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In conflict? Futures methods for conflict transformation
Dr. Ivana Milojević, Researcher, Writer, Educator, Sociology, education, gender, peace and futures studies, Director of Metafuture and Metafuture School.
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Welcome!
Welcome to the second Webinar in the NDS Futures Thinking Series, Brisbane 5 August 2020
· Why and how of conflict. How conflicts arise, escalate and what can we do to transform them.
· Using the past and the future (including various futures methods) constructively to resolve present conflicts.
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Border Wars of 2020
Ms Palaszczuk asked for Queensland’s checkpoint to move further south into NSW in an effort to make it easier for commuters in the Tweed region.
Ms Berejiklian said she was happy to consider all options and “do the right thing” by residents on both sides, but did not believe the border should be relocated.
“If anything the border should be moved north”, she said.
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Number plates covered as anti-Queensland sentiments rise
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Conflict
· To strike or clash together. 
· Reciprocated hostile behaviour between human parties, each of which being an organisation, a group or an individual. 
· Based on some sort of separation (“Border Wars” – how quickly “We” become “Us and Them”
Conflict continuum
[image: Graph showing spectrum from Extreme Violence on left, Some Violence & Conflict in the middle and No Violence, No Conflict on the right.
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From Why to How of Conflict (from less constructive to more constructive approach)
“What is the cause of conflict? They are!”
What causes conflict?
· Poor communication
· Lack of compromise
· Needs not met
· Prejudice
· Intolerance
· Self-Interest
· Ignorance
· Desire for power
· Lack of empathy
Conflicts result from multiple causes and conditions
Core problem (prioritized conflict): Encroachment into protected area
Effects 
· Loss of PA revenues
· Loss of biodiversity
· Polarization of ethnic groups
· PA-community tensions
· Human-wildlife conflicts
Root causes
· Insufficient natural resource base
· Rising population pressure
· Disputed land ownership
· Incompatible land uses
· Weak PA law enforcement
· Poor remuneration of PA staff
· Displacement of groups outside PA
· Ethnicity and rivalry
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Compounding Issues
External Change/New Challenge/New Reality, plus Trigger event, plus Difficult in dealing with conflict, plus Competing visions, plus Lack of flexibility, plus Existing infrastructure, plus Rules, plus Different views/perspectives/ideology/politics, plus Doubling down, plus Tit for Tat equals staying stuck
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Personal conflict/violence (from unity/harmony towards separation or worse)
[image: ]
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Organisational Conflict (prevalence)
· Queensland Government research shows up to 30 per cent of a typical manager's time is spent dealing with disputes. The Australian Institute of Management (AIM) has reported that between 30 and 50 per cent of a manager’s time is spent managing workplace conflict
· OPP (2008) study (Europe and Americas) found that the majority of employees (85 per cent) have to deal with conflict to some degree and 29 per cent do so “always” or “frequently”. US employees spent 2.8h per week dealing with conflict (2008, in Blank, 2020), the equivalent of $359 billion in paid hours
· Analysis of data available from People Matter Surveys consistently indicates concerning levels of workplace conflict (in the form of bullying and harassment), combined with low levels of confidence in traditional, formal grievance resolution processes. The data also shows that people experiencing workplace conflict have significantly lower levels of job satisfaction and engagement
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Organisational Conflict (costs)
· “On average (2013-2018), 871 Queensland workers (7,200 AU) are compensated for work-related mental disorders each year. Exposure to work-related violence and/or workplace bullying accounted for almost half of the accepted mental disorder claims. App. $543 million is paid in workers’ compensation for work-related mental health conditions.”
· “More than half of AU workers have experiences a mental health condition, two in five of these workers believe their workplace caused the condition or made it worse (Superfriend, Thriving Workplace Survey, 2019).”
· “Public sector workers (Australia) account for a disproportionate share of work related stress (20% of claims, compared to 7% of claims by workers in other sectors). Of 13 identified ‘key stress risks’, 2 (‘bullying’ and ‘interpersonal relationships’) were in the top 5.”
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References (previous data)
· WorkSafe Queensland Profile: work-related mental disorders - Queensland [PDF]
· Australian Airports Association Airport Safety Week 2019: Promoting a Just Safety Culture [PDF]
· Business Queensland Improving conflict resolution skills webpage
· Spencer, David, and Hardy, Samantha (2014) Dispute resolution in the workplace. In: Spencer, David, and Hardy, Samantha, (eds.) Dispute  Resolution in Australia: cases, commentary and materials. Thomson Reuters, Sydney, NSW, Australia, pp. 585-647. 
· file:///C:/Users/IM/AppData/Local/Temp/fight_flight_or_face_it.pdf
· Victorian Public Sector Commission Developing Conflict Resilient Workplaces Report [PDF]
· Superfriend Website resources
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Organisational Conflict (case study)
WorkSafe to investigate the Coroners Court of Victoria
WorkSafe has launched an investigation into alleged health and safety breaches at Victoria’s Coroners Court, relating to a tumultuous period which led to State Coroner Sara Hinchey standing aside.
The WorkSafe probe is examining a range of incidents and issues at the court that go beyond concern about Judge Hinchey’s management style and interactions with staff. It also incorporates the death of Coroners Court solicitor Jess Wilby, who took her own life in September last year.
The Age article, 24 February 2019 - Worksafe Victoria to investigate the Coroners Court of Victoria
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Organisational Conflict (case study continued)
The complaint includes allegations ranging from bullying, intimidation and inappropriate workplace behavior …
Interviews with numerous past and present court staff, as well as internal emails and staff surveys obtained by The Age, provide a detailed portrait of an increasingly dysfunctional and, at times, hostile, workplace between 2016 and 2018.
Judge Hinchey has strenuously denied wrongdoing and has expressed confidence that she would be able to rebut every allegation against her.
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Brains Stuck in the Past/Present
[image: ]
Donna Rose Addis, Alana T. Wong, and Daniel Schacter, Remembering the past and imagining the future: common and distinct neural substrates during event construction and elaboration
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Teflon and Velcro
“‘Teflon and Velcro’ is referring to the brains’ negativity bias - an evolutionary throwback that means our brains are hardwired to remember negative experiences and quickly forget positive experiences. While this once kept us alive, in modern times it is more often just a source of anxiety, irritability, and sadness.” 
Empowering Education Teflon and Velcro: the Neuroscience behind self-talk [PDF] 
Especially potent in the aftermath of the traumatic events or in situation of crisis & conflict.
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Ways Out? 
Five ways to use the future
In situations of conflict it is helpful to: 
1. refocus on the future, away from the past
2. use the future constructively, not destructively
3. anticipate, look at the early warning signals of conflict escalation and put measures in place to de-escalate conflict
4. move away from ‘one future’ approach to multiple possibilities
5. be clear about the vision – what is the alternative to conflict and violence in concrete terms
Slide 17
Focus Question 1: Choosing the Conflict
· A conflict you are a party to, something you have been directly involved and impacted by, or
· A conflict you have witnessed
Perhaps a relatively simple conflict involving two parties
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1. Refocus on the future, away from the past
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 “Slippers”
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Office conflict (names and some details have been changed) 
Journal of Future Studies, Who is right, Lyn or Pam? Using conflict resolution scenario methods (CRSM) to resolve an organisational conflict
Lyn and Pam
· Lyn calls Pam, Pam‘o’
· Pam does not like it
· Lyn says she has trouble distinguishing Pam and Pat who both work at the office so calling Pam Pam‘o’ makes it possible for her to know who is whom
· Pam still does not like it (actually she hates her nickname and is upset by it)
· Lyn (and her friends in the office) think Pam is a bit uptight, should mellow out
· Pam (and her friends in the office) say Lyn is a ‘bogan’
· Lyn is higher in the organisational hierarchy though not directly Pam’s superior
· Pam and her friends engage in passive aggressive strategies
· ‘Team work’ is suffering, the director is not sure what to do with this (trivial?) conflict
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Issues: Consent, 3rd party involvement and the level of formality
[image: ]
From Kraybill, Evans and Evans, 2001, Peace Skills: A manual for community mediators, Jossey-Bass, San Francisco, CA, p. 18
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Conflict Continuum
· Border Wars somewhere between Alliance-Mutual Adaptation and Negotiation
· Slippers Negotiation phase
· Lyn and Pam Arbitration (within the organisation, by the manager)
[image: ]
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Options
· Fire Lyn (for workplace bullying). Find evidence from the past when Lyn did XYZ …
· Fire Pam (if/when she retaliates – conflict escalation). Find evidence from the past when Pam contributed to the conflict.
· Tell Pam to ‘suck it up’, as it is ‘no big deal’, and not to ‘take it personally’
· Tell Lyn to try to be more pleasant, a ‘team worker’
· Move Lyn or Pam to another division within the same organisation.
· Temporarily ‘detain’ or ‘time out’ … send either or both on a vacation
· Start formal grievance resolution processes
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Or perhaps ask different questions
· What is this conflict telling me about ‘me’ and about ‘us’ (rather than ‘them’)?
· What is it telling us about our organisation, at the structural level?
· Where do I/we want to go?
· What would a supportive (or non-toxic) work environment look like?
· What type of an organisation/environment I want to be part of/work in?
· What type of work environment we collectively want to create?
· What strategies can we utilise here?
For conflict minimisation rather than escalation (i.e. away from arbitration and towards conciliation/negotiation) – See the next slide
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TIC Framework (Actors, approaches, stages – combined)
[image: ]
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Future of Slippers
Scenario 1 (past oriented, not so helpful or destructive use of the past and the present)
“I’ve worn these slippers for years!”
“Your slippers are identical, and as loud!"
“Actually your slippers are even louder!”
“Last year you had no problem with my slippers.”
“No one else has a problem with my slippers! We’ve always worn these type of slippers!”
“Do not take it personally, my slippers have never been about you!”
“You seem to be on the edge lately, take a ‘chill pill’.”
Or… Scenario 2 (future orientation)
How can we create a supportive work environment for both of us, given the (current or new) reality?
With both 1. honesty and 2. Compassion
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1. Honesty/Truth
· Objective and factual
· Personal and narrative
· Social and dialogical
· Healing and restorative
South Africa Truth and Reconciliation Commission (TRC) Report 1998
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Acknowledge the factual truth of the past and the current reality only then able to move on
[image: ]
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From an ‘inconvenient truth’ towards viable future alternatives
[image: ]
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Slide 32
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Who do you trust? 
Referenced from Truth Claims and the Future in the Age of Conspiracy Thinking, Milojević, 2020
Scenario 1
Concrete, logical and evidence based
New evidence discovered adjusts what is known
Scenario 2
Bizarre, unfounded and grandiose claims
New evidence further confirms and strengthens the initial conspiracy
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2. Compassion/Empathy/ Understanding
· Values based
· Prioritises the most vulnerable
· Compassion and understanding of ‘the other’ (including ‘the perpetrator’)
Equals workable solutions long-term
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Lack of understanding plus lack of compassion equals “only those with the pre-existing conditions” 
(Cultural violence example) 
[image: ]
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Direct, Structural and Cultural Violence Applied (Dr Ian Brittain)
[image: ]
Paralympicananorak Different forms of ‘violence’ used against people with disabilities 
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Context/Assumption/Values: What is the relationship between the self and the other?
Healthy, constructive range:
· High regard for self and high regard for others (includes self-prioritizing/care and altruism)
Destructive, unhealthy range:
· High regard for self and low of other (extreme narcissism and sadism; oppression, torture and killing to satisfy own needs)
· Low regard for self and high regard for other (low self-esteem, martyrdom, victim mentality, masochism)
· Low regard for self and low of other (e.g. murder-suicide)
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Power Issues
Slide 39
Empowerment, support networks and organisations
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Basic tenets of transformative conflict resolution
Interest and needs based approaches (rather than power, right or randomness based approaches)
Requires empathy (with all parties); nonviolence; a creative approach (practice of creativity and imagination); and moving away from the problem (i.e. past, expectations) to the future (where do you/we want to be?). Constructive use of the future.
Basic principle: the more alternatives, the less likely the violence.
The goal: Honest and compassionate response and a solution outcome that is acceptable to all parties involved and sustainable in the medium and long term.
Based on the work of Johan Galtung and others. 
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Developing Conflict Resilient Workplaces for Vic public sector leaders (Vic Gov. 2010)
Current approaches to conflict management in the Victorian public sector
[image: ]
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“One organisation saved $50,000 a month by changing its conflict management model to one that focused on alternative dispute resolution processes.
Difficult cases were addressed using conflict coaching and mediation – this resulted in cases being resolved more quickly, used fewer resources and lowered the risk of expensive litigation.
The organisation estimated a related risk reduction of $150,000 a month.”
Victorian Public Sector Commission: Developing-Conflict-Resilient-Workplaces-Report [PDF]
[image: ]
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Back to Slippers (Solution space, Strategies)
Honesty + Compassion/Empathy: While the slippers may or may not be 
‘objectively/factually’ loud, the sound of them bothers one person & the interruptions make it difficult for that person to work
1. No slippers (NO – too cold)
2. Carpets (NO – cost + allergies)
3. Ear plugs (NO – too impractical) 
4. Different, softer slippers (MAYBE – but, potential plantar fasciitis recurrence, – time … finding the right ones that fit dual criteria)
5. Different, sound barrier (YES – felt cover for the slippers’ sole)
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2. Using the future constructively, not destructively 
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Conflict
Past
Less Helpful 
· Past events that frame me/us as victim(s) and them as sole perpetrators. Who was right and who was wrong?
More Constructive
· Past events/times wherein individuals or groups in conflict lived peacefully. What are the needs and concerns of all parties involved?
Future
Less Helpful
· Neurotic fantasising: If only (they stopped doing whatever they are doing: things would be different)
More Constructive
· What is my/our preferred future for this conflict?
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Status-quo, Escalation or Transformation?
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3. Anticipating, looking at the early warning signals of conflict escalation and putting measures in place to de-escalate conflict
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Conflict Stages
[image: ]
Source: FAO website
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Conflict Escalation – Nine levels by Friedrich Glasl
· Hardening (parties and fractions not yet entrenched, talking solutions)
· Debate and Polemics (polarization of thinking, pretend to argue rationally)
· Actions, not Words (talking no longer helps, so actions are called for!)
· Images and Coalitions (the conflict no longer about issues but about victory or defeat)
· Loss of Face (the parties feel they have now seen through the mask of the other party)
· Strategies of Threat (more concrete, unequivocal and firm threats, or an ultimatum)
· Limited Destructive Blows (objective to destroy/undermine counterpart’s resources)
· Fragmentation of the Enemy (complete destruction of the ‘enemy’, the only restraint the concern for one’s own or group survival)
· Together into the Abyss (no way back, total confrontation, destruction of ‘the enemy’ even at the price of self-destruction such as murder-suicide, physical harm, prison sentence, ruin, bankruptcy)
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Anticipation, Prevention or “Getting Shocked”?
Slide 51
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Conflict Escalation – different approaches depending on the stage of the conflict
Stage 1: Hardening. 
Approach 
· Internal, own conflict abilities
Stage 2: Debate, polemic
Approach 
· Internal, own conflict abilities
· External, professional moderation
Stage 3: Actions, not words
Approach 
· Internal, own conflict abilities
· External, professional moderation
· External, professional process facilitation
Stage 4: Image and coalition
Approach 
· External, professional process facilitation
· External, professional therapy intervention
Stage 5: Lost of face
Approach 
· External, professional process facilitation
· External, professional therapy intervention
· Mediation
Stage 6: Strategies of threat
Approach 
· External, professional therapy intervention
· Mediation
· Arbitration
Stage 7: Limited destructive blows
Approach 
· Mediation
· Arbitration
· Power intervention
Stage 8: Fragmentation of enemy
Approach 
· Arbitration
· Power intervention
Stage 9: Together into the abyss
Approach 
· Power intervention
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First things first!
· If conflict is already visibly violent or has an immediate potential to become physically violent the protective measures need to be implemented immediately.
· De-escalation is possible at any given stage but at times requires different strategies and the third party involvement.
Slide 54
4. Moving away from ‘one future’ approach to multiple possibilities
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The Transcend Method
Conflict Outcome Example, Lyn vs Pam/Pam‘o’
My Way
Pam wins: Lyn calls Pam ‘Pam’
Our Way
Transcendence:
· Everybody in the office gets ‘O’ or ‘E’ at the end of their name
· Everybody gets a random nickname for fun
· People in the office wear name tags
· Everybody attends a course in non-violent communication
· Everybody attends a lecture on bullying
· People co-create rules for non-toxic work environment
· Transformative leads teach others different conflict resolution styles
Half Way
Compromise:
· Lyn calls Pam, Pam on some days but not on others (where is still Pam’o’)
· Pam starts calling Lyn Lyn’o’
No Way
Withdrawal: No-one calls anyone anything or says ‘Hey
Your way
Lyn wins: Lyn calls Pam Pam’o’
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C.R. Styles 2/2 Axis, 5 Scenarios Method (Lyn and Pam)
High concern for goals and ideals/principles/rules
(by the leader) – “people should be called by their chosen/given/preferred name”.
· Directing: ‘You will call her Pam’
· Cooperating: ‘What is behind this conflict? Can we discuss how to solve this together?’
Low concern for relationships
By the leader, with staff, Lyn and Pam respectively 
· Directing: ‘You will call her Pam’
· Avoiding: ‘You can call her whatever you like’
High concern for relationships
· Cooperating: ‘What is behind this conflict? Can we discuss how to solve this together?’
· Harmonising: ‘Please find an alternative name Pam is happy with.’
Low concern for goals and ideas
· Avoiding: ‘You can call her whatever you like’
· Harmonising: ‘Please find an alternative name Pam is happy with.’
Compromising: Lyn calls Pam Pam’o’ half of the time
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Directing, Yes or No?
Yes
· When emergency looms; for ‘life and death’ issues
· When you are convinced that you are right based on some solid evidence, and being right matters more than maintaining the relationship (e.g. clear violation of law, policy, ethics etc.)
· When the issue is trivial and others don’t really care what happens, and you need to make a decision
No
· When collaboration has not yet been attempted
· When cooperation from others is important
· When this style is used routinely for most issues/or is predominant personality trait
· When respect for others and their self-respect is needlessly diminished
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Avoiding, Yes or No?
Yes
· When the issue is trivial and/or there are much more important issues to consider
· When the relationship is not significant
· When time is short and a decision is not needed
· When you have little power but still wish to block the other person
No
· When you care about both the issue involved and the relationship
· When you use it habitually for most issues
· When a residue of negative feelings is likely to linger
· When others would benefit from a caring confrontation
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Each style has ‘costs and benefits’
· Each of the five styles appropriate for different situations but most people commonly use only one or two as default setting
· Expanding the range … getting a bigger tool box 
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Conflict you choose (how important is the issue & the relationship?)
[Represented as an axis]
Top of axis: Issue (or ideal, principle, rule, vision or goal) is really important
Left of axis: Relationship is not so important
Right of axis: Relationship is really important
Bottom of axis: Issue (or ideal, principle, rule, vision or goal) is not so important
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What may be the most appropriate conflict resolution style for your conflict?
[Adding more detail to the conflict axis from slide 60]
In the centre of the axis:  Half Way Compromising
Issue (or ideal, principle, rule, vision or goal) is really important / Relationship is not so important
· My Way 
· Directing 
· Disputant A wins
Issue (or ideal, principle, rule, vision or goal) is really important/ Relationship is really important
· Our way 
· Cooperating
· Transcendence
Issue (or ideal, principle, rule, vision or goal) is not so important / Relationship is not so important
· No Way
· Avoiding
· Withdrawal
Issue (or ideal, principle, rule, vision or goal) is not so important / Relationship is really important
· Your way
· Harmonising
· Giving in
Additional questions: time/energy available to deal with the conflict; potential conflict consequences
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5. Being clear about the vision – what is the alternative to conflict and violence in concrete terms
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Conflict Timeline – from anticipation to make an informed choice
Tension: Latent, Hidden, Structural Vs Changes, Unity, Harmony
Manifest starting point, polarisation, escalation, now, extension, expansion, de-escalating, diminishing
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TIC Framework: outcomes
Intensity
A vertical double-headed arrow represents Intensity with Hidden/latent conflict at the bottom, then emerging, (time intersects between emerging and escalating) then escalating and then open/visible conflict at the top
Choice
Next another vertical double-headed arrow representing choice with Resolution, recovery, stable post to conflict transformation and repair at the bottom and Continuation, transmutation or escalation of conflict at the top
Outcomes
Next another double-headed arrow representing outcomes with Holistic at the bottom then positive, then negative (peaceful outcomes) then direct, structural or psychological (violent outcomes) at the top.
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Antidote and alternatives: expansion of peace and non-violence
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Graph representing the expansion of peace
Outer peace
· Environment/planet
· Global society
· Region
· National/Society
· Local community/ies
· Family
· Inner peace – Person self
Negative peace
Peacekeeping and peacemaking
· Absence of warm absence of direct, physical violence and destruction
Positive peace
Peacebuilding
· Absence of structural (social, economic)/systemic violence. Absence of exploitation, cultural* epistemological*, economic* violence, etc.
· The introduction of politics, building of structures, nurturing of values and creation of a culture that will prevent or minimise possibility of violence arising in the first place.
Holistic Peace
Peacebuilding
· Absence of ecological* and psychological* violence.
· Establishment of life-affirming and life enhancing values and structures. 
· Harmony within oneself, within community, amongst different groups of people. Peace with the world and the environment.
Preferred goal and process – The expansion of peace (from negative to positive and holistic, and at different levels – i.e. from the individual to planetary and vice versa)
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“Statue Wars” – Clarity of a Vision
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Conflict Management (using power based methods)
Who is the most powerful?
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Conflict Resolution (using rights based methods)
Who has (or can make) the best case?
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Conflict Transformation (using interest or needs based methods)
What are the needs and concerns? Honesty and Compassion
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Opens up space for different questions to be asked about ‘statues’
· What is to be celebrated?
· What is courage?
· What are emerging futures societies to value?
· How is what we value going to manifest in the physical space?
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From a ‘man on the horse’ statute to ‘women are persons’ statue, Ottawa, Canada, 2000
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To A Different Kind of Heroism, 2005
Marc Quinn for the sculpture ‘Alison Lapper Pregnant’. Made of Carrara marble, it shows Alison Lapper nude and heavily pregnant. It occupied the fourth plinth in London's Trafalgar Square between September 2005 and late 2007 and a large replica featured in the 2012 Summer Paralympics opening ceremony.
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To ‘heroism of our time’, 2020
In Riga, Latvia, a six-metre statue was installed to honour medical workers in 2020
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Conflict you choose: Conflict transformation process
Brainstorming Possibilities (First, Second, Third Impact – Neutral, Negative, Positive; Different Questions and Different Possibilities Based on Honesty & Understanding/ Positive Values such as Compassion … Then Focusing on the Best Possible Outcome and How to Get There)
“The more alternatives, the less likely the violence.” 
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Conclusion: use conflict to create different, better futures!
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Ivana’s articles referenced in the presentation
· Who is Right, Lyn or Pam? Using Conflict Resolution Scenario Methods (CRSM) to Resolve an Organisational Conflict (Milojević, Ivana, 2020, Course Reader and Journal of Futures Studies)
· Minimising Conflicts Amidst the COVID-19 Pandemic (Milojević, Ivana, 2020, Course Reader and Journal of Futures Studies)
· Mirror, Mirror on the Wall, Who Should I Trust After All? Future in the Age of Conspiracy Thinking (Ivana Milojević, 2020, forthcoming, request at ivana@metafuture.org)
Metafuture website
Metafuture School website 
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Readings Summary
Who is Right, Lyn or Pam? Using Conflict Resolution Scenario Methods (CRSM) to Resolve an Organisational Conflict (Milojević, Ivana, 2020, Course Reader and Journal of Futures Studies
Four basic approaches to solving conflict
1. Power-based
Questions asked: Who is most powerful?
Common strategies:
· Direct violence
· Military action, forceful policing, domestic violence, torture
· Threats and coercion such as economic sanctions, shunning, ostracising and bullying. Orders by those in power (police/military enforceable).
2. Rights-based
Questions asked: Who has the best case?
Common strategies:
· Reliant on dominant rules and authorities
· Laws and legal systems, religious texts, codes and tenets
3. Randomness or chance-based
Questions asked: Who is the luckiest?
Common strategies:
· Sortition
· Coin toss, straw-draw, rock-paper-scissors, lottery, random selection
4. Interest or needs-based
Questions asked: What are the needs and concerns by all parties?
Common strategies:
· Problem solving approaches
· Require empathy, nonviolence and creativity
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The role of the worldview/assumptions/beliefs in strategy selection.
Costs of each strategy
	Strategy
	Assumptions about human nature
	Tactics
	Problems with strategy

	Peace through strength
	Humans are violent. World is competitive
	Arms, balance of power, force, deterrence
	Cost, danger, retribution

	Peace through Justice
	Human beings have basic needs.
	Organise to meet needs; remove institutions not responsive to human needs, preserve rights.
	Contradictory claims lead to controversy and violence.

	Peace through transformation (pacifism)
	Human beings are capable of love that can overcome feelings of hatred.
	Transform individual behaviour and beliefs, withdraw allegiance to violent institutions
	No broad following: creates vulnerability.

	Peace through Politics (Institution building)
	Humans are rational; conflicts can be managed without violence by appealing to common interest.
	Create institutions, laws, treaties, etc. to negotiate conflicts.
	Private agendas block solutions; disagreements cause conflicts.

	Peace through sustainability
	Humans are both spiritually and materially connected to all others and to the natural world; there can be enough material and emotional-spiritual security for all.
	Work toward nonviolence in all relationships with the human and natural world; education is both holistic and biocentric.
	Technological progress depends partly upon the destruction of the environment; short-term economic gains often obscure long-term goals of sustainability.

	Peace education
	Human beings capable of changing violent behaviours and beliefs
	Teach alternatives to violence; explain consequence of violence.
	Long-term solutions difficult to evaluate.


[bookmark: _GoBack]Source: Harris and Morrison, 2003, Peace Education, MacFarland & Co, Jefferson, NC, p. 16
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Further study & engagement …
Conflict Transformation Futures Course
Futures methods and tools to resolve conflict with Ivana Milojević
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Figure 2: Current approaches to conflict management in the Victorian public sector
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