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1 . i n t r o d u c t i o n  a n d  o b j e c t i v e s

A B O U T  P E A C E N E X U S  O R G A N I S A T I O N A L  D E V E L O P M E N T
( O D )  S U P P O R T  

Since 2009, the PeaceNexus Foundat ion© has been providing mult i -year organisat ional
strengthening support  to peacebui ld ing organisat ions,  wi th the object ive of  making their
contr ibut ions to peace even more ef fect ive and impactful .

Commit ted to an inclusive,  local ly- led approach to peacebui ld ing,  PeaceNexus framed i ts
2020 Cal l  for  proposals as an opportuni ty for  internat ional  peacebui ld ing organisat ions to
more ful ly “walk the talk”  of  their  mission. The OD support  was to help them ref lect  on
their  internal  pract ices as wel l  as their  re lat ionship to local  actors,  so as to ensure both
were congruent wi th their  values and disrupted rather than re-enforced unequal  power
structures.  Two years into their  respect ive change processes, i t  was a good t ime for our
selected partners to ref lect  on what they have learned through this process. 

https://peacenexus.org/


PeaceNexus regular ly convenes i ts partners and consul tants for  peer- learning events.
Organisat ional  change processes are chal lenging by their  very nature,  rarely unfolding as
planned and of ten rest ing disproport ionately on the shoulders of  one or a few commit ted   

These exchanges provide moral  support  whi le also
contr ibut ing to their  organisat ion as they come back with
renewed courage and inspirat ion.   The event usual ly
takes place in a set t ing that  is conducive to ref lect ion,
networking and sel f -care,  such as the Chateau de
Bossey. The last  one hosted by the internat ional  OD
programme took place in September 2019 and focused on
Strategy Development – i ts discussions then informing
our Pract ice Paper on Organisat ional  Development and
Peacebui ld ing.  
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The 2022 event took place from the evening of  October 31st to mid-day on November 2nd.
I t  brought together representat ives f rom six of  PeaceNexus'  internat ional  OD partners,
together wi th f ive consul tants and six of  PeaceNexus'  staf f ,  a l together nineteen
part ic ipants.  

At  the onset of  the workshop, i t  was acknowledged that part ic ipants brought into the room
their  mult ip le ident i t ies and their  own understanding of  their  meaning. They also
represented an organisat ion,  wi th i ts unique history,  dr iv ing force, expert ise and
chal lenges – al l  of  i t  const i tut ing a mosaic of  exper iences and perspect ives.  

A B O U T  T H I S  E V E N T  A N D  T H E  P A R T I C I P A N T S

A B O U T  O U R  P E E R - L E A R N I N G

staf f .  These internal  change champions take on that role
in addi t ion to their  regular dut ies and they great ly benef i t
f rom being of fered a space where they can ref lect  on
their  exper ience with peers involved in s imi lar  processes.  

https://peacenexus.org/wp-content/uploads/2020/04/PEN_PracticePaper_DOC_EN_WEB_page.pdf
https://www.chateaudebossey.ch/fr/
https://peacenexus.org/wp-content/uploads/2020/04/PEN_PracticePaper_DOC_EN_WEB_page.pdf
https://peacenexus.org/wp-content/uploads/2020/04/PEN_PracticePaper_DOC_EN_WEB_page.pdf


More speci f ical ly,  the s ix organisat ional  change processes that were ref lected on by the
group were:

A B O U T  T H E  A G E N D A

Build Up ’s  on-going inst i tut ional isat ion of  col lect ive leadership,  based on a
mantra of  pract ical  sol idar i ty and fear less integr i ty.  

Concil iat ion Resources ’  journey of  deepening the integrat ion of  gender into i ts
peacebui ld ing pract ice and developing i ts f i rst  ever Gender Strategy, bui ld ing on
the work done as part  of  the gender integrat ion dialogue co-hosted with
PeaceNexus and CMI Mart t i  Ahtusaar i  Peace Foundat ion.

International Alert ’s  commitment to have Gender,  Diversi ty,  Equi ty and
Inclusion underpin al l  i ts  strategic object ives. 

The OSCE Mission to Serbia ’s  ef for t  to mainstream youth part ic ipat ion in i ts
programmatic work and internal  processes.

Peace Direct ’s  work to operat ional ise a decolonised Monitor ing,  Evaluat ion and
Learning pract ice.  

The Women’s International League for Peace and Freedom ’  s  future WILPF
process through which i t  developed a new organisat ion-wide plan to guide the
movement as a whole and ensure a feminist  governance model.  

The event ’s agenda was def ined by the
part ic ipants themselves. Based on their
shared focus on change processes that
seek to redress power imbalances, f ive
key Learning Questions  were
ident i f ied and then f ine-tuned through
consul tat ions (see below) .  

Part ic ipants were also asked to select
the Learning Quest ion that resonated
with them the most and PeaceNexus
then faci l i tated cal ls for  each session
with those interested in shaping i t .  As
a resul t ,  they al l  contr ibuted direct ly to
one session, ei ther by faci l i tat ing i t  or
by shar ing their  case-study.
PeaceNexus’  ro le was then l imi ted to
leading the opening and the closing
sessions. 
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https://peacenexus.org/build-up/
https://peacenexus.org/peer-learning-dialogue-on-integrating-gender-in-the-dna-of-peacebuilding/
https://peacenexus.org/international-alert/
https://peacenexus.org/organization-for-security-and-cooperation-in-europe/
https://peacenexus.org/peace-direct/
https://peacenexus.org/womens-international-league-for-peace-and-freedom-wilpf/
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A B O U T  T H I S  R E P O R T

This short  report  provides a synthesis of  the insights generated by the group as i t
ref lected on the event ’s f ive Learning Quest ions,  c i t ing some of the examples and
pract ical  t ips that  emerged whi le respect ing the conf ident ia l i ty  of  the proceedings. I t  is
meant to be helpful  to both the part ic ipants as they cont inue to faci l i tate internal
conversat ions about change and for peers in other peacebui ld ing organisat ions engaged
in s imi lar  t ransformat ive ef for ts.  

Introduction game  -  why are we here – anchor ing this conversat ion in
context  – mapping out unique peacebui ld ing lens,  expert ise and key
chal lenges of  part ic ipat ing organisat ions – bui ld ing a safe container

W E L C O M E

What are we learning about generating buy-in and overcoming
resistance:  bui ld ing our respect ive change process eco-systems with
toys and arts suppl ies to represent their  d i f ferent actors and elements
– plenary story-tel l ing and debr ief  

L E A R N I N G
Q U E S T I O N  1

C L O S I N G Identifying main lessons  – personal  insights – cont inuing on as a
peer- learning and support  community – acknowledgements.  

What are we learning about accompanying change processes? :
f ishbowl interviews of  two contrast ing case-studies to ref lect  on the
role,  benef i t  and pi t fa l ls  of  external  support    

L E A R N I N G
Q U E S T I O N  2

What are we learning about combining different change agendas ? :
l is t ing al l  change agendas – how do we manage mult i -strand change
processes (e.g.  youth and gender mainstreaming?) – how do we create
organisat ional  space for debate and decis ion-making when faced with
di f f icul t  ethical  choices ? – smal l  group ref lect ions and plenary debr ief  

L E A R N I N G
Q U E S T I O N  3

How do we operationalise gender integration in peacebuilding?  :
explor ing the gender integrat ion spectrum tool  – indiv idual  and
organisat ional  posi t ioning – plenary feedback and debr ief

L E A R N I N G
Q U E S T I O N  4

What does a decolonised MEL look l ike?:  presentat ion on Peace
Direct  work on a bottom-up MEL framework – explor ing the di f ferent
components of  a decolonised MEL approach – plenary debr ief

L E A R N I N G
Q U E S T I O N  5

https://www.c-r.org/learning-hub/integrating-gender-dna-peacebuilding-learning-peers
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2 . S H A R E D  I N S I G H T S

The event started with a t rust-bui ld ing indiv idual  introduct ion exercise that enabled the
upfront naming of  power dynamics and contr ibuted to an immediate connect ion between
part ic ipants (see box below) .  Af ter  also giv ing a short  introduct ion of  their  respect ive
organisat ions,  part ic ipants were asked to bui ld their  own change process eco-system, using
toys and arts suppl ies to represent the di f ferent stakeholders involved, their  respect ive
roles and their  at t i tudes towards the change agenda. The debr ief  enabled part ic ipants to
ref lect  on the key elements of  their  organisat ional  journey but also on their  choices on how
to best represent i t  symbol ical ly.  This story-tel l ing also meant part ic ipants had essent ia l ly
br iefed one another on the ef for ts they were leading, which al lowed for easy references and
a shared understanding in the fol lowing sessions. 

The process fol lowed to develop the agenda ensured i t  ref lected part ic ipants’  key
interrogat ions.  I t  created shared ownership and modeled col lect ive leadership wi th
part ic ipants direct ly faci l i tat ing and contr ibut ing to di f ferent parts of  the programme. Each
session bui l t  on the previous one so that i t  fe l t  l ike a mult i -d imensional  s ingle conversat ion,
wi th new insights and nuances gained along the way.



2

S t e p  2

White

Women

Husband

Vegan

S t e p  1

S t e p  3
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Father

European

Equestrian

Dancer

Put participants in a circle and launch the exercise by
introducing yourself. Then ask participants' turn to introduce
themselves "normally", each stating their name, the
organisation they represent and their role in it.

Explain that when mentioning identit ies, people jump to
shortcuts- stereotypes, prejudices, f i l ters associated with that
identity. We rarely have an opportunity to define our own
experience and understanding of these identit ies. As an
example: the way I am a wife may not correspond to the
cultural norm, the way I understand my Swiss identity wil l
differ from how a right-wing patriot wil l define it. Also, the
meaning of these identit ies as well as their respective
importance wil l change over time: how I define myself as a
daughter was not a key identity for several decades, then it
changed as a result of becoming my mother's care-taker.
Finally, we may have given a lot of thought to one identity,
usually one that comes with discrimination, for instance what it
means to me to be a woman, when we rarely think about the
identit ies we hold that come with power and privileges unless
challenged to.

Remind participants that they are more than just their
professional role and while individuals may choose to keep
parts of themselves to their private sphere, we are shaped by
our multiple identit ies.

After modeling it about yourself, ask participants to write down
their own list of identit ies - specifying this l ist wil l not be
shared. Ex: peacebuilder, woman, wife, mother, daughter,
Swiss, White, dancer

Facil itate 5 rounds of introductions, each time announcing
when it is t ime to switch between partners and then thank your
partner and go looking for another one. For the last round,
invite participants to choose the identity that is the most joyful
to them.

Tell participants they are to go around the room, find a partner
and introduce themselves under one identity on their l ist. They
will have 2-3 minutes to speak about what that identity means
to them, after that a bell wil l r ing and their partner wil l do the
same, not necessarily choosing the corresponding identity,
just picking any from his/her l ist. Once both have spoken,
participants wil l be invited to thank their partner and go
looking for another partner to repeat the exercise, but each
time introducing themselves under a different identity. They
can skip identit ies they do not want to speak about.

Debrief the exercise, asking how participants felt having to
introduce themselves 5 times in a different way, what they
learned, etc. When used  as an ice-breaker to build trust, this
can be kept relatively l ight while making the point of the
importance of welcoming all identit ies and not jumping to
conclusions about their meaning. But this exercise can also be
used for powerful discussions around diversity and inclusion.

B O X  1 .  I N T R O D U C T O R Y  E X E R C I S E
The aim of  th is exercise is to ref lect  on our mult ip le ident i t ies and have an opportuni ty to
share our own exper ience and meaning of  each one, beyond sterorypes and cul tural  norms:



WHAT WE LEARNED.. .
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The organisat ional  change processes PeaceNexus supports are highly part ic ipatory,  a iming
to model a col lect ively def ined desirable cul ture.  Part ic ipants unpacked their  respect ive
exper iences in leading such processes and ident i f ied what makes such ef for ts successful .

T h e  s h a r e d  a n d
m o s t  i n s p i r a t i o n a l
i n s i g h t  w a s  t h e
p o w e r  o f  a s k i n g  
 L e a r n i n g  Q u e s t i o n s .

Framing inclusion object ives as learning conversat ions wi l l
increase the chance that i t  is  the exper ience of  belonging,
rather than the one of  exclusion and i r re levance, that  spreads
to al l  groups. Quest ions open up space for diverse points of
v iews, for  d i f ferent paces of  personal  change within
organisat ion-wide in i t iat ives,  for  resistance and dissent to be
held col lect ively rather than rest  heavi ly on a few shoulders.

When grounded in an authent ic commitment to change yet f ramed as explorat ion,  quest ions
increase safety for  what must be a courageous conversat ion:  How do we ensure al l
members of  staf f  feel  equal ly valued despi te di f ferences in labour laws and contract ing
modal i t ies across the di f ferent countr ies we operate in? How can our performance review
process be an empowering, safe one for al l  part ies? How can our governance model t ru ly
ref lect  our core values? Learning Quest ions can acknowledge complexi ty whi le giv ing
permission to chal lenge the status quo and demand better responses. Most important ly,
they expand our hor izon, they are by nature generat ive and invi tat ional .  

Thus our shared insights are also f ramed as the most important quest ions we should ask
ourselves when planning an organisat ional  change process.

The change process wi l l  be served by being demyst i f ied
through concrete examples and a c lear v is ion,  devoid of
jargon. I t  should be informed by and contr ibute to the
organisat ional  story,  rest ing on inspir ing narrat ives,  not just  a
negat ive f raming centered on problems. Branding thoughtful ly
the change process -  as WILPF did wi th the FUTURE WILPF
process -  can help mobi l ise support  and or ient  staf f  when
report ing back on progress.  Consistent messaging wi l l  go far
over t ime, persistent ly communicat ing the object ives of  the
change process, acknowledging every win and maintaining
on-going forums to unpack i ts impl icat ions.   

H O W  D O  W E  B U I L D  B U Y - I N  F O R  O U R  C H A N G E  A G E N D A  ?

“Release the
pressure of chasing
results and go back

to questions that
move us forward.” 

https://future.wilpf.org/
https://philea.eu/
https://philea.eu/


“Externals can help
us “see” by framing
what’s happening -

but internal
ownership is key.” 

The or ig inal  mandate for  a power-shi f t ing change process can
come from di f ferent sources. I t  may be given by the
leadership or come as a resul t  of  staf f  demands. I t  may be
tr iggered by an internal  incident/cr is is or external  pressure
such as the Black Lives Matter,  the #MeToo movement or
cal ls to Decolonise Aid.  

However urgent the change may be, i t  is  important to c lar i fy
the object ives and scope of  the change we have a mandate
for,  probing unt i l  we get to a shared understanding of  what
the problem is and what success wi l l  look l ike.  Secur ing a
mandate may require a mapping of  current inequal i t ies.  For
example,  a review of  human resources can ident i fy
discr iminatory pract ices and reveal  the costs of  the status
quo. Mapping these hidden costs can help secure a change
mandate and part ic ipatory processes that are wel l  designed
and faci l i tated are key to maintaining change energy.

H O W  D O  W E  E N S U R E  W E  H A V E  A  C L E A R  M A N D A T E  ?

Who the change champion is matters,  wi th a key role for  the
leadership to play but also for  the power holders more
broadly to use their  posi t ion and pr iv i lege to support  reform.
For instance ant i - racism work needs also White champions. 

The role of  the governance structure came back again and
again wi th a shared sense that t radi t ional  governance
structures need  to be reimagined. More exchanges – based
on the success of  PeaceNexus'  board- level  peer- learning
group – are needed across peacebui ld ing organisat ions to
ensure Boards are engaged and part  of  the change process. 

Final ly,  a change agenda wi l l  require courageous leadership
from al l  parts of  the organisat ion – so that al l  internal
processes and pol ic ies are reviewed in l ight  of  the
commitments made. For instance Internat ional  Alert  has
representat ives of  a l l  departments in i ts Global  Diversi ty,
Equi ty and Inclusion (GDEI) Steer ing Commit tee. 

H O W  D O  W E  E N G A G E  O U R  L E A D E R S H I P  E F F E C T I V E L Y  ?

“It is not because
you are not where

you want to be
that great work
isn’t happening
RIGHT NOW” 
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https://philea.eu/
https://philea.eu/
https://peacenexus.org/peacenexus-board-level-peer-learning-group-for-international-peacebuilding-organisations/
https://philea.eu/
https://philea.eu/


The exclusion of  one group – for  instance women -  cannot be
addressed without looking at  how i t  interacts wi th other
discr iminatory pract ices – for  instance racism or ageism. 

The OSCE Mission to Serbia found that gender and youth
mainstreaming, whi le potent ia l ly  compet ing for resources,
could be implemented as complementary ef for ts.  Yet
acknowledging intersect ional i ty can lead to an over- laying of
bureaucrat ic responses (mult ip le inclusion check- l is ts) ,
exclusionary jargon and di f f icul t  t rade-of fs.  

Bui ld Up’s organisat ional  model was welcomed as an inspir ing
example of  a structure that  acknowledges the over laying of
mult ip le oppressive structures and creates space for ethical
decis ion-making. 

Part ic ipants noted that a constant focus on the excluded
reinforces a v ict im-based narrat ive.  The extent to which
organisat ional  and programmatic pract ices reinforce rather
than disrupt pr iv i lege and unequal  power structures could be
a more powerful  measure of  progress.  In al l  cases, i t  wi l l  be
important to pay at tent ion to f raming at  the onset of  the
process. 

W H A T  D O E S  O U R  F R A M I N G  I N D I C A T E  ?

“All change
processes are
multi-strands.” 

Current Monitor ing Evaluat ion and Learning frameworks are not
only of ten imposed by donors in a top-down manner,  they are
also based on – and further contr ibute to -  d istrust .  Peace Direct
presented i ts ref lect ion and emerging pract ice in the development
of  a f ramework designed around the quest ions the partners and
di f ferent teams have on how to improve their  work and impact.  I t
is  an approach that focuses on learning – for  now as a
complement to project-based data gather ing,  yet  a lso an entry
door to greater donor engagement and educat ion.

Our MEL pract ice is key in our engagement wi th local  actors,  i t
sets the tone for the partnership and needs to be thought through
as a value-dr iven exercise.

H O W  C A N  W E  D O  M E L  D I F F E R E N T L Y  ?

“Impact takes
time so value

progress.” 
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https://philea.eu/
https://philea.eu/
https://philea.eu/
https://philea.eu/


One evident commonal i ty was the burden carr ied by change
champions. Those taking responsibi l i ty  for  leading the
process usual ly volunteer for  the role and end up dedicat ing
unant ic ipated amounts of  t ime to i t ,  on top of  an already
heavy workload. This may be exacerbated by gui l t  that  their
investment,  l imi ted by other dut ies,  does not match their
commitment and interest .

The sacr i f ices required clear ly take a heavy tol l ,  yet  a lso lead
to personal  growth and a powerful  bonding journey for those
involved. I t  is  common to forget to include one's own needs
when dr iv ing inclusion ef for ts.  As their  addi t ional  load wi l l
regret tably rarely be ful ly compensated, regular ref lect ions on
what people are learning and gaining from their  ro le in the
change process, as wel l  as opportuni t ies to increase or
decrease their  level  of  part ic ipat ion to make i t  more
manageable wi l l  be helpful .   

H O W  D O  W E  S U S T A I N  O U R S E L V E S  ?

“How do we create
space for healing for

those leading the
change?” 

How can the change process model the desired organisat ional
cul ture? I t  is  of  utmost importance that i t  does and is
therefore led by a body that is credible and truly
representat ive of  staf f  – and not over ly t i l ted towards
headquarters.  

Transparency wi l l  a lso be key for the process to be
considered legi t imate by the major i ty of  the stakeholders.  Not
al l  staf f  can or should be involved in every decis ion but they
must understand what the process is about,  what the
impl icat ions for  the organisat ion (and themselves) may be
and when/how they can provide their  input.   

Behaviours that  are not congruent wi th the professed values
of the process wi l l  become that much more problemat ic – yet
sometimes inadvertent ly serving the change agenda through
their  increased vis ib i l i ty .  

H O W  D O  W E  P R A C T I C E  M U T U A L  A C C O U N T A B I L I T Y  ?

“Solidarity means
taking the same
(financial) risks.” 
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https://philea.eu/
https://philea.eu/
https://philea.eu/
https://philea.eu/


All  part ic ipants declared that the event had met their  own def in i t ion of  success – asking
that i t  would be longer next t ime. They welcomed the mix of  part ic ipants:  to have two
representat ives of  part ic ipat ing organisat ions to al low for jo int  ref lect ion and to also br ing
in consul tants and PeaceNexus'  staf f  support ing them. They also appreciated the ful l  and
frank part ic ipat ion of  PeaceNexus, as i ts staf f  ref lected on the foundat ion’s own internal
chal lenges.

By def in i t ion,  a learning conversat ion is an on-going, evolv ing one. Some of our partners
have already publ ic ly shared some of what they have developed and learned, which can
be consul ted on our Resources page. 

3 . w h a t  c o m e s  n e x t  ?

The OSCE Mission to Serbia,  for  instance, has publ ished Guidel ines on how to work wi th
and for youth.  I t  has also just  gathered Pract ical  Ideas to foster youth engagement in
pol ic ies,  processes and programs from across the OSCE and beyond. Their  Pract ice
Paper captures the learning of  a ser ies of  d ig i ta l  roundtables focused on Enabl ing a youth
inclusive environment,  Including youth voices in pol icy-making and strategic processes
and Integrat ing youth into the programming of  organisat ions.

Another useful  resource is the report  that  came out of  a peer- learning dialogue among
thir teen peacebui ld ing organisat ions on Integrat ing Gender into the DNA of Peacebui ld ing
in 2021.
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https://peacenexus.org/wp-content/uploads/2021/06/Youth-Mainsteaming-Practice-Paper.pdf
https://peacenexus.org/wp-content/uploads/2023/03/Peace-Nexus-Report.pdf
https://peacenexus.org/resources/od/
https://peacenexus.org/resources/od/
https://peacenexus.org/wp-content/uploads/2021/06/Youth-Mainsteaming-Practice-Paper.pdf
https://www.osce.org/files/f/documents/8/b/540437.pdf
https://peacenexus.org/wp-content/uploads/2021/06/Youth-Mainsteaming-Practice-Paper.pdf
https://peacenexus.org/wp-content/uploads/2021/10/Report_Gender_Integration_in_Peacebuilding_English-.pdf
https://peacenexus.org/wp-content/uploads/2021/10/Report_Gender_Integration_in_Peacebuilding_English-.pdf
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One of the co-host of  th is dialogue, Conci l iat ion Resources, has further adapted and
tested the gender integrat ion spectrum with i ts programme teams in Pakistan and Central
Afr ican Republ ic.  This forms part  of  i ts  new, and f i rst  ever,  Gender Strategy, which places
a strong focus on how gender interacts wi th other forms of  ident i ty and systems of
oppression. In operat ional is ing the Strategy, CR has designed and pi loted a 'Gender
Integrat ion Cycle '  which involves f ive steps, done in c lose col laborat ion wi th local
partners:  carry ing out a ta i lored gendered conf l ic t  analysis;  def in ing what gender
responsive and transformat ive object ives might look l ike (based on speci f ic  contexts) ,
producing gender act ion plans, faci l i tat ing cross-programme learning sessions to see
what gender responsive and transformat ive peacebui ld ing looks l ike across di f ferent
contexts,  and ref lect ing on object ives in annual  outcome harvest ing sessions. 

Some of our partners have ref lected on their  change journey so far,  such as Bui ld Up or
Partners Network.  Others wi l l  share their  journey once they have ful ly implemented what
they have commit ted to change and ref lected on i t .

The group agreed to share i ts key insights through this document and expressed a desire
to cont inue their  exchanges, both on speci f ic  topics such as MEL and governance, and as
a peer- learning and support  space. Part ic ipants take turns in host ing a monthly cal l  where
each can br ing their  latest  learning quest ion – or just  moral  support  and reinspirat ion.

The report  ref lects on a number of  chal lenges in mainstreaming gender,  including a
tendency to resist  the inherent ly pol i t ical  nature of  gender work and the need to engage
leadership in the process. I t  presents a gender integrat ion spectrum designed to support
organisat ions in measur ing and sett ing ambit ions ranging from being gender unaware and
gender sensi t ive through to gender t ransformat ive.

For updates and opportuni t ies to jo in the dialogue, just  fo l low PeaceNexus'  L inkedIn
page.

The peer- learning dialogue is cont inuing as other part ic ipants use the spectrum and adapt
i t  to their  own needs, context  and pr ior i t ies.

https://ch.linkedin.com/company/peacenexus-foundation
https://ch.linkedin.com/company/peacenexus-foundation
https://www.c-r.org/
https://docs.google.com/document/d/1xCR7G6aTADWgXH4XY5f5gY_Ntghw8EeTwEEvFt7od5U/edit
https://thepartnersnetwork.org/docs/revitalizing-a-global-network-for-democracy-and-peace-reflections-from-the-partners-network/
https://www.linkedin.com/company/peacenexus-foundation/?originalSubdomain=ch


K E Y  C O N T A C T

F O N D A T I O N
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Carole Frampton-de Tscharner  

carole. f rampton@peacenexus.org
+ 41 22 365 15 00

Organisat ional  Development Lead 
Internat ional  Partnerships Manager 

This report  fa i ls  to capture the generosi ty of  the exchanges and the strong connect ions
they generated. PeaceNexus would l ike to extend i ts grat i tude to al l  part ic ipants,  for  their
enthusiasm, t rust  and strong involvement,  in th is event,  in their  partnership wi th us and in
their  deep commitment to a just ,  equi table peace. 
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