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What this Websitels

This website is one of several created by the University of Colorado Conflict Beg€zarsortium. This particular website has been
created in conjunction with The Training Design Consultation Project, funded by the Surdna aeitl Hawidations, and directed by
Joe Folger and Baruch Bush. Folger and Bush are the authors of the pathbreaking Bwokishef Mediation (Jossey-Bass, 1994).
This book describes an alternative approach to mediation, which the authors referaioséarihative mediation." Although this
approach has long historical roots, its use in the mediation field has been largely abandaeed yeaes, at least until publication of
this book, which has sparked a great deal of renewed interest in the transformativehapptgast to mediation, but to conflict
resolution in general.

In the Training Design Consultation Project, Folger and Bush have been working with mediatsstee United States who have been
piloting transformative mediation training programs. We at the Consortium wanteditippé in this project, but not being mediators
ourselves, we suggested that we put up a website of materials related to transformediation and other transformative approaches to
conflict. The intent was to supplement the material that could be presented in short(8Mhbour) training programs and to make
information available to people who were curious about the topic, but did not want to take or basdmadraining program. This
website is the result.

It contains information about a variety of transformative approaches to conflict mglwdnsformative mediation, John Paul Lederach's
conception of transformative peacemaking and conflict transformation, the anadybickdm solving/human needs approach to conflict
transformation, research on the transformation of conflicts from intractalvéetalile (primarily done at Syracuse University), and other
techniques for successfully dealing with intractable conflicts, particulatlygtia and constructive confrontation. Short descriptions of
each of these approaches can be found in the materials below, as can abstractd atezlatic books and articles and references (and
links) to sources for additional information.

While the Training Design Consultation Project is now in its final stages, we plapaoncand update this website over time. We
especially welcome comments, suggestions, and additional material from people Vamdaese it. We hope to be able to include, for
instance, a list of the people who currently offer transformative mediation andiargra his, however, is not available currently.

If you are interested in learning more about this field, we urge you to read some of gtemetgrial, and then continue to check this
website periodically for additions. Immediately below is the Table of Contents a&itthigo skip that, and go directly to the first

substantive paglelick here]

To look at the other material available on the web from the Consdiligk here]
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I ntroduction

Transfor mative Approachesto Conflict

The terms "transformation” and "transformative conflict resolution" are nsadmy different ways. Almost all uses of the two terms,
however, relate "transformation” to a fundamental change in attitude and/or behartvidtials and/or the relationship between two
or more disputing parties. While the change may be relatively minor or subtle, it goes beyormdetmtmsituation to alter the way in
which the parties see themselves, the world, and especially, each other and howatleaghrether over the long term. This contrasts
with problem-solving conflict resolution which is used to resolve a specific shortprablem, while usually ignoring or avoiding
long-term relationship issues.

Transformative conflict resolution takes many forms. One with increasing \is#nild interest over the last several years is
transformative mediation. Other approaches include conflict transformation,umbinsticonfrontation, analytical problem solving,
dialogue, and collaborative learning. This website explains these and related terntcassies; summarizes key publications in each of
these areas, and provides access to additional resources on each of these topics.

Transformative M ediation

Transformative mediation, for example, can be contrasted with problem solving mediation. While problem solvingeamenttl

oriented mediation focuses on finding a mutually agreeable settlement of an imrdesgiate, transformative mediation, as described by
Bush and Folger (1994), seeks to transform the disputing parties by empowering them to undenstama $itaation and needs, as

well as encouraging them to recognize the situation and needs of their opponent(s). Whilepsuadrment and recognition often lay

the groundwork for a mutually- acceptable settlement, such an outcome is not the primargtbeas|tiie parties' empowerment and
recognition are the main objectives of the transformative approach to mediation.

Conflict Transformation

Lederach uses the terroohflict transformation” in a similar, though broader way. Like Bush and Folger, Lederach suggests that
conflict professionals stop focusing on "resolution,” because resolution often involvestineation of injustice. He also rejects the

notion of "conflict management" because it is too narrow. Management, he asserts feads on the technical and practical side of
peacemaking, while ignoring the cultural and relational issues.

Lederach uses the term "conflict transformation” to describe his approach tbipkeliieg. This approach focuses on the dialectic nature
of conflict. It sees conflict as caused by--as well as causing--changesionslgds. In order to build peace, negative or destructive
interaction patterns need to be transformed into positive or constructive relatiarsthipseractions. This occurs through personal and
systemic change that encourages and allows the parties to pursue truth, justicecrsthméianeously with peace. Like Bush and
Folger, Lederach too focuses on the development of empowerment and mutual recognition, alongraétrendence, justice,
forgiveness, and reconciliation.

Human Needs/Analytical Problem Solving

A related, yet still different image of conflict transformation comes fronoapgof theorists who stress the importance of fundamental
human needsto the development and maintenance of protracted or deep-rooted conflict. When an individual & dgoiguliits
fundamental need for identity, security, recognition, or equal participation within tie¢yseay theorists such as John Burton, Herbert
Kelman, and Jay Rothman, protracted conflict is inevitable. The only way to resolve sudit sotdlidentify the needs that are
threatened or denied, and restructure relationships and/or the social system ihat watects those needs for all individuals and
groups. This is often attempted by holding what are caledlytical problem solving workshops" in which a panel of scholars
facilitates private, unofficial analytical discussions about the nature ofieytardifficult conflict. By helping the parties work together
to frame the conflict in terms of needs, potential solutions to the impasse often egaarent when they were not so before. Most
often, these solutions require significant changes in the social, economic, and/al pititictures--thus, like Lederach, they see conflict
transformation as requiring systemic as well as personal change.

Dialogue
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A growing number of conflict professionals have been utiliziragjogue to transform deep-rooted, value-based conflicts. With dialogue,
small groups of people who hold opposing views on highly divisive and emotional public policy issues (sudivasoalyaty rights)

are brought together to have a "new kind of conversation." Unlike debate, which seeks to scoregtintersuade, the goal of
dialogue is mutual understanding and respect--essentially recognition in Bush and eotgershis does not lead to a resolution of the
conflict, but it can lead to a transformation in the way the conflict is pursued from orfeisrhighly destructive and divisive to one
which is constructive and leads to personal growth. Dialogue has also been used effeditelyelationships in deep-rooted ethnic
conflicts, such as that between the Palestinians and the Israelis.

Constructive Confrontation

Another approach to transformation is what Burgess and Burgessrtsifluctive confrontation. This approach to intractable conflict is
primarily directed at public policy, intergroup, and international conflicts. It assdinat conflicts over high-stakes distributional
guestions, deep-rooted value issues, and domination issues are inevitable and ongoing. Althaulgh gfeotieterm disputes can be
settled, the underlying long-term conflict will remain. Although these kinds of confliatseldom be completely resolved, they can be
confronted in more or less constructive ways. Thus, constructive confrontation is a wayngf wéhla conflict that seeks to transform
the conflict process, which will then allow a transformation of relationships, amdest, the individuals and social structures as well.

Collaborative Learning

Collaborative learning is a process developed by Steven Daniels, Gregg Walker, Maithaly&hd Keith Blatner to enhance the
public policy decision making process, especially as it involves public participatioraggrisach utilizes ideas from soft systems
methodology (a theory of learning) and alternative dispute resolution. The key ideas are thaigpiitipants and "experts" must work
together to learn more about the system that they are all operating in together. As maasfemative processes, the goal of
collaborative learning is not solving a particular problem, but improving a situation, wlifelmisd as a set of interrelated systems. The
goal of collaborative learning is to utilize improved communication and negotiation pre@ssa means through which learning--and
then improvement of the situation--can occur.

For More Information

Click here] for more information on transformative mediation

Click here] for more information on conflict transformation and peacekeeping
Click here] for more information on human needs and analytical problem solving
Click here] for more information on dialogue

Click here] for more information on constructive confrontation

Click here] for more information about collaborative learning

Click here] for a list of abstracted readings available on this website

Click here] for a bibliography of readings on transformative conflict resolution
Click here] for links to other interesting and related websites

Click here] to go to back to the beginning of this page
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Transformative Mediation

Summary by Heidi Burgess

Menu Shortcut Page

NOTE: This component of the Consortium's web site describes transformativeiomeasait is presented in Bush and Folger's bdbk,
Promise of MediationOthers advocate alternative approaches to mediation. We have not attempted tottieseriléernative
approaches or summarize the debate concerning which approaches are most applmatifec tsitsiations. Our site does, however,
include links to other sources of information about mediation and dispute resolutioBo8#iet Resolution in the United Statard
General Conflict Resolution Theory

What It Is

Though transformative mediation has roots that go back to the 1970s, the term and approach have beenthedoghtty the
publication of Baruch Bush and Joe Folger's bob& Promise of Mediatiom 1994. This book contrasts two different approaches to
mediation: problem-solving and transformative. The goal of problem solving mediation iatgenamutually acceptable settlement of
the immediate dispute. Problem solving mediators are often highly directive intteeipts to reach this goal--they control not only the
process, but also the substance of the discussion, focusing on areas of consensus and "riesakgbi¢hile avoiding areas of
disagreement where consensus is less likely. Although all decisions are, in tieioryhéehands of the disputants, problem solving
mediators often play a large role in crafting settlement terms and obtaining ke’ pameement.

The transformative approach to mediation does not seek resolution of the immediate,drabtather, seeks the empowerment and
mutual recognition of the parties involved. Empowerment, according to Bush and Folger, meang #raphrties to define their own
issues and to seek solutions on their own. Recognition means enabling the parties to see ¢entbuthéesther person's point of
view--to understand how they define the problem and why they seek the solution that they do. (Seeing aaddimgleitsshould be
noted, do not constitute agreement with those views.) Often, empowerment and recognition wayddha mutually agreeable
settlement, but that is only a secondary effect. The primary goal of transformatiitmis to foster the parties' empowerment and
recognition, thereby enabling them to approach their current problem, as well as latengyrolile a stronger, yet more open view. This
approach, according to Bush and Folger, avoids the problem of mediator directiveness whichaazoftein problem-solving
mediation, putting responsibility for all outcomes squarely on the disputants.

From here, you can scroll through all the information on transformative medation, or you can click oolaaitems of interest in the
list below.

click here] for more information on empowerment and recognition

click here] for a comparison of transformative and problem solving mediation

click here] for a list of Folger and Bush's ten "hallmarks" of transformative mediation

click here] for a discussion of applications of transformative mediation

click here] for information on how to find a transformative mediator

click here] for information on how to find transformative mediation training

click here] for abstracts of books and articles on transformative medation and associated ideas

click here] to go back to opening page of this website

Key Concepts: Empowerment
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"Empowerment" is used by Bush and Folger in a way that differs from common usage. It doesmpbwer-balancing or

redistribution, but rather, increasing the skillbothsides to make better decisions for themselves. Specifically, Bush and Folger use the
term "empowerment" to mean "The restoration to individuals of a sense of their owandlsteength and their own capacity to handle
life's problems.” (Folger and Bush, 1994, p. 2) In a latter publication, they further explaindbghtempowerment, disputants gain
"greater clarity about their goals, resources, options, and preferences" and that thsyinfemation to make their own "clear and
deliberate decisions." (Folger and Bush, 1996, p. 264)

Clarity about goals means that parties will gain a better understanding of what thiendiavhy, and that their goals are legitimate and
should be considered seriously.

Clarity about resources means that the parties will better understand whatesswaravailable to them and/or what resources they need
to make and informed choice. In addition, parties need to learn that they hold something thdtiestofthe other party, that they can
communicate effectively with the other party, and that they can utilize their cesdorpursue their goal(s).

Clarity about options means that the parties become aware of the range of optionsaweditedsh, they understand the relative costs
and benefits of each option, and that they understand that the choice of options is theirs alone to make

Clarity about preferences means that the parties will reflect and dediloer#tteir own, making a conscious decision about what they
want to do, based on the strengths and weaknesses of both sides' arguments and the advantagesrdagedisd each options.

In addition to these forms of empowerment, Bush and Folger add skill-based empowermeligtiortbaning that parties are
empowered when they improve their own skills in conflict resolution, or learn how to listamunicate, analyze issues, evaluate
alternatives and make decisions more effectively than they could before.

Empowerment occurs in transformative mediation when the mediator watches for dfipertarincrease the parties clarity about or
skills in these areas, but does so in a way that the parties maintain control of botheke @nocthe substance of the discussions. Unlike
problem-solving mediators, transformative mediators are careful to take a sgaotelaather than a leading role in the process--they
"follow the parties" around, and let the parties take the process where they waytt. i{$ee the discussion of "hallmarks" below.)

Recognition

By "recognition,” Bush and Folger mean considering the perspective, views, and experiencethefthecognition, they say, "means
the evocation in individuals of acknowledgment and empathy for the situation and problems of @hsehsdnd Folger, 1994, p. 2.)
Thus recognition is something one gives, not just something one gets.

Given the importance of empowerment, however, transformative mediators allowtibe fgachoose how much they want to recognize
the views of the opponent. They may do so to the point that complete reconciliation takes plagenay tihe so to a much lesser

extent, just momentarily being willing to "let go" of their interest in themselvé$camus on the other person as a human being with their
own legitimate situation and concerns.

click here] to go back to the list of transformative mediation topics

Comparing Transformative to Problem Solving Mediation

There are many differences between transformative and problem solving mediationlyT$ienilarity is that each uses a third party to
assist the disputing parties to begin dealing with the dispute in a new way. What thatdyias; wowever, differs considerably from
one process to the other. Problem-solving or "settlement-oriented" mediation, whichrigh®ydominant approach in the field today, is
just what the name implies--it is focused on solving a problem by obtaining a settlement.

The settlement-oriented mediator usually explains that this is the purpose at ¢handtdefines a process that will assist the parties to
work toward that goal. All of the mediators actions also are designed to facilaateutcome. Emotions which might escalate anger and
thus prevent a settlement are controlled. Issues that are non-negotiable aré, diviéeparties are encouraged to focus on negotiable
interests. Mediators tend to discourage a discussion of the past, as that often invislgesHitdn can make progress more difficult.
Rather, parties are encouraged to focus on what they want in the future, and develop ways heivimtérésts can be met
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simultaneously.

Sometimes the settlement-oriented mediator acts more like an arbtieta transformative mediator, proposing a solution and working
hard to "sell" it to the parties. (An arbitrator's decision is binding, he or she does nai I'eal® {t. However, the settlement oriented
mediator sometimes acts like an arbitrator when he or she takes the role of thig"amgeomes up with the settlement provisions for
the parties.) Settlement-oriented mediators often try to keep the parties mowiagifancouraging them to move from one "stage" to
the next as quickly as possible and using a deadline as an inducement to come to an agreement.

Transformative mediators work very differently. They explain in the opening statdraentediation provides a forum for the parties to
talk aout their problem with a neutral third party present. This can be helpful, it isnexplto clarify the nature of the problem from
both parties' points of view and for developing a range of options available for dealing withatiersifThis process should help the
clients make better choices about how to proceed and may help them better understand tifettvieother person. This understanding
may enable the clients to reach a mutually satisfactory solution, or it may suggeapptioaches for handling the situation. Thus
settlement is presented as one, but clearly not the only possible successful outcediatadm

Usually, transformative mediators will then work with the parties to develop goalsidyules, and a process they want to use.
Mediators will make suggestions about process and ask questions (usually to encouragimgitiverment or recognition of the other),
but they will not direct the conversation, nor will they suggest options for settlements Tésparties' job. Bush and Folger describe the
mediator's job as "following the parties around," helping them clarify for themselgdsrahe other what their real concerns are and
how they want to see them addressed. Sometimes, recognition by the other is allaliptieeded to reach mutual satisfaction. Other
times, parties must go beyond this to negotiate interests. Interest-based negstiatioourse, allowed in a transformative process--but
it usually shares center stage with the discussion of feelings and relationshsp issue

The definition of success also differs in the two kinds of mediation. Typically,reetite oriented mediation is not considered successful
unless a settlement is reached. Transformative mediation, however, is sudtensfor both parties becomes empowered to better
handle their own situation and/or the parties better recognize the concerns and issiethef tside. Very often, the empowerment and
recognition gained by the parties allows them to develop a mutually agreeable outcome. Hmeevaing to Bush and Folger, the
opposite is not as often the case--the settlement-oriented mediation process W@aEstn@@mpowerment and recognition, as it tends to
ignore the relationship issues in favor of the narrower and more concrete inteffestse Acomparison between the two processes is
presented in the figure below.

Comparison of Transformative and Problem Solving Mediation

Note:These are idealized descriptions. Actual mediators will hold thesegidgsllow these actions to lesser or a greater degree.

Transformative Mediation Problem Solving Mediation

Assumptions about conflict Conflict is an opporunity for moral growthConflict is a problem in need of a solution
and transformation
Conflict tends to be a long term process Conflict is a short term situation

Ideal response to conflict Facilitate parties’ empowerment and Take collaborative steps to solve identified
recognition of others problem; maximize joint gains

Goal of mediation Parties' empowerment and recognition ofSettlement of the dispute
others

Mediator role Secondary: parties are seen as experts, Witidiator is expert, who directs problem

motivation and capacity to solve own solving process
problems with minimum help

Mediator is responsive to parties Mediator directs parties

Mediator actions Mediator explains concept of mediation, Bdediator explains goal is settlement,
lets parties set goals, direct process, desigesigns process to achieve settlement, sets
ground rules. Makes it clear settlement isground rules. May consult parties about
only one of a variety of possible outcomethese issues, but mediator takes lead.

Mediator "microfocuses” on parties' Mediator "categorizes" case, frames it for
statements, lets them frame issues disputants
themselves

Mediators allow parties to take discussioridediators direct the discussions, dropping
where they want them to go; encouragingssues which are not amenable to
discussion of all issues that are of negotiation (for example, relational or
importance to the parties, regardless of identity issues) and focusing on areas "ripe"
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whether or not they are easily negotiable;for resolution (usually negotiable interests).

Mediators encourage mutual recognition of
relational and identity issues as well as
needs and interests

Mediators encourage an examination of tMediators discourage discussion of the past,

past as a way of encouraging recognitionas it tends to lead to blaming behaviors,

the other focus instead is on the present and
future--how to solve the current problem.

Emotions are seen as an integral part of thenotions are seen as extraneous to "real

conflict process; mediators encourage thessues." Mediators try to avoid parties'

expression emotional statements, or emotions are
tightly controlled.

Mediators encourage parties' deliberationMédiators use their knowledge to develop
situation and analysis of options; parties' options for settlement; can be quite directive
design settlement (if any) themselves andabout settlement terms

are free to pursue other options at any time

Mediator focus Mediators focus on parties' interactions, Mediators focus on parties' situation and
looking for opportunities for empowermerinterests, looking for opportunities for joint
and/or recognition of the other gains and mutually satisfactory agreements

Use of Time Time is open-ended; parties spend as mudtediator sets time limits, encourages parties

time on each activity as they want to. No to move on or meet deadlines. Mediator
pre-set "stages" as in problem solving  moves parties from "stage" to "stage."
mediation

Mediation: definition of success Any increase in parties' empowerment Mutually agreeable settlement

and/or recognition of the other--"small steps
count"

click here] to go back to the list of transformative mediation topics

Hallmarks of Transformative Mediation

The Summer 1996 issue Mediation Quarterlywas a special issue on transformative approaches to mediation. The leachdtiate i
issue was written by Folger and Bush, as a follow-up to their 1994 Bthekromise of Mediatiowhich brought the concept of
transformative mediation to national attention. While the book began to describe wHatrmatige mediation might look like in

practice, theMediation Quarterlyarticle ("Transformative Mediation and Third-Party Intervention: Ten Hakeaf a Transformative
Approach to Practice” Volume 13, Number 4) goes further to list ten "hallmarks" stingdish transformative mediation from other
forms of intervention. This article is abstracted elsewhere in this website goitk list of Folger and Bush's hallmarks are found below.

Click here] to see the abstract of the article which lists the hallmarks with a bit maik det

Summary of Folger's and Bush's ten hallmarks:

1.

O©CoOoO~NOOh~,wWDN

[IEN
o

4 of 6

In the opening statement, the transformative mediator will explain the mediatersd the objectives of mediation as being
focused on empowerment and recognition.

. The transformative mediator will leave responsibility for the outcomes with ttiepa

. A transformative mediator will not be judgmental about the parties' views ancbdscisi

. Transformative mediators take an optimistic view of the parties' competetceaives.

. Transformative mediators allow and are responsive to parties' expression @hsmoti

. Transformative mediators allow for and explor parties' uncertainty.

. Transformative mediators remain focused on what is currently happening in the me@iitign s

. Transformative mediators are responsive to parties' statements about p&st eve

. Transformative mediators realize that conflict can be a long-term processantetliation is one intervention in a longer

sequence of conflict interactions.

. Transformative mediators feel (and express) a sense of success when empbaedmecognition occur, even in small degrees.

They do not see a lack of settlement as a "failure."
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click here] to go back to the list of transformative mediation topics

Applications of Transformative Mediation

Transformative mediation is a new concept that has not been widely applied, although matyrsnleaive been acting in this way,

without having a name for it, for a long time. Since empowerment and recognition are thitnggppeat to people, the transformative
approach is most often thought of in terms of interpersonal conflicts--family cenélatflicts between neighbors, between co-workers,
etc. However, Bush and Folger argue inFhemise of Mediatiorthat the approach is just as applicable in other kinds of settings as well.
Legal mediation can be criticized for being more directive than most other formsliaftiog, and would benefit greatly, they argue,

from the adoption of a transformative approach, leaving directive intervention to the ocoljtigges. The same is true, they argue, for
business mediation.

Mediation with organizations, rather than individuals becomes more complicated, althisuajvays individuals who represent the
organizations at the table. However, problems can develop when the representatiaesfarened by the mediation process, but their
constituencies, who are not at the table are not. This creates what Burgess and(Bedjatien Quarterlyl3:4) call the "scale up
problem." Methods must be found to transfer this transformation to the constituenugesffett is to have widespread significance at
the organizational, public policy, or societal level.

Although few people have explored how this might be done, several experiments have been suggestéeta@tiestwritten up in the
Mediation Quarterlyspecial issue on transformative mediation (13:4) include the Burgesses' technizprestifittive confrontation,”

the Public Conversation Project's use of dialogue on public policy disputes, and Jay Rothmaaxh agfpreflexive dialogue” which he
uses with people involved in societal level identity conflicts, such as the conflictdretsraeli Jews and Palestinians. Also of interest is
Frank Dukes' investigation of transformative public policy conflict resolution and Johhé&dmrach's concept of conflict transformation
in protracted and deep-rooted religious, ethnic and nationalistic conflicts. (Furthmagemof all of these approaches can be found in
the abstracts section of the website.)

Click here] to go to the abstracts of these articles.

Click here] to go back to the list of transformative mediation topics

How to Find a Transformative Mediator

We hope to be able to give a list of transformative mediators at this location in afghsphowever, this list is not yet available.

Anyone seeking a mediator who uses a transformative approach should interview sevetarsrgefore selecting one. Questions
which will help identify mediators who use this approach include the following:

1. Can you describe your approach to mediation? What do you see as your [i.e., the mediator's] rale?/@hste as the parties'
role? @A transformative mediator will explain that the mediator's role is to help the partiessteoi their current situation and
choose options that make the most sense for them. A transformative mediator will ksteresti®ns, summarize (without
changing meaning), help the parties identify and understand the issues in conflict, identify and assmssgrmbding non-
settlement options), but the transformative mediator will not propose settlenmst tieaft agreements or make decisions for their
clients)

2. What is the goal of mediation? In other words, what is the outcome you geegkfdgformative mediator will stress the
importance of empowerment and recognition. They may not use these words, but they wilesitrgssrtance of helping the
parties understand and solve the problem themselves in a way that makes the most sensehythdial3o stress the
importance of helping the parties better understand the views and experiences of the ptit@ni$3. They may mention that one
possible outcome of mediation is settlement, but this will not be the only goal or even thg putoame sought.

3. Do you have a standard process that you use? Can you desctitrelif@rq solving mediators usually follow a standard set of
procedures that start with the mediator's opening statement and agreement on groundrules, opemiegtsthyethe parties,
clarification of interests, identification of possible areas of agreement, developinghantufiing settlement terms, and
finalization of the agreement. Transformative mediator's process tends to be much labgeseidy the parties and taken the
direction the parties want to go. Transformative mediators will start the same way, withgptatements and discussions of
groundrules (and often goals), but then the process becomes much more fluid as the parties sugdavétiseir own interest in
their own ways)

4. Do you have standard groundrules that you ask the parties to follow? What arévtbslyhédiators will have some ground rules,
such as not interrupting when someone is talking, but transformative mediators will indicatettesputants play a significant
role in developing the groundrules to be u¥ed.
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5. How do you work with the parties to define the problem? To generate optigsien to get an idea of the extent of the mediator's
involvement in this process. Does the mediator define the problem for the parties and suigesfor resolution? (The problem-
solving approach) Or do they listen and clarify as the parties do this themselves? (the tnatistoapproach)

6. Do you suggest possible settlement terngs2(number 5, aboye.

7. Who would you say is responsible for the outcome of mediation--you or the paftes®Pgnsformative mediator will say the
disputants are responsible. The problem solving mediator will probably say that resporisibitiared between the mediator and
the disputants. No mediator will guarantee a settlement in every case, but many problem saliat@ srwill mention that they
get settlements in a large percentage of their cases--suggesting that this is, indgeal they seek and they see it as their
responsibility to work toward that outcorje.

8. How do you handle strong emotions in the mediation sesffotransformative mediator will explain that emotions are just as
important as the "facts," and thus emotions need to be expressed, understood, and dealt with ki&grthialdm solving
mediator may talk about a controlled "venting" process when emotions are "released” in a edrsitokhtion, and thereby
diverted so that discussions can center on interests and resolution of more negotiable issues.)

9. How do you handle power imbalances between the pa(fesBlem solving mediators may say that they work to equalize power
because mediation works better when the power between the parties is close to equainfatinefmediators will say that they
work to empower both sides to understand the issues and options fully and to make decisions whiehdzedt person's own
needs. A transformative mediator will not empower one side, but not the other.)

10. Would you say you try to focus discussions more on the past or more on the future@whieh solving mediators like to avoid
discussions of the past, as they can lead to blaming which may not facilitate productive rsetiégyogations. Transformative
mediators are more comfortable with discussions of the past, and often encourage them, as thegsagy fieceach party to
recognize the views, situation, and experiences of the other.)

click here] to go back to the list of transformative mediation topics

Getting Training in Transformative Mediation

We hope to be able to list transformative mediation trainers here in the future; haéstas not currently available.

When looking for mediation training, questions to ask to determine whether or not the trainzeg atitiansformative approach include
the following.

What model of mediation do you teachi?e answer here should be "transformative,” "relationship-centered," or "therapeutic”
mediation. These approaches contrast with "problem-solving," "settlement-orientedjaitbag," or "labor-management” mediation.

What are the goals of mediation in this modEtnsformative training will emphasize relationship-building, empowerment, and
recognition much more than obtaining a settlement.

What skills do you try to teacii?ansformative training will teach participants how to structure a mediation in a way that idikebs
to empower the parties and encourage mutual recognition; it will also teach participants howgnizecand exploit opportunities for
empowerment and recognition when they occur.

click here] to go back to the list of transformative mediation topics

click here] to go back to opening page

For More Information : Contact:Guy Burgessor Heidi Burgess,Co-Directors Conflict Research Consortiyrniversity of Colorado,
Campus Box 327, Boulder, Colorado, 80309-0327, E-rhargess@colorado.edrhone: (303) 492-1635; Fax: (303)492-2154.
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Conflict Transformation
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A number of conflict theorists and practitioners, including John Paul Lederach, advocatestiiteopticonflict transformation,” as
opposed to "conflict resolution” or "conflict management.” Conflict transformatidiffésent from the other two, Lederach asserts,
because it reflects a better understanding of the nature of conflict itself. it€oagblution” implies that conflict is bad--hence
something that should be ended. It also assumes that conflict is a short term phenomenobétiasmdved” permanently through
mediation or other intervention processes. "Conflict management” correctly ashaineonflicts are long term processes that often
cannot be quickly resolved, but the notion of "management” suggests that people can be directedied esrthough they were
physical objects. In addition, the notion of management suggests that the goal is the reductiool of sofdtility more than dealing
with the real source of the problem.

Conflict transformation, as described by Lederach, does not suggest that we simplgtelonicontrol conflict, but rather recognize and
work with its "dialectic nature." By this he means that social conflict is bteraated by humans who are involved in relationships,
yet once it occurs, it changes (i.e., transforms) those events, people, and relationstiipatétathe initial conflict. Thus, the cause-
and-effect relationship goes both ways--from the people and the relationships to tict aodfback to the people and relationships. In
this sense, "conflict transformation” is a term that describes a naturateswairConflicts change relationships in predictable ways,
altering communication patters and patterns of social organization, altering iofdlgeself and of the other.

Conflict transformation is also a prescriptive concept. It suggests thabled, @onflict can have destructive consequences. However,
the consequences can be modified or transformed so that self-images, relationshgusabsitistures improve as a result of conflict
instead of being harmed by it. Usually this involves transforming perceptions of issigess, aatd other people or groups. Since conflict
usually transforms perceptions by accentuating the differences between people ambpeffitictive conflict transformation can work

to improve mutual understanding. Even when people's interests, values, and needs are elif@ranh- reconcilable, progress has been
made if each group gains a relatively accurate understanding of the other.

Transformation also involves transforming the way conflict is expressed. It may lesseghcompetitively, aggressively, or violently, or
it may be expressed through nonviolent advocacy, conciliation, or attempted cooperation. Unlikenfiemyheorists and activists,
who perceive mediation and advocacy as being in opposition to each other, Lederach sees advocd@tiancambeing different
stages of the conflict transformation process. Activism is important in eaggssbf a conflict to raise people's awareness of an issue.
Thus activism uses nonviolent advocacy to escalate and confront the conflict. Once ssvandreoncern is generated, then mediation
can be used to transform the expression of conflict from "mutually destructive moded thalogue and itnerdependence." (Lederach,
1989l p. 14)

Such transformation, Lederach suggests, must take place at both the personal andrtitdesyestteAt the personal level, conflict
transformation involves the pursuit of awareness, growth, and commitment to change whadtuanahrough the recognition of fear,
anger, grief, and bitterness. These emotions must be outwardly acknowledged and dealt witidneffdetive conflict transformation
to occur.

Peacemaking also involves systemic transformation--the process of increatseggng equality in the social system as a whole. This
may involve the elimination of oppression, improved sharing of resources, and the non-violeribresbtutnflict between groups of
people. Each of these actions reinforces the other. In other words, transformation of pelettreships facilitates the transformation of
social systems and systemic changes facilitate personal transformation.b<ely kinds of transformation are truth, justice, and mercy,
as well as empowerment and interdependence. These concepts are frequently seeopiodséion to each other; however, they must
come together for reconciliation or "peace" to occur, Lederach asserts.

click here] for a discussion of the interplay between peace and justice
click here] for a discussion of the interplay between peace, justice, truth, mercy, and re¢omciliat
click here] for a discussion of how these four variables relate to Bush and Folger's empowermenbgnition.

click here] for additional readings

Peace and Justice

Peace and justice are both very abstract terms that mean different thingseatdié®ple. Some people think justice is primary and
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peace is secondary. This is the view embodied in the frequently-heard phrase "if youaganfiglet for justice.” Others think that
peace (read "conflict resolution™) will bring justice. This is the view held by madjators who believe that consensus-based conflict
resolution processes not only end conflicts (i.e., bring peace), but in so doing, render jusscatéramore just than that delivered
through adversarial, political, or legal systems.

This debate is reiterated in the oft-heard debate between activists and adwothtesne hand, and mediators on the other. Both see
themselves as pursuing "justice,” but advocates charge that mediators gastifiefor peace by down-playing social structural or
justice issues, while mediators charge that advocates sacrifice peastiderpy intentionally escalating conflicts to win converts to
their own cause.

This dichotomy is a false one, John Paul Lederach asserts. Drawing from dia¢faking Peace by Adam Curle, Lederach suggests
that advocacy and activism is the approach of choice in situations where power is udtetahitee awareness of the conflict is
relatively low. Advocacy helps to raise awareness (on both sides) and to balance powttisOndene, then mediators can take over
to enable the parties to negotiate successfully to obtain both peace and justiemeounsly(See Lederach, 1989)

Peace, Justice, Truth, and Mercy

Just as justice and peace are often seen as being in opposition to each other, so amdjuséoey. Justice, according to Lederach,
involves "the pursuit of restoration, of rectifying wrongs, of creating right relationbhigesd on equity and fairness. Pusuing justice
involves advoacy for those harmed, for open acknowledgement of the wrongs committed, and for mag§rrggtiti Mercy, on the
other hand, involves compassion, forgiveness, and a new start. Mercy is oriented toward suppsstisgyter have committed
injustices, encouraging them to change and move on." (Lederach 1995, p. 20).

Often it is assumed one does on or the other, but not both. Justice, it is often assumed, regqaiieidehe truth and punishing the
guilty party. Mercy, on the other hand, implies forgiveness. Thus, if one prosecutes and punighity,theercy at best can involve
leniency in the sentence. Punishment, however, seldom results in either recamaiiaéistitution. Thus, the resulting justice is illusory.
The challenge, according to Lederach is "to pursue justice in ways that respect peopliethensbjme time] to achieve restoration of
relationships based on recognizing and amending injustices." (Ledearch, 1995, p. 20.) Thus, Ledesattatirgoenciliation involves
the identification and acknowledgment of what happened (i.e. truth), an effort to right the thiadrogcurred (i.e., justice) and
forgiveness for the perpetrators (mercy). The end result is not only reconciliationabet pe

Click here] to read a full-text article by John Paul Lederach on this topic

A Comparison of Lederach's "Conflict Transformation" with Bush and Folgers'
Transformative Mediation

These two approaches to conflict resolution were developed independently for use intdiffetexts. Bush and Folger's transformative
mediation was developed, at least initially, for interpersonal (often two-pemsaiftitts such as family conflicts or community conflicts.
Most of Lederach's work has been at the intergroup and international level. He has djjertyiigy to moderate and mediate highly
intractable conflicts between warring ethnic groups. The relationships betweetvibespproaches, however, is striking.

Lederach calls for the acknowledgment of harm (parallel to Bush and Folger's recoa@mitl for the empowerment of the disputants to
make things right. Ledearch defines empowerment as "overcoming the obstacles and makiegip@ssovement from 'l cannot' to 'l
can." This is very similar to Bush and Folger's conception of empowerment, as iadheslidefinition of transformation:
"Transformative peacemaking, then, empowers individuals and nurtures mutuality and ciyrhifMuaiuality and community can be
seen as parallel to mutual recognition.)

Another similarity is the primacy of process over outcome. Again quoting Lederach, %pneatsrs more than outcome. . . .At times of
heated conflict too little attention is paid to how the issues are to be approachededisand decided. There is a push toward solution
and outcome that skips the discipline of creating an adequate and clear process forgaghiagteptble result. Process, it is argued, is
the key to the Kingdom." (Ledearch, 1995, p. 22) This view very much parallels the notion of trareéommealiation that problem-
solving mediation is too focused on the outcome (i.e., settlement) and that a better apetsEshrhiiore on the process of dialogue
itself (which transformative mediation does).
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Lederach, John PaWreparing for Peace: Conflict Transformation Across Cultures. Syracuse University Presk995.

For More Information : Contact:Guy Burgessor Heidi Burgess,Co-Directors Conflict Research Consortiyrniversity of Colorado,
Campus Box 327, Boulder, Colorado, 80309-0327, E-rhargess@colorado.edrhone: (303) 492-1635; Fax: (303)492-2154.
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Analytical Problem Solving
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Analytical problem solving is a social-psychological approach to dealing with deep-roatied¢ted intergroup and international
conflicts. Initially developed by Herbert Kelman and John Burton, this technique is based on dénenieeafs theory of conflict, which
says that most deep-rooted conflicts are caused by one or more person's or group'soénaliitity its fundamental human needs--for
instance, identity, security, or recognition. "] By identifying the underlying needs tHatkirgy, parties are often able to redefine the
conflict in a way that facilitates joint problem solving and collaboration, when sucimpassible before. (This is especially true when
conflicts are defined in terms of mutually exclusive interests.) Unlike inseremeds are usually mutually-reinforcing. rather than
mutually exclusive.

Although the term "problem solving" makes the approach sound similar to the settlermetgeoapproach to mediation, the approach is
actually more closely aligned with the transformative approach to conflict. Fangestagreat deal of emphasis is put on identifying and
examining each parties' perspective on the problem, including the parties' valuestsnpeejudices, hopes, fears, and needs. As with
transformative mediation, emotions are not avoided, but are dealt with directly. Mpblasgs is put on mutual recognition of the needs
of the other party and empowerment of the parties to approach their mutual problem in new ways

Although the ultimate goal is resolving the conflict, in almost all of the cases in widpproach has been used, the workshops have
focused on a much shorter-term goal of increasing mutual understanding and respect. Many workshmgenHeeld, for instance,
between Israelis and Palestinians. These workshops helped lay the groundwork for tleeddd$y and have continued since Oslo in
efforts to facilitate the agreement's implementation. However, in thati@ituas most others like it, obtaining true resolution and a
complete peace is a very slow process. Increasing mutual understanding and inter(ratken#than intersocietal) trust is the short term
goal which is being achieved by this workshop process.

I nterests, Needs, and Values

Interests, needs, and values are three concepts that underlie most conflictspfyet a@nfused. The term "interests" is generally used
to refer to the things people want in a conflict. They are often, though not necessariiglnTdtey are generally negotiable--people are
willing to trade more or less of one interest for more or less of another. Yet coafttobften defined in terms of incompatible interests.
It is assumed that there is only so much of something (money, land, jobs, etc.) and the more onegrergogets, the less the other
side gets. Thus, framing conflicts in terms of interests often yields a "zero stwithdose" situation.

Needs, on the other hand, are also things people want in a conflict. However, they are usuallriabtmrags, but intangible things
such as security, identity, and recognition. According to John Burton, one of the leading human nestis thedreflect universal
motivations. They are an integral part of the human being." Needs differ from intarest®ial important ways. First, they are
non-negotiable. People will not trade away their identity or their security. |dentitgexcurity are so fundamental, so necessary to all
human satisfaction, that people will do almost anything, even things that violate fundarmemtl or diminish their ability to attain
their interests, in an effort to obtain their fundamental needs. A second diffesehatrieeds are usually not mutually exclusive. While
interests may be structured in such a way that only one side can get what it wants enesaallgrmutually supporting. Insecurity tends
to breed aggression against others; security allows one to leave others alondy Sfroite's own identity is secure, then there is no
need to threaten another's sense of identity. If a group's identity is denied, howenkelyt is fespond by asserting its identity against
that of the opposing group(s).

Values are also fundamental beliefs that are non-negotiable. Values are theHadés, customs and beliefs that are a characteristic of
particular social communities." (Burto@onflict: Resolution and Provention, p. 37.) Values determine how we understand the world and
how we respond to it. As with needs, if one's values are questioned or threatened, oneasrékelyrid strongly to defend one's values.

Since values and needs are non-negotiable, these concepts are not dealt with as tifeenantsariented forms of dispute resolution,
which tend to focus much more on interests. Transformative forms of dispute resolutionehdevel to deal with values and needs
much more extensively, believing that having an understanding of those issues must preceded anyteoektaregotiation.

[1] Here recognition generally refers to something one gets, but it links to Bush and Flgjeitmn of recognition because it cannot
be received if it is not given.
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Click here] for additional readings

For Morelnformation: Contact:Guy Burgess or Heidi Burgess, Co-Directors Conflict Research Consortiyrniversity of Colorado,
Campus Box 327, Boulder, Colorado, 80309-0327, E-rhargess@colorado.edrhone: (303) 492-1635; Fax: (303)492-2154.
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Dialogue is a form of conversation and a form of relating to people that differs fromtiogdi@gotiation, and debate in that it seeks to
inform and learn, but not persuade or resolve anything. This approach is often more succesgfubioteevalue based conflicts
where negotiation is impossible. Progress in such situations requires the breakd@neptffss, a willingness to listen and respect
others' views, and a willingness to open oneself to new ideas. Dialogue allows this to happdrefofe people are willing to sit down
to discuss "resolution,” "consensus," or areas of "common ground."

While dialogue has been in use in conflict situations (by the Quakers, for instancepftegjéchas become increasingly common in
non-religious settings over the last ten years. The Public Conversations Project, oreaafdt®in applying dialogue to public debates,
describes dialogue as a conversation in which people "speak openly and listen respectfttiyptvelya Dialogue excludes attack and
defense and avoids derogatory attributions based on assumptions about the motives, meaningseoothbtrars. In dialogue,
questions are sincere, stimulated by curiosity and interest. Answers often digtdwg@eviously has been unspoken." (Chasin et al,
1996, p. 325.)

This can be contrasted with debate, which often becomes repetitive, entrenched, amdlriRédhnier than opening people up to new
ideas, debate tends to close them down--they get an "I already heard this a thousanadtitinges'and they just talk louder and argue
harder about their own views, rather than being receptive to others'. The following talidrdak&~rom Diatribe to Dialogue on
Divisive Public Issues: Approaches Drawn from Family Therapy,” (Mediation €ligiSummer 1996) compares dialogue to debate,
highlighting the key differences in each of several categories.

Distinguishing Destructive Debate from Dialogue

Destructive Debate Dialogue

Pre-meeting communication between sponsors and Pre-meeting contacts and preparation of participants are essential eleients
participants is minimal and largely irrelevant to what the full process.
follows.

Participants tend to be leaders known for propoundingl&ose chosen to participate are not necessarily outspoken leaders. Whoever
carefully crafted position. The personas displayed in thieey are, they speak as individuals whose own unique experiences differ in
debate are usually already familiar to the public. The some respect from others on their side. Their behavior is likely to vary in
behavior of the participants tends to conform to some degree and along some dimensions from stereotypical images others
stereotypes. may hold of them.

The atmosphere is threatening; attacks and interruptiofise atmosphere is one of safety; facilitators propose, get agreement on, and
are expected by participants and are usually permittecebforce clear ground rules to enhance safety and promote respectful
moderators. exchange.

Participants speak as representatives of groups. Participants speak as isdifrislagheir own unique experience.

Participants speak to their own constituents and, perh&asticipants speak to one another.

to the undecided middle.

Differences within "sides" are denied or minimized. Differences amongipartis on the same side are revealed, as individual
and personal foundations of beliefs and values are explored.

Participants express unswerving commitment to a poiftasficipants express uncertainties, as well as deeply held believes.

view, approach, or idea.

Participants listen in order to refute the other side's daRarticipants listen to understand and gain insight into the beliefs and

and to expose faulty logic in their arguments. Questior®ncerns of the others. Questions are asked from a position of curiosity.

are asked from a position of certainty. These questions are

often rhetorical challenges or disguised statements.

Statements are predictable and offer little new New information surfaces.
information.
Success requires simple impassioned statements. Success requires@xpibtia¢ complexities of the issue being discussed.

Debates operate within the constraints of the dominanParticipants are encouraged to question the dominant public discourse, that

public discourse. (The discourse defines the problem @do express fundamental needs that may or may not be reflected in the

the options for resolution. It assumes that fundamentatliscourse and to explore various options for problem definition and

needs and values are already clearly understood.)  resolution. Participants may discover inadequacies in the usual language and
concepts used in the public debate.
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Table from Richard Chasin, Margaret Herzig, Sallyann Roth, Laura Chasin, Carot,Beck&obert R. Stains, Jr. "From Diatribe to
Dialogue on Divisive Public Issues: Approaches Drawn from Family Therkfegliation Quarterly 1996, v. 13 #4, p. 326.

Key elements of the PCP approach to dialogue are collaborating with participants,ipgeneeehactment of the "old" ways of
communicating and relating with the other side, and fostering a new way of communicating bypgnapstsict (though negotiated) set

of ground rules and a preformulated structure. Unlike transformative mediation, wheredia¢or "follows the parties around,"” the
facilitators of dialogue definitely do the leading--by asking very carefully formulatestigns which are answered in a predefined order.
However, dialogue facilitators do not look for or highlight areas of common ground, nor do they pushqueatids $ettlement. Rather,
they structure the session in a way that encourages mutual recognition. In so doing, theylikedyats generate empowerment, though
that is not a pre-defined goal as it is in transformative mediation. Neverthkesssults of dialogue are usually extremely
transformative, as people emerge from the process with a much deeper understanding of bath Wevs and the views of people on
the other side. While this does not necessarily lead to settlement--in fadbihs#oes in the protracted, deep-rooted public policy
conflicts that the PCP generally deals with--it does initiate a new way ofgedth these conflicts that have the potential, over the long
term, for transforming the public debate, not just the private dialogues of the imnpadiatipants.

Click here] for a summary of "From Diatribe to Dialogue on Divisive Public Issues: Approaches En@m Family Therapy,"
(Mediation Quarterly, Summer 1996)

Click Here] for a full text paper describing the PCP's dialogue process.
Click Here] for Additional Readings

For MorelInformation: Contact:Guy Burgess or Heidi Burgess, Co-Directors Conflict Research Consortiyrniversity of Colorado,
Campus Box 327, Boulder, Colorado, 80309-0327, E-rhaigess@colorado.edrhone: (303) 492-1635; Fax: (303)492-2154.
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Collaborative learning is a new approach to public participation designed especiplipliorpolicy conflicts. The approach draws on
what is called soft systems methodology, a theory of learning, and alternative displutéoresBy combining these two methods,
collaborative learning encourages the public and experts to learn together about eadtedsiseed in dispute, and alternative
approaches for dealing with those issues. Like other transformative approachesdt coltdlborative learning stresses process more
than outcome, and seeks to make incremental improvements to mutual understanding, ratekititafirgl resolution of a conflict.
Though it stresses different terms, collaborative learning essentially sepé®/erment of the parties by improving the parties’ ability to
communicate with each other effectively, to collect, analyze, and understand coseplexal information, and to use that information
to make sensible decisions. The process also encourages recognition as it encdectigedistening and dialogue among all parties to
a public policy conflict.

Click here] for more information on collaborative learning

For Morelnformation: Contact:Guy Burgess or Heidi Burgess, Co-Directors Conflict Research Consortiyrniversity of Colorado,
Campus Box 327, Boulder, Colorado, 80309-0327, E-rhargess@colorado.edrhone: (303) 492-1635; Fax: (303)492-2154.

Copyright 1997 © by Conflict Research Consortium
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Constructive confrontation is an approach to dealing with intractable conflicts theihg developed by Guy Burgess and Heidi Burgess.
This approach is based on the assumption that while conflict is inevitable in allesothet destructive nature of most conflicts is
avoidable. By using constructive confrontation, disputants and third parties can transtoactidesonflicts into constructive

ones--ones which are not necessarily resolved, but ones which lead to a growing and strengtthenpagtEfst and the relationship
between them.

This approach to conflict has several key elements. First is that many conflicts ocan be, nor should be, resolved. This is similar to
Bush and Folger's view that settlement should not be the goal of transformative prdtatbessconstructive confrontation provides
disputants and third parties with a set of tools to confront (i.e, engage in) conflict in laavggrierates more benefits than it does costs.
Benefits include a better understanding of one's own interests, values, and needs, and howttepu(Bush and Folger's
empowerment) as well as a clearer understanding, of the interests, values, amnd theeokher side (Bush and Folger's recognition).

A second key element of constructive confrontation is a distinction between the coiat aadfl'conflict overlay" problems. The core
conflict is made up of the fundamental interests, values, and or needs which are in opposétotndther. Lying over this core conflict
are usually a set of"conflict overlays" or complicating factors, which often obtfmuo®re and make it difficult to deal with effectively.
These overlays typically include framing problems, misunderstandings, procedural prabémigal/factual problems, and escalation.
Constructive confrontation requires that all of these overlays be identified aratllasitnuch as possible, in order to enhance
constructive confrontation of the core issues.

While this is a more structured approach to dealing with deep-rooted conflicts ttearsfermative mediation, it is similar in that it
takes a very broad view of what such conflicts are "about" and what aspects of thostsaw#li to be dealt with. Unlike settlement-
oriented processes that narrow in on specific negotiable interests, constructivatatioh urges analysis and management of
relationship issues, emotional issues, value- and need-based issues as wetdisohaltinterests dealt with by problem solving
mediation.

A third key element of constructive confrontation is what the Burgesses call thenfigmial approach.” Taken from Lindblom's concepts
of remediality and "muddling through," constructive confrontation assumes that mosabiggrbblems do not have simple win-win
solutions that will result in complete and final resolution. These conflicts anglexmmulti-party, multi-issue situations where the best
that can be achieved is an incremental improvement in the parties' abilitiestttheieown needs and/or their understanding of the
interests, needs, and values of the other side(s). This is done by working to correct maudidgsstreframe conflicts in more
productive ways, find and effectively utilize mutually credible technical infoomatiorrect procedural errors, and/or limit escalation.
This, then allows the transformation of a conflict from one which is highly destructive, tehicteis much more constructive.

A fourth key element of constructive confrontation is integration of power strategieshiat the Paul Wehr and the Burgesses call the
power strategy mix. Drawing from Kenneth Bouldingsee Faces of Power, constructive confrontation suggests utilizing a
combination threat or force, negotiation, and integrative approaches, or what Bouldingpragetove." While not commonly thought

of as a source of power, both negotiation and integrative strategies improve one'ajglityrie’s interests and needs met (which is, in
essence "power). These strategies, when used in combination with a small amoweat odithroften far more successful in generating
constructive change than are threat or force used alone. Used alone, threat-bagezbstratl to cause escalation and backlash, not
constructive change. Similarly, negotiation or integrative strategies often carumedalone either because the core aspect of the
conflict is non-negotiable and the relationship between the parties is so weak tratirdestrategies are considered or accepted. A
combination of the three strategies, used sequentially or simultaneously can ofterpleapldss that one strategy alone could not.

For more information on this approaitick here

For Morelnformation: Contact:Guy Burgess or Heidi Burgess, Co-Directors Conflict Research Consortiyrniversity of Colorado,
Campus Box 327, Boulder, Colorado, 80309-0327, E-rhaigess@colorado.edrhone: (303) 492-1635; Fax: (303)492-2154.
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