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[7] Encourage intervention by the Other. organize dialogues about their
situation by the conflict parties themselves.

[8] Seek participation: do not fall for the temptation to seek solutions as
seen by leaders only, search for a broader basis.

[9] Seek acceptability. meaning an outcome not agreed to for fear of
punishment or desire of reward (stick and carrot incentives), but because
the outcome comes through as right.

[10] Seek sustainability, meaning an outcome that does not have to be
propped up artificially from the outside but generates its own support by
speaking to the conditions of all parties.

MAP 15.5: Conflict Transformation:
A TRANSCEND Code of Conduct

By peace we mean the capacity to transform conflicts constructively
and without violence; a never-ending process.

By transforming conflicts we mean helping bring about a situation so

that the parties can proceed in a participatory, mutually acceptable, and
sustainable manner.

By constructively we mean channeling conflict energy toward new,
innovative ways of satisfying basic human needs for all.

By without violence we mean that this process should avoid
e any threat or use of direct violence that hurts and harms,
e any use of structural violence that demobilizes the parties.

The relation between the conflict worker and him/herself

[1] Your motivation should be to help the parties transform the conflict, not

your own promotion, materially, non-materially.

[2] You should have the skills/knowledge for the task and use the conflict to

develop them further, not to acquire them.

[3] Do not have a hidden agenda beyond conflict transformation, for yourself

or for others; have nothing to conceal.

[4] Your legitimacy is in your skills, knowledge, creativity, compassion and _:_"f
perseverance and ability to stimulate the same in the conflict parties; not in

any mandate or in any organization.

[he relation between the conflict worker and the parties

15] Do not enter a conflict if you yourself have an unresolved conflict with
any one of the parties or bear some deep grudges.

|6] Empathy/dialogues with all parties, overcome dislikes.

|7] Do not manipulate, play with open cards, tell what you do.

18] Respect demands for confidentiality, do not attribute.

19] Do not receive honoraria, gifts etc. from the parties beyond ordinary
hospitality.

110] Communicate between the parties only with their permission.

111] Speak with one tongue, not one version for one party and another for
Ihe others, granted that the focus may be different.

|12] Be open to new ideas, do not become a prisoner to any plan.

113] Never propose any outcome or any process that cannot be undone -
you may be wrong.

[ e relation between the conflict worker and society

114] Do not seek personal or organizational credit.

115] Disappear from the conflict when no longer needed.

116] Plans for conflict outcomes and conflict processes belong neither to
you, nor to the parties, but to the public.

117] Share your skills, knowledge, experience with others; try to contribute to
a general conflict transformation culture.

118] Do not receive direct funding from past, present or future conflict parties
Who have used, use or may use your services.

119] Conflict work is a job and the reward is a job well done.

120] All conflicts are born equal and have the same right to transformation,
no conflict is "higher level" than another.



