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UNIT 1: Introduction 
 

The Peace Training Handbook you are now reading has been developed to support training institutions 
and trainers working in peacebuilding and prevention training, coaching and professional development 
support. It has also been created to serve the broader field of peacebuilding and prevention, including 
practitioners, deployment agencies, donors, and communities affected by conflict and war. 

The aim of the Handbook is ambitious and practical: 

To contribute directly to the reduction of violent conflict and improved prevention and 
peacebuilding impact by improving the capabilities and attitudes, skills and knowledge 
competencies of professionals and practitioners in the field 

The Handbook, made possible through a grant from the European Commission (EC) H2020 funding 
line, provides one of the first major attempts in the field to support trainers and those involved in the 
development, design, delivery and evaluation of training and capacity building support for the field 
through: 

 Providing a practical Curricula Model for field 
 Providing a practical ‘step-by-step’ Curricula Design Process 
 Introducing the concept of a Curricula & Competency Framework for Peacebuilding and 

Prevention 

It goes further and provides an overview of both existing and ‘front of the field’ approaches to 
peacebuilding and prevention training, methods that can be used in training, and ICT and e-
innovations. This is followed by a Trainers Guide and first steps towards creation of a ‘Competency 
Framework’ for trainers in the field, together with an overview of Qualification Standards for Training 
Centres building on the latest in EU qualification frameworks.  

It is our hope that the Peace Training Handbook will be used far and wide in the field, and will serve as 
a practical tool for trainers and training centres and institutions both within Europe and beyond. The 
version of the Handbook you are reading now is ‘Version 1’. This version is being released on the Peace 
Training web platform and for limited dissemination to experts, practitioners and training institutions 
in the field to specifically invite review, recommendations and feed-back. This process will be 
implemented throughout May – September 2018. Input and recommendations will then be taken in 
to an up-dated and revised Version 2 which will be launched publicly at the end of September 2018 
and Shaping the Future of Peace Training in Europe and Beyond Conference to be organised in Vienna, 
Austria on October 1st & 2nd 2018. 

Structure of the Handbook 

The Handbook is made up of 2 parts: 

 7 Units published in pdf and print format available on and off line 
 The Handbook Appendixes  

The Peace Training Handbook: 7 Units 

Unit 1 Introduction 
Unit 2 Curricula 
Unit 3 Approaches 
Unit 4 Methods 
Unit 5 E-Innovations 
Unit 6 Trainers Guide 
Unit 7 Training Centres 
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Unit 1: Introduction 

Provides the brief introduction and overview of the Handbook 

Unite 2: Curricula  

Introduces the concept of a Peace Training Curricula Framework, the Peace Training Curricula 
Categories, the Curricula Model, and Curriculum Development Process. This entry also includes links 
to curricula developed by PeaceTraining.eu. The Curricula Development Process is also being 
developed as a practical step-by-step process which you can access online and use to support curricula 
development.  

Unit 3: Approaches 

Presents ‘Approaches’ in peacebuilding and prevention training, provides a short overview of 
approaches with links to detailed notes on each of the Approaches, and then presents the Peace 
Training Approach to peacebuilding and prevention training. 

Unit 4: Methods 

Presents ‘Methods’ in peacebuilding and prevention training, provides a brief overview of methods 
with links to detailed notes on each, and presents a guide to selecting methods before exploring 
opportunities and challenges to novelty and innovation in peace training methods. 

Unit 5: E-Innovations 

Presents one of the most comprehensive overviews of ICT and e-innovations to-date in peacebuilding 
and prevention training and capacity building, overviews key concepts and methods, and provides 
examples of how they are being used today. This unit also includes links to additional notes on e-
approaches and methods.  

Unit 6: Trainers Guide 

Presents an overview of the evolving role of trainers, training teams and capacity building, trainers 
mandate and responsibilities, and introduces first steps towards creation of a competency framework 
for trainers in peacebuilding and prevention 

Unit 7: Training Centres 

Focuses on the issue of ‘quality’ and quality assurance of training centres and takes first steps to 
introducing a quality assurance model for peacebuilding and prevention training 

The Handbook Appendixes 

The Handbook Appendixes are made up of the curricula, approaches, methods, e-approaches and 
methods and Peace Training Glossary which can be found on-line on the Peace Training portal. Links 
to entries and notes online are made throughout the Handbook. You can click on these and they will 
bring you directly to the entries on the Peace Training web portal.  

The Peace Training Handbook: Version 1 

As a reader of the Peace Training Handbook Version 1 we would like to invite you to send your 
recommendations, suggestions and input for how the Handbook can be further improved and 
developed. Specifically, we would like to ask for your recommendations on how to make the Handbook 
useful and relevant for practitioners in the field, if you believe there are approaches or methods that 
should be added, and to give feed-back on the different innovative contributions of the Handbook, 
from the Curricula Development Process to the Competency Framework for Trainers. 
Recommendations and input should be sent to: Kai Brand-Jacobsen, Director, Department of Peace 
Operations (DPO) PATRIR at jacobsen@patrir.ro 

We hope you will enjoy reading the Handbook and that it will be a practical benefit and tool to support 
your work and engagement in the field! 

  

mailto:jacobsen@patrir.ro
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UNIT 2: Curricula  
 

2.1. Creating CPPB Training Curricula 

 
This Unit is aimed at guiding training centres and trainers in their process of course development. It 
introduces the concept of a Peace Training Curricula Framework and why this is important for the field. 
This is followed by the Peace Training CPPB Curricula Categories - a series of categories and topics 
which have been identified by PeaceTraining.eu as essential for the CPPB field. Next, the Unit presents 
the Peace Training Curricula Model and Curricula Development Process.  
 
The Curricula Development Process is intended as a practical set of questions and steps which can be 
used by trainers and training institutions when designing CPPB Curricula. The European Centre for 
Development of Vocational Training defines a curriculum as an “inventory of activities implemented to 
design, organise and plan an education or training action, including definition of learning objectives, 
content, methods (including assessment) and material, as well as arrangements for training teachers 
and trainers”.  
 
The step-by-step Curriculum Development Process will help you to design all the components of a 
curricula in an integrated and practical approach.  In addition, 9 Curricula have been developed 
addressing key CPPB competency fields. These may be accessed from the links below. 4 more will be 
developed for the 2nd Version of the Handbook.  
 

Curricula Hyperlink to 
Curricula 

Designing Peacebuilding and Prevention Programmes (DPP) Click Here 
Operational-level Planning for Military: Centre of Gravity and Operational 
Design 

Click Here 

Implementing Local Ownership in Security Sector Reform (SSR) Missions  Click Here 
Mediation, Dialogue, Negotiation Click Here 
Multi-stakeholder Training in Protection of Civilians in Peacekeeping 
Missions 

Click Here 

Conflict Sensitive and Participatory Natural Resource Management in 
Post-War / Conflict Settings   

Click Here 

Preventing Natural Resource-Based Conflict at the Community Level Click Here 
Self-Care & Well-Being in the Field  Click Here 
Sensitivity in Working with Survivors of Gender-Based Violence Click Here 
Peace and Conflict Intelligence for Intervention Planning & Design Coming Soon 
Making Prevention Work: Improving Quality, Impact and Effectiveness of 
Prevention and Early Warning; 

Coming Soon 

Prevention of Radicalisation and Violent Extremism for First Line 
Practitioners 

Coming Soon 

Evaluation, Learning & Change Management in Peacebuilding and 
Prevention Missions  

Coming Soon 

 
Each curriculum includes “guidelines“ for choosing this particular curriculum from the perspective of 
a trainer or trainer institution and for practitioners and deployment organisations, together with:  
learning objectives, methods and methodologies of delivery, evaluation and certification processes 
and more.  
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2.2. Curricula Framework 
 

Curricula 
Framework 

The overall 'conceptual parameters' proscribing the values, philosophy, 
principles, approaches and methods that should guide CPPB curricula and CPPB 
training. 

 
The[...]gap in a shared CPPB [curricula] training framework has a range of 
implications, including the absence of shared definition / understanding of core 
concepts; absence of shared understanding of available tools, systems, methods and 
approaches; a broad divergence in the quality with which key issues are addressed; 
and no shared standard for different levels of training and competences (course 
levels). Furthermore, there is no easily available and accessible reference point to 
assess how and where different training ‘fit in’ in the CPPB landscape (Wolter et al, 
2017, p.42). 

 
2.2.1. Why is a CPPB Curricula Framework relevant for CPPB training?  

A Curricula Framework provides the overall 'conceptual parameters' of values, philosophy, principles, 
approaches and methods that should guide CPPB curricula and CPPB training. 
It assists in the provision of a ‘shared understanding’ of tools, systems, methods and approaches to 
training, offers a way in which the broad divergence of quality can be visualised in one place, and 
provides the reference point to identify where training fits in the CPPB landscape.  
 
The creation of a CPPB Curricula Framework would be an important step forward to address the need 
identified by practitioners and training organisations for ‘a coherent structure’ to provide ‘a lens 
through which to understand and analyse peace training in Europe’, for: 
 

❏ training providers to “place themselves and their training” within an overall common or shared 
system of reference for CPPB trainings in Europe; 

❏ training practitioners to understand which training options they have;  

❏ trainers to network exchange and learn; and 

❏ decision-makers to better understand the European peace training system and curriculum 
options. (Wolter & Tunney, 2017, p.41). 

 
2.2.2. What a Training Curricula Framework Provides 

Drawing upon the UNESCO Definition (UNESCO – IBE, 2011, p.18) of a Curricula Framework and applying 
it to the CPPB field, a CPPB Curricula Framework could help to: 
 

❏ translate peacebuilding and prevention goals, priorities and policies of the EU and European 
CPPB stakeholders into a curricula context; 

❏ establish the aims and objectives of CPPB curricula for different stages and levels of 
competencies; 

❏ make explicit the educational philosophy underlying curricula and the approaches to CPPB 
training, professional development and assessment that are fundamental to that philosophy; 

❏ outline the curriculum structure, its subjects and learning areas and the rationale for the 
inclusion of each in the curriculum 

❏ allocate time to various subjects or learning areas in each level of training or  stage of 
progression in the Framework; 

❏ provide guidelines to training institutions, trainers and the full breadth of stakeholders 
involved in professional development and capacity building in the CPPB field 

❏ prescribe requirements for curriculum implementation, monitoring and evaluation 
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Creating a common European (or international) CPPB Curricula Framework would help to support 
training programme development, identify competency gaps, and help to improve training standards. 
It would make the knowledge and skills base needed for CPPB practice more transparent and serve as 
a guide for development of training programmes.  
 

Box: Towards Common Definitions and Concepts: Conflict Prevention and Peacebuilding 
Even at the heart of CPPB training in Europe today there is no consensus on the definition of key 
terms, including peacebuilding and prevention. 
 

“What we mean with peacebuilding and prevention is one of the key things 
that needs to be clarified. These are developing concepts. For instance, with 
the new ‘sustaining peace’ … the understanding of both prevention and 
peacebuilding as something that should come much earlier in the process … to 
address for instance inequalities, marginalisation, and those kinds of trends 
that lead to conflict, as opposed to responding to early warning of rising 
tensions, which is the more traditional form of conflict prevention.” Senior 
Advisor, NGO 

  
The UN’s definition of Conflict prevention: “[Conflict Prevention] consists of efforts to stop violent 
conflict from breaking out, avoid its escalation when it does and avert its deterioration after the 
fact” (UNSC, 2015, p.4).  
 
Peacebuilding is ‘a long-term process aiming to reduce the risk of lapse and relapse into armed 
conflict by creating the necessary conditions for sustainable peace within state and society (UN SG 
Policy Committee, 2007 in UN PBSO, 2017).  
 
The EU conflict prevention strategies include i) mediation and diplomacy through EU Delegations 
and EU Special Representatives, ii) conflict risk analysis and an early warning system, iii) confidence-
building & dialogue promotion, are comprehensive. However, no clear-cut strategy document on 
peacebuilding exists.  

 
2.2.3. The ASK Model 

One of the recommendations of PeaceTraining.eu is for the 
wider adoption of the ASK model as a component of a CPPB 
Curricula Framework. The ASK model makes explicit the 
need for training to shape Attitudes, build Skills, and 
develop Knowledge. 
 
The figure depicts attitudes, skills and knowledge that are 
central to peace training and CPPB work in general. These 
include:  
 

● Attitudes: Peace training involves instilling 
attitudes within participants that promote the 
values of peace. Preparing practitioners for their 
work involves reinforcing the belief that peace is 
possible and desirable and that equality, diversity, 
participation and human rights are the 
cornerstones for working in CPPB. 

● Skills: Peace training focuses on developing techniques of conflict analysis, prevention and 
peacebuilding and applying these skills in a variety of social contexts. This involves teaching 

Figure 1 The ASK Model 
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how to do something, for example, how to create trust or how to facilitate dialogue between 
conflicting parties. Yet, applying skills successfully and confidently requires practice. While 
many skills within CPPB are applicable across sectors, they may need to be tailored to a specific 
mission or a particular sector. For instance, communication skills may cut across all CPPB 
activities, but they are applied differently in community-based mediation and supporting 
military reform processes. A skills training should focus both on the technique and the way 
that technique is applied to a particular context. 

● Knowledge: Several different types of knowledge can be acquired from a training. In addition 
to learning terms, definitions and details within factual knowledge, a training may catalyse 
participants to explore theories, devise strategies, understand local contexts and develop an 
understanding of self. 

 
Equally the ZIF Fields of Competence Model aims to combine 
and develop multifaceted competences related to people’s 
behaviour in terms of feeling, thinking, communication and 
action, in other words personal, specialist, social and 
methodological competences. For every measure, these four 
competence fields can be specified by listing all sub-
competences, which influence competent action. This model 
provides at least two aspects crucial to CPPB training: First, the 
integration of reflection to all four areas of competences and 
second placing attitudes at the centre of it. This model can be 
used for joint creation of competence profiles and competence 
needs, clarification of existing competence and to assure that 
training address all the relevant competences depending on the 
desired learning outcomes.  
 

2.2.4. Creating a CPPB Training Curricula Framework  
The creation of a CPPB Training Curricula Framework, just as the creation of an individual curriculum, 
should be informed from several sources. These include: 
 

1. Clear mapping and identification of the competencies required in the field; 
2. A rigorous understanding of the values and principles underlying CPPB practice; 
3. An understanding of good practice approaches to CPPB training, including training systems, 

approaches, methods, qualifications and evaluation, assessment and certification 
 
There are several key sectors and stakeholders whose input should be included in the development of 
a CPPB Training Curricula Framework, including:  
  

● International and regional intergovernmental bodies, such as the United Nations, African 
Union, EU, NATO, etc. 

● Networks of training institutions/centres (such as ENTRi) 
● National governments and ministries  
● Academic research institutions and think tanks 
● Non-Governmental organisations 
● Training institutions/centres 
● Grassroots organisations who operate in the CPPB field 
● Affected societies who often live in areas where CBBP interventions take place 

 
One already existing contribution to the development of a curriculum framework currently found in 
the CPPB training sector is the EU Policy on Training for CSDP. It places European visions, goals and 
policies, such as Common Security and Defence Policy (CSDP), of conflict prevention and peacebuilding 
activities in a curriculum context. It stipulates that training is divided into basic, advanced, and pre-

Figure 2 ZIF Fields of Competence 
Model 
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deployment training and in-mission / induction training, and that the target group is personnel with a 
civilian, police and military background from Member States or relevant EU institutions, and those who 
are expected to be involved in CSDP crisis management. The training audience includes the leadership 
and strategic levels from EU and EEAS bodies as well as staff from the operational level of CSDP 
missions and EU delegations. The European Security and Defence College (ESDC), a network comprised 
of 80, mainly state training providers in Europe, further outlines the curriculum structures, specifies 
target groups as well as the subjects and learning areas.1 

 
2.2.5. CPPB: A Constantly Evolving Field  

A key necessity for a CPPB Curricula Framework, just as for individual curricula in the field, is to be 
responsive and able to continuously evolve in close contact with improving understanding and 
experience in the field. As the CPPB field of practice and quality of lessons learned improves, and as 
we improve our understanding of methods, approaches and systems to CPPB training, our Curricula 
Framework and individual curricula and training programmes will have to keep pace to best serve, train 
and prepare practitioners for the field.  
 
The introduction of new thematic or competencies or evolution of already existing ones may be led by 
evolving practice in the field as well as policy developments more broadly, from nation states (for 
instance, a government mandating that all staff on international mission be trained in gender 
awareness), or from the EU adopting new strategic goals. Methodologies and approaches to training 
may also evolve amongst training providers. As was outlined in the report Novelty in CPPB Training: An 
analysis of approaches, content and method, alternative perspectives on approaches, content, and 
method all exist. A CPPB Training Curricula Framework should take this into account and work to 
support the necessary flexibility and customisation required by the field and build in mechanisms for 
innovation and improvement while helping to establish a clear framework for CPPB curricula and 
training.    

  

                                                           
1 For more information on the ESDC training structure see Rehrl & Weisserth(CSDP Handbook) (2013) and for a short summary 
see Wolter & Leiberich (2017, p. 23) 
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2.3. Peace Training Curricula Categories  
A CPPB Curricula Framework and Curricula Models should themselves be based upon a well-
established Competency Framework and Professional Practice Model for the field. In CPPB, neither of 
these exist fully at the moment. As one contribution towards the, the Peace Training project carried 
out a comprehensive review of currently existing training curricula in the field, and cross referenced 
this with publications and reports from the field and interviews with practitioners and trainers. This 
led to the creation of a first drafting of Curricula Categories / Thematics.  
 
Several of these have been developed into draft or ‘example’ curricula to help support training 
providers and trainers in the field. You can access these Peace Training model curricula here. 
 

 

 
Following consultations and verification events with training institutions, trainers and practitioners in 
the field, a revised outline of CPPB Curricula Categories will be published for the 2nd Edition of the 
Peace Training Handbook in October 2018.  
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2.4. Curriculum Model 
 

Curriculum Model The overview / aggregation of the components of a curriculum. 

 

The PeaceTraining.eu curriculum model uses an aggregation of the curricula components that 
PeaceTraining.eu has identified in previous published research to create a model in which trainers can 
undergo a process of strategic choices that leads to a customised CPPB curriculum. Such a model can 
be used to create tailor-made training curricula for specific missions and stakeholders.  
 
Readers who would like to dive more deeply into the contents of the Curricula Model and how it was 
developed can find more information on the Peace Training Web Platform and in the Peace Training 
Existing Peacebuilding and Conflict Prevention Report. The diagram here presents the components and 
resources which should be considered in the development of curricula for CPPB Trainings.  
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Curriculum Development Process  

 

Curriculum 
Development Process 

A ‘step-by-step’ process of how someone can develop and design a 
curriculum providing guidance, key questions and ‘how to’ 

 
Our curriculum development process can help you design, review, update or improve your curriculum. 
This step-by-step guide enables you to develop a comprehensive curriculum that is specifically tailored 
for peace training. For each step, you will find practical tips, guidelines and checklists as well as links 
to materials and resources. 

 

Nine Steps to Your Peace Training Curriculum 

 

1. Conduct a needs assessment, identifying and addressing specific requirements in the 
CPPB field and of the target audience.  

2. Consider general training parameters of the training event,  
3. Set overall goal for the course and specific learning objectives for each session / module.  
4. Define content, consistent with the goals and learning objectives.  
5. Select methods to achieve the learning objectives (considering different learning styles). 
6. Research existing and/or develop new materials and resources  (including instructions & 

worksheets). 
7. Design Assessment and certification 
8. Plan evaluation 
9. Define the appropriate trainer profile(s) for your curriculum and outline the Terms of 

Reference(s). 

 
What you will find here  

 
 

Tips for preparing, designing, developing your Curriculum Other “how to” 
elements / ideas / Tips  

 

Guiding questions to help you through the design process 

 
 Further readings and materials  
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STEP 1: Training Needs Assessment  
CPPB training has to be designed around  skills, knowledge and attitudes the practitioners need to 
have (or learn) to fulfil effectively and sensitively their tasks in their CPPB endeavour. In the needs 
assessment trainers or course organizers systematically identify priorities, explicitly expressed by 
deployment agencies, practitioners, organisations in the field, as well as implicit needs, which may 
derive from the CPPB working context or participant background, and decide upon the curricula 
components (Hamza, 2012).  

 
Where would information for a Training Needs Assessment come from? 

➢ Past experience with similar groups. 

➢ Pre-Training Needs Assessment Interviews or (online) surveys with course organizers, 
participants, deployment organisations, mission HQs, field offices or projects in the field. 

➢ In-Test (online) with participants to assess prior experience, knowledge and skills. 

➢ Informal discussions with professionals and trainers in networks. 

➢ Focus groups with course organizers, potential participants, deployment organisations, missions 
and projects in the field (ENTRi for example has national focal points). 

➢ CPPB literature, from studies and reports, including the growing body of evidence-based 
publications on what works, what doesn’t work, why and how in CPPB policy and practice 

 

Guiding Questions to ask yourself in a Training Needs Assessment 

➢ Target Audience: Who is the target audience? What profiles, professional 
experiences and backgrounds would the ideal audience have? Are there eligibility 

requirements?  

➢ CPPB working context, needs and requirements: What CPPB activities will participants be 
undertaking if/when deployed? What specialised competencies (attitudes, skills and knowledge) 
will be needed for this? What are the trending/best practices and tools employed in the 
particular CPPB field?  

➢ Gaps: Can you identify any gaps in skills, knowledge and attitude amongst the target audience? 
What gaps exist in current performance of the participants and the upcoming CPPB assignment?  

➢ Outcome: How can the training help participants in addressing these gaps? 

➢ Group Composition: What is the group composition? Is it single sectoral or multi-sectoral? Does 
it include international and national participants? Is the training oriented towards government 
officials, international agencies, national practitioners - and how will this affect relevant 
competencies and training approaches? What is the gender composition of the group? Does this 
need to be addressed to ensure inclusion? What else do you need to think through regarding 
group composition that may affect the training?  

➢ Group size: How large will the group be? Will this impact on possible training methodologies 
and approaches and what can be achieved in the training programme(s)? 
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STEP 2: Training Parameters 
Every peace training curriculum is embedded in its context, limited in funding, and potentially bound 
to a location. There is certainly always leeway, yet certain criteria and conditions are given for the 
curriculum. This can be driven by donors, time constraints, and funding constraints. Therefore, we 
suggest to clearly define which factors are conditioning the curriculum, what restrictions are in place, 
and where there is flexibility. When developing a training, attention should be given to the components 
of a CPPB Curricula Framework and identifying the competencies, level, approaches and methods to 
be used in the programme. These are addressed in more detail in Step 5 below. Training Parameters 
should also include identifying the success criteria necessary for the training to achieve the impact and 
results intended. Importantly: CPPB trainers, organisations in the field and donors also have 
professional, moral and ethical responsibilities to ensure ethical and good practice in trainings and 
operations and to uphold CPPB principles. This means that if there are elements of the training 
parameters that are seen to implement ‘bad’ practice - either by being excluding or requiring bad 
design of a training programme or methodologies which will not achieve the impact required, trainers 
and all parties involved have an ethical and professional responsibility to speak up and see how to 
constructively and responsibly address this.  
 

Guiding Questions to Establish your Training Parameters (Conditions & Requirements ) 

➢ Requirements: What criteria on content, learning objectives, target group etc. have donors, 
deployment organisation or others set? What requirements should be considered to uphold 
good standards and practice in the field?  

➢ Length: How long can the training be? i.e. consider that participants may not be able to attend 
a course over weekends. 

➢ Funds: How much can you spend for training design, travel & accommodation and trainers? Are 
there scholarships available?  

➢ Moment of delivery: Is it pre-deployment, in-mission, at the end of a mission, post-mission, or 
independent of a mission/project? 

➢ Location: Is the course on-site, online or blended? Is it ‘in the field’ / host country? 

➢ CPPB: In what way is the curriculum relevant to CPPB? 

➢ Accreditation: Is the course certified (for instance by ENTRi) and are there guidelines and 
requirements for the curriculum components?  

➢ Involved partners: Who else is involved in developing the course, and what do you require from 
them? Do you need other partners in developing the curriculum? 
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STEP 3: Course Goal and Learning Objectives  
The next step after conducting a training needs assessment and clarifying the training parameters is to 
set the overall aim of the training and define clear competencies and learning objectives (LOs).  This 
step is pivotal for a successful training as it addresses a key question: 
 

What attitudes, behaviours, skills and knowledge should the programme support 
development of in course participants by the end of each session, and by the end of the 
course? 
 

Guiding Questions for Learning Objectives  

➢ Are the learning objectives SSMART:  Specific, Sensitive, Measurable, Appropriate, Relevant, Time-
bound? 

o Specific – Do LOs specify what to achieve in terms of skills, attitudes and knowledge in 
CPPB? 

o Sensitive – Are the LOs conflict, gender, trauma and culturally sensitive?  
o Measurable – Can the acquired attitudes, skills and knowledge be observed and tested? 
o Appropriate – Are they corresponding to the course level, participants’ needs and 

background? 
o Relevant – Are they relevant to CPPB and the participant’s work in the field?  
o Time-bound – Can they be achieved in the given time and the course conditions? 

➢ What do the participants need to be able to know and do to fulfil their function in CPPB missions and 
projects effectively, successfully, and context/conflict sensitive? 

➢ Are learning objectives clearly defined for the course and each session/module?  

➢ Do the learning objectives match the training context, content, approach(es) and method(s)? 

➢ Are the learning objectives appropriate to the target audience, what are their profiles, professional 
experiences and cultural and educational backgrounds?  

➢ Do the LOs refer to personal, specialised, social and methodological competencies (attitudes, 
skills, knowledge)? 

 
For Examples of LOs see the for instance the Negotiation & Mediation course from ENTRi  

 
  

http://www.entriforccm.eu/training/archive/mediation-und-negotiation-12-2015.html
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STEP 4: Content  
 
 Tips on Content Selection and Scope 

 
After developing each learning objectives, you may ask two guiding questions:  

1. what do participants need to learn for the specific roles/missions and contexts they will deploy 
in? What knowledge, skills and attitudes do they need to have to improve performance in the 
field and contribution to CPPB objectives and results?  

2. what are the best ways for them to learn that and acquire the necessary competencies? What 
approaches and methods - given group composition, time constraints and other factors - would 
be most effective and appropriate? 

 
The first question speaks to the content, which we will discuss in this section. The second relates to 
approaches and methods, the subject of the next section.  
In deciding content, there are five key aspects to consider: 
 

● Relevance 
Participants are more likely to learn when the content is directly applicable to their lives, and trainings 
are more likely to be effective if they teach competencies directly needed within the field. Therefore, 
a training developer may ensure the content of the course is relevant in the following ways: 

- It is pertinent to the need goals of the target participants?  
- It is applicable to the context in which participants will conduct their CPPB work? 
- It is closely connected to the learning objectives that have been developed? 
- It is congruent to the competencies of shaping attitudes, building skills and developing 

knowledge identified in the needs assessment? 
 

● Appropriate for the Type and Level of Learning  
The type of learning - knowledge, attitudes or skills - embedded within each learning objective can 
help you determine the necessary content for each outcome. In addition, you may want to focus on 
developing a particular skill (such as application of principles in real life scenarios). At this point, 
content shifts from learning what the principles are to learning how they are applied. Your content is 
the step-by-step guide. Attitude development is also embedded within this learning objective, because 
you are helping the participants to reflect on application in the field. Here, the content may include 
questions for reflection on success.  
Appropriateness of content to the course level is relatively straightforward, as introductory courses do 
not need the breadth, detail and scope of competencies as an advanced or specialized training.  
 

● State of the Art 
Content should be based on current research and latest/best practice in the field, consider recent 
evaluation and learning reports (e.g. lessons identified and best practices), and reflect latest policy 
developments. Reviewing and updating the content can ensure that material is contemporary and not 
outdated. Careful research into latest theory and practice from the academic, practitioner and policy 
perspectives is crucial, as is partnerships with key stakeholders for obtaining current information and 
helping you reviewing your curriculum. 
 

● Manageable 
Often, not all of the content or modules you originally plan for and develop will make it into the 
training. Make sure the methods you are using and the information you are engaging with - both in 
terms of quantity and complexity - is manageable and optimal to support participant learning and 
capabilities development. You do not want to bombard participants with too much detail or present it 
so generally that it is of little use to the participants. Trainers will need to select the most appropriate 
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content to include within each module based on the background knowledge of the participants and 
the priorities of the training. 
We recommend that you start out with more general information, giving the participants an 
understanding of broad themes and concepts, and then move to more specific information. In addition, 
use examples and show participants how to apply the information on a practical level. Supplemental 
information (through for example slides and resource packs) can also help. This may include more 
details, different examples, or a different angle on the material that may be used to answer possible 
questions or included into the training based on participant interest. Having additional content 
prepared to include in the training can allow you to be responsive to participants’ needs.  
 

● Reflecting Diversity 
The information brought to a training should incorporate diversity/diverse perspectives, reflecting the 
variety of disciplines related to CPPB as well as different cultural approaches and concepts. This can 
allow participants to understand a range of experiences, develop a greater appreciation for other 
cultures, and both explore and combat power inequalities. To increase the diversity of course content, 
one can: 

- include research and theory from authors from diverse backgrounds and disciplines,  
- utilise examples and case studies from different parts of the world,  
- incorporate an analytical framework that is sensitive to gender, race, class colonial history and 

cultural inequalities,  
- be mindful of language that may be demeaning toward particular groups, 
- elicit experiences from diverse participants to improve understanding.  

 

Guiding Questions for Content Design and Development  

➢ Relevance: Is the content relevant to the target group’s assignments, work contexts, mission 
mandate, work environment?  

➢ Appropriate for the Type of Learning: Does the learning objective develop knowledge, attitudes, 
or skills and does the content focus on the correct type of learning. 

➢ State of the Art: Is the content reflecting latest policy, research and practice of CPPB? 

➢ Manageable: Is the content appropriate for the length and level of the course? Is the content 
too broad or too dense for the course? Is there too much or too little material?  

➢ Reflecting diverse perspectives / disciplines: Are different perspectives represented? 

➢ Culturally and Gender sensitive: Does the content utilise examples from different parts of the 
world and different gender perspectives? Is an analytical framework used that is sensitive to 
race, culture, class, gender and colonial hierarchies? 
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STEP 5: Approaches & Methods 
 

Tips on Approaches & Method Selection 
After you identify the learning objectives for a training, you can choose the approaches and 

methods which fit best. See the Approaches and Methods Units of the Handbook for more 
information. Selecting the appropriate approach and method involves the following considerations:  
 

1) Ensure the approach and methods for the course match the learning objective(s), which 
determine the type of competencies the course attempts to develop. As explained above, 
competencies involve shaping attitudes, building skills, or conveying knowledge. Different 
approaches and methods can achieve these different competencies in different ways - and 
some will be more appropriate than others.  

2) Consider that approaches and methods are appropriate for the target audience. Cultures 
differ, and a trainer can investigate how receptive the participants would be to specific 
approaches and methods. This also involves being sensitive to learning needs, language ability, 
and assessing whether any participants have disabilities that may limit participation.  

3) Consider a variety of methods to address different learning styles as well as ensure that the 
timing is suitable for that particular method. For instance, a lecture may go well at the start of 
the day rather than after lunch when energy levels amongst participants may be low.  

4) Consider the extent to which the approach and methods incorporates the knowledge, 
experiences, and values of the training participants 

5) Consider the flexibility to choose different methods should the situation demand. A trainer 
may feel more comfortable having multiple methods at hand for a particular learning objective 
to be able to react to what works well with the group or the given mood or moment.  

 
One core value identified in PeaceTraining.eu is the need for sensitivity to diversity at each stage of 
the implementation process (Wolter & Tunney, 2017, p.34). This can refer to sensitivity on the part of 
the trainer, the methodology, and content. We have identified five main types of sensitivity: 
 

● Conflict sensitivity involves understanding dynamics of the specific conflict where one is 
working and ensuring their intervention does no harm. When implementing a training, ensure 
that diverse perspectives within a conflict are explored/incorporated. 

● Cultural Sensitivity involves recognising and valuing differences in the way culture perceive 
the world and moving beyond cultural biases (Snodderly 2011, Abu-Nimer 2001, LeBaron 
2003). This includes developing skills in intercultural communication. 

● Gender sensitivity involves awareness of the impact of historic gender inequalities today and 
how to use gender as a lens of analysis in CPPB. Recommendations include a gender balance 
among trainers and participants and ensure equality of participants. Also, ensure the 
curriculum is gender mainstreamed and consult with experts on gender. Finally, emphasize the 
importance of both men and women in examining gender; do not sideline it as a women’s issue 
and recognise the role that men play. 

● Trauma sensitivity involves awareness of trainers and course organizers, of symptoms of 
trauma, and how specific methods may trigger such trauma. 

● Sensitivity to diverse learning needs includes accommodation to diverse learning styles, 
diverse personalities, differing levels of expertise with technology, special adaptations that can 
be made for people with disabilities, and accommodation for different languages. It also 
involves sensitivity to the way language can be used to marginalise others. 
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Guiding Questions for selecting the right Approaches and Methods  
 

➢ Are the chosen approach and methods appropriate for the learning objectives? 

➢ Are the chosen approach and methods appropriate for the training audience? 

➢ Are the chosen approach and methods appropriate for the type of learning involved (attitudes, 
skills, knowledge)? 

➢ To what degree do the approaches and methods learned help participants to attain ASK 
competencies in a way that will enable them to utilise and implement these competencies in 
the field? Are capabilities gained in this way transferable to practice and application? 

➢ Do the approach and methods incorporate the experiences of participants? 

➢ Do the methods allow for different learning needs and capabilities within the group? 

➢ Are the chosen approach and methods sensitive to conflict, gender, culture, trauma, and 
diverse training needs? 
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STEP 6: Materials and Resources 
Materials and Resources can refer to both 1. the supporting documents which explain the training and 
activities, present information, or guide the participants in finding additional resources - this may 
include academic literature, handbooks, and reports; and 2.  equipment and infrastructure  that may 
be necessary for the training and use of different methods - including IT equipment and other similar 
resources. 
 
Course outlines and agendas should be provided to participants in advance or at the start of the 
training to orient the participant to goals and content of the training. The course outline generally 
contains a brief description of the overall training, including the overall goals, why the training is 
necessary, and what the overall approach the trainers will take. In addition, the outline details the 
learning objectives for each module as well as a brief overview of the content (Hamza 2012).  
 
Generally, two separate agendas are created, one for participants and one for the trainer. The 
participant agenda tends to very simply list the schedule of activities for the training and signifies how 
much time each activity will take. It also outlines start and end times as well as breaks throughout the 
day. Trainers receive a much more detailed agenda. It provides directions for the trainer on facilitating 
learning activities and incorporating participant reflection and discussion as part of each activity, and 
overviews learning objectives for each sessions and module, methods to be used, content to be 
covered, and educational support materials required. The agenda may also include guidelines for key 
issues to address and possible recommendations for how to approach activities or themes for 
discussion.   
 
Materials such as handouts, slides, directions and e-learning tools may be used during the course to 
advance the learning. Visual aids including presentation tools such as Microsoft PowerPoint, slides or 
overheads, can be used to draw focus to the main ideas of the training module. They can complement 
a lecture, provide instructions for group work, or contain pictures and video clips to reinforce learning. 
Worksheets, Factsheets, Handouts assist learners through providing more in-depth information which 
can be used by participants to supplement the training.  
 
Providing participants with a resource pack can be beneficial in creating a more holistic learning 
experience. A resource pack can contain a combination of academic articles, magazine/newspaper 
articles, scenarios, case studies, lessons learned or reflective practice pieces and policy insights (to 
name a few examples). If using a resource pack, it is worth considering when participants receive it -to 
ensure they have enough time to go through it prior to the training, and what the expectations are 
with regards to how they use it - possibly also providing clear guiding questions or reflection points to 
assist participants in engaging with the materials prior to the training. Bibliographies, references, and 
online platforms with additional resources may can also be beneficial for sharing with participants 
before, during or after a programme. 
 

Guiding questions for developing materials 
 
 

➢ Reflect on the learning objectives and methods you are using in the training. How can 
training support materials and resources contribute to achieving these? What resources 
might work best?  

➢ How do these materials relate to the learning objectives of the training, and its constituent 
parts? How should they be used / engaged with to contribute successfully to the programme 
and what can you do as a trainer to help achieve this? 

➢ Are the materials clear, concise, and accessible?  

➢ Do the materials facilitate the methods that are used in the course?  
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➢ Do the materials accommodate diverse learning styles? 

➢ Are course readings gender- and culture-inclusive? 

➢ To what extent have you ensured trauma sensitivity in selection and presentation of images 
and content? 

➢ Have you used examples and case studies which reflect cultural diversity and conflict 
sensitivity? 

➢ When do you distribute the materials? If before the course, do participants have enough 
time to read through them? (Consider to set priorities of “must-reads” and “good-to-have-
read”) 

➢ Have you ensured various types of resources, such as reports, articles, textbooks, podcasts, 
videos? 

➢ Can you make the resources you have used available to participants after the programme as 
well? Can this help support consolidation of learning as well as multiplying impact and value 
from the programme for participants’ colleagues and organisations?  
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STEP 7: Assessment and Certification 
This section addresses assessment and certification of participants. Courses should indicate whether 
participants will receive certification upon completion - and what type of certification it will be. 
Certifications may be given by a single training body / institution. These may be officially recognised 
certificates which the institution is authorised to provide either by a national or international authority 
accrediting the course and verifying its standards. It may also be a certificate issued directly by the 
trainer or training provider which is not otherwise accredited. Certificates may be granted either as 
certificates of participation, or as certificates authenticating / validating a level of performance or 
competency achieved.  Certificates of participation may be granted for participants attending a 
programme. Certificates which aim to authenticate participants capabilities or competencies achieved 
as a result of the programme require testing and assessment. A Curriculum Model should identify 
explicitly what is expected of participants in relation to certification, and how participants will be 
assessed/texted - including wither that will be carried out internally or externally, and how assessment 
and certification - as well as the course itself -  are verified for quality assurance.  
Assessments may take place before, during and after training.  
 
Pre-Training Assessment: Pre-Training Assessments - either written or through direct interviews with 
participants - should be conducted to asses: 

●     Participants’ existing knowledge, understanding, skills and attitudes; 
●     ‘Good’ and ‘Bad’ practice experiences within the mission / participants’ experience and 

organisations; 
●     The types of ‘actual’ or possible challenges they face in the field both related to: 

○   implementing capacities addressed in the programme in their context; and 
○   implementing capacities addressed in the programme in their mission / 

organisation / institution  
 
In Training Assessment: In training assessment can be implemented through several means, including 
exercises or reflective practices which help to illustrate participants knowledge, understanding and 
grasp of the issues; simulations which can be used to exercise or test skills development and capacity; 
interviews - either by trainers and supporting staff or other participants with each other; self-reflection 
and evaluation exercises; or use of gaming and exams.  Post-Training Assessment: Post-training 
assessment of PoC should be included in mission and staff/personnel review and performance 
evaluations.  
 
Certification: Certification be appropriate to the actual content, approach and methodology of the 
training. If the training has been lecture-based and only included exposure of participants to 
knowledge / understanding, it should not include certification of competency but only certification of 
participation in the training. Certification of competency / expertise should only be granted if the 
training is able to directly include well-developed use of simulations, testing, exercises and experiential 
or immersive learning experiences which can develop participants’ operational and performance 
capacity. 
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Guiding questions for assessment and certification 

➢ What form of assessment is required (e.g. formal requirements by deployment 
agency)? 

➢ What form of assessment is appropriate and possible in the conditions of the training - 
including timing, overall training design and planning, and competencies being addressed?  

➢ What form of assessment best fits the training approach and method? 

➢ What form of assessment best reflects the competence development which the course 
objectives have outlined? 

➢ What form of assessment best fits the target audience? 

➢ Does the chosen form of assessment accommodate diverse learning styles? 

➢ Can there be more than one form of assessment? 

➢ Does the assessment provide adequate verification of competencies achieved? 

➢ Given the competencies being assessed, do issues such as transferability to the field and 
degradation over time need to be considered? Should there also be ex-post assessment 
integrated into the practitioner’s performance reviews in their mission / organisation?  
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STEP 8: Evaluation 
 

Evaluation is recommended to take place at all phases of the training process from planning 
and design (pre-training) and in-training evaluation to post-training implementation. The most 

common form of evaluation in peace training is an immediate post-course evaluation by the 
participants, often in form of a questionnaire at the end of a programme. Yet the purpose of evaluation 
can go far beyond the participants’ perceived usefulness of the training content, the trainer 
performance and the logistical arrangement. Evaluation also serves the purpose of assessing whether 
a training was effective in preparing practitioners for their tasks in the CPPB fieldwork and / or 
contributed to improved performance.  
 
Participant Evaluation 

The standard evaluation system of short- and long-term training results is the Kirkpatrick Model of 
evaluation. The model includes four levels of evaluation, which build upon each other. Kirkpatrick 
Partners (2009) describe the levels as follows: 
 
Level 1: Reaction 

The degree to which participants find the training favourable, engaging and relevant to their jobs. 

Level 2: Learning 

The degree to which participants acquire the intended knowledge, skills, attitude, confidence and 
commitment based on their participation in the training. 
 
Level 3: Behaviour 
The degree to which participants apply what they learned during training when they are back on the 
job. 
 
Level 4: Results 
The degree to which targeted outcomes occur as a result of the training and the support and 
accountability package. 
 
Non-state training providers often do not have the human capacity and financial resources to conduct 
evaluations up to level four. Therefore, it is crucial that training providers cooperate with deployment 
agencies and the organisations and staff in the field. 
The evaluation level and effort need to correspond to the length, complexity and costs of a training. 
Thus, for a one-day training, a level four result evaluation is neither useful nor necessary.  
 
This table of course only gives general indication on the purpose of different evaluation levels in peace 
training. We acknowledge that further research is needed to illustrate and assess the development of 
the steps of these evaluation methods.  
 
Trainer Process Evaluation 
It is recommended that the trainer, trainer team and / or course organizer 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 participants’ learning styles and needs (Hamza, 2012). This process 
evaluation is a form of reflective practice by which trainers monitor and assess progress and process 
of their own planning and implementation in relation to the participants’ learning.  
 

➢ In the planning and design phase, trainers or course organizers can check in with colleagues 
or other trainers asking for feedback on their training design, especially the training needs 
assessment, learning objectives and matching methods of delivery.  
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➢ During the course, trainers can monitor and assess the participant’s comfort, engagement, 
motivation, understanding and progress. The trainer should include a mid-course evaluation 
orally or written asking the participants: 

 What was very new to you? What did you like (particular content, method)? 
 What has been particularly useful and applicable to your CPPB work?  
 What would you like to learn more about? What 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 pace suitable? 

 
In the case of a trainer team, you can also observe each other’s sessions and discuss learning processes 
and participants’ engagement and progress together.  
 

➢ After the training, the trainer can use methods according to Kirkpatrick’s evaluation with 
participants. We suggest a structured and formalized evaluation involving trainers, organisers 
and participants, in order to identify successful elements and challenges to the training, as well 
as receiving and giving constructive feedback.  

 

Guiding questions for evaluation 
 
Participant evaluation 

➢ What form of course evaluation by participants is required (formal requirements, for 
example)? 

➢ How will the course evaluation be used? 

➢ What resources can be devoted to course evaluation? 

➢ What level of Kirkpatrick’s model would be the most ideal level for this particular evaluation 
considering the course length as well as available budget and human resources? 

➢ What are the benchmarks for participation in the course evaluation? 
 

Trainer process Evaluation  

➢ How am I going to evaluate the training event (e.g. trainer(s) together with the course 
organizers) ? 

➢ Is there a systematic way in which I can log successes and challenges of the training? 

➢ Is there any way in which colleagues can provide feedback on the training? 

 
  

Further Reading  
Mindtools (ND). Kirkpatrick's Four-Level Training Evaluation Model. Analysing Training Effectiveness.  
Hamza, M. (2012). Chapter 6 Evaluation. Developing training material guide 

https://www.mindtools.com/pages/article/kirkpatrick.htm
https://www.msb.se/RibData/Filer/pdf/26433.pdf
https://www.msb.se/RibData/Filer/pdf/26433.pdf
https://www.msb.se/RibData/Filer/pdf/26433.pdf
https://www.msb.se/RibData/Filer/pdf/26433.pdf
https://www.msb.se/RibData/Filer/pdf/26433.pdf
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STEP 9: Trainer Profile 
 
 Tips on Determining trainer profile fitting curriculum content, learning objectives, target 

group and methods 
Selecting the right trainer or training team is a key ingredient for a successful programme. There are 
several factors you may wish to consider, from expertise on the topic and fields covered by the training 
to the ‘identity’ of the trainer and how they will be perceived by the participant group, to the trainer’s 
own competency with approaches and methods of training that may be required in the programme. 
As the Trainers Guide Unit in the Handbook explores, today many trainings and training providers have 
gone beyond ‘single trainer’ courses. Trainings may be provided by teams of trainers and may also 
include a range of other support roles - including invited experts and practitioners. When selecting the 
composition of your ‘training team’ capability you need to assess whether the programme can best be 
delivered by one or more trainer, whether different modules or competencies addressed in the 
programme require different types of trainers or training support, and what is possible within the 
timeline and resources available for the programme. Training institutions and deployment agencies 
contracting trainers should also take into consideration gender- and cultural-sensitivity and 
empowerment. Would it help to have a female trainer or mixed training team? This is not only relevant 
for trainings on gender but should be considered for all programmes. If the training is taking place 
outside of Europe, do you need to bring in external / foreign trainers - as is often done - or can you find 
well qualified trainers within the context? What is the professional background and experience you 
are looking for from the trainer? Is it enough for them to be a ‘knowledge expert’ or do they need to 
also have training capability and skills, and to have practical knowledge and experience on the topic. 
These are all some issues you may wish to consider. In many contexts, a trainer should be brought on 
early in the process. While listed here as ‘Step 9’, you may wish to identify and bring on the trainer or 
training team already from Step 1 to be involved in the training needs assessment and contribute 
actively to the creation, development and design of the programme. 
 

Guiding Questions Trainer Profiles  

➢ What types of competency and subject matter expertise are you looking for in the trainer or 
training team?  

➢ Is it possible to have a single trainer or are you looking for a training team? If a training team, 
have you considered gender, cultural, sectoral and age inclusion? 

➢ What expertise in terms of approaches and methods that may be used in the training should 
the trainer have?  

➢ Do you need to consider the language capabilities depending on the language group of 
participants? 

➢ At what stage do you want to engage the trainer? Is it possible to have the trainer or training 
team engaged from the earliest stages of needs assessment or at what point will you bring them 
in?  
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2.5. Final Checklist for Developing a Training 
 

CONTEXT & CONDITIONS 
Identify and spell out the context and conditions for the training:  

✓ Is the training on-site, 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 I promote self-care in the training? 

✓ Have I designed my training to fit the length, level of the training and group composition?  
 
TRAINING NEEDS & REQUIREMENTS  

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

✓ Have I examined lessons learned and best practices about implementation from prior experience, 
observation and research? Have I devised plans for responding to risks within the training? 

✓ Have I conducted a training needs assessment? Have I shaped the training for the objectives of the 
mission and location? Have I consulted with local partners working in the field? 

 
TRAINERS / FACILITATORS / EXPERTS 

✓ Is there a trainer team? Have I synchronized my training modules to avoid duplications and to build 
content complementing each other’s? 

✓ Are additional experts (e.g. policy maker, diplomat) for particular sessions invited? How does the 
expert input fit the overall learning objectives? 

 
PARTICIPANTS 

✓ Have I recruited participants appropriate for the training? Do I have diversity among participants? 
Have I consulted with participants in the planning phase? Do I know participants’ backgrounds and 
do I know of any specific learning needs?  

✓ What are the criteria for the selection of participants and who sets them? Do participants have 
special learning requirements set by the training organizer? 

 
LEARNING OBJECTIVES  

✓ What do the participants need to be able to know and do to fulfil their function in CPPB missions and 
projects effectively, successfully and context / conflict sensitive?  

✓ Have I clearly defined learning objectives for the course and each session?  

✓ Do the learning objectives match the training context, content and methods? 
Are the learning objectives appropriate to the target audience, what are their profiles, professional 
experiences and cultural and educational backgrounds?  
 

CURRICULA CONTENT & PROGRAMME 

✓ Did I refer to core concepts of conflict prevention and peacebuilding, and have I placed the content 
in the overall CPPB categories?  

✓ Is the content based on the needs assessment, learning objectives and participant goals? 

✓ Is the content gender mainstreamed? 

✓ Did I consider possible biases / discrimination / structural or cultural violence elements? 
 
METHODS  

✓ Are curriculum and methods informed by adult learning and peace education theory? 

✓ Do the methods fit the learning objectives and the target audience? 

✓ Are they sensitive to conflict, culture, gender, power relations etc.?  
 
MATERIALS 
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✓ Have I researched / developed and sent out relevant materials to the participants?  

✓ Have I prepared handouts, slides and worksheets? Check if they are gender mainstreamed. 

2.6. References 
 

Further Reading 
 
We recommend the following resources to assist in e-learning curriculum design and course 
development: 
 
Handbook of the FAO: http://www.fao.org/docrep/015/i2516e/i2516e.pdf  
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UNIT 3: Approaches 
 

3.1. In this Unit: Approaches to CPPB Training  

An approach towards Conflict Prevention and Peace Building (CPPB) training, or the construction of 
CPPB training programmes, concerns the broad understanding of what guides the training. Often, such 
understanding remains implicit and grows from evolving practices within training institutes and 
practitioners’ organisations such as international organisations, state governments, NGOs and other 
civil society actors. Training approaches guide the type of content delivered, how the content is 
delivered (the methods), trainer-trainee interactions, how participants are engaged in learning, and 
types of evaluations, but also the timing and sequencing of training moments, and competencies 
addressed – whether these are Attitudes, Knowledge, and/or Skills (ASK) or any combination therein. 
 
Though training approaches often remain implicit, several approaches can be analytically discerned 
from each other. In practice, however, aspects of several approaches may be brought together in 
training. In this Unit we have identified 13 major training approaches relevant to the modern CPPB 
training field. Some of them are closely linked / overlapping. They have been identified ‘individually’ 
here as they have their own sources of origin and have developed as specific approaches, even if 
sharing significant characteristics.  
 
In addition to the summaries presented here 9 of the 13 Approaches have also been developed into 
‘Notes’ for CPPB training practitioners and stakeholders. The list here presents the 13 approaches 
addressed and indicates which have existing Notes. Notes for all 13 will be developed for the 2nd 
Version of the Handbook: 
 

Approach Hyperlink to Notes 

Prescriptive and Elicitive Training Click Here 
Adult Learning Click Here 
Single- and Multi-Stakeholder Approaches Click Here 
An Ecological or ‘Own Knowledge Systems’ Approach Click Here 
Student-centric learning Coming Soon  
Differentiated Instruction Coming Soon 
Experiential Learning Click Here 
Immersive Learning Coming Soon 
Sequenced Learning Click Here 
Synchronous and Asynchronous Learning Click Here 
Work-Based Learning Click Here 
A Coaching Approach  Click Here 

 
Each of the 13 approaches are addressed in the following section with brief summary descriptions. 
Two more approaches – the Competency-based Approach and the Integrated Learning & Capacity 
Building Approach – will be added for the 2nd Version of the Handbook in September 2018.  
 
The final section of this Unit addresses the ‘PeaceTraining.eu (PT) Approach’. Rather than a ‘distinct’ 
or new approach, the Peace Training Approach builds upon the strengths of different approaches and 
indicates how these can be used in CPPB training.  
 

3.2. 13 Approaches to Contemporary CPPB Training: An Overview 
This section of Unit 4 presents summary descriptions of 13 major or principal approaches in CPPB 
training in use today. Often, training programmes may integrate or use more than one approach at a 
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time. Several of the approaches are complementary. Importantly – as discussed above: different 
approaches to CPPB training will achieve different impacts on attitude, skills and knowledge 
development. Of these, experiential and immersive approaches and approaches which enable 
participants to practice and apply skills in as ‘close to real world circumstances’ as possible are 
important for moving beyond purely ‘top-down’, ‘lecture-based’ presumed transfer of knowledge (see 
the Prescriptive Approach below) to trainings ‘fit-for-purpose’ and able to actually contribute to the 
development of operational capabilities and competencies which can be transferred and implemented 
in the field. The point here is not an ‘either-or’ approach, as shall be seen in the presentation of the 
Peace Training Approach in the next section, but rather that trainers and training institutions need to 
develop the ‘right’ or ‘fit-for-purpose’ approach which can best prepare, equip and empower 
participants (trainees) with the skills, knowledge, and attitudes they need to achieve peacebuilding 
and prevention impact in the field. In Version 2 of the Guide a Criteria Checklist which can be used to 
assess different approaches and their applicability to competency development will be presented.  
 

3.2.1. Prescriptive and elicitive training 
In a Prescriptive Approach to training, the trainer’s role is to teach the participants content or skills. 
The trainer may stand at the front of the room and present content to the participants. This may 
involve informing participants through a presentation or lecture. The knowledge is absorbed by the 
participants, without significant regard to variations in background or expertise. Additionally, in this 
approach, trainers may demonstrate how to implement a model (for example, how to mediate a 
dispute) and then provide an opportunity for participants to develop their skills through a role play 
pre-determined scenarios. Here, trainers act as coaches that show participants how to improve their 
technique (Loode). What makes this approach prescriptive is that the trainer may assume that the 
model demonstrated is universally applicable to different contexts and that the trainer does not 
generally incorporate participant feedback into how it may be adapted for diverse contexts. 
 
In an elicitive approach to training, the trainer acts as a facilitator of a collaborative learning process. 
Similar to experiential learning, an elicitive approach often involves activities and then group reflection 
around issues that arise from those activities. Content is not ‘delivered’ as such; rather, learning 
emerges within the training through co-creation, collaboration and drawing both upon the trainers 
and participants knowledge, experience and expertise. This approach focuses less on retaining facts 
and more on being a transformative experience where their attitudes may be shaped and skills 
developed. Inclusivity and respect are embedded in the training. Cultural and gender sensitivity are 
incorporated into the curriculum. The knowledge and experience that participants bring to the training 
is valued, and participants are actively involved in the training process. Learning occurs through 
problem-solving, group work, and reflection. The training is made applicable to the participants’ lives 
and work. 
 

3.2.2. Adult learning 
Innovators in Adult Education have recognised that adults learn differently than younger students and 
that, consequently, education techniques should be adapted to better meet their specific needs. 
Andragogy (adult learning) is based on Malcolm Knowles’ observations in the 1960s on the differences 
between adult and child learners. Principally, he argued that adults need to be involved in the learning 
process and empowered to bring their own insights to the learning experience. Adult learning is highly 
compatible with experiential education as identified by Kolb due to the value of learning from 
experience, problem-solving, and reflection. The engagement of learners and value in adapting to their 
needs also makes it highly compatible with elicitive approaches. 
 

3.2.3. Performance-Oriented Design / Approach 
A performance-oriented design or approach refers to aligning the individual’s eLearning experience 
(and results) with organizational performance and learning needs, connecting learning and work 
performance, and connecting organizational and work performance with measurable impact objectives 
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for contributing to and achieving change in the conflict context.2 This concept is relevant and 
connected to those of work-placed learning, activity systems and competency-based learning, and links 
to the need to achieve performance targets (impact) in actual CPPB in the conflict context.  While this 
may seem self-evident or obvious, much of the CPPB field suffers from a lack of rigorous analysis and 
understanding of what competencies and performance capabilities/levels are needed to improve 
operational, programmatic and strategic impact in the field. Many actors are still dealing with generic 
levels of concepts or understandings. For example: if we know ‘gender’ is important we send staff to a 
gender-training, without: i. identifying what skills, capabilities, attitudes and knowledge are needed 
specifically a. for that staff member b. in that exact context; or ii. identifying what exact goals and 
performance targets staff should apply those skills to when they are then again in the field. This reflects 
a general challenge in the field today. Increased engagement with performance-oriented design / 
approach in both on- and off-line training will require also increased, rigorous engagement with 
identification, mapping and understanding of the skills and capabilities needed for specific roles, tasks, 
missions and achieving impact in the field in CPPB.  
 

3.2.4. Single- and Multi-Stakeholder Training Approaches 
Stakeholders in Conflict Prevention and Peace Building (CPPB) processes are those actors that are 
affected by the conflict, as well as actors with the power to affect the conflict. Various stakeholders -
including civil society organizations, state actors, international organizations, private business, media 
etc.- are often engaged in a range of CPPB activities in or across particular geographical contexts. Such 
stakeholders often also have different sectoral foci, such as humanitarian actors, police, military, NGO, 
etc. In CPPB activities, it is sometimes argued that different stakeholders work too often independently 
side-by-side, while more effectiveness and efficiency would be achieved when multiple CPPB 
stakeholders work together, and perhaps in particular when internationals and locals work together. 
This collaboration can take the form of communication, in the sense that other players in the field are 
informed about each other’s activities, and potentially lessons learned. A stronger form of 
multistakeholder engagement occurs when such actors engage in the joint programming of activities 
to ensure that they positively influence each other. These different approaches to CPPB programming 
are also reflected in approaches to CPPB training. Multi-stakeholder training aims to bring together 
various stakeholders in a process in one/multiple training moment(s) which focus on how to face 
common challenges and support each other’s work, and the process as a whole. It can be distinguished 
from single-stakeholder training in which the training focuses on one type of stakeholder or sector to 
prepare for a specific task within the process. 
 

3.2.5. An Ecological and ‘Own Knowledge Systems’ Approach 
An Ecological or ‘Own Knowledge Systems’ (OKS) approach to CPPB training focuses explicitly on 
integrating and including knowledge systems and references from communities and countries affected 
by conflict into CPPB curricula. In an Ecological or OKS approach, methods and practices which are 
inspired and developed from within communities affected by conflict are recognized and valued as 
much as approaches and practices more conventionally addressed in CPPB trainings. Ecological 
approaches draw upon the latest advances and developments in the field while being – at the same 
time – embedded in practices from within communities and cultures in which CPPB programming is 
being done. While a formal defining of this approach has not been formulated in the field until now, 
Peacetraining.eu advances the ecological or OKS peace training approach one characterized by 
awareness and engagement with the knowledge, traditions, culture, values and practices of 
communities globally and honouring and respecting those communities affected by conflict in the 
knowledge, methods, approaches and content of CPPB training.   
 

                                                           
2 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 171 
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3.2.6. Student-centric learning 
Student-centric learning is a concept more and more widely embraced in both on- and off-line 
education and training. The flexibility and adaptability of tools and new possibilities available with 
advancements in eLearning increases our capacity to develop robust bespoke learning. In student-
centric learning the learner is able to significantly influence the content, activities, materials and 
approach to learning and capacity development, and the pacing of their approach. This enables the 
learner to take a more active role in transforming learning into a “process of discovery and knowledge 
construction” more than “merely a transfer of knowledge from instructor (or electronic medium) to 
student.” (NATO 2014) With advances in e-technologies and learning functions this enables providers 
to develop increasingly customised and tailor-made learning experiences suited to the specific needs 
and context of individual learners while better enabling them to achieve performance competencies 
needed for the field, and at lower costs. 
 

3.2.7. Differentiated Instruction  
Differentiated instruction is an approach to learning and training stemming from the understanding 
that people have multiple approaches to learning competencies and skills development.  ICT enables 
a high degree of customisation of learning platforms and processes to serve different learning needs 
and approaches to learning. The point is: this can be built into the system and doesn’t require 
additional effort – after initial design – to improve provision of customised training to each participant. 
This includes the ability to select and customise levels of interactivity, modalities for delivery of 
content, timing of learning and more. Kathleen Scalise in the International Journal of Learning 
Technology identified 5 ‘Types’ of Differentiation including differentiation of: content, process, 
product, affect and learning environment.  Differentiation – selecting what learners should receive or 
how their learning experience should be crafted – can be (Scalise, 2007): 
 

• Diffuse: with learners receiving the same content but having multiple opportunities and 
different approaches for ‘making sense’ of the materials provided; 

• Self-Directed: with learners themselves choosing preferred content and methods of learning; 

• Computer or model-based differentiation: in which the learning system itself differentiates the 
learning path based upon information received and learning (being able to adapt based upon 
information) from the patterns and needs of the individual learner 

 
The need for differentiation has been recognised in both traditional learning, training and eLearning. 
With the evolution of artificial intelligence and SMART technologies, opportunities for improving 
customisation through differentiation are becoming more and more realistic and achievable. In this 
way, eLearning can provide improved opportunities for assisting learners to achieve necessary 
competencies and performance capabilities for the field by intelligently learning and knowing their 
needs and ‘best approaches’ to learning. 
 

3.2.8. Experiential Learning  
Experiential Learning (EL) approaches to training are those in which participants learn by doing (Felicia, 
2011). Experiential learning immerses participants in an experience. This can include both on-site real 
time immersion and experiential learning in work-based or training contexts (through role-plays, 
simulations, applied practice sessions and exercises), and on-line simulations, gaming and immersive 
experiences. In CPPB training this can include everything from 4-wheel drive to applying mediation 
practices or simulating addressing critical incidents (such as the outbreak of violence), trauma 
counselling and more. Participants engage in the experience and then reflect on the experience to 
facilitate development and transformation of knowledge, skills and attitudes (Lewis et al., 1994). EL is 
learning through the combination of i. doing and experiencing and ii. reflecting on the experience. 
Participants are the active protagonists both in the experience and in learning through reflective 
practice, rather than the passive recipients of knowledge transferred through rote or didactic learning 
(Beard, 2010). 
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3.2.9. Immersive Learning 
“Immersive training uses … simulated environment to replicate a real-life or hypothetical situation in 
a graphically rich and dynamic setting. Students are immersed and involved in the training and learning 
process through interactive simulations and game-based applications. Immersive training supports 
one student or multiple small teams working together to solve a problem, rehearse techniques or 
enhance their skills. Through the use of enabling objectives and scripting, student actions and 
responses can be monitored and tested to ensure the objectives have been met. It can be web-based 
utilising distributed training or downloaded to standalone computers or mobile devices.” (NATO, 2014) 
Immersive training represents one of the critical and exciting new frontiers for CPPB training. While 
recent literature focuses on immersive training mainly in the context of ICT approaches, it can also be 
developed in onsite trainings. “Serious Games”, examples of which are explored in Unit 6 of the 
Handbook on e-innovations, and “virtual worlds” are two of the most comment current examples of 
immersive training. They can be used to exercise, develop and test capabilities and skills engaging with 
‘real life’ scenarios and interactive, immersive simulations. 
 

3.2.10. Sequenced Learning  
A sequenced approach to training, also often referred to as a phased, progressive or layered approach, 
refers to a systems approach to training in which different competencies and/or different levels of 
competencies are trained in different programmes. Participants progress in sequence through 
different trainings depending upon the competencies / performance levels they require for their 
positions / roles and/or their levels of expertise / performance and competence for the task. A classic 
progression in sequence trainings is from lower order to higher order or introductory / foundation 
courses through core skills training to advanced, specialisation and expert courses. While sequenced 
training is widely used in the military with allocation of training to different roles and ranks, it has not 
yet been systematically or widely applied in CPPB training and professional development – largely due 
to the absence of agreed competencies frameworks and lack of common / shared systems approaches 
to training (SAT) in the CPPB field. 
 

3.2.11. Synchronous & Asynchronous Learning 
This is a basic distinction in eLearning approaches. Synchronous programmes refer to those in which 
learners follow an instructor, coach or provider-determined timeline and schedule while in 
asynchronous programmes learners are able to choose their own pace (Zornada 2005). Specific 
programmes may combine synchronous and asynchronous elements. Differentiated impact and value 
for learning needs to be considered when designing courses and deciding whether and how to make 
them synchronous, asynchronous or a combination.  
 

3.2.12. Work-Based Learning 
Work-based learning (WBL) refers to learning which takes place in the working environment – in an 
organisation, agency or mission – through participation in (i) work processes or (ii) accompanying 
learning processes integrated into the work space and practice. It is learning and capacity building 
embedded in the practice and processes of work. This provides a unique opportunity to improve 
competency of personnel for the specific roles and responsibilities they have in their position and 
missions/organisations. 
 

3.2.13. A Coaching Approach 
While it is specifically a method of performance and capabilities improvement, ‘coaching’ is used here 
to describe also an entire approach to improving performance competencies which also includes 
related methods such as counselling and mentoring. As an approach coaching represents ‘one-on-one’ 
processes providing customised, tailored support to improve performance and capabilities of the 
practitioner. It is an interactive, ‘future-focused’ process which supports the practitioner’s potential 
and enables them to improve capabilities and maximise performance. In peacebuilding and prevention 
coaching is increasingly used to enhance capabilities and performance in the field, including: for senior 
mission leadership; to support mediators in mediation processes; to assist conflict parties in 
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negotiations; and to assist leadership in high-level organisational and mission implementation 
challenges. There is significant potential for the further expansion and use of coaching in CPPB 
including to improve results of training and as an instrument to substantially enhance practitioner and 
mission performance and capabilities in the field.  
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3.3. The Peace Training Approach  
Different approaches to training exist and can be used in CPPB training. In our overview of training 
approaches, we emphasize that each approach has both strengths and drawbacks. Here we draw on 
the approaches discussed previously and develop the ‘Peace Training Approach’ to CPPB training. This 
approach takes elicitive, adult learning, experiential and immersive approaches as starting points and 
then explores how to build further on other approaches to develop an integrated, evidence-based and 
practical approach to developing and improving performance capabilities and operational competence 
for personnel deployed in the field.  
 
We take a holistic perspective in defining the Peace Training Approach (PTA) by looking at different 
aspects of a training, including the methods, trainer-trainee interactions, the environment of the 
training and more. While the PTA is not necessarily a conceptually unique learning approach, its value 
lies specifically in the concrete guidelines it offers training and training organizations. The insights 
offered demonstrate how to apply PTA in practice addressing the specificities of CPPB as a field. This 
is important.  Many training and learning approaches are developed outside of the CPPB field. While 
they may provide interesting references and sources of inspiration and learning for CPPB training, it is 
important to also identify a framework of approaches which meets the specific needs, learning 
objectives and requirements of the CPPB field. These should relate to an overall CPPB Competency & 
Curricula Framework and Professional Practice Model. The Peace Training Approach takes steps 
towards addressing this. This will be further refined and developed for V2 of the Handbook. To this 
end, we invite you as readers, practitioners, professionals, trainers and stakeholders in the field to 
share your experiences and insights on peace training here! 
 

The Peace Training Approach: Why? 

Conflict Prevention and Peace Building (CPPB) is a unique field of practice characterized by high 
diversity, in terms of  
 

• Nationalities and cultures 

• Gender 

• Political, economic, military contexts 

• Actors involved: international organizations, states, civil society 

• Levels of policy: local, national, international 

• Sectors: military, police, judiciary, humanitarian, civil society, local communities and 
authorities 

• Quality and Performance Capabilities  
 
The contexts in which personnel trained are deployed are often high-stress, dynamic, fluid and 
conflictual, with a broad ecosystem of stakeholders and actors involved all of whom may have their 
own methods, approaches and agendas.  
 
Any training in the CPPB field needs to take this diversity -and associated complexity - into account. In 
this regard, it does not matter whether a specific function is an ‘in the field’-position. The need to be 
trained to purpose and to the nature of the CPPB field should permeate training for all CPPB roles, 
functions and actions. This implies that attitudes such as respect for diversity, openness, and equality 
are crucial underlying competencies for any CPPB practitioner, as are the abilities to handle complexity, 
work well with others, and problem solve. These are some of the building blocks for any particular 
action, task, or job function. A training in the CPPB field should aim to develop and strengthen these 
competencies regardless of the specific topics addressed in the training. 
While attitude-development is crucial for CPPB practice, so are the right knowledge and skills-sets, 
both those for the field as a whole and those which may be mission or task-specific. Training 
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participants require competencies relevant to their specific function, as well as those required for any 
function or role in the CPPB field. These often include (technical) knowledge and know-how for both: 
 

 Applied peacebuilding and prevention practice 
 Effective functioning and professional job performance in the field  

 
PeaceTraining.eu studies have found that while many trainings in the CPPB field focus extensively on 
knowledge (e.g. legal frameworks, organizational procedures, peacebuilding principles), less attention 
is often devoted to core CPPB skills-training (e.g. how to do peacebuilding in practice, how to facilitate 
community-based reconciliation and healing, how to do mediation and peacemaking, support 
practically local ownership and empowerment, mainstream gender and more). In fact, it is astonishing 
how little training in Europe (and internationally) today properly prepares participants with core CPPB 
skills and capabilities. To effectively prepare CPPB practitioners for their tasks, additional attention 
should hence be devoted to the development of CPPB skills and competencies to a level needed for 
effective performance and impact in the field. This means that the approach used in CPPB trainings 
needs to achieve not only knowledge development but also skills and attitudes. It can also not be 
limited to only one specific set of competencies but needs to address the necessary breadth of 
competencies required for effective CPPB performance in the field.  The approach taken to training 
should thus address this tripartite of developing appropriate attitudes for CPPB together with the 
knowledge and skills to perform one’s CPPB task. This insight promotes the use of adult learning, 
elicitive approaches, and experiential learning to training as these target different competencies, while 
solely prescriptive approaches are often limited to the transfer of knowledge. The three former 
approaches are associated with collaborative or participatory learning methods. 
 
In the Peace Training Approach is designed to: 

• Promote respect, equality and a value of diversity  

• Be responsive to participants’ needs and learning goals, 

• Meet the specific needs of the mission, 

• Ensure that learning is practically applicable, fun, and participant-centred,  

• Prioritise sensitivity to culture, gender, conflict, trauma, and learning styles.  
 

3.4. The 5-CPPB Sensitivities Framework  
Drawing upon best practice frontiers in the CPPB field, the Peace Training Approach also addresses 
what are defined here as the 5-CPPB Sensitivities Framework. The Framework requires trainings to 
engage with core competencies relating to peace and conflict, cultures, gender, trauma care and 
learning styles. The 5 CPPB Sensitivities are five types of awareness and understanding that should be 
central considerations in development of CPPB trainings and throughout the entire training cycle and 
approach. They address: 
 

Peace & Conflict Sensitivity  

Peace & Conflict sensitivity involves respecting and understanding dynamics of a specific conflict 
enough to minimise any negative impacts of one’s intervention and maximise the positive impacts of 
an intervention (Conflict Sensitivity Consortium, 2012). In peace training, peace and 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 equally addresses training 
participants to understand the dynamics and drivers of peacebuilding and peace consolidation, what 
is being done to address the conflict, what has been done before, and lessons identified and good and 
bad practice. Drawing upon the ecological or own knowledge systems (OKS) approach is also directs 
participants (and their agencies and organisations) to understand the particular values, traditions, 
cultures and approaches related to conflict-handling, peacebuilding and related fields (such as dealing 
with diversity, handling trauma and grief) in the context and culture in which they are deployed. It 
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involves sensitising participants about potential unforeseen consequences of an intervention and ways 
to work with local populations as well as how they can positively impact and best support CPPB. 
 
Peace and Conflict sensitivity should begin already in the preparation phase of a training, where 
trainers conduct a needs assessment in consultation with local stakeholders and partners or the 
broader CPPB field. Trainers should as much as possible consult with the local populations, local 
partners, and previously deployed colleagues and agencies when designing a training. Key literature 
and other resources should be consulted and assigned to the participants as required reading prior to 
the training. Moreover, when choosing subject matter experts (SMEs), videos and readings, trainers 
are advised to ensure that a variety of perspectives on the conflict and CPPB instruments are 
represented. Fostering an attitude that values the capacity of local people and recognises the 
importance of working with rather than dictating to those in the field is crucial for peace and conflict 
sensitivity approaches (see INEE, ND; APFO et al., 2014; Conflict Sensitivity Consortium, 2012). A 
central goal of all CPPB training should be to best enable CPPB practitioners and policy makers to 
authentically support local and national ownership in peacebuilding and prevention in the field.  
 

Cultural Sensitivity  

“Cultural sensitivity means being aware of cultural differences and how they affect behaviour, and 
moving beyond cultural biases and preconceptions to interact effectively” (Snodderly, 2011, p, 17). It 
involves recognising and valuing differences in the way cultures perceive and approach an issue (Abu-
Nimer, 2001; LeBaron, 2003). In peace training, it means increased awareness on how cultural 
differences influence the learning environment and learning process, as well as perception and 
knowledge of conflicts and CPPB. The following are tips for increasing cultural sensitivity in training:   

• Be mindful that CPPB solutions are not one size fits all. What works in one country may not 
work in another. For example, approaches to Security Sector Reform in the Balkans may not 
be directly applicable to the context in sub-Saharan Africa. 

• Bring in comparative examples of best practices and lessons learned to show how 
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. 

• Include exercises (e.g. case studies), in which practitioners learn that cooperating with locals 
and integrating local knowledge is more likely to succeed, rather than imposing intervention 
(Pimentel, 2010). Train participants how to support local ownership through trust-building and 
dialogues, inclusive decision-making processes (McCann, 2015).  

• Use non-Western concepts, examples and models. Encourage critical reflection from 
participants about opportunities and limitation of Western-centric models, concepts and 
approaches to CPPB. Through such examples, participants can learn to integrate local 
traditions and work with local populations (Barsalou, 2005). Moreover, they can learn how 
aspects of culture can be used to promote reconciliation (Reis, 2013). This recommendation 
fits in with an ecological training approach. 

• Adapt to the needs of non-native language speakers. Be mindful that they may not feel 
comfortable asking questions in a large group and adjust activities. It may also be helpful to 
present material in written form as well as verbally. Most importantly, ask non-native speakers 
about their needs. Listen to marginalised voices.  

• Budget for and utilise interpreters if needed, and if it is possible. Interpreters are also valuable 
for needs assessment and meeting with local groups in the field. Ensure diversity in the locals 
with whom you consult. While cost may preclude the regular use of interpreters for 
participants, organisers may choose to bring in a subject matter expert, who may need an 
interpreter. In addition, organisers and trainers may consider conducting training in the field 
in local languages for local personnel.  

• Acknowledge limitations in information available and do not make assumptions. Ensure that 
participants understand limitations of ‘objectivity’.  
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• Ensure gender, cultural, age and experience diversity of participants when breaking into small 
groups where possible and the exercise does not require otherwise.  

• Develop own skills in intercultural communication.  
 

Gender sensitivity  

Gender sensitivity is about being aware of the history of gender inequalities and the impact of those 
inequalities today (Australian Agency for International Development, 2006; Klot, 2007; OECD, 2013). 
This includes recognizing that women and men experience conflict (and CPPB) 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 equality in CPPB. Rather than 
simply adding a women’s programme to peace work, gender sensitivity requires individuals to use 
gender as a lens of analysis. “Gender sensitivity is considered the beginning stage of gender awareness, 
leading to efforts to address gender-related impacts of conflict and peacebuilding” (Snodderly, 2011, 
p.25). Within a training, it involves: 

• During planning, ensure a balance of male and female trainers, experts and participants, and 
if possible seek a gender balance of authors of materials. If no balance is possible discuss with 
participants why this might be the case. 

• Checking if the curriculum and methods are gender mainstreamed, and follow legal and 
organisational guidelines for non-discrimination. 

• Not simply including a brief unit on gender at the end of a long day. Rather, evaluate the 
gendered features of all aspects of the training. For example, if a training explores peace 
processes, evaluate women’s roles within peace process and the degree to which gender 
issues have been considered in them. 

• Consult with experts and peers on gender to ensure you have considered a gendered lens 
throughout the training. 

• During the training, promote equality of participation and ensure a gender balance among 
group leaders. When exploring peacekeeping missions, discuss women’s experiences with 
peacekeeping missions and the extent to which a gendered division of roles among 
peacekeepers exists.  

• Emphasizing the importance of women and men in questions on gender in CPPB. Promote the 
positive role that men can play in promoting gender equality. 

•  

Trauma Sensitivity  

Sensitivity for trauma requires trainers to reflect on the challenging nature of CPPB practice and its 
impact on personal psycho-social wellbeing, and be aware of participant traumas and how they can 
affect training experiences. This involves all stakeholders, trainers and course organizers, being aware 
of symptoms of trauma, how to avoid re-traumatising an individual, and how to respond to a person 
whose traumatic experience has been triggered. In addition to educating on trauma and self-care in 
training content, you should be sensitive to the potential of triggers 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. 
You can take extra care in the selection of images, media, and topics. Lastly, when introducing sensitive 
materials, advise participants on self-care if they experience a trigger. 
 

Sensitivity to Diverse Learning Needs  

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. It links with differential 
instruction approaches to training.   
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• Tailor training (methods) to diverse learning styles – visual, auditory, tactile learners. 
Recognise that some people learn through sharing ideas, while others learn through doing or 
through observing others (Hamza, 2002, p. 20).  

• Introverts may become more drained from group work and need time for individual activities, 
such as time for reflection and processing learning experiences.   

• Be aware that participants may have differing levels of expertise with technology and 
accommodate such diverse backgrounds. At the same time, do not rely on stereotypes and 
assumptions regarding technological experience based on gender or age.  

• Adjust activities based on needs. For example, make adaptations to an ice-breaker that 
involves standing when a participant has a physical limitation. 

• Ask participants, which may have a disability, confidentially to approach you for special 
accommodations, e.g. a person with hearing or eyesight difficulties may need to sit in the front.  

• Be aware that language is sensitive.  
 
The 5 sensitivities are also incorporated into our advice on how to use specific methods in the CPPB 
field. You can find more information here! 
 

3.5. The Peace Training Approach: 10 Components  
The PTA takes a holistic 
perspective on training and the 
training process. This means that 
a PTA addresses the integrated 
elements of a training, including 
content, training methods, the 
training environment and more. 
The figure below provides and 
overview of the 10 components 
of the PTA. Click on each of the 
components for further guidance 
on peace training design!  
 
A PeaceTraining.eu approach to 
training recognizes the value of 
single training moments, but also 
acknowledges their potential 
limitations. A single training 
moment, no matter how well 
conducted, is only one part of the 
necessary competence 
development in the CPPB field. 
They should hence not be seen as 
a solution to all capacity-related problems. This requires re-valuing training as a process, or a 
continuous cycle, with space for re-training or sequenced training, on the job training, and coaching.  
A PeaceTraining.eu approach at the level of the training organization will more likely follow the first 
conceptualization of comprehensive training, while deployment and practitioner organizations 
themselves are recommended to follow the second understanding. In the discussion of the other 
components of the PT-approach, we mostly focus on the perspective of training organizations and 
individual trainers in the classic single training moments prevalent in the field today. 
 

3.5.1. Physical Environment 
The physical environment of the training should aim to put participants at ease. The room set up, 
music, lighting, refreshments, room temperature etc. can all make participants feel welcome and 
comfortable. Where possible, the room set up should promote openness and inclusion. For instance, 

Figure 3 - The Peace Training Approach - 10 Components 
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a circle or semi-circle can promote equality and open discussion, while a setting with rows and the 
trainer at the front often promotes hierarchy and makes conversation difficult. Tables for group work 
can enable participants to easily move into breakout groups. Moreover, facilitators can arrange the 
room walls with the results of participants’ work to show appreciation for their contributions. Through 
these measures, the environment can stimulate interaction, collaboration, openness and respect. 
 

3.5.2. Psychological Environment 
A training should create a safe space characterized by inclusion, respect, and support mechanisms:  

• Trainers should be respectful of participants, accepting, and supportive (e.g. being open to 
individual consultation when problem arises). 

• A trainer or coach is available for extensive periods of time during the training or all throughout 
the training (e.g. there is a constant factor in the trainer, which is especially important if various 
guests or Subject Matter Experts are invited to a training and many person changes occur). 

• A trainer’s enthusiasm and openness are important to making learning fun.  

• An accepting, supportive and respectful environment is crucial for ensuring group cohesion 
and the comfort of individual participants.  

• Sensitivity to culture, conflict, gender and power dynamics amongst participants throughout 
the training can help promote equality while simultaneously valuing diversity.  

• Trainers are aware of the possibility of re-traumatisation through content or the certain use of 
training method.     

 
How this atmosphere is created is further described in ‘Laying the Groundwork’ and ‘Communication’ 
sections. 
 

3.5.3. Laying the Groundwork 
It is necessary to create a safe space from the outset of the training. Introductions in the form of 
icebreakers can foster a sense of community amongst the group, begin the process of building trust 
between participants, and create a fun and playful dynamic. Additionally, ground rules set 
collaboratively between participants and the trainer create a safe space for participants. Some ground 
rules may include confidentiality, no judging, no interrupting, respectful communication (e.g. Chatham 
House Rules). Such ground rules can promote respect, openness… 
 

3.5.4. Communication 
Respectful communication is also essential for creating a safe psychological environment. Trainers can 
promote respectful communication throughout discussion and model values of empathy, respect and 
being non-judgemental. They can promote equal power dynamics by ensuring that no one dominates 
the discussion and encouraging quieter people to speak. The trainer can facilitate learning by 
stimulating reflection and dialogue, using open-ended questions. Trainers display sensitivity through 
challenging any discriminatory behaviour or comments. Problematic and challenging topics should not 
be avoided but given the space for discussion. Furthermore, materials used should be representative 
of diverse perspectives and promote understanding and empathy (e.g. for different cultures, 
marginalised populations). 
 

3.5.5. Role of Trainer     
The trainer directs the training process and ensures that participants are involved in the planning, 
debriefing and evaluation. During the planning phase, a trainer may choose to liaise with participants 
in advance of the training if necessary to gather information about their backgrounds and training 
needs. In addition, she/he plans and executes the agenda, ensuring that learning objectives and 
methods are appropriate for the participants. A trainer sets the tone for a training through promoting 
values of equality, respectful communication, and respect for diversity. In order to effectively 
accomplish this, self-reflexivity and awareness of one’s own biases is important. Such awareness can 
allow the trainer to model the values put forth in the training and mentor participants.  
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While trainers may monitor time and keep the agenda moving, she/he is also sensitive and responsive 
to group dynamics and participants’ needs. Such responsiveness requires careful facilitation (e.g. the 
use of a ‘car park’ technique). Respecting knowledge and experience of participants is crucial for 
participant engagement, and trainings can be enriched through providing opportunities for 
participants to work together and learn from each other.  When a trainer invites Subject Matter Experts 
(SMEs) to share their expertise, it is the trainer’s responsibility to ensure that the SMEs fits the learning 
objectives and appropriately integrates their materials into the training.  
 

3.5.6. Role of Participants 
Participants should have ownership and agency in the training process. Ownership can be achieved 
through consulting with participants in advance, being responsive to participants needs during the 
training, respecting the knowledge that participants bring to the training, and gaining feedback where 
necessary. Participants can make each training unique because they bring knowledge and experience 
to the training. The critical engagement among participants and between participants and the trainer 
promotes agency within learning. The diversity of participants can be another critical aspect of learning 
within the group, so a training can benefit from discussion of difference and sensitivity to diversity. 
 

3.5.7. 5 Sensitivities 
Trainers, training organiser, and SMEs are aware of the specific nature of CPPB. This includes having 
attention for diversity in the CPPB field, as well as the training context, and being aware of the 
potentially high-risk nature of CPPB practice. 
They are particularly sensitive to 

• Conflict Diversity 

• Cultural Diversity 

• Gender Dynamics 

• Diversity in learning styles 

• The presence of trauma at the level of participants/trainers/SME(s) 
 
For more guidance on including the 5 sensitivities in the training process, please visit the 5 Sensitivities 
page. 
 

3.5.8. Training methods 
The trainer has expertise in using multiple techniques with different and diverse audiences. The 
methods are used appropriately to accomplish particular learning goals, and the type of competency 
covered (knowledge, attitudes, skills). There is sufficient variation in the use of methods to 
accommodate different learning styles and participants’ attention spans/energy levels.  
 
More guidance on using methods in peace training can be found here. 

 
3.5.9. Reflection 

Reflection helps to consolidate learning, as it helps participants think about how a training activity may 
apply to their own lives and work. Reflection can be especially beneficial in transforming attitudes, as 
it can generate self-awareness and raise consciousness. Reflection can occur in large or small groups, 
in pairs, or individually. Usually, participants are prompted by a series of open-ended questions 
designed to stimulate thinking.  
 
While reflection stimulates participants’ learning, reflection is also needed to evaluate the course. This 
can be part of participants’ reflection process, but also the trainer’s! 
 



 The Peace Training Handbook 

© 2016 PeaceTraining.eu  |  Horizon 2020 – BES-13-2015  |  700583 

51 

3.5.10. PTA: Towards a Comprehensive approach to Capacity Building for the CPPB Field    
Training generally includes 6 phases: needs assessment, training design, delivery and implementation, 
assessment, evaluation and learning, and utilisation – or implementation of the training results. During 
the preparation phase, the needs the training should address are identified. The content and learning 
objectives are developed, and the course structure and methods are designed. At this point, the course 
developer may work closely with field staff to identify necessary competencies and meet with 
participants to assess their level and training needs. The Peace Training Curricula Design Process 
provides a step-by-step guide to how this can be done. 
 
The Peace Training Approach emphasises the importance of properly implemented needs 
assessments, together with the broader need for a Competency and Curricula Framework for the field. 
These are important to ensure training matches the needs in the field and both i. builds on 
competencies of participants; and ii. ensures participants have the competencies and performance 
capabilities needed for the field. Implementation and delivery of a training involves creating a safe 
environment for collaborative learning and ensuring appropriate methods. Evaluation and learning 
involves reflection from the training team – as well as other stakeholders who can be engaged on this 
process – on the i. the effectiveness of the training, what went well, what can be improved; and ii. how 
to then implement what is learned in the evaluation in future trainings. It can utilise data from 
participants regarding their change in knowledge or attitude and requires personal reflection from the 
training team. The planning and follow-up of these stages forms one part of a comprehensive training 
process. Importantly – assessment of participants can take place both in or during the training as well 
as in-field / in-deployment later. Today there are very few training and performance development 
systems in which competencies addressed in training are later assessed in performance evaluations 
and reviews or field-based testing. This is one area that could be improved to strengthen the link 
between training and performance in the field. Another instrument is the use of ex-post evaluations 
by participations some months to some years after trainings, in which participants may also engage in 
self-assessment and reflection.  
 
A comprehensive approach to capacity building in the field also recognizes that professional 
development and performance improvement are not necessarily limited to one moment (e.g. a single 
training of 2 days, 1 week, 1 month). It is a life-long process that should be closely integrated in 
practitioners’ deployment and engagement in the field. In this context, individual trainings need to be 
continuously evaluated to ensure they are best serving practitioners, policy makers and the CPPB field 
as a whole.  Also, participants may require retraining or next level training (sequenced or layered 
approaches) to keep up with advancements in the field and changes to practice. Retraining training 
and further can also provide an opportunity for participants to refresh knowledge, practice skills, and 
reflect on issues from different places in their careers.  
The Peace Training Approach, while emphasizing the critical importance of each training and the need 
to ensure that every training in the field is designed, developed and implemented with proper 
attention to good practice and strengthening participants capabilities for the field, also recognises 
clearly that training and any single training are not enough. Training should be one element of a 
comprehensive approach to capacity building and professional development in the field.  
 
When approaching this from the point of view of individual practitioners, policy makers and experts in 
the field, 5 ‘spaces’ of learning and professional development can be identified:  
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The Peace Training Handbook engages primarily with 2 of these: Formal and Non-Formal Training and 
Work-Based Learning and Performance Development.  
 
When approaching this from the point of view of the field as a 
whole 3 additional levels should be taken into account: 
 
1. Institutional and Organisational Development: Improving 

performance, approaches and CPPB impact of organisations, 
institutions, agencies and missions in the field; 

2. Sectoral Development: improving performance and impact 
‘sector-wide’ (e.g. DDR, Early Warning and Prevention, 
Mediation & Peacemaking); 

3. Improving Capabilities of the CPPB Field: A whole-of-field 
approach including not only deployment agencies and 
practitioners but also local and national government and authorities, regional and international 
organisations, donors, and the ecosystem of stakeholders and actors involved in CPPB.  

 
While the capacity building approaches for individual practitioners and policy makers which is the 
principal focus addressed in CPPB training is also the primary focus of the Peace Training Handbook, 
the Handbook and Peace Training Approach also recognise the need for the development of a 
comprehensive approach to capacity building and improving capabilities in the field – from individual 
practitioners to organisations, sectors, and the CPPB field as a whole. 
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UNIT 4: Methods  
 

4.1. In this Unit: Methods in CPPB Training 

 
Methods are used to transmit, engender, or enhance particular learning objectives of a training. These 
learning objectives commonly include the development of competencies including attitudes, 
knowledge, and skills. Methods can typically be associated with particular training approaches. For 
instance, a prescriptive approach to training will commonly make use of lecturing, while an elicitive 
approach will make use of participatory methods such as group work.  
 
Each particular method has strengths and weaknesses or challenges. In contemporary CPPB Training, 
a training may include use of range of different methods. In the table, you find specific examples of 
methods that are used in the CPPB training field and links to further guidance on how to use them. 
While some methods are well-known, such as lecturing and group work, others are perhaps less 
familiar, including reflective interviewing and arts-based approaches. These methods offer promising 
avenues for peace training. Their inclusion reflects one of the guiding principles behind the Peace 
Training Handbook, to support practical innovation and development in the Peace Training field to 
improve the value and effectiveness of CPPB training to prepare and support practitioners for 
achieving impact in the field. In Unit 5 of the Handbook we look at 7 methods in CPPB Training today. 
The following section presents summary descriptions of these 7 methods. You can also click here to 
visit detailed Notes providing an introduction and overview, including brief description, strengths, 
challenges and use in CPPB training for each Method.  
 

Method Hyperlink to Notes 

Lectures Click Here 
Group Work Click Here 
Case Studies Click Here 
Role Play  Click Here 
Simulations Click Here 
Reflective Interviewing Click Here 
Arts-based Methods Click Here 

 
This is not a comprehensive review of all major methods used, but addresses 7 of the methods most 
commonly used in the field. The authors of the Handbook hope to add additional methods for Version 
2 of the Handbook following consultation and feed-back from the field.  As stated above, training 
programmes will often incorporate more than one method in a training. As with approaches, different 
training methods will achieve differential impacts on attitude, skills and knowledge development. A 
brief ‘Guide to Selecting Methods’ is also included in this Unit, followed by a discussion on novelty and 
innovation in use of training methods in the field. In addition to the discussion of CPPB Methods here, 
Unit 6 of the Handbook focuses specifically on innovations in the use of digital technologies to enhance 
learning. To visit this section now please click here: Unit 6: E-innovations in CPPB Training  
 
It can be quite a challenge to think of and try out new methods in CPPB training. This can be due to 
organizational and personal constraints (e.g. lack of funding, lack of time). To encourage the 
development of new ideas on training methods, we encourage you to think about which factors 
facilitate and impede the use of new methods in your working context. Please consult the section on 
Novelty in methods for further guidance. 
 
We further invite you and your organization to think and reflect on how you use methods and to share 
your experiences here! 
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4.2. 7 Methods in Contemporary CPPB Training: An Overview 
 

4.2.1. Lectures 
Lectures are the most common form of content delivery in many trainings in Europe today particularly 
in the military, police and state sectors. NGOs, private trainers and ‘front-of-field’ training institutions 
will usually use more interactive and practical skills and competency-based methods of training, while 
lectures may be retained for ‘briefings’, presentations of case studies, and focused delivery of core 
content such as lessons identified, key knowledge materials, and experience sharing. The method of 
lecturing/SME’s fits with a prescriptive or transfer model of training, which ‘assumes that the expert 
knows what the participants need’ (Lederach, 1996; 48-49). In this model, the knowledge flow is 
predominantly from trainer to receiver, with the knowledge of the trainer being a ‘key resource’, which 
is transferred to participants, who attempt to emulate it. Lectures are broadly arranged in 60 – 90-
minute formats, though lectures can be reduced in size (see for instance TED Talks or subject matter 
briefings). Course participants may receive preparatory material to assist learning as well as follow-up 
and review materials after a session. This will either come in the form of readings (academic and non-
academic articles), or multimedia (videos, talks, websites). Review of training methods and courses has 
shown that lecture and lecture-based delivery of subject matter expertise can play an important role 
in identifying key issues and transferring high amounts of important knowledge clearly. It is important 
to recognise, however, that lectures in and of themselves are insufficient as a methodology to develop 
actual skills and performance capabilities. 
 

4.2.2. Group Work 
Group problem-solving or group work is a training method in which participants work collaboratively 
on a common task. The use of group work as a learning method can be differentiated from lecture-
based training in which a teacher transfers learning material to students in a predominantly 
unidirectional way. Group work fits principally in elicitive approaches to training. Group work allows 
training participants to learn from each other, share valuable experiences, and practice valuable social 
skills, including active listening, interpersonal communication, and collaboration. As such group work 
as a method also fits in with adult learning approaches or andragogy. Group work can be implemented 
in different ways and for various objectives. The purpose of group work can be a brainstorming or 
brainwriting exercise in which participants are encouraged to come up with new creative ideas for 
specific problems. Such forms of group work tend to occur in small groups (4-6 participants) and have 
limited duration. However, groups can also be used for more extensive problem-solving tasks, 
including a technical exercise or the writing of a paper, which requires the groups to be formed for 
longer periods of time. The table below provides a short description of some well-known group work 
techniques. 
 

4.2.3. Case Studies 
A case study consists of an in-depth analysis of a historical or fictional event. As a scientific method, a 
case study is used to investigate particular causal mechanisms of interest, and it is typically rich in 
description and context. As a teaching method, a case study concretizes learning material which might 
otherwise stay on an abstract or theoretical level. A case study allows training participants to 
investigate the workings of particular mechanisms and approaches in action by referencing real or 
fictional (but preferably based on real) events. In principle, the case study method can be combined 
with a range of other methods, including lectures, group work, role-plays and simulations. In a lecture 
or presentation format, a trainer uses a case study to provide additional clarity on a specific subject, 
highlighting how certain mechanisms played out or issues were addressed in the case. The lecturer can 
also highlight multiple cases and explain why they are similar or different or identify the key lessons 
and points to be learned from them -sometimes focusing on specific issues or ‘good’ and ‘bad’ practices 
relevant for the field. In group work, case studies can be used in exercises in which newly gained 
knowledge in the course is put to the test of application on a case. Or the method can be used as a 
‘base-line’ to assess the knowledge and experience participants are bringing to a training, by having 
them engage with a case study prior to further content and method delivery. Typically, the groups 
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engage with case studies either by i. coming up with a solution to a particular case problem; or ii. 
identifying specific lessons and what can be learned to improve and inform future practice from a case. 
In role-plays and simulations, participants take up specific roles in a historical or fictional event and 
(re-)enact the case. This may be to exercise their capabilities to find solutions to specific issues or to 
benefit from experiential learning of how they perform in the situations and contexts being enacted.  
 

4.2.4. Role Playing 
Role Playing or Role-playing Games are an experiential and participant-centred method of training in 
which participants assume different characters than their own in a given or created scenario and 
engage in exchanges in character in the respective role.  Role-playing, as a training method has as its 
main objectives: exercising the skills and experiences addressed in the role play, fostering improved  
empathy and understanding towards characters that emulate actors in conflict; enabling inter-
personal or conflict-handling related skills, such as collaborative dialogue and problem solving; 
developing or identifying possible outcomes in a mission/conflict situation and gaining insights and 
reflection on one’s own possible biases, prejudice and influence in a conflict situation.  Role Plays as a 
shorter, less-elaborated method than simulations are extensively used in peacebuilding and 
prevention training in various sectors (civil, military, academia, diplomacy) and with different target 
groups (children, youth, adults, multi-stakeholder groups etc.). Role Plays can be used for different 
levels of participants’ experience as well as for different topics.  
 

4.2.5. Simulations 
Simulation or simulation-based gaming is an experiential method of training. The method enables 
trainers to immerse participants in a particular scenario they may encounter during deployment. They 
can practice their response to a situation and experience the effects of their response within the 
simulation. Simulations replicate real-world conditions while allowing the participant to practice skills 
in a safe environment. They can be live, in person, in real-time or – increasingly – on-line. Simulation 
Design, Preparation, Implementation and Post-Simulation or after action debrief are four phases 
essential for effective use of simulations in CPPB training. Simulations are increasingly recognized as 
an integral tool in CPPB training across the field. They can be used across all levels – from foundation 
/ introductory programmes to specialisation and advanced or expert level trainings. They are used for 
everything from training for all terrain drive to handling critical moments in peace processes, 
supporting trauma recovery with refugees, or learning emergency first aid. In both off and online 
applications, simulation designers attempt to (re-)create realistic simulations to immerse participants 
in an as close as possible to real world experience. With rapid development of IT technologies, and the 
possibility to introduce artificial intelligence (AI) routines into the simulation and gaming applications, 
computer-based simulation/gaming activities for training purposes have become increasingly popular. 
This opens the potential for larger scale application of computer-based simulations as an integral pillar 
of future CPPB training. 
 

4.2.6. Reflective Interviewing 
Reflection is crucial for competence development as well as attitude and behavioural change. 
Reflection methods enable and empower participants to link prior experiences or possible future tasks 
with the learning / training experience. Reflection as the "ability to question one’s own behaviour, to 
keep a critical eye on one’s own strengths and weaknesses and to use the conclusions to guide future 
action (...) is a pivotal component of competence development." (Krewer and Uhlmann, 2015, 34). In 
reflective interviewing, the questions asked trigger a participant’s critical assessment and review of 
issues around their work, their own competencies and experiences. For reflective interviewing 
participants pair up and interview each other with a set of questions relevant to the course objectives. 
The interviewing takes about 1 hr (30 min per participant) and about 20-45 minutes are needed for 
de-briefing. It can be done for any group size. The trainer/facilitator just needs to prepare questions, 
building upon course content and learning objectives. To empower participants and let them guide 
and own the process, they can be asked in prior group work to develop those questions themselves.  
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4.2.7. Arts-based methods 
Arts-based methods refer to learning tools inspired from arts and that utilise artistic mediums. Arts-
based learning includes methods and practices inspired from the following:  
 

 
Figure 4 Types of Arts-Based Methods 

Arts-based methods can be complex and powerful enablers of capacity building because they stimulate 
learning on multiple levels, including feeling, thinking and action. The characters, stories and images 
that participants can connect with in art can impact their feelings. Since learning occurs through 
experience and creating, participants may be more likely to internalise their learning, thus increasing 
the potential that participants’ attitudes and behaviours will be transformed. Although arts-based 
methods are gaining recognition in business, civil society and academia, they are still not widely used 
and there is plenty of space to develop further the arena of arts-based methods in peace training. In 
this context, arts-based methods aim to achieve learning objectives related to capacities (knowledge, 
skills, values and attitudes) that support prevention, conflict transformation, reconciliation and 
healing. The incorporations of arts-based methods in training follows the increasing use and success 
of these methods in peacebuilding. 
 

4.3. How to select a method or methods for CPPB Training 
The Peace Training Handbook recommends that trainers consider the following when selecting which 
methods to use: 

• Methods should be diverse in order to cater to different learning styles and maintain the 
attention of the participants.  

• Methods should be selected to match the learning objectives. Trainers may be attentive to 
whether the learning requires the development of attitudes, skills, or knowledge.  

• Methods should be consistent with the Peace Training Approach and customised for 
participant group needs and to achieve operational skills and performance competency for the 
field 

• Methods should take into account group composition and group needs. 

• Methods should prioritise the Five CPPB Sensitivities. 

• Trainers should consider strengths of a particular method – What can this method do that 
others cannot?; as well as weaknesses or challenges – what difficulties might arise or what 
might be missed or lost by using this method? 

• Trainers should be aware of pitfalls of specific methods and determine how to avoid them. 

• Consider opportunities such as evolving trends in CPPB practice and how different training 
methods can best address these, as well as evolutions in training methods themselves and how 
these may best support competency development for the field  

• Consider challenges such as obstacles / constraints to implementing methods appropriately 
(funding, bureaucracy, time, participant ‘push back’) 

 
Trainers and training developers should be familiar with reports of best practices and lessons learned 
and use these to help guide selection of appropriate training methods.  
Innovations and Novelty in CPPB Training Methods  
 

4.4. Novelty in methods 
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Novelty and innovation in any sector are important for continuous improvement of performances. In 
the CPPB training field, the use of new methods in the training process can hold important values for 
the fostering of core CPPB competencies.  Novel methods can develop within the CPPB field but can 
also be inspired from evolutions in related –or entirely different- fields of knowledge and practice.  
 
To support training organizations and individual trainers in the development and use of new methods 
in CPPB training, PeaceTraining.eu has developed the below framework to visualize what constraints 
development of novel methods and what facilitates it. 
 
The framework is based on the three factors: 
• Factors from within your own organization - Referring to organizational factors within the 

organization that a CPPB trainer may work for 
• Factors from outside your organization - Referring to factors external to the organization that a CPPB 

trainer works for 
• Implementation factors — practical factors of implementing novel ideas in the training environment. 
 
For each factor, constraints and facilitators are identified. ‘Constraints’ refers to those aspects which 
will slow down or stop novelty developing, ‘facilitators’ are those ideas and actions which can help new 
ideas spread amongst trainers. Feel free to explore and use the framework to analyse where you and 
your organization stand and how you can encourage creativity and innovation! You can share your 
experiences here. 
 

Table 1 Novelty in methods: facilitators and constraints 

 Facilitators Constraints 

Factors from within 
your own 
organisation 

• Funding 

• Resources 

• Lack of expertise 

• Bureaucracy 

• Workload management 
across staff 

• An organisational culture 
which does not encourage 
staff to take risks with new 
ideas 

• Negative experiences of 
incorporation of new ideas 
amongst colleagues/staff 

• Staff Turnover 

• Technological expertise 

• ‘Free spaces’ inc. workshops, 
away days, training, 
networking 

• Technology as forum in 
which to network (online 
forums, social media) 

• An organizational structure 
which prioritizes staff 
development and 
incorporation of new ideas 

• Positive experience of new 
ideas shared amongst 
staff/colleagues 

Factors from outside 
your organisation 

• Short term Funding cycles 
(private and public) 

• Donor priorities 

• Location of institute/trainer 

• Positive attitudes from 
donors, including how ideas 
are ‘sold’ to them 

• Positive partnerships with 
other organisations 

• Identification of trends in 
broader field 

Implementation 
factors 

• Lack of Confidence 

• Lack of training in skills 
which would help to 
implement new idea 

• Positive reception from 
participants 

• Willingness amongst 
participants to accept change 
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• Poor attitudes from 
participants and lack of 
buy-in 

• Language, socio-economic 
differences, contextual 
differences 

• Lack of technological know-
how 

• Development of ‘toolkits’ 
amongst training 
communities 

• Good time management and 
workload management 

 
 

4.4.1. Factors from within your own organization 
 

Constraints 

Organizational constraints can relate to a range of structural challenges. Firstly, they may include a lack 
of funding or resources to embrace new approaches. New methods may incorporate new technologies, 
then there are cost implications for development and maintenance. This will have a knock-on effect 
for how organizations build and sustain new methods (such as investment in new technologies). New 
methods may also require the hiring of new staff (thereby incorporating additional costs). Secondly, a 
lack of expertise within an organization to fully embrace novel approaches can have a negative effect. 
A lack of knowledge among organisational staff can create aversion to retraining and adoption of new 
methods. Thirdly, a slow bureaucracy may mean an organisation is slow to react to the pace of change. 
This can be particularly true if purchasing of equipment is concerned. Fourthly, there could be 
incompatibility between new ideas and organisations’ traditional methods of measuring the impact of 
training. Fifth, pressures on staff time may impact a trainer’s ability to learn a new method in a 
comprehensive manner. Overarching this is the importance of the culture of an organisation, and those 
who work in it. Organisations with traditional mindsets that are reluctant to change can have a 
significant effect on ‘push-back’ or resistance to novelty, resulting in a lack of encouragement to adopt 
novelty, a lack of wider management processes to incorporate new technologies, and differing 
expectations within an organisation as to what the use of novelty can bring.   
 
In the peacebuilding field these constraints appear within different types of organisations. Smaller 
organisations have demonstrated a lower resistance to novelty yet higher funding constraints and staff 
turn-over, and larger organisations having more financial and resource stability yet are unable to 
develop novel approaches quickly. 
 

Facilitating factors 

Considering the CPPB field as a whole, the space for creativity, innovation and change is relatively wide. 
Some organisations have created ‘free spaces’ to assist in new, creative thinking about CPPB training. 
This has been facilitated through sending staff on training courses and networking events as part of 
their professional development. Funding would be supportive for this. 
 
Yet among organisational staff, there can also be important facilitators for new methods. Personal 
interests among staff members in creative expression or gaming can engender a pull for new initiatives 
and ideas in these domains. Often organisational staff, trainers, and practitioners are also connected 
in social networks that are used to share experiences (e.g., Facebook, WhatsApp) and which can also 
facilitate a move towards using social networks to actively create learning experiences. Such 
developments do not necessarily require high costs in terms of technology, for instance. 

4.4.2. Factors from outside your organization 
 

Constraints 
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Most pertinent to this area is the role of funding. Funding (be it from the state, or private donors) has 
a considerable impact on an organisations’ ability to engage in new ideas, approaches and methods. 
As many training organisations are dependent on donor funding, proposals for new methods also need 
to coincide with donor priorities. Donors can be averse towards the unknown, which can be considered 
risky and unproven. Alongside funding, the location of organisations impacts on their ability to 
incorporate novel approaches. This can be in relation to ICT approaches, as the lack of reliable access 
to the internet can hinder sustainable e-learning approaches. Methods need to be adapted to context. 
What works for certain groups and cultures, does not necessarily work for others in using creative 
expression. This can be especially important when bringing different cultures together (e.g., 
international practitioners and local populations). Methods also need to be able to adapt to changing 
realities on the ground and in conflict-settings, as well as changing doctrines and operational rules of 
international organisations. Partnership is also a challenge, whereby consideration should be made for 
potential partner institutes, and their working methods. This could influence the speed and efficiency 
of introducing novel methods.  
 

Facilitating factors 

The implementation of novel methods could be facilitated were donors to offer support for new ideas. 
In this case organisations require staff with expertise in marketing new ideas to donors and building 
relationships with partner organisations.  
Identifying trends in training practice can assist the incorporation of new methods. For instance, as 
international organisations are increasingly funding Arts-Based Methods in, this could support change 
in the use of such methods for personnel training. Also, terms of incorporating e-learning methods, 
important donors have actively supported novel approaches in e-learning. This is because for 
international organisations, such as the UN, the EU, and the OSCE, e-learning is more cost-efficient 
with an increasing number of missions being deployed and staff to be trained. 
 

4.4.3. Implementation Factors 
 

Constraints 

Here issues of confidence in one’s own ability are pertinent, such as the fear of looking ‘stupid’ or 
standing out, a lack of time to be fully trained in an area, or to get a full theoretical foundation as to 
why a new idea may be more useful than an old one, and concern over the stress which may be related 
to incorporating novel ideas. The second aspect of these implementation challenges is that of the 
‘process’ of training. Here, challenges include learners not being interested in a new approach and 
limited ‘buy-in’ to new terminologies and concepts. Learners themselves can also place constraints on 
the use of new methods, with attitudinal dispositions making certain participants averse for instance. 
This may be the case with methods which are more open to ‘uncertainty’ and unforeseen dynamics, 
developments and outcomes. Trainers who are not adept, poorly experienced, too rigid in their 
approach, or unable to introduce the method well to participants, may find the result that some 
participants loose trust in the method, lose confidence in the programme, as well as potentially being 
sceptical towards the trainer for using it. Additionally, barriers in language, socioeconomic or personal 
situations of participants may influence their perspectives of novel approaches. 
 
For the implementation of new methods reliant on technology, attitudes towards technology can also 
play a role towards their positive reception, with potential age, gender, and cultural differences. 
Technological know-how as such also plays a role.  

Facilitating factors 

To facilitate the introduction of new ideas, issues of time and workload management may allow staff 
to find time to acquire new skills. Additionally, the possibility of staff developing ‘toolkits’ could help 
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spread new ideas and their implementation. In addition, trainers may engage in ‘co-creation’ whereby 
they seek to develop novel approaches alongside their trainees. 
 
Facilitators for implementation can, however, also be found among learners. New types of training 
methods could give participants a new, different, and exciting experience. Positive reception is 
arguably one of the best change facilitators when testing a ‘product’. Ongoing technological 
development and the mainstreaming of social network usage among training participants (for instance, 
Facebook) can also further stimulate the adoption of such methods for learning. 
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UNIT 5: E-innovations  
 

5.1. In this Unit: E-innovations & ICT approaches to CPPB training 

As information and communication technologies and approaches to eLearning continue to develop 
and evolve, so too do the opportunities to integrate or use e-learning methods, approaches and 
platforms to improve CPPB training and preparation of staff and personnel for working in the field. 
Though eLearning approaches have now been around for more than three decades, recent years have 
seen an exponential growth in innovation and development of technologies, as well as how they are 
being applied to learning and capacity development, opening potential new frontiers for the 
advancement of CPPB training. Particularly from the early 2000s eLearning and e-approaches had 
already begun to enter the CPPB training field. Today, utilisation of eLearning courses, training and 
platforms can be seen at the European institutional level (e.g. EEAS), in international organisations 
(UN, OSCE etc.) and in the NGO and private sectors.  
 
This Unit identifies and explains existing concepts and technologies in eLearning and ICT-based 
approaches to training, explores the state-of-art of their implementation in the CPPB training field and 
draws recommendations for their further utilisation and ‘future evolution’ frontiers for how e-learning 
and ICT can improve training and performance and operational competencies of both practitioners 
and organisations / missions in the field.  
 
The Unit provides a typology of eLearning approaches and explains blended-learning, technology-rich 
instruction as well as full online training in a formal and informal settings. The second section looks at 
e-approaches to learning and training in the CPPB field and briefly explains how these modules are 
built, what functionalities they contain and to whom they are targeted. The third contains an overview 
of key concepts in e-learning and ICT approaches to CPPB training that can help in the further 
development and use of ICT in the field. The fourth section looks deeper into web rosters for training 
and providers, observing how they are built and their structures. In addition, more detailed Notes on 
the following e-Approaches and Methods have been developed to support trainers and training 
institutions in the field, building on this Unit and providing further definition of characteristics, 
strengths, challenges, and issues to consider when using in CPPB training. Readers may click on the 
links to visit the Notes.  
 

E-Approaches & Methods Hyperlink to Notes 

E-Learning Approaches  Click Here 
Learning Management Systems Click Here 
Online Courses Click Here 
Gaming and Simulation   Click Here 

 
It is hoped that this unit of the Peace Training Handbook will help provide practitioners, trainers, 
training institutes and the full spectrum of stakeholders in CPPB training with a concise, effective and 
clear overview of both existing and potential uses of ICT to strengthen and improve CPPB training and 
give indications to next generation frontiers for further development of the field.  
 

5.2. State-of-Art eLearning Forms and Technologies 
The term eLearning which stands for “electronic learning” can refer to distance learning approaches 
as well as to educational technology used either to facilitate learning on site, such as using multimedia 
tools and Information and Communication Technology (ICT); complementing on-site-learning with 
further materials that support learners to digest the lessons learned, develop core competencies, 
practice or collaborate with fellow learners; or create fully virtual learning environments where the 
overall learning, training and interaction is carried out online. 
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This section describes the typology of eLearning concepts and technology types behind each of the 
concepts - as observed across a range of teaching and training disciplines including CPPB, medicine, 
business and military training and education. It further discusses the benefits and challenges of 
implementing some of the most advanced technologies and approaches in the CPPB training context. 
 

5.2.1. Blended Learning 
Blended learning is an educational approach that combines both traditional learning on-site and online 
digital media and it is applied in the educational environment as well as in training settings (Defining 
Blended Learning, 2012). The combination of both approaches can happen in different forms and varies 
from one educational or training context to another. One of the most comprehensive taxonomies for 
blended learning in the educational context was developed by Staker and Horn in 2012 (see. Figure 1). 

 
Figure 5 Blended-learning taxonomy in relation to other educational forms  

(Starker and Horn 2012) 

 
As the picture shows the taxonomy includes at least four existing forms of blended learning briefly 
described below: 

1. The rotation model: online engagement and face-to-face forms are combined in a cyclical 
(or layered or sequential) manner. 

2. The flex model: most of the leaning takes place through an online platform but the 
teacher/trainer is also available physically. 

3. The self‐blending model: learners choose to take additional online courses independently. 
4. The enriched‐virtual model: the entire course is online but periodical physical meetings are 

arranged.  
 
Figure 2 illustrates a scheme that seeks to enhance the understanding and categorisation of courses 
as blended learning or otherwise.  
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Figure 6 Is a course blended-learning? (Friesen 2012) 

Besides this taxonomy of blended learning, Figure 1 also draws a distinction with other traditional 
forms: traditional instruction, technology-rich instruction as well as informal and (formal) full-time 
online learning. Traditional instruction is face-to-face based while technology-rich instruction involves 
face-to-face instruction combined with the use of multimedia and other technologies such as 
whiteboards, tablets and other Internet devices etc. The following sections describe the concepts and 
technologies behind technology instruction (Computer Supported Training), fulltime online learning 
(Traditional online courses, Webinars and Massive Open Online Courses) and informal online learning. 
 

5.2.2. Computer Based Training  
Computer-based training (CBT) is one of the most traditional eLearning forms involving the use of 
traditional devices such as a CD, DVD or MP3 devices that play multimedia. Other more recent 
additions in this category of training include tablets and smartphones than enable playing / teaching 
software/programs or applications. Common uses of traditional CBT involved learning languages, 
computer programmers or other fields that involve static learning processes. CBT may also involve 
assessment processes in the form of multiple choice questions, drag and drop menus etc. Smartphone 
applications and tables are the latest innovations in this category and are currently gaining popularity 
in the overall eLearning field, giving birth to the term m-Learning (m = mobile).  
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5.2.3. Mobile Learning (m-learning) 

m-Learning refers to “the use of portable computing devices, such as iPads and other tablets, laptops, 
personal digital assistants (PDAs) and smart phones connected to wireless networks.” 3 With increased 
memory and storage capacity on smart devices, devices also no longer require to be connected to a 
wireless network or even have internet access but can download learning resources for use when out 
of range. This enables teaching and learning to extend across both space and time including in remote 
locations or areas where learners lack access to traditional training rooms and facilities. Relevant to 
the CPPB field, m-learning can provide: quick guides, toolkits, interactive learning media such as video 
tutorials and pre-packaged coaching, case reports and lessons learned, exercises and templates for 
improving task implementation and much more and templates and guided application of tools and 
processes such as peace and conflict analysis or planning a dialogue or training programme. As the 
NATO e-Learning Concept notes: “With the GPS capabilities of phones and other mobile devices, 
courses can be dynamic in nature and guide students during familiarisation training or provide 
immediate access to support on demand, whether in the workplace or in the field.” (NATO e-Learning 
Concept, 20140) There are a breadth of exciting potentials for better integration of mobile learning in 
CPPB and ensuring improved access to learning opportunities and resources for practitioners in the 
field or wherever they may be.  
 

5.2.4. Fully online learning 
Fully online learning implies courses that are fully conducted online. Online courses can differ in both 
the technologies and methodologies used, objectives of the learning and in the audience. An 
interesting evolution in online learning over the last decade has been the rise of free education and 
Massive Open Online Courses (MOOCs) described further below. While there are only a limited 
number of MOOCs specifically in the field of CPPB, their relevance for enabling large numbers of people 
to become familiar with core concepts, competencies and knowledge areas in the field holds 
interesting potential.  
 

5.2.5. Traditional Online Courses 
Traditional online courses are usually available to a limited audience of registered users and involve 
online materials in the form of texts, slides, infographics and videos. The learning method is usually 
linear but may also offer the opportunity to jump from one lesson to another. Some of the most 
traditional or first-generation eLearning forms include slide-sharing and limited texts. With the 
evolution of technology, videos and other interactive materials have become more commonly used. 
Many training institutes in the CPPB field offer traditional online learning courses in which the 
curriculum is available online together with an assessment method, however with little or no 
interaction to the instructor or among the participants (see following sections).  
 

5.2.6. Learning Management Systems (LMS) 
An LMS is a software application used either in the form of blended-learning or to conduct fully online 
courses. Main modules and functionalities of an LMS include sharing documents (Learning Content 
Management System), collaborating with the instructor and with other peers through a forum, 
assessment through quizzes or open questions (Computer-aided assessment), progress tracking and 
reporting (Electronic performance support system) etc. In a fully online course, the LMS also includes 
audio and video materials that replace the face-to-face training. According to the Global LMS Software 
market size which analysed market shares of LMS software providers covering almost all world regions, 
the main providers of LMS worldwide include SumTotal Systems, Blackboard, Cornerstone OnDemand, 
NetDimensions etc. In the European and North American market, Moodle and Canvas are also 
positioned in the first places for market shares4.  

                                                           
3 NATO e-Learning Concept, 2014, p. 8 
4 https://www.wiseguyreports.com/reports/3005320-global-lms-software-market-size-status-and-forecast-2025  
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In the corporate field the concept of ‘corporation-wide learning content management systems’ has 
been in use for some time. 5 In CPPB, standardisation of training in areas such as pre-deployment 
training for military has also seen the uptake of ‘sector-wide content management systems’. Learning 
Content Management Systems, whether for a mission, organisation or sector (in contrast to a 
‘company’ in the corporate field’) refers to dedicated knowledge management and learning systems 
for a specific organisation / agency, sector (e.g. early warning, crisis management, gender and 
peacebuilding), mission or ‘whole-of-the-field’ in a specific conflict/CPPB context (including the 
spectrum of missions and organisations engaging in that context). This would involve identification of 
the key ‘content’ relevant for knowing-learning-retaining-defusing and the systems for knowledge 
management and learning. Again, this is an area of incredible potential and value / need for improving 
CPPB performance in the field, where ICT capabilities to vastly improve what can be achieved. 
 

5.2.7. Massive Open Online Courses 
Massive open online courses (MOOCs) are an evolution of Open Educational Resources (OER) with the 
aim to make educational materials accessible to everyone. As such the number of participants 
attending one course is unlimited. Educational materials in MOOCs may include texts, infographics, 
publications links, video lectures, assessment methods in the form of quizzes but also in open 
questions and online collaborations spaces such as discussion boards where course participants can 
interact with each other and with the course facilitators. The existence of a collaborative environment, 
a course facilitator and open assessment differentiates among two types of MOOCS:  
 
▪ Self-paced courses (asynchronous) are courses in which the material can be accessed anytime. 

The assessment method may be through multiple choice questions, drag and drop menus etc. and 
the certificate can be acquired at any time.  

▪ Instructor-paced courses (synchronous) have a definite starting and ending date and are 
facilitated by an instructor who take the audience through all lessons in a linear way. The 
assessment methods can be a combination of multiple choice questions and open parts (essays) 
which are evaluated by the instructor at the end of the term. All materials remain online accessible 
also after the end of the course, however receiving a certificate is no longer possible since the 
instructor cannot evaluate open assignments. The collaborative environment is also active only 
during the course duration. After the termination enrolled users can view all discussion boards but 
no longer contribute to the content.    

 
According to the pedagogical model employed, MOOCs can also be divided into two further categories 
first defined by Stephen Downes6: 
 
▪ cMOOCs: The “c” in this term refers to the connectivist pedagogy based on the practice of having 

open and collaborative materials that enable learners to shape the content by opening discussions 
and working on joint projects. The collaborative aspect means that such courses are not self-paced 
and have a start and end date. The four major sorts of activities that can have a benefit for learners 
are defined by Downes as: aggregating information (rather than predefining it), remixing, re-
purposing, and feeding-forward (or making it relevant for future use). Ravenscroft7 argues that 
connectivist MOOCs can better support collaborative dialogue and knowledge building.  

▪ xMOOCs: or expert-led MOOCs follow the traditional pedagogy of having a fixed syllabus and 
materials predefined by an expert who is the course instructor. The interaction between the course 
participants is limited to technical questions and discussion forums for the participants to 

                                                           
5 E-Learning and the Changing Face of Corporate Training and Development Max Zornada, 2005. P. 6 
6 'Connectivism' and Connective Knowledge", 2011 
7 Dialogue and Connectivism: A New Approach to Understanding and Promoting Dialogue-Rich Networked Learning 

International Review of Research, 2011 
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collaborate may not exist. Prpić at al.8 argue that xMOOC are courses that employ elements of an 
MOOC but in effect are branded in IT platforms that offer content distribution. 

 
Both forms of MOOCs, but especially the cMOOCs are a modern phenomenon of the early 2000s, with 
the OpenCourseWare (OCW) movement first started by the University of Tübingen in Germany 
(Tübingen Multimedia Server), followed by the Carnegie Mellon University (Open Learning Initiative), 
Massachusetts Institute of Technology (MIT OpenCourseWare), Harvard university (HarvardX) and 
other Ivy League universities. Though the MOOCs phenomenon started in the academic field many 
international organisations and initiatives are now embracing it on issues or global importance. One 
example of this is the SDG Academy which, among others, offers CPPB related courses.  
Many no-profit and for-profit consortia or universities, foundations or corporates have built extensive 
platforms offering MOOCs on a broad spectrum of fields. The most worth mentioning and rich on CPPB 
related course include edX and Coursera. A longer list of MOOC platforms with links can be found in 
Annex 1. MOOC-LIST on the other hand is portal that lists courses from a big variety of providers and 
enable fast searching and filtering options.  
 

5.2.8. Webinars 
Webinars stand for a combination of the terms “Web” and “Seminar”. In other words, they are 
traditional seminars broadcasted live on the web seeking to reach massive audiences. Webinars might 
mean that the seminar is held in front of a physical audience and also broadcasted online to a broader 
audience which can participate by typing questions online, or it can be held from a referent to a fully 
online audience thus creating the so-called virtual classroom. Contrary to Webinars are Webcasts 
which involve streaming the educational session online however without giving opportunity to the 
viewers to be engaged by asking questions or making suggestions that are integrated in the 
conversation. Technological tools enabling webinars are so-called videoconferencing tools such as 
AdobeConnect, Cisco Webex etc. Such tools allow the referent to share slides or the screen, stream a 
video stored in the computer or online (YouTube videos), talk to the audience and simultaneously type 
in a chat, conduct surveys and polls etc. A list of the highest rated videoconference tools can be found 
online at the software platform Capterra9 
 

5.2.9. (Informal) Web-based learning 
With the evolution of the Internet and the development of Web 2.0 as a virtual space where users no 
longer just receive and digest information (Web 1.0) but instead are producing as much as consuming 
it, several platforms and functionalities with relevance to learning and training have emerged. Benefits 
of using Information and Communication Technology (ICT) in the CPPB context have been pointed out 
by several initiatives such as the ICT4Peace Foundation or the PeaceTechLab. While a typology of ICT 
for peace approaches may extend as well to many aspects of conducting CPPB operations in the field, 
many of these aspects are also relevant to training. ICT or web-based tools may include knowledge 
platforms, blogs, wikis, social media channels, virtual games and simulations etc. These tools and 
approaches have gained attention from research not only on specific to peace training but also for 
training on other fields such as medicine. Much of the research observes their benefits to training while 
also pointing out challenges. Since one of the main aims of PeaceTraining.eu is to enhance CPPB 
training through ICT-based approaches, the next sections present the some of the ICT approaches most 
relevant to peace training and look deeper into the potentials and challenges. 
 

5.2.10. Transmedia Collaborative Learning (TLC) 
Transmedia Collaborative Learning (TLC) is a new eLearning concept referring learning which involves 
collaboration and utilisation of a range of available social and multi-media platforms. 10 The 
combination of collaborative and transmedia refers to learning and training models in which learners 

                                                           
8 "MOOCs and crowdsourcing: Massive courses and massive resources", 2015 
9 https://www.capterra.com  
10 NATO e-Learning Concept, 2014, p. 8-9 

http://timms.uni-tuebingen.de/
http://oli.cmu.edu/get-to-know-oli/learn-more-about-oli/
https://ocw.mit.edu/index.htm
https://harvardx.harvard.edu/
https://courses.sdgacademy.org/
https://www.mooc-list.com/
http://ict4peace.org/
https://peaceinnovation.stanford.edu/
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collaborate in the creation of knowledge and content or interact in problem solving or task 
implementation, engaging with (transmedia) multiple social and multimedia technologies and 
platforms including (for example) chat rooms, discussion forums, webinars or webcasts, wiki and more.  

5.2.11. Virtual worlds  
Virtual worlds are one of the exiting ‘new frontiers’ in eLearning and immersive training. 11 They cover 
a range of technologies from the creation of online ‘model’ worlds and contexts in which participants 
can ‘engage’ using immersive technologies or avatars used as graphical representations of people. New 
developments are also seeing increased integration of virtual worlds with traditional eLearning 
approaches where learners can move back and forth between the two, “jumping” into virtual worlds 
and then out again to test skills and capabilities and then acquire further knowledge and understanding 
to contribute to improved performance capabilities. The potential or virtual worlds to enable learners 
to ‘experience’ situations they will face in the field and exercise, test and develop skills is significant. It 
can also improve learner’s capabilities to interact across stakeholder groups and improve core 
‘employability’ or CPPB-assets. Another potential application is the use of virtual worlds to facilitate 
communities of practice – a key professional learning and competency development approach in the 
field – when practitioner learners are separated across distances.  
 

5.2.12. Field simulations based on cloud resource planning (CRP) systems  
This links with the range of concepts explored above from immersive learning, serious gaming and 
virtual worlds to performance-oriented design, organisational, sectoral or field-level knowledge 
management systems and learning and learning content management systems. Here, the specificity of 
cloud resource planning systems is that information relevant to mission / CPPB performance is 
collected, stored, managed, interpreted / made sense of on a dedicated / shared cloud-based 
information management system to improve mission-performance and identify ‘real world’ / field-
based needs, performance contexts and ‘problems’ that need to be addressed.12 Date gathered from 
this can then be fed into the development of eLearning (and off-line) training and modules, gaming 
and virtual world simulations.  
 

5.2.13. Serious Games 
Serous games are designed to engage students with ‘real world’ situations and experiences using 
game-play to educate and develop understanding and capabilities. Examples of current, already 
existing serious games in the CPPB field are detailed further on in this report. They allow preparation 
for in-the-field CPPB experiences and development of performance capabilities with opportunities to 
retry, re-learn, advance, adapt and improve, and text current-level understanding, knowledge and 
capabilities while facilitating learning evolution. One value of serious games is they can be replicated 
and engaged with ‘on demand’ both prior to and during field deployment – and can be used to make 
real world situations available to a wider-range of learners including both current and future 
practitioners and professionals in the field.  

5.3. eLearning Concepts and Considerations relevant to CPPB 
The previous section provided a brief overview of some of the key eLearning concepts more widely 
discussed and known in both the education and eLearning fields. In this section we go further into 
exploring key eLearning concepts specifically relevant for current and future developments in CPPB 
training. Three levels or dimensions of eLearning concepts relevant to the CPPB training field are 
addressed related to: practitioner learners; organizational-field performance, knowledge management 
and learning; and learning technologies and approaches. These are concepts in many cases widely 
engaged with and known by experts in ICT and eLearning, but which may be less familiar or engaged 
with in the CPPB training field. The purpose of this section is to begin identifying some of the key 
elements / nodes in the ecosystem of concepts and approaches to eLearning that can feed into next 
generation thinking and evolution of ICT and eLearning support for CPPB training, both by training 

                                                           
11 NATO e-Learning Concept, 2014, p. 11 
12 Improving Concepts of E-Learning by Using ERP Systems for an Interactive Knowledge Diffusion, 2017, p. 200.  
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providers and trainers and deployment agencies – to improve the quality of training, capacity 
development and professional support available to their staff. The specific concepts listed have been 
selected for their centrality to the field and relevance to providing improved CPPB training 
methodologies and approaches. Taken together they form a ‘landscape’ for thinking through an 
improved approach to CPPB training which can better equip participants with capabilities and 
competencies needed for improved field performance. Their value can be if they assist trainers and 
designers of online platforms and learning technologies to think through key dimensions and 
approaches which can improve CPPB training and eLearning provision.  
 

5.3.1. Student-Centric Learning 
Student-centric learning is a concept more and more widely embraced in both on- and off-line 
education and training. The flexibility and adaptability of tools and new possibilities available with 
advancements in eLearning increases our capacity to develop robust bespoke learning. In student-
centric learning the learner is able to significantly influence the content, activities, materials and 
approach to learning and capacity development, and the pacing of their approach. This enables the 
learner to take a more active role in transforming learning into a “process of discovery and knowledge 
construction” more than “merely a transfer of knowledge from instructor (or electronic medium) to 
student.”13 With advances in e-technologies and learning functions this enables providers to develop 
increasingly customised and tailor-made learning experiences suited to the specific needs and context 
of individual learners while better enabling them to achieve performance competencies needed for 
the field, and at lower costs. 
 

5.3.2. Levels of Interactivity 
When designing eLearning platforms and modules / trainings, training designers need to think through 
the levels of interactivity needed to achieve performance competence and learning. The following 
table is adapted and developed from the NATO e-Learning Concept which initially identified levels 1 – 
4, with level 5 added by PeaceTraining.eu: 
 

Table 2 Level of Interactivity 

# Level  Description 

1  Passive Learner participants act solely as receivers of information. 

2 Limited 
Participation 

Learner participants engage in simple responses to instructional cues and 
interact with learning resources and materials not only as ‘receivers’ but in 
responding to or summarising knowledge gained or providing narrative or 
multiple-choice responses.  

3 Complex 
Participation 

Learner participants engage in increasingly complex response and interaction 
with learning materials and instructional guidance and cues. Learning 
becomes increasingly interactive with the learner no longer only ‘receiving’ 
but also interacting, creating and contributing to knowledge internalisation 
and development.  

4 Real-time 
Participation 

The learner participant is directly involved in immersive or life-like sets of 
complex clues, responses and learning-doing environments. This may include 
simulations, problem-solving and more.  

5 Collaborative 
Participation  

Varying degrees of collaborative participation may be involved in Levels 1 – 4 
above. This level has been added by PeaceTraining.eu as key for learning 
designers and platform creators to consider. Collaborative participation refers 
to joint response and interactive problem solving, learning and participation 
by multiple learners working / interacting with each other in responding to 
learning clues and processes.  

 

                                                           
13 NATO e-Learning Concept, 2014, p. 11 
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5.3.3. Customised Learning Profiles 
Customised learning profiles enable learners to introduce their preferences in what type of learning 
works best for them. This can involve selecting from available learning mediums with learners 
identifying which approaches and systems work best for them, as well as enabling learners to ‘rate’ 
different methods, instruments and content. Learning profiles can also be customised for learners by 
intelligent computers / learning systems able to identify patters and draw upon previously provided 
information to better differentiate and customise each individual learner’s experience.  
 

5.3.4. Differentiated Instruction 
Differentiated instruction is an approach to learning and training stemming from the understanding 
that people have multiple approaches to learning competencies and skills development.  ICT enables 
a high degree of customisation of learning platforms and processes to serve different learning needs 
and approaches to learning.14 The point is: this can be built into the system and doesn’t require 
additional effort – after initial design – to improve provision of customised training to each participant. 
This includes the ability to select and customise levels of interactivity, modalities for delivery of 
content, timing of learning and more. Kathleen Scalise in the International Journal of Learning 
Technology identified 5 ‘Types’ of Differentiation including differentiation of: content, process, 
product, affect and learning environment. 15 Differentiation – selecting what learners should receive or 
how their learning experience should be crafted – can be16: 
 

• Diffuse: with learners receiving the same content but having multiple opportunities and 
different approaches for ‘making sense’ of the materials provided; 

• Self-Directed: with learners themselves choosing preferred content and methods of learning; 

• Computer or model-based differentiation: in which the learning system itself differentiates 
the learning path based upon information received and learning (being able to adapt based 
upon information) from the patterns and needs of the individual learner 

 
The need for differentiation has been recognised in both traditional learning, training and eLearning. 
With the evolution of artificial intelligence and SMART technologies, opportunities for improving 
customisation through differentiation are becoming more and more realistic and achievable. In this 
way, eLearning can provide improved opportunities for assisting learners to achieve necessary 
competencies and performance capabilities for the field by intelligently learning and knowing their 
needs and ‘best approaches’ to learning. 

5.3.5. Work Place Learning 
The concept of work-place learning has been standard for years in the business sector but is still 
relatively new to CPPB, where the traditional concept is that staff either are hired with the existing 
competencies needed or that 1) they are sent to training to develop competencies or 2) training is 
arranged on site for competency development. In work-place learning, learning and the acquisition of 
skills and competencies takes place in / at the work place – often integrated into or parallel to the 
learners’ job performance. This can include both on-line and on-site components. Work-place learning 
emphasises aligning individual and organisational learning needs, and the “connection between 
learning and work performance.”17 eLearning can be an integral component of work-place learning. At 
the moment, however, there is very little customisation of CPPB eLearning for specific, actual work 
contexts. While the UN and others have developed a range of online courses or ‘learning modules’ for 
basic level knowledge development on some aspects related to ‘in the field work’, very little has been 
done by most organisations, agencies or missions to provide customised eLearning platforms and 
opportunities to develop or improve staffs’ knowledge, capabilities and skills. This represents a frontier 

                                                           
14 Kathleen Scalise, Differentiated e-learning: five approaches through instructional technology, 2007. p. 1 
15 Kathleen Scalise, Differentiated e-learning: five approaches through instructional technology, 2007. p. 4-5 
16 See Kathleen Scalise, Differentiated e-learning: five approaches through instructional technology, 2007 for very useful and 

more developed discussion of different approaches to differentiation 
17 A Performance-Oriented Approach to E-Learning in the Workplace, 2010. P. 167 
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that should be more actively engaged with to ensure staff are able to gain the precise CPPB skills, 
attitudes and knowledge they need to improve job and organisational performance in the field, and to 
contribute to peacebuilding and prevention impact. 
 

5.3.6. Activity Theory / Activity System 
Activity theory directs focus not towards individual learners but to the ‘activity system’ in which 
individual learners operate. An ‘activity system’ is made up of a group or constellation of actors or 
‘stakeholders’ of any size “pursuing a specific goal in a purposeful way”.18  An example would be of 
agencies engaged in peacebuilding in a specific conflict context, or staff in an organisation or mission 
engaged in specific CPPB activities or working towards a precise specific objective or impact goal. It 
could also refer to the constellation of actors / stakeholders involved in a specific ‘sector’ in a conflict 
context – e.g. working in DDR and Security Sector Reform. Activity Theory and Activity Systems as 
concepts in eLearning draw attention towards the competencies and performance capabilities needed 
at the level of the system – constellation of actors – and the roles, responsibilities and functions they 
have to achieve CPPB goals. In this way, eLearning courses and approaches might be developed which 
would (for example): engage staff from different agencies in the same learning platform to improve 
shared knowledge, understanding and inter-agency performance and collaboration; involve staff from 
the same agency/organisation in joint eLearning approaches or courses to improve overall staff/team 
capability to achieve targets (KPIs) in a certain activity. These are only some of the ways these concepts 
can relate to CPPB eLearning. The concept of an activity system is particularly relevant to the identified 
need to improve core CPPB skills and capabilities at a ‘system’ or ‘field’ level across institutions, 
agencies and stakeholders, and not only for ‘individual’ participants.  
 

5.3.7. Competency-Based Learning 
Competency-based learning is another concept central both to traditional learning approaches and the 
evolving field of eLearning. In competency-based learning is driven by the need to develop specific 
competencies needed by the learner to be able to perform effectively within a given role or 
environment.19 In CPPB this would relate to the development – at different levels of specialisation and 
performance capability – of competencies needed for the effective doing of prevention and 
peacebuilding.  
 

5.3.8. “Employability” or CPPB-Assets 
Mayes and de Freitas, in their Review of e-learning theories, frameworks and models define 
employability assets as “generic outcomes / competencies – not dependent on declarative knowledge 
– and include analytical and flexible learning capabilities, but also emphasise qualities that are much 
harder to specify as part of a curriculum: confidence, self-discipline, communication, ability to 
collaborate, reflexivity, questioning attitudes. These outcomes start to suggest a crucial role for the 
community of practice approach, and turn our attention to learning environments that provide 
maximum opportunity for communication and collaboration, such as networked learning 
environments.”20 While again more commonly engaged with in the business field, in CPPB the concept 
of ‘employability assets’ – or more specifically ‘CPPB-assets’ – is relevant as well. Evolving utilisation of 
communities of practice and increasing recognition of the breadth of adaptive and flexible capabilities 
and ‘character skills’ needed for CPPB indicate the importance of first identifying and secondly 
considering what would be key CPPB- assets when designing eLearning courses and approaches and 
identifying competencies needed for the field.  
 

                                                           
18 Review of e-learning theories, frameworks and models Mayes, T. and de Freitas, S., Published version deposited in CURVE 
September 2013, p. 17 
19 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 177 
20 Review of e-learning theories, frameworks and models, Mayes, T. and de Freitas, S., Published version deposited in CURVE 

September 2013 
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5.3.9. 360-degree Feedback 
360-degree feedback is a concept used in both business and sports. It has been taken up in eLearning 
for businesses and is relevant to CPPB as well. In 360-degree feedback personnel’s performance can 
be evaluated and assessed by: the individual her or himself, line managers/supervisors, subordinates, 
peers and other identified relevant stakeholders.21 This can be in addition to standardised evaluation 
and testing methodologies – from on-the-job performance and achievement of KPIs, tasks and 
responsibilities to testing, performance on simulations and more. Course designers are also looking at 
how to integrate 360-degree feedback into online learning platforms (enabling learners, peer-learners, 
coaches, trainers, and testing systems to provide scheduled and live/real-time feed-back) and to 
incorporate on-site (offline) feed-back into design of customised learning profiles.  
 

5.3.10. Immersive Training 
“Immersive training uses a computer-based simulated environment to replicate a real-life or 
hypothetical situation in a graphically rich and dynamic setting. Students are immersed and involved 
in the training and learning process through interactive simulations and game-based applications. 
Immersive training supports one student or multiple small teams working together to solve a problem, 
rehearse techniques or enhance their skills. Through the use of enabling objectives and scripting, 
student actions and responses can be monitored and tested to ensure the objectives have been met. 
It can be web-based utilising distributed training or downloaded to standalone computers or mobile 
devices.” 22 Immersive training represents one of the critical and exciting new frontiers for CPPB 
training. “Serious Games”, examples of which are explored later in the report, and “virtual worlds” are 
two of the most comment current examples of immersive training. They can be used to exercise, 
develop and test capabilities and skills engaging with ‘real life’ scenarios and interactive, immersive 
simulations. Immersive technologies can include23: 

Table 3 Immersive Training 

Vision Auditory Tactile Olfaction 

▪ 3D display 
▪ Holography 
▪ Head-mounted 

display 
▪ Fulldome 

▪ 3D audio effect 
▪ Surround sound 
▪ immersive audio 

▪ Haptic technology ▪ Machine olfaction 

 
These technologies enable interaction and communication with the virtual environment through 
Gesture recognition, Brain–computer interface, Speech recognition, Omnidirectional treadmill. 
Critically, while many trainers and practitioners in CPPB may consider this far beyond what is ‘feasible’, 
possible or realistic in CPPB training, pioneering early initiatives are already being made, while rapid 
development of technologies and application of immersive training in sports sciences, military training, 
space training and business education open for the potential for cross-fertilisation and adaptation and 
integration of technologies for the CPPB field. Importantly, immersive technologies can facilitate a 
significant advance in application of simulations and training learners to real-world situations and 
scenarios, helping to rapidly improve capabilities as well as ‘test’ emotional and psychological 
responses to challenging situations and contexts in safer environments. This can also improve 
resilience when later deployed in the field. The potential for development of immersive training in 
CPPB should be one of the key frontiers for the field over the coming years.  

5.3.11. Performance-Oriented Design / Approach 
A performance-oriented design or approach refers to aligning the individual’s eLearning experience 
(and results) with organizational performance and learning needs, connecting learning and work 

                                                           
21 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 171 
22 NATO e-Learning Concept, 2014, p. 11 
23 For a concise and valuable overview see https://en.wikipedia.org/wiki/Immersive_technology  

 

https://en.wikipedia.org/wiki/3D_display
https://en.wikipedia.org/wiki/Holography
https://en.wikipedia.org/wiki/Head-mounted_display
https://en.wikipedia.org/wiki/Head-mounted_display
https://en.wikipedia.org/wiki/Fulldome
https://en.wikipedia.org/wiki/3D_audio_effect
https://en.wikipedia.org/wiki/Surround_sound
https://en.wikipedia.org/wiki/High-resolution_audio
https://en.wikipedia.org/wiki/Haptic_technology
https://en.wikipedia.org/wiki/Machine_olfaction
https://en.wikipedia.org/wiki/Gesture_recognition
https://en.wikipedia.org/wiki/Brain%E2%80%93computer_interface
https://en.wikipedia.org/wiki/Speech_recognition
https://en.wikipedia.org/wiki/Omnidirectional_treadmill
https://en.wikipedia.org/wiki/Immersive_technology
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performance, and connecting organizational and work performance with measurable impact objectives 
for contributing to and achieving change in the conflict context. 24 This concept is relevant and 
connected to those of work-placed learning, activity systems and competency-based learning 
identified above, linking them directly to the need to achieve performance targets (impact) in actual 
CPPB in the conflict context.  While this may seem self-evident or obvious, much of the CPPB field 
suffers from a lack of rigorous analysis and understanding of what competencies and performance 
capabilities/levels are needed to improve operational, programmatic and strategic impact in the field. 
Many actors are still dealing with generic levels of concepts or understandings. For example: if we 
know ‘gender’ is important we send staff to a gender-training, without: i. identifying what skills, 
capabilities, attitudes and knowledge are needed specifically a. for that staff member b. in that exact 
context; or ii. identifying what exact goals and performance targets staff should apply those skills to 
when they are then again in the field. This reflects a general challenge in the field today. Increased 
engagement with performance-oriented design / approach in both on- and off-line training will require 
also increased, rigorous engagement with identification, mapping and understanding of the skills and 
capabilities needed for specific roles, tasks, missions and achieving impact in the field in CPPB.  
 

5.3.12. Organizational (or sectoral or field) Learning & Knowledge Management 
“Organizational theory implies that learning occurs and should be addressed beyond the individual 
level. Its pedagogical focus is on organizational systems, structures, and policies, along with 
institutional forms of memory to link individual and organizational learning.” 25 Organizational learning 
and knowledge management in the context of e-concepts and CPPB training addresses the need for 
course and learning platform designers to focus also on organizational systems, structures, policies 
and institutional forms of learning and memory. 26 Much current CPPB training focuses on individual-
level skills and competency development – while at the same time the field as a whole experiences 
relatively high levels of turnover and movement of staff between organisations and positions. A focus 
on organizational learning and knowledge management would add a dimension of engaging with how 
organizations and institutions learn, and the potential – as yet still rarely explored – opportunity of 
seeing how to better link internal and inter-organizational knowledge management with training and 
professional development.27 Going a step further, in the CPPB field the concept would also be relevant 
to apply at the level of sectors (e.g. early warning, crisis management, gender and peacebuilding, DDR, 
etc) and the field as a whole, including across all sectors and agencies involved.  As noted in A 
Performance-Oriented Approach to E-Learning in the Workplace: “Recent research has motivated the 
integration of knowledge management with e-learning for organizational development (Wang & Yang, 
2009). How knowledge management and e-learning apply to and affect organizations is a complicated, 
yet important question that requires a variety of conceptual, methodological, and technical 
approaches.” 28 It is also an important frontier for improving both individual and organisational 
performance as well as sectoral and whole-of-CPPB-field performance, requiring careful examination 
and exploration of how to better engage with it through CPPB training and eLearning approaches.  
 

5.3.13. Shareable Content Object Reference Model (SCORM) 
This refers to courses or course components developed according to agreed/standardised 
specifications to enable course content and materials to be shared across trainings and providers. Once 

                                                           
24 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 171 
25 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 168 
26 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 168 
27 Knowledge management here refers to the “approaches and practices used by organizations to identify, create, represent 
and distribute knowledge for reuse, awareness, and learning.” Nonaka, Ikujiro, and Hirotaka Takeuchi. 1995. The Knowledge-
Creating Company: How Japanese Companies Create the Dynamics of Innovation. Oxford University Press.  
28 A Performance-Oriented Approach to E-Learning in the Workplace Minhong Wang, Weijia Ran, Jian Liao and Stephen J.H. 
Yang, Educational Technology & Society, 2010. P. 168 

 



 The Peace Training Handbook 

© 2016 PeaceTraining.eu  |  Horizon 2020 – BES-13-2015  |  700583 

73 

SCORM-specifications are adopted and adhered to, there can be interchange of lessons, learning 
materials and curricula content across providers. As explored in the NATO e-Learning Concept: “New 
courses can be developed using new material as well as SCOs [Sharable Content Objects] developed 
by other institutions and can be combined to form a new course entirely restructured and packaged 
to appear as a single course. The ability of disparate knowledge objects to work together in 
unanticipated ways creates opportunities to design unique courseware that can be customised to 
specific learning needs. SCORM supports various levels of complexity from simple text-based pages to 
rich interactive media content.” 29 This could open for the CPPB training field a situation in which 
learning materials and resources could be shared across providers and courses with high-quality 
materials developed which can be adapted, customised, integrated and re-configured for need and 
context.  
 

5.3.14. Systems Approach to Training (SAT) 
Standard within much of the corporate approach to eLearning, SAT 
provides an integrated approach to instructional strategies and 
learning technologies intended to aid in the transfer of learning – 
of knowledge, skills and attitudes – to implementation and 
performance in the real world. The mode includes 5 ‘phases’: 
Analysis, Design, Development, Implementation and Evaluation 
(ADDIE). The phases are intended to bring about continual 
evaluation and feed-back to ensure the suitability of eLearning for 
the field, and integration of the needs of the field into eLearning. 

30 
 
  

                                                           
29 NATO e-Learning Concept, 2014, p. 16 
30 NATO e-Learning Concept, 2014, p. 11 

Figure 7 Systems Approach to 
Training 
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5.4. State-of-Art e-Approaches in the CPPB field 
This section looks deeper into the CPPB training field and related areas and describes how the tools 
and concepts in the previous chapters are being implemented. In doing so it seeks to create a typology 
of existing e-approaches in CPPB training classified by their audience.    
 

Online courses for practitioners/mission staff 

These include eLearning options for practitioners applied by the organisations deploying them. The 
trainings are mainly offered in CPPB-related areas (e.g. Security Awareness in the Field). Some of these 
courses are delivered completely online while other approaches use an LMS as a blended method to 
support physical training. 
 
European Security and Defence College (ESDC) e-learning (IDL/ILIAS): ILIAS is the eLearning system 
used by the European Security and Defence College. The ILIAS acts as a classical LMS enabling users to 
access materials and interact with fellow course participants online prior to and after completion of 
the course, as a supplement to physical training. It represents a form of blended-learning combining 
both online and on-site learning. Registering a profile on the platform is open to everyone. As a 
registered user one can see the list of members that are currently online, access basic information and 
weblinks on CSDP missions and policy frameworks. Yet to fully register for courses, access course 
materials and discussion boards users need the password provided from the course organizer as 
participation is fixed by nominations from all national nominators. The eLearning functionalities of 
ILIAS are thus only open CSDP mission staff and not to a general public. 
 
European External Action Service – Security E-learning: The EEAs has a dedicated online module which 
provides three online courses: BASE (Basic Awareness in in Security – offered for staff and family 
members), SAFE (Security Awareness in Fragile Environment) and eHEST on high risk areas. 
Registration with an EU or EEAS account provides users automatic access while external email accounts 
require validation in order to acquire access to the materials. The courses are supported by Moodle, 
as a classic LMS and also include the option of online certification upon completion. All the training is 
completed online so these courses represent a classical fully-online course.  
 
United Nations Department for Safety and Security: similar to the EEAS, the UN Department of Safety 
& Security offers fully online courses on Security Awareness, Security in the Field and Information 
Security. The courses are mandatory for staff members using ICT (information security courses) or for 
field missions staff (Security in the Field). The modules are also developed by an LMS software including 
computer-based assessment and certification upon completion.  
  
United Nations System Staff College: The UN System Staff College, an institution dedicated specifically 
to training UN Staff also runs a platform with fully online learning modules in many areas including 
Safety & Security and Sustaining Peace. The online modules are also supported by Moodle (LMS), 
integrate computer-based assessment and enrolment is only open to staff members.  
 

5.5. Self-learning free online courses 
Other courses relevant for field practitioners are offered by organisations involved in the CPPB 
programmes and also training institutions with a free access to the wide public.  
ENTRi eLearning; The Europe’s New Training Initiative for Civilian Crisis Management (ENTRi) offers 
two eLearning courses on Stress Management and Intercultural Competence. The course on Stress 
Management by the Center for International Peace Operations (ZIF) is developed in a website 
structure, enabling fast navigation through the lessons which are based on texts, videos and 
infographics. At the end of the materials a short quiz and a list of downloadable materials are offered. 
The Inter-Cultural Competence course developed by ENTRi, the Centre for European Perspective (CEP) 
and MORE EUROPE uses a more complex tool (Lecturio) which includes more quizzes and a linear 

https://esdc.adlunap.ro/login.php?target=&client_id=esdc&cmd=force_login&lang=en
https://webgate.ec.europa.eu/eeas/security-e-learnings/
https://training.dss.un.org/course
http://portals.unssc.org/
http://www.entriforccm.eu/e-learning.html
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navigation through the lessons. Both courses involve very traditional eLearning technologies and lack 
any sort of collaboration or interaction.   
 
United Nations Office on Drugs and Crime Global eLearning; The Global eLearning of UNODC is a 
programme following its CBT forerunner that offer open courses from a wide spectrum of topics such 
as human trafficking, gender issues, human rights, risk management etc. The courses are built on 
traditional modules such as videos or text files and are open to the public, however without 
assessment and certification options.  
 
United Nations Women Training; Similarly, the Training Centre of the United National Women, the 
UN entity for Gender Equality and Empowerment of Women, runs an eLearning module which offers 
training courses on gender related issues open to public registrations. The courses are offered in three 
categories: as self-paced, scheduled or customized. An additional offering of the online training 
platform are two communities of practice open to the public to join. Some of the training courses can 
be compulsory for UN staff the main objective of the platform is however offering self-learning to the 
wider public.   
 
European Commission and United Nations Development Programme Partnership on Electoral 
Assistance; This is another eLearning module run by the partnership of the EC and UNDP offering fully 
online courses open to the public and with integrated assessment and certification methods.  
 
Organisation for Security and Cooperation in Europe /Office of Democratic Institutions and Human 
Rights; Other online courses on electoral assistance for electoral observers are offered by OSCE/ODIHR 
on a Moodle (LMS) supported system as self-paced traditional learning. The courses are tailored for 
OSCE/ODIHR election observation missions staff; however, their contents are open to any interested 
professional as a self-learning tool. 
 
Geneva Center for the Democratic Control of Armed Forces (DCAF) – International Security Sector 
Advisory Team (ISSAT) E-Learning: The ISSAT team at DCAF has developed several short duration and 
self-paced traditional online courses that seek to enable self-learning for practitioners working on or 
interested in Security Sector Reform (SSR) and closely related topics. Upon completion of the 
assessment part, certificated are obtained. The overall pool of registered users on the module is 
described as a “community of practice” on SSR. 
 
United Nations Office on Drugs and Crime and United Nations Funds International Children’s 
Emergency Fund; UNDOC and UNICEF offer a single self-paced traditional online course on “Justice in 
Matters involving Child Victims”. The course itself is described as an online self-learning tool available 
to any interested professional upon registration.  
 
International Committee of the Red Cross (ICRC); Another single course on “International 
Humanitarian Law” is offered by ICRC as free self-learning tool in a self-paced manner. The overall 
materials are directly accessible online without the requirement to create a log in profile, though 
without any assessment methods or  
 
United Nations Institute for Training and Research (UNITAR); As the main training body of the UN, 
UNITAR cover the whole range of training options from traditional face-to-face training to blended 
forms to fully online courses in self-paced of collaborative and also MOOCs. The reason for grouping it 
under this category is that besides having a strictly practitioner audience many of the trainings are also 
in free self-paced format as self-learning tools (e.g. Conflict Series courses).  
 

  

https://www.unodc.org/elearning/
https://trainingcentre.unwomen.org/
http://elearning.ec-undp-electoralassistance.org/
http://elearning.ec-undp-electoralassistance.org/
http://www.odihrobserver.org/
http://www.odihrobserver.org/
http://issat.dcaf.ch/Learn/E-Learning/Introduction-to-Security-Sector-Reform
http://issat.dcaf.ch/Learn/E-Learning/Introduction-to-Security-Sector-Reform
http://www.unodc.org/justice-child-victims/
http://www.unodc.org/justice-child-victims/
https://www.icrc.org/en/document/basic-rules-and-principles-ihl
http://unitar.org/
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5.6. Payed online courses for practitioners and interest groups 
 
United States Institute for Peace (USIP); offers a series of payed (full-) online collaborative courses 
covering different CPPB aspects. All online courses have predefined timeframes, are usually facilitated 
by more the two instructors and involve other guest experts to whom in can be interacted through a 
forum, web conferencing tools and other interactive modules.  
 
(UN-related) University of Peace (UPEACE): UN mandated UPeace also offers payed courses 
conducted fully online in a virtual interactive classroom. The courses have a six or nine-week duration 
and can be taken either as part of the UPeace academic programmes or by practitioners. Indeed, many 
of the courses are strictly dedicated to practitioners such as “Human Rights for Peacekeepers”.  
 
Peace Operations Training Institute (POTI); Courses for UN peacekeepers offered by POTI can also be 
taken in a traditional online format which includes purchase of the textbooks and video materials. 
Besides English, the courses are also available in Spanish, French, Arabic and Portuguese. They do not 
involve any assessment or certification option and can be best described as CBT.  
 
Tech Change: is a social enterprise that offers online training on the implementation and efficient use 
of technology on issues and activities such as public health, emergency response, monitoring and 
evaluation etc. Some of its courses are available for free in a self-paced format. Others such as the 
“Technology for Conflict Management and Peacebuilding” have fixed starting and ending dates 
(instructor-paced) and offer several interactive and collaboration modules. Besides the fixed syllabus 
it features live interactive expert presentations with practitioners and other stakeholders. The 
trephining methodology also includes many practices such as simulations and projects that can be 
described as novelty in the field.  
 

5.7. ICT tools related to training and learning 
Besides the classical formal online training and learning approaches in CPPB described so far, this 
section looks deeper into ICT tools existent in the CPPB context that have a relation to the development 
of knowledge and improved field understanding, and which can be utilized in conjunction with training. 
These tools involve information on the specific conflict-torn areas, lessons identified in the field, and 
resources including analysis, toolkits, handbooks and key publications in the field.   
 

5.7.1. Wikis and Knowledge Hubs 
UN Peacemaker: was developed by the United Nations Department of Political Affairs and is dedicated 
to peacemaking professionals but also to any interested professional. It is described as an online 
mediation support tool that offers a freely accessible and extended database of peace agreements, 
guidance material and information in UN’s mediation support services.  
 
Peace Insight on Conflict; is published by Peace Direct and contains extensive information on 45 
conflict areas by more than 1600 local peacebuilding organizations.  
 
Eldis; is a knowledge hub aggregating knowledge on a myriad of global issues among which peace and 
security. The knowledge is categorized on topics and countries and a blog module is also available. 
 
Global Issues; is a crown-sourced hub relaying news and materials on global issues seeking to provide 
an alternative to mainstream media. 
 
Humanitarian Response; provides information on humanitarian support operations and long directory 
of support materials and toolboxes.  
 

https://www.usip.org/education-training/courses?timing=0
http://upeace.org/
http://www.peaceopstraining.org/
http://www.techchange.org/
http://peacemaker.un.org/
http://www.insightonconflict.org/
http://www.eldis.org/
http://www.globalissues.org/
http://www.humanitarianresponse.info/
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Peace and Collaborative Development Network; involves a large international community of more 
than 37000 members and lists crowd-sources information on events, training, knowledge etc. 
 
Professionals in Humanitarian Assistance and Protection (PHAP); provides online learning sessions, 
knowledge materials, calendars of events and trainings on humanitarian assistance. 
 
Devex; is a massive online community of experts and organisations working on development 
containing organisations’, experts’ and jobs’ directories.  
 

5.7.2. Interactive Maps 
 
Interactive maps with a crowd-sourced features are currently on the rise. One of the pioneering 
providers for this field is the India-based social enterprise Ushahidi. They help field practitioners 
acquire a better understanding of the conflict zones and types while also engaging the community. 
Some examples of such approaches are listed as follows: 
 
Peacebuilding Map in Nigeria: is a crowd-sourced interactive map that provides information to local 
peacebuilders on conflict risks in Nigeria. Categories of entries include insecure situations, human 
rights violations, collective violence, economic pressure etc.  
 
Ghana Conflict Map: is also a crown-sourced map providing information on the conflict areas in Ghana. 
 
Orthodox Peace Fellowship – Interactive Conflict Map: provides recent news updates on conflicts. 
 
KAICIID Peace Map: is a collection of organisations active in interreligious and intercultural dialogue 
and also showing connection among organisations working together.  
 
Build Peace Database: is a collection of peacebuilding projects that use technology or have a 
technological component 
 
Similar maps and initiatives include: Hate Speech Database; Poverty Maps; Map Server; Flood map;  
Cyprus Community Media; Digital Globe 
 

5.7.3. Peace Indexes 
Peace indexes are additional tools that help field practitioners better understand the nature and 
intensity of conflict in the area they are deployed or working on. Some attempt to measure peace and 
conflict aspects and making them available through ICT are the following: 
Global Peace Index; Humanitarian Data Index; Social Cohesion and Reconciliation Index; Social Peace 
Index (Peace & Development Index) 
 

5.7.4. Serious games and simulations 
 
Mission Zhobia: is one of the most recent contributions to this field. It brings the player to an imaginary 
conflict-torn country on a mission to bring peace and develop the rule of law.  
 
Battle4Humanity: is a game developed by Search for Common Ground which seeks to inspire young 
people to become local peacebuilders. The game is designed in three missions, first taking the players 
in a humanisation journey in learning to respect diversity, then to a becoming a peacebuilder, and 
finally in taking transformative action in conflict prevention and resolution in their society.  
 
The Peacemaker: is a simulation of the Israeli-Palestinian conflict, letting the players act as the Prime 
Minister of one of the countries or as a media professional using real news footage.  
 

http://www.pcdnetwork.org/
http://www.phap.org/
http://www.devex.com/
http://www.ushahidi.com/
http://www.p4p-nigerdelta.org/peace-building-map
http://conflictmap.mint.gov.gh/
http://www.incommunion.org/interactive-conflict-map/
http://www.peacemap.kaiciid.org/
http://www.buildpeacedatabase.org/data
http://www.hatebase.org/
http://www.globalmapaid.org/
http://www.mapserver.org/
http://www.floodmap.net/
http://www.cypruscommunitymedia.org/
http://www.digitalglobe.com/
http://www.visionofhumanity.org/
http://www.data.humdata.org/
http://www.scoreforpeace.org/
https://elva.org/
https://elva.org/
https://www.missionzhobia.org/
https://www.battle4humanity.com/
http://www.peacemakergame.com/
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Minecraft: is developed by the Games for Peace and is also related to Israel-Palestine conflict. The 
games consist on joint sessions of playing in a virtual environment.  
 
Peace Park: inspired by Minecraft, this game seeks to implement the practice in the Caucasus setting 
by challenging players to restore peace in a communal park, by understanding visitors’ interests and 
making wise decisions. The game was developed by ELVA, a social enterprise which among others 
produces the Social Peace Index. 
 
Senaryon: is an online simulation tool developed by PlanPolitik that allows players to act as political 
decision-makers and mediators to understand the high complexity and challenges of political 
negotiations.  
 
People Power: is a game on civil resistance simulating a scenario in which the player is the leader of a 
popular movement fighting against tough adversaries who control the police, the army and 
bureaucracy and the media.  
 
PeaceApp Competition: Was a competition launched by the United Nations Alliance of Civilizations 
(UNAOC) and UNDP to promote digital games and gamified apps “as venues for cultural dialogue and 
conflict management”. The winner includes a series of games designs and application primarily for 
peace education but also involving more advanced levels.  
  

https://minecraft.net/
http://peacepark.elva.org/
http://senaryon.com/
http://www.peoplepowergame.com/
https://www.unaoc.org/peaceapp-blog/peaceapp-winners-announced/
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5.8. Web Rosters of Training Courses and Providers 
Another field of e- or ICT-based support for CPPB training has been the rise of web rosters that include 
course calendars and provider directories on CPPB and related fields. These online tools help training 
seekers find courses tailored to their needs and requirements, allow practitioners to share materials 
and experiences and, for some, facilitate communities of practice. While not themselves e-approaches 
or ICT technologies used directly in the delivery or implementation of training, web rosters are tools 
that contribute both to formal and informal web-based learning and are part of the improving 
architecture surrounding the provision of CPPB training in the field.  One of the primary objectives of 
the PeaceTraining.eu web platform is to provide an innovative ICT contribution to the field specifically 
designed to address gaps and needs identified in the WP 3 desk review, survey and interviews with 
practitioners. This section assists that goal by reviewing existing platforms and identifying relevant 
lessons and insights which should be drawn upon in development of the PeaceTraining.eu web 
platform.  Other fields such as humanitarian affairs and development or youth training provide good 
examples and reference points which can be learned from. This section looks deeper into similar 
platforms and illustrates them with screenshots from their main modules. It concludes by drawing 
recommendations on modules and features that might be of consideration for development in Work 
Package 5 – development of the PeaceTraining.eu web platform.  
 

5.8.1. Goalkeeper 
The Goalkeeper platform runs by the European External Action Service, was already presented in 
Deliverable 3.1 Baseline research and stakeholder report on conflict prevention and peace building 
training. The platform is exclusively dedicated to training organizations who provide ESDC courses 
tailored for CSDP missions. Of the four features of the Goalkeeper platform, the Schoolmaster, 
Registrar, Headhunter and Governor presented in Deliverable 3.1, this document looks in depth of the 
Schoolmaster which acts as the information hub on available courses including relevant course details 
(Figure 8). 

 
Figure 8 Goalkeeper Schoolmaster dashboard 

 
Figure 1 shows that the course directory also includes courses and programs not directly related to 
CSDP trainings such as a Master’s Program in International Peacebuilding, Security and Development 
by the National University of Ireland Maynooth. This is because recently training institutes have been 
invited to register courses on the platform, while previously they have been listed by the Member-
States (Wolter, Leiberich 2017). This limited the platform to only a small range of providers known to 
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and with connections with the Member-States. Recently the platform has been enriched, nevertheless 
many major training providers are yet unlisted. 
 
The course directory of the Schoolmaster directory allows advanced searching options including 
searching by: keyword, course venue, course topics, course title, course status (published or 
withdrawn), date from, date to, training institutions, training audience, network and type of course 
(differentiating among: advanced/specialized training; basic training/orientation course; In-mission 
training; pre-deployment training and pre-posting training). 

 
Figure 9 Goalkeeper Advanced Search Options 

Figures 10 and 9 provide an in-depth look into the categories of courses and programs listed in 
Schoolmaster. These include: The network in which the training organization may belong to, the name 
of the provider, or other providers co-organizing the course, the start and end time, application 
deadline, venue, aim, methodology, learning outcomes, the regional focus, type of course, training 
audience, additional specifications, topics, audience, levels, languages, fee, certification, as well as 
contact information and relevant links and attachments.  
 
The same categories are valid for the ESDC courses as for other courses or programs such as the 
recently listed Master study program.  
 

 
Figure 10 Schoolmaster ESDC Course 
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Figure 11 Schoolmaster Master program profile 

 
5.8.2. ENTRi 

A similar but much more specialised information source for training-seekers in the European context 
is the ENTRi website (Europe’s New Training Initiative for Interactive Civilian Crisis Management). As a 
major network of training organizations in the European CPPB training landscape, described more in 
depth in Deliverable 3.1, ENTRi’s website provides information training provided by member 
organisations in its network. Figures 5 and 6 show the course components shown on the ENTRi website 
and the overall view of the course directory.  

 
Figure 12 ENTRi Course Calendar 

The list format used for the training calendar – though not containing many entries – requires users to 
go through the whole list to find the information they are looking for. The categories for the listed 
ENTRi course are the following: Location, Course duration, Target audience, implementing partners 
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(course co-organizers), learning outcomes, application, registration fee (together with what is included 
in the fee, accommodation details etc.). 
 

  
Figure 13 ENTRi Course Description 

 
5.8.3. SALTO-YOUTH 

The Baseline research on the European CPPB Training landscape briefly described also the provided by 
SALTO-YOUTH, a project supported by the European Commission, however not directly related to 
CPPB. Deliverable 3.1 presented this platform as a good example for the development of 
PeaceTraining.eu modules. This section thus provides a loop view to its features. 
 
Figure 14 shows the Search and Browse menus of the European Training Calendar of the SALTO-
YOUTH. The further illustrations show the general course view including categories, although these 
may not fully match in the CPPB training context.  
 
Figure 15 shows the categories of some calendar entries. As it can be seen, beside some main 
categories, other categories of information differ from one entry to the other. This mainly due to the 
different types of trainings entries listed there (e.g. new youth projects that may offer training, 
symposia, workshops, youth events etc.) that have different characteristics. Due to the varying nature 
of the CPPB training courses and programs, setting the option or including additional categories of 
information might also be useful for the Peacetraining.eu platform.  
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Figure 14 SALTO-YOUTH European Training Calendar 

 

   
Figure 15 SALTO-YOUTH Training Description 

 
Through registering on MySALTO, users may directly apply to courses and training advertised on the 
European Training Calendar. A special section on the calendar is dedicated specifically to the list on 
open and past applications (Figure 16).  
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Figure 16 SALTO-YOUTH Training application through the platform 

 
The same functionality is provided for offered trainings (Figure 16). Users may in other words, apply 
for courses and also offers their own through the same login system.  

 
Figure 17 SALTO-YOUTH Offering training opportunity 

 
The Otlas section of the platform provides a vast directory of organisations. The directory can be 
navigated through searching options per: location, activity, predefined keywords and by typing the 
organisation name. A stakeholder map in this context would however seem easier navigable. 
 

 
Figure 18 SALTO-YOUTH Training Description 

 
Through the login functionalities users can also list their organization through the form shown in Figure 
18. 
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Figure 19 SALTO-YOUTH Organization Profile Creation 

 
The last worth-mentioning functionality of the SALTO-YOUTH web-platform is the Toolbox for Training 
directory. This allows user to upload their training materials and search for materials through specific 
filters. 
 

 
Figure 20 SALTO-YOUTH Organization Profile Creation 

 
5.8.4. ReliefWeb 

ReliefWeb is web-based platform primarily dedicated to humanitarian affairs covering all world 
regions. Besides directories of topics, materials, organizations, jobs etc. the platform also provides a 
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space for advertising and searching for training on humanitarian programs. More than 1500 
organizations use the hub for listing their trainings which can be filtered by: Type (Academic 
Degree/Course; Conference/Call for Papers; Lecture/Discussion; Training/Workshop); Training 
Category (e.g. Administration, Procurement, Monitoring & Evaluation etc.); Format (on-site; on-line); 
Cost (Fee-based; Free); Theme (e.g. Agriculture, Climate Change and Environment etc.); Country; 
Region; Organization; Organization Type (Academic/Research Institution; Government; Int. 
Organization; NGO; Other); Language; Registration Date; as well as Start and End Dates. Figure 14 
illustrates this by showing the whole training dashboard. The concept of “training” in this context is 
rather broad by including also webinars, discussions, conferences etc. Besides the humanitarian 
context, many entries in the roster are also strongly related to CPPB as shown in Figure 15. 
 

 
Figure 21 ReliefWeb training dashboard 
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Figure 22 ReliefWeb training dashboard 

 
5.8.5. DEVEX 

As the biggest online hub for professionals working on international development, DEVEX is not 
directly related to CPPB. Some of its modules however might be highly relevant and consultative for 
the development of the PeaceTraining.eu web platform which also strives for a wide community 
outreach. Two similar modules to those of PeaceTraining.eu are the organisations roster and the 
expert map as shown in Figure 16.  

  
Figure 23 DEVEX Organisations Directory and Expert Navigator 
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The organisations directory on DEVEX contains almost 30,000 entries 
and the filtering options are by: Organisation Type, Location, 
Organisation size (number of employees), the recruitment location and 
an option for filtering organisations that are currently hiring. The hiring 
option could be equivalent to offering courses and calls for applications.  
The second module similar to the PeaceTraining.eu expert navigator is 
the “People” directory. This also involves an interactive map which 
shows the number of registered professionals for each country. 
Featured experts (additional paid service) appear in the upper part as an 
image carousel with their name, picture and organisation. Clicking on 
one country opens a directory of the listed experts residing in it. An 
expert profile contains an open part with basic information and a closed 
part that is available only to upgraded recruitment accounts (see Figure 
17).  
 
 
 
 
 
 

5.8.6. Integrated DDR Training Group 
The Integrated Disarmament, Demobilization and Reintegration Training Group (IDDRTG) is another 
course calendar platform run by a consortium of international organisations and training institutes for 
sharing information and training materials based on the United Nation’s DDR standards.  

 
Figure 25 IDDRTG Training Calendar 

 
One of its main modules, IDDRTG trainings, is composed of a course calendar showing the timelines of 
the listed courses and a list sorting from the closest upcoming ones. While the upcoming courses for 

Figure 24 DEVEX 

Expert Profile 
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2018 are already listed and appear on the calendar, other sections on the web like a document 
including a yearly course overview timeline and training materials are no longer up to date. This 
presents a challenge for in need of consideration for the future sustainability of the PeaceTraining.eu 
platform as well. 
 

5.9. ICT & E-Innovations in CPPB Training  
ICT and innovations in e-learning represent a crucial and exciting frontier in CPPB training. Together 
with front of the field ‘on site’ practices they can enable enhanced approaches and approaches of scale 
to improve performance competencies and capabilities for the field. We hope this section of the 
Handbook has helped to provide a thorough overview of methods, concepts and ICT tools that can 
support trainers and training institutions in continuing to develop and improve engagement with ICT 
and e-approaches in CPPB training.  
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UNIT 6: Trainers 

6.1. Introduction to Unit 6: Trainers’ Guide 

As the field of CPPB training develops and improves the role of ‘trainers’ is evolving. In this Unit we 
look at this evolving role and how it is growing to include more than just traditional approaches to 
training. We also look at the Mandate and Responsibilities of Trainers, Training in Teams, and take 
some first steps towards the creation of a CPPB Trainers Competency Model.  
 

6.2. The Role of Trainers in Peace Training 
A number of different roles are undertaken by trainers in conflict prevention and peacebuilding, 
including that of a facilitator, coach, mentor, expert, testimony, peer-learner etc. At the same time, we 
can note that there has been an ‘evolution’ in how we approach training, and what roles we undertake. 
In the 60s and 70s when ‘training’ in CPPB was first becoming established, training was almost always 
done by a single trainer, though at times training would be undertaken by or sometimes two or more 
trainers together. As the field grew, ‘training teams’ became more standard. Parallel to this, there was 
an increase in courses which would have a lead trainer or training coordinator but would invite many 
experts/guest trainers (like many CSDP courses). More recently there’s been increased focus on 
‘inclusive’ training teams – emphasizing ‘gender inclusion’ (more regular) and more recently 
cultural/geographic inclusion – to have trainers from different cultures/regions including from the 
country that participants are being deployed to. Over the last decade, there has also been a gradual 
increase in specialized training institutions such as the ESDC, Folke Bernadotte Academy (FBA), ZIF, 
UNITAR etc. This development has led to a whole ‘support architecture’ to training with researchers, 
pedagogical experts, counsellors and others involved in designing case studies, simulations, and much 
more.  
  

Trainer Role  

When CPPB training was first beginning in the 50s and 60s, training was normally developed by a single 
trainer or sometimes 2 to 3 trainers working in a team. Training ‘methods’ were often top-down and 
lecture based, as many ‘trainers’ themselves came principally from academic backgrounds. Today the 
role of trainers has evolved, diversified and, to a certain extent, professionalized. There are still many 
programmes characterized by ‘top down’ lecture-based presentation and delivery, but at the front of 
the field training methods are increasingly practical, experiential, operational and aimed to improve 
participants competencies for performance in the field. The role of those involved in ‘development’ 
and ‘design’ of training has also expanded. Today rather than just single trainers inputting from their 
experience and approach, entire training support teams exist (amongst larger training organisations), 
while consortia of organisations, universities, training institutions and other stakeholders are 
increasingly collaborating to improve the quality of curricula, approaches and methodologies for CPPB 
training.  
 
The first table in this Unit looks at characteristics of different ‘approaches’ to training. While these can 
be seen as ‘evolutions’, they are not mutually exclusive, and all 7 can be found in the field today. The 
first two (Single Trainer, Training Teams (basic)) have been in evidence since the early years of the 
field. Inclusive Training Teams are more recent. While they have made headway amongst many 
training institutions / training providers – with greater gender inclusion and, gradually, greater 
geographical and cultural inclusion – there is still a long way to go. Some of the larger training 
institutions in the field today include Training Support Teams and Training Departments. Institutions 
such as UNITAR, the International Peace and Development Training Centre (IPDTC), the Folke 
Bernadotte Academy, ZIF and many staff colleges often have substantial teams of staff working on 
development of training methodologies, case studies, and supporting roles for training programmes. 
The last two categories – Mixed Capacity Building Roles, Integrated Professional Development Roles – 
represent the ‘frontier’ of the field today. While we are increasingly seeing the evolution and take-up 
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of ‘coaching’ and ICT in CPPB training, these phenomena are still in their early stages. They represent 
significant and important developments and will continue to strengthen CPPB training in the years 
ahead. The idea of the Integrated Professional Development Roles, where the different ‘roles’ and 
‘functions’ associated with capacity building – for both individuals and institutions – are more 
effectively ‘linked’ and integrated, is still a ‘next frontier’.  

Table 4 Evolutions in ‘Training’ and Capacity Building 

Key Characteristics Examples 

Single Trainer Trainings provided by a single trainer 

Training Teams (basic) Trainings provided by two or more trainers working together 

Multi Trainer / Expert Teams 
Variation on basic training teams involving a lead trainer or 
course facilitator and often a series of invited 
experts/trainers/lecturers 

Inclusive Training Teams 

Training teams specifically developed to ensure either / 
both gender inclusion and geographical/cultural inclusion. 
Includes mixed gender training teams and training teams 
where trainers come from different regions / cultures. 

Training Support Teams and 
Training Departments 

Addition of people working on lessons learned, developing 
case studies, creating training exercises and methodologies, 
coaching, counselling – not only the ‘trainers’. 
Among the functions fulfilled in these departments we can 
count: 

- Course Leader / Programme Coordinator 
- Institutional Capacity Building & Development 

Support 
- ‘Author’/Developer: Handbooks & Training Manuals 

/ Materials/ Online Courses/Online Simulations / 
Games 

- Needs Assessment and Identification of Competency 
Requirements 

- Evaluator / Tester: Performance Competencies 

Mixed Capacity Building Roles 
Moving beyond just ‘trainers’ in training programmes to 
designers of ICT programmes, coaches, and multiple roles 
that can now be identified in capacity building. 

Integrated Professional 
Development Roles 

Here the ‘mixed’ roles would be ‘integrated’ / linked, seeing 
how the different roles each contribute to capacity building 
but doing so in an integrated way. 

 
Many trainings in Europe (and internationally) today are still characterized by ‘top-down’ provision of 
lectures, briefings and presentations. Many would actually question whether this is in fact ‘training’. 
While lectures and presentations may provide essential information and support knowledge 
development, in and of themselves they are insufficient / unable to develop operational skills and 
performance competencies and capabilities for the field. As greater and greater attention is given to 
how to make CPPB trainings actually useful and to support capacity development for professionals in 
the field, trainers are increasingly expanding their approaches (Unit 4), methodologies (Unit 5) and 
skills set. Today, many of the trainers and training providers in the field – together with training 
participants and deployment agencies whose personnel are being trained – expect trainers to have a 
skills and competency set which enables them to assist practitioner participants to develop 
competencies which can actually improve how they work and perform in the field.  To this end, 
approaches to training and capacity building in the field increasingly incorporate a range of roles and 
contributors. The second table in this unit is one of the first attempts in the CPPB field to identify these. 
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Table 5 Towards A Typology of Trainers' Roles 

Trainer Trainer is the traditional ‘role’ associated with those who provide training in CPPB and 
other professional fields. The trainer facilitates and delivers the programme, 
exercises, and modules or sessions which are aimed at developing, strengthening and 
supporting the participants’ competency development (learning process).  

Facilitator Typical for the elicitive approach to training, facilitators create the space and 
processes to enable sharing, participant engagement, reflection, and development of 
attitudes, skills and knowledge which support participants’ capacity development and 
engagement in the field. 

Teacher 
/Lecturer 

The more traditional function which involves a more uni-directional approach to 
capacity building with the emphasis on knowledge delivery and ‘transferring’ to 
participants what they ‘need to know’.  

“Expert” Many programmes invite subject matter experts (SMEs) to share their knowledge and 
experience. These may be representatives of formal institutions, senior personnel, 
diplomats, representatives of other sectors, external trainers, journalists, academics 
or others, who are invited to speak about a specific area of expertise addressed by the 
training.  

Testimonials
/ “Voices 
from the 
Field” 

Increasingly trainings engage conflict stakeholders, leaders, current or past field 
personnel and veterans to share their expertise, experience and insights. This can be 
through invitation to speak and share experiences in specific modules/sessions – in 
person or live – or through recording of ‘testimonials’ that are then used and shared 
in programmes (through written or video formats). Alternatively, or additionally, 
programmes may engage personnel currently deployed through video link / Skype and 
enable their interaction with participants.  

Course 
Leader / 
Programme 
Coordinator 

Training courses, which are implemented over several weeks (either consecutive or at 
set points) will often have a ‘Course Leader’ or ‘Programme Coordinator’. This person 
holds responsibility for the overall ‘management’, facilitation and support for training 
programmes. The Course Leader or Programme Coordinator helps to link modules, 
support participants as they engage in different components of the overall training 
design, planning and implementing, by assisting incoming trainers. 

Mentors Mentors are a relatively under-utilized in capacity building and professional 
development in the CPPB field. The exception can be found in policing, where when 
deploying personnel to the field, sometimes a more senior / experienced officer takes 
on the role of mentor to a junior colleague during the first period/phase of in-country 
engagement. Some NGOs also use mentor systems to help staff and/or partners 
improve capacities in the field. The use of mentors in PATRIR’s support to Syrian 
professionals as a dedicated capacity building component/support following trainings 
is an example of this practice. 

Coach 
(Distance 
and Field-
Based) 

Coaching is somewhat different than mentoring and is becoming increasingly 
recognised as an important role in capacity development – usually applied for more 
advanced or executive level programmes. Whereas mentors will often be deployed 
personnel / practitioners themselves, usually within the same 
institution/sector/mission, coaches are senior practitioners / trainers, usually 
external, who have a dedicated function of providing coaching, feed-back, guidance 
and support – and acting as ‘listening boards’ or facilitating/assisting reflective 
practice – for practitioners and policy makers in the field. Coaches may be in the field 
with personnel or provide coaching online - or a combination of the two. The Swedish 
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model of using coaches for senior leadership to improve gender-understanding and 
competency, and the increasing engagement of experienced trainers in coaching for 
senior practitioners in the field, are examples of this. 

 
Additional to these roles, there are also others involved in the modern field of training delivery and in 
the broader fields of CPPB personal and institutional capacity building. These include: 
 

Table 6 Additional Roles in CPPB Personal and Institutional Capacity Building 

Evaluator / 
Tester: 
Performance 
Competencies 
 
 

As central as this role should be to assessing performance competencies of 
participants / alumni, it is largely unheard of / not existing in many CPPB trainings 
today – where participants take part in programmes and receive certificates but are 
not tested on actual competency. In those programmes were testing is performed 
this is normally limited to written, often multiple-choice tests/exams. The role of 
evaluators / testers in professional development and capacity building, however, is 
essential. Integrated into training, capacity building, mentoring and coaching it can 
enable programmes to better assess actual performance competency of 
participants, whether they are indeed ready / fit for field deployment, and / or see 
how to best provide further training and capacity building support to improve 
competence. It can also assist trainers and training programmes to reflect and learn 
from experiences to better assess which training methods and content do in fact 
contribute to improved performance capability. 

Curricula 
Creation and 
Development 
 

In the early phases of CPPB training, curriculum development for much of the field 
was in the hands of the ‘expert’ or ‘trainers’ providing the programmes – or 
dedicated training institutions / staff colleges. Military and Police were pioneers in 
integrating needs assessments and lessons identified from field deployments with 
evolutions and improvement in training. This is now taking steps further with 
increasing evaluation and lessons identified in CPPB missions from the field, 
gradually filtering into the creation, development and improvement of curricula and 
training. Frontiers of the field like recognise the need to engage not only trainers but 
to work in particular with professionals and practitioners deployed to the field and 
– especially – local stakeholders, communities and institutions. There is a need to 
learn and draw more upon context and cultural-specific knowledge and expertise of 
national and local communities and institutions. Co-development of curricula by key, 
local stakeholders and greater engagement with deployment agencies and 
practitioners in curricula design and creating feedback loops to ensure evaluation 
and learning from past trainings can improve future CPPB training. From the ‘hands 
of the trainer’ to an ecosystem of key stakeholders (from the field), who should be 
involved, the role of curricula design is evolving richly. 

Needs 
Assessment: 
Identification 
of 
Competency 
Requirements 

There is no single ‘role’ or profession today for identifying competency requirements 
of the field – i.e. identifying the competencies that training programmes should be 
created to address. There is a need for the performance requirements of the field 
and lessons from practice to better inform the development and provision of 
training. These mechanisms need to be standing components of training 
development and design, not one-off or short-term funded projects. Identification 
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and assessment of the needs of the field and the competencies trainings should 
develop is critical to improving CPPB training.  

Developer: 
Handbooks & 
Manuals  

Training and capacity building are more than just the job of trainers in a training 
room or field exercise. The creation of handbooks, manuals, guides and training 
materials are also important to development of practitioners’ / personnel’s’ 
competencies and performance capabilities. An important role in development of 
capacity is the authoring of quality handbooks, training manuals and materials.  

Developer: 
Online 
Courses 

Since the early 2000s an increasing array of programmes have been developed for 
online delivery. These may be stand-alone on-line courses, MOOCS, or integrated 
with on-site training. Designers, developers and facilitators or trainers involved in 
on-line courses also have important roles in capacity development.  

Developer: 
Online 
Simulations / 
Games 

An evolving frontier for the CPPB training field is the development of online 
simulations and games for capacity building and performance competency. A wide 
range of training institutions, deployment agencies and trainers are giving greater 
attention to online simulations and gaming as tools in CPPB capacity building. 

Institutional 
Capacity 
Building & 
Development 
Support 

Improving CPPB performance and competency is about much more than just training 
personnel. How institutions, agencies, organisations and missions function is also 
critical to performance in the field. From absence of proper operational procedures, 
lack of good practice, guidelines or mechanisms for proper needs assessments, 
peace and conflict assessments, or design and implementation of programming to 
evaluation and poor capabilities for coordination with other stakeholders, 
institutional gaps and performance challenges significantly hamper potential 
impact, quality, effectiveness and sustainability of CPPB programming and missions. 
The role of institutional capacity building, change management and development 
support is integral to a comprehensive framework and landscape of training, 
capacity building and development of competence for effective CPPB. 

 

6.3. Training in Teams, Training Teams and Training Architecture 
Given the complexity and sensitivity of the tasks and content which need to be ‘held’, delivered and 
addressed in CPPB training, it is rare for one trainer alone to be able to address these needs to a 
satisfactory quality level. This is one of the reasons why training programmes are increasingly delivered 
in teams. Another reason is the recognition within the field of the value and importance of inclusion 
and inclusiveness – in training content, training methodology, and also in the composition of training 
teams. This can include gender inclusiveness, cultural and geographic inclusiveness, sectoral 
inclusiveness, and also age inclusiveness. Increasingly training institutions and deployment agencies 
requesting trainings recognise the value and importance of inclusive training teams in which the 
member trainers bring different skills, competency sets, approaches to training, subject-matter 
expertise, and also experience fields. This is more than purely symbolic. A trainer with expertise in or 
coming from a particular country or conflict area will have different insights than one who doesn’t. 
Trainers of different genders can also bring different lenses and perspectives, while modelling and 
implementing in practice commitment to UNSC 1325 also in the composition of training teams. 
Trainers of different generations may also bring different experiences and approaches to training, and 
again put into practice commitment to UNSC 2250 calling for greater inclusion and participation of 
youth in peace and security. Inclusion of different professional sectors can also help – at least in part 
– to address the need to improve inter-agency and inter-sectoral cooperation and joined-up 
approaches – though much more is needed here, as with each of the fields of inclusion mentioned 
above, in terms of development of improved training curricula and content as well.  The use of training 
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teams is still in its early phase in many CPPB trainings, as limited funding availability restricts its practice 
in some contexts. From the mid 2000s onwards, however, there has been a significant increase in the 
use of teams in trainings. Even when there are multiple experts or trainers, collaborative planning, 
teambuilding and constant feedback between them is rarely practiced.  The most common or 
standardised approach is the use of multiple subject matter experts invited to provide training on 
distinct, individual modules or units in a programme. Only a few training centres have evolved their 
practice to include collaborative design, joint preparation and joint delivery of training by training 
teams. European (and international) peace training practice would gain substantially in quality if there 
were more trainers working in teams for designing, planning, delivering and evaluating training. 
 
Training teams can be formed according to any or a combination of the following ‘logics’: 
 

● PROCESS LOGIC:  Division of team members so that some are responsible with preparatory, 
follow-up and logistical aspects, some with the implementation and delivery of content;   

● DIVERSITY AND INCLUSION LOGIC:  Including in the training teams individuals who reflect and 
represent key expertise or identity groups and mixed training teams including women/men, 
regional/international trainers, different sectors, and representatives of the missions for which 
the participants are trained etc; 

● THEMATIC LOGIC: Division of the team members according to their expertise in the different 
themes and sub-topics included in the curriculum; 

● FUNCTIONAL LOGIC: Division of the team members according to the different training roles or 
functions (facilitator, subject matter expert, coach, mentor, simulations, peer-support etc.); 

● LEVEL OF EXPERIENCE LOGIC: Including in the facilitator team senior and junior trainers, and 
sometimes if possible of former alumni of the same training programme.  

 
Ever since the beginning of the intentional provision of conflict prevention and peacebuilding training, 
the field has experienced an evolution with respect to the different formulae of training and training 
infrastructure provided. An important step in this evolution, as identified above, has been the creation 
in many training centres and staff colleges of Training Units or Departments. This is about building the 
institutional infrastructure within training centres to support effective training and increase capability 
to address the full spectrum of roles involved in training delivery (also outlined in the Curricula Design 
Process in Unit 3) from needs assessment to curricula design and development, improving approaches 
and methodologies, training deliver, assessment, certification and evaluation. A next step – taken in 
some consortium projects and training partnerships – has been to ‘pool’ capacities and improve joint 
identification and assessment of needs, curricula development and design, and improving the field of 
training and training support tools for the entire CPPB training sector. This is the aim of projects such 
as ENTRi, WOSCAP, PeaceTraining.eu and others.  
 

6.4. Trainer Mandate 
Together with the composition and roles involved in training delivery, the mandate of those providing 
training is be central. In the Peace Training Handbook we suggest the mandate of trainers and those 
involved in training and capacity building be viewed in a wider sense – as both an ‘authorisation’ and 
as an ‘ethical and moral responsibility’.  As one interviewee in Peace Training expressed it: 
 
“We owe it to participants to prepare them properly for what they need to do in the field – to be able 
to contribute effectively to peacebuilding and prevention of armed conflict and wars. Our responsibility 
as trainers though goes beyond just our responsibility to the participants in our programmes. Our first 
and foremost responsibility has to be to the communities and people who are affected by and living in 
the midst of conflict. Our responsibility is to make sure we are training people properly – I mean really 
preparing them – to be able to help those who need it most, and to serve those whose lives are actually 
being affected. That’s what it means to be a trainer in the CPPB field. Beyond that, we have a 
responsibility as well both to ourselves – to make sure that we are doing the best we can and doing it 
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in a way that fits with our own morals, ethics and values – and to other trainers in the field. This is a 
constantly evolving and developing field. Whenever one of us does it well we can help to improve and 
develop the field over all. If we do it poorly or irresponsibly, it can also discredit the field. I think it’s 
important for us – as trainers – to reflect more on our mandate and what that means for our own roles, 
not only in training, but in peacebuilding and prevention overall.”  
Peace Training Interview  
 
This quote led the Peace Training consortium to identify 5 dimensions of a trainer’s mandate:  
 

 
 
The mandate to conflict-affected communities is often not explicitly discussed or considered in CPPB 
training mandate but is perhaps the most important of all. It includes the trainer’s responsibility to 
contribute through the training process to peacebuilding and prevention, including reduction of 
violence and healing from the visible and invisible impacts and effects of violence and conflict. The 
ultimate goal of the training – and responsibility – of CPPB trainings and trainers is not only sharing 
information, skills and stressing attitudes or planning for prevention and peacebuilding interventions 
but to actually contribute in a measurable and verifiable manner to improving the actual prevention 
of violence and peacebuilding impact on the ground in conflict affected communities.   
 
The mandate to participants represents the trainer’s responsibility towards those taking part in the 
training programme and includes his/her responsibility towards respecting their identities and needs, 
ensuring participant well-being and safety, and creating supporting conditions that can assist 
participant learning. Importantly, a trainer’s mandate towards participant also includes responsibility 
for ensuring they are properly prepared and have the necessary capacities for performance in the field. 
This may also require trainers to take note and appropriate action if participants give signs of being 
unfit for deployment or show practices (such as harassment or prejudices) which call into question 
their appropriateness and suitability for the field.   
 
The mandate to oneself expresses the trainer’s responsibility to adhere to the highest professional 
standards that one can have as well to respecting one’s own principles, values and culture while 
embarking on the training process. This includes the importance for the trainer also to operate in a 
safe context – or as safe as possible if providing training in the field – and free from any form of identity, 
cultural or gender-based violence and discrimination. Trainers may also find themselves in 
contradicting positions or having contradicting opinions with some of the participants or the 
institutions that they are working for and in those moments clarity as to how one can meet this 
mandate to oneself – as well as a responsibility to ensure ethical and good practice in the field – can 
enable the trainer to act in a responsible, impartial/neutral or multi-partial manner. 

CPPB 
Trainer 

Mandate

To conflict-
affected 

communities

To 
participants 

To oneself
To the 

contracting 
institution

To the CPPB 
training field  
/ community



 The Peace Training Handbook 

© 2016 PeaceTraining.eu  |  Horizon 2020 – BES-13-2015  |  700583 

98 

 
The mandate to the contracting institution is generally included in the trainer’s terms of reference 
and contract. It may include standard performance requirements and the specific expectations 
towards the trainer that should be met in provision of training and training support. It may also at 
times include the trainer’s responsibility to respect confidentiality, to reflect in the programme the 
vision and mission of the contracting institution, and to implement good practice standards of 
engagement, transparency, respect for legal copyrights, and ethical standards to be met to the 
contracting body and course participants. 
 
The mandate to the CPPB training field recognizes that trainers operate in a professional field of 
practice in which their conduct and performance reflects upon others and their field more widely. 
There is, as of yet, no established professional standards for the CPPB training field nor a code of 
conduct or verification for CPPB trainers. CPPB trainers, however, have a responsibility to the field to 
ensure both good ethical practice and conduct and to contribute to upholding responsible, 
professional standards of the field. This includes a responsibility to keep abreast of the field, actively 
learn which methods and approaches may achieve greater impact and performance capability, and 
constantly seek to improve both their own practice and overall quality standards in the CPPB training 
field.  
 

6.5. Trainer Responsibilities 
Trainers take on a range of responsibilities which need to be clearly understood and properly 
implemented. A narrow perception of trainer responsibilities addresses the development, planning for 
and delivery of training. A broader or more comprehensive definition includes the responsibility of the 
trainers to engage vigorously and actively with understanding the competency needs of the field, 
ensuring customisation and tailoring of training approaches and methods to best meet learning and 
competency objectives, and to actively contribute to or support assessment of participants and both 
pre-, during- and post-training evaluation, lessons learned and improvement of training programmes.  
  

 
 
Looking specifically at the responsibilities of the training within the delivery of the training programme, 
the following tasks should be considered. This list is not comprehensive but addresses many key points: 

 Prepare: trainers need to take seriously their responsibility to prepare for training delivery. 
This includes being up-to-date on content and training methods and not just repeating what 
they have done in the past. Proper and responsible preparation is essential for good training 
delivery; 

 Customize: trainers should seek to customise their programme – content and methods – to 
the exact needs, competency and learning objectives and participant profiles. Good 
preparation can support customisation, together with use of Pre-Training Needs Assessments 
(PTNAs) which can be developed and delivered either by the trainer or a training support team; 

 Host: create a safe space and foster trust and mutual respect among participants and training 
team, transforming conflicts that might occur within the group through good CPPB practice; 

 Model: provide example through your practice, how you approach the training and how you 
treat participants, of the values, practices and ethics promoted in CPPB training; 

 Include: ensure the training is inclusive. This refers to trainer’s language, practice, content and 
methods. Show respect for diversity of participants learning needs and approaches while also 
ensuring participants maintain necessary standards and good practice engagement; 
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 Do No Harm: Trainers have a responsibility to ensure that both their own practice and training 
content and methods do not in any way promote or sanction bad or unethical practices in the 
field. Trainers also have a responsibility to ensure that participants are properly prepared, and 
have sufficient skills and capabilities to not ‘do harm’ when they are in mission / deployment. 
If trainers have concerns on this they must act upon them in the appropriate way;  

 Assess: As necessary and appropriate trainers should assess participants in the programme 
and be aware if there are any indications of unethical or discriminatory attitudes, prejudices 
or practices which may affect practice in the field; 

 Empower: trainers have a responsibility to empower participants to value what they are doing 
and to help them take ownership of their performance and engagement; 

 Serve: As above in mandate, trainers have a responsibility to serve the communities and 
people affected by conflict. Their primary responsibility as trainers is to assist in developing 
capabilities amongst stakeholders in the field to achieve actual impact in peacebuilding and 
prevention.  

 
The overall task of the trainer or training team includes ‘holding’ the entire process, the participants 
and solutions, while aligning and respecting actively the context and needs of the broader society.  
 

6.6. Qualification Standards and Competencies for CPPB Trainers 
This section will examine the competencies and qualifications needed for effective peace training and 
which should be held by trainers or training teams.   
 

1. Defining CPPB Trainer ‘competencies’ and ‘qualification profiles’ 
CPPB Trainer competencies refer to the complex of attitudes (the affective domain), skills (the 
psychomotor domain) and knowledge (the cognitive domain) that enable a trainer to fulfil all of her or 
his mandate and responsibilities. This includes, following ZIF’s competency model, personal, 
methodological, social and professional competencies as well as competencies needed specific to the 
different roles undertaken (Jacoby, 2017). The CPPB Trainer Qualification Profile represents the 
summary of one’s competencies, education, training, previous experience and institutional affiliation 
as required for the successful completion of being a conflict prevention and peacebuilding trainer.  
 

2. A look at existing competency profiles in CPPB training  
When deriving the specific competencies as well as the professional profile for being a conflict 
prevention and peacebuilding trainer, our references come from (1) the existing models referring to 
adult educators and trainers and (2) to the conflict prevention and peacebuilding professionals. 
Occupational standards for the adult education training profession are also relevant for trainers in 
CPPB. In spite of increased efforts to analyse and systematize relationships between occupational 
standards – qualification profiles and educational background and certification (including learning 
outcomes) –  differences still exist among European countries and more broadly internationally both 
in the description and implementation of occupational standards. A study conducted by the European 
Center for the Development of Vocational Training (CEDEFOP 2010) notes that there is little evidence 
in most countries of a unified approach to qualifications and competence requirements for trainers. 
The study noted that “Trainers are usually not required to hold a particular training qualification, but 
need to be qualified practitioners or skilled workers and have a certain period of work experience in 
the field (Cedefop, 2010c)”. As a result, trainers “do not usually possess a strong identity as trainers 
and do not benefit from policy initiatives.” Occupational profiles and standards, certification (through 
ToTs) or other formal recognition certificates (such as Europass or Youthpas), and validation of formal 
and non-formal learning through credits and certification are currently the main mechanisms for 
trainer validation in the field. In most cases of formal certification and validation, where these exist, 
trainer qualification includes both training as trainers and at least 100+ hours of training. It should be 
noted, however, that this practice is not formally or widely adopted in the CPPB field.  
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6.6.1. Towards a CPPB Trainer ‘Profile’  
Taking into account trainer competency profiles available from different fields and the mandate, roles 
and responsibilities identified in the previous sections, an overall CPPB Trainer Profile identifying the 
different capacities and competencies required could include: 

 
 

6.6.2. PeaceTraining.eu Trainer Competency Model 
This section provides an overview and description of the competencies needed for effective peace 
training. It identifies the respective competencies and gives examples of indicators of how these 
competencies can be recognised within the training process. The typology of competences developed 
here is a first step towards developing a Trainer Competency Model for CPPB trainers in the field. It is 
not exhaustive and will be updated following further consultation and feed-back from the field.   
The Trainer Competency Model is based on integrating existing trainers’ competences with specific 
competences required for civilian and military peacebuilding personnel. Based on existing models and 
considering practical experiences as practitioners and colleagues in the field, we propose the following 
PeaceTraining.eu Trainers’ Competence Model.  
 
The model considers 8 core areas of competence, around which specific attitudes, skills and knowledge 
detail the competence areas, as well as a proposed set of indicators organized on “core” and 
“advanced” levels. Adult learning refers to the ability of the trainer to know and engage effectively in 
adult-learning processes. Peacebuilding refers to those competences that are sector-specific. Peace 
training refers to the set of specific competences that appear in peacebuilding training programmes.  
Specialisation competencies refer to each trainer’s 
specific expertise. Field-based practice refers to the 
competencies that the trainer has acquired during field 
missions. Training group specific refers to the 
experience the trainer has with the specific sector from 
which participants come. Context specific refers to the 
trainer’s experience with the specific context(s) to 
which participants are deployed. Lifelong learning 
refers to the competencies that allow the trainer to 
engage in continuous self-professional development  
  
Developing from the Model, the CPPB Trainer 
Competency Framework includes: 
 
  

Figure 26 CPPB Trainer Competency 

Framework 
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Table 7 CPPB Trainer Competency Framework 

 Attitudes Skills Knowledge 

Adult Learning 
Competencies 

Collaborative 
Learning  
Respect for trainees 
as peers 
 
 

Ability to model learning at 
cognitive, procedural and 
emotional levels (ASK) 
Ability to deal with training-
specific conflicts /challenges 
Providing Feedback  
Motivating and Mentoring 

Andragogy vs Pedagogy 
Process of the Training 
(preparation – implementation- 
follow – through) 
Bloom, Knowles, ASK model 

Peacebuilding 
and Prevention 
Competencies 

Empathy 
Multipartiality 
Proactivity 

Active Listening 
Creativity  
Nonviolent Action and 
Nonviolent Communication 
Dialogue and Mediation 

Core terminology and theories / 
approaches in Peacebuilding  
History and Developments of the 
field  
Conflict Transformation tools and 
Methods  

Peace Training 
Competencies 

Passion and Belief in 
the Field  
Motivation 
Commitment to 
ideas and concepts 
underpinning 
training in CPPB 

Appreciative Inquiry  
5 ‘sensitivities’  
Vision and Projecting 
Change 
Guidance and Support  
Mentoring, Facilitating, 
Training,  
Consensus 
Dealing with stress and 
trauma 
Motivation Methodologies  

Peace Education  
Training Institutions and Training 
Standards in the field  
Academic and Practitioner 
Resources on Peacebuilding 
Stress, Trauma and Self-Care 

Specialisation 
Competencies 

Principles and 
Ethical Standards 
Specific to the 
Specialisation (i.e. 
Respect for 
Confidentiality in 
the case of Conflict 
Sensitive 
Journalism) 

Abilities to Perform Tasks, 
Exercises and Demonstrated 
Application of Tools and 
Instruments Pertaining to 
the Specialisation (Job 
Description of the Mission 
Staff) 

Theories, Policies and Laws, 
Networks, Case Studies, Good 
and Bad Practices in the Field of 
the Specialisation (this is related 
to the specific Job Description 
and ToR of the mission staff) 

Practice / Field-
based 
Competencies 

 Respect for the 
realities and 
circumstances that 
practitioners 
experience in the 
field  
 Humbleness 

Cultural Sensitivity and DNH 
Conflict-Sensitive Research, 
Monitoring and Evaluation 
Empowerment and 
Participation Methodologies 
Self-Care  

Field Case Studies 
Conflict Profiles of Different 
Regions 
Potential Risks and Good 
Practices from the Field  
CPPB networks active 
internationally or locally 

Training Group 
Specific 
Competencies 

 Impartiality, 
Neutrality, 
Multipartiality 

Active Listening 
Flexibility and Adaptability  

 Group Profile 
Contexts of Participants  
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Legitimacy in the 
context of the group 
of trainees  

Context Specific 
Competencies 

 Appreciation for 
the local 
cultures/practices 
Empathic and non-
judgemental 

 Cultural Sensitivity and 
Fluency in the mission-
context  
Technical expertise needed 
in the specific context 

 In-depth Knowledge about the 
conflict context where the 
mission is taking place 

Lifelong Learning 
Competencies 
‘trainers are 
lifelong 
learners” 

Knowledge of Self-
Development Tools, 
Existing Networks, 
Available courses  
Self-Assessment of 
Professional 
Development and 
Professional 
Development Plan  

Integrate new theories, 
methods and models into 
own training expertise  
Communicate challenges 
and improve performance 
Self-Awareness, Self-
Critique, Self-Motivation   

Positive towards continuous 
learning and networking 
opportunities 
 
Openness 

 
Sample indicators which can be used to assess or verify these competencies include:  
 

Table 8 CPPB Trainer Competencies Sample Indicators 

 Competency Unit Core Level 
Indicators 

Advanced Level 
Indicators 

COMPETENCY 
QUALITY 
FRAMEWORK/ 
STANDARD 

Adult Learning 
and Training 
Competencies 

Trainer provides a full training 
plan including: preparation, 
implementation, follow-through 
thus including resources 
needed, location specification, 
needs analysis, trainer profile, 
learning objectives, session 
outlines and methods of 
delivery, training evaluation 
framework, references and 
bibliography. 
 
Setting Learning Goals and 
Objectives across several levels 
of Bloom’s Taxonomy and ASK. 
 
Having diversified 
methodologies and methods 
and moments of participants’ 
sharing their own experiences 

Having advanced concepts of 
the course including all levels 
of Bloom’s Taxonomy and 
Knowles Learning Cycle, or AIZ 
fields of competency model 
 
Inclusion of a diversified 
methodology including 
formal/non-formal methods. 
 
Usage of specific/own/novel 
Pre-Training Needs 
Assessment Templates, 
Reflection and Evaluation 
Processes,  
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Peacebuilding 
Competencies 

Referencing core concepts, 
definitions and theories and 
theorists in the training and 
among the references 

 Applying peacebuilding 
methods, concepts, practices 
in the training setting (i.e. 
mediation techniques) 
Following the implementation 
of nonviolent practices in the 
training setting 

Peace Training 
Competencies 

Awareness of the elicit approach 
to training  
Awareness of different conflicts 
that may affect the training 
process 
Allowing time for reflection 
during the training 

Identification of different 
sensitivity lines and mitigation 
strategies in the context of 
the training programme 

Specialisation 
Competencies 

including in the training theories 
specific to the theme of the 
course  
Using in the training methods 
and tools which are specific to 
the topic of the course  

 Applying and creating specific 
models based on the 
specialisation 

Practice (Field- 
Competencies) 
Competencies 

A trainer profile listing several 
missions/projects in conflict 
settings  
 
Years of field experience 

Own case-studies developed 
from trainers’ experience in 
conflict settings  

Training Group 
Specific 
Competencies 

Language competencies in the 
different languages of the group  
 
Trainer background overlaps the 
participants’ profiles or mission 
mandates 

 Basing the training 
programme in participants’ 
contexts and complex needs  
  

Context 
Competencies 

Ability of the trainer to describe 
and analyse from a peace and 
conflict point of view the mission 
context  

 
Combining the set of competences needed/offered can support development of CPPB Trainer Profiles, 
personal development plans of CPPB Trainers, or targeted Terms of Reference to be included in calls 
for trainers in the peacebuilding field. 
 

6.7. Validation and Support for conflict prevention and peacebuilding trainers 
Few validation instruments for trainers exist, outside national professional certification mechanisms. 
One example, not applied specifically to the CPPB Training field, is Vinepac31,  a Leonardo da Vinci 
cooperation project of seven partner institutions from Germany, Spain, France, Malta and Romania 
which was led by the Romanian institute for adult education (IREA). 
 

                                                           
31 D'Arcy & Daley, 2010 
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The project developed a competence profile for adult trainers and instruments for the validation of 
the competences acquired in non-formal and informal settings. The competence profile is applicable 
to trainers, tutors, counsellors, curriculum planners and evaluators, irrespective of the sector/domain 
of their expertise. The profile focuses on the minimum psycho-pedagogical competences needed for 
an adult trainer.  The competences are grouped into five areas: 
 

· knowledge: the psycho-social profile of an adult learner, adult learning specificities; the group 
to be trained; 

· training management: learning needs analysis of individuals and groups, preparing and 
delivering a training programme according to defined needs, group dynamics and structure; 
using relevant technology and resources; 

· assessment and valorisation of learning: providing advice on learning based on learner needs, 
strengths and goals; using regular assessment to monitor and develop learning; providing 
feedback to learners on their performance, supporting learner self-evaluation; 

· motivation and counselling: sharing information with learners and colleagues on learning 
resources, education and training opportunities and support services; directing learners to 
other resources when one’s expertise has been exceeded; 

 
Validpac32 has also developed a set of instruments which validate adult learning competences.  
Validpac’s validation instruments include: mind map, reflection on biography, reflection on 
competences, “attachment”, observation checklist, interview grid, validation sheet. The second edition 
of the Peace Training Handbook will also include a model of a possible CPPB Trainer Validation and 
Support system for the Peace Training Field.  

 

6.8. Doing CPPB Training Well 
 
There is no ‘checklist’ that a trainer can apply and be sure that he or she CPPB Training to a level of 
excellence. The field is evolving continuously, and with it the bar for good quality training is rising. The 
contents of this Handbook and the Trainers Guide Unit are intended as one contribution to helping 
support trainers and training institutions improve the quality, delivery and impact of CPPB Training. In 
Version 2 of the Handbook a guide to help trainers through ‘good practice’ delivery and preparation of 
CPPB training will be included. In the meantime, the Units on Curricula, Approaches and Methods, 
together with the Peace Training Curricula Design Process, should help trainers as we work collectively 
as a field to improve CPPB training.  
 

6.9. Finding the Right Trainer(s) or Training Team 
 
A guide for Institutions and Deployment Agencies 

As important as being a good trainer is for CPPB trainers in the field, finding the right trainers or training 
team is essential for training institutions and deployment agencies contracting trainings. There is no 
‘standard’ mechanism, instrument or set of guidelines adopted across the field to help support 
institutions in finding the right trainer or training team for their needs. The Peace Training Roster of 
trainers will help to address this, together with a set of guidelines and criteria training institutions and 
deployment agencies should consider to ensure they find the right trainers and training teams for their 
programmes.  
 

  

                                                           
32 HANDBOOK for the use of Validpack for the validation of psycho-pedagogical adult-educator's competences, 2008  
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UNIT 7: Training Centres  

7.1. Quality Standards for CPPB Training Centres: Why they matter 
 
Quality standards and quality assurance systems for training providers (more broadly) and CPPB 
training providers specifically have multiple objectives. They are established to increase transparency 
in the sector, guarantee a minimum of quality and coherence and to ensure support for participants 
taking those courses.33 This includes providing minimal standard guarantees enabling participants and 
deployment agencies requiring CPPB training – as well as governments, donors, and EU institutions 
supporting training – to better identify and assess which training institutions are quality providers. 
Adherence to quality standards can therefor improve trust in CPPB training and in the qualifications, 
diplomas and certificates provided by CPPB training institutions.34 Quality provision is also increasingly 
guaranteed as a legal right for citizens in the EU in educational acts, and should be a standard for the 
field. 35  
 
Minimal qualification standards for CPPB 
training institutions across Europe would 
also support the European Union’s 
objective of improving performance 
capability of available personnel for 
deployment by improving coordination, 
quality and coherence across training 
sectors and levels.36 It could also provide 
greater stimulus to the sector to ensure 
lessons identified in the CPPB field are 
“systematically taken into account in 
training” so that they may be “considered 
learnt.” 37 As the experience of the CPPB 
field continuously grows and develops 
with increasing emphasis on evaluation 
and learning from experiences in the 
field, there is a need to ensure that 
training be continuously improved and 
up-dated to ensure relevance and to be 
‘fit for purpose’ and the needs of 
practitioners on the ground and communities affected by conflict. Ensuring CPPB training institutions 
place a focus on turning requirements of the field and practitioners into “training for strategic, 
operational and tactical needs” can help to improve preparedness of deployed personal and ensure 
they have the skills, knowledge, attitudes and competencies to make them better fit for the roles they 
perform.38 The requirements of quality practice in the field should guide development and provision 
of training by CPPB training institutions to ensure the validity of content and programming.39 This 
would involve the definition, review and evaluation of training programmes with the aim of better 

                                                           
33 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
34 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
35 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
36 European External Action Service (2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
37 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
38 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
39 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 

 

EU Policy on Training for CSDP 
“Effectiveness is the essential requirement of the EU's 
Common Security and Defence Policy (CSDP). To 
perform its different tasks, including disarmament, 
humanitarian and rescue tasks, military advice and 
assistance, conflict prevention and peace-keeping, 
crisis management and security sector reform, peace-
making and post-conflict stabilisation, or the fight 
against terrorism, CSDP must be sustainable, adaptable 
and capable of influencing the course of events. 
 
Essentially, however, CSDP is judged by its ability to 

have the right people with the right skill sets in the right 

place at the right time. Training is fundamental to this, 

and thereby to providing the EU with the means to act 

effectively. A culture of learning underpins the 

preparation of personnel for CSDP Missions and 

Operations.” 
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understanding the common outcomes they should produce.40 Of particular relevance to the CPPB 
training field would be the “development of common core curricula for each training discipline, derived 
from the analysis of the performance in training required to properly accomplish” CPPB in the field.41 
Here Training Standards could address “learning outcomes / learning objectives that have to be 
attained by the relevant audience.” This could assist in the development of benchmarking / referencing 
against which quality and gaps in training provision could be better assessed “so as to optimise impact, 

and identify genuine gaps where further coordination or additional courses are required.”42 In this 
regard, the EU also calls for the application of a Comprehensive Approach where training across levels 
for deployable staff of EU delegations, CSDP missions and operations and other field activities – and 
we would extend this to include for NGOs and other CPPB actors – is better aligned. 43    
 
Development of a quality culture is also frequently cited as a primary goal of quality standards and 
quality assurance systems. 44 A ‘quality culture’ is one in which learning providers themselves 
“demonstrate the drive to develop themselves continuously, just like staff working for learning 
organisations.”45 Evidence from comparative research shows that educational and training institutions 
which are well managed and themselves seek to adhere to quality standards in training show better 
results than those who do not. 46 Developing a quality culture across CPPB training institutions in 
Europe can also help to foster a culture of “cooperation as the basis of quality development rather 
than competition.”47 
 
Contributing to fostering a shared quality of culture across the CPPB training field as a whole, quality 
standards in other areas of formal and non-formal education in Europe have also enabled researchers, 
auditors and governments – as well as educational and training institutions themselves – to better 
gather data and publish statistics and lessons identified. This has also improved the necessary data 
available for comparative studies and analysis of training methodologies and approaches, which can 
serve to further improve standards and quality of training, transparency and accountability of the CPPB 
training field in Europe. 48 Adherence to quality standards frameworks could also benefit training 
institutions by improving access to and accountability of public and EU funding. Greater transparency 
on which training institutions provide high quality programming could improve the confidence and 
trust of governments, ministries of education, local authorities and EU and private funding institutions 
who are all involved in the financing of the CPPB sector – as well as of practitioners and deployment 
agencies who send staff for training.49   

                                                           
40 European External Action Service. (2017). Implementing guidelines for the EU Policy on Training for CSDP. Brussels: Council 
of the European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf 
41 European External Action Service. (2017). Implementing guidelines for the EU Policy on Training for CSDP. Brussels: Council 
of the European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf 
42 European External Action Service. (2017). Implementing guidelines for the EU Policy on Training for CSDP. Brussels: Council 
of the European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf 
43 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
44 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
45 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
46 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
47 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44. This is cited as the experience of the Slovenian OQAE Green Quality Logo initiative, the Dutch Quality Seal for folk 
universities and Luxembourg’s quality label for non-formal continuing education. While applied to non-CPPB training fields 
the principle and objective would seem to hold.  
48 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44. This is cited as the experience of the Slovenian OQAE Green Quality Logo initiative, the Dutch Quality Seal for folk 
universities and Luxembourg’s quality label for non-formal continuing education. While applied to non-CPPB training fields 
the principle and objective would seem to hold.  
49 In other training and educational fields in Europe the Swiss eduQau certification, CRKBO registration in the Netherlands, 
and reporting by the UK (Wales) inspectorate on training institutions have been cited as examples improving accountability 

 

http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf
http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf
http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf
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The development of the EU Policy on Training together with standardisation of select training curricula 
by the ESDC and ENTRI has sought to improve minimal quality standards and consistency in training of 
quality and achievement of learning objectives by CPPB training institutions in Europe. Still, as reflected 
by the Thematic Working Group on Quality in Adult Learning (2013) addressing Adult Learning across 
Europe more broadly, there has been “little evaluation of systems and tools developed to assure the 
quality of adult learning.”50 There is evidence to suggest, however, that the introduction of quality 
assurance across different adult learning sectors has “led to better performance, increased learner 
satisfaction and better outcomes.” 51 In those fields in which quality assurance standards are being 
implemented, evidence points to improvements in learner satisfaction rates, improvement of internal 
teaching and training processes, and greater attention to and awareness of the needs of the fields 
providers are training for. 52 There is reason to believe this would hold true for the CPPB training field 
as well.  
 
As technologies, methods and approaches of training as well as of CPPB practice in the field 
continuously evolve, the development of quality standards in the field could also help to ensure CPPB 
training institutions better “draw upon the full range of available training methods and techniques in 
a mix appropriate to circumstances: classroom training, self-study, blended learning (including e-
learning), practical modules, mobile training teams, etc.” 53 
 
Development of quality assurance standards in other fields in Europe can also serve as references and 
guidance for the CPPB training field. The European Quality Assurance Reference Framework for VET 
(EQAVET) and Standards and Guidelines for Quality Assurance in the European Higher Education Area 
(ESG) quality reference frameworks are particularly relevant. The EU itself has recommended that the 
EU Qualification Framework be applied for all courses and curricula, with learning outcomes “reflected 
in terms of knowledge, skills and competences respective to the learning environment.” 54 EEAS basic 
guidelines and performance standards are also important references. 55  
 
Importantly, possible challenges which could be faced in attempting to implement quality standards 
for training centres and quality assurance systems should also be addressed. The range of training 
institutions and providers in the CPPB field is broad, with until recently only limited efforts at 
coordination and development of coherence across training and programming fields. Lessons from the 
French Greta-Plus system suggest that unless there are clear, agreed upon objectives and recognition 
of the value and importance of quality assurance systems amongst all relevant stakeholders – including 
training providers, users, and governments/agencies funding programmes – standards may be of little 
practical value. 56  

                                                           
of public funding. Cf. Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: 
EAC/26/2011) pp. 42 - 44 
50 European Commission, Directorate General for Employment, Social Affairs and Inclusion. (2015). An in-depth analysis of 
adult learning policies and their effectiveness in Europe. Brussels: European Commission 
51 European Commission, Directorate General for Employment, Social Affairs and Inclusion. (2015). An in-depth analysis of 
adult learning policies and their effectiveness in Europe. Brussels: European Commission 
52 European Commission, Directorate General for Employment, Social Affairs and Inclusion. (2015). An in-depth analysis of 
adult learning policies and their effectiveness in Europe. Brussels: European Commission 
53 European External Action Service. (2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
54 European External Action Service. (2017). Implementing guidelines for the EU Policy on Training for CSDP. Brussels: Council 
of the European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf 
55 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
56 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
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Equally important is the recognition that 
“developing skills and competencies 
cannot be achieved only through formal 
training.” 57 Training institutions, national 
governments, the EU and deployment 
agencies should take this into 
consideration when developing quality 
standards for the field. Training 
institutions themselves should 
collaborate with deployment agencies and practitioners to see how best to evolve training and full-
spectrum support for the development of performance capabilities to best ensure personnel in the 
field have the knowledge, skills, attitudes and competencies to be effective in CPPB implementation. 

 
The Benefits of Quality Frameworks and Quality Assurance  
 
In a publication for the World Bank, Qualifications frameworks and quality assurance of education 
and training, Andrea Bateman and Mike Coles identify 10 benefits reasonable to expect from the 
creation of quality standards.58 These include:  
 

1. Increased consistency of qualifications  
2. Better transparency for individuals and employers  
3. Increased currency of single qualifications  
4. A broader range of learning forms are recognised  
5. A national/external reference point for qualifications standards  
6. Clarification of learning pathways and progression  
7. Increased portability of qualifications  
8. Acting as a platform for stakeholders for strengthening cooperation and commitment  
9. Greater coherence of national reform policies  
10. A stronger basis for international co-operation, understanding and comparison. 

 

 

7.2. The Concept of Quality in Standards for Training Centres  
 
The Vocational education and training institutions Management Handbook developed by the 
International Labour Organisation identifies three definitions of quality relevant for the development 
of quality standards for educational and training institutions.59 These include: 
 

1. Quality as excellence 
2. Quality as fitness for purpose 
3. Quality as value for investment 

 
  

                                                           
57 European External Action Service. (2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
58 Andrea Bateman, Mike Coles.(2013) Qualifications frameworks and quality assurance of education and training. Bateman 
and Giles Pty Ltd 
59 International Labour Office Geneva. (2006). Vocational education and training institutions: A management handbook and 
CD-ROM . Geneva: International Labour Organization 

EU Policy on Training for CSDP 
“It has been proven that most of the knowledge and 
skills acquired during formal training activities begin to 
fade as soon as they are over. Unless complemented by 
continuous contact with the subject matter and 
interactive methods, among which the most important 
is on-the-job or experiential learning, the investment in 
classical training produces limited returns.” 
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Quality as Excellence 

Quality as excellence is a comparative attribute. It provides a reference for quality in relation to other 
training providers, qualifications and courses in the field. This can enable comparison across training 
providers according to a set of shared standards or criteria. It can also provide benchmarking to assist 
training providers in seeking to improve the quality and standards of their programming and 
operations, and support identification and development of good / best practices to improve training 
provision and quality in the field.  
 
Quality as Fitness for Purpose 

Quality as fitness for purpose measures providers and their programmes against set performance 
standards. This enables evaluation of providers qualifications, courses, learning outcomes and 
operational performance against a common / standard set of criteria. The criteria themselves should 
be developed to ensure courses and training provided achieve necessary standards and learning 
outcomes required for the performance of personnel trained in the field. In this regard, the EU Policy 
on Training for CSDP argues for the need for training to be coherent and consistent with the external 
aspects of EU policies and the work of the Commission and Member States, including the EU Global 
Strategy on Security and Defence, the EU-wide strategic framework supporting Security Sector Reform, 
and the EU's 'Strategic Framework and Action Plan on Human Rights and Democracy'. 60 Another 
assessment lens would be to ensure that CPPB training is effective in developing trainees competencies 
for CPPB performance standards in the field. Given the dramatic underdevelopment of CPPB 
capabilities amongst personnel in the field, criteria for assessing training institutions, courses and 
certification to better achieve this should be prioritised.  
 
Quality as Value for Investment 

Quality as value for investment measures courses and training providers in relation to costs and time 
required to achieve quality standards / competence in CPPB. This measure can assist deployment 
agencies and practitioners knowing which courses and centres provide them with the best ‘return on 
investment’ of their time and resources in development of their competence and CPPB performance 
standards. Given the current opacity of much of the CPPB training field in Europe (and globally), quality 
as value for investment can help practitioners, deployment agencies and institutions 
funding/supporting training provision better identify which training institutions and courses provide 
‘value for investment’.  

 
In Developing the adult learning sector: Quality in the Adult Learning Sector, Simon Broek and Bert-Jan 
Buiskool identify two major approaches to understanding and thinking about quality in adult learning: 
(1) and economic approach and (2) a humanist/progressive approach. 61 These are consistent with, not 
contradictory to, the three definitions of quality identified by the ILO above, and are relevant when 
considering development of quality standards for CPPB training institutions. The economic approach 
in concerned primarily with the efficiency and effectiveness of training institutions and training 
programmes / approaches / courses, and the “achievement of learning outcomes at reasonable costs.” 
The humanist/progressive approach is “characterised by a broader concern for the development of the 
learner, human development and/or social change. This approach tends to place more emphasis on 
the learning process. Hence, characteristics such as learner‐centred pedagogies, democratic schools 
and inclusion are included in notions of quality education.” 62 In the CPPB field, this would include 
particular orientation to and engagement with the needs of CPPB training to best support achievement 
of CPPB outcomes in the field, including commitment to what the PeaceTraining.EU project has 

                                                           
60 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
61 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
62 European External Action Service.(2017) EU Policy on Training for CSDP. Brussels: Council of the European Union 
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hitherto termed ‘sensitivities’ of peace and conflict sensitivity, local ownership and empowerment, 
gender, trauma, and diverse learning needs.  

 

7.3. Standards and the Need for Improving CPPB Training Quality 
The European Union, United Nations, World Bank, World Economic Forum and other leading think 
tanks and institutions across Europe and internationally have recognised we are living in a time of: 
 
▪ Increase systemic challenges to social, economic and political systems; 
▪ Multiplicity of crisis and conflicts characterised by complex dynamics which are not amiable to 

simplistic measures or solutions; 
▪ Failure of many current / conventional measures and policy responses to effectively prevent 

conflicts and crisis or to effectively address and ameliorate the causes, drivers and conditions 
giving rise to conflicts and crisis  

 
Assessments of CPPB capabilities in the field of both institutions and personnel have consistently 
shown a low level of development of knowledge, competencies and skills required in core areas of 
prevention and peacebuilding amongst both field-level personnel and mission leadership, as well as 
amongst political leadership and policy makers. Given this, there is a strong need for quality standards 
which can both: 
 

1. Improve the quality of training on conflict prevention and peacebuilding provided to 
practitioners, policy makers and leadership; and 

2. Improve trust, recognition and understanding of the value, quality and importance of CPPB 
training.  

 
In an in-depth analysis of adult learning policies and their effectiveness in Europe – and the need to 
coordinate adult learning with other public policies - the European Commission, Directorate General 
for Employment, Social Affairs and Inclusion identified six key ‘success factors’ which we have adapted 
here for relevance to the CPPB field. 63 They address the need for policies and standards for training 
to: 
 

1. Improve learners’ (practitioners, leadership, policy makers) disposition towards learning; 
2. Increase employers’ (deployment agencies and institutions) investment in learning; 
3. Improve equality of access for all; 
4. Deliver learning that needs the needs of employers (deployment agencies) and learners 

(practitioners, leadership, policy makers) and of identifiable CPPB objectives and outcomes; 
5. Deliver high quality adult learning; and 
6. Coordinate an effective lifelong learning policy – or a culture of learning and improving CPPB 

performance across career/field engagement and rank and position in the CPPB field 
 
These ‘success factors’ are in turn identified as the ‘building blocks for success’ for which system-level 
indicators (quality assessment criteria) should be developed and against which learning and 
operational outcomes and performance can be assessed.  
 

 
 

                                                           
63 European Commission, Directorate General for Employment, Social Affairs and Inclusion. (2015). An in-depth analysis of 
adult learning policies and their effectiveness in Europe. Brussels: European Commission 
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7.4. Quality Assurance Systems: Steps for Assuring Quality  
 
Requirements for ensuring quality standards of training providers across Europe are increasingly 
standardised, though clear divergences remain in practice and application. Different terms are used 
for (public) interventions assuring the quality of learning provision, including “quality frameworks, 
quality policies, quality systems, quality approaches, quality instruments, quality methodologies and 
many more.” 64 Quality Assurance Systems should include a “recognisable repertoire of policies, 
procedures, rules, criteria, tools, verification instruments, and mechanisms that together have the 
purpose of ensuring and enhancing the quality of any learning institute.” 65  
 
The Developing the adult learning sector: Quality in the Adult Learning Sector Final Report provides the following 

useful definitions, distinguishing between three levels of quality frameworks, systems and instruments in place: 
 

Quality Systems, Frameworks and Instruments 

Developing the adult learning sector: Quality in the Adult Learning Sector Final Report66 

 
“Quality framework is defined as an overarching reference for recommended quality concepts, models, 
criteria and indicators that can be included in the quality systems (this framework could be embedded in 
legislation, but also in policy documents or agreements between stakeholders). 
 
Quality systems are subsequently defined as concrete systems that are implemented on national, regional or 
sectoral level, such as accreditation systems or quality labels for which individual providers need to apply for 
or get awarded. Also, here quality criteria and indicators are in place, as well as procedures. In addition, 
providers have their own quality assurance systems in place (falling under an accreditation system, quality 
label or on own initiative) including processes and procedures on organisational level to assure quality. Each 
system has its own structures, processes and outcome (on system as well as providers level). 
 
Subsequently, we have quality instruments that are implemented on system as well as on providers level, 
including self‐evaluation and external evaluation. Self-evaluation, or self‐assessment, includes processes or 
methodologies that are carried out on providers’ level to evaluate its performance or position in relation to 
their services and wider environment. Self‐evaluation also applies to professionals themselves. External 
evaluations are carried out by external experts (inspectors, evaluators, or peers) and often take place in the 
context of accreditation or inspection. 

 
The Report goes on to identify three groups of countries in Europe according to their quality assurance 
systems currently in place67: 
 

1. Countries that have elaborate quality systems in place on macro levels for adult learning 
(including formal as well as non-formal strands); 

2. Countries that have fragmented quality systems on macro level for non-formal adult learning, 
while having quality systems in place for formal adult learning; 

3. countries with no or limited quality systems in place on macro level for non-formal learning, 
while having quality systems in place for formal adult learning 

 
Developing the Ault Learning Sector – Quality in the Adult Learning Sector68 
 
“In reviewing the quality assurance systems in place, this study identified three groups of countries: 
1) countries that have elaborated quality systems in place on macro level for adult learning, formal 

as well non‐formal learning often determined in a specific strand (such as AT, BE, CH, DK, EE, FI, 

                                                           
64 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  
65 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  
66 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  
67 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  
68 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  
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HU, IE, LU, LV, NO, SE). Most of these countries are also the better performing countries in terms 
of participation in adult learning and have higher educational attainment levels (with the 
exception of BE, HU, and IE). 

2) countries that have fragmented quality systems on macro level for non‐formal adult learning, 
while having quality systems in place for formal adult learning (such as DE, EL, ES, CZ, IS, MT, NL, 
PL, PT, SI, UK); 

3) countries with no or limited quality systems in place on macro level for non-formal learning, 
while having quality systems in place for formal adult learning (such as BG, CY, FR, HR, IT, LT, 
RO, SK, TK). Overall these countries are general lacking quality systems for the non‐formal part 
of adult learning and, at the same time, show a relatively low performance on the ET2020 
benchmarks.” 

 

 
This refers to quality assurance systems regarding adult education and learning across all sectors, and 
is not specific to CPPB.   
‘Quality assurance systems’ address the set of policies, practices and systems by which national or EU-
level institutions assess, verify and accredit quality labels and certification. These share common 
characteristics including: 
 

▪ They are macro-level systems establishing procedures and regulations applied to a group of 
providers within or across sectors/fields of training; 

▪ They provide a clear set of standards and ‘minimum quality requirements’ and accompanying 
criteria against which providers and courses are assessed; 

▪ They include specific procedures for assessment and verification – often including a 
combination of self-assessment and external-assessment (either on-site, off-site or a 
combination) 

Holders of quality certification / accreditation are then eligible for specific rights / benefits which 
others may not have, including often: registration on a data-base/list of recognised or certified 
providers; increased access to government support/funding in many countries; pre-
recognition/certification as credible ‘providers’ for government/agency tenders (simplifying and 
removing many bureaucratic procedures and speeding up the process of tendering); the ability to 
feature a quality rating or certification logo for improving user/client trust and confidence.69 
Quality Assurance Systems generally include a standardised set of procedural steps for quality 
evaluation/assessment and assurance. These may include (but are often not limited to): 
 

1. Application for Certification by a Training Provider; 
2. Assessment by a credited / responsible body or institution; 
3. Validation by the credited / responsible body if requirements/standards are met (with some 

systems providing a ‘range’ of possible quality results/rankings); 
4. Monitoring & Follow-up activities by the Training Provider and certified/responsible body 

Standard Procedural Steps of Quality Assurance Systems 

 
 
                                                           
69 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  

Application Assessment Validation
Monitoring & 

Follow-up
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ASSURING THE QUALITY OF COURSES 
The Vocational education and training institutions Management Handbook developed by the 
International Labour Organisation provides a useful overview of possible steps and considerations 
when assessing quality of courses:70  
 
“Assuring the quality of courses delivered by VET institutions is the first step that needs to be taken 
to assure the quality of learning. VET courses are structured learning experiences with specified 
outputs. A VET course involves a number of features, the majority of which are the curriculum 
reflecting the detailed learning content of a course and the way a course is delivered and student 
progress assessed. Learning content may be structured into modules and research activities. 
 
Assuring the quality of a course involves assessing the: 

▪ course design (the quality of the way the course is structured and the way the delivery 
process is designed); 

▪ course curriculum (the quality of the course’s detailed content); 
▪ course delivery. 

 
Course design 
The following major course design features need to be clearly determined: 

▪ the name/title of the course; 
▪ the name/title of the qualification to which the course leads; 
▪ a summary of course objectives (the provision of knowledge and skills recognized by an 

award); 
▪ anticipated outcomes (for example the relation of the course to employment 

opportunities); 
▪ the course duration, for example in hours/days/weeks/years; 
▪ the course level (such as pre-entry, entry, graduate, post-graduate, or expressed 

numerically according to a defined scale of levels); 
▪ a list of course modules (if a modular course) where each module has its own 
▪ credit value, and so on. 

 
Some or all of the above features may be registered on the national qualifications framework. 
 
Course curriculum 
The degree of involvement of VET providers in curriculum development varies from country to 
country. Within a national qualifications framework, the curricula may be strongly determined by 
national VET qualifications requirements as they consist of endorsed units of competency standards 
and skills assessment procedures. This may leave individual providers with little freedom to develop 
curricula for the national qualifications that they wish to be accredited for delivering. 
 
The curricula of provider courses are developed by a particular VET provider on its own initiative. In 
this case, a VET institution may establish course/curriculum development committees that cover 
the relevant vocational fields. The VET institution’s teaching staff are intimately involved in course 
and curriculum development and the institutional academic board generally exercises academic 
oversight. It may also be responsible for approving the proposed curricula prior to course delivery. 
 
A VET provider might set up an internal evaluation team, consisting of teachers, managers and 
companies’ representatives to review the course content and delivery and assess its effectiveness. 
 
Course delivery 

                                                           
70 International Labour Office Geneva. (2006). Vocational education and training institutions: A management handbook and 
CD-ROM . Geneva: International Labour Organization 
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The quality of the course delivery can be assured through the following arrangements: 
▪ the course is leading to a national or provider VET qualification that is quality assured; 
▪ the provider is accredited to deliver the course; 
▪ the skills assessment process for the awarding of the qualification is quality assured. 

 
Course review 
VET courses and the curricula leading to them and the way they are delivered need to be reviewed 
from time to time. The curriculum is particularly sensitive to changing job requirements, while 
course delivery processes may need to be reviewed and updated in order to maintain the quality of 
the course. 
 
The scope of a course evaluation can vary according to its purpose, but the following general issues 
may be explored: 

▪ Course relevance – Is the course continuing to meet the needs of industry, enterprises and 
community groups? Are the course objectives appropriate and achievable? Is the content 
appropriate, both in subject and level? Have there been any changes in national 
competency standards? 

▪ Course design – How well is the course structured? Did the content fit the time allocated to 
it? Do additional course modules need to be developed? 

▪ Course delivery – Has delivery been successful? Were the delivery methods appropriate? 
Have students encountered any unexpected difficulties? 

▪ Skills assessment – Was student assessment appropriate and fi t for purpose? Did it deliver 
what was intended in terms of student success? 

 
Currently, EUMTG and EUCTG are responsible for defining quality assurance standards and overseeing 
their implementation in CSDP training and education – in accordance with the EU Qualification 
Framework, civil – military standards developed by the ESDC and EU and international educational 

standards. Each training provider is responsible for internal quality assurance.71 The 2016 EU military 
training and education: Annual Report recognizes training quality assurance as a shared responsibility 
between structures coordinating training and training providers themselves – and calls upon the 
EUMTG to be empowered in the long-term to define and oversee quality assurance standards and their 

implementation.72  It would need to be assessed whether this model should apply also for CPPB 
training as a whole or if another framework or approach would be more appropriate.  
 
One possible model for a standardized set of procedural steps in quality assurance is provided by the 
Developing the adult learning sector: Quality in the Adult Learning Sector Final Report.73 This has been 
modified and further developed here to better fit the CPPB field – including also an additional step of 
development and agreement of quality assurance standards for the CPPB Training Field.  
 

Adapted Possible Standardized Procedural Steps for Quality Assurance of CPPB Training Providers 

Development and Agreement of Quality Assurance Standards for the CPPB Training Field by the 
EU, CPPB Training Institutions and Deployment Agencies  

Consultative and Collaborative Development of Quality Assurance Standards for the CPPB 
Training Field  

 

Adoption of Quality Assurance Standards for the CPPB Training Field  

Establishment of National or an EU-wide Quality Assurance System   

Preparation and Application for Certification by the Training Provider 

                                                           
71 European External Action Service. (2017). Implementing guidelines for the EU Policy on Training for CSDP. Brussels: Council 
of the European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf 
72 European External Action Service. (2017). EU military training and education: Annual Report 2016. Brussels: Council of the 
European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-8601-2017-INIT/en/pdf 
73 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011).  

http://data.consilium.europa.eu/doc/document/ST-5199-2017-REV-1/en/pdf
http://data.consilium.europa.eu/doc/document/ST-8601-2017-INIT/en/pdf
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Self-Assessment and Internal Review by the Training Provider according to the Quality 
Assurance Standards for the CPPB Training Field 

 

Internal implementation of steps for improvement in response to the Internal Review and to 
better meet the Quality Assurance Standards for the CPPB Training Field 

 

Filling in the Application Form / Submitting a Request to be Quality Assured  

Assessment (external evaluation) by responsible body 

Control Self-Report  

On-Site Checks  

Expert Involvement  

Inspection  

Process of Programme Validation   

Validation & Approval by the Responsible Body  

Assessment & Recommendations for Improvement  

Necessary Steps for Improvement implemented by the Training Provider (if required)  

Validation of Programmes (if necessary quality standards are met)  

Registration as a Quality Provider  

Monitoring & Follow by Training Provider & Responsible Body  

Reporting & Monitoring  

Renewal of the Procedure  

Follow-up Activities   

 

12 key components of Qualification Systems 
Bateman and Coles, in Qualifications frameworks and quality assurance of education and training 
identify 12 key components of Qualification Systems, including:74  
 
1. An institutional infrastructure for governance, financing, operations and quality assurance;  
2. A basis in standards for the development of curricula;  
3. Providers of learning provision (including organisations providing work-based learning);  
4. Procedures for assessment of learning outcomes;  
5. Moderation procedures for assessed outcomes;  
6. An awarding process that links qualification with assessed learning outcomes;  
7. A certification process;  
8. An accreditation process for qualifications;  
9. A hierarchy of qualifications that define vertical progression within the qualifications system;  
10. A credit system that enables learning to be transferred from one setting to another;  
11. A means of validating learning that is achieved outside formal instruction; and  
12. A quality assurance system that includes reference to international benchmarks.  

 
An overview of existing National Quality Assurance Systems in Europe Reproduced from Panteia (2013) 
Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) 
is provided below in the Annex.  
 

7.5. Why Accreditation Matters for CPPB Training Providers  
 
Several of the reasons for ‘why accreditation matters for CPPB Training Providers’, both from the point 
of view of training providers and other key CPPB stakeholders (EU, Member State Governments, 
Deployment Agencies, Practitioners) have already been identified above in Quality Standards for CPPB 
Training Centres: Why they matter.  
 

                                                           
74 Andrea Bateman, Mike Coles.(2013) Qualifications frameworks and quality assurance of education and training. Bateman 
and Giles Pty Ltd 
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Accreditation of Quality Standards would indicate that a training provider has achieved an appropriate 
–  minimum (or higher) – standard in the quality of its training provision and operations. This can 
increase / validate the reputation, trust and credibility of an Institution.  
 
As a field, CPPB Training may also share several of the benefits identified by the EU Military Training 
and Education Annual Report of ‘assessments’ and ‘training requirements analysis’ (TRA) – a key step 
in ensuring training content, curricula and delivery methods meets the needs of competencies / 

performance standards required for the field.75  These include improving: 
 

▪ Sharing of Common Training Requirements 
▪ Sharing Common Training Solutions 
▪ Pooling Training Experts 
▪ Sharing an EU-wide / Global Training Architecture  

 
These 4 ‘benefits’ – individually and together – would contribute significantly to improving the quality 
of CPPB training in Europe.  
 

7.6. Assessing the Value of a Qualification Framework for Standards  
The European Commission, Directorate General for Employment, Social Affairs and Inclusion 2015 An 
in-depth analysis of adult learning policies and their effectiveness in Europe identifies 5 criteria 

Qualification Frameworks for Standards should meet to be of value76 :  
 

1. Conceptual Insightfulness to Policy Makers & Experts  
2. Usability 
3. Transferability 
4. Practicality and Usefulness 
5. Ease of Understanding 

 
1. Conceptual Insightfulness to Policy Makers & Experts 

The Framework should assist policy makers and experts to better understand the policies and activities 
that lead to effective adult learning in CPPB. It should be able to demonstrate clearly to policy makers 
and experts / leadership the linkages between inputs and activities in support of and implementation 
of CPPB training and professional development / capacity building and outputs and outcomes 
achieved. This in turn should reflect the evidence of which policies and measures of support by the EU, 
Member States and training providers best deliver successful learning outcomes and performance 
capabilities of CPPB institutions and practitioners in the field.  
 
2. Usability 

To be of value a Quality Framework needs to be usable. The Framework should provide a clear, relevant 
and applicable model which training providers, relevant EU institutions, member states and 
deployment organisations, agencies and practitioners can use to better understand, measure and 
monitor effectiveness, quality of trainings and achievement of key standards and requirements on 
CPPB training outcomes and objectives.  
 
  

                                                           
75 European External Action Service. (2017). EU military training and education: Annual Report 2016. Brussels: Council of the 
European Union. Retrieved from: http://data.consilium.europa.eu/doc/document/ST-8601-2017-INIT/en/pdf 
76 European Commission, Directorate General for Employment, Social Affairs and Inclusion. (2015). An in-depth analysis of 
adult learning policies and their effectiveness in Europe. Brussels: European Commission pp. 27 – 28  

http://data.consilium.europa.eu/doc/document/ST-8601-2017-INIT/en/pdf
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3. Transferability 

It should be possible to use the Framework to analyse CPPB training providers across geographic space, 
sectors and levels and the connections between different levels and sectors of CPPB training in Europe 
/ globally.  
 
4. Practicality and Usefulness 

The Framework should be a useful, practical tool which can help training providers, deployment 
agencies and policy makers best understand and identify pathways to improving standards and quality 
of training.  
 
5.  Ease of Understanding 

The framework should ‘make sense’ to those using it and be easy to understand. The linkages and 
relationships between criteria and their relevance to the value and quality of CPPB training should be 
easy to identify.  
 

7.7. CPPB Training Quality Standards: ‘Categories’ & ‘Criteria’  
The development of a specific set of categories and criteria for assessing the quality standards of CPPB 
training will be done for Version 2 of the Handbook. A review of categories and criteria for qualification 
standards for formal and non-formal education and training providers carried out in the Desk Review 
for development of this Note identified a few consistent fields or categories, including77: 
 

▪ Organisational Quality Criteria: The need for the training provider to have a recognised legal 
status and specific reference to training and capacity building activities, role and mandate in 
the organisational statute and by-laws; 

▪ Quality of Didactics and Performance Competency Development Process: Clear description 
of training programmes provided including explicit development of stated learning outcomes, 
outputs, content and training / capacity building methodologies and approaches with 
reference and consistency to EU or national standards and certified / professional curricula; 
Minimum number of training hours and verification and assessment procedures to evaluate 
levels of competency/qualification acquired by trainees; minimum and maximum number of 
participant requirements; 

▪ Quality of Staff and Infrastructure: Proof of logistical and human resource capabilities 
(training location, competence and quality of trainers and support staff and processes) and 
minimum space requirements; and  

▪ Quality of Measuring Results & Improvement Framework: A verifiable system for testing and 
evaluating training needs, curricula methods and approaches including measures for 
development and improvement of training methods, curricula and courses  

 
Training providers often undergo a period of trial and testing to ensure consistency in achievement 
and compliance with recognised standards.  
 
An overview of quality areas covered by quality assurance systems in the Developing the adult learning 
sector: Quality in the Adult Learning Sector Final Report and adapted slightly in this Note for the CPPB 
field identifies the following categories: 
 

Quality Areas / Categories Relevant to Quality Assurance Systems in CPPB 

Quality of the Organisation / CPPB Training Provider   

                                                           
77 Panteia. (2013). Developing the adult learning sector: Quality in the Adult Learning Sector (Final Report: EAC/26/2011) pp. 
42 - 44.  
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Mission Statement of Provider    

Organisational Structure & Management   

Administration    

Finance  

Establishment of a quality plan  

Physical infrastructure / equipment (building, training location, ICT infrastructure)  

Anticipation to new developments   

Quality of Didactics and Learning Process / Performance Competency Development  

Communication & Engagement with Stakeholders, Practitioners & Deployment Agencies   

Education and Training / Competency Development Methods and Didactics  

Learner Rights & Needs and Dispute Resolution and Learner Care and Protection Procedures  

Procedures assessing Learning Outcomes and Participant Effects of Learning & Verification 
Methods 

 

Continuing / Further Support and Performance Development Assistance for Participants / 
Deployment Organisations  

 

Coaching & Counselling Support   

Quality of Staff & Infrastructure  

Professional Development / Adult Learning Staff, Trainers & Coaches (competences; gender; 
training; qualifications) 

 

Support / Guidance for Staff & Training Personnel / Teams   

Recruitment Policies   

Professional Development and On-Going Learning and Improvement Support Policies & 
Measures 

 

Training Location & Infrastructure (including ICT)  

Quality of Measuring Results & Improvement Framework 

Measuring results of training / professional development courses and services provided   

Self-evaluation of education / training programmes and professional development support  

Participant-evaluation of education / training programmes and professional development 
support 

 

Field, Deployment Agencies & Partners or Authorised Body-Evaluation of education / training 
programmes and professional development support 

 

Established & Implemented Mechanisms and Procedures for further development and 
improvement of programmes learning from own experiences, other training providers and 
needs of the field  

 

 
When considering the standards or quality criteria for CPPB training providers a few domains of 
observation can be included. This section is adapted and developed drawing upon Churruca, C. (2017). 
Concept Note for the Workshop on Addressing Standards for Training Centres. Bilbao PeaceTraining.eu 
Workshop78:  
 

Quality of the organisation 

Most quality assurance systems focus on the organisational aspects of training. Is the mission of the 
training centre well described? Is the organisation well-structured to work towards the stated mission? 
There are different quality criteria related to organisational issues. 
Indicators might include: 

                                                           
78 Adapted and developed from Churruca, C. (2017). Concept Note for the Workshop on Addressing Standards for Training 

Centers‘. Bilbao PeaceTraining.eu Workshop. P 4-5  
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▪ Mission statement of the organisation/ guiding principles describing the criteria and goals of 
the provider 

▪ Programme offer with a description of the target groups, needs and interests, general 
information and data of the target groups and educational sector and information 
management, diversity and gender issues 

▪ Management of the learning provider organisation (quality profile) 
▪ Quality of staff (quality profile) 
▪ Definition of quality, management of quality development, and culture of feedback (error 

management) 
▪ Quality of the infrastructure (resources), best conditions for learners 
▪ Quality of public relations and feedback culture (outreach work) 

 

Quality of didactics and the learning process 

It should monitor the way providers organise the delivery of adult learning and whether the 
educational offer responds to the needs and demands of adult learners as well as to the professional 
standards of specific fields (in our case conflict transformation, peacebuilding fields). 
The quality of didactics can also include indicators such as:  

▪ Complexity of curricula (i.e. number of aspects of the curriculum model covered in the offered 
curricula) 

▪ Innovation (number of unique courses offered, innovative methodologies used or own 
manuals/materials developed and trained on) 

▪ Correspondence of hours of training to recognized training standards  
 

Quality of Staff 

This involves setting requirements of minimum qualifications or competence levels of employees 
(training providers) and offering possibilities for the professional development of staff members. 
Quality criteria for staff are not only put in place for training staff, but affects other staff members as 
well, such as guidance staff, organisational staff (i.e. management, secretariat, support staff) and even 
volunteers and freelance staff. 
 

Quality of results 

One way of measuring results is to see whether the quality assured by providers comply with the 

criteria and indicators set in the quality assurance system. 

Current indicators / descriptors include: 
▪ the number of adults attending the courses; 
▪ the number who succeed in gaining a qualification; 
▪ learning outcomes achieved; 
▪ feedback from students 
▪ involvement of social partners in the development courses 

 
The ANSI/IACET Standard for Quality Learning Processes measuring provider’s program development 
across 10 categories is also relevant for consideration. These complement / parallel those included 
above and address: 
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1. Organization, Responsibility and Control 
2. Learning Environment and Support Systems 
3. Planning and Instructional Personnel 
4. Needs Analysis 
5. Learning Outcomes 
6. Content and Instructional Requirements 
7. Assessment of Learning Outcomes 
8. Awarding the IACET CEU and Maintaining 

Learner Records 
9. Evaluation of Learning Events 
 

 
In 4.5, these categories and criteria and others will be further developed to produce a tailor-made, 
customised draft set of criteria for assessing standards for CPPB training as part of a CPPB Training 
Quality Assurance Framework, following further consultations and joint engagement with key training 
providers in the field.  
 

7.8. Standards for Training Centres: Next Steps 
The purpose of this Unit within the Peace Training Handbook is to provide a preliminary identification 
of many of the key issues pertinent to the development of Standards for CPPB Training Providers. The 
Unit will be used as a basis for consultation and feed-back from leading experts and providers in the 
field. This feed-back will then be incorporated into the 2nd Version of the Handbook.  
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