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1. Group incentives for collective action = 
threat to human needs for – 

a) Security (e.g., government repression),  
b) Social/distributive justice (e.g., political or 
economic discrimination), and  
c) Identity, respect (e.g., lost autonomy) 

2. Salience of separate identity 

3. Group capacity for collective action 

4. Domestic opportunity factors for collective  
 action 

5. International opportunity factors for  
       collective action 
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** Mixed democratic/autocratic  
 political systems 
* Regime transitions (within 5 years) 
* History of repression, militarization 
* Weak/poor states, with limited  
 resources relative to needs 
**Weak social support(infant mortality) 
* Demographic stress, youth bulge  
* Difficult terrain, new ICT’s 
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Control-based (autocratic) 
(security & object/structure-oriented) 

 

Right(s)-based (democratic) 

(justice & process/relationship-oriented) 
 

Needs-based (inclusive & integrative) 
(identity & human motivations-oriented) 

 

Unity-based (re-humanizing the “other”) 
(from blame & mirroring to responsibility) 
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Conflict Management Styles 
 

Assertive: high concern for own needs/outcomes 

competitive,     collaborative, 
adversarial,     integrative, 

       directive      problem solving 
 
       o 

     o 
Less concern for    Affirming: high concern 

compromising 
relationship/other             for relationship/other’s needs 
         o 

    o 
 
 

      avoiding,     pleasing, 
withdrawal,    accommodating, 

transcending      yielding, serving 
Less concern for own outcomes 11/24/2019 43 
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Envisioning

restorative &

social justice

Negotiating 

solutions, joint 

planning

Reconciliation

Choice to forgive

Acknowledging wrongdoing,

apologies, truth-telling,

re-writing history Identifying needs – ours 

and theirs: “Why them?”

Re-humanizing the “other”

Facing fears

Mourning, 

expressing grief, 

accepting loss

Realization of loss

Suppression of 

grief & fears

Anger

“Why me?”

Desire for justice/revenge

Creating myths, heroes 

& the “right” history

Act of “justified”

aggression

Injury, pain, 

shock, denial

Aggression

CYCLES OF ESCALATION & TRANSFORMATION

Self-blame, 

depression, 

victimhood
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o Multi-track framework: engage government, civil society, business, 
educators, religious leaders, media, culture, women, investors, activists, & 
students in building an inclusive democratic culture 
 

o Rights-based approach: civic education, civil society, rule of law, 
constructive moral and policy debate, soft power, building human capital 
 

o Human needs-based approach: understanding motivations (needs, 
values, fears), identity, perceptions; expanding “reality” beyond tangibles 
and rights, addressing universal human needs via problem-solving, win-win, 
bottom-up, building social capital, inclusive democratic culture and 
responsive state institutions  
 

o Unity-based approach: building empathy, responding to shared 
challenges, humanizing rather than blaming other, transformative methods 
deconstructing enemy images, reconciliation; building on resources for 
peace, integrity & cooperation in local religious/cultural traditions 
 

o Stakeholders as partners in conflict and peacebuilding: expanding 
human and social capital for sustainable development through building 
trust, building skills, building consensus and building a sustainable peace 

 
o Action for conflict transformation: implementation at inter-

personal, organizational, community, inter-group or international levels 
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1. Trust Building 
 

2. Skills Building 
 

3. Consensus Building 
 

4. Peace Building 
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Getting to know each other, the process  

and the role of facilitation 
 

o Preparing the ground with separate parties 

o Icebreakers, introducing & engaging the other(s) 

o Objectives, goals and ground rules: agreed and in 
accord with participants’ expectations/needs 

o Approach (inclusive, consensus) and daily program  

o Introducing action-evaluation & 1-minute eval’ns 

o The place - experimental and informal setting  

o Socializing activities (space for inter-personal 
relations) 
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o Attitudinal Prism: 
o Subjective Perception of Reality  

(personality, socialization) 
o Belief System (ideology/religion/culture) 

o Image of the Other (prejudice reduction, stereotypes, 
discriminatory behavior, identity) 

o Interpersonal & Intercultural Communication (messages): 
 

Sender          Interferences         Receiver 
Non-Violent Comm’n      Cultural           Active Listening: 
Four layers       Status, Gender       Attending 
Hot Buttons    Assumptions, Beliefs  Reflecting Back 
Body Language       Motivations    Elicitive Q’s 
No/yes       Emotional rel’p 
       Image of “other” 11/24/2019 50 
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o Preparing the ground (conflict assessment: parties recognize 
breakdown, willing to mediate) 

o Welcome and explanation of the process and the mediator’s role, 
ground rules (e.g. confidentiality), agreement to mediate the dispute  

o Opening statement by each party without interruption 
(mediator reflects & reframes so it is clear the parties’ concerns are heard) 

o Parties free exchange, cross-talk (mediator facilitates, actively 
listens & reframes, may call side meetings with each party separately) 

o Mediator states issues & needs reframing to ensure issues and 
parties’ needs and concerns are clear, suggesting agenda to address them 

o Brainstorm options for meeting needs and concerns of the parties  

o Evaluate options (reality check), get to agreement (written, if desired 
or required) 

o Clarify and review agreement (next steps, future eventualities) 

o Closing the mediation (thanks, open door for future mediation if needed) 
 

11/24/2019 55 



 

o Preparing the ground – identify issues, stakeholders, commitment to 
organization/community, build on tradition so open to the process ) 

o Welcome and explanation of the process and the mediator’s role, ground 
rules (e.g. confidentiality, no threats of violence), agreement to mediate 

o First round: Gather the facts – each expresses own truth and learns the 
truth of the others concerning what constitutes the problem or crisis 

o Second round: Reflective phase – each reflects only on his/her part in 
why the problem happened:  how he/she shares responsibility through 
his/her own acts of commission or omission, and what he/she might have 
done to prevent or contain the crisis. 

o Integrative phase: Options for future – brainstorm or round on how to 
address community needs – restorative and proactive.  

o Consent agreement and follow-up process – agree which options have 
consent (no principled & paramount objection), close gaps, verifiable 
action commitments, sustained monitoring process. 

o Closure and follow-up: Confirm forgiveness for admitted mistakes, 
formalize/celebrate acc. to tradition, destroy records except agreement etc. 
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o Preparing the ground (conflict assessment: resource vs. 
needs issues, stakeholders, readiness, internal before 
inter-group process) 

o Welcome and explanation of the process and mediator’s 
role, ground rules (e.g. confidentiality), agree to mediate 

o Adversarial conflict audit (or shared vision + obstacles) 
What? (clarify issues & positions, vent but do no harm, 
drivers/constraints, establish legitimacy, role reversal, 
motivate shift in process) 

o Reflexive: Why? (reframing from blame and suppression 
to recognizing needs, interests, values, fears – 
experiencing common humanity, overlapping identities) 

o Integrative: How? (facilitate creative thinking, inventing 
positive-sum options, separating creative from evaluative 
and consensus building processes) 

o Action: Implementation (who does what, when, how – 
short and long-term planning, commitment, follow-up)  
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ARIA Methodology for Integrative Conflict Management 
 

 

I.  ENTRY          Focused on  

 (Adversarial         the “what”  

or Advocacy phase)        of the conflict 

 

       

II. REFRAMING        Focused on 

(Reflexive phase:        the “why” 

active listening to        of the conflict 

understand 

motivations) 

 

 

 

III. INVENTING 

(Integrative phase:             Focused on 

brainstorming              the “how”  

creative ideas,              of resolving 

then evaluating              the conflict 

for consensus) 

 

 

 

 

IV. STRUCTURING 

(Action phase: who       Focused on 

does what, when and             ‘implementation’ 

how)                 steps and  

                 concrete actions 

                 for resolving  

          conflict 

Positions 

& 

Issues 

Interests  

 

Values, Fears 

 

Human Needs 

 

interests 

                          Integrative 

                          options 

                          (via bridging, 

                          differentiation, 

needs                 expansion, 

                          compensation) 

what  —  action commitments 

 

who   —  which participants 

 

      official negotiations 

      problem solving 

how  –    activism, networking 

      program development 

      education 

 

when, where – times and places 

    



Towards the Establishment of a Sustained 
Peacebuilding Process 

 

o Designing and committing to action plans (internal for 
group, external to others, higher decision makers, 
public)  

o Adapting to parties’ organizational cultures, attitudes 
o Overcoming psychological, organizational and political  

problems of re-entry 
o Establishing a structured network, using information 

technology (e.g., ICONS) to build epistemic community 
o Planning to build capacity and sustainability - medium 

and long-term development goals for addressing needs 
o Action evaluation: adapting objectives and strategies to 

new opportunities and challenges  
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