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About this Guide

As a resultof increasng Europeanengagement in internationatrisis managemenactivities, tte
landscape of conflict prevention and peacebuilding training has evolved rapidly in théwoash
three decades.Today, tere are more than a hundred organisations and initiatives in Europe that
offer training for practitioners engaged in conflict prenien and peacebuilding (CPPBhis great
number and variety of training stakeholders do not share common approachiesiming, curricula
development orquality standardsThe PeaceTraining.eu project was initiated to enhance existing
peace training byanalysingcurrent approachesdeveloping course conceptbringing together
stakeholdersand creating a welplatform, offering resource materials and interactive featuréhis
guide containsthe combined findings of ouanalyses, which arbased on inteviews with training
stakeholders andleskresearch.In our studies,we identify current European stakeholders, their
cooperation structures, understandings of peace training, curricula themes, contents and methods of
delivery. This integrated document offeanswers to the following questions:

- Who are the main training stakeholders at the EU state and-state level and what are
their approaches to training?

- What is the stateofthe-art for LIN} OGAGA2Yy SNRA (GNIAYyAy3 F2N
peacebuilding in Europe?

- What are existing and successful meémscurricula design, methods and delivery for peace
training?

- What are future opportunities to make training more effective and applécdbr conflict
prevention and peacebuilding practition@rs

With this publication, our projecprovidesa lens as well atheory-informed and practicevalidated
insight on peace training. In addition, it offers guidelines and tips on curricula designjngga
methods andtheir implementation, which buildon existing training frameworksdult education
theory and peace education. Our recommendations may serve to review and understand existing
programmes as well as enhance the design and implementatidgraioing activities. The focus lies

on the particularities of peace trainingyhich includesfor example considerations for adequate
needs assessment and conflict and cultural sensitive planning and implementation. The insights on
current trends and futte opportunities as well as the recommendations can serve decinihkers,
trainers and training organizers to improve quality and enhance effectiveness to meet the training
needs of the conflict prevention and peacebuilding field. Practitioners can usetiblication as a
guide to contemporary peace training approachiesEuropeand understand what competence
development through peace training can do for them.

The analyses of PeaceTraining.eu as well as upcoming activities on concept design, networking
workshops and welplatform provide a basis, structuraiming to foster developmentsof the
European training scengto shaping the future of peace training in Europe and beyond
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1 Introduction

The demand fottrained civilian, military and policgpersonnel is growing steadily with the rising
engagement in conflict prevention and peacebuilding activities of the European Union (EU), EU
Member States (MS), civil socidigsed and private initiatives. Subsequently, thersefor conflict
prevention and peacebuilding training (hereafter peace training) has developed rapidly in the past
two to three decades. This great number and variety of training stakeholders follow different
approaches to training, and operate in the ahse of shared standards and structures.

The EU has madgood progress in harmonizing training approaches, for example through the
adoption of a new Training Policy in March 201Yet, this framework does not apply to the
European training field as a wigo The Policy only addresses European anc4tatel training actors
and notthe several NGOs and other organisations preparing personnel for their tasks in conflict
prevention and peacebuilding (CPPB). Even at the EU léelfwto major operational triming
stakeholders at Elével¢ 9 dzNR LISQ& bSg ¢NIAYAYy3I LYAGAFIGADGS F2N
and the European Security and Defence College (ES@dChot fully synchronise activitiedleither
do they follow a similar conceptual approach to dcula development, nor do they promota
coordinated understanding of what a curriculum in the CPPB should generally coStamilarly,
non-governmental, nofprofit and researckoriented training providers follow different approaches
to developing content, integrating adult education principals into their methodology, and
implementing curricula. Especially, in the rstate setor, harmonization and quality control is
limited.

To date the European training landscape and approaches to peace training curricula have not
been systematically mapped out and analysed. The PeaceTraining.eu projednludssng this gap.
Through studies, using dek research and interviews with relevant stakeholders, we answer
guestions like:Who offers what type of training for conflict prevention and peacebuilding
practitioners in Europe? What are successful approaches to peace training curridgia aled
delivery?What are future opportunities to make training more effective and appropriate for conflict
prevention and peacebuilding practition@rBhis publication provides answers by comprising findings
of previous reports of our analysis projectgste The research focugeson training for practitioners
in CPPB, offered by EU, state and +state actors.Thematically, training ranges froprogrammes
on protection of civiliansnon-violent conflict transformatiorand conflict analysisto mediationand
conflictsensitive project ranagement, as well as paeploymentand inmission training.

This guide can serve poliayakers, trainers, training organizers as well as interested
practitioners as it outlines

U relevanttraining stakeholdersof the Europan training system: from EU actors to non
state, civil society training organizations,

peace trainingcurriculaapproaches and thematic categories,

the curricula design proceswith concrete tips,

methodsof deliveryand suggestions for successful implertegion and

recommendationsto improvepeace training.

[t et et

! The first EU Training Policy was adopted in 2004.

2 We donote that the ESDC offers a standardised, EN@Rified course on Civilian Crisis ManagemeBt)(
Concept Core Course on Civilian Crisis ManageémeElowever that is only one standardized, ENJeRiified

ESDC course of the around 70 residential training courses, offered by ESDC members. It also does not imply
that ESDC and ENTRIi hawnailar analytical understanding of curricula in CPPB training.

© 2017 PeaceTraining.eu Horizon 202@; BESL3-2015 | 700583
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The publication is structured into SBhapters
Chapter 1comprises the introduction to the content and structure of this report as well as a brief
overview of the PeaceTraining.eu project.

Chapter2 presents definitions of the terms and activities of conflict prevention and peacebuilding.
Moreover, it identifiesimportant training stakeholdergn the European peace training fieldastly,

we provide a categorization of the differentirriculathematics,from whichtraining organizers can
identify under which conflict prevention and peacebuilding training category their own courses fall.

Chapter 3clarifies thescopeof peace training and definaghat peace training encompassesvhat
we atPeaeTraining.eu take as a reference point for our research and analysis. It helps to place the
following practical recommendations for training into the context of peace training.

Chapter 4describegheoretical foundations to peac#aining, linking conditbns for learningo the

peace training context! GAf A&dAy3d Yy26ftSa IyR [ SRSNIOKQa Iy
suggestions on how to achieve participar@ntred andcdriven training in a culture and conflict

sensitive manner. It serves all those who &megaged in setting, reviewing and / or evaluating

strategic and conceptual approaches to training and basing them on existing research.

Chapter Soffers concrete steps on how to design a peace training curriculum, particularly giving tip
on training need assessment antthe formulation of learning objectivesThis chapter is especially
relevant for course designers and trainers.

Chapter 6delves intomethods andhe implementation phase, giving practical recommendagitor
trainers and course organizers abdattorsto consider when giving a traininghisincludes the five
W3 Sy a A teda@ingi corliatQculture, gender, traumas well aslearning needsand how to
addresghem.

Chapter 7 provides specific recommendationgor training stakeholderson coherence, training

structures and curriculaontents. The concluding remarks include informatiorupeomingactivities
of the PeaceTraining.quroject

PeaceTraining.eu at a Glance

Shaping the Future of Peace Training in Eusomkbeyond
Term Sep 2016 Oct 2018
Funding EU Horizon 2020 by the European Commission
Members 12 Consortium artners from Austria, Belgium, Estonia, Germany, Kosc
Northern Ireland, UK, Romania angash
Aim: Strengthening the capabilities and training curricula of conflict preven
and peace building personnel with Informiah & Communication Technology
based approaches and extensive stakeholder engagement
Development of novel concepts, methods, missémecific sukcurricula and
stakeholderspecific course concepts (2017)
- Workshopsand webinars (2017 / 2018)
- Elaboration of trainer profiles and quality standards for training and
- Creation of a wb platbrm with training search function and resourc
materials(2018)
Publications http://project.peacetraining.eu/projectstructure/

Activities:

© 2017 PeaceTraining.eu Horizon 202@; BESL3-2015 | 700583
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2 The EuropearPeacelraining Landscape

European CPPB activities hamereased significantlin numbers and diversityand today a whole
range of instrumentdgall underCPPBThehighernumber of personnel in CPPB projects and missions
has led to a growing demand for training offeMany training initiativeshave beenset up and
cooperation betweerstakeholdersn Europe and globallyaswidened improving crosgertilization,

and exchange We categorizeproviders into i) mtergovernmentalorganisation (EU) ii) government
iii) military iv) police and nonstate providers under which fall v) nongovernmental (NGO)
organisation, vi) faittbased and vii) communigased organisation), viii) univerigi, research
institutes and ix)private sector provides’. This chaptersheds light on the terminologies of CPPB,
outlinesthe numerous training initiatives in Euroand present categories of curricula thematics.

2.1 Understanding Conflict Prevention and Peacebuilding

While the UN definitions of conflict prevention and

peacebuilding are largely ceepted across sectors, theil dwhat we mean with peacebuilding
meaning is so broad that they can encompasmy activities. and prevention is one of the key thin
Conflict prevention éconsists of efforts to stop violent conflici  that needs to be clarifiedhese are
from breaking out, avoid its escalation when it does and av, ~ developing conceptszor instance,

AlGa RSGSNR2NI GA2YNSGE FRobNI4). ( ¢AUK UKS VsSg Wad
Peacebuildingis defined as a lonterm process aiming to underStand_in_g of both pre\_’ention an
reduce the risk of lapse and relapse into armed conflict peacebuildings Someth_mg_that

] . . o should come much earlier in the
creating the necessary conditions for sustainable peaithin LINPOS58 X G2 IR
state and societfUN SG Policy Committee, 2007 in BBI®, inequalities, marginalisation, and
2017). The EU conflict prevention strategies include) those kinds 6 trends that lead to
mediation and diplomacy through EU Delegations and conflict, as opposed to responding t
Special Representatives, ii) conflict risk analysis and an € early warning of rising tensions, whic
warning system, iii) confidendauilding & dialogue promotion,| Is the more traditional form of conflic
are comprehensie. Howeverno clearcut strategydocument LINB @ S ysénloAgivisér, NGO
on peacebuilding existsDevelopment and humanitarian
activities may be included under peacebuilding or they may be part of a completely unrelated
humanitarian intervention. Activities such as humanitarian aid, development cooperatiormamst
recovery, and even sanctions mi@yl under peacebuilding, conflict prevention, or development.

Our interviews with 80 stakeholders from a variety of sectors indicated a need to arrive at a
more detailed consensus of the meaning of these terms (Tunney, 2017 confidertinxample,
severad interviewees expressed concern that often emphasis in conflict prevention is not placed on
longterm, structural prevention and stability through addressing root causes of conflict. They call for
greater detail on what prevention as well as peacebuildétguld include. Many respondents
identified two core dimensiong transforming relationships and facilitating institutional chargas
the most significant processes of peacebuildinge oal of transforming relationships involves
promoting mutual undestanding amongst key sectors and actors at all levels. Regarding institutional
change, peacebuilding should transform economic, social and political structures (incl. laws) through
building capacity of police, governments and civil servants, to ensurguiists are democratic,
promote human rights and implement provisions set forth in peace agreem@ntgemic literature

® Note that these categories are not mutually exclusive.
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outlines four dimensions to peacebuilding security, socieeconomic, political, and justice and
reconciliation and each dimension Indes numerous instruments for peacebuilding (for example
Ramsbotham, 2016). It is evident that both concepts, peacebuilding and prevention, are intertwined,
as peacebuilding contains elements of prevention. As these broad definitions include numerous
activities, it is difficult for actors in the field as well as decigiwakers to find a common approach

tovya_rds them in the context of training In the ‘ Containig (re) ‘ Long term process
training scene the concepts and parameters escalation of aiming to reduce

regarding curricula are interpreted differently, . tensions into = the risk of lapse
depending onthe sector, objectives, expertise and o Violentconflict, — = into armed
. . . = and averts k=] conflict by
policy perspective. Extensive stakeholder exchange@ deteroriation 5 creating the
the training sector, could help to find a common stancg after the % necessary
on these conceptsFor now weuse the official UN . outbreak of & conditions for
- . 5 i 43 '
definitions of CPPBand base our understanding of2 violence o sustainable peace
o ] = within state and
peace training thematics around thisee chapter 2.4) 8 society

2.2 EUand StateTraining Stakeholders

Inthe 1990s, the El@mergedas a regional actor, increasinghtervening in its neighbourhood and
beyond for crisis managemehtln 2017, fifteen Common Security and Defence Poli€§SDP)
missionsand operationsare ongoing six are military operations and nine of civilian charactéfore

than 5000 personnehre deployed(EEAS2016a). This number includes military, police and @il
missionand operationstaff, but excludes hundreds of EU civil servants, diplomats and other staff
members working in EU delegations, envoys of Special Representativefora@bnflict Early
Warning. Initially, training was decentralized and the responsibility of each EU Member State (MS).
The training scene changed in the early 2000s, when countries like Sweden and Germany created
governmental bodies to coordinatviliancrisis managemenand organize traininglro give training

a policy framework, th&eUadopteda Training Policy and Concept in 2003 and 2008C, 2004A

new CSDP Training Policy was adopted in March EAAS2017a).

CSDP Training Policy 2917 at aGlance(EEAS, 2017a) \
ndard:

The policy lays out EU / CStdning architecturecto foster alignment in training sta
FYR YSUiK2R2t23ASax GKSNBoeé& O2y @)NR o6 dzi Ay 3
Recognizes the need to develop and harmonise standards, practices and procedu
contribute to the development of a commdguropean security and defence culture
Setsresponsibilities ESDC rpvides training at EU level and EU MS set national trait
standards (reflected in common core course curricula and evaluation criteria).

Defines target audience being professionals involved in CSDP (in capitals, mission:
Brussels), potential mission leaders, force commanders and military / civilian personnel.
Stipulatesmethodsincludingblended learning, setudy and mobile training teams.
Stressepre-deployment trainingasDuty of Careand prerequisite for all mission staff
States training should be compatible and complementary with training of UN, OSCE,

a
u
a
AU, other international organisations or individual partner countries. The policy recog
\the possibilities oEooperationwith NGOs. /

* The EU uses the term crisis management to refer to the whole spectrum of intervention inanttanter
state conflicts.

c: c: c: C:\
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Underthis training framework, different bodies and initiatives at the EU and Member States level,
hold divided responsibilitiesHere wepresenta selection of the most relevant operational training
stakeholdersFor further detailson EU stakeholders conséihnex 1.

European Security and Defence College (ESDC): Network of training organizers

The ESDC, founded in 2011, is responsible for implementingCBP training policirhe college
liaiseswith ministries ofdefence, national military academies and other bodies of the 28 EU Member
Statesin order to harmoniséraining culturesESDC offers around 77 courses for civilians, police and
military EEAS, 2016branging from courses for senior staff in issli@e EU comprehensive crisis
management and gender, to courses in Security Sector Reform (SSR) and mission [Nautioimaj.
training institutes and sending authorities (EU bodies or MS) anuanse feestravel andlodging

Training Organisations of EMlember States

The governmental training structures and institutions vary greatly betwddember Sates. The

Nordic countries as well as Germany, Slovenia, Austria and the Netherlands have strong capabilities
with unique institutionsfor training incivilan CSDP In other Member States, like Croatia or Estonia,
training is organized through their defence ministries or military acaderaiegno civilian bodies

have been created.

ENTRIiTraining for Civilian Crisis Management

9 dzNR LJS Trainingy ISititive for Civilian CrisiManagement(ENTRi)created in 2011, has 12
partners® Courses target civilians to be deployed in EU, UN, @868 peace operations, but also
police and militarycan participate.ENTRi 11{20162019) has working groups on Certification,
Evaluation, Training of Trainers|.Barning and Course Package DevelopmeNTRi certifies centres
in and outside of EuropeCEMClabe)) to aligncourses with international standards. ENTRuitified
courses includénter aliacore, predeployment and specialization coursesg.Leadership & Gender,
Human Rights, New Media, Hostile Environment Awareness Training, Mission Admin & Support.

Training fa Military

EU Member Stateshold the primary responsibility for military training of personnel and troops for
CSDP missiorend operations. ESDC courses for militaryd ontopics around militaryrange from
training on protection of civiliansgivikmilitary cooperation tointernational law. To encourage
exchange between young officers, the Erasmus Militaire programme was launched. It relies on the
participation of national Naval, Aiand Military Academies of EU Member Staieehrl, 2017)

Training for Police

Predeployment police training (for missions) lies in the hand of EUHM&ever, wken deployed in
CSDP missions amaperations, theEuropean Union Police Services TrainfByPST) and CEPOL
provide training. EUPST aims to buildpgtice capabilities in the areas of interoperabilitgrmonis

the international police network for participation in crisis management operations (van der Laan et
al, 2016). CEPOL trains higHevel police officers e.g. on CSOBcusing onareas of fredom,
security and justic€Dijkstra et al. EU CINCAR 2016)

° Exampes areFolke Bernadotte Acaden{¥¥BA)SwedenCentre for European Perspective (CER)enia, the
Crisis Management Centre (CM&)land and the&Centre for International Peace Operations (BEymany.
® See Annex for full list.

© 2017 PeaceTraining.eu Horizon 202@; BESL3-2015 | 700583


http://www.entriforccm.eu/certification/c%C2%B3mc.html
https://fba.se/en/
http://www.cep.si/activities
https://www.cmcfinland.fi/en/civilian-crisis-management-2/training/
http://www.zif-berlin.org/en.html

a2

D3SLYGSaANI GSR ' 3a8aaYSyid wSLRNI 2y 9! Qa /tt.

2.3 Non-StateTrainingStakeholders

The peace training landscafe Europealsocomprises nosstate, civil society dors, including non
governmental organisations, faithand communitybased orgaisations and research institutes
(affiliated with trainingdp 2 S dzy RS N& { | yile aorda @fvdluntang he&ivedactionsd of &
an institutional nature around shared interests, purposes, and values that are distinct from those of
the state, fanily, and market (Paffenholz, 2009 FollowingWorld War I, European civil society
engagement irCPPBncreasedsignificantly We continue to se@ rising number of civil socieyased

training providers as well as private sector arebearch instituteinitiatives. The followingidt,
presents a small sample of relevarin-state training providers in Europe.

Civil Society Training Provider

Austrian Study Centre for
Peace and Conflict
Resolution(Austria)

Amongst others programmes on Conflict Transformation CivitMilitary
Training CooperatignCore Course for Peacebuildethild ProtectionENTR
member offersENRIcertified and ESD€urses

Academy for Conflict
Transformation(Germany)

Programmeson different forms of conflict intervention, conflict analys
project design and evaluation, and peoptdated skills

International Peace and
Development Training
Centre of PATRIR
(Romania)

Programmes and customisettaining e.g. on Designing Peacebuildin
ProgrammesMaking Prevention WorkYouth and Peacebuildingnd Post
War Recovery, Stabilization and Peace Consolidation

HelsinkiEspana; Human
Dimension(Spain)

Courses onRapid Expert Assistance and-@peration Teams for Conflig
Prevention Crisis Management ad PostConflict Rehabilitationand on
PreventiveDiplomacy

Swisspeac€Switzerland)

Tailormade trainingand courses e.g. oBuwsiness, Conflict & Human Righ
Preventing Violent Conflictand elearningoffers, such as experienedriven
and interactivePeace Mediation Course

InternationalCentrefor
ParliamentaryStudies(UK)

Certificate courses e.g. in Conflict Resolution, Transformation and
PeacebuildingElectoralProcesse PostConflictEnvironmentsCountering
Terrorismand ViolentExtremism.

TidesTrainingand
ConsultancyNorthern
Ireland, UK)

GenevaAcademy
(Switzerland)

Accredited prgrammes inConflict Resolution& Mediation, Community
Development Dealing with Contentious Cultural Issuasd Leadership
Development.

. Researchnstitutes and Universies

Courseson branches of international law, that relate to situations of arm
violence and the protection of human rights in conflict

International Training
Programme for Conflict
Managementat Scuola
{ dzLJS NR 2 NB

{t

SafestainabléSwitzerland)

Training inconflict mapping and managementivil-military cooperation;
humanrights monitoring and education,and HostileEnvironmentAwareness
Training(HEAT)AIso offers ENTRErtified courses

Private Sector Training Providers

Independent consultancy, offering training e.g. Basiness and Internationg
Humanitarian Law Human Rights in Conflict Areas

Inmedio(Germany)

Institute for mediation and consultancy, offers a range of services inclu
mediation training

Tablel: List of selected, nostate training providers in Europe
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http://www.aspr.peacecastle.eu/index.php
http://www.aspr.peacecastle.eu/index.php
http://www.aspr.peacecastle.eu/index.php
https://www.forumzfd-akademie.de/en
https://www.forumzfd-akademie.de/en
http://patrir.ro/activitatea-noastra/ipdtc/
http://patrir.ro/activitatea-noastra/ipdtc/
http://patrir.ro/activitatea-noastra/ipdtc/
http://humandimension.net/en/home-2/
http://humandimension.net/en/home-2/
http://www.swisspeace.ch/courses.html
http://www.parlicentre.org/
http://www.parlicentre.org/
http://www.tidestraining.org/
http://www.tidestraining.org/
https://www.geneva-academy.ch/executive-education/by-theme
http://www.itpcm.dirpolis.sssup.it/trainings/
http://www.itpcm.dirpolis.sssup.it/trainings/
http://www.itpcm.dirpolis.sssup.it/trainings/
http://safe-stainable.com/index.php?action=ser_tra
https://www.inmedio.de/

‘—:'; a. Conflict Prevention b. Peacebuilding
g = - Early warning and prevention systems (may - Conflict Transformation (may also be included in
(V) also fall under theme) skill-based and thematic curricula)
o - Conflict Resolution
L:;u a. Peace and Conflict Analysis - Peace and f. Crisis Management and De-escalation of Critical
§ Conflict intelligence Incidents
3 b. Designing Peacebuilding and Prevention g. Security, Self-Care & Well-Being - Working in the
= Programming Field
& €. Managing Mission & Project Implementation h. Advocacy and campaigning for CPPB
a d. Monitoring, Evaluation, Learning and i. Gender Mainstreaming of CPPB activities
“u Improvement (MELI) Preventive Diplomacy, Mediation, Dialogue and
g e. Capacity Building in CPPB j. Negotiation
L; a. Governance and the State in CPPB (e.g. rule of ~ h. Mediation, Dialogue in Peace Processes in CPPB
o law, good governance) i. Economic Dimensions and Business in CPPB
‘5 b. Gender in CPPB j. Protection of Civilians and Vulnerable Groups in
o C. Societal & Community-Based CPPB CPPB
3 d. Security Sector Reform (SSR) and Disarmament, k. International Human Rights Law, International
% Demabilization and Reintegration (DDR) humanitarian law, Refugee Law
f e. Reconciliation and Transitional Justice . Culture and religion in CPPB
B f. Preventing and Addressing Radicalization and m.New media and technologies for CPPB
= Violent Extremism n. Peace Education for CPPB
é g. Environment and Natural Resources in CPPB
g 8  a. Women and men in CPPB e. Media in CPPB
Bl D. Security Sector (Military, Police and Judiciary) f. Private sector in CPPB
é g c. Civil Society in CPPB 2. Health Sector in CPPB
E () d. Children and Youth in CPPB
Y
e . Military Pre-Deployment Training C. In-Deployment (In Field / Mission / Project)
4 D Civilian and Police Pre-Deployment Training d. Post-Deployment
E o (PDT) / Preparation for NGO Staff
=
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2.4 Peace Training Thematic Categories

Before delving into the theoretical background of adult learrang its application in peace training
we lay out the different curricula categories péacetraining inEurope (Wolter et al., 2017This
cluster (table belowgan be useful for decisiamakers and training organizers tio in their training
programmesn the field of CPPBVe outline broadercategoriesof programmes relevant to achieving
operational competence for those deployed in thedieTherefore, we addressed both:

c:

Training thematics and curricula addressing core @ERB:d competencesand
Training thematicand curricula relevant for practitioners, policy makers and stakeholders
working in / deployed in areas affted by or at risk of conflict.

c:

PEACE TRAINING CURRICULA CATEGORIES / THEMATICS

Table2: Peace Training Curricula Categories / Thematics
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3 PeacelrainingScope
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Having identified training stakeholders and categories of peace training curricula, we now examine
the competencies encompassed in peace traini@gnerally, @ understandpeace trainingas the
process of preparingractitioners for their work in CPPB axiiies. Training can occur before, during,

or in-between deployments to conflict zoneédditionally, local stakeholders, who are living and
working in conflict contests, can receives training in order to build peace within local institdtions.
Practitiones come from a variety of sectors, includinglitary, police, diplomats, civil servants,

peace mission personnel and civil society
organisationd. Fitting this understanding of
training for practitioners, wechosen to utilise the
ASK model.

What Peacelraining Encompasses

(@)
c

Traini

Formal and non Focuses on
formal processes ! attitudes, skills
of creating and
.. ()
capacitiesand - knowledge as
competenciesin S competences
a certain field = to be
(% developed in
< training

We frame peace training activities into shaping attitudes, building skills, and developing knowledge
namely the ASK modehittitudes include what a person thinks or feels about a matsdills help us

SKILLS

Communication
Anti-Discrimination
Strategic Analysis
Reflection
Self-Care

Peace
Training

ATTITUDES
Empathetic and Non-judgemental
Sense of Social Responsibility
Diversity and Respect
Value of Equality

Figure 1: ASK Model

put our knowledge and beliefsito action
and knowledge involves déthe things one
knows and understands based on
experiences and / or studly Fras &
Schweitzer, 2016, p.10Jhe ASK modes
helpful in peace trainingbecause being a
good practitioner involves more than
knowing what to do, but actuallyputting
knowledge into practice It requires
participants to internalise an attitude and
belietsystem that promotes equalityand
human rights and develop skills for effective
interventions. The figure depicts tttudes,
skills and knowledgéhat we deem central
to peace trainingand CPPB work in general.

"Here we refer to our interviews with local stakeholders in Northertaird and Kosovo.
8 Since we focus on training for practitioneegademianiversity programmes on CPPB are not included within

the scope of this study.
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1. Attitudes

Peace training involves instilling attitudes withip~ o ) N
participants that promote the values of peace OLY UKS tlhad eshkl
Preparing practitioners for their work involves | Uainingfocuses on developing a certa
reinforcing the beliefthat peace is possible anc PUdAGdRS AY UKS 0
desirable and that equality, diversity, participation an attitgde might be mgre important thqn
human rightsare the cornerstonefor working inCPPB haY”lg @ Yery ?pFCIfIC t?OL Addr?s?m
Coreattitudes that are essential to CPPB work and m PUUAUdRS Aa YAaanl

. - . I Trai
be shaped ipeace training may include: . ndependentTraine J

Attitudes in CPPB

belief that all people regardless of gender, sexual orientation, ethratity
should be respected and valued; desire to promote human rights

Equality

Belief inanti-discrimination, desire to challenge stereotypes, desire to
understand and respect those different from self, promoting a-no
eurocentric ethostolerance, recognising dignity of each person

Respect for
Diversity

Nonjudgemental attitude, value of listening to others, not elevating ones¢

Empathy above others or demonizing others

Beliefthat violence is not a solution to conflict, understanding thiatience
Non-Violence promotes domination rather than inclusion, desire to address root causes
conflict, build relationships, and make institutions more equitable

Social Understandingnterdependence ofhe world and having a sense of duty in
Responsibility | improving the world, seeking to guarantee dignity

Table3: Attitudes in CPPBgnney forthcoming)

While some participants may espouse these attitudes upon entering a traiothgrs may need to
undergo a transformative process to develop theltoreover, many individuals may hold these
attitudes in generalyet may have difficulty applying them to specific situations. For instance, one
may believe in equality in general but ynaot valueor be aware ofgender equality in particular.
Alternatively, one may value gender equality in theory, but may not know how to take action to
support it. Attitudes are not simply formed through our upbringing and experiences. Rather, they are
formed through the way we process our experiences.

Attitudes can shift as our experiences broaden and scope for reflection is enhanced. For instance,
we may grow up learning racist or sexist stereotypes, but when encountering aowal contexto
reflect differently, our attitudes may shiftIraining for examplecan include activities to stimulate
reflection onstereotypes and challenge our thinking. Unfortunately, the process does not end there.
When we encounter an unfamiliar situation, we may revertcldo attitudes that have been
engrained in us (Krewer & Uhlmann, 2015). This means we must develop skillsr@flaseiion and
challenge engrained thinkingJltimately, undertaking this constant process sélfassessment
enables the individual to evadie their attitudes and behaviours and their effects on people (Pjllow
2003). This is linketb the principles of 'positionality and reflexivity' in social science inquihych
requires researchers and by extension practitioners, trainers articipants to reflect and assess
their position within a given context by interrogating thelridses, beliefs, stances and perspectives
(SavinBaden& Major, 2013,p.71).
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2. ills

Peace training focuses on developing techniques
conflict analysis, prevention and peacebuilding a
applying these skillsn a variety of social context3his

involves teachinghowto do something, for exampleéyow

to create trust or how to facilitate diatpue between | I
conflicting parties Yet, applying lslls successfully and
confidently requires practice. While many skills within
CPPB are applicable across sectors, they may need t
tailored to a specific mision or a particular sector. Fo
instance, communication skills may cut acrossCHIPB

SR 'aasSaa

YSyid wSLR2NI 2y 9! Q& /tt.

\

G2S RAR | OGN} AY
internationals understand how to

move away fom taking action
themselves to supporting national
OG2N&E (G2 I Odad Li
you need in terms of actirig support
of national actors, and being able tc
step back and allowing them to take
the lead in the way they think it neec

to be @ y Seérdor Advisor, NGO

J

activities but theyare applied differentlyin community

basedmediationand supporting military reform processea skills training should focus both on the

technique and the way that technique is applied to a particular conté. have identified the
following skills as cutting across sectarsl CPPRctivities.

Crosscutting Skills

Examples

in CPPB

Communication

Active listeningskills using deescalating languageon-verbal
communication

Inter-cultural
communication

Openmindness avoiding miscommunicatiosensitivity respectand
adaptationto local contextghierarchies, roles, et@nd cultural rules of
communicationincluding norverbal forms

Anti-discrimination

Challenging stereotypes, prejudice and discrimination, challenging pow
imbalancescreating spaces tempower and gig voice to marginalised
populationsor coworkers, local partners etc.

Selfcare Personal safety and security, resilience, wiolike balance, health
Stress Skills for dealing with stress, e.g. meditation, breathing exercises, musi
management sports, other leisure activities (according to personal preference)
Reflection Upon self (motivation, interests, biases, behaviour, attitudes), relationsh

employer workeretc.

& Gender
mainstreaming

Gender Awareness

|l RRNBaaAy3d adSNB2GeLISa NBflFaGAy3
participation and empowerment, challenging gendersed violence and
attitudes that promote it, ensuring a gender lens in all work activities

Conflict and
cultural sensitivity
(incl. Do No Harm)

Building relationships with local stakeholders, conducting a needs
assessment with local stakeholders and designing an intervention that
reduces risk of harmmainstream conflict and cultural sensitivity all CPPB
activities, from conflict analysis, project / mission design, implementatio
monitoring and evaluation.

a6

Table4: Crosscutting Skills in CPPB

As mentioned above, skills put knowledge and beliefs into action. One may have a belief in cultural
sensitivity and may know what is and what the steps for achievingaite. Yet the essence lies in
transforming it into behaviourThis involvegpracticirg, the skillsand reflecting upon practice to
improve further.Knowledge is theognitive ability to understandout skiltbuilding enables one to
apply it to various settings.

53GLAta AY G126 ¢2¢ FdZARS o088 /2y Tt AOG {Syardagdrie /2
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3. Knowledge

Several different types of knowledge candmuiredfrom ¢~ . . o
a training. In addition to learning terms, definitions anc When V\_’e did gvaluatlons of trainings
details within factual knowledge, a training may cataly Afghanistan, if we wers mgnths Iater
. . . . and asked people what did they gail
participants to explore theories, devise strategie L,
understand local contexts and develop an understandi| FNBY UKS UNFAYA
_ P dzy RENB G YR GKS O
of self. The chart belowillustrates types of knowledge o o
o ) i know how to do it in practice in our
relevant to peace trainingderived fromthe theoretical 2 2 5 Faner& Peace Consultant
framework (Krathwoh|] 2002 Wolter et al, 20173 and " p
interview data:

Knowledge Dimensions Examples

Factual Knowledge Terminologieg Definitions
Basic elements needed to b| Dates Statistics
acquainted with a discipline| Details of Historic / Current Events
or solve problemsvithin ita { Knowledge of local landscape: Background to conflatial
context, incl.local knowledge norms, indigenous knowledge systems, key actors
Conceptual Knowledge
Interrelationships among thg Knowledge of classificationsategories
basic elements within a | Knowledge of principles argkneralisations.
larger structure that enable| Knowledge of theories, models and structures
them to function together.

Stepby-Step Guides

Guidelines / Protocols

Knowledge of specific techniques and methods

Conflict Mapping

Conflict Analysis

Identifying and conveying best practices and lessons learned fi
the field

Consciousness abofity S Q diaes Y

Self-Knowledge Awareness of personal capabilities, strerggind weaknesses

Procedural Knowledge
How to do something

Strategic Knowledge

Table5: Peace Trainingnowledge Dimensions (adaptém Krathwohl, 2002)

According to ouiinterviews with expertslocal knowledge, seknowledge and strategic knowledge

are particularly important for peace trainingVe want to stress that training should adequately
conveyto (external) practitioners who ar@leployed in onflict settingsthe relevance of local
knowledge and local capacity for effective dodallyownedpeacebuilding. This includes factual and
procedural knowledge, but afoursealso language skills and cultural understandidgr interviewee

(NGO Director Afghanistan)ésncerred 6 2 dzi G KS !'b FyR T2NBdbeal 32 FSNJ
capacities and knowledgé his criticisngoes way beyond training, asatidresseshe usefulness of
deploying internatimal stafffor local peacebuilding. Ygraining can be used to at least adequately
prepare the international staff to value and acquire local knowledge as well as effectively make use
of it. In turn, thiscanmeanthat a head of mission employs more local staff or invewmere locals in
project planning. Regarding sensitive approaches in peace training the next chapter offers
recommendations.
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4 Theoretical Foundations of Peace Training

The wayin which a trainer approachedraining can have a great impacin 4 KS  LJ- NI A OA LI
engagementand motivationin the course,and the degree to which the training will be useful to the
LI NI A OA LI y (i &éhsedqudniydiNB essetidlJodiraw from a theoretical framework on
education that (1) reflects and models the values of peace train&)ghét is most likely to meet the
LI NOAOALI yGaQ €SFNYyAy3d ySSRaz yR o600 O(KFG @It dzS
In order to achieve this, our approach merges two bodies of literature that have not previously
been used together: peace educatiorethry derived from Lederach and adult education theory from
Knowles. Peace education theory ensures the values of peace training are embedded within a
training. These may include promoting equality within a training and ensuring cultural sensitivity.
Adult education theory helps us to put the learner at the centre and recognise the conditions under
which adults tend to learn the best. While Lederach and Knowles are popular within their own
disciplines, we find the combined approach offers a fuller, more ise@sand more practical
approach to learning. After laying out some basic principles of each theorist, we show what the
implications of a combined approach are within a training setting.
Lederach (199bdescribes two possible approaches to training addcation, the prescriptive
and elicitive approaches. Agscriptive approach is similar to traditional educational models, where
the trainer acts as the expert and only source of knowledge. The elicitive approach, which is very
compatible with Knowles, 4cy 2 6 f SR3ISa4 G(KS SELISNASYOS 2F LI NIiAOA
role as a facilitator. The following table summarises the differences between the approaches:

Prescriptive Approach \

Elicitive Approach

Trainer is primary source of knowledge. | -
Traineris the expert.
Participants are empowered through -
gaining knowledge from trainer.
laadzYlLliAzy GKFG GK|-
can be applied to any cultural context. It
seen as contexneutral.

Rather than embedding cultural -
sensitivity, gender sensitivityithin the
training, such material is seen as an add
on.

Participants and trainer bring knowledge ai
experience to a training.

Trainer as catalygtfacilitator of the learning
process.

Participants are empowered through
problemsolving, reflection and active
participation in the training process.
Respect for diversity and equality is modell
within the group and promoted throughout
the training. Trainers and participants
explore waysad be gendeisensitive and
culturally sensitive.

Table6: PrescriptiveversusHicitive Approach toPeace Bucation
(adapted fromLederach, 1995, p. 65)

An elicitiveapproach is more compatible with the goals of peace training because they promote
group empowermentather than domination. In addition, they value inclusivity, participation, and
the richnes=f diversity. Trainers in peace training promote these valti®®ugh modelling them in
0§KS NI Ay Ay @dicatfing] ke cytlad DA deriination that peace training attempts to
transformé 6 wA @ SINAT7L Now anly ds3this approach consistent with thelues of peace
training, this approach to trainingaccording to adult education experts, is also the best way to
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educate adults. Knowles (2005) devised five pillars of adult learning that should form the basis in
RSOSt2LIAYy3a 2y SQa 2/ZapphhcNIO &thayiig ThéyGaieK 2 R2 t 2 3 &

/ Five Pillars of Adultearning(Knowles, 2005) \

1. The participant has an internalotivation to learn.

2. The participant views oneself aglaer, rather than a learner. S/he wants threct his/
her learning.They do not want to blindly follow a teacher; theyant to be involved in
the process.

3. The participant comes to the training wigxperiencethat can be drawn upon during the
training.

4. Adults want their learning to be meaningful; to be directly connected to a concern, i
or challenge they havexperienced.

5. Participants want tapply their knowledgerather than store it for use later in lif@hey

\ want the material they learn to be immediately applicable to their lives. /

Adults, then may not respond well to a prescriptive model that negates their expertise and that is
not relevant to their livesaand work Adults may thrive in an environment where training has-real
world applicability and relates directly to problems or concerns in their own lives. Westwood (2014)
indicates that these are the exact circumstant¢eswhich the elicitive approach woulépply. An
elicitive approach works well when the learning objective involves inquiry or discovery around real
life problems the participants encounter. It allows participants to learn through practice, preblem
solving and reflection on experiences. The faciitaguides the participant in a process of self
directed learning (Susski@Corburn, 1999) that ieelevant to their needs (Westwood, 20114

PeaceTraining.eu Approach to Training

Based on Knowles (2011) and Lederach (1995), we sutygestrs, training decisiomakers and
organizersconsiderthe followingaspects in their approach to ensure an effective, participdnten
andinclusivepeace training; no matter if for military, police or civilian training programmes.

APPROACH TGO CRTERIA / DESCRIPTION

SAFE. COLLABORATIVE. COMFORTABLE. STIMULATING. ELICITIVE

- Put the participants at ease: Room set up should not indicate passivity
learnersor superiority of trainer (e.gseating arrangement in a circle or
WO o6 stylXyibap tables) and not rows with trainer at the front).

- Familiar music or relaxing music on the backgrocauad help.

- NN y3IAy3a GKS NB2Y gltfa gAdGK
appreciation for their contributions.

Physical
Environment

COMPREHENSIVE.

The training process includes:

- Preparation phase (including pteaining needs assessment, design &
development of course, recruiting participants).

- Implementation (including elivery anddebriefing/ reflection).

- Evaluation andollow up, including assessment of outcomes and impac

TrainingProcess
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APPROACH T(i CRTERIA / DESCRIPTION

SAFE SPACES. RESPECT. AVAILABILITY OF REPHEESINWAL SPACES

MECHANISMS OF SUPPORT.

- Trainer should be respectful of participants, accepting, supportive (e.g
beingopen to individual consultation when problem arises).

- Trainer should be sensitive to culture, conflict, gender and power
dynamics amongst participants and be aware of the possibility-of re
traumatisation through content or certain use of training method.

- Availability of the trainer to offer suppodr the availability of a coach

- AN AYSNDa Sy i K dzsimpoiarit tdmakng RdraShgily S

Psychological
Environment

OPENNESS. ENTHUSIASM. RESPECT. DIVERSITY

- The participants need to get to knosach other. Introductions (name
games, icebreakers) can foster a sense of community amongst the gr

- Atrainer should set ground rules with the participants in order to creat
safe space. Rules can include: confidentiality (Chatham House Rule),
judging, ensuring equal participation and effective, nonviolent
communication (i.e. no interruptingro name calling). This helps to insti
attitudes and values of respect and equality witkie training.

- Trainer respects timénot running over) and allows for breaks

Laying the
Groundwork

COCREATION. EMPOWERMENT. OWNERSHIP. RESPECT FOR DIFF
- Learning is directed by the participants, trainers and training providerg
Who directs |- Participants have ownership and agency. Listen and adapt to emergirn
Learning needs.

- Methods of delivery are participatory and trainer open for feedback an
ideas of participants.

PROFESSIONAUISSUIDANCE. EMPATHEQULAITY.
- Trainer models equality and respect for diversity.
- Trainer acts as mentor and coach.

: 0
Role of Tainer' - Trainer is aware of participarfisackgrounds and training needs.

and L o . :
. - Trainer is sensitivand responsivéo group dynamics.
Wnderstanding L - : ) g .
- Trainer involves participants in planning, debriefing, and evaluation.
of selfQ o . ; .
- Traineris selfreflexive and aware of their own biases.
- Ideally, vork in training teams, especially teams that are gero@ianced
and represent diverse backgrounds, can promote-saléxivity.

BOTTOMUP. DIVERSE (NOT GNESALL).

Source of - . \ -
- Participants and trainersoth bring knowledge to the training.

Knowledge

- Trainers may invitsubject matter expert¢SMEs]Jo share their expertisg

10 The exact roles of course organisers and trainers can vary from organisation to organisation. Generally, course orghtiginsran
design, coordinate and implement trainings. Course organisers and trainers may include personnel from military drgamirgations,
departments within the EU or UN, local or international NGOs or academia. Course organisers may handle financial€rsirpuldicise
materials on training, recruit and select participants, and obtain accreditation. The trainer migy dies learning objectives, curricula,
methods of delivery, the agenda, assessment criteria and evaluations. In some cases, the organisation design and cadrtiaiaters
will only be hired to condutthe training. In other casesainers playan adive role in the entire process.
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APPROACH T(# CRTERIA / DESCRIPTION

in a particular skill, subject area tmcal context. The SMEs may not hé
RARI OGAOI f alAattazr odzi GKSe& Yl
responsibility to ensure that the SMEs fits the learning objectives
appropriately integrates their materials into the training.

ELICITIVE. PARTICIPATORY. INCLUSIVE. SENSITIVE. DIVERSE.

- The training methods model the principles and actions that are descril
and promoted throughout the content (collaborative, dialogical, reflecti
etc.).

- Methods are sensitive to gendérculture/ conflict/ learning needs local
context.

- PGAtAaS f S Ny SsdDragingiapuifdidipSrytipedts |y
through activities such as brainstorming, games, and discussions.

TrainingMethods

RESPECTFUL. NOWDGEMENTAL. EMPATHETIC.

- Trainers canpromote respectful communicatiorthroughout discussior
and model values of empathy, respect and being-nmgemental.

- They can promote equal power dynamics by ensuring that no
dominates the discussion and encouraging quieter people &alkpThe
trainer can facilitate learning by stimulating reflection and dialggiseng
openended questions.

- Trainers display sensitivity through challenging any discriminat
behaviour or commentsProblematic and challenging topics should not
avoided but given the space for discussion.

- Materials usedshould be representative of diverse perspectives g
promote understanding of and empatHor marginalised populations.

Communication

CONSOLIDATION. INTEGRATION. TRANSFORMATION.

- Creating a forum that consolidates learning, stimulatesaetireness
raises consciousness, and furthers understanding of group processes

Reflection - Guided reflection can involve integrating experiences with understand
and crating a space for introspection.

- Reflection can occur in larger small graips, in pairs, or individuallfrhe
trainer may prepareopenended questions to stimulate thinking.

Table7: PeaceTraining.eApproach to Training

Peace training theory can inforthe approach ofatrainer as well as the training design and process.
It promotes learner agency, respect, inclusivgensitivityand selfrespect. In the next chapter, we
detail the way a peace training perspective can influence the planning and development of curricula
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5 TrainingDesign

Based on the theoretical foundation, we nalglve intothe components and desigof a curriculum.

¢tKS 02y 0OSLIia WOdzNNR Odzf dmé Qsed figduently GyzhiNiigGeketolNdrsT NI Y S
without a clear conceptual referenc@or the detailed analysis se@/olter et al., 2017) In the

absence of a common understanding and guidelines on how to design a currioybeacetraining,

this chapteffills this gap, providinguggestiongor curriculum designWe offerguiding questions for

training needs assessmentcommendations on howdo to elaborate learning objectives and a
practicalchecklist for trainers and course developers.

5.1 Curricua Components

A curricular frameworkis an overarching document, policy or strategy that outlines vision and
purpose of particular training activities, sets guidelines and structures for curraathprescribes
requirements for approaches and curriculum design, implementation and evatugtiNESCQIBE,
2013). One example ishe EU Training Policyas it gives guidelineand purpose for curricula
implementation ofEUpeace training. Concretely, the Policy pla&gs$ visions, goals ammblicies for
conflict prevention and peacebuilding agties, such as Comon Security and Defence Polidg a
curriculum context. Istipulates that training is divided into basic, advanced;geployment training
and mission induction training, and defines the broad target audienaggliesto all participating
training stakeholdes of the ESDQn the absence of a

framework one can still place the curriculum in éit is so easy to think you are on the

social and political context, cIarifying the giVG same page only tdiscover you are

conditions, such as donor requiremenasd training working from completely different

need requirements, therebyplacing a curricuum meanings.Clarity around concepts is

under particular CPP&rategiesand approaches. crucial in working out dfJS 2 LJf ¢
A singlecurriculumis defined asan dinventory of O dzt (i HINEBither

activities implemented to design, organise and plan awm

education or training action, including definition of learning objectives, content, metfiodiuding
assessment) and material, as well as arrangements for training teachers and téaimers9 5 9 Cht X
2011, p.43)With the ENTRI curricula mode{20174g and peace education frameworks as reference
points, we recommendconsidering the followingine core aspects plus resource materials in every
planning, design and reviewimgocess of CPRRaining curriculim.

" ENTRI calls it framework methodology
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Course Description

Training Context (who offers training for what purpose)

Indication on training level (e.g. basic or advanced)

Target Audience

Reference to profiles (incl. roles in CPPB sector) and linking these
profiles with content and case studies introduced in the agenda

Background requirements (e.g. years of mission experience)

Learning Objectives

Referring to theories of adult learning and frameworks

Spelling out the level at which learning is intended (intra-personal,
inter-personal, community, policy etc.)

Spelling out the "prevention” and "peacebuilding" impact of the
respective learning objective

Referring to concrete attitudes, skills and knowledge (ASK model)

Programme / Agenda

Length, sequencing of modules and timing

Content themes / topic covered

Trainer Profiles

Detailed description on thematic and training experience, educational

background & approach to training and relevant publications

Methods

Residential, e-learning or blended, considering different learning styles

and conditions of adult learning

Consideration of conflict sensitivity, gender, power relations, hierar-
chies, possibility of re-traumatization

Assessment & Certification

Accreditation of the course, if applicable

Competency certification of participants (e.g. in / out test) and / or
certificate / diploma upon completion of course

Evaluation

Design of course evaluation system

Design of evaluation & improvement process between
trainers & host institution / training organizer

Logistics
Location / Facilities (incl. accommodation)

Materials (projector, flip-chart etc.)

Travel (incl. Visa)
Costs

w S L2 NI

2y 9! Qa /tt

RESOURCE MATERIALS

Bibliography

Handbooks

Official documents

Academic literature

Multimedia
Videos / Podcasts

Apps

-o0—
(e ) Database
C_
CI

Case studies
Interactive maps

Before the Course

0= Participants’ profile
" g Learning expectations
U—|O=| Contribution templates

.. E-learning tools
in

;I

Social media communication platforms

During the Course

Slides / handouts

Quick reference guides

Trainer

After the Course
i

@J Related courses / programmes
@L (among participants & trainers)

=

trainer / facilitator
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5.2 Curricula Designi®cess

The design of a curriculum for peace training follows a similar logic andfstequrse development
in other fields,asfor example disaster preparedness or management training. Yet ifiottmving,
we additionally point out particular aspects to consider in peace training. Genavallygcommend
following these step# the plannirg and structuring of a curriculum

1. Consider generaframework conditions and (political, donor, other) requirements of the
training in the context of conflict prevention and peacebuilding.¢. moment of training
delivery, funding.

2. Conduct aneeds assessmenidentifying and addressingpecificrequirements in theCPPBield

andof the target audience

Set overalboalfor the course and specifiearning objectivedor each sessian

Definecontent, consistent with the goals and learningjectives

Selectmethodsto achieve the learning objectives (considering different learning styles)

Research existing and / or develop newiterials (incl. instructions & work sheets)

(Hamza, 201p

o g kW

Training Needs Assessment

Our research ad expertinterviewsrevealed that needs assessments aften not done sufficiently,
although it is a prerequisite foensuring thatthe training objectives matckhe needs in the field.

I O02NRAY 3 (2adlyIYSIRNBE 8 NI+ 02 & KSandwhittowdDiishobiGlye ¢ K I
within a particular context, leading to strategies aimed at eliminating the gap between what is and
should or could B2 0 LJ® peacetramingl. ¥ is primarily about what skills, knowledge and
attitudes the practitioners need to have (or learn) to

fulfil effectively ad sensitively their tasks their §Trainers should identify] from

CPPB endeavoug be it in an NGO projecor | communities what the training needs are
international peace mission In the needs what that looks like, what the skills gaps
assessment trainers or course organizers|  are, and build the training around their
systematically identify priorities, explicitly expresse training needs rather than follow the dikt

by deployment agencies, practitioners 2 ¥ | SdppreadadFainer, NGC
organisations in the fieldas well as implicit needs

which may derive from the CPPB working contaxparticipant ackground and decide upon the
curricula componentgHamza, 2012 We propose thesguiding questions

U Target AudienceWho is the target audience, what are their profiles, professional experiences
and cultual and educational background¥%hich priorexperiencesare potential participants
requiredto have tobe eligible forthe training?

U CPPB working context, needs and requirement¥What are the working conditions,

NBIljdANBYSyGazx TFdzyOliAizya YR NBalLRyaArAoAfAdASa
specialisedcompetendes (attitudes, skills and knowledge) are needed for working irctimdlict
context?

U Gaps: What are gaps ina1 Affax (y2¢6tSR3IS FTyR |{iGAGdzRSZ

experience® What gaps exist icurrent performance of the paitipants and theupcoming
CPPB assignment? What do the participants need to be able to know and do to fulfil their
function in CPPB missioagad projects effectively, successfully aade theycontext / conflict/
gendersensitive?
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U Outcome:How can the training fill this gap? What is the overall goal of the training? Keep in
mind: What are the limits of the training, considering its duration, trainers, experts etc.?

Suggestions ondw to conduct a need assessment for peace training

Draw fran past experience with similar groups
Conduct interviews or online surveys (e.g. Survey Monkey or via email) with course organizers,
participants, deployment organisationsjssion HG@, field offices oprojects in the field.
ConductanIn-Test (online) with participants to assess prior experience, knowledgsialtsl
Gather information from informal discussiongth professionals and trainers in netwak
Conduct focus groups with course organizastential participants, demyment olganisations,
missions angbrojects in the field (ENTRI for example has national focal points)

U Learn about the challenges and requirements in the field of CPPB from studies and.reports

Course Goal and Learning Objectives

Based on the needs assessmentpaarall aim of the training has to be set. A clearly set training goal
and learning objectived.Os)are pivotal for a successful training as they indicate

What do the participants need to be able to do and know (in terms of attifugiehaviour, skills
and knowledge) by the end of the course and etrainingsession?

An example of an overall course goal of a training on Negotiation and MediatiBNBRi (2017b) is:
GThe aim of the course is to enable participants to ameliorate theowledge, skills, and
competencies in negotiation and mediation, and thereby be more successful in their approaches to
(civilian) crisis management in missidns
To give an overall guideline on the formulation of learning objectives we suggest theirfigliow

|

N I
5.3 FormulatingLearning Objectives /@\
=

Spell out learning objectives for each module or course session and the overall course.

U Keep in mindhe target audience, the group size, experience, background (e.g. diplomats,
servants, mission staff, senior level, advisors, NGO staff, gendarmerie / military police or
and or military (consider rank).

U LOs need to bSSMART
- Secific¢ Do LOspecify what to achieve, referring to skills, attitudes and knowledge in

CPPB?
- Sensitiveq Are the LOs conflict, gender, trauma andturaly sensitive?
- Measureable; Can the acquired attitudg skills and knowledge be observed and tested?
- Appropriatec Are they corresponding to the course lexel LI NIi A OA LJ y (G & Q
background?
- Relevantc! NB (G KS& NBESOIyd d2 /tt. FyR (GKS
- Time-bound¢ Can they be achieved in the given time and the course conditions?

U LOs should buitbn adult learning theory:
- Whichpersonal, specialisd, social and methodologicatompetendes NB f I G SR i
behaviour in terms of feeling, thinking, communication and action do the participants
to acquire / train? Krewer & Uhlmann, 2015)
- Which cognitive stages of learning according to Bloom's Revised Taxonomy
participant need to fulfil{Anderson & Krathwohl, 2001):
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Higher Order Cognitive Skills

1. Creating Putting elements together to form a coherent or functional whole; reorganizir
elements into a new pattern or structure through generating, planning, or producing.

2. Evaluating Making judgments based on criteria and standards through checking and
critiquing.

3. Analysing Breaking material into constituent parts, determining how the parts relate to
one another and to an overall structure or purpose through differentiating, organizing,
attributing.

4. Applying Carrying out or using a procedure thigh execution or implementation.

Understanding Constructing meaning from oral, written, and graphic messages throug
exemplifying, classifying, summarizing, inferring, comparing, and explaining.

6. Remembering Retrieving, recognizing, and recallkngpwledge from longerm memory.

Lower Order Cognitive Skills

A list of verbs to phrase LOs is found in Annex 2.

EXAMPLES of LOs:
At the end of a training, the participants are able to

CONTEXT & CONDITIONS

ddentify the key principles underpinning a successful negotiati¢conflict) mediation;
Practice skills and competencies in negotiation and mediation idifealtuations;
Be more confident and effective in (local) mediations and negotiations in the context of ci
crisis management;
Use tips and tricks faregotiation and mediation;
Recognize and anticipate cultural differences in negotiation and mediation processes;
Develop strategies for negotiation and mediation processes;
Recognize bargaining tactics and respond to tiiem.

Negotiation & Mediation coursd&sNTRi 20171

5.4 Checklist for Planning a Training

Identify and spell out the context and conditions for the training:

\%

< << <

Vv

Is the training orsite, online or blended?

What criteria are set by the donors of the training?

Which level is it?

Is the course accredited? If so, what are the implications for curricula design?
How will | promote sel€are in the training?

Have | desigreemy training to fit the lengthlevel of the trainingandgroup compositiof?

TRAINING NEEDS & REQUIREMENTS

V

Vv

How can the training contribute to this? What is the overall goal of the training? Keep in
What are the limits of the training, considering its duration, trainers, experts etc.?

Have | kamined lessons learned and best practices about implementdit@n prior experience,
observation and research? Have | devised plans for respgndirisks within the training?
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V Have | conducted #raining needs assessmehtHave | shaped the training for the objectives of 1
mission andocation? Have | consultedith local partners working in the field?

TRAINERS / FACILITATORS / EXPERTS
V Is there arainerteam? Have synchronizedny training modules to avoid duplications and to bu
contentcomplementing eaclothera 22
V Are additional experts (e.g. policy makeipldmat) for particular sessions invited? How does °
expert input fit the overall learning objectives?
PARTICIPANTS
V Have | recruited participants appropriate for the training? Do | have diversity among particif
Have | consulted witparticipants inthe planning phase®o | know participantbackgrounds anc
do | know of any specific learning needs?
V What are the criteria for the selection of participants and who sets them? Do participants
special learning requiremenget by the training organgz?

LEARNING OBJECTIVES
V What do the participants need to be able to know and do to futfdit function in CPPB missiol
andprojects effectively, successfully and context / conflict sensitive?
V Hauvel clearly definel learning objectives for the course and each session?
V Do the learning objectives match the training context, content and methods?
Are the learning objectives appropriate to the target audience, what are their profiles, profes:
experiences and cultural and educational backgrounds?

CURRICULA CONTENT & PROGRAMME
V Didl refer to core concepts of conflict prevention and peacebuildamg havel placed the content
in the overall CPPB categories?
V s the content based on the needs assessment, learning objectives and participant goals?
V Is the content gender mainstreamed?
V Did | considepossiblebiases / discrimination / structural aultural violence elements?

METHODS
V  Are curriculum and methods informed by adult leimgnand peace education theory?
V Do the methods fit the learning objectives and the target audience?
V Are they sensitive to conflict, culture, gender, power relations etc.?

MATERIALS
V Havel researched / developed and seout relevant materials to the participants?
V Havel prepared handouts, slides and work sheets? Check if they are gender mainstreamed.
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6 Methods of Delivery

An appropriatechoiceof methods fortraining deliveryaffectsthe success of programme Suitable
methods can makdearning easygoing andfun. Despite the importance of choosing the right
methods, no reports or studiesn thisby ENTRESDC or nestate actors exist. Some manuéiem
other disciplinedetail advantages and disadvantages of specific methimaisdo not devote much
attention to implementation(NWCPHF2012; Hamza2012).They providea good introduction to the
variety of tools,howeverthey do not show a trainer hovio make a particular method work
especiallyasthere are no references to the particularities in peace trainingthis chapter, we first
presenttypes of methodsnd discuss innovative methods. Finally, ikestratethe method selection
processThe &ble shows methodfor residential and dearningthat can be used in peace training:

Web-based / elearning
with new and social media

Classrooni residential learning

Electures in video or audio format

Sl Massive Open Online Courses

Selfstudyin class to learn, reflect upon and app| Assignments and quizzes to learn, reflect and
knowledgeandskills apply knowledgendskills

Activitieslike Miscommputer-unication,video

Icebreakers and energizesich as Name Bingo messageand Time Machind?

Interactivegroup discussionand exchange for | Online discussion forum (guided by administrat
exampleWorld Caféor Fish bowl or open)

Group work- problem-solving or teambuilding
exercisedor example orcasestudies experience
sharing, project planning, future forecasting and
scenario development

Roleplayd Yy R 2 (i KSAN)] 98l ¥&a ]
train group dynamics (team work, leadership),
intercultural communication, test stress
situations ao-creation spaces

Written group assignments, webinaiar example
like thevirtual OnSite Operations Coordination

Centre (OSOC®GH UN OCHA

Written group assignments, webinars aadio,
video and text for example virtual situation room
for crisis management (military & civilian)

Simulations Virtual simulations

Art-based/ creative methods likeheatre, graphic| |nter-active apps, quizzes with graphics, sounds
facilitation, music, literature, dance and poetry | maps, video etc.

Reflection Exercise®r examplereflective Blogging, peeinterviewing(via Skype)journaling
interviewing, meditation, journaling, focus group etc.

Evaluationlike questionnaires orally, graphical Online Surveydike(In/ Out) tests via surveys,
(In/ Out)testsandevaluationsin hard copy emailquestionnaires

BLENDED LEARNG
¢ K Soordinatedcombination of virtual offers and fage-face modules for a longer term process ¢
competence developmeint 6 Y NB ¢ S NJ2G15, p.KYf YI yy =

Table8: Overview of Methods for Training Delivery

2 For examples and instructions s&@be New Social Learning Blog (2009) @mdiine Teaching Strategies for
Adult Learners (ND).
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Popular Methods
Our interviews with trainers and training providers indicathdt lectures, simulations, case studies,
and collaborative problersolvingare the most popular methods.

Lecturingis the most common method used peacetraining. Interviews indicate that tdures
are considered useful to convey large amounts of information to a sizable audience. However, they
are also the least participatory and generally do not adhere to adult learning princptésed
above We maintain that lectures can be one part ®ftrainingthat also usesmore interactive
methods.

A case studyis anintensive analysis of a complex and specific event. It allows the participants
to apply their knowledge and skills in order to critically assess and engage in dec&iomg
processes within a particular scenanidthin CPPB Participants are given inforation about a
particular situation and they must solve a problem or perform a task under real life constraints of
time, partial or flawed information, antagonistic perspectives, and giemvariables (Hamza, 2012).

A case study can facilitate the use dfebries, concepts and tools, but also contribute to enhance
behaviours and attitudes required for a successfulatmrative CPPB waorlsuch as empathy,
restrain, stress management, and confidence.

Simulationis an experiential method of teachinBoth live and computer assisted simulations
are widely used in peace training settingfie method enables trainers to immerse participants in a
particular scenario they may encounter durifigld work They practice their response to a situation
and expeience the effects of their response within the simulation. Simulations replicatewesddi
conditions while allowing the participant to practice skills in a safe environnfremthermore, they
are popular in the militarybut they can be used in differesiectors as welln Hostile Environment
and Awarenes§raining (HEATHr example participants practice drivingith 4x4 vehicleghrough
rough terrain, encounteringoad blockadesand administering first aid while avoiding a rioting
crowd.

Group workis very commonly used in training. Several CPBB training handbooks suggest the
method (e.g. CAMR Saferworld, 2014; Mishnick, n.d.; Neufeldt et al., 20@)oup work can be
used to facilitate problensolving, spur creatiyestrategic and analyticahinking, and promote
cooperationand communicatiorbetween participants from diverse background$is method can
be used to develop attitudes and skilsonducive to working in groups within multiculturahd
multi-sectoralenvironments, such as valgrdiversity and conflict re¢ution skills (Gamson, 1994).

Innovative Methods

Innovative methods can be useful in training practitioners for their work with populations with
diverse backgrounds andneeds Some methods, such as atiased methods or refleéiwe
interviewing, may not be commonly usgout havea largepotential to kringinnovation tothe field.
Both have been used in recent programmes with success

Arts-Based Methods
Artsbased learningefers to any form of arinspired methodq including literature, visual arts,
performing arts, media arts and others, used in peace training. It inclogieis not limited to

U Theatreexercises and methods e.g. participatory theatre,

U Graphicfacilitation e.g.visioning, (photo) collage, (fast) drawing, creating short fikns,

U Music, literature, danceand poetrye.g. storytelling, writingand composing
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Although artsbased methods are gaining recognition in business, civil society and academia, they are
still not widely used.Theycan develop key proficiencider CPPBSince art works on an emotional
level, it can stir up feelings in a way other methods canrgtistic expression can enrich and
sometimes reinvent identities. It can develop
empathy and exploreelationships among different] ¢ heed more creative, playful tools to rea
characters. After the participant views or create the communities, who have never learne
the artistic medium, individual and group reflectio] o think aralytically and discuss things
as well as integroup dialogue can be stimulated. need for tools to make it accessible to tt

people on the grassotsd €

Reflective Interviewing Peacebuilding Practitioner
In peace training, reflective learning aimsliaking

GKS LI NIGAOALI yi Q& GNFAYyAy3I SE LIS EKSyteiCRPBioki K LINS ¢
It is therefore a bridge between experiences and learning (Reed & Koliba, Refi&gtion can be
used asstandalone method to stir critical thinking on part of the participant®eflective
interviewing is onesuch method, whiclwe recommend to be implementeds a core methodn
peace training in the way lectures and simulations &eeflective interviewing articipants divide in

pairs and ask each other questions developed by the tralbean servdor a wide variety of topics

and involves participants reflecting on their experience and beliefs and articulating that to their
partner. To goal is to raise awareneasd sensitize about a certain issue, like gender or conflict but,
more importantly, to foster skill development and promotdtitude changes, for example by
reflecting on personal biases. teflective learning, the learner takes an observing and comparing
perspective on their abilities and competées in relatiorto their context and sociaénvironment as

well as theexperiences before and during the trainiigrewer & Uhimann, 2015Fkurthermore, this
provides an opportunity for participants practice skills such as active listening, empathy,
understanding other perspectives and clear communication (Costa & Kallick, 2008).

E-LearningOpportunities

Elearningcan be a coseffective meanof training Through webinars, podcasts, and Skype, training
participants can hear from staff in the fiedshd local stakeholdersMoreover, @rticipants can learn
more about local contexts through case studies and practice their skills thrmnigie simuations.
Online courses can expand the scopehsf target audience as participants from around the world
can access therogrammewithout worrying about travel costs or obtaining visas. Such increased
access can result in greater diversity of particigamthich can contribute varied perspectives.

Yet br people living in conflict zones or rural settings, accessethinology andinternet
connection may not be availableThe cost of the infrastructure for interneto participate in
programmessuch as simulationgan be prohibitive We recommend that efforts to expand- e
learning include investmentin developinginformational and communication technologyC{l)
infrastructureas well askillson how to set up and use technologiiesfield offices of NGOs, EU etc.
in order to bridge this resource gapurthermore, sme see the lack of ipersoninteraction a
downside with elearning. Many interviewees felt that fade-face interaction is nessary to
building relationships among thgroup, which is perceived essential for successful trainifige
reality of whether elearning hinderselationship building has not been adequately studiadd it is
possible that interviewees lacked experience or comfort with online forums.
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As discussed above, the way one implements
training method will determine its degreef success.
Utilising introductions and ground rules for discussic
a trainer can find ways to facilitate group discussion
an online environment. Cougs can still include group
work, which however needs toe acapted to an online
environment. Generally blended learningis a good
compromise. Here, participantengage online, can
already get to know each other, theneetin a course settingand after the residential learning may
continuewith e-learningmodules and testdMoreover,other new online resources can be developed
to facilitate peace training. Interviewees were receptive to thegmect of a wekbased platform,
includng a best practice librar, background information for trainet® use when planning a course
as well assupplemental materials for padipants Lastly they felt the internet could be used to
promote networkingacross andetween those working within the same regiosectoror type of
mission.

These methodslisted here are all important tools in a training toolbox. Ounpcoming
publication on methods further explores best practices in implementing these meth@dsiney
forthcoming) Moreover, we will further explorelCFbased approaches to training in our upcoming
project activities.

d prefer residential training for
interaction, because | learn a lot
through experiential methods and usii
all senses, not just looking at a scree
or hearing someone. Sitting in front of
PC | don't have the same experieace
Peacebuildina Practitioner

Method Selection

After one identifies the learning objectives for a training, a trainer can choosditlaeticalmethod

to achievingthe course goal Selecting the appropriate method imives firstly, ensuring that
methods match the learning objective which determine the type of competenes the course
attempts to developLike explained abovepmpetencies involve shaping attitudes, building skills, or
conveying knowledgalVe recommend the trainereflects upon how appropriate the method for the
objectiveis. For instance, lectuiare notan appropriatefor skill testing anduilding and simulation
may not be appropriate for shaping attitudeSecondly the trainer should comsider whether
methods areappropriate for the target audiencgconsidering occupation, experience e@ultures

of military may be different that of civil society, and a trainer can investigate how receptive the
participants would be to specific methodkis alsoinvolves being sensitive to learning needs and
assessing whether any participants have disabilities that may limit participafibidly, we
recommend using &ariety of methodsto address different learning styles as welleaisure tha the
timing issuitable for that particular method For instance, a lecture may go well at the start of the
day rather than after lunch when participants may be dragging. Finally, a trainer may feel more
comfortable having multiple methodsat hand for a particula learning objectie to select the
method flexible based on what appears toebworking wellwith the groupor the given mood or
moment.

6.1 Principals for Methods Implementation

In our researchwe found the following challenges to appmgely implementingmethods: )
designinggrounding methodsn theory and researchii) ensuring methods arditting the learning
objective;iii) implementing methods witlsensitivityto participant experiences with trauma, diverse
cultures, gender, learningnd needs;iv) ersuring standards arapheld To respond to thoseeeds,
we developed a framework for effectivmethods delivery. In order to guide trainers and course
developers, we have devised this abbreviated framework for implementing methods:
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N /
Recommendations folmplementingMethods ,®\

Relating method to theorgn learning Bloom, Lederach, ASKkodel, Knavles =
Buldingmethod to learning objectivesength of training, level, moment of delivery

Ensuringmix of methodssince there are different leartypes (some participants may
prefer creative method¢han others)

Consideration offroup composition (size, background, gender, learning needs, special
issues)

Plan appropriate time for reflection and debriefing

Gender isa variable of analysis throughout training, a parity of representation exists
Trauma sensitity

Culturallysensitivty ¢ non-Western models, understanding of diverse cultures
Strengths; Consideation ofwhat this method does that others cannot

Weaknesss¢ Consideation ofrisks and consider what can be improved upon
Opportunities¢Trendsin funding schemesjew technology e.g.-&arning

Threatsc obstacled constraints to implementing method appropriately (funding,
bureaucracy, time)

Awarenes®f pitfalls and how to avoid them
Familiaritywith existing reports of best practices and lessons learned from practitioners

<< <<<LK<L LKL < <LK

This chapter addresses the need to implement methods with sensitivity, as this has been a recurring
theme in our research. In implementing the appropriate method, we recommend the application of
our FiveSensitivities Model, which include conflictculture, trauma and gender sensitivity, and
sensitivity to diverse learning styles.

6.2 The 5Sensitivities

1. Conflict Sensitivity
Conflict sensitivity involves respecting and understanding dynamics of a specific conflict enough to
minimise any negative impacts of dd& Ay G SNBSSy iA2y |yR YFEAYA&ES @
intervention (ConflictSensitivity Consortium, 2012)n peacetraining, conflict sensitivity means
ensuring that participants develop awareness of dynamics of a conflict and learn how to cooperate
with local stakeholders so they can intervene appropriately. It involves sensitising participants about
potential unforeseen consequences of an intervention and ways to work with local populations.
Conflict sensitivity can begin in the preparation phase of a training, where trainers conduct a
needs assessment in consultation with local stakeholdeeg Chapter 5.2)raings may want to
consult with the local population, local partners, and previously deployed colleagues when designing
a training.Key literature and other resourceshouldbe consultedandassigned to the participants as
required readingprior to the trainirg. Moreover, when choosing subject matter experts (SMESs),
videos and readings, traineese advised t@nsure that a variety of perspectives on the confiiod
CPPB instrumentsre represented. Fostering an attitude that values the capacity of local peoyul
recognises themportance of working with rather than dictating to those in the field is crucial for
conflict sensitivity (SeeNEEND, APFO et al2014 Conflict Sensitivity Consortiurd012).
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Further Reading
M

Conflict Sensitivity Consortiu®012).How to Guide to Conflict Sensitivity

INEE (ND)nternational Network for Education in Emergencigébree Steps to Conflict Sensiti
Education

2. Cultural Sensitivity

oCulturalsensitivity means being aware of cultural differences and how they affect behaviour, and
moving beyond cultural biases and precqtamns to interact effectivefy(Snodderly, 2011p, 17). It
involves recognising and valuing differences in the way cultpeseive and approach an issue
(AbuNimer, 2001; LeBaron, 2003 peacetraining, it meansincreased awarenessn howcultural
differences influence the learning environmant and learning processas well asperception and
knowledgeof conflicts and CPPBhe following are tips fancreasing cultural sensitivity in training:

U Be mindful thatCPPBsolutions arenot one size fits all What works in one amtry may not
work in anotherFor examplethe way Security Sector Reform worked in theBalkansnaynot be
directly applicable tdhe context insub-Saharan Africa

U Bring in comparative examples bést practices and lessons learnéal showhow interventions
can be tailored for specific settings. For instance, when examining rule of law in Sudan, explore
the role of customary law in promoting human
rights.

U Include exercises (e.g. case studies), in wh
practitioners learn that cooperating with locals
and integratinglocal knowledgeis more likely to
succeed, rather thanimposing intervention
(Pimente] 2010). Train participants how to
support local ownership through trust-building
and dialogues, inclusive  decisignaking
procesgs(McCann2015).

U Use non-Western concepts examples and
models. Encourage critical reflection from participants abagportunities andlimitation of
Westerncentric models, concepts and approaches to CPPB. Through such examples,
participants can learn tintegrate local traditions and work with local populationéBarsalou
2005). Moreover, they can learn how aspects of culture can be used to promote reconciliation
(Reis2013).

U Adapt to the needs ohon-native languagespeakers.Be mindful that they may not feel
comfortable asking question® a large group and adjust adgties. It may also be helpful to
present material in written form as well as verbally. Most importantly, askmeative speakers
about their needsListen to marginalised voices.

U Budget for andutilise interpreters if needed andif it is possible. Interpreterare alsovaluable
for needs assessment and meeting with local groups in the fiaddure diversityn the locals
with whom you consultwWhile cost may preclude the regular use of interpreters for participants,
organisers mg choose to bring in a subject matter expentho may need an interpreter. In
addition, organisers and trainersay consider conducting trainirig the field in local languages
for local personnel

U Acknowledgelimitations in information available and do not make assumptions. Ensure that
participants understand limitations 882 6 2 SO A A 1 &8 QO

GThere needs to be much more on
understanding the mess that we as
international actors can make. Thias
to be a central element in any seriot
training preparing people to work in
peacebuilding and preventianhow
can international actors engage and |
beneficial to the prcess rather than e
OK I f f Bahar&®éace
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U Ensuregender, cultural, ageand experiencediversity of participants when breaking into small
groups where possibland the exercise does not regaiptherwise.
U Develop own skills imtercultural communication

urther Reading

Odoi, N. 2005. Cultural Diversity in Peace Operations: Training Challenges

SimonFraser University (20)3ntercultural Communication and Diversityraining Materials

3. Gender sensitivity

Gender sensitivitys about being aware of the history génderinequaliiesand the mpact of tlose

inequalifestoday (AustralianAgency for InternationadDevelopment 2006; Klot, 2007; OECD, 2Q013)

This includes recognizing that women and nesmperienceconflict (and CPB)differently (Sudhakar

2011), and that masculinities and feminine identities may be interlinked with conflict and violence.

As such, men and women have equal responsibility in promoting gender equalti?PBRather

GKFY &AYLX & | RRAmAE tolpeade@ovkSoérder sehdiitydrbiduires individuals to

use gender as a lens of analysi€ender sensitivity is considered the beginning stage of gender

awareness, leading to efforts to address gendsgated impacts of conflicand peacebuilding

(Snodderly, 2011p25).Within a training, it involves:

U During planning, esure abalance of male and female trainers, experts and participarasnd if
possibleseeka gende balance of author®f materials. i no balance is possible discuss with
participants why this might be the case

U Checking ifthe curriculum and methods aregender mainstreamed and follow legal and
organisatioral guidelines for nordiscrimination.

U Not simply including a brief unit on gender at the end of a long day. Rather, evaluate the
gendered features of all aspects tfe training. For example, if a training explores peace
LIN2E OS&dasSas S@ltdza S 62YSyQa NP 8hich geiddérisdugs LIS OF
have been considered in them.

U Consult with expertsand peerson gender to ensure you have considered a gendered lens
throughout the training.

U During the training,promote equality of participationand ensure a gender balance among
IANRdzZL) £ SFRSNE® 2KSy SELX2NAy3 LISHOS1SSLAyYy3I Y
peacekeeping missions and the extent to which a gendered division of roles among
peacekeepers exists.

U Emphasizing thénportance of womenand men in questions on gender in CPPB. Promote the
positive role that men can play in promoting gender equality.

Further reading

BMZ & GIZ (2017&ender knowledge Platformith Tools on Gender Mainstreaming.~ ~ -~
Elroy, G. (201% A Gender Perspective in CSDP. Training Manual.
Reimann, C. (20)3rrainer manual: Mainstreaming gender into peacebuilding trainings

Zwaan, N. & Feenstra, E.D (2015@nder, Peace and Conflict Training Manual
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http://www.kaiptc.org/Publications/Occasional-Papers/Documents/no_4.aspx
http://www.lib.sfu.ca/help/research-assistance/subject/intercultural/training
http://www.genderingermandevelopment.net/gender-mainstreaming4.html
https://fba.se/contentassets/0aeaa83a6ff54c92ad0e119cb27e6fa3/agenderperspective_160408.pdf
http://www.zif-berlin.org/fileadmin/uploads/analyse/dokumente/veroeffentlichungen/ZIF_Trainer_Manual_Mainstreaming_Gender_2016.pdf
http://www.masterpeace.org/wp-content/uploads/2016/03/CARE-GPC-Training-Manual-Gender-Peace-and-conflict.pdf
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4. Trauma Sensitivity

Thisinvolves alktakeholders, trainerand course organizerare aware of symptoms of trauma, how

to avoid retraumatising an individual, and how to respond to a person whose traumatic experience
has been triggered. In addition to educating on trauma in a trainomgent, you should be sensitive

to the potential of trggers within a training. You should speak about trauma sensitively and be
mindful of possible histories of trauma. You can invite participants to speak to you privately if they
have any needs in this regard and discuss together ways to address them.nvtaluec@xtra care in

the selection of imagesmedia and topics. Lastlywhen introducing sensitive mater&l advise
participants on seiftare if they experience a trigger.

Further Reading
Eastern Mennonite University2016). N

Common Responses to High Stress/andTrauma: Self Test: Put a check beside the respc
that describe you

Eastern Mennonite University2016) What You Can Do To Take Care of Yourself

Yoder, C(ND).STAR Strateqgy for Trauma Awareness aRdsilience. Traurmsensitive
development

5. Sensitivity toDiverseLearning Neds

This encompasses a broad range of issues, including different personalities, different physical and
mental abilities, learning styles, and level of prior experience with a resource.

U Tailor trainingimethods)to diverse learning styleg visual, auditorytactile learners. Recognise
that some people learn through sharing ideas, while others learn through doing or through
observingothers (Hamza, 2002. 20.

U Introverts may become more drainddom group work and needime for individual activities,
such as time for reflection and processing learning experiences.

U Be aware that participants may hawdiffering levels of expertisewith technology and
accommodate such diverse backgrounds. At the same time, do not rebteneotypesand
assumptions regarding technoliogl experience based on genderame.

U Adjust activities based on need$or example, make adaptations to an-fmeaker that involves
standing when a participant has a physical limitation.

U Ask participants which may have a disabilityconfidentially to approachyou for special
accommodations, e.@ person with hearing or eyesight difficulties may need to sit in the front.

U Be awarghat language is sensitive

Further Reading
f""v-\

HamzaM. (2019. Developing training material guide

Kolb, A. Y., & Kolb, D. A. (200b¢arning Styles and Learning Spaces: Enhancing Exper
Learning in Higher Education

Liebegott, R(2015).Delivering Training That Works for Different Employee Learning Styles
UMass Dartmouth (20177.ips for Educators on Accommodating Different Learning Styles.

These suggestions serve as a starting point rather than a comprehensive list of ways to ensure
sensitivityin implementing method In our checklist for implementation, debrief and evaluation
(p.-37) we will infuse these considerations into each steptloé training. Rather than being a
separate consideration, sensitivity should be at the heart of every statje dfaining.
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http://emu.edu/cms-links/cjp/star/docs/Common_Responses.pdf
http://emu.edu/cms-links/cjp/star/docs/Common_Responses.pdf
http://emu.edu/cms-links/cjp/star/docs/Do_For_Yourself.pdf,
http://emu.edu/cms-links/cjp/star/docs/Yoder-Trauma-Sensitive_Development_and_Aid.pdf
http://emu.edu/cms-links/cjp/star/docs/Yoder-Trauma-Sensitive_Development_and_Aid.pdf
https://www.msb.se/RibData/Filer/pdf/26433.pdf
https://www.researchgate.net/profile/David_Kolb/publication/201381976_Learning_Styles_and_Learning_Spaces_Enhancing_Experiential_Learning_in_Higher_Education/links/0c96052ab8d5142c1b000000.pdf
https://www.researchgate.net/profile/David_Kolb/publication/201381976_Learning_Styles_and_Learning_Spaces_Enhancing_Experiential_Learning_in_Higher_Education/links/0c96052ab8d5142c1b000000.pdf
http://www.knowledgewave.com/blog/training-for-employee-learning-styles
http://www.umassd.edu/dss/resources/facultystaff/howtoteachandaccommodate/howtoaccommodatedifferentlearningstyles/
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6.3 Challengesn Implementation of Methods
When delivering trainingye suggestrainersto be awareof the following issuesBelow, we discuss
these challenges and provide suggestiondiow to mitigate them.

Risk 1: Disengagement

Disengagement can stem from lackiferactivity. In the planning stage, ensure adequate variation

of methods / activities including breakout sessions, group work and reflection. During lectures,
ensure time is left (during andor after) for question/ answer or discussion sess®Complement
lectures with another, more participatory method in order to apply experience and reflect on
knowledge acquired during lectures. In addition, be mindful of the needs of participants for breaks
and refreshments. Finally, participants may disemgduecause the training is not pitched to the
level of or not made relevant to them. Attention to the composition of the group, the level of the
training, and the learning objectives is necessamnitigate this risk.

Risk 2: Inadequate Time Management

Trainers should not attempt to fit toonuch material into the course. Seek quality over quantity.
Adequate time is needed for instruction, activities and especially debri¢fimjow up and self
reflection on learning process.

Risk 3: Technological Gigulties

Technology should be tested in advance of the training and again witings up before the
training. Have an expert ondnd if you are not comfortable andl@ackupplan if necessy. When
utilising methods such adrtual simulation thatinvolves technology, the trainer should assess the
level of experience of participants with technology and adjust the training accordingly.

Risk 4: Ineffective Group Work

Let the participantsset the ground rule for participation andbehaviourthemselves. In doing so,
participants develop a sense of ownership over this process that could lead to better enforcement
later. If an issue arises, review the ground rules as guidelines for effective group work and emphasize
the need for all group membe to play a role in the course / exercise. Then, monitor group dynamics
and help participants developn equitable distribution of labour. The traineshould not tolerate
demeanng comments from participantsthe trainer as wellshould avoid stereotypingn case of
difficulties, address this in the debriefing sessions and ask the participants to reflect upon the
working process.

Risk 5: Difficult Participants

Trainers must be ablo deal with difficult participants. Some examples might include partitipa

who dominate discussion, try to trip up the trainer or other participants, ramble off topic, do not
want to participate, or are hostile and angry. Such behaviours can impede the learning pbttess
whole groupand prevent a safe space from formirlgis important for trainers to not personalize
these behaviours, stay calm, validate positive behaviour, reorient the discussion to stay on track,
actively listen to participants, and model constructive behaviour.

Risk 6: Difficult Discussions

The grounavork for productive discussions can be laid at the start of the training when the trainer
creates a safe space through ground rules, introductipnsebreaking and promoting a non
judgementa) confidentialenvironment (e.g. Chatham House Rule¥Yhen moderating discussion,
model respectful communication based pninciples outlined above that are consistent with CPPB
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values of empathy, inclusion, respect and diversity (CQWMyeover, gnerate questions that are
openended and stimulate thinkop Do not avoid difficult topics for fear of disagreement. Rather,
reframe the issue that arises, highlight neednd feelings involved, and brainstorm possible
responsesbEmphasize thatlisagreement can be healthy, but that fiaipants should be respecif.

Further Reading

CCIM. (NDEacilitator Manual: Educator Role a@diidelines, Adult Learning Principles:
HamzaM. (2012. Developing training material guide

Kamp, M. (2011 Eacilitation Skills and Methods of Adult Education: A Guide for Civic Educati
Grassroots Level

7N
M=
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Implementation

—
—

IMPLEMENTATION

V Have | created a safe space through introduction, ground rules, and physical environment?
built rapport in the introduction and established comfort among participants?

V  Nonviolent communication: Have | used opemded questions? H& | modelled actie listening?
Have | avoided judgements? Have | worked to create a space where all can contribute withc
dominating?Have | been sensitive to diversity? Have | been sensitive to trauma? HaveHeep
group focused and on taskfave | been attentive tche needs of participants?

V Have | clearly outlirthe objectives and the process? Have | ensured participants unders
what is expected? In what ways may kddo alter the implementation?

V Have | drawn on the experience in the room? Have | elicitedlifegbroblems from participants

AY 2NRSNJ 2 FTNrXrYS GKS FOlGA@GAGEK 1+@8S L Y
devised activities that replicate theonditions in the field (i.e.ase studies and simulations)?
DEBRIEFING

V Have lallotted adequate time and space for participants to reflect on their experiences durin
training(in relation to their past and future CPPB wark)
V Have | prepared reflection questions that relate activity back to the learning objectives?

EVALUATION

V Have Ichosen adequate methods for evaluation? Have | provided the space for the participa
receive feedback from peers and evaluate themselves? Have | devised questions around
and process of training? Have | documented feedback? Have | planned Wilvirtegrate
feedback into the next training?

V To what extent did the participants find the training favourable, engaging and relevant to
jobs? Did participants acquire the intended knowledge, skills, attitude, confidence
commitment based onheir participation in the training? To what degree did participants aj
what they learned during training when they are back on the?jdlid the targeted outcome:
occur?

V Wil evaluation feedback be shared with training organizers arat funders? How MWl this
information be used?

ASESSMENT AND CERTIFICATION

V Is there a certification of participation or certification of competence?

V Are the participants being assessed, and by what mechanism (workbodksytitests)?

V Hasthe assessment process been internally verified?
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https://www.ccim.on.ca/CSS/CA/Private/Document/Education%20and%20Training/Adult%20Learning%20Principles/Adult%20Learning%20Principles%20Facilitator%20Manual.pdf
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http://www.kas.de/wf/doc/kas_29778-1522-2-30.pdf?111219190922

D3SLY G SINF GSR 1 448aavSyd wsLenNt 2y 9! oa /tt. / (EEEEGE

7 Evaluation

Evaluation is recommended to take place al
phasesof the training process from planning an WNEBGFNRQ | yR WLidzy A
design to posimplementation. The most common improving the trainings. If you get a bac
form of evaluation in peace training is anmediate SOl fdzk GA2y3T &2dzQN
postcourse evaluation by the participants, oftem trainer again because the participants
form of a questionnaire at the end of a programm{ R Ry Qi A1 S &2ds |
Yet the purpose of evaluation can go far beyond tf S g t dzI (i AnQit¢d agamdzD NE (i
LI NI A Opeicdiivgdl us€lulness of the training 2 v & O2 Y LI I Ay i &2 dzQ
content, the trainer performance and the logistica may not be invited back in the future, bu
arrangement Evaluation also serves the purpose { (1 KSNBE Qa y 2 {fdBtheNjstiue
assessing whether a training was effective 2 NJ (0 KS Sénhd Irfteyh& Nckirer
preparing practitioners for their tasks in the CPPB

fieldworkand / or contributed to improved performance.

4 @aluations as | see them are about

7.1 Participant Evaluation

The standard evaluation system of shahd longterm training results, foESDC and ENTRiining

is the Kirkpatrick Model of evaluatiomhe model includes four levels of evaluation, which build upon
each other, meaning that informatiofrom prior levels feed into subsequent assessment on the
other levels. As the implementation of all foypies requires time, financial and human resoce
most training provides only do the first levelKirkpatrik Partners(2009) describethe levels as
follows:

Levell: Reaction

Thedegreeto whichparticipantsfind the trainingfavourable engagingandrelevantto their jobs.
Level2: Learning

The degreeto which participantsacquirethe intended knowledge,skills, attitude, confidenceand
commitmentbasedon their participationin the training.

Level3: Behaviour

Thedegreeto which participantsapplywhat they learnedduring trainingwhenthey are backon the
job.

Leveld: Results

The degreeto which targeted outcomesoccur as a result of the training and the support and
accountabilitypackage.

Non-state training providers often do not have the human capacity and financial resources to
conduct evaluations up to level foufherefore, it is crucial that training providers cooperate with
deployment agencies and the organisations and staff in thkel.fTo ultimately assess the training
outcomes in the long run a systematic and coordinated approach needs to be followed by training
centres and deployment agencigSenerally, the evaluation level and effort needs to correspond to
the length complexity and coss of a training. Thusfor a one-day training, a level four result
evaluation is neither useful nor necessary.

Example from the field

Now we present an example from the field in which all four level of evaluation were completed. The
ENTRI evaldmn was chose, because it is well documented and transparent about the evaluation
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process and results. Other training providers, especially those that areacmguntable to EU
institutions, mostly keep their evaluation under closure armmhly use them forinternal purposes.
ENTRI seeks to ensuits quality of courseshrough a fourtier evaluation processaccording to

Y A NJ LJfoir kel pf @v@luation (ENTRI, 2016):

1. In and Outtest
2. Course galuation by participants, the course director and trainers
3. 6-month postcourse evaluation with alumni
4. Training Inpact Evaluation Mission (TIEMpne per year through qualitative interviews
(one on Libya and one on HEAT)
Evaluation o Level of
Description . Purpose
Type Evaluation
Participants have to participate in two tests, Identification of principles,
one before, and one after the ENTRI training facts and techniques that
In-and course. The focus of the test was not on the Learnin were understood and
Out-Test | individual performance on the respective 9 absorbed by the participants
trainee, but rather on the understanding of (cognitive skills, knowledge).
the amount of acquired learning.
1. Course evaluation sheets for trainees: Fod - General estimate of a
lied on how participants perceived the LJ- NIi A Odzf I NessO
different trainers and modules (content and based upon the views of
methodology), the overall organisation of the the participants
course (incl. logistics) and the facilities. -1 RRNB’aasSa GK
Course | 2.Course organisers were obligedask _ behaviourand the
Evaluation | lecturers on how they perceived the training| R€action | LI NI A OA LI y i &
and were asked to note such feedback in the - ReFf SO0 A 5 LJ': NI
O02dzNBEHS RANBOG2NDRA NB 2LAYA2Yya oWO
. . . aluAayl OuAzy
3. Peer review by implementing partner :
S - Measure of feelings, not of
organisation. i
A = A = . actual learning
4./ 2dzZNAS RANBOUZ2NBRQ N
Thequestionnaire served to assess to what - Estimation of training
degree participants were able to apply the related transfer of learning
skills acquired in the training courses, once / knowledge into béaviour
back at work. The following aspects were - Feedback to those involve
6-Month- - . . . . .
focused on: the ability to integrate quickly int in (re)designing programs
Post . . o .
Course the mission environment, the ability Behaviour to meet future needs
: become agents of change within their
Evaluation o .
organisations, the ability to enable former
participants to better contribute to the
implementation of the respective mission
mandate.
Through qualitative interviews TIENBalysed An assessment dfmpact of
the impact ENTRI préeployment and training-related behavioural
TN specialisation trainings had on change on the organisation
Impactg 1. capacity buildingi.e. knowledge, skills, the trainee was working in.
Evaluation attitude, network : ) Results
- 2. the use of newly acquired skills by the
(TIEM) indiyidual in a misfsio'n. ' '
3. the impact of the individual using the skil
built by ENTRI to their performance and
implementing the mission mandate.

Table9Y

9 b ¢ wSesfTrairngMdluation (ENTRR016, p.1114)
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This table of course only gives general indication on the purpose of different evaluatiet in
peace training. We acknowledge that further research is needed to illustrate and assess the
developmentof the steps of tleseevaluation methods.

7.2 Trainer Process Evaluation

It is recommended that the trainer, trainer team andr courseorganizer engages in evaluation

before, during and after training delivery to check if something needs to be adapted so that training

is most effective and responsive to participagsarning styles and needddamza, 2012) This
process evaluation is arfm of reflective practice by which trainemonitor and assessrpgressand
process of their own planning and implementation in relation to the participgdessning.

U In the planning and design phasérainersor course organizers can check in with cafjges or
other trainers asking for feedback on their training design, especially the training needs
assessment, learning objectives and matching methods of delivery.

U During the coursg trainers canmonitor andl 8 4 Sa & G KS LJ N&nhgaQeinedt, y G Qa  (
motivation, understanding and progress. The trainer should incluaeichcourse evaluation
orally or writtenasking the participants:

- What was very new to you? What did you like (particular content, method)

- What has been particularly useful and applicablgour CPPB work?

- What would you like to learn more about¥hat do you feel you need to learn more
about to be prepared for your assignments in the field (skills, knowledge)?

- Where do you see that you can learn from the other participants?

- Was the pacsuitable?

Inthe case of a trainer team, you can also observe each atkéessions and discuss learning

procesgsand participantSengagement and progress together.

U After the training, the trainer can use methodaccording toY A NJ LJI G NX O1 Qa S JI t
participants.We suggest a structured and formalized evaluatiowolving trainers, organisers
and participants, in ordeto identify successful elements and challenges to the training, as well
as receiving and giving consttive feedback.

Training evaluation is essential to uphold quality standards of an effective and-haedd training.
Therefore, we highly recommenrtdkcisionmakers, trainers and course organizeesiewing training
concepts, and if necessary, consultiitgrature.

Further Reading

Mindtools (ND)Kirkpatrick's Foutevel Training Evaluation Mod@nalyzing Training
Effectiveness

Hamza, M. (2Q2). Chapter 6 EvaluatioriDeveloping training material guide
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8 The Future of Peace Training in Europe

This guide has provided insights on training actors, definiteotsapproaches taore concepts and
practical recommendations for curricula design and implementation, addrgsissues that are
particular to training in conflict prevention and peacebuildinghe recommendationscould
immediately guide trainers and course organgzer review and update existing programmes as well

as serve as a starting point for the design of new curricula. Knowing which actors, structures and
training activities exists in Europe, this chapteesens recommendations on future action.

8.1 Recommendations

To improve cooperation, quality and meeting the needs of the field, we have identified areas for
room for improvement for European peadeaining stakeholdersOur baseline research (Wolter &
Leiberich, 2017), research of existing curricula in Europet@\Vel at., 2017), research on methods
(Tunney forthcoming and interviewgTunney 2017 ,confidential)have shown that there are several
challenges and gaps in the European traindognein terms of overall issues of coherence and
standards as well as atters around curricula thematics and methods. Based on this resparech
recommend:

Coherence Mutual Understanding, Exchange and Coordination

U The creatiomand strengtheningf existingmulti-sectoralspaces for networkin@ndworkshops
etc. to review core concepts and competencies within CHB&ering mutual understanding
and exchange between nestate training providers and EU / state level stakeholders in Europe.

U Related to he above the creation of crosectoral platforms for exchange drest practice and
training needs.¢ KAa Ay Of dzRSa € SINYyAy3a FNBY (GKS 20§KSND:
including leading institutions for peace training for civilian crisis management from EU Member
States, as well as experienced training centiks United Nations Institute for Training and
ResearchlUNITARand the Kofi Annan International Peacekeeping Training Centre (KAIPTC) in
Ghana.Learning from other sectsrand disciplines includes for example the peace education
and private sector or civan CSDP training learningpin Scandinavia police paeployment
training.

U Build strongerconnections and experience sharing
between trainers through virtual platforms and
networking events, for example building
formalized Community of Practice.

U The strengthening of civilian training bodies and
organisationsof EU Member States.

OWe need instruments that can help t
6830 GSNI OF LI dz2NB I
already existingand what are best
practices that can inform and guide ol
work in the field. People are constant
spending a lot of efforts reinventing tt
% K S SMediation Trainer, NGO
Knowledge Management and Resource Materials
U Creating or strengtheningorganisational mechanisms and procedures for knowledge
managemenj identification, collection and recording of good training practice, methods and
materials, such as case studies as well as challenging aplenunsuccessful experiencdsis
especially accounts for training organizers hiring external trainers and experts.
U Sharingresource material(e.g. trainer handbooks). To that end, PeaceTraining.eu will create a
web-platform inter aliafeaturing a library of training materials ande®ant literature.
U Increasel transparency on training, curricula content and learning objectives, by all
stakeholders, including an informative w@besence e.g. of ESDC and its training guidelikés.
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course vebsites should offer clear information on tindraining approach, curricula framework
and details about course programmes, especiauy N
learning objectives and level. dStandardizing training requiremen
could ensure that the people

deployed from different European
U The development of sharestandardsfor quality and S2dzy i Nk Sa KI @5

evaluation beyond ENTRi and ESDC, potentially 1 Trainer. NGO
creation of aralliance of CPPB training provideog a -
network for nonstate training organisations. Aodel could bethe Hiropean Peacebuilding
Liaison OfficdEPLQ)which is acivil society platform of NGOs and think tanks, committed to
peacebuilding and the prevention of violent conflict.

U An agreement orshared standards on course levdls certain sectors, building on each other.
With standardised course levels, advanced and specialised training can be developed building
upon the material from introductory programmes rather than replicating ite Bologna System
of Bachelor and Master (H'S points) could serve as a reference.

Common Standards

Training Structure and Approach

U An increased offer okequenced training meaning a phased approach to training, where
participants are trained apply/ gain field experience trained ¢ apply / gain field experigce¢
trained etc. The police in Norway, preparing their peace mission pers@arekexample.

U The organisation ofle-briefing and post-deployment workshopswith $eturnee<o share best
practices and lessons identified, which can be included in furaiaihg.

Curricula Content and Learning Objectives
U Offer more curricula on conflict and violenpesvention, for example on the strengthening of
infrastructures for peace (IfP) or the move from early warning to early action.
U Additional curricula omon-mainstream and / or innovative forms and approachdés CPPB,
such as environmental peacebuilding, sports and games for peaodict sensitive reporting
and journalism, urban conflict and violence prevention.
The provision of more content and skithining and tips omelf-care and stress management.
U A shift of focus tepecifig practicalskillss ~ F2 NJ SEI YLIX § Ak20NBpEem G NI Ay
f20Ffte& 26y SRKRSIph&icalynshieve é pratediibofitivilians or human
rights. Often less timshould be dedicated to input of new knowledge, but rather train and test
r \ the practical implementation of i thus less lectures
dMany trainingsin this field that are more group exercises and role plays.
provided at training centres cater for. | A review of content regarding conflict and
broad range of people coming from ¢ | cultural sensitivity, gender mainstreamingtrauma
wide, different set of context3hey lack | awareness and local / indigenous practices of CPPB.
the specificitythat one would need.
When those trainings are then takeni| Methods
0KS FASEtR GKSNBQ]| i Basingmethods of deliveryon adult learning
and specialisation specific informatio | and peace education theory(Lederach, Fras &
then one would ideally see or want, ai | Schweitzer, 2016, Krewer & Uhlmann, 2015 etc.) to

less ability to adapt those training - | epsure that methoddoster agencyand ownership as

O‘.jZN“NJ.‘ Odzt I 02 &L} el as build uponand use expertise and previous
Senior Advisor & Researcher, NGC experienceof the participants
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U Ensuring that selected methodsik in with the learning objectivesand prompt higheiorder
learning processs, for examplein the repeatedapplication and testing of newly acquired
competendes (skills and knowledge).

U Trainers and evaluators can begin tecord and share their experiencewith particular
methods and make the analysis available to other trainers and course organizers,atiecene
build upon best pactices and lessons identified.

U Ensuring that methods are selected, prepared and implemented, applying a conflict, culture,
gender, trauma sensitive approach asehsitivity to diverse learning styles

Verification and Assessment of Skills

U Courses shouldertify competenciesand not only participation, for example by in / out tests.

U The development of anified accreditation and certification systegor at least voluntary
references and guidelines, fall programmes regardless the type of training provider.

Research and Researttased Training Development

U Enhanced and increasingly used research and systentsafoing needs assessmer{see tips
for needs assessment in below).

U More research on method of deliveryin peace training, analysing which methods convey
knowledge and skills most effectively for CPPB work and hownrainstream methods can be
used to train skillsEspecially, more research is needed on effectiveness, advantages, costs and
disadvantages of dearning methods in peace training.

8.2 Concluding Remarks
This guide integrates findings of our previous desk research and interviews with training
stakeholders. Firstly, it gives a comprehensive picture of the European training landscape and
secondly offers trainers and training organizers with practical reconatations for review, design
and implementation of peace trainingVe seek to fill in the gap around the diverse approaches to
peace trainingin Ey defining curricula components, theoretical foundations as well as sensitive
training implementation. Herebygur research also places emphasis on the choice of methods and
their role in meeting learning objectives and participaitiven training. We hope that the
recommendations contribute to a dialogue between training stakeholders that improves the quality
of peace training and its relevance to practitioners in the field.

Within the framework of thePeaceTraining.eu project, this publication provides a significant
evidence basdor upcoming products and activitiegVe seek to link in with the recommendations
given above, concretely addressisgme of themOurcore activities include

U the elaborationof novel concepts, methods and missispecific subcurricula building on
practices in other fielsland sectors,
the development of training quality standards imoperation with training stakeholders,
the creation of a welplatform with interactivefeatures resource materials, aexpert navigator
and training centre map and

U stakeholderengagement through workshops and webinars to test our products as well as learn
from the field.

We seek to shape the future of peace training in Europe, setting the stage and fostering cooperation,
understanding and mutual exchange to make training diffec needsbased and transparent to all
stakeholdersfrom endusers / practitioners to deployment agencies and organisations in the field.
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1. Who is who in the European CPPB Training Architecture?

Level &
institutional
anchoring
EU Level
(operational)

EU Level
(strategic)
Military

EU Level
(strategic and
operational)

Training provider /
Stakeholder

EuropeanSecurity
and Defence College

(ESDC)

network college
includes 80 national
training centres
since 2005
Brussels, Belgium

Target Group of &
Purpose of Training

providing training for
civil, police

and military
personnel of
Member States

and EU Institutions,
in some cases, also
non-EU nationals

Programmes, tasks &
special features

regarding training

- pool of SSR experts

- Military ERASMUS

- Predeployment

training (PDT) for

CSDP missions since

2014/2015

- Networking events

- Kirkpatrick

Evaluation Model

2y 9! Q&

[ tt.

EApproaches

- ESDC ID(internet-
based distance
learning system
ILIAS)

- 69 elearning course
(2014/2015)

- In and out test for
PDT

- build-up of web
platform for Military
Erasmugemilyo)

- in-mission e
training SSR for
newcomers in
EUNAVFOR Somalia

EU Military Staff
(EUMSwith the

EU Military Training
Group (EUMTG)
since 2001
Brussels, Belgium

introduction courses
for new staff or EEAS
mission HQs

- provides training
such as CSDP
Foundation Training
for Operation
Headquarters (OHQs
via Mobile Training
Teams

- maintaining/
updating EU Sharing
Training Facilities
catalogue

-EUMTG assess
military training
reguirements

European Defence
Agency

all EU Member State!
are members

since 2004

Ixelles, Belgium

Military staff of EU
aSYOoSNI {GF
military

- identifies training
requirements (for
capability
development)

- focus: military and
technology training
(Helicopter, air
transport,
Communication and
Information Systems
and CounterlED,
cyber defence
training

- support CSDP
operations and EU

Battlegroups
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https://eeas.europa.eu/topics/common-security-and-defence-policy-csdp/4369/european-security-and-defence-college-esdc_en
https://eeas.europa.eu/topics/common-security-and-defence-policy-csdp/4369/european-security-and-defence-college-esdc_en
https://eeas.europa.eu/topics/common-security-and-defence-policy-csdp/4369/european-security-and-defence-college-esdc_en
http://www.ilias.de/
http://www.emilyo.eu/
http://www.emilyo.eu/
https://www.eda.europa.eu/
https://www.eda.europa.eu/

