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A summary of the approach

Conflict workers

Dialogue

Conflict theory

Conflict practice

This summary follows the logic of the Table of Contents. There
is another summary, “The Transcend Method at a Glance”.

I. The conflict workers (peace workers) apply for mem-
bership in the conflict formation as outside parties. Creden-
tials: as fellow human being, bringing in general conflict
knowledge and skills, with compassion and perseverance, and
no hidden agendas.

II. Dialogue exploring the conflict, with one party at the
time, is the tool; with no effort to “win”/persuade, but an
ongoing brainstorming process, sharing time, questioning and
answering equally, being honest, outspoken, tactful, careful
and “normal”. Respect for the conflict dialogue partners is
essential: for them the conflict is deadly serious, they have
suffered, are often highly educated, knowledgeable, experi-
enced, but trapped in and by the conflict, seeing no way out.
In return, demand respect/equality from them, as condition
for joint, good work. For conflict/peace workers to be gen-
uinely new to a conflict avoid specialization on conflict parties
and issues. Aim at quality of dialogue, and involvement, not
only “high level” (nos. 3-5 from above may be useful); treat
everybody well regardless of level; each one of many dia-
logues is the dialogue. The setting can be anywhere, also
“high level” offices, but open-ended time is best. Avoid record-
ing/notes, unless agreed.

III. Conflict Theory: conflict both as Destroyer and Cre-
ator, as potentially dangerous both now and in the future
because of violence and as a golden opportunity to create
something new.

Iv. Introduce empathy, nonviolence, creativity into con-
flict practice: understanding conflict partners from the inside,
feeling their logic, identifying valid goals and nonviolent
approaches to attain them, eliciting from all parties joint cre-
ativity to find ways of transcending the incompatibilities.
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V. Violence theory: Direct, structural and cultural vio-
Violence theory lence, hurting directly, indirectly, and the culture that justifies.

VI. Violence practice: Identify roots of violence in cul-
Violence practice tures, structures, actors and untransformed conflicts; early
warnings.

VII. There is no alternative to transformation: changing
Transformation violent attitudes/behavior, applying creativity to contradic-
tions.

VIII. Peace dialogues: explore diagnosis, prognosis, and
Peace dialogues therapy together. Avoid linearity, keep dialogue flowing back
and forth. Sequence: past therapy (what went wrong when,
what could have been done) — prognosis — diagnhosis —
future therapy. Sow seeds, ideas. Expose old codes of state-
system/nation-system; positive images for Conflict the
Creator and negative images for Conflict the Destroyer;
emphasizing joint roles in developing new codes; preparing
parties for some day meeting “at the table”.

IX. Conflict transformation can then, in principle, happen
Conflict transformation at all levels of conflict, global, social, and inter/intra-personal
(macro, meso, micro).

X. Peace transformation also presupposes a peaceful
Peace transformation context as provided by peace education/journalism, the con-
tinuation of the work after violence, and readiness to reopen
peace agreements.
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The manual consists of 50 units divided into ten blocks of five
units; separated in the Table of Contents.

I CONFLICT WORKERS 5 units 1-5

II DIALOGUE 5 units 6-10
III CONFLICT THEORY 5 units 11-15
IV CONFLICT PRACTICE 5 units 16-20
\' VIOLENCE THEORY 5 units 21-25
VI VIOLENCE PRACTICE 5 units 26-30
VII TRANSFORMATION 5 units 31-35
VIII PEACE DIALOGUE 5 units 36-40

IX CONFLICT TRANSFORMATION 5 units 41-45

X PEACE TRANSFORMATION 5 units 46-50

First, conflict workers are introduced, with personal and social
profiles, exploring relations to the conflict parties.

Then follows the major conflict worker tool, the dialogue, as
conversation, brain-storming; very different from debate.

Conflict is introduced by exploring such basic concepts in con-
flict theory as attitudes, behavior and contradiction.

This is related to the conflict worker through conflict practice
concepts like empathy, nonviolence and creativity.
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As violence may enter, basic concepts in violence theory like
direct, structural and cultural violence are explored.

This is related to the conflict worker through violence practice
in diagnosis, prognosis and early warning.

The central thesis is that in order to prevent violence, and
develop the creative potential of a conflict, there has to be
transformation, the meaning of which is then explored.

To bring about this the conflict worker proceeds to a focused
peace dialogue; including a socio-analysis.

The goal of the whole Exercise, conflict transformation, is
explored at global, social and inter/intra-personal levels.

For peace transformation the conflict context has to be brought
in through such measures as education and journalism.

The manual moves on two tracks. One track brings in the con-
flict worker, the dialogue tool and the transformation task; the
other track focuses on conflict and violence, in theory and
practice. The two tracks meet in conflict and peace transfor-
mation.

I III
Conflict workers CONFLICT THEORY
II IV
Dialogue CONFLICT PRACTICE
VII \Y
Transformation VIOLENCE THEORY
VIII VI
Peace dialogue VIOLENCE PRACTICE
7 ~
IX
CONFLICT TRANSFORMATION
X
PEACE TRANSFORMATION
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Points for the trainer; with a flow chart*

(*Of course, the trainer/resource person and the participant may be the same person, engaging in

self-training.)

4

A suitable point of departure may be the Flow Chart (page 4)
giving structure to the Table of Contents. Use both as trans-
parencies, asking the participants to trace arrows on the Table
of Contents. The basic point is the distinction between “the
problem” — conflict and violence — the bottom track, and the
upper track, “what to do about it” — dialogue, dialogue for
peace, transformation — ending with conflict and peace trans-
formation. To this could then be added A Summary of the
Approach, as a transition to:

The one page version, The Transcend Method at a Glance, with
real life examples. As an example of an example, the exercise
that was used when this manual was tested in 1997 is
included: The Lima Hostage Crisis. It ended with the attack on
April 22, 1997, 126 days later, liberating all but one of the
hostages, killing all the Tupac Amaru, at the loss of two of the
commandos. The point about the exercise is to have an alter-
native vision of what might have happened, given that few
seem to have been really happy about the outcome. The
example serves to illustrate the distance between some cur-
rent practices, and more desirable processes and outcomes.
To what extent that process/outcome would also have been
feasible is a good discussion topic. The trainer might like to
add or substitute another example to get a good discussion

going.

Conflict Theory and Practice: A Perspective is the basic intro-
ductory document. Use transparencies for the Phase I-III
Diagram often, with reference to the tasks in each phase.

Creativity, Transcendence and Conflict Transformation can be
discussed anywhere during the training, but particularly in
connection with Units 19, 20, 34 and 45.

The bulk of the Trainer’s Manual is the commentary with Exer-
cises on the bulk of the Participants’ Manual: the 50 Units.
The Participants’ Manual is to the left, and the

to the right for each unit.
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A happy message: there is a short, only 15 units, version of
the manual: Units 1, 5, 6, 7, 11, 12, 15, 16, 22, 38, 46-50.
This introduces conflict workers and dialogues (2 units each),
conflict theory (3 units) and conflict practice (1 unit), then vio-
lence theory (1 unit), peace dialogues (1 unit) and ends with
peace transformation (all 5 units). You might like to try this
first, and then add the other units.

Estimates of time needed for the TRANSCEND Method training:

B the long version, unabridged: two sessions a day for one
week; covering one block each session, spreading introduc-
tory material.

B the short version, abridged: four sessions over two days;
one for introductory material, then five units for each ses-
sion.

B the mini-version, two sessions, “The Transcend Method at a
glance: a two-page version”, with an example; and “Points
for the trainer”, with a flow chart.

B the micro-version, one session only, "“The Transcend Method
at a glance: a one-page version”, with an example. Hope-
fully participants will read more.

Two Tales: About Camels, Numbers and Many Things: Any time!
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The Transcend Method at a glance:
a one-page version

following Hindu thought, remember:

Basic Premise 1 Conflict the Destroyer and Conflict the Creator; conflict as a source of violence
and conflict as a source of development. The conflict worker has the third role as
Preserver, transforming the conflict by avoiding violence, promoting development.

following Buddhist thought, remember:

Basic Premise II Codependent origination, everything grows together in mutual causation. Conflicts
have no beginning and no end, we all share the responsibility; no single actor (like
statesmen) carries all the responsibility (monopoly) and no single actor carries all the
guilt.

following Christian thought, remember:

Basic Premise III Ultimately, the responsibility for conflict transformation lies with individuals and their
individual responsibility and decisions to act so as to promote peace rather than vio-
lence, and the principle of hope.

following Daoist thought, remember:

Basic Premise IV Everything is yin and yang, good and bad, there is the high likelihood that the action
chosen also has negative consequences and that action not chosen may have posi-
tive consequences; hence the need for reversibility, only doing what can be undone.

following Islamic thought, remember:
Basic Premise V The strength deriving from submitting together to a common goal, including the con-
crete responsibility for the well-being of all.

following Judaic thought, remember:
Basic Premise VI The truth lies less in a verbal formula than in the dialogue to arrive at the formula,
and that dialogue has no beginning and no end.

These points from world religions have inspired the following process:

Map the conflict formation: all parties, all goals, and all issues;
Bring in forgotten parties with important stakes in conflict;
Have highly empathic dialogues with all parties singly;

Each conflict worker may specialize on one conflict party;

In these dialogues identify acceptable goals in all parties;
Bring in forgotten goals that may open new perspectives;
Arrive at over-arching goals acceptable to all parties;

Arrive at short, evocative, goal-formulations;

Help define the tasks for all parties with that goal in mind;
disembedding the conflict from where it was,
embedding it elsewhere,
bringing in forgotten parties, goals;

DEEECNBEDNE

Verify how realizing that goal would realize parties’ goals;
Help parties meet “at the table” for self-sustaining process;

Withdraw from the conflict, go on to the next, being on call.
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The Transcend Method at a glance:
an example

The Lima Hostage Crisis: A Possible Conflict Transformation
The takeover of the Japanese Embassy in Lima, Peru, took place

17 December 1996. There are at least six parties to the con-
flict, and their main goals appeared to be as follows:

MRTA (14 guerrillas);

'

m release of up to 450 MRTA prisoners (ultimately reduced to 30)
m to continue the armed struggle, “from the jungle”.

(the others were released),

to be released, unharmed.

(President Fujimori),

n H
|

m not to yield to terrorism, not releasing prisoners,
m release of the captives, unharmed.

H

m to be released,
m to continue the struggle.

A

H
|

that Peru’s government, in fact nobody,
m yields to terrorism,
m release of the captives, unharmed.

4
m release of the captives, unharmed,
m respect for Japanese extraterritorial rights,
m no violence.

A

m “Peruvian society” in search of ways to abolish misery,
m “World public opinion” in favor of all the above.
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The overarching goal could be reducing/abolishing misery, and
if all parties yield a little they could all find their place:

disarms, joins the political process in a
democratic society, with access to media and elections.

The are released, finding ways in which they could
contribute to misery abolition.

improves prison conditions and
shortens sentences, giving training in village/social work,
accepts MRTA as a nonviolent movement, and steps up misery
abolition.

accept training in the prisons as village
workers/social workers, and pledge to disarm.

makes funding/expertise available for
misery abolition projects.

makes funding/expertise avail-
able for misery abolition projects, and holds future Emperor’s
Birthday receptions at multi-exit hotels.

To achieve this four bilateral talks would also be useful:

cfo§-ff >

Direct negotiations between MRTA and Peruvian government.

Direct negotiations between Prisoners and the Government.

Captives and Prisoners meet and form joint pressure group.

MRTA and Captives conduct dialogues on Peruvian society.

And mediators trusted by the parties (Fidel Castro, the Pope).
And pressure from “Peruvian society” and "World Public Opinion”.
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Conflict theory and practice: a perspective

Nonviolence
(physical and verbal violence)
Behavior

B

A C

Attitude Contradiction
(hatred, distrust, (blocked, stymied)
apathy) Creativity
Empathy

Life-cycle of a conflict

A conflict has its own life cycle; almost like something organic.
It appears, reaches an emotional, even violent climax, then
tapers off, disappears — and often reappears. There is a logic: —
individuals and groups (such as nations and states) have goals:

B goals may be incompatible, exclude each other, like two states
wanting the same land, or two nations wanting the same
state;

B when goals are incompatible a contradiction, an issue, is
born;

B any actor/party with unrealized goals feels frustrated and
more so the more basic the goal, like basic needs and basic
interests;

B frustration may lead to aggression, turning inward as atti-
tudes of hatred, or outward as behavior of verbal or physical
violence;

B hatred and violence may be directed toward the holders of the
goals standing in the way, but it is not always that “rational”;

B violence is intended to harm and hurt (including oneself), and
may breed a spiral of counter-violence as defense and/or
revenge;

B that spiral of hatred and violence becomes a meta-conflict (like
meta-stasis relative to cancer), over the goals of preserving
and destroying.

In this way, a conflict may almost get eternal life, vexing and
waning, disappearing and reappearing. The original, root, conflict
recedes into the background like when Cold War attention
focused mostly on such means of destruction as nuclear missiles.

Conflicts may combine, in series or parallel, into complex conflict
formations with many parties and many goals, because the same
parties and/or the same goals are involved. The elementary con-
flict formation with two parties pursuing one goal is rare, except
for pedagogical purposes, or as the polarized products of hatred
and violence leading to simplified conflict formations. The normal
conflict has many actors, many goals and many issues, is com-
plex, not easily mapped, yet that mapping is essential.

The life-cycle of a conflict may be divided into three phases,
before violence, during violence and after violence, separated by
outbreak and cease-fire. This does not imply that violence is
unavoidable, or that conflict = violence/destruction.

A B C
CONFLICT | wmmmm | ATTITUDE _I_ BEHAVIOR _I_ CONTRADICTION

(hatred)

(violence) (issue)
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The Diagram may look formidable, but is actually quite simple.
On the horizontal axis is time, in the Greek sense of khronos,
time that flows, physical time. But then there are two kairos
points, time that stops, time that punctuates the flow of time: the
outbreak of violence and the cessation of violence, the cease-fire.
No doubt these are important events.

But there was also conflict before the violence broke out. Four
foci for conflict work have been indicated: violent cultures that
legitimize violence, like machismo; violent structures that
exploit, repress and alienate people; violent actors, bullies, with
no concern for the hurt and harm these three cause; and: how
they combine into basic conflicts that are in addition left unat-
tended.

The Table then indicates what to do in the three phases. This
manual focuses on Phase I, with some remarks on II and III.




1. Before violence
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To describe this as the “prevention” phase to avoid violence is
very cynical. A basic conflict is enough reason in itself for seri-
ous attention. People are already suffering. Moreover, a con-
flict is also an invitation for the parties, the society, the whole
world to move ahead, taking the challenge presented by the
issues head-on, with an attitude of empathy (with all par-
ties), nonviolence (also to stop the meta-conflicts from
developing) and creativity (to find ways out).

The task is to transform the conflict, upwards, positively,
finding positive goals for all parties, imaginative ways of com-
bining them, and all of this without violence. It is the failure
to transform conflicts that leads to violence. Each act of
violence can be seen as a monument to that human failure.

The diagram suggests four foci for conflict work in Phase I Vio-
lence may be rooted in violent cultures that justify violence; in
violent structures (of repression, exploitation and alienation,
of keeping apart people who want to be together or too close
those who want to be apart); and in violent actors attracted by
violence (to show prowess, to gain power) and by hatred (to
build their own identity against other groups). As hatred and
dispositions to violence increase, empathy, nonviolent
approaches and creativity are even more needed, but in a
deeply polarized conflict formation such talents are given less
chance. However, never forget the conflict, those goals that
stand in each other’s way. Those conflicts bring together the
violent cultures, the violent structures and the violent actors;
any inattention carries increased harm and hurt in its wake.

A concrete example: Turkish “foreign workers” (often they are German
citizens), in Germany. A minimum four-foci program:

A focus on
the cultures

A focus on
structures

A focus on
actors

We are generally speaking of cultures of hard nationalism,
demanding “Germany for Germans, Turkey for Turks”; and
cultures of violence: conflicts are not to be solved, in a way
satisfactory to all parties, they are there to be won. To chal-
lenge such cultures is necessary, but will take much time.
Missing peace cultures have to be substituted.

There is usually a combination of exploitation and excessive
closeness. Missing peace structures, like a Council for Inter-
group Relations where nations can meet and solve issues
before they become even more intractable because of violence
spirals, will have to be introduced.

Sometimes they can be identified because they themselves
announce their readiness to use violence. Take them seriously,
engage them in dialogues about all aspects of the situation.
Neglecting them will make them more intractable. If violence
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A focus on
the conflicts

occurs then a judicial process keeping them in prisons is insuf-
ficient. The dialogue has to continue, if not with victims or
their families, then with others of the same nation.

The issues may include scarcity of schooling, housing and
jobs, and threats to identity. Obviously, any country’s capacity
to receive foreigners has an upper limit. A ceiling is not neces-
sarily a concession to hard nationalism, nor is increasing a
country’s capacity a concession to pressure from the outside.

An identity based on hard nationalism is more problematic. In
our shrinking world there is only room for soft nationalisms,
filled with respect and curiosity about the Other, and with
capacity to enter into a dialogue.

The general task is clear: to bend the conflict process upward,
into the “peace region”, by making cultures, structures and
actors more peaceful so that conflicts can be handled without
violence. The whole conflict syndrome is transformed and
embedded in the upper half of the Table, where it should be.

Concretely a focus on peaceful cultures may bring in the
human rights tradition, and the focus on peace structures
calls upon the democratic tradition. Both are useful exam-
ples of broader approaches. But they are not unproblematic,
for instance because of cultural differences. They fit better in
Western I-cultures with high emphasis on individualism, indi-
vidual rights and individual minds, voting in elections and then
being counted for majority rule. They fit less in we-cultures
with high emphasis on groups (clans, tribes, nations), collec-
tive rights and dialogues to consensus.

A focus on peaceful actors may bring in more women, and
more actors in the religious/intellectual or merchant tradi-
tions, less in the aristocratic/warrior tradition. This may serve
to mobilize sufficient empathy, nonviolence and creativity to
transform the conflict; whether this comes about through dia-
logues with all parties separately, or through direct dialogues,
“at the table”.

Structural violence may be as bad as, or worse than, direct
violence. People die or lead miserable lives because they are
politically repressed, economically exploited or deprived of the
freedom to be close to those with whom they identify or forced
to be close to those they do not like. To refer to this as “early
warning” of direct violence to come is, as mentioned, cynical
and disrespectful of the suffering already there. The direct vio-
lence should be seen as too late warning of unbearable struc-
tural and cultural conditions, exploited by cynical actors.

But the MDCs originally developed by producing themselves,
as import-substitution. Imports to reduce the deficits become
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like transplants that may not take hold and are rejected after
some time. And any import means more resources for some
people and less for others. Conflicts are bound to arise; and
the friction and possible violence may more than cancel any
material gains made because of inattention to culture and
structure.

The widely recognized Human Development Report by UNDP
measures a wide variety of factors — including: economy, con-
sumption, health, education, gender, environment, access to
communication and information, military spending and food
security — to arrive at an overall comparison of human devel-
opment globally. This laudable report, however, does not con-
sider measures of social peace: whether persons in the
countries examined live in fear of direct violence: from repre-
sentatives of the state (e.g. violent police or judicial system
which authorizes capital punishment); from their neighbors
(e.g. ethnic conflict and crime rate); or family members (e.g.
tolerance of violence against women). The 1998 edition has an
index of state accession to human rights instruments, but no
measures of compliance. To measure “freedom from fear”, it
may be useful to consider rates of imprisonment, violent crime
and intra- and inter-national military aggression.

A more basic definition of development may read as follows:

development is the building of conflict transformation capacity.

Reduce cultural violence through work done in schools, deglo-
rifying and demystifying violence, adding how to handle con-
flicts with empathy, nonviolence and creativity.

Reduce structural violence through the 1966 human rights
conventions against repression (political and civil rights) and
exploitation (economic, social and cultural rights).

This is not a substitute for the economic development men-
tioned above. But after some cultural and structural recon-
struction a society may be ready for more meaningful
economic development. Projects that could improve the liveli-
hood of millions could be better rooted. So Phase I should
include the 3 R's, resolution, reconstruction, and reconcilia-
tion, not waiting for violence to strike, or for violence to end.
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I1. During violence

During violence, the primary task, is of course, to stop the vio-
lence, because it is bad in itself, and because it makes the
original conflict more intractable. First some reflections on why
human beings make the Phase I to Phase II transition.

The first answer comes out of the original, root, conflict:
violence is used to incapacitate the other party(ies) so as to
impose one’s own goals. This is sometimes called a “military
solution”, an oxymoron if the word “solution” means “accept-
able”.

The second answer also comes out of the original conflict but
is less rational: aggression because of frustration, of being
blocked by somebody; violence out of hatred.

The third answer comes out of meta-conflict logic: conflict as
an opportunity to gain honor and glory by winning; and to
show courage and gain honor and dignity through violence
even when not winning.

The fourth answer also comes out of the meta-conflict:
violence as revenge for violence suffered, now or in the past.

These are four important reasons to be taken very seriously.
At no point, however, is there any assumption to the effect
that violence is in human nature, like the drives for food and
sex. The latter are found all over where there are humans, in
space and time. The drives may be suppressed, but that only
proves the point about their universality. Violence is there all
the time as a potential, but that potential is only activated
when:

m a basic conflict is left unattended (a negative cause!), with-
out empathy, nonviolence and/or creativity, to impose an
outcome, or out of frustration; or

m the culture justifies the transition from conflict to meta-
conflict as an opportunity to win, gaining honor through
violence; or justifies violence as a compensation for vio-
lence.

The conclusion is clear: basic conflicts, like basic wounds,
should not be left unattended, nor should violence be justified.

However, violence does not last and spread forever; if it did
there would be no humans around. Violence abates, for
instance because belligerents run out of:

m means of destruction (hardware/weapons,
software/people);

m targets to destroy (material, people);
m willingness to destroy (less “fighting spirit”, more disgust);
m the hope of winning; the parties predict the same outcome.
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Waiting for this to happen, “they are fed up, ready for the
table”, means sacrificing people, in our era women and chil-
dren. Rather, these are four ways of terminating violence:
through embargoes on weapons and mercenaries; evacuating
people and removing targets (scorched earth tactics); demor-
alizing soldiers by clarifying visible and invisible consequences
of violence so as to induce conscientious objection; pointing
out that in the longer run all parties lose because of the spi-
raling violence.

But there is also the fifth possibility of intercession between
the parties. If the concern is with peace by peaceful means
this opens for Chapter 6, but not for Chapter 7, operations
under the UN Charter. What is suggested in the Table is that
peacekeeping operations could be improved by calling on
expertise not only in the means of violence and the military
mentality, but also in police skills, nonviolence skills and medi-
ation skills.

Since women would tend to relate more to people than to
hardware they could perhaps constitute 50% of the units.
Moreover, the numbers should be vastly increased. In short, a
blue carpet of peace-keepers, not only blue helmets, should
be created that is so dense that there is little space left for
fighting. This peacekeeping would not wait till the violence is
“over”, but would also include the “3 Rs"”: reconstruction,
reconciliation and resolution. Recasting the definition of
peacekeeping to include more than only the “blue helmets”
recognizes the contribution to peace made by countless actors
in local, national and international NGOs, civil society organi-
zations, journalists and political actors. Financial cost of
increasing civilian involvement in peacemaking and peace-
keeping is significantly less than the cost of international mili-
tary and police involvements. (In the Somalia operation, the
military security expenditures were estimated at 10 times the
civilian humanitarian inputs.)
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III. After violence

Reconstruction
After Violence:
An Overview

Reconciliation
After Violence:
An Overview

After violence, the relief that violence is over may make
people blind to the invisible, long-lasting consequences of vio-
lence (such as traumas and desire for more glory and
revenge), and blind to how cultures, structures and actors
may have become even more violent. The task is more difficult
and more complex than before the violence. The mere task of
reconstruction after the violence, rehabilitating the wounded
and rebuilding after material damage, may be so difficult that
reconciliation to solve the meta-conflict and resolution to
solve the original, underlying conflicts are forgotten or post-
poned, even forever.

The tasks to be engaged in are formidable:

m Rehabilitation: the trauma and collective sorrow approach
m Rebuilding: the development approach

m Restructuration: the peace structure approach

m Reculturation: the peace culture approach

The exculpatory nature—structure—culture approach
The reparation/restitution approach

The apology/forgiveness approach

The theological/penitence approach

The juridical/punishment approach

The codependent origination/karma approach

The historical/truth commission approach

The theatrical/reliving approach

The joint sorrow/healing approach

The joint reconstruction approach

The joint conflict resolution approach

The world is poorly equipped for most of these tasks.
The ho'o pono pono approach

There is an “Executive Outcomes” for violence, but not for
undoing violence. And there is a simple reason why this is so
important. The expression “after violence” is too optimistic. Do
nothing about the roots of a basic conflict, no conflict transfor-
mation, and the violence will be reproduced when the horrors
of the last violence are no longer in conscious, “only” in the
subconscious memory. And “after violence” easily becomes
“before violence”.
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Conflict Outcomes and
Conflict Processes

Exercise: a table, on the table an orange, two kids seated at the table; what happens? As many
ideas as possible, please! And don’t be arrogant, most people manage at most 8 of 16:

Figure 1 : Conflict — The five basic outcomes

[1,21

A2 prevails

A2

\ ( A=actor, G=goal )

G2

[5] Transcendence

[4] Compromise

[3] Withdrawal G1

L

[1,2]
Al prevails

Al

The diagram (see Unit 14 below) presents the five general types of outcomes in a conflict with two
parties. Here [1] and [2] are the same; they both mean that one party prevails. In a concrete con-
flict each general type has several specific interpretations:

[1,2]

[3]

[4]

[5]

One Party Prevails

The Rule of Man: Fight it out, might is right (to be avoided)

The Rule of Law: Adjudicate, some principle (like need, taste)

The Rule of Chance: Some random method

Compensation: Broadening (triangle), deepening (double conflict)
Withdrawal

Walk away from the situation
Destroy or give away the orange
Just watch the orange

Put it in the freeze

Compromise

Cut the orange

Squeeze the orange

Peel the orange; divide the slices
Any other division

Transcendence

Get one more orange

Get more people to share the orange

Bake an orange cake, have a lottery, divide the proceeds
Sow the seeds, make plantation, take over the market
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Basic Thesis: The more alternatives, the less likely the violence

The Transcend method is biased in favor of transcendence, trying to go beyond, “disembedding” the
conflict from where it is located, and “embedding” it elsewhere. Go beyond that one orange, get one
more (“teacher, you forgot one orange!”).

Or focus on the most important part of the orange, the seeds, plant them. So much for basic con-
flict outcomes, how about the basic processes or approaches used in conflict? They are related:

Thesis No. 1: Violence tends to lead to [1,2], one party prevails.
Violence is used to impose the victor’s goal over the vanquished;

or: to prevail=being on top, violence is a process

Thesis No. 2: Adjudication also tends to lead to [1,2], one party prevails.
Adjudication is used to decide who is right (not guilty, not liable);

or: to prevail = being right, adjudication is a process

Thesis No. 3: Prevarication tends to lead to [3]; withdrawal.
Time not ripe, status quo preferred;

or: to withdraw, prevarication is a process

Thesis No. 4: Negotiation between parties tends to lead to [4] compromise,
assuming one party does not dictate;

or to obtain a compromise, negotiation is a process

Thesis No. 5: Dialogue with the parties tends to lead to [5], transcendence,
defining a new situation.

or: to transcend the conflict, dialogue is a process

The outcome is already hidden in the process, and the process chosen depends on the outcome
wanted in a conflict.

Figure 2 : Relation between conflict outcome and conflict process

1,21 1}

A2 prevails
Violence
Adjudication

A2 (G2

[5] Transcendence :
Dialogue

[4] Compromise :
Negotiation

[3] Withdrawal :
Prevarication G1

Al

p
>

[1,2]
A1l prevails:
Violence, Adjudication

( A=actor, G=goal )

Let us now go back to the distinction between the original, root conflict and the meta-conflict. The
root conflict is about finding some outcome, solution, exit, transformation, whatever it is called. The
meta-conflict is essentially about one thing: to win. There is only one outcome: one party prevails.
The meta-conflict can be fought with physical means, violence, war and usually leads to victory for
one and defeat for the other (in rare cases with a draw, e.g., because the war is drawn-out).
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Or it can be fought with verbal means, like in a court, which has much of the same structure. Adju-
dication is a way of deciding who is right and who is not but guilty, or liable; it is not a good process
to obtain the other three outcome types. There is usually a very asymmetric decision defining the
winner.

The meta-conflict is often used to decide the root conflict. The winner takes all, including what is
disputed in the root conflict. This outcome may be acceptable, and it may be sustainable. But it also
may not; the meta-conflict may be seen merely as display of physical or legal power. And any deci-
sion in favor of only one party already sounds simplistic and divisive, not denying that there also
are conflicts where one party simply is right. Nor is there any denial that courts are better than
wars.

Withdrawal may work short term, but sooner or later the conflict has to be taken on. The traditional
approach is negotiation between the parties; the problem being that the parties may treat the table
as a verbal battlefield and at best end up with a flat compromise that satisfies nobody and does not
provide us with opportunities to move forward. Hence the bias in favor of the fifth outcome, tran-
scendence, going beyond. The best method is the dialogue, with each other, but to start with per-
haps better with a conflict worker. To this we now turn.

11
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Comments on “Conflict theory and practice:

a perspective”

Exercise

The Chart, or Table, with the three phases is, of course,
fundamental to the whole exercise. It has to be emphasized
that:

m the root of the whole problem is always an unattended
conflict with violent cultures, structures and actors coming
together;

m a bad mistake is to use violence as a signal to start acting,
because of the original conflict. Even worse is to let vio-
lence run its course till parties are “ripe” for deals;

m what has to be done in the three phases is not that differ-
ent; not like one team leaving the stage and another
taking over.

The 3 R’s, Resolution, Reconstruction and Reconciliation are
always needed, one way or another:

m Resolution, to solve the original, root, conflict,
m Reconstruction, to repair damage done, and
m Reconciliation, to solve meta-conflicts, also from the past.

Look at the twelve possibilities for reconciliation in Phase III.
Brainstorm on similar lists for Phases I and II, given that the
3 R’s should be present, one way or the other, in all three
phases. Design a concrete program for action.

The same applies to peace-keeping: good soldiering should
arrive before the outbreak of violence and not be withdrawn
after the cease-fire — like good policing that prevents both
violence and its resumption. This is even more important after
violence, the situation has usually become worse:

m violence produces more dreams of glory and revenge,
hence worse cultures;

m violence produces more repression and exploitation to sus-
tain the war effort, and more polarization, hence worse
structures;

m violence lowers the threshold against violence and makes
otherwise peaceful actors violent, hence worse actors.

12
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The orange example can be used as an exercise to open a
training session, meaning that the Participants’ Manual should
be handed out afterwards, not before (since the answers are
there). One way of doing this was tried out in England at a
national conference on bullying in schools, with children, par-
ents and teachers as participants. Twenty participants volun-
teered, they were seated opposite each other, in pairs, at a
long table, with the smallest children at one end and the older
parents and teachers at the other, discussing in pairs.

“One orange, two persons; what will you do”, avoiding the
word conflict since it is not obvious that there is any, they may
refuse to take it on (one child said: “we’ll just walk away and
leave the orange”). Giving the youngest children the first
chance, working up the table, proved less necessary; the chil-
dren had as much or more orange imagination as adults.

When somebody suggested “fight it out” they had to sit in the
corner and in the end received an orange “to think more cre-
ative, less destructive thoughts”. The other oranges were used
as prizes for imaginative proposals. In the end the chart with
16 outcomes was shown and compared with what had come
up, training them in types of outcomes. The focus was on con-
flict imagination: more outcomes imagined beyond “fight it
out”, less likely the violence. Violence is then seen as having a
negative cause: conflict illiteracy, lack of creativity. Hence the
basic focus of the whole approach is to develop creativity. And
the orange example also brings out another point: it is limited
what one single person can come up with, several persons will
come up with more, and if they really start dialoguing, brain-
storming about it then they will come up with much more.

The diagram in Figure 1, with the four or five types of out-
comes ([1] and [2] are only different when it matters to us
who prevails), is basic in the sense that it can be used in all
conflicts to identify types of outcomes. But it has to be used
with care: as the diagram is two-dimensional it accommodates
only conflicts between two parties (Al and A2, with the incom-
patible goals G1 and G2). Real life conflicts are more complex,
but “prevail”, “withdrawal”, “compromise” and “transcen-
dence” are nevertheless always meaningful. In the orange
example the task is to find what these words mean in practice:
one kid ends up with the orange, they walk away, they split it,
they sow the seeds.

The next diagram, in Figure 2, is based on the same four or
five outcomes, but now related to process, not to outcome.
Note the word “tends to”: there is a relation, but it is not an
iron law.

13



CONFLICT TRANSFORMATION BY PEACEFUL MEANS
( The Transcend Method )

Some participants may be surprised that adjudication, “rule of
law” is in the same category as “rule of man”, violence. But the
logic is similar: the idea of winner/loser, or more basic: of
“being right”. "Right” becomes almost something material, like
“having right”, and may stand in the way of finding more pro-
ductive outcomes, for instance in a marital conflict.

The approach of these manuals aims at transcendence, and
the use of dialogue for that purpose. But that does not imply a
total rejection of other outcomes and other approaches,
including, in extreme cases, minimum use of violence after
other methods have been tried, and the situation is truly intol-
erable.

Transcendence means redefining the situation so that what
looked incompatible, blocked, is unlocked, and a new land-
scape opens up (see the camel tale at the end). Creativity is
the key to that lock, block. The conflict has been transformed.
To this we now turn.

14
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transcendence, conflict transformation

Is there a formula for creativity?

Maybe not. But there may be a heuristic, the formula of a for-
mula so to speak, that nonetheless could be useful in getting
a handle on that precious phenomenon. But let us first take
note of some comments often heard in the context of
creativity:

“It is so simple! Why didn’t we think of that before!”

"It makes what we used to say and do so small, like we were
not able to get our eyes off the ground and see reality”.

"It is like a new reality opening up for our eyes!”

“In the light of this new thinking/idea what used to be, and
what we used to do, is only a special case, in the corner so to
speak, of a vast space opening up”.

“God said, Let Newton be, and all was Light” (Pope).
"It is so threatening. Are we ready for that much novelty?

It looks as if the old and conventional must still be there as an
identifiable special case (“this is where we used to be”); but
now seen in a new light that shines on new vistas. Otherwise
it is “crazy”, not “creative”. When Columbus balanced an egg
on its end by cracking it, the unbalance-able egg was still
there. To the remark that “anybody could have done it if it is
that simple”, his much quoted answer was “But I did it".

In this story the old is hidden in the new. Cracks at the end of
the egg could be made smaller and smaller, yet the egg would
balance till some limit is reached. At that point it becomes
clear that the old could not accommodate the problem, as little
as Euclidean geometry could accommodate Einstein’s prob-
lems. He had to explore four-dimensional Riemannian and
Lobachevskian geometries (with Euclid as a special case).
Some continuity between old and new thoughts and acts is
useful. And so on, and so forth. Let us jump to the conclusion
and offer a “creativity formula”, suggested as a hypothesis:
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Creativity, in thought, speech and action, is based on:

In other words, creativity is linked to the scientific process.
Hardly surprising, since that process has to do with creativity,
and creativity has to do with change of paradigm, something
easily accommodated within the formula just given. Work

a given paradigm is also identified with science, but
then more as a puzzle (Kuhn), not as a “break-through”. That
term is also used for negotiations; reflecting the sense of relief
of a rat struggling in a maze to find an exit, and then suddenly
finding an exit (the small solution), or jumping out, discovering
that the mace has no ceiling (the big solution).

The experience resembles what a social scientist encounters
introducing a “third” variable in multi variate analysis. What
looks like no relation at all between X and Y becomes different
when Z is introduced: when Z is low X and Y are positively,
and when Z is high negatively, related. The zero relation is still
there, hidden in a more complex reality as some kind of aver-
age. The creative act consists in identifying that third (fourth,
fifth) variable that had not been introduced into the picture
before, like cracking before balancing. The rewards in insight
are tremendous. Boring data start singing; to the new music.

Two very different examples come from Japan, and they both
relate to music. The first case is (empty orchestra).
There is a stage and a hall with people, the audience, and the
“listeners”. There is microphone and amplifier on the stage.
Conventional spatial arrangement of people would put the
singer on the stage and the audience in the hall. Karaoke
rotates people between hall and stage, making all potential
singers, and all of them listeners. Like professional singers the
amateurs choose a program they want to sing; unlike them
they cannot be assumed to know the texts by heart so that is
provided by a prompter, moving with great precision, with the
music. The spatial arrangement has not been reversed, with
the singers are in the hall and the listeners on the stage.
Rather, singers and listeners are no longer stationary, rotating
between hall and stage.
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In another, more recent example dancers are equipped with
sensors on various parts of the body, particularly legs and
arms. As they move music is produced, tones and rhythms. As
they dance in special ways that music becomes more attrac-
tive, much like special music can bring about attractive danc-
ing. With quick movements and adequate arm and leg work,
with some wiggling of feet and hands and some belly work,
complex music can be produced. The possibilities are legion.
The time order between music and dance has been reversed;
rather than music directing the dancing and the dancer follow-
ing, the dance is now directing the music, with music follow-
ing. Movement translates into music, which is nothing new,
but this time movement of the total body, not just fingers and
lungs/lips/tongue. Advanced electronics was probably a nec-
essary if not a sufficient condition for this particular act of cre-
ativity.

Sticking to Japan, the reaction of a Swiss watch maker when
told that the Japanese now combined time pieces and com-
puters in a “watch” (watch in the sense of something to watch)
was: "

" (Ma clock is a clock and a computer a com-
puter”, the idea being that “never the twain shall meet”.) This
physical separation of two different functions was exactly what
Japanese manufacturers challenged, and with great success.

Thus, the creative act may not introduce any new element at
all, only put them together, in space and time, in a new way.
Spatial arrangements and time orders that have been taken
for granted are challenged. For that reason it is particularly
easy to be creative in cultures with very definite views on cor-
rect spatial orders: there is so much to challenge. A culture
firmly dividing the world in center and periphery, assuming
causality to flow from center to periphery rather than vice
versa (from stage to hall, for instance), and conceiving of time
as linear with clear views on what comes before and what
after (like music and body movement, for instance) invites
creative challenges. But if such unilinear ideas are firmly
entrenched like in Western culture we would also expect con-
siderable resistance.

Thus, if and

, the latter created in His image, then such
ideas as democracy, secularism and evolution stand out as rev-
olutionary. The first vested power with the people/periphery,
like a country without a capital. The second made god a
periphery, suggesting that He was created by Man in Man’s
image. And the third was that Man was an emanation from
Nature by Darwinist competition, like Adam Smith arguing
that out of this process came the best of all worlds.
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From creativity to transcendence

By “transcendence” we mean creating a new type of reality.
Something that potentially was always there is becoming
empirical reality. An example from the theory and practice of
conflict might be the idea of a , of two or more
countries owning a territory, disputed or not, together. The old
formula for Andorra comes to mind, so does the Antarctic,
certain aspects of Spitsbergen and Aland, the old arrangement
for the New Hebrides, the Cameroons, etc. The conflict
between two countries over a disputed territory may end by
one winning in military battle or court battle, by a compromise
dividing the territory, by both of them withdrawing their
claims, leaving the territory to somebody else (such as the
inhabitants!), or by the two owning the territory together.
Clearly only the last outcome transcends empirical reality; the
other conform to the formula that each km2 is owned by one
and only one state.

Another example: European countries were ruled by clergy,
aristocrats and ; i.e., by word, sword and money.
The Kings/Emperors were aristocrats. They were dethroned,
and the successor system, democracy, combined the word and
the bookkeeping by substituting verbal duels (election cam-
paigns) for the physical duels of the aristocracy, counting the
numbers voting in favor of the parties. As time passed, the
range of people entitled to vote was considerably expanded.
No doubt a potential political reality had become empirical
reality, and still is; transcending the old. It was highly creative,
at least at its time. But the old was still there. Thus, there
were still rulers and the ruled. And the sword was still there, in
the hands of military, police and those challenging them.

From transcendence to transformation

Transcendence introduces a new reality, opening a new land-
scape. To transform a conflict is to transplant it to that new
reality. To transform a conflict would mean to transcend the
goals of the conflict parties, defining some other goals, lifting
a conflict ("disembedding") out of the bed the parties have
prepared for that conflict, including the discourses to ensure
that the incompatibility looks insurmountable (the contradic-
tion non-transcendable), embedding it at a more promising
place. For this to happen the conflict has to be transformed
also in the sense of adding parties and goals the participants
themselves do not always think of. To simplify by eliminating
some parties (e.g., the "extremists") would be a major mis-
take; they will certainly make themselves heard and felt (the
peace process in Israel/Palestine?) To simplify by eliminating
the moderates is also a mistake (the peace process in North-
ern Ireland?). The road to fruitful transformation goes through
complexification with the possibility of some grouping of
parties and goals, yet all the time guarding against
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In the case of the Lima hostage crisis, the Transcend proposal
was to see the conflict less as a problem of (unlawful, violent)
invasion of property and hostage-taking, and more as a prob-
lem of reducing the misery in Peru; switching from meta-
conflict to root conflict, transcending the definition of the con-
flict. To transform the conflict the conflict had to be expanded.
Then a solution was proposed for the transformed conflict, dis-
tributing tasks to the parties; checking that this also solves
the conflict as originally defined. If not, there is deformation,
not transformation, and the original conflict will hit back.

If we accept that a conflict may both be a source of destruc-
tion and a source of creation, then one approach to transfor-
mation of a conflict is to act so that the creative aspects
dominate. This is more than steering the conflict away from
violence. It adds steering the conflict toward development,
both the human development of the individual actors involved,
the social development of the collective actors involved, and
world development. Those who enter conflict should have
ambitious meta-goals, like a better Yugoslavia, peace and
development in the Middle East, reduction of misery in Peru, etc.

The position taken here is that such meta-goals this is mean-
ingless without deep understanding of the culture and struc-
ture within which the conflict unfolds, of the actors, and above
all of the conflict itself. Conflict practice has to be rooted in
conflict theory; conflict theory has to grow out of conflict prac-
tice. Concrete people have to be creative, not only empathic
and nonviolent (one of these alone will never do). We suggest
calling these people conflict workers. Their major tool is dia-
logue, with conflict parties, not only facilitating dialogue
among them. To do so the conflict workers need a grounding
in general conflict theory and general conflict practice, and
more particularly in what difference empathy, nonviolence and
creativity can make.

But they also have to know the types of violence, not only the
direct violence that shows up in the meta-conflict, but the
structural and cultural violence, the bad structures and cul-
tures underlying the conflict, the bad “bed” the conflict has to
be lifted out of. The rest is transformation, of the conflict, for
peace; by ever deeper dialogues. The result: a transformed
conflict that can be handled nonviolently and creatively.

Let us take the Korean peninsula as an example. An enormous
conflict energy is put into that conflict and can be released in
one more war, in turmoil inside the societies (and not only in
the North), with repercussions all over East Asia and beyond.
Could that energy be put to more positive tasks?

Here is an example of an approach: to open the rail/road
connection between the two Koreas, as suggested (for rail) by
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the UN Economic and Social Commission for Asia/Pacific. That
border is also the border between the poor (Vietnam, China,
North Korea) and the rich (South Korea, Japan, Taiwan) part of
what might one day become the East Asia Common Market/
Economic Community / Community / Union, referring to the
stages of the EU. Goods would flow in both directions, wealth
would be created, the spin-offs for both Koreas would be con-
siderable, and only a minimum of cooperation is needed to run
the transport.

Analytically, the transformation has several aspects:

m a discourse switch, talking about economic cooperation and
common culture, as opposed to military and political struc-
tures;

m a new over-arching goal is formulated, involving not only
the two Koreas but their four neighbors: East Asian

m an effort to disembed the conflict from where it was and
embed it in the tricky but not lethal problems of economic
cooperation

m no basic change, mutual love or even mutual trust is
demanded of the Koreas; only that they pursue the benefit
to themselves;

m this is not a meager Pareto optimum with nobody worse off
since all six parties would be better off;

m the plan is reversible, but there would be a vested interest
in the other parties to provide the incentives to go on;

m within that new setting, in that “bed”, all the other issues
may gradually be articulated, or they may even evaporate.

These ideas for a transformation of the conflict evolved out of
dialogues with the parties concerned. Worth trying?
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conflict practice: some more steps

The ABC-triangle:

the third dimension

Deep contradictions:
Fault-lines

Deep attitudes,
deep culture

Deep behavior,
basic needs

The problem

of legitimacy

Workshop participants tend to find the ABC-triangle useful. It
separates three components of “conflict”: C, contradiction,
the root of the conflict, from A, attitudes and B, behavior.
The basic thesis, of course, is that conflict work done only on
A and B is a band-aid job. There is no alternative to work on
the root of the conflict, the contradiction itself.

Let us then add a third dimension: depth. We shall look for
deep contradictions, deep attitudes and deep behavior.

The basic idea is that underneath all contradictions between
human parties to conflicts are deep contradictions that steer
the surface contradictions in the conflict struggle:

the fault-lines in the human construction, of gender, gen-
eration, race, class, “normal”/”“deviant”, nation/culture/ideol-
ogy and, for world society, states/regions. (Marx picked up
only one of them, class, only economic class, not political, mil-
itary and cultural; and only as ownership of means of produc-
tion).

Underneath attitudes are deep attitudes; in English they also
start with an “A”: assumptions, axioms. De-individualizing and
de-mathematizing we get deep culture, a web of notions
about what is true, good, right, beautiful, sacred.

And underneath behavior is deep behavior, preprogrammed,
partly by instincts, partly by basic needs. The borderline is not
very clear, nor does it matter.

To say “there is something underneath, deeper down” in no
way means that professed goals, visible behavior and atti-
tudes, articulated or inferred should be dismissed as masks.
They should be respected and taken seriously. But they should
be seen in the light of what is deeper down.

As mentioned, the essence of conflict, the root, is the incom-
patibility, the contradiction between two or more goals pur-
sued by parties to the conflict. But do they have the right to
have those goals? Are the goals valid, legitimate goals? For
the parties the goals have value, otherwise, by definition, they
would not have pursued them. But, does having that value in
itself have value?
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Three
types
of conflict

How do we know that

a goal is legitimate ?

Take slavery: slave-holders valued slavery for production
and for the commodity market. They also valued having that
value, in terms of white superiority, or in terms of giving them
the leisure needed for high culture. The slave certainly also
had a value: freedom. Which value had more legitimacy? That
was one of the issues leading up to the US Civil War 1861-65.
By that time the tide of Western civilization gave more legiti-
macy to freedom than to slavery. That decided the conflict.
Take colonialism: Norway and Denmark, in 1933, wanted
the same, Eastern Greenland. Norway tried to legitimize the
goal by first discovery, Denmark by having “civilized” the
place. The Court in the Hague decided in favor of Denmark.
But the tide turned in favor of the indigenous, and both goals
became illegitimate. Self-determination became legitimate.

That gives us a typology with three types of conflict:

® The goals of all parties have (some) legitimacy
@ The goals of some parties are legitimate, of others not
® The goals of all parties are illegitimate

The first type is by far the most frequent, and is our concern.
Not only do the parties have their truths, but these truths are
valid truths, Truths. As pointed out above, that is where the
legal paradigm fails while it may be very useful in ©® and @.

One answer is, because the law says so. Justice is the com-
modity produced by the legal system, and justice is served by
respecting legitimacy. If the parties agree, after appeals or
without, that may bring closure to the conflict as a process.
Particularly important is the source of legitimacy found in what
de facto is a world constitutional: the International Bill of
Human Rights, consisting basically of the Universal Declara-
tion of 10 December 1948 and the two covenants of 16
December 1966.

But the parties may not agree, and both of them may feel
their goals are legitimate. How do we proceed when the legal
approach has been exhausted and the court system declares
that “the case has been dismissed”?

One approach is to build the topic into the dialogue agenda,
with a simple question after the party has presented its
goal:—And why do you think you are entitled to that?—The
responses give rise to one more question:—and why should
that be relevant?— and so on. In the end there may be refer-
ences to the ultimate source if legitimacy in their mind, God.
Or to basic needs, by statements like “I cannot live without,
life loses all meaning”. Philosophically trained parties will say
things like “because it can be universalized, everybody can
have it” (Kant) or “I am also willing to concede it to others”
(the Golden Rule). Or refer to basic needs (see below).
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of basic needs
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reminders
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But how about the answer:—I don’t care, I just want it!—
Unless there is a clear case of breaking the law, domestic or
international, this should not be dismissed. The problem is
whether there is any clash with other goals, and whether that
clash can be transcended. The transcendence is forward-
looking, legitimacy is based on past experience. We need
both.

The basic point about basic human needs is that they are non-
negotiable. The needs to survive, with a minimum of well-
being, for identity and freedom of choice about how to satisfy
the other three, are absolute. Human beings will continue
striving for them under almost all circumstances, like water
expanding when it freezes to ice, like the seeds growing under
asphalt. Enormous forces. Motorists neglect putting anti-
freeze to their own considerable regret.

The significance for conflict transformation is obvious: any
outcome of a conflict that neglects one or more basic human
needs is a non-transformation. They will announce themselves
sooner or later. Any slick idea to the effect that the dead no
longer have any claim on survival leaves out the reaction of
the bereaved, not only revenge/revanche, but struggle for
their own survival. Any effort to clinch a deal at the expense of
misery somewhere in the system will revert to the dealers.
Any lack of respect for the cultural identity of others, their
idiom, faith may even strengthen the need to satisfy that
need. Limits to freedom may be tolerated for some time, but
as options become visible and available the buds will sprout.

The anti-freeze way out is tempting: change the liquid.
Change human beings, engineer away their thirst for meaning
and choice, just keep them, feed them like robots. Huxley,
Orwell. Two important reminders:

m There is something so obvious about basic human needs
that they become unspoken goals, not articulated. The
conflict/peace worker had to keep them in mind all the
time.

m Conflict "managers” high up do not articulate such goals
because they take their satisfaction, for them, for granted.
The conflict/peace worker should keep this in mind, espe-
cially men who often are less sensitive to something that
basic.
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Articulated goals vs

real goals

Rule No. 1

Rule No. 2

Rule No. 3

Rule No. 4

The meaning

of body language

Parties, people, articulate goals, they issue texts. But are
those their real goals? The conflict worker will of course keep
in mind that there could be something else, underneath, a
sub-text of which the party is conscious but prefers not to
talk; something even deeper down of which the party is not
conscious, a deep text; something coming from the sur-
roundings but not really the goal of that party, in other words
a context; not to mention something coming from above, a
supertext. Of course, in the last two cases there are also
goals, such as conformity and obedience, but they differ from
what is being said. These hidden texts, singly or combined,
may turn the text into a pretext.

No conflict can be successfully transformed without paying
attention to hidden texts; including the hidden texts of the
conflict worker, known as hidden agendas (there should be
none).

Rule No. 1 remains: take the spoken text seriously, assume it
to be genuine, remember that all these texts may coexist.

Probe in detail under what circumstances the party would feel
the goal has been reached, which, then, could be tested in
practice. It could be more than initial statements. But it could
also be less, or a reinterpretation. However, do not assume
subtexts, use the open text as point of departure.

Probe for other parties whose goals matter, and then seek dia-
logues with them to understand how conformity and obedi-
ence may be imposed, say, in family conflicts.

Probe for deeper goals of which the party may not be con-
scious. Interests, often needs-related, deriving from the deep
structure and goals embedded in the deep culture may be
located here. Do not confuse unawareness with dishonesty.

In-between speech and action is the body language, observ-
able like an act, communicative like speech. Maybe with as
many nuances as speech, with grammar and dictionary,
syntax and semantics, standard language (like a hand-shake)
and vernaculars (like Brazilian communication by touching the
elbow of the other party). There are taboos (like touching the
head of a Thai) and the equivalents of four-letter words, the
obscene gesture. And there are misinterpretations.




Hints
for the
conflict worker

Rule No.

Rule No.

Rule No.

Rule No.

Rule No.

Rule No.

Rule No.

Rule No.

A case of

transcendence : the
TRANSCEND method
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Keeping that last point in mind, here are some hints for the
conflict worker:

Do not lean too much forward, you may look like an animal
ready to jump. Rather, lean backward, be, look, relaxed.

Avoid finger-pointing (also remember that when you do
finger-pointing, some of your fingers point back at you your-
self — -). There are obvious violent parallels. Men often
engage in this.

Do not engage in any sudden, brusque and/or rhythmic move-
ment, it may be very disturbing, “what comes next?”

Slow, soft, rounded movements with one or both hands can be
soothing, indicative of holism, completion, closure, having
arrived. Women often engage in this.

Be sensitive to the body language of uneasiness, like frequent
shifting of position (could be the chair, though), whetting of
the lips, perspiration. You are not interrogating; the other
party should feel well. Take a break.

Do not freeze into non-motion, it may make you look like an
observer rather than engaged party to the dialogue.

Remember the non-verbal aspects of speech: not too high or
too low pitch, low amplitudes, don’t talk too long.

Make your own list, based on your own experiences.

The TRANSCEND method is about conflict transformation. Let
us apply it to a special conflict: the very important conflict
over conflict transformation. There are two clear positions:

@ conflict resolution is the task of/belongs to the parties who
have a right to demand and get conflict autonomy

@ conflict resolution is the task of/belongs to the conflict
manager (a priest, a judge, a big power, a UN Security
Council)

—"you have a dangerous conflict,
I'll have to solve it for you”—

who gets conflict monopoly in exchange for ending the violence.
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Hearing

the unspoken,
seeing the invisible

The ideal outcome is @ : the parties are themselves able to
transform the conflict, meaning handling it nonviolently and
creatively. Nothing could be better: the road to peace is peace
itself; the parties grow by taking on the challenge, and they
grow together. The problem with @ : they may not be able,
hatred and ignorance stand in the way of creativity, and foster
violence, verbal, body language, physical. The problem with @
is that the conflict manager appropriate the challenging
process and the title to the outcome and become a conflict
thief. Hence:

® withdrawal: do nothing, let the conflict wounds fester; the
cop-out of the conflict coward and obviously not accept-
able, or

@ compromise: the outside facilitates a negotiation process
between the parties, sets agenda, discourse, venue, even
pays it

® transcendence: the outside, in one-on-one dialogues,
tries to help by building up the parties, stimulating the cre-
ativity, together searching for nonviolent ways out, making
them “ready for the table”, then the time may be ripe for ©
above. The conflict worker disappears from the scene, the
owners take over.

Parties transforming the conflict themselves is beautiful, but
some outside help may be necessary. The friend who talks
with wife and husband, one-on-one trying to understand their
goals, less “what went wrong”, more “what is a good
marriage”. Together they construct a new project. That is
TRANSCEND.

The conflict worker will listen very attentively to the goals of
the parties, take them seriously, even try to formulate them
better than the parties themselves. She will listen to the words
spoken, and observe the body language. The deep texts in the
subconscious are by definition not articulated but may find
their way through the body language and a cry for help: do
you see what I mean - - But sometimes there is nothing,
neither heard, nor seen. The unspoken may be too obvious for
the parties to articulate, like the basic needs above. It may
also be in the unconscious rather than the subconscious. Many
people, nations, states have the habit of seeing themselves as
exceptional, above the law of the ordinary folks, but may be
unaware of their own assumptions. When two of them meet
there is competition, jealousy, hatred: who is more excep-
tional. But there may also be a tacit search for alliance: how
can we be exceptional, above the law together.
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A less dramatic example: two neighboring countries quarrel
over a zone of coveted territory. Deep down there is a shared
assumption, too obvious to be stated: each piece of land on
this Planet Earth belongs to one and only one country; hence
borders have to be drawn. The problem is not only located in
what they say, “I want the border here!”/”No, there!” but in
their shared unstated assumption: there has to be a border.
Condominium, joint ownership over the zone would be a tran-
scending outcome.

Shared unstated assumptions may be the rock bottom on
which an acceptable and sustainable outcome can be built. But
they may also block a creative, nonviolent outcome. Conflict
workers should not be fooled by “good chemistry”/“mutual
understanding”. They may understand each other too well.
Fresh air is needed.
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Conflict transformation
training course: some extra exercises

Your father is a Japanese-Hawaiian who was interned in a
Exercise 1

camp during the war. He struggled with the others and got
some reparation from the US government. One day you come
home with a black boy-friend. Your father tells you: “if you
want to be with him, then get out of my house!”

What do you do ?

Your mother puts on an evening dress which is much too
Exercise 2

youthful for her age. She comes to you with eyes hungry for
compliments and asks, How do I look? You want to be honest,
but you also want to be considerate to your mother.

What do you do ?

You have strong spiritual yearnings and want to meditate,
Exercise 3

focus on your spiritual journey. But you also like good material

things, roller-blades, driving, fishing, books, music not only
about spiritual matters. You have two goals.

What do you do ?
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Exercise 4

Exercise 5

Exercise 6

Together with other workers you want better work conditions
and higher salaries. The company tells you that they cannot
afford it, they will go bankrupt. This time they are right, in
fact, companies do collapse.

What do you do ?

You have built a small summer house for guests, your guests
are usually academics and you have put some shelves and
tables for computers in the room. Your wife rightly points out,
you have forgotten the wardrobe, for clothes, even sometimes
dresses. But there is no floor space left. You suggest, How
about in a suitcase, under the bed? Not accepted, for good
reasons. You do not want to throw out a table. Husband-wife
relations start getting strained.

What do you do ?

One country with only one nation, and (almost) all members of
that nation inside, is a nation-state.

m imagine the nation lives in two countries.

What do you do ?

®m imagine there are two nations in one country, and they
have a long history of bad relations.

What do you do ?




Exercise 7

Exercise 8

(Hint: expand the discourse from
sexual (in)fidelity to the
(in)fidelity also of the
mind, the spirit—joint life
projects—the social
sphere, the economic
sphere; check how they
both are doing on all five.
In addition, bring in chil-
dren, parents, friends,
neighbors, colleagues —
get out of the (2,1)
approach!)
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m imagine you have two countries and two nations that live
in both countries, with a history of bad relations.

What do you do ?

According to some predictions there will be more than one bil-
lion refugees and displaced persons before 2050, for military,
political, economic, cultural reasons. Try DPT, catching the
essential features, and

What do you do ?

A woman comes to you, in tears, in rage: My husband has
betrayed me, with my best girl friend, I was the only one who
did not know! I want to kill him!!

What do you do ?




CONFLICT TRANSFORMATION BY PEACEFUL MEANS

Codes for
Conflict/Peace Workers: Twelve Do’s

party is proud; encourage further development.

Creator should be kept in mind and be celebrated.

itions and above all your experience.

”

all complexities, but may facilitate communication.

matic”.

tion. That cheap luxury is not for you.

Hﬂ

same way: roots, perspectives etc.

this, but also that”; never present only one remedy.

ent on you (but be on call for consultations).

= [ =
N = o

( The Transcend Method )

Try to identify positive elements in any party, something of which that

Try to identify positive elements in the conflict, Conflict the potential

Be creative in the way you worlk, don’t be too afraid of not doing things
correctly, do not take manuals (like this one) too seriously, follow your intu-

Find together a short, easily remembered outcome formula, like
“common security”, “sustainable development”, which will not do justice to

Be honest to yourself and to others, if you think something is wrong say
so; if you think a party’s proposal is outrageous say so without generalizing
to the party as such. Often a good way to be “diplomatic” is to be “undiplo-

Permit your feelings to show, if you are happy about the turn of the con-
versation say so; if you are unhappy also say so, but do not break the rela-

Permit the inside conflict parties to challenge you. Others may tire of
your questions and hit back for symmetry, challenging you, your nation,
your country, etc. Use challenges to jointly explore also your conflicts the

Always suggest alternative courses of action, “in this case you can do

Your task is to make yourself superfluous, not to make others depend-

Remember: Idealism of the heart, and realism of the brain

Remember: Pessimism/cynicism is cheap; optimism is for you

Remember: Conflict work is the art of the impossible
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Codes for

Conflict/Peace Workers: Twelve Don'ts

= =
= o

=
N

. Put your cards on the table, say openly what you try
to achieve, including sharing manuals with them; make clear your willing-
ness to question your own assumptions.

. Emphasize shared roots like bad struc-
tures and cultures rather than bad actors, and the shared responsibility to
find exits. Your task is to help.

. You are neither authorized nor qual-
ified to sit in judgment over the parties.

. The task is to arrive at good
ideas; if they are good they are probably new, at least to the parties; and if
they are new consensus may take some time.

, oral or (indeed) written;
the ideas will work their way if “their time has come”.

. If they do not like each
other and prefer to travel separate roads so be it; togetherness is not a goal.
Maybe later they find each other.

. You should not be a reason
why the parties fear expressing themselves freely.

, but try to enlist the media as helpers in the search
for ways out of the conflict/violence.

, your reward lies in the seeds sown
coming to fruition; your punishment if they don't.

, the inside parties
have a right to feel that they talk only with you.

, your task is to empower them
and enable them to proceed on their own.

, removing it from the parties by pushing agen-
das too far away from their immediate concerns.
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Two Tales:
About Camels, Numbers and Many Things

Once upow a time av muwllahv wavy ow hiss way o
camel to- Mecco.

Coming to- anw oasis he saw three mew standing
there, crying. So- he stopped the camel, and asked, My
childrenw, what ivs the matter? And they answered, Ouwr
father just passed away, and we loved him so- much. But,
said the mullah, I am sure he loved yow too, and no
doubt he has Left something behind for yow?

The thwee men answered: Yes, he did indeed, he left
behind camels. And inw his will it iy stated /2 to- the
eldest son, 13 to the second and Yo to- the youngest. We
love camels, we agree with the parts to- eacihv. But there
vy av problem: he left behind 17 camels and we have beew
to- school, we know that 17 iy o prime number. Loving
camelsy, we cannot divide them.

The mullahv thouwght for o while, and thew said, I
give yow my camel, thew yow have 18. And they cried,
“No, yow canvnot do- that, yow are ow your way to- some-
thing important “— —. The mullah interrupted them, My
childrew, take the camel, go ahead.

So-they divided 18 by 2 and the eldest sow got 9
camels, 18 by 3 and the second sow got 6 caomels, 18 by 9
and the youwngest sonw got 2 camels: o total of
9 + 6 + 2 = 17 camels. One camel was standing there,
alone: the mullal's camel. The mullaiv savid:: Are yow
happy? Well, then, maybe I caw get my camel back?

And the three mew, full of gratitude, said, of
course, not quite wnderstanding what had happened.
The mullaiv blessed them, mounted his camel, and the
loust they saw was o tiny clouwd of dwst, quickly settling
i the glowing evenwing sun.
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Once upow a time o lawyer was ow his way i av
fancy cor throughv the desert. Passing avw owsis he saw
three mew standing there, crying. So- he stopped the car,
and asked, What'y the matter? And they anwswered, Ouwr
father just passed away, and we loved him so- much. But,
savid the lawyer, I amv sure he hay made o will. Maybe I
caw help youw, for a fee, of course?

The three mernw answered: Yes, he did indeed, he left
behind camels. And ivw Wiy will it iy stated Y2 to- the
eldest sow, /3 to- the second and /s to- the youngest. We
love camels, we agree with the parts to- each. But there
vy av problem: he left behind 17 camels and we have beew
to- school, we know that 17 iy o prime nuwmber. Loving
camels, we cannot divide them.

The lawyer thought for o while and thew said: Very
simple. Yow give me 5 camels, thew yow have 12. Yow
divide by 2, 3 and 6 and yow get 6, 4 and 2 camels
respectively. And so- they did. The lawyer tied the five
unhappy camely to- the car, and the last they saw was o
vast clowd of dwst, covering the evenwing suw.

Two wayy of handling conflict. The choice s yours.
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A Dialogue Between
the Author (JG) and the Devil’s Advocate (DA)

This dialogue is based on comments made during training sessions. The answers, as usual,
lead to even more questions.

DA: Give me in not too many words, and no social science jargon, the assumptions underlying
this so-called TRANSCEND Method!

JG: Fair demand. Here are the theses I believe in, at least about 80 percent:

Thesis 1:

Thesis 2:

Thesis 3:

Thesis 4.

Thesis 5:

Thesis 6:

Thesis 7:

Thesis 8:

Thesis 9:

Thesis 10:

Thesis 11:

Thesis 12:

Thesis 13:

Thesis 14:

Thesis 15:

Thesis 16:

Military/violent conflict solutions do not exist. They are unsustainable because of
loser trauma and unacceptability, and because of highly addictive victor glory. Vio-
lence breeds more violence; pointing this out serves as a negative anchor.

Violence is used by people in conflict when the blocked goal is important, and they
see no alternative exits.

The meta-conflict and “who wins” drive out the root conflict; conflict transforma-
tion recedes into the background.

People see no alternatives because conflict illiteracy limits the outcome repertory,
and because creativity is blocked.

People are conflict illiterates because “fighting it out, and the winner takes all” has
dominated as the approach.

Creativity is blocked by the hatred caused by violence and by big people /big
powers monopolizing conflict work.

Big people/big powers monopolize conflict work to increase their power and to
benefit from conflict redistribution

To decide over conflicts they see conflicts as between two parties, in need of them
as “disinterested third parties”.

“Disinterested parties * do not exist; real conflicts have many parties with more or
less acceptable conflict goals.

“All parties meeting at the table” makes them even less creative and more easily
managed by big people/big powers.

A true “conflict worker” has sustainable and acceptable conflict transformation as
goal, and no hidden agenda

One approach to elicit acceptable goals is to engage in empathic dialogues with all
parties separately, one-on-one.

One approach to make acceptable goals compatible is to engage in dialogues with
all parties, eliciting creativity.

One approach to transform a conflict nonviolently is to dis-embed it from where it
was and re-embed it elsewhere.

Looking at the conflict from that new angle serves to develop a new reference
point, a positive anchor for dialogues.

“All parties meeting at the table “may be useful to finalize, or unnecessary,
because a new, sustainable system has emerged acceptable to all so that the con-
flict has evaporated.
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DA:

JG:

DA:

JG:

DA:

JG:

DA:

JG:

DA:

JG:

DA:

JG:

DA:

JG:

Hold it! I can’t take it any more. I disagree with all these theses, in addition you are already
deeply into social science bla-bla.

OK. Could you accept using the theses as some kind of agenda and critique them one by
one, in the order you prefer?

As a point of departure, yes, if this is the TRANSCEND method. But I also have some-
thing to say about that discourse.

DA, “discourse” is already a social science word!

That word existed before you people co-opted it. Now, let us start with “violence”. Your
position is negative, abstract, and ideological. Violence is compatible with victim accept-
ance:

(a) he may see his defeat as dictated by higher forces, or
(b) celebrate his liberation from pursuing an impossible goal.

I concede some of that; and hasten to admit that my two-liners may be a little simplified!
But if those “higher forces” are God, then acceptance would probably depend on the level
of faith in both God’s infallibility, and in God’s use of might to indicate right. I doubt that
this double faith is widespread today. One successor to God is the state, and the infallibil -
ity currently being constructed, “democratic states cannot be wrong”, would serve as an
incentive to join that club. That is good, but leads to the successor problem to “Christian
countries cannot go to war with each other”: “democracies cannot go to war with each
other”. The there are of either kind, and the more diverse structurally and culturally, the
more likely that they still go to war.

Maybe. But how about the second point, getting off the hook?

I would tend to agree with you. But I could say: why not rather engage in a dialogue ante
bellum to give up that goal?

I'll give you three examples of military solutions: the US Civil War, the Second World War
in Europe, the Pacific war. The slave states, German nazism and Japanese militarism were
beaten, they accepted the defeat, and gave up their goals.

I could argue that the real victor was war/military itself. Out of the first came a militarized
United States making the conquests of 1898-1902; out of the second came United States,
Soviet Union and China capable of fighting major wars.

And out of the third?

A major invisible consequence of defeat is thirst for revenge, returning to the issue. I doubt
that we know the consequences of the colossal traumas suffered by Germany and Japan.
Such things may show up generations later. However, I could strengthen your point. Sun
Tzu type violence, as a potential not used, may work, but not Clausewitzian violence as the
famous “continuation of politics with other means”, in fact, “with all necessary means”. This
was used by the US-led coalition in the Gulf War. I doubt there was any acceptance. And
for that reason also no sustainability.

Maybe Sun Tzu is not quite diabolical enough for me?

Clausewitz is certainly diabolical enough. Extrapolating from his assumptions, total elimi-
nation of the enemy, the Other, becomes rational. Your own goal will then prevail because
there is nobody left as carrier of the goal standing in your way. Holocausts are the logical
implications, as were colonialism, nazism, bolshevism. Whereas Sun Tzu for me opens for
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UN Charter Chapter 6, peacekeeping, and for defensive defense, Clausewitz opens for
Chapter 7, “peace enforcement”. Many people today see violence as a last resort. But then,
do all those things, and they are numerous, that would fall under the labels of empathy and
creativity. I see our world short on those capabilities and long on violence, hence much too
inclined to resort to violence.

What worries me more, however, is not your position on the instrumental aspect of vio-
lence, that it does not work, and is counterproductive because of loser revanchism and
victor glory of which they may want more. I might agree on that. But that position is too
rational. Where is the expressive part of it? Not “continuation of politics”, that is already
instrumental. My diabolic colleague is not Clausewitz, but untold numbers of human
beings, probably mainly men, boys, as you might point out, who simply enjoy violence
because of what it does to the victim, harming/hurting, and what it offers them: risk,
danger, courage, sacrifice, heroism, dedication, comradeship! Not to mention the simple,
pure desire to loot, to rape; you want it, you get it!

History provides more than enough data to prove you right on this one too. But my point
is not that there is no danger of violence, and for even deeper reasons, like enacting arche-
types in the collective subconscious. My point is to nip that violence in the bud, to do some-
thing about the conflict before it enters a violent phase with the untold suffering, the
complications for the future, and the inattention to the root conflict. It is not because I dis-
agree with you on these points, but because I agree that I find this so important. And
everybody seems to agree on “preventive diplomacy”. The TRANSCEND method is one
approach.

Let’s move on. You see violence as response to a blocked goal, a variation on the old frus-
tration—aggression hypothesis. But is that not culture-dependent? How about withdrawal
from conflict, simply refusing to take it on?

Sure. Or out of sheer apathy. My point is that when there is violence it is mainly because
major goals are blocked. Other reactions may in the longer run be equally disastrous, how-
ever, like giving up, suffering endlessly from structural violence instead of standing up,
turning basic needs into basic rights. In other words, the goal is not only absence of direct
violence but also the absence of structural violence, social injustice.

But aren’t you then justifying direct violence?

As a last resort when everything else has been tried, maybe. I am not an absolutist, but I
am more interested in exploring that “everything else”. And I would like to know how
people who become violent themselves justify their violence. I would like to know those
reasons, since I think they are among the unstated goals in conflicts, and should be taken
seriously.

Give me examples of meta-conflict driving out root conflict.

Think back to the Cold War. The original conflict was about interests such as borders and
who was master in Eastern Europe; and at a deeper level about ideology, capitalism vs
socialism, democracy vs dictatorship of the proletariat, and the underlying world views of
liberalism/marxism. However, the basic concern, debate, and conflict, was about the meta-
conflict, over the means of violence in general and nuclear weapons and their carriers in
particular. Governments as well as the peace movement had this as their central concerns
most of the time since 1949. Interestingly, when finally the Helsinki conference 1973-75
started tackling the real issues, the root conflicts, with the famous three baskets of border
problems, economic relations and human rights, seemed to evaporate. People started
asking, are these differences really worth a major war? The dissident movement in Eastern
Europe managed better than the peace movement to make root conflicts the real issue,
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DA:

JG:

DA:

JG:

insisting on democracy and human rights. And nobody believed in the Cold War getting hot
any longer. Transforming the root conflict then drove out the meta-conflict; that is the idea.

What troubles me is that you seem to disregard the violence, and the machinery of vio-
lence, in your insistence on the transformation of the conflict so that it becomes manage-
able for the parties without any violence. If you pay no attention to the meta-conflict and
prefer to go around it, heeding Boeygen in Henrik Ibsen’s Peer Gynt, your countryman
jointly with Brand — I think he said “"go around” when there is some major obstacle —
won't evil forces be given time to organize and perfect their machineries? Don't you need
disarmament, or, failing that, some balance of power, or failing that, their elimination
through violence? Moreover, how can you expect parties to negotiate the root conflict if
they have the Damocles sword of violence hanging over their heads?

Any focus on the means of violence strengthens those who control the means of violence
by giving them veto power. The end of the Cold War was delayed by too little focus on
issues, too much focus on armament/disarmament. The Cold War transformation was not
at the arms control conference table. Insisting that IRA/ETA shall decommission, give up
their arms as condition for real negotiation gives them veto power, and can also be used by
others to block transformation. I would keep a keen eye on the violence potential, and
speed up root conflict transformation.

I find your statement about "conflict illiteracy” arrogant. You will probably not put yourself
in that category. By what right do you distribute such certificates to big power/ people?

The people entering international conflicts are usually statesmen pursuing the interests of
their own country/region, or diplomats who are even paid to do so and are controlled by
the instructions from the statesmen. Domestically the situation is better, Alternative Dis-
pute Resolution is catching on. But much conflict work is dominated by a religious paradigm
locating the roots of conflict inside humans rather than in social realities, and by a legal
paradigm that is too dualistic, guilty or not. In addition people feel disempowered, ready to
accept a division of labor between conflict managers and conflict managed. That is where
the conflict worker enters, in principle.

But aren’t all third parties trying to do that?

I have seen those who even seem to wait for violence to run its course, waiting for the con-
flict to “mature”, the situation to become “ripe”, with the parties begging on their knees for
an intervention liberating them from the curse of violence. Then they move in to dictate the
peace, sharing the spoils, like vultures circling, waiting for the fight on the ground to cease.
A good surgeon is supposed to heal the body of the patient, not to mine it for kidneys, reti-
nas, may be even a heart.

This sounds to me like “realism”, you attribute motives to what you call big people/big
powers that you generally belittle.

I am skeptical of people/powers who became “big” through violence because I am afraid it
becomes addictive. “To he who has a hammer the world looks like a nail”. Maybe the world
would be better served by third parties or “conflict workers” with more peaceful track
records?

Isn’t that modest-sounding word “worker” little but a cover for a new profession seeking
precisely what you profess to avoid, a status as conflict manager?

A problem, I agree. Maybe “conflict specialist” is a more adequate term, but “manager”
definitely not. Remember that the conflict worker has no power in the sense of carrot or
stick. He can neither reward nor punish. He can suggest, but acceptance has to come from
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the inner conviction that the “positive anchor” is a better exit than the implications of the
“negative anchor”.

Aren’t you then just manipulating them with your “anchors”?

Again a danger. The conflict workers should put his cards openly on the table: the search
for a conflict transformation by peaceful means, through empathy and creativity aiming at
acceptable and sustainable ways out. Whatever he suggests he is supposed to arrive at
through deep dialogues with the parties, not about the parties. Those dialogues have a
conscientizing function the sense of my late friend Paulo Freire; if not the conflict worker
has been debating, trying to push his own views.

OK, OK. But you realize, of course, that this may also sound as just that much bla-bla while
in the meantime the conflict worker emerges as the dominant force in the conflict?

I do. S/he should find ways of handling this, also to avoid becoming the common enemy
rather than the common friend of the parties. One way is systematically to use question
marks rather than exclamation signs. The judge will tell you the outcome as laid down by
the law. The arbitrator will tell you the binding outcome as decided by him, having their
agreement in advance. The mediator will put forward a non-binding outcome, take it or
leave it. The conflict worker does less, and more, than that. He serves as a catalyst for a
dialogue, first with the parties separately, then, if desirable, together. He may formulate
visions not formulated by them, even suggest things they can do separately or together.
But above all he tries to build them up, making them more empathic, nonviolent and cre-
ative, capable of moving ahead without any outside assistance.

And you do not call that an exercise of power?

Of course this is an exercise in power, but not of power. A bad professor wants to clone
himself in students/assistants. A good professor tries to stimulate enough creativity for the
students not to become disciples but to relate critically and constructively to their profes-
sor. Power-sharing through empowerment, in other words. The power we are talking about
is normative/cultural power, not the carrot/remunerative/economic power of a trade treaty
nor the stick/punitive/military power with sanctions, boycotts, “peace enforcement” around
the corner.

But the fact remains that the conflict worker accumulates much more experience than the
one who has been conflict worked on. And that experience can be converted into power.

No doubt about it. This is the way of all professions. And worse: he may become scholas-
tic, reducing the conflicts and the parties to cases handled according to formulas he has
developed, insensitive to the specificities of each case. Hopefully he will be criticized by col-
leagues and conflict parties, and be grateful for the warnings, early or even late.

But this idea of separating the parties, isn’t that also a power strategy known as fragmen-
tation? Instead of meeting them jointly, the conflict worker takes them on, one at the time?

When they come together at the table it is only physically, if the conflict is deep. They are
divided by the conflict issues, and even more divided by the trauma meta-conflict and the
trauma of inflicting traumas on others. What the conflict worker meets with are people
reduced to much less than they could have been. His task is to build them up, to make
them realize their own strengths, rethinking the conflict. In that process, eye-to-eye, they
may also start criticizing the conflict worker, separately, and later on jointly, when or if they
find each other. But it does not have to end that way. My experience is more positive: some
kind of gratitude when some possible exits are indicated. New possibilities have emerged,
for them to explore or act upon.
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But if a conflict worker uses empathy—nonviolence—creativity even to the point of disem -
bedding and re-embedding the conflict, aren’t you in fact turning their conflict in another
direction? By what right do you launch new perspectives as points of reference, “anchors”
as you call them?

The conflict worker cannot impose any redefinition of the situation. But he can suggest.
Anyone is entitled to do so.

Nevertheless I have the feeling that you come like a saving angel, descending on the con-
flict, telling parties what to do!

I try never to suggest anything that has not come out of dialogues with the conflict parties,
with well-known actors, or with the less well-known. Processes are started in me, and in
them. Out of that come proposals, perspectives.

But why should you propose anything at all? Why not leave it to them, to the parties
together, it is their conflict!

You are right, that would be the ideal approach. The two parties seek each other, sit down
at that famous table I try to make infamous, have dialogues with each other, and propos-
als not only flourish but are enacted. That would certainly be my first choice, and reason-
able people in soft conflicts behave that way. In the real world, however, not everybody is
reasonable, and not all conflicts are soft. They refuse to meet. If they meet, they shout at
each other. If they do not shout, they hold back lest they are interpreted as yielding. If they
propose anything, it may be to make the other look bad. If they should agree on something
it may be a flat compromise satisfying nobody.

You portray them as if they were me, in various shapes, all around the table, procrastinat-
ing, prevaricating!

You are reasonable in comparison. We at least have some kind of dialogue. But let me ask
you, what would you do?

I am the one who does the questioning here, your task is to answer! And here is my next
question: why not wait till they formulate the proposals themselves?

I do, but not forever. They are not free to formulate proposals. They have constituencies
sitting on their back. Sometimes they try to put ideas into my head with the hope that I will
say it. The task of the outsider is to try to switch the discourse, to help them talk about the
conflict in another way, like discussing how ex-Yugoslav republics could cooperate, how a
recognized Palestinian state would relate to Israel, etc.

Well, well. And all that without violence?

If at all possible, yes. If reasonable proposals are found all over it is much more difficult to
unleash the violence. If the media, and the civil society, people’s organizations and local
authorities surround the conflict parties with proposals with which, upon some reflection,
they can live, even live together, violence and war look not only immoral, but stupid.

But isn't this rather naive? There are enormous forces in the world, big people/big powers
as you say, not to mention big capital. Aren’t you just keeping the system going with a little
repair work here and there? Isn’t creativity rather small change relative to what big capi-
tal can put into armament?

Creativity may work small miracles, nonetheless, if people learnt to trust themselves more.
Moreover, don't let the big answers stand in the way of the small answers. Somebody badly
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wounded in a traffic accident needs help, not brilliant analysis of a traffic engineer not to
mention of the capitalist system with too much traffic. I might opt for all three approaches.
There is the immediate answer, the medium term and the long term answers. Maybe we
know better the immediate answers.

But aren’t you then taking much of the fun away from those boys? Maybe they love a little
violence once a while. Who said you are entitled to that? By what right?

Simply this: the majority wants creation and construction, not destruction. They want more
than cease-fire. They want peace.
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participants’ manual — Module I

1 An Emerging Profession

You enter this profession by involving yourself in (or working in) a con-
flict formation as an outside party to the conflict; invited or not, full
time or not. What are your goals in the conflict, and your legitimacy?

as fellow human being you are party to human suffering any-
where, not because it may one day “escalate” beyond borders
and hit you/your country, but because their suffering is yours;

as fellow human being your agenda is to reduce destruction and
enhance the creative aspect of conflict;

|

you are independent, yourself; no hidden agenda, no hidden
interests, no back-up economic/political power;

|

you bring in general conflict knowledge and skills; empathy,
nonviolence, creativity; compassion; perseverance; no carrots
and sticks, reward/promises, punishment/threats;

B

you may be short on local conflict knowledge but willing to learn
from dialogues with inside participants, exchanging general for
local knowledge, the general aspects for the unique aspects of
any conflict, in the search for ways out.

gl

Even if you belong to an organization, (inter)governmental or (inter)-
nongovernmental, working in the field, you can be yourself. This has
some impact on the term used to describe the work:

Wrong term: Conflict management / manager / executive /
consultant.

Conflict/peace workers, like social workers are not on top of any-
body. They should try to help and do an honest job, being good work-
ers; not highly paid consultants. Even "mediator” (being in the middle,
aiming at a compromise?), and “facilitator” (enhancing the conflict?)
may be too limiting. Conflict and/or peace worker is more neutral. The
French “animateur” is a good description.

Given

B the interconnectedness of parties and goals in a globalizing
world,

B the hidden intricacy and opportunity in all issues, and
B the means of violence easily available,

the world obviously needs thousands/millions of modest, competent
conflict workers, carrying higher conflict/peace culture.

There is the Scylla of not living up to the legitimation indicated above,
and the Charybdis of having too much of a hidden agenda, including an
agenda hidden to yourself.

__CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )
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1 An Emerging Profession
Maybe it should be pointed out what conflict work is not:

B Itis not limited to an analysis of the situation.
m It is not limited to warnings shaped as predictions.
B Itis not limited to speeches, lectures, articles, books.

Conflict work means entering a conflict, having focused dialogues
with the parties, aimed at transforming the conflict together so that
the parties can handle it alone, nonviolently and creatively.

By what right do people not directly concerned as inside actors or
victims enter a conflict? Five answers are given (all such lists in the
manual can be used for overheads).

& Discuss the answers with the participants. Do you agree? Do
you live up to this? If not, what should or could be done about it?
What other answers may be (more) helpful?

Obviously, in our shrinking and democratizing world conflicts call on
everybody, not only those who have it as their political or profes-
sional job to be involved. In other words, there is a challenge to the
old division of labor, assuming that conflicts somehow belong to
statesmen and diplomats only. The term “conflict worker” expresses
that challenge.

&How comfortable do you feel with the term conflict, or peace,
worker? Any idea for a better term? Specialist?

The terms justification and problems appear for each unit in the
manual, they could and should be discussed. How about the idea
that globalization implies general participation in conflict work? And
the idea that global democratization also implies the right and duty
to participate actively in conflicts anywhere?

CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )_
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participants’ manual — Module I

2 A Personal Profile and Self-analysis

You are about to enter a conflict. More likely than not you have only
second-(third, fourth) hand knowledge. Ask yourself some personal
questions before you enter. A check-list of 10 questions:

Motivation: Why do I do this, for their sake, or
mainly for my own, my promotion, my possible fame, reputa-
tion, experience?

2

General knowledge: Do I really possess general insight into
conflicts, or mainly unreflected folklore, “common sense”?

BB

Specific/

local knowledge: Do I have enough knowledge to ask

good questions, or am I unwilling to understand unique aspects?
Skills: Do I have sufficient mental, speaking,

listening skills (including silence!), or do I intend to impose own

views?

Empathy: Do I have sufficient personal maturity

&l

to feel the inner workings of Others, or do I tend to pre-judge
and project?

E Nonviolence: Am I nonviolent in action, speech and
thought, or do I easily lose my temper, becoming verbally vio -
lent?

Creativity: Am I challenged by Conflict the Creator
to come up with ideas, or do I only see Conflict the Destroyer?

E Compassion: Do I feel the potential or actual suffer-
ing of the victims of Conflict the Destroyer, or are they mere
objects to me?

E Perseverance: Do I have the capacity to go on and on
against the odds, or do I get hurt when “they” do not follow my
advice?

Process: Do I have the will and wish to improve,
or rather a tendency to consider myself ready, complete, fully
prepared?

Count your plus’s (the first answer): “under 7” not good; “7-8" work
on the minuses; “9-10" (if you are honest) fine, you sound ready as a
conflict worker. You can always improve on all dimensions, you will find
them rewarding in all human contexts.

You are going to play a potentially important role in the life of others.
You have an important task. No need to be super-human, but be pre-
pared, be ready for the job, improve. The experience will also be tough
on you.

How do I know the true answer? About most of the 10 points you know,
inside yourself. But then, ask others! Invite other conflict parties to tell
you, don't be offended; you can take criticism, you can only grow.
Moreover, there is a method: meditation. Do not enter any session as
conflict worker without that inner dialogue to increase awareness of
your strengths and deficits. Create an inside round-table discussion
about the pros and cons of yourself, admitting own deficits.

__CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )
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2 A Personal Profile (Relation to Self)

The list of ten points picks up the points mentioned in Unit 1 above.
Pay some attention to the idea that the conflict worker does not
have to be a specialist on the local conditions, like local culture and
structure. There are two reasons:

Very few people outside the local people are, including people

from other parts of the same country, and those who are
often know nothing else (the “area specialist”), becoming too
narrow to see the context; and may know nothing about conflict;

You are going to enter a dialogue, which means give and take

on both sides. A very good basis for equal exchange is that
you bring in general conflict knowledge, and your local dialogue
partners bring in specific, local knowledge.

That makes you equal and is a good basis for dialogues where you
ask how this or that general idea would work, and they give local
reasons for why or why not. If you were fully in command of both
general and local knowledge you would be too overwhelming as an
outside party!

But this raises a problem. After some time you will no longer be
“innocent” on local knowledge, but probably know more than most,
including most locals, in matters relating to the conflict. Your dia-
logue partners have been your informants. You may still ask ques-
tions, but they may sound hypocritical; just as likely locals will start
asking you about the local situation. The solution may sound brutal,
but there is something to it: time is up, you move on to some other
conflict, possibly to come back when there is a newness to the situ-
ation that would make also you new. Like diplomats, conflict work-
ers may have to be recycled. The goal is not to become a professor
of area studies.

&As preparation, what do you think you should catch up on, what
is your major deficit? Discuss with somebody who knows you well
and wants to help you, not to put you down.

CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )_
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3 A Social Profile (Relation to Society)

Who are the conflict workers? Everybody, anybody, you and I. How-
ever, some seem to be more equal than others, as by these criteria:

Gender: women rather than men. Women generally
engage less in physical violence, are more sensitive to other
human beings and their basic needs, less impressed by material
and social structures, more holistic, less inclined to dominate the
other party, better listeners. With men dialogues easily degen-
erate into debates, debates into verbal violence, etc.

Generation: older and younger rather than middle-
aged. Experience counts, so does idealism; particularly
together.

Race: no difference, except as social relations.
Conflict workers of other races do not mix well with racists.

Class: middle class rather than upper class. Upper
classes may identify more with state, national and class elites.
They may be trans-state/-national, but only in a very elitist way.
Well educated people, middle class, middle income, with much
interaction with other people might be more promising.

Nation: soft rather than hard nations. No religion, no
ideology is excluded, except the hard variety which excludes
others and is intolerant of anybody with different faith.

ﬂ Territory: small rather than big. People from big states

often take on the big stick habits of big powers. People from the

capital city take on the habit of seeing peripheries as dangerous

or under-administered. People from more modest places are

more used to solving problems without armies. People from non-

governmental organizations are also used to solving problems

without police and money, in addition they are more world-
encompassing.

A not-too-young woman, any race, middle class in status/
income and education, inspired by a soft religion/ideology,
from a small country, linked to municipalities, and to NGOs all
over.

To take this too seriously, and to take it too unseriously.

__CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )
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3 A Social Profile (Relation to Society)

Again, take these points neither too seriously, nor too unseriously.
The most basic, hard conflicts in the world are in fact *"managed” by
people with the opposite profile: middle-aged men, white, upper
class in status, income or education, often rooted in a very hard reli-
gion or ideology (and often unconsciously), more linked to the state,
regional or world level than to the local level and the NGOs. Even if
some of the six hypotheses may have to be modified this author’s
experience the last 40 years argue in favor of bringing in more
people with the profile recommended But what really matters are
the personal factors in Units 1 & 2.

On the other hand, good NGO experiences and connections are
rather crucial. Governments are tied by the rules of the games, and
the roles, sometimes deadly, they are playing. Above all, they are
supposed to promote the country’s self-interest which is not neces-
sarily the same as peace. Exactly because what they do is poten-
tially dangerous they may both overestimate what can be obtained
with force, and be afraid of using that force. In fact, governments
may leave where volunteers stay on. NGOs are also often more flex-
ible, can allow themselves to draw on the whole world as a source of
insight, not only on people and countries with the same political
color. They can usually build coalitions more quickly than govern-
ments. They can reach beyond conflict borders, building civil soci-
eties. This, of course, has led many governments to work through
NGOs, which then become ambiguous GNGOs, “governmental non-
governmental organizations”. But even they may be more flexible
and be their government with a human face, maybe particularly
when women are involved.

& Is this attitude patronizing to women? Is it essentialist, prejudi-
cial/ discriminatory to men? How about the other dimensions, gen-
eration, race, class, nation, country? How about disregarding the
social profile completely, focusing only on personality?

CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )_
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4 Relation to the Other, the Conflict Parties

The basic attitude to the inside parties in a conflict should be respect,
even when you are unable to feel any sympathy, or to understand their
cause intellectually. Consider the following:

They all want some goals very badly, otherwise the conflict would not
be that serious in terms of their dedication, and in terms of possible
consequences. Other parties are seen as standing in their way, block-
ing their goals. If that other party is as unwilling as they themselves to
give up their goals, fully or partly, then withdrawal or compromise are
blocked. If in addition, they are unable to transcend the conflict, "going
beyond”, exploring new exits, they are stuck. Like most humans they
will tend to blame others, the parties standing in their way. Destructive
attitudes come next, spreading from thoughts/wishes via words to
acts, to get the other party out of the way. Violence, in short.

Nobody is immune to this, at home, at school, on the job. You should
know it when you see it. But you have an advantage. Being an outsider
to the conflict, the goals of the insiders are not that compelling. Hence,
you are not stuck at that point, but in principle free to be creative, with
them. Your task is to help release their creativity, and your own,
through dialogue.

A dialogue, the key instrument in this approach, presupposes mutual
respect, as equal partners. Your task is to respect them, and to
deserve their respect for you.

Rather than respect, you may be tempted to:

B psychiatrize, seeing them as mentally ill, to be treated;

B criminalize, seeing them as morally wrong, to be
punished;

B idiotize, seeing them simply as stupid, to be educated.

Doing this puts you outside the respectful approach recommended. Try
to regain that respect for The Other. One day, The Other may be you.

__CONFLICT TRANSFORMATION BY PEACEFUL MEANS ( The Transcend Method )
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4 Relation to Others, the Conflict Parties

At this point it is worth while remembering the standard attitudes
people, all of us, tend to have to parties in a conflict. We see parties
and we see their goals. Generally we identify more with one party
(or set of parties) than the others, and generally more with one goal
than the others. The formula is usually simple: we identify with the
parties most similar to ourselves (in age, gender, race, class, nation,
country/region) and with goals (religion, ideology) most similar to
our own. And from identification wishing for them to win is a very
short step.

In short, we dichotomize, divide the conflict formation into two parts
because that is the easy thing to do, and treat the goals the same
way. The only problem would be when the party(ies) we like tend(s)
to have the goals we dislike and vice versa. But our mind usually
protects us against such dilemmas by formulas like: this is only
what he says, deeper down, what he really means is — —.

The conflict worker is actually asked to put aside all of this in favor
of a more symmetric attitude to parties and goals, to listen patiently
in the dialogues to their truths, probe, even protest, but not con-
demn and reject outright. Moreover, s/he is expected to see what
happens to parties in a conflict as normal, one test being how s/he
would have reacted, or did react, in a similar conflict.

&How does this work for a physician? Imagine s/he divides
patients into likeable and not, favoring the former and rejecting the
latter for any treatment. Somehow a physician has to take them all
on, regardless of generation, gender, race, class, nation, territory.
S/he has 