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Conflict Resolution

Why to resolve Conflicts

|t is a new field (dat.

from t he

ng

7006s,

br

Political Science, Psychology and Sociolo®ifferent cultures have different approaches to

conflicts. Some cultures choose to address the disptte

directly and some choose to avoid facing the clash
some cultures, voicing frustrationss regarded as
normal, and yet in others it is rude to @o s
Even t he wor d 6conf |
connotations in different languages.

ct

Conflict resolution is a range of methods for alleviatin
or eliminating sources of conflict. The term "confli
resolution” is sometimes used interchangeably e
term dispute resolution or alternative dispute
resolution (ADR). Processes of conflict resolutio
generally includenegotiation, mediation& diplomacy.
The processes o#rbitration, litigation & formal
complaint processes such asnbudsmanprocessesre
usually described with the terrdispute resolution,
although some refer to them &wonflict resolution.”
Processes afediation & arbitration are often referred|
to asalternative dispute resolution

Different types of strategies in approaching to Conflicts

In Why to resolve Conflicts

e be harmful to individuals or groups

e have positive results

help. define and sharpen .

comm ni§/ i?sﬂjegto imﬂ}%{/eg ht

decisions
* help gain recognition for a group
e increase bitterness, alienation, and

t divisiveness

e increase unity, cohesion, and
solidarity within a group

e strengthen group boundaries

e aid in the formation of a new
group

e weaken or destroy a group

e increase tension within or between
groups

e result in restructuring a group

e |ead to alliances with other groups

e disrupt normal channels of
cooperation

O’e

—

There are many ways to resolve conflicgurrendering,
running away, overpowering your opponent wi
violence, filing a lawsuit, etc. The movement tow
Alternative Dispute Resolution (ADR), sometimeé
referred to simply as conflict resolution,egr out of the

belief that there are better options than using violence épnflict by facilitating a move from
going to court. Today, the terms ADR and conflit

resolution are used somewhat interchangeably and
to a wide range of processes that encourage nonvig
dispute resolution oside of the traditional court systen

The field of conflict resolution also includes efforts In

schools and communities to reduce violence &
bullying and help young people develop communicat
and problerrsolving skills.

Common forms of conflict resolioin include:*
Negotiation *Mediation * Arbitration * Mediation
Arbitration * Early Neutral Evaluation * Community
Conferencing * Collaborative Law * Negotiate

Different types of strategies in
approaching to Conflicts
hConflict Prevention:  An approach that
eeks to resolve dispues before violence
cgreaks out.
Sconflict Management : Aims to
prevent the eruption of destructive

violent to spoken conflict

Conflict Transformation: Enabing a
f#insformation from conflict to lasting

|arsice by addressig root causes and
effects of conflict.

" Peacemaking: Peacemaking transforms

the conflict from violent to spoken, and

nﬁirther, toward the definition of a

o0 ommon peaceful solution.
Peace keeping: Peacekeeping missions
are often required to halt violence an d
preserve peace once it is obtained.
Peace building: It is utilized to prevent
the recurrence of violence, by addressing

3 the root causes of conflict and creating a
stable and durable peace.

Rulemaking * Peer Mediation

have
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Diagram: Conflict Management

CONFLICT MANAGEMENT

- WHAT TO DO?

N WHAT cAN YOU 6ET 0UT YIS
2\ OF CONFLICT? 1S THERE
{ ANYTHING POSITIVE?

COMMUNICATION

[THINK ABOUT THE PROBLEM. | !

«)

EXPLAIN YOUR
POINT OF VIEW.

ACCEPT THE NEED
FOR COMPROMISE. [ A

' T ACHOOSETHE
NEGOTIATION N7 [FAIREsT solutron.
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Conflict Resolution - Strategiesof Community Organization

A strategy is the general framework of or orientation to the activities undertaken to achieve a

goal. It is not a particular action but rather a series of actions that take in to account, the

anticipated maneuvers of people. [Bafers as well as opponents]

A strategy I s an orchestration of indiuvi

Methods of Confli  ct Resolution a variety of different

Strategies of Community Organization components of action.

6Thou shalt have the A strategy takes in to

account the actions and

reactions of key allies and adveniea as they bear upon achievement of the proposed goal.

dual

STRATEGY
&

Tactics situa

There are four strategic approaches pursued in community organization
Confrontation Negotiation Co-operation Co-optation

Confrontation

Negotiation

Co-operation

Co-optation

It involves bringing the
demands of one party to
the attention of another
and forcing compliance

It is a process of bringing
parties with different
needs and perspectives to
an agreement

It exists when parties
share resources to
accomplish a common
goal

It results when parties shar e
common beliefs about
matters and when success
or failure of one party
produces similar feelings

Situation for which a particular strategy may be appropriate

Target refuses to meet
with us.

Target is unresponsive.
Need to crystallize or
dramatize the issue.
Need to energize the
issue.

Need to attract the
allies.

Unable to sustain
confrontation effectively.
Unable to neither convince
nor force the respondent
into full compliance with
our demands.

To see progress toward
accomplishing some gain.
When the opponents have
recognized the legitimacy
of the demands.

When both sides want to
gain or build relationship.

The respondents have
resources we need and
from which we can
benefit.

When we have resources
to offer.

Situation of mutual
benefit.

Want to increase the
respondent so
on us.

Respondent is O.K and we
want to work together.

Opposite group is
uncooperative and is not a
good target for
confrontation.

Key individuals in the
opposite group are
amenable to some sort of
affiliation. Weakening the
opposite by putting them in
our agency where their
opinion is silenced.

Strengths of a  Particular strategy

* Fighting with an
external opponent may
strengthen group
cohesion

* Winning provides
tremendous emotional
uplift

* Mere threat of
confrontation may be
sufficient to accomplish
our purpose

* Likely to end up more
favorable condition, even if
you donét get
you want

* Other sides ability to gain
some thing makes them
more accepting of your

gain

* Positive relationship may
develop

*Combined resources
* More people to work
* More dependence of
others may alter the
balance of power

* Silencing a potentially
harmful critic

* Gain some insights into
the working of the
competition

* Gaining access to a
community that has been
closed to you

Lim itations of the strategy

* Loss can be
discouraging

And may lead to internal
puckering

* Non cooperation from
the other side

* Settle for to little that
may weaken the future
demands

* More energy is needed
to maintain the
relationship

* Loss of autonomy

* Others may take credit
for the success

* Letting a fox in the hen
house

* Co-opted members may
manipulate your
transparency
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A. Steps inManaging Conflict
There are five steps to managing conflict.
These steps are:

1. Analyze the conflict

2. Determine manageent strategy
3. Prenegotiation

4. Negotiation

5. Postnegotiation

Step 1: Analyze the conflict

Av oi di dchageésdeadbwtith the issue

Ac c o mmo d a tjustsrgooties things over
Comp et i digdesigroups and creates win/lose
Compr omi s helpgfindthe middle ground
Collaborating é .helps people to work together to
find best solution for everyone

Conflict Analysis Exercise

Groups involved

Who are the groups involved?

Who do they represent?

How are they organized?

What is their power base?

Are the groups capable of
working together?

What are the historical relationships
among the groups?

Substance

How did the conflict arise?

How are the main and secondary issues
described?

Can negative issues be
reframed positively?

Are the issues negotiable?

Have positions been taken and, if so, are
there common interests?

What information is available
and what other information
is needed?

What values or interests are
challenged?

Possible strategies

Would consensus serve all
interests?

Are there external constraints or other
influences that must be accommodated?

What are the past
experiences (if any) of the
groups working together?

What is the timeline for a
decision?

How will the public and the media be
involved and informed?

Will an outside negotiator be
needed?

Step 2: Determine
management strategy.

CollaborationCompromise
CompetitionAccommodation

Avoidance

Step 3: Prenegotiation
Initiation Assessment

Ground rules and agenda

Organization Joint faet
finding

Step 4: Negotiation
InterestsOptionsWritten
agreement

Step 5: Postnegotiation.

Ratification Implementation

Disguised exit
+ Cost escalation

Silent exit

(Indirect communication/self oriented)

(Indirect communication/other oriented)

Disguised exit
* Pseudo-de-escalation

HIGH
CA
.o THE ASSERTIVE STYLE THE COLLABORATIVE STYLE
"5 (Direct communication/self oriented) (Direct communication/other oriented)
8 Communication exit Communication exit
3 _g * fait accompli * negotiated farewell
=
g c Revocable exit Revocable exit
= o + diverging state-of-the * mutual state-of-the
a wn relationship talk relationship talk
aQ i
<y Compromise
S
46 3)) THE AVOIDANCE STYLE THE COOPERATIVE STYLE
g3
O Y-
O ©
Q
(V)
C
(o]
)
/s

Low Degree of cooperativeness in dissolution process
Accommodating Approaches

HIGH
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Key features of conflict analysis

Key features of conflict analysis

What is the conflict about ?

A conflict is often more complex than it seems. How do the participants frame the conflict? To what
extent are their views alike, and how do they differ? How do others frame the conflict? What seem to
be the immediate or proximate factors behind the conflict? Are there deeper livelihood, inst itutional,
political or other structural factors behind the conflict? Trying to manage a conflict as a single, isolated
event may be of little use if it is intertwined with wider problems or issues.

Who is involved in the conflict?

Effective consensus buiting depends on engaging all the stakeholder groups that are relevant to a
conflict. It is therefore important to identify stakeholders accurately. Are there any groups who are not
present but who have a direct or indirect role in the conflict, such as adm inistrators, resource users
from neighboring communities or migratory populations (herders, farmers or laborers)?

What motivations or incentives exist for the parties to settle their conflict?

Trying to get people to settle their conflict through ACM or ot her means may be difficult if the parties
do not feel or perceive a need to manage or resolve it. In addition, there may be economic, political,
cultural or other incentives that influence the parties' willingness to engage in conflict management.
Equally important is to find out whether there are people who would benefit from continuation of the
conflict, or who would resist attempts to stop conflict (do some people have an interest in
perpetuating the conflict?).

What conflict management strategies have b een tried in the past?

It is very important to consider what strategies have already been tried to resolve the conflict. What
were the results of these efforts? What are the advantages or disadvantages or pursuing the same
strategy or strategies for the pr esent conflict?

Tips for Transforming Conflict

Tips for Transforming Conflict

When conflicts arise, many of us automatically fall into adversarial ways of thinking & you vs. me.
Doing so typically means there is a winner and a loser. However, in reality both sides usually lose
something because the relationship is damaged and the problem is often not truly resolved.

Most of us are aware that there is a more constructive way to deal with conflict. Typically called a win -
win, collaborative or cooperative approach, it can be applied to all kinds of conflict, from small
everyday disputes between individuals to large ones that divide communities. This strategy is called as
the common ground approach, where the parties involved understand and honor their differences and
find a mutually beneficial agreement based on shared interestsd their common ground.

Here are a few tips that might help to achieve common ground:

Accept that conflicts are a natural part of life

Treat conflict as an opportunity to grow, learn and improve relationships

Be aware of your initial reaction and take a deep breath

Choose your approach

Listen and learn

Di scover whatdéds i mportant

Respect each other

Find common ground

Be creative

©F 0FN RO RIS
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Cycle of Conflict & Conflict Resolution

Cycle of Conflict Conflict Transformation

~

FacestodFace Conference:
Resolve |ssues
Recondile Relationshipe

&

Escalating
Conflicts

Q

Sealing a Covenant
Of Peace

U

2h

Trigger Pained Burface Hurts =
Events Disengagement Commit to Work :]-S

Tor Paace
Continual
Peace Building
Hidden Hurts
@ Hidden Hurtz
L
> :9:

lllam O Lowray
27 Qomoher 1593

CONFLICT RESOLUTION DAY

An Annual International Celebration
Methods of Conflict Resolition

Methods of Conflict Resolution
Promoting pro -social behavior:
Human beings have at least as much potential for caring, sharing and cooperating as they do for aggression,
competing and destroying. Pro social behaviors are activities that have positive social consequences for others.
Approaches to managing conflict:
Ones approach to manage conflict differ as per ones assumptions 1) people, 2) about conflict, 3) characteristic
attitudes, 4) behaviors and typical outcomes.
The Win -Win approach is a conscious and systematic attempt to maximize the gains of both parties through
collaborative problem solving.
1.Forcing - an antagonistic, competitive approach that pushes for an all or nothing solution
Lose-Lose approach is characterized in many ways
1. Avoidance of conflict is preferred to open competition and half loaf is better than one loaf.
2.Withdrawi ng- avoiding conflict by retreating or remaining silent
3.Smoothing - playing down differences, emphasizing commonalities and avoiding discussions on contentious
issues
4.Compromising - a simple splitting of differences through negotiation
Two -dimensional model  of conflict management:
This model states that assertiveness (to satisfy others concerns) and cooperativeness (to satisfy others concerns)
are both necessary to understand peoples approach and behavior towards conflict. This model yields five conflict
modes
Third Party Consultation:
Arbitration:  Involves a third party judgment that is arrived at by considering the merits of the opposing cases
and their imposing a settlement.
Mediation: Involves a skilled third party who attempts to help clients reach a comp romise on specific issues that
are amenable for negotiation
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Different options for managing conflict

Different options for managing conflict
There are number of options to manage conflicts. One must carefully consider the pros and cons of
each possible option to decide which approach provides best advantage. No approach for managing
natural resource conflicts works in all situations. Each has its own strengths and limitations. Deciding
on the most appropriate and legitimate means of addressing the conflict will depend on the situation.
The following discussion of the various options is to assist people to make informed decisions. The
various conflict management options vary in terms of
the legal recognition of process and outcome;
the privacy of the approach;
the specialization required of the third party that might be assisting in conflict management;
the role and authority of any third party that might be involved,;
the type of decision that will result;
The amount of coercion that is exercised by or on the disputing parties.
The diagram shows a continuum of conflict management approaches. These range from conflict
avoidance at one extreme to physical violence at the other. In between these two extremes, there are
many different approaches and options for managing conflict. Moving from left to right in the diagram,
the approaches become progressively more directive and coercive in terms of decisionrmaking. The
further to wards the right of the diagram, the less the influence that the conflict parties have on the
process and outcome of conflict management.

Informal Decision Informal third Legal ¢ | Extralegal coerced
. party decision authoritative decision making
Makmg making third party

decision making

< »

Conflict Negotiation Mediation |: | Arbitrat ion Adjudication | ¢ | Non Violent Violence
Avoidance i i | Direct Action

Increased coercion & Likelihood of Wini Lose

Continuum of conflict management
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Box: Managing Conflict

Managing Conflict

Robinson and Clifford (1974) advocate
"managing conflict toward constructive action
since a conflict can seldom be completely
resolved." When conflict arises, we need to be
able to manage it so that it becomes a positive
force, rather than a negative force threatening
to disrupt the group or community. As Parker
(2974) notes: Conflict not managed will bring
about delays, disinterest, lack of action and, in
extreme cases, a complete breakdown of the
group. Unmanaged conflict may result in
withdrawal of individuals and unwillingness on
their part to participate in other groups or
assist with various group action programs.

Boulding discusses several methods of ending
conflicts: (1) avoidance; (2) conquest; and

(3) procedural resolution of some kind,
including reconciliation and/or compromise
and/or award. As stated previously, avoidance
of conflict often leads to intensified h ostility
and may later cause greater problems for the
group. Therefore, one of the first steps in

conflict management is to recognize that a
conflict situation exists. Don't ignore it and

count on it disappearing by itself. As Boulding
(1962) notes: “The biggest problem in
developing the institutions of confiict control is
that of catching confiicts young. Confiict
situations are frequently allowed to develop to
almost unmanageable proportions before
anything is done about them, by which time it

/s often too late to resolve them by peaceable
and procedural means."

Avoidance in a particular situation might
conceivably be the best answer, but this step
should be made only after conflict is explicitly
recognized and alternative ways to manage it
are examined.

Conquest or the elimination of all other points
of view is an approach seldom applicable to
community development programs. It is
mentioned here only as a recognized approach.

Boulding's third method of ending conflict -
procedural resolution by recon ciliation

and/or compromise - is generally the
method most appropriate in  community
development programs. There are several
means to reach a compromise. Various
practitioners and academies theorize as to the
best means available. In reality, the means for
conflict  resolution by reconciliation is
dependent on the situation. No one type can
apply to all situations.

There are always risks involved when dealing
with hostilities or conflict. Research indicates
that accepting these risks will result, when the
conflict is managed (even in varying degrees),
in stronger, more cohesive groups. Ignoring or
openly fighting the opposition can greatly
weaken group structure and group action.

Compromise involves adjustments and
modifications with regard to the territor ies,
values, goals, and/or policies of the involved
parties. For example, a possible strategy for
reducing conflict over how to reach an agreed-
upon goal might be to redefine the situation in
terms of new means toward the acceptable
goals - a new bond issue rather than depleting
existing funds. Territories may also be
redefined and made less exclusive in order to
diminish conflict.

An outline of suggestions for use in managing
conflict within and among community groups is
presented below:

1. Recognize and A cknowledge that

Conflict Exists.

2. Analyze the Existing Situation.

e Know exactly what the conflict is about. Does
it involve values, goals and means to goals,
territory, or a combination of these?

e Analyze behavior of involved parties:
members of the groups(s)).

e Determine if the conflict approach is being
used by the concerned party (as discussed in
previous section).

e Find out how other, similar conflicts have
been resolved.

e Find out how other, similar conflicts have
been resolved.
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3. Facilitate Communica tion.

e Enhance communication. Open the lines for
free discussion and involve all members.

e Encourage accurate communication and
feedback because negotiation (discussed
below) depends on good communication.

e Listen and raise questions.

e Allow free  expression. Constructive

disagreement should not be suppressed.

Supply information and facts.

Maintain an objective level (not emotional).

Stay on issues, not people.

Provide the tact needed to "save face" for

parties.

4. Negotiate.

"Techniques used in labor disputes offer
potential in community problem -solving. "

Some useful principles based on negotiations
between labor and management, and in
business affairs may be applied in conflict
management in community groups. As
Nierenberg (1968) states, "Whenever people
exchange ideas with the intention of changing
relationships, whenever they confer for
agreement, they are negotiating." He adds,
"The satisfaction of needs is the goal common
to all negotiations," and that "negotiation is a
cooperative enterprise; common interests must
be sought; negotiation is a behavioral process,
not a game; in a good negotiation, everybody
wins something."

The importance of discovering common
interests, or "points of common agreement," is
stressed by Nierenberg: Always he on the alert

to convert divergent interests into channels of
common desires. In exploring these channels,
both parties to the negotiation may be stimulated

by the idea of sharing common goals. These goals
are reached by finding mutual interests and needs
by emphasizing the matters that can be agreed
upon, and by not dwelling on points of difference.

5. Make necessary Adjustments, Reinforce
and Confirm.

6. Live with Conflict. All conflict cannot be
resolved.
Sometimes, individuals or groups do not feel it is
to their collective interest to resolve a conflict. The
price is too high. Resolution involves compromise
or capitulation. If a party is unwilling to
compromise or to capitulate, then the conflict is
likely to continue.
Many social analysts believe that the middle class
in Western industrial nations has embraced an
anti-conflict, anti-violence value orientation. This
has resulted in rule by consensus and conflict
avoidance. Some or most community leaders find
conflict both embarrassing and distasteful. This
attitude is especially useful to those who use a
conflict strategy - that is, they exploit peace at
any price. But, it may not always be in
communities' interest to compromise or capitulate
on these terms. Learning to live with conflict may
be a real community service. As close knit groups
have demonstrated for centuries, communities
can live with conflict when they collectively
determine it is necessary.
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Box: Process & Types of Conflict Resolution

Conflict resolutionis a range of process aimed at alleviating or eliminating sources of conflict. The term "conflict
resolution” is sometimes used interchangeably with the telispute resolution or alternative dispute resolutionProcesses
of conflict resolution generally includesgotiation, mediation and diplomacy The processes afbitration, litigation are
usually described with the term dispute resolution, although some refer to them as "conflict resolution.” Processes of
mediation and arbitration are often referred to aternative digute resolution.

Conflict managementefers to the longterm management of intractable conflicts. It is the label for the variety of ways b
which people handle grievances standing up for what they consider to be right and against what they considex to b
wrong. Those ways include such diverse phenomena as gossip, ridicule, lynching, terrorism, warfare, feuding, genoc
mediation, and avoidance. Which forms of conflict management will be used in any given situation can be somewhat
predicted and exjained by the social structur€onflict management is often considered to be distinct from conflict
resolution

Negotiationis a dialogue intended to resolve disputes, to produce an agreement upon courses of action, to bargain fg
individual or collectivadvantage, or to craft outcomes to satisfy various interests. It is the primary method of alternativ|
dispute resolution. Negotiation occurs in business,-poofit organizations, government branches, legal proceedings, am|
nations and in personal situans such as marriage, divorce, parenting, and everyday life. The study of the subject is c3
negotiation theory. Those who work in negotiation professionally are called negotiators. Professional negotiators are
specialized, such as union negotieg, leverage buyout negotiators, peace negotiators, hostage negotiators or may worl
under other titles, such as diplomats, legislators or brokers.

Mediation, a form of alternative dispute resolution (ADR) or "appropriate dispute resolution", aims tb tagsi®r more)
disputants in reaching an agreement. The parties themselves determine the conditions of any settlementswresthed
than accepting something imposed by a third party. The disputes may involve (as parties) states, organizations, st
individuals or other representatives with a vested interest in the outcome.

Advocacyis the pursuit of influencing outcomes including publigpolicy and resource allocation decisions within politica:l
economic, and social systems and institutionsK & RANBOGf & I FFSOG LIS2L)f SQa Odz
Advocacy can be seen as a deliberate process of speaking out on issues of concern in order to exert some influence
2F ARSIFA 2NJ LISNBER2YaAaD .| ASR 2y (KAANREFANAYA2VROZ2 QIKES
LIS2L) SQa tA@Sad |1 26SPSNE | R@20F 08 KFa YIyeé AyidSNLINSI
initial valueneutral definition.

Diplomacyis the employment of tact to gain strategic\ahtage or to find mutually acceptable solutions to a common
challenge, one set of tools being the phrasing of statements in acnafrontational or polite manner.

Activism,in a general sense, can be described as intentional action to bring about@ogditical change. This action is in
support of, or opposition to, one side of an often controversial argument.

The word "activism" is often used synonymously with protest or dissent, but activism can stem from any number of pg
orientations and te a wide range of forms, from writing letters to newspapers or politicians, political campaigning,
economic activism (such as boycotts or preferentially patronizing preferred businesses), rallies, blogging and street n
strikes, both work stoppagesnd hunger strikes, or even guerrilla tactics.

In some cases, activism has nothing to do with protest or confrontation: for instance, some religious, feminist or
vegetarian/vegan activists try to persuade people to change their behavior directly, ratiiepdrsuade governments to
change laws. The cooperative movement seeks to build new institutions which conform to cooperative principles, and
generally does not lobby or protest politically.

Critical pedagogys a teaching approach that attempts to helpidgénts question and challenge domination, and the beIiefI
and practices that dominate. In other words, it is a theory and practice of helping students achieve critical consciousn
Critical pedagogue Ira Shor defines critical pedagogy as "Habits ohthoegding, writing, and speaking which go beneat
surface meaning, first impressions, dominant myths, official pronouncements, traditional clichés, received wisdom, an
opinions, to understand the deep meaning, root causes, social context, idealodjpersonal consequences of any action
event, object, process, organization, experience, text, subject matter, policy, mass media, or discourse."
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Table: Strengths and limitations of various methods of conflict resolution

Strengths and limitations of customary sys

tems for managing conflict

Strengths

Limitations

Encourage participation by community members, and
respect local values and customs.

Are more accessible because of their low cost, their
flexibility in scheduling and procedures, and their use of
the local language.

Encourage decisionmaking based on collaboration, with
consensus emerging from wide-ranging discussions,
often fostering local reconciliation.

Contribute to processes of community empowerment.
Informal and even formal leaders may serve as
conciliators, mediators, negotiators or arbitrators.
Long-held public legitimacy provides a sense of local
ownership of both the process and its outcomes.

Have been supplanted by courts and administrative laws.
Are challenged by the increasing heterogeneity of
communities resulting from cultural change, population
movements and other factors that erode the social
relationships supporting customary conflict management.
There may also be long-standing problems of access on
the basis of gender, class, caste or other considerations.
Often cannot accommodate conflict among communities
or between a community and the State.

Local leaders may use their authority to pursue their own
self-interest, or that of their affiliated social groups or
clients.

Decisions and processe may not be written down for
future reference.

Strengths and limitations of national legal systems

Use of official legal systems strengthens the rule of State
law, empowers civil society and fosters environmental
accountability.

Are officially established with supposedly well-defined
procedures.

Take national and international concerns and issues into
consideration.

Involve judicial and technical specialists in decision-
making.

Where there are extreme power imbalances among the
disputants, national legal systems may better protect the
rights of less powerful parties because decisions are
legally binding.

Decisions are impartial, based on the merits of the case,
and with all parties having equity before the law.

Are often inaccessible to the poor, women, marginalized
groups and remote communities because of cost,
distance, language barriers, political obstacles, illiteracy
and discrimination.

May not consider indigenous knowledge, local institutions
and long-term community needs in decision-making.

May involve judicial and technical specialists who lack the
expertise, skills and orientation required for participatory
natural resource management.

Use procedures that are generally adversarial and
produce win - lose outcomes.

Provide only limited participation in decision-making for
conflict parties.

It may become more difficult to reach impartial decisions
if there is a lack of judicial independence, corruption
among State agents, or an elite group that dominates
legal processes.

Use the highly specialized larguage of educated elite
groups, favoring business and government disputants
over ordinary people and communities.

Strengths and limitations of a ltern

ative conflict resolution  methods

Can help overcome obstacles to participatory conflict
management that are inherent in legislative,
administrative, judicial and even customary approaches.
Promote conflict management by building on shared
interests and finding points of agreement.

Involve processes that resemble those already existing in
most local conflict management systems, including
flexible, low-cost access.

Foster a sense of ownership in implementation of the
solution process.

Emphasize capacity building within communities so that
local people become more effective facilitators,
communicators, planners and managers of conflict.

Often fail to address structural inequalities, and may
serve to perpetuate or exacerbate power imbalances.
May encounter difficulties in getting all stakeholders to
the bargaining table.

May not be able to overcome power differenti als among
stakeholders, so vulnerable groups such as the poor,
women and indigenous people remain marginalized.
May result in decisions that are not legally binding.

May lead some practitioners to use methods developed
in other contexts and cultures withou t adapting them to
local contexts.
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Diagram: The ten steps of conflict management

The ten steps of conflict management

PUSTEP 1
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EESOEA preparing
EXIT S S
-
“\
r '»'-‘,:2. '_V;": ] -".f:‘ s LAT: [
Monitoring Preparing
agreement entry
NEGOTIATION /
Designing Entering the
agreement PROCESS MANAGEMENT conflict scene
Foslering collaboration
“Do no harm"™
Resloring relations
PUSTEP 7 N Managing information P STEP 3N
Facilitating Capacity building Analysing
negotiations conflict
\ AT / ENTRY
* STEP 6 >_STEP 4
Broadening
b e stakeholder
% PUSTED & engagement
— Assessing
options
BROADENING
STAKEHOLDER
ENGAGEMENT

Table: The major elements we need to understand before deciding a strategy

Elements Things to know

Issues Basic facts; causes and effects of problems; solutions appled in other places; rights
and obligation of parties

Target Probable reaction to specific tactic; principal decision makers; degree of rationale for
support or opposition; strengths and vulnerabilities; cohesion

Your Troops Degree of commitment; number s; probabl e reactions t
norms; strengths and vulnerabilities; cohesion

Other Resources | Awareness of needed additional resources; availability and location of resources;
steps required to gain additional resources
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Box: Resolving Conflict- Making a community to perform

i

III. UNITY -
Issues

Who are we?
Are we working well together to get to our goal?

Can we switch roles? Can 1 lead/follow?
Feelings Behaviors
*Pride * A sense of team cohesion
*Togetherness *Support for others
*Sense of belonging sEncouragement
*Optimism *Honesty
*Respect & Trust *Powerful interaction
*Express criticism constructively

Results

As team members begin to work out their differences, they
now have more time and energy to spend on the project,
Thus, they are able to make significant progress.

- ETvames:

Issues

Who has power? How will Ifit?

Can we work together?  Will there be cliques?
Behaviors

*Pressure/stress *One person domination

sLeft out/unincluded ~ oStruggling for position

*Competitive sLittle listening

oJealous *Resistance to task

*"Pecking order” +Try to rely solely on personal

*Disunity experience

o Anger

Results

Because of the disunity, team members have little energy to
spend on progressing toward the team’s goal. But they are
beginning to understand one another.

IV, PERFORMING COMMUNITY -
[ssues

What are the problems and how can we solve them?
How can we bring about change?
What s my role and responsbility in this group?

Feli Behavi
*Understand each sConstructive self change
other's strengths & *Prevent or work through group
weaknesses problems

*Commitment & *Close team attachment
Enthusiasm *Risk taking

*Satisfaction of team’s

progress

*Having fun/relaxed

*Confidence

Work gets done, The team is now an effective, cohesive unit,

I. GATHERING -

- -

What is group’s purpose?  What are we trying to accomplish?

Why are we here? Do we have a leader?
What's in it for us?

Behaviors
*Feel uncertain *Not be open
*Fear, apprehension *Polite conversation
*Cautious *Safe discussion
*Confusion *Dependence on leader
*Hope .
*Excitement 4 ‘
¢ Anticipation
Results

Because there is so much going on to distract members’
attention in the beginning, the team accomplishes little, if
anything, that concerns its project goals. That's normal.

Resolving Conflict Making a community to perform
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Conflict Management

3

AV

Conflict means, “strike together.” The spark
of anger or flame of emotion can result. A
conflict response decision must be made
by each party (disputant) involved.

< S

Decision to Decision

focus on to focus on

;. separate shared

| interests Decision Maker Interests
Violence is anger expressed vs Mediation dissipates anger ap-
inappropriately and polarizes a propriately and preserves campus

campus enforcing separateness. peace and cohesiveness.

Diagram: Thomas and Kilmann Conflict Modes

Thomas-Kilmann Conflict Modes

Competing Collaborating

N Z.ero-sum orientation + Expand range of possible options
* Win/lose power struggle + Achieve win/win outcomes

ASSERTIVENESS Compromising
ocus on my needs, i

desired outcames + Minimally acceptable to all
and agenda + Relationships undamaged

Avoiding Accommodating

« Withdraw from the situation + Accede to the other party

« Maintain neutrality + Maintain harmony
COOPERATIVENESS

Focus on others’ needs and mutual relationships
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Table: Basic Causes, Causes that Escédaand Institutional Capacity to handle conflict

BASIC CAUSES OF CONFLICT
1. ETHNIC AND RELIGIOUS DIVISIONS

Al s t he relationshiop bet we
characterized by dominance, potential dominance, or high levels

of fragmentation?

AWhere do these groups I|ive 4

concentrated in regional pockets or dispersed? If they are
concentrated, do they form a majority or a minority in the area?
AWhat ihistoryt oh mlations between groups? Is there a
pattern of systematic discrimination or have relations been
relatively peaceful and inclusive?

ADo other divides, f
inequality, reinforce ethnic divisions?

AAr e elitle®whe face an economic or political incentive to
mobilize violence along ethnic lines?

Als extremist ethnic
beginning to create or promote ethnic 'myths'?
2. ECONOMIC CAUSES

Al's t he econo my/redion)fgrowiryestagnant) ort
declining? By what percent?

Als the country (or region) |0
AAr e t her e-edoromig dispasites? iDo these reinforce
other lines of division, such as ethnicity?

or exampl

or relig

Al's the economy heavily dogifes?n
Are these commodities easily 'lootable'?

Als economic power tied to pol
AHow pervasive is corruption
ethnic or other lines of division?

Alf there is a |large infor meal

based on drugs, trafficking in humans)?
3. ENVIRONMENTAL CAUSES

AAre there major resource scar
AWhat are the primary causes 0
AHas scarcity |l ed to resource
AHas scarcity | ed to popul ati o
ADo t he ef f e c t(esourcd capsuea population

transfers) reinforce other divides (ethnic, religious, economic)
and/or generate competition between groups?

ADo elites compete over the cd
natural resources (both renewable and non-renewable), scarce
or not?

AAre certain resources (such

competition?

4. DEMOGRAPHIC TRENDS

ADo popul ation growth rates

communities?

AAre there other factors (e.
tipping the demogra phic balance toward one group?

Als the rural population expar

or are there other safety valves for population pressures (e.g.
migration to adjacent states/economic opportunity in urban

centers)?
CONFLICT ASSESSMENT FRAMEWORK
AWwhat are rates of urbani zat

expanding in a period of economic growth or decline?

AWhat is the size of the you
population?

AAre there particular areas
where the youth cohort is disproportionately large?

AAre young people radicalizin
not, what is keeping this from happening?

AAre there rapid increases in

have no opportunities for political or econ omic advancement?
5. INTERACTION EFFECTS

AAr e there many incentives f
grievance) or only a few?

AAre they longstanding and chr
ADo incentives for violence o

cut across lines of division? For example, does access to
economic opportunity overlap with ethnic difference or cut
across ethnic difference?

Al's there an alignment bet wee.l
with a political or economic incentive to mobilize viole nce well-
positioned to tap into a strong grievance?

CAUSES THAT ESCALATE CONFLICTS

Il. MOBILIZATION: ACCESS TO CONFLICT RESOURCES

1. ORGANIZATIONAL RESOURCES

ADo organizational structures
society? For example, are cvil society groups mono-ethnic or
multi-ethnic?

AAr e t h-establishedeethhic or religious associations that
could be used to mobilize violence?

AHave these structures steppeo
such as access to employment or education in the context of a
weak state?

AHow closely do organizational
patronage networks) align with incentives for violence?

Al f incenti ves and organi zat
organizations capable of monitoring group behavior and
punishing 'defectors' from group goals?

2. FINANCIAL RESOURCES

AAre groups with an incentive
foreign support groups (e.g. diaspora, foreign governments,
transnational religious or ethnic groups) that could prov ide
funding?

ACan those motivated to engag

"lootable" primary commodities?

AAr e resources avail abl e t hr
patronage networks?

Acan sufficient resources b ¢
kidnapping, banditry or other activities on the black or gray
market?

3. HUMAN RESOURCES

A 1Is ther e a popul ati on of r
young men in urban or semi-urban areas) available to actors
motivated to engage in violence?

4. GENERAL QUESTIONS

A Do g with inpesitives for violence have access to all
conflict resources organizational, financial, and human - or only
afew?

A What l evel of resources
they need to achieve their goals? Is there a match?

This section is intended to help the conflict assessment team
diagnose the conflict '‘problem' in particular country context.

A Where do these resources co
corruption/patron -age networks, diasporas, foreign recruits,
local/international sources) and what does this imply about ease

of access and sustainability?

do







