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CONFLICT RESOLUTION 
Three Sessions 

Session I: Conflict assumptions; process; conflicts in groups. 

1. Affirmations in pairs: a couple of minutes for each person in the pair to 
talk about what s/he likes about him/her self. Reasons; in our long-range 
self-preparation to deal with conflict it is important to be in touch with 
our worth, our strength. Politically it is important to break the cycle of 
powerlessness of the population by helping people to be aware of their abil-
ities, their power and their worth. 

2. Assumptions about conflict that will underlie all the work that will be 
presented by the facilitators in these workshops: 

a. Conflicts are natural and will always be with us. 

b. Conflicts can lead to new and better ideas. 

c. Conflicts should be worked on as they arise. 

d. Conflicts have strong feelings attached to them which need to be 
recognized and considered as part of the process of conflict resolu-
tion. 

Part of any liberation process must be to learn to wage conflict so that 
justice can be won and we no longer are victimized. In order for conflict-
waging to be a creative process we need some ground rules as well as com-
munication skills. 

3. A chart was presented showing the conflict process proceeding towards reso- 
lution (see next page). It was then used to work individually on a conflict 
in which we each had been or were currently involved: to try to analyze the situation 
or the event which led to the conflict, the level of awareness of the conflict, and 
how it was or was not resolved. These reflections were shared in groups of 
three. 

4. Conflicts inside groups: 

a. Can be related to personal conflicts between individuals. 

b. Can arise outside of regular meetings or during the meetings. 

c. Can be related to differing values, skills, information, goals. 

5. Conflicts (or disagreements) in meetings: 

a. Expect differences of opinion - when handled well they can contribute 
greatly to creative solutions. 

b. Encourage the expression of various viewpoints - the more important 
the decision, the more important it is to have all pertinent informa-
tion (facts, feelings and opinions) on the table. 

*This report is an abbreviated version of a workshop report from the 1977 
International Seminar on Training for Nonviolent Action held in Cuernavaca, Mexico. 
Berit Lakey and Christopher Moore were the workshop leaders. 
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CONFLICT ANALYSIS CHART ( Fig. 1 ) 
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CONFLICT ANALYSIS QUESTIONS. 
1. What is happening? feelings, history, events, behavior 
2. Who are the parties or people involved? 
3. What surfaced the conflict so that both parties involved recognized it? 
4. What are the issues, goals, and needs of the people in the conflict? 
5. How can the problem be broken into solvable parts? By Training/Action 

Affinity Group 
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c. Be suspicious of agreements reached too easily - test to make sure 
that people really do agree on essential points. 

d. Do not let discussion remain between two people, but ask for comment 
by others. After all, it is the group that needs to make the deci-
sions and carry them out. 

e. As much as possible, hold people to speaking for themselves only and 
to being specific when they refer to others. NO: "some people 
say...," "we all know," "they would not listen..." Even though 
this is scary in the beginning it will foster building of trust in 
the long run. 

f. Keep looking for minor points of agreement and state them - it helps 
morale. 

g. Encourage people to think of fresh solutions as well as to be looking 
for possible compromises. 

h. In tense situations or when solutions are hard to reach, remember 
humor, affirmation, quick games for energy, change of places, small 
discussion groups, silence, etc. 

i. When you test for consensus, state in question form everything that 
you feel participants agreeing on. Be specific: "Do we agree that 
we'll meet on Tuesday eveningS for the next two months and that a 
facilitator will be found at each meeting to serve at the next one?" 
Do NOT merely refer to a previous statement, such as "Do you all 
agree that we should do it the way it was just suggested?" 

j. Insist on a response. Here the participants need to be conscious 
of making an agreement with each other. 

6. Value Conflicts: A specific process that we have found helpful in groups, 
classrooms, and between individuals is the "six point problem-solving 
method" (taken from Parent Effectiveness Training): 

a. Define the problem in such a way that both parties agree on what the 
problem is. 

b. Brainstorm solutions (list of all likely and unlikely possibilities 
that come to mind). 

c. Go through the list and eliminate any solutions that are not accept-
able to any one of the parties. 

d. Choose one solution to be tried. 

e. Agree on how to implement the solution. 

f. At a specific time after the agreed on solution has been tried: 
evaluate and start again if necessary. 
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One of the participants volunteered a problem with which he wanted help. 
Another person offered to be his opponent. With the help of the facilitator 
a solution was found by using the above process. A participant with con-
siderable experience in conflict mediation commented that in the future he 
will carry with him a slip of paper with the six points to be reviewed 
before a mediation session. 

Session II: Mediation 

In any conflict many roles may be perfomed: Activist; Advocate (or Consul-
tant); Mediator; Researcher and Evaluator; Enforcer. It is important to be 
clear about one's goals before deciding to become involved in a community con-
flict. One's goals will dictate which role is most appropriate. (Nonviolent 
movement people will probably find that they function as activists, i.e., par-
tisans, in most conflict situations.) 

Mediation may be appropriate when the parties are somewhat evenly matched 
and both parties want/need a settlement. In larger conflicts (in some small 
ones, too) be careful not to "pour oil on troubled water" in such a way that 
injustice or structural violence is perpetuated. 

1. Definition of Mediation: "A process of intervention by an acceptable im-
partial third- party without any power to make decisions, who attempts to 
assist and persuade the contesting parties in a dispute toward mutual 
settlement." A mediator must be or become acceptable to both (or all) 
parties; may not necessarily be neutral ia,all instances, but must be trusted 
to be able to act in an impartial manner. 

2. A mediator must: 

a. Have some emotional distance from the issue. 

b. Be patient, not take anything personally, not easily rattled. 

c. Be a good listener. 

d. Be able to keep confidentiality. 

e. Be flexible. 

f. Be willing to be the object of expressions of hostility so that 
the parties in conflict can talk more calmly. 

3. Role of mediator: is not to find a solution to the conflict, but to facil-
itate the process by which the conflicting parties themselves will find 
solutions that are acceptable. Mediator may work with both parties separately 
to help them clarify their positions, and will often restate, summarize or 
clarify what is being said during negotiating sessions. In complicated 
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and/or lengthy mediation sessions, it is often wise to use a team of two or 
three mediators. 

4. Mediation - Entry: 

a. Establish a relationship with the parties - indicate what you can 
offer, what people can expect from you as basis for a contract, 
(do not make assumptions about acceptability). You may need to 
take some risk in order to prove yourself(ves). 

b. Gain information about the situation - and verify. 

c. Conciliation may need to take place first. 

d. Carefully consider timing. Meeting with all parties in order to: 

i. explain the role of the mediator (impartial, confidential). 

ii. establish ground rules for mediation process (meeting format, 
use of caucus). 

e. Define issues - hear each side present the issues as they see them 
(without introducing own analysis or solution) - consider which 
party to start with. 

5. As negotiation proceeds: 

a. The goal of the mediator is to help work out a lasting and workable 
solution. Therefore it is wise to encourage the parties to explore 
a wide variety of alternatives and their possible effects. 

b. Attempt to narrow the issues by periodically summarizing agreements 
and disagreements. 

c. Use of caucus - depends on complexity of situation. 
Any party may call for a caucus to work on strategy. Mediator may 
also suggest that s/he meet with one or both parties alone. It may 
be acceptable for the mediator (in the interest of a just settlement) 
to function as a trainer with a caucus so that negotiating strategy 
can be clarified. Be clear about what information from the caucus is 
to be treated as confidential. 

d. Be careful not to promise any specific outcome of the negotiations. 

e. Help group think through positions by posing "what if" questions. 

f. Get a sense of priorities of issues and where there is some possible 
give. Think strategically about whether to start with the easy or the 
hard issues. 
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6. Mediation - toward settlement: 

a. In order for a settlement to be worth anything it must be absolutely 
clear that all parties understand it. Keep a written record of minor 
points of agreement as they are reached (even in fairly simple situ-
ations), so that it can all be brought together in a consistent whole 
at the end. Avoid jargon. 

b. Make sure there is agreement on possible implementation. 

c. It may also be wise to establish grievance procedures in case one 
party feels that the other is not living up to the agreement reached. 

After discussing these points about mediation, the group divided into groups 
of three. During the next 1 1/2 hours three conflict situations were presented 
and worked on in the form of simulation roleplays. Each participant had a chance 
to be mediator in a situation where the other two people played the contesting 
parties. Time for feedback and discussion was set aside after each simulation. 
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