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CHAPTER I 

INTRODUCTION

1.1
Background of the study

Different development theories and approaches in development realm have been practicing in the last past four decades in Nepal. From seventy to eighty’s decade of 2000, many development theories and slogans were emerged such as 'rural development', 'basic needs of the people' 'sustainable development' and 'poverty alleviation.' These development theories have been practiced till today in different forms and shapes in Nepal. In the ninety’s decade, 'people’s empowerment', 'human development' 'participatory development', and bottom-up etc (Shrestha 1998:73) theories have been applied by NGOs in Nepal. And now, 'people centered development' has come into existence as a latest development paradigm. It is widely recognized that most of the development programs have legitimized the dominating of Problem Solving Approach. All these development concepts and their methodology are being applied for the supposed betterment of the Nepal. These development theories work on problem posing approach to solve the problems of the communities. Although, most of them have been seen unsatisfactory in their practical implementation (Shrestha, 1998:58, 66 and Sarkar 1995). There are many reasons for that but one of the main imbedded reason is- the project/programs always starts with the problems (failure, broken, weakness, and pieces). The reason behind it is that the development professionals assume that positive and strengths are there but we have nothing to do with these and our job is inquire the problems and solve them. Ideology behind this is strengths (white part) and problem (black part) is the two sites of a same reality. In practice, instead of expansion of strengths (white aspect), we try to turn the problem (black part) into strengths (white part) by investing huge resources in the name of so-called catalystic efforts. But in reality, problem (black part) is still there and not solve (Tamang, 2001b:11-12) 

Despite of this huge investment, however, Korten (1990:14) writes lowered water tables, loss of top soil, destruction of coastal fisheries, chemical contamination of drinking water supplies and residential lands, depletion of the protective ozone layer logging and salination of prime agricultural lands, pollution of beaches, record floods, and the build-up of radioactive wastes all impinged directly on ever more lives and reached proportions that could not be ignored. Now, questions have been raised among the development professionals about present Problem Solving Approach (PSA) led sustainable development, which has been simply ignored the positive aspects or strengths of the community.  For example, HMG/ Nepal set a goal to minimize the gap between the rich and poor and gap between urban and rural areas since 1950. To fulfill the goals, Nepal had aimed to empower the poor, marginalized and dalit groups, children and women in the decade of ninety but the result are same. But it widened the more gaps between rich and poor, power holders and marginalized group and it gave birth to bigger social, economic, and political problems. The draw back of this PSA has created dependence for the community towards the outsider (Tamang, 2001a:12-13)

In this development spectrum, Appreciative Inquiry has emerged as a new development theory and approach in mid 1980. Originally, David L. Cooperrider and his thesis Suresh Srivastva advisor developed this approach and named as 'Appreciative Inquiry' (Watkins and Mohr, 2001:1).1 Initially, this approach was applied in the field of 'organizational development' and later on it is applied in the field of community development. Now the AI approach has been practicing in USA, Canada, Europe, Africa and Asia as an alternative approach to the conventional 'problem-solving approach' of community development. It is spreading and scaling up applying widely as a development paradigm. 

Generally, AI is known as ‘a positive thinking approach and appreciates positively. It recognizes, understands, and values the strengths and other positive aspects of the people, community or organizations. It assumes the reality as a living system and highly appreciates it as 'a life giving forces' (Watkins and Mohr, 2001:14). It deals and works with positive aspects of the community as a process that seeks to define and develop things we value most and apply them reaching our dreams and goals. AI is useful, which works on to strengthen the community’s institutions/organization, knowledge, strengths, motivation, courageous, confidence, unity, wisdom, resource, management strategy, networking, successes, and experiences for the development of human society and generates the power, energy, enthusiasm, and positive action (Odell, 1998:141).  These are the forces that giving the life to the community and have definite directions and can reinforce or inhabit one another (Capra 1982:187). In general, the common trend of AI practice in organizational development and used its principles and approaches in planning.

Present development trend has an opportunity to examine to find a new alternative development approach and methodology to be explored to retain the sustainable development and appreciative culture. Appreciative inquiry approach can be an alternative development discourse, approach, and methodology to restore the strength or positive sharing culture and to initiate the community’s self-propelled development. This study tried to explore the AI, which can be a new alternative development approach and methodology to shift the present development paradigm from problem solving approach to appreciative approach. 

In Nepal, Appreciative Inquiry Approach (AIA) has been used by different development agencies such as UNDP, UNICEF, The Mountain Institute, and national as well as international organizations and some of the government line agencies (Odell, 2001:2; Tamang, 1999:11-12). These development agencies are using the AIA in different areas of community development such as project health, local capacity building, partnership, community forestry, organizational management etc through planning and implementation. (See appendix - I for detail).

Now it is realized to study and examine the AIA in Nepalese context too. Tamang (1999, 2001) try to apply this approach in research and community planning and found useful to every individual, family, group, community, organization, government, political parties, and education institution to lead the society in a positive direction. It is not only useful for community development action project but also useful in cultural research and studies. Therefore, it can be a good means for social transformation of a country like Nepal.

1.2
Objective of the study

General objective of this research was to understand and explore the theoretical ground and methodological perspective of Appreciative Inquiry Approach and practical application in the context of Nepal. Specific objectives of the study are:

1. To make conceptual clarity on theory and its core principles and processes and models in the context of Nepal. 

2. To exam the methodological significance of AIA in the context of Nepal. 

3. To explore the methodological framework for its application in research and community development planning in Nepalese context; and

4. To apply and exam the results of modified AIA methods in the context of Nepal.

1.3
Rational of the study

Many researchers and students have been studied different development theories in Nepal. All those development theories were mostly based on problem solving approach and made suggestions for their implementation. Still this problem solving approach is practicing by many development agencies including government. In this context, Appreciative Inquiry Approach is an emerging paradigm in development discourse and it is strength based development approach. It works on positive strengths such as life giving and nurturing forces of the communities and strengthens those forces for their better future rather than stuck in fixing the problems. Since 1992, many international and local NGOs and other development agencies have been applied in grassroots community development. For instance, it has been applied in health, forestry, capacity building, partnership, planning, baseline survey, organizational development etc (see appendix- I). However, it raises so many questions as: What is Appreciative Inquiry Approach and what is its theoretical background?  What kind of methodology has possessed by AIA for research and development planning? Whether, is it useful for the development of Nepal or not?  Is it applicable in the grassroots community development of Nepal where more than half of the population is illiterate? Although, no one has not been yet studied the AIA and it’s methodological in Nepal to search the answers of these raised questions. Realizing of these questions, the study was carried out in the context of research and grassroots community development planning of Nepal. 

CHAPTER II

RESEARCH METHODS
2.1
Research design

This research design is based on a single theory and methodology of Appreciative Inquiry Approach (AIA). In this approach, four-D cycles as Discovery, Dream, Design, and Delivery are core concepts, which I have modified in Nepali context. 
2.2
Selection of research sites

I. Research on Tamang cultural context of natural resource management  

The research study was carried out on Tamang cultural context of natural resource management in Kavre District and community’s planning in Sindhuli District of Central Development Zone of Nepal. Two villages from Budhakhani and Phoksingtar Village Development Committees (VDCs) of Kavre district were selected because 1) it is rich in natural resources, 2) it is 5 hrs waking distance form my home village, Kavre and 3) I had already worked through SAGUN - Social Action for Grassroots Organization as a community facilitator. SAGUN conducted the program on Tamang indigenous knowledge on forest management in 1998-1999.

I selected above research area to study the cultural context of natural resource management. The fieldwork of this research was mainly concentrated in two villages -Charkilla of Budhakhani VDC and Thulopokhara of Phoksingtar VDC. These two villages are situated in southern slope of Mahabharata range of Kavre District and densely inhabited by Tamang. The Mahabharata range is stretched to east west and its elevation ranges from 500 m. to 3500 m. in the apex. Its width is estimated to be about 30 km. on an average (Majupuriaya and Kumar, 1998).  Table 2.1 has shown demographic composition of these two VDCs.

Table 2.1 - Population distribution by ethnic/caste groups of Budhakhani and Phoksingtar

	VDCs
	Total population
	Tamang
	Magar
	Bahun/

Chhetri
	Occupational castes

	Budhakhani
	3556
	48%
	42%
	8%
	2%

	Phoksingtar
	2199
	75%
	20%
	1%
	4%


Source: SAGUN (1998)

II. Community development planning in Sindhuli District

For the community development planning, I selected Kalpabrixhya VDC in Sindhuli district where I had worked through SPACE as community development planning trainer.  SPACE - a community development NGO has been worked in community empowerment processes in this district, since 1993. Major dominated population of this VDC is Tamang, Majhi, and Magar people. The VDC belongs to Western parts of the district, which fall in inner Terai belt and considered one of the remote areas in the district. Table 2.2 has shown demographic composition of this Kalpabrixhya VDC. 

Table 2.2 - Population distribution by ethnic/caste groups of Kalpabrixhya

	Total population
	Tamang
	Majhi
	Magar
	Bahun/ Chhetri
	Occupational Castes
	Newar
	Hayu

	7767
	61%
	17.03%
	1.89%
	8.65%
	8.65%
	2.58%
	0.2%


Source: Phunyal (1996)

2.3
Sources and nature of data 

In this research, I have used both primary and secondary (mostly qualitative) data. I have collected the primary data from the fieldwork. In order to supplement the primary data, I also used secondary informations collected from published books, journals, articles, reports etc from different sources and electro media. 

2.4
Data collection techniques

This AIA method was applied in research on Tamang cultural context of natural resource management in Kavre and community development planning in Sindhuli. I have used different tools and techniques of AIA and PRA for data collection. The used tools and techniques were key informant interview, focus group discussion (FGD), diagramming, mapping, ranking, annual activity calendar, classification, and field observation in Tamang cultural context of natural resource management. 

As I mentioned above, I did 3-months fieldwork in Tamang community in March-May 2000. Similarly, I have collected data in community development planning workshop was organized by SPACE in Sindhuli District Headquarter in May 2001 with the objective of partnership and capacity building. In this workshop, 32 participants including 5-women from LPOs of Kalpabrixhya, Pipalmaadi, Mahendra Jhyandi, Kyaneswor, Hariharpur Gadhi, and Kapilakot VDCs.  They have developed their individual five-years (2001-2005) strategic plan for six CBOs by applying the modified 4-Ds cycles and innovated tools of AIA. All these strategic plans are implementing with the assistance of SPACE. In this dissertation, a five-year strategic system plan of Kalpabrixhya LPO has presented as a case study. 

2.5
Analysis and interpretation of data 

The collected fieldwork data are analyzed and interpreted in two levels 1) in fieldwork area and 2) in Kathmandu, especially research data of Tamang cultural context of natural resource management. 

1. The collected data was analyzed and interpreted in the field discussing with the key informants of the community. The community members arranged the data systematically and raised their own level of awareness on their existing natural resources.

2. The collected data was documented and analyzed to fit the need of the dissertation. Theoretical perspective of AIA in relation to emerging paradigm of development discourses and underlying concepts of natural resource management was documented, analyzed and designated systematically in the series of chapter. 

3. The data obtained primary sources were analyzed through diagrams and tables by using the computer software program. 

2.6
Organization of the study

Present study is divided into six chapters. The first chapter gives an account of the background of the study, its objectives, and rationality. It sets the context and significance of the study. The second chapter emphasizes the research methods. This chapter represents the research design, sites selection, data collection techniques, data analysis and interpretation and limitation of the study. The thirds chapter focuses on overview of theoretical foundation of appreciative inquiry. It provides the detail literature review, historical development, principle, process and model, tool, technique and practices of AIA. The fourth chapter exposes the modification and innovation of AIA in the context of Nepal. This chapter explains the modification of The GEM Initiative’s Models and practical innovations in the context of Nepal. The fifth chapter reveals on application of modified AIA in the context of Nepal. It discovers the Tamang natural resources management system and community’s planning strategy on development. The sixth and last chapter arranges the summary and draws the conclusion of the dissertation.

2.7
Limitations of the study

Limitations of this study have largely lies on the field data carried out two case studies with the Tamang community of Budhakhani and Phoksingtar villages of southern flake of Kavre district and community development planning in the Sindhuli District of Central Development Zone. 

Specific limitations are:

1. This study is limited in the presentation of theoretical foundation and application of Appreciative Inquiry Approach (AIA) in the context of Nepal. 

2. It is limited only in single theory of AIA available in Nepal. Only limited literature is available here. So, this study is based on limited literatures.  

3. Due to the limited literature of this approach I used GEM Initiative four D models, which is mostly practicing in Nepal.

CHAPTER III

AN OVERVIEW OF THEORETICAL FOUNDATION OF APPRECIATIVE INQUIRY
3.1
An overview of literature review 

A number of scholars has been studying and applying the Appreciative Inquiry Approach since 1980. "The term 'Appreciative Inquiry' is first introduced in 1980 in analytic footnote in the feedback report of 'emergent themes' prepared by Cooperrider and Srivastva for the Board of Governors of the Cleveland Clinic" (Watkins and Mohr, 2001:16). David Cooperrider, pioneer of the Appreciative Inquiry (AI) completed his thesis entitled 'Appreciative Inquiry: Toward a Methodology for Understanding and Enhancing Organizational Innovation. He expounded the Appreciative Inquiry approach and constructed a social constructionist meta-theory in this thesis. This theory is based on 'arguing the need to go beyond a deficit or problem focus' (Ibid: 16). 

Srivastva and Cooperrider published The Emergence of the Egalitarian Organization in 1986. This was 'the first major large-scale AI project' publication of the case history of the Cleveland Clinic from 1980-1985. In 1987 Cooperrider and Srivastva published an article  'Appreciative Inquiry in Organizational Life'. 'This article is considered the classic statement on AI calling for a shift in the field from its deficit-based theory of change to a positive life-centric theory' …. It is  'the first time that the term Appreciative Inquiry is used in a professional publication' (ibid). Cooperrider's much-quoted article entitled 'Positive Image: Positive Action' in appeared in 1990 in Appreciative Management and Leader: the Owner of Positive Thought and Action in Organizations. In 1995 he published Introduction to Appreciative Inquiry. This book expounded the basic theory about AI. Revised version of his dissertation is published in 2001 as AI : the beginnings : Toward a methodology for understanding and enhancing organizational innovation. Srivastva’ book was published entitled as The executive mind: New Insights on Managerial Thought and Action in 1983 with his associate. Then Srivastva, adviser of Cooperrider’s thesis wrote a number books and articles (1983, 1986, 1988, 1990, 1998) on AI theory and application. These books of Cooperrider and Srivastva established the foundation of Appreciative Inquiry Approach. Later on Sue Annis Hammond summarized Appreciative Inquiry Approach and published The Thin Book of 

Appreciative Inquiry in 1996. This book provided the basic introduction to Appreciative Inquiry as a philosophy and methodology of change. She edited Lessons from the field: Applying Appreciative Inquiry with C. Royal in 1998. There are 20 articles related to principles, application of theory, models, community application of AIA and case study of different fields.  

After Hammond, we can see Frank J. Barrett in the field of AIA literature. He wrote an article entitled ‘Creating appreciative learning cultures’ in 1995 in Organizational Dynamics. This article focuses on creativeness on learning through appreciative models. Dr. Charles Elliott contributed a book Locating the Energy for Change: An Introduction to Appreciative Inquiry in 1999. Diana Whitney (1998), J. D. Ludema (1993, 2000), Gervase R. Bushe (1995, 1998), Ada Jo Mann (1997, 2000) and so many others are engaged to develop AIA literature. Now this approach has established a solid foundation and developed this approach as an ‘alternative approach to development discourse.’ 

In 2000 David L. Cooperrider, Peter F. Sorensen, Jr., Diana Whitney and Therese F. Yaeger edited an entitled Appreciative Inquiry: Rethinking Human Organization Toward a Positive Theory of Change. This book is divided in 3 parts and contains 18 promising articles. In 2001 they published Appreciative Inquiry : emerging direction for organization development. ‘This book is an extension and further development of ideas and applications presented in the initial book of readings on Appreciative Inquiry, Appreciative Inquiry : Rethinking Human Organization Toward a Positive Theory of Chang. This book retains the articles included in the original reader but extends the materials by two-thirds with the inclusion of twelve additional articles. This book retains mush of the original three-part structure’ Cooperrider and et al (2001:x). Thus this version contains 30 promising articles. Likewise Jane Magruder Watkins and Bernard J. Mohr (2001) published Appreciative Inquiry: Change at the Speed of Imagination. This book contains 9 promising articles focusing history, theory and research of AI and its application on different fields of knowledge. All these books and articles encircled on the Organizational Development and so far no books and articles are published applying in knowledge research, community development and planning. 

3.2
Historical development of Appreciative Inquiry 

3.2.1
Organizing Appreciative Inquiry

David Cooperrider and his colleagues develop ‘Appreciative Inquiry’ in the mid-eighties. Liebler (1997:2) writes:

“David is an associated professor in the department of Organizational Behavior at the Weatherhead School of Management, Case Western Reserve University. “Drawing on research and writing from diverse fields such as organizational behavior, psychology, sociology, education, and on his own extensive experience in working with organizations, David challenged the traditional change-management theories and created a new set of ideas that have been tested by practitioners over the years, Appreciative Inquiry is an evolving set of theories and practice shaped by the contributions of many who, attracted by its potential, then add their own ideas and experiences in an ever-expanding global learning forum.”

David Cooperrider and Srivastva introduce the theory of 'Appreciative Inquiry' first time in 1980. Watkins and Mohr (2001:16) write as:

"The term 'Appreciative Inquiry' is first introduced in 1980 in analytic footnote in the feedback report of 'emergent themes' prepared by Cooperrider and Srivastva for the Board of Governors of the Cleveland Clinic. The report creates such a powerful and positive stir that the Board calls for ways to use this method with the whole group practice. The momentum set the stage for Cooperrider’s seminal dissertation, the first and one of the best articulations of the theory and practice of Appreciative Inquiry." 

At that time David Cooperrider was a doctoral student at Case Western Reserve University and Suresh Srivastva was a Cooperrider's advisor for the thesis. They were engaged for a conventional diagnosis and organization analysis for the Cleveland Clinic. Cooperrider completed his thesis entitled 'Appreciative Inquiry: Toward a Methodology for Understanding and Enhancing Organizational Innovation' in 1986. He expounded the Appreciative Inquiry approach and provided a social constructionist meta-theory in his thesis.

"Ap-pre’ci-ate, v., 1. Valuing; the best in people or the world around us; affirming past and present strengths, successes, and potentials; to perceive those things that give life (health, vitality, excellence) to living systems. 2. To increase in value, e.g., the economy have appreciated in value. Synonyms: VALUING, PRIZING, ESTEEMING, and HONORING.”

'In-quire' (kwir), v., l. the act of exploration and discovery. 2. To ask questions; to be open to seeing new potentials and possibilities. Synonyms: DISCOVERY, SEARCH, AND SYSTEMATIC EXPLOREATION, STUDY." 

GEM’s Initiative Manual writes about the Appreciative Inquiry as :

“Appreciative Inquiry is a capacity-building approach that selectively seeks to locate, highlight, and illuminate the life-giving forces within an organization, group, or community. Seeking out the best of ‘what is’ to help ignite the collective imagination of ‘what might be,’ AI aims to generate new knowledge that expands the ‘realm of the possible,’ and helps people both to envision a collective desired future and to carry forth that vision in ways that successfully translate images of possibility into reality, and belief into practice.” 

“Appreciative Inquiry is both a way of being in the world and a process or working with change in any human system: families, groups, organizations, and communities.”

Watkins and Mohr (2001:16-17) defined the AI in following words :

“Appreciative Inquiry is a collaborative and highly participative, system-wide approach to seeking, identifying, and enhancing the ‘life-giving forces’ that are present when a system is performing optimally in human, economic, and organizational terms. It is a journey during which profound knowledge of a human system at its moments of wonder is uncovered and used to con-construct the best and highest future of that system.”

Lustig and Radford (1999:6) write ‘Appreciative Inquiry is an approach for discovering, understanding, and fostering innovations.’

Hammond (1998:6) presented the background meaning of the AI. She presents it as:

“David’s artist wife Nancy brought the 'appreciative eye' perspective to David’s attention. The idea of eye assumes that in every piece of art there is beauty. Art is beautiful idea translated into a concrete form. David Cooperrider applied the notion to business: to the appreciative eye, organizations are expression of beauty and spirit. Furthermore, organizations are viewed as organic, which means that all parts are defined by the whole; thus you cannot take an organization apart to study pieces.”

Srivastva and Cooperrider published a book entitled The Emergence of the egalitarian organization in 1986. This is 'the first major large-scale AI project' publication of the case history of the Cleveland Clinic from 1980-1985. In the next year (1987) Cooperrider and Srivastva published an article entitled 'Appreciative inquiry in organizational life'. Watkins and Mohr (2001:16-17) emphasis the importance of the article as:

 "This marked the first time that the term Appreciative Inquiry appears in a professional publication. For many, the article is considered the classic statement on AI calling for a shift in the field from its deficit-based theory of change to a positive life-centric theory. The authors argued that organizations are not 'problems to be solved,' but centers of infinite human capacity- ultimately unpredictable and unknowable. They offered the hypothesis that human systems grow in the direction of what people study; there, the search is for the true, the good, the better, and possible in human systems. The article is noteworthy not only because it made public the term ‘Appreciative Inquiry’ but because it represented the beginning of the transition from thinking of AI as just a theory building approach to seeing its potential as a full-blown intervention framework." 

In 1987 the first public workshop was held on AI in San Francisco and Cooperrider presented theoretical ground of his principles.

3.2.2
The meaning of Appreciative Inquiry

Cooperrider and Whitney (2000: 4-5) present lexicographical meaning of 'appreciative inquiry' as:

Now, Appreciative Inquiry (AI) is known as a positive thinking and development approach and appreciates positive quality. It recognizes, understands, and values the strengths and other positive aspects. It assumes the reality as a living system and highly appreciates its life giving forces (Watkins and Mohr 2001:14). It deals and works with positive aspects of the community as a process that seeks to define and develop things we value most and apply them reaching our dreams and goals. AI is useful, which works on to strengthen the community’s institutions/ organization, knowledge, strengths, motivation, courageous, confidence, unity, wisdom, resource, management strategy, networking, successes, and experiences for the development of human society. These are the forces that giving the life to the community and have definite directions and can reinforce or inhabit one another (Capra 1983:187). In general, the common trend of AI practice in organizational development and used its principles and approaches in planning.

3.2.3
Organization centers of Appreciative Inquiry

Appreciative Inquiry has emerged as a new development theory in mid 1980. Initially, the AI was applied in the field of business management and it has been applied in the field of community development from early 1990 including Nepal. Now the AI has been practiced in USA, Canada, Europe, Africa, and Asia as an alternative to the conventional 'problem-solving approach' of community development. It is spreading and scaling up applying widely as a development paradigm. Now many organization centers are established to design the AI model for development. A few of them will mentioned here:

SIGMA Center was established in 1989 for global change. ‘This organization was founded by The Weatherhead School of Management at Case as a center for research and education dedicated to the study and development of worldwide organizations and leaders capable of addressing the most complex and pressing global issues of our time.’ ‘It is focused on innovative organizations that are pioneers in building a healthy and vibrant world future using AI’ Watkins and Mohr (2001:18). This SIGMA organized 'the Social Innovations in Global Management Conference which was held at Case Western in November 1989. Next year (1990) SIGMA formed a team of Suresh Srivastva, Ron Fry and David Cooperrider to work with Romania's health care system and to create a right model to describe Appreciative Inquiry and this team designed a cycle of three D-Model as 'Discovery, Dream and Destiny.'

The Taos Institute is established by Diana Whitney, Ken and Mary Gergen, Sheila McNamee, Harilene Anderson, David Cooperrider, and Suresh Srivastva in 1990. According to Watkins and Mohr (2001:18) this institute became a center for the advancement of social constructionist thinking and practice. It brought together organization consultants, family therapists, and educators with a focus on dialogue, learning, and co-creating relational approaches to human and social change. It has become a world recognized center for training in Appreciative Inquiry.

The Global Excellence in Management (GEM) Initiative was founded in 1990. GEM's goals are 1) to promote organizational excellence in development organizations in the U.S. and abroad. 2) to create new forms of global cooperation, 3) to sustain excellence and develop capacity to continually learn, adjust, and innovate over time. GEM Initiative have fostered major innovate ways to use AI in the international development field, creating strong AI groups in Asia, Africa, and Latin America. This work was the laboratory for creating approaches and models that are being used in all type of organizations today. During the work with the Save the Children organization GEM transformed and elaborated 3-Ds into the 4-D cycle.

The 'AI listserv' as established by Jack Britain at the University of Taxas, Dallas in 1997. It now serves as a forum for practitioners at all levels to share and learn from one another’ Watkins and Mohr (2001:20) and 'the European AI network' was launched in 2000. This network organized a training session where over seventy European consultants met at a training session and discussed in Italy.

3.2.4
Publications on Appreciative Inquiry

Cooperrider's much-quoted article entitled 'Positive image: positive action' was published in Appreciative management and leader: the owner of positive thought and action in organizations in 1989. Sue Annis Hammond published The thin book of appreciative inquiry in 1996. This book provided the basic introduction to Appreciative Inquiry as a philosophy and methodology of change. 'The electronic AI Newsletter' as established by Anne Radford in London in 1998. David Cooperrider, Peter Sorensen, Diana Whitney, and Therese F. Yaeger edited and published a book entitled Appreciative inquiry: toward a positive theory of human organization and change in 1999. This book is designed to facilitate an emergent dialogue around the issue of global change and cooperative 

potential, across disciplines and national boundaries. This book explores how organizational scholarship and thinking can inform an understanding of global change issues and examines the potential of cooperation as a practice, an organizing accomplishment, and a value for understanding issues of global change. Dr. Charles Elliott published Locating the energy for change: an introduction to appreciative inquiry in 1999. This book contains 15 chapters. Elliott has used appreciative inquiry in corporate and institutional settings, and he applied the lessons what he had learnt to community development in poor and remote regions of the world.

In 2000 David L. Cooperrider, Peter F, Sorensen, Jr, Diana Whitney and Therese F. Yaeger edited an entitled Appreciative inquiry: rethinking human organization toward a positive theory of change. This book contains 18 promising articles. Likewise Jane Magruder Watkins and Bernard J. Mohr (2001) published Appreciative inquiry: change at the speed of imagination. This book contains 9 promising articles focusing history, theory and research of AI and its application on different fields of knowledge. All these books and articles encircled on the Organizational Development and no book and articles are published applying in knowledge research and planning and Nepal.

3.3
Development theories and Appreciative Inquiry

In the development realm, there have been developed many development theories and approaches from 1950's to 1990's decades. These theories and concepts were being applied for the development of the communities. For instance, these theories and concepts are 'rural development', 'basic needs of the people', 'sustainable development', 'poverty alleviation', 'people's empowerment', 'human development', 'participatory development', and 'people centered development' and so on was applied for the supposed betterment of the Nepal. Again, nowadays, 'people led-development concept also has been practiced for the development of the communities. All these development theories have neglected the drives and pleasures of generosity and altruism, and have tried to solve the problem (wrong, broken, pieces/parts) through fixing it (Chambers 1997:13). Although, most of them seen to have been unsatisfactory in their practical implementation. Sarkar (1995:1848) draws the root cause of the development and writes:

“Wolfgang Sachs maintains that the west has in 1949 arbitrarily declared the peoples of south to be underdeveloped and poor and then imposed or palmed off on 

them the idea and programs of development, through which the whole world was the be made one unit and the ways of life of the various peoples uniform. This development has, according to him, caused the evaporation of cultures and languages and destroyed the modest contented subsistence economics of the traditional cultures. The results of all that, according to him, is that these peoples have not only become poor but have also lost their cultural identity2.”

In the mid seventies, another development approach has developed, which focuses on strengths that is Appreciative Inquiry (AI). Appreciative Inquiry deals and works on positive strengths rather than dealing with problems. It is completely different approach than other development theories and approaches. It is also called strength based development approach and establishing as an alternative development theory. In this context, what is Appreciative Inquiry about? When it was developed and in which ground? Who developed it why? All these questions will be tried to respond subsequently in the following topics. Conventional deficit-based thinking differentiates with AIA the quest shown in table 3.1.

Table 3.1 - Conventional deficit-based thinking contrasted with AIA the quest

	Deficit-based thinking
	The quest

	Problems 
	Possibilities

	'The glass is half empty'
	'the glass is half full'

	Problem-driven                                 
	Vision-led

	Money
	Meaning

	Scarcity of resources
	Abundance of resources

	Critical thinking 
	Generative thinking

	Resistance 
	 Energy

	Incremental advances 
	Unprecedented breakthroughs

	Token promises 
	Full-of-meaning commitments

	Using others 
	Collaborating with others

	Transactions 
	Relations

	Professionally-directed                      
	Self-directed

	Taught – as admonitions 
	Learned -- by example


 

Source: Lord, J.G. (1998)

3.4
The theoretical framework of Appreciative Inquiry 

3.4.1
The basic foundation of Appreciative Inquiry

Appreciative Inquiry is based on three basic foundation. It is the theoretical and research foundations underlying in AI. The five core principles and five core generic processes of AI emerge on this foundation. These foundations are sometime also called 'soil'. They are: 

1. Social constructionist, 

2. The 'new' sciences, and 

3. The power of image. 

Figure 3.1 shows how the practice of AI rests on these foundations. Each is explained in detail in the following paragraphs.

3.4.1.1
Social constructionism 

Appreciative Inquiry is based on the theory of social constructionism. Watkins and Mohr (2001:26) writes :

“It answers the age-old question: How do we know what we know? It calls all of our traditional answers into question. Ken Gergen, whose work on social constructionism has had a major formative impact on AI., describes the idea of language as creator of reality: 

‘Social constructionist dialogues - of cutting edge significance within the social sciences and humanities – concern the processes by which humans generate meaning together. Our focus is on how social groups create and sustain beliefs in the real, the rational, and the good. We recognize that as people create meaning together, so do they sow the seeds of action. Meaning and action are entwined. As we generate meaning together we create the future.”

AI is a formative theory of post-modern era. Post-modern thought embraces the idea of multiple and contextually determined realities. It rejects the idea of an underlying structure and of an underlying truth. 

Vivian Burr (1995) writes: 

"There is no single description which would be adequate for all the different kinds of writers whom I shall refer to as social constructionist. This is because, although different writers may share some characteristics with others, there is not really anything that they all have in common. What links them all together is a kin or 'family resemblance.' There is no one feature which could be said to identify a social constructionist position." (quoted in Watkins and Mohr (2001:27)

Burr and Ken Gergen constructionist thinker articulates four key assumptions to be a social constructionist. Watkins and Mohr (2001:26) quoted his assumption as below. 

1. A critical stance toward assumed knowledge:
· Social constructionism challenges traditional positivist/empiricist ideas that the world, ourselves included, can be known as it is through objective, unbiased observation-that what we perceive is what is real. 

· Social constructionism cautions us ‘to be ever-suspicious of our assumptions about how the world appears to be’- a radical agnosticism. 

· The categories with which we ‘know’ the world don’t necessarily reflect real divisions.

2. Historical and cultural specificity:

· The ideas and categories we commonly use are rooted in the specifics of our own histology and culture. 

· All ideas and categories for understanding the world are products of their own histories and cultures and are best seen as cultural artifacts. 

· Our ways of understanding are not necessarily closer to the truth than are other ways. 

4. Knowledge sustained by social processes:

· Our currently accepted ways of understanding the world arise not from the world as it really is, but from our own shared constructions of the world. 

· Our daily social interactions and relationships are the sourer of what is true for us. 

· For social constructionism, language is the essential tool for creating the world as we know it, and we construct it between us together. 

5. Knowledge and social action go together:

· There are many possible social constructions of the world, and each one invites or impels a different kind of human action. Descriptions or constructions of the world therefore sustain some patterns of social action and exclude others.

· Social constructionism is frequently interested in the patterns and arrangements of power in human life and in how language reflects, sustains, and/or works against them. 

Social constructionism suggests that the social realities of our world (how people behave, the design or sociotechnical architecture of our organizations, the corporate culture, etc.) are neither fixed by iron law of human behavior nor are they solely a function of past experiences and history. Neither are the social realities exclusively the result of contextual and environmental factors. Rather, social constructuionists argue that our worlds is shaped by the many dialogues and discourses that we have with one another - conversations in which we bother electively make sense of our past and present experience and history and create shared images of what we anticipate in the future (ibid 2001:28)

3.4.1.2
New sciences

The 'new sciences' give us radically different way of making sense of our world. The most exciting ramification for the field of organization change / transformation is the realization that organizations as living systems do not have to look continually for which part is causing a problem or which project is not living up to some set of criteria. The 'new' science embraces the magnificent complexity of our world while assuring us that built into the very fabric of the universe are processes and potentials enough to help us and all of our organizations move toward our highest and most desired visions (ibid 2001:7)

Wheatley (1994:8) writes:

“In new science, the underlying currents are a movement toward holism, toward understanding the system as a system and giving primary value to the relationships that exist among seemingly discrete parts. … When we view systems from this perspective we enter an entirely new landscape of connections, of phenomena that cannot be reduced to simple cause and effect, and of the constant flux of dynamic processes. (quoted in Watkins and Mohr (2001:7).”

There are four components compiled in this new science. They are quantum physics, chaos theory, self-organizing systems, and complexity theory.

1. Quantum physics describes the phenomena of the new properties that come from the combination or relationships of simple things. Possibility is the key mantra. Every quantum in the universe has the potential to be here and there, now and then. In classical physics things happen as part of a chain of events, of cause and effect. In quantum reality, all things move in harmony as some part of a larger, invisible whole. We might describe this as a quantum shift. From understanding the world as parts, each alone in space and time linked only through force, quantum physics presents us with a universe in which every part is linked to every other part. This view of the way the world works challenges any assumption about being able to isolate one thing from another, and it goes further to suggest that the observer cannot be separated from that which is observed. It challenges us to reexamine our assumption about how organization function as well (ibid 2001:6).

2. Chaos theory challenges to Newton's theory of clockwork universe with its predictable tides and planetary motion. Chaos theory presents that the very simple patterns become complex and unpredictable, as demonstrated by fractals, weather patterns, and stock market. No level of accuracy is exact enough for long-term predictions. Such an idea rocks the very foundation of such organizational sacred cows s long-range planning, which in its most linear application requires belief reasonable amount of predictability in the future.  

3. Self-organizing systems behave in the reverse way. It embraces chaos, and believes that often short-circuiting times and situations that hold the potential for high levels of innovation and creativity.

4. Complexity theory is most often described as 'order at the edge of chaos.' It is also the study of complex systems that cannot be reduced to simple parts. Along with quantum and chaos theory, complexity theory focuses on the emergent whole that cannot be reduced to the sum of its parts. It involves unpredictability, nonlinear and discontinuous change-the phenomena that lead to surprising new forms (Marshall and Zohar, 1997 quoted in Ibid 2001:6). Current scientific paradigm contrasts with emerging paradigm has presented in table 3.2.

Table 3.2 - Current and emerging paradigms of Appreciative Inquiry

	Current scientific paradigm
	Emerging paradigm

	Newtonian mechanics; reductionism and dichotomous thinking.
	Quantum physics and new science; self-organizing systems; chaos theory; complexity theory.

	We search for a model or method of objectively perceiving the world.
	We accept the complexity and subjectivity of the world.

	We engage in complex planning for a world we expect to be predictable. 
	Planning is understood to be a process of constant re-evaluation.

	We understand language as the descriptor of reality: 'I will believe it when I see it.'
	We understand language as the creator of reality; 'I will see it when I believe it.'

	We see information as power. 
	We see information as a primal creative force. 

	We believe in reductionism, i.e., things can be best understood when they are broken into parts. 
	We seek to understand wholeness and the interconnectedness of all things. 

	We engage in dichotomous thinking. 
	We search for harmony and the common treads of our dialogue. 

	We believe that there is only one truth for which we must search. 
	We understand truth to be dependent on the context and the current reality. 

	We believe that influence occurs as a direct result of force exerted from one person to another, i.e., cause and effect. 
	We understand that influence occurs as a natural part of human interaction.

	We live in a linear and hierarchical world. 
	We live in a circular world of relationships and cooperation. 


Source: Watkins and Mohr (2001:8) 

3.4.1.3
The power of image

Appreciative Inquiry is the art of helping systems, creates images of their most desired future. Based on the belief that a human system will show a heliotropic tendency to move toward positive images, AI is focused on the generative and creative images that can be held up, valued, and used as a basis for moving toward the future. The research described briefly below is well documented.

3.4.2
The potential ground of Appreciative Inquiry

The ground of Appreciative Inquiry is mention as:  

1. A practical change process

2. An alternative view to shape future.

Integration of these two make a potential ground of the Appreciative Inquiry.

3.4.2.1
Practical change process 

The GEM Initiative developed new framework or paradigm known as Four D-Model to face the challenge of transformative change in complex systems.    

3.4.2.2
Alternative view to shape future

Alternative view to shape future is mentioned as 'view of how we shape our future' by Watkins and Mohr (2001).  This view gives us a whole new way of understanding the process of change in an organization. This view do not limit to the traditional view of change as an event that has a beginning, middle, and end but it is 'change as a continuous process, ongoing in every conversation. In every inquiry and action people know and understand something about their organization and about the world. So its ground is considered as a 'philosophy of knowledge' and this articulates to shape the future. It is based on social constructionism and emphasizes the role of language, dialogue, and ordinary organizational conversations on the 'presents state'. This view gives us a whole new way of understanding the process of change in an organization.

3.5
The essential components of Appreciative Inquiry

Watkins and Mohr (2001:36-51) present the basic structure of AI very concisely. In their view there are three basic foundations, two basic building blocks - the five core principles and the five core processes and the practice rest top of the foundations. These three basic foundations, two basic building blocks with its five core principles and processes in figure 3.1.

Figure 3.1 - The Structure of AI


The practice of Appreciative Inquiry

The many activities, steps, and applications of AI

that is uniquely different in each situation

The soil of AI

The soil of AI:

* Sociology of knowledge (Social Constructionism)

* New Sciences (Chaos Theory, Complexity Theory, 

self-Organizing Systems, and Quantum Physics), and

* Research on the Power of Image. 
Source : Watkins and Mohr (2001)

3.5.1
The core principles of Appreciative Inquiry

The five core principles shown in Figure 3.1 are the essential beliefs and views that make up, along with the five generic processes of AI. Watkins and Mohr (2001:37-38) presented the five core principles as follows: 

3.5.1.1
The construction principle

The principle states that knowledge about an organizations and the destiny of that organization are interwoven. To be effective leaders in any situation, we must be skilled in the art of understanding, reading, and analyzing organizations as living, human constructions. What we believe to be true about an organization will affect the way we act and the way that we approach change in that system. The first task of any organization change process is discovery - learning and making sense of what is believed and said about that system. Thus, the way we know is fateful. 

3.5.1.2
The principle of simultaneity 

This principle recognizes that inquiry and change are not separate, but are simultaneous. Inquiry is intervention. The seeds of change-the things people think and talk about, discover and learn, and that inform dialogue and inspire images of the future – are implicit in the very first questions we ask. One of the most impactful things a change agent does is to articulate questions. These questions set the stage for what we ‘discover,’ and what we discover creates the stories that lead to conversations about how the organizations will construct its future.

3.5.1.3
The anticipatory principle

This principle says that the most important resources we have for generating constructive organizations change or improvement are our collective imagination and our discourse about the future. The image of the future in fact guides the current behavior of any person or organization. Much like a movie projecting on a screen, human systems are forever projecting a horizon of expectation that brings the future powerfully into the present. Organizations exist, in the final analysis, because people who govern and maintain them share some sort of shared discourse or projection about what the organization is, how it will function, and what is likely to become. 

3.5.1.4
The poetic principle

This principle acknowledges that human organizations are open books. An organization’s story is continually being co-authored by the people within the organization as well as by 

those outside who interact with it. The organization’s past, present, and future are endless sources of learning, inspiration, or interpretation, just as a good poem is open to endless interpretations. The important point is that we can study any topic related to human experience in any human system. We can inquire into the nature of alienation or the nature of joy. We can study moments of creativity and innovation or moments of debilitating stress.

3.5.1.5
The positive principle

This principle has grown out of years of experience with Appreciative Inquiry. Momentum for change requires large amounts of both positive affect and social bonding – things like hope, inspiration, and sheer joy in creating with one another. Appreciative Inquiry demonstrated that the more positive the questions used to guide a group process or organization change effort, the more long-lasting and effective the change effort (Bushe & Coetzer 1995). Human beings and organizations move in the direction of what they inquire about. Thus, inquiry into ‘empowerment’ or into ‘being the best organization in the field’ will have a completely different long-term, sustainable impact for positive action than will a study into ‘low morale’ or into ‘process breakdowns’ done with the idea that those conditions can be ‘cured.’

3.5.2
The generic processes for Appreciative Inquiry

The other half of the essential components of AI are the five generic processes for applying it as a framework for organization change, shown in Figure 3.2. The five generic processes are: 

· Choose the positive as the focus of inquiry;

· Inquire into stories of life-giving forces;

· Locate themes that appear in the stories and select topics for further inquiry;

· Create shared images for a preferred future; and

· Find innovative ways to create that future.

About the generic processes Watkins and Mohr (2001) presented their ideas in the following words. 'The limitations of the written word impose certain constraints on our description of the generic processes. For ease of comprehension, we have listed them 

above in sequence. But in the world of client work the generic processes don’t begin and end neatly. The overlap and repeat themselves without predictability, which is another reason that you must be grounded in the theory, research, and principles of AI as you begin translating these generic processes into practice. A somewhat more descriptive view of the five generic AI processes is shown in Figure 3.2. As can be seen, each process is part of a larger whole and each overlaps with other processes.

Figure 3.2 - The Five Core Processes of AI


Source : Watkins and Mohr (2001:40)

3.5.3
The models of the five generic processes

The generic processes can be applied systematically through different models. There are four different models. They are as follow:

1. The Cooperrider/ Srivastva model; 

2. The GEM Initiative Four-D Model; 

3. The Mohr/ Jacobsgaard Four-I Model and

4. The Mountain Institute (APA) Model

Watkins and Mohr (2001) provided a graphic summary of this model as follows:

3.5.3.1
The Cooperrider/ Srivastva Model

When first introduce (Cooperrider & Srivastva, 1987), this model was part of the transition from thinking about AI as purely an approach to the building of generative theory to thinking about AI more directly as a process for intervening and changing organizations. In this model (see Figure 3.3), Cooperrider and Srivastva suggest four aspects of AI that make it unusually robust as a theory of management. The model shows how AI is simultaneously scientific/ theoretical (leading to an awareness of the 'best of what is'), metaphysical (establishing ideals of 'what might be'), normative (creating consensus on 'what should be'), and pragmatic (leading to an experience of 'what can be').

The term 'vision logic' in the second column refers to the fact that powerful images 'inform qualitatively distinct modes of inquiry that then shape our awareness' (Cooperrider & Srivastva, 1987:184).

Figure 3.3 - Dimensions of Appreciative Inquiry


Source : Watkins and Mohr (2001:41)

The same model was later depicted more explicitly in a way that also served to contrast what Cooperrider and Srivastva called paradigm 1 action research versus their Paradigm 2 mode. In Paradigm 1, the root metaphor is 'the organization as a problem to be solve.' In Paradigm 2, the root metaphor is 'the organization as a mystery to be embraced.' The two are different processes for organization change has shown in figure 3.4.

Figure 3.4 -Two different processes for organization change


Source : Watkins and Mohr (2001:42)

3.5.3.2
The GEM Initiated Four-D Model

The Four-D model (discovery, dream, design, delivery) was developed by members of the GEM Initiative in Harare and Zimbabwe as part of a joint program with Save the Children to develop partnerships among northern and southern NGOs. The four-D cycle has shown in figure 3.5. About the four-Ds, Mann (1997) writes:

“Having successfully used Appreciative Inquiry in other GEM programs focusing on the factors that give life to ‘organizations.’ GEM staff believed that a similar model –but one inquiring into what gives life in ‘partnerships’- would uncover new 

learnings in this domain. To this end, a process previously used in GEM’s Organizational Excellence Program was adapted for use in partnerships and became the 4-D mode.”

Figure 3.5 - The GEM Initiative’s Four-D Models


Source : Watkins and Mohr (2001:43)

The Four-D model is widely used, and it contains all of the five core generic processes. Watkins and Mohr (2001:42-45) described four- D model as follow: 

I. Discovery 

 Discovery 'appreciating that, which gives life.' The core task of the discovery phase in this model is to appreciate the best of ‘what is’ by focusing on times of organizational excellence – when people have experienced the organization as most alive and effective. In order to understand the unique factors that made the high points in an organization possible, people deliberately let go of analysis of deficits and carefully inquire into and learn from even the smallest examples of high performance, success, and satisfaction. They tell stories about all aspects of their organization: inspired leaderships; and partnerships; technologies that make work go more smoothly or facilitate better service; structures that support innovation and 

creativity; planning that encompasses new ideas and diverse people; opportunities to learn; and so on.

In the discover phase, people share stories of exceptional accomplishments, discuss the core life-giving factors of their organizations, and deliberate on the aspects of their organization’s history that they most value and want to bring to the future. Members come to know their organization’s history as positive possibility, rather than as a static, problematic, eulogized, romanticized, or forgotten set of events.

II. Dream 

Dream 'envisioning impact'. The dream phase involves challenging the status quo by envisioning a preferred future and describing that future in a ‘macro’ provocative proposition. The organization’s stakeholders engage in possibility conservations about the organization’s position, its potential, it's calling, and the unique contribution it can make to global well-being. For many, this is the first time they have been invited to think great thoughts and create great possibilities for their organization. As the various stories of the organization’s history are shared and illuminated, a new historical narrative emerges, one that engages those involved in re-creating the organization’s positive history, which, in turn, gives life to its positive future. Thus, the dream phase is both practical, in that it is grounded in the organization’s history, and generative, in that seeks to expand the organization’s potential.

III. Design 

Design ‘co-constructing the future'. The design phase includes the creation of the social architecture of the organization and the generation of micro provocative propositions that articulate the organization’s dreams for each of the organization reflects and is responsive to the shared vision of the future created in the dream phase and articulated in the macro provocative position.

As stakeholders create the organization’s social architecture, they are defining the basic infrastructure. This step requires careful consideration and widespread dialogue about what the structure and the processes of the organization will be. 

Possibilities for the organization are raised by the kinds of questions asked: What referred behaviors of the leaders are they do their work? What is the organizations strategy and how formulated and carried out? What are all of the structural elements needed?

After there is agreement on the myriad possibilities for structuring the organization and an image of how the many elements of the organization’s sociotechnical architecture will function in relationship to each and to the organization as a whole, the task of the group is to articulate those decisions in ‘micro’ provocative propositions. These make explicit the desired qualities and behaviors that will enable each part of the organization to function in a way that moves it toward the dream phase. Both the dream and the design phases involve the collective construction of positive images of the future the two often happen in conjunction with each other.

IV. Deliver 

Deliver is to sustaining the changes. The final phase creates ways to deliver on the new images of the future – both the overall visions of the dream phase and the more specific provocative proposions of the design phase. It is a time of continuous learning, adjustment and improvisations .The momentum and potential; for innovations is extremely high by this stage of inquiry.  Because of the shared positive images every one is included in co-creating the future. 

Deliver phase is ongoing. In the best case, it is full of continuing dialogue, revisited and updated discussions and provocative proposions, additional interviewing sessions, specially with new members of the organizations and a high level of innovations and continued learning about what it means to create and organization that is socially constructed through poetic procession in a positive frame that makes full use of peoples and anticipatory images. 

3.5.3.3
The Mohr/ Jacobsgaard Four-I Model

The Mohr/Jacobsgaard Four-I Model is also used in limited area. Watkins and Mohr (2001:45) write about the Four-I Model (Initiate, Inquiry, Imagine, and Innovate). This model has shown in Figure 3.6. In an AI workshop, Mohr and Jacobsgaard asked two questions: 

1. “How can we graphically highlight the critical phase of foundation building-educating the client system so that members can make an informed choice about proceeding with AI, put into place the necessary management structures to support the change process, and also, of course, choose the focus and topics of the inquiry?”

2. “How can we graphically spotlight the terribly important phase of moving from the dreams and provocative propositions to reconnecting and modifying the sociotechnical architecture of the organization to bring the dream and propositions to life?”

Figure 3.6 - The Mohr / Jacobsgaard Four-I Model


Source : Watkins and Mohr (2001:46)

The four-D model and the four- I models are connected with the five generic processes. 

I have presented the all kind of models belonging Appreciative Inquiry. All the models presented are a but different, depending on the context in which it was created. Figure 3.7 connects the five generic processes to all the models.

Figure 3.7 - Connecting the Models


Source : Watkins and Mohr (2001:47)

3.5.3.4
Appreciative and Planning Action (APA) Model

Malcolm Odell (1998:133) developed this Appreciative and Planning Action (APA) Model for the Mountain Institute (TMI).  It possesses one goal, two laws and three principles. It is stated in the following phrases:

I. One goal: 

‘Seek the root cause of success’ (not seek the root cause of failure). 

II. Two laws: 

1.
'What you look is what you find’ (The questions you ask determines all answers you get)’

 2.
 ‘Where you think you are going is where you end up.’ 

III. Three major principles:

1. ‘If you look for problems, you find only problems.’ 

2. ‘If you look for successes, you find more success.

3. ‘If you have faith in your dreams, you can achieve miracles.’ 

IV. Four ‘Ds’:

· Discovery: asking positive questions, seeking what works, what empowers

· Dream: visioning of what could be, where we want to go

· Design: making an action plan based on what we can do for ourselves and making personal commitments

· Delivery:  start taking action, now!

3.6
The practical application of Appreciative Inquiry 

Practitioners realize their need for in-depth knowledge of behavioral science and experience with group process. These skills and knowledge are critical to practitioners.

Watkins and Mohr (2001:48-49) classified AI professional practitioners at three levels. They are named as:

1. AI facilitators,

2. AI practitioners, and 

3. AI meta-practitioners/ trainers.

3.7
Strengths and weaknesses of GEM Initiative 4-D Model

Appreciative Inquiry Approach has applied and practiced in many different areas of grassroots community development. It has been practicing since 1993 in Nepal. This approach has tested and applied in the different aspects of community development. During the period (1996-2000) of practicing and consulting, Tamang (1999, 2000) found 

the strengths and weaknesses of the GEM’s 4-D Model. The strengths and weaknesses of four -Ds have shown in table 3.3.
Table 3.3 - Strengths and weaknesses of the GEM’s 4-D Model of Appreciative Inquiry

	Strengths of 4-Ds
	Opportunities to do even better for 4-Ds

	Discovery strengths

1. Identifies the life giving forces 

2. Past success project activities

3. Best practices

4. Learnings


	Discovery opportunities

Framework can be developed for discovery to identify the community’s life giving and nurturing forces step by step. Apart from the method of pairwise appreciative questionnaire interview, success story sharing, and listening participatory rural appraisal can be added.  These methods can collect the data to assess natural resources management, institutions, and other knowledges of livelihood strategies as a whole.

	Dream strengths

1.Identifies and develops dreams of community 


	Dream opportunities

Community can imagine many dreams for future such as goals, objectives, activities etc. The question has arisen, which one is actual dream it doesn’t have classification tools to separate the goals, objectives, activities.  Therefore, dream classification tool can be added to make the dream practical and achievable. 

	Design strengths

1. It designs plan for implementation to achieve the dreamed goals. 


	Design opportunities 

It doesn’t have clear design framework for community’s strategic planning. It’s lacking part in design. For example, objective, activities and its implementation methodology are not clear. Similarly, how to develop monitoring and evaluation indicators and how to monitor during the program implementation these are confusing. So that, there is an opportunity to develop an appropriate design framework.

	Delivery strengths

1. It develops an action plan to materialize the designed plan


	Delivery opportunities

It doesn’t make clarity on roles and responsibility of stakeholders, who does what. It is also doesn’t clear about the commitment of stakeholders to fulfill their defined roles and responsibility in program activities. So that, there is an opportunity to develop a simple frame for delivery.


Considering the strengths and opportunities of the GEM’s 4-D Model it has been modified and incorporated Participatory Rural Appraisal (PRA) to discover the living situation. The modified model has given in chapter IV in detail. This modified 4-D model has been applied and tested sub-sequently in baseline survey, project review, planning, organizational development, partnership and capacity building (Tamang 2000, 2001b, Pokhrel 2001, Bhandari & Khadka 2001, MGEP 2001).

During the period of 1998-2001 new innovations are generated and published a training handbook entitled Appreciative Inquiry Approach: a training handbook in 1999 (Nepali). I, being as community facilitator, have applied these models in different areas of community development of Nepal. 

AIA is a new pedagogy. It believes to strengthen positive attitude focused on the quest, inside and outside, for good things, them it determines the behavior and that will be directed towards building on the realities of present situation to build positive future creations. Tamang (2000) has summarized the basic life philosophy of AIA in the following 11 points:

1. It perceives life and world positively and behaves to increase values of living system.

2. It is a positive reflection of community life and organization.

3. It is an approach to get more without loosing.

4. It promotes the community’s life from their successful results/benefits, power, strengths, knowledge, resources, network, and spirits.

5. It deals with positive attitude, thought, behavior, and appreciates the best one has with him/her.

6. It believes in appreciative questioning which results in positive change.

7. It is a regular process of inquiry and leads to discover the existing realities, living systems, life giving and nurturing forces and existing potentials.

8. It seeks to recognize, define, and develop dreams and goals based on discovered present reality/opportunities for the future and creates the awareness on them.

9. It designs a strategic system plan for future.

10. It is a holistic, integrated, systematic, and practical methodology of participatory research and development.

11. It emphasizes to build new knowledge, idea, and methodology.

CHAPTER IV

MODIFICATION AND INNOVATION OF APPRECIATIVE INQUIRY APPROACH IN THE CONTEXT OF NEPAL

4.1
Modification of the GEM Initiative’s Four-D Model

4.1.1
Modification on D-I (Discovery)

Discovery tool has modified into four steps - Past successes, Strengths, Present state of strength, and Opportunities, and Strengths (see 4.1). It is a tool to analysis any topics. Traditionally, questionnaire interview and success story telling are used but Appreciative Inquiry and Action (APA) incorporated PRA tools and techniques. Slim and Thompson (1993:56) write about  PRA as ‘PRA is less extractive, more consultative, and creative, which involves the community in their development priorities. PRA possesses a bunch of tools such as semi-structure interview, focus group discussion, social and recourse mapping, ranking, diagramming, seasonal calendar, trend analysis, time history, group discussion, transect, trend analysis, observation for research and it is widespread acceptance approaches evident in Nepal (Odell, 2001:5). 

All these tools are useful to collect the required data on positive strengths. For instance, demography, education, economic, local resources, savings/credit, strengths of gender equity, best practices/ successes, project activities, stakeholders, institutions/ organizations, knowledge/ skills, natural resource management regime, networking, leadership, harmony, participation, livelihood strategy etc of local community can be discovered from these tools. 

Figure 4.1 - The Modified Discovery


Source: Tamang (1999)

4.1.1.1
Past successes of the community

It searches the past success story of the community or individual. It considered praiseworthy for it is placed before everyone. It makes them happy, proud and generates renewed vigor. To draw success story from the community they get opportunity to share their best moments and experiences.

4.1.1.2
Strengths of the community

It is a second stage of inquiry. It finds out the strength of the community. It is beneficial, valuable, and useful for the wellbeing of its members. It functions for the society as a whole. It recognizes and promotes knowledge and skills, organization, wealth and resources, creativity, aspirations, respect, harmony and cooperation, sharing, good leadership etc. 

4.1.1.3
Present state of strengths of the community

This stage of the discovery seeks the present state of the community’s strength. It shows its status. It is either developing strength or stagnating or depreciating (Tamang, 1999:41). It is shown in figure 4.2.

4.1.1.4
Opportunities of the community’s future development

It is fourth stage. It turns opportunities into ‘constructive action steps’ (Odell, 2001:27). The highway near the village may provide the opportunity for villagers to transport agricultural products for sale in cities. The presence of a school and teachers in village provides the opportunity for community to be a literate and academic person.  

4.1.2
Modification on D - II (Dream) 

This Dream D-II sets the future goals. It is modified as a cycle of foundation goals, primary goal, ultimate goal and vision. It is always in cyclic order. It considers present positive strengths and potentials of community to dream for future. It gives concrete shape for these dreams and realizes future at present. It is shown in Figure 4.2. 

Figure 4.2 -
The Modified Dream


Source: Tamang (2001)

4.1.2.1
Vision of the community

It shows the final vision of the community or a person.  It is reach up to the ultimate result. The final result of the goals is the impacts, which occurs in the life. Once the ultimate goal is achieved, there will be changed automatically. 

4.1.2.2
Ultimate goal of the community

Ultimate goal of the community is self sustained stage. There will be only one ultimate goal. This goal can be achieved physically. To have enough food is the ultimate goal for a hungry person. 

4.1.2.3
Primary goal of the community

The mid level goal is called the primary goal. This is the focused goal for a person. To cook is the primary goal for a hungry person.

4.1.2.4
Foundation goals of the community

This is foundation goal of a person. This goal can be more than one. It must be in 

sequential order. 

4.1.3
Modification on D - III (Design)

This is a third D. It has modified as a framework. It provides detailed steps for achieving the dreamed vision and goals. The design possesses nine steps as shown in 4.3. Every step keeps indicators to measure the achievement. This tool is useful for organization development, program/ project design, and partnership and capacity building etc. This stage has demonstrated in figure 4.3.  

Figure 4.3 - The Modified Design


Source: Tamang (1999)

4.1.3.1
Objectives of the strategic system planning

This is very important to achieve the goals and vision. It must be realistic and practical. To make the objective more practical and measurable one must used the SMART method (Bhandari & Khadka, 2001).  

4.1.3.2
Activities of the strategic system plan

Activities are very important to meet the objectives. Each activity must have indicators for monitoring. Monitoring of indicators of the activities ensure the achievement of objectives. 

4.1.3.3
Methods of the strategic system plan implementation

It needs some methods to implement the set activities. One should adopt these methods to implement set activities. It can be applied following points:

· Appreciate, respect, and recognize the experiences, knowledge /skill, capabilities, and qualification etc of women, children, and users’ committee members and stakeholders for their contribution during the implementation period in program. 

· Confirm the participation of the women, children, and users’ committee members in decision-making, data collection, designing and planning, implementation, monitoring and evaluation in the program.

· Generate learnings from the past program activities and encourage, inspire, and create self-confidence in the stakeholders. 

4.1.3.4
Sustainability indicators of the program

Activities should be sustainable. Strengthening the institutional capability is one of the major tasks of maintaining sustainability. Capability is the management of capital, materials, human resources, technical resource, and results. Sustainability can be measured using indicators as:  

· Continuation of existing community based organizations and users’ groups and register them to get legal entity

· Continuation of the savings and its account

· Mobilization of existing trained human resources and develop new ones as required

· Continue of existing organizational network and expansion it as required

4.1.3.5
Transparency indicators of the strategic system plan

Transparency is main indicator to sustain the community. It is important to make information available to all stakeholders. There must be transparency in information, collection, planning, implementation, monitoring, and evaluation. Following point must be remembered for these steps: 

· Communicate with the stakeholders about the program activities through meetings, workshop, public audit etc. 

· Publicize the annual financial audit report to all the concerned stakeholders. 

· Prepare regular and periodic progress reports of program activities and send to concerned stakeholders. 

· Keep open and make accessible to the stakeholders information of financial transactions and program activities.

· Invite the concerned and involved stakeholders to visit the office and its working areas in time to time

4.1.3.6
Accountability of the stakeholders

It is another steps of the cycle. It is responsible for the success of the program. Role and responsibilities should be divided among the team members and must be accountable to one another. It should also be divided among the concerned program stakeholders and each stakeholder must be accountable to one another. It creates relationships of trust and performance with all stakeholders (Kinyanjui 1995:35). Some indicators are:

· Role and responsibilities should be divided among the team members. 

· Every stakeholder must fulfilled their defined roles and responsibilities to be accountable to one another. 

· Communicate all the stakeholders about the supports received from the outside sources. 

· Organize regular and occasional meetings, gatherings, and workshops with stakeholders on program activities progress and achievement, financial transactions etc.

4.1.3.7
Ownership of the stakeholders

All the stakeholders of a project need to have a feeling of ownership to make the program success. Stakeholders who can significantly affect or are affected by performance/ impacts of project activities are the owners. Those owners who show stakes in the development activities and in a corporation they are the real stakeholders (Khandwalla, 1998:168-169). The identified owners stakeholders are classified into four categories by SAGUN (1999:40): 1) High importance (impact) and high influence, 2) High importance 

and low influence, 3) Low importance and high influence and 4) Low importance and low influence

4.1.3.8
Monitoring of the strategic system plan

Monitoring measures the progress. It measures over all at the right time, right place, for the right benefits. It nurtures the project activities to achieve goals and objectives. Some points are:

· Monitor the participation of stakeholders and appreciate their contributions 

· Monitor the objective, activity, method, sustainability, accountability, transparency, and ownership indicators during the implementation

· Monitor the process of implementation whether it is moving towards to achieve goals as planned

· Monitor the technical support is getting or not

4.1.3.9
Evaluation of the strategic system plan

Evaluation can be done in different phases according to the designed plan. It can be made at three stages: the designing, implementation, and after completion.  Some bases for evaluation:

· Evaluate the participation on the basis of contribution

· Evaluate the best practices, performance, and achieved results of the project. 

· Generate the positive lessons and learnings and that can be shared to others and replicate in other parts of the district and country

4.1.4
Modification on D - IV (Delivery)

Delivery is the last and four D. It has four steps -division of roles and responsibilities, commitment, action, and reflection. Discovery, dream, and design are cannot be materialized without this D. It always serves the designed strategic system plan. It is very crucial step for the implementation of designed strategic system plan. Figure 4.4 demonstrates the modified delivery. 

Figure 4.4 - The Modified Delivery


Learning 
Source: Tamang (1999)

4.1.4.1
Roles and responsibilities the stakeholders

The concerned stakeholders have to divide their roles and responsibilities to implement the project according to the benefits they get. The success of program activities is dependent on division of stakeholders’ roles and responsibilities. They have to develop an operational plan as a collective effort to deliver the project. Sense of duty and obligation are the power to walk in a team to reach in destiny. This plan helps for successful implementation of the project and to achieve its desired goals. 

4.1.4.2
Commitment of the stakeholders

It is the stage to express the firm commitment. The declaration of commitment on their roles and responsibilities bond them to the action. The written commitments will make groups or individual stakeholders accountable to each other

4.1.4.3
Action plan of the stakeholders

This is a collective expression of declared commitment of the stakeholders for effective implementation. At this stage, moral and mental support alone is not going to be sufficient. Physical contribution and involvement is also equally important. Each stakeholder should have developed and actions plan with calendar to implement the designed strategic system plan. 

4.1.4.4
Reflection of the strategic system plan implementation

The stakeholders have to carry out a reflection session upon the completion of project. This is the final activity of the program to analyze the contributions (money, material, service, human resource, and technology). One should discover the lessons learnt during implementation to future programs.

4.2
Innovation of Appreciative Inquiry in the context of Nepal

4.2.1
The Problem Solving Approach and Appreciative Inquiry Approach perceived the reality
Problem solving approach  (PSA) and Appreciative inquiry approach (AIA) ideologies perceive the nature and reality differently. The PSA and AIA the deal separately to the nature and human society according to their perception. Figure 4.5 has shows the realities in detail perceived by these two approaches. 

Figure 4.5 - Perceived Reality


Source: Tamang (2001)

4.2.1.1
Problem Solving Approach perceives the reality as an injured system

The Problem Solving Approach perceives the reality as full of problems and it describes communities and their surroundings as broken, not working, not functioning, not having, not existing, not living, not happening, a failure, and injured systems. It also perceives the reality as pieces, parts, fragmented not as a whole and integrated form and temporal treatments for them (Korten 1990:143). It emphasizes on embracing the problems as burning, adverse, severe, and serious threat. While analyzing these problems, the best solutions are retained in order to solve them through identified remedies. In this present trend, the outsider help is always needed to rescue the local people from the problem trap. So, the problem solving approach is hierarchy, linear, reductionist, and deficit mode of thinking. 

4.2.1.2
Appreciative Inquiry Approach perceives the reality as a living system

The Appreciative Inquiry Approach perceives reality positively as a living system. It perceives the communities and their surroundings as alive, functioning, working, happening, and existing. It also perceives the reality as wholeness, integrated, and linked all the parts into a system. Organization/ institutions are created with the objectives to enhance living systems. The organization behaves to enhance the living systems of the communities to bring the change. It embraces dreams, hopes, and aspirations and harnesses the existing strengths to forge a path to such visions. It assumes the knowledge and other potentials are core factors that give the life for the community. Humans to shape the world into a ‘civilized’ place and create knowledge, organization, laws, and behavioral codes, infrastructure, and activities governed these phenomena.

There is case study of AIA’s application that illustrates how it sets an appreciative culture of grassroots development. 

AIA planning workshop was conducted by Save the Children Norwegian (SCN) to assist a local NGO, the Hoste-Haise Child Development Center (HCDC) in Bandipur VDC of Tanahun District of Western Development Region. The purpose of the planning workshop was capacity building of local volunteers to form Community Based Organizations (CBOs). During the workshop each CBOs of Anbu, Bandipur, Chimkeswori, Deurali, and Dharampani VDCs developed 5-year strategic plan by using the 4-D cycle of AIA.

Since the workshop, the community has experienced several changes in motivation and attitude of its members. Community members collected 5000/- forming committees. HCDC extended childcare programs exploring child development issues. Its volunteers are more curious about their project areas - eager to learn about its people, knowledge, and traditions. Community members understand that the community to holds the 

responsibility and control over its wellbeing. They realized that ‘Positive thinking means appreciation of good things of local people.’ This case study shows how AIA turn the community from dependence to self-strength. 

4.2.2
Appreciative Inquiry: a holistic approach to community development

Pradhan (1999) differentiates and describes four different ‘worlds,’ categorized by combinations of subjective and objective realities and each of these four worlds (Intentions, Behavior, Culture and Systems) is interrelated with the others and all four quadrants constitute the whole. The subjective and objective worlds are the two sites of a same reality. If objective realities change, subjective realities will also change, and vice-versa. The four worlds are represented in the table 4.1.

Table 4.1 - The Four Worlds

SUBJECTIVE/INTERIOR                         
 
OBJECTIVE/EXTERIOR

	INTENSIONS

· Perception, attitude, ways of thinking

· Commitment, motivation

· Enthusiasm, inspiration

· Feelings, emotions

· Self-expression (arts, etc)
	BEHAVIOR

· Behavior, actions

· Performance/results

	CULTURE (inter-subjectivity)

· Shared values/principles

· Shared assumptions

· Norms, morals, ethics

· Covenants

· Language, conversations

· Spirituality

· Ritual and traditions
	SYSTEMS (inter-objectivity)

· Structures

· Process, procedures

· Policies, laws

· Money

· Technology

· Physical setting


 Source : Pradhan (1999)

The subjective world is a mental or non-material aspect such as belief system, knowledge system, livelihood strategy, natural resource, management regime, behaviors and practices. Appreciative Inquiry approach focuses the subjective reality as a core human value and it considers the diverse cultures and inquiries into cultural core (Watkins and 

Mohr 2001:79). Similarly, land, forest, water, animal, birds, materials, human, and villages are the objective reality, which describes through metaphor, legends, stories, and sayings. The local people and their existence construct both subjective and objective realities, which are also called indigenous knowledge systems. Therefore, the subjective world is determined by objective reality and objective world is determined by subjective reality. These two aspects co-exist within a same realm wit interrelated and mutually dependent.

Appreciative Inquiry explores subjective realities and discovers how they are shaped by. AIA recognizes the Individual and group motivation, feelings, perception, commitment and his or her performance. It also appreciates and recognizes the shared values, language, conversations, spirituality, and traditions and physical structures, policies and process, and technology of the community (Bushe1998:5). Therefore, it is holistic approach to community development, which considers both subjective and objective realities of indigenous communities. 

4.2.3
Problem Solving Approach vs. Appreciative Inquiry Approach planning

4.2.3.1
Problem Solving Approach in planning

I. Discovery

PSA identifies piles of problems of the communities before development activity intervention. For examples are: 

1. In the field of natural resources it finds out the scarcity of fodder and firewood due to deforestation, landslide and erosions, drying of water sources, low production etc (Korten, 1990:14).

2. In the field of social security ground it shows the economic disparity, poverty, debt, food insecurity, conflict and tension, discrimination between high and low caste, gender inequity, etc. 

3. In the field of development it shows no motorable road for transportation, no electricity, no communication means, not market access for economic transaction, and no other infrastructures.  In sum, the community is injured and the nature is depleted. 

II. Examination of problem

The development agents present the identified large heap of problems to the community with its evil features - ‘raakshesh jasto dekhine samashyaharu.’ They also explain the root causes of these fearful problems and its effects to the community. They indicates that the mounting and fearful problems are created by community themselves just because of their ignorance. Sometimes, these mounting problems make the villagers mad and push to do unwilling crimes. It can be shown as ‘Cause + Effect = fear + Blame.’

III. Problem solving

This seeks the solutions to solve the identified problems. Prioritize the identified solutions to address the mounting problems properly. Odell (1998:141) says as ‘problem solving focus on the negatively - problem identification, problem analysis, problem solving, critical thinking, even ‘embracing error’.

IV. Planning

It develops detailed action plan to materialize the identified solutions just to treat the problems rather than strengthening of community’s strengths. 

V. Organization

It embraces the identified problems to mobilize the target community and form a users’ group to embrace the identified fearful problems and get ready to implement the developed plan.

VI. Treatment of problems

It develops action plan to as a remedy to solve the problems. It is a simple treatment for injured community.  

VII. Result

It creates the momentary happiness to the community in success. In reality, it is not possible to wipe out all the problems of the community and they have to face some other unsolved problems and get themselves involved in activities that would head towards their solution. 

VIII. Meaning of life

It embraces a life as a full of problems and believes problems are as a life. The mandatory line implies, ‘born in problem, grow in problem, live in problem, and die in problem.’ It believes that a human being's life is steeped in obstacles of every turn. It believes that an individual ultimately die by handing over problems to new.
The problem solving approach produces negative impacts in communities. These impacts can be mentioned as:

1. Get away from the problems

Peoples are frustrated with mounting problems and its fear. Village youths migrate to urban centers in the hope of escaping from these problems and fears, improving their living standard, and to find a job to sustain their families. In pursuit of livelihood, they often stumble into webs of urban exploitation in work as laborers, housemaids, street dwellers, and even prostitutes. These are the negative impacts of the problem posing approach of development prevailing in Nepal. The problem solving approach has been made negative impacts allover the world. 

2. Creates dependency to outsider

Tamang (1999:10-11) writes that development workers like to use words like ‘problem,’ ‘need,’ ‘want,’ ‘expectation,’ ‘interest’ etc. which make the villagers more dependent on the outside. The outsiders often promise to find solutions for their problems where a contagious virus of dependency is embedded and destability is promoted (Hardy 1987:40-47; Escobar 1995:49). In the consequences local community always tends to 

pretend to be poor, marginalized, and backward and they lost their creativity and rely on outside sources to solve their problems.

3. Compel to live with problems and fear

Peoples are forced to remain live under constant fear, panic, and insecurity. The integrated rural development in name of to solve the problems, it increases the displacement of the peasantry from their land, and semiproletarianization or full proletarianization of rural people dictated by the logic of cheap labor increased exploitation of the peasants’ physical and human ecologies (Escobar, 1995:130).

Here is a case study from Kavre, done during the fieldwork. It demonstrates that how the problem-solving concept destroyed the indigenous natural resource management strategy in village. 

Local people believe that there is a powerful snake god inhabit in the water source. Local Tamangs considers it as religious offenses to misutilizing water bodies for nature's call. There is a similar belief of god inhabiting in the trees. If someone violated the rule, he was to befall the wrath of snake god. Through this most of the water bodies are kept traditionally clean. But since1970, government agencies, education institutions, donors, researchers, and development workers destroyed this water resources management strategy as superstition. It resulted that the water resources started polluting day by day its mis-utilization. Epidemic diseases were more rampant. After that, outside development experts felt that the villagers needed a community health project for health education to prevent the water born diseases. Similarly, riparian land has been affected by intense deforestation resulting in flood, erosion, and water scarcity. The demarcations of the environment by our so-called problem-solving approach theories have left a terrible scar on the surface of our earth. Finally they have formed community forestry user groups to reforest and protect the area through participatory forest management plans. This case study shows that PSA multiplies current problem rather than solve. 

4.2.3.2
Appreciative Inquiry Approach in planning

I. Discovery

This approach inquires the successes and strengths of the community. It finds out past successes, ideas, traditions, values and norms, harmony are the sources of life. It also searches community’s willingness, enthusiasm, spirit, courage, and leaning attitude and behavior, institutional capabilities for adaptation and to make order in their cultural discourses make them happy.  All these are positive dimensions of the community, which need to be discovered before making any intervention. 

II. Appreciation through recognition

AI approach recognizes, values, and appreciates the community’s action. They feel pride and self-respect while one appreciates their strengths and opportunities and they receive renewed vigor and zeal, encouragement, happiness, fun and laughter. It can be shown as ‘Strengths + Successes = Self-respect.’

III. Opportunities

It preserves and promotes the successes and strengths. The community has tremendous power to materialize their available opportunities such as creativity, willingness, enthusiasm, spirit, ideas, thoughts, courage, institutional capabilities etc. Other opportunities may be strengthening of institutional capabilities to enhance the existing knowledge/skills of resource mobilization, networking, etc.

IV. Declaration of commitment 

It designs a strategic system plan. It declares commitment to materialize the identified opportunities for the coming days. A strategic system planning is a pathway to bring the breakthrough in present life. 

V. Organization

Organization is a collective expression of committed individuals within a community striving to achieve goals in life over the mystery through embracing the opportunities and strengths. AIA emphasizes the organization is to embrace and anticipate the positive mystery of the next day, week, month, or the year. Therefore, formation of users’ group is to embrace the anticipated future.

VI. Actions

Action should be taken to implement the designed strategic system plan and also materializing the commitment. Fulfillment of responsibilities of stakeholders is their genuine participation. Effective implementation of designed plan means invitation of our desired condition. 

VII. Result

The successful implementation of the designed plan creates self-confidence to the community. They even develop a sense of belongingness over achieved result to follow the path leading to uplift the social condition.  

VIII. Meaning of life

‘Life is full of opportunities.’ This approach paints life as a portrait filled with colorful and beautiful opportunities for people to grasp. Community has the opportunity to transform the present state of life or the world. So that life is a full of opportunities and it is life to become in future.

Application of AIA gains more without loosing anything substantial. It builds power and strengths of the community and produces positive results without any conflict and tension.  It promotes, enhances, and strengthens the core quality of the community, which they already have. It always starts to work on existing community’s strengths, asserts, resources, knowledge, and opportunities rather than what is missing, broken or failed. It focuses on long-term, holistic, integrated, sustainable, and preventive development rather than patchwork, sectoral, fragmented, and temporary. AIA produces positive impacts and it promotes the core strengths of grassroots communities as: 

1. Strengthening of strengths 

AIA appreciates, recognizes, and values community’s strengths, achievements, knowledge, experiences, and successes. It motivates and encourages for looking and mobilizing their power of strengths to their own development. Continue strengthening and building of power of community is a kinetic force to bring the changes. It maximizes and mobilizes the local resources.

2.  Building self-confidence

AIA strengthens of community’s feeling of being, self-respect, self-prideness, and self-esteem is as an empowerment process. This is a dynamic process, which strengthens and builds more confidence for further development. It facilitates the community to begin their life from their achieved results and benefits. Therefore, AIA enhances self-confidence of the communities that leads to declare the commitment for their own local development. 

3. Sustainability

Sustainability is the management of transition, novelty, and continuity during and after the program completion.  

I. Transition

Unexpected transition may occur during the program delivery period due to unexpected natural and human calamities and should have to be managed carefully. The leaders of organization conducted the meeting and shared the new vision, mission, strategy, program and goals/ objectives. It was a big transition for them and they managed successfully to move towards the community development including athletics.

II. Novelty

AIA facilitated a cycle of novelty to find out new learnings, practices and methodology, changes, and knowledge. It draws these knowledge during the project implementation period. These novelties are valuable and have to be managed. It manages and capitalizes to move ahead to reach in destiny of organization. 

III. Continuity

AIA facilitated a cycle of discovering, dreaming, designing, and delivering process. Once a cycle is completed, next cycle begins and this process of cyclic system should be managed to continue in future. It is a system of wheel and calls an appreciative process that keeps the community active and proactive. Participation of the community is inevitable in each stage of four-D cycle for delivering the development program. Therefore participation is an inherent quality and it leads the continue process which generates and strengthens power of community. Table 4.2 demonstrates the problem solving approach verses appreciative inquiry approach planning steps. 

Table 4.2 - PS Approach vs. AI Approach in Planning

	Problem Solving Approach
	Appreciative Inquiry Approach

	Discovery: identification of problems
	Discovery: inquiry of success and strengths

	Examination of problems:

Cause + Effect = fear + blame
	Appreciation and recognition: 

Success + Strengths = Self-respect

	Problem solving: seek the solution of the problems
	Opportunities: preserve & promote the positive experience, strengths, resources, knowledge/skills, successes, strengths, and achievements

	Planning: develop detailed action plan to materialize the identified solution of the problems
	Declaration of commitment: designation of system to materialize the recognized opportunities

	Organization: embrace the identified problems
	Organization: collective efforts of commitment

	Treatment of the problems: implement the developed action plan
	Action: implement the designed system plan

	Result: momentary happiness
	Result: self-confidence

	Meaning of Life: life is full of problem and problem is life. 
	Meaning of life: life is full of opportunity. 




Source: Tamang (2001)

4.2.3.3
Two planning principles of strategic system plan design

I.  Positive goal + Action in Problem = Unsatisfactory result

This equation indicates the result of the action of problem solving approach. This approach sets positive goals but takes actions regarding problems, which produces unsatisfactory results. Government institutions, non-government organizations, political parties, and educational institutions, follow this trend. From two decades, development agencies have been working towards empowering the poor, marginalized communities, occupational castes, women and children. But instead, the communities have become more dependent on outsiders (Odell, 1998:141). The present development trend depletes the community’s self-reliant position. The set positive goals and objectives of the community are not met since they are contrary to the actions taken. 

II. Positive goal + Action in Positive aspects = Positive result

This equation indicates the result of the action of appreciative approach. It works in positive aspects or strengths (positive core) to achieve positive goals and positive results. Working on positive aspects is enhancement of existing community’s energy to seek the positive results.  

4.2.4
People’s participations in problem or strengths

Problem and prospect are two sites of participatory development. Problem stands for solving its causes and prospect stands for increasing existing positive strengths. Most of international, national, regional, and local organizations are established with the objective to solve problems of the communities. These organizations asked people’s participation to eradicate all kinds of problems from grassroots to national level (Chhetri 1999:192-211). 

The current development trend of PSA creates tension and unhappiness. For instance, the PSA asks such questions as: Who didn’t fulfill the responsibilities? Who doesn’t come in time to office? Who broke the office system? Who backbites whom? Why couldn’t the organization achieve its goals and objectives as planned? The community members often feel the tension, sadness, and pain in this approach. In this case, participation has become 

tension, sadness, and pain and kills their motivation, commitment, and self-pride. Ultimately that will convert into conflict among the members in the name of problem solving. In many development projects, participation has become a kind of ritual to write a good report to please the donors. Therefore, community’s actual participation has not reflected in such program activities.  

Participation in strengths or positive aspects of community is comfortable and tension free. Participation in strengths enhances, promotes, and strengthens the existing life giving forces of the communities. For instance, working in strengths, resources, success experiences, ideas and knowledge, and self-confidence harness the prideness and happiness of the communities. In this context, participation is expansion of dialogue forum to construct shared meaning, where bringing the voices of community together (McNamee 1998:112).  

There are two guiding principles of participation, which has developed during the 10 days AIA planning workshop in HCDC, Bandipur, Tanahun. These principles are:

1. More pain - less gain

Problem solving approach produces ‘more pain- less gain.’ This kind of approach focuses on failure. This devalues community members' dignity. This process ignores the potential of community organization resulting in the lack of team building, cooperation and solidarity. In this chaotic condition, no one can think sincerely for the community or the organization's future. This approach leads to ‘more pain and less gain’ since everyone faces a lot of stressful and painful situations. It encourages the cultivation of problems, conflicts, and sadness in the community and hinders its development. 

2.  ‘Less pain – more gain’

Appreciative Inquiry Approach emphasizes on peace, progress, and prosperity. This approach searches past successes; contributions, achievements and acquired image make the community empowered. It allows opportunity for their positive traits to develop so as to achieve positive goals. This creates a healthy atmosphere for all the involved team members and stakeholders to realize their best potentials and achievements. AI approach facilitates the process of ‘less pain more gain.’ It promotes co-operative team effort, team solidarity, strengthens, and capacities for community’s development. Table 4.3 and 4.4 have shown problem and strength focused participation. 

Table 4.3 - Participation in problem


Table 4.4 - Participation in strengths


4.2.5
Creating the future 

It is developed by Pradhan (1999), and later modified and named ‘Creating the future’ from the experiences of grassroots of Nepal. Main objective of this tool is to summarize the four-Ds. It made discovery on our present living situation, developed our dream: vision and goals, developed design: a strategic system plan, and developed delivery: an operational plan to implement. There are three phases as the Have (past) phase, the Do 

(present) phase and the Be (future) phase (ibid 1999), which I have elaborated and developed a diagram placed the Four Ds in it. It is useful to sum-up of after the four Ds. 

4.2.5.1
‘The Have phase’ of the community

Have is past, which we have now in the forms of materials or knowledge. It is that which we have learnt, earned, acquired, and which we own already. The 1st D among Five Ds comes here. In this phase a person discovers the PSPO (past successful stories, strengths, present state, and opportunities), which is called the ‘positive core’ in AIA and that has to be recognized and valued. The positive core, then, should be assessed, analyzed, interpreted, explained, judged, and a drawn conclusion upon laying the grounding for the future, in general. 

4.2.5.2
‘The Do phase’ of the community

‘Do’ is the present and it is now in action. At present, we have past successes, strengths, present state, and opportunities, and a system that have to be valued. In this process we have only two choices: to promise to do something oneself or to request others to do something (ibid 1999). Dream and Design of the Four Ds come in this phase. At present, based on what we HAVE (prepared grounding), we dream for the future, set the vision and goals and design the strategic system plan for action to direct the future. These Two-Ds give concrete vision/goal and strategic system plan to lead the future life. 

4.2.5.3
‘The Be phase’ of the community

Be is the future or destiny. To become, one has to create a role and make a commitment to achieve the goals. The 4th D comes in this phase to materialize the designed strategic system plan by taking action. It always serves the designed strategic system plan and without ‘delivery,’ no one move to the future. Table 4.5 shows the creating the future. 

Table 4.5 – Creating the future

	Have (past)
	Do (present)
	Be (future)

	Discovery:

· Past successful stories

· Present state

· Opportunities

· Strengths
	Dream:
· Valuing the best of what?

· Vision 

· Ultimate goal 

· Primary goal

· Foundation goal
	Delivery:
· Role & responsibility

· Commitment

· Action

· Self-reflection

	Analyze, interpret, explain, judge, and draw conclusion.
	Design: 

· Program identification 

· Objective 

· System 

· Sustainability 

· Transparency 

· Accountability 

· Ownership

· Monitoring

· Evaluation
	Context and vision 

	Preparation of grounding for Dream, Direction, and Design.
	
	Declaration of commitment to achieve future goals.

	
	Develop system, process, and prepare for Delivery. Manage 

present from the future.
	

	
	Promise or request
	


Source: Pradhan (1999)

4.2.6
The sustainable management dynamics for designed strategic system plan

Sustainable Management Dynamics (SMD) tool is based on experiences of grassroots communities. Sustainable development involves many things such as organization, supportive policies, appropriate technology, and mobilization of resources and regulation of its use with a view to maintaining a long-term vase for productive activities (Uphoff 1992:3). The participation of the local community is inevitable to discover the present living reality and strengthen it for future. Community organization on discovered living system and life giving and nurturing forces is generating their self-respect and feeling of being.  

The feeling of being, self-respect, self-prideness, self-esteem, self-directive, and generative are be strengthened as an empowerment of the community (Liebler, 1997:37). It stimulates them to commit to do something useful for their own self-propelled development. It makes possible to declare their commitment to create a new world. The commitment contributes to good governance and it reflects in mobilization of local resources for a better living. In other words, good governance is a manifestation of social transformation and also a symbolic expression of change. The journey can be transformative (ibid: 36) to achieve social equity, justice, and prosperity, in practice. The sustainable management dynamics continues the process of sustainable development. The management of participatory system is transition, novelty, and continuity, which is essential for long-term sustainability. Transitions may occur during the process of change dynamics, which no one can predict. 

During the process of participatory project management system, many new experience, knowledge, and learning may be gained and many changes will be acquired. These new practices and learnings are the novelties, which have to be capitalized through management. Third one is the continuation of present living system that has to be managed for long-term sustainability. Without management of these three components, sustainable management dynamics cannot be continued. Therefore, management is the key for sustainability of community development. Figure 4.6 demonstrates the sustainable management dynamics. 

Figure 4.6 - The Sustainable management dynamics
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Source: Tamang (2001)

CHAPTER V 

APPLICATION OF MODIFIED APPRECIATIVE INQUIRY 

IN THE CONTEXT OF NEPAL
5.1
Application of modified Appreciative Inquiry (Four-D Model) in research on Tamang community

The modified Appreciative Inquiry 4-D model of the GEM Initiative and innovated new tools were applied in research on Tamang cultural context of natural resource management in Kavre District and community’s planning in Sindhuli District of Central Development Region of Nepal.

5.1.1
Discovery of Tamang’s cultural life

Research result shows that Tamang identified their life is precious. The present life is the accumulation of the action activities of past lives. They have believed that the consciousness (mind) is never decayed and it’s immortal forever. The body (frame) taken by consciousness is changeable according to law of karma. One should loved his / her wisdom mind and body more than anyone. 

5.1.1.1
The life giving forces’ of Tamang community

I. The dini -  ‘sun’ is identified sources of Tamang time

The dini - sun is regarded as the master of all knowledge and awareness on time. The warmth, and heat required for drying the land, sprouting the seed, drying the harvest and giving light are some of the key factions depicted in Tamang folklore. Therefore, the sun is understanding of changes in nature and strength for carrying out production activities according classified seasons as khangbaa-laa (winter), serkaa-laa (dry season), and barkhaa-laa (monsoon). According to movement state of sun, the Tamang manage their natural resources for production through cropping, livestock raising and migrating. 

II. The lani ‘moon’ is identified source for knowledge

The lani ‘moon’ is considered as ‘sharing of feeling’ in Tamangs. They gather at the different places during these days for exchange their knowledge, feelings, and hopes of the life. It is regarded as a source of light and coolness and a full moon might stands as a reminder to organize their cultural and aesthetic performances. The full moon days of Falgun (February), Chaita (March), Baisakh (April), Bhadau (September), and Asoj (October) are considered as special days to organize rituals for sharing feeling. 

III. The sapchelung (earth) -a resource to live

Tamangs believe the sapchelung (earth) itself is a resource and provides the base to live in for all the living beings. It gives the base for crops, plants, trees, hills, mountains and oceans. The Tamang performs the shergyam ritual to show the great respect to the earth, which associated with cultivation for a better yield from crops, good human and animal health as well as preservation of forests and water resources. 

IV. The lhaabaa ‘air’ –that charges miseries.  

The lhaabaa (air) is generally considered as a source of energy for all kinds of living beings. The Tamangs belief, the lhaabaa purifies their life miseries and a blessing as ‘ranglaa dukhaa-kade lhaabaa se borgaai’ meaning ‘let the wind blow away all sorts of miseries.’ Wind is considered as power because it has ability to change their miseries. 

V. The dong ‘ plants and trees’ –a basic resource of livelihood

Tamangs call dong for all kind of trees or plants, which is considered as one of the major nhor –‘resources’ for their livelihood and production rituals. They acquire food, clothing, shelter and most of the material needs from the plants and trees. The relationally of the Tamang with plants and trees is deeply rooted in their cultural values. 

VI. The animals –a resource for labor, food, agriculture and counting

Animals are given due importance in the economic, religious, cultural and social life of the Tamang people as one of the greatest resources.  The draft oxen contribute to plough 

in the field for cultivation and other livestock serves meats and milk. Wild animals have supplied meats to stable the food items. Some domesticated animals are sacrificed in natural resource management rituals. Animals are also a very important source of cash for supplementing the subsistence livelihood. 

VII. The kyui ‘water’ - a resource consciousness

The kyui ‘water’ is regarded as a source of life consciousness. If some one get unconsciousness and shower the water on top of body brings the consciousness again to alive. Tamangs believes water washes away their sufferings and it purifies the mind to cultivate the merit. This community consists a complex system of understanding of their natural resources. The earth, hills, mountains, sky, wind, water, sun, moon, the plants, and the animals are considered as nhor (resources). 

5.1.2
Dream of Tamang about their cultural life

Tamangs have many dreams about their cultural life such a peace and happy, live in harmony with the nature, sufficient grains for entire year, and sustainable natural resource management. 

5.1.2.1
Vision of Tamang cultural life

The vision of Tamang community’s cultural life has dreamed ‘peace and happy’ about their life. This is the vision, the Tamang people want to achieve in their life. 

5.1.2.2
Ultimate goal of Tamang cultural life

The Tamang people have dreamed to ‘live in harmony with the nature’ and this is the ultimate goal they want to achieve in their life. 

5.1.2.3
Primary goal of Tamang cultural life

Primary goal of Tamang cultural life is to have ‘sufficient food grains for entire the year.’ This is the dream they want to achieve to sustain their life. 

5.1.2.4
Foundation goal of Tamang cultural life

Foundation goal of Tamang cultural life has dreamed the ‘sustainable natural resource management’. This is the foundation goal the Tamang community wants to achieve in their life for the sustainable production.  The Figure 5.1 has demonstrated the dreamed vision, ultimate goal, primary goal, and foundation goal of the Tamang cultural life. 

Figure 5.1 -  The Dreams of Tamang community


5.1.3
Design of Tamang community’s natural resources 

5.1.3.1
Objective of natural resource designation of Tamang 

The objective of the culturally designed natural resources was for production to sustain the Tamang life. 

5.1.3.2
Design of surrounding natural resources of Tamang 

I. Designation of land topography

Tamang people divided the land topography into three distinct agroecological zones based on the principles of elevation. They classify land topography as lhaa (upper temperate zone), gung  (mid-temperate zone) and rong (lower sub-tropical zone). The 

lha is the highest elevation zone consisting of areas above 1500 meter and it is the temperate zone of Mahabharata range, which fall under the customary land of the community. The gung is a mid-temperate zone and most of the village settlements exploit the resources for the subsistence of the community. The sub-tropical zone of rong (low land) is called the basins of foothills, which is relatively flat land.

The designation of the geographical setting comprising different ecological zones are manifested mainly in the language used for referring to different parts of land within their territory (see figure 5.2). The empirical categorization of the agroecological zones in the present environment is to some extent consistent with the scientific modes of designation of topography.  

Figure 5.2 -  Agroecological zoning: designing of topography


II. Designation of aspects and dimensions of agro-ecological zone

The people designed the aspects and dimensions of ecological zones based on their potentials for use. The designation of agro-ecosystems is of two types namely dipsa (moist) facing northern slope and thasa (dry) facing southern slope. Within these ecological zones, one can also find the hilly terrain in many forms according to its agricultural usage and potentiality as gang (ridge), che (flate), deng, (gentle slope), gang-jo (summit), whang (low land), khop (gorge), ble (slope), and narkong- bra (rocky cliff ). 

In this way they have a particular term for particular place indicated the Tamang is hilly people having deep knowledge in this regard.

III. Designation of agriculture land use

The Tamang people have designed the agriculture land use according to production potentials.  The agriculture land use has broadly designed in six major categories, which are illustrated in figure 5.3. The designation of agriculture land use can be mentioned as: 

1. bu (irrigated land) is found along the river basin and other low altitude areas. In the bu, crops like paddy is grown during monsoon and wheat, maize, potato, and mustard in winter. 

2. whara (rainfed land) is rainfed land found in all three zones of lha, gung, and lhung. Terracing slopes of the Mahabharat range is a sophisticated expression of landscape modification for human use.

3. mrang (marginal land) is usually found at the edges of forests, where ginger, haldi (turmeric), ghaiya (rainfed rice), legumes, taya (calecacia), teme (yam), sakar teme (sweet potato) are cultivated and chilly are cultivated. The mrang supports the additional food grains for their subsistence. 

4. The chhaba-glah (pastureland) is allocated for cattle grazing and contributing a very important role in the house hole economy. The chhaba-glah also provides the materials of manure and fodder for animal. The people of Budhakhani and Phoksingtar VDCs are used the high altitude forests of the Mahabharat as a kharka and kept their cattle and buffalo in summer and monsoon. 

5. so pakha (roofing grassland) is used to collect sho (Typha angustata) grass for roofing purpose. 

6. rhi (forest) is tree covering land. It has a significant role in providing the people with fodder and animal bedding, fuel wood, timber, and agricultural tools like plough, yoke, and handles. The forest is considered as the major source of livelihood of the community.

Figure 5.3 -  Designation of agriculture land use


IV. Categorization of plants

Tamangs of the research site possess a vast knowledge of the life cycle of a plant passing thorough different stages. The growth of plants from germination to aging and death are described in a sequential order such as seed germination, stemming, shooting, sprouting of buds, flowering and seed bearing etc. The plants have significant contribution to their material and non-material culture. They know more than 500 plants including their multiple uses. The folk designation systems of the plants are:

· Utility classification medicinal, ritual, fodder, fuel, food, timber, soap, cloth, paper, dye, ornamental, rope, agricultural tools etc.

· Morphological classification dong (tree), jhang (bush), pothra (shrubs), gugi (climber), and mra (weed) according to rooting structure, height, density, shade potential, location and elevation. 

Apart from the use of plants for economic and productive spheres, the very social fabrics and cultural way of life makes them use the plants in other social customs, taboos, rituals, and ceremonies. Plants form the major natural resource with diverse utilities and roles in terms of subsistence economy as well as the cultural life of the Tamang.

V. Categorization of wildlife

They classify the wildlife based on its utility. The animals are broadly classified into two categories such as shya chapa (carnivorous) and shya achapa (non-carnivorous). The 

carnivores are chyan (Tigers), tawar (cat), and wolf and herbivores are tanki (deer) dumsi (porcupine), rhi dwa (wild boar) etc. They classified the animals as saa kewa (living beings of land), kyui kewa (living beings of water. They also classified animals by its nature as phyangba - flying (birds and fishes), chhyonba - jumping (monkey, frogs), braabaa - walk (mammals those who have two to four legs), bamba - crawling (tortoise), sulbaa - slipping (snake) etc. 

To achieve the dreamed goals and vision of Tamang, they have designed their surrounding natural resource management through classification system. They have linked each of the hills, trees, groves, and places are associated with one of other legends combined with the concepts of its usefulness and religious value to the sentient beings. These ideas underlying in their traditional thoughts and philosophy have emerged from the cultural and religious trajectories of the Tamang history. It is to be stressed that the nature to Tamang cognition is the great source and guide for the creation of meaningful social behavior. The Tamang, as such, believes and perceives the significance and cultural meaning of resources in both physical and psychological sense of their living.

5.1.3.3
Method of natural resource management 

Water, forests, water bodies, and other common properties have been managed under the leadership of social hero - the choho with the help of lama, yhul-jyoho, tamba, labthapa, bombo, and other community members. It was a kind of traditional participatory common natural resources management style specifically forests and pastures land. 

The specific methods of forest resource implementation methods were:

· They appreciate and respect to the roles of choho - chairperson (Tamang clan leader) recognize by thanking the roles of lama, yhul-jyoho, tamba, labthapa, bombo, and other community members. 

· Choho confirmed the participation of lama, yhul-jyoho, tamba, labthapa, bombo, and other community members to protect and use of the forest resources. 

Forest management strategy were:

· The community members had rights to collect the mushroom, vegetable, roots, medicinal herbs, and fodder at any season without any royalty. 

· Bamboo cutting was allowed only in Falgun to Jestha and no royalty was paid. 

· The choho allowed for hunting animal from Falgun to Jestha only no royalty was paid. But they had to offer the head of hunted animal to the choho. They had to take permission from choho for hunting. They also had report to the choho, how many animals they have killed. If they did not report to the choho, they had to pay Sagun with a small pot (equivalent to a liter) of local wine and a coin of 50-paisa to 1-rupee to him.  

· For timber cutting to construct the house, he or she had to inform to the choho and had to offer Sagun. In Sagun, they bring a small pot (equivalent to a liter) of local wine and a coin of 50-paisa and later it went up to five rupees. Then, choho gives the permission to cut the timber for construction of a house.
5.1.3.4
Sustainability of natural resources

The choho was the institution of natural resource management and other institutions such as lama, yhul-jyoho, tamba, labthapa, and bombo were played supportive roles for sustainability of forests, pasturelands and water bodies. 

5.1.3.5
Transparency or forest resource use

The choho organized periodic meeting in coordination of bri-mhi as required told there what has happened about the forest. Whole issues are discussed for clarity that made the transparency in the community. 

5.1.3.6
Accountability of choho and other leaders

The choho was accountability to his defined roles and responsibilities given by others institutions and members. They have maintained their accountability as:

· The other social heroes such as lama, the yhul-jyoho, the tamba, the labthapa, were accountable to the choho and community members by fulfilling their roles and responsibilities. 

· The community members were accountable to the choho and other The lama, the yhul-jyoho, the tamba, and the labthapa. They had to fulfill their responsibility to manage the forests and its use. 

If some one fails to fulfill their roles he/ the meeting of above mentioned social heroes and other community members will punish her. It was the fix system of forests resource management in the Tamang community. 

5.1.3.7
Ownership of the forests and pastures

The choho the lama, the yhul-jyoho, the tamba, the labthapa and other community members were the owner of the forests. They were equally responsible for the management of the forest resources. They had sense of ownership and they cared and shared the forests resources according to they village forest management rules. 

5.1.3.8
Monitoring and evaluation of the forests

The choho, himself made the monitoring and evaluation of the forests. The monitoring indicator was density of trees and based on this he could stop the tree cutting for one-three years. For this, he informs to the villagers and asked them to use other forests.  Participation of the lama, the yhul-jyoho, the tamba, the labthapa and community members were being made for forests management.

The designation of natural resources has seen more scientific and practical for their livelihood sustainability. This designed natural resource management strategy has sustained the life of Tamang in hilly terrains of Mahabharat. Tamang knowledge of natural resource management regime is produced and reproduced through the efforts made by human and nature. The principles of design represent the cognitive domain, which determines resource selection, a better understanding of which could lead to more insight into production behavior. Having used this designing system for resources through generations, they have developed knowledge and practices over certain type of resources. However, the primary guiding factor for management is its utility depending 

upon diverse climatic condition and their livelihood is based on the diverse productive potential of its physical environment. The knowledge acquired on natural resources of surrounding agroecological zones has embedded in their cultural discourse through evolving process. 

5.1.4
Delivery calendar of designed natural resource management

Tamang has developed to implement the culturally designed strategic system plan on natural resource management. 

5.1.4.1
Role and responsibilities on forest and pasture management 

The role and responsibilities of social heroes, and other community members were: 

1. The choho’s role and responsibilities:

· Responsible to protect the forests, pastures, and water sources

· Responsible to mentor of those forests, pastures, and water sources

· Responsible to give the permission for hunting, timber, and bamboo cutting

2. The lama’s role and responsibility:

· Responsible to advice to choho 

· Perform the rituals to protect the crops and animals from the natural calamities 

3. The yhul-jyoho’s role and responsibility:

· Perform the agriculture, forests, and animal production rituals

· Give advice to choho 

4. The bombo’s role and responsibility:

· Manage the medical herbs and perform the human and animal health rituals 

· Participate in meeting 

5. Role and responsibility of community member: 

· Follow decisions of meeting

· Involve in management activities

5.1.4.2
Commitment of leaders and community members

Defined role and responsibilities social heroes, and other community members were clear; everyone must express their firm commitment verbally. They didn’t have any written document such contract letter and memorandum of understanding (MOU). Still their commitment was materialized effectively in the management of natural resources. 

5.1.4.3
Action activities of natural resources delivery

The Tamang had an annual implementation activity calendar for the delivery of designed strategic system plan on natural resources. They didn’t have any written calendar and that was existed in their cognitive domain. They knew when what they have to do. Their activities were categorized into three areas as annual crop activity, annual forest use activity and annual livestock mobility calendars. They implemented their designed resources through these annual activity calendars. Table 5.1, 5.2 and 5.3 demonstrate the annual cropping activity, forest use activity, and livestock mobility calendars of Tamang community. 

Table 5.1 - Annual agriculture crops activity calendar

	S/N
	Activities
	Ba
	Je
	As
	Sr
	Bh
	As
	Ka
	M
	Pa
	Ma
	Fa
	Ch

	1
	Maize
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Rice
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Millet
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Wheat
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Buckwheat
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Mustard
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Legumes in winter & 

Monsoon
	
	
	
	
	
	
	
	
	
	
	
	

	8
	Vegetables
	
	
	
	
	
	
	
	
	
	
	
	

	9
	Yams
	
	
	
	
	
	
	
	
	
	
	
	

	10
	Calacacio
	
	
	
	
	
	
	
	
	
	
	
	


Table 5.2 - Annual activity calendar of forest resources use

	S/N
	Activities
	Ba
	Je
	As
	Sr
	Bh
	As
	Ka
	M
	Pa
	Ma
	Fa
	Ch

	1
	Timber cutting
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Wild mushroom collection 
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Wild vegetable collection
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Hunting
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Fuelwood collection
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Fodder collection
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Bamboo cutting
	
	
	
	
	
	
	
	
	
	
	
	


Table 5.3 - Annual livestock movement calendar

	S/N
	Activities
	Ba
	Je
	As
	Sr
	Bh
	As
	Ka
	M
	Pa
	Ma
	Fa
	Ch

	1
	Upper/cool temperate zone (1600 meter above)
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Middle/warm temperate zone (1200-1600 meter) 
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Lower/sub-tropical zone (900-1200 meter)
	
	
	
	
	
	
	
	
	
	
	
	


5.1.4.3
Reflection and learning  

They have shared their acquired knowledge on natural resource management among the community members in daily life in gathering. They have applied those acquired knowledge on natural resource management in production behavior as trial basis and then they replicate for further. For instance, they share the knowledge on agriculture production, livestock rearing, and forest use (medical herbs, vegetables, fodder etc). This knowledge is evolved through reflection process of natural resource management in Tamang cultural life.  

The modified Four-D model was applied in Tamang cultural context of natural resource management and found it in Tamang community. The study discovered value of their life and life giving forces. Identified their dreams of life and designation of their surrounding 

natural resources. They have operational calendar as a delivery tactics to implement the designed natural resources for their survival. This study also discovered the survival strategy of Tamang community and proves this Four-D frame is existed and applied in Tamang community’s natural resource management regime. The local people through a system of nomenclature understand landscapes and zones use in the southern slope of the Mahabharat range. In this connection, the designed systems have become an adaptive mechanism for the Tamang community of the area. 

5.2
Application of modified Four-D Model in community’s planning

5.2.1
Discovery of life giving forces of the community

5.2.1.1
Past successes development activities of the community

I. Drinking water

Drinking water wells and tanks were constructed at Chanaute, Mahuri Damar, Bhokte Jhora, Manthali, Maruwa Khola, Bhalumara, Khayarsaal, and Sahana villages. This constructed drinking water wells saved two-three hour time of women in a day. The women have been used their saved time for other activities as childcare and income generation activities (livestock and agriculture). 

II. Infrastructure

Infrastructure such as community meeting halls were constructed as:

· Constructed a community meeting hall at Chanaute, ward - 6. 

· Janasramik Women Group constructed another community meeting hall.
· The Local People’s Organization donated furniture to VDC.

III. Institutional development

Established a cooperative society and organized the children into groups as:

· Established a cooperative society

· Organized the children into groups and able to observe the Children’s Day.

IV. Informal education

They run the adult literacy classes and child literacy classes in the village were:

· Successfully run three adult literacy classes at Chanaute, Kundu, and Bhandarchan and 89 villagers become literate. 

· Successfully run the two child literacy classes at Bhandarchan and Teendobhan and 46 children become literate. 

5.2.1.2 Strengths of the community

· 12- groups are functioning and have 124 active members

· 7- technically trained human resource on bee keeping management

· Trained human resources on community development, PRA (participatory rural appraisal), account keeping, sewing/cutting and knitting

· Functioning village health post and practicing continue traditional medical herbs

· Rs. 80,000-90,000 has saved in saving funds of the groups

5.2.1.3
Present state of community’s strengths

The community realized that their present state of the community’s strengths is developing upwards. 

5.2.1.4
Opportunities of the community for future development

Savings Groups:

· to repay the debt of Local People’s Organization

· to increase the savings fund

· to develop village infrastructure

· to mobilize the trained human resources

· to manage the transparency of LPO’s financial, program, information 

· to raise the awareness on child rights

· to strengthen the management of cooperative

5.2.2
Dream of community for five years

The community has dreamed their village is self-sustained, 90% enrollment by girl children in school, 90% household will have sufficient food for entire the year by 2005.  Figure 4.2 shows the dream of the community for five year (2001-2005)

5.2.2.1
Vision of the community for five years

The community has dreamed their vision as ‘a self-sustained community’ for five year (2001-2005), which they want to achieve.  

5.2.2.2
Ultimate goal of the community for five years

The community has dreamed their ultimate goal is ‘70% girl children will be enrolled in school’ by 2005.” It measures the community’s economic development so that it is an indicator. At the same time, more than 80% boy children will be already enrolled in school.  

5.2.2.3
Primary goal of the community for five years

The community has dreamed their primary goal is to have ‘sufficient food grain for entire year for 80% household’. It indicates that they will self reliant on food grain. 

5.2.2.4
Foundation goal of the community for five years 

The community has dreamed their foundation goal is ‘increased agriculture production and cash income’. It indicates that they will be able to increase the agriculture production and cash income for their livelihood.  The Figure 5.4 demonstrates the dreamed vision, ultimate goal, primary goal, and foundation goal of the community.

Figure 5.4 - Dreams of community for five years (2001 to 2005)


5.2.3
Design strategic system plan of the community 

To materialize the dreamed goals and vision, community leaders have designed a strategic system plan. 

5.2.3.1 Objective of strategic system plan of the community

· To increase agriculture production - construct irrigation canals at Aiendanda, Marin Khola, and Shahan to Chanaute for 1200 Bigha land of 1200 households 

· To increase cash income - organize wool knitting, cloth weaving, and bamboo craft skill training 

· To import daily use items as sugar, salt, fertilizer, kerosene etc and to export local products such as ghee/milk, vegetable, medical herbs etc establish a local market.

· To provide potable water for 90% household of village - construct the drinking water wells and taps 

· To increase literacy rate - conduct literacy classes for women and increase school enrollment of both girls and boys

5.2.3.2
Activities of strategic system plan of the community 

Five years activities and indicators have designed for implementation. Table 5.4 shows these activities and monitoring indicators. 

Table 5.4 - Activities of strategic system plan of the community

	Activities
	Monitoring indicators

	Agriculture

· Improvement of crop seeds and manage at village

· Construction of irrigation canals

· Off-season vegetable farming
	90% household will not have debt

	Forestry
· Continuation of existing community forests

· Form new community forestry users’ groups for remaining public barren land

· Organize forest management training
	Public barren land will not be seen and water sources will be increased

	Livestock
· Improvement of local goat, pig, and buffalo breeds

· Improvement of fodder and forage for livestock
	Big and health animals and high heaps of farm yard manure will be seen

	Economic
· Local market to import daily use items as sugar, salt, fertilizer, kerosene etc and export local products such as ghee/milk, vegetable, medical herbs etc 

· Small business and village trade

· Sewing/cutting, wool knitting, weaving, bamboo craft trainings for group members

· Cash crop cultivation
	90% household will not have debt

	Drinking Water
· Construct the drinking water wells and taps to provide potable water for 90% household of village 
	Number of diseases will be decreased and children will be seen cleaned

	Education
· Conduct literacy classes for women 

· Encourage school enrollment of both girls and boys

· Renovate and construct school building at ward 1,4, 5, 6 and 8
	70 % population will be literate

	Health
· Construct a building for primary health care center at ward 6

· Train human resource to manage and process the medical herbs
	Time and money will be saved

	Organizational Capacity Building

· Strengthen existing skilled human resource through training and exposure visits

· Strengthen of networking with VDC, DDC, line agencies and NGOs

· Expansion of savings groups

· Organize capacity building training for group members

· Organize meetings, gatherings, workshops for groups to share on transparency of LPO’s financial, program, and information
	LPO will be able to Tap outside resources and able to better 

management of local recourses


5.2.3.3
Method of activity implementation of community’s strategic system plan  

Participatory and appreciative method will be applied to implement the activities.  The specific methods of activities implementation will be used:

· Appreciate, respect, and recognize the achieved results, contribution experiences, knowledge/ skills, capabilities, commitment, confidence and qualification of group members.

· Confirm the participation of women, children, and other ethnic group members in data collection, program planning/designing, implementation, monitoring, e-valuation, and decision-making. 

· Generate learnings from past success program activities and encourage, inspire, and build the confidence of women, children and other group members.

· Coordinate with VDC, DDC, line agencies, and NGO to get the cooperation in program.

5.2.3.4 Sustainability indicators of community’s strategic system plan 

· Continuation of present savings and credit

· Make responsible of already trained human resource and train new other additional human resource

· Strengthening of current network and expand it 

· Generation of new program activities

· Protection of achieved results and successes

· Continue learning 

· Strengthening of capacity of CBOs and other users’ groups

· Continue strengthening of capacity of LPO and management

5.2.3.5 Transparency indicators of community’s strategic system plan

· Organize regular and periodic meeting, gathering, and workshops for the stakeholders to communicate on program activities 

· Regular and periodic progress report production of program activities and submit to concerned stakeholders

· Circulate financial audit report to the concerned stakeholders and collect their feedback and suggestions

· Make available of necessary information in LPO office for visitors

· Time to time, visit VDC, DDC, and other concerned line agencies and NGO by LPO representatives for coordination and communication

· Invite the concerned stakeholders to visit the LPO office and its working site

5.2.3.6
Accountability of stakeholders in community’s strategic system plan 

LPO, SPACE, and local CBOs accountable to their defined roles and responsibilities as: 

· LPO will LPO will execute the program activities by facilitating the village savings/credit groups, forestry users’ groups, children groups, and other communities for their participation.

· LPO will coordinate with VDC, DDC, SPACE and other concerned line agencies and NGOs.

· LPO will produce regular and periodic reports of program and finance and submit to mention bodies.

· SPACE will provide financial, technical, and managerial supports during the implementation. 

· Savings/credit groups, forestry users’ groups, children groups, and other communities will participate in program by deciding the activities and planning and mobilization of villagers and local materials during the implementation 

5.2.3.7
Ownership of stakeholders in community’s strategic system plan 

Four types of owner stakeholders have identified according to importance (impact) and influence in this partnership and capacity building project.  These owners are:

1. LPO, SPACE, and CBOs are fall under this category according to high importance (impact) and high influence criteria. These owners are closely involved in the project and have the power to control over the project. They are the one, who will be directly affected by or can directly affect the project’s outcome and impact. If one of these owner say ‘yes’ they can do the project and if say ‘no’ they cannot do the project. Therefore, these kinds of stakeholders have full ownership to stop or to implement the project.

2. Community members, women, and children are fall under this second category according to high importance (impact) and low influence criteria. The have low influencing power to the project and they cannot stop the project completely whether they like or not. They can make wonderful contribution to succeed the project, if they like it. Anyway, these owners should bear the impact of project, whether that is positive or negative.

3. VDC, Village intellectuals, teachers, and political figures are third types of owners according to the criteria of low importance (impact) and high influence. If one of these owners does not like the project, they will create pressure or challenge to the project. If these like the project, they will support and help to make the project success. Therefore, LPO and CBOs will have to listen them and invite them as guest participants in workshops, trainings, and gatherings. And also to be recognized their roles, prestige and also maintain certain level of distance to them. It means, LPO and 

CBOs have to be careful with these owners because they have their own interest and they may try to use the project according their own agenda.

4. DDC and concerned line agencies and NGOs are the forth owners according to low importance (impact) and low influence criteria to the project. Their support may be indirect or direct that will help to succeed the project. Therefore, LPO has to coordinate and network with them to get their necessary support to the project. Some time PLO has to pay courtesy visit to them and some time invite them to observe the project activities and also invite them as guest lecturer in training and workshops that will help to make project success. They share the information on project progress and send regular and periodical reports to these owners.

5.2.3.8 Monitoring of community’s strategic system plan

· Monitor the participation of stakeholders and appreciate their contributions 

· Monitor the objective, activity, method, sustainability, accountability, transparency, and ownership indicators during the implementation

· Monitor the process of implementation whether it is moving towards to achieve goals as planned

· Monitor the technical support is getting or not

5.2.3.9
Evaluation of community’s strategic system plan

E-valuation should be done in different phases and steps and after the completion of project according to designed plan. Evaluation will be done as follows:

· Participation of stakeholders will be done whether equitable participation is being made or not. Appreciation and recognition will be made for their contribution

· Evaluate the best practices, performance, and achieved results of the project. 

· Generate the positive lessons and learnings and that can be shared to others and replicate in other parts of the district and country

5.2.4
Delivery of community’s designed strategic system plan 

They have developed delivery plan to implement the designed community’s 5-year (2001-2005) strategic system plan. 

5.2.4.1
Roles and responsibilities of stakeholders 

The role and responsibilities of stakeholders defined for the implementation of their five-year (2001-2005) designed strategic system plan and table 5.5 shows in detail. 

Table 5.5 - Roles and responsibilities of stakeholders

	Activities
	Responsibilities
	Stakeholders

	Agriculture

· Improvement of crop seeds and manage at village

· Off-season vegetable farming 

· Construction of irrigation canals
	· Buy improved crop seeds from District Agriculture Office

· Technical support for off-season vegetable farming

· Technical, social, environmental feasibility survey of irrigation canals
	· LPO

· SPACE, LPO, & CBOs

· SPACE, LPO, & CBOs



	Community Forestry

	· Continuation of existing community forests

· Form new community forestry users’ groups for remaining public barren land Develop community forest management plan 

· Organize forest management training
	· LPO & CBOs

· SPACE, LPO, & CBOs

· SPACE & LPO

	Livestock
· Improvement of local goat, pig, and buffalo breed


	· Funding support to by improved breed of male goat, bull, and male buffalo

· Purchase and transportation 

· Improvement of fodder and forage for livestock
	· SPACE 

· LPO & CBOs

· SPACE, LPO, & CBOs

	Economic Development

	· Develop local market to import daily use items as sugar, salt, fertilizer, kerosene etc and export local products such as ghee/milk, vegetable, medical herbs etc

· Small business and village trade

· Sewing/cutting, wool knitting, weaving, bamboo craft trainings for group members

· Cash crop cultivation
	· SPACE, LPO, & CBOs 

· SPACE, LPO & CBOs

· LPO, & CBOs

· LPO,& CBOs

	Drinking Water
· Construct the drinking water wells and taps to provide potable water for 90% household of village
	· Financial and technical supports

· Purchase and transportation of construction materials

· Construction of drinking water wells and taps

· Organize maintenance training
	· SPACE

· SPACE, LPO & CBOs

· LPO, & CBOs

· SPACE & LPO



	Education
· Conduct literacy classes for women

· Encourage school enrollment of both girls and boys

· Renovate and construct school building at ward 1,4, 5, 6 and 8


	· Financial support

· Organize meetings and gatherings

· Financial and technical supports

· Purchase of roofing sheets and transportation

· Renovation and construction 
	· SPACE 

· LPO & CBOs

· SPACE

· SPACE, LPO & CBOs 

· LPO & CBOs


5.2.4.2
Commitment of stakeholders 

Commitment is being made on defined role and responsibility of stakeholders to implement the community’s designed five-year (2001-2005) strategic system plan. They declared their commitment verbally in public for implementation of community’s designed five-year (2001-2005) strategic system plan. They also developed an 

understanding to signature in memorandum of understanding (MOU) for written documentation. 

5.2.4.3 Action plan of stakeholders 

An action plan of stakeholders for implementation of community’s strategic system plan has developed with indicators for 3-months for the initial phase. After 3-months, SPACE will help to develop next action plan in detail with calendar for 9-months. Similarly, annual activity implementation calendar will be prepared for every year by LPO. Table 5.6 shows the 3-month action plan (June-August 2001) of stakeholders with its monitoring indicators. 

Table 5.6 – Action plans for 3- months

	Activities
	Indicators
	Monitoring
	Responsible person
	Work with whom

	Construction of irrigation canals
	Wetland will be seen in summer

Green plants 

will be seen in summer
	Frequent field visit and 

observe the 

irrigation
	Chair person, secretary and staffs: Dhan Bdr. Sharu & Til Vikram 

Majhi of LPO
	Harka Maya Majhi, Maruwa Self-Help 

Group

	Livestock
	Purchasing of improved male goat, male buffalo, & bull
	Visit animal sheds
	Chair person, Secretary and staffs: Dhan Bdr. Sharu & Til Vikram Majhi of LPO
	Dhan Maya B.K, Maruwa Self-Help Group

	Formation of community forest users’ group
	Forest management plan will 

Developed
	See the forest management plan
	Sukriya Majhi, Dhan Bdr. Majhi and staff: Dhan Bdr. Sharu & Til Vikram Majhi of LPO
	Shyam Bdr. Majhi on Navakali LPO and ranger of 

District Forest 

Office

	Health post building construction
	Building can be seen
	Visit construction site at ward – 6
	Sukriya Majhi, Dhan Bdr. Majhi and staff: Dhan Bdr. Sharu & Til Vikram Majhi of LPO
	Ward-6 chairman and chairman of health post






5.2.4.4
Reflection and learning 

Reflection workshops will organize during and after the completion of community’s strategic system plan implementation to generate the learnings. Learning areas have categorized as 1) managerial, financial, and technical inputs, 2) implementation methodology and process, their 3) participation/contributions of stakeholders, 4) best outputs and results, 5) other best practices. 

5.2.5
Management of the implementation

The community has shown their commitment to manage during the implementation of their designed strategic system plan. The sustainable management dynamics (SMD) will be managed during the program activity implementation. 

· Continue the discovery and rediscovery process of their life giving forces. Recognition and valuation of discovered life giving forces to strengthen the self-respect and feeling of being. It contributes for empowering the community for commitment to create a better future. A better future is a good governance of the community and that leads to social transformation for social equity, justice, and prosperity of village.  

· During the implementation, transitions many occurred due to unexpected human and natural events, which are beyond the control of program activity management team that will be managed through collective efforts of the community members.  

· Similarly, during the implementation, developed new ideas, knowledge, and practices will be managed as learnings through reflection process.  

· This strength based sustainable process of wheel will be continued through participation of community members during the implementation of designed strategic system plan.

The Kalpabrizxya Local People’s Organization has developed an excellent community’s strategic system plan for five year (2001-2005) by using this modified Four-D cycle and innovated tools of AIA.  The community have discovered their past successes, strengths and its present state, and opportunity for future by using the modified by using the discovery cycle. They have developed their five year foundation goals, primary goal, ultimate goal, and vision, which is relevant and practical. 

Similarly, they have able to developed five-year strategic system plan to achieve their goals and vision. They have their objective, activities, methods, sustainability, transparency, accountability, ownership, and monitoring and evaluation with monitoring indicators. It has proved that design framework is practical and simple, which can be done by just literate community members. They also have developed their operational plan and three-month action plan for execution of their designed strategic system plan. This community’s strategic system plan is holistic, integrated, and interlinked the design activities. Applications of these modified Four-Ds and innovated AIA tools are appropriate and useful in local context. 

CHAPTER VI

CONCLUSION
Different development theories and approaches in development realm have been practicing in the last past four decades in Nepal. In this development spectrum, Appreciative Inquiry has emerged as a new development theory and approach in mid 1980. Initially, this approach was applied in the field of 'organized development' and later on it has been applied in the field of community development. It is spreading and scaling up applying widely as a new development paradigm.

Based on practical experiences of grassroots communities of Nepal, I have modified the GEM Initiative’s four-D model. This has its own cycle as past successes, strengths, present state of strength, opportunities of Discovery and foundation, primary, and ultimate goals and its final vision of Dream. Similarly, Design has its own cycle as 1) objective, 2) activities, 3) method, 4) sustainability, 5) accountability, 6) transparency, 7) ownership, 8) monitoring, and 9) evaluation and roles and responsibility of stakeholders, commitment, action, and reflection (evaluation) as a cycle. The modified AIA is useful and practical to strengthen the community’s institutions/ organization, knowledge, strengths, motivation, courageous, confidence, unity, wisdom, resource, management strategy, networking, successes, and experiences for the development of human society. Present development trend has examined and explored the AIA as an alternative development approach and methodology for the sustainable development and appreciative culture. 

Appreciative Inquiry Approach is based on three basic foundations - social constructionist; the 'new' sciences and the power of image. It is the theoretical and research foundations underlying in AIA. The five core principles and five core generic processes of it emerge on this foundation. AIA is known as a positive thinking/ attitude and development approach and appreciates positive quality. It is useful, which works on to strengthen the community’s institutions/organization, knowledge, strengths, motivation, courageous, confidence, unity, wisdom, resource, management strategy, networking, successes, and experiences for the development of human society. 

New innovations have been made to develop new tools. The PSA and AIA ideologies perceive differently the nature and human reality. These ideologies behave separately to respond to the realities according to their perception. AIA: a holistic approaches to community development that describes four different ‘worlds’ categorized by combinations of integrated subjective and objective realities and each of these four worlds, or ‘quadrants,’ (Intentions, Behavior, Culture and Systems) is interrelated with the others and all four quadrants constitute the whole (Pradhan, 1999:3). The subjective and objective worlds are two sides of a same reality. If objective realities change, subjective realities will also change, and vice-versa.

Problem-solving approach verses appreciative inquiry approach planning tool has developed and provided a choice in planning. This tool has made conceptual clarity in planning. The AIA planning process builds and strengthens the community’s self-confidence to gear the future development activities. It emphasizes on sustainability of human self-confidence rather than activities. Participation has clarified in AIA. Problem and strength are two sites of participatory development. Problem stands for solving its causes and effects and strengths stands for increasing existing positive qualities of life. But in reality its not happened and in stead problem has increased. In this context, participation in strengths or positive aspects of community is comfortable and tension free. Participation in strengths enhances, promotes, and strengthens the existing life giving forces of the communities. AIA promotes sustainable development in the communities. 

Sustainable management dynamics (SMD) is another dimension in AIA, which is innovated in the context of Nepal. It is very important tool for sustainable development of grassroots communities. It is a wheel of participatory development processes as discovery of living reality. Recognition of life giving forces generates self-respect and feeling of being governed that determines empowerment to commit for creation of new living world. It focuses good governance for social transformation to achieve the equity, justice and prosperity. These factors are inherent qualities for sustainable development of communities.  

The modified and innovated AIA 4-Ds were applied in research and community’s planning. It shows that the modified model is applicable and practical both in research and development planning. It is a simple framework for research and community 

development and it can be used for further development planning in future. Similarly, newly innovated tools are useful to make the concept of PSA and AIA clear. These tools also help the community members, community development facilitators, planners, researchers, and policy planners understand the sustainable development as a whole rather than fragmented part. These innovated tools are also useful in participation and management.  For instance, application of these discovered the complex system of understanding the natural resources of Tamang community. The identified resources are understood as hse-nhor (wealth) similar to the modern scientific notion of the abiotic and biotic nature. Each hill, tree, grove, and place is associated with legends combined with the concepts of its economics, religious, and aesthetic value. These ideas underlying in their traditional thoughts and philosophy have emerged from the cultural and religious trajectories of the Tamang history. It is to be stressed that the nature to Tamang cognition is the great source and guide for the creation of meaningful social behavior. 

Similarly, application of these tools discovered the strengths of the community. The identified current strengths are understood as life giving and nurturing forces of the community, which is the base for dreaming the future life. Community’s harmony, resources, institution/ organizations, knowledge, experiences, networking, successes etc are the bottom line for the construction of future. Recognition and appreciation of these strengths are increasing the values of the community, which fosters for meaningful dream for future. This dream enforces to design the strategic system plan. And this plan encourages developing an operational plan to implement the designed strategic system plan. It proves, it is a very simple, applicable, practical in Nepalese context. 

These two case studies -research on Tamang cultural context of natural resource management and community’s planning exemplify its usefulness of the knowledge for further application of AIA. In both case studies, the modified and innovated tools of AIA are found simple and useful in research and community development planning. The study of Tamang community has proved that modified four-Ds exist in their livelihood strategy. Similarly, community’s planning has shown these as simple and applicable for sustainable development.  

To conclude, AIA is one of the novel and emerging development paradigms that has provided an alternative development discourse for development and research. Application of AIA is to promote a better understanding and appreciation of the community’s positive 

strengths through improved insights into the total corpus of knowledge of development (Tamang Lama & et. al., 1998:14). Now it has become one of the development approach and methodology in Nepal’s development discourse. In this context, the AIA assumes that increasing of strengths means automatically decreases the negative aspects of other site, which is growing as one of the new trend and an emerging development paradigm for the development of Nepal. Other specific conclusions of this dissertation are as follows:

1. It is a bottom-up and participatory approach.  Its method, tools and techniques are useful and practical for data collection, planning/designing, implementation, monitoring, and evaluation for the self-propelled development of the grassroots communities. 

2. It is useful for individual, family, group, community, and organization to promote and expand the strengths and to make themselves proud of the achievements made on their own initiatives.

3. It inquires above and looks into inner potentials/ capabilities of village or urban community and strengthens to decrease the problems or negative aspects of other site.

4. It builds and strengthens the confidence of ethnicity, women, children, poor, marginalized communities. It appreciates their shared values and promotes and makes the community free from the problem fear.  It discourages dependency to outsider.

5. It gains more without loosing anything substantial in term of strength and time. It provides opportunities to community to experience the impacts of positive development and achievements made by them.

6. It is a holistic, integrated, systematic and initiative methodology in research and development. It’s method helps in setting the development vision/goal and strategy to construct the future living realities.

7. It is appropriate, suitable, matching, well fitted in both research and community development in the cultural context of Nepal. 

8. It is a people centered development and bottom up empowerment process, participatory and appreciative, and strength based approach in development and for bringing up of marginalized communities. To empower the community, they will have to be provided with new vigor and determination.     

9. To make their conceived plan into living reality. It asks communities to make practical plan based on the positive strengths discovered by them so that the end result will be fruitful for them.

10. To determine the possible positive or negative effect of development, it analyzes the community stakeholders before the commencement of development project. 
11. AIA method strengthens self-image, self-confidence, harmony, and solidarity of the local community. 

12. AIA method encourages capacity building to manage the community’s own resources, and transform the society. 

Examining the practical implications of AIA in Nepali context, I therefore recommend that the curriculum of AIA be developed and afforded at M.A. Program of the Faculty of Humanities and Social Sciences, Tribhuvan University of Nepal.
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APPENDIX - I 

A list of organizations and areas of AIA application in Nepal
	 Organizations
	Applied areas of AIA

	The Mountain Institute, a 

American development NGO
	· Eco-tourism development in buffer zones of Langtang National Park in Rasuwa, Nuwakot, and Sindhupalchok

	Pact Nepal, a American 

development NGO
	· Women literacy classes

· Village micro-enterprises

· Organizational management 

· Staff capacity building

· Capacity building of local CBOs and NGOs

· Partnership development

	PLAN Intentional
	· Staff capacity building 

· Organizational management 

	Habitat for Humanity Nepal
	· Organizational management 

· Staff capacity building

· Partnership development

	Lutheran World Federation
	· Organizational management 

· Staff capacity building

	Karuna Management a Nepali 

NGO
	· Organizational management 

· Staff capacity building

· Capacity building training for partners

	LI-BIRD Pokhara a Nepali 

NGO
	· Organizational management 

· Staff capacity building

· Research and program planning and implementation

	Nepal-UK Community 

Forestry Project
	· Organizational management 

· Staff capacity building

· Community forestry program planning and implementation

	SAGUN
	· Organizational management 

· Staff capacity building

· Capacity building training for partners

	The Mountain Spirit
	· Organizational management 

· Staff capacity building

· Capacity building training for partners

	Society for Participatory 

Cultural Education
	· Organizational management 

· Staff capacity building

· Capacity building of local NGOs/ CBOs in Sindhuli

	Bagmati Integrated Watershed Management Project
	· Social audit of program activities in watershed mgt areas of Sindhuli, Kavre, Makawanpur, Lalitpur, Kathmandu, and Bhaktapur districts. 

	Department of Electricity 

Development HMG/Nepal
	· Training manual development for public involvement in Environmental Input Assessment: Process of Hydropower Project

	UNICEF-Save Motherhood 

Project
	· Organizational management 

· Staff capacity building

· Capacity building of local Partners and community stakeholders on health specifically mother health. 

	UNDP - PDDP & LGP
	· Organizational management 

· Staff capacity building

· Local governance program management

· Capacity building of local Partners

	MS - Nepal (Danish 

Voluntary Organization)
	· Partnership and capacity building 

	Voluntary Service Overseas 

(VSO) – a British Voluntary 

Organization
	· Organizational management 

· Volunteers’ capacity building

	Mainstreaming Gender Equity Program/ Ministry of Women, Children and Social Welfare, and UNDP
	· Partnership and capacity building of Five NGOs

· II-nd Phase program planning for capacity building of Caucus and District level Federations of Elected and Nominated Women in VDCs  

	PARDEP - Dhankuta
	· Organizational management 

· Staff capacity building

· Program planning and implementation

	ACAP (Annapurna 

Conservation Area Project) 

Pokhara
	· Staff capacity building for Participatory Action Research on Upper Mustang Biodiversity Conservation Project planning and implementation

	Lincoln School-Kathmandu
	· Capacity building of staffs, guardians, students, management committee members for Five year strategic planning of school

	Save the Children - UK, USA, Norway,  & Japan
	· Child nutrition program in the name of Positive Deviants. 

· Partnership and capacity building of partners

· Program review of Lamjung SCN.

	Dhankuta DDC
	· DDC Member capacity building

· DDC program planning and implementation

	CWIN-Dhankuta
	· Staffs capacity building

· Program planning and implementation

	NGO Federation- Dhankuta
	· Capacity building Dhankuta based NGOs/CBOs

	NEPAN
	· Capacity building of members, Executive Committee Members, and staffs. 

	Seto Gurans
	· Capacity building of Seto Gurans branches.

	Hotel Yak & Yeti
	· Strengthening of best practices of hotel

	CARE International
	· Staff capacity building

· Capacity building of local Partners on planning

	Swiss Development 

Cooperation (SDC)
	· PRA training in the context of Community Forestry for baseline data collection in Dolakha and Ramechhap Districts


APPENDIX - II

Glossary

Tamang 
English
01. dini 
= sun

02. lani 
= moon

03. sapchelung 
= earth

04. lhaabaa 
= air

05. lungsur
= wind

06. dong
= plant or tree
07. nhor 
=  resources

08. lho-khorlo-jhaabaa
= cycle of 12 year counting

09. kyui 
= water

10. hse-nhor
= rifer to money and material

11. khangbaa-laa 
= winter

12. serkaa-laa 
= dry season

13. barkhaa-laa 
= monsoon

14. gyae khelbaa 
= useful 

15. gyae aakhelbaa 
= non-useful 

16. saa 
= land, territory 

17. saapraa 
= soil 

18. rhi 
= forest 

19. gaang 
=  ridge, hills

20. jyomo lung 
= mountain

21. lungsur  
= wind 

22. syong 
= river 

23. mhe 
= cattle

24. mui 
= buffalo

25. raa 
= goat

26. naagaa 
= chicken 

27. dwaa 
= pig

28.  rhi dwaa 
= wild boar

29. lhaa 
= upper temperate zone

30. gung  
= mid-temperate zone 

31. lhung 
= sub-tropical zone

32. ble 
= gentle slope

33. braa 
= steep slope

34. ko 
= low pass

35. chhyaabaa saa 
= plain

36. mraang 
= swidden land)

37. chyuilis 
= peaks

38. mu-thengba 
= thunder

39. bepkar 
= Quercus spp. Tree

40. dipsa 
= moist, north facing slope

41. thasa 
= dry,  south facing slope

42. che 
= flat

43. deng 
= slope

44. gang-jo 
= summit

45. whang 
= low land

46.  khop 
= gorge

48. narkong bra 
= cliff 

49. bu 
= rice fields 

50. whara 
= rainfed land   

51. haldi 
= turmeric

52. ghaiya 
= rainfed rice

53.  taya 
= calecacia

54.  teme 
= yam, potato

55.  sakar teme 
= sweet potato

56. chhaba-glah 
= pasture land

57. lha gothe 
=  refers to temporary grazing land

58. sho 
= Typha angustata - roofing grass

59. rhi 
= forest

60. bra mhendo, daling
= incense plants 

61. dekani, kundasali, chyali,
= wild vegetable

62.  pachyar polo, grang polo
= wild vegetable

63.  pangkyung, kunardap, 
= wild vegetable 

64. kastaya, kopi 
= wild vegetable 

65. Shyamo 
= mushrooms

66. tanki, dishyamo, mharmo 
= mushrooms
67. naka shyamo, bepkar shyamo
= mushrooms

68. maare shyamo 
= mushrooms 

69. karbisa, pulang, mhe pulang 
= wild fruits
60. hakupaku, chutra, kyakar palo 
= wild fruits

61. lakar kyuanba,  katho 
= wild fruits, oak 

62. rhi tem
=wild yam

63.  peng 
= edible frog

64. jhang 
= bush

65.  pothra 
= Shrubs

66. gugi 
= climber, vine

67. mra 
= weed

69. shya chapa 
= carnivorous

70. shya achapa 
= non-carnivorous

71. chyan 
= Tiger

72. tawar 
= cat

73. tanki 
= deer

74.  dumsi 
= porcupine

75.  sa kewa 
= living beings of land

76. kyui kewa 
= living beings of water

77. fyangba 
= flying (birds and fishes)

78. chhyonba 
= jumping (monkey, frogs)

79. braabaa 
= walk 

80. bamba 
= crawling (tortoise)

81. sulbaa 
=  slipping (snake) 

82. choho 
= clan leader (chairperson) 

83. lama 
= religious leader

84.  yhul-jyoho
= land priest 

85. tamba
= historian, speaker

86. labthapa
= home priest

87. bombo
= shaman

88. sagun 
= offering wishes

89. bri-mhi 
= record keeper 
The DNA of AI:





The five core 		The five generic processes


principles		


a. Constructionist	* Choose the positive as the focus of inquiry


b. Simultaneity	* Inquire into stories of life giving forces


c. Anticipatory 	* Locate theses that appear in the stories and select      topics for further inquiry 


d. Poetic	* Create shared images for a preferred future


e. Positive	* Find innovative ways to create that future





Choose the positive as the focus of inquiry





Inquire into of life giving forces





Find innovative ways to create that future





Create shared image


For a preferred future





Locate themes that appear in the stories and select topics for further inquiry





Appreciative Inquiry





Is scientific theoretical





Is metaphysics





Is normative





Is pragmatic





Seeks socio-rational knowledge


(interpretive)


 





Seeks appreciative knowledge of miracle of organizing





Seeks practical knowledge





Seeks knowledgeable action





Grounded  observation


 





Vision logic





Collaborative dialogue and choice





Collective experimentation





Best of “what is”


 





Ideals of “what might be”





Consensus of “what should be”





Experiencing of “what can be”





An action research model for a humanity significant generative science of administration





Paradigm 1: 


Action research assumption:


Organization is a problem to be


solved





Paradigm 2: 


Action research assumption:


Organization is a mystery to be embraced








'Felt need' 


Identification of problems





Appreciating and valuing


The best 'What is'





Analysis of causes





Envisioning 


'What might be'





Analysis of possible solutions





Dialoguing


'What should be'





Action planning 


(Treatment)





Innovation


'What will be'








Discovery


 (Appreciating that which gives life ?)








Dream 


 (Envisioning Impact)





Delivery 


(Sustaining the change)





Design 


(Co-constructing the future)





Initiate


*Introduce key stakeholders to AI





* Create temporary project structures


(Sponsor team, core group)


and educate sponsor team and core group in AI theory and practice





* Determine overall project focus /topic





* Develop preliminary project strategy (timing, participation, resources etc.





Innovative





* Engage maximum possible number of organization members in conversations that enable exploration of  and commitment to whatever actions, new roles, relationships (i.e., the social architecture of the organizations)   are seen as being important to support implementation of the provocative proposions





* Implement the design changes using an AI progress review processes





Imagine





* Collate and  share interview data and pull out themes ( life giving forces)





*Develop provocative propositions (a grounded vision of he desired future)





* Consensually validate provocative proposions with as many members of the system as possible











Inquire





* Conduct generic interviews (this may also be done in he “intimate” phase as part of core group and sponsor team education





* Develop customize interview protocol; pilot and revise protocol (often this is the core group with as much involvement by the steering committee as possible)





* Maximum possible number of client system members is interviewed





Four "D"


Model





Discovery





Dream





Design





Paradigm 2


Action


Research





Appreciating:


"Valuing the


Best of


What Is"





Envisioning:


What


Might be





Dialoguing:


What


Should be





Innovating:


What 


Will be





Four "I"


Model





Initiate





Inquire





Imagine





Innovate





The Five Generic


Processed of Al





Choose the


Positive as the


focus of inquiry





Find innovative


ways to create


that future





Inquire into


stories of


life-giving forces





Create shared


images for a


preferred


future





Locate themes


that appear in the


stories and select


topics for further


inquiry





Delivery





Past Success Stories





 Opportunities








Discovery





Strengths 





Present State 





Foundation goal





Primary goal





Ultimate goal





Vision





Dream








Accountability





    Monitoring


   &


    Evaluation








Ownership








Activities








Methods








Transparency








Sustainability








Objective





Division of Roles & Responsibilities





Commitment





Action








Reflection 








Monitoring





Organization





Behavior





Not having 


Not working 


Not functioning


Not existing 


Not living 


Not happening


Injured system














Alive 


Functioning


Working 


Happening 


Existing 


Having


Living system











PS Approach





AI Approach





Ideology -perceived reality





Ideology -perceived reality





Organization





Behavior





Failure 


Broken


Entrust


Unsuccessful


Weakness


Bad


Not encouraging


Pessimism





Dynamics


Not broken


Trust


Successful


Confidence


Good 


Encouraging


Optimism





ACTUAL REALITY





Problems


Weakness


Flaws 


Failure


Suffering


Broken


Threats








Not having


Not working


Not functioning


Not existing


Not living


Not happening


Injured Reality








Solve the problems


Eradicate the problems


Cure the problem


Treat the problem 


Deal with problems


Fixing of Broken


Erase the Problem








To identify problems





To analyze system





To behave





Strengths 


Resources, 


Organization, 


Experiences, 


Ideas and knowledge, 


Self-confidence


Other living power


Practices








Having


Working


Functioning


Existing


Alive


Happening


Living Reality








Enhance, promote, strengthen, and empower the present life giving forces to bring happy and prosperity in community. 








To identify strengths





To analyze system





To behave





CONTINUATION





TRANSITION





NOVELTY





MANAGEMENT





SOCIAL EQUITY, JUSTICE, 


AND PROSPERITY





SOCIAL TRANSFORMATION





GOOD GOVERNANCE





COMMITMENT TO CREATE A NEW LIVING WORLD





EMPOWERMENT





SELF-RESPECT & FEELING OF BEING RECOGNIZED





RECOGNITION OF LIFE GIVING FORCES





DISCOVERY OF LIVING REALITIES





Peace &


happy life





Living in harmony with the nature 





Sufficient grains for entire year 





Sustainable natural resource management








Foundation goal





Primary goal





Ultimate goal





Vision





Agroecological zone





dipsa - northern slope


(moist or shed)





thaasa - southern slope


(dry or sunny)





lhaa - upper temperate zone





gung – mid-temperate zone





lhung –sub-tropical zone





Designation of agriculture land use





Bu 


(irrigated land)





Whara


(rainfed land)





Mrang (marginal land)





Chhabaglah (pasture land)





Sho Pakha (roofing grassland





Rhi


(forest)





A self-sustained community





70% enrollment by girl children in school





Sufficient food grain for entire year for 80% HH 





Increased agriculture production and cash income








Foundation goal





Primary goal





Ultimate goal





Vision








1 At its inception, the idea that someday Appreciative Inquiry would become a major approach to change in human systems was far from the minds of its two most central ‘parents,’ David Cooperrider and Suresh Srivastva of Case Western Reserve University (Watkins and Mohr 200:15)





2 Wolfgang Sachs : Zur Archaologie der Entwicklngsidee (On the Archaeology of the Development Eden). The term ‘west’ is generally used to indicate the culture and ‘north’ is used to indicate the development.  
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