Georgia Agriculture Education Curriculum


Course:
01.012  Ag Leadership and Personal Development

Unit 8:
Group Dynamics and Team Building 
Lesson 4:
Conflict Resolution

QCC:. . . . . . . . .39, 52, 67, 83, 108, 130, 150, 177, 192, 209, 229, 245, 264, 280, 
303, 315, 345, 367, 382, 414, 432, 452, 470, 488
Objectives: 

1.
Discuss the importance of democratic group leadership.

2.
Explain why people belong to groups.

3.
Describe various types and forms of group discussion.

4.
Demonstrate how to participate in a group discussion.

Teaching Time:




The teaching time required for this material is very much dependent on the number of activities and discussion associated with the lesson.
References:

Ricketts, Cliff. Leadership Personal Development & Career Success. Delmar Publishers, Inc. Albany, NY. 

Attached handout and activities.
Materials and Equipment:

Overhead Projector and transparencies

Transparencies and handouts

1.
Define conflict and its effect on groups.  Ask students to think of situations where conflict has had a negative effect on one of their group activities.
2.
Outline the steps of the conflict resolution plan or strategy.

A.
Define the problem

B.
Collect facts and opinions

C.
Consider all solutions proposed

D.
Define the expected results

E.
Select the solution

F.
Implement the solution

3.
Discuss with students the behaviors necessary for effective conflict resolution.

A.
Openness

B.
Empathy

C.
Supportiveness

D.
Positiveness

E.
Equality

Provide students with conflict scenarios and allow them to work in small groups, using the steps of conflict resolution, to solve their problem scenarios.

4.
Discuss and define the different group discussion techniques.  Provide examples to students to illustrate where each technique might be used as the most effective method of discussion.

A.  Small group discussion

G.  Committee hearings

B.  Huddle/discussion method
H.  Dialogues

C.  Buzz groups


I.  Interviews

D.  Symposiums


J.  Brainstorming

E.  Panel discussions

K.  Role playing

F.  Interrogator panels

L.  Nominal technique


CONFLICT MANAGEMENT

...a unit in the

EXTENSION MANAGEMENT DEVELOPMENT SERIES
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12 Roadblocks to Resolving Conflicts

1.
Ordering, Directing, Commanding

You must do this.

You cannot do this.

Stop it.

2.
Warning, Admonishing, Threatening

You had better do this, or else. . .

If you don’t do this, then. . .

I warn you, if you do that. . .

3.
Moralizing, Preaching, Imploring

You should do this.

You ought to try it.

It is your duty to do this.

4.
Advising, Giving Suggestions or Solutions

What I think you should do . . . 

Let me suggest . . . 

The best solution is . . . 

5.
Persuading with Logic, Lecturing, Arguing

Do you realize that. . .

The facts are in favor of. . .

Experience tells us that. . .

6.
Judging, Criticizing, Disagreeing, Blaming

You are acting foolishly.

You are out of line.

That is a stupid thing to say.

7.
Praising, Agreeing, Evaluating, Positively, Buttering Up

You usually have very good judgment.

You have so much potential.

You have always made it in the past.

8.
Name-calling, Ridiculing, Shaming

You are a sloppy worker.

You are a fuzzy thinker.

You really goofed this one!

9.
Interpreting, Analyzing, Diagnosing

You’re saying this because you’re angry.

You are jealous.

You have problems with authority.

10.
Reassuring, Sympathizing, Consoling, Supporting

You’ll feel different tomorrow.

Things will get better.

Don’t worry so much about it.

11.
Probing, Questioning, Interrogating

Why did you do that?

What have you done trying to solve it?

What has influenced you?

12.
Distracting, Diverting, Kidding, Sarcasm, Withdrawal

Think about the positive side.

Let’s have lunch and forget about it.

You think you’ve got problems!

Difficult People Behaviors and Tactics for Managing Them

	Type of Difficult Person
	Characteristics
	Tactics

	Hostile/Aggressive
	Bullies, overwhelms, and intimidates others.  Criticizes and argues relentlessly.  Believes there’s only one way to handle a situation can’t accept feedback.  Reacts even more strongly to resistance from others.
	Don’t panic.  Stand up to the hostile person.  Don’t take it personally.  Give him or her time to run down.  Get his or her attention carefully (use name of person clearly and loudly)

	Wet Blanket
	Uses negativism (“It won’t work,” or “We tried it last year.”) Feels those in power don’t care or are self-serving.


	Don’t argue.  State your own realistic optimism.  Don’t rush into proposing solutions.  Be ready to take action on your own.

	Know It All
	Feels and exhorts the impression of absolute certainty, power and authority.  Is usually right.  Cannot be dissuaded once on a course.  Treats others as irrelevant.                               
	Do your homework.  Question firmly but don’t confront.  Present alternatives as detours.  Avoid being a counter expert.

	Balloon
	Speaks with great authority about subjects that has little knowledge of or pretends to be an expert.
	State facts as an alternative version.  Give balloon a way out.

	Staller
	Is pleasant and supportive, but avoids decision making until the decision is made for him or her.  Hints and beats around the bush.  Is quality oriented, can=t let go of something until it=s perfect, which means never.
	Get him or her to describe the plan in detail.  Rank alternatives.  Link plan to values of quality of service.  Give support after decision is made.  Follow up.


THE GOOD, THE BAD, THE UGLY, AND THE DOWNRIGHT DIRTY

The Good

The Nice Guy

· Strong need to be liked and accepted.

· Because it is a useful method for gaining acceptance, they make others feel liked and accepted.

· Cause difficulties only when their acceptance and affiliation needs conflict with negative aspects of reality.

· Rather than risk losing your friendship or approval, “the nice guy” will commit to actions on which they cannot or will not follow through.

· Avoid conflict and responsibility for actions.

· Represses “negative” emotions, which come out in resentment, extensive fault finding, occasional explosions, followed by remorse, or emotional and physical illness.

Coping with “The Nice Guy”
· Try to surface the underlying facts and issues which prevent him/her from taking action.

· Let him/her know you value him/her as people by telling him/her directly.

· Ask them to tell you about those things that might interfere with your good relationship, the organization’s service, product, etc.

· Be ready to compromise, collaborate, or negotiate when conflict comes out in the open.

· Listen to “the nice guy’s” humor, in which hidden messages are often found.

Stallers

· Stallers are super helpful, indecisive people who postpone decisions that might distress someone.

· This works because decisions that go unmade by the staller, are made by someone else.

· Stallers hint and beat around the bush as a compromise between being honest and not hurting anyone.

Coping with Stallers

· Make it as easy as possible for stallers to tell you about conflicts or reservations that prevent the decision.

· Listen for indirect words, hesitations, and omissions that may provide clues to problem areas.

The Ugly

Complainers

· Point out real problems, but complainers do it in a manner that elicits placating or defensive response from others.

· Their frustration at the lack of constructive problem solving is genuine, but leads to more complaining.

· Feel powerless to determine their own fate.

· Have a strong sense of how others ought to behave; they feel genuine, if sometimes disguised, anger when those others do not conform.

· Need to feel perfect, so avoid responsibility for anything that is not done well by complaining.

Coping with Complainers

· Listen attentively to their complaints.

· Acknowledge what they are saying by reflective listening.

· Don=t agree with or apologize for their allegations even if, at the moment, you accept them as true.

· Avoid the accusation-defense-reaccusation pattern.

· State and acknowledge facts without comment.

· Try to move to a problem-solving mode by asking specific questions, assigning limited fact-finding tasks, asking for the complaints in writing.  Be serious and supportive about these efforts.

· Ask the complainer: “How do you want this discussion to end?”
Negativists

· Have a deep-seated conviction that any task not in their own hands will fail.

· Negativism is often elicited by others= attempts to solve a problem or improve a procedure.

· Truly believe that others in power don=t care are self-serving.

Coping with Snipers

· Surface the attack by asking questions such as, “That sounded like a dig.  Did you mean it that way?”  Don’t let social convention stop you from commenting on the attack.

· Work your confrontation as a question if others are in hearing distance, which they usually are with the sniper.  This provides the sniper with an alternative to a direct contest by denying any evil intent.

· If the sniper is openly critical in front of others, you might ask for others viewpoints.

· When problems are truly uncovered, try to solve them.  

· Set up regular problem-solving meetings to help prevent the need for sniping.

· If you are a third party, intervene only if the sniping is upsetting you.  Third party mediation only works when both parties are willing to compromise and negotiate.

Exploders

· Throw adult temper tantrums, filled with rage that seems barely under their control.

· Usually occurs when there is resistance or provocation, sometimes unintentional, sometimes intentional, but often appears to others that the fury came out of the clear blue sky.

· When the explosion occurs, the exploder feels either physically or psychologically threatened or frustrated needs or goals.

· Tantrums are the exploder’s way of handling fear, helplessness, and frustration.

Coping with Exploders

· Give them time to run down and regain self-control on their own.

· If they don’t, break into their tantrums state by saying or shouting a neutral phrase such as “Stop!”

· Show that you take them seriously by repeating threat-reducing statements as much as needed (Ex. “I can see that this is very important to you.”)

· If needed and possible, get a breather to break the pattern of interaction, to give the exploder further time to calm down and to move to a more private setting if possible.  

· Once the exploder has calmed down, fully discuss his/her concerns.

Adapted from: Coping with Difficult People, by Dr. Robert M. Bramson, 1981
Eight Steps in Conflict Resolution

1.
“I”

I need to talk with you.

I’d like to see you for a minute.

Not you did . . .

2.
“Relationship”
State the relationship e.g.

We’ve worked together . . .

We’re both interested in . . .

3.
“Example”
Specific example from specific incident e.g.

Last night you implied I was talking too much.

4.
“My Feelings”
State your feelings e.g.

I felt guilty about taking too much time.

5.
“Check Point”
Does the other person understand?

“Do you understand?”
6.
“Other’s Feelings”
Does it look that way to you?

7.
“Restate other’s Feelings”
Repeat or paraphrase

I get the feeling this has bothered you for a long time.

8.
“Working Together”
What do you think would work?

Do you have some suggestions?
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