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2016/17	EVALUATION	REPORT	
	

Executive	Summary	
The	proposed	outcomes	of	the	2016/17	programme	were	to:		

• Develop	the	leadership	and	management	capabilities	of	leaders	engaged	in	
the	fisheries	conservation	sector	in	Fiji;	

• Strengthen	 the	 capacity	 of	 institutions,	 organisations	 and	 groups	 to	
support	sustainable	development	in	their	communities;	and		

• Help	establish	an	enabling	environment	for	leadership	development	in	Fiji.	
	
Overall,	 the	evaluation	 indicates	 that	 this	programme	has	contributed	positively	
to	these	outcomes.	
	
The	 outcomes	 of	 the	 programme	 were	 planned	 to	 be	 achieved	 through,	 what	
LEaD	 describes	 as,	 six	 cross-cutting	 and	 integrated	 activities.	 These	 may	 be	
considered	the	Objectives	of	the	Fiji	Leadership	Development	Programme:	
	
1. Establishment	 of	 a	 collaborative	 cross-sector	 leadership	 development	

reference	 group	 (i.e.	 advisory	 group,	 incorporating	 delivery	 partners	 and	
leaders	of	other	key	local	institutions);	
	

2. Design	and	 conduct	of	 a	Leadership	Development	training	programme	 for	20	
participants;	

	
3. Design	 and	 conduct	 of	 a	Train-the-Trainer	training	and	coaching	programme	

for	10	local	trainers;	
	
4. Establishment	of	leadership	peer	mentoring	groups	and	a	‘mentor	pool’;	
	
5. Facilitation	 of	 a	 partnership	 with	 International	 Union	 for	 Conservation	 of	

Nature	(IUCN)	Senior	Executive	Leadership	Development	Programme;	
	
6. Implementation	 of	 an	 outcomes	 evaluation,	 as	 part	 of	 an	 integrated	

monitoring	 and	 evaluation	 plan	 to	 support	 continuous	 improvement	 of	 the	
above	programme	as	it	evolves	in	real	time.		
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“The	workshop	has	a	very	rich	and	relevant	context,	a	very	resourceful	training	
because	the	facilitators	had	a	lot	of	experience	and	effective	training	methods,	the	
workshop	was	very	relevant	to	leadership	in	Fiji.”	(Participant)	
	

	
	

Background	
Since	 1999,	 the	 David	 and	 Lucile	 Packard	 Foundation’s	 Western	 Pacific	 sub-
programme	 has	 funded	 work	 in	 six	 pacific	 countries	 to	 improve	 coastal	 and	
marine	resources.	The	Foundation’s	goal	is	to	‘restore	and	ensure	the	health	and	
productivity	of	coastal	marine	environments	in	the	Western	Pacific	in	the	face	of	
rapidly	increasing	pressure’	1	To	achieve	this	goal	the	Foundation	recognizes	the	
importance	 of	 developing	 sound	 fishery	 governance	 systems,	 durable	 marine	
reserves	and	the	development	of	skilled	managers,	effective	policies	and	capable	
institutions.	Central	 to	 these	efforts	are	a	 civil	 society	 that	 is	 capable	of	 guiding	
and	 supporting	 conservation	 action.	 The	 recognition	 of	 the	 importance	 of	 civil	
society	 and	 the	need	 to	 strengthen	 local	 institutions	 to	 guide	 and	manage	 their	
own	coastal	and	marine	resources	led	the	David	and	Lucile	Packard	Foundation	in	
2009	 to	 fund	 the	 Unitec	 Institute	 of	 Technology	 (Auckland)	 to	 develop	 a	
qualification	 that	would	meet	 these	needs.	The	 resulting	Graduate	Certificate	 in	
Pacific	NGO	Management	 and	Leadership	was	designed	 to	 address	 the	 dynamic	
and	complex	challenges	faced	by	busy	Pacific	NGO	managers.		
	

																																																								
1	Western	Pacific	Subprogram,	Strategic	Plan	2014-2020,	The	David	and	Lucile	Packard	
Foundation.	October	2013.	
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Between	2010	and	2015,	the	Graduate	Certificate	was	delivered	to	four	cohorts	of	
75	 students	 in	 total,	 of	 whom	 around	 70%	 graduated.	 Along	 with	 extensive	
monitoring	and	process	evaluation	undertaken	as	the	programme	was	delivered,	
an	 independent	 evaluation	was	undertaken	 in	20152	to	 look	at	 longer-term	and	
wider	 impacts.	 The	 EvaluLEAD	 framework3	was	 used	 to	 configure	 the	 2015	
evaluation,	 and	 has	 been	 carried	 over	 as	 the	 organizing	 basis	 for	 the	 current	
evaluation.	
	
Overall	the	2015	evaluation	found	“…the	programme	to	be	extremely	relevant	and	
useful	to	busy	conservation	marine	NGO	managers,	many	of	who	had	not	had	any	
previous	management	and	leadership	training.	Initially	the	programme	had	a	high	
dropout	 rate	 due	 to	 selection	 issues	 and	 lack	 of	 coaching/support	 to	 students.	
These	issues	were	addressed	and	in	subsequent	years	the	student	retention	rate	
was	good.	
	
“Feedback	on	the	programme	was	highly	positive.	To	date,	the	programme	[was]	
particularly	 successful	 in	 achieving	 personal	 changes	 in	 knowledge,	 confidence	
and	ability	to	act	as	a	leader.	The	programme	also	led	to	important	organisational	
changes	and	[…]	had	some	 impact	on	the	way	NGOs	engage	with	civil	society	 in	
their	 conservation	 work.	 The	 evaluation	 found	 that	 the	 degree	 of	 personal	
influence	of	the	student	within	their	organization	or	community	(is	a	community	
motivator)	influenced	the	degree	to	which	they	could	initiate	immediate	changes	
in	 practice.	 The	 success	 [in	 achieving]	 conservation	 changes	 over	 time	 will	 be	
enhanced	 through	 greater	 targeting	 of	 the	 course	 ensuring	 cohorts	 of	 trained	
leaders	 in	 a	 particular	 geographic	 area,	 network	 and/or	 sector	 and	 providing	
sustained	 support	 and/or	 mentoring	 to	 alumni	 after	 the	 course	 to	 increase	
implementation”	(p.39).		
	
Specific	recommendations	in	the	2015	evaluation	included:	

• Concentrating	 the	 training	 in	 a	 few	 key	 countries,	 for	 example	 Fiji	 and	
Papua	New	Guinea	(though	noting	the	particular	challenges	with	the	large	
size,	diversity	and	complicated	political	environment	of	PNG);	

• More	 strategic	 targeting	 of	 the	 selection	 criteria	 and	 of	 the	 course	 at	 a	
particular	network	or	sector	within	Fiji/PNG	to	build	a	cohort	of	 leaders,	
including	perhaps	senior	leaders	and	mentoring	support;	

• Providing	 continued	 follow-up	 for	 students	 completing	 the	 programme,	
possibly	 through	 annual	 exchanges,	 a	 networked	 alumni,	 continued	 in-
country	mentoring,	further	modules	to	deepen	learning	

• Widen	 the	 scope	 of	 leadership	 programmes,	 for	 example,	 cross-sector	
leadership	development,	mentoring	and	coaching,	building	the	capacity	of	
in-country	 capacity	 builders,	 ensuring	 in-depth	 understanding	 of	 Pacific	
leadership	models,	 and	working	 collaboratively	 with	 other	 agencies	 and	
local	institutions.	

																																																								
2	Rosalind	David.	2015.	Evaluation	Report:	Graduate	Certificate	in	Pacific	NGO	Leadership	&	
Management.	Auckland:	Unitec.	
3	John	Grove,	Barry	Kibel	&	Taylor	Haas.	2005.	EvaluLEAD:	A	Guide	for	Shapping	and	Evaluating	
Leadership	Development	Programs.	Oakland,	CA:	The	Public	Health	Institute.	
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The	Evaluation	
In	2016,	the	David	and	Lucile	Packard	Foundation	funded	the	same	team	who	had	
been	involved	in	teaching	the	Unitec	Graduate	Diploma	programme,	but	who	now	
operated	through	the	LEaD	Centre	for	Not	 for	Profit	Leadership,	 to	 implement	a	
leadership	prgramme	focused	in	the	Northern	District	of	Fiji.	While	it	meant	that	
the	training	was	not	credentialed,	it	offered	greater	flexibility	in	what	content	was	
provided	and	how	it	was	provided,	in	strategic	targeting,	and	in	developing	non-
training	 activities	 around	 the	 leadership	 development	 programme,	 including	
training	 of	 trainers,	 coaching	 support	 and	 easier	 collaboration	 with	 local	
institutions.	 It	 also	 enabled	 engagement	 of	 in-country	 staff	 as	 part	 of	 the	 LEaD	
project	team.	
	
The	proposed	outcomes	of	the	2016/17	programme	were	to:		

• Develop	the	leadership	and	management	capabilities	of	leaders	engaged	in	
the	fisheries	conservation	sector	in	Fiji;	

• Strengthen	 the	 capacity	 of	 institutions,	 organisations	 and	 groups	 to	
support	sustainable	development	in	their	communities;	and		

• Help	establish	an	enabling	environment	for	leadership	development	in	Fiji.	
	
This	would	 be	 achieved	 through,	what	 LEaD	 describes	 as,	 six	 cross-cutting	 and	
integrated	 activities.	 These	 may	 be	 considered	 the	 Objectives	 of	 the	 Fiji	
Leadership	Development	Programme:	
	
1. Establishment	 of	 a	 collaborative	 cross-sector	 leadership	 development	

reference	 group	 (i.e.	 advisory	 group,	 incorporating	 delivery	 partners	 and	
leaders	of	other	key	local	institutions);	
	

2. Design	and	conduct	of	a	Leadership	Development	training	programme	for	20	
participants;	
	

3. Design	and	conduct	of	a	Train-the-Trainer	training	and	coaching	programme	
for	10	local	trainers;	
	

4. Establishment	of	leadership	peer	mentoring	groups	and	a	‘mentor	pool’;	
	

5. Facilitation	 of	 a	 partnership	 with	 International	 Union	 for	 Conservation	 of	
Nature	(IUCN)	Senior	Executive	Leadership	Development	Programme;	
	

6. Implementation	 of	 an	 outcomes	 evaluation,	 as	 part	 of	 an	 integrated	
monitoring	 and	 evaluation	 plan	 to	 support	 continuous	 improvement	 of	 the	
above	programme	as	it	evolves	in	real	time.		

	
This	evaluation	reviews:	

• what	happened?,		
• how	well	were	the	activities	undertaken,	including	what	were	the	enablers	

of	success	and	the	challengers?	
• what	was	the	impact	of	the	programme?	and	
• what	lessons	are	there	for	the	future?	
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Like	the	2015	evaluation,	this	evaluation	was	also	configured	to	assess	the	three	
types	of	change	(episodic,	developmental	and	transformative)	across	each	of	the	
three	domains	of	change	(individual,	organizational,	and	community),	as	outlined	
by	the	EvaluLEAD	framework:	
	
	 Individual	

change	
Organisational	
change	

Community	
change	

Episodic		
Change	

	 	 	

Developmental	
Change	

	 	 	

Transformative	
change	

	 	 	

	
Episodic	changes	are	typically	well-defined,	time-bound	results;	an	intervention	is	
made	 and	 predictable	 results	 ideally	 follow	 (e.g.,	 information	 or	 technical	 skills	
acquired,	etc.);	
Developmental	changes	occur	across	 time,	and	usually	 include	 forward	progress,	
stalls	and	setbacks,	at	different	paces	and	varied	rhythms;	results	are	open-ended,	
less	controllable	or	predictable	–	often	subject	to	external	influences	and	internal	
willingness	 (e.g.	 sustained	 change	 in	 behaviour,	 a	 new	 organisational	 strategy	
guides	operations,	etc.);	
Transformative	 changes	represent	 fundamental	shifts	 in	values	and	perspectives	
that	 see	 the	 emergence	 of	 fundamental	 shifts	 in	 behaviour	 or	 performance;	
regenerative	moments	or	 radical	 redirections	of	 effort	 (e.g.,	 substantial	 shifts	 in	
viewpoint,	vision	or	paradigm,	and	fundamental	reforms	of	what	is	done	or	how	it	
is	done).	
	
As	 the	 2015	 evaluation	 outlined	 (p.9),	 the	 EvaluLEAD	 model	 is	 especially	
appropriate	as	it	assumes	a	multi-dimensional	interplay	of	impacts,	rather	than	a	
linear,	 simplistic,	 logical	 input-throughput-output-outcome	model.	 Furthermore,	
it	 recognizes	 that	 change	 happens	 in	 both	 predictable	 and	 unpredictable	ways,	
and	 that	 individual	 behavior	 change	 is	 influenced	 by	 innumerable	 factors	 (past	
experience,	education	levels,	family/political	environment,	community	dynamics,	
inter-	and	 intra-organisation	dynamics	and	 incentives,	 etc.).	This	 is	all	 the	more	
significant	in	the	Pacific	where	cultural	influences	including	age,	social	status	and	
gender	have	a	big	influence	over	behavior	change.		
	
A	 mixed	 methods	 approach	 was	 taken	 to	 provide	 qualitative	 and	 quantitative	
analysis	 of	 change	 against	 these	dimensions,	 as	well	 as	 to	 identify	 learnings	 for	
any	 future	developments.	This	 involved	 reflection	by	 the	LEaD	 team,	 supported	
by	 contemporaneous	 feedback,	 simple	 pre-	 and	 post-	 participant	 self-
assessments,	 and	 review	 of	 other	monitoring	 data.	 In	 addition,	 an	 independent	
evaluator	(Dr	Chrys	Horn)	was	engaged	to	collect	additional	impact	data,	at	a	little	
further	distance	–	to	enable	more	honest	feedback	to	a	third	party,	to	reduce	the	
‘halo’	effect	of	immediate	feedback,	and	allow	a	little	more	time	for	the	ripples	of	
wider	 impacts	 of	 the	 programme	 to	 be	 identified.	 Quantitative	 analysis	 of	 the	
value	 and	 impact	 of	 the	 programme	was	 provided	 by	 participant	 feedback	 and	
surveys.	 In	 addition	 to	 free	 form	 narrative	 response	 fields	 in	 some	 surveys,	
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qualitative	feedback	was	especially	achieved	through	discussion	of	developmental	
and	 transformative	 changes	 using	 evocative	 enquiry	methods	 –	 primarily	more	
in-depth,	 semi-structured	 discussions.	 Evocative	 enquiry	 methods	 respect	
different	ways	of	viewing	the	world	and	different	understandings	of	change.	
	
Contemporaneous	 feedback	 was	 obtained	 as	 the	 Train-the-Trainers	 workshop	
was	 conducted	 in	 September	 2016,	 and	 as	 the	 Leadership	 Development	
workshops	were	held	in	October	and	November	2016,	and	March	and	May	2017.	
The	 follow-up	 interviews	 conducted	 by	 the	 independent	 evaluator	 were	
undertaken	 in	 late	 July	and	especially	August	2017	–	some	ten	months	after	 the	
Train-the-Trainers	workshop,	and	nine	to	three	months	after	the	four	Leadership	
Development	workshops.	
	
The	evaluation	is	highly	reliant	on	individual	participant	perspectives,	with	only	
limited	 opportunities	 to	 triangulate	 with	 other	 organisational	 or	 community	
stakeholders.	 The	 follow-up	 interviews	 especially	 are	 highly	 reliant	 on	
recollections,	and	retrospectively	 inferring,	 if	not	causality,	at	 least	contribution.	
While	 the	 English	 language	 skills	 of	 most	 participants	 were	 generally	 high,	
limitations	here	may	also	have	affected	feedback.	Also	in	the	follow	up	interviews,	
contacting	former	participants	internationally	by	email,	mobile	phone	and	skype	
effectively	limited	selection	to	availability.	
	

The	Reference	Group	
Objective:	 Establishment	 of	 a	 collaborative	 cross-sector	 leadership	
development	 reference	group	 (i.e.	 advisory	group,	 incorporating	delivery	
partners	and	leaders	of	other	key	local	institutions);	

	
This	objective	was	met	and	exceeded.	This	 reference	 formed	and	met	at	 least	6	
times	in	2016,	initially	on	a	fortnightly	basis.	The	group	has	identified	its	Terms	of	
Reference	 and	 selected	 key	 individuals	 to	 include.	 The	 key	 individuals	 have	
networks	 that	 will	 contribute	 to	 conversations	 on	 building	 effective	 leadership	
development	in	Fiji.	The	following	are	the	current	core	reference	group	members:	
Andrew	Foran	(IUCN	acting	Chair,	Emele	Duituturaga	(Piango	CEO)	(assisted	by	
Laitia	 Tamata	 and	 Akmal	 Khan	who	 is	 the	 Reference	 group	 Secretary,	 Mereani	
Rokotuibau	 (AusAid)	 Joe	 Leano	 (McNamara	 and	 Octagon),	 Shirleen	 Ali	 (.	 Fiji	
Higher	 Education	 Commission),	 Rt	 Wiliame	 Katonivere-	 Macuata	 High	 Chief,	
Ambalika	 Kutty	 (Vodafone	 Foundation	 Fiji),	 Solo	 Duru	 (LEAD),	 and	 Sandy	
Thompson	(LEAD).	Others	will	be	co-opted	in	on	an	issues	basis.	The	group	also	
decided	 to	 create	 a	 fluid	membership	 structure	 that	 can	 change	 in	 order	 to	 be	
relevant	to	the	particular	issues	being	addressed	over	time.		
	
The	 group	 identified	 baseline	 issues	 that	 need	 to	 be	 addressed	 for	 leadership	
development	 to	 grow	 in	 Fiji.	 These	 include:	 profiling	 all	 the	 leadership	 training	
providers	 in	 all	 sectors	 in	 Fiji;	 identifying	 and	 maintaining	 relationships	 with	
providers	 of	 leadership	 development	 in	 Fiji;	 an	 appropriate	 model	 of	 effective	
leadership	 in	 Fiji;	 shifting	 mindsets,	 planning,	 preparation,	 execution	 and	
monitoring	 and	 evaluating	 projects	 on	 the	 ground,	 integrating	 local	 knowledge	
and	international/modern	knowledge	to	leadership.	
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The	 reference	 group	 has	 successfully	 provided	 input	 to	 the	 leadership	
development	 teaching	 component	 of	 the	 programme,	 in	 particular,	 direction	
towards	the	need	to	support	participants	to	explore	predominant	Fijian	mindsets	
that	inhibit	change.		
	
The	 group	 identified	 that	 their	 next	 step	 is	 to	 contact	 all	 of	 the	 leadership	
development	 providers	 and	 to	 build	 the	 membership	 of	 the	 reference	 group.	
Timing	and	conflicting	priorities	of	 group	member’s	organisations	have	delayed	
the	initiation	of	this.	Applying	learning	and	models	to	build	and	develop	these	will	
be	helpful	and	is	being	explored.	The	high	level	of	engagement	of	many	senior	and	
well-connected	 participants	 in	 the	 Reference	 Group	 is	 positive	 indicator	 of	 the	
initial	traction	it	has	obtained,	and	suggests	that	it	offers	a	strong	foundation	on	
which	to	more	widely	influence	leadership	development	in	Fiji.	
	
The	LEaD	team,	including	in-country	team	members	are	convinced	that	one	of	the	
key	 enablers	 of	 success	 has	 the	 ready	 engagement	 of	 high	 caliber	membership,	
including	a	High	Chief.	This	is	turn	probably	reflects	the	positive	reputation	of	the	
team	 in	 Fiji,	 and	 its	 history	 of	 engagement	 over	 many	 years	 well	 before	 this	
project.	The	down-side	of	engaging	senior	people,	is	that	they	are	very	busy	and	it	
is	easy	for	priorities	to	slip.	
	

Leadership	Development	Workshops	
Objective:	 Design	 and	 conduct	 of	 a	 Leadership	 Development	 training	
programme	for	20	participants	

	
This	objective	was	met.	Participants	 included	government	and	NGO	participants	
who	are	predominantly	working	in	the	Fisheries	and	Marine	Conservation	sector	
in	the	Northern	Division,	as	well	as	community,	church,	and	village	leaders.	Four	
workshops	were	delivered	on	October	and	November	of	2016	and	March	and	May	
of	2017.	The	curriculum	was	based	on:	Building	the	Waqa	(personal	 leadership);	
Setting	 the	 Net	 (skills	 for	 leading	 others);	 Managing	 the	 Catch	 (resource	
management);	 and	 Stewardship	 of	 the	 Resource	 (governance,	 monitoring	 and	
evaluation).	
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The	revised	curriculum	was	based	on	input	from	the	Reference	Groups	(as	noted	
above)	 and	 feedback	 from	 the	 2015	 evaluation,	 which	 indicated	 while	
participants	 were	 generally	 very	 happy	 with	 the	 content,	 they	 specifically	
requested	 additional	 input	 to	 support	 advocacy	 efforts	 and	 strategic	 planning	
(both	included	in	sessions	1	&	4),	proposal	writing	and	fund-raising	(incorporated	
in	 session	 3),	 and	 monitoring,	 evaluation	 and	 feeding	 back	 to	 donors	
(incorporated	in	session	4).	
	
Participants	developed	personal	leadership	plans	at	the	onset	of	the	programme	
and	again	at	the	end	of	the	programme	to	promote	lifelong	learning.	Participation	
in	 a	project	provided	opportunity	 for	 action	 learning	 and	 reflective	practice.	By	
the	 end	 of	 the	 programme,	 there	 were	 established	 processes	 to	 encourage	 the	
establishment	of	a	learning	community.	
	
30	 individuals	 participated	 in	 the	 programme	 overall.	 13	 attended	 all	 four	
workshops	 and	 fully	 engaged	 in	 the	 action	 learning	 and	 reflective	 practice	
components	of	the	programme..	It	should	be	noted	that	the	attendance	figures	do	
not	 represent	 a	 ‘drop	 out’	 rate	 of	 over	 50%,	 rather	 a	 ‘drop	 in’	 rate	 as	 some	
participants	 invited	 several	 peoplesfrom	 other	 local	 organisations	 they	 were	
collaborating	 with	 to	 join	 them	 for	 a	 particular	 workshop.	 Those	 who	 did	 not	
attend	all	the	sessions	reported	that	they	did	so	because	of	conflicting	family	and	
work	priorities,	not	through	dissatisfaction	with	the	programme.	All	participants,	
except	for	the	two	emergent	leaders,	are	in	positions	to	influence	the	building	of	
an	enabling	leadership	environment.	
	
The	 strategic	 targeting	 of	 participants	 also	 reflected	 learnings	 from	 the	 2015	
evaluation,	which	supported	widening	the	engagement	so	that	NGO	activists	could	
better	understand	and	effectively	engage	across	 sectors,	while	at	 the	 same	 time	
focusing	 geographically	 so	 that	 participants	 could	 gain	 from	 the	 synergies	 of	
working	alongside	others	from	their	area.	
	

The	 programme	 and	 its	 participants	 were	
profiled	 twice	 in	 the	 National	 Newspaper	 –	 in	
November	 2016	 the	 programme	was	 reported	
as	 bringing	 new	 ways	 of	 exploring	 Pacific	
Leadership;	 in	 March	 2017	 one	 of	 the	 action	
learning	projects	was	reported	on.	
	
The	evaluation	has	demonstrated	high	levels	of	
satisfaction	 with	 the	 programme,	 and	
individual,	 organisation	 and	 community	
outcomes	 have	 been	 identified	 by	 the	
participants.	At	the	final	workshop	participants	
shared	 their	 learnings	and	described	profound	
personal	 growth	 as	 a	 result	 of	 participating	 in	
the	programme.	
	

Enablers	of	the	success	articulated	by	the	participants	and	identified	by	the	teaching	team	
include:	
1. Design	of	the	programme	was	co-created	by	the	participants.	This	enabled:	the	
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content	to	be	responsive	to	the	individual	learning	needs	identified	in	leadership	
development	plans;	culturally	appropriate	delivery;	contextualisation	of	content;	
action	learning	projects	to	be	integrated	with	employer	and	government	goals;	a	
location	to	be	selected	which	suited	the	needs	of	the	participants;	integration	of	
workshops	with	the	action	learning	component	(key	project	stakeholders	were	
included	in	fit	for	purpose	workshops).			

2. A	fully	residential	course	enabling	the	participants	to	build	strong	networks	and	
relationships.	There	was	time	and	space	to	enable	deeper	conversations	on	leadership	
and	explore	the	participant’s	experience	of	leadership.	

3. Evening	Talanoa	where	the	conversations	on	leadership	and	development	issues	were	
further	discussed	utilising	a	culturally	appropriate	process.	

4. Having	a	local	co-trainer	and	facilitator	on	the	team.	Our	Fiji	counterpart	carries	out	
the	core	role	of	networking	with	participants	and	their	agencies	as	well	as	
contextualising	and	customising	course	content.	He	is	a	critical	facilitator	in	the	
ongoing	conversations	with	participants	when	applying	their	learnings	as	well	as	
supporting	them	to	expand	their	worldviews.	This	would	not	be	appropriate	for	the	
non-Fijian	team	members.	

5. The	support	of	both	the	Provincial	High	Chief	and	Provisional	Government	Leadership.	
	

	

Train	the	Trainers	Workshop	
Objective:	 Design	 and	 conduct	 of	 a	 Train-the-Trainer	 training	 and	 coaching	
programme	for	10	local	trainers.	
	
	

Peer	Mentoring	
Objective:	 Establishment	 of	 leadership	 peer	 mentoring	 groups	 and	 a	 ‘mentor	
pool’;	

	

Partnership	with	IUCN	
Objective:	Facilitation	of	a	partnership	with	International	Union	for	Conservation	
of	Nature	(IUCN)	Senior	Executive	Leadership	Development	Programme;	

	
	
	
	
The	objectives	of	this	project	are	to	develop	and	carry	out	the	programme,	which	is	
described	by	LEAD	as	a	suite	of	six	cross-cutting	and	integrated	activities.		
	
1. Project	Objectives	

	
1. A	leadership	development	programme	for	20	participants.		
This	objective	has	been	met.	Participants	included	government	and	NGO	participants	
who	are	predominantly	working	in	the	Fisheries	and	Marine	Conservation	sector	in	the	
Northern	Division,	as	well	as	community,	church,	and	village	leaders.	Four	workshops	
were	delivered	on	October	and	November	of	2016	and	March	and	May	of	2017.	The	
curriculum	is	based	on:	personal	leadership;	skills	for	leading	others;	resource	
management;	and	governance	and	stewardship.	
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Participants	developed	personal	leadership	plans	at	the	onset	of	the	programme	and	
again	at	the	end	of	the	programme	to	promote	lifelong	learning.	Participation	in	a	project	
provided	opportunity	for	action	learning	and	reflective	practice.	By	the	end	of	the	
programme,	there	were	established	processes	to	encourage	the	establishment	of	a	
learning	community.	
	
30	individuals	participated	in	the	programme	overall.	13	attended	all	four	workshops	
and	fully	engaged	in	the	action	learning	and	reflective	practice	components	of	the	
programme.	Those	who	did	not	attend	all	the	sessions	did	so	because	of	conflicting	family	
and	work	priorities,	not	through	dissatisfaction	with	the	programme.	All	participants,	
except	for	the	2	emergent	leaders,	are	in	positions	to	influence	the	building	of	an	enabling	
leadership	environment.	
	
The	programme	and	its	participants	were	profiled	twice	in	the	National	Newspaper	–	in	
November	2016	the	programme	was	reported	as	bringing	new	ways	of	exploring	Pacific	
Leadership;	in	March	2017	one	of	the	action	learning	projects	was	reported	on.	
	
The	evaluation	has	demonstrated	high	levels	of	satisfaction	with	the	programme,	and	
individual,	organisation	and	community	outcomes	have	been	identified	by	the	
participants.	At	the	final	workshop	participants	shared	their	learnings	and	described	
profound	personal	growth	as	a	result	of	participating	in	the	programme.	
	
Enablers	of	the	success	articulated	by	the	participants	and	identified	by	the	teaching	team	
include:	
6. Design	of	the	programme	was	co-created	by	the	participants.	This	enabled:	the	

content	to	be	responsive	to	the	individual	learning	needs	identified	in	leadership	
development	plans;	culturally	appropriate	delivery;	contextualisation	of	content;	
action	learning	projects	to	be	integrated	with	employer	and	government	goals;	a	
location	to	be	selected	which	suited	the	needs	of	the	participants;	integration	of	
workshops	with	the	action	learning	component	(key	project	stakeholders	were	
included	in	fit	for	purpose	workshops).			

7. A	fully	residential	course	enabling	the	participants	to	build	strong	networks	and	
relationships.	There	was	time	and	space	to	enable	deeper	conversations	on	leadership	
and	explore	the	participant’s	experience	of	leadership.	

8. Evening	Talanoa	where	the	conversations	on	leadership	and	development	issues	were	
further	discussed	utilising	a	culturally	appropriate	process.	

9. Having	a	local	co-trainer	and	facilitator	on	the	team.	Our	Fiji	counterpart	carries	out	
the	core	role	of	networking	with	participants	and	their	agencies	as	well	as	
contextualising	and	customising	course	content.	He	is	a	critical	facilitator	in	the	
ongoing	conversations	with	participants	when	applying	their	learnings	as	well	as	
supporting	them	to	expand	their	worldviews.	This	would	not	be	appropriate	for	the	
non-Fijian	team	members.	

10. The	support	of	both	the	Provincial	High	Chief	and	Provisional	Government	Leadership.	
	
2. A	Train	the	Trainer	training	and	coaching	programme	for	10	local	trainers.		
A	successful	Train	the	Trainer	workshop	was	run	in	Suva	during	September	2016.	26	
people	were	selected	and	fully	participated.	Participants	were	from	a	range	of	
organisations	including	Provincial	and	National	Government;	private	sector	(tourism	and	
banking);	tertiary	education	(USP	and	FNU	Fisheries);	and	NGOs.	The	evaluation	
demonstrated	high	levels	of	satisfaction	and	support	for	the	programme,	and	confirmed	
the	need	for	ongoing	leadership	development	programmes	in	Fiji.		
	
Enablers	of	success	include:	
1. Responding	to	stakeholder	demand	to	move	the	workshop	to	Suva	to	enable	Central	
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Government	participant	to	engage.	While	this	provided	us	with	a	profile	at	a	central	
government	level,	it	did	result	in	less	impact	in	the	Northern	provinces.	

2. Participants	were	experienced	leadership	development	practitioners	which	meant	
leadership	discussions	were	at	a	strategic	and	coaching	and	mentoring	comprised	the	
core	of	the	Train	the	Trainer	component.	

	
3. Implementation	of	an	outcomes	evaluation. 	

The	outcomes	evaluation	has	been	designed	and	implemented	at	all	four	workshops	
workshops.	Chrys Horn, an independent	evaluation	partner	has	been	secured	to	ensure	
final	analysis	is	defensible.	(https://www.linkedin.com/in/chryshorn/?ppe=1.) 		
	
A	draft	report	has	been	completed	for	the	evaluation	which	provides	detailed	data	on	the	
training	programme	and	outcomes	for	the	individuals.		Additional	work	on	the	wider	
outcomes	and	impact	of	the	programme	will	be	gathered	in	June/July	through	follow	up	
phone/skype	calls.	This	includes	all workshop participants (including those who ‘dropped out’) 
and the Train the Trainer participants.	
	
Enablers	of	success	include:		
1. The	team	has	experience	in	evaluating	leadership	development	programmes	in	

the	Pacific	and	has	refined	a	methodology	that	captures	the	individual,	
organisation	and	community	outcomes.	

2. Integration	of	the	evaluation	process	with	the	programme	as	a	model	for	how	to	
monitor	and	evaluate	programmes.	

	
4. Establishment	of	leadership	peer	mentoring	groups	and	mentor	pool.	

This	objective	has	only	been	partially	met.	Coaching	and	mentoring	skills	and	tools	are	a	
core	component	of	the	curriculum	of	both	training	programmes.	Participants	report	that	
they	have	formed	(or	strengthened	existing)	peer	networking	and	support	because	of	
participation.	Part	of	the	original	intention	of	this	objective	was	to	build	a	defined	mentor	
pool	that	leaders	could	use	to	support	them	in	their	work	–	this	has	not	been	fully	
realised.	We	have	come	to	understand	one	reason	for	this	is	that	the	objective	was	based	
on	a	Western	model	of	leadership	mentoring.	In	this	model,	a	formal	ongoing	
relationship/contract	is	established	between	a	mentor	and	mentee,	thus	necessitating	a	
pool	of	appropriately	skilled	mentors.	This	does	not	apply	to	the	Fijian	context	where	
mentoring	is	more	informal	and	project	based	(i.e.:	rather	than	a	learning	process	for	
professional	development).	All	the	participants	of	the	leadership	development	
programme	have	identified	a	mentor	to	support	them	beyond	the	programme	as	well	as	
someone	who	they	will	mentor.	
	

5. Facilitation	of	a	partnership	with	International	Union	for	Conservation	of	Nature	
(IUCN)	Senior	Executive	Leadership	Development	Programme.	 	
A	partnership	was	initiated	with	IUCN	but	unfortunately	the	Director,	who	was	the	key	
champion	for	the	relationship,	has	left.	The	key	purpose	of	this	objective	was	to	provide	
LEAD	with	access	to	the	senior	executive	leaders	who	network	with	IUCN,	and	therefore	
garner	high	level	support	for	the	reference	group	and	training	programmes.	IUCN	
continues	to	be	involved	in	the	reference	group	(in	fact	they	currently	act	as	chair	for	the	
group)	which	will	ensure	the	relationship	continues.	However,	it	is	difficult	to	quantify	
the	influence	the	IUCN	relationship	has	on	the	wider	vision.	
	
2.	Challenges.		

1. Participants	gaining	release	from	their	employers	to	participate	in	the	
programme.		

2. Participants	having	conflicting	work	and	cultural	obligations.	
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3. Securing	affordable	residential	training	venues.	
4. End	of	year	timing	impacted	on	6	weeks	of	delivery.	
5. Time	required	to	build	trust	and	networks	with	this	being	our	first	programme	in	

the	North.	
6. The	current	political	landscape	of	Fiji	impacting	on	content	and	participation	in	

discussions.	
7. For	3	of	the	workshops,	permits	were	required	as	restrictions	were	in	place	for	

gatherings.	
8. The	range	and	variety	of	capabilities	and	leadership	contexts	within	the	group.	

	
Addressing	the	challenges:	
We	were	only	able	to	address	the	first	2	challenges	at	a	superficial	level	with	limited	
success.	The	other	barriers	were	mitigated	by	being	both	sensitive	to	participant	
feedback	and	flexible	and	accommodating.	As	a	group,	participants	self-monitored	the	
amount	and	depth	of	discussion	on	the	political	landscape	and	government	leadership.	
	
3. Learnings	
We	have	made	considerable	learnings	about	Fijian	leadership	and	leadership	
development	in	Fiji.	The	political	and	cultural	context	has	required	us	to	take	a	very	
organic	approach	and	be	open	to	nuances	with	both	the	leadership	training	and	reference	
groups.	This	is	in	contrast	to	the	desire	to	meet	learning	outcomes,	and	also	challenged	
what	we	know	about	effective	leadership	development	processes.	At	a	pragmatic	level	
this	meant:	

Ø Designing	workshop	delivery	to	accommodate	participants	who	were	present	for	
all	sessions	and	others	who	attended	intermittently.	

Ø Sitting	in	ambiguity	and	trusting	the	process.	For	example,	there	were	times	when	
we	provided	tools	and	facilitated	discussion	and	as	trainers	we	were	unaware	if	
these	had	been	taken	on	board	by	the	group.	We	had	to	wait	until	much	later	in	
the	programme	to	discover	the	extent	in	which	participants	were	actually	using	
the	tools,	practicing	the	skills	and	embedding	the	learning;	respecting	cultural	
practices	such	as	talanoa	and	kava	sharing	as	learning	tools;	and	ongoing	
checking	and	communication	with	our	Fiji	colleagues	and	the	participants	with	
regards	to	applicability	and	delivery	of	content.	

Ø Placing	greater	emphasis	on	curriculum	that	develops	skills	and	builds	confidence	
to	lead	in	a	range	of	contexts.	Participants	hold	multiple	leadership	roles	and	lead	
in	a	range	of	situations,	rather	than	having	professional	leadership	roles	like	in	
Western	contexts.	

Ø Supporting	the	reference	group	to	take	an	organic	approach	to	its	development.	
	
Our	exposure	to	candid	discussions	on	Fijian	leadership,	the	relationship	between	
government,	NGOs	and	communities,	and	the	experience	of	leading	in	Fiji,	has	enriched	
our	leadership	knowledge	and	will	benefit	in	our	teaching	practice.	This	would	not	have	
been	possible	had	we	not	taken	care	to	build	the	trust	of	the	group	and	invested	in	
relationship	building	with	participants.	Leveraging	on	existing	relationships,	for	example	
with	the	High	chief,	and	the	reputation	and	networks	of	our	Fijian	counterpart	supported	
this	process.	This	also	affirmed	for	us	the	importance	of	creating	safety	and	a	positive	
learning	culture	through	the	facilitation	process.	
	
This	programme	provided	our	team	with	rich	opportunity	to	build	our	experience	
working	across	sectors.	While	this	created	an	additional	complexity	on	the	programme	
(i.e.	content	that	embraces	both	organisation	and	community	leadership,	and	NGO	and	
government	organisation	leadership),	it	has	enriched	the	programme	content	and	
delivery.	It	has	also	resulted	in	cross-sector	relationship	building.	The	group	report	
increased	networking	and	a	sense	of	connectedness	and	mutual	support	that	was	not	in	
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place	before	the	programme.	While	we	are	unable	to	confidently	attribute	this	to	any	
actions	of	the	teaching	team,	it	has	affirmed	for	us	the	power	of	creating	safe	learning	
environments	where	groups	are	able	to	experiment	and	grow	collaboratively.	It	has	also	
highlighted	for	us	the	merging	of	leadership	roles	and	responsibilities	across	sectors	in	
the	Pacific.	
	
As	a	teaching	team	we	were	provided	opportunity	to	demonstrate	the	leadership	we	
were	espousing,	in	particular	transformational	leadership	and	community	led	
development.	This	has	built	our	confidence	and	confirmed	for	us	how	essential	this	
approach	is	in	leadership	development.		
	
This	is	the	first	time	the	team	has	delivered	this	type	of	programme	outside	of	an	
academic	institution	and	we	were	unsure	of	the	consequence	of	this.	What	we	learnt	is	
that	the	participants	have	engaged	in	the	learning	programme	solely	to	build	their	
leadership	capability	rather	than	building	their	academic	portfolio.	Our	observation	is	
that	this	is	a	group	of	early	adapters	who	demonstrate	entrepreneurial	characteristics.	
These,	combined	with	their	passion	for	development,	resulted	in	a	cohort	with	high	levels	
commitment	to	empowering	their	communities	and	a	dynamic	learning	environment.	
Discussions	in	the	learning	circles	and	in	the	evaluation	demonstrated	considerable	
impact	from	the	participants	to	benefit	of	their	communities	and	organisations.	
	
The	team	has	reflected	on	aspects	of	added	value	which	are	difficult	to	qualify	and	it	
suggests	other	impacts	outside	of	our	notice	and	evaluation	scope.	The	outcomes/impact	
of	the	action	learning	projects	included	influence	of	media	articles	and	influence	on	policy	
and	strategy.	For	example,	participants	presented	their	strategy	to	the	Fiji	Methodist	
Church	to	encourage	youth	participation	in	environmental	sustainability	initiatives	as	
well	as	economic	development	opportunities.	Participants	also	developed	a	provincial	
community	development	framework.	
	
We	were	able	to	experiment	with	the	notion	of	not	providing	printed	training	materials.	
For	the	most	part,	participants	managed	this	well	and	it	encouraged	them	to	become	
familiar	with	our	online	learning	platform.	
	
4. Contribution	to	the	programmatic	work	funded	by	Packard		

• 12/13	of	the	core	participants	who	engaged	fully	in	the	programme	are	
directly	involved	in	supporting	or	leading	fisheries	governance	and/or	marine	
conservation	initiatives	in	their	communities.	

• Of	the	30	that	participated	overall,	all	but	5	directly	or	indirectly	influence	
fisheries	governance	and/or	marine	conservation	in	their	communities.	

• Four	of	the	core	participants	are	employees	of	Packard	grantee	organisations.	
• 100%	of	the	participants	are	directly	involved	in	initiating,	supporting	or	

leading	alternative	livelihood	projects.	
	

5. Grant	making	process	
Our	team	has	found	that	working	with	the	Foundation	was	straightforward,	transparent	
and	supportive.	We	acknowledge	concern	for	our	own	capacity	needs	and	the	concern	to	
limit	reporting	and	compliance.	We	appreciate	the	opportunity	to	engage	in	a	reporting	
process	that	supports	and	values	ongoing	learning.	The	only	concern	we	have	is	the	
difficulty	in	writing	a	final	report	that	captures	the	entire	programme	without	duplicating	
the	interim	report.	This	was	particularly	evident	for	us	as	the	majority	of	our	work	was	in	
the	first	half	of	the	grant	period.	
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With	regards	to	feedback	on	capacity	building:	Our	participants	discussed	with	us	(which	
was	also	experienced	by	the	facilitators)	their	experiences	with	tension	between	training	
for	hard	skills	(project	management,	financial	management,	etc.)	and	the	need	to	build	
individual	leadership	capacity	(in	particular	building	confidence	and	shifting	mindsets).	
The	former	has	been	a	focus	of	training	opportunities	and	is	still	essential	and	required	
by	communities,	but	without	the	latter	development	is	hindered.	While	this	is	not	a	new	
tension,	what	is	of	interest	to	us	is	that	it	was	discussed	in	the	context	of	the	relationships	
between	NGOs	and	the	communities	they	work	with.	The	team	and	the	programme	
participants	are	continuing	to	discuss	this	to	inform	future	programme	design	and	
delivery.	
	
	
	
TO	BE	ADDED	IN	FINAL	REPORT:	Overall	description	of	the	objectives	of	the	
initiative,	its	components	and	how	they	fit	together,	including	Theory	of	Change	
	

Train	the	Trainers	Workshop	(Suva,	19-23	September,	2016)	
This	 workshop	 targeted	 experienced	 leadership	 development	 practitioners;	
experienced	 leaders	 wishing	 to	 become	 leadership	 development	 practitioners;	
and	 experienced	 trainers	 who	 wish	 to	 become	 leadership	 development	
practitioners.	 The	 design	 of	 the	 workshop	 was	 such	 that	 participants	 explored	
Fijian	 leadership	 and	 issues	 facing	 leaders,	 concurrently	 with	 facilitation	 and	
training	skills	development.		
	
As	a	result	of	 feedback	 from	Fijian	stakeholders	 it	was	held	 in	Suva	over	5	days	
(rather	than,	as	originally	planned,	as	a	2-day	workshop	immediately	prior	to	the	
first	Leadership	Development	workshop	in	Labasa).	Consequently	a	larger	number	
and	wider	range	of	participants	were	attracted,	with	over	50	expressing	interest,	
of	whom	39	completed	the	full	application	process	and	26	were	selected	for	their	
suitability	 and	 strategic	 impact	 –	 from	 a	 range	 of	 backgrounds,	 including	
Provincial	and	National	Governments,	 the	private	sector	 (tourism	and	banking);	
tertiary	 eduaction	 (University	 of	 the	 South	 pacific	 and	 Fiji	 National	 University	
Fisheries),	and	NGOs.	All	those	selected	participated.		
	
Overall	it	is	clear	that	the	Train	the	Trainers	workshop	was	overwhelmingly	well	
received	by	the	22	participants	who	completed	the	evaluations.	One	assessed	it	as	
meeting	 their	 expectations	 and	 all	 others	 judged	 it	 as	 exceeding	 or	 going	 well	
beyond	 expectations.	 The	 most	 frequent	 un-prompted	 comments	 were	 on	 the	
overall	 high	 quality	 of	 the	 workshop	 (“excellent”,	 “best	 workshop	 I’ve	 ever	
attended”	“awesome”,	etc),	 followed	by	appreciation	for	what	was	 learnt	(“great	
learning”,	 “valuable”,	 “learnt	 to	 do	 things	 more	 effectively”,	 etc)	 and	 its	
participatory/engaging	 methods,	 and	 that	 they	 were	 “excited”,	 “energised”	 or	
“encouraged”	to	put	it	into	practice	and	share	with	colleagues	and	communities.	
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Table	1:	Extent	Expectations	Met	for	Train	the	Trainers	Workshop	(n=22)	

	
	
The	workshop	also	strongly	reinforced	the	importance	of	leadership	development	
for	Fiji	to	the	participants,	variously	described	in	un-prompted	comments	as	“very	
important”,	“crucial”	(3x),	and	its	absence	described	as	“the	most	likely	obstacle”	
to	 sustainable	 development,	 and	 “probably	 Fiji’s	 biggest	 governance	 problem”.	
“Please	remain	and	continue	in	Fiji	for	another	decade,	partner	with	CSO	or	align	
with	donor	agencies	to	provide	organisations	capacity	development	of	staff	in	the	
various	sector	in	Fiji…”	There	was	also	an	emphasis	in	comments	on	more	of	an	
“empowerment”	 or	 “enabling”	 approach,	 including	 as	 “custodians	 of	 their	
resources”.	
	
	
	
	

Table	2:	Extent	Leadership	Development	Seen	as	Crucial	for	Fiji	(n=22)	

	
	
As	a	result	of	the	workshop,	participants	are	much	more	likely	to	see	themselves	
as	 an	 effective	 leadership	development	 trainer,	 and	 (even	more	 so)	 as	 having	 a	
strong	 framework	 for	 thinking	 about	 and	 planning	 their	 own	 practice	 as	 a	
leadership	 development	 trainer.	 As	 well	 as	 general	 observations	 of	 how	 much	
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they	had	learnt	(for	example,	“an	eye	opener	I	have	been	inspired	and	the	5	days	I	
have	learnt	a	lot”),	many	of	the	un-prompted	comments	relate	to	insights	of	self-
awareness	and	reflection,	and	more	explicit	planning	of	their	role.	The	high	level	
and	 relevance	 of	 the	 personal	 impacts	 of	 the	 workshop	 are	 reflected	 by,	 for	
example,	all	but	four	of	the	33	un-prompted	comments	include	the	word	“me”	or	
equivalent.	A	full	list	of	comments	from	these	two	questions	are	at	Attachment	A,	
and	provide	a	good	overview	of	the	impacts	of	the	workshop.		
	

Tables	3:	Extent	See	Self	as	Effective	Leadership	Development	Trainer	
as	Result	of	Workshop	(n=22)	

	
	

Table	4:	Extent	Have	Strong	Leadership	Development	Framework	
as	Result	of	Workshop	(n=22)	

	
	
Overwhelmingly,	 participants	 also	 believed	 the	 workshop	 strengthened	 their	
connections	with	fellow	leadership	trainers,	making	it	very	much	more	likely	they	
would	give	or	receive	peer	support.	
	

	
	
	

Q3 To what extent has this workshop

encouraged you to see yourself as an

effective leadership development trainer?

Answered: 22 Skipped: 29

Not at all Slightly Moderately Mostly Very much so

0 10 20

157

1 / 1

Packard Evaluation 2016 SurveyMonkey
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Table	5:	Extent	Workshop	Helped	Connect	with	Fellow	Leadership	Trainers	(n=22)	

	
	
Specific	outcomes	known	to	the	organisers	arising	from	this	workshop	included:	
iTaukei	Affairs	expressing	interest	in	a	similar	workshop	for	their	staff;	the	cohort	
forming	a	Viber	group	and	regularly	keeping	in	communication	with	each	other,	
including	 planning	 an	 end	 of	 year	 function;	 sub-groups	 forming	which	 are	 now	
designing	 leadership	 development	 programmes	 within	 their	 communities,	
including	within	the	Methodist	Church	and	wider	NGO	sector.		
	
The	 durability	 of	 these	 impacts,	 and	wider	 outcomes	 in	 the	 community	will	 be	
tested	with	a	follow-up	survey	of	participants	at	the	six-month	mark.	
	
A	 list	of	other	un-prompted	comments	on	 the	Train	the	Trainers	workshop	 is	 at	
Attachment	B.	

Leadership	Development	Workshops	
Original	 enrolment	 numbers	 were	 placed	 at	 26	 and	 at	 the	 first	 workshop	 this	
number	reduced	to	18	committed	participants,	all	but	two	of	whom	are	working	
in	 the	 fisheries	 and	marine	 conservation	 sector	 in	 the	Northern	Division	of	 Fiji.	
Participants	 come	 from	both	NGOs	 (World	Wildlife	 Fund,	Wildlife	 Conservation	
Society,	Coral	Reef	Initiative,	Fiji	Locally	Managed	Marine	Area	(FLMMA),	Women	
in	 Fisheries,	 Pacific	 Islands	 Association	 of	 NGOs,	 Methodist	 Church);	 and	
Government	 (Department	 of	 Fisheries,	Macuata	 Provincial	 Council,	 Office	 of	 the	
Northern	 Commissioner).	 In	 addition,	 participants	 hold	 a	 range	 of	 community	
leadership	 roles,	 for	 example	 in	 the	group	 there	 is	 the:	member	of	 the	National	
Itaukei	 Resource	 Owners	 Council;	 Board	 member	 of	 the	 Qoliqoli	 Cokovata;	
member	 of	 the	 Macuata	 Provincial	 Development	 Board;	 Macuata	 Yaubula	
Management	 Support	 Team	 (YMST)	member;	 Village	 Headman	 Vunivau	 Village	
Council;	 Board	 member	 of	 the	 Lutu	 Co-operative-Taro	 Export	 Venture/Dairy	
Farming;	 Chairman	 of	 the	 Navuniyaro	 Village	 Council-Lutu	 Tikina/Naitasiri;	
Pacific	 representative	on	 the	Global	 Indigenous	Womens'	Biodiversity	Network;	
Fiji	member	of	Melanesia	Spearhead	Group	(MSG)	Emerging	Leaders.		
	
The	programme	has	been	designed	as	a	co-creation	process	with	the	participants	
guiding	content	and	focus	based	on	their	identified	learning	development	needs.	
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Individualised	needs	assessment	has	been	put	 in	place	to	 focus	on	key	concerns	
and	priorities	for	exploration	for	each	subsequent	workshop.	With	the	support	of	
four	 face-to-face	 workshop	 experiences,	 reflective	 journaling,	 one-on-one	 and	
peer	 coaching	 and	 mentoring,	 all	 participants	 have	 developed	 a	 personal	
leadership	 development	 plan	 and	 are	 engaging	 in	 projects	 over	 the	 next	 few	
months	to	build	their	leadership	experience	and	knowledge	as	well	as	apply	their	
learnings.	To	date,	some	of	these	projects	include:		

• Initiating	a	waste	recycling	programme	in	Bua	Province	  	
• Expanding	a	catch	size	programme	with	Jeremy	Prince	which	includes	

awareness	raising	 workshops	  	
• Developing	and	initiating	a	Macuata	Province	Financial	Framework	for	

Growth	  	
• Building	a	disability	accessible	community	hall	in	Labasa	  	

At	the	fourth	workshop	they	will	also	be	collectively	drawing	together	their	
personal	and	group	learnings.	  	

Workshop	I	“Building	the	Waqa”	(Labasa,	17-21	October,	2016)	
In	 general	 terms	 the	 focus	 of	 this	workshop	 covered:	who	 you	 are	 as	 a	 leader;	
skills	 and	 knowledge	 for	 leading;	 and,	 planning	 and	 implementing	 projects	 for	
change.	The	18	participants	of	 the	 first	Leadership	workshop	came	with	a	wide	
range	of,	often	broad,	expectations.	Nevertheless	 these	expectations	were	either	
met	 (for	 a	 third)	 or	 exceeded	 (for	 two-thirds)	 for	 the	 16	 who	 completed	 the	
evaluation.	
	

Figure	1:	Participant	Expectations	Prior	to	First	Leadership	Workshop	
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Table	6:	Extent	Expectations	Met	for	First	Leadership	Workshop	(n=16)	

	
	
Pre-	 and	 post-test	 self-assessment	 showed	 significant	 improvements	 for	
participants	over	 the	 course	of	 the	workshop	 for	 each	of	 the	 three	key	areas	of	
knowledge,	 skills	 and	 attitude	 that	were	 assessed.	 If	 allocated	 a	 score	 on	 a	 five	
point	 scale,	 pre-	 and	 post-test	 scores	 all	 increased	 significantly,	 from	2.2	 to	 3.9	
(knowledge	of	leadership	models),	from	2.8	to	3.7	(skills	in	planning	&	evaluation	
questions),	 and	 from	 2.6	 to	 4.0	 (confidence	 in	 planning	 own	 leadership	
development)	–	resulting	in	increases	of	77%,	34%	and	54%	respectively.		
	

Figure	2:	Pre-	and	Post-Test	Self	Assessment	for	First	Leadership	Workshop	

	
When	 asked	 about	 pleasant	surprises,	 four	 commented	 on	 the	 positive	 learning	
process	(how	interesting,	relatable	and	practical	the	material	was,	use	of	biblical	
references,	 and	 colourful	 presentations,	 resource	 materials	 etc.).	 In	 general	
comments,	the	relevance,	 learning	methods	and	activities	were	also	appreciated,	
with	 the	 videos	 particularly	 identified	 as	 reinforcing	 the	 learning.	 One	 person	
commented	 how	 it	 reinforced	 what	 they	 were	 already	 doing;	 while	 another	
observed	how	little	they	knew	about	leadership	compared	to	what	they	had	learnt	
from	this	workshop.	This	probably	represents	both	the	wide	range	of	experiences	
of	participants,	and	how	the	workshop	was	still	useful	across	this	 full	spectrum.	
Others	identified	specific	content	(difference	between	leadership	&	management;	
identification	of	values;	learning	styles;	reflection	and	listening	skills;	asset	based	
community	development;	the	P.A.T.H	tool;	and	a	deeper	understanding	of	tabu.)	
	
Very	 few	 (four	 out	 of	 16)	were	 able	 to	 identify	 any	 disappointments;	 two	were	
disappointed	with	venue	catering;	three	mentioned	concerns	with	interruptions;	
and	one	mentioned	“time”.	 In	general	comments,	 three	requested	more	 time	 for	
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deliberation	 &	 group	 discussions,	 and	 two	 others	 found	 it	 disruptive	 when	
presenter	 added	 more	 material	 or	 spoke	 over	 group	 discussions	 or	 written	
exercises.	 One	 suggested	 the	 need	 for	 more	 energy	 after	 lunch.	 Another	
suggestion	for	improvement	was	“more	reading	before	the	programme	begins”.	
	
Each	of	these	suggestions	appears	to	have	been	well	taken	up	in	implementation	
of	the	second	workshop,	as	noted	by	the	organisers	and	from	the	feedback	below.	
	
One	 month	 later,	 at	 the	 commencement	 of	 the	 second	 workshop,	 participants	
were	 also	 asked	 what	 topics	 or	 aspects	 particularly	 stood	 out.	 The	 most	
memorable	 was	 overwhelmingly	 Asset	 Based	 Community	 Development	
(mentioned	by	7)	 and	 community	 development	more	 generally	mentioned	by	 a	
further	2	of	the	11	who	answered	this	question.	Other	topics	mentioned	included:	
learning	 styles;	 impact	 of	 values	 (twice);	 and,	 chaos	 theory	 (participants	 were	
able	 to	mention	more	 than	one	aspect).	 It	was	 therefore	not	 surprising	 that	 the	
topics	they	also	 identified	as	having	strengthened	their	own	skills	or	knowledge	
and	 or	 their	 community’s	 or	 organisation’s	 effectiveness	 was	 Asset	 Based	
Community	Development	(mentioned	by	8	of	the	11	who	answered	this	question).	
One	mentioned	 history	 of	 leadership	 and	management	 and	 another	mentioned	
using	values.	Only	one	person	indicated	that	while	ABCD	“is	a	useful	tool,	but	due	
to	 the	 project	 commitment	 I	 have	 not	 been	 able	 to	 do	 this”.	 Though	 two	 who	
completed	 this	evaluation	did	not	answer	 this	question	about	putting	what	was	
learnt	into	practice.	
	
While	“not	enough	time	or	not	right	time”	was	noted	as	a	personal	barrier	to	put	
into	practice	what	was	learnt	by	5	participants,	7	participants	each	also	identified	
as	a	personal	barrier	either	being	“swamped	by	other	information	or	support”	on	
the	 one	 hand	 or	 on	 the	 other	 hand	 “need[ing]	 more	 information	 or	 support”	
before	they	could	put	what	they	learnt	into	practice”.	One	noted	“Because	we	are	
still	at	junior	level…	so	we	do	not	have	the	opportunity/situations	to	apply	what	
we’ve	learned”	(more	than	one	barrier	could	be	identified).	Even	though	this	was	
a	question	about	barriers	 to	 implementation,	 three	of	 the	six	comments	were	at	
pains	to	stress	that	they	couldn’t	wait	to	apply,	and	how	clearly	the	material	was	
explained.	
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Table	7:	What	Made	it	Harder	to	Put	Aspects	into	Practice	(n=13).	

	
	
When	 asked	 about	 what	 personally	 made	 implementation	 easier,	 participants	
were	more	willing	and	able	to	identify	reasons	–	namely,	relevance	of	the	topics	to	
themselves,	 their	 organisations	 or	 their	 communities	 (mentioned	by	9),	 help	 or	
support	 from	 fellow	participants	 (9),	 practical	 examples	 and	 application	 during	
the	workshop	(8),	help	or	support	 from	workshop	 leaders	(7),	 the	right	 topic	at	
the	right	time	(7),	and	‘homework’	or	tasks	undertaken	between	workshops	(6).	
	

Table	8:	What	Made	it	Easier	to	Put	Aspects	into	Practice	(n=13).	

	
	
Feedback	was	also	sort	on	how	easy	or	hard	it	had	been	to	log	on	and	make	use	of	
Moodle	and	 the	on-line	 resources,	 in	 the	month	since	 the	 first	workshop.	While	
the	majority	found	it	easy	(6)	or	neither	particularly	easy	nor	hard	(2),	five	found	
it	 hard	 -	 4	 of	whom	 found	 it	 very	 hard.	 (Two	 of	 those	who	 found	 it	 very	 hard,	
noted	it	was	because	they	did	not	have	access	to	the	Internet	or	had	to	set	up	a	
new	 email	 account.	 SANDY,	 INSERT	 SENTENCE	 ON	 WHAT	 DONE	 DURING	
SECOND	WORKSHOP	TO	ADDRESS.	
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Table	9:	Ease	or	Difficulty	Using	On-Line	Resources	(n=13)	

	
	

Workshop	2	“Weaving	the	Net”	(Savusavu,	21-25	November,	2016)	
In	 general	 terms	 the	 focus	 of	 the	 second	 Leadership	 Development	 workshop	
covered:	what	you	bring	as	a	leader;	and	skills	and	tools	for	working	with	groups,	
teams	 and	 communities.	 As	 a	 result	 of	 feedback	 at	 the	 first	 workshop,	 it	 was	
shifted	to	Savusavu,	away	from	the	government	and	other	offices	of	Labasa,	The	
organisers	have	noted	that	with	a	fully	residential	course	participants	are	building	
stronger	networks	and	relationships	with	more	time	and	space	to	enable	deeper	
conversations	on	leadership	and	their	experience	of	leadership.	Evening	Talanoa	
sessions	 can	 also	 be	 a	 feature	 of	 the	 workshops.	 An	 example	 of	 the	 collegial	
relationships	being	established	is	two	of	the	participants	accompanying	one	of	the	
FLMMA	team	to	the	AGM	to	build	their	networks.		
	
As	a	result	of	the	increased	personal	development	component	and	project-based	
learning,	 the	 one-on-one	 coaching	 profile	 has	 also	 been	 increased	 in	 the	
programme.	This	was	initiated	at	the	workshops	and	will	continue	at	a	distance	in	
the	periods	between	workshops.	  	
	
At	 this	second	workshop	 three	participants	were	unable	 to	attend,	one	due	 to	a	
family	bereavement	and	2	due	to	their	government	employers	not	releasing	them.	
We	are	working	intensively	online	with	these	3	to	ensure	they	are	able	to	rejoin	
the	group	at	the	next	workshop.	
	
The	 expectations	 for	 the	 second	Leadership	Development	 workshop	were	 either	
met	 (1)	or	exceeded	 (12)	 for	all	 of	 the	 thirteen	participants	who	completed	 the	
evaluation	–	scoring	even	higher	than	the	already	high	levels	of	satisfaction	at	the	
first	workshop.	
	

Table	10:	Extent	Expectations	Met	for	Second	Leadership	Workshop	(n=13)	
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Pre-	 and	 post-test	 self-assessment	 again	 showed	 significant	 improvements	 for	
participants	over	 the	 course	of	 the	workshop	 for	 each	of	 the	 three	key	areas	of	
knowledge,	skills	and	attitude	that	were	tested.	If	allocated	a	score	on	a	five-point	
scale,	 pre-	 and	 post-test	 scores	 all	 increased	 significantly,	 from	 3.8	 to	 4.8	
(knowledge	to	empower	others),	from	3.6	to	4.8	(skills	to	empower	others),	and	
from	3.8	to	4.6	(confidence	to	empower	others)	–	resulting	 in	 increases	of	21%,	
33%	 and	 21%	 respectively.	 While	 the	 percentage	 increases	 in	 knowledge	 and	
confidence	 were	 less	 than	 those	 measured	 from	 the	 first	 workshop,	 this	 was	
primarily	 because	 participants’	 self-assessed	 ‘starting	 points’	 for	 all	 three	 areas	
were	higher	–	making	the	increase	in	skills	of	empowerment	even	more	significant.		
	

Figure	3:	Pre-	and	Post-Test	Self	Assessment	for	Second	Leadership	Workshop	
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When	asked,	at	the	conclusion	of	the	workshop,	to	 identify	any	particular	topics	
they	 could	 readily	 use	 to	 strengthen	 or	 improve	 their	 skills	 or	 knowledge	 or	
organisation’s	or	community’s	effectiveness,	all	participants	could	do	so	–	many	
mentioning	 several.	 The	most	 commonly	mentioned	 among	 a	wide	 range	were:	
courageous	 conversations	 (6),	 emotional	 intelligence	 (5),	 strengths	 finder	 (5),	
situational	leadership	(4),	understanding	&	shifting	mindsets	(4),	communication	
skills	(4),	motivation	&	empowerment	(4),	difficult	&	toxic	people,	(3),	facilitation	
skills	(3),	and	WHOA	model	(2).	
	
Further	 information,	 on	how	well	participants	were	actually	 able	 to	 apply	what	
they	 learnt	 from	 the	 second	 workshop,	 barriers	 and	 supports,	 and	 wider	
community	impacts	will	be	assessed	in	future	collections.		
	

Interim	Conclusions:	

	
• “I	am	positive	that	I	will	be	a	champion	one	day	in	leadership	trainer	
for	Fijians	and	communities.	“	

• “It	has	changed	my	absolute	leadership	perspective.”	
• “…cant	 wait	 to	 share	 these	 with	 my	 team	 at	 work,	 church	 and	
communities	of	influence….”	

• “I’m	ready	for	my	journey	towards	being	a	leader.”	(Participants)	
	
The	Train	the	Trainers	workshop	appears	to	have	been	a	high-impact	workshop,	
overwhelmingly	well-received	by	participants,	and	exceeding	 their	expectations.	
It	 also	met	 or	 exceeded	 organisers’	 objectives	 in	 reinforcing	 the	 importance	 of	
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leadership	development	in	Fiji,	and	helping	create	a	cadre	of	 leadership	trainers	
(across	different	sectors)	with	a	strong	skill	base,	committed	to	supporting	each	
other,	 and	 consciously	 focusing	 on	 building	 their	 practice	 and	 contributing	 to	
more	 effective	 leadership	 for	 sustainable	 development	 in	 Fiji.	 As	 well	 as	
demonstrating	 high	 levels	 of	 satisfaction	 with	 the	 programme,	 participant	
feedback	confirmed	the	need	for	ongoing	leadership	development	programmes	in	
Fiji.	
	
The	 durability	 of	 these	 impacts,	 and	wider	 outcomes	 in	 the	 community	will	 be	
tested	with	a	follow-up	survey	of	participants	at	the	six-month	mark.	
	
The	first	two	Leadership	Development	workshops	were	also	very	well-received	by	
participants,	meeting	or	 (more	often)	exceeding	expectations.	This	has	occurred	
despite	a	wide	range	of	participants’	experience.	Especially	appreciated	was	 the	
high	degree	of	relevance	of	the	content,	and	the	creative	and	engaging	variety	of	
learning	methods	used,	including	one-on-one	coaching,	peer	learning	and	project-
based	 learning.	 There	 is	 clear	 evidence	 of	 significant	 improvements	 (generally	
around	20	to	30	per	cent	 improvement	 in	scores)	 in	all	key	areas	of	knowledge,	
skills	and	attitudes	measured	in	pre-	and	post-tests,	as	self	assessed	anonymously	
by	participants	–	some	spectacularly	so	(up	to	77%	improvement).		
	
Participants	demonstrate	 strong	recall	on	 the	previous	workshop’s	 content,	 and	
can	 effectively	 identify	 specific	 aspects	which	 they	 have	 or	 could	 readily	 use	 to	
strengthen	 or	 improve	 their	 skills	 or	 knowledge	 or	 their	 organisation’s	 or	
community’s	 effectiveness.	While	 the	 durability	 of	 these	 impacts	 will	 be	 tested	
with	 further	 follow-up	surveys	of	participants,	 the	 indicators	 to	date	auger	well	
for	a	responsive	and	high	impact	Leadership	Development	process.	
	
There	is	also	good	evidence	of	participant	feedback	being	used	by	the	organisers	
for	 continuous	 improvement	 and	 fine-tuning	 of	 the	 Leadership	 Development	
workshops.	 There	 is	 a	 risk	 if	 the	 Leadership	Development	 participant	 numbers	
continue	 to	 fall.	However,	 there	were	 specific	 reasons	 for	 the	 three	 absences	 at	
the	 second	 workshop,	 and	 organisers	 have	 undertaken	 pro-active	 strategies	 to	
keep	engaged	and	help	bring	back	these	participants	to	future	workshops.	
	
The	 overall	 impact	 and	 some	 other	 specific	 aspects	 of	 the	 initiative	 (including:	
collaborative	 cross-sector	 leadership	 development	 group;	 leadership	 peer	
mentoring	groups	and	mentor	pool;	and,	partnership	with	International	Union	for	
Conservation	 of	 Nature	 (IUCN)	 senior	 executive	 development	 programme)	 are	
either	 yet	 to	 be	 undertaken	 or	 at	 too	 early	 a	 stage	 to	 be	 evaluated.	 Further	
information	on	 these	aspects	 is	 still	 to	be	 collected,	 and	will	 be	provided	 in	 the	
final	report.	
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Attachment	A:	Comments	from	Train	the	Trainer	Participants	on	The	Extent	
This	Workshop	Encouraged	Them	To	See	Themselves	as	an	Effective	
Leadership	Development	Trainer,	and	Supported	Them	to	Have	a	Strong	
Leadership	Development	Framework	
• The	listening	and	questioning	styles	to	note	that	all	we	need	is	their	

knowledge	already	with	them	(local	assets).	
• Makes	me	to	be	an	excellent	leader	and	good	leadership	trainer	and	facilitator.		
• I	now	know	where	I	stand	and	where/how	to	from	here.	
• It	has	equipped	me	with	practical	skills	which	will	be	most	useful-	e.g.	PATH.	
• An	eye	opener	I	have	been	inspired	and	in	the	5	days	I	have	learnt	a	lot	and	

releam	and	learn.		
• Self	assessment	and	reflection	allowed	me	to	see	myself	as	a	leader	and	

trainer.		
• Now	better	equipped	to	inspire	young	officers	to	become	effective	workers	

and	leaders.		
• Context	in	reality.	
• This	refreshed	some	learning	I	had	developed	initially	3	years	ago	but	wasn’t	

really	able	to	practice.	
• Yes,	it	really	helped	me	to	sharpen	some	of	my	leadership	skills	and	also	I	

learnt	many	new	things	which	will	help	me	to	help	my	colleagues	with.	
• I	realised	what	I	lack	in	my	leadership	and	to	strengthen	those	loose	ends.	
• It	helps	me	where	to	start	and	how	to	reach	my	goals.		
• Maybe	to	follow	up	on	our	organisations,	as	how	the	trainee	of	this	workshop	

have	been	productive	in	the	organisation.	
• It	has	been	a	learning	curve	for	me	in	the	aspects	of	being	an	effective	

connector	leader	to	key	stakeholders	and	members	of	my	community.	
• I’ve	realised	that	you	don’t	need	to	be	too	vocal	and	in	peoples	face	to	be	an	

effective	leader.	I	would	say	with	more	training	I	feel	I	will	eventually	gain	
confidence	and	knowledge	to	lead.	

• Practice	makes	one	perfect.	
• The	learning	style,	learning	conversations	and	the	3	steps	of	community	

engagement.	
• This	is	my	first	leadership	training	and	I	have	learnt	a	lot,	but	I	need	more	

practice	and	maybe	follow-up	to	reflect	on	what	I	have	learnt	and	what	I	have	
practiced.	

• In	many	ways	of	substance	and	professional	engagement.	
• It	empowers	me	developing	my	plan	ahead	without	delaying.	
• It	has	taught	me	the	very	concept.	
• My	vision	is	to	become	a	really	good	trainer	through	example.	This	workshop	

has	helped	me	realise	and	confirm	that	to	myself.	
• Appreciation	of	the	great	facilitation	and	privilege	to	be	one	of	the	trainees	

especially	when	it’s	a	life	long	skill.	
• Gave	me	some	ideas	on	how	to	do	better	planning	as	a	trainer	and	leader.	
• Additional	skills	learnt	to	enforce	positive	development.	
• 100%	work	related	and	apply	to	my	daily	life	as	a	leader.	
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• I	think	I	now	am	ready	to	fully	go	into	leadership	training-	I	merely	facilitated	
in	the	past	but	now	its	making	me	consider	leadership	training	as	an	
immediate	area	which	I	can	concentrate	on.	

• Very	much	in	teaching	me	to	be	well	prepared	and	to	plan	out	things	well.	
• Prepared	me	to	achieve	my	goals.	
• The	different	models	and	tools	have	actually	broadened	my	understanding	of	

the	work	that	I	do	and	I	do	look	forward	to	implementing.	
• As	a	reflective	learner,	I	have	gained	in	terms	of	being	able	to	customise	much	

of	the	learning	to	my	context.		
• It	has	set	a	foundation	for	me	as	an	effective	leader.		
• Planning	is	crucial,	concept	of	PATH	with	be	helpful-	putting	in	context	is	self-

responsibility.	
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Attachment	B:	Comments	from	Train	the	Trainer	Participants	on	Any	Other	
Changes	(Positive	or	Negative)	the	Workshop	Has	or	Is	Likely	to	Led	to:	For	
You	Personally;	For	Your	Organisation:	or	Elsewhere	in	Society.	
	
• I	am	positive	that	I	will	be	a	champion	one	day	in	leadership	trainer	for	Fijians	

and	communities.		
• This	workshop	really	broaden	my	knowledge	to	lead	my	congregation	and	my	

community	especially	as	the	chairman	of	my	village	during	our	meeting.	
• It	has	changed	my	absolute	leadership	perspective.	
• It	has	led	me	to	set	clear	goals	and	directions.	Vinaka	Vakalevu.	
• Positive-	career	and	personal	development,	cant	wait	to	share	these	with	my	

team	at	work,	church	and	communities	of	influence.	Vinaka	Vakalevu	and	god	
bless	you	both	Ally	and	Sandy,	especially	to	your	respective	donors	and	
organisation.	Cheers.		

• Helped	me	think	or	realise	the	impact	and	have	made	on	others	through	
listening	and	being	supportive	as	I	am	very	modest.	

• Positive-	try	to	influence/transfer	what	has	been	learnt	to	the	organisation.	
Building	effective	leaders.		

• Recommend	ALL	Fijian	Government	trainers	from	various	Government	
Department	to	attend	similar	workshops	for	train	the	trainer.		

• Helped	me	to	begin	drafting	a	personal	development	plan	that	focuses	on	my	
daughters.	Thank	you	ALY	&	SANDY!	

• I	think	we	need	to	have	more	of	this	type	of	workshop	and	especially	to	target	
the	leaders	or	the	management	level	in	the	government,	NGOs,	political	
leaders,	church	and	community	leaders.		

• I	am	going	to	change	the	way	and	style	of	leadership	skills	that	would	hinder	
my	work	and	try	and	reflect	more	on	where	I	am	and	have	a	dream	and	set	my	
course	right.		

• Yes.	For	me	personally,	it	has	actually	brought	myself	out	of	the	shell	that	I	
have	been	in.	Actually	made	me	understand	more	of	the	different	types	of	
leadership	in	societies.		

• I	have	gained	in	terms	of	learning	something	that	I	can	apply	to	all	aspects	of	
my	life-	learning	(personality,	at	work,	in	the	civil/society).	

• Reaffirmed	and	made	me	a	believer	in	the	concept	of	a	great	leader	is	a	great	
listener.	

• I’m	ready	for	my	journey	towards	being	a	leader.	Thanks	a	lot	everyone!	
• The	venue	with	open	space	and	open	air	would	be	great.	
• Foremost,	this	very	rich	content	and	constructive	training	has	given	me	a	fair	

idea	of	the	effectiveness	of	my	leadership	and	has	shown	me	my	strengths	and	
weaknesses.		

• All	positive.	Great	facilitators,	great	food	and	great	participants.	Enjoyed	every	
moment	of	it.	God	bless.	

• More	information	on	adult	learning	styles	regardless	of	any	topic.	The	trainers	
were	very	friendly	and	easy	to	approach,	which	made	me	relax	and	I	was	
comfortable.	The	fact	that	we	are	not	being	evaluated	by	sitting	an	exam	
actually	made	me	relax	and	enjoy	the	learning	and	listening.	

• Recommend	that	the	workshop	be	conducted	on	a	regular	basis	in	Fiji.	
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HORN	LD	evaluation	final	

Evaluating	the	LEAD	Leadership	Development	Programme	
This	report	provides	a	qualitative	evaluation	of	the	LEAD	Leadership	
Development	Programme	(LDP)	run	over	six	months	in	Fiji	in	2016/17.		This	
report	looks	at	what	has	emerged	for	participants	since	the	course	ended	and	to	get	
some	feedback	on	the	overall	structure	of	the	course.						

Objective	
Some	evaluation	of	LDP	was	undertaken	during	the	course.		This	report	looks	at	what	
has	emerged	for	participants	since	the	course	ended	and	to	get	some	feedback	on	the	
overall	structure	of	the	courses.						
	

Evaluation	model	
The	underlying	evaluation	model	was	the	EvaluLead	framework	that	highlights	three	
types	of	change	Outlined	in	Box	1	against	three	levels	of	change	–	from	the	individual	
through	organisational	change	and	community	change.			
	
	

Types	of	change	
	

Episodic		 Well	defined	timebound	changes	such	as	an	increase	in	knowledge	or	
in	technical	skills	

Developmental		 Changes	that	occur	over	time	and	can	be	influenced	by	external	
changes	

Transformative		 Changes	that	indicate	a	change	in	overall	approach,	perspective	and	or	
values.		The	might	include	significant	paradigm	shifts	that	may	lead	to	
different	ways	of	operating.	

	
The	evaluation	looked	at	all	change,	and	participants	worked	in	a	range	of	
communities	and	on	a	range	of	issues.		However	there	was	a	background	focus	on	
change	and	leadership	that	might	assist	with	improving	and	conserving	marine	
environments.	
	

Method	
The	evaluation	was	conducted	using		telephone	or	skype	interviews	with	
workshop	participants.			The	base	questions	are	provided	in	Table	1.			
Eight	of	the	16	LDP	participants	were	interviewed.			The	rest	did	not	respond	to	
emails	and	were	not	contactable	by	phone	over	the	time	the	evaluation	was	
conducted.	
	
Interviews	are	better	at	elucidating	more	in	depth	responses	and	allow	for	probes	
and	clarification	however	some	participants	also	found	the	process	of	being	
questioned	in	a	second	language	by	telephone	difficult	and	the	subsequent	level	of	
detail	was	limited	because	of	that.			
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Box	1		Base	Questions	for	Participants	
Tell	me	a	bit	about	what	you	do	in	your	organisation	or	
community	
Overall	has	the	leadership	course	has	made	a	difference	for	you	
and	your	work?		If	so	how?	
What	changes	have	you	noticed	since	the	end	of	the	Course?		In	
your	practice,	in	your	organisation’s	practice	and	effectiveness?	
	What	would	you	say	is	the	most	significant/	valuable	change	
that	has	happened	since	the	end	of	the	course?	
What	have	you	found	most	difficult	or	challenging?	
What	might	colleagues	or	even	people	outside	your	organisation	
have	seen	that	would	be	an	effect	of	the	course	
For	you	what	would	you	say	has	been	the	most	valuable	thing	
you	have	taken	from	the	course?		Why?	
Mentoring	–	have	you	been	able	to	mentor	someone?	
How	have	you	helped	change	the	way	others	work	with	you,	
with	each	other	and	with	the	wider	community?			
How	did	you	find	the	overall	structure	of	the	course	
Do	you	have	any	other	thoughts	or	things	you’d	like	to	say	about	
the	programme	

	
	

Results	
All	participants	were	overwhelmingly	positive	about	the	LDP	and	how	helpful	it	
had	been	for	them	to	attend.			With	some	questioning	most	were	able	to	talk	about	
changes	that	they	had	noticed	in	the	way	they	operate	in	their	teams,	
organisations	and	communities.		A	very	common	comment	was	that	it	was	that	
the	whole	thing	was	good	and	had	really	made	a	difference	to	their	work.		A	few	
participants	found	it	very	difficult	to	single	things	out,	and	one	participant	who	
did,	was	worried	that	they	hadn’t	done	a	good	job	of	talking	about	all	the	benefits.			
In	assessing	the	types	of	change	the	author	became	aware	that	these	kinds	of	change	
are	dependent	on	the	experience	and	to	some	extent	the	education	levels	of	different	
participants.		Some	people	are	more	easily	able	to	self-reflect	and	reflect	on	more	
conceptual	ideas	and	connect	these	ideas	with	practice.			Hence,	transformative	
change	takes	more	intellectual	and	linguistic	capacity.	It	is	also	more	likely	to	come	
out	in	an	interview	than	when	people	supplied	written	answers	to	the	questions	
above.				
It	was	easier	for	people	to	discuss	the	more	“concrete”	episodic	learning,	and	most	
respondents	started	their	discussions	in	this	way	with	something	they	learned	in	the	
workshop	and	then	when	probed	were	usually	able	to	talk	about	developmental	
change.				
People	with	a	wide	range	of	capacities	and	experiences	spoke	very	highly	of	this	
course,	and	indicated	that	it	had	helped	them	become	more	effective	in	their	various	
lines	of	endeavour.			Participants	frequently	spoke	of	highly	relevant	examples	given	
by	the	tutors,	about	the	usefulness	of	the	tools	and	instructions,	about	a	huge	
increase	in	personal	confidence	and	influence.		All	enjoyed	and	felt	empowered	by	
the	interactive	nature	of	the	workshops	which	allowed	them	to	learn	from	each	other	
and	to	contribute	their	knowledge	and	have	it	valued.				
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Evidently,	the	learning	from	this	course	is	having	effects	within	organisations,	in	
communities	through	the	Pacific	region,	particularly	on	marine	conservation	but	
also	on	other	issues	of	interest	to	the	communities	of	those	on	the	courses.		There	
is	also	evidence	that	both	programmes	are	having	an	impact	on	the	way	the	Fijian	
Governmental	organisations	and	NGOs	are	working	internally,	with	each	other	
and	with	people	at	village	level.			
Participants	were	not	able	to	speak	on	the	long	term	impacts	on	marine	
environments	but	they	did	speak	about	how	the	course	has	helped	them	work	
with	communities	to	understand	their	natural	resources	and	the	importance	of	
managing	them.		It	is	possible	to	infer	that	at	least	some	of	this	work	will	have	a	
long	term	positive	impact	on	marine	environments	in	Fiji	and	even	across	the	
sider	Pacific	region.			
		

Individual	Change	

Building	Confidence,	“Voice”	and	Influence	
Many,	perhaps	all,	participants	spoke	of	a	significant	shift	in	their	own	confidence.		
In	some	cases,	this	shift	had	been	quite	surprising	to	the	participants	themselves.		
	A	few	of	the	participants,	both	men	and	women	talked	about	this	shift	in	terms	of	
their	capacity	to	contribute	in	group	situations,	on	committees	or	at	work.			They	
reported	being	“shy”	or	“intimidated”	before	the	course	but,	as	a	result	of	the	
course,	they	reported	being	comfortable	to	speak	up,	contribute	or	share	their	
knowledge	and	perspectives.		These	quotes	highlight	episodic	and	developmental	
changes	related	to	increasing	confidence	and	skills	related	to	a	sense	of	
confidence.		

It	really	boosted	my	confidence	a	lot,	especially	managing	my	team	–	I	could	
see	how	to	apply	what	we	learned	and	I	would	just	come	back	and	discuss	it	
with	my	team	and	they	we	would	just	continue	with	it.	
It	has	just	boosted	my	confidence	to	another	level	and	makes	me	much	more	
effective.	
It	helped	me	with	presentations	–	as	the	programme	progressed	I	was	able	to	
present	and	be	confident.		I	learned	how	to	move	out	of	my	comfort	zone	and	
learned	how	to	speak	out.		Many	of	us	were	shy	but,	by	the	end,	we	were	all	
able	to	speak	out.			
.	.	.	it	has	given	me	confidence	to	also	talk	to	people	of	my	age.	Before	the	
workshop,	I’d	keep	things	to	myself	and	now	I’m,	like,	more	open	to	share.		
Before	the	workshop	I	was	laid	back	and	would	just	follow	the	crowd	–	but	
after	…	I	was	outspoken,	opinionated	(laugh)	and	especially	speaking	to	
people	who	are	much	older	than	me,	I’m	not	scared.	I’d	rather	say	what	I	
have	to	say	than	go	back	home	and	feeling	like	“Oh,	I	should	have	said	that	or	
that.”		

One	woman	spoke	of	an	increase	in	her	capacity	to	have	more	influence	in	her	
workplace.	

Although	I’m	not	the	power	I	am	able	to	influence	more	at	work	–	sometimes	
like	when	someone	needs	advice	on	small	things	and	like	in	teamwork,	I	
belong	to	a	team	–	I’m	not	just	one	person	I’m	very	much	part	of	a	team,	
which	is	good.		



	 32	

This	same	woman	had	also	used	what	she	learned	to	influence	change	in	her	
family,	and	in	her	village.	
Interacting	with	people	older	and	more	experienced	that	themselves	was	
something	that	was	mentioned	by	all	younger	participants	in	the	course.	While	
respect	of	older	people	is	clearly	part	of	the	Fijian	culture,	it	is	also	clear	that	after	
the	course,	individuals	had	been	able	to	overcome	their	reserve	and	manage	this.		
This	would	seem	to	be	important	for	allowing	youth	perspectives	to	feature	in	
discussions	and	decisions	at	the	levels	where	these	individuals	are	operating.		The	
comments	here	indicate	developmental	change	and	perhaps	also	
transformational	change.		

My	staff	member	here	is	way	older	than	me	and	more	experienced	in	working	
in	fisheries.		At	the	beginning,	I	was	a	bit	apprehensive	about	working	with	
him	but	some	of	the	lessons	we	did	[in	the	course]	helped	me	learn	to	
navigate	our	relationship	better.			
…When	dealing	with	older	colleagues,	I’m	less	intimidated	–Now		I	value	
their	advice	when	they	are	talking	to	me.	I	don’t	really	take	things	personally.	
I	see	it	as	helpful	[rather	than	a	criticism].			

This	participant	talks	about	how	she	feels	the	course	allowed	her	to	lead	a	team	of	
people	older	than	herself:	

[The	course]	has	transformed	me	and	I	think	they	[my	employers]	noticed	because	I	was	
appointed	to	be	leader	of	the	rural	team	and	I	was	the	youngest	–	and	I	was	really	impressed	
that	they	picked	me	even	though	my	group	members	were	older	–	much	older	–	[the	course]	
has	helped	me	a	lot.		

Navigating	difficult	Situations	More	Effectively	
In	another	example	of	largely	episodic	learning,		participants	talked	about	a	
number	of	tools	which	have	helped	them	in	various	aspects	of	their	lives.		

The	WHOA	decision	making	model	that	I	use	that	when	I	get	stuck	or	have	
problems.		It	has	a	list	of	questions	that	I	ask	myself	and	then	I	write	down	
the	answer	and	then	I’m	able	to	get	over	the	problem.		.	.	.	So	now	when	we	
have	conflicts	my	boss	just	says	“What	was	in	your	leadership	course?	Do	you	
have	something	on	this	and	I	say	yes	I	do!	And	then	I	just	pull	out	the	paper.			
I	found	people	very	hard	to	work	with	–	very	hard	to	reason	with	them,	I	
think	because	I’m	young	and	when	I	give	orders	(I	wasn’t	THAT	bossy,	.	.	.	but	
they	weren’t	listening).		.	.	.	We	had	to	sort	out	our	differences,	so	it	really	
helped	me	to	talk	to	them	and	to	use	the	right	words	and	not	to	be	superior	
all	the	time	even	though	I	was	the	group	leader	–	it	really	helped!		I	couldn’t	
remember	all	the	steps	but	I	was	picturing	the	workshop	that	we	did	and	I	
was	like	talking	about	“this	is	what	we	learned”.	

Another	describes	how	she	has	been	able	to	reflect	on	her	communication	style	
and	make	changes	that	make	her	a	more	effective	colleague.	

You	know	at	first	I	would	be	apprehensive	about	asking	him	to	work	on	
reports	and	budgets		In	the	beginning	I	would	just	ring	him	up	and	ask	him	
“how’s	it	going?	Have	you	done	this	or	that?”	and	he’d	say	“Yes”	and	then	
nothing	would	happen.		Then	I	reflected	back	on	the	training	about	how	you	
would	approach	team	members	or	people	to	get	things	done	–	not	to	be	
intimidated,	you	know,	you	have	to	be	assertive.		So	when	I	emailed	him,	I	
was	very	careful	about	how	I	worded	it	and	said	things	like	“This	is	
important	–	we	need	to	get	things	done	by	this	date	because	the	funding	ends	
at	this	time	and	we	need	this	time	to	finish	the	project	so	if	we	get	this	budget	
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in	now	you	will	be	able	to	go	out	to	the	community.”		It	was	interesting,	like,	
a	few	hours	later	it	would	be	like	“here	it	is.”		And	I	thought,	“Yeh	it	was	just	
me	–	how	I	was	communicating	it.		Maybe	I	didn’t	sound	urgent	enough	or	
something.”	So	overall	the	programme	made	me	more	conscious	of	how	I	am	
interacting	and	how	I	am	conducting	my	work.	

Another	participant	in	a	discussion	that	clearly	indicated	transformational	change	
expressed	amazement	at	the	growth	in	his	capacity	and	confidence,	and	where	that	
has	led	since	the	end	of	the	course.			He	described	watching	himself	working	with	a	
room	full	of	angry	government	officials	ready	to	hit	each	other	and	realising	that	
by	being	present	and	listening	to	understand,	he	felt	he	could	help	them	move	
towards	resolution.		Furthermore,	his	new	understanding	that	everyone	has	their	
own	set	of	strengths	and	capacities	helped	him	change	the	way	he	understood	the	
situations	he	has	been	working	in	and	to	be	much	more	effective	in	managing	
those	situations.		
Given	the	role	this	individual	has	in	his	organisation	and	in	the	Pacific	region,		this	
transformational	change	is	one	that	has	clearly	already	had	an	effect	in	terms	of	
his	organisation	and	the	wider	region.	

Appreciating	Difference	
Several	participants	mentioned	how	the	idea	of	understanding	their	own	
strengths	and,	by	inference	those	of	others,	had	helped	their	work.		One	expressed	
surprise	at	how	useful	it	had	been	for	him	to	understand	his	own	strengths	and	to	
be	able	to	understand	that	others	have	different	strengths	and	preferences,	and	so	
may	not	want	to	do	things	the	same	way.		He	felt	that	this	helped	him	to	judge	
people	a	lot	less	quickly	and	to	avoid	moving	to	give	advice.		Instead,	he	had	been	
able	to	listen	more	and	usually	to	help	them	find	their	own	way	through	
difficulties.	
Another	expressed	it	this	way:		

…There	were	these	activities	that	we	did	to	gauge	our	strengths	in	leadership	
and	management	and	where	our	strengths	were	and	where	we	needed	to	
work	more	on.		I	answered	the	questions	thinking	“it’s	going	to	look	THIS	
way”	and	then	at	the	end	when	we	had	to	map	out	the	web,	it	was	slightly	
different	from	what	I	expected.		I	was	thinking	I	was	good	at	engaging	with	
communities,	I	was	good	at	interacting	with	people	and	then	it	showed	a	
slightly	different	picture,	
and	maybe	I	needed	to	work	on	few	things	around	communication!	So,	I	liked	
that	whole	self-assessment	thing.		Coming	out	of	that	training	after	8	months,	
it	made	me	more	aware	and	more	conscious	of	how	I	conducted	my	work	
professionally,	in	that	if	I	was	going	into	a	certain	situation	and	I	knew	I	am	
a	little	bit	weak	on	certain	things	I	could	lean	on	my	colleagues	or	other	
people	I	have	around	me	for	support	to	sort	of	navigate	those	situations,	just	
so	I	can	get	the	best	outcome	in	a	meeting	or	discussion	or	in	instances	where	
I	knew	it	was	better	to	hold	back.	

This	participant,	when	probed,	spoke	about	her	understanding	of	the	different	
strengths	of	her		colleague	and	how	her	understanding	of	the	difference	had	
allowed	them	to	work	together	well	–	using	the	strengths	of	both	to	good	effect.		

There	was	this	activity	that	we	did	about	whether	you	are	better	at	the	
beginning	middle	or	end	of	and	activity	–	I	was	one	or	those	people	who	was	
really	good	at	the	beginning	–	really	strong,	can	get	it	going	and	then	start	to	
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slow	down	at	the	end,	but	for	him,	he	is	very	good	at	doing	the	projects,	being	
there	on	the	ground,	right	til	the	very	end.		So	it	works	out	really	well	.	.	.		
we’ve	been	working	together	a	little	over	8	months	now,	and	it	is	going	really	
smoothly.	

	For	one	of	them,	there	was	some	ongoing	challenge	in	working	with	individual	
differences.	

One	of	the	things	that	I	remember	learning	from	the	first	session	was	that	
different	people	have	different	values	or	approach	to	life	and	identifying	
what	is	important	for	them.		So	trying	to	understand	and	identify	what	is	
important	for	each	individual	person	I	meet	is	something	that	I	feel	will	take	
some	years	to	be	able	to	action.	

Direction	for	Young	People	
The	two	youngest	participants	in	the	LDP	found	the	course	very	formative.		Both	
described	how	they	had	developed	a	much	stronger	sense	of	direction	as	a	result	
of	the	course.		One	gets	the	sense	here	of	a	strong	sense	of	empowerment	that	
appears	to	be	building	more	of	the	same.			

[The	programme]	helped	me	get	my	first	job.	The	course	helped	guide	me	
into	what	kind	of	work	I	want	to	do.		It	also	helped	me	to	focus	on	my	
strengths	and	talents	–	so	one	of	the	talents	that	we	discussed	on	the	
workshop	was	that	I	like	drawing,	so	I	decided	to	build	on	that	talent	and	am	
now	working	as	a	graphic	designer.				
Best	part	of	the	course?			When	we	did	the	business	plan	–	I	really	liked	it	
because	I	had	nothing	in	mind	–	and	it	gave	me	an	idea	–	me	and	my	partner	
started	an	idea	in	the	third	workshop	and	we	are	now	starting	our	own	
business.	It	is	SLOWLY	[developing]	but	it	is	really	impressive,	but	it	is	still	
early	stages	–	budgeting	and	that	kind	of	thing	but	we	have	a	plan	and	we	
are	doing	it.			
I	know	what	I	wanted	to	do,	but	I	was	only	looking	in	that	field	.	.	.	and	before	
the	workshop	I	was	not	interested	–	people	were	saying	how	about	being	a	
teacher	or	field	assistant	and	I’d	say	“Oh	well	I’m	not	sure,	I”ll	just	wait	….		
and	now	I’m,	like,	into	every	opportunity	that	comes	and	that’s	why	I’m	now	
[in	my	current	job]	–	I	just	applied	and	they	took	me	and	I’m	still	here.			
I	also	applied	for	a	trip	to	NZ	for	a	festival	which	is	happening	next	week	so	…	
and	so	that	was	successful	as	well.		One	of	the	issues	that	I	want	to	look	at	….		
I	want	to	work	closely	with	young	people	in	waste	management.			

The	course	has	clearly	galvanised	action	in	these	young	people	by	boosting	their	
confidence	and	given	the	difference	this	is	likely	to	make	over	a	lifetime	and	the	
way	in	which	these	young	people	have	already	been	able	to	build	on	what	they	
learned,	the	benefits	of	the	course	where	it	includes	young	people	are	
considerable.		It	would	be	interesting	to	experiment	with	running	the	course	in	a	
youth	setting.		It	may	need	a	little	adapting	because	at	least	part	of	the	benefit	of	
the	course	was	providing	these	participants	with	facilitated	interaction	with	older	
people	with	significant	experience	as	fellow	participants.			It	may	also	be	as	simple	
as	being	more	intentional	about	going	after	more	young	people	when	seeking	
participants	in	future	courses.			
Furthermore,	if	some	form	of	ongoing	peer	support	is	set	up	this	could	set	young	
people	up	make	an	even	more	significant	difference	to	the	world	than	they	
otherwise	might.			
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Leaders	as	Team	Players	
A	few	people	had	changed	their	perspective	on	leadership	and	what	it	means	in	
relation	to	the	work	teams,	committees	and	communities.				

It	really	got	me	thinking	to	change	the	whole	approach	on	leadership	and	
instead	of	trying	to	lead,	I	try	to	promote	teamwork	and	go	the	other	way	–	a	
bottom	up	approach.	
….	to	go	away	from	dependency	and	to	be	interdependent	with	others.		So	like	
me	personally	we	have	a	farm	so	we	are	interdependent	with	other	farmers	
to	seek	advice	on	the	type	of	crops	that	are	best	to	be	planted	for	the	long	
term	and	the	short	term.		So	we	are	interdependent	with	other	people.				
I	belong	to	a	team	–	I’m	not	just	one	person	I’m	very	much	part	of	a	team,	
which	is	good.	

Working	with	Communities	
The	course,	and	the	way	it	was	facilitated,	has	created	much	change	in	the	way	
participants	are	working	in,	and	with,	communities	and	villages.		The	interactive	
nature	of	the	workshops	in	the	course,	the	focus	on	teams,	and	interdependence,	
and	the	tools	that	the	teaching	team	used	as	part	of	their	own	practice	were	well	
received	by	participants,	and	have	had	a	lasting	effect	on	the	way	they	and	their	
organisations	are	working	with	communities.	Participants	regularly	connected	
what	they	learned	from	the	leadership	course	and	the	way	in	which	it	affected	
their	work	with	communities.				
The	following	are	some	of	the	stories	that	participants	told	about	how	their	work	
with	communities	has	changed.		Most	of	the	stories	suggest	that	these	changes	in	
approach	will	help	communities	to	develop	effective	actions	to	improve	the	
management	of	natural	resources	including	marine	resources.		One	of	them	
outlines	a	project	that	was	set	up	as	part	of	the	course	that	even	without	further	
effort	after	the	course	finished,	it	appears	to	have	created	changes	in	the	practices	
of	one	villages	around	how	they	manage	their	rubbish.	

How	to	influence	people	and	connect	with	people.		It	improves	my	skills	and	
approaches	that	I	made.		
We	were	taught	about	values	and	leadership	skills.	I	thought	that	would	be	
the	best	way	for	me	to	help	use	that	in	my	communities	because,	in	a	way,	
that	will	help	them	understand	what	is	important	for	them,	to	help	them	in	
managing	their	resources.	
We	were	taught	tools	to	use	in	community	engagement.		So,	for	example,	
when	we	did	the	workshop	they	drew	the	line	from	good	to	very	good	and	
then	asked	us	“Where	would	you	rate	your	skills	and	knowledge	on	
leadership,	on	development	and	all	these	different	things?”		We	had	to	plot	
them	with	stickers,	then	they	would	teach	us	and	then	towards	the	end	of	it	
they	would	gauge	it	again	to	see	if	we	had	learned	something	or	not.		Those	
tools	were	so	good	because	they	would	help	you	know	where	to	start.		Cos	
sometimes	we	would	go	out	into	communities	and	we	would	immediately	
assume	that	“oh	they	don’t	know	anything	about	marine	protected	areas”	or	
“they	probably	already	know	or	understand	why	it	is	important	to	manage	
their	natural	resources”.		But	when	you	do	something	like	that,	you	realise	
that	it	might	not	be	the	case.		Like,	some	communities	don’t	even	realise	it	is	
important	to	manage	their	resources,	or	some	of	them	have	had	so	many	
workshops	and	awareness	programmes,	and	they	are	frustrated	because	
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they	really	just	want	to	start	on	projects	–	so	it	was	really	good	to	have	those	
kinds	of	tools	that	I	was	able	to	use	with	my	communities.	
As	part	of	our	project	for	the	course,	we	went	into	the	community	.	.	.	we	did	
our	presentations	and	it	was	very	well	received.		We	couldn’t	finish	it	because	
everyone	was	so	busy	with	work	and	we	couldn’t	find	funding	to	keep	going,	
but	everyone	in	the	village	just	kept	doing	it	because	they	were	so	impressed	
with	the	presentations	and	the	reminder	that	it	is	important	to	think	about	
your	waste	and	what	you	do	with	it.		They	started	doing	clean-ups	on	their	
own.		Just	yesterday	I	met	with	one	of	the	participants	and	she	said	she	came	
past	the	village	and	they	were	still	cleaning	up	…	
I	really	enjoyed	the	flexibility	of	the	programme	…	like	when	Solo	and	Garth	
and	Sandy	were	there,	they	would	tell	us	that	we	needed	to	get	these	things	
done,	and	they	allowed	us	to	be	part	of	the	process,	and	were	.	.	.	going	at	the	
rate	at	which	the	class	was	absorbing.		I	really	liked	that	–	there	was	so	much	
interaction	in	the	room,	so	many	activities	where	we	were	moving	around,	
doing	things,	going	out,	checking	things	and	coming	back.		That	was	
something	that	also	stood	out	for	me	–	not	just	what	they	taught	us	but	HOW	
they	did	it	as	facilitators.		I	was	looking	at	them	and	thinking	that	is	great	
because	that	is	what	we	do	in	our	communities.		We	come	in	and	we	need	to	
teach	them.		These	are	our	resources,	this	is	what	we	have	to	do	and	also	
learning	from	them	what	do	you	want	to	do?		What	do	you	think	is	
important?	You	know,	ensuring	that	both	parties	are	speaking	and	are	being	
heard	in	the	process.	

This	participant	reflects	on	how	writing	a	journal,	something	she	restarted	as	a	
result	of	the	LDP	has	helped	her	with	thinking	about	how	to	connect	her	work	
with	communities	to	the	processes	going	on	internationally	and	nationally.	

I	guess	one	thing	that	was	really	helpful	that	stood	out	for	me	was	the	
journal	writing	.	.	.		It	has	really	helped	to	put	my	thoughts	in	order.		I	went	to	
The	Convention	on	Biodiversity	in	Mexico	–	the	COP13,		and	I	was	at	the	
World	Conservation	Congress	in	Hawaii	and	the	World	Oceans	conference	
that	just	happened	a	couple	of	months	ago		and	during	those	trips,	I	
continued	to	write	those	journals	and	reflect.		I	wrote	about	“this	is	what	is	
happening,	these	are	the	processes	at	international	level”	and	started	linking	
it	to	our	national	policies.		I	was	trying	to	understand	how	these	policies	
connect	with	communities	on	the	ground	because	there	is	a	huge	disconnect.		
And	when	I	came	back,	we	wouldn’t	discuss	it	for	weeks	or	months,	and	then	
when	the	conversation	came	round	again,	it	was	really	easy	to	go	back	to	my	
writing	and	remember	the	connections,	so	it	is	really	helping	my	work.	

	
Mentoring	and	Passing	on	the	Course	Material	
While	the	sample	size	is	not	really	big	enough	to	say	anything	substantive	here	it	
seems	possible	that	the	idea	of	mentoring	is	one	that	needs	careful	treatment.		As	
I	talked	with	people	I	found	that	most	did	not	think	of	what	they	were	doing	as	
mentoring.		In	fact	only	one	male	participant	laid	any	claim	to	a	mentoring	role.			
Those	who	talked	of	mentoring	did	it	with	people	younger	than	themselves	–	
usually	students.				
However	participants	were	happy	to	talk	about	helping	others	out	or	sharing	the	
material	from	the	course	with	others.	In	addition,	the	changes	that	some	of	them	
are	able	to	facilitate	in	building	teams	also	implies	a	need	for	this	kind	of	capacity	
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building.		The	two	youngest	participants	hadn’t	done	anything	formal	but	they	
had	kept	in	touch	with	each	other	and	discussed	issues	and	are	still	working	
together	on	a	project.		They	had	also	sought	advice	from	one	other	course	
participant.		Participants	also	talked	about	going	back	to	the	material,	both	when	
they	had	a	problem	they	needed	to	solve,	and	when	their	colleagues	had	
something	that	needed	solving.						

The	resources	are	really	useful	I	have	been	sharing	with	the	office	staff	and	I	
just	ask	them	what	they	want	but	then	when	they	look	at	the	folder	they	
want	the	whole	thing!				
–	I	could	see	how	to	apply	what	we	learned	and	I	would	just	come	back	and	
discuss	it	with	my	team	and	they	we	would	just	continue	with	it	but	then	now	
like	the	whole	staff	want	me	to	do	a	presentation	of	what	we	learned	and	I’m	
like	I	have	a	whole	lot	of	stuff	so	[I	told	them]	you	need	to	choose	which	topic	
you	want.	

Have	you	done	any	mentoring	at	all	of	other	people	or	passed	some	of	this	
information	on	to	other	people	

Yes	[I	have	passed	the	information	onto]		some	of	my	colleagues	-	it	was	more	
towards	the	approach	in	trying	to,	um,	approach	our	communities			-	for	the	
communication	aspects	of	it	
Yes	we	have	some	of	people	I	work	with	–	some	young	entrants	into	the	
organisation	and	my	children	and	in	my	village		-	just	encouraging	them	to	
go	forward	and	to	generate	income	to	manage	environment	and	our	
resources.		

Taking	the	Lead	
Another	participant	talked	of	using	what	she	learned	on	the	course	to	help	her	
family	run	their	farm	

I	sat	down	with	my	family	and	we	were	able	to	make	a	plan	what	to	do	for	
the	future	–	So	that	is	where	I	try	and	implement	it.		It	is	just	small.		One	of	
my	kids	has	an	interest	in	farming	and	is	still	in	secondary	school,	so	that	is	
what	we	are	planning	to	realise	his	dream,	so	we	are	able	to	put	that	in	a	
plan	using	what	I	learned	during	the	programme.	

Course	Structure	
Without	exception	all	participants	who	were	contacted	felt	that	the	structure	of	
the	LDP	with	four	week	long	intensive	courses	interspersed	by	2	months	worked	
well	for	them.		For	many	it	meant	that	they	could	go	away,	let	what	they	had	
learned	sink	in,	and	let	them	experiment	with	and	reflect	on	the	material.		All	felt	
that	it	was	not	too	intrusive	of	their	lives	and	work,	but	that	they	were	able	to	get	
a	lot	out	of	it.		

The	whole	programme	was	really	good	because	they	were	aware	that	we	
have	a	full	time	job.		We	had	a	website	with	materials	[that	is]	really	good.		It	
was	very	interactive	compared	with	the	previous	regional	course	that	I	did	–	
it	was	not	as	hectic	for	us	because	we	had	other	jobs	to	do	but	they	kept	on	
encouraging	us	to	do	our	reflections	.	
	I	quite	like	the	structure	of	the	course	and	it	was	easy	and	they	provided	us	
with	readings	and	laid	out	what	was	coming	up	in	the	next	module.	At	times,	
when	they	send	that	out	I	just	did	my	own	research	on	line	–	and	I	like	it	that	
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they	understood	that	we	are	working	people	and	they	brought	it	right	down	
to	our	level	like	to	the	things	that	we	have	to	do.	
	

Conclusions		
Overall,	based	on	the	participants’	reports,	the	Leadership	Development	
Programme	effectively	serves	people	working	in	wide	range	of	settings	and	with	a	
wide	range	of	capacities.			In	all	cases,	the	course	has	increased	the	effectiveness	
and	leadership	of	the	people	who	were	on	the	course	and	some	of	the	learning	is	
being	shared	with	teams	and	communities	in	Fiji	as	course	participants	share	
their	knowledge	and	change	the	practices	of	their	teams.					
People	report	being	upskilled	in	everything	from	planning	and	budgeting	to	
working	with	people	and	being	able	to	influence	how	their	teams	and	
communities	work,	through	to	working	with	groups	at	international	level.		It	
appears	that	the	positive	effects	for	the	LDP	will	increase	over	time	since	the	
subject	matter	from	the	course	has	enabled	an	increase	in	capacity	to	self-reflect	
and	learn	to	be	increasingly	effective	as	leaders.		The	increased	focus	on	
teamwork	that	most	report	also	sets	up	the	potential	for	all	in	those	teams	to	
learn	and	develop	their	leadership	capacities.	
The	idea	of	mentoring	does	not	appear	to	work	for	all	participants.		Younger,	
female	participants	say	they	are	not	involved	in	such	activities.		However	while	a	
formal	mentoring	role	does	not	sit	easily	with	these	participants,	most	of	them	
report	working	with	their	teams	communities	or	workmates	in	ways	that	are	
building	their	collective	capacity.		There	is	also	some	evidence	that	peer	support	
is	going	on	and	helping	participants.			
The	programme	is	clearly	having	an	impact	on	individuals,	organisations,	at	
community	level	and	even	across	the	Pacific	as	participants	from	the	course	
describe	how	their	leadership	capacities	have	increased	at	all	these	different	
levels.		By	inference,	this	looks	like	it	will	have	longer	term	effects	on	marine	
environments	in	the	Pacific	Region.			
Participants	have	also	described	episodic,	developmental	and	transformational	
changes.		It	would	seem	that	the	achievement	of	these	may	be	as	much	about	
education	and	experience	of	the	individuals	on	the	course	perhaps	more	than	the	
course	itself.			That	the	course	does	result	in	all	three	kinds	of	change	means	that	
it	benefits	a	wide	range	of	people	with	a	wide	range	of	capacity.			It	also	sets	
people	up	to	continue	learning	from	each	other	and	to	build	teams	that	help	each	
other	to	learn.					Many	participants	were	keen	to	keep	learnng	with	each	other.			
Some	of	the	participants	have	been	meeting	and	discussing	their	projects	and	
hence	they	are	still	learning	with	each	other	some	months	on	from	the	end	of	the	
course.		Encouraging	this	kind	of	ongoing	contact	for	those	able	to	meet	may	have	
merit	and	may	also	increase	the	ongoing	impact	of	the	course	as	participants	gain	
experience	in	using	the	course	material	and	remind	each	other	of	the	course	
content.			
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Evaluating	the	LEAD	Training	the	Trainers	Course	

Objective	
The	report	provides	a	qualitative	evaluation	of	Training	the	Trainers	course	run	by	
LEAD	in	2016	Some	evaluation	was	undertaken	during	the	course.		This	report	looks	at	
what	has	emerged	for	participants	since	the	course	ended	and	to	get	some	feedback	
on	the	overall	structure	of	the	course.						

Evaluation	Frame	
The	underlying	evaluation	model	was	the	EvaluLead	framework	that	highlights	three	
types	of	change	Outlined	in	Box	1	against	three	levels	of	change	–	from	individual	
change	through	organisational	change	and	community	change.			
	
Types	of	change		
	

Episodic		 Well	defined	timebound	changes	such	as	an	increase	in	knowledge	or	
in	technical	skills	

Developmental		 Changes	that	occur	over	time	and	can	be	influenced	by	external	
changes	

Transformative		 Changes	that	indicate	a	change	in	overall	approach,	perspective	and	or	
values.		The	might	include	significant	paradigm	shifts	that	may	lead	to	
different	ways	of	operating.	

	
The	evaluation	looked	at	all	change,	and	participants	worked	in	a	range	of	
communities	and	on	a	range	of	issues.		However	there	was	a	background	focus	on	
action	related	to	marine	environments	and	any	changes	in	approach	that	might	be	
of	benefit	for	that	particular	issue.	

Method	
The	evaluation	was	conducted	using		telephone	or	skype	interviews	with	workshop	
participants,	or	in	a	few	cases,	email	responses	to	a	set	of	questions.			The	base	
questions	are	provided	in	Table	1.			
Fourteen	of	the	32	Training	the	Trainer	participants	were	interviewed	and	another	
three	responded	by	email.			The	rest	did	not	respond	to	emails	and	were	not	
contactable	by	phone	over	the	time	the	evaluation	was	conducted.	
	
Interviews	are	better	at	elucidating	more	in	depth	responses	and	allow	for	probes	and	
clarification	however	some	participants	also	found	the	process	of	being	questioned	
in	a	second	language	by	telephone	difficult	and	the	subsequent	level	of	detail	was	
limited	because	of	that.			
	
Furthermore,	some	participants	preferred	to	respond	using	email.		Email	
responses	generally	provided	much	less	detailed	information	and	of	course	there	was	
much	less	chance	to	probe	or	clarify	answers.		Despite	this,	the	email	responses	were	
used	an	addition	to	the	evaluation,	and	they	supported	the	things	that	other	
respondents	discussed	in	interviews.		
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Box	1:		Base	Questions	for	Participants	
What	made	you	do	the	training	the	trainers	leadership	course?	
How	have	you	been	using	what	you	learned	at	the	Train	the	Trainers	course?		Can	you	
give	a	few	examples?	
What	did	you	most	enjoy	about	the	course?	
What	was	the	best	thing	you	learned	from	the	course?	
Have	you	talked	about	the	course	to	your	colleagues	and	friends?		If	so	what	have	you	
talked	about?	
What	difficulties	(if	any)		have	you	had	using	the	course	material?	
Is	there	anything	else	that	you	think	might	usefully	be	included	in	the	course?		
Would	you	recommend	this	course	to	others?				

Who	would	you	recommend	it	to?	
Why	would	you	recommend	it	to	them?	

Do	you	have	any	other	thoughts	or	things	you’d	like	to	say	about	the	train	the	trainers	
course?	
	
	

Results	
Overall	participants	on	the	training	the	trainers	course	also	spoke	very	positively	
about	it	and	talked	about	having	made	significant	changes	to	the	way	they	do	
their	training.		All	were	keen	to	see	others	get	to	do	the	course	because	they	also	
saw	that	its	content	was	useful	to	their	colleagues	and	to	others	involved	in	
working	with	people	generally,	
As	might	be	expected	most	of	the	trainers	were	focused	on	how	useful	and	
relevant	the	toolbox	of	exercises	was,	and	the	focus	on	getting	high	levels	of	
engagement.		There	have	clearly	been	changes	across	the	entire	spectrum	of	the	
LEAD	model,	although	the	author	is	aware	that	the	full	extent	of	the	changes	was	
probably	not	captured	particularly	in	instances	where	language	was	a	barrier	to	
describing	them.		
Most	of	the	training	the	trainers	group	were	already	confident	presenters	and	
involved	in	workshops.			However	increased	confidence	underlay	the	changes	that	
they	discussed	and	their	relationships	with	their	bosses	or	their	teams	and	in	
running	their	own	training	and	workshops.			

Straight	after	that	workshop	I	got	asked	to	go	to	a	lot	of	presentations	and	it	
really	helped	me	a	lot.		I	got	to	present	at	many	places	and	even	held	a	
presentation	for	our	organisation.			I’m	usually	behind	the	scenes,	but	this	
workshop	changed	the	way	I	work	–	I’m	more	out	in	front	rather	than	behind	
the	scenes.			My	work	now	is	different	–	it’s	all	a	new	approach			
Tomorrow	I’m	going	to	a	partner	meeting	….	And	I	will	be	representing	our	
organisation,	so	that	is	a	big	thing	for	me		-	representing	what	the	
organisation	would	stand	for	on	a	subject	is	something	big	eh?		

All	respondents	were	enthusiastic	about	the	relevance	of	the	examples	used	by	the	
tutors	and	about	the	usefulness	of	the	tools	and	instructions.		All	spoke	of	how	much	
they	enjoyed	the	interactive	nature	of	the	workshops	which	allowed	them	to	learn	
from	each	other	and	to	contribute	their	knowledge	and	to	see	it	valued.			Having	
experienced	this	style	of	teaching,	most	participants	talked	of	how	they	had	changed	
their	own	training	programmes	and	to	make	them	more	interactive.	
There	is	considerable	evidence	that	the	learning	from	this	course	is	having	effects	
within	organisations,	in	communities	through	the	Pacific	region,	particularly	on	
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marine	conservation	but	also	on	other	issues	of	interest	to	the	communities	of	
those	on	the	courses.		There	is	also	evidence	that	both	programmes	are	having	an	
impact	on	the	way	the	Fijian	Governmental	organisations	and	NGOs	are	working	
internally,	with	each	other	and	with	people	at	village	level.			
Long	term	impacts	on	marine	environments	are	not	yet	obvious	–	partly	because	
of	the	time	frame	since	the	course	was	run,	and	partly	because	most	of	the	
participants	are	not	looking	directly	at	those	larger	issues.		On	occasions	it	is	
possible	to	infer	that	as	communities	and	regions	build	their	capacity	to	
understand	their	naturally	and	human	resources	and	their	capacity	to	work	
together	on	issues	and	develop	innovative	options	for	management,	this	will	have	
long	term	effects	on	both	people	and	environments,	including	marine	
environments.		

Shifting	to	a	learner	centred	approach	
People	involved	in	training	in	various	areas	(from	drug	and	alcohol	training	to	media	
training	and	economic	development)	spoke	frequently	of	a	shift	in	their	
understanding	of	the	people	they	work	with	and	how	they	had	changed	their	
approach	to	training.			There	are	potentially	some	transformational	shifts	that	have	
emerged	from	the	Training	the	Trainers	course	(although	it	may	be	that	some	of	them	
are	more	developmental).		Wherever	the	judgement	is	made,		it	does	seem	that	the	
course	has	had	a	significant	impact	on	the	way	many	of	the	trainers	run		their	courses.			
For	a	few	Training	the	Trainers	participants,	learning	that	people	have	different	
learning	styles,	and	learning	needs,	changed	not	only	what	they	do	but	how	they	
thought	about	the	people	they	worked	with.		There	seems	to	be	a	significant	shift	
here	away	from	using	a	deficit	model	to	describe	some	learners,	to	something	more	
inclusive	and	manageable.		

Sometimes	we	used	to	complain	about	our	participants	not	engaging,	but	they	
taught	us	that	different	people	are	different,	and	this	is	how	they	learn,	so	you	
need	to	focus	on	them	accordingly.		So	that	was	really	the	best	thing	for	me.		
Now	I	know	they	are	not	lazy	–	and	that	we	just	need	to	pay	a	bit	more	
attention	to	them,	and	then	they	are	a	bit	more	open	and	contribute	more	to	
the	workshop	and	stuff.		We	did	that	in	training	courses	after	that	and	it	really	
helped.			
	The	stuff	that	we	learned	from	there	was	quite	helpful,	actually,	in	fine	tuning	
our	training	course.			Some	of	the	things	that	they	talked	about	were	trying	to	
learn	more	about	your	participants	and	their	learning	styles,	so	that	we	can	
accordingly	modify	our	courses,	or,	even	when	we	are	actually	training,	to	help	
the	people	who	have	a	different	learning	ability	than	others.					
For	me	[it	was	useful]	understanding	that	everyone	sees	things	differently,	so	
when	you	try	to	help	or	motivate	someone,		you	try	and	see	it	from	their	side.			

For	many,	this	meant	a	move	towards	being	more	learner	centred,	increasing	
participation	and	making	communication	in	their	workshops	two	way	rather	than	one	
way.			Using	a	more	facilitative	rather	than	top	down	or	“one	way”	style	approach	to	
training	was	another	way	participants	talked	about	this	shift.			

The	way	the	workshop	was	run,	I	liked	that	everyday	there	was	an	agenda	on	
the	board	that	we,	the	participants,	could	follow.	I	liked	the	content	
particularly	in	regards	to	conflict	and	conflict	resolution.	The	activities	also	
helped	me	with	organising	my	own	workshops.	
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The	most	useful	thing	was	the	question	technique	and	how	to	get	them	
involved	as	far	as	learning	is	concerned,	so	not	a	direct	question	…	Cos	I	know	
80%	of	what	I	teach	or	deliver,	they	already	know.		It’s	just	the	types	of	
question	that	I	deliver	and	let	them	participate	–	it	is	all	about	participation.		
We	do	more	group	work	and	we	all	participate.		It’s	not	in	a	one	way	
direction.		It	is	two	way	–	I	talk	and	they	talk	and	we	share,	come	up	with	
good	resolutions.			I	also	get	their	knowledge.		They	say	their	experience	and	
their	exposure	-	It’s	a	learning	experience	for	me	too.	
They	told	us	that	you	need	to	know	the	difference	between	when	you	need	to	
be	in	a	more	facilitative	role	and	a	more	directive	role	and	you	need	to	go	in	
between	those	two	lines.	And	if	you	are	going	to	be	directive	you	have	to	be	in	
a	way	that	you	are	not	coming	on	very	strongly	but	you	are	putting	your	view	
and	ideas	through	but	not,	like,	really	pushing	for	it.	

Learning	from	others		
Many	of	the	participants	on	the	course	mentioned	that	they	really	enjoyed	sharing	
their	knowledge	and	learning	from	others	on	the	course.		Some	did	this	primarily	
reflecting	on	what	they	had	most	enjoyed	about	the	course.	

I	really	enjoyed	the	one	week’s	course	and	it	was	really	good	to	share	with	
the	other	participants	and	it	was	good	to	be	able	to	share	my	knowledge	and	
to	know	that	it	was	appreciated	by	the	other	participants		and	also	to	learn	
from	the	matters	that	were	raised.	
I	enjoyed	every	day	of	the	course.		Liked	the	examples	that	they	provided	
which	made	the	understanding	of	the	objectives	that	they	were	trying	to	
impart	to	us.		And	it	was	good	to	also	mix	with	the	[others]	and	be	allowed	to	
talk	and	share	information		
It	was	all	brought	to	a	level	that	all	of	us	with	really	different	backgrounds,	
education		and	experiences	could	all	work	together	in	the	training.		Like	the	use	
of	art.		It	all	meant	that	we	were	all	on	the	same	page	and	that	was	really	
good,	and	I	think	the	group	work	and	discussions	were	pretty	good.			
It	was	really	good	to	learn	from	the	others	and	their	perception	of	leadership	
and	what	they	want	to	work	towards	in	becoming	leaders	and	their	different	
perspectives	on	that.			I	come	from	an	international	organisation,	and	some	of	
them	come	from	very	small	spheres,	and	that	was	a	really	good	thing	to	know.			

Some	participants	had	a	more	reflective	ways	of	speaking	about	the	same	thing	and	
used	the	way	the	course	was	taught	to	reflect	more	broadly	on	the	meaning	that	it	
had	for	them	and	for	the	sort	of	work	they	themselves	do	as	trainers.					

What	stood	out	for	me	was	really	knowing	what	the	facilitator’s	role	is	
supposed	to	be	in	the	training–	so	for	this	one	was,	like,	very	detailed,	and	we	
had	a	lot	of	engagement	and	a	lot	of	practical	exercises.		For	me	as	a	young	
person,	I	found	it	really	interesting	because	there	were	lots	of	more	mature	
leaders	in	the	workshop	as	well,	and	we	were	able	to	share	ideas	with	these	
people	and	also	from	them	at	the	same	time.		
So	it	increased	your	confidence?		Yes	it	did	it	did.		Like	the	power	was	given	
back	to	us	eh?			–	the	facilitators	allowed	us	to		identify		things	ourselves	and	
come	up	with	things	ourselves.	I	saw	that	as	a	form	of	empowerment	for	
everybody	and	for	me.				
For	me,	the	most	interesting	one	was	the	group	activities	–	like	in	most	
workshops	that	I’ve	been	to,	the	group	activities;	most	of	the	group	members	
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are	depending	on	a	particular	person	to	be	doing	it	but	for	this	one,	
everybody	was	really	engaged,	and	was	into	the	activity	itself.		So	.	.	.	the	
objectives	of	the	workshop	were	quite	clear	and	lots	of	leaders	brought	in	
contextual	examples	.	.		..			
	

Sometimes	it	was	difficult	to	elicit	exactly	what	had	changed	in	the	practice	of	
individual	participants	but	one	got	the	sense	that	what	change	had	occurred	was	
significant	and	is	having	significant	effects	both	in	participants’	organisations	and	
out	in	the	wider	community		

The	training	has	opened	the	opportunity	for	me	to	change	and	obtain	better	
and	bigger	results	in	my	training	and	leadership.		It	has	uplifted	my	
knowledge	of	going	to	conduct	workshops	and	talking	to	young	people	

Other	participants	had	found	that	they	get	better	resolutions	in	their	communities	by	
allowing	those	communities	to	work	out	how	to	tackle	the	issue	themselves.		Another	
provided	some	evidence	of	how	by	allowing	his	communities	to	tackle	a	problem	their	
own	way,	he	feels	that	they	have	got	better	results.		This	highlights	the	idea	of	
tapping	into	the	knowledge	of	a	wider	group	of	people	than	may	have	been	
happening	previously	on	some	training	courses.		

My	community	is	now	a	beneficiary	of	the	knowledge	gained	from	the	course.	
I	have	managed	to	change	the	leadership	style	of	the	community	to	a	more	
productivity	focused	result	with	an	opportunity	to	let	them	think	outside	the	
box.	I	also	find	that	more	and	better	results	are	obtained	when	we	let	them	
do	the	task	their	way	and	encourage	them	on	how	best	they	could	tackle	the	
issue.	

Impacts	on	the	wider	community	
Overall	then	the	training	the	trainers	course	is	clearly	having	impacts	on	
individuals,	on	the	way	they	are	operating	within	their	organisations	AND	the	
ways	in	which	they	are	working	with	communities.				In	addition	to	this,	some	
respondents	reflected	in	the	fact	that	they	could	use	what	they	learned	in	a	range	
of	settings	–	from	work	to	sport,	and	for	the	way	people	work	with	the	voluntary	
committees	that	they	are	on:	

I	have	used	it	in	my	sports	career	and	in	my	team	as	well	as	in	my	work	
where	I	have	7	or	8		staff	to	manage	and	how	to	bring	them	up	to	speed,		like	
in	case	if	I	retire,	they	can	take	my	place.		Before,	in	a	nutshell,	we	didn’t	
know	what	was	happening	or	how	to	look	after	our	staff	very	well.	
The	training	was	really	good,	not	only	regarding	how	to	be	a	trainer,	but	
how	to	direct	people	on	committees	at	work	and	in	the	area.	
I’m	interested	in	how	we	can	use	the	tools	and	techniques	taught,	
particularly	in	regards	to	the	continuum	for	youth	groups,	using	drama	to	
discuss	and	highlight	social	issues.	Especially	in	regards	to	the	lack	of	space	
for	youths	to	voice	their	issues	in	formal	meetings.	
I	shared	the	resources	that	were	provided	during	the	Leadership	Training	
the	Trainers	with	my	local	church	to	help	them	with	the	Mothers,	Fathers	
and	Children's	Group.	The	Sunday	School	Teachers	all	have	copies	and	they	
are	currently	using	it	to	help	with	the	School	Prefects	who	are	in	their	
classes.	
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One	participant	had	shared	the	content	with	others	and	noted	that	having	
resources	translated	into	other	languages	could	be	useful	for	her	communities	of	
practice:	

Some	of	the	course	material	was	really	dense	content	some	of	the	people	I	
shared	the	material	with	asked	that	it	be	explained	and	broken	down	into	
easier	language,		i.e.	iTaukei	and	Hindi.	

	

Teamwork	
One	individual	described	how	he	changed	how	his	work	team	dealt	with	problems	
and	issues	after	the	course.		This	indicates	a	shift	to	an	understanding	of	how	
many	minds	working	on	a	problem	can	be	more	both	more	supportive	for	team	
members	and	also	opens	the	doors	for	greater	innovation		and	problem	solving.	

With	our	project	team	I	did	a	little	run	through	with	them	about	what	I	learned	
and	have	shared	the	material	with	them.		I	have	talked	about	how	to	work	
more	as	a	team	rather	than	“I	am	this	person	and	you	are	the	technical	person	
doing	things	separately”	and	that	is	not	working	in	a	team,	because	we	all	
have	the	same	objective.	So	yeh,	now	if	someone	is	stuck	in	the	team,	we	all	
meet	over	a	cuppa	tea	and	talk	about	it	so	we	tackle	problems	as	a	team	–	so	I	
have	noticed	that	they	are	more	open	and	more	open	minded	and	like	to	
discuss	things.	
	

The	traditional	and	the	new	
The	mixing	of	the	traditional	and	the	new	was	something	mentioned	by	two	
respondents	and	may	be	something	to	be	aware	of	as	a	tension	that	exists	for	
some	trainers.			It	points	to	encouraging	change	in	ways	that	are	respectful	of	the	
existing	culture	and	it	would	seem	that	the	Training	the	Trainers	course	
navigated	this	tension	very	successfully.		These	trainers	could	see	how	they	might	
change	things	in	ways	that	allow	respect	for	the	local	culture	and	tradition	whilst	
also	taking	useful	new	ideas	forward.		It	is	also	clear	that	introducing	change	will	
need	some	respect	and	care	in	the	foreseeable	future.		So	saying,	because	the	
training	techniques	also	gave	participants	a	sense	of	being	in	control	and	being	
empowered,	they	are	also	likely	to	provide	those	being	trained	using	these	
techniques	a	sense	of	being	able	to	control	their	change.	

We	interact	and	especially	in	Fiji	where	tradition		is	very	strong		and	I	try	to	
blend	the	traditional	and	the	modern	together	so	that	they	can	clearly	
understand,	but	I’m	not	forgetting	the	old	system	because	some	of	us	are	
resistant.	
We	had	a	training	session	which	was	called	who	am	I	accountable	to?			It	was	
not	easy	to	bring	the	topic	to	traditional	leaders	who	normally	expect	
whatever	they	decide	will	be	done	will	be	carried	out.		So	we	had	to	divide	it	
into	small	pieces	so	that	they	could	understand	it.		Ultimately,	that	could	help	
with	changing	people’s	lives	the	conditions	in	the	villages,	you	know	
improving	sanitation,	housing	and	the	coordination	of	work.		It	is	very	
important	“who	am	I	accountable	to?”	They	need	to	listen	to	the	people	they	
need	to	be	accountable	for	their	instructions	and	for	whatever	is	collected,	
the	community	assets	you	know.			I	shared	that	line	of	thinking.	Ultimately,	
we	cannot	have	our	traditional	leaders	lead	in	the	old	type	of	leadership,	eh?			
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That	they	need	to	see	that	is	not	working	and	they	need	to	adopt	some	of	the	
western	leadership	management	practices.	
Yeh,	it	is	a	sign	of	improvement	that	[our	communities]		have	confidence	in	
our	training	delivery		so	it	is	making	a	difference	out	in	the	community	where	
we	are	working.	
		

Improving	the	Course	
Course	participants	had	very	little	to	say	about	how	the	course	might	be	
improved,	and	those	suggestions	were	indicative	of	a	short	course	that	covers	a	
lot	of	content.				People	wanted	more	or	less	of	some	bits	–	one	participant	for	
example	wanted	a	bit	less	on	leadership	and	a	bit	more	on	techniques	that	they	
could	use	in	their	workshops.		Another	wanted	to	learn	more	about	community	
development	because	there	wasn’t	really	time	to	go	into	it	to	the	depth	she	would	
have	liked.			
	

Conclusions:	Training	the	Trainers	
Without	exception,	all	respondents	to	this	study	were	very	positive	about	the	
Training	the	Trainers	leadership	course	and	all	could	point	to	changes	they	had	
made	in	their	practices	since.		The	greatest	impact	of	this	course	has	been	first,	to	
get	trainers	to	think	differently	about	how	they	run	their	training,	and	second	to	
think	about	leadership	and/or	third,	to	provide	ways	for	them	to	significantly	
improve	their	courses	using	new	techniques	and	activities.			
Many	people	showed	transformative	shifts	in	their	views	of	leadership	styles	and	
of	themselves	as	leaders	or	trainers	in	various	settings.			
The	course	is	having	ripple	effects	out	through	organisations	and	into	many	
different		communities	as	these	new	ideas	are	put	into	practice.		It	is	easy	to	infer	
that	these	effects	are	likely	to	be	ongoing	as	the	material	provided	by	the	LEAD	
crew	is	being	used	and	reused	by	different	people	and	because	the	techniques	use	
are	clearly	useful	in	many	different	forums.			
	
	


