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PREFACE 

This report documents the work of the Meeting for Intercultural Conflict Resolution Trainers, 
held in Gernika (Basque Country), Spain, 25 - 26 April 1993 and organised by International 
Alert along with Gernika Gogoratuz. Its aim was to explore avenues for closer cooperation 
among individuals and organisations involved in conflict resolution training in cross-cultural 
settings throughout the world and to identify the obstacles and ways to overcome them in our 
joint efforts to enhance the effectiveness of our training work. These issues were raised in frank 
and informative discussions, both in plenary sessions and in smaller groups. It is my hope that 
the Gernika meeting will be looked back upon as a significant step towards the creation of a 
global community of individuals and organisations committed to intercultural conflict resolution 
training in situations of protracted and violent internal conflict. I am convinced the meeting 
succeeded in expanding the common ground on which our various programmes and projects are 
based. 

The programme was designed by a small Organising Committee, which also issued the invita-
tions. Efforts were made to gather not only a compact group of people experienced in or con-
nected with conflict resolution training, but also to ensure a good geographical spread in terms of 
countries of origin and a gender balance. 

In the name of International Alert I would like to thank Juan Gutierrez, Director of Gernika 
Gogoratuz, who offered his Centre as a venue for the meeting, as well as the Centre's staff and 
volunteers, particularly Elena Sola, who took care of all logistical aspects of the meeting. Juan 
and his staff and volunteers also did everything possible to make sure the participants experi-
enced the beauty of the town of Gernika and the surrounding Basque countryside, as well as the 
hospitality of the Basque people. They also shared with us their knowledge of the meaning of 
Gernika as both a symbol of Basque identity and freedoms and of peace, as well as their views on 
the current state of the Basque conflict and the perspectives for a just peace. All of this, and 
especially our participation in the commemorations of the 46th anniversary of the bombing of the 
town, greatly contributed to making our few days in the middle of the Basque country an unfor-
gettable experience. 

A special word of thanks is due to Fiona Gunn, who coordinated all preparatory work from 
Alert's London office and played a major organisational role during the days of the meeting, as 
well as to the members of the Organising Committee. 

This report was compiled by Alert's incoming Training Officer Guus Meijer and edited by Tord 
Høivik. A draft version was circulated to all participants in July for comments. Since no substan-

tive comments were received, this report goes to print essentially as it stood, with only some 
minor corrections. 

London, September 1993 

Kumar Rupesinghe 
Secretary General 
International Alert 
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SUMMARY 

Aims 

The main aim of the Gernika Meeting was networking among trainers who work with conflict 
resolution in situations of severe social conflict. 

Many parts of the world have experienced protracted and violent social conflict during the last 
thirty years. In some countries it has been possible for local organizations to take concerted 
action against this internal violence. They have evolved their own strategies for peace-making 
and conflict resolution. And with time they have developed rich bodies of insight, experience and 
technical skills. 

But this knowledge often remains within the country concerned. The Gernika Meeting sought to 
strengthen the international training community by developing personal and professional contacts 
among active conflict resolution trainers. 

Participants 

The idea of conflict training involves practical, personal and open-ended learning.In that spirit 
we had planned, and largely realised, a small, process-oriented and highly interactive event. 

About thirty conflict resolution trainers, from a wide range of countries, cultures, and training 
traditions, attended the meeting. At Gernika, the regions of Africa, Asia, Europe, Latin America, 
the Middle East and North America were all represented. Many different types of training experi-
ence were present. 

Setting and format 

The seminar started on Sunday morning, April 25 and lasted till Monday evening, April 26. It 
coincided with the 56th anniversary of the bombing of Gernika during the Spanish civil war on 
April 26, 1937. 

The destruction of Gernika, by the German Kondor Legion, was the first strategic air attack on 
civilian populations in modern warfare. The participants attended the memorial ceremony ar-
ranged by the town government. Some also took part as trainers in the "III Jornadas 
Internacionales de Cultura y Paz", which was arranged for Spanish and Basque participants 
during the two days preceding the international meeting. 

Given that this was a first meeting of its kind, of people with an extremely varied background, 
the total time available was very short. It became evident that weeks rather than days would be 
required to explore the nature, the purpose, and the means of intercultural training for conflict 
transformation in depth. 
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But we truly hope that one of the outcomes of Gernika will be a continuing dialogue among 
trainers, in the context of our shared goal: to reduce the incidence, and lower the intensity, of 
violent conflict in the years ahead — and ultimately to abolish violence as a way of settling dis-
putes. 

Organisation 

The meeting was co-organised by International Alert (IA), London, and by the peace studies 
center Gernika Gogoratuz (GG), Gernika, Spain. The latter hosted the meeting. 

Main topics 

The major issues dealt with at the seminar can be summarised as follows: 
* Are there common basic principles of training? 
• Can we develop operational rules of good practice (more detailed and specific than basic 

principles) 
• Which part can training play within the wider work of conflict resolution? 
• Which are the cultural frontiers in training? 
• Should training be seen as a technical craft or an individual art? Is it a personal calling or 

an emerging profession? 
• Training resources: what are they? how are they created? how can they be shared? And will 

they be shared? 

In view of the limited time, we decided not to include any practical demonstrations or exercises 
in the programme. But some training was done during the days leading up to the meeting. Some 
of our regular sessions also had elements of the training process. 

Time schedule 

Sunday 25 April 

9.00 WELCOME by Juan Gutierrez 

CONCERNS AND INTERESTS by Kumar Rupesinghe 

OBJECTIVES AND AIMS by Tord Høivik 

9.20 INTRODUCTIONS facilitated by Melinda Meyer 

10.20 INTERCULTURAL ISSUES IN CONFLICT AND TRAINING Introduced by 
John Paul Lederach 

10.50 WORK IN SMALL GROUPS 

11.20 COFFEE BREAK 

11.40 PLENARY 

12.20 THE TRANSFORMATION OF CONFLICT — THE PLACE OF TRAINING, ITS 
DANGERS AND ITS POSITIVE CONTRIBUTIONS panel composed of 
Ed Garcia, Adam Curle, Katarina Kruhonja and Clem McCartney 
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13.00 WORK IN SMALL GROUPS 

14.30 PLENARY 

14.10 LUNCH 

16.10 CONCERNS AND QUESTIONS ABOUT TRAINING 
to be addressed to the meeting of trainers by a group of people who have been 
doing training over the preceding 2 days 

16.30 COMMON CONCERNS facilitated by Bill Spencer 

17.00 PLENARY 

17.40 COFFEE BREAK 

18.00 GUIDELINES FOR TRAINING introduced by Tord Høivik 

18.20 WORK IN SMALL GROUPS 

18.50 PLENARY 

Monday 26 April 

9.00 AD HOC GROUPS 

10.30 SHARING RESOURCES 

11.10 COFFEE BREAK 

11.30 INDIVIDUAL REFLECTION 

11.40 PLENARY 

12.30 PARALLEL SESSIONS - TENTATIVE SUGGESTIONS 

Topic 1 Organising a training course for trainers 

Topic 2 Developing a Training Manual for Trainers 

Topic 3 Training and Conflict Transformation 

Topic 4 Ad Hoc Topics 

13.30 LUNCH AND SPECIAL EVENT 
Commemoration of 56th Anniversary of the Bombing of Gernika, followed by Excursion 

16.30 PLENARY chaired by Tord Høivik 
- Reports from parallel sessions 
- Discussion 

17.30 FINAL SESSION chaired by Juan Gutierrez 
- Individual plans and commitments 

18.30 FINAL EVALUATION AND FAREWELL 
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SUMMARY OF SESSIONS 

Opening session Gernika Gogoratuz 
The seminar started with a word of welcome by Juan Gutierrez, who expressed the great honour 
and satisfaction felt by Gernika Gogoratuz in hosting this meeting. The seminar was its first 
experience in co-organising an international event of such importance. He said the gathering 
would be a factor of peace in the Basque country because of its reflection in the media and drew 
attention to the two strong symbols associated with Gernika: the famous Picasso painting of 
victims of the bombing, and the Tree of Gernika, representing Basque national identity. 

It was of special significance that the meeting coincided with the commemoration of the bomb-
ing of Gernika in 1937. During the 40 years of the Franco regime this war crime could not even 
be talked about by the Basque people. 

International Alert 
Kumar Rupesinghe briefly sketched the history of this meeting and described the emerging 
global network of conflict resolution trainers. He referred to the gradual shift of attention within 
IPRA (International Peace Research Association) from Cold War issues and interstate conflict to 
internal and ethnic conflict and to the consequent creation of a special IPRA Commission on 
Internal Conflict and Conflict Resolution (ICON). 

At the ICON meeting in Kyoto (Japan) in July 1992 it was widely recognized that the develop-
ment and transfer of conflict resolution skills was of the utmost importance. Hence an initiative 
to create a network was taken. As Secretary General of International Alert he was glad that the 
organization endorsed this view. Alert was well on its way in giving training a more prominent 
place in its ongoing work for conflict transformation. 

Organising Committee 
On behalf of the Organising Committee, Tord Høivik underlined the importance of transferring 
conflict transformation skills from one area to another: not only from North to South, but even 
more so, from South to North. He preferred to see the meeting as a sign that a community is 
being born, stressing the point that communities and networks are not organisations, but come 
about through interaction, through shared concerns and feelings and through the growth of a 
common language. 

In his experience trainers had always been a special kind of people. If we accept a distinction 
between teaching and training, we may say that trainers need to expose themselves more fully 
than teachers have to. Trainers work very close to people and tend to be highly approachable 
persons. He hoped this would also be the case at the meeting. 
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Intercultural issues 
The first topic addressed was that of training across cultures. John Paul Lederach started from a 
personal experience he had while working as a trainer in Guatemala. This episode made him see 
training itself, and not just the content of training, as something deeply related to culture and 
transformation. 

In the course of a training seminar in Guatemala a role play had been set up involving a Guate-
malan situation of family conflict. The whole thing was done in fluent Spanish by Guatemalan 
participants, and everything had been done to make the setting as real and as local as possible. 
Still the first spontaneous reaction from one of the participants who had witnessed the exercise 
was: "You look like Gringos!". The event had forced him to think deeply about his own practice. 
Lederach distinguished five specific issues or areas that he kept bumping into during the intellec-
tual journey caused by the episode. These questions were: 

(1) How do we view culture itself and what is its place in conflict transformation 
and training? 

(2) How do we view our conflict resolution models and approaches? 

(3) How do we view our training methodology? 

(4) How do we view our own purpose and the place of training and culture in 
transformation? 

(5) How do we view ourselves as trainers? 

Culture is still often regarded, especially in mediation work and training, as an obstacle rather 
than as the primary foundation and resource for all our activities. The language used reflects this 
reality. In North America we offer training in 'cultural sensitivity' as an 'advanced level' of 
training. 

This approach implies general models of research and practice that are then 'adapted' to particu-
lar socio-cultural settings. It has rarely led to the question of 'what are the fundamental cultural 
assumptions of our own model?' The advanced level - where culture enters - builds upon basic 
mediation training, which is not presented as culturally specific. 

We must face the question of the universality vs. relativism of our own models and processes. 
Lederach suggested a spectrum running from a high to a low view of universality. A high view 
assumes that the core of the conflict resolution process is culturally neutral, while a low view 
assumes that all processes of expressing and handling conflict are built on and embedded in 
cultural assumptions. 

Internationally, conflict resolution training is influenced by a high view of universality, and little 
effort is made to identify the cultural assumptions of models presented. 
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With regard to methodology, Lederach put forward a deliberately provocative thesis. He argued 
that conflict resolution training has been dominated by three characteristics: 

(i) It is prescriptive and transfer-based, with the transfer movement going from 
North to South, and more recently also from West to East. Training is, or has 
often become, the packaging and selling of social knowledge. 

(ii) Training is event-driven. Success has been evaluated from the effectiveness of 
a particular event, thus keeping attention on a short term focus. 

(iii) Training is dominated by a technique orientation. The key is the transfer of 
models presented in the form of technology. 

He related these points to the Guatemalan experience and raised the question of whether we 
approach people in a given setting as recipients of our expertise or as resources for developing 
approaches to the situation or the context. He suggested the following key questions that the 
meeting might wish to grapple with: 

(a) To what extent does the training method turn attention towards outside 
resources? And to what extent does it build on resources from inside the 
society? 

(b) To what degree is the transfer of conflict techniques possible, desired, or 
appropriate from a cultural and relational point of view? 

(c) (And more specific to the complicated conflict settings we now face) To what 
degree can models developed in non-protracted settings be transferred to 
protracted ones? 

We should abandon too narrow a view of training and not confine it to transfer based, event 
driven and technically focused projects. These elements might at times be present, but the pur-
pose of training should be seen as social empowerment for sustainable transformation. 

Here social empowerment is understood as the movement from 'I/we cannot' to 'I/we can', in the 
Freirean sense of conscientisation (becoming aware) that is simultaneously personal and struc-
tural. 

Sustainability points to three crucial ideas. We must link short and long term agendas and build 
relationships over time. We must have a strategy which places training within the creation of a 
broader infrastructure for peace. And we must develop an appropriate technology of conflict 
which seeks to identify — and build from — available resources in any particular socio-cultural 
setting. 

These considerations had led Lederach to reconceptualise training as an opportunity for discov-
ery and model creation. Trainers would act more as catalysts and facilitators than as experts in a 
given model, which would be the case with the transfer modality. 
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The speaker summarized by pointing to four areas where participants might wish to develop their 
work in cross-cultural conflict training with more clarity: 

o More adequate and explicit identification of the cultural assumptions and the ideo-
logical biases of the models we propose in conflict resolution, communication, and 
mediation. 

o Critique of current training methodologies by learning from the fields of sustainable 
development, appropriate technology and popular education. 

o Clarification of the relationship between training and needs at various levels, across a 
population affected by a protracted violent conflict. 

Shift beyond the short term view, which is inadequate in addressing relationship, context, cul-
ture, and sustainability. 

In the lively discussion that followed, a number of issues were raised. 

o We shouldn't start berating ourselves too soon. 

o We should not identify too much with goals, forgetting that we do the work because 
it is worth doing in itself. 

o We should in the first place celebrate our work and stress the positive work being 
done in many regions, from South Africa to Northern Ireland. Through this many 
communities are being moved towards non-violent alternatives. 

As in any activity or event, one should distinguish between process and product, ask what the 
time scale is, and be aware of different stages in the work process, such as warming up, action, 
closure, and reflection. 

Another point stressed in the discussion was the importance, before anything else, of self-aware-
ness for conflict resolution trainers and the shift from seeing ourselves as trainers to seeing 
ourselves as learners. The presentation and the discussion had driven home the message of 
potential cultural bias for at least one participant, who felt alienated by the very use of words like 
`process', 'trainer' and 'facilitator'. 

The place of training in conflict transformation 

The panel, chaired by Diana Francis, focused on how training is perceived and experienced by 
those on the receiving end. 

Clem McCartney noted that trainers generally come with their own agendas that cannot be chal-
lenged by the participants — only resisted. As trainers, however, we cannot but come from par-
ticular situations with particular concerns and values that we bring along. Since we are dealing 
with issues that really matter to the given group or community, a trainer must try to get a picture 
of those life issues and share his or her experience with successful collective problem solving. 
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Katarina Kruhonja underlined the importance of the inner strength that trainers can help main-
tain and build up in people under stress. When Osijek was first shelled, both her own reaction, 
and that of most people, was that only violence could stop it. 

But as violence and destruction spread and human life, material property and moral values and 
rights were being increasingly violated, she realised that the only thing that cannot be lost is the 
individual's right to choose to be non-violent. That choice creates a space for liberation. The role 
of trainers is to help in the effort to release people's inner energies. That was exactly what she 
had experienced when people, some of whom present at this meeting, started visiting her organi-
sation, doing workshops and the like. 

This line was further pursued by Adam Curle, who underlined that we as peacemakers are part of 
the situation. Not only does everything we do affect the people we work with, but everything 
they do affects us as well. Any transformation of a situation of violent conflict must be preceded 
by a transformation within ourselves. To make sensible decisions under extreme stress, calm is 
necessary. This we must maintain within ourselves as well as project into in the people we work 
with. Violence causes an enormous amount of agitation in people. We must get below this sur-
face agitation to connect with other people and make them aware that other realities exist. 

Ed Garcia considered peacemaking, similarly to politics, as the art of imperfect creation. The 
objective is to build a worldwide network of peacemakers who are able and willing to go and 
work in different areas and settings. In doing training across cultures we have to keep in mind a 
number of points: 

(1) The political and socio-cultural context surrounding and affecting our work; 

(2) The importance of identifying relevant participants, who might have a multiplicity of 
roles, but a unity of goals; 

(3) Approach should be participative, aiming at the putting together of an agenda for 
negotiations (short-term) and an agenda for peace (long-term); 

(4) Trainers should see themselves as learners as well. Constant learning is the challenge 
we have to face, implementing a politics of hope with the people; 

(5) Training should be seen as the empowerment of communities. 

Questions and concerns 

Several sessions, both plenary and in smaller groups, were devoted to the task of identifying and 
clarifying questions and concerns. Some main points are listed here. 

It was noted that the trainers present came from varied backgrounds and are mostly eclectic in 
their approach. We find elements from a variety of approaches: non-violence training, communi-
cation skills development, psychodrama, conflict resolution theory, and others. 

8 
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There is a strong element of experiential work — learning by doing; and of drawing the training 
materials from the people one works with. The intention is to bridge the gap between the training 
situation and the real world by focusing on people's own issues and social reality. 

Training provides a space and a framework where participants can discover their own powers: 
insight, compassion, and analytical clarity. Some participants are convinced that such a process 
and such a framework can be applied in any situation and culture. Others put a question mark 
here. 

At a joint session with the international trainers and the Spanish and Basque participants, the 
latter raised several questions: 

•
	

How does non-violence relates to violence? What can one do about parties that seem 
to win by using violence? What strategies can be used to impose non-violent solu-
tions or to force these people into negotiations? 

It was said that providing means of communication is normally already half the solution. The real 
causes of conflict are rarely the ones given, so it is important to clarify them by opening up non-
violent channels of communication. Negotiation is only the last — and a small — part of this 
process. 

More concretely, the steps to be taken by social movements which want to interfere in a pro-
tracted violent conflict, could be the following: 

(i) Start by building a strong group, however small; 

(ii) Analyse and understand the situation you want to change and the underlying forces 
that work against such change; understand why certain parties use violence; 

(iii) Reach out for solidarity from others; 

(iv) Constantly re-analyse and re-assess; 

(v) Elaborate and keep open channels of communication with all parties concerned, to 
use them at the opportune moment; 

(vi) Only offer to mediate when those who use violence stop doing so - but give them 
tools to make this shift, eg through training. 

In the end, one has to prove that non-violence is more effective, more just and more sustainable 
than violence. Non-violence is not something that emerges spontaneously, but something that a 
society has to invest in it, for instance through education. 

	
To which extent can mediators or other people involved in conflict resolution really 
be objective, and also seen as being objective, in analysing and trying to help resolve 
a given conflict? 

9 
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Some of the trainers considered pretended objectivity (which normally reflects ignorant preju-
dices) more dangerous than acknowledged subjectivity. A mediator can have feelings and values, 
but in mediation his or her task is not to express these but to facilitate communication. 

A very concrete and proven measure unarmed civilians can choose to put pressure on combat-
ants, in order to push them towards the negotiation table, is the declaration of 'zones of peace'. 
Although not a guarantee for success, it always empowers people and gives them hope. 

Some of the concerns raised by the group of international trainers themselves related to the more 
practical or technical aspects of our work; these included the following questions: 

	What are the elements to break out of a circle of violence? Which steps can be dis-
cerned? 

• 
	

How can we develop our capacity to 're-educate' the emotions of individuals or 
communities which stem from deep historical roots? 

	
The respective values of training/teaching in conflict analysis and experiential train-
ing and how to determine in which context each one is appropriate? 

How much do you need to have defined a specific goal or outcome before you bring 
partners together for a 'training', or is it enough to just bring people together? How 
much effort do you use to find common interests to work on? 

How do you go about disarming enemies who are the actual perpetrators of violence 
(not only working with 'friendly masses' who are victims of violence)? And how 
does one deal with issues of parity/disparity and power? 

Other concerns related to the tasks the network should start working on; these included the 
following: 

+ How can we develop a common language when talking about conflict and common 
tools for conflict resolution which we can then make transferable? 

How can we develop criteria about who should be doing what and where? What is 
the impact of certain strategies? Can success be measured or quality assessed -
locally, regionally, internationally? And equally, how can we (and should we?) 
develop evaluation criteria for trainers and start thinking about some form of accredi-
tation (if we don't do it ourselves, it will be forced upon us)? 

• How to bridge the gap between (academic) knowledge and (on the street, in the field) 
practice? And consequently, between trainers as practitioners and as academic teach-
ers and researchers? 

+ What is the responsibility of existing peace structures in support for or in the creation 
of peace movements in conflict zones where such movements are weak or absent 
(e.g. in Africa)? 

10 
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Finally, a number of the concerns which participants raised related to their own role as trainers. 
They related to the values and attitudes one brings along as a trainer who works outside his or her 
own culture, and the relationship of the trainer with a group or community: 

ti• 	How do we develop our own inner resources to be able to tap and strengthen the 
inner resources of a group or community? 

As trainers we should be aware of the spiritual/inner state of participants and effec-
tively raise the awareness of interconnectedness with all living beings. 

Trainers should be aware of there own limits and of the limited value of their own 
orientation and experience. They should know how to respond to the real questions 
being asked. 

Some of these questions were taken up in small group discussions, while others could not be 
dealt with adequately within the time available. 

11 
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GROUP DISCUSSIONS 

Intercultural practice 

The discussion on intercultural practice continued the debate opened up by John Paul Lederach's 
presentation. How steeped in the culture, language, politics and history of a conflict area must an 
outside trainer be to be able to be effective? 

There are too many cultures for trainers to be even slightly familiar with any substantial number 
of them. To able to work in other cultural frameworks, one should acknowledge differences and 
become a tool for the people to achieve their own objectives. 

Conflict resolution training or actual peacemaking should not aim to teach how to do things or 
how to adapt existing tools and materials to specific cultural settings, but rather how to tap or 
elicit cultural resources from the group or community and build on them. 

Other points that were stressed included the pervasiveness of power, both in actual conflict 
situations and in training settings. How should one deal with the issue of power? And how 
should one deal with the problem posed by a culture in which lying, cheating, etc, is accepted 
practice or perceived as normal in certain situations of conflict. 

Another problem for cross-cultural training might be that we base our work on the assumption 
that problems can be shared, whereas in some cultures it is dangerous or unacceptable to do so. 

The role of values 

A second group focused on the value-orientation of cross-cultural conflict resolution training. 
Several questions were outlined: 

(i) How explicit do the trainers themselves need to be aware of their own value 
orientations in order that those requesting 'training' know what they are getting? 

(ii) To what extent must we be clear among ourselves as a team doing training about 
individual as well as corporate value assumptions? 

(iii) If you stand for certain core values, to what extent are these negotiable, depending on 
the training context, the task, the 'client' group? Are there any non-negotiable val-
ues? 

With regard to (i), it was noted that one advantage of not making our values explicit is that is 
enables you to work with some people who might not want to work with you otherwise. On the 
other hand, the explicit identification of your values may well give you access to others. In a 
team of trainers it could be important to be explicit about value priorities in order to be able to 
really work together. 

12 
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Openness and honesty were seen as essential in working with groups. How you present your own 
values is important, but so is it to be open to other people's value positions. 

The need for personal and organisational explicitness and the extent to which 'core values' are 
built into the process used — e.g. absolute respect for human beings — depends partly on the 
circumstances. But at least your colleagues should know where you are coming from. 

As an example, it was mentioned that TOR states its agenda — why it wants to work with people 
— but does not ask others to agree with it from the start. 

It is important to constantly re-evaluate one's core values. There were differences of view — not 
fully explored — about whether there were people with whom, because of conflicting values, one 
should not work at all. Would one help a fascist group improve its organisational process, or 
assist managers in arms factories to deal with conflict within staff? 

It was felt this was very much a situational question: The answer depended on the potential for 
transformation and the kind of work that was asked for. Generally, however, it was felt that 
values in training were crucial. It is not sufficient to 'sell' techniques. 

We are always in the middle of values — even the way we talk about values is informed by val-
ues. The way we perceive the world is value driven, but by giving concepts, people's values shift. 
One may start training in a pragmatic and cognitive mode, but 'deeper' things are bound to 
happen. 

In the 'training of trainers', to what extent is it useful or necessary to uncover the value assump-
tions of the trainees, who will become trainers in the future. Should one explore their motivation 
for doing the training and starting this kind of work? 

The dilemma of working for part A, which automatically makes you suspect in the eyes of party 
B, was noted as feature of conflict work. Also, it may be an explicit value of your work that you 
are concerned with the underdog. To that extent there is an element of advocacy built into it. It 
was also noted that it is important to have some notion of what own cognitive model of change 
is. Being challenged by a developed model, one is compelled to develop one's own. This is part 
of coming to 'know thyself. 
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PRINCIPLES OF TRAINING 

Several questions were raised in relation to the possibility or desirability of discussing a list of 
guidelines or principles of training. Should they be understood as prescriptive or descriptive? 
How might they relate to a code of ethics or rules for good practice? 

Tord Høivik, who had drafted the tentative list, made it clear that it was a first beginning. The 
guidelines could best be understood as a blend of rules for good practice and a code of ethics. 
Their possible use might be in laying down the ground rules for trainers who will collaborate in a 
given training activity, serving as a kind of contract between them. They could also serve as a 
contract vis-a-vis groups or communities that wanted to work with certain trainers or with a 
particular organisation. 

The draft was a personal one, from the context of one organization, and intended to promote 
debate. Høivik expected individual trainers and involved organisations to deal with the whole 
question of principles in their own way. In view of limitations of time, it was decided that the 
principles as such would not be discussed. At this stage only an inventory would be made of 
comments from the group. 

The Alert Principles of Training: 12 points 

(draft) 

1. We practice what we teach. 
We (try to) deal with our own disagreements and conflicts by the rules that we recommend 
for others. 

2. We train to empower. 
We want to avoid dependency on the outside world for ideas, trainers and materials. We 
organise our training so that local organisations and trainers can take over as soon as 
possible. 

3. We train for the long term. 
We accept that substantial changes in the way we communicate take years to become 
settled. We recognize that change is painful and meets resistance. We prepare our partici-
pants for this possibility. 

4. We train individuals in specific communication skills. 

5. We train groups in participative teambuilding and teamwork. 

6. We combine approaches and techniques from many training traditions and seek to 
integrate them into a (hopefully coherent) whole. 

These traditions include: the Harvard school, the Tavistock school, Gandhian non-violence, 
the work of the Quakers and the Mennonites, the Movement for a New Society, Interhelp, 
and others.. 

7. We respect the existential dimension in training. 
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8. We recognize the need for conciliation and healing in conflict situations. 

9. We adhere to global norms. 
We see ourselves as representatives of an emerging global community. We represent the 
world rather than the West. 

10. We respect local values and traditions. 
What we teach must always be adapted to local conditions and linked with local resources 
for conflict transformation. 

11. We keep training activities separate from other types of conflict work. 
We do not combine negotiation, mediation, conciliation or fact-finding with training. 
When we train, we train. Training is a preparation for the real thing and should be distin-
guished from the real thing. 

12. Conflict resolution is a specific type of activity. 
We distinguish between training in conflict resolution skills, on the one hand, and related 
types of training such as non-violence training and human rights training on the other. 

Comments on draft training principles 

1. No comments! 

2. Balance the formulation (e.g. "and disempower the powerful") 
What is meant by "outside world"? Outside whom or what? 
Use concept of "self reliance", "enable" (Spanish: "possibilitar") 

3. Long term in addition to short term; both are needed 
Ways to communicate sometimes change quite rapidly 
Use concept of "sustainability" 

4. Not only skills, also relationships 
Place skills within wider context, using concept of "effective communication" 

5. No comments 

6. Do not list any of the traditions 

7. "Existential" ? Maybe: "non-material" or "different dimensions, including the spiritual". 

8. Change "respect" to "acknowledge" 

9. "Universal human needs and emerging individual and collective human rights" 

10. Dangerous — may be misleading 
Change "be adapted to" to "arise from" or "be based upon", or add "appropriate to context" 

11. What about apprenticeship? 
Training must be used strategically: convening participants from different groups 

12. "Conflict resolution" is in need of definition 
Leave this point out altogether 
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FUTURE WORK 

At the end of the meeting an individual and collective account was made. It was stressed that the 
network had been effectively started now, but that it needed to be consolidated. Much more 
concrete experiences had to be shared before common conclusions could be reached. The process 
of structuring the network should remain open. 

The need to continue this kind of linkage and exchange was generally felt - also within sub-
networks, to make more frequent meetings feasible. We need to hear and exchange more success 
stories, even small ones, in order to know what has been achieved in other situations. More 
cooperation, particularly involving resource persons from the South, was desired. 

Practical suggestions 

Practical suggestions the network might take up for future work included the following: 

• International Alert could coordinate an E-mail network of trainers. 

• 	It could complete and correct the directory of trainers. 

• A database of books, manuals, journals, training materials, etc. could be made available to 
all network members, by E-mail or otherwise. 

• Such resources could be made available to groups or countries that cannot afford buying 
them and through coordinated efforts of translation. 

• Methods, approaches, exercises, etc. of training could be shared most effectively through 
workshops and seminars, since most of it is only deposited in 'living manuals' - the trainers 
themselves. 

• The network could promote cooperative joint fundraising for specific programmes or 
conflict areas. 

• A new intercultural journal/newsletter for trainers could be set up, in addition to existing 
regionally oriented newsletters (Northern Ireland, Australia). 

A reservoir of hope 

Participants were eager to implement what they had learned within their organisations. It is 
possible and realistic to think in terms of an expanding network of peacemakers. This meeting 
was part of a long journey — and it strengthened the reservoir of hope. 
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APPENDIX: LIST OF PARTICIPANTS 

ATWOOD David 
Secretary General, /FOR (International 
Fellowship of Reconciliation) 
Spoorstraat 38 
1815 BK Alkmaar 
Netherlands 
tel: +31-72-123 014 
fax: +31-72-151 102 

BABBITT Eileen 
Program on Negotiation 
Harvard Law School 
Cambridge, MA 02138 
USA 
tel/fax: +1-617-576 0759 

BIBI Ghanem 
General Coordinator 
Arab Resource Collective 
PO Box 7380 
Nicosia 
Cyprus 
tel: +357-2-458 212 
fax: +357-2-452 539 

CASCON Paco 
c/Santa Anna, 11-13 átic 
08002-Barcelona 
Spain 
tel: +34-3-318 4831 
fax: +34-3-412 3976 

CURLE Adam 
35 Melford Road 
London SE22 OAG 
United Kingdom 
tel: +44-81-693 9531 

DHARMAPALA Raja 
Secretary 
Dharmavedi Institute for Mass 
Communication and Social Development 
Sri Maha Bodhi Virharaya Narahenpita 
Colombo 05 
Sri Lanka 
tel: +94-1-582 068 
fax: +94-1-698 315 / 686 059  

FITZDUFF Mari 
Director, Community Relations Council 
6 Murray Street 
Belfast BT1 6DN 
Northern Ireland 
tel: +44-232-439 953 
fax: +44-232-235 208 

FRANCIS Diana 
IFOR 
113 Dovers Park 
Bathford, Bath BA1 7UE 
United Kingdom 
tel: +44-225-859 316 

GARCIA Edmundo 
Department of Political Science 
University of Philippines 
Diliman, Quezon City 
Philippines 
tel: +63-2-984 997 
fax: +63-2-924 4549 

GUTIERREZ Juan 
Director 
Gernika Gogoratuz 
Gernika-Lomoko Udala 
Foruen Emparantza, z.g. 
E-48300 Gernika, Bizkaia 
Spain 
tel: +34-43-470 526 
fax: +34-43-471 654 

HAILE-MARIAM Yacob 
Director, Ad Hoc Committee 
for Peace and Development 
PO Box 41879 
Addis Ababa 
Ethiopia 
tel: +251-1-511 966 
fax: +251-1-516 714 

HØIVIK Tord 
Senior Lecturer 
Norwegian School of Library and 
Information Science 
Daelenenggt 26 
0567 Oslo 
Norway 
tel: +47-22-357 390 
fax: +47-22-351 260 
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INGELSTAM Margareta 
Vikavågen 3 
161 40 Bromma 
Sweden 
tel: +46-8-803 665 
fax: +46-8-803 665 

JONES Lynne 
53 The Footpath 
Coton 
Cambridge CB3 7PX 
United Kingdom 
tel: +44-954-210 877 

KRUHONJA Katarina 
President 
Center for Peace, 
Nonviolence and Human Rights 
PO Box 322 
54000 Osijek 
Croatia 
tel: +38-54-124 154 
tel/fax home: +38-54-45 934 

LARGE Judith 
Responding to Conflict 
Woodbrooke, 1046 Bristol Road 
Birmingham B29 6LJ 
United Kingdom 
tel: +44-21-415 4119 
fax: +44-21-472 8852 

LEDERACH John Paul 
Eastern Mennonite College 
Harrisonburg, Virginia 22801 2462 
USA 
tel: +1-703-432 4000 
fax: +1-703-432 4449 

McCARTNEY Clem 
Annaclone, 621 Seacoast Road 
Benone, Limavady BT49 OLH 
Northern Ireland 

MEYER Melinda 
Psychosocial Centre for Refugees 
University of Oslo 
Sognsveien 218/IA 
PO Box 45 
Kringsjå 
0807 Oslo 8 
Norway 
tel: +47-22-952 060 
fax: +47-22-950 230  

MORINEAU Jacqueline 
Centre de Mediation et de 
Formation a la Mediation 
18, rue de Tournefort 
75005 Paris 
France 
tel: +33-1-4336 7007 

NGUBANE Busane 
PO Box 1779 
Marlboro 2063 
South Africa 
tel: +27-11-882 1148 
fax: +27-11-882 1148 

ONDRUSEK Dusan 
Centre for Conflict Prevention and 
Resolution, Comenius University 
and Partners for Democratic Change 
Bratislava 
Slovakia 
tel/fax: +42-7-835 621 

PARMER Trine 
Yrkesorganisasjonenes Studieforbund 
PO Box 9080 
Gronland 
0133 Oslo 
Norway 
tel: +47-22-172 500 
fax: +47-22-175 432 

QUAN Julio 
PO Box 1057 
1000 San Jose 
Costa Rica 
tel: +506-349 550 
fax: +506-255 424 

RUPESINGHE Kumar 
Secretary General 
International Alert 
1 Glyn Street 
London SE11 5HT 
United Kingdom 
tel: +44-71-793 8383 
fax: +44-71-793 7975 

SPENCER William 
Managing Director, Pangaea 
2616 Delridge Drive 
Lilburn, Georgia 30247 
USA 
tel/fax: +1-404-469 8112 
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STERNBERG Jill 
Training Officer 
IFOR 
Spoorstraat 38 
1815 BK Alkmaar 
Netherlands 
tel: +31-72423 014 
fax: +31-72-151 102 

TRUGER Amo 
Austrian Study Center for Peace 
and Conflict Resolution 
A-7461 Burg Schlaining 
Austria 
tel: +43-55-2498 
fax: +43-55-2662 

VALENZUELA Pedro 
Facultad de Estudios 
Interdisiplinarios 
Pontificia Universidad Javerinia 
Carrera 7, # 40-62, 
Edificio 25 Piso 3 
Bogota 
Colombia 
tel: +57-1-288 4700 
fax: +57-1-288 0830 

VUCIC Vedran 
European Civic Center for Conflict 
Resolution 
Trg cara Jovana 
Nenada 15 
24000 Subotica 
Yugoslavia 
tel: +38-24-24 600 
fax: +38-24-37 116 / 32 133 

Observer 

DUNN Seamus 
Director 
Centre for the Study of Conflict 
University of Coleraine 
Coleraine BT52 ISA 
Northern Ireland 
tel: +44-265-441 41 
fax: +44-265-409 17 

Organising Committee 

GUTERRIEZ Juan (co-chair) 
Director 
Gernika Gogoratuz, Gernika 

HØIVIK Tord (chair) 
Senior Lecturer 
Norwegian School of Library and 
Information Science, Oslo 

SPENCER William 
Director, Pangaea, 
Atlanta, GA 

Staff 

GUNN Fiona 
Conference and Networking Officer 
International Alert, London 

MEIJER Guus (rapporteur) 
Training Officer 
International Alert, London 

OIANGUREN Maria 
Gernika Gogoratuz, Gernika 

ORTE José 
Gernika Gogoratuz, Gernika 

SALVADOR José Ramon 
Gernika Gogoratuz, Gernika 

SCHULZ-UTERMOHL Frauke 
Gernika Gogoratuz, Gernika 

SOLA Elena 
Gernika Gogoratuz, Gernika 

UBERUAGA Maria Carmen 
Gernika Gogoratuz, Gernika 

URANGA Mireia 
Gernika Gogoratuz, Gernika 
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INTERNATIONAL  ALERT  

International Alert is a non-governmental alliance for the resolution of conflicts within 
countries. It was founded in 1985 as a response to growing concerns in the community 
of human rights and development organisations over the increasing violations of basic 
human rights as a result of armed conflicts and civil wars. IA has supported and sponsored 
a large number of peace initiatives in various parts of the world, from third party 
mediation to peace conferences, training seminars and fact-finding missions. IA is 
committed to playing a facilitating role in helping build local capacities for peacemaking 
and conflict resolution in all major conflict areas. Besides long-standing involvement in 
Sri Lanka and the Philippines, IA's current programmes focus on ongoing conflicts in the 
former Soviet Union and in Africa. 

GERNIKA GOGORATUZ 

Gernika Gogoratuz (Peace Research Centre) was founded in 1987 by a decision of the 
Basque Parliament as a non-governmental organisation dedicated to the study of peace 
(Gogoratuz is a Basque word, the meaning of which comes close to 'carrying on the 
memory of the past into the future'). GGG's objectives are to disseminate information 
about and to support and contribute as a mediator in efforts to achieve peace in just and 
emancipatory ways, both in the Basque Country and worldwide. GGG also undertakes 
and/or supervises research on a variety of peace-related issues, for which it stays in close 
contact with a number of sister institutions in many parts of the world. GGG will be the 
organising host for the Second European Conference on Peacemaking and Conflict 
Resolution, to take place in October 1994 in San Sebastian. 
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