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Introduction

PCR 114: Introduction to Conflict Resolution Prases Il introduces
you to the various conflict resolution processdsis a 3- credit units’
course and is the second part of PCR 605: Intramludio Conflict

Resolution Processes I. At the end of the course ayre expected to
have adequate grasp of the meaning of conflictetlmution of conflict

resolution, what causes conflict, types, and dino#ss of conflicts

among others. Against this background, you willeogipped with the
tools to face everyday practical challenges.

This is necessary because in our everyday interacive are faced with
various types of challenges. It requires that weehto make choices
among conflicting options. There is also the hat that the people we
meet and interact with are also interested in #mesissue(s) as we are.
Then conflict occurs. Conflicts if not well manageah become violent.
We have to realize that there is need for the ramarice of law and
other for a peaceful society. When we get thishatliack of our mind,
then we have to be careful the way we conduct tweseand in our
relationship with others. This will reflect in theay we handle issues
when we are involved in conflict, either directly iadirectly. It is also
important to be mindful of the role(s) we play whea are involved in
conflict resolution. This is important because tbke(s) we play can go
a long way in bringing about peaceful resolutiohyeell as escalation of
the issues, which may result to violence. Herethesimportance of this
course, as it is expected to equip the student theghnecessary tools to
enable you apply the knowledge gained to the utimeséfit.

There are compulsory prerequisites for this coufde course guide
tells you briefly what the course is all about, wiau are expected to
know in each unit, what course materials you needse and how you
can work your way through these materials. It aésophasizes the
necessity for you to complete the tutor-markedgassents embedded
therein. There are also periodic tutorial clas¢ed are linked to this
course.

What you will learn in this course

It is important to note that the study of this cmurs theoretical as well
as practical. The theoretical consists of the badfy insights,

observations, research findings and formal proestproduced by the
modern social sciences, especially those that wéhl the nature and
sources of human conflict and cooperation. It agical that most often
this body of knowledge is only useful to the acambsmvorking on it.

Their time is spent working on it, refining the aiét and trying to spell
out the implications for public policy. It could Emitted that many
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aspects of it remain controversial, but owedly there are efforts
made to use it as a remedial prescription for tleeldis evils. In this
regard, we may note that the ideas of scholars aath,sometimes do,
have considerable effect in the world. This may eiteén be quickly or
in the direction intended. More so it works whehe teadership has a
listening ear and where the academia is reverethagepository of
knowledge.

The practical consists of a set of procedures &alidg with conflict,
especially when they are deep-rooted and frequewityent. The
procedures are explicit and require a high levedéxgertise on the part
of those who seek to apply them. There is alwagsae to believe that
they can succeed in their objective if they areeia. The process may
raise difficulties of various kinds. As Christophditchell and Michael
Banks have noted, “This has to be accepted when aewy
recommendations are put forward, especially whezy ttonfront the
great unsolved problems of rebellion, terrorismmownal strife and
warfare---in other words, the various forms takey deep-rooted,
protracted conflict”.

Course Aims

This course aims to get you acquainted with thargxiiterature in the
conflict resolution processes. From the knowledgmed the student is
expected to apply them to the practical challergdessery day living, at
home, workplaces etc. This also confers anothezl lef/ responsibility

on you as a responsible member of society to daritri positively in

building it. It also includes -cultivating friendlyelationships in a
harmonious environment in order to bring the ppites of the conflict

resolution processes into fruition, whenever thednarises.

Course Objectives

The overall objectives and expectations of thisrseuare many. In
addition to this each unit has its objectives whydu will find at the

beginning of each unit. You are expected to reantibefore working
through the unit. You may have to cross- checkrintigently with the

objectives to be able to determine the progressareumaking at each
point. You are advised to also look at each unijeciives after

completing that unit. By following the instructiom®ove, you will be
properly guided and this will assist you to get tlimost benefit from
this course.

Stated below are the overall objectives of thisrseu
1. Examine how conflict resolution as a field afdst evolved;
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2. Explain why violent conflict constitutes a pret,

3. Define conflict and conflict resolution, and tbause(s) types of
conflict;

4. Identify and understand conflict handling styles

5. Understand the perspectives and be able to dpplgpproaches

to peacemaking;
6. State the methods of conflict analysis, conffiobgression and
conflict attitude;

7. Understudy and manage anger;

8. To understand the technique of mind control, twh# and its
role in conflict resolution processes;

9. Identity the place of conflict mapping tonflict resolution

processes;

10. Identify the approaches to decision-making thed application.

11. To understand how trust can be built and thesst

12. To study and know the differences betwé®n western and
African approaches to conflict resolution.

13. To know the significance of mediation in coctfliesolution; and

14. To generally know how to manage conflint community
organizations among others.

Working through this Course

To complete this course you are required to readsthdy units, read
recommended books and read other materials prowngieitie National
Open University of Nigeria (NOUN). Most of the witontain self-
assessment exercises, and at points in the coymseare required to
submit assignments for assessment purposes. Adnitheof this course,
is a final examination. Stated below are the corepts of the course
and what you are expected to do.

Course materials

Course Guide

Study Units

Textbooks and other Reference Sources
Assignment File

Presentation

In addition, you must obtain the text materials,icihare provided by
the NOUN. You may also want to purchase the othatenals from the
bookshops. Please, contact your tutor if you haebklpms in obtaining
the text materials.
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Study Units

There are 25 Units in this course:

Module 1
Unit 1 Conflict Resolution as a Field of
Study
Unit 2 What is Conflict?
Unit 3 Conflict handling Styles
Unit 4 The Conflict Resolution Process
Module 2
Unit 1 Conflict Escalation
Unit 2 Perspective and Approaches to Peacemaking
Unit 3 Conflict Resolution in International Relat®
Unit 4 Methods of Conflict Analysis
Unit 5 Anger Management
Module 3
Unit 1 Technique of Mind Control
Unit 2 The Government and Mind Control
Unit 3 Conflict Mapping
Unit 4 Group Conflict Formation
Unit 5 Approaches to Decision Making
Module 4
Unit 1 Attitude Change and Persuasion
Unit 2 Mental and Emotional Preparedness
Unit 3 Building Trust
Unit 4 Building and Transforming Peace from Below
Unit 5 Conflict, Conflict Resolution and Reconcii@an:
An Overview
Module 5
Unit 1 Differences between Western and African Aygmhes
Unit 2 Recommendations on African Traditional Meatho
Unit 3 Facilitative Mediation Process
Unit 4 The Mediators Job
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Module 6

Unit 1 Understanding Conflict as a Strategy in &b€ihange
Unit 2 Practical Insights and Challenges to CohfResolution
Set Textbooks

The following books are suggested for further regdi

Coleman, James S., (1957) Community Conflict, NT¥ie Free press
Monograph

Coser, L.A. and Bernard, R. (1964) Sociological ditye A Book of
Readings 2 Ed. N.Y. Macmillan.

Coser, L (1956) The Functions of social conflidtjl&édelphia: The Free
Press.

Weeks, D. (1972) The Eight Essential Steps to @mnResolution:
Preserving Relationships at work, at Home and ire th
community, Los Angeles: J.P. Tarcher.

See also the comprehensive list of reference txtthis course at the
end.

Assignment File

In your assignment file, you will find all the dédsaof the work you
must submit to your tutor for marking. The marksiyabtain for these
assignments will count towards the final mark yaam for this course.
Further information on assignments will be foundtire Assignment
File itself, and later in this Course Guide in fgetion on assessment.

There are many assignments for this course, withh emit having at
least one assignment. These assignments are lbasitednt to assist
you to understand the course.

Course Overview

This table brings together the units, the numbewreéks it should take
you to complete them, and the assignments thatwahem.

Unit | Title of work Weeks | Assessment
Activity | (end of unit)

1 Course Guide

2 Conflict Resolution as afield of study.
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3 What is conflict? 1 Assignment 1
4 Conflict handing styles
5 The Conflict Resolution grocess 1 2
6 Conflict Escalation
7 Perspectives and Approaches tc Peacemaking 1 3
8 Conflict Resolution in International Relations
9 Methods ofCorflict Analysis 1 4
10 Anger Management
11 Technigue of Mind Conirol 1 5
12 The Government and Mind Control
13 Conflict Mappinc 1 6
14 Group Conflict formation
15 Approaches tc Decision making 1 7
16 Attitude Change and Persuasion
17 Mental and Emotiona Preparedness 1 8
18 Building trust
19 Building and Transforming Peace from below 1 9
20 Conflict, conflict Resolution and
21 Reconciliation 2 10

Differences between Western and African

Approaches
22 Recommendations on African Traditional
23 Methods 1 11

Facilitative Mediatior Process
24 The Mediators Job 1
25 Understanding conflict as a strategy in social

change 1 13
26 Practical insights and challenges to conflict 1

resolution

Revision 2

Total 17
Assessment

There are two aspects to the assessment of thisecokirst, are the
tutor-marked assignments; second, is a written exaron.

In tackling these assignments, you are expectedapply the
information, knowledge and experience acquiredmduthe course. The
assignments must be submitted to your tutor fom&drassessment in
accordance with the deadlines stated in the Assgwrhile. The work
you submit to your tutor for assessment will acddien 30% of your
total course mark.

Vi
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At the end of the course, you will need to sit #ofinal examination of
three hours duration. This examination will accolantthe other 70% of
your total course mark.

Tutor-Marked Assignment (TMAS)

There are over 21 tutor-marked assignments incthusse. The best four
(that is, the highest four of the 20 marks) will beunted. Each
assignment counts for 20 marks but on the averagenwthe four

assignments are put together, then each assignméntount 10%

towards your total course mark. This implies tlin total marks for the
best three (3) assignments, will constitute 30%yoiir total course
mark.

The Assignments for the units in this course arataioed in the
Assignment File. You will be able to complete yassignments from
the information and materials contained in your lsmbks, reading and
study units. However, it is always desiralae this level of your
education to research more widely, and demonstrate you have a
very broad and in-dept knowledge of the subjectenat

When each assignment is completed, senagither with a TMA

(tutor-marked assignment) form to your tutor. Eesuhat each
assignment reaches your tutor on or before thelideadiven in the

Assignment File. If, for any reason you cannot clatgyour work on

time, contact your tutor before the assignmentus tb discuss the
possibility of an extension. Extensions will not ¢anted after the due
date unless there are exceptional circumstancesniarg such.

Final Examination and Grading

The final examination for PCR 106 Introduction tondlict Resolution
Processes Il will be of three hours duration andeha value of 70%
practice exercises and tutor-marked assignmentshywe previously
encountered. All areas of the course will be agskss

Use the time between the completion of the last and sitting for the
examination, to revise the entire course. Yoay find it useful to
review your tutor-marked assignments and commerthem before the
examination. The final examination covers inforratirom all aspects
of the course.

Course Marketing Scheme

Table 1: Course marking Scheme

Vil
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ASSESSMENT MARKS

Assignment Best three marks of the Assignments @10% ¢
(on the average) = 30% ofcourse marks

Final examinatior 70% ofoverall course mérks

Total 100% oicourse merks

How to get the most from this course

1.

as

In distance learning, the study units replaeeuthiversity lecture.
This is one of the great advantages of distanamileg you can
read and work through specially designed study nadgeat your
own pace, and at a time and place that suits yst baink of it
reading the lecture instead of listening tolélceurer. In the same
way a lecturer might give you some reading to He,study units
tell you when to read, and which are your text mal® or set

books. You are provided exercises to do at ap@tEppoints, just

as a

2.

viii

lecturer might give you an in-class exercise.

Each of the study units follows a common fornfdte first item
is an introduction to the subject matter of thetuand how a
particular unit is integrated with the other uratsd the course as
a whole. Next to this is a set of learning objextiv These
objectives let you know what you should be abledtoby the
time you have completed the unit. These learningatives are
meant to guide your study. The moment a unit isslied, you
must go back and check whether you haveieaet the
objectives. If this is made a habit, then you veilgnificantly
improve your chances of passing the course.

The main body of the unit guides youotlgh the required
reading from other sources. This will usually binei from your
set books or from a reading section.

If you run into any trouble, telephone your tut@emember that
your tutor’s job is to help you. When you need stssice, do not
hesitate to call and ask your tutor to provide it.

Read this Course Guide thoroughly, it is for 1yofirst
assignment.

Organise a Study Schedule — Design a ‘Courserviavé to
guide you through the Course. Note the time youeapected to
spend on each unit and how the assignments relaieetunits.
You need to gather all the information into onecplasuch as
your diary or a wall calendar. Whatever method gboose to
use, you should decide on and write in your datessehedule of
work for each unit.

Once you have created your own study schedaleydrything to
stay faithful to it. The major reason that studdaikis that they
get behind with their course work. If you get ilifficulties with
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your schedule, please, let your tutor know beforg ioo late for

help.

8. Turn to Unit 1, and read the introduction ane ¢jectives for
the unit.

9. Assemble the study materials. You will need yseir books and

the unit you are studying at any point in time.

10.  Work through the unit. As you work through tnat, you will
know what sources to consult for further informatio

11. Keep in mind that you will learn a lot by dgithe assignment
carefully. They have been designed to hetu ymeet the
objectives of the course and, therefore, will hgtu pass the
examination. Submit all assignments not later tha@due date.

12. Review the objectives for each study unit tafeco that you
have achieved them. If you feel unsure abany of the
objectives, review the study materials or consaiintutor. When
you are confident that you have achieved a unlijedives, you
can start on the next unit. Proceed unit by umtiuggh the course
and try to pace your study so that you keep yolioseschedule.

13.  When you have submitted an assignmentydor tutor for
marking, do not wait for its return before startmgthe next unit.
Keep to your schedule. When the Assignment is metdr pay
particular attention to your tutor's comments, boththe tutor-
marked assignment form and also the written comsnentthe
ordinary assignments.

14.  After completing the last unit, review the csirand prepare
yourself for the final examination. Check that ywave achieved
the unit objectives (listed at the beginning ofreaait) and the
course objectives (listed in the Course Guide).

Tutors and Tutorials

There are 15 hours of tutorial (fifteen sessiongyvigled in support of
this course. You will be notified of the dates, ¢ésrand location of these
tutorials, together with the name and phone nundbeyour tutor, as
soon as you are allocated a tutorial group.

Your tutor will mark and comment on your assignrseikeep a close
watch on your progress and on any difficulties yaight encounter and
provide assistance to you during the course. Yostmail your tutor-

marked assignments to your tutor well before the date (at least two
working days are required). They will be marked ymur tutor and

returned to you as soon as possible.
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Do not hesitate to contact your tutor by telephaeail, or discussion
board. The following might be circumstances in vahiyou will find
help necessary. Contact your tutor if-

You do not understand any part of the study unitsthe assigned
readings.

You have difficulties within the exercises.

You have a question or problem with an assignmeith your tutor’'s
comments on an assignment or with the grading afssignment.

You should try your best to attend the tutorialBisTis the only chance
to have face-to-face contact with your tutor ank @gestions which are
answered instantly.

Summary

PCR 106 aims at equipping you with the skills reggiin understanding
conflict resolution processes. Upon completioin this course, you
should be acquainted with the various concepts paactices of conflict

resolution.

We wish you success with the course.
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UNIT 1 CONFLICT
RESOLUTION AS A FIELD OR
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1.0 Introduction
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1.0 INTRODUCTION

Conflict Resolution as a field of study is relativeecent. The need for
co-operative behaviour in our homes, schools, wadces, warranted
an indepth study for the processes that would tassisringing about a
harmonious environment for everyday living. ThisvBy it is necessary
at this point to understand how this discipline legd before we can
attempt its definition.

2.0 OBJECTIVES

At the end of studying this unit, you should beesiol:

1. Explain the evolution of conflict resolution agield of study;

2. Present a scholarly insight into the study ef¢burse as a field
of study; and

3. Explain why violent conflict is viewed as a plexin.
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3.0 MAIN BODY
3.1 The Evolution of Conflict Resolution

Michael E. Salla (2000) in a scholarly work “ConftliResolution,
Genetics and Alchemy: The Evolution of Conflict isanutation”, gives
an indepth account of the evolution of conflictaleson as a field of
study.

According to him, conflict resolution is simultanety an ancient and a
new field of academic study. It is ancient insadarhumans have always
attempted to regulate and settle conflicts by resmuo a variety of
strategies. These include rule of law, politicakremgnents, religious
authority, and of course brute military force. Aflthese strategies have,
to varying degrees, emphasized the role of absmaatiples of justice,
morality, and divine guidance in ending conflicts A& new field of
study, conflict resolution attempts to move beydimd time honored set
of strategies by developing theoretical inggimto the nature and
sources of conflict and how conflicts can be resdhto bring about
durable settlements without the use of militarycéor

The theoretical breakthrough that was to ushepnflict resolution as a
social science in the modern era was thgglm that ‘cooperative
conflict behavior' would eventually elicit favorabtesponses by other
parties in a conflict. Competitive conflict behavion the other hand,
would perpetuate itself and could result in desivecbehavior. Such an
insight is by no means an original one and canoo@d in virtually all
societies. Indeed, in the New Testament accoudesiis' arrest, one of
his disciples took out his sword in defense of demud cut off the ear of
one of the soldiers. Jesus admonished his disaipdesaid that "all who
draw the sword will die by the sword."

One of the first to develop the insight into thendfécial consequences
of cooperation as a subject of academic enquiry Magon Deutsche
who wrote an article in 1949 titled, "A theory obaperation and
competition.” In his later bookThe Resolution of Conflic1973)
Deutsche was able to develop a much more sopheticanderstanding
of the processes and forces that lead to competibiv cooperative
conflict behaviors. He developed Deutsche's ‘crlme of social
relations': "the characteristic processes and tsffeticited by a given
type of social relationship (for example, coopemir competitive) also
tend to elicit that type of social relationship.€elische's work set the
agenda for conflict resolution until the 1980s @il exerts a powerful
influence.
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3.2 Conceptual Breakthrough in Conflict Resolution

The conceptual breakthrough in discovering the tpralc benefits of
cooperative conflict behavior was a key departuwenfthe ancient set of
tools that were based on the assumption that catpey while morally
desirable, was in many cases politically naive. @aeds only look to
the criticism Winston Churchill had of his leadBleville Chamberlain,
for cooperating with Adolph Hitler at Munich in 1830 ward off World
War Il. The subsequent World War served for decaes powerful
reminder of the folly of believing that camption with tyrannical
leaders would elicit cooperative responses. Thisdeaved to strengthen
the belief by political elites that competitive aadversarial conflict
behaviors would best serve the interests of trmintries, and of course
their own political careers.

The conceptual insight that cooperation wouwlicit cooperative

behavior by both sides in a conflict was mathenadlficsupported in

game theory where conflict resolution practitionexamined a variety
of models to understand how parties negatiate conflicts. It was

argued that cooperation showed itself to be thet mhesirable means of
behaving in conflict situations insofar as all sida a conflict would

eventually learn they could optimize their intesesty cooperating.
During the Cold War era, advocates of conflict heson argued that
the nuclear arms race could be diminished by apglyhe theoretical
insight provided by game theory. Unilateral cona®@ss by one side
would eventually elicit, it was argued, similar pesses by the other
side. Charles Osgood's 1962 model of 'Graduatdtimes in Tension

reduction' (GRIT) exemplified the theoretical insighat cooperative
conflict behavior would eventually elicit coopervatiresponses.

The conceptual breakthrough that cooperation wasonty morally

desirable but also mathematically the meagswhich one could
optimize outcomes, led to more research on whyigsgarbehaved
competitively despite the advantages provided bypecation. Human
psychology was an important part of the worktloé early conflict
resolution theorists who invoked such elementshasrole of negative
stereotypes and enemy images in perceiving @ealing with the
enemy. It was argued, for example, that prior topging the atomic
bombs on Japan, American policy makers had condluteat

negotiating Japan's surrender would be ineffealive to the variety of
stereotypes through which Japanese leaders wereiyed.

A result of understanding the benefits of coopeeatiersus competitive
conflict behaviors was that these two categoriesddcbe further broken
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down into a variety of negotiating strategies addpby conflicting
parties. In their immensely popular 1981 boQetting to YesRoger
Fisher and William Ury argued that there were egaiynthree forms of
conflict behavior. The first two, 'soft' and ‘hgpdsitional bargaining,’
resulted in parties either surrendering or defemdineir respective
positions. Hard positional bargaining was compeditiadversarial, and
often led to undesirable outcomes for the weaketyp&oft positional
bargaining, on the other hand, yielded too much megotiation to the
stronger party and similarly led to an undesirataliédcome. In the third
conflict behavior, 'principled negotiation,” pastiewould instead
cooperate in seeking to identify their undenyimterests and make
these the basis of a solution that would prove lnarand satisfactory to
both parties.

Fisher and Ury broke new ground insofar as theygessigd there were
no value system that could be invoked as a meanssofving conflict.
Cooperation itself became the ultimate value systathwas stressed as
the critical factor for conflict resolution. Fisheland Ury's model led to
a kind of amoral theoretical approach that has nsmae feel very
uncomfortable with the idea that cooperation itbel€omes the ultimate
value system in resolving conflict. If thereas no ultimate value
system, couldn't that lead, in some cases, togsacthoperating to bring
about immoral ends on the basis of their underlyimgrests? If so,
what distinguished conflict resolution at the inmi&tional level from the
‘power politics' that sought to justify nationatarests as the ultimate
basis for organizing and settling major internagioconflicts? Wouldn't
the model advocated by Fisher and Ury justify nesohs to a conflict
that preserved the interests of self-servipglitical leaders? For
example, at a celebrated meeting between the kaufeCroatia and
Serbia shortly after the beginning of war time former Yugoslav
Republic of Bosnia, Presidents Tudjman and Milosesupposedly
carved up Bosnia to suit each other's national rests. What
distinguished this act afealpolitik from the principled negotiation of
Fisher and Ury?

The moral and social justice limitations inherentRisher and Ury's
interest-based model led to efforts to develop apde and more
satisfying theoretical basis for conflict resolutioThe person who
pioneered the next important evolutionary stageonflict resolution
was John Burton. Burton argued that one had tandigish between the
basic needs and interests of parties in a conBiasic needs represented
the underlying motivations of humans, suchtlas needs for food,
shelter, safety, identity, and love, which couldba satisfied due to the
subjective nature of these needs. In contrastaste were defined more
narrowly as anything that could be negotiated byaaty without
threatening their underlying needs. As Burton wgritéDisputes’ involve
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negotiable interests, while 'conflicts' are conedrmvith issues that are
not negotiable, issues that relate to ontologiceh&n needs that cannot
be compromised.”

This distinction led to the insight that dart resolution based on
human needs would lead to variable sum or win-witt@mes since no
one's basic needs had to be compromised in a codfii contrast, an
interest based approach to conflict resolutionttetixed-sum outcomes
(win-lose) where parties typically had to compragnisome of their
interests as a result of cooperating to resolvedmdlict.

3.3 Burton Vs Dollards Frustration/Aggression Theoy

Burton applied John Dollard's theoretical insightatt frustration-
aggression formed an important causal chain irethergence of violent
conflict. Like Dollard, Burton believed that fruated needs led to
aggressive behavior and were the underlying soofcdl conflict and
violence. In contrast, interests were negotiabhe, ansatisfied interests
would not necessarily result in aggression andevioé. For example,
two bordering countries may find themselves in spdie over fishing
guotas in an adjoining sea. One country has a tivadi fishing
community that relies on fishing while the othes lmnumber of fishing
companies that are active in the area. The inedstach country are to
maximize the fishing quotas for their respectivenstduencies.
However, the basic need of one country is to maintle long-term
livelihood of its fishing communities while the ethwants to protect the
commercial viability of its fishing companies. Ihterests are left
unsatisfied, violent conflict will not necessaribgcur. If needs are left
unsatisfied, then violent conflict is much moreeljk Burton's theory
was an important advance on the Fisher and Ury msidee it was
connected to an explicit value system based onneguotiable basic
needs that could satisfy social justice andcathconcerns over the
nature of a conflict settlement.

Despite clear differences in terms of the undegyualue system that
underscored Burton's 'needs based' and Fisher gnsl 'lterest based'
models of conflict resolution, both models were ented toward
generating cooperative outcomes to a conflict. Baittned to equip
practitioner's parties with the conceptualllskio become problem
solvers in the sense of cooperative conflict bedravit was focus on
training individuals to be problem solvers who gate win-win
outcomes that led to growing dissatisfaction in fledd of conflict
resolution. This dissatisfaction resulted in thetretage in the evolution
of conflict resolution - conflict transformation.oRert Bush and Joseph
Folger explain this evolution in terms of conflicksolution having
reached the crossroads of two approaches to conflic
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The first approach, a problem solving approach, lemszes mediation's
[conflict resolution's] capacity for finding solatis and generating
mutually acceptable settlements.... The second appro a
transformative approach to mediation [conflict tedon] emphasizes
mediation's [conflict resolution's] capacity for...powering parties to
define issues and decide settlement terms for thlees and on helping
parties to better understand one another's pergpgect

Conflict transformation is concerned primarily witbhanging the
attitudes and perceptions of the parties to onehanoThe insight here
is that merely cooperating to generate ‘win-winugsohs' to conflict
does not change underlying attitudes, which maylyeassurface and
fuel other conflicts. For example, if we returo the above dispute
between two countries over fishing quotas, a smtutould be reached
that satisfied each country's interests and neddsever, if negative
attitudes developed in each country during tbonflict are not
addressed, these could serve to generate furthdlict®y some time
later. Janice Gross Stein elaborates on this psoces

Embedded enemy images are a serious obstacle ficctoranagement,

routinization, reduction, or resolution. Once fodpenemy images tend
to become deeply rooted and resistant to changen evhen one

adversary attempts to signal a change in inter@nither. The images
themselves then perpetuate and intensify the @bnfli

Merely providing parties with more effective todts communicate and

to develop win-win solutions to conflicts aseen as a short-term
solution by advocates of conflict transformatiomeTconflict, therefore,

has to be taken as an opportunity to transformpéty's perceptions

and feelings to prevent future conflicts. What éeded is a more radical
attempt to change the underlying emotions aetceptions that

influence the behavior of parties in a conflihis means effort is

needed in systematically getting parties to ackedggé and identify the

respective feelings, needs, and perceptions ofaanéher and to seek to
improve these. Once these elements in a conflw baen satisfactorily

dealt with, the stage is set for dealing with sabBve issues.

The focus on transforming feelings and perceptians, recognizing the
validity of needs, has led to the idea of empatbind introduced as a
fundamental component of conflict resolution. Aaing to Marshall
Rosenberg, empathy corresponds to some attemptkitwowledge the
feelings and needs of respective parties in a iwbnilithout evaluation
or judgment. He believes that if parties in a dehflwere able to
communicate their needs in ways that did not ateena antagonize one
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another, conflict would be quickly resolve®&osenberg gives an
example of how 'empathic' or ‘'nonviolent communarétcan be used:
| was presenting Nonviolent Communication in a nugsq
at Deheisha Refugee Camp in Bethlehem to about 170
Palestinian Moslem men. Attitudes toward Americans
that time were not favorable. As | was $peg |
suddenly noticed a wave of muffled commotion flitig
through the audience. "They're whispering that wo#
American!" my translator alerted me, just as a lgemin
in the audience leapt to his feet. Facing me sdyahne
hollered at the top of his lungs, "Murderer!" Imnadly
a dozen other voices joined him in chorus: "Assdssi
"Child-killer!" Murderer!"

Fortunately, | was able to focus my attention oratihe
man was feeling and needing. In this case, | hadeso
cues. On the way into the refugee cammad seen
several empty tear gas canisters that had beenirsioot
the camp the night before. Clearly marked each
canister were the words "Made in USA." | knew ttia
refugees harbored a lot of anger toward the US for
supplying tear gas and other weapons to Israel.

| addressed the man who had called me a murderer:

I: Are you angry because you would like my governtne
to use its resources differently? ...

He: Damn right I'm angry! You think we need teas®a
We need sewers, not your tear gas! We need houdieg!

need to have our own country!

I: So you're furious and would appreciate some sugp
improving your living conditions and gaining padil
independence? ...

Our dialogue continued, with him expressing hisndar
nearly twenty more minutes, and | listenifay the
feeling and need behind each statement... An hader, |
the same man who had called me a murderer wasngvit
me to his home for a Ramadan dinner.

3.4 The Rosenberg Model

Rosenberg's model is relatively new, but it promise play a
revolutionary role in changing the way in whichldnen are educated to
resolve conflicts and can play a major role in mowaventional arenas
of conflict resolution.
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Conflict transformation seeks to work at a muchpeeelevel of the

human psyche than the previous models of confésblution. For the

cooperative model of conflict resolution, stresssvean improving the

basic communication and negotiation tactics of phaeties in order to

encourage cooperative conflict behavior that irdegg the parties'
positions and to achieve a suitable outcofa. the interest-based
model, one had to penetrate the surface level sitipns and dive into

the deeper waters of underlying interestsiroehthe positions to
generate win-win outcomes. For the needs-based Imagie had to go

even deeper into the basic needs that underliatallests and form the
ultimate motivating forces of a conflict in ordes achieve just and
durable outcomes.

The transformative-based model of conflict goesnegteeper into the
sources of conflict by focusing on the antagonigi&rceptions and
feelings fueled by frustrated needs of the configtparties. This is to
accept the idea, initially proposed by Dollard,tttiee deepest source of
conflict comes from a reservoir of frustrated neetlsese frustrated
needs manifest in terms of antagonistic perceptams feelings that
damage relationships between parties and ultimdtedy conflict and
violence. By working with these antagonistic petaaps and feelings
arising from frustrated needs, the transfoiveabased model goes
much further in addressing the sources of condird therefore offers a
more comprehensive model for resolving conflictnth@her models.
The tools developed for this transformative task asange of strategies
from a communication theory, such as Rosenberg's;onventional
religious principles, such as reconciliation andrgiveness, and
psychoanalytical techniques developed by conflictervention
practitioners.

Empathy is viewed rightly as a powerful tool foratleg with the
perceptions and feelings that fuel conflict. Empatbreatesan
interactive process between parties that encounageadual catharsis
thereby releasing powerful negative emotions andgmions that give
rise to destructive conflict behavior. Furthermoempathy allows
individuals to make a connection at the levels edlihgs and needs
thereby embracing each other's humanity. EmpatBy,a acognitive
therapeutic mechanism that encourages catharsis aarimanistic
connection, however, does have some importantdtioits. First, it is
an interactive process that relies on individuétisnapting to identify the
respective feelings and needs that underscore factowhile this may
do wonders in transforming the feelings and peroaptassociated with
a particular conflict, it only scratches the sudadé deep-rooted feelings
and perceptions that influencendividual conflict behavior both
consciously and unconsciously. While one ¢onfis resolved, and
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feelings and needs acknowledged, similar confliehdviors by the
parties may result in further conflict. Essentiallyithout addressing the
ingrained conflict behavior produced as a result pafrenting and
socialization, one cannot go much deeper than thiéace level of
feelings and perceptions associated with a curentlict, which may
mask deeper feelings and thoughts rooted in the abentity of an
individual. Conflict transformation may transforrelationships, but it
does not go far enough in addressing the underlytgces of conflict
behavior. If conflict behavior is genetically reded, all the models of
conflict resolution discussed thus far do adequately address this
fundamental source of conflict behavior.

There is a model of conflict resolution that canused to address the
deep emotions and thoughts that arise during aicoahd perpetuate
undesirable conflict behavior. This is a model vahiSalla (2000) terms

‘conflict transmutation' since it uses principlesl dechniques found in
alchemy as a set of contemplative practited transform deeply

encrusted feelings and thoughts that fuel destreictonflict behaviors.

Alchemy therefore works at the ultimate stddsim of conflict and

needs to be more seriously considered in termgsofransformative

effect on negative feelings and associated thougibted at the cellular
level. Salla, offers a glimpse into what althemy-based model of
conflict resoution would do in transforming basimaions and thought
patterns that influence conflict behavior by inwoohg insights drawn

from the study of genetics. This is therefore aanmapntribution to the

study and evolution of conflict resolution.

3.5 Violent Conflict as a Problem

If we want to understand conflict solution, the itogf the problem
solving-approach requires that we think of violeanflict as a problem.
Most often we tend to think of, for instance, atjatar country that
commits “an act of untoward aggression”. We alsywwith disdain the
actions of a terrorist or focus our attention oa thoundary that is in
dispute or an economic arrangement that causesticguand unrest. We
may also think of the separate aspectshef dverall problem---the
violent behaviour involved, the nature of the peatthat participate or
the incompatible objectives sought. As expecte@ ohthese must be
causing the trouble, and has to be dealt with.

When our mental frame is conditioned in this mantieree things are
possible;

1. The inevitability of the violence,
2. The intransigence of the parties to the disparnd
3. The intractability of the issues.
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The coercion that leads to violence is often seeamunwelcome ‘fact
of life’, and something that happens regularly wtlsocieties and
frequently in the international society. This isywhe system provides
for it and states methods to deal with it. The rodgh often look
unwelcome to those who apply them, at every les&iting from the
top decision makers down through civil servantddiscs, policemen,
social workers, or ordinary citizens. As it werbe tmethods may be
unpleasant, but it has to be understood that tlblgms, intractable
iIssues are made possible by “uncivilized” people.

The procedures that we study therefore suggesvay out of the
fatalistic trap. If, for instance, violent rdbict is the problem to be
solved, then the rest of the problem-solving loigliows. The parties
create the problem by their pursuit of incompatihterests or goals.

The issue arises when these goals clash with thks @b other parties,
and parties respond by taking a hard stance on gloais. Here violent
conflict may occur and the problem comes into exise. As Mitchell

and Banks (ibid 3) have also noted, “...ambitions aations by parties
create the problem; not fate, not history, not someésible and

immutable characteristic of society, economy oitpolhe parties do it.
They do it at all social levels; individual, smajtoup, large group or
organization, nation state. In principle, the mmtmake the problem,
they can unmake it...”

4.0 CONCLUSION

It can therefore be seen from our discussions ¢baflict resolution

studies has become relevant in practice and aglé &f study. The

various approaches assist us to understaeadwilly and manner to
handle the various conflict situations in our afaand daily activities.

50 SUMMARY
In this unit we have been able to look at the ewmfuof conflict

resolution, the conceptual breakthrough, the thmmaeframework, and
the various models and approaches, and violenticoa$ a problem.

6.0 TUTOR-MARKED ASSIGNMENT
1. How can the conflict resolution process beisul@

2. Discuss violent conflict as a problem.
3. Discuss the evolution of conflict resolution.

1C
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1.0 INTRODUCTION

Conflict as a phenomenon does not have one geyeaalteptable
definition. There are general definitions and alswer-subjective
definitions of conflict. However, one important facthat is common to
all of them is that there is no one particular eaokconflict all over the
world. There could be several causes to a particalaflict, just as there
are many types of conflict.

2.0 OBJECTIVES

Upon completion of studying this unit, you shoutddble to:

1. Define the meaning of conflict
2. Highlight the causes of conflicts
3. Identify the various types of conflict

12
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3.0 MAIN BODY
3.1 What Is Conflict?

Different scholars have defined conflict in manyywa It has been
defined as the existence of non-compatibility adreements between
two actors (individuals, groups, organizations ations) in their
interaction over the issues of interests, valuesiets, emotions, goals,
space, positions, scarce resources, etc. $nwuork, Fink, defines
conflict as any “situation or process in which taromore social entities
are linked by at least one form of antagonisticcpsjogical relation or
at least one form of antagonistic interaction” (&i1968:456). The
psychological antagonisms are such things as inatbip goals,
mutually exclusive interests, emotional hostilitfactual or value
dissensions and traditional enmities; whiletagaonistic interactions
‘range from the most direct, violent and unreguag&uggle to the most
subtle, indirect and highly regulated forms of naltu
interference” (Ibid). Lewis Coser (1956:8) alsdides conflict as “A
struggle over values and claims to secure statwsepand resources, a
struggle in which the aims of opponents are to nadéimé, injure or
eliminate rivals”.

Mack and Snyder made serious effort to characteondict as follows;

1. There are at least two parties (for wrally distinct units or
entities) having some minimum degree of “contacttl dvisibility”
to each other;

2. There is mutually exclusive and/or mutuallyanmpatible values and
opposed another or parties, and control valuesdas “resource
scarcity” or “opposition scarcity”;

3 (@) There are behaviours designed to destrayrargr thwart

or otherwise;

(b) A relationship in which the parties can gaialdtively)

only at each others’ expense;

There are mutually opposed actions;

There are attempts to acquire power (to gairtrobof scarce

resources and positions) or to exercise power.(taeaffect

behaviour in certain directions ) or the attaequisition or
exercise of power.

ok

Conflict is a special kind of social interactionopess or “interaction”
relationship between parties who have mutually sk or
incompatible values, a struggle between opposingcefy battle,
opposition between ideas, interests, etc. contsyvelt is an opposition
between two simultaneous but incompatible hegs or impulses,

13
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sometimes leading to emotional tension. It coukbainean to come
into opposition, clash or to fight.

Struggle...battle...tensiorare words the Collins English Dictionary uses
to define conflict. But what are the feebnghat define it? People
experiencing conflict would refer to shock, betiayaonfusion,
hopelessness, doubt, anger and uncertainty.

Scholars have adopted several approaches to tdg sfuconflict as a
result of the non-acceptability of one single ajgtoto the study. Some
scholars have therefore advocated for a multidis@py approach to its
study. They argue that no existing social scienseigline by itself is
sufficient to achieve comprehensive theory of dohflSome scholars
also advocate for a generalist approach to theystdicconflict. They
contend that granted that there should be a migitiginary approach
to the study of conflict, a direct study af particular conflict, for
instance, international conflict, can not providery detail to construct
a universal theory that could be relevant to eygrgnomenon.

For conflict situation to be possible, two or mpeaties will have to be
interested in one thing which is the cause of ¢cinfl

3.2 Causes of Conflict

Some identifiable causes of conflict include thikoiwing:
communication failure
value differences
methodological differences
lack of cooperation
differences regarding responsibility-
non-compliance with rules.
personality conflict
goal differences
substandard performance
differences regarding authority
competition over resources

For purposes of analysis of the causes of coniliahay be useful to

identify three general categories: Communicationga@izational and
personal.

14
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3.2.1 Communication

Semantic difficulties
Words do not mean the same thing to everyone whosho uses them.
If the communication is related to an adyvihat is critical to the
organization, a semantic misunderstanding canyeé&sd to conflict.
For instance,

Misunderstandings - “noise”

“Noise” in the communications process can take mbar of forms.
Most obviously, noise is physical - the partiesha organization cannot
“hear’ one another because too many people armgaikt once, there is
a radio blaring in the background, or the constoucivorkers on the
street are using a jackhammer.

Noise also comes in the form of distorted signathe-fax message is
misunderstood because poor quality fax paper meldficult to read
the letters on the page.

3.2.2 Organizational Structure

Group interdependence

The greater the degree of interdependence, thetegres the
likelihood of communication difficulties

Greater interdependence also increases the pdysibdt the parties
need to share resources. If these resourcesai@sthe probability
of conflict is increased.

3.2.3 Personal Variables

- Personality types - Value systems

Personality types contribute to conflict in the sethat we are different
human beings. Our personalities are different aeditay we want to be
identified also differ, and if we do not take tinte understudy or
recognize it we are bound to misunderstand eaddr atind this may lead
to conflict. In essence, we have to understand\ileahave personality
types and the roles we play are important in trentification of our

personality.

Value systems also differ in our daily interactiomgh each other and
the way and manner we prioritize our values are different. This also
requires that since values are often incompatibée have to meet each
other half way or else conflict is bound to ocaur. A’s priority may
be to buy a car, and Mr. B’s priority may be toldwa house. Mr. A and
B therefore have different values. If however MrisAindebted to Mr.

1t
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B, he faces a personality value conflict of eithaying his debt or have
the payment put off till a later date. If Mr. B whas a value of building
a house first gets to know that Mr. A who is owmm is about to buy a
car without settling the debt owed him, this magdeo conflict and

dispute between them.

3.3 Types of Conflict

By evaluating a conflict according to the five @mides below —

relationship conflict data, interest, structuratl asalue — we can begin to
determine the cause of conflict and design reswiustrategies that will

have a higher probability of success.

3.3.1 Relationship Conflicts

Relationship conflicts occur because of the presearicstrong negative
misperceptions  or  stereotypes, poor  communicatioor
miscommunication, repetitive negative behaviors. laiRenship
problems often fuel disputes and lead to an unsacg®scalating spiral
of destructive conflict. Supporting the baledc expression of
perspectives and emotions for acknowledgement (eoagreement) is
one effective approach to managing relational ecnfl

3.3.2 Data Conflicts

Data conflicts occur when people lack informaticecessary to make
wise decisions, are misinformed, disagree on widaka is relevant,
interpret information differently, or have compgti assessment
procedures. Some of the conflicts may be unnacgssnce they are
caused by poor communication between the peoptomilict. Other
data conflicts may be genuine incompatibilitiessaciated with data
collection, interpretation or communication. Mosita conflicts will
have “data solutions.”

3.3.3 Interest Conflicts

Interest conflicts are caused by competition ovaceived incompatible
norms. Conflicts of interest result when one or enof the parties
believe that in order to satisfy his or her nedldis,needs and interests of
an opponent must be sacrificed. A variety of inde&seand intentions
underlie and motivate positions in negative and tnlesaddressed for
maximized resolution. Interest-based conflicts ocouer substantive
issues (such as money, physical resources, timepsicedural issues
(the way the dispute is to be resolved); and pdggical (perceptions
of trust, fairness, desire for participation, regpetc.). For an interest-
based dispute to be resolved, parties must betesdsie define and

16



PCR 114 Introduction to Conflict Resolution Process Il

express their individual interests so that all leése interests may be
jointly addressed. Interest-based conflict is besblved through the
maximizing of integration of the parties’ respeetiinterests, positive
intentions and designating experiential outcomes.

3.3.4 Structural Conflicts

Structural conflicts are caused by forcesemwl to the people in
dispute.  Physical resources or authority, gedgcapconstraints
(distance or proximity, time too little or too myclorganizational
changes, and so forth can make structural cordéein like a crisis. It
can be helpful to assist parties in conflict to raégmte the external
forces and constraints bearing upon them.

3.3.5 Value Conflicts

Value conflicts are caused by perceived or actnebmpatible belief
system. Values are beliefs that people use tommaning to their lives.
Values express what is “good” or “bad”, “right” twrong”, “just” or

“unjust”. Differing values need not cause conflicBeople can live
together in harmony with different systems. Valugpdtes arise only
when people attempt to force one set of valuestbers or lay claim to
exclusive value systems that do not allow for dyesrt beliefs. It is of
no use to try to change value and belief systemmgluelating short
and strategic mediation interventions. It can, @éesv, be helpful to
each participant’'s expression of their values aneliefs for

acknowledgement to the other party.
Other types of conflict include:
3.3.6 Pseudo Conflict

Which refers to those misunderstandings in whichpexeeive that there

is a conflict when there is none. For instanagePand John may agree
upon a topic but not realize this. They are inelipg one another’'s

messages as being counter to their own messa This failure to

understand and to realize their misunderstandingates relational

conflict.  Solution lies in listening mindfullyand checking your

perceptions with your partner. Try to avoid uasptions and mind

reading.

3.3.7 Ego Conflict
Occurs when we are emotionally interested in asilmti We believe

that if others disagree with us, they are rejectisg Thus, we become
stubborn, willful, and proud. Solution lies in ogmizing that conflicts

17
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that occur between the best of friends. No oné agtee with another
all the time. Disagreements are not an indicati@t the relationship is
in trouble. Learn to apologize and to take resgmlitsi for creating an
ego conflict.

3.3.8 Simple Conflict

This is a difference of opinion that both partiesagnize, acknowledge
and accept. The conflict may be over how to shemgdd resources,
whom to support in an election, or where to dineoluon lies in
agreeing in an agreeable manner. If the issue mmit is easier to
compromise or accommodate. If the issue igomat's better to
collaborate to resolve the conflict.

4.0 CONCLUSION

In conclusion we could find out that although thame no generally
acceptable definitions of conflict, but at least ean identify the causes.
More so there is no one particular cause for atiflaris. A particular
conflict may have many issues as contributory f&cto the cause of
such conflicts. One common denominator among atiflicbs is that
there is an incompatibility of interest between taromore contending
parties.

5.0 SUMMARY

In this unit we have looked at the meaning of dotflits causes and
types. This is necessary in order to enable usrstaded the nature of
conflicts and why they occur.

6.0 TUTOR-MARKED ASSIGNMENT

1. What are the approaches to the study of ca®flic
2. What are the causes of conflict that you know?
3. Discuss the various types of conflict that yawe studied.

7.0 REFERENCE/FURTHER READINGS
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1.0 INTRODUCTION

Handling of conflict is not an easy task. That isBywt must be taken
seriously. In our homes, work places, various omgional settings,
etc, conflicts/disagreements are bound to occur.nHéee to introduce
methods and create avenues that would make foefigaettlement of
the disagreements or disputes. We also need torstadd the
circumstances involved and the ‘myth’ about it, &edable to define the
levels in order to have at least a reasonable meco

2.0 OBJECTIVE

At the end of this unit you should be able to:

1. Describe how to handle conflicts;

2. Explain the causes of conflicted how to handést; and

3 Identify the different conflict handling styles

3.0 MAIN BODY

3.1 Conflict Handling Styles

In an organizational setting, most employers wagddee they spend too

much time dealing with disagreements, differenee®l other conflicts
that arise in the workplace. Conflict Resolutiayl&s drives home the
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message that we usually can’t avoid ignoring tleesdlicts, but we can
learn how to deal with them.

It is a powerful tool for teaching employees howhemdle conflict and
minimize the stress, frustration, anxiety, and @iessness it can cause.
The video is also a strong way to head off the maik high costs to
business when conflict is not recognized — randiogn avoidance and
third-party mediation to physical threat and viaen

Conflict Resolution styles uses real life, emotibnaharged business
scenarios to demonstrate and discuss five diffelgmproaches to
handling conflict:

Accommodate (I lose, you win) — You put aside yoeeds and
desires and give in to the other person’s demands.

Avoid (I lose, you lose) — You avoid, postponepogvent a conflict
and neither party wins because the conflict remamssolved.
Compromise (We both win, we both lose) — You resdhe conflict
quickly and efficiently by seeking a fair and eaqbie split between
your respective positions.

Compete (I win, you lose) — You seek to win yousifion at the
expense of the other party.

Collaborate (I win, you win) — You cooperate wittetother party to
find a resolution with a mutually satisfying outcem

We can use Conflict Resolution styles to encoumdigeussion among
employees of:

How they define a conflict situation

The types of conflicts that arise in their workgac

How they typically handle these conflicts

Examples of when they have used each style

Situations that could have been handled betteiguanother conflict
resolution style and why.

3.1.1 Key lessons

Everyone encounters situations where they mustlaawane type of
conflict.
Most people favor one conflict-handling style, bire is no “one-
size-fits-all” response to conflict.
Employees who master all five responses to confhssess each
situation, and choose the most appropriate respstyée are most
successful at resolving conflict.

3.2 Causes of Conflict
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Most psychology books suggest that conflicts comemf two
tendencies: approach and avoidanceapproachis to have a tendency
to do something or to move in a direction that wid pleasurable and
satisfying. Toavoidis to resist doing something, perhaps becausdlit wi
not be pleasurable or satisfying.

These two categories produce three kinds of casflic

* Approach-Approach Conflict- this is due to the pursuit of
desirable but incompatible goals.

* Approach-Avoidance Conflict here is a desire both to do
something and not to do it.
* Avoidance-Avoidance Conflict here there are two alternatives,

both of which may be unpleasant.

Duffy Robbins inYouth Ministry Nuts and Boltsts some of the causes
of conflict: a lack of communication, kck of understanding,
ambiguous lines of authority, conflict of enést, disagreement on
issues, the need for agreement, generational eliféers, theological
disagreements, diversity in perspective, majoring minors,
environment and a lack of relationships.

3.3 Myths about Conflict

Myth1l: Conflict can never lead to anything positive
While confrontation is a risk, it is often a leargiexperience for those
involved.

Myth2: Conflicts are the result of clashing persliies

Personalities do not conflict, behaviours do! Défet people can work
together for years without having conflict until their behaviour
conflicts. Differentiating personality from behauio makes conflict
manageable because if conflict is based on persesalwe can do little
else but bear it.

Myth 3: Conflict and anger go together

Conflict with people does not mean that there gearinvolved. There is
a whole range of emotions that surface in conlittations.

3.4 Defining Conflict Levels

Speed Leas and Paul Kittlaus,@murch Fights distinguish three ways

in which conflict is experiencedl) Intrapersonal conflicfwhen a
person has internal conflict){2) Interpersonal conflict (when
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personalities clash); an(B) Substantive conflic(disputes over facts,
values, goals and beliefs).

Duffy Robbins,Youth Ministry Nuts & Bolts mentions four levels of
conflict, that are actually four levels of substeatconflict:

Level 1: Facts or Data This level of conflict occurs when two parties
simply have different information. This is the emsikind of conflict to
resolve. To resolve this conflict leaders simplgume that both parties
have the same information.

Level 2: Processes or Methods This level occurs when there is a
difference of opinion over how things should be eldBecause the issue
here is “how do we get there?” rather than “wheneutd we go?”
compromise is usually a realistic option.

Level 3: Goals or Purpose On this level, parties cannot agree on a
common goal. Negotiations at this level take pateand skill. Often
youth leaders withdraw from this kind of conflicdause they are not of
the temperament to work through the hard issues avwld the
uncomfortable dialogues that accompany the reswolutif conflict at
this level.

Level 4: Values The deepest and most serious conflict relateslices
- the parties disagree about basic meanings. Asgiugon at this level
is almost impossible.

Defining the level of conflict can lead to the sdien of appropriate
responses to conflict resolution. But often whatlkers think is the level
is just a screen for a deeper level of conflicte@rtuation may include
several different levels of conflict.

3.5 Conflict Handling Styles

As with leadership styles, different writers prasemodels of conflict
handling styles and it seems that there is notst benflict handling
styles but a best style for a given situation. Av fenodels will be
considered, together with an indication of when #igle is most
appropriate:

A. McSwain and Treadwell, irHandbook of Practical Theology
suggest five styles:

(1) The Problem Solverrefuses to deny or flee the conflict, presses

for conversation and negotiation of tleenflict untl a
satisfactory conclusion is reached. Most effecinigh groups
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(@)

3)

(4)

(5)

that share common goals and whose confliems from
miscommunication.

The Super Helperthey constantly work to help others and give
little though to self. This is the ‘Messiah’ whoaoften passive in
his/her own conflicts but always assists othersstdtve their
conflicts. This style is to be avoided as you mdstal with
personal conflicts to effectively help others.

The Power Broker For this person, solutions are more important
than relationships. Even if a person leaves themras long as a
solution was achieved, they are satisfied. It canubed when
substantive differences are so contradictory thaitually
inclusive goals are not possible.

The Facilitator- they adapt to a variety of situations and styles
in order to achieve a compromise between compétiagons. It

is effective for conflicts where differences arditadlinal or
emotional.

The Fearful Loser this person runs from conflict probably
because they are personally insecure. This tendpraduce
hostility and a weakening of leadership.

B. Speed Leas iDiscover Your Conflict Management Stylenentions
Six styles:

(1)

(@)

3)

Persuading trying to change another’s point of view, way of
thinking, feelings or ideas. Techniques used ineluditional
approaches; deductive and inductive argumentspéret verbal
means. Persuade when there is great trust; wherparig is
admired; when goals are compatible; and when omiy jpimes
not have strong opinions on the subject.

Compelling- the use of physical or emotional force, authoaty
pressure to oblige or constrain someone to actdesired way.
Use compelling infrequently; when you are threatene under
attack; when rights are being violated; when youehauthority
to demand compliance; when there is inadequate toneork
through differences; and when all other means ffelex.

Avoiding- This is actually a category that combines foytest
avoidance(to evade or stay away from conflict); ignoringt(as

if the conflict is not going on)fleeing (actively remove oneself
from the arena in which conflict might take placegnd
accommodation(going along with an opposition to keep the
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relationship). Strategies include: procrastinatisaying yes to
requests but not acting on them; showing concerrthfe other
without responding to the problem; resigning; ahadging the
problem with no intention of doing anything aboutAvoid this
style when people are fragile or insecure; whely theed space
to cool down; when there is conflict on many fronts
simultaneously; when differences are trivial, whearties are
unable to reconcile differences; and when the ioglahip is
unimportant.

Collaborating- This is a process of co-labouring with others to
resolve difficulties that are being experiencedisltalso called
joint or mutual problem solving. Collaborate wheeople are
willing to play by collaboration rules; when thegeplenty time
for discussion; when the issue lends itself toatmration; where
resources are limited and negotiation would beebe#nd when
conflict and trust levels are not too high.

Negotiating- Also called bargaining, this involves collabongti
with lower expectations. It is a process where [sodles try to get
as much as they can, realising there must be giddake. Where
collaboration is a “win/win” strategy, negotiati®sa “sorta-win/
sorta-lose” strategy. Negotiate when there is sbimgtthat can
be divided or traded; when compelling is not acaklg and
collaboration has been tried and failed; wtadh parties are
willing to bargain; when the different parties hasgual power;
and when trust is high.

Supporting Here one person will provide a support to thesper
who is experiencing conflict. It involves strengtime,

encouraging or empowering one party so they cardlbatmeir
difficulties. Support when the problem is the rasgbility of

someone else; when a party brings problems outsfdgour
relationship with them; and when one party in tlomflict is

unwilling to deal with issues.

A third model focuses on the tension between waiatiips and goals in
conflict handling. When a leader becomes engagedcionflict there are
two major concerns to deal witla) achieving personal goalsnd (b)
preserving the relationshipThe importance of goals and relationships
affect how leaders act in a conflict situation. &ivthese two concerns
the following five styles of managing conflict &and:
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High
[mportance

SMOOTH CONFRONT

COMPROMISE

Relarionsihips

WITHD RAW FORCE

Loy High
Importance Goals Importance

(1) Withdrawing- people with this style tend to withdraw in order
avoid conflicts. They give up their personal goadsd
relationships; stay away from the issues over whhehconflict is
taking place and from the people they are in conflith; and
believe it is hopeless to try to resolve conflidthey believe it is
easier to withdraw (physically and psychologicallypm a
conflict than to face it.

(2) Forcing - people in this category try to overpower opposdm
forcing them to accept their solution to the cantfliTheir goals
are highly important but the relationship is of orinmportance.
They seek to achieve their goals at all costs;nateconcerned
with the needs of other people and do not caréhéropeople like
or accept them. They assume that conflicts ardedelty one
person winning and the other losing. While winngiges them a
sense of pride and achievement, losing gives thesersme of
weakness, inadequacy, and failure. They try to byirattacking,
overpowering, overwhelming, and intimidating otpeople.

(3) Smoothing for those who fall into this category, the redaship
is of great importance, while their own goals ark little
importance. They want to be accepted and likedthgropeople;
they think that conflict should be avoided in favai harmony
and believe that conflicts cannot be discussedowitlilamaging
relationships. They are afraid that if the conflicontinues,
someone will get hurt and that would ruin the ielahip. They
give up their goals to preserve the relamn They try to
smooth over the conflict in fear of harming theatignship.

(4) Compromising people with this style are moderately concerned
with their own goals and about their relatimps with other
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people. They seek a compromise. They give up palteir goals
and persuade the other person in a conflict to gpveart of their
goals. They seek a solution to conflicts where bsittes gain
something.

(5) Confronting- people in this category highly value thewn
goals and relationships. They view conflicts asbfgms to be
solved and seek a solution that achieves both tveir goals and
the goals of the other person in the conflict. Thelreve conflict
improves relationships by reducing tension betwpeaple. By
seeking solutions that satisfy both themselaesl the other
person they maintain the relationship. They aresatisfied until
a solution is found that achieves their own goald the other
person’s goals and they want all tensions and neggelings to
be fully resolved.

3.5.1 Conflict Handling

There are two dimensions to handling conflict: @rion and
management.

3.5.2 Prevention of Conflict

Applying good management principles in ministry dndlding quality
relationships with people will help to prevent oleast lessen conflict.

3.5.3 Management of Conflict

In spite of the best efforts at prevention, comftioes arise. The secret is
to learn to cope positively with conflict, and riotsee it as an enemy to
peace, but an opportunity for growth in relatiopshiJesus gave an
example of how to manage conflict. In Jakid3-17 he drives the
money changes out of the Temple. The point heneotsthat leaders
should take a whip to people they have conflichwiitut that there are a
number of ways in which leaders could deal withfechand one that
they should follow as they handle problem situatiom (1) - (3) the
problem is left intact, while the leader’s courdeaotivity is changed.
They adapt to the problem, i.e. the problem changem! In (4) the
problem is dealt with - problems need to be soled not adapted to!
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® A

~

GO AROUND GO ASIDE TURHNBACK GO THROUGH
(1 (2) (3 4)

4.0 CONCLUSION

We can understand from the ongoing that the suanefslure recorded

in handling any particular conflict is determineyg tthe style we apply

and how suitable the style is in handling thatipalar conflict. Just as

we argued in unit one that there is no generalgeptable definition of

conflict there in also no one particular style thah be used to handle
every conflict.

5.0 SUMMARY

This unit discussed different conflict handlinglesy the myths about
conflict, and the definition of different conflitavels.

6.0 TUTOR-MARKED ASSIGNMENT

What are the steps to conflict resolution?

Discuss the various conflict handling stylest you have studied.
How can conflict be ameliorated?

What is the myth about conflict?

PwONPE
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UNIT 4 THE CONFLICT RESOLUTION PROCESS
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1.0 INTRODUCTION

The conflict resolution process is a painstakingntvlit requires that we
have to be careful so that we do not worsen thdicosituation. This is

why it is necessary to understand the proper diegiswill lead us to

achieve positive results in solving conflict or @ related problems.
We must then digest the issues raised here acgydin

2.0 OBJECTIVES

The objectives are as follows:

1. To get introduced to the conflict resolution gess;
2. Identify the steps to resolving conflicemd apply them
appropriately.

3.0 MAIN BODY
3.1 The Conflict Resolution Process

Parties should be asked to describe recent disagréas. What were the
issues, who was involved, and how was the confiestidled? What are
the differences between conflicts that were handféidiently and those
that were not? Can you see conflict styles evolRiWgith answers to
questions like these the parties will be ready tokwonclarifying goals
reconciling differencesandfinding ways to resolve conflicts
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3.1.1 Clarify Goals

When people are in conflict they usually share mahthe same goals
in spite of their differences. Both sides usuallgnivio see the conflict
resolved in a way that will be mutually agreeableneficial to both, and
inclined to enhance the relationship so that fuwmenmunication will
improve. The youth leader should try to discourdgegaining over
positions and work from the basis of the commonigytaat people are
striving for. People should first be reminded of thpals that they share,
and then their differences discussed.

3.1.2 Reconcile Differences
The guidelines for reconciling differences are:

Step 1: Take the initiative and go to the personantas wronged you
This should be done in person and in private. IRingathis move, it is
best if the person goes with a spirit of humilityith a willingness to
listen, with a determination to be non-defensive amforgive.

Step 2: Take witnesses

If the person will not listen or change, a retuiisitvwith one or two
witnesses becomes necessary. These peopld¢o alisten, evaluate,
determine facts and try to arbitrate and bringsaldion to the dispute.

Step 3: Tell it to the organization you belong to.

If the other person who has been visited still sefuto listen, change, or
cooperate in resolving the dispute, they may beomxcunicated from
the organization.

3.1.3 Resolve Conflicts

When individuals or groups are in conflict, thewédour main choices
about the direction they will take. They may avemhflict, maintain,
escalate, or reduce it. Sometimes people do not earflict resolution
and may decide to go in different directions. Ciabftesolution will
involve the youth leader in negotiation and medratilt is not always
wise for leaders to get involved in someone elsesflict even when
they are asked to do so, as they will feel pressdrito take sides; be
required to make quick analytical decisions; andrégponsible for
keeping communication open. When youth leaders limose to get
involved they should try to: show respect for betrties; understand
both positions without taking sides; reassure peapld give them hope;
encourage open communication and mutual listeriogys on things
that can be changed,; try to keep the conflict fesoalating; summarise
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the situation and positions frequently; andlphthe parties find
additional help if the mediation is not effective.

Some negotiators use the following four-steethod in conflict
resolution:

Step 1: Separate the people from the problem

This means treating one another with respect, awpidlefensive

statements, name- calling, or character judgmemd, giving attention

instead to the issues. Each side should be encmdiragd helped to
understand the other's fears, perceptionsecunities and desires.
Parties should think of themselves as partners side-by-side search
for a fair agreement which is advantageous to eaish

Step 2: Focus on the issues, not the positions
When people identify the real issues and stop gryim defend rigid
positions they are on their way to resolve theiflict.

Step 3: Think of various options that might solveet problem

In the beginning there is no attempt to evaluageaibtions or to arrive at
a single solution. Each side makes suggestiona brainstorming
session. After a number of creative and perhaps aleamnatives have
been proposed, each option can be evaluated.

Step 4: Insist on objective criteria

Conflict is less likely to occur if both sides agrbeforehand on an
objective way to reach a solution. If both sideseagto abide by the
results of a coin toss, a judge’s ruling, or anrajger’s evaluation, the
end results may not be equally satisfying to bahigs but everybody
agrees on the solution because it was determineubj@ctive, fair and
mutually accepted methods.

William Willimon, in Handbook of Practical Theologysuggests the
following guidelines for the early stages of resadvconflict:

3.2 Assess Potential Conflict

(@) Obtain as much information as possible - mamyflcts are the
result of misinformation.

(b) Buy as much time as possible - delay as a meérngeative
avoidance to gain time to act wisely.

(c) Assess individuals involved in the cortflic what are their
motives?

(d) Take the emotional temperature of theflaxin- humour or
distraction may lower anger levels.
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3.3 Diffuse Public Conflict

(@) Inform the whole group of the facts of the afton to help with
later decision making.

(b)  Find out about the history of the conflict frahose concerned.

(c) Engage those in conflict with people who calphlbem reach a
constructive engagement.

(d) Delay action until there has been time to afteto manage the
conflict.

3.4 Solve Conflict Problems

(@) Consider all the gathered facts, feelings goidions about the
conflict.

(b)  List options to the problem, considering pokesipositive and
negative consequences of each.

(©) List the options in the order of priority.

(d) De- personalise the options to avoid focustengersonalities of
those involved.

(e) Develop a consensus for the option thmist resolves the
conflict, even if it involves compromise

4.0 CONCLUSION

We can then understand that for conflict resolutmie successful we
have to see it as a painstaking enterprise. Itiregjthat we have to put
in our best in order to make sure that we at lgashearest to justice at
times and be able to reach decisions that are gignecceptable to the
parties in conflict.

5.0 SUMMARY
In this unit we have been able to treat conflicdotation processes,
assess potential conflict, diffuse public confliahd solve conflict

problems.

6.0 TUTOR-MARKED ASSIGNMENT

1. Discuss the relevant issues in the conflictltgégm process.
2. What steps can you take in resolving an ideaflicd situation?
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1.0 INTRODUCTION

Often, when there is a conflict situation, we genhfased because of
improper knowledge of the cause, the parties iresland probably the
dilemma faced when escalation occurs. This couldidegerous if the
conflict gets out of control, which may lead to favalternatives on how
to handle it, etc. It therefore requires carefuldgton how to handle a
volatile situation when one occurs.

2.0 OBJECTIVES
At the end of this unit, you should be able to:

1. Explain conflict escalation and de-escalatiorg a
2. Highlight the steps of escalation.
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3.0 MAIN BODY

3.1 Conflict Escalation

Escalation of violence is often described as a r#gcdilemma, the

situation that occurs when both sides attempt éagonpt aggression by
the other. Information failures, in which neitlstie is precisely sure of
the plans or intentions of the other, lead defemsistions by order to be
perceived as offensive by the other. Leaders \elibat they have no
other choice than to match or surpass actions thikghe other, leading
to a cycle that can quickly spinout of coht(Posen). Kriesberg
attributes such a spiral of violence to thagic of contentious
interaction; a mutual expectation by the confligtiparties that the other
side is only targeting at power and therefore,dhly way they can be
prevented is by even greater coercion. When athuie increases the
pressure, such expectations become self-fulfillédte rise in terror and
the toll of violence also leads to the expansionthw issues (or the
addition of new issues under contention. Wasr before violence
begins a disputed territory can seem perfectlysiie, as a result of the
fighting the disputed land may be endowed with sgihbvalue and be
prized even more since denying it to the enemy itself gratifying.

Escalating conflicts are also dangerous because

conflicts can get out of control;

fewer and fewer alternatives for action are avéglab

violence is increasingly viewed as potential acaod used;

victory or defeat of the opponent is pushed in® fitreground and
no longer the search for common solutions;

the conflict becomes personal;

emotions take the upper hand;

destruction and extermination become the main tilbgof action.

Friedrich Glasl defines nine stages of conflictadsiton to describe the
dynamics of escalation.

A central task within the framework of constructivedealing with
conflicts is to compare escalations in conflicthwibe various stages of
de-escalation, and find answers and potential ¢tiom at all stages, in
order to limit violence or exclude it altogetherdamake cooperation
and solutions for negotiating the aim. Sensitivipnd a realistic
perception of the events of the conflict are jssimaportant.
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3.2 The Nine Stages of Conflict Escalation Aeording to
Friedrich Glasl

1.

Calcification: standpoints calcify and take on a collision
course. Awareness of the impending impact detml
agitation. Despite this, the conviction still rans that
tension can be dissipated through discussion. pEnges
or positions are still mobile.

Debate: polarization of thought, emotion and will takes
place. Thinking in terms of black and white occalsng
with a viewpoint of superiority and inferiority.

Action: the idea that ‘talking no longer helps’ and the
strategy of fait accompli gains in importance. Ethga
for the ‘other side’ diminishes, and the dangemwbng
interpretations grows.

Images/Coalitions: rumors spread, stereotypes and
clichés are formed. The parties maneuver eachr athe
negative positions and fight. A search for supgrsrtakes
place.

Loss of face: open and direct aggression (unlawful)
ensues which aims to cause the opponent’s loszcef f

Threat as a strategy:threats and counter threats increase.
Escalation of the conflict accelerates due to w@tums
being made.

Limited attempts to overthrow the opponent: the
opponent is no longer viewed as a personmited
attempts to overthrow the opponent are seen astiagf
and carried out. Reciprocating values: relativelight
personal damage is seen as a victory.

Dissipation: the destruction and dissolution of the hostile
system is pursued intensively as a goal.

Together into the abyss:total confrontation ensues and
there is no way back. Extermination of the opponr&nt
the price of self-extermination is seen as accepted

3.3 Conflict as a case study

Two teachers act out an argument. For example,ikeetd use an
argument concerning which teacher is supposedathtthe next part of
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the lesson: accusations fly and an argument ensLigs. conflict should
escalate into insults and eventually into a fight (ith one teacher
storming out of the room.) You can incorporate finipting, name
calling, lying, talking at the same time, disredpgelling, and violating
confidentiality (spilling secrets). Try to end tlight with a physical
threat, after which you pause, break character @gieduss what just
happened. Make sure to define the action@méict

1. Conflicts have different stages.
a. The Cause -- an obviously minor problem
b. Accusation
C. Defense -- counter-accusation
d. Verbal arguments which escalate into physical

confrontation.
3.4 Brainstorming Escalators

A.  Attempt to create a definition for escalation. Aflict escalator is
something which causes a conflict to get more sgemmore
quickly. In other words (that the students will ember), an
escalator makes the problem worse. Examinet veina some
actions or conditions which cause conflicts to Edea(These are
the arrows on the staircase. An escalator malesithation rise
on the conflict staircase.) You may want to staet brainstorming
session by asking the following questioWhat caused the
conflict to get worse?

B. Ask the studentsvhat did each person do to cause the conflict to
escalate
(i.e., not listening, insults, “getting into eacther’s faces ...”

C. What are some other “escalators” thataka conflicts
intensify?

Some examples are provided below.

Fear Drugs Peer

Pressure Alcohol

Weapons Self-esteem

Pride Bad Communication

Tone of voice Body language

Facial Expressions Proximity to the
other actor
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3.5 Brainstorming De-Escalators

A.  Students will examine what are some actionsomddaions which
cause conflicts to de-escalate. Ask the studentst \alhe some
different courses that could have been taken so ttie fight
between the two teachers could have been avoid&d.through
the “steps” of the staircase, asking students s&si what could
have been done to resolve the conflict at thattpoiemphasize
that you have the choice to resolve conflicts at paint in the
argument. Ask the students to suggest ways irctwhbonflicts
can be resolved. We will call these things dedesoes. Conflict
de-escalators help to keep the conflict from ggttworse and
sometimes even resolve conflicts.

B. Ask the studentsvhat could each person do in order to resolve
the conflict (i.e., listening, compromising, thingifrom the other
person’s point of view...”)Write these on the board.

C. Write a list of these de-escalators on the hoSmme examples
are provided below.

-Listening -Relaxing

-Tone of Voice -Thinking from the other
person’s POV

-Compromise -Respect

-Letting the other -Not telling the other person

person speak that they are ‘wrong’

3.6 Role-Play

The goal of this activity is to examine how diffeteescalators & de-
escalators affect a conflict.

A. Short Role Play: This role play takes gglain the cafeteria.
Student A always sits in a particular seat, but dene s/he arrives
to find that Student B has taken his seat.

B. In the first scene, there is no escalation. ddwflict begins with
student A saying to student B “you took my seatit does not
escalate. One of the teachers stops the sceneagsdtisat it
needs something else.
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C. She/he decides to throw in an escalator and thekslass for a
suggestion from the list the board.

The teacher’s role plays the same scenario, usiagescalators. The

students should observe how this escalator chahgedynamics of the

situation. Stop role-playing when the conflibhs escalated to a
sufficient point and discuss with the class howdbkealator affected the
conflict. Were the initial escalators the only snesed? Did the initial

escalators lead to new escalators? How? Howhéicdttors react to the
escalators?

4.0 CONCLUSION

The nature of conflict requires that if we haveatthieve a reasonable
measure in solving the problem, then there is tedrio be very careful.
This could be the reason why we often mto problems or get
confused we conflicts occur or we run into one. Htages outlined
above could therefore be of help in understandiogflict escalation

situations.

5.0 SUMMARY

We have treated conflict escalation, stages oflicbrscalation, conflict
as a case study, Brainstorming escalation, bramgtg de-escalation
and role play.

6.0 TUTOR-MARKED ASSIGNMENT

1. How do specific escalators make a situation @drs

2. Give reasons why conflict escalation is danggrou

3 Discuss the 9 stages of conflict escalation itieg to Friedrich
Glasl.

7.0 REFERENCES/FURTHER READINGS

Gur, Ted and Charles Rutenberg (1967) Thad@ions of Civil
Violence: First Test of Causal model, Princetonivdrsity
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1.0 INTRODUCTION

Decision-making requires a lot of things to be atdetake the right
decisions. This is why it is very important to bepesed to scholarly
insights in this regard. We cannot take qualityisieas if we do not
have total grasp and knowledge of the intricacreslecision-making.
Equipped with adequate tools, our decisions cag planajor role in
bringing about effective mediation in the confliesolution process.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

1. Explain the processes of decision-making andecaffe
mediation; and

2. Describe the behaviour of mediators in flotin resolution
scenarios.

3.0 MAIN BODY
3.1 Perspectives and Approaches to Peacemaking

A group of scholars have ex-rayed approaches, rdsthod techniques
to peacemaking in international conflict and wenkhit is important to

discuss their views in this aspect in order to aaguourselves with the
trends of thoughts of the leading scholars in éines.

According Daniel Druckman in “Negotiating in the témational
Context”, four frameworks dominate research on tiagon. Druckman
briefly describes each. He then outlines some @fpibints of agreement
among the frameworks, and considers the usegalrof frameworks
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generally. The essay concludes by suggesting waysake scholarly
research relevant to the practitioner.

Game and decision theory views negotiation asra fufrpuzzle solving.
Research employs scenarios such as the PBrisobilemma, and
focuses on how individuals make decisions underditioms of
uncertainty, or when the choices are contihgen other people's
actions. Other research views negotiation as aab@ng game, and
focuses on when and why parties make concessiongan{zation
theorists approach negotiation as a form of orgdimnal management,
emphasizing complex communication among multiple rtigs
International relations scholars see negotiatiordipébomatic politics,
and focus attention on ways that political contgkcts negotiation.

Taken together, these different perspectives yaetdmprehensive view
of negotiation. They describe negotiations as prdrey in stages. They
recognize the existence of turning points-dews of opportunity
where negotiations can be taken to the next |eMeé organizational
approach recognizes that negotiators may occumrakenroles at once.

Negotiators may suffer from boundary role conflishen the demands
of their various roles are opposed or inconsistdnternational

negotiators are often caught between their rolaraadvocate for their
constituencies, and as a negotiator committed achiag a mutually
acceptable outcome.

The international relations model stresses theeplafc prenegotiation
preparation in shaping the course of subsequenttia¢éigns. A wide

range of experiments has shown the significanciashing, that is, of

how the parties perceive the conflict, their oppanend their own

options. Negotiation includes a bargaining phaseselrchers have
evaluated concession strategies, and have idehsfating mechanisms
for initiating concession-making. They have idaatf variables that
affect bargaining behavior, including the presenténon-negotiable”

values.

Theoretical frameworks are useful for drawing tbgetexperimental
data into a more comprehensive, unified view. Fraarks can be used
to design more complex and realistic experimentanarios. Frames
guide comparative and qualitative case analysessuggesting which
elements of cases are most relevant developing a deeper
understanding. Frameworks can yield predictions of negotiation
behavior and outcomes. Expanded negotiations framewvare also
being used to guide post-settlement activities.
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3.2 Druckman and Decision Making

Druckman offers three suggestions for making reseaelevant to
practitioners: “include in the research variablesravhich policymakers
have some control, do not define concepts at tagh la level of
abstraction, seek conditional generalizations.1({0) He notes that the
research techniques of content analysis aecdsion analysis offer
useful tools to the negotiation practitioner. Reskeagroups have also
developed computer programs that offer diagnostt decision support
tools. Research has given negotiators improved rstateding of the
role of emotion in negotiation, and similarly impeal understanding of
the impact of cultural differences on negotiatioResearchers have also
developed training methods for negotiating acres&i@l differences.

Again, Jacob Bercovitch in “Mediation in Internatad Conflict: An
Overview of Theory, A Review of Pratice”, stateatthmediation is not
a mysterious art, as early myth would have it. M&dn can be studied,
taught and understood. Bercovitch defines mediasi®r’ a process of
conflict management, related to but distinct frohe tparties' own
negotiations, where those in conflict seek thestessce of, or accept an
offer of help from, an outsider (whether an induadl an organization, a
group, or a state) to change their perceptionsebrator, and do so
without resorting to physical force or invoking thethority of law." (p.
130) Within this broad definition, mediators maypta variety of roles
and approaches.

Estimates of the rate of international mediationagally fall in the 60
percent range, although surveys have reported rategng from a low
of 45 percent to a high of 82percent. Surveys aégmrt significant
success rates. Bercovitch says, "Mediation may leslihe closest thing
we have to an effective technique for deplimith conflicts in the
twenty-first century."(p. 131)

Studies of international mediation fall into fouergral approaches.
Prescriptive studies offer advice to negotiatorthe® studies seek to
develop a comprehensive model of conflict resofutiBconomists and
game theorists seek mathematical models of ratiamegotiation

behavior. The final approach seeks totildigonflict resolution

guidelines from empirical case studies and experimeEach approach
has made valuable contributions to our understagndaithough the
author feels that the last approach has been tlsé pnaductive.

When and why should mediators mediate? Mediatiomast useful in
protracted conflicts, where the parties have red@reimpasse but still
want to end their fighting and are willing to coroprise to do it.
Traditionally, mediators intervene out of humanéar interests.
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However, many other motives may play a role their decision,
including the desire to affect history, to sprel€irt own ideas, to limit
the conflict's impact on their own (national) ir@sts, to extend their
own influence, because they were asked or bectisspart of their job.

Disputants may seek mediation to reduce wminfscalation and
promote settlement, in the hope that the mediatidlr imfluence the
other party, to show their commitment o resolutimnhave a scapegoat
should negotiations fail, or as a guarantor forahg settlement.

Mediators engage in a wide array of roles, fundiand behaviors. In
the case of international mediators, these mayldssified under three
main strategies. Communication strategieslude contacting the
parties, transmitting messages, building trust @apgort, clarifying and
supplying missing information. Formulation stratsginclude arranging
the mediation setting and protocols, shaping thenda, controlling

timing and maintaining parties' focus, suggestingcessions, options
and settlement proposals. Manipulative strategietude keeping the
parties in negotiation, changing their expectatigressing them to be
flexible, filtering information, adding incentivesor threatening

punishment, and threatening to withdraw. The chatestrategy and
behavior should depend on the nature of the canflic

International mediators may be individuals, statesther organizations.
Conflict researchers and Quakers haveh bsérved as informal
individual mediators. States usually serve as medicgby through their
senior decision making officials. Smaller, less pdwl states such as
Sweden have a reputation for impartiality, andmftenduct low-profile

interventions by invitation. Larger, more powerfsiates have more
resources to employ sanctions and inducements, ofteth offer to

mediate in high-profile talks. Organizational media range from
international groups such as the UN, to dnational groups like
Amnesty International or the Red Cross, to regiogaups like the
European Union or the Arab League.

3.3 Bercovitch and Effective Mediation

Bercovitch identifies three factors that contribtdesffective mediation.
First, parties must be motivated to settle theinflect and seriously
committed to mediation. Second, the conflict cirstances must be ripe
for intervention. "The existence of a hurting stadde (e.g. a military
setback, a change in power relations, or a failarenpose a unilateral
outcome) remains the best benchmark in a confiictéciding when to
initiate mediation."(p. 145). Certainly, the pastienust have already
tried and failed to negotiate on their own. Thid, appropriate mediator
must be available. Bercovitch notes that "themgige agreement among
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scholars and practitioners that appropriate mediaghould possess
intelligence, tact, skills in drafting formal progads, and a sense of
humor, in addition to specific knowledge of the ttioh at hand."(p.
146) High rank is associated with mediator effemtiess, as is the use
directive strategies.

Finally, Bercovitch considers methods and standdaisevaluating
international mediation efforts. Since mediation ympursue many
different goals, different sets of criteriallwbe needed. Subjective
criteria assess party satisfaction, perceptionaohéss, and the quality
of the parties' relationship. Objective criteriaids on such elements as
reductions in violent behavior, reaching an agregmand the breadth
and endurance of settlements. Both sorts of aitene important.
General assessments must be sensitive to the gfode mediation and
to the complex nature and context of the conflict.

In his contribution, Richard Bilder in “Adjudicatio International
Arbitral Tribunals and Courts”, states that, "Ima&ional adjudication is
a method of international dispute settlement thablves the referral of
the dispute to an impartial third-party tmiad--normally either an
arbitral tribunal or an international court--fomding decision, usually
on the basis of international law."(p. 155) Bildetamines the role of
adjudication in international affairs. He wesglts advantages and
disadvantages relative to other dispute resolutieahniques, and
considers its prospects for future use. This eatsy offers an overview
of the International Court of Justice.

Many people equate an effective international legaler with the
development of an international system of adjuthcatiesigned along
the model of national legal systems. Bilder cangithat national legal
systems may not be an appropriate model at thenatienal level.
Moreover, focusing on adjudication may reflect astéen cultural bias.
There are many other methods of dispute resolutigailable at the
international level, including negotiation, medbeti and diplomacy.

Citizens are subject to the compulsory jurisdictiointheir country's
courts. In contrast, states can only be Hmbugnder a court's
jurisdiction by their own consent, whether given tae time of a
particular dispute, or in advance by treaty. Imédional adjudication
takes the form of either arbitration by an ad holbunhal, or judicial
settlement by an international court. Arbitrabtmals are convened by
the agreement of the parties to address a speatigmute. Tribunals
usually have three members--one chosen by eachasidea neutral
third--although other (always odd) numbers are iptess Since the
decision to submit to arbitration is consensuag, thte of compliance
with arbitral decisions is high. Currentliget International Court of
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Justice (ICJ) is the only court with general anobgl jurisdiction. The
International Criminal Court has global jurisdictioover certain
international crimes. There are also many inteomati courts with
regional or specialized jurisdictions.

The main advantage of arbitration (as opposed docthurts) is that it
gives parties the most control. The parties sdleetarbitrators, select
the procedures, and define the issue. Arbitratiay be less formal and
lower-profile that court adjudication. Since omsiates have standing in
many international courts, non-state actors mayeprarbitration. The
main draw back to arbitration is that the partiasstibe able to agree on
the issues, procedures and arbitrators. This eamie consuming, and
simply increase their conflict. It may be difficuld find experienced,
impartial arbitrators who are available for sucheaporary tribunal.
Some observers are concerned that since arbitrétiounals have is
less prestige, there may be less compliancd their awards.
Arbitration can be more or less expensive thatgoancourt.

Courts have the primary advantage of being readibilable. They are
permanent entities, paid for by the internatior@hmunity and staffed
with experienced, committed full-time judges. Hawe parties may be
unwilling to risk losing a case in such a publidgrestigious forum.
Sometimes parties may lack confidence in the coedmpetency or
impartiality.

The ICJ was established in 1945 by the UN Charters composed of

fifteen judges elected to nine-year terms. Parhay present their case
to the full court, or may submit it to a speciahaotber of five judges -

the special Chamber on Environmental Matters, xangle. The court

rules according to international law, that is, velet treaties and

international agreements, customary internatioaal, land generally

accepted legal principles. It has no criminalgdiction. The court may
also honor requests for advisory opinions by the. UMany treaties

include co promissory clauses, in which partieseagio refer future

treaty disputes to the ICJ. More than a quartestafes have signed
options clauses (albeit with significant reservasgip which gives the

ICJ compulsory jurisdiction in disputes with otlogation-clause states.

States may protest being brought before the IC&hich case the Court
must decide whether it does have jurisdiction at tase. ICJ decisions
are binding only on the parties; they have no fomseprecedent. If
necessary, the UN Security Council may take stepsemnforce
compliance.

Compared to other dispute resolution techniquegjdazition has a
number of advantages. It makes a final aligpn of the dispute.
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Submitting to adjudication reinforces the interoaéll rule of law.

Adjudication proceedings are impartial, impersompaincipled, orderly,

serious and authoritative. Adjudication may redutensions by

"depoliticizing” an issue. Its rulings may @ff guidance to other
nations. Drawbacks to adjudication include the risk loSing, the

possibility of biased judges, and the often-unpradile outcomes.
Adjudicative settlements are imposed, and focusomdy on the legal

issues. They tend to freeze the dispute in tibsrsiied form, and often
overlook win-win or compromise solutions. Adjudioa proceedings
are adversarial, and so potentially escalatoryeyTére conservative in
that they apply existing law as it is, without agkling deeper legal
flaws. Sates may raise "nuisance suits" for puepas propaganda or
harassment. Without effective enforcement, adjudicatiomay be

ineffective.

Bilder argues that international adjudication isstrappropriate in cases,
such as minor border disputes, that are emotionallgtile but do not
involve significant national interests; complex heical or factual
disputes; or as politically acceptable way of bgyiime in dangerous or
awkward disputes. The existence of internationalurtso with
compulsory jurisdictions can encourage parties egotiate mutually
acceptable solutions, rather than risk being iught to court.

“Finally," Bilder suggests, "it is important to eothat, for many people
throughout the world, international adjudicatisymbolizes civilized
and ordered behavior and the rule of law in inteomal affairs."(p.
180) When powerful states refuse to submit to thatts jurisdiction, or
to comply with their awards, it can underenipublic respect and
support for the rule of law.

Bilder suggests six ways to encourage use of iatemmal adjudication.
Establish new courts with specialized jurisdictieAfica, or human
rights, for instance. Increase the number andes@dpco- promissory
clauses in treaties. Authorize additional bodggh as states, national
courts, or regional organizations, to seek advisgpinions from the
ICJ. Extend the court's jurisdiction to allow nstate actors to bring
cases. A first step would be to allow non-statdigarto file friend-of-
the-court briefs. "Make existing courts more 'disEmdly,’ particularly
to newer, smaller or poorer states, by simplifyingd expediting
procedures, broadening the parties range of chaiees arbitrators and
judges, expanding available remedies, and redwosts."(p. 182).

Finally, encourage more states to accept compulgwigdiction under
the optional clause, without reservations.
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4.0 CONCLUSION

It is pertinent to note that in order tcake correct and effective
decisions in conflict situations and also be ablenediate wisely, there
is need for information and for the mediattr have tact, wit,
intelligence, and also try as much as possibleetanbcontrol or on top
of the situation.

50 SUMMARY
This unit has been able to treat resolutiomd aapproaches to

peacemaking, Druckman and decision making and B#oto and
effective mediation.

6.0 TUTOR-MARKED ASSIGNMENT

1. What is the view of Druckman on decision-making?
2. What is your Assessment of Bercovitch and effed¥lediation.

7.0 REFERENCE/FURTHER READINGS
Druckman D.; Broome, B.J.; Korper H.S., (1988) \Gahifferences and

Conflict Resolution: Facilitation or Delinking3ournal of
Conflict resolution, Vol. 32, No. 3, Sept., 1988.
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1.0 INTRODUCTION

A proper understanding of conflict and conflict olegion in
international relations will enable us to underdtéime nature of conflict
and its multifarious dimensions. The approach herboth social and
Psychological, as well as religious, and the rtiey play. The complex
nature of the study is captured by the various @ggres taken by the
scholars in this regard.

2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Explain nature of conflict and conflict sadution at the
international level; and
2. Describe interactive conflict resolution.

3.0 MAIN BODY

3.1 Social-Psychological Dimensions of Internatioha
Conflict, Herbert C. Kelman, pp. 191-238.

A social-psychological analysis is a necessary anmapt of any general
theory of international relations. Kelman outlireesocial-psychological
view of the nature of international conflict. Hesdribes the social and
psychological dynamics that tend to escalataflict. Resolving
conflicts requires reversing those dynamics.
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Social psychology offers four theses about the reatf international

conflicts, each of which expands significantly eaditional views on

international relations. First, conflict is drivdsy people's collective
fears and needs, and not solely by rational catiounls of interest. Basic
needs include issues of identity and security, @medoften perceived in
terms of survival. The threat that basic needs wat be met gives rise
to existential fear. Such fear inhibits confliesolution. For the parties,
making concessions, or even reducing the intemditieir fighting, can

seem to endanger their very survival. Effectiveflict resolutions must
address both sides' basic needs, and readbeie fears. Such

resolutions must penetrate to the level of indigidu

Second, international conflict is not a purely istate or
intergovernmental phenomenon; it is an inter-soqilenomenon.
International conflicts affect societies at all éész economic, political,
cultural, psychological and structuraRolitical actors must respond
both to their international opponents, and to wssitactions within their
own society. Extremist factions can block oppoitiaa for resolution,
while moderate factions can create opportuniti€alitions between
factions across conflict lines can fosterolason. Settlements that
focus on the official, political level many fail txdress the wider social
aspects of conflict, and so fail to fully resolve tconflict.

Third, international conflict involves the mutuadescise of influence on
many levels. They are not simply contests of dwerpower. Kelman
observes that "responsiveness to the other's remtidears is a fairly
common form of influence in normal social relatid(s. 203). Use of
threats and coercion can prompt similar retaliadod escalate conflict.
More effective, positive incentives include "econorhenefits, sharing
essential resources, international approval, iateégr in regional or
global institutions, or a general reduction in tegel of tension."(p.
202). Effective resolution strategies must incltitke element of mutual
reassurance, in the form of symbolic gestures, @eledgements, or
other confidence-building measures. A systematicatexyy of
responsiveness and reciprocity can transform thréiepa relationship
and their definition of the conflict in beneficiahys.

Fourth, conflicts are not merely a series astions and reactions
deployed by stable actors. International conflaitplay an interactive,

escalatory, self-perpetuating dynamic that affécth the situation and

the parties. Conflict causes certain cognitaved perceptual biases,
which in turn tend to increase and perpetuate mbnéreating a viscous

cycle of escalation.
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3.2 Types of Social-Psychological Processes

Two types of social-psychological processes coutebto conflict
escalation: normative and perceptual. Normatprecesses involve
social factors that encourage conflict behavi®ervasive existential
fears about national survival and identity suppmohflict escalation.
Moves toward de-escalation or resolution are seetaagerously risky.

Pervasive existential fear can also lead to extreimience in the name
of self-defense. By drawing on people's needsstmurity and self-
transcendence, leaders may mobilize intense graypalty, which
produces overzealous adherence to conflict normghe name of
demonstrating group loyalty. Moves toward de-esmala or
conciliation are seen as weak and disloyal, or éseasonous.

Normative processes also limit the options avadlaor consideration
by decision-makers, who must worry about being edity "stronger,"”
more extreme, leaders. Decision-makers tend teerchkices based on
the ready availability of resources for carrying those choices. In a
protracted conflict, resources for conflict tend be most readily
available. Decision-makers may succumb to gtwoR, when, "in
order to maintain the cohesiveness of the growgntembers studiously
avoid any actions that might break the evolvingsemsus. Thus, they
are reluctant to raise questions, offer criticismsg propose different
approaches or solutions to the problem."(p. 219)

Normative factors affect negotiation processesnfli&d norms pressure
negotiators toward a zero sum view of the dispgtns for another
must entail losses for you. Fear of appearmgak also makes
negotiators unwilling to compromise. Kelman obssrthat "conflict

creates certain structural and psychological comenits, which then
take on a life of their own"(p. 221). Parties wegbhonomic or identity
interests vested in the conflict may be committedntaintaining the
conflict status quo. Others may be committied forestalling a
compromise settlement. People may have incorpbtai conflict into

their basic worldview.

Perceptual processes refer to cognitive processterpreting conflict-

related information. Conflict makes it difficult téeake the other's
perspective, and hence views of the othed teo be self-centered.
Parties in conflict tend to develop mirror imagéself and other. Each
party views itself as good and peaceful, fightingself-defense, while
the other side is inherently evil and aggressiworeover, each side
assumes that the other sees them as they see Wesnsé&or instance,
each side assumes that the other will recognize #lcions are simply
defensive, while the other in fact sees thasnaggressive. These
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misunderstandings lead to further escalation. l@bnfmages are very
resistant to disconfirmation. Through selectiegposure, selective
perception and selective recall parties avoid najicdisconfirming
information. Inconsistent information may be expéal away in ways
that reconfirm the original image.

Kelman notes that the social-psychological approaahnot give a
sufficient, comprehensive theory of internaéibrnconflict. It can,
however, offer a new perspective, new insights, andgest new
techniques for understanding and managing intemnalticonflict.

3.3 Fisher and Interactive Conflict Resolution (ICR

In “Interactive Conflict Resolution”, Ronald J.Fesh reviews previous
uses of interactive conflict resolution (ICR), audis its contributions to
a theory of conflict resolution practice, assesbescurrent state of the
field, and finally identifies challenges that ICRust meet if it is to reach
its full potential.

“Interactive conflict resolution (ICR) involves problem-solving
discussions between unofficial representatives ojugs or states
engaged in violent protracted conflict"(p. 239}.isl primarily a social-

psychological approach to conflict resolution. I€ERphasizes the need
for direct communication between opposing partees] for a skilled

intermediary to facilitate that communication. €Thltimate goals are
deep understanding, mutual recogniti@md respect, and jointly

acceptable and sustainable solutions--in sum, gomowed relationship

between the parties."(p. 241)

Some ICR workshops focus on educating the partesitaeach other
and the conflict process. Others focus on probsmiving, and on
transferring workshop gains to decision-making bedi ICR
discussions may be used as part of the pre-neigotiphase of conflict
resolution, to identify and address barriers toati@agjon and to improve
the parties’' relationship. ICR discussions mayddd concurrently with
official negotiations, to analyze the official pess, to identify shared
principles, or to address issues beyond the scdpehe official
negotiations. ICR workshops may also contributpdace building, by
promoting productive interactions between antageras various levels
and sectors of society.

ICR workshops were first used by John Burton in thigl-1960s to
address escalating conflicts between Malaysia, &iog and
Indonesia. These workshops pave the way for ti&6 Manila Peace
Agreement. Other early ICR workshops addressedicisnin Cyprus,
Northern Ireland, and the Horn of Africa, with mikeuccess. Herbert
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Kelman has held over thirty ICR workshops to adsirdsraeli-
Palestinian conflicts. During the 1980s, Edward rAzzeld ICR
workshops to address the conflict between Argerdaimé the U.K. over
the Falkland/Malvinas Islands, the Lebanese cidl,wand the conflict
in Sri Lanka.

Many people have contributed to the theory and tmecof ICR.
Christopher Mitchell stresses a subjective appro@chunderstanding
conflict, and a problem solving approach to resolut Herbert Kelman
views his Middle East workshops as a program abaaesearch, which
integrates practices of conflict resolution witle ttudy of conflict. His
research has identified barriers to negotiatiord #me psychological
prerequisites for mutual acceptance. Kelman's glwfgs have come to
focus on the pre- negotiation stage. Fisher's mgparch has explored
limitations on the effectiveness of ICR, and hisrkebops focus on
exploring the parties’ underlying needs and fedfsrold Saunders has
been a key player in the ongoing Dartmouth Confegemhich brings
together U.S. and Soviet (now Russian) policy spists.

Many ICR interventions have been directed at theraommunal level.
Examples include workshops in sensitivity trainfog Israeli Jews and
Arabs; problem solving workshops focused on econaevelopment,
safety and education; workshops to coordinate MiddEast
peacebuilding activities by Jewish- and Arab-Amamicrganizations,
and grassroots reconciliation discussions. A Camadewsmagazine
sponsored a series of dialogues featuring partitspfrom across the
country, focused on the issue of Canadiaity.unThese workshops
produced a statement of shared values and a sedgestnpromise
solution. In the U.S., workshops have been heldddress intergroup
cleavages, such as those between pro- and anti@aboights groups,
and between peace activists and defense analysts.

ICR theory has arisen from ICR practice, and saethie as yet no
comprehensive model of ICR. Theoretical underpigs of ICR
include Burton's model of controlled communicatiamich emphasizes
the role of a third-party in creating a non-threatg, analytical
atmosphere in which the parties can realize antecomisperceptions
of the other. Burton locates the roots of progdatonflicts in groups’
pursuits of their basic human needs. He arguesptbblem solving
approaches to decision making may allow us to "gmévconflict by
promoting collaboration and awareness of basic lmuneeds. Leonard
Doob has explored methods for evaluating ICR imetons, and
examined the planning, timing, choice and impleraton of effective
interventions. Kelman distinguishes problem-solvipgpcesses from
human relations training, and stresses the sosiatkwlogical nature of
the process. Fisher has explored the raetics, and qualities of
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effective third-party consultants in ICR. lelated fields, Azar has
proposed a model of pre- negotiation, Sauwmndess developed a
relational model of problem solving, and John Man8ld and Louise
Diamond have developed a typology of multitrackaipacy.

Currently the field of ICR still lacks a rigorougsomprehensive
theoretical model. What theory does exist semo focus on static
pictures of practice, rather than dynamic undedstan of processes.
Fisher notes that "research remains the weakekt iftinthe theory-
research-practice loop."(p. 263). Case study aealpredominate.

More controlled, quantitative studies and longitadifield research are
needed. Research evaluating the effects dR l@terventions is
particularly difficult, complex and costly. Pramdiis the strongest link
in the loop. Workshops have grown in number, aiedoing applied to
a wider range of issues. Many past workshops lgaverated positive
results. One new and promising developmenths move toward
continuing series of workshops, which can make meustained
contributions to conflict resolution.

Fisher identifies challenges that ICR must addiessis to fulfill its
conflict resolution potential. First, it musixplore ways to transfer
workshop gains to official decision-making procassé&econd, it must
develop rigorous assessments of its effectivenéssxt, more training
for ICR scholar-practitioner is needed. Morand more reliable,
funding is also needed. Finally, ICR must devedtqong institutional
bases of support, in order to increase availabd®urees, personnel,
training opportunities, and credibility forethfield. A move toward
professionalisation of ICR would help address thesdlenges.

3.4 C. Sampson’s Religion and Peace Building

Cynthia Sampson in “Religion and Peace Buildingpleres the roles
that religious groups and individuals have playedanflict resolution
and peacebuilding. She reviews some of the mdigioes institutions
engaged in peacebuilding, and concludes with a sas#y of South
Africa’s transition from apartheid to democracy.

Religious groups have been very active in peaceingil in recent
decades. Sampson suggests several reasons fandigased activity.
Religions are organized at national and internalidevels, and so offer
existing channels for communication and organiratiReligions offer
ethical visions that can motivate believers toacti In cases where the
central government is in disarray, religious orgations may be the
only institutions with some degree of popular cbddy, trust and moral
authority. Indigenous religious groups are longrigslayers, who are
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present throughout the conflict's lifecycle.ndly, issues that have
traditionally been in the domain of religion arexttal to many modern
conflicts. Quoting John Paul Lederach, Sampsomrséthe primary
arena of church activity and faith--that of thergpal, emotional, and
relational well-being of people--lies at the heaft contemporary
conflict."(p. 275)

Many religious actors have no formal training innfliet resolution.
However, two religious practitioners have contrédzltsignificantly to
peacebuilding theory. Adam Curle, a Quaker costwli has developed
a peacemaking framework that emphasizes the impmtaf a balance
of power between conflicting parties. Building peaagequires
restructuring the parties' relationship to empomgerine weaker party
and address structural sources of inequality. tasdeis a Mennonite
conciliator who focuses on transforming violenttdestive conflict into
constructive, peaceful relationships. In facilitgtsuch transformations,
religious actors will act both as mediator and dgoaates. Religious
advocacy in peacebuilding is always nonviolent, gederally focused
on promoting empowerment and human rights. Relgipeacemakers
tend to focus on building relationships and comrtyuni

3.5 Four Roles of Religious Intervention

Sampson classes religious intervention under falesr advocates,
intermediaries, observers, and educators. Shesofieamples of each
role. Advocates work to empower the disenfranchisadd to
restructure relationships and unjust socialcstires. Independent
advocates are able to promote the weaker group&eda the opposition
and to the greater community. Activists are asstiof advocates.
Activists are affiliated directly with the less pexful party, and so may
be less credible to the opposition or general comiyu Another subset
of actors are truth-tellers, who identify and speak against injustices.
The Catholic Church played a truth-telling role Rinodesia's war of
independence. The Catholic Churdmelped lead thenonviolent
opposition to the Marcos regime in the Philippim@snitored elections,
and ultimately declared that the Marcos regime lbasits mandate to
govern. The Evangelische Kriche church played civiat role in the
East Germany's nonviolent revolution of 1990. letam and Burma,
Buddhist monks have been active opponents to repgeegegimes.

Intermediary roles include “fact finding, good o#s, peace-process
advocacy, facilitation, conciliation and mediationsually in some
combination."(p. 284). Church leaders successfoiBdiated a peace
agreement in Sudan in 1972. When that agreeroske down in
1983and fighting resumed, church leaders were agaliled upon to
mediate a settlement. A Conciliation Commissionraligious figures
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paved the way for Indian refugees to return to Nigaa. The Jain
monk Acharya Sushil Kumar pressed for negotiatiand mediated the
Hindu-Sikh conflict at the Golden Temple in Punjab.

4.0 CONCLUSION

“In a conflict situation, the observer provides atehful, compelling
physical presence that is intended to discouragéemne, corruption,
human rights violations, or other behavior deemkredtening and
undesirable."(p. 286). Observation can take veryives forms--
monitoring and verifying elections, for instance, even physically
interposing observers between opposing sides. dhanganizations in
Zambia cooperated closely to monitor the 1%%dctions, and later
hosted a meeting between political opponents taatilted in a new
national constitution. The ecumenical group WissssFor Peace, and
Mennonite Christian Peacemaker Teams, have beeére atiservers in
Central America.

Education may focus on training in conflict resmaot democracy, or
living with diversity. Educators may work to inase awareness of
injustice, or to promote healing and reconciliatiomhe Gandhi Peace
Foundation, the International Fellowship of Recbaton, and
Nonviolence International each provide trainingnmnviolent action at
locations across the globe. Northern Ireland iméido a number of
ecumenical intentional communities, in which Caith@nd Protestant
members work together to bring together their laig@mmunities. In
Mozambique the Christian Council launched a twogestaraining
program to educate regional church leaders (whtuiin trained local
representatives) on an array of issues relevaretice building and
resettlement.

Some of the main institutional religious peace den$ include the
Catholic Church; the Society of Friends, also kn@srthe Quakers; the
Mennonite Church; the international, non-denomoral group, Moral

Re-Armament; The International Network of Engagedddhists, and

other followers of engaged Buddhism; and the NaiRdmce Initiative,

which, although not itself a religious organizaticactively engages
religious groups across Africa in peace building.

South Africa's transition from apartheid to demaogranvolved more
than twenty different religious actors, ranging nfroindividuals to
churches to coalitions, from many different denaations and active at
every level of society. Many members of the DuR#formed Church
spoke out against their church's support of apaktend many clergy
members were defrocked for their opposition. Manyhep
denominational leaders spoke out and organagainst apartheid.
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Anglican Archbishop Desmond Tutu was awardled Nobel Peace
Prize for his advocacy of nonviolent oppositionajpartheid. As other
opposition groups were banned or arrested, thechbarand mosques
became the only places where anti-apartheid attivi®uld meet.

Churches issued theological condemnations of agdittand calls to

action. Other religious organizations worked tmldpe social divisions,

hosting conferences, interfaith dialogues, and eadsr Several

international interdenominational organizations #mel VVatican worked

to oppose apartheid on the international level.

In conclusion, Sampson notes future trends in imlig peace-building.
Religious communities are taking an increasinglstematic, intentional
approach to peacemaking. Religious universitiesrehaeveloped

conflict and peace programs, and churches are pocating more

explicit peace-building efforts into their outrea@md development
activities. Interreligious organizations arksoafollowing that trend.
Non-religious peace-building groups are targetieigious groups as
ripe for training and mobilization. Religious edfliand development
NGOs are expanding their mandates and trainingnttude peace-
building activities. Indigenous religious groups &eing called upon to
provide spiritual, emotional and psychological suppo people who
have suffered from violent, protracted conflicThere is also an
increased number of religion based citizen's grdapgsed on bringing
about peace, justice, and reconciliation. Therh@ehas allowed people
from across the globe to hold dialogues within aobss denominations
and religions.

5.0 SUMMARY

This unit handled social psychological dimensiorfs irdernational
conflict, types of social psychological processésSampson’s religion
and peace-building and four roles of religiousation.

6.0 TUTOR-MARKED ASSIGNMENT

1. Discuss comprehensively and systematicadily perspectives/
approaches of two scholars above on peace making.

2. What is the central message of the scholarssangmaking?

3. What is Interactive Conflict Resolution? (ICR)?

7.0 REFERENCES/FURTHER READINGS

Gamson, W. A. “Rancorous Conflict in Community Can$: The
Search for Community Power”.
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1.0 INTRODUCTION

In as much as we need to study conflict resolufioocesses, it is
important to understand the methods of analyzinglich or when there
is conflict progression and how to adopt or culiéva proper conflict
attitude. This will further equip us with the rigahalytical tools when
we face the necessary challenges.

2.0 OBJECTIVES

At the end of this unit you should be able to
1. Describe the various methods of Conflict analysi
2. Identify the right conflict attitude

3.0 MAIN BODY

3.1 Methods of Conflict Analysis, Conflict Progresen and
Conflict Attitude

In order to deal with a conflict constructively, first needs to be
understood. A conflict does not just have to be&lenapparent in terms
of its dynamics, contours and effects, but alsoftmens of behaviour,
background interests and needs of the conflictingigs need to be
perceived.
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It is important here to visualize the level vahich information and
options for action exist. Tilman Grammes and Agn€&andler
differentiate the following levels of reality fodecational work:

Documentary Evidence: the oral and written evidesa legacy of
an event: speeches, minutes, notes in files, foparsphlets, etc.
Media Evidence: the reports triggered by erent. newspaper
articles, radio and television reports, news agemneyports,
commentaries, readers’ letters, etc.

Reflective evidence: summary reports, analysegnsic studies,
etc.

Didactic Evidence: school books, teaching mateeitl,

The subjective experience of those involved in afla is represented
by differentiating between these levels of realityn a conflict, various
different interests and needs are always jogglorgirifluence (power)
and to be heard against different levels re@lity and various
possibilities.

Analyzing conflicts has nothing to do with compgina body of

information and evidence, but mainly deals witterpteting, appraising
and evaluating this information. Since communamatin all its forms

(verbal, symbolic, non-verbal) needs to be underktas the key to
dealing with conflicts constructively, special inmance is ascribed to
the analysis of the requirements for successfulrsomcation. Social

psychologists repeatedly point out quite correttigt we can only put
our finger on something if we have terms at oupossl to name it, and
that we can only comprehend something if have (at least
preliminary) descriptive models at out disposaknkk, conflict analysis
deals with systematizing perception and providixigl@natory aids.

It becomes clear here that there is not just omgrect’ method of
analyzing conflicts, but that various methodologiepproaches exist
and that their useful application depends on thecifip situation at
hand.

3.2 The Ten Methods of Conflict Analysis
Analytical methods with the whole conflict in view:

1. Initial mapping and approaches

2. Systematic questioning: the analytical rag@mfUIrike Wasmuth.

3. Systematic questioning, the analytical rastemfthe media Peace
Centre”.

Circular questions/Changes in perspectives.

Mapping: visualizing conflicts.

ok
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6. Working with case studies.

3.2.1 Methods for Visualizing Individual Aspects ba
Conflict

7. Frozen pictures.

8. Energy field analysis.

9. Recognizing and formulating one’s own position.
10. Me in conflict: a picture of myself.

3.3 Conflict Progression

Volumes upon volumes have been written about tlegrpssion or
timeline of the conflict attempting to idegtithe chronology of a
conflict from the first outbreaks of violende its resolution. Mot
theories of conflict stages portray an orderly atioh from peaceful
resolution through escalation, de-escalation amallfi, termination.
Identifying the stages can be essential for desgsuccessful strategies
for prevention or third party intervention. Mogsinglicts however, do
not follow a prescribed trajectory. If they ditlwould still be difficult
to identify when the conflict advanced from ongystéo the next. Some
authors have developed time lines that are morardicithan a straight
progression, attempting to catch some additionalpdex dimensions of
conflict.

Some authors have developed time lines that are migmamic than a
straight progression attempting to catch sonfiettee additional
dimensions of conflict. One such example is Kreeg & Thorsons’s
two-dimensionalConflict Progression Cycle It illustrates a conflict
progression through a series of common points aircée while being
interspersed with context and conditions tha¢ unique to every
conflict. It indicates that a conflict emerges, nif@sts, escalates, de-
escalates, and terminates, resulting in an outdhitealso can become
the starting point for another circle of renewedftot.

One of the greater challenges for researchers iy tto integrate either
the phases, or time-line of conflict with the difat tasks of prevention
and intervention into a complex framework of cartflimanagement
strategies. One of the most influential concepamroaches to these
challenges is I. William Zartman’Ripe Moment Theory. Zartman
says intervention is rarely successful unless pipeas when the conflict
is at the point of a mutually Hurting Stalemate. isTihappens when
violence is in a deadlock and parties see negoiigts a better outcome
than continued fighting. At such points, third ties can take important
steps to facilitate a negotiated outcome. Impaort@amemember is that a
Mutually Hurting Stalemate is ostensibly perceptivan other words, if
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the antagonists can be convinced their presenseafraction is taking
them to an “impending catastrophe,” they may opt do alternative
short of violence as more desirable than contirfiggding.

Another scholar who matches the stages of confith third party
intervention is Donald Rothchild. He suggesitet conflicts move
through a dynamic process of five phases in orddewels of conflict
activity in an adversary relationship. For legeghase (the potential
conflict phase, the gestation phase, the triggeaimg escalation phase,
the post- conflict and the military/security phas@pthchild identifies
specific problems that third parties should targ&urther, he suggests
corresponding coercive and non-coercive incentilied parties can use
in order to turn the conflict around.

Similarly, Michael Lund attempts to combine coriflfrogression with
different strategies management and preventiorhidibookPreventing
Violent Conflicts,he presents a dialogue called “The Life Historyaof
conflict,” where different measures are proposegededing on intensity
of violence and the progression of deterioratioims a conflict
relationship. It includes three dimensions: thegpession of conflict
and the inherent problems to each stage, includingtion, and a
chronology of corresponding conflict managementtstfies to be
implemented. Because conflict progression éscdbed in Lund’s
diagram by a curve rather than by a one-dimensiocoatinuum, it is
more flexible, making possible a description ‘upgl alowns’ of most
conflicts. Whereas an escalation described aonone-dimension
continuum takes you back in time to an earlier pom the graph, the
curve allows you escalations and de-escalatiomeasphases with new
opportunities for action.

3.4 Conflict Attitude

According to Richard W. Scholl, Professor of Manageat, University
of Rhode Island;

1. Attitudes are defined as a mental predispositmract that is
expressed by evaluating a particular entity witmsadegree of
favor or disfavor. Individuals generally have tatfies that focus
on objects, people or institutions. Attitudes also attached to
mental categories. Mental orientations towaodsmcepts are
generally referred to as values. Attitudes are mased of four
components:

A. Cognitions — Cognitions are our beliefs, theories, expectacie
cause and effect beliefs, and perceptionativel to the focal
object.
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B. Affect — The affective component refers to our ifgelwith
respect to the focal object such as fear, likirigarmger.

C. Behavioral Intentions — Behavioral intentions are our goals,
aspirations, and our expected responses to thedatibbject.

D. Evaluation — Evaluations are often considered the ckntra
component of attitudes. Evaluations consist ofithutation of
some degree of goodness or badness to an attibjelet.o When
we speak of a positive or negative attitude towamdobject, we
are referring to the evaluative component. |Eatoons are
function of cognitive, affect and behavioral intens of the
object. It is most often the evaluation that igretl in memory,
often without the corresponding cognitions and cffiaat were
responsible for its formation.

3.5 Implications

1. Stage of group development influences otherqgases
(e.g., cohesiveness, conformity, production)

2. Interventions must take group's stage into acic(aig.,
leadership, therapy)

3. Diagnosing stage group is important both forlitators

and  group leaders.
4.0 CONCLUSION

Groups are like relationships - you have to workh&m. In the work
place, they constitute an important unit asdtivity but one whose
support needs are only recently becoming understBgdmaking the
group itself responsible for its own support, tksponsibility becomes
an accelerator for the group process. What is istdlat these needs are
recognized and explicitly dealt with by the grolanagement must
allocate time and resources to these needs idahtiy the group, and
the group process must be planned, monitored anidwed just like
any other managed process.

5.0 SUMMARY

In this unit we treated methods of conflict anaysionflict progression
and conflict attitude. As well, we treatedntmethods of conflict
analysis, conflict progression, conflict attitudedamplications.

6.0 TUTOR-MARKED ASSIGNMENT

1. What is conflict progression?
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2. Enumerate and discuss the methods of conffiatyais that you
know.

3. What is conflict attitude?

7.0 REFERENCES/FURTHER READINGS

Ardrey, R. (1970) The Territorial Imperative, N.Xtheneum
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1.0 INTRODUCTION

The management of anger plays a vital roleconflict resolution
process. It is important to understand what angjewihat causes it, how
we can manage it, the strategies we can adopt tageait well, among
others. This goes a long way to assist us handfdlicio situations
properly. We are also bound to ask ourselves aflguestions that are
relevant to the study of anger in order to be &bi@manage it properly.

2.0 OBJECTIVES

1. To be introduce to the environment of anger lama to manage
it.
2. To be equipped with the strategies to managerang

3.0 MAIN BODY
3.1 Anger Management
Topics:

What is anger?

Anger Management.

Strategies to keep anger at bay.
Do you need counseling?

We all know what anger is, and we've all felt ithether as a fleeting
annoyance or as full-fledged rage.

Anger is a completely normal, usually healthy, harmeanotion. But
when it gets out of control and turns destructivean lead to problems
—problems at work, in your personal relationshigisg in the overall
quality of your life. And it can make you feel dsotgh you're at the
mercy of an unpredictable and powerful enmotidhis brochure is
meant to help you understand and control anger.

According to Susan Kramer in Anger Management amgeaxdes our

natural peacefulness, an unsettling visitor. Besidger’s stress in the
mind, it is generally known that anger raises blpogssure. Anger is a
response to frustration. If we remain steady amightful we avoid

frustration. Frustration grabs hold when we gipecontrol of our mind.

There is no productive reason to give in to expoassof anger. The
situation is compounded by the addition a$hdrmony. We are
replacing our natural state of happiness with wmadiscord.
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Working out constructive solutions that bring bamace and harmony
for every one avoids frustration and the resulbrgakdown in anger.

All situations have a harmonious resolve, they gbwaill. Our actions
for the best resolve of the situation realign uthvaur natural balanced
state of happiness.

As a meaningful solution we can resort to Meditati8itting or even
walking along, bring your attention to yobreathing. If you are
holding your breath in spurts, consciously begikinig even breaths.
Counts 1, 2 breathe in; counts 3, 4 breathe ouwintiGue for at least a
minute.

Continue breathing evenly but turn your diten to your thoughts.
Think about the situation that has you upset argtyan Think about
how you could resolve the situation so everyoneeben Take time to
write out our thoughts in a journal. Then next tiyeu are angry
remember that all problems have a resolve thahsligith the highest
good for all concerned.

“Happy by choice, avoiding frustration
by thoughtfully, peacefully aligning with the higétegood.”

3.2 What is Anger?
3.2.1 The Nature of Anger

Anger is "an emotional state that varies in intgnBom mild irritation
to intense fury and rage," according to Chafgselberger, PhD, a
psychologist who specializes in the study of anfjike other emotions,
it is accompanied by physiological and biologichhrges; when you
get angry, your heart rate and blood pressure g@asiglo the levels of
your energy hormones, adrenaline, and noradrenaline

Anger can be caused by both external and inten&its. You could be
angry with a specific person (Such as a coworkesupervisor) or event
(a traffic jam, a canceled flight), or your angesuld be caused by
worrying or brooding about your personal problenvemories of
traumatic or enraging events can also trigger afegings.

3.2.2 Expressing Anger
The instinctive, natural way to express anger isepond aggressively.

Anger is a natural, adaptive response to threats)spires powerful,
often aggressive, feelings and behaviors, whiabwalls to fight and to
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defend ourselves when we are attacked. A certaiouatmof anger,
therefore, is necessary to our survival.

On the other hand, we can't physically lash ow@vaty person or object
that irritates or annoys us; laws, social normsl emmmon sense place
limits on how far our anger can take us.

People use a variety of both conscious and uncomsgprocesses to
deal with their angry feelings. The three maapproaches are
expressing, suppressing, and calming. Expressing aogry feelings in
an assertive—not aggressive—manner is the hedlthiag to express
anger. To do this, you have to learn how to makarcivhat your needs
are, and how to get them met, without hurting cth&eing assertive
doesn't mean being pushy or demanding; it meanggbeispectful of
yourself and others.

Anger can be suppressed, and then convestededirected. This

happens when you hold in your anger, stop thinkibgut it, and focus
on something positive. The aim is to inhibit or grgss your anger and
convert it into more constructive behavior. The gkmin this type of

response is that if it isn't allowed outward expra@s, your anger can
turn inward—on yourself. Anger turned inward maysa hypertension,
high blood pressure, or depression.

Unexpressed anger can create other problems. leadno pathological
expressions of anger, such as passive-aggresdiavibe (getting back
at people indirectly, without telling them why, lmat than confronting
them head-on) or a personality that seentpepaally cynical and
hostile. People who are constantly putting otheosvrd criticizing
everything, and making cynical comments haven'rnieé how to
constructively express their anger. Not surpriginghey aren't likely to
have many successful relationships.

Finally, you can calm down inside. This means net pontrolling your
outward behavior, but also controlling your intdrn@sponses, taking
steps to lower your heart rate, calm yourself doamg let the feelings
subside.

As Dr. Spielberger notes, "when none of these tleebniques work,
that's when someone—or something—is going to gett'hu

3.2.3 Anger Management

The goal of anger management is to reduce bothgmational feelings
and the physiological arousal that anger causes.cém't get rid of, or
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avoid, the things or the people that enrage you,aam you change
them, but you can learn to control your reactions.

3.2.4 Are You Too Angry?

There are psychological tests that measuee ititensity of angry
feelings, how prone to anger you are, and how wall handle it. But
chances are good that if you do have a problem antfer, you already
know it. If you find yourself acting in ways thatesm out of control and
frightening, you might need help finding better wap deal with this
emaotion.

3.2.5 Why Are Some People Angrier Than Others?

According to Jerry Deffenbacher, a psychologiho specializes in
anger management, some people really are rflostheaded” than
others are; they get angry more easily and morensaly than the
average person does. There are also those whosthomit their anger in
loud spectacular ways but are chronically irritabted grumpy. Easily
angered people don't always curse and throw thiagsjetimes they
withdraw socially, sulk, or get physically ill.

People who are easily angered generally have wirae sychologists
call a low tolerance for frustration, meaning siynfhat they feel that
they should not have to be subjected to frustratiooonvenience, or
annoyance. They can't take things in stride, arey/'th particularly
infuriated if the situation seems somehow unjust: éxample, being
corrected for a minor mistake.

What makes these people this way? A number of shang responsible.
One cause may be genetic or physiological: Theexidence that some
children are born irritable, touchy, and easily enegl, and that these
signs are present from a very early age. Another beasociocultural.
Anger is often regarded as negative; we're taugt it's all right to
express anxiety, depression, or other emotionsibuto express anger.
As a result, we don't learn how to handle it orroted it constructively.
Research has also found that family backgroundspdasole. Typically,
people who are easily angered come from familias éine disruptive,
chaotic, and not skilled at emotional communication

3.2.6 Is It Good To "Let it All Hang Out?"
Psychologists now say that this is a dangerous .n§time people use
this theory as a license to hurt others. Reseaasifdund that "letting it

rip" with anger actually escalates anger and aggesand does nothing
to help you (or the person you're angry with) resdhe situation.
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It's best to find out what it is that triggers yoamnger, and then to
develop strategies to keep those triggers fromrigpgou over the edge.

3.3 Strategies to Keep Anger at Bay

3.3.1 Relaxation

Simple relaxation tools, such as deep breathing rataking imagery,

can help calm down angry feelings. There are baoid courses that
can teach you relaxation techniques, and once gaun Ithe techniques,
you can call upon them in any situation. If you amgolved in a

relationship where both partners are hot-tempeatechight be a good
idea for both of you to learn these techniques.

Some simple steps you can try:

Breathe deeply, from your diaphragm; breathing frpour chest
won't relax you. Picture your breath coming up frgoar "gut.”
Slowly repeat a calm word or phrase such as "reléake it easy."
Repeat it to yourself while breathing deeply.

Use imagery; visualize a relaxing experienfrem either your
memaory or your imagination.

Nonstrenuous, slow yoga-like exercises can relax youscles and
make you feel much calmer.

Practice these techniques daily. Learn to use thetomatically when
you're in a tense situation.

3.3.2 Cognitive Restructuring

Simply put, this means changing the way you thikgry people tend
to curse, swear, or speak in highly colorful tetimst reflect their inner
thoughts. When you're angry, your thinking can gety exaggerated
and overly dramatic. Try replacing these thoughith wnore rational
ones. For instance, instead of telling yourselh, '{6s awful, it's terrible,
everything's ruined, tell yourself, "it's frustrag, and it's understandable
that I'm upset about it, but it's not the end & wWorld and getting angry
is not going to fix it anyhow."

Be careful of words like "never" or "alwaysthen talking about
yourself or someone else. "This or that machinenexorks," or "you're

always forgetting things" are not just inaccur#tey also serve to make
you feel that your anger is justified and that #®mno way to solve the
problem. They also alienate and humiliate people witight otherwise

be willing to work with you on a solution.
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Remind yourself that getting angry is not goingfiloanything, that it
won't make you feel better (and may actually make fel worse).

Logic defeats anger, because anger, even whguastiBed, can quickly
become irrational. So use cold hard logic on ydtirgemind yourself
that the world is "not out to get you," you're j@siperiencing some of
the rough spots of daily life. Do this each timeiyeel anger getting the
best of you, and it'll help you get a more balanpedspective. Angry
people tend to demand things: fairness, appreoiatiagreement,
willingness to do things their way. Everyone wathisse things, and we
are all hurt and disappointed when we don't gaintheut angry people
demand them, and when their demands aren't met,disappointment
becomes anger. As part of their cognitive restmagy angry people
need to become aware of their demanding naturet@mslate their
expectations into desires. In other words, sayitig,would like"
something is healthier than saying, "I demand" brmiust have"
something. When you're unable to get what you wamty will
experience the normal reactions—frustration, disagment, hurt—but
not anger. Some angry people use this anger asydaonavoid feeling
hurt, but that doesn't mean the hurt goes away.

3.3.3 Problem Solving

Sometimes, our anger and frustration are caused/dvy real and
inescapable problems in our lives. Not all anganisplaced, and often
it's a healthy, natural response to thegécdties. There is also a
cultural belief that every problem has a solutiand it adds to our
frustration to find out that this isn't always tb&se. The best attitude to
bring to such a situation, then, is not to focudinding the solution, but
rather on how you handle and face the problem.

Make a plan, and check your progress along the Ragolve to give it
your best, but also not to punish yourself if asvegr doesn't come right
away. If you can approach it with your best intens and efforts and
make a serious attempt to face it head-on, youheilless likely to lose
patience and fall into all-or-nothing thinking, evé the problem does
not get solved right away.

3.3.4 Better Communication

Angry people tend to jump to—and act on—conclusia® some of
those conclusions can be very inaccurate. Thethisg to do if you're
in a heated discussion is slow down and think thhoyour responses.
Don't say the first thing that comes into your hdauat slow down and
think carefully about what you want to say. At tb@me time, listen
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carefully to what the other person is saying arke tgour time before
answering.

Listen, too, to what is underlying the anger. Fuostance, you like a
certain amount of freedom and personal space, aod Ysignificant
other" wants more connection and closeness. If heshe starts
complaining about your activities, don't reted by painting your
partner as a jailer, a warden, or an albatrossnargaur neck.

It's natural to get defensive when you're critidizbut don't fight back.
Instead, listen to what's underlying the words: thessage that this
person might feel neglected and unloved. It ma taklot of patient
guestioning on your part, and it may require someathing space, but
don't let your anger—or a partner's—let a discussgn out of control.
Keeping your cool can keep the situation from beogma disastrous
one.

3.3.5 Using Humor

"Silly humor" can help defuse rage in a number alsv For one thing,
it can help you get a more balanced perspectiveenMou get angry
and call someone a name or refer to them in sonagimative phrase,
stop and picture what that word would literally kobke. If you're at
work and you think of a coworker as a "dirtbag"aot'single-cell life
form," for example, picture a large bag full oftdior an amoeba) sitting
at your colleague's desk, talking on the phonengyéd0 meetings. Do
this whenever a name comes into your head abogh@nperson. If you
can, draw a picture of what the actual thing milglatk like. This will
take a lot of the edge off your fury; and humor ehmays be relied on
to help unknot a tense situation.

The underlying message of highly angry people,[@affenbacher says,
is "things oughta go my way!" Angry people tendf¢el that they are
morally right, that any blocking or changing of ithelans is an
unbearable indignity and that they should NOT hiveuffer this way.
Maybe other people do, but not them!

When you feel that urge, he suggests, picture ptiums a god or
goddess, a supreme ruler, who owns the streetsstames and office
space, striding alone and having your way in dllagions while others
defer to you. The more detail you can get into ymuaginary scenes,
the more chances you have to realize that maybe ameu being
unreasonable; you'll also realize how unimguartthe things you're
angry about really are. There are two cautionssmgihumor. First,
don't try to just "laugh off* your problems; ratherse humor to help

69



PCR 114

Introduction to Conflict Resolution Process Il

yourself face them more constructively. Second,'tdgine in to harsh,
sarcastic humor; that's just another form of urthganger expression.

What these techniques have in common is a refaosalke yourself too
seriously. Anger is a serious emotion, but it'slfaccompanied by
ideas that, if examined, can make you laugh.

3.3.6 Changing Your Environment

Sometimes it's our immediate surroundings that gige cause for
irritation and fury. Problems and responsibilitezs weigh on you and
make you feel angry at the "trap" you seem to Hallen into and all
the people and things that form that trap.

Give yourself a break. Make sure you have somestpel time"

scheduled for times of the day that you know amdiqadarly stressful.

One example is the working mother who has a stgndifte that when
she comes home from work, for the first 15 minutesbody talks to
Mom unless the house is on fire." After this brogfiet time, she feels
better prepared to handle demands from her kidsowitblowing up at
them.

Some Other Tips for Easing Up on Yourself

Timing: If you and your spouse tend to fight when you dssctinings at

night—perhaps you're tired, or distracted, or maisejust habit—try

changing the times when you talk about importanttens so these talks
don't turn into arguments.

Avoidance: If your child’'s chaotic room makes you furious gvéme
you walk by it, shut the door. Don't makeurself look at what
infuriates you. Don't say, "well, my child shouldt@n up the room so |
won't have to be angry!" That's not the point. Tgwnt is to keep
yourself calm.

Finding alternatives: If your daily commuting through traffic leaves
you in a state of rage and frustration, give ydfiragoroject—Ilearn or

map out a different route, one that's less condestemore scenic. Or
find another alternative, such as a bus or comnirdar.

3.3.7 Do You Need Counseling?
If you feel that your anger is really out of confrd it is having an
impact on your relationships and on important paftgyour life, you

might consider counseling to learn how tondia it better. A
psychologist or other licensed mental health psatesl can work with
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you in developing a range of techniques for chagngiour thinking and
your behavior.

When you talk to a prospective therapist, tell behim that you have
problems with anger that you want to work on, askl @out his or her
approach to anger management. Make sure thisdstyta course of
action designed to "put you in touch with your fiegé and express
them"—that may be precisely what your problem isthW¢ounseling,
psychologists say, a highly angry person can madesec to a middle
range of anger in about 8 to 10 weeks, dependinthercircumstances
and the techniques used.

3.3.8 What About Assertiveness Training?

It's true that angry people need to learn to becassertive (rather than
aggressive), but most books and courses on dengl@ssertiveness are
aimed at people who don't feel enough anger. Tpesple are more
passive and acquiescent than the average persntethd to let others
walk all over them. That isn't something that mersgry people do. Still,
these books can contain some useful tactics to imsé&ustrating
situations.

Remember, you can't eliminate anger—and it woulola'at good idea if
you could. In spite of all your efforts, things Whilappen that will cause
you anger; and sometimes it will be justifiable and.ife will be filled
with frustration, pain, loss, and the unpredictaddions of others. You
can't change that; but you can change the way stosulch events affect
you. Controlling your angry responses can keep trem making you
even more unhappy in the long run.

3.3.9 Note the following:

1. Instant Anger release technique 2. Resolviagds

3. Anger robs Today’s Happiness 4. Adjusting Goals

5. Handling Adversity 6. Creating Good Habits

7. Positive Thinking 8. Diffusing Temper tantrums
9. Regulated Breathing Technique 10. Making WikeiCes

11. Difficult People 12. Analyzing and Processing
13. Emotions 14. Getting Even

15. Constructive Criticism 16. Finding Contentment

3.4 Coping with Anger
Anger is probably the most poorly handled emotioour society. From

time to time we all experience this very powerfegling. Some of the
common causes of anger include frustration, humnogance,

71



PCR 114

Introduction to Conflict Resolution Process Il

disappointment, harassment and threats. It is hiedpfrealize that anger
can be our friend or foe, depending on how we esgpite Knowing how

to recognize and express it appropriately can lmslgo reach goals,
handle emergencies, solve problems and even pratect health.

However, failure to recognize and understand ogeamay lead to a
variety of problems.

Some experts believe that suppressed anger is @erlying cause of
both anxiety and depression. Anger that is not esqed can disrupt
relationships, affect thinking and behavior patserand create a variety
of physical problems, such as high blood pressheart problems,

headaches, skin disorders, and digestive problérhat's even worse is
the correlation between the dangers of uncontroieder and crime,
emotional and physical abuse, and other violentaben. Redford

Williams, an internist and behavioral specialist Riike University

Medical Center has developed a 12-step programctmathelp people
learn to deal with their angry emotions:

1. Williams suggests monitoring your cynical thbtggby maintaining
a "hostility log." This will teach you about thesffuency and kinds
of situations that provoke you.

Acknowledge any problems in coping with anger.

Seek the support of important people in yderilh coping with your

feelings and in changing your behavior patterns.

4. By keeping your hostility log you are able ¢éalize when and where
you are having aggressive thoughts, so that whenfipd yourself
in these situations, you can utilize such techrscagdeep breathing,
positive self-talk, or thought stopping, which daglp you interrupt
the anger cycle.

5. Put yourself in the other person's shoes. Wilishelp you gain a

different perspective. Keep in mind that we arenalinans, subject to

making mistakes.

Learn how to laugh at yourself and see humeituations.

Learn how to relax. Although you may have hetdwat expressing

anger is better than keeping it in, remember tlegjufent outbursts of

anger are often counter-productive and may alieoiders.

8. Itis also important that you practice trustotger people. It's usually
easier to be angry than to trust, so by learning twtrust others you
are less likely to direct your anger at them.

9. Good listening skills improve communication andn facilitate
trusting feelings between people. This trust calp lyeu deal with
potentially hostile emotions; reducing and possédigninating them.

10. Learn how to assert yourself. This isc@nstructive alternative to
aggression. When you find yourself angry at anogleeson, try to explain
to them what is bothering you about their behaaiod why. It takes more
words, and work to be assertive than it does tgdat anger show; but the

wmn
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rewards are worth it. If you live each day as wvire your last, you will
realize that life is too short to get angry oveemthing.

11. The final step requires forgiving those who éhangered you. By
letting go of the resentment and relinquishingdbal of retribution,
you'll find the weight of anger lifted from yourahiders.

3.5 Dealing with Anger
3.5.1 Q: What causes a person to experience anger?

A: There are basically two ways of experiencing anyeu can feel
angry with yourself over not having done as wellyas had hoped on
an examination, or you can have the othed lof anger which is
directed at someone else or some object. In otloedsy you can stub
your toe walking over a carpet and be angry abloat, tor you can be
angry at a sales person in the store, or with auspoof
girlfriend/boyfriend as a result of an argumentd@pute. Internal anger
is directed at yourself for something that you hdwee or not done and
external anger is the result of an interaction \aitlother person.

3.5.2 Q: What are some ways of dealing with anger?

A: Probably the most productive way is taking your rgnigelings to

the source, in other words, directly to the persmolved. If your angry

feelings are directed at yourself and you are angtly yourself about
something, try to express those feelings to a diiem colleague or a
counselor. In other words, you want to ‘kind of gedff your chest’. It

Is very important to get out angry feelings regasdl of what kind of
anger you're feeling.

1.7.3 Q: What are some of the non-productive waysf dealing
with anger?

A: Instead of expressing feelings, the non-producivag would be to
bottle them up, keeping those feelings inside. Apression that is
frequently used is "sandbagging". Sandbagging yaungry feelings
means to avoid the person for whom anger is didediglestepping the
issue, keeping the anger inside, instead of beirgctdwith a person.
Sandbagging results in being indirect and sarcabteny people fear
hurting someone else’s feelings if they share arfgglings. Yet by
holding on to anger, the other person ends up nigelurt and
relationships are damaged. Having a lot of angejfirigs that are pent
up could lead to punitive kinds of behavior or reseent, directly or
indirectly. People that you are involved with, Bstample a boyfriend of
girlfriend or a spouse, know when you are angryer€hare ways in
which you show it indirectly. And when you don’'tpgess that anger
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directly to them, usually they resent it, and thasfration can cause
people to withdraw from each other.

3.5.4 Q: Many people are not even aware they arengry, or
that they’re not expressing it. How does a persondzome
aware of whether they’re expressing their anger onot?

A: One way for people to tell whether they are angrif they are short
tempered. If you find your honking your horn atffiga if you are not
able to concentrate on your work like you wantth@se are all ways of
knowing that something is wrong. Agitated feelirge good clues to
unexpressed anger. Also, there are occasionally e sqrhysical
symptoms that go along with unexpressed anger, sichmigraine
headaches, peptic ulcers, upset stomach,otenseadaches. Usually
your body tells you that something is wrong. Yoa bottling something
up, and you are not expressing those angers.

3.5.5 Q: Is there a decision-making process relate to
expressing anger?

A: When you have angry feelings, you have to decidlisfis the right
time and the right place to express these feeliviga. may in fact be in
the company of others when you have these anglyndseand you may
want to find a nice quiet place where you can erpdad express those
feelings, or tell those feelings to the person feml has caused them or
at least is directly involved with you. So, it vanuch is a decision.

3.5.6 Q: How about the trust factor? Would you hae to trust
somebody before you express angry feelings to theror,
does trust have anything to do with it?

A: Expressing anger is a lot easier if we trust soree@n the other
hand, level of trust is not imperative. We may faegry toward a clerk
in a store or a salesperson and we don’'t know wigalevel of trust is. |
think the most important thing is to trust yoursdlfust your feelings
and let your feelings out.

3.5.7 Q: For the person who hasn't learned too minxcabout
expressing anger, are there preliminary steps thabne
can start taking to learn more about their angry feelings?
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A: Yes, there is and considering it a series of sigpise easiest way to
look at it. The first step is to be aware if sonmeghis going on where
you are finding yourself agitated, if youeasnapping at friends, if
you're not doing well in your work. You know somgtf is wrong.
Give yourself time, take a few moments, and lotla¢esource. Locating
the source is the second step. Is it somethinghgwe or haven’'t done?
Is it something inside that is going on? ©rit the result of an
interaction with a friend, boyfriend, girlfriend epouse? The third step
would be to choose the right time and the right@l#o express that
anger. If it is anger that is inside you directeédyaurself, then find a
friend, check it out. See if they have the timdigten to you. Get it off
your chest. If it is the result of an interactiofthwa certain other person,
then find the right time and the right place artdihem know that this is
something important to you to express. And finatiymber four would
be to tell them your anger in the most simple, aisgay you can think
of. And always remember that you have the respditgilbo express
your anger.

The other person may not respond the way you wearh tto--they may
not be willing to hear it-- but the important thing that is their
responsibility. You only have the responsibility tedl them and that's
about it. If you have further questions about aragenow you deal with
it, please contact the University of Florida Couimge Center at 301
Peabody Hall.

Note: This document is based on an audio tape scriptlolesé by the
University of Texas, Austin. With their permissiahwas revised and
edited into its current form by the staff of the ibrsity of Florida
Counseling Center.

4.0 CONCLUSION
We can then see from the above discussions theenatanger and why
it should be studied in order to understand thgp@rananagement of

conflict. A proper understanding of the strategie&eep anger at bay
will assist in effect resolution of conflict.

5.0 SUMMARY

This unit treated anger management, what angestrigtegies to keep
anger at bay and coping and dealing with anger.

6.0 TUTOR-MARKED ASSIGNMENT

1. What is anger?
2. What are the ways we can cope with anger?
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3. What is anger management?
7.0 REFERENCES/FURTHER READINGS
Wise, H.F. and J.B. Williams, Edslain Street Ohio: Opportunities for

Bringing People back to Downtovatate of Ohio, Department
of Development.
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INTRODUCTION

We find out from this unit that mind control alstays an important part
in our everyday life and when a conflict situatiarises. There are
however misconceptions about the technique; whatat is not! Its use
or uses explains the way it works and its applidsbi

2.0 OBJECTIVES

At the end of this unit, you should be able to:

1.
2.

Explain the concept of mind control; and
Identify the place of mind control in confligsolution.
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3.0 MAIN BODY
3.1 Technique of mind control (brainwashing)

Mind control is the successful control of the thbisggand actions of
another without his or her consent. Generally,téme implies that the
victim has given up some basic political, socialyaligious beliefs and
attitudes, and has been made to accept contrastagns.
‘Brainwashing’ is often used loosely to refer toifge persuaded by
propaganda.

3.2 Conceptions and Misconceptions of mind control

There are many misconceptions about mind roebnt Some people
consider mind control to include the efforts of guats to raise their
children according to social, cultural, momad personal standards.
Some think it is mind control to use behaviour rficdiion techniques
to change one’s own behaviour, whethwr self-discipline and
autosuggestion or through workshops and clinicshef3 think that
advertising and sexual seduction are examples afi montrol. Still
others consider it mind control to give debilitgtidrugs to a woman in
order to take advantage of her while she is drugged

Some of the tactics of some recruiters for religjospiritual, or New
Age human potential groups are called mind contastics. Many
believe that terrorist kidnap victims who conved br become
sympathetic to their kidnapper’'s ideology are wigiof mind control
(the so-called Stockholm syndrome). Similarly, vesnwho stay with
abusive men are often seen as victims of mind cbntMany consider
subliminal messaging in Muszak, advertising, orseli-help tapes to be
a form of mind control. Many also believe thaisitmind control to use
laser weapons, isotropic radiators, infrasound, -maciear
electromagnetic pulse generators, or high-powerawiave emitters to
confuse or debilitate people. Many consider thaifiwashing” tactics
(torture, sensory deprivation, etc.) of the Chingseng the Korean War
and the alleged creation of zombies in Voodoo #&sngits at mind
control.

Finally, no one would doubt that it would be a clease of mind control

to be able to hypnotize or electronically programeason so that he or
she would carry out your commands without beingravthat you are

controlling his or her behaviour.
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3.3 Clarification of the term

A term with such slack in its denotation is neargeless. In narrowing
down the denotation the first thing to do is eliatm as examples of
mind control those activities where a person fretlgoses to engage in
the behaviour. Controlling one’s thoughts andamdj whether by self-

discipline or with the help of others, is an instieg and important

topic, but it is not the same as brainwashing @g@mming people

without their consent.

Using fear or force to manipulate or coerce peapmie doing what you
want them to do should not be consideredb& mind control.
Inquisitions do not succeed in capturing the miafigheir victims. As
soon as the threat of punishment is lifted, theoetl beliefs vanish.
You do not control the mind of someone who willagse from you the
moment you turn your back.

To render a woman helpless by drugs so you can liapés not mind
control. Suing a frequency generator to give pedmadaches or to
disorient them is not the same as controlling theYiou do not have
control over a person’s thoughts or actions justhse you can do what
you want to them or render them incapable of da@sghey will. An
essential component of mind control is tlitatnvolves controlling
another person, not just putting them out of cdntrodoing things to
them over which they have no control.

3.3.1 Disruption and harassment are not mind contl

The above considerations should make it clear Wett many people
consider mind control would best be described byesother term, such
as behavior modificationthought disruption, brain disabling, behavior
manipulation, mind-coerciomr electronic harassmenteople are not
now being turned into robots by hypnosis or braimplants.
Furthermore, it should be obvious that given tlaestf knowledge in
the neurosciences, the techniques for effectivadroontrol are likely to
be crude, and their mechanisms imperfectly undedsto

Thus, if we restrict the term 'mind control' to $kacases where a person
successfully controls another person's thoughtactions without their
consent, our initial list of examples of what peopbnsider to be mind
control will be pared down to just five items: thectics of religious,
spiritual, and other New Age recruiters; the tactaf husbands who
control their wives; the Stockholm syndrome; the -caled
brainwashing tactics of the Chinese inquisitorsAafierican prisoners
during the Korean War; and the alleged creatiomashbiesn Voodoo.
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The last, however, can be dismissed as based @th&aud or on the
use of drugs to render people helpless.

Wives who are terrorized by their husbandsboyfriends are not
victims of mind control, but of fear and violen&ill, there seem to be
many cases where a battered woman genuinely logeesntan and
genuinely believes he loves her. She stays, beatitey beating, not
because she fears what he will do to her if sheelgabut because she
really doesn't want to leave. Perhaps. But perlshes doesn't leave
because she is completely dependent on her lovena She doesn’t
stay just because she has nowhere to ge.rneleds him and stays
because she is completely dependent on him. If a cam reduce a
woman to a state of total dependency, he can ddmroBut is it true to
say that he has controlled her mind? To what exténany, can a
batterer take away tHeee will of his victim? He can reduce her choices
so that staying with him is the only option she Wso What is the
likelihood of this happening? It seems more liketat she will reduce
her own choices by rationalizing his behavior amtwincing herself
that things will get better or that they really @tehat bad. If a man is
not using brute force or the fear of violence tegke woman around,
then if she stays, it may be because of choicehabanade in the past.
Each time she was abused, she chose to stay. Hdhawayused sweet
and seductive talk to persuade her not to leavieabsome time in the
relationship she was free to reject him. Otherwibe, relationship is
based on fear and violence and mind control doesmier the picture.

A woman who appears to be under the spell of @tsatis not a victim

of mind control. She is a victim of her own bad ickes. This is not to

say that we should not sympathize with her plighextend aid to her

should she ask. She is where she is through lekdalnd a series of bad
choices, not because of mind control, assumingcaafrse, that the

woman is not mentally ill. In that case, it is N&unot her man, that has
reduced her capacity for free choice. The abudeastadvantage of the
situation, but he does not create it.

3.4 Recruiters, kidnappings and inquisitions

That leaves recruiters for spiritual, religious,p@rsonal growth groups;
kidnappers; and inquisitors. First, the tacticstloé recruiters differ
substantially from those of kidnappers or inquisio Recruiters
generally do not kidnap or capture their recruats] they are not known
to use torture as a typical conversion method. Tdises the question of
whether their victims are controlled without theansent. Some recruits
are not truly victims of mind control and are wilj members of their
communities. Similarly, many recruits into mainsire religions should
not be considered victims of mind control. To charmgperson's basic
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personality and character, to get them to behawemtradictory ways to
lifelong patterns of behavior, to get them to attezir basic beliefs and
values, would not necessarily count as mind conttaepends on how
actively individuals participate in their own tréognation. You and |
might think that a person is out of his mind fomjag Scientology,
Jehova's Witnesses, or Jim Roberts' The Brethrgntheir "beliefs and
behaviors" are no wilder than the ones that mifliaxf mainstream
religious believers have chosen to accept and enigag

Some recruits into non-mainstream religions seenbedbrainwashed
and controlled to the point that they will do greail to themselves or
others at the behest of their leader, includingdauiand suicide. Some
of these recruits are in a state of extreme vubilina when they are
recruited and their recruiter takes advantage af Hulnerability. Such
recruits may be confused or rootless due otdinary transition
difficulties (such as new college students), difficlife circumstances
(such as failing in college or at a new job), oemvragic personal
events (such as death to close friends or loved)ooe world events
(such as war or terrorism). Some may be mentdllprilemotionally
disturbed, greatly depressed, traumatized by $els@ with drugs or
abuse at the hands of others, etc. But it wouldoedib the advantage of
the cult to actively recruit the emotionaltlisturbed. As one cult
recruiter told me

Cults have complicated ideologies and practicesd tinantally or
emotionally upset people have difficulty graspifigpese structures are
what allow the cult to control the person. Cultsrad want people who
are difficult to control.

Thus, while some recruits might be very vulnerabléhose who would
like to control their thoughts and actions, re@tstlook for people they
can make vulnerable. The recruiter quoted abowesasl

Cults seek out strong, intelligent, idealistic peo@hey also seek out
the rich, no matter what their mental status is.

The goal is make the recruits vulnerable, gt them to give up
whatever control over their thoughts and actiorey tmight have. The
goal is to make the cult members feel like passenga a rudderless
ship on a stormy sea. The recruiter or cult ledder a rudder and only
he can guide the ship to safety.

The techniques available to manipulate the vulrderabe legion. One
technique is to give them the love they feel theyndt get elsewhere.
Convince them that through you and your communitgytcan find
what they're looking for, even if they haven't gotclue that they're
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looking for anything. Convince them that they néaith in you and that
you have faith in them. Convince them that thelerfds and family
outside the group are hindrances to their salvatisslate them. Only
you can give them what they need. You love themu “Yfone love
them. You would die for them. So why wouldn't thaig for you? But,
love alone can only get you so far in winning thewer. Fear is a great
motivator. Fear that if they leave they'll be degéd. Fear that if they
don't cooperate they'll be condemned. Fear that¢ha't make it in this
miserable world alone. The manipulator must makerdécruit paranoid.
Love and fear may not be enough, however; so guilst be used, too.
Fill them with so much guilt that they will want faolice their own
thoughts. Remind them that they are nothing aldws,with you and
God (or some Power or Technique) they are evenythil them with
contempt for themselves, so that they will wanb&egoless, selfless,
One with You and Yours. You not only strip themamiy sense of self,
you convince them that the ideal is be without H. d€eep up the
pressure. Be relentless. Humiliate them from timdime. Soon they
will consider it their duty to humiliate themselveSontrol what they
read, hear, and see. Repeat the messages forreleara. Gradually get
them to make commitments, small ones at first, therk your way up
until you own their property, their bodies, theauts. And don't forget
to give them drugs, starve them, or have them mdibr dance or
chant for hours at a time until they think theylad some sort of
mystical experience. Make them think, "It was ybard, who made me
feel so good." They won't want to give it up. Thegve never felt so
good. Though they look as if they are in Hell t@ogd of us on the
outside, from the inside it looks like Heaven.

What religion doesn't use guilt and fear to getpbedo police their own
thoughts? Even some therapists use similar methmdsontrol their
patients. They prey on the vulnerable. They dematal loyalty and
trust as a price for hope and healing. They ofsetate their prey from
loved ones and friends. They try to own and conineir clients. The
methods of recruiters are not much different. Ahe tecruits, the
converts to the faith, and the patients willingtvis? How would we
tell the difference between a willing victim and anwilling victim? If

we cannot do that, then we can't distinguish amg ttases of mind
control.

Recruiters and other manipulators are not usinglraontrol unless they
are depriving their victims of their free will. Aepson can be said to be
deprived of his/her free will by another only ifathother has introduced
a causal agent who is irresistible. How could wera@emonstrate that a
person's behavior is the result of irresistible owmnds given by a
religious, spiritual, or personal growth leaderisitnot enough to say
that irrational behavior proves a person's fre¢ mak been taken from
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them. It may be irrational to give away all onefeperty, or to devote
all one's time and powers to satisfying the desifesne's divine leader,
or to commit suicide or plant poison bombs in sugsMaecause ordered
to do so, but how can we justify claiming suchtioaal acts are the acts
of mindless robots? For all we know, the most bzamhumane, and
irrational acts done by the recruits are done yre&howingly and
joyfully. Perhaps brain damaged or insane peoplthdse acts. In either
case, such people would not be victims of mind rabnt

3.4.1 Kidnappers and Inquisitors

That leaves for consideration the acts of kidnapjed inquisitors: the
acts of systematic isolation, control of sensorguin and torture. Do
these methods allow us to wipe the cortical sld¢arc and write our
own messages to it? That is, can we delete theaott implant new
patterns of thought and behavior in our victims®3t-it should be noted
that not everybody who has been kidnapped cometedb love or
affection for their kidnappers. It may be that thi&irmentors reduce
their captives to a state of total dependency. Tdreyput in a position
similar to that of infancy and begin to bond witteir tormentors much
as an infant does with the one who feeds and casnibrThere is also
the strange fascination most of us have with balli&e fear them, even
hate them, but often want to join their gang angtmected by them. It
does not seem likely that people who fall in lovighvtheir kidnappers,
or who turn against their country under tortureg &ctims of mind
control. There is certainly some explanation foryvelome people act as
Patricia Hearst did and why others under similacwsnstances would
not have become "Tanya". It is doubtful that mirmhtcol should play
much of a role in the explanation. Some women dteacked to
gangsters, but have few opportunities to interath them. We do not
need to revert to mind control to explain why Heédrscame intimate
with one of her terrorist captors. She may haveughd she had to in
order to survive. She may have been genuinelycatiato him. Who
knows? Mind control is a better defense than "ckdngy mind about a
life of crime™ when facing bank robbery and murdkarges.

Finally, it is widely believed that the Chinese wesuccessful in
brainwashing American prisoners of war during therd&n War. The
evidence that their tactics of torture, isolatisansory deprivation, etc.,
were successfully used to control the minds ofrtleaptives is non-
existent. Very few (22 of 4,500 or 0.5%) thiose captured by the
Chinese went over to the other side (Sutherlan®,19¥4). The myth of
success by the Chinese is primarily due to the vaebrEdward Hunter,
whoseBrainwashing in Red China: the Calculated Destroctof Men's
Minds (New York: Vanguard Press, 1951) is still refertedby those
who see mind control tactics as major menace todayThe CIA
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provided most of Hunter’'s fodder in their effortitespire hatred of the
North Koreans and communism, to explain why someeAcan soldiers
didn’t hate the enemy, and “to aggrandize their oala by arguing that
they themselves must investigate brainwashing igoks in order to
keep up with the enemy” (Sutherland 1979, 114).

It seems then, that if we define mind control asshccessful control of
the thoughts and actions of another without hisher consent, mind
control exists only in fantasy. Unfortunately, tlttes not mean that it
will always be thus.

3.5 Fiction and mind-control

Some of the more popular misconceptions of mindroboriginated in
fiction, such as “The Manchurian Candidate.” lattfilm, an assassin
is programmed so that he will respond tgoast-hypnotic trigger,
commit a murder, and not remember it later. Otheokis and films
portray hypnosis as a powerful tool, allowing thgmotist to have his
sexual way with beautiful women or to program leebécome a robotic
courier, assassin, etc. One such book even clairne “based on a true
story”: The Control of Candy Jong®layboy Press, 1976) by Donald
Bain. To be able to sue hypnosis in this powesfay is little more than
wishful thinking.

Other fictional fantasies have been created thawvglirugs or electronic
devices, including brain implants being used totirthe behavior of

people. It has, of course, been established tfa@ damage, hypnosis,
drugs or electric stimulation to the brain or néuretwork can have a
causal effect on thoughts, bodily movement, ancabeluir. However,

the state of human knowledge on the effects ofouarichemical or
electrical stimulation to the brain is so impovkad that it would be
impossible using today’s knowledge and technologydb anything

approaching the kind of mind control accomplishedantasy. We can
do things that are predictable, such as causeofosspecific memory or
arousal of a specific desire, but we cannot doithesway which is non-
intrusive or which would have the significance efrig able to control a
large array of thoughts, movements, or asetionlt is certainly

conceivable that some day we may be able to budéwce which, if

implanted in the brain, would allow us to contrbbtights and actions
by controlling specific chemical or electrical stilm Such a device
does not now exist nor could it exist given todastate of knowledge in
the neurosciences. (However, two Emory Universiguroscientists,

Dr. Roy Bakay and Dr. Philip Kennedy, have devetbp@ electronic

brain implant that can be activated by thoughts iantirn can move a
computer cursor).
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4.0 CONCLUSION

The technique of mind control as discussed abowvshhow mind
control can be used when there is conflict. Evenatidence shows that
the technique can be meaningfully applied in treodion of conflict.
It is therefore very important for us to look oot the positive ways in
which mind control could be used in the resolutidrconflict. We must
however be aware of the need to clear the condefst misconceptions.

5.0 SUMMARY

In this unit we treated the technigue of mind colntr
conceptions/misconceptions of mind control, classifon of the term,
recruiters, kidnappings and inquisition, as well fasion and mind
control.

6.0 TUTOR-MARKED ASSIGNMENT

1. What is mind control?

2. What are the techniques of mind control?

3 Discuss your understanding of mind control aatioin.

7.0 REFERENCES/FURTHER READINGS

Churchland, P. S. (1986) Neurophilosophy: Towardé$ndged Science
of Mind-Brain Cambridge, Mass: MIT Press.
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UNIT 2 THE GOVERNMENT AND MIND CONTROL
CONTENTS

1.0 Introduction

2.0 Objectives

3.0 Main Body
3.1 The Government and mind control
3.2  Subliminal Advertising and mind control
3.3  The mind control story
3.4  Applying mind control in your own life

4.0 Conclusion

5.0 Summary

6.0 Tutor-marked Assignment

7.0 References/Further Readings

1.0 INTRODUCTION

This unit introduces the student to the part theegoment can play in
mind control, how it is used as a tool or propagaretc. There is also
the issue of subliminal advertising and the mindtaa story. The mind
control story, especially demonstrates mind cordtolvork; how it was
applied in a 13 year old who later became a sugdessan.

2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Explain how the government can use mimdtrol in its
activities; and
2. Demonstrate the applicability of mind control

3.0 MAIN BODY
3.1 The Government and Mind Control

There also seems to be a growing belief that U.S. government,
through its military branches or agencies suchhasGIA, is using a
number of horrible devices aimed at disruptithe brain. Laser
weapons, isotropic radiators, infrasound, non-rarclelectromagnetic
pulse generators, and high-power microwave emitteave been
mentioned. It is known that government agencie® lexperimented on
humans in mind control studies with and without knewledge of their
subjects (Scheflin 1978). The claims of those wietielbe they have
been unwilling victims of “mind control” experimentshould not be
dismissed as impossible or even as improbable erGpast practice and
the amoral nature of our military and iriggghce agencies, such
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experiments are not implausible. However, thesgermental
weapons, which are aimed at disrupting brain psEgsshould not be
considered mind control weapons. To confuse, digbror otherwise
debilitate a person through chemicals or electailyicis not to control
that person. To make a person lose control of élitherself is not the
same as clear that many people in many governmastsafter such
power.

In any case, some of the claims made by those vefievie they are
being controlled by these electronic weapons dessaem plausible. For
example, the belief that radio waves or microwasess be used to cause
a person to hear voices transmitted to him seenisesbn We know that
radio waves and waves of all kinds of frequencresanstantly going
through our bodies. The reason we have to turtherradio or TV to
hear the sounds or see the pictures being tramshtitrough the air is
because those devices have receivers which “ttafislae waves into
forms we can hear and see. What we know aboutnigeand vision
makes it very unlikely that simply sending a sigtwathe brain that can
be “translated” into sounds or pictures would caaiggerson to hear or
see anything. Someday it may be possible to stitawdlectronically or
chemically a specific network of neurons to caugecsic sounds or
sights of the experimenter's choosing to emerge ainperson’s
consciousness. But this is not possible todayenEf it were possible,
it would not necessarily follow that a person woaltey a command to
assassinate the president just because he heaideat®lling him to do
so. Hearing voices is one thing. Feeling competi@dbey them is
quite another. Not everyone has the faith of Aamah

There seem to be a number of parallels betweere tivb® think they
have been abducted by aliens and those who beliemie minds are
being controlled by CIA implants. So far, lexer, the “mind-
controlled group” has not been able to find thelrd Mack, the Harvard
psychiatrist who claims that the best explanation dlien abduction
claims is that they are based on alien efimlu experiences, not
fantasies or delusions. A common complaint froe thind-controlled
is that they can't get therapists to take themossty. That is, they say
they can only find therapists who want to treaniher their delusions,
not help them prove they're being controlleg their government.
Thus, it is not likely that the “mind-controlled £1zombies” will be
accused of having delusions planted in them byathists, as alien
abductees have, since they claim they cannot geapists to take their
delusions seriously. In fact, many of them are awed that their
treatment as deluded persons is part of a congpimcover- up the
mind control experiments done on them. Some ewdeve that False
Memory Syndrome is part of the conspiracy. Theyntldat the idea of
false memories is a plot to keep people from taki@gously the claims
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of those who are now remembering that they werdéimvsc of mind
control experiments at some time in the past.s hard to believe that
they cannot find a wide array of incompeté&gw Age therapists
willing to take their claims seriously, if not willg to claim they have
been victims of such experiments themselves.

3.2  Subliminal Advertising and Mind-Control

On a lighter note, one of the lesser myths aboutdn@ontrol is the

notion that subliminal messages are effective otlets of behaviour.

Despite widespread belief in the power of subliriadvertising and

messaging, interested parties base the evidencatsosignificant

effectiveness on anecdotes and unscientific stud¥su will search in

vain for the scientific studies that demonstratat thlaying inaudible

messages such as “do not steal” or “put that backiusic significantly

reduces employee or customer theft, or thabliminal messages
increase sales of snacks at movie theatres.

3.3 Mind Control Story
The following is a mind control story of a 13 yeasld super salesman:

This is amind control story of Shawn who wanted to earn some extra
money and had his father drop him off in a nearbigimborhood with a
basket of stencils, paint, and brushes. Shawn w&g go paint numbers
on the curbs in front of houses. The numbers waoniddke it easier to
identify the address. Shawn would sell his serfacene dollar.

Roger, a salesman, was easing his son th@oprofession. Even if
Shawn did not take to sales, at least he would havetter idea of what
his father did, and that was Rogers’s primary gdgerHe felt that this
was an easy sell and that his son might even mdkevalollars at it.

Shawn, who had never tried anything like it beformas excited and
could hardly wait to begin.

Roger dropped Shawn off in a residential neighbodhand promised to
return within two hours. An hour and a half latesger pulled up to a
curb where Shawn sat, his chin resting on his Wil a dejected look
on his face that brightened when he realized ldsarwas over.

Dropping his basket on the floor of the car withaag, he sat heavily on
the back seat and sighed. “Dad, | don’'t know how go it. That was
the worst experience I've ever had in my whole. lifdon’t ever want to
do it again.”
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Needless to say, his father was disappointdd. asked, “What
happened, Shawn? Didn’'t anybody buy the service?”

“Oh, yeah,” replied his son, “a few people paid mealollar to paint
numbers on the curb. It was the ones who slammeddbr in my face

that bothered me.” And shaking his head he askathatHow do you

do it, Dad? How can you take that?” “Take what? Y\4ra you talking

about, son?” Roger asked. “You know what | meapReare so nasty.
They cursed me, and threw me out of their housasmeSof them yelled

at me. | didn’t realize that people were so mean.”

On questioning, it turned out that none of thesagth were really
happening, although Shawn thought that they weoe the first time in
his life he had faced the bane of the sales prioiessejection. At age
thirteen, he had never gotten so much of it intsartsa period of time.
Everyone, it seemed, rejected him — which to himamiethat they
didn’t like him. It was too much; he couldn’t haadt and would never
expose himself to that experience again. “Well, yioai sell any?” his
father asked.

Shawn reached into his pocket and pulled out &ledhdollar bill, and

then a few more until he had accumulated a smial piis father's eyes
opened a bit wider as he asked, “How much is thlieséawn counted
and said, “Six dollars.” “Six dollars!” his fathexclaimed. “But Shawn,
that’s terrific. You were only out for an hour aadchalf and you made
six dollars. | think that's

pretty good.”

“No, it's not” was the reply. “I'm not going out ¢ne
again, | hate it. I'd rather do anything than knackdoors
again.” “How many people did you call on, Shawn® h
father asked. “About a thousand.”

His father shook his head seriously and said, “$hayou must be
mistaken. You weren’t out long enough to call othausand people.”
“Well then, maybe fifty or sixty,” he said afteritking about it for a
moment.

“You know, Shawn,” his father began, “if you called sixty people
and made six dollars that means you sold ten peofathem. That's a
pretty good average.” Shawn’s features took ondbk of total misery
at that statement, and his father chuckled andkbjuadded, “It's okay,
son, I'm not going to make you go out anymore.” steugged and
continued, “At least you know what it's all aboutom”

Roger reported that here was a good test casehéoclhianging of a
viewpoint for him to use. Shawn had a negativeuatd toward selling
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that Roger was going to turn around so thatdon would have a
positive attitude and taste success.

Shawn was a recent graduate of the children’s cksd he had seen
some spectacular events take place at the sensingodingsters. He had
been a participant in many of them, so what Rogét did not seem at
all strange to him. “Shawn,” his father asked, “hewuld you like me
to put a spell on you so that every time you knogka door, the person
answering will pay you a dollar to paint the hoasenber on the curb?”
“Every one of them?” Shawn asked. “Every briepger answered.
“Sure.” For it wasn’t the selling he feared; it wHge rejection. If it
could be guaranteed that he would make a salearyehwouse, then he
would not have to fear rejection. The most timidesperson in the
world would have the courage of a tiger if everil weere guaranteed to
result in a sale.

Thirteen-year-old Shawn G. stood outside the calewRoger put the
spell on him. Pointing his index finger at Shawaolest Roger quickly
moved his arm to describe a five-pointed star endh, finishing with a
dot in the center of the star as a nice flourishilevShawn stood with
his chest out as though catching the symbol.

“That's it,” Roger said. “Now let me get this sght,” Shawn said.
“Every person will buy?” “Yes,”

Roger said. Shawn grabbed his basket of paint tantkd off.

“Wait a minute,” his father cried. Back Shawn carnéhear what more
he had to say. “You know, Shawn,” Roger said, “enosid thought it
wouldn’t be fair if you were to sell every one. layou ever heard me
speak about paying your dues?”

He had, and Shawn understood that if it was tog @asight hurt his
growth and that he had to take a few knocks justesoould experience
what people with less resource had to experience.

“Well,” Roger said, “this is the way the spell isigg to work. You call
on fifty people. The first forty-five will all sapo. The next five will all
buy. Can you handle that?” “Sure,” Shawn said, “but going to get
past them as quickly as | can.”

“That’s all right,” Roger replied, “so long as yémock on fifty doors.
But, Shawn,” he continued, “I really don’'t have qaate control over
this spell. Some of the five might slip into thertfefive, so here.”
Handing him a piece of paper and a pencil he s&dery time you
speak to a person, make a mark here so that youesmscore, and if
one of the five slips in and you accidentally $k#m, circle the mark.

9C



PCR 114 Introduction to Conflict Resolution Process Il

When you get to number forty-five, if two peoplevaabought, then
only the next three will buy.”

Off he went, skeptical but game. Roger left to haweup of coffee and
returned about an hour later. Shawn was imgllboriskly down the
street, paint all over his shirt and pants. Whemeoiced his father he
waved and Roger pulled over.

“Wow!” he exclaimed. “That spell really works, I'selling like crazy.
Dad, how about leaving me here? I'll take a buskbaaon’t want to
quit just yet, there’s plenty of paint left in tkan and | have the rest of
the next block to work.”

Roger told the story just as it happened. It worked son’s viewpoint

changed. The first time he knocked on doors, edenr was a potential
rejection. Shawn hated that. He hated the feelwag his finger on the

doorbell or his knuckles knocking on the door wolitthg a person who
rejected him. He couldn’t deal with that for vepng. But after the so-
called spell, which you might liken to the placedftect because Shawn
believed that the spell was going to influence pleeple he called on,
everything changed.

Forty-five people were going to say no. That's re@éction. That's just

a job to do, to get past those forty-five as quicd possible so he could
get to the five who were going to buy. As long asbelieved that, he

could be a tiger. He not only didn’t care any langjehey slammed the

door in his face, he welcomed it, and the quickewytdid it the better.

He would scratch off one more on his way to nunibgy-five.

Of course what was happening was that his enthusiesd courage
showed through and the percentage of his salesased dramatically.
More and more of the magic five slippedotigh. By the time he
reached the forty-fitth person he was so involveithwhe spell that
counting was no longer necessary and when he westeglk with a
resounding “no” he responded with an “Oh boy, aapttne out of the
way.”

His viewpoint had changed. Instead of seeing ther dlom a negative
viewpoint (hate), he began to see it from a positiewpoint (love), and
that helped him to achieve his goal. Incidentalhgre is a postscript to
the story. Roger had inadvertently created a maons&hawn’s
introduction to sales took place during summer tranaand it wasn't
long before he was making $200 a week and had tiwoisofriends
working for him. It took all of his father's powef persuasion to get
him back into school at vacation’s end.
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3.4  Applying Mind Control in Your Own Life.

| think, therefor | am. Develop self mind contraicalive a life free of
self limiting beliefs. With the Power of Self Mir@ontrol you can make
the rest of your life the best of your life. Makeuy life amind control

storyin which 'miracles’ abound.

4.0 CONCLUSION

The whole idea of mind control is psychology bas®¥de see the
possibility of its uses in resolving conflicts atid efficacy .It does look
abstract but its application shows its efficacy desnonstrated in the
mind control story. We should therefore not onlpdeabout them but
also apply them in order both to improve ourselaeds assist in the
resolution of conflicts.

5.0 SUMMARY

This unit treated government and mind control, niiad control story,
and the application of mind control in your owrelif

6.0 TUTOR-MARKED ASSIGNMENT

1. Attempt a summary of the mind control story.
2. How can the police use mind control to its adage

7.0 REFERENCES/FURTHER READINGS

Delgado, Jose, M.R.MD (196) Physical Control of thind:Toward a
Psycho-civilized Society; NY: Harper and Row.
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UNIT 3 CONFLICT MAPPING
CONTENTS
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2.0 Objectives
3.0 Main Body
3.1 Conflict mapping
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3.2.3 Contrasting Beliefs
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3.5.3 Chester Crocker — Lessons on Intervention
3.5.4 Harold Saunders — Pre-negotiation and Circum-
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1.0 INTRODUCTION

Conflict mapping introduces the student to theigatties involved in the
process of conflict resolution. We do not just gdoi any conflict

resolution case without understanding the situgti@perly. This is why

conflict mapping is important because it determities scope of the
conflict, identifies the parties, issues, aif larger context of the
dispute among others.
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2.0 OBJECTIVES

At the end of this unit, you should be able to:

1. Describe the concept of conflict outlay; and
2. Highlight the characteristics of conflicitustions before the
resolution.

3.0 MAIN BODY
3.1 Conflict Mapping

Conflict mapping is a technique hich helps part®stematically
determine the scope of a conflict. It identifigarties, issues, and the
larger context of a dispute. It also identifies ftich processes and
options for conflict management or resolutionOverall, conflict
mapping provides basic information which is essgnid planning a
constructive response to a conflict.

3.1.1 Conflict Mapping

Paul Wehr states that as conflict emerges, it presluconsiderable
confusion. Interactions between the conflicting tigar change,
sometimes radically and abruptly. Levels of unptdiility, uncertainty
and emotion rise. Unwise and costly decisions aadarfrom a lack of
understanding of what is occurring. Since hawconflict emerges
largely determines how costly it will subsequenily, those involved
must have the clearest possible understanding af istgoing on.

Even the simplest interpersonal conflict has maleyments. Conflicts
involving multiple parties, large numbers of pegpknd complex
organizations such as governments get to be enatyn@omplicated.
Some conflict theorists (Boulding 1988) presentagah principles for
analysis. Others (Deutsch 1973) take a very deftairicroanalytical
approach to understanding conflict. Still othersa{@k 1989) do both.
Every conflict has certain basic elements perngttus to produce a
roadmap by which a conflict opponent, a dhparty intervenor, or
simply a student of conflict can find their way dhgh a particular
conflict (Wehr 1979). The primary items in this doaap include the
following:

3.2 Conflict Context
The mapper first gathers information about theadnstof the conflict

and its physical and organizational settings. Gcinfloes not emerge in
a vacuum. Sometimes one conflict is nestathinv another. The
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university departmental conflict referred to beloler example, was
greatly influenced by a concurrent higher-level fion between the
University president and the faculty.

3.2.1 Parties

Parties in a conflict differ in the directness béit involvement and the
importance of its outcome for them. Primary partege those who
oppose one another, are using fighting behaviat,heave a direct stake
in the outcome of the conflict. Secondary partiagehan indirect stake
in the outcome. They are often allies or gathizers with primary
parties but are not direct adversaries. Third esarére actors such as
mediators and peacekeeping forces which mightvater to facilitate
resolution.

3.2.2 Causes and Consequences

It is not always possible to distinguish a causeaofonflict from a
consequence. In fact, as a conflict emerges, caudeonsequence tend
to blend. Hostility might be a consequence of onase of a conflict and
a cause of the next. Perceived goals and interestanpatibility is
perhaps the most basic cause of social confliemtity defense is also
common, particularly in the contemporary world wdhgroup awareness
and rights have assumed high visibility. Culturaffedences and
particularly language are sources of separatenessdifference. They
create a sense of self and self-defense whichababty the primary
motive for conflict.

3.2.3 Contrasting Beliefs

And values are operating vigorously in much socaiflict. This range
from the negative image one has of one's opporemng's opinion
about a Supreme Being. Disagreement over factsactaizes much
conflict and is probably the most readily resolvéden there is conflict
which occurs out of the need for one or both parhave simply to
fight, no matter about what. The conflict is a goalitself. It releases
tension perhaps. Finally, the explanation for tbaflect may be a low
capacity for cooperative conflict resolution withire context.

3.2.4 Goals and Interests

There is an important distinction between these ¢amcepts. Goals are
the more or less acknowledged objectives of pamies conflict. They
usually can put them into words. Sometimes goatsraferred to as
positions; specific demands being made by one partthe other. "If
you wish to end the conflict, you must do this loatt" Interests, on the
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other hand, are what really motivate the partidsatwhey really need to
achieve: security, recognition, respect, justicd ao on (Burton 1990).
An important purpose of mapping is to help oppospeayties to
distinguish their goals/positions from their truerests/needs and bring
those goals and interests as close to unity ashp@ss

3.2.5 Dynamics

A conflict is constantly moving and changing. Ewrparties are at
stalemate, aspects of the conflict context will dl@nging. Runaway
responses (Coleman 1956) of parties to one anatermade more
visible through conflict mapping. Dynamics such asrestrained
escalation and polarization carry participants avitayn cooperative
resolution toward greater hostility. Perceptionrdes occur within the
opposing sides which reinforce the runaway respnstereotyping
opponents, seeing them as the negative mimage of oneself,
imputing to them increasingly malign motives.

3.2.6 Functions

The functions of a conflict are its purposes, tbsifive consequences it
may be having for the opposing parties. These nagiimply tension
release or aggressive impulses directed at a monenable party. But a
conflict always has some purposes for those inwblye a particularly
intense university departmental conflict over tenuminority faculty
both inside and outside the department gained nsivility, solidarity,
and alliances with other low-power groups in theversity. The
department also became a bit more unified as grakfd itself against
what it felt was a unfair accusation. Knowing tlemsequences of such
functions may reveal ways other than the conflicptoduce them and
thus move the conflict toward cooperative resotutio

3.2.7 Regulation Potential

Every conflict context contains its own conflictriting elements. There
may be third parties who could intervene. Inteldmalting factors such
as the simple wish of the parties to maintain thelationship can be
used. External limiting factors such as law andargauthority might be
introduced.

3.3 Using the Conflict Map
A conflict mapper can use this mapping guide in arous ways. It can
be used by each party on its own, in an efforiaafy the conflict from

their own perspective. Or it can be usethtly in an effort to
understand both sides' view of the conflict. A dhparty (such as a
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mediator) could interview the conflict parties withe guide, draft a
map, ask the parties to modify it from their pedpes, redraft it, and
present it as a first joint step toward cooperativesolution.

Alternatively, this could be done by parties on ande who would
solicit cooperation from their opponents in cregitan accurate conflict
map.

3.3.1 Links to Examples of Conflict Mapping

Gennady I. Chufrin and Harold H. Saunders -- A RuBEace Process
This is a description of the process used in thenb@uth Conferences--
a series of track-two problem solving workshopsiHattween citizens
of the U.S. and the U.S.S.R. in an effort to imgrdlie international
relationship between those two nations. Part ef flocess described
was "mapping the relationship together,” dgriwhich the parties
worked together to create, essentially, a conflimap of their
relationship.

3.3.2 Estrada-Hollenbeck--UnderstandingForgivesss

This anecdote describes the importance of narsatteehelp a third
party understand a conflict history and how thatdry affects current
relationships. Such an understanding can assisbmflict analysis as
well as in choosing a strategy for intervention.

3.3.3 Chester Crocker -- Lessons on Intervention

In this article, Crocker examines factors that deiee whether or not
international intervention in escalated disputegffective. One factor
is whether or not adequate information is colléeia other words,
whether the parties intervening in the conflictateea usable conflict
map.

3.3.4 Harold Saunders — Pre-negotiation dn Circum-
neqgotiation: ArenasofthePeaceProcess

This is another description of peacemaking processech emphasizes
the importance of mapping relationships and issaesl places this
process in the context of the entire peacemakiteygnse.

3.4  Strategic Option Identification and Costing

Part of conflict mapping is the identification gbtmns for confronting
and/or settling the conflict and assessing thescastl benefits of each.
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3.4.1 Analysis of Similar Conflicts

Often a great deal can be learned about an onglispgite by analyzing
the history of a similar dispute. This can yialéas about problems that
are likely to develop as well as possible approscha conflict
management or resolution.

3.4.2 Identifying and Involving All Potential disputants

A careful effort to identify all current and pot@ltparties is necessary
for effective conflict resolution. While some pa#ito a conflict are

obvious, others remain hidden. Efforts should bedento figure out

who might be affected by the outcome to a particataflict, as well as

who is currently concerned about the situation Hmg not yet become
vocal.

3.4.3 Understanding Historical Context

Disputes are often part of a long-running confli¢h order to handle a
dispute effectively, it is important to recognizket history of the
underlying conflict. This often explains why peegdkel the way they
do, and can give hints about possible effectiveedgias for the current
situation.

3.4.4 Recognizing Related Disputes

Disputes also get linked to other disputes thatgamiag on at the same
time. In order to be able to effectively deal wibhe dispute, it is
important to recognize other disputes that areelihto it and that may
effect the outcome of the initial dispute.

3.4.5 Assisted Scoping

Just as it is sometimes useful to have an outsatt pvork with the

disputant(s) to help frame the conflict more ohjey, the same is true
to help them understand the scope of the conflidtis can be done by
one side seeking an outside consultant to help teayze the conflict;
it can also be done with the other parties presernihe context of

mediation or consensus building.

4.0 CONCLUSION:
As further demonstration of the fact that conflretsolution is both
complex and intricate, it also requirelsatt these intricacies be

understood properly in order to bring abaaifective handling of
conflict situations. This is therefore the cenfoalus of this unit.
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5.0 SUMMARY

This unit treated conflict mapping, conflict contensing conflict map
and strategic option identification and costing.

6.0 TUTOR-MARKED ASSIGNMENTS

1. What is conflict mapping?

2. What is strategic option identification and aogtin conflict
mapping?
3. How can you make use of conflict map?

7.0 REFERENCE/FURTHER READINGS

Boulding, E.K. (1962) Conflict and Defence: A Gealefheory, NY:
Harper and Row

9¢



PCR 114 Introduction to Conflict Resolution Process Il

UNIT 4 GROUP CONFLICT FORMATION
CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Conflict Group Formation
3.2 Whatis a Group?
3.3  Why a Group?
3.4  Group Development
3.5 Group Skills
3.6  Accelerating Development
3.6.1 Focus
3.6.2 Clarification
3.6.3 The Mouse
3.6.4 The Loud-Mouth
3.6.5 The Written Record
3.6.6 Feedback (Negative)
3.6.7 Feedback (Positive)
3.6.8 Handling Failure
3.6.9 Handling Deadlock
3.6.10 Sign Posting
3.6.11 Avoid Single Solutions
3.6.12 Active Communication
4.0 Conclusion
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References

1.0 INTRODUCTION

The emphasis in this unit is the group and howutnderlying processes
IS managed. The attention is that the group is anthe fundamental
units of the society, yet less attention is paidttand the dynamics of
the underlying processes.

2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Highlight the importance of the group ¢onflict resolution
processes; and

2. Describe the dynamics of the group and the itapoe  to
conflict resolution.
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3.0 MAIN BODY

3.1 Conflict Group Formation

According to Gerald M. Blair of the University ofdiburg, groups
form a basic unit of work activity throughout enggming and yet the
underlying process is poorly managed. His artiolek§ at the basics of
group work and suggests ways to accelerate developm

He argues that in the beginning God made an indalid and then he
made a pair. The pair formed a group, together tieyat others and
thus the group grew. Unfortunately, working in @y led to friction,

the group disintegrated in conflict and Cain sdtile the land of Nod -
there has been trouble with groups ever since.

When people work in groups, there are two quiteassp issues
involved. The first is théaskand the problems involved in getting the
job done. Frequently this is the only issue which group considers.
The second is thprocessof the group work itself: the mechanisms by
which the group acts as a unit and not as a loabble. However,
without due attention to this process the valueth# group can be
diminished or even destroyed; yet with a little letp management of
the process, it can enhance the worth of the gtouge many times the
sum of the worth of its individuals. It is theynergywhich makes group
work attractive in corporate organization despite possible problems
(and time spent) in group formation.

This article examines the group process and haarntbest be utilized.
The key is that the group should be viewed as gwortant resource
whose maintenance must be managed just like argr o#fsource and
that this management should be undertaken by thepgtself so that it
forms a normal part of the group's activities.

3.2 Whatis a Group?

A group of people working in the same room, or ee®na common
project, does not necessarily invoke the group gseclf the group is
managed in a totally autocratic manner, there nmayittbe opportunity
for interaction relating to the work; if there isaétioning within the
group, the process may never evolve. On the otlaedhthe group
process may be utilized by normally distandividuals working on
different projects; for instance, at IEE colloquia.

In simple terms, the group process leads to atspfricooperation,

coordination and commonly understood proceduresnamigts. If this is
present within a group of people, then theerformance will be

101



PCR 114

Introduction to Conflict Resolution Process Il

enhanced by their mutual support (both practical aworal). If you
think this is a nebulous concept when applied ®whorld of industry,
consider the opposite effect that a self-opiniothatantankerous loud-
mouth would have on your performance andn tleentrast that to
working with a friendly, open, helpful associate.

3.3  Why a Group?

Groups are particularly good at combining talentsd gproviding

innovative solutions to possible unfamiliar probtenin cases where
there is no well established approach/procedtire wider skill and
knowledge set of the group has a distinct advantage that of the
individual.

In general, however, there is an overriding advgata a group-based
work force which makes it attractive to Managemdmat it engenders a
fuller utilization of the work force.

A group can be seen as a self- managing umé fange of skills
provided by its members and the self- monitoringiclwheach group
performs makes it a reasonably safe recipient faleghted

responsibility. Even if a problem could be decidgda single person,
there are two main benefits in involving the peopleo will carry out

the decision. Firstly, the motivational aspect @rtgipating in the
decision will clearly enhance its implementatiorc8&ndly, there may
well be factors which the implementer understaretteb than the single
person who could supposedly have decided alone.

More indirectly, if the lowest echelons of the wianice each become
trained, through participation in group decision king, in an
understanding of the company’s objectives amdk practices, then
each will be better able to solve work-related prots in general.
Further, they will also individually become a saéeipient for delegated
authority which is exemplified in the celebratedhti of Japanese car
workers to halt the production line.

From the individual's point of view, there is thddad incentive that
through belonging to a group, each can participagchievements well
beyond his/her own individual potential. Less idsadally, the group
provides an environment where the individual's-peliceived level of
responsibility and authority is enhanced, in an iremment where
accountability is shared: thus providing a perfemdtivator through
enhanced self-esteem coupled with low stress.

Finally, a word about the much vaunted "recognitddrthe worth of the
individual" which is often given as the reason fdelegating
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responsibility to groups of subordinates. While dree with the

sentiment, | am dubious that this is a prime mativa the bottom line

is that the individual's talents are better uttdize a group, not that they
are wonderful human beings.

3.4 Group Development

It is common to view the development of a grounaang four stages:
Forming
Storming
Norming
Performing

Forming is the stage when the group first comesttay. Everybody is
very polite and very dull. Conflict is seldom voicelirectly, mainly
personal and definitely destructive. Since the pnog is new, the
individuals will be guarded in their own omns and generally
reserved. This is particularly so in terms of therennervous and/or
subordinate members who may never recover. Thepgends to defer
to a large extent to those who emerge as leadeos {pols!).

Storming is the next stage, when all Hell brealksséoand the leaders
are lynched. Factions form, personalities Iglaso- one concedes a
single point without first fighting tooth and naMost importantly, very
little communication occurs since no one is listgnand some are still
unwilling to talk openly. True, this battle grounday seem a little
extreme for the groups to which you belong - byoifi look beneath the
veil of civility at the seething sarcasm, invectared innuendo, perhaps
the picture come more into focus.

Then comes the Norming. At this stage thé-groups begin to
recognize the merits of working together and thigglming subsides.

Since a new spirit of co-operation is evident, gveember begins to
feel secure in expressing their own viewpoints drebe are discussed
openly with the whole group. The most significamiprovement is that

people start to listen to each other. Work methoelsome established
and recognized by the group as a whole.

And finally: Performing. This is the culmination,hen the group has
settled on a system which allows free and frankharge of views and a
high degree of support by the group forheather and its own
decisions.

In terms of performance, the group starts at al lskightly below the

sum of the individuals' levels and then drops atbyup its nadir until it
climbs during Norming to a new level of féeming which is
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(hopefully) well above the start. It is this elex@tlevel of performance
which is the main justification for using the groppcess rather than a
simple group of staff.

3.5 Group Skills

The group process is a series of changes whichraswa group of
individuals form into a cohesive and effective @tigrg unit. If the
process is understood, it can be accelerated.

There are two main sets of skills which a group tnagguire:

Managerial Skills

Interpersonal Skills
And the acceleration of the group process is sinthly accelerated
acquisition of these.

As a self-managing unit, a group has to underta&st rof the functions
of a Group Leader - collectively. For instance, tmggs must be
organized, budgets decided, strategic planningeraken, goals set,
performance monitored, reviews scheduled, etc. sltiricreasingly
recognized that it is a fallacy to expect an indiindl to suddenly assume
managerial responsibility without assistanae;the group it is even
more so. Even if there are practiced managersangtbup, they must
first agree on a method, and then convince and the remainder of the

group.

As a collection of people, a group needs to relsmme basic manners
and people-management skills. Again, think of thalf-opinionated,
cantankerous loud-mouth; he/she should learn goadners, and the
group must learn to enforce these manners withoestractive
confrontation.

3.6 Accelerating Development

It is common practice in accelerating group develdept to appoint, and
if necessary train, a "group facilitator". The radé this person is to
continually draw the groups' attention to theup process and to
suggest structures and practices to support anaheehithe group skills.
This must be only a short-term training strateggwéver, since the
existence of a single facilitator may prevent tleug from assuming
collective responsibility for the group process.eTaim of any group
should be that every member performs facilitatioquatly and
constantly. If this responsibility is recogniseddamdertaken from the
beginning by all, then the Storming phase may lmd®d and the group
development passed straight into Norming.
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The following are a set of suggestions which mayp hi@ group
formation. They are offered as suggestions, no peogroup will work
towards its own practices and norms.

3.6.1 Focus

The two basic foci should be tgeoupand thetask

If something is to be decided, it is the group thetides it. If there is a
problem, the group solves it. If a member is peniog badly, it is the
group who asks for change.

If individual conflicts arise, review them in terro$ the task. If there is
initially a lack of structure and purpose in thdilgrations, impose both
in terms of the task. If there are disputes betwadtarnative courses of
action, negotiate in terms of the task.

3.6.2 Clarification

In any project management, the clarity of the dpmtion is of
paramount importance - in group work it is exporadiyt so. Suppose
that there is a 0.8 chance of an individuaberstanding the task
correctly (which is very high). If there are 8 meamdin the group then
the chance of the group all working towards thamesaask is 0.17. And
the same reasoning hold for every decision an@madtken throughout
the life of the group.

It is the first responsibility of the group to dfgrits own task, and to
record this understanding so that it can be cotigtaaen. Thignission
statementnay be revised or replaced, but it should alwaysaa@ focus
for the group’s deliberations and actions.

3.6.3 The Mouse

In any group, there is always the quiet one indbmer who doesn't say
much. That individual is the most under utilizedaerce in the whole
group, and so represents the best return for mingffart by the group
as a whole. It is the responsibility of that indiwal to speak out and to
contribute. It is the responsibility of the groupdncourage and develop
that person, to include him/her in the discussiod actions, and to
provide positive reinforcement each time that hagpe

3.6.4 The Loud-Mouth

In any group, there is always a dominant membersetapinions form
a disproportionate share of the discussion. Ihésresponsibility of each
individual to consider whether they are that persdin is the
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responsibility of the group to ask whether the looouth might like to
summarize briefly, and then ask for other views.

3.6.5 The Written Record

Often a decision which is not recorded will becacteuded and have to
be re- discused. This can be avoided simply byrdd¥eg on a large
display (where the group can clearly see) eachsugrias it is made.
This has the further advantage that each decisigst be expressed in a
clear and concise form which ensures that it isfed.

3.6.6 Feedback (Negative)

All criticism must be neutral: focused onethask and not the
personality. So rather than calling Johnie an inewat®@ moron, point
out the error and offer him a calculator. It is evi® adopt the policy of
giving feedback frequently, especially for smalings - this can be
couched as mutual coaching, and it reduces theudése impact of
criticism when things go badly wrong.

Every criticism must be accompanied by a positivggestion for
improvement.

3.6.7 Feedback (Positive)

If anyone does something well, praise it. Not odbes this re-enforce
commendable actions, but it also mollifies the tiegafeedback which
may come later. Progress in the task should be asmdd.

3.6.8 Handling Failure

The long term success of a group depends umov it deals with
failure. It is a very British tendency to brush ddlure and to get on
with the next stage with no more than a mentionis ia very foolish
tendency. Any failure should be explored by theugroThis is not to
attribute blame (for that is shared by the wholeugras an individual
only acts with delegated responsibility), but rattteeexamine the causes
and to devise a mechanism which either monitorsnagar prevents
repetition. A mistake should only happen once i treated correctly.

One practice which is particularly useful,l is telebate the agreed
solution to the individual or sub-group who made thiginal error. This

allows the group to demonstrate its continuingttargd the penitent to
make amends.
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3.6.9 Handling Deadlock

If two opposing points of view are held in the gootlhen some action
must be taken. Several possibly strategies exathEub-group could
debate from the other sub-group's view-poimt order to better
understand it. Common ground could be emphasised, the

differences viewed for a possible middle or altéusastrategy. Each
could be debated in the light of the original taBkit firstly the group
should decide how much time the debate actuallyiten@nd then
guillotine it after that time - then, if the issigenot critical, toss a coin.

3.6.10 Sign Posting

As each small point is discussed, the larger pecttan be obscured.
Thus it is useful frequently to remind the groupstis where we came
from, this is where we got to, and this is wheresheuld be going.

3.6.11 Avoid Single Solutions

First ideas are not always best. For any givenlpropthe group should
generate alternatives, evaluate these in termbeotask, pick one and
implement it. But most importantly, they muatso monitor the
outcome, schedule a review and be prepared to erhhegplan.

3.6.12 Active Communication

Communication is the responsibility of both theap and the listener.
The speaker must actively seek to expressidieas in a clear and
concise manner - the listener must actively seakntterstand what has
been said and to ask for clarification if unsun@ally, both parties must
be sure that the ideas have been correctly commt@tgerhaps by the
listener summarizing what was said in a differeayw

As the conflict becomes defined, allies and adversébecome clearer
and one’s goals usually become clearer as wellis lps define the
nature of the conflict more clearly.

4.0 CONCLUSION

We can hence see that there could be group pd&entisch can be

exploited in the management of conflict through pheper management
of group processes. Not much attention has beah tpathis area, but
with adequate attention and understanding of tkaeis (as discussed
above) involved this could be achievable.
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SUMMARY

This unit discussed conflict group formation, theaming of group,
group development, as well as group developmentlsskand
accelerating development.

6.0

1.
2.
3
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TUTOR-MARKED ASSIGNMENT

What is a group?

What are the stages of group development?

Suggest ways that can assist in the dpusnt of group
formation?

7.0 REFERENCES/FURTHER READINGS

Tuckman, B. W. (1965). Developmental sequencesials
groups. Psychological Bulletin, 63, 384-399.

Tuckman, B. W., & Jensen, M. A. C. (1977). Stagesmall group
development revisited. Group and OrganizatioBaldies, 2, 419-
427.
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1.0 INTRODUCTION

In taking decisions it is important to note the impiate steps to take.
This is because in a conflict resolution process have to be careful, so
that the right decisions we take would assist irelarating conflict.
These approaches will therefore assist us to know o take the right
steps to decision making.
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2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Explain decision making approaches andr tiaportance in
conflict resolution;
2. Enumerate the factors that may influence detisiaking.

3.0 MAIN BODY
3.1 Three Approaches to Decision Making

How do attitudes influence on our behavior and slenl? Four ways of
thinking about the choice process can be describ&@. will use the

example of the selection of a job candidate amdmget potential

candidates. These three pure approaches and ise€d approach are
descriptive of pure types and it is not argued #rat of these models
presents a preferred approach.

3.1.1 A Cognitive Approach— The purely cognitive  decision
maker would rank order the three candidates orbéses
of chosen criteria and assess each candidateibuiis
(e.g., education, experience, skill set) againetdtteria
set. A utility function representing the weighteaduct
of attributes and criteria would be used to devéfhapfinal
ranking and thus choice. This model represdahts
process used by individuals with a stronginKing
Cognitive Style. See also Decision Making Models.

3.1.2 B. Affective Approach — Ordering of the three job
candidates would be accomplished on the basis af ho
each candidate makes the decision maker fééie
candidate that evokes the greatest positive (plabk)
affective response would thus be ranked .firsthe
affective response may be derived through assoniéiie.
category attributes) or directly attributed to thieraction
between the candidate and the decision maker.is
believed that the manner in which the candidatenagfor
disaffirms the self-concept of the decision makeas &
strong impact to the decision maker’s affect respdan
the candidate. This model represents the proce=d Iy
individuals with a strong Feeling Cognitive Styl&ee
also Self Concept Models.

3.1.3 C. Evaluation Approach — Attitude are often stored itne

form of evaluations without the cognitive and afiee
information that acted to form the evaluation. rgsthis
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approach, candidates would be rank ordered ondkis b
of evaluation, that is, the overall evaluation obgness or
favorability.

3.1.4 D. Mixed Models — The cognitive (thinking) andhe
affective (feeling) represent pure types rarelyezignced
and act to anchor ends of a theoretical continuurhe
Cognitive/Affective and affective/Conflict sectiomd the
continuum represent conflict between cognitivelysdzh
rankings and affectively based ranking. Indists
represented by these types experience both types of
rankings, but find them to conflict. The C/A typnds to
resolve this conflict by using the cognitive rarginwhile
the A/C type would tend to rely the affective ranki

Cognitive | Cognitive/Affective A
Thinking

Life-Role Development Group, 2001
3.2 Highlight: Decision-Making Approaches
Summary

Teams, team leaders, supervisors and managers eXparience strife
because of confusion regarding decision-makingahety of decision-
making approaches can be used in different sitastioMore
importantly, teams need transparency in the detisiaking process.

3.2.1 Value

Clarifying and communicating decision-making pramshelps a team
or its leader:
_Make effective decisions
Commit to decisions made
_Focus their energies on the action
Required by the decision rather than
On the decision-making process
Maintain team morale

3.2.2 Description

The main decision-making approaches are describleavb
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3.2.3 Consensus

Consensus decisions are those in which all involaesl willing to
support the decision. Consensus does not ntean everyone fully
agrees with the decision; it means that everyonen é& they disagree,
will put their disagreement aside and wholly supptbre decision.
Consensus decisions should be used in all decisibas are very
important to all and when time is available.

3.2.4 Majority Vote

Majority of decisions are made through voting, tikeanting which side
of the issue obtained more than 50% of the votéss Gan be a useful
approach when pressed for time or for very minarceons, but it rarely
results in full commitment to the decision or feghk of involvement by
the team.

3.2.5 Minority (Subcommittee)

Minority decisions are those made by a sub-grouphefteam, given
authority by the team to make the decision. Thishiwd works when it
is difficult to get everyone together, or when théject matter for the
decision is either very complex (only some team ivens have
expertise) or simple (the decision is too routimedquire the full team).
However, these decisions may weaken commitmenthé decision
because not all are involved.

3.2.6 Expert

Expert decisions are made by a designated intennakternal subject
matter expert who has been given the authority &kerthe decision.
Expert decisions are useful in highly technical complex decision-
making processes. The problems with this approaeh caming to
agreement on the expert and potentially leavinghteaembers feeling
excludedLife-Role Development Group, 2001

3.2.7 Authority with Discussion

Decisions that are made by an individual in autiiafhe team leader,
manager) after discussion by the team are used wreemuthority is
primarily accountable for the decision, when thehatity is privy to

information not available to the rest of the team,when a decision
needs to be made very quickly. Problems arise thithapproach when
the authority is not decisive. Also, team membees/ rieel their ideas
are being solicited just to make them feel involved
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3.2.8 Authority without Discussion

These are decisions in which the team leader md&esions without

consulting the team. This is a useful method wherisibns are simple,
when the authority has specialized expertise omwdhdecision needs to
be made very quickly. Because the team was notvadpthere is risk

of low commitment to the decision.

3.2.9 Process

The key to successful decision-making as a teantrassparency.
Individuals are encouraged to ensure that themseehoose a decision-
making processefore entering a discussion about a decision. Team
members can accept all decision making approadtieeyi know going
into the decision that a particular approach wallused. Team members
cannot typically accept the illusion of one appiode.g., consensus)
followed by the reality of another approaehg;,decision by authority).

3.2.10 Implementation
Individuals are encouraged to work with their teams

Identify the types of decisions the team typicakeds to make.
Choose a decision-making approach for each decigpm

Use the selected decision-making approaches omtaneobasis for
each decision type.

Agree to a decision-making approaobforea decision is necessary
on non-routine decisions.

3.3 Make Decisions (A Career Approach)

So far you have made decisions related to variagst$ of life. You

have decided which university to attend, what @ads take, and where
to live. Similarly, selecting a major or career ohxes obtaining

appropriate information and being aware of the monne factors that
may influence your decision. The information belswdesigned to help
you examine how you currently make decisions anérefseveral

approaches to making future decisions.

3.4 Factors Influencing Decisions
3.4.1 Information Factors

To make sound decisions it is important to gathesugh
information to evaluate your options. You can Rede& our
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Options with objective sources, and also make cciiomes
and Get Experience to collect more direct inforomati

3.4.2 Decision-Making Experience

Confidence in decision-making abilities comes frtwawving
made successful decisions in the past. Thablout the
positive decisions you have made already. How did make
those decisions? What resources helped guide yamugh
your decision-making process?

3.4.3 Personal Factors

Support and influence from family and friends cavéia big
effect on your decisions, especially for significalecisions
that may impact the important people in your life.
Consider how your options are compatible with yealues,
interests and abilities. An example could be: "Myyous
experience as a student teacher has confirmed t@sests in
becoming a teacher. Plus, having the summers diffallow
me to spend more time with my family." You may nded
Evaluate Yourself to clarify your interests, valuekills and
personality style.

The number of desirable options is often a fad®@ople with
many interests and abilities find decision-makiniffiailt
because they believe they will have to sacrificpeating
options. Those with undefined interests find decisnaking
difficult as well because none of the options appétaactive.

3.5 Decision-Making Styles

There isn't necessarily one model or style thatways the right way to
make decisions. And remember, different people saarecessful and
satisfied using different styles. So what works|viel your friend may
not be the style that works best for you.

The method you use to make decisions will depend/amr personal
decision-making style and the weight of the decisiBach decision-
making style has advantages and disadvantages;isvhaist important
Is that you use a style that is comfortable andatiffe for you. You can
always use a different style depending on youasib.

It is often best to use a planned decision-makityte svhen making
important or complicated decisions. In other womgksther information
and apply a systematic and deliberate approachstlaabalance between
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logical reasoning and intuition. A planned approdakes time and
energy but is worthwhile when you have to make irtgpu decisions.
You will also be more confident with your decisidnyou know you
have done your homework and it feels right inteityv

Other decision-making styles can be used wlyen face time
constraints, or when the decisions are not of gme@isequence.
Sometimes it is easier or more comfortable to neakiecision based on
your emotions, to let other people influence yautodeave the decision
up to fate.

3.5.1 Reality check

Remember that you are not alone in the decisionsmggbrocess. If you
want help working through one or more of these sienimaking
models, or if the outcome of using one of the medelconfounding or
surprising, make an appointment with a Career Caaenselor.

3.5.2 Take Action: Decision-Making Models
3.5.2.1 Pros & Cons Model

1. On a piece of paper, write down the decision gaiconsidering
making. Write it as if you had already made theigsien (for
example, "Accept the XYZ Company job offer in Loageles.")

2. Divide the piece of paper into two columns, winos" at  the
top of one column. Write down the outcomes of the ecislon
that you believe are positive.

3. In the "Cons" column, write down the outcomeshef decision
that are negative or less desirable.
4. In the course of writing down your prasd cons, you will

probably notice that there are some outcomes tkatuncertain
or are too hard to predict. Write these outcomegndo on a
separate piece of paper.

5. Conduct Research about the outcomes that yourege about,
then add those to the Pro or Con column.

6. For the outcomes that are simply too hard talipteyou might
want to talk with other people to get their inputapinions. If
possible, evaluate if the outcome is a pro or awh &dd that to
your table.

7. As you begin to complete the table, it may besabearer if the
decision you are considering is advisable.

Note: Some outcomes carry more weight thdrers, so the
number of pros and cons in each colummas necessarily
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indicative of whether or not you should move foravavith the
decision.

3.5.3 Analytical Decision-Making Worksheet

Use the Career Center's Decision-Making WorksheBi=] to help you
evaluate which of your options may be the bestyfmr based on your
values. The worksheet takes you through an analy@pproach to
comparing up to three options. This is a PDF filattyou can print out
and use for any type of decision.

3.5.6 Imaginative, Visualization Exercise

If you are more of an intuitive decision-maker, ymay prefer this
imaginative exercise. Open or print a copy of theudlization Exercise.
You may want to have a friend or a Career Centenselor lead you
through the visualization, or you may just wantread through the
exercise and imagine on your own.

4.0 CONCLUSION

The importance of decision making in conflict redmn cannot be
overemphasized. It is however important for us idarstand the right
place of decision making in conflict resolution.i§hs why the three
approaches discussed above could be of assistAmea&lecision making
styles and the factors affecting them are alsettaken note of.

5.0 SUMMARY
This unit treated the three approaches to decisiaking, the highlight,

a career approach to decision making, the fachdiecting decision
making and decision making styles.

6.0 TUTOR-MARKED ASSIGNMENT

1. Demonstrate your understanding of the decismaking
approach.

2. What are the decision making models that yo Istnrdied?

3. What is the importance of decision making infcinresolution?

4 What factors influence decision-making?

7.0 REFERENCES/FURTHER READINGS
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MODULE 4
Unit 1 Attitude Change and Persuasion
Unit 2 Mental and Emotional Preparedness
Unit 3 Building Trust
Unit 4 Building and Transforming Peace from Below
Unit 5 Conflict, Conflict Resolution and Reconcilan:
An Overview
UNIT 1 ATTITUDE CHANGE AND PERSUASION
CONTENTS
1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Attitude change and Persuasion
3.2  Presentation Purpose
3.3  Audience Analysis
3.3.1 Decision Process
3.3.2 Audience Attitudes
3.3.3 Understand the Audience’s Sources of Motvati
3.3.4 Audience Cognitive Style
3.3.5 Audience State of Change
3.4  Speaker Analysis
3.5 Persuasive Strategies
3.6 Categories and the cognitive process of caizjmn
3.6.1 Exemplar Models
3.6.2 Prototype
3.6.3 Classical/Rule Models
3.6.4 Mixed Models
4.0 Conclusion
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References/Further Readings
1.0 INTRODUCTION

The importance of developing skills, both in wrgiand speaking to
influence decision making and the behaviour of @he emphasized
here. This is important also in conflict resolutiobecause the

negotiator/mediator in a conflict needs bathderstanding of the

situation and a certain level of comportment anchmeaism to be able
to carry the day.
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2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Explain the role of attitude change and persumasn conflict
resolution; and

2. Highlight the need for comportment on the p&the mediator.

3.0 MAIN BODY
3.1 Attitude Change and Persuasion

Our program’s communication goals involve depeng skills in
writing and speaking to influence the decision mgkand behavior of
others. The encyclopaedia defines attitude as ahp$ygical tendency
that expresses like or dislike for an entity. Attié develops on the basis
of evaluative regarding. Attitudes develop on thBCAmodel (affect,
behavioral change and cognition). For an attitwlétm, an individual
goes through the steps of responding to an entityan affective
behavioural change of cognitive level. The affextivesponse is a
psychological response that expresses an indivglpa¢éference for an
entity. The behavioral intention is a verbal indiica of the intention of
the individual. The cognitive response is a cogaitevaluation of the
entity to form an attitude. Most attitudes in indwal are a result of
social learning from the environment.

The link between attitude of behaviour exists, depends on attitude
specificity, attitude relevance, personality fasta@ocial constraints and
timing of measurement. Several factors play a fokean attitude to

cause a behaviour. For example, a person may haasiave attitude

towards blood donation but may not necessarilyaga blood bank to

donate his blood.

Attitudes can be changed through persuasion. PRmus the process
of source attempting to change the attitude ofgeta There are several
factors that affect this processes:

Source characteristics: The major source of characteristics are
expertise, trusthwordiness and attractiveness

Message characteristicsThe nature of the message plays a role in
the persuasion process sometime presenting bothdodic story it
useful to help change attitude.

Target characteristics: People with higher self esteem and less

easily persuaded than people with lower self esteEne mind
frame and mode of the target also play a roleisglocess.
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Cognitive characteristics: A message can appeal to an individual's
cognitive evaluation to help change an attituigietie central route
to persuasion the individual is presented withdata and motivated
to evaluate the data and arrive at an attitudegihgrconclusion. In
the peripheral route to attitude change, the inldial is encouraged
to not look at the message contents but are thesaharacteristics.

A. If we now return to our assumptions regardingisien-
making, we can deduce that to influence decisiokimga
(and behavior if we view behavior as a rational icho
process, e.g., expectancy Theory of motivation), mest
influence one of the three components of decisiaking:
Criteria, alternatives, cause/effect beliefs (Cagns).

B. Individuals attempt to maintain consistency agon
components of attitude and between attitudes and
behavior. When inconsistency exists, a conditermed
cognitive dissonance, develops. Individuals areivated
to make some change to reduce this cognitive dissmn
In changing cognitions what you are attempting ¢oisl
create cognitive dissonance between the cognittanaye
presenting and the one that the target presenliisho

When this dissonance is created, the tampat either
discredit the presenter or change his / her cagnitio
eliminate the dissonance (a simplification, but tmet helps
us develop a working model). Whether the targeingba
his/her cognition or discredits the communicatolaigely a
function of the communicator’s credibility.

1. Target's perception of the communicatoEspertise. This is
enhanced when the target has knowledge of the concator’'s
credentials, education, experience, accomplishmegtis The
establishment to a communicator’s expertise istbeeémportant
roles of someone introducing the communicator. [@Vaispeaker
can establish her/his own expertise, he/she rumes rigk of
overdoing this part of a presentation and turnifighe audience.

2. Target's perception of communicator'srustworthiness.
Trustworthiness is established through deed andyetsr
experience with communicator, by informatiohtaoned form
trusted sources and by attribution of self intexe$tor example:
a. Speakers attempting to convince an audietacedo

something that is clearly in the speaker’'s sekrnest tend
to elicit low trust.
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3.2

3.3

b. When the audience perceives to have no diregte sor

interest in the topic, there is most often moderaigal
trust.

C. When the speaker appears to be speaking adeensis

self-interests, there is most often high initialdks of trust.

Persuasive communication influences decisimaking (i.e.,
persuades the target to choose a particular alieenar course of

action) mainly through attitude change or chandimg target’s

cause/effect beliefs. Therefore, when developimesentation
plan (written or oral) some of the guidelines takieom the
perspective of attitude change theory are:

Presentation Purpose

a. Be clear as to what you are attempting to imibee
b. Have specific objectives for your presentation

Audience Analysis

3.3.1 Decision Process

Understand the target’'s (audience’s) decision ngpRiocess:

1.
2.
3

What criteria are they using?

What alternatives are they considering?

What is their definition of the problem — Whagaming does the
audience attributes to the issues you are preggntin

If you are likely to encounter resistance, is tfesistance based
on disagreement with your goals, criteria, or iess, or is the
resistance based on disagreement with your assumspti
theories, or beliefs? That is, are you likely eodonfronted with
value conflict “I understand and agree with youtthe could
save money using your approach, but is not impottame that
we save money”) or theory conflict (“I wouldve to save
money, but | do not see how your plan will savenaey”

3.3.2 Audience Attitudes

PopnpE

What are their present attitudes (cause/effelatfis)
Are present attitudes rooted in cognition oeeif?

Will the audience have a stropgsition on your issue?
If so, what are thmterestsbehind this position?
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3.3.3 Understand the audience’s sources of motivanh —

Is your audience predominantly driven by:

1. Instrumental concerns

2. Interpersonal concerns (self concept external)

3. Personal standards and goals (self concepnatjer
4. Group or organizational goals (goal internalaat

3.3.4 Audience Cognitive Style

What assumptions are you making with respect tactumnitive style of
the audience?

1. Is the audience primarily extraverted or Intmbed? This
will impact the type of interaction both during aafter
the presentation.

2. Is the audience predominately Intuitive or seg®i Hits
will affect whether you use an inductive deductive
persuasive strategy. Whether you speak imaliter
figurative terms.

3. Is the audience Thinking or Feeling? This wétermine
the effectiveness of a cognitive or affective apgto

4. Is the audience Judging or Perceiving? Thisaffiéct its
openness to new approaches and ideas.

3.3.5 Audience State of Change

What stage of change do you expect to find youresoe?

1. Pre-contemplation (2) contemplation
3. Preparation (4) Action
5 Maintenance

3.4 Speaker Analysis

a. What is your credibility with the audience?

b. How will you develop credibility (expertise atrdistworthiness)
with the audience?

C. What is the affective or evaluative orientatadrthe audience to
you?

d. What techniques will you use to build audiendentification
with you?

3.5 Persuasive Strategies
a. How are you going to support your ideas?

b. What data and the forms of evidence are yougtmnuse to
support your theory?
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Make sure the target knows what you want hertbiaio.
Are you going to use a cognitive, affective oxed approach?

o o

3.6 Categories and the Cognitive Process of Categgation

1. Categories are mental representations of thdtiesntone
perceives in the environment. Categories can belw®ad, such
as the category, public university, or very narrsweh as public
universities in the northeast with enrollments edd than 7000.
Mental structures are complex networks of categoead sub
categories. Categorization occurs through all @gnsiodalities
and is performed effortlessly and unconsciously.

2. Four models have been proposed to explain theepses used by
individuals to categorize sensory stimuli. These a

3.6.1 Exemplar Models

In exemplar models, a category is represented nvémories of specific
exemplars that is specific people or objects weshawcountered. For
example, Commander Data (Star trek) or Chet Hick@xmy exemplars
of Thinking Types. In this approach categorization of unknown entities
is achieved when the cognitive system (using pelratarch, performed
automatically and unconsciously) finds an exemfilat is most similar
to the entity.

3.6.2 Prototype Models

Prototype models represent categories with proestypor single
centralized categories representations. The cegndiystem abstracts
properties that are representative of a categaxesnplars and integrate
them into a single average or modal representation.

3.6.3 Classical/Rule Models

In the classical view, categorization is achievewugh the application
of rules which specify properties that are indiatly necessary and
jointly sufficient for category membership.

3.6.4 Mixed Models
Based on a large body of research evidence hasfbead to support
all three types of processes. Most theorists agrat categories have

multiple representations and that individuals udletlaee cognitive
mechanism in categorization.
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Attitudes are attached to categories. Objgqusgle, things, etc.)
placed in a category are assigned the attitudesciassd with
that category. A change agent can either attemphange the
attitudes associated with a category, thus changieg target
attitude regarding an individual element in thategary (hard
job) or use the strategy of differentiation wherelhye agent
attempt to remove the attitude object from a categod place it
into a category with a more desirable attitude @ate a sub-
category with a different attitude structure thidvas the target
to hold dissimilar beliefs of the target than thaimcategory
(easier job).

CONCLUSION

We are advised in this unit of the importance denis) and how the
influence the resolution of conflicts. Our attitudad the decision we
take when, for instance we encounter resistanceuin dealings is
important. And if we have to able to achieve suscgs should be able
to take the above discussions into consideration.

5.0 SUMMARY

This unit has treated attitude change and persuagiesentation
purposes, audience analysis, persuasive stratezagsgories, and the
cognitive process of categorization.

6.0

1.
2.
3

TUTOR-MARKED ASSIGNMENT

What is attitude?

Distinguish between attitude and attitude ch@ange

What are the four categories proposed in exilgithe processes
used by individuals to categorize sensory stimuli?

7.0 REFERENCES/FURTHER READINGS

Batten, T.R., (1965Jhe Human Factor in Community WorkLondon:
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UNIT 2 MENTAL AND EMOTIONAL PREPAREDNESS

CONTENTS
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3.0 Main Body
3.1 Mental and Emotional Preparedness
3.1.1 Normal Reactions
3.1.2 Healthy Coping
3.2 School Crisis Response Team
3.2.1 School Crisis Response Plan
3.2.2 School-based Crisis Intervention Team
3.2.3 District-level Crisis Intervention Team
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3.3 Roles and Responsibilities of School-based disitlict —
level crisis intervention teams
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3.4.1 Experiencing
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4.0 Conclusion
5.0 Summary
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1.0 INTRODUCTION
Our emotional reactions when disaster occurs ammnalo This unit
teaches the kind of frame of mind to adopt and ket prepared, and

the general management of crisis situations.

2.0 OBJECTIVES

1. To engage the student no practical sduoatiin conflict
management
2. To create the awareness of the need for crigsiagement teams

3.0 MAIN BODY
3.1 Mental and Emotional Preparedness
Emotional reactions to natural disasters and amtetic world events

are normal. It is not uncommon or abnormal to egpee distress
following an event, even when you are not direcffected. Most
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people are resilient and manage feelings with bldianformation, time
and the support of family, friends and oshémn their communities.
Others may feel overwhelmed and unable to coperead additional
help and support.

Disasters can also cause us to re-experience geelmd memories
related to previous disasters, such as the evésidb. In addition, past
grief and traumatic experiences may resurfacee dimotional impact
that a disaster has varies from person to perdéime important things
that you need to know:

What are normal reactions to a disaster?

What can | do to cope better?

How can | help my children?

How do | know when to ask for help?

Where can | get help if | need it?

3.1.1 Normal Reactions

There is no right or wrong way to react to a traticnavent, whether it
is natural or man made. The following are natueaktions to traumatic
events and usually are normal short-term respotseshat may be
overwhelmingly stressful event.

Feeling helpless

Feeling frustrated, or having angry outbursts
Feeling anxious and afraid

Having trouble concentrating

Feeling overwhelmed

If you feel that your reactions are lasting toogpgetting worse instead
of better, or interfering with your ability to futien, you may want to
talk with your primary care physician or a mentaahh professional.

Healthy Coping

Talk about your feelings and thoughts with famflygends and others
in your community — when you are ready to do stis ™ay reduce
the intensity of the feelings and help you feeklemcomfortable.
You may also discover that others are experiensinglar feelings
and that you are not alone.

Support and comfort one another in ways you fingfaé

Pay close attention to your physical health — geiugh rest and
exercise, eat nutritious meals, practice deep hirggtengage in fun
and enjoyable activities, be gentle with yourseltl dake time to
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appreciate the joy and beauty in your litmd keep medical
appointments as you would usually do.

A Model for School-based Crisis Preparedness aspdétese

Schools are well-organized systems that functioth \great efficiency
under normal conditions. During a crisis, howewehools face unusual
demands. While maintaining day-to-day operatiohsy tmust adapt to
unexpected and unpredictable influences. Both dcktadf members
and students will be personally affected by thsisriTherefore, at the
time of a crisis it is very difficult for a schotd organize an effective
crisis intervention response and still maintain thquired long-range
perspective. Schools may underestimate the fullohpf the crisis or
feel overwhelmed by the extent and magnitude ofdr schools to
effectively address the many issues that typicatige during a crisis, a
preplanned, systematic organizational model to ctirdecisions is
essential. To be effective, a school's crimsponse model must
anticipate the results of a crisis and identify thays it will affect
individuals and the community. This includes idBmtig and preparing
for the typical reactions of young people of alesgin addition, the
model must identify and plan how to use the braatye of skills and
knowledge represented by those on the school cresponse team,
including those of collaborating professions, sashmental health and
juvenile justice. Finally, the crisis response nlodheist anticipate the
future needs of the school population and develapspto meet those
needs.

3.2 School Crisis Response Team

School crisis response teams need to determinehvdrisis events are
likely to require or benefit from a team response. general, the
following four crisis categories are included:

Death of a student, a staff member, or a communigynber whose
death affects a significant portion of the schampydation.

Major environmental crisis, such as a flood or.fire

Situation that involves a threat to the physicdktsaof students,
such as a school bus accident, even in the absémngeries.
Situation that involves a perceived threat to thm#onal wellbeing
of students, such as may be precipitated by hateecgraffiti or
repetitive bomb threats.

Situations that involve only a few students, esgBciwhen trying to
maintain privacy or confidentiality, are better eekbed through means
other than a school crisis response team, perhapsstudent assistance
team or guidance counselor.
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3.2.1 School Crisis Response Plan

A school crisis response plan should include gindslfor membership
on the school crisis response team and rthes of its members;
protocols for delivering crisis intervention sems¢ and protocols for
notifying team members, school staff, students,ema; and the
community of information about a crisis. Trespond to unique
situations such as large-scale natural disastersriorinal activities,

specific guidelines must be established. The plarstnaddress three
general areas: safety and security; disseminafi@caurate information
to school crisis response team members, schod| staflents, parents,
and, when appropriate, the general public; and ehetional and

psychological needs of all parties. Experience shthat all three areas
must be addressed concurrently. If they are notenwill be addressed
effectively.

No ideal school crisis response plan exists thas sli the needs of all
schools and school districts. The organizationatleh@resented within
this document intends to guide schools and schailicts as they
develop their own school crisis response plan.viddal schools and
school districts will need to adapt the general ehad their own unique
needs and strengths.

The school crisis response plan proposed in thiketbu recommends
that each community create three organizations peraie the three
components needed to fully implement a crisis respglan—a school-
based crisis intervention team, a district-levasisrintervention team,
and a regional resource group.

3.2.2 School-based Crisis Intervention Team

Usually, the school-based crisis intervention tearovides staff and
students with the majority of direct services needaring most crisis
events. However, the roles and functions of theahieams will vary
according to the needs of each community. Schostiesys can adjust
the specific functions of these teams and theiogiships among them
to fit the district's and region's needs. For exampgmaller school
districts may have the district-level crisis intemion team provide
students with more direct services than the schaekd crisis

intervention team provides.

3.2.3 District-level Crisis Intervention Team
The district-level crisis intervention team compasmembers of the

district office, representatives of school-baseaihte, and district-level
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collaborators and consultants such as personnel fhe local mental
health clinic, local police station, and/or firepaetment. The district-
level crisis intervention team establishes distnade policies that are
relevant to crisis preparednessand response; oversees their
implementation at the school level; requires ancrayes training of
school-based crisis intervention teams; establisaed maintains

district-level connections with agencies andnsultants; provides
school-level teams with support and backuphat time of a crisis;
coordinates the sharing of resources among schwel-teams, such as
assigning counseling staff from other schools $al@ool responding to a
crisis; and oversees the implementation of the @clkdsis response
plan across schools within the district.

3.2.4 Regional Resource Group

The regional resource group comprises represeasai the district-
level team as well as relevant professionals frdra tommunity,
including the mental health and juvenile justicetses. This group
provides a forum for sharing experiences amongp#récipating school
systems and collaborating experts; participatesdisated in district-
level and school-level trainings; oversees the ueso needs for the
region; advocates for expansion of services, sigcleraergent mental
health services, as necessary; establishes irtetliagreements for
sharing resources across district lines; and fat# interdistrict sharing
when a major school crisis puts an individual s¢system in need of
resources.

The National Center for Children Exposed \Mfolence formed a
regional resource group for this program in 199%hwthe initial
participating school districts of East Haven, NewavEin, North Haven,
and West Haven, Connecticut. Subsequently, additischool districts
joined in the development of the organizational elahd establishment
of district-level policies. From this process, ialttraining for school
staff, successful advocacy for the expansion ofored urgent mental
health services for children in crisis, and craatd the current initiative
described in this bulletin were implement&the regional resource
group that was developed for this program contiriaeseet quarterly.

3.3 Roles and Responsibilities of School-based amustrict-
level Crisis Intervention Teams

The organizational model outlines specific possi@md responsibilities
for members of the school-
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3.4 Tim Birmingham and Steps to Emotional Preparedass

Tim Birmingham has stated, | am among those th&euse that one

cannot duplicate reality stress. Having said thdb believe one can
develop a better understanding of what is happeinisige the mind and
body during extreme stress. Understanding whdiaggpening is the
first step in gaining a degree of control, or asketaking the edge off of
the powerful internal response. As with all thirdgseloping a degree
of emotional preparedness is an individualrpey. Genetics, past
experience and perception all play a part in ometional response.
The powerful emotions that manifest itself durirgmbat are based on
the minds biochemical response. The mind is a powiol and once

chaos and stress presents itself certain chemezaitions take place
inside the mind affecting the body.

Below | offer a six- step plan to emotional preghress that some may
find useful.

Steps to Emotional Preparedness.

Knowledge

Experiencing

Understanding

Mental Skills Conditioning

Physical Training and Conditioning Knowledge

akrwhE

Knowledge in anything is the first step in devetgppower if one is not
clear on what is happening then one cannot evem beglevelop a plan
to correct, direct or control. First we will exarei some of the more
dominant chemical responses to high levels of stres

Endorphins are chemicals produced by the brairg&panse to varying
stimuli and are said by some to be natures’ curehigh stress levels.
They are among the brains chemical which functiothe transmission
of signal within the nervous system. Many typeentlorphins exist and
stress and pain are leading factors that stiteuthe release of this
chemical. Endorphins interact with the opiate ptéoes in the brain to

reduce our perception of pain, having a similaroacto drugs such as
morphine and codeine. Endorphins are very powsrmach as 100
times more powerful that the drug morphine and matural high. This

stimulant contributes or is the leading cause & teeling no or little

pain during extreme physical exertion and is diyectlated to one’s

pain threshold.
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Adrenaline- Several hormones important to onesstogiginates in the
adrenal glands. These glands are located adjacahe kidneys. The
cortex or outer portion of the adrenal gland sesrateroidal hormones
including cortisol, In the presence of stressodse tbody almost
immediately attempts to increase cortisol levelsrtiSol is an essential
fight-or-flight hormone, secreted under stressptepare the body for
action. The stimulant normally secretes chemical then returns to
normal, some researcher believe that pro-long $titom to cortisol
leads to PTSD Post Traumatic Stress Syndrome amdeed to a wide
range of health problems. The medulla or innetigorof the adrenal
gland, secreted epinephrine and norepinephrine tber ohormones
important to the fight or flight response.

Secretion of these hormones on various Iypodystems include
increased metabolism, increased blood pressuraeased mental
activity, increased blood flow to the muscles, amcreased heart rate.
These reactions prepare the individual to deal ywélceived threats or
stress by enhancing capabilities to fight or te fle

Fight or flight reaction- the reaction that occurghe body when faced
by a sudden, unexpected threat or source of stidgss.name of this
reaction comes from the fact that an animal expenng this reaction
almost immediately decides to fight or to run. histreaction there is a
sudden release of the hormones epinephrine angineprine, which
increase blood flow to the muscles, increase aitdsiood pressure,
improve muscle strength and mental ability, as wasllincrease blood
glucose concentration. Through these actions tiéy lppepares for a
confrontation or a fast escape. Also Known: Adarm reaction,
sympathetic alarm reaction, stress reaction, syineiatstress reaction.

3.4.1 Experiencing

Once one has a basic knowledge to the brain ché&svaca their affects
on oneself is in a better position to understancatwis happening
internally when stress presents itself. | dad the next step in
emotional preparedness is for one to expeeien degree of this
chemical stimulation. This can be achieved by aeta of scenario
based training methods. Ideally one wants to ptesae’s mind and
body with things that stimulates secretion of thekemicals that he
might develop an insight of one’s personal chemiegponse. This type
of experience is the beginning steps in what | likecall “battle

proofing.”
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3.4.2 Understanding

After one has experienced the range of chemicglorese then one can
begin to develop a plan to correct, coniwol direct himself during

extreme stress. One should contemplate the powbe Gtress response
and develop a degree of understanding about whagappening and

understand that this response is normal and willabgart of reality

preparedness. One should can relax themseiwes relive and or

observe themselves during this time of high steess identify what is

happening. In short one should begin applying Kedge. This can be
done by inward study and replaying times of higtess in the mind

utilizing as many sense(s) as possible (hearat,fsdeel it, smell it and

taste it). Getting to know oneself and one intereaponse is essential
in developing a balance. This is a crucial stedasensitize that effects
of stress.

3.4.3 Mental Skills Conditioning

Once one has a clear understanding of his individtrass response
then a plan of action can be implemented. Merkdlssconditioning
does for the mind what physical exercise doesHertiody. One should
become skilled in proper breathing, relaxation, andntal imagery
techniques to begin preparing the mind for the rnexe high stress
presents itself. Once one is skilled it these sreme should begin
applying it in training, preparing oneself for rdié.

3.4.4 Physical Conditioning

The more time one trains the body the more selfidence in ability is
achieved. Self belief is an essential part of essdn any walk of life,
including reality preparedness. Continuing to ambeaone physically
will only add to ones ability to survive danger.

4.0 CONCLUSION

The unit is more of practical demonstration of frenciples. This is
important because it assists us to understandrtheigles at work and
how we can apply them.

5.0SUMMARY
This unit treated mental and emotional preparednsskool crises
response team, roles and responsibilities of sebaséd and district

level intervention teams, and Tim Birmingham anepstto emotional
preparedness.
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6.0 TUTOR-MARKED ASSIGNMENTS

1. When is a reaction said to be normal?
2. Design a model for school-based crisis prepassiand response.

7.0 REFERENCES/FURTHER READINGS
Darren Laur has written excellent studies on CombaBased Action

Imagery/Anatomy of Fear that will further help osearching for
a degree of understanding and preparedness.
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UNIT 3 BUILDING TRUST
CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Building Trust
3.2 Whatis Trust?
3.3  Why do people have trouble developing trusitirers?
3.4 What are some beliefs of people who have pnable
trusting?
3.5 What behavioural traits do people need in otalelevelop
trust
3.5.1 Hope in the Goodness of Mankind
3.5.2 Faith in the Fairness of Life
3.5.3 Beliefin a Power Greater than Yourself
3.5.4 A Healing Environment
3.5.5 Reduction of a Sense of Competition
3.5.6 Self-Disclosure of Negative Self-Script
3.5.7 Taking a Risk to be Open to Others
3.5.8 Becoming Vulnerable
3.5.9 Letting Go of Fear
3.5.10 Self Acceptance
3.6  What steps can be taken to improve trust mgfli
3.6.1 Letter Writing
3.6.2 Trust Walk
3.7 Assessing the trust level
4.0 Conclusion
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References

1.0 INTRODUCTION
Trust is very important in resolving conflict. Watt it a system hardly

works. This unit establishes the fact that a lotro$t is needed and has
to be cultivated in the process of conflict resolnit

2.0 OBJECTIVES
At the end of this unit, you should be able to

1. Highlight the importance of trust in conflicts@ution.
2. State the reason(s) why some people mistruststh
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3.0 MAIN BODY
3.1 Building Trust

Content:
What is trust?
Why do people have trouble developing trust in the
What are some beliefs of people who have probleassing?
What behavioral traits do people need in ordereteetbp trust?
What steps can be taken to improve trust building?

3.2 What Is Trust?

Trust is:
Letting others know your feelings, emotions andctieas, and having
the confidence in them to respect you and to rka salvantage of you.

Sharing your inner feelings and thoughts with atheith the belief that
they will not spread them indiscriminately.

Placing confidence in others so that they will hegpmortive and
reinforcing of you, even if you let down your "stig' mask and show
your weaknesses.

Assuming that others will not intentionally hurt abuse you if you
should make an error or a mistake.

The inner sense of acceptance you have of othédhswhom you are
able to share secrets, knowing they are safe.

The sense that things are fine; that nothing carugt the bond between
you and the other.

The ability to let others into your life so thatwand they can create a
relationship built on an understanding of mutuapext, caring, and
concern to assist one another in growing and nragundependently.

The glue or cement of relationships that allows yowneed others to
fulfill yourself.

Opening yourself up to let others in on your baokmd, problems,
concerns, and mistakes with the assurance thatwlileyot ostracize
you because of these things.

The act of placing yourself in the vulnerable positof relying on
others to treat you in a fair, open, and honest way
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Trust can also be defined a shared belief thathaue on each other to
achieve a common purpose.

More comprehensively trust defines willingness opaty (trustor) to
believe the actions of another party (trustee) with expectation that
the trustee will reciprocate the trust importantthe trustor, regardless
of ability to monitor or control the trustee.

“People sense how you feel about the ability tongleatheir attitudes
toward you or negative attitudes you have toware talationships
requires the building of trust the expectancy obpgle that they can
believe your word. It is built through integritpé relationships.

3.3 Why Do People Have Trouble
Developing Trust In  Others?

People have trouble developing trust if they have:

Experienced a great deal of emotional andfysigal abuse and/or
neglect.

Been chronically put down for the way thiel or for what they
believe.

Been emotionally hurt in the past and are not mgllio risk getting hurt
in the future.

Had problem relationships in the past where theyewbelittled,
misunderstood, or ignored.

Experienced the loss of a loved one through deBtley can get so
caught up in unresolved grief that they are un&bl@pen themselves up
to others, fearing they will be left alone againedto death, or,
abandonment.

Experienced a hostile or bitter divorce, separation end of a
relationship. They may be unable to believe anywhe opens up to
them in a new, committed relationship.

Been reared in or have lived in an environment emnatly and/or
physically unpredictable and volatile.

Experienced a great deal of pain at the hands ofthan Even if the
other finally recognizes and accepts the respditgilio change such
behavior, the person fears that if they let theiarg down, the pain and
hurt will begin again.
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Low self-esteem and cannot believe that they argergdeng of the
attention, care, and concern of anyone. Thaye problems even
trusting the positive, healthy, and reinforcing &abr of another who is
sincere.

Experienced a great deal of non-provoked victinmzrain their lives.
They are unwilling to trust people, situations,imstitutions for fear of
being victimized again.

3.4 What Are Some Beliefs Of
People Who Have Problems
Trusting?

| have been hurt too much in the past, and | refod®e hurt again now
or in the future!

People are out to get all they can from you, sadcatleem to survive!

As soon as you let your guard down, you will bgppesel on again!

No one is to be trusted!

You always get hurt by the ones you love!

| get no respect from anyone!

All men (or women) are dishonest and are neveettusted!

Everyone is out to get me!

| am never successful in picking partners, so wiagain!

As soon as you care and open up to someone, tHewlways leave
youl!

Marriage is the pits!

There is no such thing as a healthy relationship!

You can never let your guard down because aliviidlibreak loose!

All reformations are short-lived!

If I give in and believe you have truly changedaxeng my defenses, |
am most certainly going to be hurt again once yacxkblide!

There is no such thing as change in behavior.dnlg manipulation by
others to get their way with you!

Everyone is out to get as much as they can ouvwf y

There is no such thing as a fair employggnerous company, or
supportive work place!

It is better to live alone for the rest of my litean to risk being hurt as |
was!

I will never let you know my true feelings agaimee, if | do open up,
I'm afraid you will use them against me to hurt me!

3.5 What Behavioral Traits Do
People Need In Order To Develop
Trust?



PCR 114

Introduction to Conflict Resolution Process Il

People need to develop the following behavior dradttitudes, and
beliefs in order to develop trust:
3.5.1 Hope in the Goodness of Mankind

Without such hope people can become emotionallsksteclusive, and
isolated. Hope in goodness is a change based amiltimgness to take a
risk that all people are not evil, bad, or ill-vedl.

3.5.2 Faith in the Fairness of Life

This faith in fairness is similar to the ~"boomagdelief,” that what you
throw out to others will come back to you eventyall life. So if people

are fair, honest, or nurturing they will eugally receive similar
behavior aimed back at them. Having faith in fagés an attitude that
helps people be open to others and risk being vaithe. They believe
that the person who treats them negatively willntwally ““get it in the

end!" and be punished in someway later in thésdif in the next.

3.5.3 Belief in a Power Greater Than Yourself

This is the acceptance of a spiritual powath greater strength,
wisdom, and knowledge than you; one with a divit@npto include
your experience, whatever you will encounter ire.lifRather than
believing that you are 100% in control of your d®st belief in this
spiritual power enables you to let go of over resality, guilt, and
anger. This lets you accept God's will in your kied enables you to let
go of your distrust and isolation from others. bdsis in control of the
universe, you can lighten your load and let Godsdme of the leading
in your life. Let go and let God," can be youotto.

3.5.4 A Healing Environment

This is the creating of a trust bond with the digant others in your

personal life where blaming, accusing, and acrimsdmyot exist. In the

healing mode the participants actively use forgess) understanding,
and healthy communication to resolve problems assluds. The

participants are then willing to forget, tet go, and to release
themselves of the past hurts, wounds, and paimiogehemselves to
trust one another.

3.5.5 Reduction of a Sense of Competition
This reducing of competition, jealousy, and defeesess with
significant others in your life is a way to reduites barriers between

you and them. The lowering of these psychologi@atiers is essential
to the movement toward development of mutual trust.
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3.5.6 Self-Disclosure of Negative Self-Scripts

Your disclosing of your inability to feel good aliogourself and your
perceived lack of healthy self-esteem are essentialreducing
miscommunication or misunderstanding between yalthe significant
others in your life. This self-disclosure reveats the others your
perspective on obstacles you believe you bringetationships. This
sheds the mask of self-defensiveness and allowsttier to know you
as you know yourself. It is easier to trust thatiowhis real than that
which is unreal or hidden.

3.5.7 Taking A Risk To Be Open To Others

This enables you to become a real person to othteis.an essential
behavior in trust-building between two people beseaut is the
establishing of the parameters of strengths andkmesses on which
you have to draw as the relationship develops.

3.5.8 Becoming Vulnerable

This enables you to be hurt by others who know yweaknesses and
strengths. This is an essential step in trust-ingldetween people. It
lays the cards on the table in a gamble that im satal self-revelation

the others will accept you for who you really aather than for who
they want you to be. In order to get to full sedalosure you must take
the risk to be vulnerable to others. This is anangnt building block in

trust development.

3.5.9 Letting Go Of Fear

Fear restricts your actions with others. ibgtt go frees you of
behavioral constraints that can immobilize your Boamal development.
Fear of rejection, fear of failure, fear of caririgar of success, fear of
being hurt, fear of the unknown, and fear of inttyware blocks to the
development of trust relationships and can impetiionship growth if
not given appropriate attention and remedial action

3.5.10 Self-Acceptance
Accepting who you are and what your potential isiraportant step in
letting down your guard enough to develop a trgstelationship with

others. If you are so insecure in your identityttilau are unable to
accept yourself first, how can you achieve the-smltlation necessary
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to develop trust? Self-acceptance through an agiregram of self-
affirmation and self-love is a key to the developinef trust.

3.6 What Steps can be taken to Improve Trust Builaig
3.6.1 Letter writing:

To a person you have problems trusting, ewat letter listing your
reasons for the lack of trust, list the feelingd éeliefs that block your
trust, and ask the person to understand and agsisin this problem.
Tell the person what you are willing to do and tonenit to in order to
change this situation. Also, tell the person whai yre unwilling to do
because of your personal integrity. Once you hanten the letter you
have three choices: (1) send it, (2) save it, Qmig8it up and throw it
away. No matter what your choice is, you have spleattime to think
out this problem and have identified your feelinggliefs, and the
behavior involved. You have cleared your own “veaves," even if you
never send the letter.

3.6.2 Trust walk

Ask the individual you have been having problemsting to share at
least ninety minutes together. During this time youl the person will
each take thirty minute turns being "blinded" watlcloth and led by the
"sighted" person on a walk in a park, mall, nemhiood, or building.

The sighted person must give clear, precise vensaiuctions and must
not hold on to or grab the "blinded" person. THdinded" person is
allowed only to hold on to the left upper or lonsam or elbow of the
"sighted" person. The "blinded" person can asknagsy questions as
needed. The "blinded" person does not determimedtte of the walk.

The "sighted" guide determines the route and mksbin of this walk. At

the end of the first thirty minute walk, the twoopée exchange roles
and blindfold and proceed with the second parthefwalk for another
thirty minutes.

3.7 Assessing the Trust Level

To assess the trust level you have you can useithjge tool: look at a
terms of an ‘emotional bank account credit (ebit) of goodwill
existed.
Trust versus Credibility

Credibility is intellectual

Trust is visceral

Building Trust: Behavioral Attributes
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Sharing important information, especially aboueself

Willingness to be influenced

Avoiding the abuse of team-members’ vulnerabiliiggause of their
inadequate access to information or lack of pasiio

power, and so on).

being fair

fulfilling promises

Building Trust by Acting Consistently

Exhibiting consistency in behavior is an gudibly potent force,
because it conditions your prospect to trust you

We only trust strangers when they've establishedrsistent pattern
of behavior

Make a decision and stick with it, because propectihat you're
consistent in your behavior is the most powerfulspasion factor
you have going for you.

Trust as a source of sustainable Competitive adgant

1. Valuable because it allows your firm to bettnve your customers
and to improve its performance as a result.

2. Rare because few rivals have the relationshtpvden managers
and employees that trust denotes.

3. Costly to imitate because trust is causally gunbiis and socially
complex. As such, it is difficult for your competis to understand
what trust is and how to establish it in their frm

4. Non-substitutable because trust is a capalliayg is difficult for
your competitors to observe, and capabilittkat cannot be
observed at least somewhat easily are hard totenita

Manager’s Tasks:Placing trust in People
Demonstrate trust in your staff, and prove youraglfthy of trust:

Never make promises that you are not able or arentending to
keep.

Never ask others to do anything that you woulddwoyourself
Ensure your people know that they can count on yespect and
your loyalty, unless and until they prove undessgvi

Trustee’s Ability, Benevolence, and Integrity

Trust between a manager and an employee is baseteotrustor’'s
perception of the trustee ability, benevolence, iatebrity.
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Ability is the composite of skills and attributdsdugh which a party
is able to influence outcomes in a specific situati

Benevolence is the extent to which the trustee gregs that the
trustor intends to perform in ways that serve tlistor’'s good in a
particular situation.

Integrity deals with the trustor’s belief that tirestee will follow a

set of principles that are not only acceptablet, &lso desirable,
given the trustor’'s value set. A reputation fonésty and fairness
influences the trustee’s perception of the trustortegrity.

Eight Conditions For Trust Between Organizations

1. Priority Mutual Need (2) Personal Relationships
3. Joint Leaders (4) Shared Objectives

5. Safeguards (6) Commitrrent

7 Adaptakle Organizetions (8) Continuity

4.0 CONCLUSION

In conclusion, we could see that trust he ©il that lubricates the
machine in conflict resolution. This unit has thHere taken steps to
assess the importance and other issues involvegk tave to make any
meaning impact in conflict resolution then the eswiscussed above
have to be taken seriously.

5.0 SUMMARY

This unit treated building trust, the troubie we encounter in
developing trust in others, the behavioral trait people need, steps to
be taken in building trust, and assessing trusllev

6.0 TUTOR-MARKED ASSIGNMENT

1. What is trust?

2. Why do people mistrust others?

3 How can trust be developed and what steps caakasn to do
this?

7.0 REFERENCES/FURTHER READINGS

Batten, T.R., (1965Jhe Human Factor in Community WorkLondon:
Oxford University Press
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UNIT 4 BUILDING AND TRANSFORMING
PEACE FROM BELOW

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Building and Transforming Trust from below
3.1.1 Introduction
3.2  Theoretical considerations
3.3  Historical Background
4.0 Conclusion
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References/Further Readings

1.0 INTRODUCTION

Peace building does not always have to be initifi@ah above or from

the high and mighty. Every system is expected te laternative peace
building measure, outside the official system. Tikithe lesson this unit
tries to impart — to be amenable to traditional hmds of conflict

resolution.

2.0 OBJECTIVES

1. To make a case for alternative conflict Resolutheasures.
2. To emphasize the need of tradition in resolaogflict.

3.0 MAIN BODY
3.1 Building and Transforming Peace From Below

Before we discuss the differences between the &iriand Western
approaches to conflict resolution it is important Ibok into some
theoretical approaches and other fundamental issuesd by scholars
and researchers in support of indigenous agghres to conflict
resolution in Africa. One of the scholars who haadm a considerable
impact in this area is Josiah Osamba of kh&tory department at
Egerton University, Njoro, Kenya, in his researah “®eace Building

and Transformation from below: Indigenous Approache Conflict

Resolution among the Pastoral Societies in the &tadds of Eastern
Africa”
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3.1.1 Introduction

Violence and warfare, especially in the form ofdeaiand skirmishes
among pastoral peoples, have existed from time imonial. However,
the borderlands of Eastern Africa have witnessqohtalleled violence,
anarchy, and insecurity in the last two decadeses&hacts often
degenerate into war. Yet, the often wanton destmcof life and
property and the rise of terror in all its maniégins tend to undermine
the sense of value and dignity of human life.

The governments of the Eastern African states iatBnfy it extremely
difficult to maintain law and order in the bordertis through the use of
security forces and other extra-judicial methodsgSmeasures seem to
have failed to contain conflict and violenpeobably because they
address merely the symptoms rather than the raseseaof the conflict.
The principal concern of the study is to locatalittanal customs and
values that may be of significance in pranwptsecurity, peaceful
coexistence and respect for human rights. Stuely posits that the
devastating effects of the current conflicts amotige pastoral
communities in the borderlands could be miséd through the
adoption of norms and values based on those ohtlhigenous cultures.

The term "pastoralism” is applied in the study snake communities
whose main mode of production is the herding addieck on extensive
bases or in combination with some form of agriaaltwactivities. Such
communities include the Turkana, the Pokot, the [Bam the Somali,
and the Boran of Kenya. Among others are the Toposhthe Merille
of Ethiopia and Sudan, and the Karamojong of Uganda

The terms "rustling” or "raid" are used interchaaigg in the study to
refer to armed attacks by one group on terofor the purpose of
stealing livestock and not necessarily for terrdioexpansion (Markakis
1993:124). On the other hand, the term "conflist'used to denote "a
dispute into which the threat of physical coerc{@iolence) has been
introduced” (Amoo 1992: 3).

The phrase "conflict resolution” refers to the teraion of a conflict or
dispute through the elimination of the underlyirapés or causes of the
conflict (Burton & Dukes 1990:217).

3.2 Theoretical Considerations

Basically, this study is conceptualised as a aréi@f the western legal

framework of conflict resolution. It points out ththe marginalisation of
the African indigenous practices of conflict pripleis and norms is to
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some extent a major contributory factor to the enirincessant violence
in Eastern Africa.

The upsurge of ethnic conflicts all over the woréthd especially in
Africa, has elicited a wide variety of theoreticakplanations from
scholars with divergent ideological standpoinT® some scholars,
violent and non-violent conflicts between differethnic groups within
a nation-state are a normal phenomenon. Thisributd to the natural
urge by human beings for self-realisation, iderditgl supremacy.

Another school of thought that emerged in the [B®&0s and early
1990s posits that ethnic conflicts in the develgpiountries are a
manifestation of a people's quest for self-identiiich they have been
denied by the powers that be. Such conflietsd to become more
protracted and volatile, especially when they himge such people's
cultural values.

Culture is an important component in conflict resimn (Burton &

Dukes 1990; Kozan 1997; Bryne & Irvin 2000). Burtaffirms that

culture is vital because it is a "satisfier". Moveg cultural values are
important to most members of the community. He soiaut that

indigenous societies were more inclined towardsal#t that led to co-
operative problem solving than to the type of confation and power
bargaining which has become the vogue in the westerld. Lederach
and Coner (1990) also advocate the necessity tfraliland indigenous
approaches to conflict resolution. In the Africaontext, this would

involve incorporating various traditional theoriasd practices into the
contemporary general mechanisms of conflict resmlutAugsburger
(1992) argues that in traditional cultures, thexestepathways in the
ethnic wisdom for managing conflicts. This, he peiout, may be lost
due to the influence of westernisation.

Indigenous cultures viewed conflict as a commuradcern. Thus, the
society was seen as having ownership of kib# conflict and its
context. However, the westernised conflictohason approach puts
more premiums on personal and individual ownerskiipst of the time
it is a win-lose situation.

On the other hand, a grassroots peacemaking appiuages on the
premise that since most of the active players ynamflict situation are
grassroots people, it becomes inevitable to invting large segment of
the society in the process of peace making andicbnésolution. This
approach also presupposes that peace can be boitt below.
Traditional approaches of conflict resolution ar@ amportant
component of the cultural heritage of African stiee
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There are many assumptions that surround a pegpeteption and

approach to culture in the field of conflict redtdn. These assumptions
rarely make explicit the fundamental concerns abibwt relevance,

dominance and ideology underlying the meaning amggse of conflict

resolution.

The study, therefore, analyses the accumulated rsitacheling of
conflicts, and the traditional modus operandi offtiot resolution and
reconciliation among the pastoral communities. &mmmple, practices
in which symbols and rituals figure prominently arery vital in the
process of peace building among many African saset

3.3 Historical Background

Pastoral systems are, to a large extent, produttglimatic and
environmental factors. The system of pastoralisntastern Africa is
currently under intolerable stress. This is evidanin upsurge in cases
of conflict and violence in the region.

According to Markakis, ethnicity is to some extentactor in conflicts
in the borderlands. This is due to the struggleedgh group to enlarge
its share of resources. The pastoralists clash griitemselves and also
with the agriculturalists. Occasionally suckastes culminate into
serious violence.

From antiquity, conflict and warfare have existed human history
though confrontations had limits. As Salih pointg darmed conflicts
generally followed predictable patterns and werensdollowed by
pressures for truce or reconciliation. Killing waatively limited partly
because of the weapons used and partly because eptyof
compensation to aggrieved relatives could be expens terms of
livestock" (East African Social Science Researchi®e 1993:24).

According to Fukui and Turton (1979), there aretaiar elements of
social organisation that serve the "midwifery" rédeheighten or lessen
the intensity of conflicts. Thus "warfare amongtpealists has more in
common with raiding than with large scale, set @iec pitched battles
of European history" (Turton 1996:190). Thasstinction between
raiding and war helps to differentiate two levels asmed conflict.

Socially accredited values and beliefs determire lditer, while the
former is an individual or small group awetth limited or without

societal approval (Turton 1996:191).

Mazrui on the other hand, plays down the dichotdmagween raid and

war. He posits that "the warrior tradition undesknall those issues
linking precolonial combat to modern warfammediating between
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culture and politics, affirming the individuals' lgation to society and
constantly drawing the boundaries between war agwce in human
experience" (cited in Fukui & Turton 1979:191).

Traditionally, raiding among pastoral societies hd#adee main
objectives:

Firstly, it had a social and economic base. An \iudial without
livestock could not actively participate in the wopolitical affairs of
the society.

Secondly, there was competition for grazing land aater. Due to
scarcity or dwindling of resources as a result @&rpopulation or
adverse climatic changes, some groups areedorto move their
livestock to territories that belong to other ethgroups or clans and
this causes conflicts.

Thirdly, there are survival strategies. Loss otleatould lead to raids,
which was one of the options of replenishing degulelterds. Or, raids
could be undertaken as means of increasing oreek as an insurance
against unforeseen calamities. In other words|ecatars constituted a
communal response to natural calamities (Ocan 1995)

The adoption of transhumance by some pastoral tsexientailed the
development of serious hostilities about grazingllamong the various
groups,. According to Dyson-Hudson "aggressive métion” is an

essential component of pastoralists' strategy (Elask1993:1).

In pre-colonial times, pastoral societies tendedide migrations as a
panacea to manage conflict and/or natural calasnifidhe pastoralists
enjoyed friendly relations with most of their neiglurs in spite of

sporadic raids and conflicts, which to a very laegéent were regulated
by elders through the political system of geroraogr(Odegi-Awuondo

1990:46). This peaceful intercourse included intammage between the
pastoral neighbours.

But the imposition of fixed ethnic and national ters by the
colonialists, with little regard to the seasonaliatoons and the needs of
the people for pasture, had serious repercuss@alaty 1990:145). The
borders did not only limit free access to graziagd and water but also
seem to have increased social conflicts amongdk®mlists. As access
to land diminished and populations of people andstiock increased
against available resources, there emerged acutpatdion for water
and pasture. These, in turn, tend to intensify lnotita and cross border
raids and conflicts.
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Today, conflicts among pastoral communities havé&eria new
exaggerated dimensions. They create misery, pgvarid insecurity
among the populace.

4.0 CONCLUSION

In conclusion we could safely say that it is norrfal people to have
different opinions in regard to the place of cudtum conflict resolution.
But the fact remains that we have to advocatehferusage whenever it
is applicable. We must necessarily explore all agsmecessary for the
achievement of peace and orderly behavior in otdealways bring
conflict to a very minimal level. If the traditiohapproach can assist in
doing this, why not?

5.0 SUMMARY

This unit treated building and transforming trusoni below, the
theoretical considerations and the historical bemtkgd.

6.0 TUTOR-MARKED ASSIGNMENT

1. Attempt a critique of the Western legal framekvof conflict
resolution

7.0 REFERENCES/FURTHER READINGS

Batten, T.R., (1965Jhe Human Factor in Community WorkLondon:
Oxford University Press
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UNIT 5 CONFLICT RESOLUTION: AN INDIGENOUS
APPROACH

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Explanations of Indigenous Conflicts
3.1.1 The Pastoralists and Conflict Resolution
3.1.2 Today’'s Standing
3.2 Indigenous methods: Lessons
4.0 Conclusions
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References/Further Readings

1.0 INTRODUCTION

This unit takes an overview of indigenous thmds of conflict

resolution. The test cases are focused in somgandus communities
in East Africa as observed by a perceptive schdasjah Osamba. It
tries to emphasize the need to bring about justicituations of conflict

resolution, in order to avoid recurrence of theflon

2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Explain conflict, especially as it affects indigous methods.

2. Describe how justice could be established thndhg indigenous
method(s) of conflict resolution.

3.0 MAIN BODY
3.1 Explanations of Indigenous Conflicts

The anthropological study of war focuses on attsniptexplain armed
conflicts as a universal feature of the human dondimanifesting itself
in culturally specific terms (Njeru 1998:4). Thesiitution of war may

take different forms. In a single society, variatetegories of armed
conflict are recognised. These range from duels/dset two groups by
appointment, wherein the participants seek todhftion-mortal injury,

to "mother-of-all-wars" battles, which are rare aadult in many deaths
(Fortes & Evans-Pritchard 1940:xx). Feuds or cdlMecactions using
force or the threat of force are not synonymoushwiars since the
actions are limited to obtaining satisfaction foparticular injury and
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are controlled by the norms of a given society.ditgj for cattle is only
one aspect of conflict.

To a large extent, the economic system, the linesaigeture and ritual
ideology facilitated local cohesion as a factorcoimmon solidarity.
Among the pastoral societies, two neighbouring <lacould
occasionally arrange a feud, agreeing to put twuolai age-sets against
each other. Sometimes these engagements turnedyblaahird group
normally intervened as arbiter in such a case.

The social structure of the pastoral groups is dgrgbased on

generational lines and age-sets. Elders form thmisgeneration set. In
their role as political and spiritual leaders oé tociety, the elders laid
down rules and procedures to initiate warriorstlesetisputes, sanction
raiding expeditions and determine grazing areash&ir transhumant

pattern. The society therefore relied on their vwyaedance, prayers and
blessings. Their advanced age and experience was & indicating

their close relationship with the spiritual worlthus, their decisions on
any issue were sacrosanct. The warriors constitigunior generation

set. Their role in society was to execute decisiageed upon by the
elders.

The elders, therefore, played an important padefusing tensions and
conflicts, which usually centred on the controlgoézing land or water.
They had well laid down procedures for settlingadi®ements in which
all the parties to the conflict got a chance to @eross their views. The
elders were recognised as having authority to acaraiters and give
judgement on the rights or wrongs of a dispute stibchto them and
suggest a settlement though they may have had werpof physical
coercion by which to enforce them (Fortes & EvangRard
1940:xviii).

The negotiation or reconciliation process in thaditional setting was
seen as a re-establishment of relationships betpeeple and also with
their God and spirits — who were regarded as wseesand active
participants. As Kiplagat (1998:7) points out: "Téeis a holistic
approach to the process, working with the commumisy a whole,
invoking spiritual forces to be present and accampéhe community
towards peace". The responsibility of the elderss via guide the
negotiation towards an agreement, which would céfles much as
possible the consensus of all the parties involved.

3.1.1 The Pastoralists and Conflict Resolution
Among the pastoralists, ties of kinship, marriagd &iendship as well

as cattle loans often bind neighbours. For exantpke,Luo people of
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Kenya have a proverb stating "kinship is strengdiderthrough

friendship”. Many individuals, therefore, often lkadivided loyalties
and interests in any conflict situation. Hence tiuld apply pressure
for a quick settlement of any dispute. Arddn and Gordon
(1996:235) point out, "when people of different s groups must
marry, live among, and cooperate with one anottieiy cross cutting
ties together with the pervasive fear of feud dtutst an important
mechanism for the maintenance of social order". dthecal code of war
ensured the respect and protection of women, @ml@nd the elderly.
Respect for women was imperative since they reptetige origin

(source) of life. The child represents innocenchilevthe elderly were
considered to be closer to the spirit of the amrss{Njoya 1988:7).
Generally, before the outbreak of conflict or hasgs, the parties

To the conflict tried to settle the dispute pealtgfuOnly when all
efforts to achieve reconciliation had failed die tharties resort to war.
After any conflict, the question of reconciliatievas put on top of the
agenda. It was usual for the two protagonists tetnrethe presence of
an arbitrator from a neutral community. In many esastreaties or
agreements were entered into solemnly and werellysegarded as
binding and sacred. The beliefs behind oaths wea¢ God or some
supernatural power would punish any individual wheoeaks the
requirements of the oath (Mbiti 1970:212).

Among the Turkana, when there was any serious icgnthe elders

would call a traditional peace conference. The whe@dmmunity would

gather with one common objective, i.e. to restbeeliroken relationship
and invigorate the process of healing. Such a mgetiould be open-
ended so that all the participants had time anduappity to air their

views. The meeting would be held in a "ocali atmosphere,
punctuated with stories, songs, dance, proverls,Téte name of God
and the spirits would be invoked during the meetiigoull would be

slaughtered and its blood collected and sprinkheal the air as a way of
binding the community to the peace covenant. As estuye of

reconciliation the whole group would eat the meagtether. Thereatfter,
feasting, singing, dancing and celebration wouldtione for several
days. The whole society would thus be part of tigee@ment and
anybody who violated it could suffer some calamity.

For example, following a bloody conflict beten the Luo and the
Maasai of Kenya, negotiation and reconciliation lgobe arranged by
the elders with rituals to solemnise the occasibme elders and the
"whole community" — women, children and the youthud assemble at
one point along their common border. A makeshifstable consisting
of tree branches would be created along the boaddr the warriors

would place their spears over it. A dog would thenslain and cut in
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half and its blood sprinkled along the border. Therothers would

exchange babies with the "enemy" group and sutidet The warriors

would also exchange spears. The elders would tHen grayers and a
profound curse pronounced on any one whenmgtted to cross the
border and create havoc to either side. After sucthgreement it would
be almost impossible for the two sides ightf again (Augsberger
1992:276). This was a form of creating blood brdtbed.

Thus, in the traditional set up, reconcibati was formally and
informally characterised by the implicit invement of the whole
society. The peace message would then beeged and become
incorporated in the people's oral tradition. T¢mmmunity therefore
serves as the repository within which conflict taton was performed.
As William Ury (1999:28) notes:

Emotional wounds and injured relationships &ealed within the
context of the emotional unity of the community.gOped interests are
resolved within the context of community interestpeace. Quarrels
over rights are sorted out within the cohtex overall community
norms. Power struggles are contained within thetecanof overall

community power.

The mediators (elders) represented the norms auoes/af the society,
especially on moral issues. They thus advocatesttement that would
accord with commonly accepted principles of justitéerms of custom,
virtue, and fairness, and reflect community judgetrabout appropriate
behaviour. Thus, to flout such a settlement wasndgd as defying the
moral order of the society. Conflicts and theirotaton, therefore, were
viewed as events in the comprehensive continuagifosocial life. As

Malan (1997:24) points out: "A typical immediateafjas to reach an
agreement which includes more than merely solvimg problem or
rectifying the injustice. What is specifically aithat in the search for
durable peace, is genuine reconciliation and, whepgssary, restitution
and rehabilitation”.

According to Lederach (1975:53): "Reconciliatisnboth a focus and a
locus, a place where people and things come togeth&reating the

possibility and social space where both truth aodgifeness are
validated and joined rather than a framework inalwhone must win

over the other".

3.1.2 Today’s Standing
Today, respect by the youth for the elders andtridditional hierarchy

of authority has been seriously diluted throughtesgssation. This has
undermined the traditional motives of raiding, tlagding process and
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cordial relationships among some pastoral commasitiraditionally,
the elders were actively involved in the planningpgess and the
performing of traditional ceremonies before an@rafaids. The motives
for raiding were geared to community survival amgbroduction. At
present, raids are mainly geared to individual emdation. This aspect
has led to a profound disregard for alliance amgagforal communities
that were once allies. This in turn hasated an atmosphere of
animosity and vindictiveness.

Thus, the pastoral societies are currently undaggoansformation. The
authority of traditional elders has dwindled as nearyouth acquire
more prominence. The incorporation of the pastooahmunities into
the market economy, through the sale ofstivek and livestock
products, has had some adverse effects. It hasimaed to the
emergence of "cattle warlords" thereby exacerbatirggate of conflict
and insecurity as these "merchants" compete toircdumestock for
sale.

There have emerged new trends, tendencies and dgmaleading to

commercialisation and internationalisation of raittsis no longer a
cultural practice of testing a person's bravery pravess, but a bloody
warfare between various groups. All these poseosgrchallenges to
societal structure, security, survival as well aaditional moral

foundations.

Consequently, the primordial causes of cattle ralis/e been
compounded and exacerbated by the effects of ttdemaeconomy in
tandem with the unfolding and changing nature @iaaelations. The
current struggles are waged with new sophistichtedrms and verge
on ethnocide, where neither women nor children sprared. Is this a
symbol of the breakdown of social norms?

Traditionally, women were excluded from politicaéaision making
among the pastoral communities. In most societlds, exclusion was
ostensibly because of women's inability to keepretec Women,
however, were allowed to attend general communiggtmgs but were
not legible to membership of the Council of eldevost generally,
therefore, parallel authority structure necesditateen and women to
exercise authority over their own gender and itsvéies. Women thus
had their own courts, market authorities age grade institutions.
These organisations reflected the sexual divisibnlabour and the
different roles for men and women. Thus, for wom@ower across the
gender line could only be exercised indirectly miormally — behind-
the-scene. Nevertheless, women had some tradifoaeknowledged
rights to land, animals, etc.
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Today there is a need to give women a more prorirea in conflict
resolution. In Africa there is a tendency of igmgriwvomen as important
agents of socio-economic transformation. Yet worhene, in many
respects, been the most conspicuous victims ofieitonflicts. Thus,
there is need to involve them more in the procéggperating solutions
to conflict by positively influencing men fro engaging in such
activities.

3.2 Lessons from the Indigenous Methods

The indigenous methods of conflict resolutisinessed the need of
fostering a spirit of peace and mutual respectbfath individuals and
groups, in times of peace and in times of conflldtis was effectively
ensured through the institution of the colrdfi elders and age-set
organisations. The elders played an important irolgefusing conflicts
within and between societies. Theywere able nb@anage and
counterbalance the aggressiveness and militarptatien of the youth.
Conflict was viewed as a communal concermnflict resolution
followed conflict patterns as embedded in the noamd customs of a
society. Resolution processes, therefore, wergurally prescribed.
Emphasis was placed on reconciling the protagomdts each other,
rather than on establishing right and wromgnner or loser. Thus
punishment was not aimed at retaliation, but atorgsy equilibrium,
usually through the mechanisms of restitution,olagy and
reconciliation. There was emphasis on justice amhéss, forgiveness,
tolerance and coexistence.

Conflicts were, therefore, seen as events in tgghnh of social life. A
holistic approach to resolution was emphasised. Spgtual dimension
was quite evident. Since cultural values are ingmarto the people, a
traditional approach was inclined towards rituals to promote a
conciliatory community. The approach thus emphasibealing of
emotional wounds created by conflict and restonatof social
relationships. This was often done through pubtits &f reconciliation,
which were entered into by all parties, and wenedinig on all the
involved parties. The rule for breaches was exclusiom society. All
these helped to transform conflict to harmony asminded the groups
of their shared unity.

Thus, in the African setting there is no "privatespdite” of any
seriousness, since a dispute affects everyoneenn@y or another. As
one African philosopher, John Mbiti (1970), corhedays, the African
philosophy is based on the "I am because we areecause we are
therefore | am" principle. To the Africans, themefothere is recognition
of the importance of relationship and harmony m¢bmmunity.
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The ethical code of war ensured respect and protedbr women,
children and the old in times of conflict. For doie peaceful
coexistence, tolerance and understanding are immortlements in
indigenous conflict resolution. This encompasses dalloption of joint
problem-solving techniques incorporating dialogugconciliation,
mediation and accommodation, which lead to the wgrkout of a
consensus.

4.0 CONCLUSIONS

African societies are undergoing socio-politicansformation, which
involves a change in values, often reflectadloss of traditional
reference points and adoption of western valuess Tdnds to create
psychological stress within individuals and soeigtiConflict among the
pastoral groups, and between the elders and théh ywave become
more pronounced. There is intense competition &mgge for survival
among these societies. Conflicts, therefore, appeahave become
endemic. These phenomena may destroy the basicsnafrisocial and
ethnic cohabitation. The precursors and naturehe$d conflicts thus
need to be identified and addressed.

The state of insecurity and conflict in the bordeds calls for concerted
efforts from both the pastoral communities themsglvand the

governments — if some semblance of law and ordexyell as respect
for human life, is to be restored in the region.eféis a need for
pastoral societies to reinforce their institutiosapacities with specific
reference to traditional norms, rules and regutetioespecially in

tackling the twin phenomena of violence and insé&gufFor durable

peaceful coexistence to be achieved, the pastaminmuinities must
accept the reality that each is part and parceh@fwider geo-political

and economic entity.

Moreover, unless there is understanding of theohjisbf a society and
its people, and above all a process of recona@haéimong the pastoral
communities based on justice, the cycle of revetagebecome normal
and the violence unstoppable. The mayhem in Somslia classic
example. The state, society and individuals needdimpt mechanisms
and identify how the environmental or ecologicalett to peace and
security could be contained, lessened or eradicated

There is a need to revitalise customary law in lecnfesolution. It
should be noted that such law is not sporadichastgreat significance
for its adherents as it has "passed the test @ ti®uch customs are the
result of some systematic, carefully planned arslgieted patterns of
behaviour — and thus not irrational or erratigs lteflexive and adapts to
reflect the changes in the society.
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The study concludes that the incorporation of iedgus methods and
cultural values could greatly contribute to restiora of peace, security,
and stability and cordial relations among the pastcommunities in the
borderlands of Eastern Africa.

5.0 SUMMARY

This unit treated explanations of indigenous cehflihe pastoralist and
conflict resolution, today’s standing and the lessdrom indigenous
methods.

6.0 TUTOR-MARKED ASSIGNMENT

1. What are the theoretical issues raised by H@3samba in support of
the indigenous approach to conflict resolution?

2. State the historical background of conbfliesolution in Eastern
Africa.

3. What are Josiah Osamba’s findings.
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5.0 Summary
6.0 Tutor-marked Assignment
7.0 References/Further Readings

1.0 INTRODUCTION

Some people often downplay the various traditionathods for
resolving conflict in Africa. Here, the differencegstween the Western
and African methods are ex-rayed. Selected casiestwof different
ethnic nationalities in Africa and their methods atudied.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

1. Explain African methods of conflict Resolution;
2. Demonstrate the need to make use of African oastreven in
government circles.

3.0 MAIN BODY
3.1 Differences between Western and African Approdes

3.1.1 Conflict and Conflict Resolution: Assessingthe
Applicability of Western Approaches

Western Assumptions and Techniques: Although ocnf a human
universal, the nature of conflicts and the methofisesolving conflict
differ from one socio-cultural context to #mer. For instance, in
contemporary North American and Northern Europeartexts, conflict
is commonly perceived to inhere between twomore individuals
acting as individuals — i.e., as free agents pnogstheir own interests in
various domains of life. Conflict is accepted asatural concomitant of
self-interest and competition which when subjecamooptimal amount
of regulation by carefully designed institutionegks societies dynamic,
energetic, and strong. While prevailing viewk conflict between
groups promulgated by such disciplines as inteonati relations are
less sanguine, the Western view of conflict as na&tand, in principle,
“solvable” had led many proponents of conflict leson to identify
random as well as organized violence as symptonasrafed for social
and structural change. While conflict can leadséparation, hostility,
civil strife, terrorism and war, it can also stiratd dialogue, leading to
fairer and more socially just solutions. Conflicinclead to stronger
relationships and peace.

15¢



PCR 114

Introduction to Conflict Resolution Process Il

The basic assumption made by Western conflict uéisol theorists is
that conflict can and should be fully resalv This philosophy,
whereby virtually every conflict can be managedresolved clashes
with other cultural approaches to conflict. Manylteres, including

African and Arab-Islamic culture, take thesdeoptimistic view that
many conflicts may be intractable. They can evalieugh phases of
escalation and confrontation as well as phasealaf and a rerun to the
status quo ante. Far from implying mere patysiin the face of
conflict, such views are often associated with é$foto deal with

incipient conflict quietly and indirectly, to molzé social networks to
control and reduce violence, and even to strive domprehensive
reconciliation when circumstances appear propitious

According to US-based scholars of conflict resoluti conflict erupts
either because of different interpretations regeydiata, issues, values,
interests and relationships or because ofatigied human needs.
These scholars view conflict as having a positisevall as a negative
dimension. It acts as a catharsis for socialibeiss helps redefine
relationships between individuals, groups, arations, and make it
easier to find adequate settlements or possibl@utesns. During the
last ten years, however, more and more goméhin the field of
conflict resolution have been calling attentionthe centrality of deep
psychological dynamics that sustain and repced conflict. In
response, they have affirmed the importance of @eledgment and
forgiveness in achieving lasting reconciliation axgaonflicting parties.
According to this argument, many of the world’'s mastractable
conflicts involve age-old cycles of oppressiovictimization and
revenge. These conflicts, which can have dangeamatslong-lasting
political repercussions, are rooted in a psychakgidynamic of
victimization. Racism and “ethnic cleansing”eaonly the most
dramatic manifestations of such cycles of victirtimand vengeance.

3.2 African Traditional Methods in Conflict Resolution

Different research findings on African Tradral Methods from
selected areas of the region explored varioustioadl approaches to
conflict resolution. The data focused on particuidbes in Uganda,
Kenya and Tanzania and also analysed the traditomat system of
the Banyarwanda of Rwanda. The findings put intasaderation the
unique African Culture that emphasizes the resglvof conflicts

amicably through elders, traditional leaders healamd reconciliation
rituals.
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3.2.1 African Traditional Methods In Kenya: A CaseStudy Of
The Pokot And Maasai Peace Building Cultures

(As Presented by Dr. Somjee Sultan from Peace MumsslKenya).

The Maasai and Pokot are two ethnic groups that l@en involved in
ethnic clashes for over a decade. Both groups cfrora a Nilotic
background, with territories that stretch over puditical boundaries of
East Africa. Reconciliation among the two ethnioups is not usually a
one time event, like the signing of a peace acedi@r battle, it occurs
in series, building on and affirming peace symhvakh rituals related to
the community’s experiences and memories handed freen past
generations.

3.2.1:2 Peace Concepts and Symbols

Peace concepts and symbols are used in this protessonciliation.
Osotua- The Maasai word for Pea€gsotuaand it means a gift out of
relationship. The Maasai refer to the umbilical c@s Osotuafor it
symbolizes the first relationship, which is betweaba mother and her
child. At birth the umbilical cord is cut relucténty taking the knife
three times in a mock cutting motion andntlstopped because all
relationships are sacred and they may not be sgvérken finally grass
is tied on either side of umbilical cord so that thother and child may
separate and continue to have a good relationstdghance separate in
peace. Today grass is a symbol of peace among #asadiland several
other groups, and is carried to demonstrate peagagdwar and times
of ethnic tensions. Grass mediates a relationstipmwindividuals or
groups live separately but in respect of each &heeparateness as
everyone else does after separating from the wadihis. is a symbol of
humanity that all people share irrespective ofrte#inic loyalty.

Grass -This is another symbol used by the Maasai and afoips like
the Kalenjin to demonstrate peace in war times atiohic tensions.
Whenever there is a fight and a Maasai picks upsyrthe fighting stops
because they believe they all come from one womb,mother and the
one relationship. To the Kalenjin grass is pasturé pasture is milk for
cows. So grass is a life-sustaining elemeaketio -Among the Pokot is
a pregnancy belt calledeketiQ which supports pregnancy hence life.
This belt is studded with cowrie shells. When tlod®? are fighting and
a mother removes her pregnancy belt and puts wdset the men, the
fighting must be stopped. She does not have thvddiblogical mother
for in this community, a mother is a mother of temmunity. It is the
same among the 18 Kalenjin groups. The Maasai iardDsotug is
also the word for beauty. They believe that whéwerd is no beauty
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there is no peace. For the Pokot the wordPgHio” which also means
beauty. Beauty follows peace. Where there i's pethege is beauty.

Ol DonyioMount Kenya is a mountain of peace because inmantain
of Keri - beauty. Amongst the Maasai it is refertedas ‘Ol Donyio
Keri” because the white glaciers contrast with the dailleys, forming
one sacred mountain. This contrast refletis ¢ontrast in human
society. The Maasai accept and follow the philogophOsotua which
iIs not only harmony, but also harmony brought lnlj with contrast
or differences. Thus they sdyin disorder, there is order”.

This appears again in the discipline of making oreats. They make
150 different types of ornaments following six hesic systems that are
based on the understanding of the philosophy ofgeBhese then relate
to other environmental symbols like trees. Treesditl living symbols
of peace-making in this part of Africa.

Oloip - When the Maasai are making peace they sit undéadesof a
particular tree. This shade is referred to a®ip”. But before they sit,
each one of them has to drop all the weapons that barrying and then
proceed under the tree to begin the negotiationen\there has been a
murder in the clan or within a group, the

Maasai meet under a dead tree where there ioloip*® because they
are discussing something very grave. These are sdntee different
examples of aculture of peacethat still exists today in resolving
conflict. Very often ethnic groups that neighboacle other use similar
symbols. Peace is a holistic issue, a heritageinwdifferent groups in
society.

3.2.3 African Traditional Methods In Uganda: A Case
Study of The Acholi and Karamojong Tribes in
Peace- Building.

(As Presented by Freda Nkuttu, Millennium Consultts)
3.2.3:1 The Acholi

The Acholi tribe was chosen because they occup\tréhern region in
Uganda, in both Gulu and Kitgum districts, wherer Was been raging
for quite a long time. The Karamosjong were chosecause they are
pastoralists, known for cattle rustling in the rndaguring tribes in
Uganda, Kenya and Sudan. According to the rese@ndings, the
Acholi people, contrary to the view that they lilkghting, are one of the
greatest peace lovers in the country. Tloeiture respects a lot of

162



PCR 114 Introduction to Conflict Resolution Process Il

traditional methods of conflict resolution. €ékh have well detailed
rituals of resolving conflicts.

Mato-Oput - meanseconciliation among the Acholi. It is a detailed
ceremony meant to reconcile conflicting partiesrsBes in conflict
appear before the council of elders who patiemhgh to each party and
cross-examine them in order to establish the raases of the conflict
and the guilty party. After a time consuming scrytiand the guilty
party is found, the prescribed therapy must leabdaonony and peace.
An animal is sacrificed and the blood sprinkledtlo@ shrine of the God
of truth and the reconciler. This is done by ancdadfing priestly order.
These two parties are then required to share theat and millet bread
and eat from the same dish and drink some beeyndd of total
reconciliation. Mato-Oputis performed in an isolated place or at the
bank of the river to chase away hatred and revenge.

3.2.3:2 The Karamojong

The Karamojong on the other hand are known fotecatistling. This is
their way of life. Cattle raids are done when:

A father has lost all or part of his livestock thgh sickness and needs
to replace it.

When livestock is needed for marriage.

When a young man has not finished paying the agneetdber of cattle
to the father of the young woman.

To deal with this phenomenon, one needs to undetdtze culture of
the Karamojong. Usually many lives are lost dutiing raids. However,
on returning home after the raid, some ceremoniesparformed to
amend the loss of lives taken. This shows that #reynot pleased with
the killings that they have committed, but theinywed life demands it.

Despite their being known to be warriors, the Kavgong have various
ways of resolving conflicts. Their ceremonies in&klders to sit down
and listen. The accused speak one at a time, arisiales are made on
the basis of the arguments contributed by eacloper®he government
should try to understand these processes and tryalto to the
Karamojong elders in bringing about peace.
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3.2.3:3 African Traditional Methods in Rwanda: A Case
Study Of The Agacaca

Method Of Conflict Resolution Amongst The Banyarwaiaa.

(As Presented by Dr. Ephraim Kamuhangire, Camssioner of
Antiques and the Uganda Museum).

Agacaca -s a traditional mechanism of conflict resolutian@ngst the
Banyarwanda. This method is used to resolve candliche grassroot
level through dialogue. It is an intricate systefmcastom, tradition,
norm and usageUrucaca - The word Agacacacomes from another
word "Urucaca” which is a type of grass that is commonly foumd i
various parts of Rwanda, Burundi, Western Ugandd &lorthern
Tanzania. In Western Uganda this grass is refaoesd“Orucwamba”.
Many African homes are clusters of clan and fanghclosures and
when such a cluster is well established, an everggegass, which is the
Urucaca,grows around the home, especially in front of thena. When
there is a problem within the clan family or theighdourhood, the
elders gather at the site in front of the home eaxch party is then asked
to present its case. The problem has to be solveidadly to the
satisfaction of the parties involved and the culpuys a pot of local
brew for the elders. This culprit is later fined mprimanded by the
elders.

The significance of such a dialogue of conflictoleson is that: It is
safe and better for conflicting parties to resdlveir differences as soon
as the problem arises without going out of therifaenily or inter-clan
confines which would otherwise require the intetien of external
forces. For external forces sometimes misconstngeréasons of the
conflict and at times politicise or aggravate ithigher proportions than
the real reasons for that conflict. Today, the goreent of Rwanda has
adoptedagacacato deal with some of the 1994 genocide cases rather
than resorting to the international or Arusha tnials.

3.2.3:4 African Traditional Methods In Tanzania: A Case
Study Of The Wamakua, Wamwera
Wamakonde And Wayao.

(As Presented by A.M Hokororo, Senior lecturer dtet Center for
Foreign Relations in Dar es Salaam).

In Tanzania, the research findings centered ontfthes; the Wamakua,
Wamwera, the Wamakande and Wayao.

Historically the four tribes belong to the samedadocommunity and
they all crossed River Ruvuma from South Africaifianzania in the

164



PCR 114 Introduction to Conflict Resolution Process Il

latter part of the 19th century after the incursimf Shaka Zulu. The
four tribes believe in the existence and effectesmof the spirits of the
dead, that is Mahokd a name given to people when they die. They
believe that thes®ahokasare supernatural beings that can intercede for
human beings to God and can also punish human $dmg their
wrongdoing. These tribes believe that God comes &éind theMahoka
comes second. The Almighty God himself and kahokakeep the
countries from plagues and diseases and from biewvaded by the
enemy. But, if the country is hit by plagues, faesinwars and floods or
attacked by marauders, the elders of the Wamweemakua, Wayao
and Wamakonde will meet to assess the situationdewike ways of
solving this apparent problem.

First they have to accept the fact that perhapg tave offended the
Almighty God and théMahoka.

Then the elders decide on steps to be taken lgtnéaby all adults in
the clan.

They also organize a ritual ceremony for resol\img conflict with God
and theMahoka

In case of conflict over a farm boundary or overhéd, the council of
elders must establish the facts of the case andder@ solution. This
may take several days to decide and later the awiieg are reconciled.

A meeting for reconciliation is convened and thetipa involved are
summoned together with the witnesses. Each ofvloepiarties takes a
calabash of water and sits on haunches in fronh®fcrowd and then
sips from it, and promises to abide by the decisiatde by the council
of elders.

Taboos are also customary ways of telling peoplatwd do and what
not to do. Any breach of a taboo is punishablenea way or another.

The problem that is confronting us, is how to tbk public that it is
feasible to use African Traditional Methods in dantfresolution. There

must be a way of sensitising the people that tli®ranother way in
solving conflicts without necessary going to thert® or the police.

3.3 Discussion and Reactions

After the presentations were made participants \geren time to react
to the data collected. Below are some of the qoestihat were raised.
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To what extent is traditional Media like song, deaand dance used in
Solving conflict?

It has been noted that African traditional methads active within the
common settings of the society, but how can thewndepted and used
in government circles so that they may not be ooked?

To what extent have traditional methods amsbnthe Pokot and
Karamojong been used to curb conflicts amongstttises?

In the Western world man is believed to be by reaewil, what is the
notion of African philosophy towards human nature?

Are there studies done on African counselling?
Is all conflict destructive or is there conflicaths constructive?

Food and brew have been pointed out as elementsctimaplete the
process of reconciliation. What role do they play?

What is the role of women in this Conflict Resabmi mechanism,
because in Africa women are seen to be marginaized

How do we relate African traditional methods witletsociety today?
For today we have states and national legislattow does one relate
these methods to the current legal situation?

How do we compromise traditional conflict resoluatiith the Christian
beliefs of understanding conflict resolution?

3.4 Key Issues that were identified by The Discuss Group
on African Traditional Methods

1. Participants discovered the importanceAfrfican traditional
methods and noticed that one cannot dispense widset
traditional approaches any more because they embolty of
African cultures that show that Africans also use@ounsel and
resolve conflict peacefully.

2. Participants noted that the return to Africamaditional Methods
needed more information and dissemination of thedseof
alternatives because African Traditional Methodsulght about
total reconciliation and healing.

3. The workshop agreed that African Traditional Mets promoted
image and self esteem of the people involved.

4. Participants noted the lack of respect for elddue to lack of
information amongst the youth on the role playedhgyelders in
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society. They advocated for the re-installatiorth&fse traditional
approaches and the sensitisation of the youth enrdhe and
significance of elders.

5. The workshop noted some factors like poverty tbiegate elders
into the background.
6. Participants agreed that African Traditional Mezs were not

primitive at all. In fact they acknowledged the ion@ance of
African Traditional Methods in solving problems society and
encouraged the public to believe in the positivaditronal
approaches to peace building.

7. Participants also noted that African TraditioM#thods worked
differently in different cultural settings but withis urbanization
era, participants recommended the adoption of Affric
Traditional Methods in a multicultural society. Mowork needs
to be done in this area, especially as modern icorilits across
tribal and indeed national boundaries.

3.5 Significant Players ldentified in This Field of African
Traditional Methods

1. Religious leaders were identified to play an am@nt role in
African traditional methods.

2. The Police and the armed forces

3. Policy makers, the government and those invoivedaking
modern law.

4. The youth, especially those involved in cattistling and

5 The rest of the community

4.0 CONCLUSION

This unit re-emphasized the need for attention ¢ophid to African

traditional methods in conflict resolution. Thisakso demonstrated by
practical examples from the discussion group. lalso important to

recognize the need cooperation among the conterfdigs and the
significant players in the field.

5.0 SUMMARY

This unit discussed the differences between thetenesand African
approaches, African traditional methods in conflicesolution,

discussions and reactions, key issues discussékebygiscussion group,
African traditional methods and the significanty@es in the field of
African traditional methods.
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6.0 TUTOR-MARKED ASSIGNMENTS

1. Make an assessment of traditional methods dilicoresolution
among the various ethnic groups in Rwanda.

7.0 REFERENCES/FURTHER READINGS

Coser, L. (1956) The Function of Social ConflictilRdelphia: The
Free Press.

Cook, J.B. (1975) Compromise, Conflict and perspectDept., of

Regional and Community Affairs, College of Publinda
Community services, University of Missouri.
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UNIT 2 RECOMMENDATIONS ON AFRICAN
TRADITIONAL METHODS

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Recommendations on African Traditional Methods
3.2 A Feminist Approaches
3.3  African Approaches
3.4  Towards synergy
3.5 Some examples of methodology
4.0 Challenges and Conclusion
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References/Further Readings

1.0 INTRODUCTION
Aside from the recommendations in the African tiadal methods, this

unit also lays emphasis on the views of women om twobring about a
peaceful society and the necessary methodologyg abpted.

2.0 OBJECTIVES

At the end of this unit, you should be able to:

1. Describe the need for alternative view on peand,;
2. Explain the new methodologies.

3.0 MAIN BODY
3.1 Recommendations on African Traditional Methods
1. The workshop further recognized the need it@worporate

traditional approaches in the African legal systasna positive
step in re-instating people’s confidence in Africiraditional

Methods.

2. Participants felt the need to strengthen, rebeand disseminate
information from elders before it dies out whemnytipass away.

3. The workshop recognized the re-orientatiowards authentic

African arts and the need to look at our Africattune through
music, dance, songs and folklore for piece building
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4. The workshop advocated for the integration ofigpee African
traditional approaches in the school curriculum atie
restoration of ethics and values in institution$eaining.

5. Participants recommended everyone to lobby fdricé&n
traditional methods because these methods are esirfipkible
and easy to understand and apply. They are alsexpensive.

6. The workshop also recognized the need to ssasitnd educate
the youth on African Traditional Methods, and thgortance of
elders in our society. African and Feminist Appiloes to Peace
Education : Meeting on the Margins IAlison Lazarus,
University of Natal, Durban, South Africa.

The Conflict Prevention Newsletter and Conflict Ads, the magazine
of the African Centre for the Constructive Resantof Disputes, have
agreed upon a regular exchange of articles. ACC@RILthus provide
a special focus on Africa to this Newsletter. Hais toccasion, Alison
Lazarus, reflects on meeting points of African arfieminist
epistemology and considers what it has to offertfaming in conflict
resolution and peace education. Being on the mahgia had its
advantages, she argues. It is here, outside omtedstrom/malestream
of Western epistemology, that women and iedays people have
sought to nurture alternative approaches to whasttates knowledge
and how this knowledge may be known. The indigenaud feminist
approach to epistemology seeks to discuss, theandesuggest ways of
acquiring knowledge that enables living in a morgeliectually,
spiritually alert and sensitive way by addimgher processes of
validating knowledge to those of reason and logic.

Feminist and African perspectives on ways of kn@wia a serious
attempt to gain personal insight, analyse and wtaied the world and
encourage innovative thinking about waye solvethe  world's
challenges. These twin perspectivad African and feminist

epistemology offer a serious and sustainedllefige to reality as
defined by realpolitik ideology. Realpolitik profe a world of states,
people and systems in constant competition makingafworld that is
basically anarchic. It is only through the thregtar use of, force and
the amassing of arms that political aims can beeaekd. This amassing
of arms is made in an attempt to balance powerlpRkik is currently

being de-centred and the epistemological centteeisg remoulded in
the 21st Century by alternative ideologies of treywhe world works.
The defining feature of the alternative knowled@éhe world is that the
world is essentially interconnected and interdependrather than
competitive and anarchic. This alternative undediteg of the world,

offers additional and relevant methodologies.
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3.2 A Feminist Approach

Feminists and peace activists challenge realpoaiitikheir method of
Intentionally Imaging Peace. Betty Reardon desesrihew it works:
‘When women's vision for global peace takes thenforf intentional
imaging, actual steps, events and policies areuated that could bring
the vision into being. Such histories of the futare sometimes called
transition scenarios. This is a systematic andtegii@ planning for
change that starts in the freeing of the mind thhoeonsciousness-
raising. Consciousness-raising leads to identifyimgv violence is
utilised, by whom, to what effect and with what sequences. More
importantly consciousness-raising leads to thectieje of violence. For
feminists, intentionally imaging peace usually tstavith the rejection of
the brutal impact of violence on women and movés nadical social
action against armament and war. Realism and pissitiwill go only
so far as to identify, describe and analyse hovewme works but not
make a value judgement on it. Positivism merelycdbses and predicts.

Feminist epistemology is honestly and distinctlyluealaden. It is
reflexive, clearly stating where it positions ifseind asks that that
position be analysed as part of the issue. It maikegalse claims to
objectivity operating without a subject. Rathetaikes subjectivity as its
starting point. Thus feminist approaches to researd development of
the body of knowledge brings to epistemology a mgrdocus on
subjectivity, recognising the researcher as subgect integral to the
subject of study. In doing so it asks questionsualwho is doing the
research, who is absent in the study and who isepteand what
consequences this has for validity of interpretatibhe rejection of war
is possible through the intentional imaging of titkeer not as enemy but
as another human being, a mother, a son. Intefifotraaging is a
powerful liberating tool that enables one to untdard that while war is
a choice of action, peace is a better choice. Fstailike Carol Gilligan
(1984) argue that given the general experiencearhen as created by
patriarchy and exclusion, women have come to l@am specific way
that can be called a female mode of reasoning,raemts way, a female
way. This way is characterised by an ethics ofncara web of networks
rather than hierarchical understandings of whaigist and wrong based
on abstract principles. Betty Reardon charactetlsegeminine mode of
knowing as follows: 'The feminine mode of thinkivghich emphasises
such linkages as those among disarmament and peéec®nstrates a
preference for problem solving comprised of opemmmnication, free
access to information, and honest discussion ééreéifices and dialogue
among all concerned. Women, whose experience diictohas been
long and varied, particularly as peacemakers infaéinaly, see the best
ways to resolve conflict as those that help to nadéast some of the
concerns of all conflicting parties, what has camée called 'win-win
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solutions'. This familial or kinship model of coietl resolution, in which
maintaining constructive human relationshipsaisprimary concern,
seeks fairness and reconciliation rather than myabo retribution.

Feminist epistemology validates that knowledge Wwhis formed in
dialogue with and inter-relationships between peofko-feminists also
highlight the dialogue that must take place withura Learning from
and through nature is more than the control angugakion of nature
through the manipulation of its laws. They suggéstt it will take a
faculty such as intuition additional to reason adl\&s an ethics of deep
caring born of interdependence, if we are to diaéowith and achieve
knowledge of nature. This centering of the intdatienships between
people and between people and nature is also tiphass of African
knowledge systems.

3.3 African Approaches

Ptika Ntuli, characterising African approaches pistemology explains
that an understanding of interconnectedness andltaineous states of
being characterises African philosophy of beingthe world and the
relationship between people: 'We need to end thaista set up by
Western thought. The process of actually buildimg? | am using the
theory of quantum physics and quantum mechanicgder to explain
this. You say for instance, when you talk about thave-particle
dualism. The wave-particle duality simply tells that if you study the
particles velocity, you loose its place and timehéN you study it in
terms of its place, you loose its velocity. Onacsually interdependent
on each other. The particle alone cannot constitueeflow. A flow
without the particles cannot be a wave in itselhé you say a person
IS a person because of other people you are tallbmut seeing the
interconnectedness not the wave-particle dualibtertlependence is
captured in the concept of Ubuntu. African epistiErgy bases its
challenge to realpolitik on the philosophy of uhunThis philosophy
recognises that individual identity is possibleyoml community with
others and nature. 'l am because you are'. Wittedationship with the
other and without reference to the other, the iidldial can not be. One
can not have a sense of 'me' without a sense of Nudi explains: 'In
Africa and India a human being 'exists becauseldrnigeand | belong
therefore | exists'. It is a 'be-ing witlonsebody', so being with
somebody else kind of structures us. In @empractical way, our
cultures insist that when the child is born fotamse, the umbilical cord
is buried into the ground and a tree is plantedther words, making a
link between human being and plant life." This péaphy creates a
mindfulness of the other that is so necessaryyaekeand significant to
any conflict resolution process and joint gmion of long term
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solutions. It challenges us to find resolution thedets the needs of the
other and nature.

3.4 Towards Synergy

Feminists and those writing and uncovering Afrikmowledge systems
within the African Renaissance Movement meet in Hwofeminist
Movement. In stressing the interconnection betwa@mans and nature
feminists teach of and act to defend the planetnag&cological and
environmental degradation. Feminists challenge tteology of
militarisation. They believe non-violent action fdrange is possible.

We have seen such non-violent action by wonme the peace
movements across the world and in the eco-femassibns of "Third

World women' in fighting nuclear waste dumping, atlvised dam
building and deforestation by logging companiese Titerconnection
between human and nature in African cultural pcacts described by
Ntuli: ‘Usually people don't call me Ntuli they tahe 'Sompisi' which

means father of the hyena. Hyena is our familyntotl is ugly, it has

the strongest jaws, it is nasty but for eco-vi#ilit needs to exist
therefore my family is entrusted with a task of mgksure that it exists.
These interrelationships then underpin our subgoansanind and they
underpin the culture in which we live in. It is teéore not difficult to

see that the maintenance of peace and com#immlution has got a
springboard in the African philosophy that stressearmonious

relationships.

3.5 Some Examples Of Methodology

Learning sessions designed and devised from a fstmamd African
perspective would include interactive small grouprky role plays,
simulations, reflection time, interfaith meditationteam building, art
based methodologies such as art workshops, bodiptse song,
storytelling and journal writing. It will also drawn cultural practices
such as drum circles, ritual, and encouraging atcgsknowledge
through music, dance and trance/altered statebeadthg processes.

These methodologies enable the values identifiedBéhgnky such as
sharing, respect, affirmation, tolerance and cotioecto become not
only the objectives of the learning sessions bet phocess by which
learning takes place. Belenky et al characterisariethodology most in
tune and effective with women thus: 'Educat@an help women
develop their minds and authentic voices if theypleasise connection
over separation, understanding and acceptance agsessment,
collaboration over competition and discussion odebate and if they
accord respect to and time for the knowledge tima¢rges from first
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hand experience. In the learning space, this niggy ttee form of women
engaging in rituals using stones which they brmghe circle, place in a
basket, encircle in a dance, then retrieve whewn tek a story of their
life's experience. These stones become symbolsanéd knowledge for
building on and into a collective understandingories are not debated
nor interpretations argued. Participants listerhaut framing a counter
response in their minds while stories are told.hBatall stories are
listened to for patterns and threads. There is ttemgpt to arrive at a
correct answer, rather all stories are consideoedatry a part of the
solution or truth. Another method to understand rilagure of conflict,
its impact on people and ways to heal from conffiety take the form of
writing down the conflict issues and its persorfé¢cts on a sheet of
paper. This is then torn into pieces and used pgepalache to build a
vessel. This vessel carrying ones pain ishamged. These vessels
remind one of another's pain and makes one minaffdnes actions
towards others. What this does is create the thlésfor generating
options that take the other into accounte Qan articulate through
words the need for win-win solutions but the phgkiexperience of it
goes a longer way towards attitude change. Sodié @f pain becomes
the vessel that carries the positive demonstratiothe ability to turn
conflict into something creative. It is more difiit for retribution and
revenge to become entrenched, thus allowing he#tirtgke place and
balance to be created. Accessing and honouring Haad experience
and healing in conflict situations is an importéadture of African ways
of knowing. Ntuli explains the way in which Africagultural practice
enables an individual experiencing conflict émperience knowledge
formation: 'If someone is disturbed and is not alyuharmonised. What
do you do? You go to the 'sangoma’ and the sangdaya drums. The
act of playing these drums is to play a monotonoue that becomes
pure sound. It is through this level of a pure sbtirat the subconscious
is now being engaged. And there will be shoutikg Imantras. This
song goes on and on and the person starts danuthgciually moving.
And when the person starts dancing and ngowie starts shouting
words. These words that are disjointed form thagtof your wish. The
sangoma collects all of these words and forms seagewith a positive
sense and feeds them back while your mind canrstitive them. By
the time you stop, your subconscious mind has lveearmed. These
examples are not the stuff of traditional Westergnitive approaches to
training in conflict resolution but they are relav&éo peace education in
an African context and the context of women's lggyn If peace
education programmes have the objective of buildingeace culture,
then it must enculturate. It must bring into therteng space and
methodologies the culture of ordinary women andinany Africans.
Belenky et al explain: 'In the masculine myth, @onétion comes not at
the beginning of education but at the end...havmmgved beyond
reasonable doubt that he has learned to think mptex, contextual
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ways, the young man is admitted into thaeteimity of powerful
knowers. Certified a thinker he becomes one of thEms scenario may
capture the 'natural' course of men's developmeanttraditional,
hierarchical institutions, but it does not work f@omen. For women
confirmation and community are prerequisites rathan consequences
ofdevelopment.

4.0 Challenges and Conclusion

Given the traditional approach to learning, an &dn feminist peace
educator is faced with the challenge of taking fastimethodology into
traditional male domains of peace keeping and matgonal negotiation.
The challenge is to get men to learn in new way® ferms learning of
the 'heart and spirit' is the colloquial collectiplirase for learning
through intuition, visioning and faculties of uns@nding which are
now under the scrutiny of western scientists wagkin the fields of
quantum physics, meditation and alternative healiftgese alternative
methodologies are not a mish mash of yearningsrahants of a Sixties
peace movement. Nor is it the 'new age romanticesnthe barefooted
sisterhood. It is not an anti-science counter-calthat romanticises the
past or the future. It is more than the dabblingdishffected Western
youth in Eastern and indigenous philosophies. Rditilp cynically
upholds the view that force or the threat of foredhe way to attain
political ends. The alternative way challenges itieology and upholds
the view of a world capable of co-operation angrattice in alternative
ways of thinking about the world. A win-lose opti@® no resolution.
Victory of one over the other is not resn, it is in essence
subjugation until balance is achieved. In Africdmi@sophical thought it
indicates the responsibility of the 'victor' todimesolution not exact the
greatest spoils. It means calling up the resolvieetoncile and maintain
balance and harmony with people and nature. Battinist and African
epistemology understand the fundamental interachathe world to be
one of interdependence, both emphasise co-operataionship
building as the cornerstone of peace making antl bentre people as
primary to peace making and states as secondaoysadll these of
course run counter to realpolitik analysis.

50 SUMMARY
This unit treats recommendations on Africa tradidlb methods, a

feminist approach, African approaches, towards mgneand some
examples of methodology.
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6.0 TUTOR-MARKED ASSIGNMENT

1. To what extent can Western approaches to comégolution be
applied to Africa? What do you understand by Afni¢eaditional
methods to conflict resolution?

2. State some of the methods you know in confisiolution in
Africa.

3. What are the recommendations on the Airi¢eaditional
methods?

4. What are the challenges of the African tradd@iomethods to

conflict resolution?
7.0 REFERENCES/FURTHER READINGS
See writings of Hans Morgenthau, Hedley Bull artieos.

Betty Reardon: Women's Vision for Global Peace.lUoarentzen and
Turpin (ed.)1996: A Gendered New World Order. (223)
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1.0 INTRODUCTION

As an informal way of settling disputes, mediatioas come to stay.
This unit takes an indepth look into this practieed how mediators
have used them, the steps taken, among othersnip &bbout peaceful
settlement of disputes.

2.0 OBJECTIVES

At the end of this unit, you should be able to
1. Describe the experiences of the experts inighe; fand
2. Explain the various dimensions of mediation.

3.1 Facilitative Mediation Process
Our attention here is focused on the following éssu

Summary of Mediation
What is Mediation?
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3.2 Styles of mediation, Case studies by two expsrin the
field of mediation etc.

Mediation is an informal, voluntary and confideh@ocess in which a
trained professional dispute resolver (the medjatdacilitates

understanding, communicatioand negotiation between disputing
parties and assists those parties in reachimgr own mutually
acceptable resolution to their dispute.

Where the dispute is already in litigatiome tparties are normally
assisted in mediation by their legal counsel.

Mediation differs from negotiation in that partiegith apparently
incompatible demands turn over the dispute reswiupirocess, but not
the dispute itself, to the mediator.

Mediation differs from arbitration in that a mediaimakes no decisions
as to how the case should be resolved; rather #diator guides the
parties in making this determination.

Mediation differs from case evaluation in that tinediator makes no
finding as to the value of the claims and therenas penalty if the
mediation is unsuccessful.

Mediation differs from litigation in that it is gcker and less expensive
and allows the parties to work-out their own salns in private rather
than having an unknown result imposed on them judge or jury in a
lengthy, expensive and formal process.

Mediation is built upon all of the following condsp

Voluntariness

Privacy

Confidentiality

Economy

Promptness

Informality

Control of hearing dates

Lack of risk

Lack of fear of an appeal from a favorable result
Opportunity for parties to tell their entisgory without rules of
evidence

High likelihood agreement is not violated

If you have any questions about mediation, or wéeithis right for you,
please contact m&ithout obligation

17¢
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In a mediation process the problem solving apprasclefined as one in
which negotiators learn about each other’s interaati BATNAs (Best
alternative To A Negotiated Agreement), brainstaptions, and select
and shape a solution that meets their interests, \ahere appropriate,
objective standards. Participants are not depet¢o sacrifice their
client’s interests in order to be collaborative.

Styles of Mediation: Facilitative, Evaluative and
Transformative Mediation

According Zena D. Zumeta, a lawyer who has a lomg Experience in
mediation practices, mediators around the coutd§)( find themselves
uncomfortable with what is being called mediationtheir own and
other areas. Accusations are made that one or emaibproach to
mediation is not "real" mediation or are not whéerds wanted. In
addition, many clients and attorneys are confusediawhat mediation
is and is not, and are not sure what they willigétey go to mediation.

= Facilitative Mediation

» Evaluative Mediation

= Transformative Mediation
» Pros and Cons

= Strong Feelings

= Concerns

= Styles vs. Continuum

= Conclusions

= Bibliography

3.2.1 Facilitative Mediation

In the 1960's and 1970's, there was only one typeetiation being
taught and practiced, which is now being called cilRative
Mediation". In facilitative mediation, the mediatstructures a process
to assist the parties in reaching a mutually adreeeesolution. The
mediator asks questions; validates and noremliparties’ points of
view; searches for interests underneath the pasittaken by parties;
and assists the parties in finding and analyzingioop for resolution.
The facilitative mediator does not make recommaeadatto the parties,
give his or her own advice or opinion as to thecoote of the case, or
predict what a court would do in the case. The atediis in charge of
the process, while the parties are in charge obthieome.

Facilitative mediators want to ensure that parteme to agreements
based on information and understanding. They pradamty hold joint
sessions with all parties present so that thegsadan hear each other's
points of view, but hold caucuses regularly. Thegntwthe parties to
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have the major influence on decisions made, rathan the parties’
attorneys.

Facilitative mediation grew up in the era of voket dispute resolution
centers, in which the volunteer mediators were megfuired to have
substantive expertise concerning the area of thpute, and in which
most often there were no attorneys present. Thanweér mediators
came from all backgrounds. These things are st ttoday, but in
addition many professional mediators, with and with substantive
expertise, also practice facilitative mediation.

3.2.2 Evaluative Mediation

Evaluative mediation is a process modeled on sediid conferences
held by judges. An evaluative mediator assistspheies in reaching

resolution by pointing out the weaknesses of thages, and predicting
what a judge or jury would be likely to do. An evalive mediator

might make formal or informal recommendations te parties as to the
outcome of the issues. Evaluative mediators arearoed with the legal

rights of the parties rather than needs and interesd evaluate based
on legal concepts of fairness. Evaluative mediatoegt most often in

separate meetings with the parties and their ay@;rmpracticing "shuttle

diplomacy". They help the parties and attorneyalate their legal

position and the costs vs. the benefits of pursuniggal resolution

rather than settling in mediation. The evaluativedmator structures the
process, and directly influences the outcome ofiatiech.

Evaluative mediation emerged in court-mandated ourtereferred
mediation. Attorneys normally work with the coumd thoose the
mediator, and are active participants in the mexhatThe parties are
most often present in the mediation, but the mediaiay meet with the
attorneys alone as well as with the parties ana Hteorneys. There is
an assumption in evaluative mediation that the atedihas substantive
expertise or legal expertise in the substantarea of the dispute.
Because of the connection between evaluative mediand the courts,
and because of their comfort level with settlemeomferences, most
evaluative mediators are attorneys.

3.2.3 Transformative Mediation

Transformative mediation is the newest conceptefthree, named by
Folger and Bush in their book THE PROMISE OF MEDI®N in
1994. Transformative mediation is based on the emmluof
"empowerment” of each of the parties as much assilples and
“recognition” by each of the parties of the otharties' needs, interests,
values and points of view. The potential for transfative mediation is
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that any or all parties or their relationships nieytransformed during
the mediation. Transformative mediators medh vparties together,
since only they can give each other "recognition”.

In some ways, the values of transformative mediatigrror those of
early facilitative mediation, in its interest in powering parties and
transformation. Early facilitative mediators fulixpected to transform
society with these pro-peace techniques. And thé&y. dlodern

transformative mediators want to continue that esscby allowing and
supporting the parties in mediation to determine direction of their
own process. In transformative mediation, the parsitructure both the
process and the outcome of mediation, and the noediallows their

lead.

3.3 Pros and Cons

Supporters say that facilitative and transformativediation empower
parties, and help the parties take responsibibtytheir own disputes
and the resolution of the disputes. Detractors thay facilitative and

transformative mediation takes too long, and toterofends without

agreement. They worry that outcomes can be contrastandards of
fairness and that mediators in these appssaatannot protect the
weaker party.

Supporters of transformative mediation say thatilifatve and
evaluative mediators put too much pressure on telidn reach a
resolution. They believe that the clients shout&tide whether they
really want a resolution, not the mediator.

Supporters of evaluative mediation say that cliemésit an answer if
they can’t reach agreement, and they want to kraw their answer is
fair. They point to ever-increasing numbers of rige for evaluative
mediation to show that the market supports thie tgpmediation more
than others. Detractors of evaluative mediationtkay its popularity is
due to the myopia of attorneys who choosealuative mediation
because they are familiar with the process. Thd\eethat the clients
would not choose evaluative mediation if given egioinformation to
make a choice. They also worry that the evaluatiegliator may not be
correct in his or her evaluation of the case.

3.4 Strong Feelings
Mediators tend to feel strongly about these stglesnediation. Most
mediation training still teaches the facilitativepaoach, although some

attorney-mediators train in the evaluative model] &olger and Bush
have a complement of trainers teaching the tranmsftve approach.
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Many mediation standards (from national and statediation
organizations, and state legislative and judiciabmtion programs) are
silent on this issue; others prohibit evaluatiomg @ few require it. For
example, the Mediation Council of lllinois agtard IV (C) Best
Interests of Children states: "While the mediatas a duty to be
impartial, the mediator also has a responsibildypromote the best
interests of the children and other persons who warable to give
voluntary, informed consent...If the mediator betie that any proposed
agreement does not protect the best interestshe children, the
mediator has a duty to inform the couple of hisher belief and its
basis."

Another example of these strong feelings is thatl@97, Florida’s

professional standards for mediators were reviewead, the committee
got stuck on the issue of evaluation in mediatibme current rule says
"a mediator should not offer information that a ma¢ak is not qualified

to provide" (Rule 10.090(a)) and "a mediator shaowdtl offer an opinion
as to how the court in which the case has beed fil#l resolve the

dispute” (Rule 10.090(d)). The committee came ath wwo options for

a new standard on this issue: Option One wouldipitogiving opinions

except to point out possible outcomes of the c@gsion Two states
that the mediator could provide information andieehe mediator is
gualified to provide, as long as the mediator doesviolate mediator
impartiality or the self-determination of the pasgti After receiving

comments on these two options, both werehdswn and the
committee is trying again. The comments were many strong. Early
in 2000, the new rule was written to reflect Optiomo.

In a new Michigan Court Rule effective Augu%,2000, which

authorizes judges to order cases to mediation,Silngreme Court of
Michigan differentiated facilitative processes fr@valuative processes.
The rule states that courts may order partiesdititidive processes, but
not to evaluative processes.

3.4.1 Concerns

There seem to be more concerns about evaluativetrandformative
mediation than facilitative mediation. Facilitativenediation seems
acceptable to almost everyone, although some file$s$ useful or more
time consuming. However, much criticism has beerelel against
evaluative mediation as being coercive, top-doweaviy-handed and
not impartial. Transformative mediation is critietz for being too
idealistic, not focused enough, and not useful lfasiness or court
matters. Evaluative and transformative mediatoffs,caurse, would
challenge these characterizations. Sam Imperati, eikaample, sees
evaluative mediation as ranging from soft to hdrm raising options,
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to playing devil's advocate, to raising legssues or defenses, to
offering opinions or advice on outcomes. He thaetwelieves that it is
not appropriate to assume that evaluative iated is necessarily
heavy-handed. Folger and Bush, on the other sidkeofliscussion, see
transformative mediation as ultimately flexible adted to all types of
disputes.

Another concern is that many attorneys and clielotsnot know what
they may get when they end up in a mediator’s effome people feel
that mediators ought to disclose prior teerds appearing in their
offices, or at least prior to their committing teediation, which style or
styles they use. Other mediators want the flexjbito decide which
approach to use once they understand the neels phtticular case.

3.4.2 Styles vs. Continuum

Samuel Imperati and Leonard Riskin believe thegestare more a
continuum than distinct differences, from leaseméentionist to most
interventionist. The Northwest Chapter SPIDR Sureeyl other less
formal surveys have noted that most mediators osee dacilitative and
some evaluative techniques, based on individudlssknd predilections
and the needs of a particular case. Folger and Bashmore distinct
differences in styles, particularly the differenoé "top-down" vs.

"bottom-up" mediation. That is, they believe thataleative and

facilitative mediation may take legal informatiasotseriously, and that
resolutions coming from the parties are much marepd lasting, and
valuable. However, in informal discussions, manwcgitioners who
utilize the transformative model state that theyx rfacilitative and

transformative techniques rather than using orth@other exclusively.
It would seem that in general mediators are on atimoum from

transformative to facilitative to evaluative edmation, but are not
squarely within one camp or another.

3.4.3 Conclusions

There is room in mediation practice for many stylescluding

facilitative, evaluative and transformative mediati Each has its
usefulness and its place in the pantheon of disfadelution processes.
Imperati believes that most mediators use a cortibmaf these styles,
depending on the case and the parties in media®mell as their own
main approach to mediation. Some sophisticateetiators advise
clients and attorneys about the style they thinkilkdoe most effective
for their case. Some parties and attorneys areisagaied enough to
know the difference between types of mediation sm@sk mediators
for a specific type in a specific case. It appeahed it would be helpful

for mediators at the very least, to articulate &otips and attorneys the
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style(s) they generally use, and the assumptiodsvatues these styles
are based on. This will allow clients to be betmd more satisfied
consumers, and the field of mediation to ddearer on what it is
offering. It can only enhance the credibility arsfulness of mediation.

3.4.4 Facilitative Mediation

In facilitative mediation, the mediator structu@egrocess to assist the
parties in reaching a mutually agreeable resolutidime mediator asks
questions; validates and normalizes parties pahtgew; searches for
interests underneath the positions taken by padies assists the parties
in finding and analyzing options for resahuti The facilitative
mediator does not make recommendations to theepadive his or her
own advice or opinion as to the outcome of the ,casgredict what a
court would do in the case. The mediator is inrghaof the process,
while the parties are in charge of the outcome.

3.5 Multi-Track or Two-Track Diplomacy

The people of Portsmouth and the State of New Hamgpfmployed
multi-track or two-track diplomacy during the tlyidays negotiations of
the Treaty of Portsmouth. In between the formeg¢atinegotiations, the
people of Portsmouth hosted informal meetings,eeornal and social
events throughout the local area to foster intesquaal relations between
the Russian and Japanese delegates. This metlpedod negotiation is
becoming a new, broader approach to resolving natemnal conflicts,
especially when the parties want no form of govesnimas an
intermediary between the two. Portsmouth is disteexample of this
process before scholarship identified the trackdnacy.

The term “Track Two Diplomacy” was coined in 198¥% Boseph
Montville, referring to the range of unofficial dawct between
negotiation and people to enhance and move fortveergpeace process.
Montville. Then a U. S. diplomat, used the terncamtrast to Track On
which refers to diplomatic efforts to resolve cact only through
governmental channels.

By 1991 it became clear that conflict resolutiorswiao complex in the
modern world for two tracks to successfully negetia lasting peace.
This evolution of diplomacy and negotiating theded Dr. Louise

Diamond and Amb. John McDonald to coin the term “Multi-
Diplomacy”. This term was an advance on tvaxk theory to

incorporate a number of different ways that peam@lcc be reached to
the channels.
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Multi-Track Diplomacy, broadly defined refers toridifferent “tracks”
that all contribute to international peace and koinfesolution.

Track One: Governments

Track Two: Business

Track Three: Private citizens

Track Four: Educators

Track Five: Peace activists

Track Six: Religion

Track Seven:The funding community
Track Eight: Media

Track Nine; Coordination.

Each track in itself contributes to resolving tloaftict however they are
best used in coordination.

The value of the multi-track approach to confliesolution is that often
the unofficial contacts can diffuse much of the féonh before

negotiations begin. The unofficial contacts damild bridges and
relationships to develop trust and foster mutualenstanding. Though
this could also reverse the dehumanization of adrdind put a human
face on each enemy making it more easily developedsonal

understanding and trust. Often the de-escalatiahresults from such
contacts is necessary, before official negotiationé be considered
politically.

3.6 Jocelyn Dan Wurzburg: The Mediator

JOCELYN DAN WURZBURG as a Memphis, Tennessee Medihas
written on mediation of workplace issuégcording to her employment
relations seem to be getting more complex. Todayaree not merely
hired until our boss says you're fired. Some ofhase contracts for
employment. Some employees worknder contracts established
between the company and a recognized union. Thaseacts usually
cover issuesof hiring, termination, hours, wages, and working
conditions. Some employees are protected from ichgtation in the
workplace — protected from prejudicial actioagainst a person
because of race, color, creed, religion, sex, dgability, and national
origin. A worker is protected from sexual harassimen

In Tennessee, an employer can still let an emplagyeat will except in

breach of a contract, private or union, or if thepéoyer is practicing
unlawful discrimination.
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Many of these issues give rise to conflict and, wheey do, work and
the work place suffer. It seems the entire workgmgvironment is
affected, so quick resolution is desirable.

Mediation is a process that can help employers emgloyees, co-
workers,

Management and labor in dispute resolve their euefl Mediation, a
form of assisted negotiation with the help of arked impartial third
party called a mediator, can help people in dispegotiate a settlement
of the conflict instead of litigating it. Employmiglitigation is extremely
costly and lengthy.

So why mediate an employment dispute? Becausgquittker, cheaper,
and, most importantly, it allows the parties to ibecontrol of the

outcome. It may be possible to resolve thepute and save
employment relationship. Resolve it pre-suitd amaybe someone
doesn't have to get fired!

Going to mediation before a lawsuit is commencettespyou unwanted
publicity. You may find your judge ordering you tity it. The process
is confidential and if it doesn’'t work, the judganmot know why it
didn't or what had been negotiated. You have ngttoriose and a lot to
save. You retain all of your legal rights

3.6.1 What Kinds Of Employment Disputes Are Good é&r
Mediation?

Some of disputes that can be mediated include neaneigt conflicts,
departmental issues, labor/management, terminatiwurs, wages,
working conditions, sexual harassment, and otheaimd of
discrimination.

3.6.2 Sexual Harassments especially well suited for mediation
since confidentiality is to be prized. In mediatidhmay be possible to
resolve the conflict without having to terminateegrone involved.

Any time a continued employment relationship isim®s or required

after the resolution of the conflict, mediation,ifge a cooperative
process, heightens the chance of a cooperativenoarg relationship.

4.0 CONCLUSION:
The role of mediation in conflict resolution is yamportant, and from

the benefit of hindsight of some practiticnan the field we can
evaluate the place of mediation in conflict resolut
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5.0 SUMMARY

In this unit we treated, facilitative medati process, styles of
mediation, the pros and cons, strong feelings, iftralkck diplomacy,
and Jocelyn Wurzburg's experience as a mediator.

6.0 TUTOR-MARKED ASSIGNMENT

What do you understand by mediation?

What is multitrack diplomacy in mediation?

How has Zena Zumeta analyzed the styles ofatiedl?

What is Jocelyn D. Wurburg's view on nadidn of workplace
iIssues?

honNE
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1.0 INTRODUCTION

The unit explores in practical terms the job of thediator. It is not
enough to talk about mediation without actually Wimg what the job
of the mediator entails, and the steps niediator often applies in
his/her duties.

2.0 OBJECTIVES
At the end of this unit, you should be able to

1. Identify who the mediator is
2. Explain the job of the mediator
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3.1 The Mediators Job
3.1.1 What is Mediation?

Mediation is a method of conflict resolution, whiokes a negotiation
process between two or more parties to arrive mutually agreed-to,
legally enforceable contract. The mediator doesimpibse the contract
upon them.

3.1.2 How Does Mediation Differ From Arbitration?

Mediation derives from a win-win model of confliceésolution. The

mediator's job is to help the parties resolve thenflict and facilitate a
communication of ideas between them. The end rasula legally

enforceable contract. In this sense mediatisnmore similar to
settlement discussions than to arbitration or artcpuoceeding. In

contrast, arbitration is much more akin to triahrthit is to mediation.
Just like at trial, the parties in arbitration "triheir case before one
arbitrator or a panel of arbitrators. Rules of ewice and civil procedure
apply in arbitration but not in mediation. The &riors have all

decision-making power and, at the conclusion ofgheess, they find
for one party and against the other party.

3.1.3 Does Mediation Apply Only to Legal Disputes?

No, mediation can be, and is, used to resolve wbmfbetween family
members, business owners, and employers and eneglo@dten, these
conflicts revolve around personal differences andcommunications
rather than legal issues. The negotiation modehediation is ideal for
resolving these and other non-legal disputes.

3.1.4 Why is Mediation Cheaper and Faster Than Ligation?

Mediation usually proves less costly and time-comsg than litigation
because the mediation process focuses on solutmediately. The
parties need not engage in lengthy discovery ortgroceedings.

Objections based on rules of evidence, such assaga "irrelevant”,

and "lack of foundation” do not apply to mediatasicdssions. In fact,
allowing these objections frequently precludes iparfrom having a
discussion about the very matters that mean theé taakiem. There is
no appeal process in mediation either. Fbr od these reasons,
mediation is much more direct and to the point, eodsequently, less
time-consuming and costly than litigation.
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In mediation, there also are no attendant costs as filing fees, expert
witness fees, and extensive photocopying and expileparation costs.
Furthermore, parties normally share mediation feegducing the costs
incurred by each side. Conflicts that may take yaarcourt can be
resolved in days, and at a fraction of the cosgubh mediation.

3.1.5 Is Mediation Confidential?

Yes. Mediation provides two layers of confidentialiFirst, the process,
by its nature, is deemed confidential. Second ptirties have the ability
during the mediation to meet with the mediator safedy. In these
separate sessions, the parties are able to shimmenation with the
mediator that they might otherwise not want to shaith each other.
The mediator is obligated to keep this informatmvate, unless the
party expressly grants the mediator permissiorm#oesthat information
with the other party.

3.1.6 Who is Present during the Mediation?

One of the most wonderful benefits of mediatiortgslexibility. Parties
are free to have consultants, accountants, atteyr@ywhomever they
desire present during the mediation. Of oceum@l individuals must
abide by the terms of confidentiality that govdra tediation process.

3.2 Who Determines the Outcome of Mediation?

The parties determine their own solutions. Studle®sw that this is one
of the reasons so many people find mediation matisfging than any
other method of conflict resolution. Through meidiat the parties are
able to communicate directly with one another amd gain an
understanding that they might not have obtainectrotise. They are
empowered to arrive at their own solutions, rathan being subject to
a decision imposed on them by the "Law", a judge ury. After all, it
is the parties who are the experts on the situatdmand, and it is they
who are most qualified to decide what outcome thair best interests.

3.2.1 What is the Mediator's Job?

The mediator's job is to be an expert facilitatoggotiator and listener.
The mediator helps the parties overcome their comcation impasse
and uncover solutions that meet their underlyingdseand concerns. In
a sense, the mediator also acts as a translansldting what each party
says into terms that the other party hears witleating attacked or
judged. After all, we all know what it is like tgpsak to someone and
have that person not "hear" what we mean. At theclosion of the

mediation, the mediator drafts the agreement feptrties.
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3.2.2 What happens if an Agreement is not reached?

There is very little downside to mediation, everaif agreement is not
reached. The process is voluntary, and ifsitnot progressing, that
usually becomes clear early in the process. Frahgkrspective, very
little expense is incurred because the mediatidvad o not reach

agreement generally terminate rather quickly. Somest parties worry

that, if an agreement is not reached, they willehgMayed their hand.”

Keep in mind that one need not play his/her "hapellause parties in
mediation always have the ability to call a privagssion. Also keep in
mind that even in litigation parties are forced'ptay their hand" under

our rules of discovery and disclosure, whiahe more liberally

construed today than ever.

3.2.1 When is the Best Time to Look into Mediatioh

Mediation is appropriate at any stage of conflicts never too late!
Some parties use mediation proactivelyr kustance, if parties
anticipate a problem arising in the near futureytmay use mediation
to facilitate a dialogue and agree ahead of timeodsow that problem
will be handled. Other parties insert mediaticlauses into their
agreement, providing for the mediation of futurenftiots. One other
method of providing for mediation on an ongoing ivas to hire a
mediator on retainer for disagreements that maseaver the course of
a designated period of time. Most often, parties@ct a mediator when
they recognize a conflict has arisen and is noa@dod go away. When
this happens, it is never too late to propose niediaThere is very
little to lose in doing so, and so much gain. Repeatedly, parties
surprise one another and, even in the midslitightion, engage in
mediation to a successful agreement.

3.3 Seven Steps to Effective Mediation

(AS DEVELOPED BY DIANA SANTA MARIA AND MARC A.
GREG OF THE LAW OFFICES OF DIANA SANTA MARIA, P.A.,
USA)

According to Diana Santa Maria and Marc A. Greg $latg a case
before trial often involves mediation.

In its most basic form, mediation is a process hicw a neutral third
party called a mediator acts to encourage andtteilthe resolution of
a dispute between two or more parties. It is a axdwersarial process
designed to help the disputing parties reach a aflytuacceptable
agreement.
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In mediation, decision-making authority rests wtitle parties. The role
of the mediator is to assist them in identifyinguss, fostering joint
problem solving, and exploring settlement @psi Since each party
wants to mold any settlement to its own benefig, #dctual process can
combine elements of show-and-tell and poker.

Whether mediation before trial is court-orderedvotuntary, lawyers
have a duty to their clients to maximize the pa&drior settling fairly
and equitably. Of course, not all cases can béedetiVhere it is clear
there is absolutely no chance of settlement, yawlshask the court to
be excused from mediation to avoid wasted effod any unnecessary
expense.

However, even when a case does not resolvamediation, the
experience may prove invaluable because the infowméhat is gleaned
during negotiations may compel the parties t takew approach to the
case. Mediation affords an attorney the unique dppdy to evaluate
an opponent's style and the issues an opponenbai#mphasizing at
trial. It will also allow the attorney to assesswhavell an opponent
responds to the weaknesses in a case. This is tifeesame kind of
information lawyers seek through depositions andefadly planned

discovery requests. The following tips can helpdpice a successful
mediation.

3.3.1 Choose a Mediator Carefully

Opinions differ on the importance of choosiag mediator. Some
attorneys believe that the choice has little obearing on the outcome,
so they give little thought to this part of the @ess. However, we
believe that choosing an appropriate mediasoras important and
deserves as much of a lawyer's attention as ssjgctiors for trial.
Unlike at trial, the parties at mediation settle tase among themselves
rather than submitting to the decision of a judgejusy. However,
whether in trial or mediation, lawyers are oblighte provide clients
with the same level of care, be it in selectingofaror in selecting a
mediator. Lawyers who have a working knowledgehaf tnediators in
the local circuit and who carefully consider mediat personality styles,
backgrounds, and suitability for a given case aerny the way for a
successful mediation.

Mediation is essentially a negotiation betwetre parties and is
governed by the same principles that applyatny negotiation. The
process varies depending on the personalitiessgeald strategies of
the participants-- including the mediator.
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To a great extent the personality styles of théigpants determine the
outcome. Since the mediator's job is to facilitateesolution that the
parties and their counsel working alone noanaccomplish, the
mediator's style can be a great aid -- or a gnegediment -- to the
negotiation.

Understanding personality characteristics aegotiating styles will
give you an advantage at mediation. Negatatstyles may be
identified and grouped according four basic personality types

directors, influencers, steady types, and comptigrgs.

Directors, as their name suggestwant immediate results They
accept challenges, and they make things happeerctdrs seek power
and authority, prestige and challenge. They neéérstto weigh the
pros and cons of an action and calculate risks.

If you know that certain parties or their counse directors, selecting a
directing mediator is likely to bring the diation to a quick, but
perhaps premature, conclusion. Any settlement wowgldd to be
accomplished quickly, but your client could get stisanged in the
process.

Influencers are articulate "people person" types wlo make
favorable impressions on othersThey want to be popular, and social
recognition is important to them, as fieedom of expression.
Influencers need others to seek out the facts andsfon the task at
hand.

An influencing-type mediator may be able to keemediation socially

lubricated, so that directing parties do not reachimpasse or walk out
too soon. The chances for a settlement betweendivexting parties

would tend to be increased with a well-respectediuencing-type

mediator.

3.3.1:1 Steady types are patient people who focus o
getting the job done

They want security and prefer the status aquess valid reasons
indicate change is necessary. teady types needsotitgo can react
quickly to unexpected change and extend themselvesw ways to

meet the challenges of an accepted task.

A steady-type mediator could be particularly effeetwhen the parties
are influencers, providing a patient focus on thetd and the job at
hand. Any settlement would be more likely to acddian all the facts
and needs of the parties.
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Details that otherwise might be overlooked by iefiaing or directing
types will more likely be covered.

3.3.1:2 Compliant Types Tend To Concentrate On Key
Details.

They focus on key directives and standards. Thent vea sheltered
environment with standard operating procedures awturity.
Compliant types need others to delegate importaskst and expand
their own authority.

A compliant type may be most useful in mediatiotwsen director and
influencer parties, accepting delegation of varitasks and providing
no challenge to the parties' desire for control argression. In this
situation, a settlement would likely take into cdesation the concerns
and fully articulated positions of the parties.

The compliant-type mediator; under the circumstangeuld act more
as a messenger between the parties.

The implications of this kind of analysis for theedmtion process are
readily apparent. The point is that the process amtome of any
mediation will depend, in large part, on who thetipgpants are. So, it is
important to select a mediator appropriate to thgchbodynamics of a
particular case, given the parties, issues, andssunvolved.

3.3.2 Prepare For Mediation, and Know The Client'sBottom
Line.

Prepare and plan the mediation as if you were pirggpdor trial. Show
confidence, commitment, and professionalism at yevs&age of the
process. Remember; the opposing party is evaluatingspects of the
mediation.

Be prepared and prepare your client, becdhsepossibility always
exists that the mediation will reach an impasse.sBee the client is
prepared to discontinue the process if it appadile f

Know the client's bottom line. Confirm it beforeldamnd be clear about
this. If you are ambivalent on this point, your awaltence will be

construed as less than a full commitment to thentl position. Be
prepared to end the mediation if it be-conoémar that the client's
bottom line will not be reached.

An exception to this rule occurs when new informatemerges that
materially affects the client's position. You thee®ed to be prepared to
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work with the client to agree on a new bottom lgeethat the mediation
can continue.

Clients who are well informed about the processraoee relaxed and
make a better impression. Ensure that the clientvknthe purpose of
mediation, the gamesmanship involved, and the \Jikgbals and
strategies of the other party.

Clients need to know that they are an integral mdrtan effective
presentation and that they should display an ap@tepattitude during
the mediation despite any negative feelings thexeltaward the other
party. Clients should come to your office approj@iyaattired and ready
to finalize strategies at least two to three hdwefore the mediation
begins.

Communicate clearly to the client what thdd® of a successful
outcome are if the case goes to trial. The clientelying on your
guidance to make informed decisions. Analyze dkrsffrom the other
side with realistic expectations.

Make counteroffers that consider the client's bottdine, the
appropriateness of the last offer discussed, akasgethe history of the
mediation's give and take. However, do not considew long the
mediation has already taken. Mediation can reagoad result at any
time, be it 1 hour or 23 hours into the processvads try to approach
each point in the negotiation with fresh energpvoid mental traps that
could adversely affect the client.

3.3.3 Negotiate At A Time And Place That Is Advarsgeous

Avoid negotiations that take place too early or kaie in the day or in

too close proximity to another unrelated, importament, such as an
important hearing on the same day. You need tobte ta adjust your

schedule to stay longer than planned for your tliethe mediation is

flowing and purposeful. Ensure that all tkey participants are as
focused and alert as possible. At minimum, the atexhi should take

place on neutral, comfortable ground thatc@venient to counsel,
client, and mediator.

You and your client should arrive early to famitza yourselves with

the environment and the surrounding facilities. iWoringing along the

entire case file, but do have all supporting doauisiesuch as accident
reports, medical records, applicable case lawg economic loss
analysis. If necessary, also bring appropriate supgiaff to assist with

document retrieval.
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When possible, use this time to set up visual #ddé will keep the

mediation visually lively. Make sure all electroniequipment is

operational and correctly positioned. In paeoinjury cases, use
blowup exhibits of the client's injuries and otley pieces of evidence.
Mount on poster board and visually enhance impordmcuments and
critical medical records, just as you wouta trial. A little extra

expense and attention to these details could makgemendous
difference in the way your case is evaluated by ymponent.

3.3.4 Share Information Strategically.

By the time a case reaches mediation, quite a fbibformation has
already been disclosed by each side, particuldrthe case has been
litigated for a while. Before putting the mattetarsuit, you may have
presented the other party with a demand packagedikelosed your
theory of liability and outlined your client's dages. At the mediation,
you should build the initial presentation on this\pously disclosed in-
formation, emphasizing the elements that supportfasorable
settlement.

It is possible that the other party and the ottetys counsel have taken
a relatively routine approach to the case until thediation. Use
mediation to hammer home your case, exposing theoress why the
plaintiff will win big at trial.

Address your case's potential weaknesses, but edpain why the
strengths of your position outweigh any weaknesses why you will
obtain a favorable verdict at trial. Let the otlssle see how the case
will play to a jury.

In some cases, it may be advantageous tmw sh short video

highlighting the strengths of the case. The videaufd include excerpts
of depositions of key experts and before-and-aftiénesses, scenes of
the client before and after the injury, npaper articles noting the
client's achievements, and accolades awarded tclitet before the

injury. These can take any form desired, as thexena evidentiary rules
at mediation.

Remember; there are no guarantees that the caksbendlettled. Even
though each party should arrive at mediation pmegpao resolve the
case in good faith, part of the other side's mtibwamay be to prepare
for trial -- not to actually resolve the case. Dat wlisclose any more
elements of your position than you have to in ortterachieve a
satisfactory settlement that is fair to all theties:
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On a related note, reserve some informationuse later in the
mediation. A successful mediation may take hourgesplve. If you
allow your opponent to understand your position &aoly, he or she
will make an offer based on that understanding.hWétding some
information allows you to reveal your position itages, and a more
satisfactory settlement for all parties is liketyresult, based on a better
understanding of your client's position.

3.3.5 Prepare The Mediator.

Several weeks before the mediation, prepare aenritverview of the
case -- for the mediator's eyes only --t thawes a quick, accurate
reference to all pertinent information, and hantivee it to the mediator
immediately before the mediation. Stamp it confid@nbecause this is
your work product, which reflects your mental ings®ns of the case.
For example, in a personal injury case, includectlent's name, date of
the collision, current age and age at tinee tof the collision, and
employment information and earnings on theéedaf injury. Also
provide the facts of the case, counsel's theorjabflity and the other
side's defenses, as well as why those defensesrfaibn't materially
affect a favorable outcome for your client. In dnbh, give a detailed
description of the client's current damages, indgdall injuries, the
impact on the client's life, the assessments dfediting physicians and
other experts, related medical bills, and ot#{pocket and earnings
losses.

Include a detailed description of the client's fatyrospects. Provide
specific information about the client's future eaomnc losses, including
medical needs and earnings capacity losses prepgrad economist or
vocational rehabilitation consultant. Also give ansnary of the

insurance limits or resources available from theeptparty and any
coverage issues that may apply.

A good mediator should be impartial, which impleescommitment to
aid all parties, not any individual party, in mogitoward an agreement.
®This commitment is mandatory in Florida, which laa®pted mediator
qualification requirements and to our knowledgethe only state to

implement a disciplinary process for mediatbraNothing in this

obligation, however; precludes the mediator fronkimg a professional

determination that the case should be resolvednenparty's terms. In
fact, any agreement based on the mediator's inapartw of the merits

of each side's case will be entirely appropriatenfithe perspective of
the mediator's statutory or ethical obligations|asy as the mediator
remains impartiat.
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If you are comfortable with and respect the medjdtt him or her be
your sounding board. When meeting privately witle tmediator; be
candid when discussing any offers the other sidg hwve made. If
uncertain, ask the mediator for strategic inputoag/hat the next move
in the process should be.

Mediation statutes generally provide that, withtaier very limited

exceptions, nothing that is said to a mediatorrdpupgrivate caucus may
be disclosed to the other party or anyone elseowitlthe disclosing
party's consent, and the confidentiality of all ma#idn proceedings,
including any disclosure of records or materialsismbe maintaine®.

This confidentiality requirement encourages opend ahonest

negotiation by the parties.

A good mediator will recognize the strengths aral wWeaknesses of the
plaintiff's case -- and the defendants -- and sbedh disputing parties
toward a fair and equitable result.

3.3.6 Use the mediator as a messenger.

Certain information cannot be conveyed to tteer side without
evoking adverse-- or even hostile --reactions. Egample, a non-
negotiable aspect of your position can rarely bmught directly to the
other party without causing that party to raiseegnally non-negotiable
position. This can be unfortunate, because thebeatke facts may be
the key to a successful negotiation. Expressing itifiormation to the
mediator in private, and encouraging the mediatozdmmunicate it to
the other side may defuse potentially explosivetieas.

The mediator's job is to move the partids their initial positions
toward settlement. Provide the documents, factsheories that go to
the heart of the other party's weaknesses to ghliti@anal leverage for
your client. Doing so helps bring the oth&ide closer to a fair
settlement

Although being candid with a good mediator is intpot, let the
mediator discover all the case facts oveneti A mediator who
understands the plaintiff's bottom line too sooril wpend less time
exploring available options and may miss an oppartuto effect a
more equitable settlement.

A mediator who arrives at a gradual understandihghe plaintiff's
position will be more likely to engage irewn methods of problem
solving to settle an old and frustrating problerent@mber; mediation is
a journey for all the participants, and shortcutaynshortchange the
process, possibly to the client's detriment.
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For example, there is often a chance -- howevghsk-that you could
be underestimating the value of your case. In thet,opponent may be
willing to pay more than your client's bottom linBy allowing the

mediation process to run its course, both sides faeailitate a creative
solution in which the parties reach an unexpectedut mutually

agreeable --settlement.

3.3.7 Seal The Deal In Writing.

A clearly written agreement is the goal of mediati@&nsure that this
document carefully describes the intent and agreerbetween the
parties and is signed by all parties and their selurThe time frame for
all payments should be clear, as should any unéaoleprelease terms.
This way, elements of the settlement not explicalydressed in the
written agreement will be unenforceable.

One person should write the agreement, with inpomfeach of the
parties. This reduces the opportunity for errott tten result when too
many hands create a document The agreement cammi@ahensive or
merely memorialize the basic elements of the seétd, depending on
how the parties wish to construct the binding atgpet the agreement
At a minimum, the agreement should ensure thahalkey elements of
the settlement, including the respective obligaiari the parties, are
sufficiently detailed so as not to be subject tterpretation later.
Ambiguity can kill the deal.

Given the evolving trend toward mediation as a kadind sometimes
mandatory exercise in dispute resolution, the ujpnomises to test the
traditional role of trial lawyers in ways that wikkhallenge their

imaginations and creativity. Trial lawyers need®alert to maximizing

the potential benefits that mediation may bringhir cases.

Clients who are well informed about the mediation pocess are more
relaxed and make a better impression.

4.0 CONCLUSION
The importance of mediation in conflict resolutios further re-
emphasized here. Hence, the need to state the torslimb, and how

the out come of mediation can be determined, asagsehe seven steps
to having effective mediation.

5.0 SUMMARY

This unit treated the mediator’s job, who determirke outcome of
mediation, and seven steps to effective mediation.
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6.0 TUTOR-MARKED ASSIGNMENT

1
2.
3

4.

7.0

. What is the mediator’s job?

Who determines the outcome of mediation?

. Is the decision of the mediator binding the disputants?

Explain.
Discuss the seven steps to effective mediatis developed by
Diana Santa Maria law offices.

REFERENCES/FURTHER READINGS

A number of books have been written on m@galh from many

perspectives. A varied sampling would include:

Roger Fisher & William Ury, Getting To Yes (1991)

John Patrick Dolan, (199Negotiate Like the ProgLawTalk)

Alvin L. Goldman, (1991Bettling for More

Herb Cohen, (198%)u Can Negotiate Anything

Richard C. Reuben (1998he Lawyer Turns Peacemaker A.B.A. J,
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MODULE 6

Unit 1 Understanding Conflict as a Strategy in 8bci
Change

Unit 2 Practical Insights and Challenges to Conflic
Resolution

UNIT 1 UNDERSTANDING CONFLICT AS A
STRATEGY IN SOCIAL CHANGE

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Understanding conflict as a strategy in sadi@nge.
3.2  Managing Conflict
3.2.1 Recognise and Acknowledge that Conflict Bxist
3.2.2 Analyse the Existing Situation
3.2.3 Facilitate Communication
3.2.4 Negotiate
3.2.5 Make Necessary Adjustments, Reinforce, Canfir
3.2.6 Live with Conflict, all Conflicts Cannot be
Resolved
4.0 Conclusion
5.0 Summary
6.0 Tutor-marked Assignment
7.0 References/Further Readings

1.0 INTRODUCTION

Conflict is not to be perceived only as a negativag or phenomenon.
It can also be used as a strategy for changingegooexpectedly for
better, when things are not moving in the righediion. In this regard,
it can be used as a healing effect on society. Soeople can use this
also for their selfish purpose(s). This unit credtet understanding.

2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Describe the role of conflict in bringingbout change in
society;
2. Explain your role.
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3.0 MAIN BODY

3.1 Understanding Conflict as a Strategy
in Social Change

Conflict, as a strategy, is an attempt to coercggpafter understanding
and reason fail. There are individuals and groups wse conflict as a
strategy to achieve their goals and change existimglitions. They may
instigate conflict to gain recognition and calleation to their message.
They usually want people higher in the power streeto address their
problem. In effectively approaching in such sitaa$, it is necessary to
understand how conflict can be used as a strateggdial change. One
of the necessary "tools" in conflict managemenars awareness and
understanding of the strategies that agitatorsimggenerating conflict

(Robinson and Clifford 1974).

Saul Alinsky was one of the major advocates of gisionflict to achieve
group goals. His basic strategy was to organize nconity and

neighborhood groups to "establish a creative tensiathin the

establishment" (Robinson and Clifford 1974). Whettie tension was
creative or not, tension was frequently "created".

Those who utilize the conflict approach may useugiBve tactics to
call attention to their position. These tactics maiyge from non-violent
protests - boycotts and sit-ins - to violence.

Community development professionals appear to bieletl on the use
of conflict. Steuart (1974), speaking to profesalsnn the community
development field, states: "Conflict itself...ofns® kind or degree is a
major determinant of change and far from moving aweoid or
immediately dissolve it, it may often be entirelgpaopriate even to
stimulate it." Many reject conflict because theelféhat decisions
reached through community consensus and cooperaiotie best
method to achieve social change. Conflict, it iguad, may stimulate
participation in the decision making procelsst provide only a
temporary stimulus and prevent the development opeamanent
foundation for participation. Many individuals whéind conflict
distasteful may be repelled (Schaller, in Cox, 1974

Schaller (in Cox, 1974) states that although bémefiten accrue when
conflict is properly used, there are risks involadusing conflict in
community organizations. Nonviolent conflict mayrrtuviolent, and
conflict may produce unexpected results. Conflietynalso result in the
identification of the wrong "enemy."” As Robinsonda@lifford (1974)
notes, "Alinsky demonstrated that his approach @duling change.
Sometimes his methods generated great unrest aatedrmuch stress
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within communities. At other times, significant amces and social
change occurred.”

While many community development workers may nainpote the use
of conflict to bring about change, it is necess@ryunderstand how it
may be used by groups in order to deal with can8ituations more
effectively when they arise.

3.2 Managing Conflict

This final section will discuss approaches to dehftesolution in line
with the aim of the discussion - to aid the readetteveloping effective
skills for coping with conflict.

Robinson and Clifford (1974) advocates "managingflad toward
constructive action since a conflict can seldonchepletely resolved.”
When conflict arises, we need to be able to maitagge that it becomes
a positive force, rather than a negative forcedtenreing to disrupt the
group or community. As Parker (1974) notes:

Conflict not managed will bring about delays, disirest, lack of action
and, in extreme cases, a complete breakdown afrihgp. Unmanaged
conflict may result in withdrawal of individuals @m@an unwillingness on
their part to participate in other groups or assisith various group
action programs.

Boulding (1962) discusses several methods of endimgflicts: (1)

avoidance; (2) conquest; and (3) procedural resoiudbf some kind,
including reconciliation and/or compromise and/avaed. As stated
previously, avoidance of conflict often leads ttemsified hostility and
may later cause greater problems for the grouprefbee, one of the
first steps in conflict management is to recogiiad a conflict situation
exists. Don't ignore it and count on it afipearing by itself. As
Boulding (1962) notes:

“The biggest problem in developing the institutiofgonflict control is
that of catching conflicts young. Conflict situaiso are frequently
allowed to develop to almost unmanageable ptopts before
anything is done about them, by which time it terotoo late to resolve
them by peaceable and procedural means."

Avoidance in a particular situation might ceivably be the best

answer, but this step should be made only afteflicbms explicitly
recognized and alternative ways to manage it aaenged.
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Conquest or the elimination of all other pointsvegw is an approach
seldom applicable to community development progrdins mentioned
here only as a recognized approach.

Boulding's third method of ending conflict - proceal resolution by
reconciliation and/or compromise - is generally theethod most
appropriate in community development programs. &hare several
means to reach a compromise. Various practitiormerd academies
theorize as to the best means available. In reahity means for conflict
resolution by reconciliation is dependent on thaation. No one type
can apply to all situations.

There are always risks involved when dealing wikthities or conflict.

Research indicates that accepting these nsiks result, when the
conflict is managed (even in varying degreds) stronger, more
cohesive groups. Ignoring or openly fighting theaogition can greatly
weaken group structure and group action (Parke4)L97

Compromise involves adjustments and modificationts wegard to the
territories, values, goals, and/or policies of theolved parties. For
example, a possible strategy for reducing confiie@r how to reach an
agreed-upon goal might be to redefine the situaiioterms of new
means toward the acceptable goals - a new bone issilher than
depleting existing funds. Territories may also ledefined and made
less exclusive in order to diminish conflict.

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

3.2.1 Recognize and Acknowledge that Conflict Exs
3.2.2 Analyze the Existing Situation.

Know exactly what the conflict is about. Does ivaive values,
goals, means to goals, territory, or a combinatibtnese?

Analyze behavior of involved parties: members ef ginoups(s)).
Determine if the concerned party has used the icb@fipproach (as
discussed in previous section).

Find out how other, similar conflicts have beerohesd.

3.2.3 Facilitate Communication.

Enhance communication. Open the lines foe fdescussion and
involve all members.
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Encourage accurate communication and feedback becau
negotiation (discussed below) depends on good conaaition.

Listen and raise questions.

Allow free expression. Constructive disagreeimshould 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.

3.2.4 Negotiate.

"Techniques used in labor disputes offer poteniial community
problem-solving.'(Schilit 1974)

Some useful principles based on negotiations betwkdor and
management, and in business affairs may be apphedonflict
management in community groups. As Nierenberg (196&tes,
"Whenever people exchange ideas with the intenttdnchanging
relationships, whenever they confer for agreemetitey are
negotiating.” He adds, "The satisfaction of neeadthé goal common to
all negotiations,” and that "the satisfaction oéa® is the goal common
to all negotiations.... Negotiation is a coopemtenterprise; common
interests must be sought; negotiation is a behalvpopcess, not a game;
in a good negotiation, everybody wins something."

The importance of discovering common interestspoints of common
agreement," is stressed by Nierenberg (1968):

Always be on the alert to convert divergent intexya@ato channels of
common desires. In exploring these channels, bahies to the
negotiation may be stimulated by the idea of slpp@ommon goals.
These goals are reached by finding mutual interestd needs by
emphasizing the matters that can be agreed upam,bgnnot dwelling
on points of difference.

3.2.5 Make necessary Adjustments, Reinforce, Contf.
3.2.6 Live with Conflict. All conflict cannot be resolved.
Sometimes, individuals or groups do not feel ittastheir collective
interest to resolve a conflict. The price is toghiResolution involves

compromise or capitulation. If a party is unwillibgy compromise or to
capitulate, then the conflict is likely to continue
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Many social analysts believe that the middle clasé/estern industrial
nations has embraced an anti-conflict, anti-viokenalue orientation.
This has resulted in rule by consensus and cor#licidance. Some or
most community leaders find conflict both embarirag&nd distasteful.
This attitude is especially useful to those who aseonflict strategy -
that is, they exploit peace at any price. But, @ymmot always be in
communities' interest to compromise or capitulate tbese terms.
Learning to live with conflict may be a real comntynservice. As

close- knit groups have demonstrated for centuigespmunities can
live with conflict when they collectively determittas necessary.

4.0 CONCLUSION

Conflict sometimes can act as a healer in sociEtys perspective to
conflict is emphasized to counter the negatbonnotations that are
often associated with conflict. This makes f balanced view of
conflict and assists in making for a broader vidwhe phenomenon of
conflict.

5.0 SUMMARY

This unit treated understanding conflict as a sggtin social change,
and managing conflict.

6.0 TUTOR-MARKED ASSIGNMENT

1. What is conflict and competition?

2. What are the effects and dimensions of
conflict?

3. What is your understanding of conflict as a

strategy in social change?

7.0 REFERENCES/FURTHER READINGS

Coser, L. (1956) The Function of Social ConflichilRdelphia: The
Free Press.

Cook, J.B. (1975) Compromise, Conflict and perspectDept., of

Regional and Community Affairs, College of Publicnda
Community services., University of Missouri.
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UNIT 2 PRACTICAL INSIGHTS AND CHALLENGES
TO CONFLICT RESOLUTION

CONTENTS

1.0 Introduction
2.0 Objectives
3.0 Main Body
3.1 Practical insights and Challenges to confesiution
3.2  Three principles for constructive conflict
3.2.1 Having a Positive Conflict Mentality
3.2.2 Having Open Communication Practices
3.2.3 Providing Conflict Management Systems
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1.0 INTRODUCTION

This final unit discusses the challenges to confiksolution. It makes a
case for the need to cultivate the culture of aocsve conflict by

having a positive conflict mentality, among othévgith this frame of

mind and understanding, the challenges posed bgadh#ict resolution

processes, will be surmounted.

2.0 OBJECTIVES

At the end of this unit, you should be able to

1. Demonstrate how to cultivate a positive attittmleards conflict

2. Explain how conflict challenges can surmounteath ihe right
kind of attitude.

3.0 MAIN BODY

3.1 Practical Insights and Challenges to Conflict Bsolution

According to Hadyn Olsen (a workplace advisor amher, who also
specializes in harassment and conflict in the wiadg) when we
consider conflict in the workplace we find that rinds a variety of
sources and forms that conflict takes.

On one side we have conflict that is a result ghaging needs, goals
and values and on the other side there is cortfladt results from more
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disturbing human dysfunctions. By this we mean dhalgs as personal
prejudice, misplaced aggression, inappropria@eds for power, and
other forms of human disfunctionalism.

At one end of the spectrum conflict is relativelsg to manage. It may
involve simple communication and negotiation prgess It can leave
people feeling intact, valued and included.

On the other end of the spectrum however, the iwbribecomes far
more difficult and has a much greater potentiab&mage people and
productivity. In one study it was found that 30-5Q%6 work related

stress resulted from harmful relationship problemsthe workplace.

These problems are usually not identified or adse@gproperly and will

have a huge emotional impact upon people.

One of the most common forms of more complex hariméhaviour has
been called workplace bullying. Understanding bolly and the
complexities of this dysfunctional behaviour istical to constructively
managing conflict in the workplace. This quote segjg a disturbing
link between bullying and conflict.

“A disagreement or a conflict will often set thelliging
cycle into motion. In most cases, however, thay esent

is virtually irrelevant. It does not matter whatetltause

of the conflict is, whether it is a disagreementroa
work procedure, a lack of recognition, incivility,
harassment, a new boss or co-worker, or a clash of
personalities or values. The event becomes an exous
set the bullying into action.” (Davenport, ScwarE|iot

— Mobbing, Emotional Abuse in the American
Workplace).

This comment exposes the psycho-pathological cimdithat some

people have. We could call it psycho-pathmalg because in many
cases the bullying behaviour is of such a deemyaimed pattern within
a person that it cannot be changed without someifgpand long-term

treatment. If you have this kind of bully in yourorkplace you will

understand this comment. They make conflict aat form and can
quickly infect a workplace to such a degree thavatomes a highly
toxic place to be.

In the last ten years workplace bullying has bden dubject of much
international research and study. In New Zealand ifstance, the
concept of workplace bullying is still basically heard of and is even
considered something of a joke in many organisation
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People generally see bullying as something thatpdéae in schools
between children and do not recognize that adulllyibg is just as
common and even more complex and harmful.

The latest research to come from Griffith Universih Queensland
suggest that one in four in the workplace expegeadult bullying and
that in some workplaces it can be as high as 80%.

Opposing needs
Opposing goals
Opposing values
Personal prejudice
Misplaced aggression
Power plays
Disfunctionalism

Workplace bullying is not just about mismanagedflocinor about the
more obvious forms of intimidation, verbalugk and threats of
violence. It can be far more insidious and complex.

Andrea Needham, an internationally experienced ldRsgltant based
in Taranaki, is currently writing a book exposingllping in the New
Zealand workplace. She is looking carefully at ferofi bullying that are
found in management and senior management cirdiéshvean render
an organization toxic and dysfunctional and cosuge amount in legal
and settlement costs and in lost productivity aaéf surnover.

Some of these behaviours are very complex andesultiey can range
from the setting of impossible deadlines and cngatindue pressure on
individuals to isolating people from communicatiand support, so that
their work performance is affected - theningsthis against them
through poor performance appraisals etc.

Charlotte Raynor and Helge Hoel, in their dissetat“A Summary
Review of Literature Relating to Workplace Bullyingpdicate five of
the most common forms of workplace bullying withonganisations.
These are;

1.3.1 Threats to professional status (eg. Belitting apis of co-
workers, public or professional humiliation, acdimas of lack
of effort).

1.3.2 Threats to personal standing (eg. Name callingilisisteasing).

1.3.3 Isolation (eg. Preventing access to opportunitiehsas training,
withholding information).
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1.3.4 Overwork (eg. Undue pressures to produce resuitppssible
deadlines, unnecessary
deadliness).

1.3.5 Destabilisation (eg. Failure to credit where itdige, meaningless
tasks, removal of responsibility, shifting the gopbsts).
(Raynor/Hoel, 1997)

What may be concerning is the incredible impacs itean have upon
people at work, but what is most concerning is tifa¢n it is happening
in senior management level, it sets the tone ferwhole organisation.
Culture is generally set by those at the top.

The International Labour Organisation (ILO) estiesabullying at work
to be four times more common than sexual harassrreiZ the latest
studies suggest that one in three women are sgxiathssed at work
and one in six men also suffer from it. If our satre this high then
what is the prevalence of workplace bullying the Warkplace?

The State Services Commission survey on Career réssign and
Growth, published April 2002, concluded that wodg# bullying was a
significant and growing issue. It is alsatst, that as workplace
bullying is not covered in Human Rights legislatidine onus is on the
employers to manage it. Now with the onset of thealth and Safety
amendments there will be a growing necessity foplegyers to identify
this hazard and take steps to eliminate it.

So what is the impact of destructive conflict amdballying behaviours?
On one hand conflict can be a useful element teadiliny organisation.
The typical ‘Learning Organisation’ is one thatued conflict and sees
it as a means of continuous improvement. On theerothand
organisations that do not welcome conflict or smirmaries around the
management of conflict, are far more prone to ereaftculture where
destructive forms of conflict breed through avoicendefensiveness
and aggression. Healthy and enjoyable conflict $esuon ideas and
iIssues; unhealthy and destructive conflict focusepersonalities.

Destructive conflict, which includes bullying andher dysfunctions
thrive in conflict avoidant workplaces. A study Byiffith University in
Queensland suggested that bullying costs the Aisstraeconomy
between $13-36 billion a year. It based these éigwn such resultants
as;

High rates of absenteeism

High rates of staff turnover
Sickness resulting from stress
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Time wasted on complaints etc (in another studyai$ revealed that
30-50% of a typical manager’s time is spent deahitf conflict)
Lower morale and performance
Poor communication
Employee sabotage to plant and processes

_Litigation costs (recent case of $250,000 was aedrdo
Whangamata policeman for stress resulting fromyg).

Even one bully in an organisation can have a trelmesly negative
impact. In one organisation it was found that oepaittment; whose
manager was a bully, had a staff turnover rate foues higher than
anywhere else in the organisation. Staff duem alone can cost
anywhere between 50-150% of a person’s salary.

So what can be done to reduce this impact and geo&i constructive
conflict culture that is bully aware? We would liteesuggest there are 3
principles that are important to this;

3.2 Three Principles for Constructive Conflict

3.2.1 Having a Positive Conflict Mentality

This needs to be accepted and supported from fheftan organisation.
If your CEO is conflict avoidant or a bully thenghwill infect the whole
organisation. A constructive conflict mentality ame that determines
how conflict should be managed and defines whadciseptable and
what is unacceptable in regard to dealing withassu

Constructive conflict cultures value diversity gbimon and welcome
new ways of looking at things. They see confliceasmprovement tool
and create room for conflict to be expressed anckedthrough with
safeguards to keep it constructive.

3.2.2 Having Open Communication Practices

Real ‘open door policies mean that managers arailable for
discussions, for hearing ideas and complaints. Maelgome opposing
views or new ideas and they value the wisdom a$¢hwho work at the
coalface. They are not threatened by diversitydefs, approaches and
challenges.

We believe one of the reasons why we have highidesedestructive
conflict is because many of our managers lack gusaple skills. They
are not emotionally equipped to deal with peoptues and therefore
they become conflict avoidant or aggressive. Marmgan often fall
into roles of simply following systems and repogtimformation rather
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than embodying true leadership that include insgitieams, modeling
values, facilitating solutions and bringing peoaleng.

3.2.3 Providing Conflict Management Systems

The third most important principle in creating anstuctive conflict
culture is to develop processes for dealing withnflect. Most

organisations have effective customer complaintecguiures but few
have effective staff complaints procedures. Ofteif awvill not use a
complaints system to deal with issues because pleegeive them as
biased, unsafe (ultimately detrimental to the camant) and too slow.
Effective complaints systems must provide tfwlowing things;

Personal safety, a fair process, confidetyialequity, impartiality,

speed.

Some international companies like Levi-Strauss himeke the way in
creating conflict management Systems withieirtltompanies. They
include such things as

. Conflict training for all employees

. Specialised conflict training for managers (stucdsé®w managers
are responsible for 80% of workplace bullying)

. Contact persons in the workplace

. In-house mediators (for simple disputes)

. Neutral third-party mediation

The National Bank of Canada, another leading osgdinn in
constructive conflict found that by developing thddnds of systems
they

Reduced the number of disputes by 50%
Reduced legal costs by 85%
Reduced the number of dispute calls by 55%.

A 1998 survey conducted with 100 HR executives $hfound that;

.86% have created written policies for conflict

.63% have implemented training programmes rwmnagers and
supervisors

.57% have developed employee grievance procedures.

On a practical note we would like to suggest sopecisic practical
things organisations can do.
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1. Create company values that uphold personal wtigdiversity,
constructive conflict and encourage openness imaonication.

2. Create a leadership model that promotes redetship, people
skills, facilitative skills and constructive cordiibehaviour.

3. Create room in your training budget fegular training in
communication and conflict resolution skills fol @mployees.

4. Create a harassment prevention programme tblatdes a full

policy and complaints procedure. Make surel wafeguard
complainants against victimisation.

5. Establish contact people in your workplace aselthem in your
EAP (Employment Assistance Programme) so thatmagtand
perpetrators can get access to external counsethagtoring and
rehabilitation.

6. Get external mediation assistance when tanip become
formal. This will show you mean business ahdt you are
accountable to an independent and impartial person.

7. Use your contact people for a range of peopsedbassues. Give
them training in mediation skills. If schootan use peer
mediation why can’t workplaces?

Alvin Toffler, author of ‘Future Shock’, ‘TheThird Wave’' and
‘Powershift’, makes this comment;

“The place we really need imaginative new ideagmigonflict theory.
That's true with respect to war and peacat bt is also true

domestically. The real weakness throughout the ttgus the lack of
conflict resolution methods other than litigationdaguns.”

4.0 CONCLUSION
This last unit emphasizes the practical insight$ @mallenges to conflict
resolution. The examples that are discussed istanteny to the need

for this. We should therefore ever be aware ofgtetical challenges
that we face in both the study and practice of lecresolution.

5.0 SUMMARY

This unit treated practical insights and challentpesonflict resolution
and three principles for constructive conflict.

6.0 TUTOR-MARKED ASSIGNMENT

1. Analyze the most common forms of workplace hotlyas stated
by Charlotte Raynor and Helge Hoel.
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2. What is the effect of bullying in an organizattoDiscuss with
examples from a workplace of your choice.

3. Suggest ways of providing constructive
conflict culture in a workplace environment
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