the state, Okombo and Sana (2010) argues that nothing threatens
the survival and efficacy of the state more than ethnic rivalry, which camanspi
secessionist campaigns most of which are accompanied with violence. Natioyal uni

effective management of ethnic relations is therefore a prerequisitatfonal
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development. Besides, the government is likely to spend fewer resources on security
surveillance when the populace is less disaggregated. Nyukuri (1997) identifies the
typical consequences of inter-ethnic conflicts as social, economic, gohinch
environmental. Most of the victims of these clashes are left homeless, famdisstute,
injured, dead, abused from the atrocities. Economically, destruction of farms, basjnes
change in land ownership patterns, food insecurity, labor disruption on farms, industry
and the public sector institutions, land grabbing, breakdown in transport and
communication, resource diversion, miss-allocation and unexpected expenditure.

There is political thuggery by the majority tribes against the minorityadnagy -
police brutality and militia-style blood clashes. Environmentally, largasaof forest
land are set on fire as part of a defensive strategy taken by the victimslafsthes to
deny their attackers hiding places. Nyukuri (1997) reports that during thtac-e
clashes of 1997, in Mt. Elgon, Molo, and Nandi, large areas of forest land were set on
fire — and that destruction has affected the pattern and intensity of rartfatise
regions and thus made the rain-fed agriculture and water supply a problem.

The consequences of December 2007 post-election violence in Kenya cannot be
underestimated. Oluwafemi (2011) argues that the violence claimed more than 1,000
lives like that occurred in 1980s but its effects by displacing hundreds of thousands of
people was much more than the displacement that occurred in the 1990s. The
consequences include the following: (1) population displacement: the 2007 post-election
violence left hundreds of thousands of people displaced (over 650,000) or uprooted from

their homes or places of habitual residence, (2) underdevelopment: disorderliness and
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threat to life and resources because of the violence hindered development. This is not
only an effect, but in turn becomes a causative factor in the continuing circleosf cha
and anarchy, and (3) militarization of society — in the sense that thereonasnyg
firearms in the communities due to the ethnic and political violence and possession of
firearms hindered the conflict management initiatives. The possessioeashis by
communities and different ethnic groups encourage violence. Oluwafemi (2011) goes on
and observes that poverty, crime, and other social ills followed the post-election
violence. There were beggars, thieves, and prostitutes before the violence but the
situation worsened since the violence — a state of affairs observed wheeghnter-
conflicts have taken place, like Rwanda, Burundi, and Somalia.

Civic Education, Non-Governmental Organizations, and Conflict Training

NGOs play an important role in rebuilding civil society. In Kenya, civic

education has been promoted as an important management strategy to rebuild civil
society by the NGOs primarily offering conflict training progra@her actors like the
Ministry of Special Programs in the Kenya Government have offered supporaimly m
provide relief to the Internally Displaced Persons (IDPs). NGOs are fiedive in
providing their services when donors support them and provide sufficient funding for
their programming. Brown (2003) argues, “Individual donors in the past funded a
number of small-scale relief works aimed at assisting those displackd bipkence,
channeling the funding through church groups and local and international NGOs. Donors
currently support a number of isolated projects in reconciliation and peacebuilding, but

with little coordination or a systematic information-sharing mechanismy @o not
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address the role of ‘outsiders’ paid to provoke and carryout the violence — that is, the
root cause of the violence” (p.10).

Various institutions like NGOs have been involved in conflict management by
offering training programs to empower the populace. Other NGOs have been addressi
the social and economic needs of the affected people by giving them hesdsistance
like food, blankets, medicine and constructing houses. Civic education has been
promoted as an important strategy to rebuild civil society in Kenya. For exaRps
such as Amani Communities Africa, and PeaceNet have implemented civid@aucat
programs within the school system and outside to educate children and the general
public of the need to co-exist in peace. The civic education programs aim atgatresti
potential danger of inter-ethnic animosity by addressing the issues of imés-et
harmony and peaceful co-existence. The people are taught the sources andfcause
conflicts as well as the skills of conflict management and how to promote pedkce at
levels — at local community school level and national level. Despite the prohtisese
education programs, their efforts have been undermined by hostile politicaklepder
and a lack of dissemination to the general population.

Effective management of interethnic conflict begins with an understanding that
youth violence, when it occurs, is an integral part of the inter-ethnic comtiretrrthan
secondary to it. It also requires recognition that a key goal of conflithgeanent
should be to stop ignoring the fundamental values of the young people involved and
instead provide outlets and channels for them to express these values in constructive

ways. Young people need to be involved in the inter-ethnic conflict management
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process, to be a process that addresses their needs and concerns, and to lears, new skill
principles, concepts and practices for nonviolent interaction. NGOs provide § wdriet
offerings regarding youth conflict management training.

Among the various actors that participate in these processes are the non-
governmental organizations (NGOs), which fulfill a pivotal role in terms of éstéi)
and maintaining essential services, assisting the internally displaceatmmsiand
helping to strengthen societies through training programs. In the context otissits
of global governance, Gordenker and Weiss (1995) describe NGOs as prifate, se
governing, formal and non-profit organizations. Omission of the “voluntary” feature
acknowledges the increasing professionalization of the NGO sector. At the doee of t
concept of the NGO sector is the private (that is, unaffiliated with goveithared self-
governing (or autonomously managed) nature of NGOs.

The NGO sector is gaining importance in the framework of official aid.
Rehabilitation and reconstruction programs, from the perspective of the NGOs, should
not have as their aim the mere substitution or reparation of the infrastructure and the
material resources damaged by a disaster. Programming should be cahsirsatd a
way that they strengthen the administrative, social and economic adnionstiaf the
affected communities and contribute to reestablish psychological well-{f&ntado,
2010).The NGOs, therefore, must orient themselves, preferably, towards thosts proje
that allow the affected population to overcome by themselves the situation, which

contributes to increasing the capacities of the people to be self-sufaoend be able
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to get on by themselves. Using as much as possible the local resources atie@sapaci
the starting point of a development process.

In the area of national reconciliation, the development NGOs can carry out
projects of major importance by promoting forms of community organization around
rehabilitation, reconstruction and development projects, which involve vulnerable people
that belong to different groups, encouraging dialogue, communication, the coming
together of the parties, peaceful resolution of disputes and inter-commuaityrrethips
based on mutual trust and shared values (Peinado, 2010). The promotion of the
participation and the strengthening of the organizations of the civil sociéiy kaical
level represent a positive contribution to the aims of democratization and good
governance that usually prevail in the post-inter-conflict conflict reconstnuc
processes (Peinado, 2010).

Kenyan Civil Society is vibrant and dynamic with many thousands of
organizations representing every conceivable aspect of human, economic, sacab-cult
and national development. Kenyans are engaged in developing their own society and
their potential to contribute to national development is great. According to the NGO
Council of Kenya (2003), 1,347 NGOs were based in Kenya in 2000. At last count more
than 300,000 NGOs were in existence, most of these at the community and local level,
together with a large number of national and international trusts, non-profit companies,
faith-based organizations and the familiar NGOs. The influential role my&e civil
society has been widely recognized in making a significant contribution todbefpke

transformation from one man rule to multi-party rule in Kenya in 2002. However, the
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full potential of NGOs and people’s power has never been realized. Leonhardt et al
(2002) point out that due to the tragic events of the last 10 years, NGOs in Kenya have
acquired wide experience in dealing with violent conflict. NGOs, for example,desre
involved in providing education, training, and health care to the youth. Many NGOs are
involved in providing sexual and reproductive health education and services, and some
are now making efforts to provide financial services and information commuamicati
technology (ICT) services targeted to young people.

NGOs stand a better chance of promoting conflict management strategies and
initiatives among the warring ethnic groups given the different roles theympkssnyan
communities. Leonhardt et al. (2002) argue that NGOs have made significant
contributions to peacebuilding at local and national level. The most tangible restdts w
achieved in rural communities, where NGOs catalyzed the establishmerdlqidace
structures. Conflict management training is intertwined within the development
programs of many Kenyan NGOs. Conflict oriented NGOs like Peace Healing,
Reconciliation Program (PHARP), Nairobi Peace Initiative, Amani Commesririca,
National Steering Committee on Peacebuilding and Conflict Managemen} (NSC
Secretariat, Fellowship of Christian Councils and Churches in the Great lrekElom
of Africa (FECCLAHA), Chemi Chemi Ya Ukweli, and PeaceNet Kenyararelved in
responding proactively to extraneous issues of inter-ethnic conflict and imgeatir
the intention of preventing conflicts and mitigating their adverse effddisy focus on
improving and sustaining the efficiency, effectiveness, and impact of youthidegde

training program operations as well as influencing the formulation and implaient
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of Kenya Government policies on peace building, conflict management, and governance
The NGOs in their leadership training programs for the youth in inter-ethnilcctonf
management are making attempts to prepare for future leadership thoingil
transformation in the way the various ethnic groups perceive each otheriaradealjt
result in peace-full co-existence.
Statement of Problem

Large-scale inter-ethnic violence is a relatively new phenomenon in Kenga. T
proximate causes of violence are related to democratization and theatleytte with
its roots in the legacy of colonialism, tribalism, and land. Domestic pressliveralize
the political process, which began in earnest in the mid-1980s snowballed in the early
1990s, led by urban professional and mainstream church leaders (Brown 2003). Brown
(2003) argues, as is often the case, the violence in Kenya is an ethnidakyl def
expression of political conflict which is often carried out by youth. Currentlpyman-
governmental organizations (NGOs) provide leadership and conflict management
training to Kenyan youth. However, we know relatively little about what goesunto s
training, what problems are associated with the training and how they are thaamge
well as what facilitates or inhibits the transfer of learning from theit@into the real-
life experience of the youth.

This study attempts to articulate how nongovernmental agencies (NGOs) can
provide constructive leadership training for youth to manage inter-ethnicatomfli
Kenya. Without reconciling conflict among the ethnic groups and making thgigs r

there is remote chance for Kenya regaining real and sustainable Attt present
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time, there is no way to foresee an end to the inter-ethnic strife and confliehya K
and history indicates that these inter-ethnic conflicts will likely refreahselves unless
some kind of intervention is made. Given the important role youth play in creating and
sustaining inter-ethnic conflict, my feeling is that without youth leadlets&ining in
inter-ethnic conflict management, inter-ethnic conflict will continue.

This dissertation aims to address the communicative challenges assodiated w
youth leadership and conflict management training, how these challengearaged,
what differences this training makes, and how it is transferred back into tHiéeredl
the youth. This study focuses on the significant role NGOs play in managingtimbeéc
conflict and in promoting peace and reconciliation through the leadership training
programs they offer to the youth from the different ethnic communities in K&€hga.
goal was articulated in the framing of the guiding question for this stuchw ‘¢&n
leadership training in inter-ethnic conflict management for youth partiisiben
designed and conducted to influence social change?

To investigate youth leadership training in inter-ethnic conflict manageingoge
four research questions:

1. What communicative challenges are involved in the design of leadership training

for youth patrticipants in inter-ethnic conflict management?

2. How do trainers manage the communicative challenges associated with

leadership training for youth participants in inter-ethnic conflict mamagé?

3. What conditions facilitate or inhibit the transfer of leadership trainingdath

participants in inter-ethnic conflict management?
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4. What differences does leadership training in inter-ethnic conflict management

make in the personal and professional lives of the youth participants?

My research questions are informed by two theoretical choices: (1) design
theory, and (2) transfer of learning theory. In the following sections, Vievethe
relevant literature for each theory and place the research questiomsthétinelevant
literature.

Designing Youth L eadership Training

Design focuses on the way that individuals create products, services anassyste
with the tools they have at hand. Design refers to the human creativity involved in
working with the materials of interaction to make communication possible, that is
shared meaning, joint action, and coordinated activity (Aakhus, 2007; Jacobs, 1994).
Communication design can be observed when tools, techniques, or procedures are used
as interventions into an activity in progress, and it is evident in the choices boade a
how individuals, groups, or organizations interact with one another (Aakhus & Jackson,
2005). Indeed, the communication design stance brings to the forefront the deliberat
effort to structure and organize human interaction through interventions and inventions
that afford a particular form of communicative activity. While building on thahze,
this study examines the communication design practice of how trainers agiedesi
design and deliver youth leadership training in inter-ethnic conflict maregern this
study, youth leadership training is conceptualized as a field of communicatiticgrac

specifically a field of practice where communication is an object of interd®e made
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into a tool for shaping the design and delivery of youth leadership training hgr&rai
and designers and the community stakeholders.

Communication design is involved in creating tools that facilitate quality
communication. In this regard, communication design work consists of creating designs
for communication that can be seen in man-made tools such as like training designs,
rules, procedures, technologies and organizations that are used to structscglomeli
the way people interact with one another to achieve particular form and quality of
communication. The notion of communicative challenge or interactional problem from a
design perspective is the felt difficulty we have in our talk as we do our wasrthdt
problems we have in talking with one another to complete our task as we interaet. The
interactional challenges or problems can be resolved through interventionsa From
communication design stance, the interventions can be analyzed with the sole purpose of
making explicit the communication design practice undertaken to manage the multiple
possibilities for meaning, action, and coordination in any communication cirqurasta
Interventions are therefore communication tools.

The way the communicative challenges are managed by the use of the
communication tools is taken to be consequential for the content, direction, and
outcomes of practices like in this case, youth leadership training in ihtec-ebnflict
management. In the same vein, communication design deals with theoretical, cdnceptua
and practical questions. The context of leadership training in inter-ethnic tonflic
management and the youth present rich ground for investing theoretical, coheamtua

practical questions of design, communication interactions, and the role of youth
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leadership training in the society. Communication design aims at adgréssipractical
guestions in the society, like in this study, why environmental challengéwatache
youth to cause violence and instability in the Kenyan communities. Indeed, ibaténtr
domain of leadership training in inter-ethnic conflict management, within which
numerous communicative challenges emerge and the management strategodréisa
them are constituted through communication and efforts that shape them. In addition, the
guestions about what communication challenges trainers and designers fagmingles
youth leadership training and how they are managed along the way are within the
domain of communication design inquiry and are therefore of central focus iruthys st
Aakhus and Jackson (2005) have articulated the connections among the issues
informing and persuading areas of theory and practice. They have described aafumber
points important to understanding the design stance toward communication. These areas
include: (1) design is a natural fact about communication; (2) design is a hypctinels
(3) design is theoretical. The notion that design is a natural fact about comnmumigati
evident in daily interactions. That means, design can be seen as an emergenbfpatter
an interaction that the participants orient themselves towards and recagnize
legitimate. Jacobs (1994), and Mokros and Aakhus (2002) point out that fundamental to
the understanding of design as a natural fact about communication is the creatfe us
language people exercise as they attempt to coordinate and engage meanitigrand ac
The interactional challenges of engagement influence the way the sit@miucacation
as well as the communication practices are constructed. A design start@r¢he

regards the built-up of human environment as the site within which to pose and answer
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various research design questions about communication in the society. Thestte ori
the interaction towards examination of the ways in which communication is trested a
object of design. That means, different sites require different communicatignsies

The central focus of interactive communication is to create meaning, action and
coherence. The coordination of these matters is the focus of communication deésign.
the activities that ensue during the communication interaction that caltigsign
stance. Levinson (1979) argue that the concept of activity types helpdadetithe
relationships between interactivity and communication. He goes on to point out that
activity types refer to a “fuzzy category whose focal membersaaledgfined, socially
constituted, bounded, events with constraints on participants, setting — but above all on
the nature of allowable contributions” (p. 368). Communicative activities posecerta
constraints or challenges. Activity types are characterized by thtaiatsthey impose
on the contributions that can be made by the preferred interpretations for @ath act
type. Communication as design therefore is interested in the creation of tools,
procedures, and techniques that constrain allowable contributions in interaction with the
aim of affording particular form and quality of communication. These tools, guoes
and techniques help to enhance the quality of interaction in communication. Without a
design stance, these constraints in communication will not be addressed.

Communication as design also brings out the aspect of intervention in
communication. As Aakhus and Jackson (2005) state, “Design is a form of intervention
oriented toward invention and this concept is consequential for what can be learned

about communication from design activity” (p. 418). Communication design work
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happens, for example, when NGOs as actors in peacebuilding intervene into designin
youth leadership training with the intention of bringing interaction that bringsgeh

both at the individual and collective levels in society. Given that recognition, Aakhus
(2007), and Aakhus and Jackson (2005) argue that the design stance toward
communication analyzes practice as theoretical, as the ground within whi¢leotes

of communication develop. Thus, design work and designs for communication can be
seen as instances of theorizing about communication. In that regard, explizating t
evolution of communication designs indicates the way communication is understood in
practice.

Aakhus (2007) argues that the design stance departs from two dominant trends in
the field of communication research that aim toward either predicting out@mes
passing normative judgments. Similarly, Aakhus (2003) point out that interventions in
communication design stance make normative and descriptive specificatishataos,
what ought to be, and what is possible. Based on that fact, the argument that certain
designs fail and others succeed provides grounds for reinventions and change in
normative and descriptive assumptions. That also calls for what design stancéore
as reflection on practice. Youth leadership training is practice that sandrdesigners
need to reflect on from time to time through periodic evaluations and reviews. From a
communication as design perspective, reflection is an invaluable aspedgof des
rationality and it afford those engaged in it the opportunity to change the design for
communication in ways that are responsive to the demands and requirements placed on

it. Thus, examining the evolution of leadership training in inter-ethnic conflict
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management and the youth from a communication as design stance shows evidence fo
the need for trainers and designers to think through the role of reflection in the entire
training process. The design stance guided the conceptualization, desigptidasand

later analysis conducted on the first two research questions of this study.

The first two specific research questions addressing communication as agsigach

are:

RQ1. What communicative challenges are involved in the design of leadership
training for youth participants in inter-ethnic conflict management?

RQ2. How do trainers manage the communicative challenges associated with
leadership training for youth participants in inter-ethnic conflict mamagé?

Youth Leadership Training and the Transfer of L earning

Research questions three and four are based on transfer of learning theory. The
connection between training and organizational change has typically been
conceptualized in terms of transfer of training (Kraiger, 2003). “Traimeigts to a
systematic approach of learning and development to improve individual, team, and
organizational effectiveness (Goldstein & Ford, 2002) and can be viewed as “a planned
intervention that is designed to enhance the determinants of individual job performance
(Campbell & Kuncel, 2001, p. 278). Learning refers to the knowledge and skills
acquired by trainees (Tai & Taiwan, 2006). Transfer of learning is the ¢atesich
new knowledge and skills learned during training are applied on the job (Aguihis et a
2009).Notably, transfer of learning can be positive or negative. Perkins and Salomon
(1992) point out that positive transfer occurs when learning in one context improves

performance in some other context. While negative transfer is a real amd ofte
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problematic phenomenon of learning, it is of much less concern to education than
positive transfer. Negative transfer typically causes trouble only in thestéages of
learning a new domaifhus, training not only may affect declarative knowledge or
procedural knowledge, but also may enhance strategic knowledge, defined as knowing
when to apply a specific knowledge or skill (Kozlowski et al., 2001;Kraiger et al., 1993,
cited in Aguinis et al.,2009).

Transfer of learning theorists (Ford & Weissbein, 1997; Holton & Baldwin,
2000; Rouiller & Goldstein, 1993) define the transfer climate as the individual or group
perceptions and interpretations of the conditions and processes within an organization
that promote or inhibit transfer of learning effoAgcording to Aguinis et al. (2009)
transfer climate includes a number of factors including supervisory andypgents
task cues, training accountability, opportunities to practice, opportunities hewse
knowledge and skills, and intrinsic and extrinsic rewards for using new knowledge.

The first cluster of variables that influence learning transfewark
environment factorsWork environment factors focus on a variety of socio-technical
system design variables. Aguinis et al. (2009) identify a number of work environment
factors that can affect learning transfer including socio-technicamyd¢sign variables
(e.g., fostering job involvement, employee involvement, information sharing), jadndesi
variables (e.g., fostering task autonomy, job match), quality managemeblesa(=g.,
employee commitment to quality work, customer focus), and continuous learning
variables (e.g., continuous learning as a priority, rewards for learRioggxample,

with a sample of 300 employees in the information technology division of a large U.S.
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automaker, Kontoghiorghes (2004, cited in Aguinis et al. 2009) found support for both
climate and work environment factors as predictors of transfer motivation and
performanceMost current models of transfer of learning include the workplace climate
for transfer as an important factor in the transfer equation (Enos et al. 2003).
Interestingly, Aguinis et al. (2009) argue that although there continue to be
claims that the transfer climate is critical to transfer of trainémgpirical studies of
transfer climate have yielded mixed results. For example, RichmachH2801) found
that post-training training enhancement interventions were more successioparts/e
work environments. On the other hand, Chiaburu and Marinova (2005) found no effects
for supervisory support but positive results for peer support in a study of 186 trained
employees. In sum, Aguinus et al. (2009) points out that recent research has reported on
how to ensure that the changes that take place during training are transfekrextha
job environment. Taken together, they argue, there is need to consider the importance of
interpersonal factors such as supervisory and peer support as moderators afitige trai
transfer of training relationship.
A second type of factor influencing learning transfesupervisory This refers to
the persons involved in overseeing work progress. Chiaburu and Tekleab (2005) point
out that immediate supervisors play a significant role in their subordinatigshg
motivation. For example, Cohen (1990) found that trainees with more supportive
supervisors attended training programs with stronger beliefs in the progisehdness,
which is an important factor in employee motivation.“Training motivation” sefiethe

‘intensity and persistence of efforts that trainees apply in learniegted improvement
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activities before, during, and after training (Burke & Hutchins, 2007, p. 267). Thus, for
training programs to be effective, participants should believe that paitigjpat
learning would lead to desired rewards (Goldstein & Ford, 2002). Similarlyll Axi.
(1997) found that trainees’ transfer motivation was positively associatedhatt-term
transfer and long-term transfer after returning to their work sit@sut et al. (2000)
summarized 20 years of research on factors affecting trainee motivatianmeie-
analysis showed that training motivation was significantly predicted Ipyidiochl
characteristics (e.g., locus of control, conscientiousness, anxiety, ggeiveoability,
self-efficacy, valence of training, and job involvement) as well as by isihzt
characteristics (e.g., organizational climate).

A moderating variable that influences levels of motivation is high performance
goal orientation. High performance goal orientation is could be an inhibiting fadtoe i
transfer of training. Chiaburu and Tekleab (2005) argued that although trainedsghit
levels of motivation are likely to increase their training transfer, trgimaintenance
and training generalization, this effect will be weakened when employedscdisa
high performance goal orientation. They observe that when the trainees mainhigin
level of performance goal orientation, their high levels of training motiva¢ismted in
diminished training transfer. On the other hand, high training motivation resulted in a
higher level of transfer when the participants maintain lower levels ofrpefce goal
orientation (Chiaburu & Tekleab, 2005).

A third set of factors that influence learning transferaaganizational-level

variables Organizational-level variables refers the way individuals and teams function
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within an organization in facilitation of transfer of learning. Aguinis et al. (2009 poi

out that research on moderators of the training transfer relationship hagifocuse
primarily on workshop factors supervisory and peer support as well as organizational-
level factors. Aguinis et al. (2009) argue that training works, in the senselihatan

impact on individuals and teams and on the organizations and the societies in which they
function. They also pointed out that training efforts will not yield the antietpatfects

if knowledge, attitudes, and skills acquired in training are not fully and apprdpriate
transferred to job-related activities. In the same light, Holton and Baldwin (20§33,

in order to enhance job performance, the skills and behaviors learned and practiced
during training have to be transferred to the workplace, maintained over time and
generalized across contexts. Regarding organizational-level fa€troghiorghes

(2004) emphasized the importance of both transfer climate and the work environment in
facilitating transfer (Aguinis et al. 2009).

A fourth factor influencing learning transfer is th@ntextual environmenthese
factors include continuous learning culture, values, beliefs, and expectatitersns of
contextual environment factors, Chiaburu and Tekleab (2005) pointed out that a number
of contextual work environment factors have been identified as important elements in
training effectiveness. Of these factors, continuous-learning culture is dmefattors
which is identified as “an organization wide concern, value, belief, and expectatibns tha
general knowledge acquisition and application is important. For example, Boffkerh

(2006) pointed out that about 80 percent of training failures are not caused by flawed
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interventions. They are caused by contextual and performance system feaitorsre
not aligned with the intended performance outcomes.

A fifth set of a factors includiaining design and delivery factossich as needs
assessment, pre-training states of trainees, training evaluation, rasfdrti training.
To understand the benefits of training, it is important to pay attention to trainigg des
and delivery factors. Aguinis et al. (2009) argue that it is important to consider the
factors that maximize the benefits of training which include paying aitetdineeds
assessment and pre-training states of trainees (e.g., trainee mE}j\adining design
and delivery (e.g., advantages of using error training), training evaluation (e.g.,
documenting training success differently depending on the stakeholder in queation), a
transfer of training (i.e., the importance of interpersonal factors). Tammxthe
benefits of training, Aguinis et al. (2009) point out that the development of an
appropriate training design and delivery methods can help maximize the behefits
training. They continue to argue that recent research suggests that the betrafitengf
are enhanced by applying theory-based learning principles such as enaptreagees
to organize the training content, making sure trainees expend effort in thataxygafs
new skills, and providing trainees with an opportunity to make errors together with
explicit instructions to encourage them to learn from these errors.

Within the inter-ethnic conflict management literature, transfer ohileghas
not been a widely studied concept. The one area that has been given some attention

regarding the ability for participants to transfer their knowledgeblean training design
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and delivery. Lederach (1995) provides a useful model that many trainers employ wh
designing training where he distinguishes between a prescriptive atideshtodel.

Lederach (1995) argues that grescriptive modgbositions the trainer as an
expert. The training event is built around his or her specialized knowledge and
experience in conflict resolution. That expertise is often brought togethes fartn of a
model presented to participants. The model is made up of strategies suggesting how
conflict is resolved and presents techniques to implement the strategiccpproa
Learning and mastering the model is the primary goal of the event. This dppratzc
pure form assumes that the expert knows what the participants need. In other words,
primary control and design of the training lies with the trainer. Similar wboF&eire’s
model of education as banking, the trainee is viewed as having no power or useful
information that can be used in the training; rather the trainer is viewed astitgposi
information in the training participants.

Throughout the training event, the explicit and expert knowledge of the trainer is
valued as more trust-worthy and relevant than that of the participants. Lede86h (
argues that the participants’ knowledge is assumed, by and large, to be \est seid
credible in the context and content of the training. In other words, the experts’
knowledge is central and the participants’ knowledge is peripheral or insighifidze
primary goal here as Lederach argued is for the participant to learrotied. mhis is
accomplished through a transfer dynamic and structure where particiyanotsatte on
the knowledge and skills necessary to implement the model. Participants mlaeem

and try to work like the expert.



35

Lederach goes on to argue that application and practice are highly valued in this
training approach. Thus, participants are afforded ample opportunity to experiitient w
learn, and take on the approaches and techniques prescribed. This approach is
understood and presented as skill building. The training event focuses on trainees
mastering the model through cognitive understanding of the strategies eichpra
experimentation with the techniques and skills. In this approach to trainingyaobd
(1995) asserts that we find a synthesis of two important orientations: (1) itadiies
of technical transfer and (2) a high view of the universality of the technologglyMiae
purpose here lies in the approach’s capacity to outline and permit participantsatct inte
with an approach to conflict resolution and to understand and master the particular
strategies and techniques it entails.

The elicitive model is premised on the perspective that training is an opportunity
for discovering, creating, and solidifying models that emerge from tbeness present
in a particular setting and responding to needs in that context. The emphasis is not only
on empowerment as participating in creating models, but also grounding the models in
the cultural context itself (Lederach, 1995).

The starting point of elicitive training involves a re-conceptualization etrol
The trainer sees himself or herself primarily as a catalyst aadlgator rather than as
an expert in a particular model of conflict resolution/management. Therefoke)the
contribution of the trainer-as-catalyst lies with the facilitating sKilbroviding

opportunity for discovery and creation through an educative process that is highly
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participatory in nature. This is similar to what Freire (1970) calls paaticry or
problem-based learning.

Simply stated, “The foundation of this approach is that this implicit indigenous
knowledge about ways of being and doing is a valued resource for creating and
sustaining appropriate models of conflict resolution in a given setting” (Leder@95,

p.56). In this model, the primary focus and emphasis is placed on first discovering what
people already have in place and already know about the strengths and weaknesses of
their own models of conflict resolution. Lederach (1995) argues that eliceivneng

begins with a more open approach of identifying the needs in a given context and then
working with the participants to create the training that corresponds to the Assuisy

other things, this approach leaves wide open the possibility that participantgshao
pursue areas of conflict transformation that have little to do with a given packiage.
approach also suggests that the trainer does not assume that his/her expadenc
expertise accumulated in one setting is the key resource for the trair@ngther.

Lederach (1995) argues that the attitude of the trainer is essentially, 6t Have the
answer, but | can work together with others on a process that may help us find it? (p. 58)
That is the trainer perspective needed for those aspiring to train the yowterskap

and inter-ethnic conflict management. This training model brings out thed ésiming
effect as Brinkerhoff (2005) point out that Tessmer and Richey (1997), in their symma
of training effect research, demonstrate convincingly that trainingtefédined as

improved performance is a function of learner factors, factors in the leawwKplace,
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general organizational factors, and of course, factors inherent in the traiogrgm
and interaction itself.

Indeed, the transfer learning theory and training models can help fa¢hiate
learning. More importantly, while complementing each other, the factors whilin t
theory and the recommended training model can enhance and promote the transfer of
learning in the design and delivery of youth leadership. For that reason, to abkieve t
aim of ascertaining whether transfer of leadership training in inter-etbnftct
management for youth participants occurred, | specifically addressédliowing
research questions during the study:

RQ3. What conditions facilitate or inhibit the transfer of leadership training for
youth participants in inter-ethnic conflict management?

RQ4. What differences does leadership training in inter-ethnic conflict
management make in the personal and professional lives of the youth
participants?

Organization of Dissertation

The dissertation is organized as follows. Chapter Il presents and explains my
methodological choices including data collection and management and analytical
strategy. Chapter Il presents the findings of phase 1 focusing on surfagesl fsbm
designers, trainers, youth participants from a variety of NGOs regarding the
experiences with inter-ethnic conflict management and leadership tramiGpapter
IV, the findings of Phase 2, a case study conducted with a single NGO, Peling,Hea
and Reconciliation Program (PHARP) providing inter-ethnic leadership treming
youth is presented. First, | begin by presenting PHARP history and structdre, a

training model where this study was conducted. Second, | report the detailesl result
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emerging from a thematic analysis of stories offered by the inteaelfocus group
respondents. | present my reflections and conclusions from the analyses in &hdpter
also make claims to the researchers interested in studying the topic ofhgade
training, inter-ethnic conflict management and the youth, regarding futwacbsand

practical implications.
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CHAPTER I
RESEARCH METHODOLOGY
To better understand how NGOs design and conduct leadership training in inter-
ethnic conflict management for the youth, | conducted a two-month qualitative study
divided in two phases. In Phase 1, | conducted 15 interviews with youth participants,
trainers and program designers from five NGOs that delivered leadeeshipg in
inter-ethnic conflict management to youth. In Phase 2, | conducted a case stisitygfoc
on one NGO involved in youth leadership training in inter-ethnic conflict management.
| conducted seven interviews with program designers, trainers, and rebgloud
leaders as well as two focus groups with youth that participated in the trdmthgs
chapter, | begin with a discussion of the reasoning that informed my methodological
choices. Second, | present a description of the organizational setting andresearc
participants. Third, | explain the data collection and data management instruments
Finally, I discuss the data analysis and interpretation procedures.
M ethodological Choices
The goal of qualitative research is to holistically understand and presesutctes
findings in a manner that involves symbols other than numbers. Although numbers may
be an important symbol during the research process and statistical proceelusfd
tools to explain findings, qualitative research is more concerned with understtraling
personal and contextual meanings participants hold for a phenomenon of interest as
opposed to a quantified or standardized version of their meanings. Lindlof and Taylor

(2002) point out “qualitative inquiry is a uniquely personal and involved activity,” (p. 5)
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whereas quantitative studies are often depersonalized and decontextualizsd. Stda
Corbin (1998) further explain the differences between these techniques, argtiing tha
gualitative methods are useful when the research “attempts to understananimegroe
nature of experiences of persons” in localized settings (p. 11).

Qualitative research focuses on the exploration of values, meanings, beliefs,
thoughts, experiences, and feelings characteristic of the phenomenon underativestig
(Halcomb & Andrew, 2005). Interviews and focus group discussions are often used to
conduct qualitative research because they facilitate creating an undergtaf a
communicative phenomenon through the holistic description of patterns of meanings and
the implications of those meanings on social actors and social structuresudfis st
represents an ideographic understanding of localized, emergent meaningshaatlaer
set of generalized predictions about human actions (Putnam, 1983).

The guiding question for this study was: “How can leadership training in inte
ethnic conflict management for youth participants be designed and conducted to
influence social change?” | view youth leadership training as a contertliadocial
process and employ qualitative methods to generate rich and deep descriptiens of t
phenomenon in order to fully grasp it and understand it.

Data Collection and M anagement
Soliciting participation

Before beginning data collection, | applied for and obtained the Institutional

Review Board (IRB) approval from Texas A&M University: Division of Resé and

Graduate Studies-Office of Research Compliance (Appendices A& BhalseFL, |
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sought permission from the leadership of each of the five NGOs to interview youth
participants, trainers and program designers. Following approval by the NGO, eac
participant signed the consent form before beginning the interview. For Phdmsdd?,

an initial meeting with the NGO'’s Executive director before embarking ortubdg.dn

this meeting, | explained in detail the contents of the research instrumdritea
expectations of participation from the NGO. During this meeting, | red@ne

agreement supporting this study before data collection started. The NGCOU$iwexe

director signed the consent form | presented to him at the beginning of the study to
confirm the NGQO'’s participation in the study (Appendix C). The executive ditector
authority paved the way for youth, trainers and community representativesi¢cgppaty

in the study. Consent forms were issued to all the study participants — yourstrai

and community representatives—who reviewed and signed the consent forms (Appendix
D). The management of the NGO in Phase 2 allowed the study on condition that
interviews would only be conducted by the researcher and used for academic purposes
only with the understanding that the final findings from the study would be shatred wit
the NGO’s management.

Data sour ces and procedures

This section outlines the data collection methods | used to explore how youth
leadership training in inter-ethnic conflict management was designed and ezhttuct
create positive social changeindlof and Taylor (2002) point out, “Many qualitative
researchers use a sampling strategy that guides their choices of whatrte absvhom

to interview. An intelligent sampling strategy enables researcherake systematic
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contact with communicative phenomena with a minimum of wasted effort” (p. 120). For
that reason, using a purposive sampling technique that emphmasdyroups and in-
depth interviews with key informants (e.g., youth participants- aged 18-30 years ol
trainers, program designers and community representatives) was used tegenerat
information regarding how NGOs in Nairobi, Kenya design, construct, and deliver
leadership training for youth participants in inter-ethnic conflict mamagé

Phase #1: Interviewswith youth, trainers, and program designers

Interviews have been widely accepted as a common means of data collection in a
range of health disciplines, including nursing, sociology, social work, and allittd,hea
because they facilitate interactive dialogues between participantesaaichers
(Burnard, 1994a; Fisick, 2001, Fielding, 1994; Tashakkori & Teddlie, 2003; Wellard &
MecKenna, 2001; cited in Halcomb & Patricia, 2006, p. 38). Given this relationship and
the emphasis on exploration and inquiry of human phenomenon, interviews have
traditionally been a method of data collection associated with the naturalistic
(qualitative) paradigm (Halcomb & Andrew, 2005).

To orient myself to the breadth of stories that are told about effective training
design and delivery, | interviewed youth, trainers, and program desigoerslififerent
NGOs based in Nairobi that were involved with youth training in inter-ethnic conflic
management. My aim was to interview six youth (aged 18-30 years old) who had
participated in past courses on inter-ethnic conflict management, seversfrantetwo
program designers. Youth trainees, trainers and program designers were dnawn fr

several NGOs offering this kind of training in Kenya. The Kenyan NGO cohasih
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directory from which I drew the names of the NGOs involved in youth leadership
training and inter-ethnic conflict management. | attempted to incorpovétkeaange of
perspectives in the interviews by recruiting a diverse set of interggeingerms of age,
gender, home location, and training experience. My aim was to conduct individual
interviews in a face-to-face setting.

Different interview guides were developed for each category of respordents
youth, trainers, program designers, and community representatives. Ahtenraw
guides included questions that addressed the four research questions that itifermed
study (see Appendices E-H). Each interview guide contained questions thatedidress
the following: (1) What communicative challenges are involved in the design of
leadership training for youth participants in inter-ethnic conflict mamagé? (2) How
do trainers manage the communicative challenges associated with lgatiaisimg for
youth participants in inter-ethnic conflict management? (3)What conditgiigdte or
inhibit the transfer of leadership training for youth participants in inten@ttonflict
management? and (4) What differences does leadership training in intereetifict
management make in the personal and professional lives of the youth participants?

Each interview lasted approximately 30-45 minutes. With such a large data set, |
had to ensure that | would be able to track the wide variety of accounts thate&mserge
| typed up all my field notes into electronic files. | kept an electronic jotinaa
included my assumptions, intuitions, biases, observations, and expanded field notes to
account for how my thought process developed over time during the interviews. Small

wonder, Halcomb and Andrew (2005) point out that pure qualitative research focuses on
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the exploration of values, meanings, beliefs, thoughts, experiences, and feelings
characteristic of the phenomenon under investigation. Similarly, a combination of
verbatim transcription and researcher notation of participants’ nonverbal behavior has
been cited as being central to the reliability, validity, and veracity oitgtiz¢ data
collection (MacLean et al., 2004; Seale & Silverman, 1997; Wengraf, 2001; cited in
Halcomb & Patricia, 2006, p. 40). The interviews were audio-taped and lateritvadscr
| hired a professional transcriptionist to transcribe the 22 in-depth interviebativer
The existence of verbatim transcripts can be beneficial in facilitdtenge¢velopment of
an audit trail of data analysis by supervisors or independent persons (Halcomb &
Patricia, 2006). This style of transcription was appropriate for two reasosts.ifrorder
to create useable knowledge for the NGOs involved in leadership training inthrigr-e
conflict management for the youth, the findings must be legible and intelligible
(Petronio, 1999, 2002). Second, | was not looking for underlying structures such as
cognitions or attitudes that anchor participant’s beliefs and are reveeded!
conversational analysis. To ensure that the transcriptions were accugdistdmred to
all of the interviews while coding the transcripts, and they were matched eptherf
Phase #2: Interviewswith asingle NGO

To develop an in-depth perspective on how NGOs engage inter-ethnic conflict
training, | also focused on one NGO as a case study. Using the interview guide
developed in Phase #1, | interviewed two trainers, two community representdings
organizations send youth to training (e.g., churches, colleges, schools, villages), one

course designer from the NGO, and conducted two focus groups with youth (aged 18-30
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years old) that have either completed or were in the process of completing thei
leadership training in inter-ethnic conflict management being conducted bysie By
including individuals who referred youth to the training, designed and executed the
training, and participated in the training, | hoped to develop an understanding of how
leadership training is designed and delivered from several different perepethe
focus group method was used since it allows ‘large and rich amounts of data in the
respondents’ own words’ (Stewart & Shamdasani, 1990, p. 16) to be gathered quickly
and cost-effectively. The method also provides participants with opportunitiestsslis
issues of common interest in a non-hostile environment, while giving researchers an
opportunity to ‘observe participants engaging in dialogue, sharing ideas, opintbns a
experiences’ (Madriz, 2000, p. 841). The focus group participants were invited by the
researcher from a list provided by the administrator(s) of the NGO invaiwaalith
leadership training in inter-ethnic conflict management. Volunteers wemngtesl from
that list to participate in focus groups. Before the focus group interviews, partcipant
received an information packet which explained the study and gave detailshebout t
location and time of their focus group session. In terms of gender breakdown, young
men and women participated in separate focus groups so that their opinions and
experiences could be compared and contrasted. The size of each focus group was fi
members. Each focus group meeting lasted approximately 45 — 60 minutes.

All individual and focus group interviews were audio-taped and transcribed. The
transcription was done by professional transcriptionist | had hired to ttamsiata for

Phase 1. The main purpose of Phase #2 was to use these different perspectives to
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articulate the communicative challenges and consequences experienagdng,thow
these challenges were managed, what learning strategies informrihrggtrand what
factors facilitate transferability of leadership training for youthigigants in inter-
ethnic conflict management.
Data Analysisand I nterpretation

Individual interview transcripts, focus group transcripts as well as fielé note
were analyzed using Owen’s (1984) thematic analysis, a method of identifying and
interpreting participants’ prominent, shared meanings, as reflectedrinigeurse. In
the same light, Wood et al. (1994) argue, “Thematic analysis is doubly interpretive
because it not only probes symbolic constructions, but also relies on discursive accounts
as the primary data that reveal the meanings participants generaterfexpleeiences”
(p. 116). | used a thematic analysis to analyze the data generated in both phases.
Riessman (2008) argues that the utility of thematic approach is thatvesetiolars
can keep a story “intact” by theorizing from the case rather than from contgbames
(categories) across cases. She also argues that thematic amalyssapplied to stories
that develop in interview conversations and group meetings, and those found in written
documents (Reissman, 2008).

Owen’s (1984) criteria for whether a particular theme emerges in thesiana
are:

(1) Recurrence, in which the same thread of meaning is repeated;

(2) Repetition, in which key words, phrases or sentences are repeated; and

(3) Forcefulness, in which linguistic cues indicate importance and emphasis.
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In a thematic narrative, Riessman (2008) points out, “The investigator works
with a single interview at a time, isolating and ordering relevant episottes i
chronological biographical account.” (p.57) In addition, Riessman (2008) asserts, “
thematic narrative analysis, emphasis is on “the told” — the events and cogwitions
which language refers (the content of speech)” (p.58). She also goes on to poirtt out tha
because interest in thematic analysis lies in the content of speech, grehese
interprets what is said in interviews by assuming meanings for an utdrat@any
component user of the language would bring. Therefore, language was my resource for
analysis. Riessman (2008) points out that theorizing across a number of cases by
identifying common thematic elements across research participanesetits they
report, and the actions they take is an established tradition with a long history in
gualitative inquiry. The themes that emerged from the stories and responsesiéng, trai
youth participants in the interviews and focus group discussions, and program designer
gave informed the analysis of my study.

After the field work, | edited the data following each question for accuraty a
consistency of responsés.analyzing the individual interviews and focus groups data |
looked for recurring, repeated and forceful themes and sub-themes that responded to the
research questions, which were sorted into categories of response. | reall gaciug
transcript and made notes, throughout the reading, on general themes within the
transcripts. Burnard (1991) said, “The aim, here, is to become immersed ingh@dat
462). This process of immersion is used to attempt to become more fully aware of the

‘life world’ of the respondent; to enter, as Rogers (1951) would have it, the other
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person’s ‘frame of reference’. | worked at each interview or focus discugsoup at a
time to develop categorized datasets. The categorized datasets weewithead and
overlaps between themes and sub-themes further assessed to ensure thatldile-mi
categories were clustered together under a single thersed the following data
analysis steps to make sense of my data.
Step#1

| began my analysis withsystematic inductive analysas described by Lofland
and Lofland (1995) to discern patterned themes in youth participants’, ttaamets
program designers’ discourse about the training workshop. This approach uses an “open
coding” scheme (Glaser & Strauss, 1967) derived from initial data to identify
preliminary concepts. Transcripts are read through again and as many headings as
necessary are written down to describe all aspects of the content, excludisg ‘dros
(Burnard, 1991). Field and Morse (1985, cited in Burnard, 1991) use the term dross to
denote the unusable ‘fillers’ in an interview — issues that are unrelatedtapité
hand. The ‘headings’ or ‘category system’ should account for almost all witéneiew
data. This stage is known as ‘open coding’ (Berg, 1989); categories are freeistgd
at this stage. f@en codingallowed me look for categories that seemed salient in my field
notes from the interviews and focus group discussions. New data were collected,
analyzed and compared with previous analyses to develop working concepts and
theoretical links between them. The initial codes were numerous and varied aadl sever
of the categories were related or overlapping. | cycled through all theiéweand

focus group discussion materials several times during the initial codingspriocerder
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to ensure that | gave appropriate attention to all of the data.
Step #2

For the second analysis step | ugetlised codingn which | began to combine
codes, drop others, and create an integrated scheme to categorize the datatudy the s
respondents’ concepts, categories and themes. Progressively targetedeevide
collection and analysis, reinterpretation of existing data and constant ceompagre
undertaken to investigate working concepts, clarify themes and patternsabidles
interrelationships. Burnard (1991) argue that at this stage, the list obcateig
surveyed by the researcher and grouped together under higher-order headiags, The
here, is to reduce the numbers of categories by ‘collapsing’ some of the drege tha
similar into broader categories.

Throughout the initial and focused coding, | attempted to keep as close to the
respondents’ words as possible so that | could present their own understandings and
perceptions and their experiences rather than shaping those with my preconceptions
about leadership training, inter-ethnic conflict management and the youth.afaplex
| used their words and phrases to title the themes as much as possible and lager using
member check strategy asked several respondents (youth participants #&athe
designers) to assess the accuracy of these themes (as advocated b\&l (Bgbé)

1985). Similarly, | attempted to be as accurate as possible about meanirigsrtimag
respondents’ attributed to the training and to inter-ethnic conflict management. The
attempt to present respondents’ meanings as accurately as possiblepsrémim

means of establishing truthfulness of the findings (Lincoln & Guba, 1985). thiyna
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developed a new list of categories and sub-headings after working througimanthge
the repetitious or very similar headings to produce a final list.
Step #3

My final analytic step was to compare the respondents’ emerging common or
unique themes from the interviews and focus group discussions across the types of
participants—youth participants, trainers and designers, and stakeholderdestsalre
youth to the training. At this stage, Burnard (1991) argue, “Transcripts-aead
alongside the finally agreed list of categories and sub-headings toststabldegree to
which the categories cover all aspects of the interviews. Adjustmentadecasn
necessary” (p. 463).Progressive generation of higher levels of conceptuadttadnrs
through “theoretical coding” (Glaser, 1978) ultimately produced categamigs
interrelationships which described youth leadership training within the contexts
investigated, resulting in an explanatory grounded theory framework. Eadtripains
was worked through with the list of categories and sub-headings and ‘codediiagco
to the list of categories headings. Additionally, each coded section of the individual a
focus group interviews was cut out of the transcript and all items of each cozle we
collected together. Multiple photocopies of the transcripts were used to enstine that
context of the coded sections was maintained. Burnard (1991) points out that the
multiple copies allow for the sections either side of the coded sections to be cuhout wi
the coded areas. The cut out sections were pasted onto sheets, headed up with the
appropriate headings and sub-headings. All of the sections were fileldeiofpetdirect

reference when writing up the findings. Similarly, | kept copies of the cempl
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interviews to hand during the writing up stage as were the original tape resorlisg

the results of the in-depth interviews provided some cross-reference campans

what others — the community, church, and school leaders said about leadership training
for youth participants in inter-ethnic conflict management. This supported thatjener

of in-depth insights into the youth leadership training in inter-ethnic conflict

management phenomenon within the non-governmental organizational context.
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CHAPTER 1l
ANALYSIS OF PHASE |

Phase 1 focused on surfacing stories from designers, trainers, youth pasticipant
from a variety of NGOs regarding their experiences with inter-ettamttict
management and leadership training. Detailed results emerging from di¢heamadysis
of stories told by the research participants for the four research queséqgresented
in this chapter. At the end of each research question, | present a summaghtirghli
the themes that emerged describing youth leadership training, comparing aadtcantr
themes among designers, trainers, and youth participants. To ensure configential
titles and numbers are used rather than participant names (i.e., Trainer # 1, Youth
Participant # 2, and Designer # 1, etc).

Resear ch Question 1: Communicative Challengesand Training Design

The first research question asked trainers, youth participants, and program
designers to name the communicative challenges involved in the design offigaders
training for youth participants in inter-ethnic conflict management.
Trainers

Five communicative challenges emerged from the analysis of the trainer

interviews regarding the design of inter-ethnic conflict management ader&hip
training: (1) the ability to analyze the training audience, (2) diffestikeholder
expectations among donors, program officers, and the general public, (3) lack cdlmater
resources, (4) participant challenges, and (5) the question of represemtation

inclusivity, that is, who gets to attend the course.
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Audience analysis is one of the key steps that a communicator needs to establish
before designing any message. Conducting a thorough needs assessmentabefhgre tr
is designed and delivered helps set appropriate goals for training and ensuiegnibes
are ready to participate (Blanchard & Thacker, 2007). The challeraged@nce
analysiswas pertinent to two trainers (Trainer #1 and #2). The main concern of these
trainers was how to carry out a proper analysis of the audience or the taugeingr
order to establish their needs, aspirations, and concerns to facilitate the apgropri
design of the training and selection of content. In expressing this concener Fra
said,
If I am going to deal with, for example, a conflict related situation, | drbké
to know the groups there. Are there youths, are there men, are there women and
then the best thing to do is to try as much as possible to provide specifics to each
respective groups and of course there are things that run through in the three
groups. Therefore, the designing will come out of the categories that form that
conflict and once | know my audience, the people, the group and whatever the
conflict is, that is when | will decide to design.
The challenge emanating fradifferent stakeholder expectatiowss
constructed in terms of mismatch of interests and objectives among donors, program
officers, and course trainers for the course or what Trainers # 2 and #3 called a
“‘mismatch of needs.” Trainer #2’s argument was that this “mismatch of needi
technical challenge because many people were not familiar with theiwégeand the
design of the training and this confusion interfered with the training goaigndand
implementation.
When | think of designing a training program well, | realize tbatechnical,
because it is something that not many people are familiaramid the needs that

you discover through analyzing a group may not necessarily matbhtheat
ideas, interests, needs or thoughts or the objectives that a donoheor ot
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stakeholders have and want to be achieved. And so | come up witimgraini

design that has no mismatch of interests and needs in the langfuhe donor. |

also go around it by educating the donor.

Since most of the training programs are driven by donor funding, the donors
seem to have an upper hand in dictating what training design, content, and objectives
will be pursued. Most of the trainers mentionddck of material resourcess a
challenge when designing training which included funding, training mateaiadstime.
Three trainers mentioned funding as a serious constraint when designingiliéatrigc
youth leadership training programs. Trainer # 4 stated, “It is expensive to run such
programs and it calls for funding and when this is inadequate, participants ade call
upon to chip in which often causes enrollment numbers to dwindle.” The same
sentiments were echoed by Trainer # 1, “Getting the capital to run coussesdmaa
challenge as it is also a challenge for the participants to pay for thesduraek of
funding influences the training design in terms of limiting the number of pariisipa
attend and content coverage by shortening the duration of the training since the
participants cannot afford to pay for a long training.

Another challenge for designing training wask of training materialsThe lack
of training materials means that the trainers cannot design a longer lsecasse they
are limited by what they can offer, and it also means that the content may alevaatr
to the culture making it less relevant to their needs. Trainer # 1, noted that,dtbaer
books on the subject of inter-ethnic conflict management but they are not written wi
the African context in mind, and therefore, we have to come up with our own home-

grown training materials on the subject.” In the same vein, Trainer #5, pointedtout tha
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“what is available, that is, print resources for the course is not much, thegialg m
available from the internet which is not always the best place to source ihtoras

they may not be very authentic and may also have divergent views.” His main concern
was that the topics in the existing material may not often relate to Keoyéext and
culture.

Timewas also identified as a challenge by trainers. Their main argumertiavas t
most of training programs were run for a minimum of two days and a maximum of five
days which was not adequate to cover the training content or meet the traitezests
to learn more. Trainer # 7said,

Imagine the content and you only have 5 days, sometimes even 3 days and even

those 5 days they are like we are not going home! Can we stay here another

week, so the demand is so high and the interest is so high. To me that demand is

almost they will say we have just scratched the surface, | would have liked to g

deeper, to delve more and so forth. And so that is one challenge to meet the very

intense demand.

The challenge of time is connected with funding because the longer the course,
the more funding would be required. Since the trainees could not afford to pay for a
longer course, most of the courses were designed to take a shorter period of time,
compromising the depth of content.

The trainers mentioned seveparticipant challengescluding: (1) language,

(2) motivational problems, (3) rigid expectations, and (4) diversity. The problem of
language was mentioned by Trainer # 4 who said, “We’'ve also gone to places where
language becomes an issue because we facilitate in English but there pastycijgants

who will not necessarily understand everything in English and so we are called upon to

interpret and that takes a lot of time. It really disrupts the entire flonwou have
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someone who is interpreting it for you.” Most of the training programs aitiaftasc

using English and since some of the trainees may not be proficient in the language, an
interpreter is often used which usually takes time away from the courserm#dkethe

time the interpreter takes to say (repeat) what the trainer hadyas@d. When

instruction is done in a language trainers are not conversant with, that tends to lower
their motivation to learn and adversely affects training transfer (Aguiais, 2009;

Klein et al., 2006). When the trainees are not proficient in the language used in the
training and an interpreter is used, time is lost in process of communicatirantbatc

and that adversely affects the training design.

Motivational problemsncluded participants’ mixed motives for taking the
course and ulterior motives such as the need for food, financial rewards, and funds to
start income generation/business initiatives. To underscore this challeageer # 1
said, “There are those who come for training because they need a courneateetdif
say | trained in this but if they themselves are not interested in enhaneisgntie, then
there is a gap between the head knowledge that they wanted and the tecttidéiga
wanted and really doing it.” Similarly, Trainer # 7 stated, “The kind of education a
training we provide doesn’'t have immediate fruits. It is a low point in the sengethat
are not giving them money to go and start a business and yet there is so much
unemployment and so forth...”

In the same vein, Trainer # 3 said, “Because for the ones out of school will
immediately tell you we can’t do anything without something in our stomach. Yoiu ca

tell us about leadership without feeding, so when we go to a place like Kibera gou nee
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to say as you are training them for leadership also provide them with a meacsneé |

and a means of them earning a decent living so that they don’t opt to use cheaper short
cuts like violence and crimes or things like that.” The need for food to eat and lack of
jobs for the youth explains the motivational problem which is directly tied
unemployment.

Diversity, as defined by ethnic difference and a lack of unity regarding
acceptance among youth from different backgrounds, was voiced as a concern by the
trainers when designing and implementing training. Trainer # 1 arguedhhat et
diversity is a serious problem that trainers/facilitators need to addtessaid, “a
facilitator must ask himself/herself how to overcome this during the tgainimthe
same vein, Trainer # 3, pointed out that ethnic and community enmity creep in to the
training programs and frustrate the process of participation among the parsicgraht
in some instances between the trainers and the trainees. Ethnicity infltrammiag
design choices in terms of the trainers making sure that the concept istimalihed
during the training for the youth participants to understand it — that meansimeis t
devoted to explaining it and engaging the youth to give their own views about it.

Finally, inclusivityis the quality or state of being able to accommodate, include,
or have others represented. The challenge of representation and inclusivity wak pointe
out by the trainers as needing to be considered when designing training. &wrenst
Trainer #3 argued that the youth represent a large diverse group which means the
challenge for the trainers is to ensure that the group chosen is represeAta

additional challenge related to inclusivity is how to define who are the youth and how to
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choose participants who represent and serve as role models for different griogips. S
stated, “The youths are so many when you go into an area and you say you want the
youth, hundreds turn up and they say they want to be involved, we are youths! You can’t
leave us out so to get a representative of the youth and who is youth and who is not
youth is a very big issue.”
Youth participants

Four communicative challenges were mentioned by youth participants
experience regarding the design of leadership training in inter-ethniactonfl
management: (1) time, (2) diversity, (3) training approach and philosophy, and (4)
funding constraints.

Most of the youth participants mentioned timee allocated for the course posed
a major challenge. Youth Participant #1 said, “The course was very short — could have
been two, three or four days long. As it was developing, it was important for it to be
continuous and bring or address many issues the youth are faced with but it lasted 2 days
instead of 5 days.” Similarly, Youth Participant # 5 said, “We didn’t exploit elvenyt
because of the time but the course was good, but especially leadership actl confli
management if we are given a chance so that you can exploit should be good.” In
addition, Youth Participant # 6 expressed similar sentiments by saying, “Betaybe
the course | took was about two days, two days are not enough because maybe | have
notes but those notes | need to first of all know them.”

Diversityrefers to the differences among the ethnic identities people from

various tribal groups uphold and the result in differences in their customs, beliefs, and
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language. Juma (2000) asserts that ethnicity is a primary element inidleasdc

political configurations of Kenya and is the key to understanding much of the tanflic
Kenya. The challenges emerging from ethnicity were explainedmstef the

participants’ preconceived notions of each other as coming from different ethaic/tr
backgrounds which moved them not to open up and interact with the others freely. That
is why Youth Participant #2 said, “And | always tell people that if we continueeto se
Kikuyus as Kikuyus, Luos as Luos, Kalenjins as Kalenjins, then we will never’unite

Youth Participant #3 argued against the ethnic stereotypes that frustrate
interaction saying, “People should try to look at people as individuals not from their
ethnic group perspective.” When trainees started stereotyping each other aiglod ba
ethnic differences that caused those being stereotyped to stop participatinggamthe
killing their motivation to learn and transfer that knowledge to others.

The challenge of training approach and philosophy regards the way the trainers
designed and facilitated the course. Four challenges related to training@pand
philosophy were mentioned: (1) lack of engagement or involvement of the trainees
during the training program, (2) limited use of one approach by one of the tra®ers, (
shallow training modules and/or content, and (4) time constraints.

Participants stated that it is important to engage or involve the audience in order
to facilitate learning. For example, Youth Participant # 5 pointed out: “The coarse
good and | appreciated the content, the content was good but the thing the facilitators
lacked was the much engagement of the flow. So at some point, the participants become

so tired and started talking.” In the same vein, Youth Participant # 3, said, “Yeah,
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sometimes | lost the flow because the presentations were not systamilatiot
explained in detail ... trainers were rushing.”

The type of training approach can also pose problems during the training. For
example, one trainer used what Youth Participant #2 called a “religious approaeh.”
trainer assumed that since most of the youth were Christians, there wasl b nee
exploring other approaches to inter-conflict management and most of the issues on
peace were discussed from a narrow Christian view which may have limited non-
Christians’ engagement with the course.

Shallow content was also mentioned as a key challenge. Participant # 5 pointed
out that in one of the courses he took, participants complained that the course was not
systematically organized and the content was too shallow not adequately callehiag
topics, especially the issue of trauma management. Youth Participant #3 alsd pointe
that the modules should be systematized, revised and upgraded to higher levels like
diploma or professional certification.

Program designers

The two program designers mentioned the following as communicative
challenges they faced when designing leadership training for youthpemtsin inter-
ethnic conflict management:(1) participant challenges, (2) lack of miatesources,

(3)an ability to conduct audience analysis, and (4) ethnicity and tribalism.

Participant challengesvere the most frequently mentioned communicative

challenges by the program designers regarding the leadership traigigg. d2ne of the

designers pointed out that participants’ educational background created different



61

understandings concerning issues between participants who had a universitpeducat
and those that did not. Designer #1 said,
The background of the participants contributes a lot - for example, when you
have like those who are in university, then those who have not gone to the
university, maybe they went only to colleges, their points of view on issues are
different. Those in university are very open whereas the other tends to cross them
in terms of perception and conception of issues.
Another participant argued that the youth participants’ financial expeta
weighed heavily on the training design in the sense that they expect the courseido be pa
fully for them and also at the same time at the end of the course be given sorgéanone
take home. The financial expectations affect the training design in the kahget
organizers may reduce the duration of the training — which compromises on content so
as to cut on costs so that some funds could be available to give to the trainees as
allowances. Designer #1 argued, “Our training programs goes with finarcaesbe
these are young people and most of them do not work and when they come they expect
to be given some money to take to their families.”"The designer indicated thathvehe
youth participants were not given money at the end of the training progranbeitmye
demoralized and failed to pass on the knowledge to others.
Culture plays is a key challenge when designing leadership training mgra
particularly when the youth participants come from different culturaldvacikds.
Designer #1 said, “Culture plays a key role making participants not to @gree
peacebuilding opportunities that the youth can use to preach about peace, like organizing

football tournaments. When one group wins and the other loses, that becomes a source

of conflict.” Therefore, culture plays a key role in creating misunderstgrah issues of
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participation in and outside the training, or the language to speak during leadership

training in inter-ethnic conflict management when the youth participantgdrai

different cultural backgrounds.
Unemployment is a pertinent factor that cannot be divorced from the discussion

of issues facing the youth participants. The issue is serious to the extevit¢hahe

youth take any training program, either in conflict management or in otees, dhey

want to obtain job skills that will enable them to become economically selfirelia

According to the youth, once they are employed conflicts will cease. De#igsaid,
Training the youth on leadership and entrepreneurship is normally a component
that is critical especially for sustainable interventions. For thabmeagen we
are dealing with the youth, we are keen on tackling the entrepreneurship aspect
because based on past reviews, unemployment, and lack of economic
empowerment are serious issues that trigger a lot of conflicts amonguite y
Another concern among the program designers was that even after the youth

participants go through the leadership training, they are not held accountabiat f

training. They are not keen to use the acquired knowledge in their communities — and

this was pointed out by Designer # 2 as a problem in some regions in Kenya. She said,
At times depending on regions and depending on target at times just for some
you still can never understand - there are some participants or audienceslwho wil
always appreciate while at times your content may not be relevant to ane or t
individuals, then at times the whole issue is that so many are being trained and
yet they can’t account for the use of the knowledge they acquired.

The same program designer observed that the youth participants come to leadership

training mainly to get certificates or to get information to secure jobser otstitutions

and often fail to support the program designers when they need them.
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Lack of material resourcesuch as finances to run the training programs, time
allocation for the courses, and lack of institutional staffing impinge on thendesig
Designer # 2 pointed out, “At times we plan, we prepare so well and all of a sudden,
there are no funds to mount the training program.” Similar sentiments werssegi®y
Designer # 1, who said, “Our youth participants cannot take care of themselves, they
don't have resources, they don't have the financial capacity. Usually wéaeoa'that
many days training because funding is an issue.”

Based on funding limitations, the knowledge and skills that are passed to the
trainees is limited and that has a serious impact on what they can compedestir tto
others after the training. The funding challenge is directly tied to théhlang depth of
the training. Most leadership training programs in inter-ethnic confliobigement for
youth participants take a short time because of cost implications — youthpaats
cannot afford to pay for the tuition fees and the program designers are not alde to rai
enough funding to take care of the existing needs. Designer #1 summed up the time
challenge this way,

Often, time is our challenge — it is short, content is long, and therefore we tend to

shorten the content to fit within a few days of training. Yet there is so much to be

covered, the youth participants want to learn more and yet we do not have the
funds to cover for the time required.

Audience analysjghe assessment of who the audience is in terms of
demographics, was one of the challenges mentioned that leadership trainershfor yout
participants must wrestle. Designer #1 said, “When designing a course, wetloek a

youth background, how active they are, how they can go back and share the information.

So when we design the program we wrestle with getting and assessingéhgtanp
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background information so see how it matches with our training goals.” Thengwlle
trainers seem to face here is get and match the trainee’s background ioformitit the
training outcomes in order to make the training a success.

Ethnicity or tribalismis a factor that is rife in Kenyan societies and more so for
those designing programs for leadership training in youth inter-ethnic coBtlcticity
over the years has become entrenched in the Kenyan communities such that youth
identify themselves with their ethnic groups rather the country identitygessi2
said, “The generation ahead of us is so tribal and those tribal inclinations haslatperc
through to the youth we train in the different regions in Kenya. For instance, tbere a
training opportunities where you want to balance the training issues but somebody
somewhere will want you to take the course to his region and offer it only to people of
his ethnic group.” The challenge here is for the trainers and designers togre-desi
another training focusing on the needs of the new group which would take time and
financial resources.

Summary for research question #1

When comparing the themes generated by trainers, youth participants, and the
program designers, there were more notable areas of similarities teaariés.
Similarities between the trainers and program designersaméeience analysjsand
participant challengesMoreover, trainers, youth participants, and program designers all
mentionedack of material resource®©nly youth participants and program designers

mentioneddiversity The similarities among groups point towards a better understanding
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of the trainees’ experiences and their needs when designing and deliviratigef
youth leadership training.

Several areas were only mentioned by one group. For example, trainers
mentionedifferent stakeholder expectatioasdrepresentation or /inclusivitgs
communicative challenges whereas youth participants menttoaiathg approach and
philosophy.The trainers seemed to be concerned with different stakeholder expectations
because those expectations might contradict the already set trainoggtess, and
therefore affect the training outcome. In addition, representation or inclusity i
challenge because the training is designed to meet the needs of a paxditmgary of
youth irrespective of ethnic background. However, when inclusivity is empbassze
key criteria for the training seems to impinge on the design goals and tkerefoneet
the desired outcome. The youth participants’ concern about the training approach and
philosophy underscores their desire for a training approach that would help them bett
understand the training content and be able to transfer the same to others.

Resear ch Question 2: Management Strategies and Training Design

The second question addressed the strategies that trainers, youth péstiaipdn
program designers used to manage the communicative challenges assotiated wi
designing and conducting leadership training in inter-ethnic conflict mareageand
the youth.

Trainers
The main strategies mentioned by the trainers during the interviews that they

used to manage challenges were: (1) facilitating participant underga(i@)imocusing
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on fundraising, (3) educating the donors, program officers and the general public, a
(4) using youth-elected representatives to facilitate inclusivity.

Facilitating understandin@ddresses the problem of language and is
accomplished by use of interpreters, offering additional explanations when needed by
demonstration, and encouraging participant discussion. Due to differences irgigangua
trainers used others to interpret the training material and put it in the lanpeacgree
could understand, coupled with providing additional materials that helped make the
content clearer to the trainee. This translation prompts participants to cantalhé
discussions during training. Trainer # 4said, “We use interpreters and we deteanstra
lot so that people can be able to understand it and that prolongs the period so that
something that you would have dealt with within a short time takes now a longer time
for these people to understand.” Trainers used interpreters to properly explain the
concepts and also performed several demonstrations to communicate the magdage w
facilitated common understanding among the trainees.

To encourage participant discussion, Trainer # 7 said, “We create opportunities
for youth to debate issues.” Similarly, Trainer # 5 stated that to involve the yoeth, s
provokes them to think through and pursue their ideas, role play, dramatize and compose
songs following the topics discussed in the training. She said, “Actually when you do
trainings, the youths have a lot of suggestions, they have a lot of things thedrthdy.

So the idea is just to provoke them. Like when you go into communities you ask them
what is it that you want to do with their ideas — role play, dramatize and even compose

songs to help them understand the course content.”
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Fundraising challengewere addressed by seeking support from funding
sources. For example, Trainer #1 said, “We seek out support from churches of the same
mind; work with universities with departments on the subject of leadership tramning
inter-ethnic conflict management and use pro bono volunteers such as good scholars, and
leaders who have a passion for peace.” Similarly, Trainer #4 said they askeshiar
chip in and also for participants to do the same, in addition to finding other sources of
funds to cover for the training costs.

Themismatch of interests and needserms of objectives and needs between
the stakeholders — donors, program officers and the general public was addressed
through education. Trainer # 2 clearly pointed out that you have to educate the donors
and program officers as much as you are training the youth. His arguarettiat
educating the stakeholders helps to manage expectations of all the partisgyahem
to adequately address the needs on the ground. Educating the stakeholders guarantees
mutual understanding in pursuance of the training goals.

The challenge of being inclusive was managed by haepigesentatives chosen
from each group Trainer # 3 argued that she manages the problem by inviting all the
youth and having them select representatives before the training throatgciare
process which eliminates the problem of favouritism of one group against the other.
Youth participants

Out of the six youth participants interviewed, only four were able to mention the
ways trainers use to manage communicative challenges in leadership traiuniteg-i

ethnic conflict management. Moreover, no consistent patterns emerged from their
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responses. As a result, each of the strategies the youth participants suggested f
managing the communicative challenges associated with leadershipgraimter-
ethnic conflict management are idiosyncratic to a single youth partic{danitilization
of acquired knowledge, (2) organization of follow-up meetings, (3) facilitation of
dialogues among community groups, and (4) practicing of equality.

Utilizing acquired knowledge and organizing follow-up meetingee the
strategies used to manage the constraint of time. The follow-up meetirgbeledin
training sites after training to help make-up for the content that was not dovere
Similarly, organization and facilitation of dialogues among community grovgre
used to addregdiversity/ethnicity and equality challengé®r example, youth
participant #1 said, “I am so appreciative that the knowledge that | got howevker sma
will develop and utilize it.” Similarly, youth participant #2 said, “We managed by
making use of other meetings that were held after the training held at the Ama
Communities Africa (ACA) offices to discuss and dialogue over pending isscless
how to treat each other equally because the cost constraint of hiring spaceltfer anot
training was not there.” The fact that other people created ethnic gapsfditier the
aspect of equality is an important alternative. Equality here meansittieg &lbes are
supposed to be equally considered, be given equal consideration and representation in all
matters pertaining to their welfare in the society and more so in anygalesign.
Program designers

Program designers mentioned three specific ways of managing the commenicat

challenges associated with leadership training for youth partisipdnttime
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management, (2) offering financial reimbursement), and (3) developingiiostal
partnerships

Time managemelnd the systematic, priority-based structuring of time allocation
and distribution among competing demands. Summarizing the training content and
focusing on key and specific areas of leadership training in conflict managEme
youth participants were the management strategies used to addeessmnagement
challengesDesigner # 1, said, “We try to summarize and focus whatever we want to say
and leave out those aspects that we can cover at a later time by tryingtteepicost
urgent issues.”

Program designers suggested providing youth particigatsl reimbursement
to address financial expectation issues. Designer # 1 said, “What we natmalio
plan a budget where we input a standard way of reimbursement in which every youth
participant would get the same amount of money for travel irrespective of tisgr
came.”

Partnership developmerd an organizational structure that is put in place to take
care of emergent issues that may affect the smooth execution of the tpaogngms.
Program designers alleviate resource constraints such as lack abtaiderming
partnerships with institutions and individuals providing similar training programs
Summary for research question # 2

The only area of similarity occurred between trainers and program designer
regardingfinancial managementndoubtedly, trainers and program designers focused

on the strategy of financial management because they are the ones whormtesign a
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deliver the training programs. For the training to run, they have to fundraise in order to
cover trainee fees and pay them some allowances due to the trainee’s unenploym
status. The other themes mentioned were unique with different groups artgcula
different management strategies. Trainers were concerned abbtatiagi
understanding because they are the ones who deliver the training contearh5ithédy
were concerned with educating the stakeholders who brought different expectations
which would affect the design, delivery and outcome of the training. Youth partgipant
were concerned with how to: (1) utilize acquired knowledge, (2) organize follow-up
meetings, (3) facilitate dialogue among community groups, and (4) pratecgiality
to overcome diversity. Program designers on the other hand were singularly edncern
with the strategies of time management, and institutional support mechamsmhsiy
are the ones who design the training and look for trainers and the requisite equipment t
deliver the training.

Resear ch Question 3: Facilitative and Inhibiting Conditions of Training Transfer

This question examines the conditions that facilitate the transfer as wedl as

conditions that inhibit the transfer of leadership training. Facilitating tondiare
factors that make it easier, increase the likelihood of, or pave the wax finatisfer of
leadership training for youth participants in inter-ethnic conflict mamagé Inhibiting
conditions are factors that hinder, suppress, or prevent the transfer of leadersinigp trai

for youth participants in inter-ethnic conflict management.
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Trainers

Facilitating conditionsThree specific areas were noted as facilitating the
transfer of learning:(1) trainee motivation, (2) using engaging confliobgement
methods, and (3) networking with trainees.

The idea thatrainee motivatiorsupported learning transfer was confirmed by
Trainer # 1, Trainer # 4 and Trainer #7. In this regard, Trainer #4 said, “We also
motivated them and began to show them how they can be able to do the same. And
they’ve moved on to do the same way - through encouragement from us.” Similarly,
Trainer #7 commented, “Yes they organize themselves for continuity and then we
provided them mainly with moral support after they are formed and then they became
part of our network - the ACA (Amani Communities Africa) network.” In addition,
Trainer # 1, said, “The youth come in with an attitude that they have solutions but at the
end of the course they realize how ignorant they were. Their behaviors change — they
become champions of peace rather than chaos.”

These quotations suggest that when the trainees are motivated, organized to
network with each other, and have opportunities to change negative attitudes during the
training, transfer of learning after the training is possible.

Using thepower of specific tools to engage othsueh as mediation and
dialogue was noted by trainers as greatly influencing youth participantguidieg
concepts of mediation, negotiation, and servant leadership facilitated the process of
conceptualizing the training concepts and the strategies to use when trnag$ifem to

others after the training. Trainer # 1, said, “You might have used a practice eptonc
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like maybe in our outline you have mediation and dialogue and when you took the
participants through that, you have heard, it has really revolutionized a community b
the way those young people start mediating in conflicts.”

The use of mediation and dialogue play an important role in facilitating
negotiations by encouraging adversaries to open up channels of communication, to
reconsider their alternatives, and opt for peaceful, negotiated solutions&Lake
Rothchild, 1996). Servant leadership as a training concept was also underscored by
Trainer #1, “This is what | have tried to inculcate in the areas that | hagiettand the
reason for this is I truly believe that Jesus Christ is the one who taughtgpebioeed
peacefully and that is the model | try to follow.” This concept is particulesdful for
trainees as they are often called into situations which require them to ereatiat
negotiate to reconstruct damaged relationships by applying servanslkapdskills of
humility, care, and service.

Networkingwith trainees was seen by the trainers to facilitate transfer of
leadership training to the youth participants. For example, Trainer # 1, obs¥Wneoh
you keep in touch with the people, the trainees and you hear what they are able to do in
the grassroots, the communities where they withdrew to and | think to me that is good
transfer of learnt knowledge.”Trainers need to keep in touch with their trainees,
encourage them to train others at the grassroots and encourage people to live in peace
with each other in order to facilitate the transfer of knowledge.

Inhibiting conditions Conditions that inhibited the transfer of leadership training

for the youth participants mirrored the communicative challenges they mentibeed w
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designing the training programs. Five conditions that inhibited learning tramsérged
in the analysis: (1) youth expectations, (2) youth motivational challenges, t&)aboli
and media influences, (4) resource constraints, and (5) stakeholder interests. For
example, in reference to youth expectations and stakeholder interests;, Fraisaid
that when you get hardliners or extreme youth who are politically motieaigavant to
challenge the training, they see the other side as the enemy and want tatanihidrh,
and are less likely to transfer their knowledge back into their communitiesn Wwhe
trainers were asked to name the low points in the training, most of them named the same
areas mentioned here as inhibiting conditions.
Youth participants

Facilitating conditions Youth participants mentioned the following conditions
that they felt facilitated the transfer of leadership training: (1) devedgpersonal
connections and (2) quality of training.

The theme opersonal connectiowas mentioned by several youth participants.
One way that this theme showed itself was through the personal connectiopgasici
had to the training material. Youth Participant # 1 said, “First of all | wouldnyay
personal interests; people have different interests and that is why all of us go for
different things and different professions and careers. So personally | radtimehis
training because at times, in one way or the other we do guidance and counseling and
even conflict management with our youths.”

A second way that this was accomplished was by youth developing personal

relationships with other youth. The same participant indicated that personal msect
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among youth were developed when the participants in the course were open to each
other, worked in teams and promised to work together by attending follow-up meetings
after the training. Development of personal connection generated a changade attit
and enabled the transfer of leadership training.

The other pattern that emerged as facilitating transfer of leaderaimindgr was
thequality of trainingwhich included having good trainers, good content, and free (paid
for) training. For example, Youth Participant # 5 said, “The trainers educatedyus ve
well on various topics - thus, the strength of the course was that the content was good
and very mature.”

Inhibiting conditionsThe conditions that the youth participants felt inhibited
transfer of leadership training were mostly environmentally based. Envamtal
factors encompass the larger social-cultural and local training envinbnme

The most frequently mentioned social cultural environmental condition that
frustrated learning transfer wpslitical sentimentsThe political environment was
created in large part by politicians and those in political leadership in theycoaking
careless inciting statements. Youth Participant # 2 said, “l wanted to pedilgipate in
peace building in this country because there are people especially polittiaraon’t
care about the impact of their sentiments/statements they are givirggrteembers of
the society.”The other respondents’ responses echoed the fact that pohteraribe
ones who issued statements that lead members of certain communities to fight — and
given those tense situations, the youth participants felt it was difficultrisféra

leadership training in such communities after the training.
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The problem of ethnicity was also mentioned by two respondents as inhibiting
the transfer of leadership training. Youth Participant #2 summarized the predoyamg,
“The problem of ethnicity has been promoted by our parents, fore-fathers antthose
leadership positions. The reason is to promote and advance their evil interests at the
expense of telling people that ethnicity is bad. Ethnicity is practiced at honegtarsn
of marriage, in school, and at the workplace.”

The youth participant’s sentiments underscore the fact that it is not easy to
transfer leadership training in inter-ethnic conflict management in Kengthérs who
are not members of your ethnic group. Ethnicity has been used by the Kenyan leaders
from the family to the national levels to balkanize the forty two different ethnic
groups/tribes. Also due to poverty, the scramble for land to farm made it difbcult
members of different ethnic groups to interact — because each community lires
within its own community boundaries to safeguard the land resource — which is a source
of inter-ethnic conflicts in Kenya. This state of affairs makes it vdfigudlit for a youth
participant with the interest and passion to transfer leadership trainingriminge
ethnic conflict management.

Program designers

Facilitating conditionsWhen responding to the question of conditions that
facilitate the transfer of leadership training for youth participahésthieme ofraining
organizationwas the condition most frequently mentioned by the program designers,

followed byparticipant input diversity, andethnic reconciliation
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The theme ofraining organizatiorrefers to the way the training is designed to
engage the trainees, how it is set-up, and the participation of the trainers. difie spe
conditions mentioned by the respondents for training organization were:(1ngraini
climate, (2) different trainers, (3) trainer commitment, mentorship anddsfi(4)
training approaches — cases studies and patrticipation, (5) different stylemterd,d6)
organization, (7) research input’ and, (8) teamwork and support.

Emphasizing the training climate, Designer #1 said,

To us, the training climate is very important. During the first day of the course

there is some kind of tension when you bring youth from different regions. But as

we move to second and third day, after introducing themselves they begin to feel
that each person has a value and deserve some respect. Once that level is
reached, the climate becomes conducive for training.

The same participant also argued that the use of different trainers, different
training approaches like case studies and lots of participant participalyomg e
current research input, teamwork and support, are the conditions necessary to have a
successful leadership training program. Also when the trainers were ttethtaithe
training, mentoring the participants and have a general positive attitudelsavar
training, it became possible for the youth participants to transfer leadeeshipg in
inter-ethnic conflict management.

Equally important was the condition pérticipant input which in this case was
explained by the trainee involvement, positive attitude, and exposure. In other words,
when the trainees project a willing spirit to learn and actively participdteei

leadership training that facilitates the process of trainers trangféeadership training

to them. For example, Designer #2 said, “With the current education system in Kenya
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there has been a lot of exposure for the youth and also change of perspelotiwesitih

are open and due to the exposure from the education system, they bring in to the course
rich and valuable experiences to share with others and that makes the transfer of
knowledge possible.”

The facilitative condition ofliversitywas explained in a positive light in terms of
the richness that the youth participants bring to the training program by eirtoening
from different ethnic backgrounds. In this regard, Designer #1, argued that, beicause o
diversity, there are so many things that the youth learn from each other btbeguse
have different perspectives and view issues differently. When diversity is.esaloand
embedded in the course, reconciliation begins to take place among the youth pgsticipa
and that sets the climate for them to transfer the same experiences pe¢hgiin the
communities. The bottom line here in terms of conditions that facilitate théetrans
leadership training to a large extent depended on how the training program was
organized, the roles the participants played, how they embraced each other, and the
relationships they established among themselves.

Inhibiting conditionsThe most frequently mentioned inhibiting conditions were
lack of training material resource followed by participant challeagedsdiversity.

The specific conditions that constituted the theméraiihing material resource
included; (1) funding, (2) time, and (3) personnel/ institutional constraints. Most of the
program designers underscored how a ladkiadingcrippled their ability to deliver
training. Designers # 1 and #2 indicated that they plan well for the courses, baicthey |

the funding to run the courses as long as they would like, have adequate training
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personnel, and provide economic support for the youth. As a result, one participant said
earlier that they run some of their courses using volunteers to train the ydidipaeats
in order to reduce training costs.

Participant challengesvere seen by the program designers as inhibiting
conditions that focused on formslatk of youth appreciation for training transfand
trainee supportOne of the important participant challenges was a lack of commitment
to the intended purpose of the training. For example, Designer #2, pointed out, “At times
we have noticed that the training is good, but the trainees only come so that they get our
certificates to go and look for jobs — and have very little interest in peadielguiEven
when we call on them after training to go and train others, they refuse to heetl.'bur ca
In other words, the youth participants appreciate the training, but only to gefiaaterti
to get a job and not transfer that knowledge to others.

Interestingly, in this studyiversitywas seen as a condition that both facilitated
and at times inhibited the transfer of leadership training in inter-ethnitatonf
management for the youth participants. Diversity involves issues of ethtridglism,
and culture. Designer #2 pointed out that sometimes, they want to organizeng traini
program in a certain region comprised of a certain group of participants, but a
community leader comes and tells them to have it in another region and also invite
another different type of trainees from the one they had planned for. The onesthey a
forced to train belong to the ethnic group of the leader making the demand and to a large

extend do not have the motivation to transfer the training because from the very
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beginning, they were not interested in taking the training — but only forced to tgke it b
their leader.
Summary for research question # 3

The trainers and program designers mentiapgication of participatory
training modelsas conditions that facilitated the transfer of leadership training foh yout
participants in inter-ethnic conflict management. Another facilitative tiondi
mentioned by the trainers and program designerdramee motivation and participant
input These conditions of similarity indicate that for training design to achieve the
planned outcome of training transfer, participatory models, trainee motivation, and
participant input need to be addressed in the design and delivery of training. Areas of
differences included management strategies (trainers), personattonr(youth
participants), quality of training (youth participants), diversity (prograsigders), and
ethnic reconciliation (program designers). These areas of differdmossd the
interests for each specific group in the training design. For example, $rag@med
concerned with how to manage training design problems; participants’ conceamwa
the quality of the training and how to make personal connections during the training;
whereas the designers were concerned with the challenge of diversity and haw to bri
about ethnic reconciliation. Therefore, trainers and program designers need to plan to
include them in the training design, because, the more facilitative conditioasatkean
the training design, the better the transfer of learning for the youthipartis.

Similarly, conditions that the organizers need to check for not to inhibit the

transfer of leadership training in inter-ethnic conflict managemernoiath participants
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were,funding participant challengesnddiversity However, comparing the three

groups, trainers, youth participants, and program designers’ perception of inhibiting
conditions, the areas of agreement wessurce constraint, youth motivational
challengesandenvironmental conditionsf political and media influences. The
environmental conditions are important to the trainers because after thagtréuey

follow —up with the trainees in the field to assess how they are transferritrgittieg.

The other conditions mentioned that show lack of agreement on the inhibiting conditions
were;stakeholder interest@rainers), andliversity (program designer). Stakeholder
interests tend to interfere with the training goals trainers set forainéng, and the

problem of diversity is a concern for the designers when they are desigrangragtr

that would be inclusive of the different ethnic group needs. Notably also, the program
designers mentioned the theme of diversity as a facilitative condition, angd @so a
inhibitive condition. The argument was that diversity and especially ethnicigndep

on how it was perceived by either the trainers, youth participants, and or program
designers. Therefore, it could have the potential of being a facilitative or méibit
condition. All the inhibiting conditions are fonder for the trainers and program designer
to establish ways and means of mitigating against them in the training desigrthéyc
are overcome at the design and delivery stages, that is a guarantee foedfi@ciing

transfer.
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Resear ch Question 4: Youth Personal and Professional Life Differencesand
L eadership Training

This section of the analysis focuses on what differences the trainers, youth
participants, and program designers perceive youth leadership training -ethrier
conflict management as making in the personal and professional lives of the youth
participants.
Trainers

The seven trainers mentioned that the training made a difference in the personal
and professional lives of the participants in three ways: (1) the development of
peacebuilding relationships, (2) behavior and attitude transformation, and (3) patrticipa
motivation to train others.

Two of the trainers mentioneulltivation of peaceful relationshige be a key
difference. For example, Trainer #3 pointed out,

During our inter-ethnic programs we would bring different communities

together, they begin to talk even in Burnt Forest when the Kalenjins and the

Kikuyus were initially not talking, we held meetings and held different onts wi

Kalenjins and say are you willing to meet these ones and eventually they would

say yes and when they come together, they say they don’t know about the

problem. Initially one was accusing the other and you give them room to do that,

let them accuse each other, eventually they are like, okay all of us havedsuffere

actually! So that dialogue does that, it helps you realize your commasaliiie

builds people perceptions and trust for each other.

This quotation highlights the importance of those who have gone back after the
training and promoted harmonious relationships in their communities.

In fostering peacebuilding relationships, the trainers mentioned that thedtrai

youths have been involved in the formation of new social bonds, peace clubs in
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universities and community peace groups, initiated dialogues at home, began networking

among their peers, and increased inter-ethnic business. For instance, Traindt # 7 sa
There are 7 public universities and many campuses over 20 constituents’ colleges
and campuses, we have trained them. They have formed these clubs, most of
them have formed these clubs and they are very active and they get support even
from the university administration to carry out peace education with their peers
that is something tangible if we can say it is sustainable. For the otherh@nes, t
other youths in the community they also have formed groups and many of them
have registered those groups. So we usually emphasize on sustainability, so once
you have attended our training you must, as a requirement.
Regarding the development of inter-ethnic business relationships, Trainer #4

said, “Well increase in interethnic business is one of them. Like | remmembdime in

Molo, Barclays Bank had closed down completely, because the people who were

banking there were from one group but were chased away. But after our training and

peace coming, they came back and in Molo today trade is flourishing quite a lot.”
Behavior and attitude changeas also a frequently mentioned outcome of

participating in training. Based on an evaluation conducted at the close afgraini

Trainer # 2 reported: “Attitude change among youth groups in Borabu and Sot& wher

Kisii and Kalenjin were used to having enmity made worse by cattle stedling

groups underwent a series of trainings and ended up forming self-help groups engaged i

economic development and went to the extent of saying that between the Kisii and

Kalenijin there is no one who steals but there is a third tribe called Thief.”
Based on that mutually agreed perspective, a thief is a third tribe and to nse it wa

powerful because they were able to isolate that a Kalenjin thief and ahka$ivas

neither a Kisii nor a Kalenjin he was just a thief and therefore they camésitbther

third tribe that was neither Kalenjin’s nor Kisii’'s so that if cows are stotan Kalenjin
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side in Sotik, the youth of Kisii will hunt down the thieves and arrest them, take the

cows back and hand over the third tribe. The creation of the idea of the “third tribe”

really minimized cattle theft between the two communities. For the trgomet to

practice reconciliation after the mutual agreement of who is a thief, thsgd® set up

the power of the “sorry book” to prompt behavior change. It is in the sorry book where

people made their confessions — the crimes they committed. In this regamey Frai

said,
In Uasin Gishu near Eldoret a group of youth again who were involved in
violence during the Kenya post election violence came up with a concept which
they called the ‘Sorry book.” The sorry book was placed in a certain village and
they build what you can call a museum - where people would come and write
what they did or apologize for what they did, pour out their hearts in it and other
people would come and read the book and also write their own comments on it.
It is important to reckon the change in behavior of the youth participants to

facilitate peacebuilding relationships - that is trainee’s interventmoegeate mutual

peace connections during and after the training. Trainer # 4 noted, “Behaviors point to

changes that have happened — during one training he had 20 participants and upon his

return for another training there were 30 participants with a greater nasniis bf

ethnic composition. In the first group there were only two communities but in the second

group there were a greater number of other communities - including even more gender

mix.” In the same light, Trainer #3 pointed out that in one of the youth training programs

she was involved in, initially, the participants were rigid and set in their thirkidg

were hesitant to be open minded. The program made great headway in undoing wrong

perceptions and at the completion of the course, the participants became vacyiveter

being able to openly share their future plans.
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Another area mentioned by the trainers having marked differences in the lives of
the youth participants was in themotivation to train othersThis difference was noted
in four significant areas: (1) their excitement to apply the knowledge thegramcbd,
(2) commitment to train others, (3) their participation in training others, andgi) t
expressed desire to pursue further education in peacebuilding. The aspect oftthe yout
motivation becoming trainers of others was highlighted by Trainer #4 who said,
One of the high points that | have seen is where we have initiated training and the
participants themselves propagate the same so that they don’t require you
anymore. They actually snowball it and even develop it further. A good example
is what we did in Nakuru. We did the first training and the people trained put
themselves into groups and actually began to raise their own funding and began
to do what we were doing. And so you discover that we just gave them the
impetus, the injection of some kind and they have proceeded with the idea further
and wide.
When the trainer gets the design right, speaks to the needs of the trainee, uses the
right and relevant facilitation approaches, the trainees feel empowtireded,
honored, a sense of worth — and that by itself motivates them to buy into the training and
propagate it by training others.
Youth participants
Youth participants identified four themes regarding how the leadership training
made a difference in their personal and professional lives: (1) acquisition ef peac
building skills; (2) participation; (3) relational change; and (4) developmeatraining
curriculum on conflict management for community groups.
The most frequently mentioned difference wasabguisition of acquired peace-

building skills The specific peace-building skills mentioned by youth participants were;

(a) forgiveness, (b) reconciliation skills, (c) peace begins with(sglhow to help other
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youth resolve problems, (e) the positive side of ethnicity, (f) peace athoss groups,
(g) importance of good leadership, (h) mechanisms of conflict management, and (i) how
to handle conflict and mediation. In light of learning these skills, Youth Participant #1
said, “I am a peaceful man right now, | am a peace ambassador. When a situation of
conflict arises, | feel the need to apply the resolution skills.” In addition, Youth
Participant # 6, said, “The most important thing | learnt is peace. Becaus¢hehe is
peace there is harmony. So peace is what we need in this world and it is whatl we nee
preach out there so that our community gets better.” The acquired peace-blkilting s
made a significant difference in the way the youth participants understood thptaafnce
peace and how to handle inter-ethnic conflicts in the community.

The aspects gdarticipationin peace creation, development of training
curriculum, and involvement in community development were also mentioned by a
sizable number of the youth participants (3 responses each). This theme is dbout bet
guality participation by the trainees after the training in the communitigsh also
implies that there was better participation by the same during the traimingderscore
the importance of participation in peace creation, Youth Participant # 2saieribigt
and attending to trainings alone is not enough, it is only enough to go out there and
practice. | have practiced this by talking to people.” Similarly, thatchspkates well
with those who said they have been involved in community development. For instance,
Youth Participant # 4 said, “Since | took the course, | am a youth member and we

normally do charity work of community development, we go to see people not only
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refugees, there are people who are in this country who are hopeless like children who
have been abandoned by their parents.”

The importance of participation in creating peaceful relationships in the
community by engaging in activities of creating community peacefekeience comes
through teamwork among all the key players — the youth participants and community
representatives.

One of the youth participants after taking the leadership training feltedsjor
develop a training curriculum on conflict management for community groups after
taking the leadership training. By so doing, he would pass along the knowledge and
skills acquired to other members who would in turn do likewise. In support of this idea,
Youth Participant #5 said, “During the week, on Wednesday, Fridays and Satutbays, |
take a platform on either of the days so that | can teach our members in thewnext fe
weeks and then develop a curriculum like a program on the conflict management for
others to use.”

Another major difference mentioned by some of the youth participants was the
relational changeegarding behavior, attitudes, and ethnic misconceptions about
leadership. The training revolutionized the thinking of some of the youth participants
terms of their perceptions of other ethnic groups. For example, Youth Participant # 2
said, “The content of the course impacted me most. This is so because before the course,
| was thinking that Kikuyus were against the Luos and Kalenjins were agaagus. |

was thinking that this particular ethnic group was against the other and thatmade t
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issue of peace very complicated because if one ethnic group is against thieasthe
how do you venture - but after taking the course, | changed my thoughts.”
On the question of leadership, which by and large has been blamed for the cause of
violence in the Kenyan society, some of the youth participants interviewedechtneir
perception regarding what counts as good leadership. For instance, Youth Paeticipa
3said, “What really inspired me is that | just found that there was a migtmrcabout
leadership. You know the way we look at leadership, each person has his own way and |
am the first born in our family and so | realized that sometimes leadershgiffieaent
levels and each person is a leader in one way or another. You are also a leader of your
own life.”
Program designers

The program designers responded to this question by mentioning four thematic
areas where they noticed differences in the personal and professionaf lpeesh
participants: (1) skills development, (2) facilitation of peacebuilding, (3)éacee of
diversity, and (4) behavior change. The most mentioned areskillagievelopment
which included: (a) built youth leadership and entrepreneurial skills, (b) louilhy
leadership skills, (c) educated youth to practice responsible politics, (d) @yahté to
train others, and (e) engaged in voter education.

A second factor wakcilitation of peacebuilding which included the youth
becoming peace ambassadors, and facilitating ethnic reconciliation. Sistefrthe
youth participants attending these courses were not employed and lackeehexep@nd

skills in inter-ethnic conflict management, the idea of developing their peddagui
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skills is very central to the training program. Designer #1 said, “When weaarig

the youth since most of them lack skills in peacebuilding, we train them to be good
leaders. So we focus on how they can become good leaders, how they can be role
models to the other young people where they live, how they can make a diffesence a
youth in the society.” In addition, designer #2, also pointed out, “Our goal is to see a
youthful generation that is focused on responsibilities, leadership and pregicsmnge

— and that comes through the leadership, entrepreneurial, responsible politics, how to
train others, why they should engage in voter education, and cultural practitsethakil
we impart on them during training.”

A marked difference in the youth participants was observed in the way they
became peace ambassadors in their communities and how they facilitated ethni
reconciliation. In this regard, Designer #1 said, “We want to transform youth in being
peace ambassadors, equip them with skills which enable them to become peace
ambassadors, which turn enable them to become role models and good leaders within the
society and then work beyond the ethnic groups to bring lasting peace through
reconciled societies.”Youth participants’ taking up the challenge of baggmeace
ambassadors is a major difference that would bring about a marked change in inte
ethnic conflict management among the volatile ethnic groups in Kenya.

A third difference was increased acceptance of diversity. Acceptance of
diversity was very crucial in the lives of youth participants, simply becaugeof the
key dividing factors in the Kenyan ethnic groups is tribalism or ethnicity eTdvey, if

the youth can accept and embrace diversity in their relationships, that would bring about
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unity and peace among the Kenyan communities. Designer # 1 said, “My hope is that
young people will accept and appreciate diversity and work together as peopleg of G
for the benefit of their communities, country and the world.”

Ultimately, behavior changevas a key characteristic difference that every
program designer would like to observe in the lives of the youth participants. That is
why designer #1, clearly said, “ In the courses we have seen changescoaalliation
and witness it as the youth even interact with one another during the course and even
thereafter .”

Summary for research question # 4

Comparing the three groups, trainers, youth participants, and program designers,
there were notable similarities and difference in terms of the differetsesved in the
personal and professional lives of the youth participants after taking thesl@ade
training in inter-ethnic conflict management. The only areas of simyilarterms of
differences that leadership training in inter-ethnic conflict managemake in the
personal and professional lives of the youth participants mentioned by the taaders
program designers waehavior and attitude transformatiowhereas youth participants
and program designers mentiorsddl developmenBehavior and attitude
transformation seemed a key difference for the trainers and program de$igoause
they would like to see the training content changing the lives of the partichgfote
they engage in transferring the same to others. Similarly, skill developesemates

with what the participants would like to get from the training and the same holdertrue
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the program designers who design the training. With developed skills, the trainees would
transfer training effectively in their communities.

The other themes mentioned show more areas of differences than similaritie
suggesting that each group of respondents observed unique differences in the lives of the
youth participants after taking the leadership training program. The uniquedlier
the trainers were: (1) community peacebuilding relationships, and (2) mmtivatirain
others. These two themes suggest that the trainers after the training oldsairiieel t
trainees would show — building relationships and training others. The unique themes for
the youth participants showed how they would participate in creating relatiomglesha
and developing training curriculum for others to use: (1) participation, (2)omdéti
change, and (3) developing training curriculum. For the program designets, thee
interest to see the trainees transfer learning in the communities inhaaysercome
the challenge of ethnicity, facilitation of peacebuilding, and acceptanceessidy were
the unique differences they observed among the participants after the training.

Summary

The findings based on the four research questions collected from the trainers,
youth participants, and program designers from the five non-governmental otigasiza
(NGOs), show that the communication challenges trainers face in the desigmduodtc
of leadership training in inter-ethnic conflict management and the youth valligse A
three groups commonly mentioned the challendaa¥ of material resource$-or some
themes, only two of the three groups mentioned them as challenges, audmrease

analysisandparticipant challengérainers and program designers) alneersity (youth
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participants and program designers). However, several areas of differemeasnly

mentioned by one group. For example, trainers mentidifienient stakeholder

expectationgndrepresentation or /inclusivitgs communicative challenges whereas

youth participants mentiondchining approach and philosophy.

Lack of material resources challengesre addressed in the training by

institutingfinancial management systemghin the organization and also conducting

fundraising initiativeswith outside bodiesAudience analysigzas managed by

conducting a thorough needs assessment before designing and delivering trathimg.

same lightparticipant challengesghat entailed language, motivational problems, rigid

expectations and diversity were addressed in the training by conductingtevss,

practicing inclusivity, and facilitating understanding. The commonly share

communication challenges and management strategies are summarized in Table 1.

Table 1 Connection between Communicative Challenges and Management Strate

gies

Common Communication Challenges
among groups

Common Management Strategies
shared acr oss groups

Lack of material resources

Instituting financial management sgst¢

em

Audience analysis

Conducting thorough needs assessme

nt

Participant challenges (language,
motivational problems, rigid expectations

and diversity)

Conducting evaluations, practicing

,inclusivity, and facilitating understanding.

The findings demonstrate that conditions that facilitate transfer of |gaafsn

differ among the three groups interviewed. For example, trainers and prdgsegners

mentionedapplication of participatory training models and training organizatam

well astrainee motivation and participant inpas conditions that facilitated the transfer



92

of leadership training. Areas of differences included management ssafginers),
personal connection (youth participants), quality of training (youth partisipant
diversity (program designers), and ethnic reconciliation (program designers)
Concerning inhibiting conditions, comparing the three groups, only trainers and
program designers commonly mentiomedource constrairdndyouth motivational
challenges maybe because they are the ones involved in raising the training resources.
Trainers and youth participants mentiomesironmental conditionsf political and
media influences. Notably also, the program designers mentioned the théiver ©ify
as a facilitative, and also as an inhibitive condition. The argument was thaitdisacds
especially ethnicity depended on how it was perceived by the trainers, youth
participants, and program designers. The other conditions mentioned that show lack of
agreement on the inhibiting conditions westakeholder interestdrainers), and
diversity(program designer).
Finally, the only areas of similarity in terms of differences thatdeship
training in inter-ethnic conflict management make in the personal and poofgds/es
of the youth participants mentioned by the trainers and program desigrsdyshavior
and attitude transformationyhereas youth participants and program designers
mentionedskill developmentThe other themes mentioned show more areas of
differences than similarities suggesting that each group of respondentgeedusgque
differences in the lives of the youth participants after taking the I¢ageraining
program. The unique themes for the trainers werecdimunity peacebuilding

relationships,and (2)motivation to train othersThe unique themes for the youth
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participants showed how they would participate in creating relational change
developing training curriculum for others to use: (1) participation, (2) relatobraaige,

and (3) developing training curriculum. On the other hand, for the program designers,
due to their interest to see the trainees transfer learning in the commungsi that
overcome the challenge of ethnicity, facilitation of peacebuilding, and acoepof
diversity were the unique differences they observed among the participdterbe
training. In terms of design and effective delivery of youth leadershipriggithe

studied NGOs administration needs to put monitoring and evaluation plans in place to
take care of the communicative challenges that affect delivery and trahkfarning.
There is need to develop management strategies to proactively manage thg traini
process. Good management of youth leadership training may result in high trainee

motivation and transfer of learning and less financial costs to the NGOs.
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CHAPTER IV
PHARP CASE STUDY
Introduction
This chapter presents an in-depth analysis of a nongovernmental agency, the
Peace, Healing, and Reconciliation Program (PHARP), that provides youtbtimter-
conflict management and leadership training. First, | begin by pregéttiARP’s
history, structure, and training model. Second, | report the detailed resultsrgmerg
from a thematic analysis offered by the interview and focus group responutethis f
four research questions. For each research question, | present the most comm®n them
followed by unique themes that are particular to a specific group. A summary
comparing the emergent themes from each research question is provided at the end of
the chapter.
Peace Healing, and Reconciliation Program (PHARP)
History and structure
The Peace Healing and Reconciliation Program (PHARP) is an
interdenominational Nongovernmental Organization (NGO) that was registe2600
in Nairobi, Kenya. It subsequently opened branch offices in Rwanda in 2002 and Sudan
in 2007. The organization was founded in 1994 as Peace and Reconciliation Ministries
(PRM), an autonomous training ministry under Medical Assistance PrograrR (MA
International). PRM’s main purpose then was to reconcile Rwandan people affected by

war and genocide. Most of the people were traumatized due to the loss of their family
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members and relatives, many of whom were internally displaced person$, (ADPs
others became refugees in neighboring countries of Tanzania, Uganda, aad Keny

In 1998, PRM was transformed into PHARP, and since then has expanded its
training activities to the entire Eastern, Central and Horn of Africa Re§tomcturally,
PHARP is headed by a Board of Directors consisting of seven members whatlaelvise
organization on matters related to its current and future direction in training.
Occasionally, the board members are involved in facilitating the training® diaeir
experience in conflict transformation/management, trauma healingyéogss,
reconciliation, and discipleship. The day-to-day administration of PHARP detdey
an executive director with the assistance of five staff members, twapratgsigners,
several part-time trainers, volunteers and interns.
Training model

PHARP’s ultimate goal for youth leadership training in inter-ethnic conflict
management is to promote positive behavioral change among the youth so they can
become peace agents and better society. PHARP's training programrbaseden
biblical and indigenous approaches where the church and opinion leaders work together
to respond to the community’s social and spiritual needs. PHARP uses elicitnvegtrai
methods which include a combination of lectures, PowerPoint presentations, video
presentations, case studies and group discussions. These methods give each of the
participants a good opportunity to fully participate in the training and to beti@wfol

and understand the material.
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PHARP’s major focus is the training of trainers (ToT) on peace-building, &raum
healing, inter-ethnic conflict transformation, discipleship and reconoiia@ver the
years, PHARP has made tremendous contributions in the training of trainers who include
youth leaders, project officers and coordinators of humanitarian agengasizations,
institutions and community based organizations that serve victims of confictts a
marginalized groups in the society. PHARP through its leadership trainingprogr
responds to vulnerable people affected or displaced by armed conflicts ygpecia
Rwanda, Burundi, Democratic Republic of Congo, Kenya, Tanzania, Uganda, Southern
Sudan, Darfur and the Horn of Africa. Within Kenya, most of PHARP’s youth
leadership training programs are carried out in major cities and towns skifuas!,

Eldoret, Nakuru, and Nairobi. This is because inter-ethnic conflicts are reqrefitly
experienced in these areas and were the ones most hit by the post-election thatence
rocked the country between December 2007 and March 2008 following the
announcement of the disputed presidential election results. PHARP works in pgstnershi
with other organizations, like churches, schools, government departments to organize the
leadership training programs.

PHARP’s youth leadership training takes between two days, one week, or two
weeks depending on the needs, availability of trainees and funds. The traingersele
criterion emphasizes creating training groups that are 50% men and 50% women. The
youths at the beginning of training group themselves into groups representing their
regions of origin. Each region has one group and each group chooses a name that will be

used to identify them. The groups also select a group leader who will be respamsible f
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the group’s coordination of their activities during and after the trainingséleeted
group leaders act as the group’s representatives during meetings witHPREdRrS.
They also channel and air the group’s expectations and challenges during training
period.

In the months following the training, the trainees in their various respective
groups start activities that promote positive behavioral change amongst thegdubd
the rest of the society. For instance, one group of youths could be involved in educating
high school youth on HIV/AIDS, peer inter-ethnic conflict management strategies
dangers of pre-marital sex, unwanted pregnancies etc. Another group mighpstart a
movement to create awareness against drug abuse and violence in the saciaty. D
the last two months of the year, PHARP trainers and program designers carry out a
monitoring and evaluation program of the groups that have been formed during the year
in the youth leadership training programs to assess their effectivenedsatiiadges.
Using written evaluation forms, PHARP trainers, designers and formdeciarent
PHARP trainees conduct the evaluation exercise.

For each youth leadership training, PHARP targets 15 — 30 youths aged between
18-30 years who are influential in the community and are able to speak and write in
English language. This age definition for youths is consistent with the stantard se
the Kenya National Youth Policy (2002) which defines youths as persons between the
age of 18 and 30. These are the youths who are in college or completed college
education and could play a significant role in transforming youth behaviors and

transferring the skills and knowledge in leadership and inter-ethnic canfiltagement
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to the communities where they live. The trained youth become PHARP’s agentsef pea
and are involved in training others. Each year PHARP's training reache®,256r
participants. However, the reach of PHARP's training programs depends upon the
availability of funds. PHARP gets its resources from training consulsmadth other
NGOs, donations from well-wishers, partners, and the sale of its publications.

The success of PHARP’s youth leadership training in inter-ethnic conflict
management is mainly because the participants appreciate thegtdesign and
delivery which makes them receptive to be transformed and become channelsid lear
transfer to their peers in the communities. That is why, community, church, and school
opinion leaders recommend PHARP’s leadership training programmes to othsrng. Thi
turn opens up the doors of PHARP to work in new areas torn by inter-ethnic conflicts.
For example, some of the conflict torn slum areas in Nairobi like, Mathare,
Kawangware, and Kibera that PHARP works in has seen tremendous increases in peac
and stability. The trained youth become ambassadors of peace to their consauncitie
beyond.

Communicative Challenges

The first research question explored the communicative challenges involved in
PHARP’s design of leadership training for youth participants in inter@tiamflict
management. Only three groups responded to this question: trainers, focus groups, and
the program designer. Only that the religious and school leaders did not give responses

that were relevant to the question.
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The analysis revealed both common themes that two or more groups shared as
well as themes that we unique to a particular group. The therdesdsityand
materials resourcesharacterized three groups, namely, trainers, program designer, and
focus groups. Diversity entailed issues of ethnicity, gender differencepphinchl
party affiliations. Material resources included; time, funding, and teachatgrials like
textbooks and equipmemarticipant challengesndaudience analysithemes were
only indicated by two groups; trainers and program designer. Participant challenge
involved lack of participant’s to train, participant’s lack of participation duriagitng,
participant’s mixed motives, and lack of behavior change. The thelaekobf follow-
up programswvas mentioned by one group, that is, focus group members. These are
additional training activities designed in the training for the trainers tk with the
trainees after the training.

Diversity

Among the most common themes mentioned by the three grougbvweesty.
Diversity centers attention on the differences in ethnic and gendeomnslaps as well
as differences between groups whose members consider themselves distingtibge,
social status, and geographical location.

The issue ofliversityand specificallyethnicityandgender differencewas
mentioned by the two trainers. The towns and cities in Kenya where PHARPegperat
are inhabited by people from different ethnic groups, and for that reason, divgersity i
viewed as a key communicative challenge. For example, James emphatically

underscored this issue when he said, “Sometimes we mingle in the field ofgranai
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of course there are several facilitators and youth and sometimes you eradvag from
the same page regarding a particular issue like ethnicity and gender’simppert of
this theme, Katanu (participant #2) said, “I hope that one day, each ... we as Kenyans ...
all of us ... will be equal. We won't be, like, looking at this person is from this tribe, this
is which. This is what | hope that one day we will be taken as equal.”

To a large extent, the issue of ethnicity is inculcated into the minds of the youth
by their parents. Instead of embracing ethnicity and gender differghegguth have
been like taught to magnify them and use them as wedges to discriminast agah
other. The goal for trainers is the youth to look at each other as equals anddghe sam
ethnically as opposed to their unique tribal perspective. The thedieeosityalso came
through in the two comments the two trainers made concerning poor attendance due to
ethnicity, and political party affiliations. In agreement, program designer, aahn s
“Yeah, poor attendance because of people knowing that this community has been
invited. | know these... so again people could fear again and come and be with each
other.” Clearly from these commentbyersitywas pointed out as a major
communicative challenge during leadership training that PHARP leadership need to
address.
Lack of material resources

This challenge refers to the lack of training funds, textbooks, journals, and even
time that is required to conduct training. This challenge was voiced by ither$rayouth
participants, and program designer. | would hasten to add that it is also one of the main

challenges that PHARP administration identifies as a major constraint tr@inéng
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programsFundingwas mentioned by the trainers as a challenge when designing
leadership training. Since the majority of youth are unemployed, funding silaéle
youth participants to take the course without paying. One of the trainers, James,
underscored the funding challenge saying, “You feel if only there were (foods),
probably they would also form part of the challenges whereby you find the training
becomes quite isolated. You do one, then you stay away a year because probably due to
lack of funding. Then you stay again and you do one.”Similarly, one youth participant,
Winnie said, “I think there are funding challenges that ... | felt they involveg#ase
building because, like, we would, like, maybe go somewhere and maybe you what to
engage the youth in sports - we are not ... we can't do it by ourselves because we are
not able to fund it. But by our own, we cannot make it to a training program without
sponsorship.”"What Winnie highlights is that the lack of funding, makes it difficult f
youth like herself to attend leadership training programs and even criwitees like
sports that would involve other youth as a way of preaching the message of peace. The
shortage of funds helps explain why time for the leadership training proggams i
normally short — a fact also acknowledged by PHARP administrators.

Interestingly, the program designer felt that the lack of training ress\ji.e.
funds) and teaching materials like textbooks and journals that would enhance learning
posed serious communicative challenges in the training. John, the designer, said, “The
challenges are there, of course ... when we say that we go and teach, ... teaching

materials like textbooks and journals are sometimes lacking.”
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Youth participants slightly differed from the trainers and designer asihbsy
frequently mentionetimeas a material resource. The focus group members felt that
time was too short for the leadership training to cover the content of the trainetgighi
directly tied to the lack of funding. In this regard, one of the youth participants)i&Vi
said,
... you know, the course took us just one day and we really wanted to, like, learn
more, really learn more — a longer course costs more money. So it was like a
limit to us because we didn’'t have that time to, like, learn more ... express ... soO
that is the weakness. Also, | can add about the time because during the course
some people started sharing but some of them didn’t get the time to share
because time had run out and it was time to go back home. So, time.
Similarly, one youth participant, Mark, stated, “There was no time to touch on
the subject of abuse as a result of trauma. But they didn’t touch there. Maybesbecaus
there was no time. But if | can really want to learn more, it is about how to dedhis
thing called trauma and abuse.” Moses, another youth participant added, “The course
was good, but | think two days are not enough. They need to extend the course duration
time because they have a lot to tell but they are squeezing it so it does not come out
well.” Moses went on and said, “It is not that it did not work well, but on the side of
group discussion, we were given certain topics to discuss on and what we gave were our
points of views. Maybe they would have been correct or wrong. So | think, because of
lack of time, the facilitator was not able to tell us whether we were rightargwlike
now this is how you are supposed to be and do things.”
Participant challenges

Participant challenges are issues that the youth bring into the trahaintgmd to

frustrate the communication flow in the training, thus affecting the trainowgsall
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design and delivery. These challenges were only of concern to the trainersigneérde
For the trainers, a primary participant challenge yeagh mixed motiveSames said,
“You find several trainees come not to be trained but they are there for anagwr.re
Probably you may think the allowance they will get back for their transport istsmg
small but you will see them elevating it above the real main thing.” Jals@soted

that, the trainees take courses not only to get the certificates and knewidatigome
with ulterior motives, like the need to be given some financial allowanceslifequa
related was the challenge of motivation. James said, “Mobilizing the young jpeaple
challenge. These are unemployed people, a number of them want to know what the
monetary benefit is after training, they want to associate the trainihg@vienefit.”

Both trainers and the designer share a similar perspective regarding youth
motivation and mobilization before and during the training. However, they differ in
terms of their concern with behavior change after the training. This is armate¢laet
trainers are primarily concerned with as they are the ones who impartitimggtra
content to the youth and want to see them change their lives and the lives oiinatiers
community. The designer is more focused on how the training is planned and designed
and how trainees are recruited. These differences seem to occur when arainers
designer do not plan and design the training program together. The differesroe® se
emerge when trainers are called in to deliver the training program thadigaer has
designed and yet didn’t share with trainers in planning the content and how to schedule

the topics for purposes of participant understanding. Thus, the lack of the two groups
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designing the training together brings out a program that is not mutually ovithed w
each group having different goals and expectations.

This argument speaks to the issue of most of the trainees being unemployed and
that is why the first thing that comes to their minds as a motivator to takedr&ra
monetary benefit — not the knowledge and skills. In the same vein, even after going
through the leadership training, it was observed that there is lack of behavior change
among the trainees. Behavior change is one of the indicators of the influehee of t
training on the lives of the trainees that PHARP trainers aim to achievevdnw.eah,
one of the trainers interviewed commented, “One of the challenges is thattrainaks
are changed. You see, you may go and see ... maybe you train 30 people. After one
week or three weeks you may hear one is in jail — meaning the training didmfecha
them.”

The aspect of lack of behavior change among the trainees reflects badly on the
whole training because other youths who have not taken the course and see what is
happening with those who have taken it, like in the case of some being jailed for
committing crimes, defeats the purpose of the training and more so for theishadlsv
who support PHARP training programs who might discontinue their support. Lack of
participant behavior change indicates a failure to realize one of PHARRSsfgotne
training, to bring transformation in the individual lives of the youth and help in changing
the behavior of their peers. All in all, from the perspective of the trainersiswed, it
was clear that participants pose serious communicative challenges isitire afe

leadership training for youth participants in inter-ethnic conflict mamagé that
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PHARP trainers and designer need to plan for before launching the training. The
challenge could be handled by carrying out pre-training assessment toyittairige
needs, problems and expectations. Otherwise, the desired outcome of behavior
transformation and training transfer in the communities will not be realized.
Audience analysis

This refers to the assessment of the demographic composition of the target group
in terms of age, education level, marital status, needs, interests, ecorauscanong
other factors. This challenge was commonly shared by trainers and thenprogra
designer. The problem aludience analysigeferred to the difficulties PHARP trainers
encountered when trying to assess audience needs and expectations. Both trainers
mentioned the importance of needs assessment and its influence on the way thiey prepa
the training. For example, James said, “So | prepare the training on thefihs need
on the ground and the objectives of the organization. That is exactly what influences
how to come up with the training material. Sometimes we go to train on the ground, we
find different reflections from the people — so we are meant to adjust to fit thetcante
hand.”Similarly, Leah said, “I invite youth and when they arrive we talk about the
problems they are facing. So from there we find a way to respond to those problems.
Before they come | have some questions to ask them. When they respond to them ...
from there we develop what we can do together in the training to meet their needs and
expectations.” John, the program designer, echoed the need to analyze the training
audience, “First, the design of the courses could be participatory. What do | imean?

mean calling the youth and asking them what do they need? They map their needs and
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then after mapping their needs, then we prepare courses ... just go with whavthey ha
shared."Therefore, meeting the needs and expectations of the traineedlengelaad
that is why Leah, (trainer) said, “They first listen to the traineesiaddfit those that
they can address during the training.” These comments highlight the im@ootfanc
PHARP trainers and designer need to carry-out a pre-training evaluatstatibsh the
needs and expectations of the trainees and design the training targeting) tttosee
needs and expectations.
Lack of follow-up programs

This theme was unigue as it was only mentioned by the youth participants and
not the other groups. Follow-up programs are activities designed during the tfaring
the trainers to work with the youth participants after the training and mooehstpt
them in the transfer of learning into their communities or schools, churches or work
places. This challenge was only pertinent to the focus group members maybe because
after the training they face challenges in implementing and transfdnerigarnt skills
and knowledge into their home communities. One of the youth participants, Moses,
said, “I think they need to put a follow-up program ... after they teach they put a
program so that what they have taught, it is implemented in the society and ot just t
say things and then let the people go and they go thinking it worked.” Moses’s comment
suggests that, it was important for the PHARP organizers to build into the training
program follow-up activities after the end of the course to make sure that the yout

participants put in to practice the knowledge and skills they learnt. Suchiestwduld
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give the trainers the opportunity to coach the youth and cement the transfer of skills ba
into their community.
Management Strategies for Communicative Challenges

How do trainers manage the aforementioned communicative challenges
associated with leadership training for youth participants in inter-etbnitiat
management? This question addresses the ways communication challengaseahenti
by PHARP trainers and program designer as well as youth participaetsnaaaged.
Only the trainers, focus group members and program designer responded to this
guestion. The religious and school leaders did not provide useful information. The
analysis begins with the most common management strategies mentionedddiypw
the unique ones.
Equal treatment

The challenge of diversity was the one commonly mentioned by one focus group
member and one program designer and the suggestion of managing it by gragtieih
treatmentduring leadership training programs is important to reckon. The problem of
ethnicity or tribalism in Kenyan communities and in the slum areas wheA& PH
conducts training programs is a challenge even though not many youth pagiapant
this study highlight it. However, only Katanu, one of the youth participants, said, “That
we will be free and equal ... and people are able to relate and live with each other
peacefully without asking where do you come from? For people to learn to solve
conflict — change starts from leaders who should show people by leading a good

example for Kenya to be a changed country in the way we treat each other.”
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Similarly, the program designer mentioned that he embraces diverssta. |
challenge that is managed by practicaggal treatmentEqual treatment means
according each person a fair chance of being heard. In this regard, JohOfseodyse,
when it comes to creation, | know that God created all of us in his image. That éslwher
will start discovering that | should not really reject someone else belsausdrom this
ethnic group and | am from this ethnic group but God himself likes diversity, treats us
equally and it is through diversity that now, actually, there are riches sothety.”In
this comment, John brings out clearly how he manages communicative challenges
during training by embracing diversity — practicing equal treatmentlforespective of
their ethnic backgrounds should be the way forward for both PHARP trainers and
trainees. In PHARP, equal treatment is evident in the selection of theetrdape
balancing ethnic and gender representation, awarding of scholarships, andfhiring
trainers. During training sessions, PHARP trainers do not discriminaencer
participants from participation by virtual of their tribal background, educatiad, |
religious, or political orientation. Each one is allowed to express their views and
opinions unhindered.

In terms of the unique themes, the trainers and designer seemed to be concerned
about facilitation approaches that would bring success to the training, and to utilize
facilitation tools like dialogue and mediation. Indeed, these individual themes point to
the specific management strategies that PHARP trainers andetesogid try to

implement to overcome the communicative challenges.
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Use of multi-faceted approaches
In order to manage the communicative challenges of participant challenge
audience analysis, and inclusivity, PHARP trainers employ the techniqpesbéém-
solving and dialogue, open discussions, and participation. Multi-faceted approaches
simply mean a combination of different management strategies. Inclusauigy was
managed by the use wiulti-faceted approachesuch as problem-solving and dialogue,
open discussions, and participation.
In support of this approach, James said,
We cannot use one way of approach. That is why, actually, we use several. The
ones that are for the very young like about 15-18 years ... this is where they are
receiving the information from the facilitator. The adult ones are not verlg muc
into that one; they want to discuss, to contribute. So we mix the two and that is
how we meet the challenge to be able to meet... give the same information. We
want the same results from people of a varied age gap. But we mitigate it by
using various approaches especially participatory, problem solving, group
participation ...
In same light, Leah indicated that they use dialogue to manage the challenges
She said,
When people have a problem, sometime it is good to come ... at the beginning it
is hard to come together but you encourage people to come together to talk —
dialogue about it. To me, what | use is ... what | found in many families because
today | may fight with a neighbor or a person we work together, we can
exchange bad words, but it will not stay there, we have to go ahead. We come
together, we create a space, can we talk about this one? Who did this one? Who
did this one? How can we solve — mediate this one because life has to continue!
And talk about the issue because the issues are not above all things.
To manage the challenge of inclusivity and in-fighting groups, dialogue was
mentioned by the one program designer. John said, “Yeah, again, to maybe to find a

solution, you have to invite all kinds of people, not to go to one side, on one direction.
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So that even when the program is designed, the people will feel like, Yes, | have been
part of that. So when they share who they are and where they come from, then they star
also having that openness."This quote underscores the importance of dialogue in
communicating to groups like the ones PHARP train that come from different ethnic
backgrounds and who could be involved in some form of in-fighting among themselves.
Open discussions

Open discussions are forums organized for trainees to air their views and
opinions freely. That process by itself helps to enhance interpersonal coratimmic
during the training and also after the training. In this regard, James said,

It is the open discussion, the openness when they were given room to speak out

. what they saw and of course coming as a result of us presenting models of
what others elsewhere have gone through ... other case studies. So they opened
up and, significantly, they were from various ethnic groups. And each group was
speaking freely of their own experiences and therefore we were able ¢anif |

put technical term, to de-construct some stereotypes. And, because we were

there for about 3-4 days, the first one day we were able to see tension among

them, this group having negative feelings about the other but by ttay3you

could see some positive impressions. They were interacting and talking freely

freely because of a forum created for them to express their own feelings in a

open atmosphere.

As James pointed out, normally when youth from different ethnic groups meet
for the first time, they are afraid of expressing themselves to each othas, thaty stay
together longer, and the trainers organize them to interact, then they startntjscuss
issues openly — a good way of dealing with ethnic differences among thesase

The trainers and designer use these approaches to help facilitate compmunicat

of the content to the participants so that they could have a good grasp in order to transfe

to others in their communities. However, it is not clear which one(s) of these approaches
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works best to enhance content delivery and guarantee mastery and tracsfeewif by
the trainees.
Involvement of others (facilitators, parents, and community leaders)

Involvement of other people such as facilitators is a management strategy
mentioned by one trainer to address the issues of difficult problems in the traeg
indicated that she usegher facilitatorsto handle difficult problems. She said, “Like,
when we have those common and safety problems ... | may say | can't tell @uam, |
not able but | write somewhere and | come report to the office so that we findranothe
facilitator who can provide what is required.”

Leah also mentioned that to manage the communicative challenges, she talks to
the parents and community leaders where the youth participants hail fronaighe s

As a trainer, what | do when we train youth and we find such a problem, we can

also go to the parents and try to talk to them because sometimes even if you give

good skills to the youth, they don’t have a way to practice them. It is like zero but
if you go to the parents and talk to them, they may say, maybe with our children
we are doing bad and they may try...

Talking to the parents and the community leaders is a way of making sure that
the youth get assistance when they need to transfer learning or whercthdifffeult
situations. These training approaches are good, but the missing detail is whigh one(s
have worked well for the trainers to delivery training to the trainees and inrtinanee
trainee transfer of the same in their communities. PHARP trainers andatasigy
need to establish this fact during the end of course evaluation exercise. Adgititweal

multiplicity of training approaches suggested indicate that the designexaaredd do

not design the training program together to be able to recommend which one(s) of the
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participatory approaches have been used and evaluated and found to deliver the best
results.
Facilitating and Inhibiting L earning Transfer

What conditions facilitate or inhibit the transfer of leadership trainingdath
participants in inter-ethnic conflict management? The findings are oeghbyzfirst
outlining the facilitative conditions for training and then naming the conditions tha
inhibited transfer of training.

Facilitating conditions

These are factors that make it easier, increase the likelihood of, or pave the way
for the transfer of learning in youth leadership training. The conditions mentiomed a
organized according to those that are commonly mentioned across multiple grdups a
those that are unique to a single or small subset of groups. Only the trainers and focus
group members made comments that formed usable themes. The program designer
religious and school leaders did not make comments that formed usable themes. Only
the theme of participant input and participation was commonly mentioned by thestrainer
and focus group members. The others stood out as unique to each group.

Participant input and participationrhis theme included trainee willingness to
exchange information, to take responsibility to eradicate ethnicity, and to engage in
dialogue with the other participants. Significantly, the trainers notedihat t
participatory and or interactive learning approaches they used during thegtrai
facilitated the youth participants to transfer the learnt knowledge to @tftershe

training. In regard to this fact, James said,
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Yes! | will structure it ... usually our trainings will go between 2-3 days and we
have a daily program and for each session we have probably one session which is
guantity-based where we want them to get the content, then the phase 2 of them
is for group discussion in which we want them to interact with the material and
also to enable us to get the feedback from them so that after training, Wieey ha
the know-how to pass to others. Then as they do groups®thession which ...
usually in a day, we have about 3 sessions ... they will come and make
presentations ... therefore bringing about an interaction with the whole. First of
all groups, the content ... first, we will project the content, then we split them

into groups, and then give them ... assign them tasks. Yes, that level of

participation enhances participant engagement.

For youth participants, participation and input referred to their willingnesgs a
motivation to exchange information as opposed to using participatory training methods.
Youth participants vieweparticipant input—in terms of willingness to exchange
information among themselves, willingness to take responsibility to eradittaticity,
and to dialogue with each other during training. In reference to youth partisipant’
willingness to exchange information, was mentioned by the two trainets shéh
“When the youth get a message, they put it into practice. When they see thafinig hel
them, they are really eager to do something, to follow it. And also, they are quick to
share with others ...”James talked about a meeting in which they mixed Kenyan youth
with those from Sudan and the kind of input the Sudanese youth put during the
referendum in their country — which he attributed to the way those youths exchanged
information on building peaceful relations in their countries and interacted with ea
other during the training. In the same breath, youth input was noted by James when they
showed willingness to take responsibility to eradicate ethnicity among thvessad

their peers. James elaborated this fact by saying, “To the best of my andergt it is

now what | may call reconciliation, the idea that they can look at the sanhengeal
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from a common point of view. The challenge is one common point of view, them
agreeing that we are where we are because of a journey we walked. ki the
journey — the journey of violence.”

The conditions of helping the youth apply learnt skills and the free learning
atmosphere that the trainers set during the training prompted the youth patsitipa
make these significant decisions of taking responsibility to handle and erdabaiate
worst enemy that divides them— ethnicity. James observed that by the end of the
leadership training, the youth participants showed a willingness to dialogueh-ig/hi
not evident when they meet for the first time at the training. In turn, the shift from
aggression to dialogue indicates that the youth participants have gained some good
knowledge that they will pass on to others after the training. Concerning tieegai
willingness to dialogue, James, said, “Yes, youth leaders from various baclgr or if
you like, various ethnics when they come. First of all, they brainstorm and you find the
brainstorming looks ... like ... quite unhealthy but then as they dialogue you find them
finding common grounds.”

The youth also mentioned the importance of participant participation and input
which was enhanced by youth participants wanting to be part and parcel in tres mfoce
transferring leadership training through their willingness to participatee process.

Two focus group members mentioned their personal passion for peace as a condition tha
facilitated them to transfer leadership training. In this regard, Wiramie “Okay, as for
me | had a passion for it. | had ... | was looking for peace. In as long as | foanatit’

a big thing. It's a very simple approach and just doing the right thing at theimght
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teaching others about peace. That one now ... after the course ... it motivated me.” The
participatory training models of role plays, drama, songs, group discussioR$ith&P
administration underscores in its write-up section created by trainerseadédigner are

the ones that bring about participation in the training and by extension help thestraine
gain skills that transform their behaviors and cause them to transfer théosimie

peers in the communities.

Several unique themes emerged which were specific to each group in terms of
what they do and the expectations they have for the training. For example, the unique
themes mentioned by the trainers seemed more concerned about the trairiaghegsp
that they used during training to facilitate learning transfer whilgdbéh participants
focused on ethnic diversity in terms of the interaction, experiences, and skiltgpthey
during the training.

The use of participatory training approaches were unique to trainers. James
talked about the way the training approaches he uses helped facilitate opesiatiscus
among the youth participants and how they learned it and applied it in training dthers. |
is important to observe that after the young participants learned thesegtrai
approaches, they were able to use them later in training others. He said,

It is the open discussion ... the openness when they were given room to speak

out what they saw. And, of course, coming as a result of us presenting models of

what others elsewhere have gone through, other case studies. So they opened up
and, significantly, they were from various ethnic groups. And each group was
speaking freely from their own experiences and were, therefore, able tanif | ¢

put it in technical terms, to de-construct some stereotypes.

Similarly, Leah talked of using participatory approaches to provoke partisipant

to engage in discussions and facilitate them in providing solutions to the problems they
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raise during the training. She said, “During the training | ask questions anarage
the participants to respond, share problems, and generate solutions. The drive is to have
solutions come from the participants as they discuss and dialogue.” Pasticipat
approach is used because the participants provide the information themselves about what
they are going through and the facilitator helps them to discover more hbqubblem
in order to come up with a solution for the problem.

For youth participantgthnic diversitywas mentioned by three focus group
members as a condition that facilitated their ability to transfer telgetraining. The
diversity and richness of shared experiences and knowledge during the training by
participants from different ethnic backgrounds equipped and motivated the parsicipant
to transfer training. Owen, said, “Yes, | have ... even | am very sure that the mefmber
people | have on the call ... | am the highest of the number of them because, one - every
day we meet different people; they have different minds; they think differamd have
diverse experiences ...” Also Mark said, “The main purpose on why | should keep in
contact with them and share the knowledge | got from the training is becayserne
from different ethnic backgrounds.” Similarly, another youth participantaBlrsaid,
“For me, | would really love to stay in contact with them because they are frohreanot
ethnic group and | want my ethnic group and theirs to come together and share
experiences.”

It is interesting to note that the focus group members saw the beretfinaf
diversityin terms of the richness of experiences and knowledge learned and contacts

made as a condition that would facilitate them to transfer leadership grainiimter-
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ethnic conflict management in the specific ways they mentioned. This shows that
PHARP trainers really prepared them during the training to embrace dibeisity and
that is why the trainees talked with that kind of passion and determination.
I nhibiting conditions

These are factors that suppress, hinder, or prevent the transfer of youttipaders
training in inter-ethnic conflict management. The conditions that the trafoets
group members, program designer, and religious and school leaders saw inlnbiting t
transfer of leadership training for youth participants in inter-ethnidiconfanagement,
were characterized by several common themes.

Diversity/ethnicity.This theme was shared by all the groups. The condition of
diversity and more specifically ethnicity was mentioned three times hlydiners as
one of the conditions inhibiting the transfer of leadership training. Ethnicitg platy
during the leadership training forums between the trainers and also amoragbest
and tends to pollute the climate for the youth participants to transfer any learnt
knowledge and skills after the training. James asserted, “Of course, hesyearal
facilitators and sometimes you are not reading from the same pagdimggaparticular
issue. And, more particularly, when you are saying ... one time we had difficulties
especially on the issues like ethnicity and on gender. Those two areas ... you find we
don’t share the same convictions.”In the same light, Leah talked about her meg@amie
Uganda and how she saw people exploiting their ethnicity. She said, “I saw in Uganda
how people are suffering because so and so is coming from this tribe ...this tribe — and

similarly here in Kenya. But my hope is that this will end.” One of the youth
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participants, Barrack said, “I like the question that you have asked becau#eyiius
look at Rwanda for example, those ethnic matters are a state of mind, it'slnibtsea
not like Kenya. There are Kikuyus. They speak different language, or Luos.andaw
we are all Rwandese, but they brought that ethnic group issue of the Hutu and the Tutsi —
divides us ethnically.”

The program designer mentioned diversity and more so ethnicity as a condition
that inhibited the youth participants from transferring leadership trainimger-ethnic
conflict management. In this regard, John stated, “The problem of ethnicity wastevi
in Kisumu where Kikuyus and Luos didn’t want to sleep in the same rooms. But after a
few days of training, these people were giving testimonies of acceptiranotieer.”

Notably, both, the religious and school leaders mentioned ethnicity as an
inhibiting condition. Instead of diversity and ethnicity being embraced in the
communities, it divided them. Many community groups do not trust each other - they
look down upon one another because of some historical causes. George said, “I think if
we can get such trainings because there is a mentality in Africa ... | don’t. know
people from different ethnics ... you find ... like the Luos ... maybe they believe
themselves too much or the Nubians believe on themselves too much and maybe there is
hatred that came from maybe the grandfathers...but it is a big challetihgeytouth in
the communities.”In the same, Peter said, “Yes, before, they (youths) were not
communicating, saying that, | cannot telephone Hutus, | cannot telephone Tutsis but now
they came together. They call for them to go together at school, to shahetdbe

road to school — although not all have come together.”
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From these comments, it shows that the environment PHARP operates is
ethnically divided, and to a large extent, ethnicity has been used to divide rather tha
unite the people — a challenge that PHARP trainers and designer need to plan for by
scheduling topics on what is ethnicity, causes, consequences and manageragigsstrat
when designing and delivering youth leadership training in inter-ethnic conflict
management.

Environmental challengeSeveral environmental conditions were mentioned by
trainers, program designer, and religious and school leaders as inhibitirengfertof
leadership training for youth participants. One of the contributing factarioned by
one of the trainers wdsad governanceBy bad governance, the trainer meant those who
hold top leadership positions in the country often make it difficult for the youth
participants to transfer the learnt knowledge and skills in leadership traynmghing
negative comments that create a hostile environment. James said, “It is ey
look at the people on top political leadership... and the opinions of people at the
grassroots ... they are influenced negatively, by a large extent, by opinions of thee peopl
they perceive to be on top of them - politicians.”

Many times, politicians not only make statements that incite ethnic groups
against each other but they also recruit and use the unemployed youth partioipants
cause violence in the society. The politicians capitalize on the unemployment
vulnerability of the youth by giving them small financial hand-outs to causene®k®
their neighboring ethnic groups. In support of this argument, James said, “A number of

these young people that we find on the ground — yet some have gone through some
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leadership training are the ones that are used by the scrupulous politiciarsehsEca
unemployment. And when they are told they are going to earn this when they participa
in this, sometimes it is a temptation for them.” In the training, PHARP tsaimeed to
prepare the youth with knowledge and skills that inoculate them against the corruption
attempts of the politicians.

Similarly, the program designer also identified two environmental conditians t
inhibited learning transfer: (1) fear of violence, and (2) poor mobilization and
recruitment of course participants. In terms of fear of violence, John said, “When
trainees come, they feel they are having a good time here - they feertzdnid. But the
fear of the violence in their communities is there among participants.” Tios robt
violence still existing in the communities creates fear in the minds of theijpants and
is a deterrent in training transfer.

The other inhibitive factor mentioned by the program designer was poor
mobilization and recruitment of course participants. This means, the couaséealtr
trainees who could not transfer the leadership training. The community leaders who
volunteered the names of the trainees did not mobilize and recruit the right ttainees
who could transfer the knowledge and skills they learned in leadership training-n inter
ethnic conflict management. It seems the trainees came from a pasitule group(s)
and may be after the training, they didn’t have the motivation to share the traithing wi
members of the opposing ethnic group(s). Also to some extent, the participants did not
have the right education qualifications to be able to learn and master theaskjlisin

the training in order to transfer the same to others. Those facts explainddhvhyaid,
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“The cause of that lack of transfer of knowledge by the youth... because of that ...
because maybe there has not been a very good mobilization, a very good (way) of
sharing what is going on, maybe among the community leaders themselybs, ma
selecting participants from one ethnic group...”

Similarly, the religious and school leader both highlighted the theme of
environmental conditiong.e., politician influence, and diversity — ethnicity). For
instance, concerning the inhibiting condition occasioned by politicians influencegeGeor
said, “You find that the politicians use a lot of youths even after traininggilieythem
money and they cause a lot of chaos. So | think if they undergo this training, it can help
them not to be lured with money. The politicians do evil things in the community — so
they are a problem to the youth.” I would like to mention the fact that sinceofnibst
youth participants were unemployed, even when they return to the commuisties a
taking the leadership training in inter-ethnic conflict management, politistdhexploit
them by giving them money to cause violence in the society — against the \msinypf
youth.

Environmental conditionprevent the transfer of leadership training for youth
participants in inter-ethnic conflict management. In other words, the envirornmeent t
youth participants go back to after the leadership training is not suitablefotdhe
transfer the learnt knowledge and skills in inter-ethnic conflict management. Tha
requires PHARP trainers and designers to design and conduct the leadershipttraining
prepare the youth for that harsh environment by in-building in the content topics that

address those environmental conditions especially the corruption from the politicians
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Otherwise, the goal of the training for trainees transfer learning tosotloaild not be
achieved.

Given those stated inhibitive environmental conditions, it was imperative for the
community leaders to support the youth participants after the leadership traimimg
they never did that. Therefore, for the youth participants to transfer legueeshing in
inter-ethnic conflict management, the stagé@dironmental problemseed to be removed
out of the way if the training will make any meaningful difference in the contraani
the youth participants hail from. These are challenges PHARP admiaistnaed to
engage in with the local government officials like village chiefs, church drmbkc
leaders to help in addressing.

Admittedly, PHARP administration needs to reckon that the youth participants to
transfer leadership training in inter-ethnic conflict management, the amardal
challenges, and the issue of diversity needs to be dwelt with and managediduring t
design and delivery stages of the training. That explains why even when theajauth t
leadership training programs there is no significant change in the soctetynis of
their contribution to inter-ethnic conflict management — they tend to be the exseafutor
violence in the communities instead of what PHARP call “peace ambassadotisdt-o
reason, PHARP program need to address ways and means of handling these inhibiting
conditions, among others in order to make the training a success. However, the
constraint of lack of material resources, such as funding is prime to theacutedtnat
PHARP always struggles with whenever dealing with the youth traininigebgature of

them being unemployed.
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Differences L eadership Training Makein the Personal and Professional Lives of
the Youth Participants
What differences does leadership training in inter-ethnic conflict management
make in the personal and professional lives of the youth participants? The most
commonly shared differences mentioned by interview and focus group respondents
were: (1)behavior and life transformatiqri2) contribution to communityand (3)
peaceful relationshipsThe most outstanding theme mentioned by trainers, program
designer and religious/school leaders Wwelsavior and life transformatiotdowever,
one unique theme stood out for the youth participasatsidired competenceacquired
competencies were knowledge and skills that the youth participants mentioned making a
difference in their personal and professional lives.
Behavior and life transformation
In reference tdehavior and life transformatigiehavioral change was the

difference that was mentioned by most of the trainers, the program desigher, a
religious and school leaders. By change of behavior, PHARP trainers meagihghan
the way the youth participants think in reference to ethnic violence. Trainee behavior
change is one of the key training goals. For example, James said, “Sawe tfaange
the behavior of people and that was what motivated me ... to change people’s behavior
or to change the behavior of the young people ... “ In the same breath, Leah said,
“Behavior change is seen in the lives of the youth ... we have to do what we at@ able
do. But when we talked and they told their parents where the parents lived and we

visited their homes, we talked with their parents so that they can follow them up.”
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Therapeutic healing was another life transformation observed by one trainer
during one of the leadership training programs they organized for the violencesvictim
James said,

Still within the PHARP organization ... a training we did for young women in

Nakuru, A majority of the people that came for the training had been part of the

action of violence in 2008 and what | noticed in that meeting, besides the passing

on of knowledge, was the therapeutic kind of healing the young girls got from
that kind of meeting, whereby you are able to see direct results of themgcomi

out talking of what they are going to do in their communities ... because that was

more on leadership and reconciliation ...

In the region of Nakuru is where the post-election violence was intense in the
country and most of the casualties where women, young girls and children.

The program designer observed two behavioural changes in the lives of the
participants, namely; (1) life transformation, and (2) trainees givstgrenies about
their past. In reference to life transformation, John said, “Yeah, the charmggd ke
to see is not to be doers - just when they hear things, even if they are not good, they just
jump in and do those things. But once the transformation has taken place, then they are
careful to see what they are going to be involved in inter-ethnic conflict nraragé

The second change identified by the program designer showed itself in the
comments youth participants made after taking the leadership trainingriethhic
conflict management. Specifically, they gave personal testimonies thatdskome
differences in their lives. In support of this comment, John said, “I have seen the youth
sharing about their lives, what they have been going through and if, for examepde, t

are some who have been hurting others, they can reach a point even forgiving each othe

openly.”
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Behavior and life transformation formed the difference that the religialis an
school leaders mentioned as the feature that leadership training in intereetifhict
management makes in the personal and professional lives of the youth particants. F
example, George said, “Yeah, they have changed. Yes, in fact there ienendds in
character. Their characters have really changed ... even the way thelgaeting ...
the way they are talking is different from the previous ways.” Similadteisaid, “...
after them having the training from PHARP, they started to change their amnidds/en
their behaviors. They had an acceptance manner and they started to know exactly how
to behave at school and even at the community. ...”

Contribution to community

This refers to the contributions the participants made in their communiges aft
the training. This was a common theme shared by the youth participants awdiseligi
and school leaders. The goal of the religious and school leaders for sending the youth to
the training is to have the youth participants equipped with leadership and conflict
management skills to help change their communities from violence. Notably, the
individual focus group members mentioned passionately the following speciflosias
contribution to the community:(1) | got involved in peace missions in the country
(Winnie, Participant#3), (2) Began “walking the talk” of conflict managematk,
Participant#1), (3) Worked to change Kenya for the better (Moses, Partigia (4)
Change ethnic beliefs (Owen, Participant #5), (5) Became peace changa dgent i
communities (Katanu, Participant #2), (6) Teach others about peace (Owenpdtdrtic

#5), (7) Asserted leadership in the community and school (Barrack, Participantdt3), a
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(8) Made peace within self first (Esther, Participant #4). George, ig®te leader
argued that the youth influenced and taught others after the training. H&8 kaid,
youths, when they were from this meeting, | see now they are trying tonoduthers
and trying to teach them about peace and | see that they are building some fieace wi
themselves, within other tribes which could maybe have not come together.” The
similarities in the two groups is because, both want to have a peaceful and trathsforme
community. Thus, the overlap between these two groups is not overly surprising given
the level of shared goals.
Peaceful relationships

This theme was shared by the program designer and the religious/school leaders.
It was important to the religious and school leaders because by sending theyouth f
leadership training, they wanted them to learn new peacebuilding skills to improve
relationships in the communities. Similarly, for program designer this theim@astant
because they wanted the youth to unite for purposes of bringing reconciliation eed pea
in the communities. These comments tie very well with PHARP’s mission anichdra
philosophy.

Program designer mentioned two dimensions that made e #oeful
relationship theme(a) cooperate to unite for reconciliation and peace, and (b) cultivate
a culture of peace among the youth. During the training, it was evident thalyinitia
some participants did not want to cooperate to share the same accommodation, but after

going through the course, they changed and reconciled for peace and evencagpeed t
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the same in their communities. To support the notable difference of cooperating to unite
for reconciliation and peace, John said,

Yes, one youth participant was actually in bed and another one was on this other

one and there was just a difference, so one tried to bring in a sheet to separate

them so that even they could not face each other; looking at each other’s eyes.

But after training and sharing about how we can cope with one another, we can

cooperate in the community for peace and reconciliation. How can we forget our

differences and bring in peace, unity and reconciliation? These people could give
real testimonies about all these changes that took place in their lives during the
training — and one of them was cooperating to unite for reconciliation and peace
and they agreed to transfer the same to their communities.

In addition, the program designer mentioned the dimension of cultivating a
culture of peace among the youth. Resonating with PHARP training objectiveathgre
communities of peace, here, John, said, “Of course the first difference would be
cultivating a culture of peace with young people, train them around that tope howe
the role of young people in promoting peace in their communities and that will be a
transformational topic in their lives.”

Similarly, religious/school leaders concerning the thenmeeateful
relationshipseach mentioned improved ethnic interaction, cultural understanding, and
facilitation of community integration as some of the specific differerfemsroted in
the personal and professional lives of the youth participants after takingdbeslap
training. In regard to improved ethnic interaction, George said, “I noticed... lgegaus
find that the Nubians cannot attend the churches of the Christians; they wanted to go to
Muslims and also the Christians could not interact well with the Nubians. And some

Kikuyus also who were there in Kibera also were not freely interactingafartthe

training, | see the youths now could interact, they could talk, and share.” Concerning
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cultural understanding, Peter said, “Before taking that training, guysneemaying
together because of ignorance and of superiority and inferiority complaxethey

came to learn that human beings are not animals! But they came to learn that huma
beings are made in the image of God.” Cultural understanding means apprel&ting
unique ways of life of people from different walks of life.

In addition, it was noted that after the training, the youth participants hawe be
involved in activities that are facilitating community integration. To suppat thi
comment, Peter said, “They help integration of different communities inehe Bvery
community comes to realize that they have to relate and accept the other coasmunit
ideas, then there is integration.”

It is important to reckon the fact that those contributions underscore the
improved relationships that have been observed in the personal and professional lives of
the youth participants after taking the leadership training in inter-etbnftiat
management which tie very well with PHARP’s mission and training philosophy.

Another contribution noticed by the religious/school leaders about the youth
participants was that the training created healing among the youth irelgradhools,
and colleges, followed by another one which suggested that the training hadamade
improved self-awareness among the youth participants. In refereeettaihing
creating healing among the youth participants, George said, “It has bpén hetause
it has created a lot of healing. You see, after the post election violence, people had
wounds. But after interacting and talking, you see people are released, people ar

healing. Yes, even in school, in college, in their family and everywhereatbeloing
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it.” Concerning improvement in self-awareness, Peter said, “The copies tm sexual
abuse prevention and self confidence and self esteem helped them to know themselves
first and then know others, no violent activities and even to know the limits in law were
beneficial to the youth to know themselves.”

After the youth took the leadership training, another difference noted by the
religious and school leaders in their lives was the improved telephone communication
among themselves. Peter noted, “There is improved communication between themselve
by calling each other on the telephone ... . , Before they were not communicating,
saying that | cannot telephone Hutus, | cannot telephone Tutsis, but now they came
together, the call was for them to go together to school, share together the road t
school.”

Acquired competencies

The one unique theme of acquired competencies was specific to the focus group
members. This theme came from responses made by the focus group members. Thes
are the skills and competencies that the youth participants felt they gteradiking
the training and they would transfer to their communities. Thus, each of the acquired
competencies were mentioned by one individual — meaning that there were no common
ones that were shared among the focus group members. All are worth noting lgspecial
for the PHARP trainers and program designer to evaluate whether the trairisig goa
were achieved. The acquired competencies included:- (1) Learnt how to ustionedi
and reconciliation strategies (Mark, Participant #1), (2) Learnt how to laeepdly

with colleagues and family members (Jane, Participant#1), (3) Leatagsés of
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handling conflicts between 2 or 3 people (Jane, Participant #1), (4) Learntshefenf
handling issues (Esther, Participant#4), (5) Learnt leadership traitsgMose
Participant#2), (6) Learnt how to handle interpersonal conflicts (Esther,ipanti4),
(7) Have the ability to handle conflicts in the community (Jane, Participani¥1), (
Learnt how to implement peace, healing and reconciliation (Winnie, Parti€g)a(f)
Can now handle conflicts in the community (Barrack, Participant #3), (10) Iddrihie
leadership characteristics to emulate (Simon, Participant#4), (11) Convimcpreeah
the message of peace at home (Simon, Participant#4), and (12) Persuaded to speak about
how to manage inter-ethnic conflict in the society (Mark, Participant#1). Thoegh ea
competency is distinct, each reflects either the developmeonhdict managemerar
leadership skillsthe primary goal of PHARP’s youth leadership training in inter-ethnic
conflict management.
Summary

The findings based on the data collected using the four research questions from
the case study NGO, show that the most common emergent themes regarding
communicative challenges werdyersity, participant challengesaudience analysjs
andmaterial resourcesThese formed the key communicative challenges that PHARP
trainers and program designer need to pay close attention to when designing and
conducting youth leadership training. Similarly, the noted unique themes such as lack of
follow-up programs as suggested by the focus group members, and the themengf traini

resources/teaching materials are worthy of consideration becausediteegpecific to
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each group and to some extent may affect the design in terms of posing contiotunica
barriers and effectiveness of transfer of training.

In terms of management strategies to address the communicative challenges
mentioned, the findings demonstrate lack of uniformity. The only commonly mentioned
management strategy wagual treatment mentioned by the focus group members and
the program designer. For some reason, the trainers, focus group members, and the
program designer seemed to use different management techniques. For that reason, a
majority of the management themes mentioned were unique to each group.

The findings also indicate lack of common themes emerging from the comments
mentioned by the respondents that facilitate transfer of learning. The onhyazom
mentioned theme facilitating transfer of learning wasdicipant input and
participation- mentioned by trainers and focus group members. The rest stood different
from each other. On the other hand, in reference to inhibiting conditions that hinder the
transfer of learning, the most common inhibiting theme mentioned by all -reggiaeus
group members, program designer, and religious/school leadedsweesty/ethnicity
second followed bgnvironmental challengewsentioned by trainers, program designer
and religious/school leaders.

Finally, the most commonly mentioned differences that leadership traming i
inter-ethnic conflict management made in the personal and professional lities of t
youth participants werdzehavior and life transformatigieontribution to community
andpeaceful relationshipsThe most outstanding theme mentioned by trainers, program

designer and religious/school leaders Wwalavior and life transformation
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CHAPTER V
REFLECTIONS AND CONCLUSIONS
I ntroduction
The purpose of this study was to establish how NGOs in Nairobi, Kenya design
and conduct leadership training in inter-ethnic conflict management for youth
participants. This study was divided into two phases. Phase 1 surveyed designers,
trainers, and participants working with five different NGOs regardingvthethey
perceived how NGOs designed and conducted youth leadership training and its
consequences. Phase 2 developed a case study of PHARP, an NGO based in Nairobi,
Kenya to gain insight into the way youth inter-ethnic and conflict manageraanng
was designed and delivered. In both phases, | was interested in: (a)@stabtis
communicative challenges that were involved in the design of leadership tfaining
youth participants in inter-ethnic conflict management, (b) identifying ¢esigners
and trainers managed these communicative challenges, (c) pinpointing thenendi
that facilitated or inhibited the transfer of leadership training for youtircgeants in
inter-ethnic conflict management, and (d) isolating the differencesetderdship
training in inter-ethnic conflict management made in the personal and protddwves
of the youth participants.
This chapter begins by summarizing the key elements of the previous chapters to
address my research questions. Next, | highlight the lessons | learned frameuwitey
trainers, program designers, participants, religious and school leadedarsiep

training in inter-ethnic conflict management and the youth. Third, | preserdggbarch
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and practical connections tying the leadership training in inter-ethnicaonfli
management and the youth to the extant literature and highlight the théoretica
contributions of this dissertation. Fourth, | present a practical tool that g@ner
designers might be able to use when designing and delivering training. Fithlidhi
the study’s limitations.
Answering the Research Questions: L essons from the Two Phases

The first research question focused on identifying the communicative challenges
that affected the design and delivery of training. The analysis suggestadatiaof
material resources was the main communicative challenge trainers aynede$aced
in the design of leadership training in inter-ethnic conflict management titin yo
participants followed by audience analysis, participant challenge, anditivéhat
means those involved in the design and conduct of youth leadership training in inter-
ethnic conflict management need to pay serious attention to the ways the seleti@on of t
trainees is done in terms of their needs, expectations, motivations, and ethnioderd ge
differences when planning the training and devising ways and means of mathagmng

The second research question focused attention on the management strategies
that trainers used to manage communicative challenges. In the analytsibli$lesd that
financial management stood out prominently as the main management strategy which
involves preparing standard budgets to meet the financial expectations of the yout
participants and lack of materials resources. The unemployment statuyodthe
require the organizers of the training programs to source funds for tuitiorvemmd e

support them with allowances before they leave the training. If they araaotitlly
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supported, their motivation levels are affected and that in turn affectsriséetraf

training. The analysis also established that the challenge of audiengssacalild be
addressed by conducting pre-training evaluations to assess the traimggagdmnc

features such as ages, gender, ethnic backgrounds, education levels, need, and training
expectations. The other management strategy mentioned to address the eratdemt pr

of ethnicity and gender differences was practicing equal treatmehtifs(2007)

argues, those undertaking training are expected to adapt techniques to theirtonah cul
settings. For this reason scholars on the African continent must look withiowreir
experiences and setting to determine how to fit non indigenous practices into their
framework for conflict management practices.

The third research question draws attention to the conditions that facilitate or
inhibit the transfer of leadership training in inter-ethnic conflict managermbatmost
common facilitative conditions were the application of participatory trainiodets,
trainee motivation, and participant participation — which entailed trainéagmiéss to
exchange information, youth’s willingness to take responsibility to eraditateigy,
and their willingness to dialogue. On the other hand, the inhibiting conditions were
resource constraints, youth motivational challenges, and environmental conditions of
political and media influences, and ethnic diversity. Diversity involves the eadem
problem of ethnicity that the youth participants felt features prominentlggitraining
and also after the training when transferring the training to community members
Similarly, environmental challenges involved bad governance, and incitiegnstatis

made by the politicians. Overall, the analysis suggested that environmetaigda
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such as political, media influences and ethnic diversity tended to be more important
when inhibiting learning transfer than participant conditions such as lack ivatnmt
and information exchange because they affected both the design and the transfer of
training processes.

The fourth research question drew attention to the differences that leadership
training in inter-ethnic conflict management made in the personal and poogddes
of the youth participants. The noted areas of differences were in behavior and life
transformation, skill development, participant input, and building peaceful relapsnshi
Since the youth in Kenya have been blamed for being used by politicians to cause
violence and destruction of human lives and property, the notable difference of behavior
and life transformation underscores the fact that youth leadership traiagndesigned
and conducted in ways that helped to reform the trainees and that transformation helps
them to transfer learning to others by creating communities of peactabiiitlys This
suggests the youth participants getting involved in building peaceful relationships
community programs, and their lives being transformed are notable differttiate
would change communities of violence to communities of peace.

Design Problems, Choices, and Implicit Communication M odels

Aakhus and Jackson (2005) note that design is a natural fact about
communication, observable in the behavior of ordinary communicator, as well as
experts, such as group facilitators and developers of new communication technologies.
Aakus and Jackson argue that designs always involve hypotheses about how things work

and the challenges and choices that people make when designing activities acespract
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specifically reflect hypotheses and model about the way communication works. The
work of designing youth leadership training in inter-ethnic conflict manageraeeals
the implicit hypotheses designers and trainers make concerning how comroanicat
within the training program works.

The overarching model for communication that seems to inform the design of
inter-ethnic leadership training is the information transmission model. Asd&na
(1994) noted, the transmission model of communication fixes and separates the roles of
“sender” and “receiver” and involvesmultaneoussending” and “receiving” (not only
talking, but also “body language” and so on). The source is seen as the active decision-
maker who determines the meaning of the message, who sends the message to a passive
target. As Eisenberg et al. (2007) noted, the information-transfer approachiyypica
defines communication as “the exchange of information and the transmission of
meaning.” It views communication as a metaphoric pipeline through which informa
“flows” from one person to another. Communication is a tool that people use to
accomplish their objectives.

The results of my study suggest that designers and trainers adopt a more
transmission centered model of communication to inform their work that is jptescri
than constructivist. The learner is passive, and the trainer active. The tramsmsdel
is hinged on four assumptions: (1) Language can transfer thoughts and fselimgsie
person to another, (2) Speakers and writers insert thoughts and feelings into(8jords
Words contain the thoughts and feelings, and (4) Listeners or readers extract the

thoughts and feelings from the words. These assumptions open opportunities fa& trainer
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to rush through the training with the assumption that words by themselves will
communicate the right message to the trainees. On the other hand, the assuemgtions t
to weaken the training design effectiveness by the assumptions that wordgessee

to passive learners will communicate the message.

First, the assumption that language can transfer thoughts and feelings from one
person to another implies that the transmission model is a linear, one-way model,
ascribing a secondary role to the “receiver” who is seen as absorbing indor.rna
“feedback loop” was added by later theorists, but the model remains lineQuéii&

Sven, 1993). The youth leadership training programs that my study examined seemed t
use the linear model of communication in terms of delivering training conteairneds
because of the environmental constraints of time and funding and moreover, did not
close the feedback loop by conducting periodic evaluations to assess the audeince le
of understanding. Indeed, the emphasis on individual evaluation versus collective
evaluation at the community level ties well with the transmission model erapgmasi
sender - receiver communication style whereby the trainers want ifdfse¢rainees
received and digested the message. The emphasis on one-way communication and
individual assessment assumes that individual change is most important and does not
give room for exploring how individuals share the same knowledge and skills to others
outside the training site. Freire (1970) called this approach the “bankingiedluita
learning.

Second, in this model, speakers and writers insert thoughts and feelings into

words. Chandler (1994) argues that even the nature obtiientseems irrelevant,
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whereas the subject, or the way in which the participants feel about it, can shape the
process of communication. Insofar as content has any place (typieatigdras “the
message”), transmission models tend to equate contenteaning whereas there may
be varying degrees of divergence between the “intended meaning” and the meanings
generated by interpreters. This assumption equates with the problem of audience
analysis and the failure to adapt to the meanings the trainers intend in theggeses
The problem of audience analysis featured promptly as a communicative chéli@nge
trainers and designers face in the design and delivery of training and iotdributes

to failure to transfer learning because the trainees selected do not meahthg t

criteria the training is designed to meet. That is also explained by thegaantiic
challenge of language problem that trainers face which causes themrteyseters to
translate the message to help trainees understand it. The process of ati@npatto

was indicated in the study to cost a lot of time — a resource that is not alwaymthe
youth leadership training. In fact, that explains why some of the tranoeeslained the
training content is “shallow” due to the lack of time which is already spent in
interpretation of what already has been stated. Through interpretation, samagrie

the message is always lost because the interpreter tends to use many vestaseto r
what the original communicator said. Therefore, in that process, the learlsatis fa
adapt to the original meaning and tends to fix their own meanings contrary to the
meaning in the prefixed form of training. That state of affairs explainstidraining

content in the youth leadership training was said to be “shallow” by the pantisiand
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also explains why the participants do not grasp and adapt it in order to trankséar in t
communities.

Third, words contain the thoughts and feelings the transmission model is an
instrumentaimodel in that it treats communication as a means to a predetermined end.
The results of my study indicated that one of the problems the youth experiémteewi
training design is that the content is predetermined and with topics that must be
delivered within the constraints of time. A major complain out of this design style the
youth expressed was a lack of time for participation or engagement with thetconte
during the training because the trainers are “rushed” to cover the fixedcontiee
training design. That also contributed to the participant’s lack of motivation in the
training and even to transfer the learning in their communities. In other words, the
training design is more reflective of an information transmission modekvides
emphasis is placed on shared meaning, persuasion, dialogue, participation, m@aning
creation but more on “banking” information for later reproduction — hopefully at the
transfer site.

Fourth, listeners or readers extract the thoughts and feelings from tik& wor
There is no mention in the transmission model of the importance of context-sityational
social, institutional, political, cultural, or historical. Meaning from wordscad be
independent of such contexts. Chandler (1994) points out that whilst it is true that
meaning is not wholly “determined” by contexts of “production” or “receptiorXt¢teo
not mean simply what either their producers or their interpreters chooberiotd

mean), meanings may nevertheless be radically inflected by partouli@xts of
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“writing” and “reading” in space and time. Without context, words are meaningless. The
youth training context and the transfer contexts are different in terms of the
environmental conditions. The transfer context is polarized by extreme pphtiedia,
material and social conditions that make it difficult for the trainees toféralearning.
Somehow, the trainers do not seem to know how to manage the challenges in the
external environment to prepare the youth accordingly.

Eisenberg et al. (2007) argue that there are several criticisms ofdhaatibn-
transfer model that speak of its constraints to inhibit information transieely, (1) it
is simplistic and incomplete, therefore limiting the scope of communicationriea li
and sequential process, (2) the model derides the receiver’s involvement inatorgstr
the meaning of the message by assuming that the receiver remains, pass{33 the
theory does not account for any nonverbal communication. These criticisms allnde to t
constraints of transmission models — which tend to be prescriptive in nature instead of
the more engaging elicitive constructivist models. An alternative sesmfrdehoices
for designers and trainers to overcome the design, delivery and transfeaiotsposed
by environmental conditions of time, funding, and lack of material resources is grounded
in constructivist training models.

Alternatives to transmission or information transfer models of communication
are normally described asnstructivist such perspectives acknowledge that meanings
are actively constructed by both initiators and interpreters rather thply sim
transmitted’ (Chandler, 1994). Constructivism believes that knowledge istghby

the learners through experienced-based activities rather than directestrbgtors
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(Roblyer, 2006). This is a paradigm shift/choice that the designers in youtrst@ader
training need to make in order to make the training effective in terms of ahieyi
design and transfer learning goals.

Examining both the constructivist learning theories and objective views of
instruction, Jonassen (1999) argue that these design tools applied in different contexts
can complement each other, and that the combination of these methods have been used
effectively in some of the best learning environments. Similarly, both conststietnd
instructional theories are very important elements in the support for trahséarning
processes in the design of leadership training courses. Wonacott (2000) arguezs lear
are able to construct knowledge through “self-directed inquiry, guided activitgrand
collaboration” (p. 1). Greenberg (1999) and Wonacott (2000) argue that in a
constructivist learning environment, the instructor’s role is to facilitatele, and coach
during learning. In other words, he is not the expert but an enabler of learning.
Communication is co-created.

Notably, designers can take the training choice of using more of constisctivis
theories because the application and understanding of constructivist desdnguivest
can greatly help course designers and trainers understand the implicatsopeniefits
while the instructional theories can offer guidance to the design, structure medydel
of youth leadership training that can promote the learning process, and enhasfee tra
of learning in the trainee’s environment.

To encourage effective learning within the constraints of time and funding,

designers and trainers should consider using exercises, engaging ttes aisign their
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own questions, and place more practical exercises during the training. Asri¢lark a
Mayer (cited in Toth, 2004) states that effective learning takes place (th¢he

exercise can stimulate the job environment and desired thinking processes nogjust pur
memorization; (2) learners have the opportunity to design their own questions and
thoughts; and (3) additional exercises are placed throughout the lessons.

To handle the environmental constraints that tend to constrain design, delivery
and transfer of learning, Roblyer (2006) point out that in constructivist learning models
learning focuses on problem solving, research and exploration of possible answers or
solutions and developing projects as well as presentations. There is emphasis on group
collaboration rather than individual work emphasized in the transmission models — a
better design move the trainers should take. Learning and assessment metipode com
of open-ended questions and scenarios, creating portifolios and descriptiveesrrati

In addition, Palloff and Pratt (1999) used the example of how a learner through
reflective exercises can apply course material learned to actual wmekeces. This is
one of the effective ways how to implement “transformative learning” that can suppor
constructive learning. Reflective exercises would help trainees to beotraesifin their
behaviors and also transform others in their communities — to achieve collective
behavior transfer which has been missing in youth leadership training.

Examining the shortfalls in transmission models to communication, the
constructivist model offers alternative design choices for the designérsainers.

Based on the assessment of the training approaches trainers and deasigghers

according to my study, | would argue that employing both constructivist andnsyste
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instructional theory applications are important because they complembrdtkacvery
well from the design of instruction to the activities and assessment within tise cour
Indeed, instructional systems can help with the training design while conssuctivi
model can help facilitate learning effectively. Information tranafe one-way, which
constraints learning. More importantly, while complementing each other, tiezseet
can enhance and promote the transfer of learning in the design and delivery of youth
leadership training in inter-ethnic conflict management.

Resear ch and Practical Connections
Resear ch implications

In this section, | make six claims regarding the research implicationyg of
study. These claims outline the connection between: (1) ethnicity resource &neywor
with conflict, (2) environmental conditions and transfer of learning, (3) stakeholde
interests and training design, (4) youth participation and constructivistrigah@ory
models, (5) audience analysis and training design, and (6) religion and transfer of
learning.

First, ethnicity was constructed as both a positive and negative resource for
working with conflict. It is not surprising that challenges associated whthicity
emerged for trainers and designers when designing and conducting youtshgade
training. In Kenya where this study was conducted ethnicity is parficplarceived as
creating conflict. Indeed, tribalism and ethnicity frames the straggid claims to land,
political power, and resources (Media Focus on Africa, 2009). Ethnic diversity in both

phases of the study came through as a communicative challenge during trairasg and
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an inhibiting condition for transfer of learning. It impacted the selectioniokta as
trainers and designers often chose trainees to represent certain etlgea@emdgroups.
Diversity of training groups was important because if trainees camethe same

ethnic group, and yet are supposed to transfer the training to others in their caggmunit
from different ethnic groups, a failure to engage with people that are diffesen them

in the training posed serious challenges for learning how to handle and relate to them
and transfer this learning back to their community. Moreover, ethnic differ@osed a
challenge between trainees and trainers. Many trainers complained yhatviee

enjoyed the training because some of the trainees did not want to intehetttemit
because they came from a different ethnic group. Future research nequlsri® &nd
address the problem of ethnic diversity because it frustrates the desigiiaeny dé
training regarding such issues as the representativeness of the tgamipgthe match
between trainer and training group ethnicity, and how ethnicity can beatnawesf into a
positive resource within a short training period.

Second, the larger social, material, and political environment poses significa
obstacles for learning transfer. The notion of environmental conditions in organikationa
training tends to focus on issues relating to time, cost, and training trahgtenié et
al., 2009). When we move to community training, the environmental conditions are
different and include the broader social, material and political environmemée akee
numerous examples of this in the present study including the political sentimesets$ voic
by politicians and community leaders, youth unemployment factors, and long history of

tribalism. The polarized political environment in Kenya is a major obstaclanairg
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transfer. As Brown (2003) argues, “The ruling party politicians to pregawer and

for their own economic gain, manipulated mass perceptions of the size ananbeyiti

of opposition associated ethnicities’ property through incendiary statementseand t
provision of private economic incentives to foment the ethnic clashes” (p. 5). Bimila
Media Focus on Africa (2009) point out that the youth face many frustrationsritat re
them very vulnerable to easy manipulation by politicians and this makes them an easy
target for recruitment into political militias or criminal gangs thatused by politicians

in the heat of elections or in the aftermath to cause violence. The material andsymbol
needs of youth must be met in order to facilitate learning and learningetransé

youth live in a social world where their material needs are not met anddigatsrthe
symbolic constraints of lack of motivation, behavior change, and mixed motives.

In this study, a clear disconnect emerged between the training environment and
the transferability environment. That disconnect is explained by the wagrsand
designers designed and delivered the youth leadership training. There is talklagnong
NGO leadership on how much they are doing in mounting youth leadership training in
inter-ethnic conflict management and yet in the real world where the yoetfhere is
little change in terms of youth creating peace from the knowledge thegdgaithe
training. Just as Freire (1970) demands competency from a progressive, teacher
similarly, leadership training in inter-ethnic conflict management weheistand
competency from the youth as well. That is why | recommend the topics of steptor
leadership development, ethnic diversity, and empowerment be included in thgtraini

curriculum. Freire’s progressive pedagogy sees education as a meansl ichsoge;
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not a change handed down from the trainer to the trainee, but social change that is
informed by Freire’s sense of social and political literacy — that assin
participation, liberation and empowerment. This issue opens a window for further
research to establish how the training design and transfer of learning eresitsroan
be harmonized with the larger social, political, and material environment.

Future research should also explore how environmental challenges, influence the
possibility of meaningful change at both the individual and collective level. One of the
tendencies regarding training evaluation is that the training assedscuesdgs on
change in terms of the individual behavior and lives of the youth as opposed to the
collective-community level. Trainers do not mention stories about change atcigell
level and don’t measure change in terms of community impact instead usinatieva
sheets at the end of the training to measure the impact on the individual trainee. For
example, official government statistics indicate that 80 per cent of theKen
population claim to be Christian (Media Focus on Africa, 2009). However, when it
comes to issues of violence and conflict in the cities, towns and communities, the
material condition of youth unemployment overrides Christianity’s emphasis on
nonviolence. This means even though the youth profess to be Christians during the
training, Christianity is supplanted by material concerns when they go teah&arld
where their material needs come into play thereby frustrating éramisfraining. What
trainers and designers are currently able to explore is how environmentailorendit
frustrate individual change, but they have not explored how that translates into ahange

the collective level.
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Third, the analysis suggests that trainers and designers also need to pay close
attention to the issue of stakeholder interests and the strategies that acemiaedge
them. In both phases of this study, there seemed to be a mismatch of interess betwe
the donors, trainers, designers and community representatives. Also some of the
stakeholders such as the community representatives did not have an understanding of
what goes on in the design and delivery of youth leadership training. For example, there
was lack of knowledge among religious and school leaders when they responded to
guestions concerning training communicative challenges and how they could be
managed. They are key stakeholders in youth leadership training because they
participate in the selection and help the youth when they go back to the communities to
transfer the training. The lack of involvement and coordination with key stakehmders
surprising because the literature suggests that the transfer of learnirtpdrom
educational environment to the performance site is more likely when institutams pl
strategize and design the courses carefully with all stakeholders involaid (Arey &
Carey, 2001).In this regard, | pose the following future research questions: (lisWhat
the appropriate relationship between stakeholders and NGOs? Is it fundiranstlip?
A supplier of trainees? (2) What rights and responsibilities do these difkeneistof
relationships entail? (3) Would the training be more effective if the stakeholdee
involved? If so, how do they get involved? These questions explore the role of
stakeholder involvement in the NGO youth leadership training from design and yleliver

to transfer of learning.
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Fourth, my analysis indicates that trainers and designers of youth leadership
training need to manage the issue of lack of youth participation by applying
constructivist learning theory methods. This involves trainees learning joiniepr
solving techniques through the application of knowledge and skills that may vary in
different contexts or situations to enhance training transfer. Construttieosists
maintain that: (1) knowledge is not transmitted but constructed through hands-on
activities or personal experiences which generates knowledge; (2) teaocunrs
through student-centered rather than instructor-led activities; and (3) stuagsttbe
allowed to exhibit what they have learned in different ways, not just in testing or
examination (Roblyer, 2006). Learners become the active creators of knowyedge b
observing, manipulating and interpreting the world around them as they make sense of
their training experiences and how they can use that experience. Positionimggout
active learners is crucial during the training and after the transfearoirig.

Roblyer (2006) argues that the process of discovery learning involves active
participation where learners explore concepts, relate ideas and findtaleesadutions
to problems. Similarly, Driscoll (2000) points out that the constructivist goalsuafithe
focuses on learning activities such as problem-solving, critical thinkingeaantd
reflective application of knowledge. All of those activities guarantee geation and
transfer of learning by the learner. Belanger and Jordan (2000) arguetivet a
interaction is important to the success of any training program. Roblyer (2006put
that learning theories underlying the systems of instruction statesltéatning is most

efficient when supported by a well-designed system of instruction, and it [etem
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when the learning system contains well-structured and sequential lessontiveshjec
learning activities and assessments” (p. 41).

In this study, the obstacles that prevent participative learning included: (1)
language, (2) motivational problems, (3) rigid expectations, and (4) diversay. T
strategies suggested in the study to manage these challenges indludsihg
interpretation to overcome the language problem during instruction, (2) faujitat
participant understanding to address the motivational problems among the pasticipant
(3) focusing on fundraising to manage the participant expectations of gettingdlnanc
allowances for taking the training, and (4) using youth-elected repragesitia
facilitate inclusivity to address the problem of diversity. The results otogy also
suggest that the reasons why participation is so difficult is that the ydethesiedo not
have the right educational qualifications to engage in the training content, or rileestrai
do not allow the youth to participate by raising their issues and expectationsttiering
delivery of the training due to time constraints. The results of this study noteddsiat
of the youth leadership training takes a short period of time and participants ic@upla
about the content being shallow and rushed. The speed of training is explained by
limited time to teach given financial constraints. Roblyer (2006) points out thati&h soc
learning, learning takes place in social environments where there are aillabor
activities, which takes time. The challenge for trainers is how to apply andyentrzd
social participatory learning process within the limited time availabbeder for the

trainees to grasp the training content and engage it.
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Future research directions should focus on how learners and trainers manage
youth participation as they use constructivist learning ideas and disdesaning.
Possible future research areas include: How can instructors encouragesléa
become partners and help develop strategies for managing time consaiciras s
determining the direction of the training content and topics to be covered? How-can pre
training evaluations conducted before, during and after the training be used
constructively to establish what factors facilitate or hinder the pantitsigeom
participation and influence training design?

Fifth, ongoing audience analysis is key to effective training. This studyyclea
showed that audience analysis is a major challenge commonly shared bg tather
program designers. Audience analysis refers to the assessment of theagdimogr
composition of the target group in terms of age, education level, marital status, needs
interests, economic status, among other factors. Trainers and designeos eaethe
importance of needs assessment and its influence on the way they prepareitige trai
As Aguinis et al. (2009) argue that to understand the benefits of training, it igamipor
to consider the factors that maximize the benefits of training which includegpay
attention to needs assessment and pre-training states of trainees lilkenaiivation,
training design and delivery. Learning the trainee’s background enhandesitye of
training. Both Vygotsky and Bruner, in their social interaction theory staggdetarning
is shaped and affected by the learner’s background and cultural experiensesll(Dr
2000; Roblyer, 2006). These comments highlight the importance of trainers and

designers needing to carry-out a pre-training evaluation to establish theandeds
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expectations of the trainees and design the training targeting to meet thosantkeds
expectations.

Audience analysis is mentioned as being important, however, many of the NGOs
seem to have created off the shelf training packages and subsequentlyrters taai
deliver them. This practice may require two different kinds of audience analysis.
Initially, audience analysis can be performed when the training packagegeatkas
designers attempt to anticipate potential needs. However, audience angissso
need to be conducted once the trainer delivering the package is in a partieul@hsst
suggests that designers need to develop material to allow the trainers to canduct a
audience analysis on site and to provide options in terms of content and methods to
deliver the training that is tailored to the site. Future research may ekplore
audience analysis is an ongoing process that occurs over time in differextsont

Sixth, | make the claim that religion can serve as an important desigipfainc
for training. This is something | noticed as | went through the analysis. Mtie of
NGOs this study surveyed are Christian-based and the trainers tend to use traini
approaches that only relate to those who profess the Christian faith. This suggests t
NGO leaders practice “spiritual leadership.” Fry (2003) states, “Theai# effect of
spiritual leadership is to bring together or create a sense of fusion among the four
fundamental forces of human existence (body, mind, heart, and spirit) so that people are
motivated to high performance, have increased organizational commitment, and

personally experience joy, peace, and serenity” (p. 727). My central concerfgrthere
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,in terms of training, is what opportunities does a spiritual or Christian foundation open
up? Which opportunities does it close off?

There is a paucity of current literature that addresses the role dpyriplays in
youth leadership training in inter-ethnic conflict management. Washington(20@6)
examined the relationship between servant leadership and the leader’s values of
empathy, integrity, competence, and agreeableness, and reported that “folativeys
of leaders’ servant leadership were positively related to followatisigs of leaders’
values of empathy, integrity, and competence” (p. 700). Religion is often percsived a
the spiritual oasis from which humanity gets refreshing ingredients fondnagement
of other aspects of life. In Kenya, religion plays a very important role on the poomot
of spiritual, social, cultural, and political growth (Media on Africa Focus, 2009).

The findings of this study suggests that there is a strong connection betitleen fa
(religion) and inter-ethnic conflict management training for NGOs thaaérebased in
this study. A great number of NGOs involved in leadership training in inter-ethnic
conflict management for the youth participants are founded on Christian principtes. N
by design, seventy percent of the NGOs that participated in this study Wweredsed.
These NGOs have a strong belief that the problem of violence and conflict in humanit
can be managed when the trainee is equipped with the requisite skills and knowledge,
and his or her heatrt is spiritually transformed to look at life from a biblicappetive —
that is, God is love, and if we call ourselves Christians, we should likewise love our
brothers and sisters. Where there is love, there is peace, unity and stabilitytredo ha

violence or conflict. For that reason, NGOs that are faith-based and involved in youth
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leadership training tend to design the training content with additional sub-topics on
biblical principles by drawing on scriptural texts to back-up the content. Thegeess
that comes out in the training is balanced in terms of being theoretical, gracteta
biblical — trying to address the totality of man. That kind of training desigallisd the
“holistic approach” to training. This suggests since the trainers are Qigjst@ancepts
like “servant leadership” are emphasized. Building on the work of Greenleaf (1991)
Spears (2004) listed ten characteristics representing a servant (@adistening, (2)
empathy, (3) healing, (4) awareness, (5) persuasion, (6) conceptualizatfonegight,
(8) stewardship, (9) commitment, and (10) building community. Servant leadership is a
leadership style that follows the style of leadership that Jesus Chifist Bis followers
to emulate after His example. When | looked at a few of the training carn€sbme of
the NGOs, prayer or devotion sessions were in-build, and other topics like healing, and
discipleship were also included. The argument is that a transformed person from the
heart is aware, committed, better persuaded, empathetic to go and trastsiensnwhen
transferring learning to build community. Future research in this domain shqldateex
the relationship between servant/spiritual leadership and training\effezss.
Practical implications

In this section, | present a practical tool for NGO trainers and designase
when creating training. Design theory emphasizes creating tools f@saddy
interactional difficulties and one aspect of conducting research from angesgpective
is the development of new tools (Aakhus, 2007). The idea is that trainers and designers

can design training tools and interventions that manage interactional problems in
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leadership training in inter-ethnic conflict management for youth partisifgn
working through a set of key questions that reflect these interactional psoliJsing
my analysis, | want to create a tool that might be useful for traindrdesigners when
designing training. The result is a planning framework that trainers arghdesmay
use when working through how best to design and deliver training and facilitate
learning. Based on my analysis, the tool poses some tentative design problems to
consider and key questions that must be addressed in the design of training. Itds divide
into three sections: (1) training task, (2) design problems, and (3) design questions.
Table 2 presents the proposed tool.

There are four tasks to consider when designing training: (1) contextugdianal
(2) pre-training, (3) training, and (4) evaluation. The first training taskh®NGO
trainers and designers to carry out atextual analysisf the broader political, social,
and material factors that may influence training. These are environrfeanttak that
influence the design and delivery of training and the transfer of learning.

Contextual analysis gets at the larger more macro issues thatastting for
the training that designers need to consider when engaging in the actsstesmted
with pre-training, training, and evaluation. Contextual analysis is différemt pre-
training assessment (Rowold, 2007) because it takes into account the larger social,
material and political context, which is at a larger level than individualrastech as
individual motivation which typical pre-training assessments emphasizetublly s
identified three key themes that form the contextual factors. Thepeldreal, social

andmaterial These factors impact the design of the training as well as learmisfetra
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To address these contextual factors in order to facilitate training desigraasigr, my
study poses the following questions: (1) What is the political, social, and ahateri
environment for the training? (2) What challenges does the environment pose for
designing the training? (3) For transfer of learning? (4) What opportunitiesh@oes t
environment offer for training and transfer of learning? (5) How can the challenge of
political influence be managed to facilitate transfer of learning? (6) Howeause the
social difference of ethnicity to bring unity during training and after ingimmong
participants and community members? and (7) How can we design our leadership
training in inter-ethnic conflict management and incorporate some aspeautsie
generation for the unemployed youth to empower them materially?

The second activity centers on thre-training tasks which involves those
training activities that must be planned for and done before the training beginsisAgui
et al. (2009) contend that consideration of the pre-training states or individual
characteristics of trainees also enhances the benefits of training. Trestbatween
pre-training and contextual analysis (Rowold, 2007) is that pre-training-ccpupied
with individual factors of trainee needs, personality, self-efficacy, and/atiain
whereas contextual analysis looks at the larger political, social and rhedeitiext of
the training. Pre-training activities include, budgeting for the trainings)g@anning the
training content, sourcing trainers, selecting trainees, conducting audiesgsis of the
trainees to establish their needs and expectations in order to tailor-mategniing to
meet them, identifying the training site, training materials, accommnood@atr the

trainees, among other activities. The results of my study suggest ihatsrand
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designers need to manage the design problem of audience analysis in determining the
selection criteria for the participants at the pre-training stage.t&yar focus on
representation is important when conducting inter-ethnic conflict manageaintd.
Designers need to ask the following key questions: (1) How is representation among
differing group managed? (2) What is the appropriate ethnic and gender dionfosi

(3) What differences does pre-training assessment bring to the trainigg ded

transfer of learning? and (4) What specific areas in pre-training tasldstesigners

pay close attention when designing training? Working through these questidredwv
alleviate the problems of representativeness and ethnic and gender dearetie

training.

Thetraining taskrepresents those activities that must be planned for and take
place during training. Training refers to a systematic approach to leaming
development to improve individual, team, and organizational effectiveness (QoKistei
Ford, 2002). My study identified several design issues that trainers and des&gtete
pay close attention to when designing youth leadership training:(1) lack efiahat
resources, (2) diversity and ethnicity, (3) participant challenges of lanktfation and
participation, and (4) stakeholder expectations. In order to manage these desgyn issue
trainers and designers need to identify the suitable management sérbtepaesing
several important questions. For example, my study indicated a lack ofahateri
resources was a key constraint. To work through that particular issue, teaiders
designers may need to ask the following kinds of questions; (1) How do | identify

funding sources?, and (2) How can | identify training material needs, personsel cost
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trainee scholarship needs? In the same breath, the design problem of diversity or
ethnicity in my study was addressed by practicing equal treatment. Toetée goal,
the trainers would manage it by training the youth and asking the question: How can w
organize our training design to cover ethnic diversity, causes, consequences, and
management strategies within the constraints of time and funds?
The design problem of participant challenge during training entailed lack of
motivation and participation from the participants. The results of my study $ulgges
that problem can be mitigated by the application of elicitive and constructirsirg
models that engage the participants in problem—solving and critical thinkindiestivi
The study also suggest that the trainers and designers should design contenss$o addre
trainee needs and expectations — and by so doing, the participants will fegtetbéind
engage in participating in the training activities. The pertinent questions taumogé)
How can we design training that creates a social environment where #here ar
collaborative activities, learners communicate, interact and learn framogzer? (2)
How can we apply discovery learning concepts in our design that involves active
participation where learners explore concepts, relate ideas and findtaleesadutions
to problems? and (3) Given the constraints of time and funding, how can we design
training where learners are able to construct inter-ethnic conflictgearent
knowledge through self-directed inquiry, guided activity, and group collaboration?
Stakeholder interests also represented an important design problem that trainer
and designers face when designing youth leadership training. Stakeholders include

donors, project staff, and community representatives — each who might have unique and
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possibly conflicting goals, expectations and interests for the trainingn@hagement
strategy that the study identified for managing this problem was edutaging
stakeholders and involving them in design and training transfer. In order to work with
stakeholders, designers need to ask questions such as:(1) How can | manage the
conflicting donor interests of influencing the training objectives in the traohasggn?

(2) How can | use the community representatives as stakeholders to manage the
environmental conditions to facilitate effective participant’s transfégarhing? and (3)
How can | involve the stakeholders in the training design to achieve a sense of
ownership of the training from them?

Finally, conducting periodievaluationsat all the phases of the training
strengthen the training design and help alleviate most of the design problentsoand a
identify workable design management strategies. Aguinis et al. (2009)opoithtat the
activity of evaluation entails consideration of the needs and sophistication of the
intended audience and whether those needs were met. At the evaluation task stage, the
results of my study identified the problem of post-training evaluation as the c@e NG
trainers and designers have not been involved in carrying out. The study suggests that
post-training evaluation would help address the design problems of environmental
constraints. Useful questions that address this topic might include: (1) How can we
design the training to empower the youth on how to avoid politician’s corruption and
inoculate them against the negative influence of environmental factors? (2)anome
institute follow-up field visits, mentorship, coaching sessions, and the like to enhance

transfer of training? (3) How can we use ethnic diversity as an impaetantrig
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concept for the youth to embrace positively to enhance training content dehdery a

transfer of learning? and (4) Which organizations, churches, and government

departments do we need to collaborate or partner with to financially supportioeedra

to attend training and also help them to address the issue of ethnicity wherethey ar

engaged in training transfer in the communities?

Table 2 Design Problems and Design Questions

Training Task Design Problem(s)

Design Questions

Contextual analysis Material,
Social, and political constraints

How can we empower
the youth to overcome
employment constraintg
in the transfer
environment?

What important
concepts must we teac
the youth to learnt to
facilitate mastery and
transfer of learning?
How can we apply the
most commonly
effective training
approaches to build the
capacities of the youth?
How can we overcome
the weaknesses of the
training approaches?
How can we empower
the youth financially
not to fall prey to the
politician’s corruption
and manipulation?
How can | manage
environmental
constraints in under-
resourced environment

p
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Training Task

Design Problem(s)

Design Questions

Pre-training

Audience analysis

How can we manage
representation among
differing ethnic groups
in training?

How can we select
trainees to guarantee
appropriate ethnic and
gender composition?
How can we manage
multiplicity of audience
needs and expectations
in training design?

Training

Material resources

How can | leverage
funding sources?
How can we ascertain

the costs associated with

training?

What kinds of financial
support can | provide
trainees?

How do | manage youth
material resource
expectations?

Diversity/Ethnicity

How can we embrace
diversity and address it
positive and negative
aspects in training?
How can we help the
trainees to practice
equality among
themselves?

How can we manage
conflicting ethnic
differences among the
youth?

Participant challenges:
motivation and participation

How can we design
training content to
address trainee needs
and expectations to raig
motivation and
participation?

D
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Training Task

Design Problem(s)

Design Questions

Training, continued

Stakeholder expectations

How do | manage
conflicting stakeholder
expectations, interests,
and goals in training?
How can we educate th
stakeholders and involv
them in design and
training transfer?

How can | anticipate
stakeholder
expectations?

How can | manage
stakeholders
expectations?

D

Evaluation

Post-training:
e Environmental
constraints: political,
material and social

¢ |ndividual behavior

change vs collective
behavior change

How can | train youth tg
avoid politician
corruption when they
are still unemployed?
How can | engage the
community
representatives to work
with the youth in the
transfer of learning?

How can we institute in
the training design
follow-up field visits,
mentorship, coaching
sessions to facilitate
effective training
transfer?

How can | manage
trainee behavior change
at both individual and

h

collective level?

Limitations of the Present Study

This study used interviews as the primary methodology for data collection. The

advantage of interviews is that they provide much more detailed information than wha

is available through other data collection methods, such as surveys. They also may

provide a more relaxed atmosphere in which to collect information—people may feel

more comfortable having a conversation with the researcher about their program as
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opposed to filling out a survey. Nonetheless, | feel there are three limitatitres i
present study.

First, is the limitation of access. Relying only on stories told in interviesshat
having direct access in terms of documents and participant observation limitdithie abi
to compare the stories that people tell about their experience and the pa#grns t
actually live out in practice.

Second, because some participants had a stake in the training programs, they may
have provided only certain kinds of data. For example, trainers and designers were not
overly critical when highlighting the communicative challenges. Howexary effort
was made to design a data collection effort, create instruments, and condu@wstervi
that allowed for critical responses.

Third, even though | used deep probing techniques, some respondents kept on giving
brief responses. However, to provide the most detailed and rich data from them, | made
sure that participants were comfortable and appeared interested in whaetbey
saying. In addition, | used interview techniques, such as avoiding yes/no and leading
guestions, using appropriate body language, and keeping personal opinions in check in
order to encourage the interviewee to elaborate.

Summary
This study contends that if theorists, scholars, and practitioners like N&€rsra
and designers are to understand how to design and conduct successful youth leadership
training, they need to work with the emergent communicative challenges af ethni

diversity, participant challenges, audience analysis, and material resduregsieed to
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devise management strategies to address the challenges. The resultduahthis s
identified equal treatment as a strategy to manage ethnic diversityplioiytiof

training approaches to manage participant challenges, use of pre- andipiosg}-tra
evaluation to conduct audience analysis, and the use of sound financial management
strategies to address the lack of material. | suggest the application oticowist
learning theory in the design and delivery of training. Hadjerrouit (2007) argue th
constructivist learning theory requires learners to demonstrate thiriskdonstructing
their own knowledge when solving practical problems. The constructivist modefarall
learner-centered instruction because learners are assumed to leanwhmesitdrey are
forced to discover things themselves rather than when they are instructedsTaathe
designers of youth leadership training will always need to give attentibe tmergent
communicative challenges and develop ways to manage them that allow traileses t
and transfer learning effectively.

The results of this study need to be understood and utilized with the
understanding that this case study focused one local NGO in Kenya in addition to five
other local NGOs which helped to give breadth to the study findings. Future hesearc
needs to further explore in the wider context of NGOs — both local and international to
establish the differences that may arise in the way trainers and efsssgjucture and
conduct youth leadership training in inter-ethnic conflict management. Exploring and
identifying the communicative challenges and management strategies would help
develop better design practices that promote high-quality youth leaderghipgtra

programs to manage inter-ethnic conflict and build more peaceful societies.
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will not be used for any other work other than academic purposes only. The risks
associated with this study are minimal, and are not greater than risksitrdinar
encountered in daily life. For example, if you are uncomfortable with any ietervi
guestion(s) that | ask, you may simply let me know that you would not rather than
respond, and we will move on.

What arethe possible benefits of this study?

The possible benefits of participation are that the research will estdioiw
leadership training, inter-ethnic conflict management for the youth is designed and
conducted to bring about positive social and behavioral change. You will not directly
benefit as a research participant, but, the actions to be taken by the organizatite af
study are likely to benefit other NGO's involved in youth leadership trainiog g
improved training programs. The results of the study will benefit the NGOs invimive
leadership training to design leadership training programs that the commvilhity
benefit by having a workable and adaptable leadership training program \&hich c

facilitate youth transformation in social and behavioral change.
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Do | haveto participate?

No. Your participation is voluntary. You may decide not to participate or to withdraw at
any time without your current or future relations with Texas A&M Univeliséing

affected.

Who will know about my participation in thisresearch study?

The study is strictly confidential and your name or the organization will not
appear in any interview or focus discussion group form. The data will be handidy str
by the researcher. The records of the study will be kept private. Only thechesesill
have access to the audiotapes of the interviews or any written transcrgftrastss.

Neither your name nor any identifying information will be used when the ckszar
present the results of the study. The audio recordings will be stored secuegly the
researcher will have access to the recordings. Any recordings wilpbé&kenore than
one year and then erased.

Whom do | contact with questions about the research?

If you have questions regarding this study, you may contact the researcher, Paul
Mutinda Mbutu, cellphone 0722829932 (Kenya) or 215-281-6650 (USA) or

pmbutu@tamu.edir his adviser, Dr. James K. Barge, Professor, Dept. of

Communication, Texas A & M University, (979) 845-55kBarge @tamu.edu

Whom do | contact about the right asaresearch participant?
The research study has been reviewed by the Human Subjects’ Protection

Program and/or the Institutional Review Board at Texas A&M UniversityaRgr
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research-related questions regarding your rights as a researcipg@atit you can
contact the office at (979)458-4067 or irb@tamu.edu
Signature

Please make sure you have read all of the above information, asked the relevant
guestions and received satisfactory answers. You will be given a copy of thetconse
form for your records. By signing this document, you consent to participate stubis

| agree to be audio recorded.

Signature of Participant: --------=--=-==-mmmmmm oo Date:
Printed Name: -----------mmm oo
Signatur e of Person obtaining consent:---------=-=-=-=-=-=-mnmemememeoo- Date:

Printed Name: -=-=-=-=-mmemmmom e e e e e eee
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APPENDIX E

INTERVIEW QUESTIONS FOR TRAINERS AND PROGRAM DESIGNERS

Name:

Age:

Gender:

Education level:
Number of years in leadership training for the youth:

1. What initially attracted you to conduct leadership training for youth in inter-
ethnic conflict management?
2. How do you design and conduct a leadership training course?

a.

® oo

What are your training goals?

What topics do you include and why?

How do you structure the training program?

How are the participants involved?

Do you follow any one particular leadership training model? If so, which one
and why?

What challenges have you faced when designing the courses and how have
you managed them?

3. What have been the highpoints of training on the course?

a.
b.

What allowed that to happen?
What differences in the opinions and behaviors of youth who participated in
the course did you notice?

c. What differences did this change in opinions and behaviors create?
d.
e
f.

What is important about that change?

. Share examples?

How did you evaluate that?

4. What have been the low points of training on the course?

a.

What was the cause and how did you manage it?

5. What inter-ethnic conflict resolution concepts and practices have found
particularly helpful?
6. How has this training made a significant difference?

a.

How did it show?

7. How do you live inter-ethnic conflict resolution ideas and practice in your daily
work life?
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8. If a new person came to you and asked, “what is leadership training in inter-
ethnic conflict management? How would my life be different if | took this

course?” What would your answer be?
a. What are your hopes and dreams regarding leadership training for youth

participants in inter-ethnic conflict management?
b. How do you think relations between different ethnic groups in Kenya will be

like in the future?



Name:

Age:
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APPENDIX F

INTERVIEW QUESTIONS FOR YOUTH PARTICIPANTS

Gender:
Education level:
Number of leadership training courses taken: When:

1.

What initially attracted you to leadership training in inter-ethnic ccinfli

management course?

a. What were your goals and expectations?

b. How did the goals come about?

c. What have you learned from patrticipating in the course?

What were some of the major influences that led you to decide to engage in inter-

ethnic conflict management course?

What have been the highpoints of participating on the course?

How did that happen? Share examples?

How did that impact you?

What didn’t work well?

What happened?

How did you manage that?

What were the strengths and weaknesses?

What inter-ethnic concepts and practices have found particularly helpful?

a. How have you used them in dalily life?

b. What does the term “inter-ethnic conflict management” mean to you?

c. What would a person with a different ethnic background need to do in order
for you to think he/she is tolerant and respectful?

d. What allowed you to transfer knowledge and skills from training to you in
daily life?

When you dream about your work life, how do you see yourself living out inter-

ethnic conflict management practice?

a. Do you have future goals after taking this course? What are they and how do
you plan to implement them?

b. Have you stayed in touch or would you like to keep in touch with youth
participants from different ethnic backgrounds whom you have met in the
course? If so, why?

If a colleague or new friend came up to you for advice and asked, “What is

leadership training in inter-ethnic conflict management? How would my life be

different if | took this course?” How might you answer?

a. What are your hopes and dreams regarding Kenya in the future?

b. Given another chance, would take a course of this nature? If so, why?

~pooow



188

APPENDIX G

INTERVIEW QUESTIONS FOR RELIGIOUS/COMMUNITY/SCHOOL LHBERS

Identification:

Name of the church/community/school:
Name of the respondent:
Respondent’s position in the church/community/school:

1.

N

Why is it important for the youth to take a course in leadership training m inte

ethnic conflict management?

a. How is it useful and relevant?

b. Have you noticed changes in the opinions and behavior of your youth?

c. Would you endorse leadership training for youth participants in inter-ethnic
conflict management that involve youth from different ethnic communities in
Kenya? If so, why?

d. What would a person with a different ethnic background need to do in order
for you to think he or she is tolerant and respectful?

What topics would you like to see included in the structure and design of this

course?

How did you participate in this course?

What influenced you to decide to engage your youth in leadership training in

inter-ethnic conflict management course?

What have been the highpoints of this course to your church/community/school?

a. What allowed that to happen?

b. What differences in the opinions and behaviors of youth who participated in
the course did you notice?

c. What differences did this change in opinions and behaviors create?

d. What is important about that change?

e. What inter-ethnic conflict management ideas and practice have you found the
youth practice in their daily work life?

f. How has that been helpful to the community?

g. Any areas where it is working well?

h. Or areas where it is not working well?

How do you work with the youth after taking the course?

If a colleague came up to you and asked, “How would the life of my young

people be different if they took leadership training in inter-ethnic conflict

management course?” How might you answer?

a. What are your hopes and dreams regarding inter-ethnic conflict management
in Kenya in the future?

b. Do you think that the course has an impact on inter-ethnic conflict
management, and if so how?
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APPENDIX H
INTERVIEW GUIDE FOR FOCUS GROUP DISCUSSIONS
Number of group members:

Name of interview site:
Date: Start time: End time:

. What initially attracted you to leadership training in inter-ethnic coinfli

management course?

a. What were your goals and expectations?

b. How did the goals come about?

c. What have you learned from participating in the course?

. What were some of the major influences that led you to decide to engage in inter-

ethnic conflict management course?

. What have been the highpoints of participating on the course?

How did that happen? Share examples?

How did that impact you?

What didn’t work well?

What happened?

How did you manage that?

What were the strengths and weaknesses?

. What inter-ethnic concepts and practices have found particularly helpful?

a. How have you used them in daily life?

b. What does the term “inter-ethnic conflict management” mean to you?

c. What would a person with a different ethnic background need to do in
order for you to think he/she is tolerant and respectful?

d. What allowed you to transfer knowledge and skills from training to you
in daily life?

. When you dream about your work life, how do you see yourself living out inter-

ethnic conflict management practice?

a. Do you have future goals after taking this course? What are they and how
do you plan to implement them?

b. Have you stayed in touch or would you like to keep in touch with youth
participants from different ethnic backgrounds whom you have met in the
course? If so, why?

. If a colleague or new friend came up to you for advice and asked, “What is
leadership training in inter-ethnic conflict management? How would my life be
different if | took this course?” How might you answer?

. What are your hopes and dreams regarding Kenya in the future?

. Given another chance, would take a course of this nature? If so, why?

~P oo oW
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