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The characters that make up the word  "conflict" in Chinese are "danger and  opportunity" (LEAP 1992). Conflict is  inevitable in all groups and organisations  and we need to discover and develop  ways of using the opportunity as well as  the dangers of conflict. Conflict becomes  destructive and damaging when it is  ignored or repressed; or when the only  responses to it are to bully, bulldoze or  withdraw (LEAP 1992).

Differences in groups and organisations  are the basis on which growth and  change occur. In effective organisations  and groups there is a shared sense of  unity - common goals and purpose but  also a shared sense of diversity. (S. Adirondack 1989).

Conflict arises when difference can't be  satisfactory dealt with; people may be  unwilling to accept different values,  points of view; or maybe resources are  perceived to be unfairly distributed; fear  and mistrust may create "outsiders",  "enemies", "others"; people may be  resistant to change; people may want to  hold onto their power and position; or  maybe there are unclear or no  procedures for exploring differences  before they develop into conflict.

The goal of conflict resolution is agreement on special actions,  which can be taken by some or all of the parties involved to deal  with a particular situation (S. Adirondack 1989). Both parties must  choose to take part.

1. Parties need to be encouraged to meet together at a mutually  agreed time and place.

2. Groundrules/guidelines need to be agreed on e.g. no  interrupting, trying to listen to each other, no name calling,  being willing to explore a range of solutions.

3. Giving each party in the conflict opportunity to clarify and  define the issues in conflict as they see them; trying to separate  facts, opinions and values.

4. Giving each party the opportunity to clarify why they wish  to/need to resolve the conflict e.g. what goals do they share?

5. Defining what issues/concerns do both parties need to agree

6. about; clarify fact, opinion and values about each issue.

7. Brainstorm positive ways/suggestions for resolutions of each  issue/concern. Try to generate as many ideas as possible,  avoiding judgement of their validity.

8. Agree a specific solution for each issue of concern and the  steps to implement it either by consensus or compromise (see  glossary). This may take quite a time, beware of rushing this.

9. Ensure that all parties are willing to implement the solutions  even if they don't fully agree with it. Explore what support  and assistance they may need.

10. Agree a procedure for reviewing the situation to be sure that  the solution is working out and/or for dealing with those who  do not do what they agreed.

N.B. BE AS ASSERTIVE AS POSSIBLE: AND RECOGNISE  OTHERS' RIGHT TO BE SO.

USEFUL BOOKS

"Playing with fire" N. Fire and F. Macbeth 

LEAP 1992. Training for the creative use  of conflict.

"Just about managing" S.M. Adirondack  1989 NCVO; especially chapter 14.  Managing differences and conflict. 

"Getting to Yes" R. Fisher and William  Ury 1989.

