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Our Agreements 

• Keeping video cameras on

• Turning phones or other messaging platforms onto silent or off

• Commitment to participate

• Confidentiality and permissions to share



Today 

• Learn about the types of conflict in the workplace

• Dip dive into personality conflicts and how to 
resolve them

• Reflect on a current/recent conflict with techniques 
to separate stories from facts 

• Work in pairs on how to hold constructive 
disagreements 



“The goal of resolving conflict in a 
relationship is not victory or defeat. It’s 
reaching an understanding and letting go 
of our need to be right”

~ unknown 



Types of workplace conflict 

Interdependence Conflict 

• Person relies on someone else’s cooperation – output/input 
to get the job done 

• Organisational values – how they are being upheld and 
constructively challenged 

• Delegation skills – across, up and down 

• Clear consequences – natural or imposed 



Differences in styles  

• Understanding style differences i.e. task orientated v people 
orientated 

• How to recognize style differences and use them to each 
other’s and organizational advantage – look at Strengths and 
Self Awareness 



Differences in background / gender 

• Age, educational background, personal experiences, ethnic, 
heritage, language, gender, political preferences

• Making the unconscious conscious 

“Until you make the unconscious conscious, it will direct your 
life and you will call it fate”. Carl Jung 



Differences in leadership styles 

• Open and inclusive v directive 

• What are the guiding principles of the organisation and 
values 

• Consistency and evolving people in the organisation



Personality clashes 

• Emotionally driven by perceptions about people’s motives 
and character 

• Identify the story you have going on 

1. Halo – justify yourself why you have behaved poorly and 
become the innocent and injury party

2. Devil – the story you tell yourself about others. Negatively 
label them and take yourself in a downward spiral of ill 
feelings towards them 



• Sometimes your stories are accurate but more than often than not 
they are either inaccurate, incomplete or completely wrong

• The truth is often somewhere between the story you’ve told 
yourself and why the other person is acting ‘that’ way and the actual 
facts. 

• Three reasons to identify your story 

1. Don’t overreact

2. Open yourself to the possibility of holding a healthy discussion 
rather than ambushing the other person with emotions 

3. You begin to sift through the fact from the story 



“We judge ourselves by our intentions 
and others by their actions”

~ Stephen Covey 



Sift fact from story exercise 

1. Two columns on piece of paper 

Left – what you are telling yourself about the person, 
feelings, judgements, thoughts, labels, conclusions 
running through your head. 

Right – actual facts which are observable, objective and 
specific actions and information

2. Right down your reactions, your actions or inactions that 
might have contributed to the situation  



• Not designed to stop you from talking with another person 
about problems you’re having with him or her

• Its purpose is to help you wash down any over-heated 
emotions you might have

• More likely to hold conversations with less accusation and 
more curiosity 



No buts Exercise 

This is quite a famous concept. Analysing the psychology of 
dialogue shows that when people use ‘but’ in a sentence it, 
more often than not’ acts as a dismissal of the first part of 
the sentence.

‘I do appreciate the work you’re doing… but -‘

We know straight away that anything after that is a 
complete contradiction and that the prefix was simply to 
come across nicer than the actual words they’re saying. This 
is necessary, sometimes… politeness should not be 
disregarded. Using ‘but’ constantly, however, weakens your 
argument. Conveying a point with this technique shows 
someone immediately that you don’t agree and want to 
steer the subject into your perspective or opinion.



Firstly, split into pairs and label themselves A and B

Secondly, pick a topic that is reasonably controversial. Such as; 
‘To provide openness and honesty, NHS employees salaries 
need to be transparently communicated’. Or ‘people should be 
able to work flexible hours as long as they get the work done on 
time’.

Thirdly, Each pair has 5 minutes to win the argument. You will 
be told in the chat if you are for or against. 

Lastly, 5 minute debates to take place. 

To continue the activity, repeat the process once again. This 
time, however, you must undertake another 5 minutes (choose a 
new topic if you choose) without ever saying the word ‘but’. 



Why focus on resolving conflict 

• If you don’t will cost you time, money and productivity 

• Increase in: 

§ Absenteeism
§ Heath issues
§ Emotionally withdrawn employees
§ Employee turnover 

• If issues are not resolved in the workplace then they are likely to be taken into 
the home environment 

• Seeking happier, more productivity workplace, community and wider world  



“Forget what hurt you in the past, but never forget what it 
taught you. However, if it taught you to hold onto grudges, 
seek revenge, not forgive or show compassion, to categorize 
people as good or bad, to distrust and be guarded with your 
feelings then you didn’t learn a thing. God doesn’t bring you 
lessons to close your heart. He brings you lessons to open it, 
by developing compassion, learning to listen, seeking to 
understand instead of speculating, practicing empathy and 
developing conflict resolution through communication. If he 
brought you perfect people, how would you ever learn to 
spiritually evolve?”

~ Shannon. L Alder 


