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Core Values and Key Competencies of a Peace Professl
A Discussion paper

Executive Summary

This document identifies CPSC’s competency-basedoagh to building a roster of qualified
Peace Professionals who demonstrate the sharedValues and Key Competencies which we
propose as necessary to serve effectively in areesnflict. Development of the Core Values
and Key Competencies is largely based on the iopsgasoned experts with a passion for
peace and a heart for helping others. Two CPS€&uamces, including the most recent
involving Johan Galtung, have inspired and inforrtezlwork presented here.

The document outlines CPSC'’s approach to recryigqgipping and referring Peace
Professionals wherever they are needed most. appaibach begins with the assessment of
potential candidates against Core Values as ag guaalification. Successful candidates are
then measured against the Key Competencies artédnia participate in training as
appropriate. Seasoned Peace Professionals agteehite Key Competencies can be learned,
Core Values need to be in place from the startns€quently, if Core Values are not identified
during rigorous initial screening, candidates areinvited to continue the qualification
process.

A template is proposed for the use of managergeaaxtitioners who wish to describe the
work of particular jobs in terms of Key Competescéand mission-specific competencies.

The Core Values that are felt to be critical fasfpssional peace work are:

* Empathy

e Humility

» Personal maturity

* Sound judgment

» Sincerity

» Strong desire for social justice and peace for all
Willingness to learn

The Key Competencies identified in this report sseatial are:

e Communication:
e Conciliation:

* Conflict Analysis:
* Facilitation:

» Mediation:

* Negotiation:



» Operational Planning:
» Peace Building:

» Personal Security:

» Strategic Thinking

» Teamwork:

Finally, a template is proposed for the use of gamaand practitioners who wish to describe
the work of particular jobs in terms of Key Competies and mission-specific competencies.



Canadian Peace Professionals:
Core Values and Key Competencies

Vision:

The Civilian Peace Service of Canada consists alifigd individuals who are inspired to
develop, foster and promote non-violent solutianednflict. They reflect a set of Core Values
shared by all stakeholders, and have met high atdaaf performance in a broad range of
peace-related disciplines identified as Key Compaés. Canada’s Civilian Peace Service is
dedicated to facilitating the recruitment, traineugd referring of peace professionals for field
deployment.

Enabling activities:

In pursuit of its vision, the Civilian Peace Seeviaf Canada works toward the following
enabling goals:

» establishment of professional standards and aseda@asessment and
measurement tools for recruitment and on-goinggasibnal development

» development of a core curriculum which would enghet essential
competencies have been learned before deployment

* building of a national roster of qualified indiviais who reflect the Core Values
and have demonstrated the requisite Key Competencie

The CPSC Model
For Competency-Based Human Resource Management

Core Values and Key Competencies

We believe that effective performance as a Peanfe$dional depends on a set of Core Values
and Key Competencies. Seasoned Peace Professagnaésthat while Key Competencies can
be learned, Core Values need to be in place bedatkhindividuals who do not demonstrate
the Core Values identified in this model are uriike demonstrate, much less master, all of
the Key Competencies required of Peace Professioi@dre Values are underlying traits
which motivate and constrain individuals to behewveertain ways and to seek out
employment or vocations which value these behasiourhe presence of a Core Value often
predicts the sort of behaviours which can be exgoeftbm an individual. Core Values

develop early in life, shaped by significant lifgperiences, and seldom change in the course of
everyday life unless there occurs an emotionafjgiicant event of such fundamental nature
that it brings the individual to question values\pously taken for granted. The Key



Competencies (knowledge, skills, abilities) desaliin this model, on the other hand, may be
acquired and mastered through education, trairmadgpaactice.

An example may be useful in clarifying the diffecerbetween values and competencies. In
the CPS model, we identifytrong desire for social justice and peace for als a Core

Value. Individuals who share this value can gelhebe expected to be drawn to and perform
well in fields related to the active fostering gardmotion of peace. The knowledge, skills and
abilities necessary to perform a particular seetdted skills can be acquired and mastered
through a combination of education, training anacpce. On the other hand, an individual
who does not share th8trong desire for social justice and peace for ai unlikely to

become an exemplary Peace Professional. ConségqubetCPS screens potential applicants
initially for Core Values and subsequently for Kegmpetencies. If a candidate successfully
demonstrates the proposed Core Values through@mo@mate screening process, a learning
needs analysis then determines appropriate arefgtioer study in one or more Key
Competencies. If Core Values are not evidenindunitial screening, candidates are not
invited to continue the qualification process. Higriagencies are encouraged to make use of the
CPSC competency model to describe specific jobguheh to staff. The model supplied here
enables agencies to determine levels requiredmwhch competency for a particular job.
Candidate profiles from the CPSC roster will indéckevels demonstrated by the individual in
each competency. Additional mission-specific regmients will be defined and measured by
hiring agencies through their own processes.

Core Values

Purpose: to state the essential values which underlie,vattiand help to predict effective
performance in any sector of the Peace Profesadamare of the opinion that recruitment and
training of Peace Professionals should begin witindividual assessment of these values.
Following successful completion of this assessnandidates will be invited to register in the
CPSC or other inventory (such as CANADEM, for exénpo further describe their work
experience or register for additional training mear more competency areas.

Based on a review of the current literature anddinect input of theoreticians and
practitioners, the following Core Values are idBati as fundamental to success as a Peace
Professional. They are considered equal in vane,are listed here in alphabetical order for
convenience.

Empathy:
“I work to understand the depth of feeling of treigus stakeholders in a conflict in order to
take everyone’s interests into consideration bedatang.”

Humility:
“I value as equal to my own the knowledge and aepee of others and their contribution to
the mission at hand. ”



Personal maturity:
“I am well aware of my own personal strengths améknesses; | work to put the former to
their best use, and to remedy the latter.”

Sincerity:
“lam as | say and do. | do not pretend to beroten what | am . | aspire to be free of
hypocrisy.”

Sound judgment:
“I ensure that my decisions and actions take intes@eration the interests of all concerned so
that | can move forward with confidence.”

Strong desire for social justice and peace for all

“l use whatever knowledge, skills and experienbave to support the less privileged and
oppressed. | am motivated to work toward a regmiutf their plight. | believe in non-violent
means to resolve conflict.”

Willingness to learn
“I have much yet to learn, | enjoy learning, arsék out opportunities to learn in a variety of
ways.”



Key Competencies Identification:

The Key Competency areas listed below are baselirect input from academics and field
practitioners in peace professions, as well asiaweof the documented work of international
leaders in the field.

The following are not included as Key Competencies

1. Core Values or other traits which are considasdon-trainable. While people’s
values and fundamental traits can indeed changsetbhanges generally come about
as a result of major life events, and are neitlhened nor engineered.

2. Specific skills such as “driving on muddy roausainy season” or “treating snake
bites”. Responsibility for screening and trainsandidates for these specific, learnable
skills falls within the responsibility of missionganizers and hiring agencies.

What is included?

Everything in this list is considered as “learndlae“trainable”; in other words, competencies
that can be acquired through a combination of ethutaraining and practice. Each Key
Competency is described in terms of specific oksde/behaviours which characterize
superior performers.

Key Competencies:

Communication:

The exemplary performer communicates effectivedllgrand in writing in a manner that
takes into account the audience being addressstiéning or attending skills are as important
as speaking or writing.

Conciliation:
The exemplary performer transcends conflict bytangeoptions for resolution and inspiring
creativity among the parties themselves

Conflict Analysis:

The exemplary performer uses all available tootsiaput to determine the evident and
underlying elements of a conflict so as to workaogvpeaceful resolution. These elements
include past and present issues that fuel theicgrdks well as the role and use of power by
various parties.

Facilitation:
The exemplary performer finds ways to assist peapteorganizations with diverse
perspectives in working together to identify antliage common goals and objectives.



Mediation:
The exemplary performer works successfully towaralding individuals and/or groups to
achieve deeper understanding of one another amestodve their differences.

Negotiation:
The exemplary performer finds ways to assist ogions and individuals with seemingly
divergent objectives and interests in reaching allytw@cceptable agreements.

Operational Planning:
The exemplary performer effectively plans the stegiired to attain a desired outcome.

Peace Building:
The exemplary performer effectively combines the ofsa variety of competencies and tools
to model characteristics of a peaceful commung#gdiety.

Personal Security:
The exemplary performer acts effectively to assuséher personal safety, and the safety of
others, while continuing to work toward the misssoobjectives.

Strategic Thinking
The exemplary performer develops and closely adsffestive strategies to the mission’s
objectives, clearly linking individual and grouptiaties to those objectives.

Teamwork:
The exemplary performer integrates individual armlig objectives and efforts in order to
work toward shared goals.



Applying Key Competencies
To Existing Organizational Positions

Specific Behaviours

Consistent with competency-based human resourctiges, each Core Competency is further
described in terms of observable behaviours. Theséhe behaviours which distinguish
exemplary performers from the rest.

With definition of particular behaviours, the congaecy profile becomes a useful tool for
recruiting, selection, training and development padormance management.

The range of activities to which a Canadian Peao&Bsional may be called is large indeed.
The CPS facilitates the training of candidatesareccompetencies through an integrated
learning and certification system. Responsibilitlymission-specific training outside the CPS
Core Curriculum falls to employing organizationghe CPS is happy to consult and offer
advice on mission-specific learning needs fronekiensive contacts in the field.

The following model illustrates how a particulabjmight be described using the CPS Core
Competencies and additional competencies deschpéue hiring agency.

Assumptions:

1. The hiring agency looks to the CPS as a prajassi authoritative source for assistance
in recruitment, selection and staffing of persorfoelarious positions under the rubric
of Peace Professional.

2. The hiring agency is aware of and supportswiregrimary tools used to screen
candidates for potential deployment: the Stateroé@ore Values and the Key
Competencies for Peace Professionals, and unddsstiaat all candidates available for
deployment have been successfully screened adhess criteria. The profile of each
successful candidate indicates the level of preficy assessed for each core
competency.

3. The hiring agency recognizes the scope anddtmaits of the Statement of Core Values
and Key Competencies, and augments CPS’s candidséssment with its own
assessment of additional, mission-specific compgtesquirements and pertinent
training services as required.



Levels of Competency:

The model proposed provides the opportunity togassine of four levels to each Key
Competency and each of its supporting behaviotlire intent is to allow mission directors
and hiring agencies to tailor the profile to a gartar job or group of jobs, and to query the
roster for a list of candidates who meet or exdbedorofile for the job. For example, a
candidate being sought specifically to escort allofficial may not require a high level of
competence in Strategic Thinking or Facilitationt be or she may need to be very
knowledgeable and highly experienced in assessidgratigating risks to personal security.

Level O
Candidate has little or no training or applicatexperience in the competency or specific
behaviour, although he/she may be aware of theiptes underlying it.

Level 1
Candidate has knowledge and some practical trainittge Competency or specific behaviour,
but little or no practical experience in applyingimplementing it in an operational setting.

Level 2
Candidate has knowledge, practical training andesfiabd experience using the Competency
or specific behaviour.

Level 3

Candidate has knowledge, practical training andresive field experience in the Competency
or specific behaviour. Candidate is able to ccauth support others in the Competency or
specific behaviour.
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Competency Profile
for a Particular Peace Professional Assignment

Section 1. Key Competencies for Peace Professionals

Key Competency

Level Req'd

0

1

2

3

Comments
(Specific job requirements, etc.)

Communication: The exemplary performer communicates
effectively orally and in writing in a manner thakes into
account the audience being addressed.

- identifies audience(s) to be addressed and cerssid
best medium for communication with each/all

- identifies and confirms key messages to each key
stakeholder (common and/or distinct)

- crafts messages to support and further the gdalse
mission

- considers potential reaction and adjusts accghgin

- monitors reaction and uses results to enhancesfut
communications

Conciliation: The exemplary performer acts as intermedig
between conflicting parties when the conflictingtjes are
unwilling or unable to sit down face to face toatiss
differences

ry

- develops trust between conflicting parties and
confidence in his/ her ability to communicate key
messages between parties

- maintains neutrality while effectively communiicef
the messages intended by each of the partiesipatiig
in the conciliation effort

- advises parties with appropriate candour anditbétys
of the reaction of other parties to proposals itns
put forward

- advises parties as to other dispute resolution
mechanisms available to them

- consults with key stakeholders to build a shared
understanding of the essential elements of theliconf

- verifies this understanding through relationshwit
people on the ground who are living the conflict

- continually updates intelligence to ensure a tyme
understanding and identify new developments

11




Key Competency

Level Req'd

0

1

2

3

Comments
(Specific job requirements, etc.)

Conflict Analysis: The superior performer uses all availab
tools and input to determine the evident and uydeyl
elements of a conflict, as well as the role andaiggwer by
various parties..

le

- maintains awareness of, and familiarity with,reat
tools and methodologies available to facilitatb@ough
understanding of the nature and causes of a conflic

- conducts research from all available sourcessue
that relevant information is taken into considenati

- consults with key stakeholders to build a shared
understanding of the essential elements of thdiconf

- verifies this understanding through relationghwit
people on the ground who are living the conflict

- continually updates intelligence to ensure a tyme
understanding and identify new developments

Facilitation: The exemplary performer finds ways to assist
help people and organizations with diverse persgecin
working together to identify and achieve commonlgeaad
objectives.

- works with parties involved to identify respeetiv
positions and underlying interests

supports parties involved to expand their perspeston
the issues at hand

- fosters understanding of all perspectives andksvty
alleviate fears / concerns

- supports parties in the development of altermativ
means to achieve their respective goals and otgecti
without violence

Mediation: The exemplary performer works successfully g
assisting others in resolving their differencesliffiduals
and/or organizations).

- facilitates the process of identifying positicarsd
interests of the parties and assists them in utadeting
the distinction between positions and interests

- establishes credibility as an unbiased, “neuttalthe
extent possible

- stresses the value of dialogue, as well as atber

violent means of conflict resolution
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Key Competency

Level Req'd

0

1

2

3

Comments
(Specific job requirements, etc.)

- engages services of appropriate resources

- facilitates development of options for resolutamd
arrival at a sustainable, peaceful agreement

Negotiation: The exemplary performer represents the
interests of the party (or parties) effectively avith
sensitivity, always remaining cognizant of the intpace of a
fair, equitable and sustainable agreement.

-identifies the key stakeholders and decision naked
the nature of the relationships between them

- determines the initial positions of each of tlaeties
involved, and what has led to the establishmethede
positions

- determines areas of compromise and / or flexybili
searches for common ground

- develops alternatives that may be acceptabletto b
(all?) parties

- facilitates preparation of a fair, equitable,tairsable,
written agreement which addresses the concerns of
parties

Operational Planning: The exemplary performer effectively
and objectively plans the steps and processesregbja attain
a desired outcome.

- clearly articulates desired outcomes so that teéigct
mission goals and are understood and shared bysoth

- leads and facilitates in the identification oésfic
actions necessary to attain the desired outcome

- documents and revisits the operational plan,itig
and revising as required

- reviews and learns from successes and failures

Peace Building:

The exemplary performer effectively combines the of a
variety of competencies and tools to model charesties of
a peaceful community / society.

- bears in mind latent hostility which may impede
progress towards the building of a peaceful envivent

- proposes/ fosters/encourages support for postaes
toward a peaceful future for the parties involved

- encourages dialogue among interested partiesthéth

aim of discovering creative ways to move forward

13




Key Competency

Level Req'd

0

1

2

3

Comments
(Specific job requirements, etc.)

Personal Security:The exemplary performer acts effective
to assure his/her own personal safety, and thathefrs, while
working toward the mission’s objectives.

Yy

- identifies real and potential threats to theegabf all
those involved

- considers potential impact of each threat and the
likelihood of its occurrence

- actively plans actions and strategies to mitigeste

- gives appropriate consideration to the impact of
identified threats to the ultimate objective(s}iudf
initiative

Strategic Thinking: The exemplary performer develops an
closely adapts effective strategies to the missiobjectives,
clearly linking individual and group activities those
objectives.

- clearly articulates long-term goals as over-argtand
inclusive of individual and group activities

- builds a strong strategic framework for the
development of operational plans

- periodically monitors operations as they relate t
strategic goals

Teamwork: The exemplary performer integrates individual
and group objectives and efforts in order to wankdrd
shared goals.

- identifies the range of activities required te@mplish
a given goal

- assesses individual and team strengths accoydingl

- proposes/ assigns specific tasks based on sfiengt

- actively recognizes the value of individual aedrh
efforts

- promotes attitudes, behaviours and methods which
support a team approach to goal achievement

- effectively facilitates the resolution of team
issues/concerns as they arise

14




Section 2: Mission -Specific Competencies
Defined by Mission Lead, Hiring Agency)

Note: At this level, the whole panoply of peacdedg activities begins to open up. No
doubt, further work with key stakeholders couldufem significant gains in
identifying and measuring specific competenciesteel to “sub-fields” of the
Peace Profession. The viability of such furtherkaaill depend on factors
such as potential for economies of scale, generayateeds on the world scehe
at any given time. In the short term, we needséesy that can respond quick]y
to recruiting agencies based on Core Values ance@ompetencies.

Listed below are two examples of potential missspecific competencies. The CPS has not
undertaken at this point to enumerate or develegut range of competencies which could be
required. This responsibility rests with coordingtand hiring agencies. CPS will offer its
services in consulting with and advising these agsnon ways to identify and define
particular competencies required for particularsiaiss.

Mission -Specific Competencies Level Req'd Comments

(Supplementary to Core Values and Key Competencies e (Specific job requirements, etc.)

Interposing: The exemplary performer intentionally and
effectively places himself or herself directly betm
individuals or groups in conflict in such a waytaseduce
the likelihood of hostile acts.

- identifies representatives of parties in conflict

- assesses the potential for physical harm or
intimidation

- establishes an action plan to mitigate or rediste

- executes action plan

- monitors and evaluates results

Preventive Diplomacy: The exemplary performer engageas
in active dialogue with key stakeholders with thient of
avoiding the escalation of conflict.

- identifies all stakeholders and analyzes their
respective roles and interests related to the tuthf

- assesses possible entry points for effective
intervention

- actively seeks to engage in dialogue with all key
players / interested parties

- identifies individuals or groups at various lealith
perceived interest in avoiding hostilities
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Mission -Specific Competencies Level Req'd Comments

(Supplementary to Core Values and Key Competencies 112 I3 (Specific job requirements, etc.)

- understand and separates history from myth itlate
to the current conflict

- identifies potential fault lines in specific issiand
plans to address them

- devises strategies to engage those interested in
peaceful resolution

- explores opportunities to influence hostile pertin
favour of peaceful resolution
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