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1. Introduction 
 
In many countries, including NFP Facility partner countries, there is a growing need to address 
conflicts arising from use and management of natural resources, including forestry.  The increasing 
demand for stakeholders in the forestry and natural resource sectors with the right skills and 
knowledge on collaborative conflict management is one aspect of this challenge. Presently, there are 
only a limited number of trainers capable of delivering in-country training that is tailored to the local 
contexts of countries. In order to have more practitioners, and increase in-country capacity of 
facilitators on Conflict Management and Mitigation, an effective and focused capacity building 
program for trainers on collaborative conflict management and mitigation was jointly developed by 
FAO, NFP Facility and RECOFTC.  .   
 
To be a good trainer in Conflict Management and Mitigation, it is essential for the trainer to have the 
ability to develop, design, and deliver appropriate training courses that meet the needs of varying 
audiences. He or she must have the skills to communicate and facilitate an effective learning process 
with participants and to work in a group dynamic. Besides being knowledgeable and experienced on 
the topic of conflict management and for the training to be effective, the trainer must have the ability 
to define learning objectives, be well structured, encourage interactive learning, and include elements 
of evaluation. The programme on Capacity Building for Trainers on Collaborative Conflict 
Management allows participants to review their ability in designing and facilitating their short term in-
country training programs in supporting Conflict Management, Mitigation and Transformation in 
natural resource management.  
 
Between March 22

nd
 and April 2

nd
 2010, a 2-week Conflict Management, Mitigation and 

Transformation Training for Trainers was conducted to provide prospected trainers the opportunity to 
improve their intermediate knowledge skills in training design, training techniques, and reviewing 
basic forest conflict concepts and principles.  The objective of this training of trainers on Collaborative 
Conflict Management for Enhanced National Forest Programs was that participants should be able to 
design and facilitate conflict management training for in-country participants which is based on the 
standards of modern adult learning using a wide range of didactical techniques and methods.  A key 
expectation of this phase of training was that participants develop reasonably good drafts of their 
training curriculum; including the training design, a plan for training implementation and an outline for 
the training materials. 
 
The training of trainers covered in this report is one phase of the programme.  It was preceded by a 
selection process where NFP-Facility focal points, in collaboration with the in-country partners, 
nominated potential in-country trainers. The latter were finally selected based on agreed criteria 
related to experience with training and conflict management.  After the Training of Trainers, the 
participants from different countries team up to design, prepare and deliver in-country training

1
 with 

backstopping and coaching from the trainers.  This includes more collaboration and coordination, and 
includes the development of training materials as well.  A final phase will take the form of a reflection 
workshop in November where experiences will be shared and discussions on how the process will 
continue to move forward will be facilitated. 
 
The training was a joint effort of FAO, NFP-Facility and RECOFTC.  Lead facilitators were Ms. 
Antonia Engel and Mr. Toon De Bruyn (RECOFTC), with highly valued input from Mr. Fred Kafeero 
(FAO).  Important support in developing the programme and the report was received from Ms. Xuemei 
Zhang (RECOFTC), Ms. Li Qian (RECOFTC), Ms. Leela Wuttikraibundit (RECOFTC) and Ms. Fan 
Xiaojie (NFP-Facility) 
 

                                                 
1
 A tentative overview of the in-country training can be found in Annex 7 



2. Objectives 
 
Specific Objectives 
It was expected that after the training of trainers, participants will have an increased 
understanding, knowledge and awareness about 

� Conflicts and why they arise; 
� Different ways for resolving conflicts and their inherent strengths and weaknesses; 
� The principles and process of consensual negotiation and its scope of application; 
� The role of a third party (facilitator / mediator) and how a facilitator / mediator can assist 

consensual negotiations; 
� How to Design and Conduct Training on Adult Learning Principles; 
� Adult learning principles in training; 

 
It was expected that after the training of trainers, participants will be able to 

� Apply selected conflict analysis tools; 
� Decide on a conflict management strategy and to assess the possibility and viability of a 

negotiated settlement; 
� Assess their own training qualities in terms of taking into account the adult learning 

principles; 
� Apply a greater variety of participatory methods in a real training setting; 
� Write session plans and design training agendas for their own courses; 
� Cooperate with others to design, develop, implement and evaluate an in-country Training 

 
Organizational level objectives 
Through engaging with national level stakeholders in the forestry sector of a selection of the NFP-
Facility partner countries, this training of trainers aimed at further institutionalization of the training 
capacity on collaborative natural resource conflict management. 
 
As such the training targeted at further integrating conflict management into different elements of the 
national forest programmes, including: 
� Strategies and action plans/programs incl. financing 
� Investment programs 
� Capacity building 
 

3. Composition of participants 
 
In total 14 participants from six different countries participated in the training.  The participants 
represented a wide range of organizations and levels in the different countries with members from 
government, civil society and academia.  Ten out of thirteen participants were male, with the only 
female participants coming from the Philippines.  The majority of the participants (8) were government 
officials working at national level (7), with one working at cantonment level (1).  One participant came 
from the NGO sector and one from RECOFTC.  Three participants work in academics, one at national 
and two at provincial level. 
 
The training experience in conflict management was limited, with few participants having extensive 
training experience and others limited training experience. 
 
The selection of participants was a phased process.  It was agreed between the organizers to invite 
people from five countries.  A selection process with registration form and self assessment was 
followed up telephonically to assess the commitment and language skills of the nominees.  Finally 
participants from Cambodia (3), China (3), Philippines (3), Thailand (2) and Vietnam (2) were invited.  
One new staff member from RECOFTC joined the training. 
 
In annex 1 a detailed list of participants can be found. 
 



4. Methods adopted for training and the Materials used 
 
A wide range of methodologies were carefully selected to serve the objective of the sessions.  They 
were selected and developed in line with the principles of adult learning.  As can be learned from the 
table below, the majority of the methods draw on the participation of the participants, which targeted 
their active involvement and  contribution, rather than relying solely on the transfer of knowledge by 
the trainers.  An overview of the methodologies used: 
 
CONFLICT MANAGEMENT: 
Method Session 
Paired Sharing - Introductions 

- Training Methods Collection 
- Probing and controlled dialogue 

Presentations using PowerPoint, 
flipcharts and lecture 

- Introduction of NFP-Facility 
- Introduction to the training program 
- Introduction to conflict 
- Introduction to conflict analysis 
- Role of mediator / facilitator 
- Introducing consensual negotiations 
- BATNA 

Brainstorming (visualization) - Collecting the expectations 
Group work (visualization) - Pictures of conflict 

- Issue analysis 
- Ways of managing conflict 
- Stakeholder Analysis 

Games - Process map of conflict 
- Introducing negotiations and differences between 

stages of the negotiations 
Self Assessment - Self Assessment on knowledge of and experience with 

conflict management 
Role Play - Positional bargaining versus negotiating based on 

interests 
- Practicing consensual negotiations 
- Salary negotiations 

 
PART ON ADULT LEARNING: 
Method Session 
Presentations using PowerPoint, 
flipcharts and lecture 

- Adult Learning Theory 
- Writing objectives 
- Introducing Session Plans 
- Coaching 

Brainstorming (visualization) - Adult Learning Principles 
Group work (visualization) - Review Training Methods 
Games - Experiencing Change 

- SMART Objectives 
Self Assessment - How participatory am I as a trainer 

- Coaching 
Micro-Teaching - Sessions delivered by participants (conflict introduction, 

analysis and management) 
Group Work - Session plan development 

- Training agenda development 
- Training action plan development 

 
COACHING: 
Using a self-assessment form and interviews, the coaching needs for the program were discussed at 
individual level and country level.  Participants were supported to understand the concept of coaching 
and the role of the coach.  Effective coaching includes a variety of elements, which were addressed in 
a separate session and that involved working with individuals and country teams to address the 
challenges perceived by both the participants (individually and as a country) and by the facilitators. 



To identify the scope of coaching at individual level, self-assessments were used to identify what 
participants perceived to have learned in terms of the attributes addressed in annex 4.  From one on 
one discussions with the participants it became clear that participants perceive needs in both the field 
of conflict management and the field of training.  For conflict management they mainly raised that it is 
challenging to link with the real situation, especially when addressing actual conflict management 
strategies (including mediation and negotiation), as they were either not so experienced with the topic 
or felt insecure about how to train about it.  Country teams expressed the need for coordination within 
the country, and wanted to have more clarity on this.  Also, they were wondering on how to find the 
institutional support for meeting the requirements (support from NFP-Facility focal point and how to 
approach them).  From the discussions on more training related aspects, people addressed the need 
for having more chances to try out and that they would need more support on evaluation. 
This step in the coaching will be followed by distance support for the design and development of 
training agenda’s and detailed sessions.  The support will include feedback and comments on the 
proposals that are sent to the trainers by the participants.  It will include suggestions on how to 
address specific contents and on the methodologies to be used for the training.  Also, inputs on the 
general structure and on the organization can be provided.  If necessary, one or more sessions can 
be handled by the trainers, but is planned for that the participants take the initiative and the main 
responsibility for implementing the in-country training.  Coaching will later be provided before, during 
and after the in-country training, and the observations and learning will be the subject of discussion 
during the reflection workshop planned for in November. 
 
MATERIALS USED: 
The materials used were compiled in a CD-Rom that was shared with the participants and which also 
contains training resources and background readings.  The resources shared are: 

o Archer Training Energizers 
o Braakman, L. (2002), The Art of building training capacities in community forestry 

development. (RECOFTC, Bangkok) 
o Braakman L. & Edwards K. (2002), The art of building facilitation skills. (RECOFTC, 

Bangkok) 
o Business Training Works (2002), Creative Icebreakers, Introductions, and Hellos for 

Teachers, Trainers, and Facilitators. (Business Training Works, Port Tobacco) 
o Engel, A. & Korf, B. (2005) Negotiation and mediation techniques for natural 

resource management.  (Rome, Food and Agricultural Organization of the United 
Nations). 

o Engel, A. (2007) Negotiation and mediation techniques for natural resource 
management – Trainer’s Guide. (Rome, Food and Agricultural Organization of the 
United Nations). 

o Fisher, R. & Ury, W. (1991) Getting to YES. (New York, Random House Business 
Books) 

o The International HIV/AIDS alliance (2002) 100 ways to energize groups. (The 
International HIV/AIDS alliance, Brighton) 

o Rohdewohld, R. & Poppe, M. (2005), Guidelines on capacity building in the 
Regions. (GTZ, Jakarta) 

o Detailed plan of procedures and recommended further reading 
 
 

5. Key Outputs  
 
During this training, different products were developed and outputs were generated by the training 
participants and the organizers: 
 
� Session Plans were developed for the training by the trainers and for demonstration by the 

participants; 
� In-country training teams were set up; 
� Training agenda’s and action plans were drafted, presented and discussed; 
� Coaching and mentoring schemes were drafted and discussed; 
 

6. Monitoring and Evaluation  
 



Strategy 
As this training of trainers workshop is only one phase in this partnership, and as the success of the 
program is not only dependent on the success of the ToT workshop, discussions were held at various 
stages in the preparation and during the implementation on what needs monitoring and evaluating 
(and what are the indicators of the success of the ToT and of the program), how monitoring and 
evaluating can be done and when monitoring and evaluation should be organized.  It is clear that the 
success of the ToT is not necessarily indicative for the success of the program.  Also, monitoring the 
learning of the participants is a lengthy and intensive process that requires sufficient human resources 
to collect and process data. 
 
Tools used for M&E for the program: 
Phase 1:  

- Selection of the participants: self assessment of knowledge and skills for training and 
collaborative conflict management. 

- Telephonic interviews to assess the language skills and commitment of the participants 
- Pre-course assignment 

Conclusions: 
- It is very hard to find people that possess both qualities. 
- The selection process not always resulted in the nomination and invitation of the right 

participants. 
 
Phase 2: 

- Daily feedback forms and exercises implemented by the participants. 
- Questionnaire to measure the reaction level of the participants on the ToT. 
- Self-Assessment on perceived pre-knowledge and expectations as well as on the perceived 

learning. 
-  

A detailed overview of the overall findings resulting from the phase two M&E exercises is presented in 
section 8.1.  The findings on the learning level should be triangulated after the in-country training 
implementation was conducted. 
 

7. Communication strategy 
 
The program targets the further institutionalization of conflict management training in-country at 
national and local level.  To that end, partnerships were established between the participants and 
between the countries.  The experiences generated from this ToT and of the trainings to come will be 
consolidated during a reflection workshop in November 2010.  It is expected that a newsletter will be 
developed presenting the experiences of the participants. 
Also, the in-country training will generate local language training materials that could be used for 
further capacity building on collaborative conflict management at the country level. 
 

8. Findings 
 
8.1. Synthesis of feedback from the participant 
 
Reaction Level Findings - General 
On average the participants reacted positively to training of trainers (figure 1).  More specifically 
participants perceived the objectives, contents and length positively; as well as the competence, 
clarity, organization, time management and skills for participation of the trainers.  Materials, exercises 
and activities were clear and relevant. 
The clarity of the objectives and the competencies of the trainers were identified as strongest 
elements of the training, with the length of the training being perceived as least appropriate.   
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Figure 1: Average results on quantitative items in reflection questionnaire (annex 2) 
Reaction Level Findings – Specific (detailed responses can be found in annex 3) 
Based on the feedback collected some of the specific comments include: 
 
The objectives and contents were well developed and clear, and the training is effective, necessary.  
Given the limited time, the contents were addressed effectively and this gave participants insights into 
how to manage such a complex training.  However, some commented that the length was long, 
especially because no fieldtrip

2
 was included. 

 
The resource persons and facilitators were evaluated positively.  Antonia is a very good facilitator who 
managed participation and learning, thus making her a good teacher with strong ability.  Participants 
want to receive more training from her.  Participants also perceive her as very dedicated and 
considerate of the participants’ questions.  She works active, detailed and sets an example for the 
participants.  Also, she is a good coach and mentor, with high level of expertise and professionalism.  
Toon was perceived as a good trainer who is good in discussing and addressing the topics.  He is a 
good teacher and capable trainer and worked hard every day.  The good collaboration between both 
trainers / facilitators was appreciated.  One participant wanted to have more personal interaction with 
the trainers on his progress. 
 
Participants appreciated the materials and activities, they seem to help the training a lot.  The variety 
of methodologies was appreciated.  It was raised that the materials should be provided beforehand. 
 

                                                 
2
 The decision to cancel the planned fieldtrip was made because of safety concerns and working load of the 

program.  It is suggested to include a fieldtrip in the programme of the reflection workshop. 



The training environment was good, despite some comments about the transportation to and from the 
guesthouse.  Also, Internet should be available at the hotel as well. 
 
The working environment (atmosphere, group dynamics) was perceived positively but the need to 
have more practice was received from two participants. 
 
Suggestions for improvement included: the need for a fieldtrip, reducing the duration, more careful 
selection the participants. 
 
Participants contributed to reaching the objectives by participation in the activities and discussions.  
Participants also mentioned them sharing their experiences.  Also, almost all the participants reached 
their objectives fully, with two participants having reached most of their objectives. 
      
Learning Level Findings (Self Assessment form in Annex 4) 
 
Self Assessment of development as a trainer in Conflict Management (11 out of 13 
questionnaires collected – Annex 5) 
 
Questions mainly probe for the perceived knowledge and understanding in conflict management.  The 
scope is for training on the topic, not directly on actual conflict management, however, the attributes 
identified are relevant in actual conflict situations. 
 
1. Attitudes towards conflict management 
This item questioned participants’ perception on their attitudes towards conflict: very low representing 
that they have no understanding of how to work with conflict situations / and fearful/immobilized when 
confronted with conflict and very high being an expression that participants can describe to others that 
conflict is a “normal” aspect of human interaction and can be managed. 
 
Whereas participants in general perceived their attitudes towards conflict to be rather low (3 very low, 
5 low to moderate and 3 moderate), attitudinal change was reported, with the big majority reporting to 
have moderate attitudes after the training.  Also, participants are keen to improve their attitudes to 
become very high.  This is a positive indicator for the training, as it shows that the training contributed 
to changing the participants’ perception to conflict. 
 
2. Stages of Conflict Development 
 
3. Types of Conflict 
This item questions the knowledge on the types of conflict, with an increased level of cognitive ability 
from having no ability to list the types of conflict (very low) to high level of understanding and capacity 
to explain and illustrate the types of conflict (very high) 
 
A similar picture to the one from question one can be recognized, albeit a bit more nuanced.  This 
indicates some level of confidence in the knowledge regarding the stages of conflict, as well as in the 
relevance of the contents covered. Also here, the expectations are very high towards full 
understanding and application of the theory. 
 
4. Strategies for Managing conflict 
Response can be rated between no knowledge of conflict management strategies (very low) – aware 
of range of strategies and influencing factors (moderate) and knowledge of strategies and ability to 
guide others in selection and use of the strategies (very high). 
 
Again, similar responses were given, but individual differences are significant.  Overall the learning 
related to strategies is perceived lower than for the previous questions.  As such this is probably a 
more realistic picture of the learning related to conflict management. 
 
5. Principles and steps in consensus negotiation 
This question probes into the perceived knowledge of the participants related to consensus 
negotiations.  Indicating very low, corresponds with a perception that there is no prior knowledge of 
the principles / steps in consensus negotiations, whereas very high refers to confidence in describing 
consensus negotiation and ability to answer questions. 



 
Similar results as for the previous questions were generated, with a slightly lower average, indicating 
less confidence in this.  Nevertheless, the ambition to increase knowledge and understanding in this 
matter is equal to previous answering categories. 
 
6. Conflict Analysis 
Very low indicated that the respondent perceives he/she is unaware of the purpose and methods for 
analyzing conflict.  Very high indicates high level of knowledge of the main steps involved in conflict 
analysis. 
 
In general, relatively low answers were generated on the prior knowledge of the participants.  The 
perceived learning is relatively high, with the majority of the answers indicating a change from no 
awareness to understanding of the principles of conflict analysis.  Again, ambitions are high:  
participants expect to know the main steps and processes in conflict analysis well, eight months after 
the training ends. 
 
7. Preparing for negotiations 
No knowledge of the steps or required preparation of stakeholders for negotiations corresponds with 
answering very low.  Answering very high corresponds with a perceived ability to explain and carry 
our comfortably the main steps and principles. 
 
Despite some differences, again a similar pattern was found.  The answers to the questions asking 
the participants where they perceive themselves to be after the training also shows that participants 
on average perceive that they know the main steps and principles of the preparations for negotiations.  
Participants are ambitious and expect to be confident in explaining comfortably the main steps and 
principles of these preparations. 
 
8. Negotiation stages 
Answering categories: 
Very low: no knowledge of or experience with the negotiation stages 
Average: Basic process is understood and only a few areas remain vague 
Very high: can confidently instruct others on the negotiation stages and the building of agreements 
 
More differences can be noticed, with more participants answering that prior to the training, they have 
a no knowledge or experience with the negotiation stages, but also some answering that the 
understand the principles and are relatively clear about the stages of negotiations.  However, in 
general there is relatively less perceived learning in this field of conflict management.  Again, as with 
all previous questions ambitions are very high. 
 
9. Role of a Mediator 
Answering very low indicates that the participant perceives to be unaware of the role and 
responsibilities of the mediator.  Whereas very high indicates that the participant can explain easily to 
others the role and responsibilities of a mediator. 
 
Answers indicate a higher confidence, with more participants indicating more understanding (in 
principle) on the mediator’s role, but with some questions remaining (i.e. questions on guiding the 
process and remaining content neutral). 
 
 
Self Assessment of development as a trainer (annex 4) 
These questions probe for the perceived training abilities of the participants.  The competencies 
(knowledge, skills and attitudes) for training reflect the attributes of a good trainer.   
 
1. Assessing Training Needs 
This question asks for the awareness, knowledge and experience with conducting a training needs 
assessment.  Very low is indicating that the participants are unaware of the purpose and methods of 
conducting a TNA, with very high indicating a high perceived level of confidence in conducting training 
needs assessment. 
 



In general participants seem to have some knowledge on assessing training needs, with one third 
indicating that they have moderate knowledge / skills to assess those before the training started.  
After the training they report that their knowledge has increased on this aspect, with the majority 
scoring moderate, meaning that they perceive to understand the role of TNA, and have the knowledge 
on methods to undertake TNA.  Ambitions to improve knowledge and skills are high with the 
expectation of the participants to be able to confidently conduct a TNA and use the results of the TNA 
for training design in 8 months. 
 
2. Organizing for a training 
This question mainly asks for the experience in organizing training, with very low, indicating an 
absence of experience with the organization, the logistics and the planning for a training.  Very high 
gives an indication that participants perceive that they can competently oversee the organization of 
participants, venues and materials of training. 
 
From the responses on this question, it can be concluded that participants seem relatively confident to 
organize a training, but that their experience is relatively limited.  The ToT seems to have contributed 
to the understanding of different aspects related to the organization of participants, venues and 
materials for training, leaving relatively little perceived “room for improvement”. 
 
3. Setting learning objectives 
Very low: No understanding of the role of training objectives in the planning of training sessions. 
Moderate: Can understand the use of training objectives but requires support from others in their 
development. 
Very high: Can develop and clearly communicate learning objectives and expected outcomes. 
 
Fewer responses were generated from this question, but the ones that can be assessed indicate that 
participants perceive moderate to high understanding and skills to develop learning objectives and 
expected outcomes.  Contrary to the skills of organizing training, participants feel less confident in 
designing training objectives and outcomes.  Expectations are similar to other responses, with the 
participants expecting to be able to develop and clearly communicate learning objectives and 
expected outcomes in eight months after the training programme. 
 
4. Adult Learning (experiential learning) 
This attribute asks about participants’ perceived knowledge and understanding of adult learning 
principles and application of these.  Very low is an indication of little understanding of the value or 
exposure to experiential learning processes.  Very high indicates a high level of confidence in 
designing and implementing training based on the adult learning principles. 
 
This question generated mixed responses with some participants indicating little or no experience and 
the majority indicating moderate to high experience with adult learning and knowledge of their 
principles.  The learning through the training of trainers seems to have increased the confidence in the 
understanding and application of the adult learning principles.  They have high expectations as to how 
the programme will contribute to their knowledge and capacity to apply the adult learning principles. 
 
5. Facilitation of group reflection and analysis 
If participants answer very low to this question, then it means they perceive themselves as having no 
prior experience in facilitating large group discussions or workshops, and that they are unaware of the 
methodology to do so.  On the other hand, if they answer very high, then that implies that they are 
experienced and confident in the facilitation of discussion, analysis and reflection in groups of diverse 
backgrounds. 
 
Again, very mixed responses were generated, ranging from very low to very high.  The training seems 
to have resulted in a higher self-confidence of the participants to facilitate group reflection and 
analysis. 
 
9. Evaluation of a Workshop  
Very low implies here that there is no experience with participant evaluation of a workshop, very high 
implies that they understand and have practiced a range of evaluation methods. 
 



Relatively little perceived experience with participant evaluation of a workshop before ToT.  The 
responses generated show that the perceived learning is relatively high.  Ambitions are still high, but 
more moderate than with other questions.  

 
8.2. Major gaps or issues identified  
 
Based on the feedback from the participants, no major issues or gaps were identified taking into 
account the way the training has been perceived, however, participants shared that they found the 
programme quite heavy.  The time (11 days) was deemed quite long, especially taking into 
consideration that there was no field practice / visit involved. 
 
Also, based on the self-assessment forms, it is clear that the participants perceive themselves as 
having relatively more knowledge and experience with the training dimension than with the contents 
(conflict).  This gap is hard to overcome, and should be considered as a need when providing further 
support.  This is especially relevant for the more applied knowledge and skills in relation to the 
handling of conflict and to conducting and facilitating negotiation and mediation of conflict. 
Also, there seems to be a need for practical tools to be used for the in-country training that could 
supplement the existing tools provided for this. 
 
The selection of the participants went well, however, serious concerns were raised by the trainers and 
the participants on the language barrier of the Vietnamese participants and on their actual capacity to 
take the in-country training forward.  Since the language barrier hindered them to fully grasp the 
contents and get the most out of the learning, it can be questioned whether they will be able to design 
and implement a full conflict management training. 
 



9. Conclusions and recommendations 
 

1. The objectives of the training of trainers were reached, and the outputs that were aimed for 
are available. 

 
2. The approach of integrating objectives on technical knowledge and skills in relation to conflict 

management with the knowledge and skills on organizing and facilitating training was 
followed, but in terms of inputs both topics were kept relatively separated.  During the try out 
and the feedback sessions, both were integrated.  Integrating them further is challenging 
because it can cause confusion and may be more time consuming.   

Recommendation:  First have a part on the basics of training followed by the part on conflict 
management, and finally followed by practice and feedback.  Also, further integration of the conflict 
management and adult learning components of this training of trainers would allow for more, and 
more focused, reflection on the development of in-country conflict management training development. 
 

3. Great efforts were made to identify and select suitable candidates. However, the attempted 
selection procedure which aimed at nominating at country level a bigger number of 
candidates to choose from did not quite work out and was further undermined by political 
considerations. This has resulted in only a limited number of candidates of which some did 
not meet the basic criteria for participation. This was noticed and critically commented by 
them and by other participants in the group and poses some challenges for the entire group 
process.  The effects of this will likely be observed in terms of scope of in country training 
(participants, duration, contents and skills covered, reaction of the participants). 

Recommendation:  To have the trainers involved in the selection of all participants. 
 

4. Also, even though this training of trainers has contributed significantly to the development of 
critically important capacities for in country training on collaborative conflict management, 
much remains to be done.  Not only is more support needed for the development of these 
capacities, but also at institutional level more needs to be done to sustain this program.   

Recommendation:  Designing more training programmes for national practitioners on both conflict 
management and the development training skills, set up and maintain a knowledge base (database) 
of practitioners, development of standards for conflict resolution and related code of conduct, action 
learning on cases where conflict affects NRM. 
 

5. Materials: Develop more specific training materials.   
Recommendation: These materials could include: 

a. Training Materials: Local language resources, case studies illustrating the specific 
context and conflict management strategies, video to illustrate do’s and don’ts of 
various conflict management options etc. 

b. Background resources:  Translation of existing resources (full or summarized),  
c. Documentation: Case studies 
 

6. Organization: spread over two phases.  Based on the discussions between the facilitators and 
on the perceptions reported by the participants, it can be recommended to review the length 
of the training and to consider spreading it over two periods of each one week. 

 
Other recommendations: 

a. To better make use of video, and to plan time for that. 
b. To have a session on evaluation 
c. To have a session on materials and hand outs 
d. To provide more resources on the development of training knowledge and skills, it is 

advised that more institutional support would be made available from other partners 
of the NFP-facility to identify the needs and to plan to address those needs in 
Vietnam.  

 



Annexes 
 
1. List of Participants 

 Country Name/Address Tel/Fax/E-mail 

1. China Mr. Zhuang Zuofeng  
 

Director, Forest Sustainable Management and 

Rehabilitation Center, SFA 
 

18, Hepingli Dong Jie 

Beijing 100714 

Tel: 86-10-84225577 ext 6202 

Fax: 86-10-84216958 
Email: zfzhuang@yahoo.com  

2. China Mr. Zhang Decheng 
 

Assistant Researcher,  

Research institute of forestry policy and 
information, China Academy of Forestry 

Xiangshan road, Beijing/100091 

Tel: 86（010）62888630 

Fax: 86（010）6288863 

Email: zdc1973@126.com  

3. China Mr. Cui Wushe 
 
Deputy Division Director 
Department of Forest Resources 
Management, SFA 

18, Hepingli Dong Jie 
Beijing 100714 
Tel:  86-10-84239808 
Fax:  86-10-84238683 

Email: c.wushe@263.net    

4. Cambodia Mr. Hean Bun Hieng 
 
Forestry Project Officer 
The NGO Forum on Cambodia 
Phnom Penh 
 

# 9-#11, st. 476, Toul Tompong1,  
P.O Box 2295, Phnom Penh 3  
Cambodia  
Tel: +85523214429 
Fax: +85523994063 
Email: bunhieng@ngoforum.org.kh  

5. Cambodia  Mr. Prak Marina 
 
Deputy director  
of Siem Reap Forestry Administration 
Cantonment  
 

Phum Wat Bo Sankat sala Kamreak,  
Siem Reap City 
Siem Reap Province 
Cambodia  
Tel: (855) 12 825051 
Email:  prakmarinafa@citylink.com.kh  

6. Cambodia Mr. Vuthy 

 

Forestry Research Institute, FA, Cambodia            
Phnom Penh 

 

No 40,  
Pheah Norodom Blvd,  
Sankat Phar Kandal 2,  
Kan Doun Penh,  
Phnom Penh,  
Tel: (855) 17 766676  
Email: vuthydalin@yahoo.com  

7. Philippines 
 

Mrs. Gwendolyn Bambalan 
 
Forest Management Bureau  

Department of Environment and Natural 
Resources 

 Visayas Ave Quezon City 
Philippines  
Tel: 02 926-65-26 
Email: mutya2k5@yahoo.com  

8. Philippines 
 

Ms Janet Martirez 
 
Yakap Kalikasan Tungo Sa Kaunlaran Ng 
Pilipinas 
 

 

Los Banos, Laguna 
Philippines 
Tel: 049-8271783 
Fax: 049-8271783 
Email: yakap_kalikasan@yahoo.com , 
wangits@yahoo.com  

9. Philippines 
 

Ms Elisabeth Antolin 

 

Department Of Environment and Natural 
Resources 

 

80 Diego Silang St 
Baguio City 
Philippines 
Tel: 074-442-2353 
Fax: 074 443-9322 
Email: lzbthantolin@yahoo.com 

10. Thailand  Mr Surat Kanjanakunchorn 

 

61# Phaholyothin 
Khet Chatuchak 
10900 Bangkok 



 Country Name/Address Tel/Fax/E-mail 

Director of Training Division,  
Royal Forestry Department (RFD) 

 

Tel: 02-5614292-3 ext. 496   
Fax: 02-5614292-3 ext. 496   
Email: surat2501@yahoo.com  

11. Thailand  Mr Sumet Sirilak 

 

Director of Foreign Forestry Div., 
Royal Forestry Department (RFD) 

 

61  Phaholyothin  Road    
Chatuchak    
Bangkok 10900              
Tel: + 6625614292 ext 673 
Fax: +6625614842                                                                         
Email: sm_sirilak@hotmail.com  

12. Thailand Mr. Stefan Bepler 
Senior Programme Officer 
RECOFTC 

Stefan.bepler@recoftc.org 
 

13. Vietnam 
 

Mr Nguyen Vu Hoang 
 
Lecturer 
Faculty of Forestry College of Agriculture and 
Forestry   

Thai Nguyen University          

Quyet Thang commune,               Thai 
Nguyen town Thai Nguyen province 
Vietnam                  Phone: 84 
2803851427 
Cell: 84 936500520 
Email: hvnvhoang@gmail.com 

14. Vietnam 
 

Mr Chung Do Hoang 
 
Lecturer 
Forestry Faculty,  

Thai Nguyen Agriculture & Forestry University 

Thang Comm. 
Thai Nguyen city 
Tel: 084-0280 -3851427  
Fax: 084-0280 -3858328 
Email: dhchung.tuaf@gmail.com  

 



2: Post Training Questionnaire  

 

 

 

1.The Objective of the Training 

Program and Contents 

 

Strongly 

agree 

Agree Neither 

Disagree 

nor Agree 

Disagree Strongly 

Disagree 

1.1 The Objectives of the Training 

Program were clear 

     

          

1.2 The contents of the Training Program 

and activities were relevant to the 

Objectives 

     

          

1.3 The length of the program was 

appropriate 

     

       

 

Comments: 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

 

2. The Resource Person(s)/Facilitator(s) 

 

Antonia Engel / Toon De Bruyn 

 Strongly 

agree 

Agree Neither 

Disagree 

nor 

Agree 

Disagree Disagree 

2.1 

 

Is (are) highly competent in the 

subject area. 

     

          

2.2 Delivered clear and logical sessions.      

          

2.3 Was (were) well organized and 

prepared. 

     

          

2.4 Presented material at an appropriate 

pace. 

     

          

2.5 Encouraged participation.      

          

2.6 Responded well to participants’ 

needs and questions. 

     

 

 

Comments 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 



 

3. The Training Course Materials & Exercise  

     Strongly 

agree 

Agree Neither 

Disagree 

nor 

Agree 

Disagree Strongly 

Disagree 

3.1 Were sufficient.      

          

3.2 

 

3.3 

Were clear 

 

Were relevant 

 

 

           

    

 

Comments 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

4.Environment (Training Venue, 

Accommodation & Logistics) 

 

Strongly 

agree 

Agree Neither 

Disagree 

nor 

Agree 

Disagree Strongly 

Disagree 

4.1 The venue, seating arrangement, 

room temperature and lighting were 

conducive to learning. 

     

          

4.2 All administrative and logistic 

support was satisfactory. 

     

          

4.3 Accommodation was satisfactory and 

in close proximity to the Training 

Venue 

     

       

4.4 Meals and refreshments were 

delicious and no health problems 

encountered. 

     

 

 

Comments 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

 

5. Conducive Working Environment 

 

 Strongly 

agree 

Agree Neither 

Disagree 

nor 

Agree 

Disagree Strongly 

Disagree 



5.1 To what extent does your employer / 

organization encourage you and 

provides the conditions to apply 

learned knowledge and skills. 

     

 

Comments 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

 

6.  Do you have any suggestions to improve the effectiveness of the training program?  

 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

7.  How did you contribute to achieve the training’s objectives? 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

 

8.  How would you describe your current capacity to deliver conflict management 

training in your country? 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

 

9. Training Skills 

 

 Strongly 

agree 

Agree Neither 

Disagree 

nor 

Agree 

Disagree Strongly 

Disagree 

9.1 This program contributed to the 

development of my training skills 

and prepared me to deliver the in-

country training 

     

 

Comments 

———————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————————— 

 



 

 3. Response Participants: Part 2 comments 

13 participants/13 questionnaires 

1. The objective, contents and length of the training program 

-the content is well developed/Prak Marina 
-such a long term indoor training, field trip should be considered/Zhuang Zuofeng 
-the tool must include those which are available from the countries where the participants are 
coming to provide understanding/Gwendolyn  
-it will be better if the length of the program is 8-9days and wishing to have field trip or the 
local case study in the next training program/Cui Wushe 
-objective is very clear/D.H.Chung 
-the training is effective as so lots and complex contents/Zhang Decheng 
-the way the training was conducted is very good and we learned how to manage a training 
very tight but full of comfort/Elizabeth 
-clear, excellent/Sumet 
-conflict management is very much a timely capacity-agendum for us/Janet 
 

2. The Resource person/facilitator  

Antonia Engel  
-a very good facilitator who managed participation and very effective in doing learning from 
the various participants/Gwendolyn 
-wishing more cooperation, or participating, more training course facilitated by her/ Cui Wushe 
-I need more explanation for my questions concerning the training program/Hoang Nguyen 
Hei 
-she is a good teacher who has strong ability/ Zhang Decheng 
-she has done a good job. If shows how ready and dedicated as you are very considerate in 
concerning all the questions all by participants. A detailed person. Your team work with us is 
very much appreciated and good example to me. A very good coach and mentor! Thank you 
so much, am inspired by you and thank you again for Skype./ Elizabeth 
-high performance, active trainer. I have to adjust my English learning because I ‘m not so 
skill to capture all but after 2 days I can understand better/Sumet 
-very accommodating to answer our questions, clarifications and comments. She is a very 
good model of a professional &expert CM trainer. She and Toon blended perfectly. 
Congratulations/Janet  
 
Toon De Bruyn  
-very good in discussing the topics/Gwendolyn 
-wishing more cooperation/ Cui Wushe 
-I need more evaluation about my progress and improvements in training program/ Hoang 
Nguyen Hei 
-he is a good teacher and work hard every day/ Zhang Decheng 
-a great trainer! You’ve come a lot of preparation that you made us participants understand 
clearly your message. Your polite words are very encouraging. Thank you!/ Elizabeth 
-high performance, active movement and good smiles/ Sumet 
-a very capable trainer and showed expertise in handling sessions and in conflict mgt. I 
admire his energy from day1-10, and his partnership with Antonia. Hurray to you, Toon/ Janet 
 

3. The training course Materials & Exercise  

4. The exercise and activities used  

-all are very good/Gwendolyn 
-need more and more updated case studies/ Hoang Nguyen Hei 
-the training material is enough and interesting as some participatory activities/ Zhang 
Decheng 
-the materials are great too. If it’s possible that materials are given ahead of time so we could 
catch up the discussion/ Elizabeth 



-I have learned many exercises and activities such as case study, role play, etc. trainers 
prepared well and make me a lot to learn. Some energizer activities such as Uganda song is 
very interesting and I will modify to do it in my training/ Sumet 
-Wow, especially for the trainer’s guide, the CD and the tool. I just wondering if the self-
assessment tool is in the CD?/ Janet 
 

5. Environment (Training venue, accommodation & logistic ) 

-internet connection both in hotel and meeting room be provided/ Zhuang Zuofeng 
-participants must be informed if vehicle are available or not to adjust their schedule in coming 
to class; same breakfast bore at the KUHome//Gwendolyn 
-OK/ Zhang Decheng 
-very good facilities except Monday session where it was conducted at the 2

nd
 floor/ Elizabeth 

-my house is near to RECOFTC, I’m Thai, so I prefer Thai meals; I always have seating aside 
the table, should arrange enough eating for me in the future/ Sumet 
-it was so generous for RECOFTC and FAO to have housed us in a very elegant home, 
offered the best caterers and provided us pocket allowance. Many thanks/ Janet 

6. Conducive working environment 

-for group exercise, the room is quite small //Gwendolyn 
-my work is full of all kinds of conflicts and we also do training a lot every year. I will apply the 
things from the program in the future work/ Cui Wushe 
-good/ Zhang Decheng 
-I need more practical to apply my knowledge and skills to my work/ Sumet 
-would have been even more favorable If we could have seen a successful strong of 
mediation or negotiation (ex. video)/ Janet 
 

7. Do you have any suggestions to improve the training program so as to make it more 

effective? 

-field trip; 6days/week too much; /Stefan 
-No, well done; /Prak Marina 
-1.the duration of the training course seems too long, five days or a week is better;2.one-day 
or two-days field on-spot training session needed/Zhuang Zuofeng 
-participants selection criteria ensure that the level of understanding of participating must at 
least be of the same level; /Gwendolyn 
-if there are some representatives from stakeholders of one conflict to give more sharing 
experience, it will be more effective and have more resource persons/ Cui Wushe 
-invite more guest speaker and offering updated case studies in the field of study/ Hoang 
Nguyen Hei 
-teaching with entertainment; teaching with trip / Zhang Decheng 
-if I may suggestion that facilitator to address” training laggards” participants disturbing often 
with personal difficulties/ Elizabeth 
-have some practice or real case at the field trip to relate with consensual negotiations for 
participants/ Sumet 
-some change in the physical arrangement of the room/ Janet 

8. How did you contribute to achieving the training’s objectives  

-I’m an observer; /Stefan 
-participated in discussion, using skill as mediator, shared experiences on conflict 
management; /Prak Marina 
-1.participated actively in the training; 2.communicated and provided ideas in group 
working/Zhuang Zuofeng 
-participating in the activity and provide managing/Gwendolyn 
-more participatory, more preparation and more feedback/ Cui Wushe 
-participated all the activities for session; sharing as much as possible experience and skill; 
attitude wll; listening to the facilitator and response/Hean Bun Hieng 
-participated in each action in training//D.H.Chung 
-try to attend and join every training activities/ Hoang Nguyen Hei 
-try my best to take in-country training and learning carefully/ Zhang Decheng 



-participated and cooperated in all activities/ Elizabeth 
-I will contributes my achievements t conduct the in-country training in Thailand/ Sumet 
-participated; shared country level and personal experiences/ Janet 
 

9. Did you reach your objectives? 

-yes /Stefan  
- yes / Prak Marina 
-mostly yes /Zhuang Zuofeng 
-yes, but more reading and practical needed/Gwendolyn 
-nearly or almost partly/ Cui Wushe 
-yes, I fully got what I wish, but I need more time to learn/ Hean Bun Hieng 
-yes/ Hoang Nguyen Hei 
-yes/ Zhang Decheng 
-yes. Especially that we are assured of your coaching. Your open communicating way much 
appreciated! / Elizabeth 
-yes, of course/ Sumet 
-definitely yes. But the test of these learned capabilities (ie. as facilitator and as trainer) is yet 
to come through the in-country training and the next (other) steps as we’ve thought out the 
“collab”. Conflict mgt. program./ Janet 

 



4. Self Assessment on development as a trainer and as a trainer in conflict management, and Summary  

 
1.  Self-Assessment of your development as a trainer - We would like you to reflect on your abilities as a trainer as they have developed and how you 

would like to develop them further.  Below is a list of attributes that a trainer may use to measure their competencies and their degree of knowledge, skills 
and attitudes towards training.  Read through the attributes and along the continuum for each of the attributes, place an O (circle) where you think you are 

now and cross (x) where you would like to be in 8 months time (at the end of this ToT program).     

 

Development of Training Knowledge, Skills and Attitudes 

Attribute 
Very Low  Moderate  Very High 

Assessing Training 
Needs 

Unaware of 
purpose and 
methods of  a 
training needs 
assessment 
(TNA) 

 

Understand role of TNA, 
have knowledge of  
method for undertaking 
TNA and have 
attempted. 

 
 
 

Can confidently conduct 
an use results of a 
training needs 
assessment in designing 
training 

What did you learn 
during this training 
on training needs 
assessment? 

 



 

Development of Training Knowledge, Skills and Attitudes 

Attribute 
Very Low  Moderate  Very High 

Organising for a 
training 

No experience in 
organisation or 
logistics required 
in planning a 
training 

 
Understanding of 
requirements but 
experience in planning 
logistics limited to one 
or two workshops 

 
Can competently 
oversee the organisation 
of participants, venues, 
and materials for training  

What did you 
learning during this 
training on training 
organization? 

     

Setting learning 
objectives setting 

No 
understanding of 
the role of 
training 
objectives in the 
planning of 
training sessions 

 

Can understand the use 
of training objectives but 
requires support from 
others in their 
development 

 

Can develop clearly 
communicate learning 
objectives and expected 
outcomes 

What did you learn 
on setting learning 
objectives 

 



 

Development of Training Knowledge, Skills and Attitudes 

Attribute 
Very Low  Moderate  Very High 

Adult Learning 
(experiential 
learning) 

Little understanding of 
the value or exposure 
to experiential learning 
process 

 Knowledge of methods  
and have facilitated 
myself using a limited 
number of participatory  
training activities   

 Can design a training 
based on experiential 
learning principles and 
methods and can 
facilitate a wide use of 
activities effectively 

What did you 
learn on adult 
learning  

 

Facilitation of 
group 
reflection and 
analysis 

No prior experience in 
facilitating large group 
discussions or 
workshops. Unaware of  
facilitation methods 

 Knowledge of and 
regular practice in 
facilitation methods 

 Experienced and 
confident  in facilitates 
discussion, analysis and 
reflection in groups of 
diverse backgrounds 

What did you 
learn on 
facilitation, 
reflection and 
analysis 

     



 

Development of Training Knowledge, Skills and Attitudes 

Attribute 
Very Low  Moderate  Very High 

Evaluation of 
a workshop 

No previous experience 
in participant evaluation 
of a workshop 

 Knowledge of some 
methods to evaluate a 
workshop and facilitated 
an evaluation 

 Understand and 
practiced in a range of 
evaluation methods 

What did you 
learn on 
Workshop 
Evaluation 

 

 



2.   Self-Assessment of your development as a trainer in conflict management - We would like you to reflect on your abilities as a trainer as they 

have developed and how you would like to develop them further.  Below is a list of attributes that a trainer may use to measure their competencies and their 

degree of knowledge, skills and attitudes towards training.  Read through the attributes and along the continuum for each of the attributes, place an O 
(circle) where you think you are now and a cross (x) where you would like to be in 4 months time (at the end of this ToT program).   
 

Development of Conflict Management Training Knowledge, Skills and Attitudes 
Attribute 

Very Low  Moderate  Very High 

Attitudes 
towards 
conflict 

No understanding of 
how to work with 
conflict situations. 
Possible fearful and 
immobilised when 
confronted with conflict 

  
 
 

Can describe to others 
that conflict  is a ‘normal’ 
aspect of human 
interaction and can be 
managed 

What attitudes 
changed 
through your 
participation in 
this training of 
trainers 

 

 



 

Stages of 
Conflict 
Development 

No knowledge of the 
different stages of a 
conflict or 
characteristics of 
escalation 

 Understanding the steps 
of escalation  

 Can  clearly describe 
how a conflict may 
escalate and intensify 
and key characteristics  

What did you 
learn on the 
stages of 
conflict 
development 

 

 
Types of 
Conflict  

No understanding of 
the different types of 
conflict  

 
Understands the 
typology and some 
practice in applying it 

 
Understands and can 
explain typology with 
examples 

What did you 
learn on the 
different types 
of conflict? 

 



 

Development of Conflict Management Training Knowledge, Skills and Attitudes 
Attribute 

Very Low  Moderate  Very High 

Strategies for 
managing 
conflict 

No knowledge of conflict 
management strategies. 

 

 Aware of range of 
strategies and 
influencing factors. 

 Knowledge of strategies 
and can guide others in 
under what 
circumstances they will 
be used in managing 
conflict 

What did you 
learn on 
strategies to 
manage 
conflict? 

 

 

Principles 
and steps in 
Consensus 
Negotiation 

No prior knowledge of 
the principles or steps in 
consensus negotiations 

 Understand major steps 
and processes, only few 
issues remain vague 

 Can confidently describe 
and answer questions 

What did you 
learn about 
the principles 
and steps of 
consensual 
negotiations? 

    . 

Conflict 
Analysis 

Unaware of the purpose 
or methods for analysing 
conflict 

 Principles are 
understood 

 Know well the main 
steps and processes 
involved in conflict 
analysis 

What did you 
learn on 
conflict 
analysis? 

 



Preparing for 
Negotiations 

No knowledge of the 
steps or required 
preparation of 
stakeholders for 
negotiations 

 Know main steps and 
principles 

 Can explain and carry 
out comfortably the main 
steps and principles  

What did you 
learn on 
preparing 
negotiations? 

 

Negotiations 

No knowledge or 
experience of the 
negotiation stages 

 Basic process is 
understood only few 
areas remain vague 

 Can confidently instruct 
others on the negotiation 
stages and building 
agreements 

What did you 
learn on 
negotiations 

 

Role of A 
Mediator 

Unaware of the role and 
responsibilities of a 
mediator 

 The role of a mediator is 
in principle understood 
but there are still some 
open questions on how 
to guide a process and 
remain content neutral 

 Can explain easily to 
others the role and 
responsibilities of a 
mediator 

What did you 
learn on the 
role of a 
mediator 

 

 
 
 

 

 

 
 
 
 



5: Answers for self-assessment tools 

1. Self-Assessment of development as a trainer  

∆- Where you were before the training 

o- Where you are now after the training;  

×- where you want to be in 8 months 

Attribute    
Very 
low        

Modera
te       

Very 
high 

CA1       o       ×   

TH1     ∆        ×   

PH1           ∆ o   × 

CA2 ∆           o   × 

CH1         ∆       × 

CA3           o   ×   

PH2                   

VI1         o       o 

TH2   ∆           o × 

VI2   ∆     o       × 

PH3         ∆     ×   

CH2                   

Assessing 
training  
needs 

CH3                   

CA1         o         

TH1           ∆     × 

PH1           ∆ o   × 

CA2           ∆   o × 

CH1               ∆ × 

CA3             o ×   

Organizing 
for a  
Training 

PH2                   



VI1 o       ×         

TH2       ∆       o × 

VI2   ∆       o     × 

PH3           ∆   ×   

CH2                   

 

CH3                   

CA1         o         

TH1       ∆         × 

PH1          ∆ o ×   

CA2         ∆   o   × 

CH1               ∆ × 

CA3         o   ×     

PH2                   

VI1         o       × 

TH2   ∆         o   × 

VI2       ∆ o       × 

PH3               ∆ × 

CH2                   

Setting 
Learning 
objective 

CH3                   

CA1         o       × 

TH1   ∆           ×   

PH1             ∆ o x 

CA2 ∆       o       × 

CH1             ∆   × 

CA3         o   ×     

PH2         ∆   o   × 

VI1         o       × 

Adult 
learning 
(experiential  
learning) 

TH2   ∆         o   × 



VI2           ∆ o   × 

PH3         ∆     ×   

CH2                   

 

CH3                   

CA1         o       × 

TH1 ∆ o           ×   

PH1           ∆ o   x 

CA2         ∆     o × 

CH1               ∆ × 

CA3             o   × 

PH2       ∆     o   × 

VI1 o      ×         

TH2   ∆       o ×     

VI2       ∆ o       × 

PH3         ∆     ×   

CH2                   

Facilitation 
of Group 
reflection 
and analysis 

CH3                   

CA1         o       × 

TH1 ∆             ×   

PH1         ∆   o   × 

CA2         ∆     o × 

CH1               ∆ × 

CA3       o   ×       

PH2       ∆   ∆     o× 

VI1         o       × 

TH2   ∆         o ×   

VI2         o       × 

Evaluation 
of a  
workshop 

PH3         ∆     ×   



CH2                    

CH3                   

 

2. Self-Assessment of development as a trainer in conflict management 

∆- Where you was before the training 

o- Where you are now after the training;  

×- where you want to be in 8 months 

Attribute    
Very 
low        

Modera
te     

Very 
high 

CA1     ∆   o     ×   

TH1 ∆ o          ×   

PH1   ∆     o       × 

CA2         ∆   o   × 

CH1               ∆ 
o               
× 

CA3       ∆   o   ×   

PH2 ∆       o       × 

VI1   ∆     o       × 

TH2 ∆       o     ×   

VI2         ∆ o     × 

PH3     ∆   o     ×   

CH2                   

Attitude  
towards 
conflict 

CH3                   

CA1       ∆ o       × 

TH1 ∆ o         ×     

PH1   ∆     o       × 

CA2         ∆     o × 

Types of  
conflict 

CH1          ∆ o   × 



CA3           ∆ o   × 

PH2 ∆       o       × 

VI1 ∆          o   × 

TH2   ∆     o   ×     

VI2 ∆       o       × 

PH3     ∆   o   ×     

CH2                   

 

CH3                   

CA1       ∆ o       × 

TH1 ∆ o       ×       

PH1         ∆ o     × 

CA2         ∆     o   

CH1         ∆     o × 

CA3       ∆   o   ×   

PH2 ∆       o       × 

VI1 ∆       o       × 

TH2 ∆       o     ×   

VI2 ∆               × 

PH3     ∆   o   ×     

CH2                   

Strategies for 
managing  
conflict 

CH3                   

CA1       ∆ o       × 

TH1 ∆ o           ×   

PH1     ∆   o     ×   

CA2 ∆       o       × 

CH1           ∆   o × 

CA3         ∆ o   ×   

Principles and 
steps in  
consensus 
negotiation 

PH2 ∆       o       × 



VI1         o       × 

TH2   ∆     o       × 

VI2 ∆       o       × 

PH3     ∆   o   ×     

CH2                   

 

CH3                   

CA1       ∆ o       × 

TH1 ∆ o           ×   

PH1     ∆       o   × 

CA2     ∆   o       × 

CH1         ∆   o   × 

CA3         ∆ o   ×   

PH2 ∆       o       × 

VI1 ∆       o       × 

TH2   ∆     o       × 

VI2 ∆       o       × 

PH3       ∆ o     ×   

CH2                   

Conflict 
Analysis 

CH3                   

CA1       ∆ o       × 

TH1 ∆ o         ×     

PH1       ∆     o   × 

CA2   ∆     o       × 

CH1         ∆     o × 

CA3         ∆   o   × 

PH2   ∆     o       × 

VI1 ∆       o       × 

Preparing for 
Negotiations 

TH2 ∆       o       × 



VI2 ∆       o       × 

PH3     ∆   o     ×   

CH2                   

 

CH3                   

CA1       ∆ o       × 

TH1 ∆ o         ×     

PH1 ∆       o       × 

CA2         ∆   o   × 

CH1             ∆ o × 

CA3           ∆ o   × 

PH2 ∆       o       × 

VI1 ∆       o ×       

TH2 ∆       o       × 

VI2 ∆       o       × 

PH3     ∆   o     ×   

CH2                   

Negotiations 

CH3                   

CA1 ∆       o       × 

TH1 ∆     o         × 

PH1         ∆     o × 

CA2 ∆       o       × 

CH1         ∆     o × 

CA3         ∆ o     × 

PH2 ∆       o       × 

VI1 ∆       o       × 

TH2   ∆     o       × 

VI2     ∆ o         × 

Role of  
Mediator 

PH3       ∆   o     × 



CH2                    

CH3                   



6. Training outline 
Day 1: Introduction to Programme and Conflict  
 
When What 

08:00 Opening 

08:10 Session 1: Personal Introductions 
Purpose 
At the end of the session the participants…  
� .. will know more about the strengths & weaknesses of themselves and of other participants as trainers.  
� .. can explain the importance of knowing themselves and others in a training setting 

09:00 Session 2: Setting the Stage 
Purpose 
� To introduce training objectives  
� To explain adult learning principles 
� To clarify responsibilities in learning 

09.30 BREAK 

10.00 Session 2: Setting the Stage (continues) 

11:00 Session 3: Expectations and pre- experiences of the participants 
Purpose 
 
At the end of the session the participants… 

� have formulated their individual expectations 

� can explain when their expectation will be met or why 
they will not be met 
At the end of the workshop the participants… 

� have revisited their expectations and determined how these were met (or not) 
11.30 BREAK 

13:00 Session 4: Training methods 
Purpose 
� Participants start paying increased attention to the methods used 
� Participants start preparing for session #21  
 

13.45 Session 5: Picture of Conflict 
Exercise 
Purpose 
� To explore participants associations with conflict 
� To develop a common understanding of conflict (definition); 
� To define conflict and conflict management as a process  



When What 

14:30 BREAK 

15:00 Session 5 Picture of Conflict (contd) 
 

15:45 Rapid Daily feedback   
 
Purpose 
� To provide participants with opportunities to raise questions, express concerns, and make suggestions 
� To assess how the training is progressing for everyone 

16:00 Close of the day 

 
 
Day 2:  Conflict Analysis  
 
When What 

08:00 Recap day 1 & Feed back day 1 

08:15 Introduction Day 2 

08:30 Session 6 Why Conflict Analysis 
 
Purpose 
� To raise awareness of the importance of a sound conflict analysis 
� To help participants identify what they need to know about a conflict in order to help resolving it 

09:00 Session 7 Issue Analysis 
 
Purpose 
� To enable participants to identify the types of issues within a conflict and consider the most effective means of addressing them 

09:30  BREAK 

10:00 Session 7 Issue Analysis (continues) 

11:30 BREAK 

13:00 Session 8 Stakeholder Analysis: Rights, Responsibilities and Returns (3 R’s) 
Purpose 
� To examine different stakeholders’ rights, responsibilities and returns regarding the resource, as part of understanding stakeholders’ present 

and potential roles in a conflict 

14:30 BREAK 

15:00 Session 8 Stakeholder Analysis: Rights, Responsibilities and Returns (4
th
  R’s) contd 

15:45 Daily feedback   
16:00 Close of the day 



 
Day 3:  Ways to Manage Conflict & Role of the Mediator 
 
When What 

08:00 Recap day 2 & Feedback day 2 

08:15 Introduction Day 3 

08:30 Session 9 Ways of Managing Conflict 
 
Purpose 

� To give an overview of possible conflict management approaches  

� To clarify the focus of training on collaborative ways to manage conflict  

� To raise awareness for advantages of a collaborative approach to manage conflict 
10:00 BREAK 

10:30 Session 10  The Process Map of Collaborative Conflict Management  
 
Exercise  
 
Purpose : 
 
� To introduce the concept that conflict management is a process 
� To get participants to explore the various stages of the process in a participatory way. 

11:30 LUNCH 

13:00 Session 11 The Role of a Mediator 
 
Purpose 
� to build participants’ understanding of the role, skills and qualities of a mediator;  
� to help participants consider whether they could be appropriate as mediators. 

14:30 BREAK 

15:00 Session 11 The Role of a Mediator (continues) 

15:45 Daily feedback   

16:00 Close of the day 
 
 
 
Day 4: Consensual Negotiation Introduction 
 
When What 

08:00 Recap day3 & feedback day 3 



When What 

08:15 Introduction Day 4 

08:30 Energiser 1-2-3 Go!  
 
Purpose 
� To provide a wake-up call to the brain in the morning 
� To emphasize the importance of listening before acting when working with other stakeholders 
� To illustrate the speed with which people often move from forming assumptions to taking action 

08:45 Session 12 Exercise “Competing NGO’s” 
 
Purpose 
� to demonstrate how assumptions influence and determine the outcome of negotiations  
� to demonstrate how positional bargaining tends to neglect what is in the parties’ own best interest.  
 

10:00 BREAK 

10:30 Session 13 – I  Introduction Consensual Negotiation  
 
Purpose 
� To give an overview of the overall objective and the 4 principles of consensual negotiation 

10:45 Input  
Separate the people from the problem 
 
Purpose 
� To explain the first principle of consensual negotiation 

11:00 Exercise 13 –II Orange Quarrel (Role Play)  
 
Purpose 
� To show how positional bargaining tends to produce unwise decisions and harms the parties interests 

11:15 Input  
Focus on interests, rather than on positions 
 
Purpose 
� To explain the second principle of consensual negotiation 

11:30 LUNCH 

13:00 Exercise 13-II “Whose land Is It?” 
 
Purpose 
� Participants will apply the first and second principle of the consensual negotiation approach 



When What 

� Participants practice in the development of options for mutual gain. 

14:00 Input  
Best alternative to a negotiated agreement (BATNA) 
 
Purpose 
� To explain the 4th principle of consensual negotiation 

14:15 Input  
Objective Criteria 
 
Purpose 
� To explain the concept of objective criteria  

14:30 BREAK 

15:00 Session 13-III Introduction to Forest Conflict in an Indonesian Province (multilateral negotiation exercise)  

15.30 Start of Strategic Preparation for Mediated Negotiation Exercise in Stakeholder Groups (Round 1) 
 
(optional at evening) 
Informal backdoor talks  

15.45 Daily feedback   

16.00 Close of the day 
Day 5: Practising Consensual Negotiations and Mediation  
 
When What 

08:00 Recap day 4 & Feed back day 4 

08:15 Introduction day 5 

08:30 Session 13-III Complete Preparation for Mediated Negotiation Exercise  

09:30 BREAK 

10:00 Session 13–IV Negotiation and mediation (1
st
 round) 

11:00 Session 13–V Debrief Negotiation and mediation exercise 

11:30 LUNCH 

13:00 Short Input & Instructions for 2
nd

 round of negotiations  

13.30 Session 13–IV Practicing negotiation and mediation (2
nd

 round) 

14:30 BREAK 

15:00 Video supported Discussion of Role Play and Feedback  

15.45 Daily feedback   

16.00 Close of the day 
 
 



 
Day 6, Saturday: Basics about Adult Learning and Participatory Training  
 
When What 

08:00 Recap day 5 & Feedback day 5 

08:15 Introduction day 6 

08:30 Session 15 How adults learn 
Purpose 

� Participants identify the basic adult learning principles based on their own learning experiences as an adult 

� Can argue that these principles are universal in time and place 
09:30 BREAK 

10:00 Session 16 Trainers own assessment 
Purpose  

� Participants can link adult learning principles with training activities and requirements 

� Have assessed their own training qualities in terms of taking into account the adult learning principles 

11:00 Session 17 Exercise “Experiencing Change”  
 
Purpose 
� identified feelings of embracing and resisting change 
� can relate this to a different approach in training 

11.30 LUNCH 

13:00 Session 18 Introducing Learning Objectives 
 
Purpose 
At the end of the session the participants… 

� Can list at least 3 reasons of writing learning objectives 

� Can distinguish knowledge, skills and attitude oriented learning objectives 

� Can explain what SMART learning objectives are. 

14:30 BREAK 

15:00 Review of a selected participatory training method (see Session 4) 
 
Purpose 
� At the end of the session participants can give constructive feedback  

15:45 Daily feedback 

16:00 Close 

 
 



 
Day 7, Monday: Basics about Participatory Training Design 
 
When What 

08:00 Recap day 6 & Feedback day 6 

08:15 Introduction day 7 

08:30 Review of a selected participatory training methods 
 
Purpose  
� Participants mind will be refreshed on main aspects to consider when using this method 

09:30 BREAK 

10:00 Review of a selected participatory training methods 
 
Purpose  
� Participants mind will be refreshed on main aspects to consider when using this method 

10:45 Session 19: Elements of Training & Introducing a Session Plan 
 
Purpose 
At the end of the session the participants… 

� Can list and sequence the elements of a session plan 

� can distinguish good and bad session plans and analyze good and bad aspects 

11:30 LUNCH 

13:00 Session 19: Elements of Training & Introducing a Session Plan 
(continues) 

14:00 Session 20: Session Design Game  

14:30 BREAK 

15:00 Session 20: Session Design Game (continues) 

15:45 Daily feedback 

16:00 Close of the day 

 
 
Day 8, Tuesday: Demonstration of Participatory Training Sessions  
 
When What 

08:00 Recap day 7 & Feedback day 7 

08:15 Introduction day 8 
08:30 Session 21: Demonstration by Participants – Introduction to Conflict 



10:00 BREAK 

10:30 Feedback, Lessons Learned on last demonstration 

11:30 LUNCH 

13:00 Session 21: Demonstration by Participants -  Introduction to Conflict Analysis 

14:30 BREAK 

15:00 Feedback, Lessons Learned on last demonstration 

15:45 Daily feedback 

16:00 Close of the day 

 
 
Day 9, Wednesday: Demonstration of Participatory Training Sessions  
 
When What 

08:00 Recap day 8 & Feedback day 8 

  

08:30 Session 21: Demonstration by Participants -  Introduction to Consensual Negotiations  

10.00 BREAK 

10:30 Feedback, Lessons Learned on last demonstration 

11:30 LUNCH 

13:00 Session 21: Summary of training methods 
 
Purpose 
� Can list at least three advantages and disadvantages of the reviewed training methods 

14:30 BREAK 

15.00 Session 22: Developing a Training Agenda 
 
Purpose 
At the end of session participants ... 
� can explain the need and use of a trainer’s agenda 

� can list the possible elements of a trainer’s agenda 

� can design their own training agendas  

16:00 Close of the day 

 
Day 10, Thursday: Development of Training Agendas & Role of Coaching  
 

When What 

08:00 Recap day 9 / Feed back day 9 

08:00 Introduction day 8 



08:15 Session 23  Training agenda development 

09:30 BREAK 

10:00 Session 24 Presentation of training agendas and feedback 

11:30 LUNCH 

13:00 Session 24 Role of Coaching 
Purpose 
� To clarify purpose of  coaching in this program, benefits, the role of the coach,  
 

14:30 BREAK 

15:00 Session 24 Role of Coaching continues  
 
Purpose 
� To develop a working compact on individual / group level which clarifies mutual expectations 

15:45 Daily feedback 

16:00 Close of the day 
 
 
THURSDAY EVENING: FAREWELL DINNER 
 
Day 11, Friday: Planning of Next Steps & ToT Evaluation 
 

When What 

08:00 Recap day 10 

08:15 Introduction day 11 

08:30 Session 24 continues  

09:30 BREAK 

10:00 Next Steps. Open questions. 

11:00 The Resource CD & How to Use It 

12:00 Evaluation of ToT Course 

12:30 Close of Training 

 



7. Tentative Schedule for In-country Training and Reflection Workshop 
 

COUNTRY DATES Coach 

CAMBODIA July 26-30 Antonia and Toon 

CHINA   

PHILIPPINES   

THAILAND September 6-8 Toon 

VIETNAM September 13-17 Toon 

   
REFLECTION WORKSHOP November 15-18 n/a 

 


