CONFLICT RESOLUTION MODELS

ExPLORING THE LANDSCAPE OF CONFLICT RESOLUTION MODELS

CONFLICT RESOLUTION MODELS PROVIDE FRAMEWORKS THAT GUIDE INDIVIDUALS AND GROUPS THROUGH DISAGREEMENTS, AIMING
TO TRANSFORM DESTRUCTIVE DISPUTES INTO CONSTRUCTIVE OUTCOMES. UNDERSTANDING THESE MODELS IS CRUCIAL FOR
ANYONE NAVIGATING INTERPERSONAL, PROFESSIONAL, OR SOCIETAL CONFLICTS. FROM SIMPLE NEGOTIATION TACTICS TO
COMPLEX MEDIATION STRATEGIES, EACH MODEL OFFERS A UNIQUE LENS THROUGH WHICH TO VIEW AND ADDRESS THE ROOT
CAUSES OF DISCORD. THIS COMPREHENSIVE ARTICLE WILL DELVE INTO THE MOST PROMINENT CONFLICT RESOLUTION MODELS,
EXPLORING THEIR CORE PRINCIPLES, APPLICATIONS, AND THE BENEFITS THEY OFFER. WE'LL EXAMINE HOW DIFFERENT APPROACHES
CATER TO VARIOUS CONFLICT TYPES AND DISCUSS THE IMPORTANCE OF SELECTING THE RIGHT MODEL FOR THE SITUATION AT
HAND. BY DISSECTING THESE FRAME\WORKS, YOU'LL GAIN VALUABLE INSIGHTS INTO FOSTERING UNDERSTANDING, FINDING COMMON
GROUND, AND ACHIEVING SUSTAINABLE RESOLUTIONS.

TABLE oF CONTENTS

UNDERSTANDING THE NEED FOR CONFLICT RESOLUTION MODELS
THE THoMAS-KILMANN CoNFLICT MoDE INsTRUMENT (TKI)
THe DuAL CoNCERNS MODEL

FisHer AND URY's PRINCIPLED NEGOTIATION

THE GALTUNG MopEL oF CONFLICT RESOLUTION

MEDIATION AND FACILITATION MODELS

COMMUNITY AND W orkPLACE CONFLICT RESOLUTION MODELS
CHoosING THE RIGHT CoNFLICT RESOLUTION MODEL

UNDERSTANDING THE NEED FOR CONFLICT RESOLUTION MODELS

CONFLICT IS AN INHERENT PART OF HUMAN INTERACTION. |T ARISES FROM DIFFERENCES IN OPINIONS, VALUES, NEEDS, AND SCARCE
RESOURCES. W/ITHOUT EFFECTIVE STRATEGIES, CONFLICT CAN ESCALATE, LEADING TO DAMAGED RELATIONSHIPS, DECREASED
PRODUCTIVITY, AND SIGNIFICANT EMOTIONAL DISTRESS. THIS IS PRECISELY WHERE CONFLICT RESOLUTION MODELS BECOME
INDISPENSABLE TOOLS. THEY OFFER STRUCTURED PATHWAYS TO DE-ESCALATE TENSIONS, FOSTER COMMUNICATION, AND
IDENTIFY MUTUALLY AGREEABLE SOLUTIONS.

THINK OF CONFLICT RESOLUTION MODELS AS A TOOLKIT FOR NAVIGATING A STORMY SEA. YOU WOULDN'T TRY TO SAIL
THROUGH A HURRICANE WITH JUST A PADDLE, YOU NEED DIFFERENT TOOLS FOR DIFFERENT CONDITIONS. SIMILARLY, VARIOUS
CONFLICT SITUATIONS CALL FOR DISTINCT APPROACHES. THESE MODELS PROVIDE A SYSTEMATIC WAY TO ANALYZE A
CONFLICT, UNDERSTAND THE MOTIVATIONS OF THE PARTIES INVOLVED, AND STRATEGIZE THE MOST EFFECTIVE PATH TOWARDS
RESOLUTION. THEY MOVE US FROM REACTIVE FIREFIGHTING TO PROACTIVE PROBLEM-SOLVING.

THE BENEFITS OF EMPLOYING STRUCTURED CONFLICT RESOLUTION MODELS ARE FAR-REACHING. THEY CAN LEAD TO STRONGER
RELATIONSHIPS BUILT ON TRUST AND MUTUAL RESPECT, IMPROVED DECISION-MAKING PROCESSES, AND A MORE HARMONIOUS
ENVIRONMENT, WHETHER AT HOME, AT WORK, OR IN THE COMMUNITY. BY UNDERSTANDING AND APPLYING THESE FRAMEWORKS,
WE EMPOWER OURSELVES TO TRANSFORM POTENTIALLY DESTRUCTIVE SITUATIONS INTO OPPORTUNITIES FOR GROWTH AND
POSITIVE CHANGE.

THE THoMAS-KILMANN ConrFLICT Mope INsTRUMENT (TKI)

ONE OF THE MOST WIDELY RECOGNIZED AND PRACTICAL FRAMEWORKS FOR UNDERSTANDING HOW INDIVIDUALS APPROACH
CONFLICT 1S THE THOMAS-KILMANN ConrLICT MobE INSTRUMENT (TKI). THIS MODEL IDENTIFIES FIVE DISTINCT CONFLICT-
HANDLING MODES, EACH CHARACTERIZED BY A DIFFERENT BALANCE OF ASSERTIVENESS (PURSUING ONE'S OWN CONCERNS) AND
COOPERATIVENESS (PURSUING THE OTHER'S CONCERNS). UNDERSTANDING YOUR OWN PREFERRED MODE, AS WELL AS THOSE OF



OTHERS, CAN SIGNIFICANTLY IMPACT THE EFFECTIVENESS OF YOUR CONFLICT RESOLUTION EFFORTS.

COMPETING

THE COMPETING MODE IS CHARACTERIZED BY HIGH ASSERTIVENESS AND LOW COOPERATIVENESS. INDIVIDUALS EMPLOYING THIS
STYLE TEND TO PURSUE THEIR OWN CONCERNS AT THE OTHER PERSON’S EXPENSE. THEY USE WHATEVER POWER SEEMS
APPROPRIATE TO WIN THEIR POSITION. THIS CAN INVOLVE ARGUING, ASSERTING AUTHORITY, OR EVEN MAKING THREATS. \WHILE
IT CAN BE EFFECTIVE IN EMERGENCIES OR WHEN A DECISIVE OUTCOME IS CRITICAL, IT OFTEN LEADS TO RESENTMENT AND DAMAGED
RELATIONSHIPS IF USED HABITUALLY.

ACCOMMODATING

CONVERSELY, THE ACCOMMODATING MODE IS CHARACTERIZED BY LOW ASSERTIVENESS AND HIGH COOPERATIVENESS. THIS
STYLE INVOLVES NEGLECTING ONE'S OWN CONCERNS TO SATISFY THE CONCERNS OF THE OTHER PERSON. ACCOMMODATORS ARE
OFTEN SEEN AS SELFLESS OR GENEROUS, BUT OVERUSE OF THIS MODE CAN LEAD TO THEM BEING TAKEN ADVANTAGE OF AND THEIR
OWN NEEDS BEING UNMET. |T CAN BE USEFUL WHEN THE ISSUE IS FAR MORE IMPORTANT TO THE OTHER PERSON OR WHEN
PRESERVING HARMONY IS PARAMOUNT.

AVOIDING

THE AVOIDING MODE IS CHARACTERIZED BY LOW ASSERTIVENESS AND LOW COOPERATIVENESS. INDIVIDUALS USING THIS STYLE
NEITHER PURSUE THEIR OWN CONCERNS NOR THOSE OF THE OTHER PERSON. THEY SIDESTEP, POSTPONE, OR WITHDRAW FROM THE
CONFLICT. THIS CAN BE A TEMPORARY SOLUTION, ALLOWING TEMPERS TO COOL OR FOR MORE INFORMATION TO BE GATHERED.
HO\X/EVER, IF USED CONSISTENTLY, IT MEANS THE CONFLICT REMAINS UNRESOLVED, POTENTIALLY FESTERING AND GROWING.

COMPROMISING

COMPROMISING FALLS IN THE MIDDLE, WITH MODERATE ASSERTIVENESS AND MODERATE COOPERATIVENESS. THIS STYLE
INVOLVES FINDING A MIDDLE GROUND WHERE EACH PARTY GIVES UP SOMETHING TO MEET IN THE MIDDLE. |T'S ABOUT SEEKING A
MUTUALLY ACCEPTABLE SOLUTION THAT PARTIALLY SATISFIES BOTH SIDES. COMPROMISE IS OFTEN SEEN AS FAIR AND EFFICIENT,
ESPECIALLY WHEN TIME IS LIMITED OR WHEN GOALS ARE MODERATELY IMPORTANT BUT NOT WORTH THE EFFORT OF MORE
ASSERTIVE MODES.

COLLABORATING

THE COLLABORATING MODE IS CHARACTERIZED BY HIGH ASSERTIVENESS AND HIGH COOPERATIVENESS. THIS IS ABOUT WORKING
TOGETHER TO FIND A SOLUTION THAT FULLY SATISFIES THE CONCERNS OF BOTH PARTIES. COLLABORATORS TRY TO EXPLORE
THE ISSUE THOROUGHLY , SEEKING TO UNDERSTAND THE UNDERLYING NEEDS AND INTERESTS OF EVERYONE INVOLVED. IT's A WIN-
WIN APPROACH THAT CAN LEAD TO CREATIVE SOLUTIONS AND STRENGTHENED RELATIONSHIPS, THOUGH IT OFTEN REQUIRES
MORE TIME AND EFFORT.

THe DuAaL CoNCERNS MODEL

CLoseLy ReLATED To THE TKI, THE DUAL CONCERNS MODEL ALSO VISUALIZES CONFLICT-HANDLING STYLES BASED ON TWO



DIMENSIONS: THE DEGREE TO WHICH INDIVIDUALS ARE CONCERNED ABOUT THEIR OWN OUTCOMES (ASSERTIVENESS) AND THE
DEGREE TO WHICH THEY ARE CONCERNED ABOUT THE OUTCOMES OF OTHERS (COOPERATIVENESS). THIS MODEL ALSO MAPS OUT
FIVE BASIC CONFLICT RESOLUTION STRATEGIES, OFFERING A SLIGHTLY DIFFERENT PERSPECTIVE ON THE SAME UNDERLYING
PRINCIPLES.

THE MODEL POSITS THAT INDIVIDUALS’ CHOSEN STRATEGIES ARE A FUNCTION OF THEIR CONCERN FOR SELF AND THEIR CONCERN
FOR OTHERS. W/HEN BOTH CONCERNS ARE HIGH, INDIVIDUALS ARE INCLINED TOWARDS COLLABORATIVE STRATEGIES.
CONVERSELY, WHEN BOTH CONCERNS ARE LOW, AVOIDANCE BECOMES MORE LIKELY. THE INTERPLAY BETWEEN THESE TWO
CONCERNS DICTATES THE APPROACH TAKEN TO RESOLVE DISAGREEMENTS.

PROBLEM-SOLVING (COLLABORATING)Z HIGH CONCERN FOR SELF AND HIGH CONCERN FOR OTHERS.

YIELDING (ACCOMMODATING): Low CONCERN FOR SELF AND HIGH CONCERN FOR OTHERS.

AVOIDING: LOW CONCERN FOR SELF AND LOW CONCERN FOR OTHERS.

ForcinG (COMPETING): HIGH CONCERN FOR SELF AND LOW CONCERN FOR OTHERS.

o COMPROMISING: MODERATE CONCERN FOR SELF AND MODERATE CONCERN FOR OTHERS.

THIS MODEL EMPHASIZES THAT THE MOST EFFECTIVE STRATEGY OFTEN DEPENDS ON THE SPECIFIC CONTEXT AND THE NATURE OF
THE RELATIONSHIP BETWEEN THE PARTIES IN CONFLICT. RECOGNIZING THESE DUAL CONCERNS HELPS IN UNDERSTANDING WHY
CERTAIN APPROACHES ARE PREFERRED AND HOW TO SHIFT TOW ARDS MORE PRODUCTIVE STRATEGIES.

FisHer AND URY's PRINCIPLED NEGOTIATION

DEVELOPED BY ROGER FISHER AND W/ILLIAM URY IN THEIR SEMINAL BOOK “GETTING TO YES,” PRINCIPLED NEGOTIATION OFFERS
A POWERFUL ALTERNATIVE TO TRADITIONAL POSITIONAL BARGAINING. INSTEAD OF FOCUSING ON ENTRENCHED POSITIONS, THIS
MODEL ADVOCATES FOR A FOCUS ON UNDERLYING INTERESTS, GENERATING OPTIONS FOR MUTUAL GAIN, AND USING OBJECTIVE
CRITERIA TO EVALUATE OUTCOMES. |T'S A METHOD DESIGNED TO ACHIEVE WISE AGREEMENTS EFFICIENTLY AND AMICABLY.

Focus oN INTERESTS, NOT PoOSITIONS

THIS CORE PRINCIPLE ENCOURAGES PARTIES TO MOVE BEYOND WHAT THEY SAY THEY WANT (THEIR POSITION) AND EXPLORE
WHY THEY WANT IT (THEIR INTERESTS). For EXAMPLE, TWO PEOPLE FIGHTING OVER A SPECIFIC PARK BENCH HAVE THE POSITION
OF “| WANT THAT BENCH.” THEIR UNDERLYING INTERESTS MIGHT BE A DESIRE FOR SHADE, A QUIET PLACE TO READ, OR A SPOT
TO PEOPLE-WATCH. UNCOVERING THESE INTERESTS OPENS UP A WIDER RANGE OF POTENTIAL SOLUTIONS.

GENERATE OPTIONS FOR MUTUAL GAIN

ONCE INTERESTS ARE UNDERSTOOD, THE NEXT STEP IS TO BRAINSTORM A VARIETY OF POSSIBLE SOLUTIONS THAT COULD
SATISFY THOSE INTERESTS. THIS STAGE EMPHASIZES CREATIVITY AND A ”YES, AND...” APPROACH, RATHER THAN IMMEDIATE
CRITICISM. THE GOAL IS TO CREATE VALUE AND EXPLORE POSSIBILITIES BEFORE EVALUATING THEM. THIS OFTEN INVOLVES
LOOKING FOR WAYS TO EXPAND THE PIE BEFORE DIVIDING IT.



INsIST oN UsING OsJecTIVE CRITERIA

TO ENSURE THAT AGREEMENTS ARE FAIR AND SUSTAINABLE, PRINCIPLED NEGOTIATION SUGGESTS USING OBJECTIVE CRITERIA
RATHER THAN RELYING ON WILLPOWER OR BRUTE FORCE. THIS CAN INCLUDE MARKET VALUE, EXPERT OPINION, LEGAL PRECEDENT,
OR INDUSTRY STANDARDS. BY GROUNDING DECISIONS IN IMPARTIAL BENCHMARKS, PARTIES CAN MOVE AWAY FROM SUBJECTIVE
ARGUMENTS AND ARRIVE AT SOLUTIONS THAT ARE SEEN AS LEGITIMATE AND DEFENSIBLE.

SEPARATE THE PEOPLE FROM THE PROBLEM

CONFLICTS OFTEN BECOME ENTANGLED WITH PERSONAL RELATIONSHIPS, LEADING TO EMOTIONAL REACTIONS THAT HINDER
PROGRESS. PRINCIPLED NEGOTIATION STRESSES THE IMPORTANCE OF ADDRESSING THE PROBLEM DIRECTLY WITHOUT ATTACKING
THE INDIVIDUALS INVOLVED. THIS INVOLVES ACTIVELY LISTENING, SHOWING EMPATHY, AND DISTINGUISHING BETWEEN THE
PEOPLE AND THE ISSUES AT HAND, MAKING IT EASIER TO WORK COLLABORATIVELY.

THE GALTUNG MoDEeL oF CONFLICT RESOLUTION

JOHAN GALTUNG/ A PROMINENT PEACE RESEARCHER, DEVELOPED A MODEL THAT OFFERS A DEEPER UNDERSTANDING OF CONFLICT,
PARTICULARLY IN ITS STRUCTURAL AND CULTURAL DIMENSIONS. HIS FRAMEW ORK DISTINGUISHES BETWEEN DIRECT VIOLENCE,
STRUCTURAL VIOLENCE, AND CULTURAL VIOLENCE, AND SUGGESTS THAT TRUE CONFLICT RESOLUTION REQUIRES ADDRESSING
ALL THREE.

DIReCT VIOLENCE

THIS IS THE MOST VISIBLE FORM OF VIOLENCE, INVOLVING PHYSICAL OR VERBAL ATTACKS. IT'S THE OVERT ACT OF HARM THAT
WE OFTEN ASSOCIATE WITH CONFLICT. EXAMPLES INCLUDE A FISTFIGHT OR AN INSULT.

STRUCTURAL VIOLENCE

STRUCTURAL VIOLENCE REFERS TO THE HARM CAUSED BY SOCIAL, POLITICAL, AND ECONOMIC STRUCTURES THAT PREVENT
INDIVIDUALS FROM MEETING THEIR BASIC NEEDS. THIS IS OFTEN LESS OBVIOUS BUT CAN BE EQUALLY DEVASTATING. EXAMPLES
INCLUDE POVERTY, DISCRIMINATION, AND LACK OF ACCESS TO EDUCATION OR HEALTHCARE.

CULTURAL VIOLENCE

CULTURAL VIOLENCE ENCOMPASSES ALL ASPECTS OF CULTURE THAT LEGITIMIZE DIRECT AND STRUCTURAL VIOLENCE, MAKING
THEM APPEAR NORMAL OR EVEN DESIRABLE. THIS CAN MANIFEST IN IDEOLOGIES, STEREOTYPES, AND DISCRIMINATORY ATTITUDES.
For INSTANCE, A CULTURE THAT GLORIFIES WARFARE OR DENIGRATES CERTAIN GROUPS CONTRIBUTES TO CULTURAL VIOLENCE.

GALTUNG'S MODEL SUGGESTS THAT SUSTAINABLE CONFLICT RESOLUTION REQUIRES NOT JUST ENDING THE DIRECT VIOLENCE BUT
ALSO DISMANTLING OPPRESSIVE STRUCTURES AND TRANSFORMING HARMFUL CULTURAL NORMS. |T CALLS FOR A HOLISTIC
APPROACH THAT ADDRESSES THE ROOT CAUSES OF CONFLICT, NOT JUST ITS SYMPTOMS.



MEDIATION AND FACILITATION MODELS

MEDIATION AND FACILITATION ARE DISTINCT BUT RELATED PROCESSES THAT EMPLOY STRUCTURED MODELS TO HELP PARTIES IN
CONFLICT REACH THEIR OWN AGREEMENTS. UNLIKE ARBITRATION, WHERE A NEUTRAL THIRD PARTY IMPOSES A DECISION,
MEDIATORS AND FACILITATORS GUIDE THE CONVERSATION AND HELP PARTIES EXPLORE SOLUTIONS THEMSEL VES.

MEeDIATION MODELS

MEDIATION OFTEN FOLLOWS A STRUCTURED PROCESS, WHICH CAN VARY BUT GENERALLY INCLUDES STAGES LIKE:

* INTRODUCTION AND AGREEMENT TO MEDIATE: THE MEDIATOR EXPLAINS THE PROCESS AND ESTABLISHES GROUND RULES.

® STORYTELLING: EACH PARTY HAS AN OPPORTUNITY TO SHARE THEIR PERSPECTIVE WITHOUT INTERRUPTION.

ISSUE IDENTIFICATION: THE MEDIATOR HELPS TO IDENTIFY THE CORE ISSUES AND UNDERLYING NEEDS.

OPTION GENERATION: PARTIES BRAINSTORM POTENTIAL SOLUTIONS.

NEGOTIATION AND AGREEMENT: PARTIES DISCUSS OPTIONS AND WORK TOWARDS A MUTUALLY ACCEPTABLE AGREEMENT.

FORMALIZATION: THE AGREEMENT IS DOCUMENTED.

THIS MODEL EMPOWERS PARTIES BY GIVING THEM CONTROL OVER THE OUTCOME, FOSTERING BETTER BUY~IN AND MORE DURABLE
AGREEMENTS. THE MEDIATOR ACTS AS A NEUTRAL GUIDE, ENSURING A FAIR AND PRODUCTIVE PROCESS.

FACILITATION MODELS

FACILITATION IS SIMILAR TO MEDIATION BUT OFTEN APPLIED IN GROUP SETTINGS WHERE A FACILITATOR HELPS A GROUP ACHIEVE
A SPECIFIC OBJECTIVE. THIS COULD INVOLVE STRATEGIC PLANNING, PROBLEM-SOLVING SESSIONS, OR TEAM-BUILDING ACTIVITIES.
THE FACILITATOR ENSURES THAT EVERYONE HAS A CHANCE TO PARTICIPATE, THAT THE DISCUSSION STAYS ON TRACK, AND
THAT DECISIONS ARE MADE EFFECTIVELY. THEIR ROLE IS TO MANAGE THE PROCESS SO THE GROUP CAN FOCUS ON THE CONTENT.

CoMMUNITY AND W ORKPLACE CONFLICT RESOLUTION MODELS

CONFLICT RESOLUTION MODELS ARE NOT JUST FOR INTERPERSONAL DISPUTES, THEY ARE VITAL IN LARGER CONTEXTS LIKE
COMMUNITIES AND WORKPLACES. THESE SETTINGS OFTEN INVOLVE COMPLEX POWER DYNAMICS, MULTIPLE STAKEHOLDERS, AND A
NEED FOR ONGOING RELATIONSHIPS.

\¥/ orkPLACE CONFLICT RESOLUTION

IN THE \WORKPLACE, CONFLICTS CAN ARISE FROM DIFFERING WORK STYLES, PERSONALITY CLASHES, DISAGREEMENTS OVER
PROJECTS, OR ISSUES RELATED TO WORKLOAD AND RESOURCES. EFFECTIVE WORKPLACE CONFLICT RESOLUTION MODELS FOCUS
ON MAINTAINING PRODUCTIVITY, PRESERVING TEAM COHESION, AND ADHERING TO ORGANIZATIONAL POLICIES. MANY
ORGANIZATIONS IMPLEMENT FORMAL GRIEVANCE PROCEDURES, MEDIATION SERVICES, OR EMPLOY HR PROFESSIONALS TRAINED IN
CONFLICT RESOLUTION. THE AIM IS OFTEN TO ADDRESS ISSUES PROMPTLY AND IMPARTIALLY, PREVENTING THEM FROM



ESCALATING AND IMPACTING MORALE OR OUTPUT.

CoMMUNITY CONFLICT RESOLUTION

COMMUNITY CONFLICTS CAN RANGE FROM NEIGHBORLY DISPUTES OVER PROPERTY LINES TO BROADER ISSUES INVOLVING
RESOURCE ALLOCATION OR SOCIAL JUSTICE. COMMUNITY DISPUTE RESOLUTION CENTERS OFTEN UTILIZE MODELS THAT
EMPHASIZE DIALOGUE, RESTORATIVE JUSTICE, AND COMMUNITY INVOLVEMENT. THESE MODELS RECOGNIZE THAT RESOLVING
CONFLICTS WITHIN A COMMUNITY REQUIRES BUILDING BRIDGES, FOSTERING UNDERSTANDING, AND FINDING SOLUTIONS THAT
BENEFIT THE COLLECTIVE. THEY OFTEN INVOLVE TRAINED MEDIATORS WHO HELP NEIGHBORS OR COMMUNITY MEMBERS
COMMUNICATE EFFECTIVELY AND FIND COMMON GROUND.

THE APPLICATION OF THESE MODELS IN BROADER SETTINGS UNDERSCORES THEIR VERSATILITY AND THE UNIVERSAL NEED FOR
STRUCTURED APPROACHES TO MANAGING DISAGREEMENTS. BY PROVIDING A ROADMAP, THESE MODELS HELP TRANSFORM
POTENTIALLY DIVISIVE SITUATIONS INTO OPPORTUNITIES FOR COLLECTIVE PROBLEM~SOLVING AND STRENGTHENED SOCIAL
BONDS.

QZ \WHAT IS THE PRIMARY GOAL OF CONFLICT RESOLUTION MODELS?

A: THE PRIMARY GOAL OF CONFLICT RESOLUTION MODELS IS TO PROVIDE STRUCTURED APPROACHES AND FRAMEWORKS TO
GUIDE INDIVIDUALS AND GROUPS THROUGH DISAGREEMENTS IN A WAY THAT LEADS TO MUTUALLY ACCEPTABLE AND
SUSTAINABLE SOLUTIONS, MINIMIZING NEGATIVE IMPACTS AND FOSTERING POSITIVE RELATIONSHIPS.

Q: How poes THE THOMAS-KILMANN CONFLICT MODE INSTRUMENT HELP IN
UNDERSTANDING CONFLICT?

A: THE THOMAS-KILMANN CONFLICT MODE INSTRUMENT HELPS BY IDENTIFYING FIVE DISTINCT WAYS PEOPLE TEND TO HANDLE
CONFLICT: COMPETING, ACCOMMODATING, AVOIDING, COMPROMISING, AND COLLABORATING. (UNDERST ANDING THESE MODES
ALLOWS INDIVIDUALS TO RECOGNIZE THEIR OWN PATTERNS AND THOSE OF OTHERS, ENABLING MORE STRATEGIC AND EFFECTIVE
APPROACHES TO CONFLICT.

Q: WHAT IS THE KEY DIFFERENCE BETWEEN POSITIONAL BARGAINING AND PRINCIPLED
NEGOTIATION?

A: POSITIONAL BARGAINING INVOLVES PARTIES STICKING TO THEIR STATED DEMANDS, WHILE PRINCIPLED NEGOTIATION, AS
ADVOCATED BY FISHER AND URY/ FOCUSES ON UNCOVERING UNDERLYING INTERESTS, GENERATING OPTIONS FOR MUTUAL GAIN,
AND USING OBJECTIVE CRITERIA TO REACH FAIR AGREEMENTS, SEPARATING PEOPLE FROM THE PROBLEM.

QZ CAN CONFLICT RESOLUTION MODELS BE APPLIED TO LARGE-SCALE CONFLICTS?

A: YES, CONFLICT RESOLUTION MODELS ARE APPLICABLE TO VARIOUS SCALES OF CONFLICT, FROM INTERPERSONAL DISPUTES
TO COMMUNITY AND EVEN INTERNATIONAL CONFLICTS. FRAMEWORKS LIKE GALTUNG'S MODEL, WHICH ADDRESSES STRUCTURAL
AND CULTURAL VIOLENCE, ARE PARTICULARLY RELEVANT FOR UNDERSTANDING AND RESOLVING LARGER SOCIETAL ISSUES.

QI \WHAT IS THE ROLE OF A MEDIATOR IN THE MEDIATION MODEL?

A: A MEDIATOR ACTS AS A NEUTRAL THIRD PARTY IN THE MEDIATION MODEL. THEIR ROLE IS TO FACILITATE COMMUNICATION
BETWEEN DISPUTING PARTIES, HELP THEM IDENTIFY ISSUES AND INTERESTS, BRAINSTORM SOLUTIONS, AND GUIDE THEM TOW ARDS
REACHING THEIR OWN VOLUNTARY AGREEMENT. THEY DO NOT IMPOSE DECISIONS.



QI \WHY IS IT IMPORTANT TO FOCUS ON INTERESTS RATHER THAN POSITIONS IN
CONFLICT RESOLUTION?

A: FOCUSING ON INTERESTS ALLOWS PARTIES TO EXPLORE THE UNDERLYING NEEDS, DESIRES, AND MOTIVATIONS BEHIND THEIR
STATED POSITIONS. THIS DEEPER UNDERSTANDING OFTEN REVEALS MORE POTENTIAL SOLUTIONS THAT CAN SATISFY EVERYONE'S
CORE CONCERNS, LEADING TO MORE CREATIVE AND DURABLE AGREEMENTS THAN SIMPLY HAGGLING OVER FIXED POSITIONS.

Q: WHAT ARE THE BENEFITS OF USING CONFLICT RESOLUTION MODELS IN THE
\WORKPLACE?

A: IN THE \WORKPLACE, THESE MODELS HELP TO REDUCE INTERPERSONAL FRICTION, IMPROVE TEAM COLLABORATION AND
PRODUCTIVITY, PREVENT DISPUTES FROM ESCALATING INTO FORMAL GRIEVANCES, FOSTER A MORE POSITIVE WORK
ENVIRONMENT, AND ENSURE FAIR AND CONSISTENT HANDLING OF DISAGREEMENTS.

Q: How poes THE DUAL CONCERNS MODEL EXPLAIN DIFFERENT CONFLICT STRATEGIES?

A: THe DuAL CONCERNS MODEL EXPLAINS CONFLICT STRATEGIES BASED ON AN INDIVIDUAL'S LEVEL OF CONCERN FOR THEIR OWN
OUTCOMES (ASSERTIVENESS) AND THEIR CONCERN FOR THE OUTCOMES OF OTHERS (COOPERATIVENESS)‘ THE INTERPLAY OF
THESE TWO CONCERNS DICTATES WHETHER ONE WILL TEND TOWARDS FORCING, PROBLEM~SOLVING, AVOIDING, YIELDING, OR
COMPROMISING.

Conflict Resolution Models

Conflict Resolution Models

Related Articles

e conceptual art and conceptual art history assignments
e conflict transformation studies
e computer science discrete math syllabus

Back to Home


https://www.chem.study/textbooks-064/conflict-resolution-models.pdf
https://www.chem.study/textbooks-064/conceptual-art-and-conceptual-art-history-assignments.pdf
https://www.chem.study/textbooks-064/conflict-transformation-studies.pdf
https://www.chem.study/textbooks-064/computer-science-discrete-math-syllabus.pdf
https://www.chem.study

