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SOCIAL CONFLICT & NEGOTIATIVE PROBLhM bO[V(NC

Instructfonaf Nesign
Interim Version, September 1976
I

FIRST DAY MORNING SESSION

N

___Time Activity Objective ™ Materials ' Instructions to Participants Notes K
. < - R } -
15 1. Introduction Introdce staff, general N1 Agenda ’ 1. a. Intrpduce staff '
< orientation to workshop, IS1 Workshop Procedures} b, State general purpose '
groundrules regarding and Intro- of workshop 1
breaks aud taking care of Reflection ¢. Groundrules on breaks L .
personal peeds ,~ (See 151) i
. d. Make any announcements ’
e. Answer questions -
f. Hand out participant s
N . . manuals
Guided reflection Allow partlcipaﬁta to I1S] Intra-Structured [2. See Instructional &
re- expericncc and reflect on Reflection Supple ent 1
fceltnbs aboutrtéhing to
. workshop and on conflict
. P I
Callage on conflict Express reactions and W-1 Description J% 3. a. 181 gives instructions
(20) collage feelings about conflict on My Collage/Drawing| - for collage and W-1
(10) Sentence completion paper and share with others | . b. Fill out W-1
(25) Sharinyg > — c. Share in groups
. (per 1S1)
. g . N
Assoctations to couflict Total grows activity to 1S2 Procedures for 4. a. Trafuer lcads group- .
(15) Associatlons explore assocfations to Associations to associations to ?
conflict Conflict ‘conflict,
N b. Refer again to ground
R ? , . rules on breaks i{f you
A N ‘ . notice people having A . '
trouble taking care of '
~ themselves y
YOTA > | To experience own behavior | Pl Introduction to 5. a. Read Pl -7
(10) ri : fn a conflict situation YOTA b. Get participants into
(10) Croups and reading - H1A~1D Roles for YOTA 4 groups. Hand out
roles W-2 Response to YOTA one role per group
(15) Planning \P2 Some Aspects of . ¢. Each group reads role o
(25) Role Play . Conflict and discusses strategy
(30) W-2 and discussion " \ d. Move into 3 3roups
(lO) Read P2 \ \ composed of each of

Orientation to workshop

To familiarize participants
with some concepts, agenda
and perspective on workshop

\

\ \

P3 Orfentation to the
Workshop

-\

the 4 roles
e. Begin role play
f. Fi11l out W-2 at con-
clusion of role play
orally (note that it s
two paﬁes)

. l\\.'ld P3
k. Answer questions
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AGENDA: FIRST DAY MORNING SESSION

Introdﬁbtion
f)

Guided Reflection
Collage on Conflict (20 minutes)*
Assgociations to Conflict

Yota Exercise

Orientation to the Workshop

B
-

N ¥

o
<

9

*Add timing to newsprint at appropriate point.

» N1
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INTRO-STRUCTURED REFLECTION

I.

II.

3

<

Workshop’Procedures and Announcements

1. Announce time schedules, length of Llunch break (1% hours is
the minimum needed by trainers during the two days of NOG
rounds), and starting on time. .

2

2. Teil participants therzs will be no scheduled breaks duriag

~ the workshop. Give them an idea of times when they can take
breaks for themse’ves and permission to do so. Ask that
they try to:

a., Keep in mind that others will be working, so it is
important to move around and in and out of the room
without gisturbing themn.

e
‘b. Pay attention to when their absence for a few minutes

will be m1nimally disruptlve to the ongoing work of
the subgroups or “teams they are members of at that time.

3. Announce érrangements for coffee. Be sure that hot water
and other refreshments will be continuously available so
that the policy on breaks can be maintained.

4. Ask them to try to keep phone calls, conversations with

other participants about outside work, etc. confined to

lunch times and after workshop hours. :

.

-

Intrs—Reflection

We are going to begin the workshop with a structured reflection
followed by each .person doing a collage or drawing. Therefore
would you each get a piece of newsprint and some materials ;to
work with before we start the structured reflection?

(After all have their materials:) ) .

I would like you to find a comfortable place in the room and take
a relaxed posture. Some people find they can get into the reflec-
tion better if they close their eyes. If this is, comfortable for
you, please close your eyes. If not, please find-a spot on the
wall on which to focus your eyes so that you 3re not distracted
wor are others distracted by: you (e.g., eye contact).

. : ¢
I will be asking you several questions to answer and reflect on
sileatly. -

t
¢ 4

«
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1.

2.

3.

4.

5.

6.

7.

8.

9.

10.

11.

. enced- a fair amount of conflict with other individuals.

"Now without talking, take your piece of newsprint and

Instructional Supplement 1 '
\ Page 2 of 3
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Think back to the two or three days preceding this time.
Consider the varicus activities that You went through:«in
. preparation for coming to the w.rkshop.. As you remember
each one, attempt to create an image of the event or :
activity and the feelings' that are associated with it.

Then observe it--—face away. In other words, bring each

event or activity to mind and then let go of it until you
come to the present time. '\ . -
Reflect on your feelings:..%earé...hopes...concerns...and
expectations you have had about coming to this workshop

on Social uonfllct & Negotiative Problen Solving.

With each of the main feelings, hopes and fears, which
do you want to occur, which do you want not to occur,

and -for which does it make no difference whether it occurs? -
Which of the. feelings relate to conflict in some way?

Nowsthink back to a recent situation which you experi-

Identify the situation, the individuals involved and
what the conflict was about.

-

v

Identify the various feelings you experienced throughout
this situation—-at the beginning, during its progression,
towards the end and after it was over.

How did these feelings affect Yyour behavior? N

What other ways might you have behaved in the lituatlon"
(Pause) What factors affected your not choosing these

What was the outcome or resolution to the situation? (Pause)
What feellngs, -regrets, expectations were associated with
‘the cutcome’

Silentlyospend -a few minutes summarizing your experiences
with and reactions to conflict.

materials to: (Have below on newsprint.)

Make a collage or dtawing that symbolizes or .
expresses your experience with conflict.

You will have approximately 20 nlnutes to complete your
collage/plcture.

:
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III. As individuals in the group draw to a close in their drawings or
construction--when rustling starts and before chatter begins—-
quietly interrupt: T

"When you have finished your work, take time to look’

. at and enjoy your creation. Before showing your
collage or drawing or talking to anyone, turn to Paper W-1
and write a description of your product and what it .ieans

. to you. When you have finished your wri:ihg, follow the

directions at the bottom of the page.

. <
. -




. . DESCRIPTION OF MY COLLAGE/DRAWING

-3

.
Ca

»

EY .

Zat ~ .
£ Please write a short paragraph (3 to 5 sentences) for each incomplete .
N sentence stem. :
" - 1. My collage/drawing shows... . : ;
‘;: \, "’ ¢ ' ’
o f ) v . !
. ¢ ‘ i “ K‘
¢ * ~" . )
¢ [ 4 ‘
a 12 .~ n}
" . e, T Ce s ’ 3
2. The part-of my experience of conflict my picture represents best... -
. " : 2 L -
] - - ‘ J
- (4 N
. ’ ;
H - 2 [ N
o ° [ - -
A~ ¢ -~ o .
3. What seems to be missing in my picture of conflict.,.
‘. s v . i
Y i .
- 3
< N . . ,,;'_ ==
- 4, 1 -Wwas surprised by... ) ‘ DU N )
R ‘-.;.“/‘ ’-'n:::;
5 ¢ . < Ry
= ’, - Fains —‘::_
Q
<
O
" 5. Right now I would sum up my feelings and ideas about conflict...
< ¢ -
[+
) .

When you have finished, form groups of 6 tb 8 with your neighbors. Each i
of you will show your art work to the others and either read or say aloud
what you wrote in, your description.” You wi¥l have 25 minutes, so be sure
each person in your group has his/her fair share of time on stage.

\)‘ o~ Tar N ’ ) :
Loy 6 -

;:,,MC‘ : 3 o : g
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PROCEDURE FOR ASSOCIATIONS TO CONFLICT

N Total Group Discuss.ion

Tzainer asks the group: .

- v

- "When I say the word 'confliét' what associations come to mind?"

Allow time for a wide range of responses to be made. Then summarize by

observing that many are negativé’connotations, although some have neutral

or positive meanings.' "(You may want to ask them about positive, negative —
and mixed associations represented in their collages as part of this - .
process. ) v

<

o “Next traiher asks the total group: o

"How would a world without conflict be?" y .
Allow time for a range of responses. ,Again, look at connotations--negative,
neutral, positive. * . '
¢ Trainer then points ‘out the apparent contradiction we carry in our heads,

. conflict is negative, yet a world without it would be boring, etc.
¢

~ ' “

»n

o T e g ;
ERIC - : -
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INTRODUCTION TO YOTA -

1
L3 - -
5. s
- o e -
e - - . b

So far, we have been exploring our associations to and feelings about
conflict. While our previous experiences may not accurately predict our

. behavior in each new situation, they do represent the "luggage"fwe carry
L with us. This "luggage" comes from many places: ‘society, parents, family,
p schools, our sex or our race, thé community we live in, or our personality.
L Although some individuals may want to examine carefully the locus or

- "Origin. of different pieces of the luggage, the focus of the ‘Workshop is
vot on "where did it come from" hut instead on "what is some of it?" -

: We begin to understand our "luggage when we can identify some of the
fears, hopes, patterns of behavior and expectations that different con-
. flicts trigger in us. Some of this luggage may be helpful (facilitate
survival or alert s to our rights) and some of it may be problematic,
(lock us, in to certain inappropriate assumptions or limit our perceived

FhRa At e ee e we A
.

alternatives) In either cas2, our luggage influences what we perceive - )
in the situation, the constraints and limits we place on ourselves, our N
.. petceived alternatives and our responses. . .-

While the previous activities focused on our thoughts and,feelings about -~ .
. . associations to conflict, the next activity, YOTA, provides an oppor- ol s
tunity to experience and observe one's behavior in a conflict situation.
During the YOTA role play, attempt to be aware of when you experience
conflict, the feelings elicited and how you behave in the different
conflict situations.

“

o

°Instructions

~

1. Read page 2 of this paper which gives the general information about
YOTA. .
¢
2. When all have finisped page 2, we will divide into four groups, each
of which will receive one of the'4 roles.

f 3. Each role group will have some time to plan strategy and understand
“its role before we begin the role play.
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Yota Role Play v\ : .

You are all menﬁers of the local chapter of "Your Own Thing Association"
(YOTA), a national group committed to supporting each member's personal
aspirations and development One of the benefits of memberdhip is a .
very large discount in the cost of using the“commun’ty's resources Pl
(recreation facilities, theaters, movies, restaurants, schools, etc.).
Another benefit is the wide variety of contacts with exciting and
stimulating people in the community. Neither of these benefits is

,.\’3! 6

" available through other organizations in your .communicy.

YOTA is governed by a board composed of members of the association.

This board is presided over by a chairperson, elected by the governing

board.._ Although no salary is involved, the. chairperson is provided

with travel and expense funds and a small budget. The chairperson is

expected to attend the National Convention of YOTA, to represent the

local association to the National Board, to brovide leadership to the

governing board, and to represent the governing board to the adminis- .
trative staff of YOTA. . ) S

Fe .
- 2

-An association such as YOTA has such a diverse membership; that conflict

is inevitable from time to time. The governing board has generally tried
to stay above these conflicts, primarily by maintaining a laissez-faire
policy with regard to the activities of the.membership. The motto might
be "You are responsible for doing.your ownithin§§9“~ :

23

Recently, however, gome polarization has occurred in the association
between members. One side seems to sée YOTA primarily as an organiza-
tion for DOING THINGS. They see YOTA as a group to facilitate and -
organize theater parties, recreation leagues, dinner clubs, ete. The "~
other side appears to see YOTA primarily as a place to support BEING

to facilitate personal growth. They believe YOTA should support g
=zctivities such as self-expression, dance classes, physical fitness,
yoga, meditation, encocunter groups, discussion groups, etc.

p ] -
The Doing Things side wants YOTA to organize and support doing things ‘
already out in the community. The Being side wants YOTA to hire leaders,

facilitators, teachers,'etc., to support personal growth. . y

o

At the Board meeting the elected representatives can convenient be

classifie{ from one of four groups:

L Wealthy elite
Committed backbone
Personal growth advocates
Young people 4

-

~
LN

As a team from one of these four types, you will have a short time to plan
strategy. Then you will meet with others in the board to elect a chairperson.
By tradition a member of the committed backbone has always been elected chair-
person, and one member of that group will chair ttis organizational meeting.

—— o Som g o1 - < - N - s e
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Handout 1A

BRIEFING FOR WEALTHY ELITE \
s N

% '«t'w'\~

o

o

The group you represent, while small in number, contributes heavily to
the iinancial coffers. In fact your group makes possible underwriting
of many of the organization' s activities. For the most part, your
members are conservative and want to make sure any changes are really
fimplovements before supporting them. .
e : e
Members of your group mostly enjoy the recreational programs and dinner
and theater parties sponsored by YOTA.. In particular, you enjoy the
prestige of financially guaranteeing or sponsoring these types of events,
\ even though most events end up being self-supporting.

- Your group has little interest in the "personal growth" activities, but
| will su port wholesome activities for Young People, ecperially family
type events. You rely most strongly on the energy and leadership of
the Committed Backbone to carry out the mission of the orgamization.
You will support electing the chairperson from that group.

In summary your group's self-interests are to: A
. 7e : "
T 1. Support efforts which increase opportunities for
e DOING THINGS N
» .

2. Support the Committed Backbone .,

3. Stay in the background on leadership
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BRIEFING FOR COMMITTED BACKBONE ) .

.o £

3
-

You probably represent the largast constituency. It is from your ranks
that most of the leadership for YOTA emerges. The organizing, the
contacts, the busy work, etc., of YOTA' are mostly done by members of
your group. And Doing Things, is what your group likes best. Sports
and recreation, the arts and good food, activity and good fellowship
are what you want. Of course, YOTA should provide for all members in
some way; you believe the leadership of the Committed Backbone has
managed to walk this middle road, bridging between the Wealthy Elite,
whose financial support and recognition for sponsoring DOING type
things you acknowledge is crucial, while still including activities
for the Young Pgople and Personal Growth types. You try to do what is
best for all. . ' -
The Chairperson of the Board has always come from your group, and you
expect this to occur agaiu. Ybu, as representative for your group, are
most familiar with all aspects of the organization. One of you will
chair—the- upcoming—meeting to~e1ect—a—ehairperson e ®
. S
The Wealthy Elite have always supported the Committed Backbone, and you
want- to keep their support.

®

- '
In summary, your group's self-interests are to:

1. Support efforts which increase opportunities fof
DOING THINGS

2. Become chairperson of the boardv

3. Keep the support of the Wealthy’Elite




YBRIEFING FOR THE PERSONAL GROWTH 'ADVOCATE

N

You represent a growing minority membership in YOTA, whose interests "
until now have been met with only token offerings. .You have a vision

of reorganizing YOTA iato a model organization for deélivering or

providing Personal Growth oriented activities. The néed in the community

is urgent, and the traditional activities of YOTA don't meet this need.

In order to bring this vision to reality, the strongly coordinated efforts
of the Board will be needed, under new leadership with different values
than the traditionazl Committed Backbone. Your group has members with

" the combination of vision, energy and leadership required, and one of

you will be a candidate for the role of Chairperson.

The Young People are _generally favorable to your efforts, and you will
need to keep their support.

" In summary, your group's self-interests are to:

_ o ————

1. Support efforts which increase opporﬁunities for BEING

2. Develop more influence in the organizat1on by becoming . e
Chairperson of the Board .

3. Méintain the support of the Young People .

™




Yandout 1D

BRIEFING FOR THE YOUNG PEOPLE

Tne Young people represent a significant minority in'YOTA. ™Most of
you enjoy the activities traditionally provided, but increasingly a
larger segment is desiring more “persondl growth and inner directed R
Lype experiences such as meditation training, yoga, rap sessions, etc.
Aiso young people are looking for more opportunities to act

~responsib1y and participate to a greater extent in YOTA. You think
that a rotating chairperson might be a good way to achieve this.

Shared leadership should contribute, to YOTA's overall health as an

organization by making it more responsive to all m@mbers.‘ f
‘ A f -

Yol find that the Personai Growth Advocates support similar directions
"las| your own for YOTA. You are suspicious of the Wealthy Elite, and

) 'ommitted Backbone and more widely shared . ea

\
1
In summary, your group svself-interests %re to:

pria °L

n

-

. 1. Support efforts which increase opportunities for BEING

..‘ 2. Implement greater sharing of leadership by having a
- v~ rotating chairperson s

. 1
et . i

Nt

: 3. Support the personal growch advocates.

\ §




- 4, Whaz did-you do to work on or avoid working on the conf.icts you
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RESPONSE TO YOTA . : ¢

"

You have just participated in an experience where you had a chance to
observe your own responses to a particular conflict situation. Take the
next few minutes to work by yourself, without talking to anyone, to
describe and analyze what you felt and did.

Write a short paragraph, 2to 5 sentences, for each of the following
‘questions:

1. What were the most important observatiors you made about you: behavior
an¢ feelings in dealing with conflict in this situacion?

<

31 What were the major ‘conflicts you observed? Which were worked on and
A which were-ignored?

3. What feelings did vou recognize in yourself as you saw these conflicts
being handled by the group?

. . ) . -
id . 3 £ s
o ' A3} )
b ’(. ! i
~ "
~N v o -

a V-

9
recognized? <
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;7 7. What would you like to try to do or try to avoid-'doing arother time?
- *
° !
A N @
. ) ) .
e
?
TN ,
¢ B\ \(.. » ' .

" “

Whén"yod-have finished, join Ehe othg; members of your YOTA group.

If you are willing, read what you have written to the others-or say it if
you are more comfortable just taiking inccead of reading. When you have
finished your say, ask no more than two others to gfve you a specific
example of your behavior which expands 4nd adds to the observations you
have made of yourself. SR ) vow

When every member of- your group has had a chance to say hda,she/he saw
herself /himself and has received two examples from others’, ‘take a few
minutes to answer the following question: ’ .
Where are you now in your thinking about v)jur own response to
different kinds of conflict situations?

L

15
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SOME ASPECTS OF CONFLICT

e

‘ -
o ~ . ¢
t .

As people consider .their associations to Conflict, they often come to~ .

rerognize their own and other's" “basic ambivalence about conflict.

* Sometimes it is, experienced as negative°~sometimes as positive; and-

other times as a comoination of positive and negative. This ambivalence

indicatea several important aspects about conflict.

1. Conflict iniand‘of itself is not negative or positive. 1In

- a sense, Conflict is. But because.of the various emotions
we feel and- the various outcomes that occur in different
conflict situations, we often experience conflict as either
positive or nevative. Two parts of this process are relevant

we

-

to understanding conflict. & ° ;

First, both what we bring to the situation and what we perceive
to ‘be operating in the situation determine what is "present"

in the situatioa for us. For example, in one role someone in
YOTA may be perceiving conflict and feeling it as very negative;
someone in another role mayinot perceive any conflict occurring;
and a person in a third role might also perceive conflict but?
see it a% constructive or positive. All three .people are
involved in the same situation but are experiencing and
perceiving it differently Y

Second, we generdlly tend to perceive conflict globally as
either positive or negative, though in some cases it may be

perceived as neutral.

This tendency to view conflict or-a

-~ particular conflict situation as positive or negative can

. “lead to, a variety of- complicating conclusions:

some people

are gcod and others in the situation are bad; negacive
situations are to be avoided or eliminated; the "others in
the situation” are the problem; or only two choices exist—-
either the good way ¢or the bad way, or either my way or
their way, or whatever "either-or" becomes relevant. While
this "either-or" framework occurs frequently, what is ~

" important is becoming aware of the process‘and how it can

constrain one's perceptions in the situation.

Conflict is inevitable.
relationships whether tnese be among groups, .roles, individuals,
nations, organizations or ‘associations. Edch part of the inter-
dependent relationship or system will have some goals, needs, _
roles, expectations,.authorities and so forth which differ from
other parts. Due to ‘the interdependence--one part of the system
has consequences for all-other parts--these differences will
become salient, at times, and conflict will occur.\

Each of us is involved in interdependent

<

Thus, conflict

usually occurs in the context of interdependence, and is inevitable.

)
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3. Since conflict.is inevitable, how it is handled can rein~" e

. force or change one's original orientation to conflict.
The outcomes can be productive, destructive or a combina-
» ‘tion of both depeading on whst s at stake in the situation,
) one's values angd.self-interests or the goals-of the parties
to the conflict. However, if a person perceives all con-
flict .as negative and thereby.avoids, denies or suppresses
any sign of coniflict, that indiﬁidual will continue to have
: the originaI orientation reinforced énd is unlikely to -
' experience the possible productive outcomes.

ii‘ - ' 4.‘ While the ‘aspects discussed above certainly do not .include
i, . all issues relevant to how we experience conflict, they
?" are intended “to provide some handles for understanding the

‘ various reactions we'have.. You might review your previous -
? assessments about how you respond to conflict in terms of

b the aspects presented in this paper, .
/""\
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,ORIENTATION TO THE WORKSHOP *

- -

by - . : .
The focus of this workshop 15 on helping individuals to (a)perceive more
clearly the phenomena they encounter associated with conflict in" their
organizations and themselves; (b) experience and understand organizaticnal
and interpersonal processes that kncourage the use of negotiative problem

, solving; and (c) develop skills and insights in dealing with more openly

*> with conflict.’ You will have multiple opportunities to get involved in
learning about conflict at personal interpersonal and organizational
levels.

L

The traihing hetre is not designed to find ways to make conflict ‘gooﬂ?
t.or, find ways %o avoid those things which make conflict "bad." Rather,
it provldes opportunities to accept and understand conflict for what it
is. It does not assume a consensus on ultimate goals, or that there is

. a single'truth or a dne best-way, but accepts differences as legitimate

_and outc0mes .as pluralistic —— -

> - “\ - s

~

PAEEN

) Expectations Aboutr Your Role .
! . . .
In this workshop we expect participants to take major'responsibility for
their learning with minimad dependence on the trainers. The trainers
will provide the structure and directions for your work. Conceptual
‘materials, inputs and theory discussions will be presented in theory -
". papers which you will be asked to mse in subsequent activities. We
encourage ycu to establish and pursue your own learning goals and to
allow yourself and to support others in self-inquiry, risk-taking and
exﬁerimenting with new behavior. The design and structure of the work-~ .
shop will provide time and support for persounal reflection and integration.
This workshop will employ a simulated conflict situation, in which you
will be asked to play the part of membersofafictional society called
- NOG. Some participants zre initially "put-off" by what they perceive
to be "game-playing." We look upon these exercises as tools for learning
~ about significant Sucial processes, Although they involve simplifications
“and abstractions—from reality, our interactions and feelings while ——
engag”a‘inﬂtﬂem are always real. We hope you will enter into the acti~
vities of the workshop in a“spirit of inquiry, reflection and enjoyment.
However, if at any time you choose not to participate, let us know.
We may be able to suggest an alternative act:.-ity or an observer role.

H

- - ~

About the Facilitator Role ' .. -
. The developers of this design do not assume future faecilitators using these
materials will necessarily have expertise in handling conflict or using

" . negotiative problem solving skills. As a result, except for debriefing the

various simulation exercises, facilitators will not generally fulfill the
rcle of expert, resource person or teacher in this.workshop. Instead we
Bope .that, with a willingness to risk and explore, you will use the train-
ing design, conceptual materials and your own resources to make this an
important learning experience for yourself.

-
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SGGIAL CONFLICT‘AND NEGOTIATIVE PROBLEM SOLVING WORKSHOP.
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l

Schedule of Activities

DAY . 1 DAY 2 DAY 3 “ DAY 4 DAY 5
Morning Introduction Introduction td NOG Round 1 Bargaining Cross-Team
“  8:30 - 12:00 | Guided Reflec-| NOG Simulation Review of NOG ‘Round 3 Analysis and
: N . tion Basic Concepts | Learnings Review of Review of Con-
Conflict of Power Diagnosing Learnings flict and
Collage Qutstanding Conflict < Negotiations
. Some, Aspects of{ Paun Exercise | ° . N in NOG
L7 Cofiflict Fishbowl
Yota Role Analysis
Play I Session
§ ° : .
12:00 - 1:30 ; e LUNCH °
. Afternoon ®| Interpersonal | Identifying Assertiveness | Team Sharing Workshop
* 1:30 - 5:00 Styles of Self Interestq NOG Round 2 NOG Round 4 Review and
. Responding to | NOG Warmup Review of Review of ;/ Integration
. ¢ Conflict . Learnings Learnings Closing
“ Yota Role Activities
® Play II
. Negotiative ‘
Problem Solv- - .
Ing Process-:

o~

DS

=32 30 7 98e4.

¢ aodeg.




FIRST DAY AFTERNOON SESSION

Time Ac€ivity Objective Materials Iustructions to Participants Notes
: , 1. Agenda N2 Agenda o Review Agenda
. 65 2. Conflict self-assessment | Through a structured confllct| P4 Questionnaire on 2. a. Fill out P4
; (20) F11ll out instrument | instrument introduce concepts Conflict Styles b. Score using P5 . ‘
e (10) Score instrument and Iinformetion regarding: P5 Scoring Form c. Fill out W-3.,
. (25)/ Discussion styles/orientation to W-3.Response to Styles) d. Discuss with others .
2o (1 Fill ont W-3 conflict Questfonnaire when finished scoring
: Examine our style of dealing | P6 Self-Assesiment as directed on P6
! with conflict. Discussion
i
o 5 3/ Three Approaches to Introduce key conceptual P7 Three Appraoches |3. Read P7
. Conflict distinctions about colla- te Conflict
N borative, negotiative and
win-lose strategles o
90 4, Yota Role Play Provide experiential basis IS3 Yota Role Play II |4. See Instructional .
, ¢ (5) Review Pl and for working distinctions Pl ’ Supplement 3 v
H1A~D, U2A~D among collaborativ.:, H1A-D Yota Briefings
(5) Form new groups negotiative and win-lose Hi2A-D Supplemental
. (15) a. select and Yota Briefings
brief observers P8 Yota Planning
b. Others choose Guide & Qbserva-
K approach and tion Form
plan W-4 Response to
(15) Role play Yota II .
(25) Observers report
and discussion
(10) Response to Yota II N
(15) Discussion of W-4
Y 30 5. NPS Process Introduce basic {decas of P9 NPS 5. a. Reud Paper 9
(25) Read © NPS process W-5 Where-Am ¥ Now b. F111 out W-5
(5) Fill out W-5 RN
® .
)
o . -
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Paper 4

—————QUESTIONNATRE ON CONFLICT STYLES ‘ ’

Introduction

Whether we especially like it or not, conflict is a pervasive aspect of
our lives. How we think about conflict, how we feel about it, the ways
in which we behave when faced with conflict, have important consequences
for our understanding of ourselves when we encounter conflict.

This questionnaire on conflict has been developed to give you some infor-
mation about yourself, and to provide you with some ideas you may wish -

to pursue during the course of this workshop.
The questionnaire consists of five items which focus on some aspect of
confliot at the person, interperson, group or intergroup level. There
are no "right" or "wrong" answers. Rather, you should consider each »
response and the degree to which it best describes or is most charac=-
teristic of' your approach. Probably you will find some alternatives more
desirable than others. However, try not to let this influence your
attempts to describe yourself. No other participant will know your scores
unless you decide to share thkem.

¢

Read- all six alternatives for each'item and attempt to identify the one
most characteristic of your approach. Place the letter designating that
alternative (A, B, C, D, E or F) on the scale provided somewhere toward
the completely characteristic end. Next, select the alternative which
is least characteristic of your approach and place its letter somewhere
toward the completely uncharacteristic end. Finally, place the letters
of the other four alternatives on the scale according to the degree to
o44 which they are characteristic of your approach.

b Example: Your response might look lile this: s

e hawseosoan
" -

P e : : :d:tb i Completely
'6- 5 4 3 2 1 vUncharacteristic

Completely : a:.. : ¢ :
Characteristic 10 9 8

~1|ry

Or, like this:

Completely : : it a:c:
Characteristic 10 9 8

te:d:b: : Completely
2 1 Uncharacteristic -

-

~1
[«
alrm
&
w

Please do not place more than one letter on each scale value.

’

-~ . . ’ . 22‘
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1. Over the years each of us has come to a personal view about conflict.

How characteristic is each of these for you?

a. [, am impatient with people who hold out for their own position
on an issue. I'm a reasonable person and I work hard to take.
the other.person's feelings and ideas into account. If we'd
just be willing to look for the middle ground most. conflicts
would work out for the best. -,

< \ "~~1-\

b. I find arguing frustrating and useless. Someone always‘gets
. hurt. Time and subsequent events will usually take care of “the
*differences so I tend to want to let sleeping dogs lie and not -
bring up disagreements. . LY
c¢. I'm not afraid of a good fight. At the least, arguing can clear
the air and when I feel strongly about something I want “to win.
Win or lose, conflict is an important pact of life and I like
being in the middle of things.

d. I am really uncomfortable €S take precedence over
. TAr__getting— ven when I feel strongly about something I'd )

.+ , rather give in than risk making an enemy out of the other person
-~ by making it a fight. //

e. I don't necessarjily like conflict but it's real and differences
are important. I feel best when I take cate of my needs and
concerns and the other person/takes care of his without either

of us being used or compromiéed. v,

f. I find disagreements are,usually the result of not being clear
about the issue. I feel best getting all the information and
feelings on both sides out in the open; then we can rationally
decide what's the best way.

Completely : : : : : : : : : : : Completely
Characteristic 10 9 8 7 6 5 &4 3 2 1 \Uncharacteristic

:223 . 23
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2. In some interpersonal situations, one party may be obviously more
powerful and/or possess more authority, e.g., a parent and a child,
_ -a manager with a subordinate, a teacher and his/her students. When
. you ‘are the person with the greater power or authority, how do you
handle_theosituation when there is conflict?

a. I am responsible for reasoning with the others, listening to " s
their- -feelings and position and explaining what they are not
aware of or._taking into account. I'u satisfied when we both
give a little and reach a middle ground between the two sides.

bs I!m~responsibie for setting up conditions where the others have ;497
the power to participate in making decisions if they choose to v
. do so. If my children, students or subordinates aren't willing ;
- to take the initiative, and there is a clear conflict_between—————’—“"_'
us, then I'll invo rent ways depending on how
conflict is surfacing. TE

: c. I'm responsible for. pointing out the limits .or rules and, the ' ]
g . consequences of different decisions. As a parent, teacher or ~
) manager, .I believe in clearly laying out .the guidelines and
then letting others find out for themselves whether they're
¥, right or wrong and suffer the consequences.

» -

<

-

d. I try to put myself in the other person s position. I'm respon-
sible for understanding hcw they are feeling and seeing the L
“gituation and for supporting their making the decision. As a oo
manager, teacher or parent, I see myself as a resource, a '
facilifator and helper rather than the decision maker.

i

el '

%&' ~e., I see my responsibility being to get all the material feelings,

PR ' information, etc. on the table, to see that we're in agreement

; 1 -about goals in the situation and get the; other people working

¢ %] with me’to find the most sensible way to reach those goals given

To- all the facts. R

) f. In the -end,I'm responsible if something goes wrong. I try to
use my experience, judgment and authcrity fairly, but I,amrnot‘
willing to abdicate my right to make the fina1°decision based .

N - on my own assessment of the situation. . wr .

. e
N v

Completely : : : : : I : Completely
Characteristic 10 9 8 7 6 S 4- 3 2 1 [Uncharacteristic
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(3. Individuals who are part of the same team or work group sometimes

- ' find themselves viewing things differently and experier.cing conflict.
When you f4nd yourself disagreeing with other members on jan important
issue; how do you approach the conflict? N ¥
a. - As a member of the grOup I see my responsibility to be working
" toward a middle ground on which we can .reach consensus or near
consensus, I have, and exercise, the right to try to convince

che others to support my point of view, but I will support a

strong majority on .a middle position rather than continue to

press my concerns. .

- (o

b. As a mémber of the group I see my responsibility being to estab-
lish the points we agree on first, With those in place, we can

_ consider the disagreements and the reasons for them and work to
find alternatives that take everyone's views into account,

¢, I usually go along with the rest of the group in order to avoid
blocking progress. Even though I may feel strongly, I don't
feel I have the right as -one member to keep the others from
doing what they think best and getting on‘with the job.
d. T try to-avoid being put on ‘the spot, keeping my disagreements
"+, tomyself, I don't partjcipate very actively in th: decision,

e, I see my responsibility as a member of the group to be pushing
for_ a thorough exploration of our differences,, how we see the
igsue and why. I feel I have-the right to attempt to get my
position accepted and included in the decision, and every othet
member has an equal right to stand up for their views and concerns
and get something of what they want,

£, I'm responsible for making as strong a case as I can, for using
my influence with other members to get them to support my posi-
tion over others I will hold out as long ’as I-can and fight
haxd to win.
. 1
Completely : i ¢ : : 8 T NP : : Completely
Characteristic 10 9 8 7 6 *5 4 3 2 1 TUncharacteristic

Voas - & <~
.

“©

Catve




s et e it ———

s . Paper 4
Page 5 of 5

2
b < . . -

4. -As a manager, when you see a conflict arising In your group, whet
e action do you usally take?

a. I attempt to see that the conflict is surfaced and confronted.
Lo After the nature-of the conflict is explored and the various
% ~ positions clarified, 1 test to see if we can tolerate the
differences, or push to work out a resolution.
.b. I push for,completion of the task; conflict is inevitable, dut
we don't need to spend too much time on it.

S A erin en Fra

i ¢c. I stay out of it; you have to expect differences and it' s up

AR I © T Tto those involved to work it out for themselves.

’ T - ’
: . { d. I share my perceptions “with the group to test if a conflict is

- N emerging; if there is, I attempt to open thinge. up so all the

g : . " feelings and issues are considered and the problem solvedﬂ

: " e. 1 try to avoid outright dgé%:ontations; I steer toward middle ‘
. ground and stress rules fob teaking deadlocks. ¢

f. I try to forestall conflict through humor or euggesting a break.
«1 attempt to turn discussion to things we can agree upon.

} Completely : : : : R : : : : : Completely
U . Characteristic 10 9 & 7 6 5 4 3 2 1 Uncharacteristic

5. Often decisions of one group need to be reconciled with desisions
of other groups. In choosing a member of your group to negotiate ’
with others, what kind of a person would you likely choose?

a. A person who could, establish a friendly -relationship *vith the -
other side, and get some of our positions incorporated in the
decision withorst alicnating too many people in either group.

b. A person who could ,present and support our side, but who could
also listen to and evaluate the 'positions of others and would

8 work collabof:tivelyon common concerns yet press vigorously on
. the differences to bring the outicome as close to our side as,
-t ° - possible. .
~t '\ ~: E ) N %
%\ c. A person who best. presents our side, but who rould .alsc evaluate
: the positions_ of others and place u}timate emphasis on solving

. the problem rather than selling our group's position.

d. A person skilled in interpersonal ‘relationships wno is‘able to . . .
. . avoid alienation of the other group.'\\\

e. A person vho will press vigorcusly for oﬁr side, who can explain

- ) our 9osition clearly and defend its rationale, and will not “

-~ compromise its basic features.

° f. It probably doesn't mat.ter, but a person who would make sure we
were not put in an untenable position, )Hut otherﬁise keep things
running smoothly.

-~ >
-

L
. - Coripletely : : : : : : : : : : : Completely
— d Characteristic 10 9 8 7 6 5 4 3 2 1 Unchara@teristic .-

-
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""SCORING FORM .

Step 1: -fﬁﬁthe~spaces provided below, write the scale value number
which corresponds to the space in which you placed each of
. the alternative letters for each of the conflict situations
‘ . described in the Paper 4 questionnaire. Letter designations
Y ) . “for the six alternatives ‘are not arranged in alphabetical
: . order in the form below. Therefore, you will have to look
¢ : for the letter of concern and place to its right the scale
- number you have used in characterizing that-item's utility.
- Complete this section before going to the next step, which
will be totaling the scores. The procedure for that task
will be.explained at the bottom of this page in Step 2.

~

AT r X ra g

I il III v v VI 4
1. B D C A F B OE
‘ 2. ¢ D F A E B -
3. D c A B E
4. C F B E D Ta- )
5. F D E A - T B
' . "1OTALS L .
L oa T 11, -~ 11 . IV v VI

~ - ~

N
.

Step”2: Once all scale values have been’ entered into their proper
spaces on the scoring form, total up the value in each column.
Each column represents a pattern, style or orientatign toward
conflict. To interpret and use the scoring form, turn the

- . page :to "Using the Scoring Férm and Results."

™

. , ' 27
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© - * USING THE SCORING FORM AND RESULTS ' : -

)
© ~ ot

v - . H
It would be useful if this survey provided information about -your® behavior, -
in conflict situations. But it is unlikely that it does in any clear or o
direct way. Instead it reflects your orlentation toward conflict, the -
valués you hold, your experiences and how you-have been taught to think -
about conflict. Conflict is one of marty areas where our® ideals, our
intehtions and our "actual behavior are seldom congruent. ;o
At this’point, the questionnaire is very experimental. It has not been
used yet by many persons. We do not know a great deel about what these
sgores mean. We would like you to think about the possible meanings they

'ght have for you. ’

)

B We have grouped each of the items under a heading indicative of a
) particular orientation toward conflict. These six are described below.

]

) R

i -

&-“ﬁ I. Avoid. In general, conflict is avoided. Impersomal tolerance

: l of differences might be an ideal here. Differences are natural,
but beyond the rezlm of influence. ' -

II. Accommodate. Keeping the relationship viable by accommodating - y

to others. Differences serve to drive people apart. To differ + ...
is to reject. Conflict requires self-sacrificé and placing 'the

- importance of the relationship above one's personal needs.

III. Coerce. Generally, a2 win-lose orientation; right versus wrong;
might versus weakness; truth and beauty versus falsehood - and
ugliness. Differences are to be expected, one owes it to
himself or herself to rely on his or her own judgment, and to
pursue his or her own ends, self- -interest. Competition and

. coercion are common forms. ’

IV. Compromise. Differences should be seen in light of the common
good. At times one must yield to the majority. Everyone should ®
state his views and feelings, but no one should block progress. v
It's unrealistic for everyone to be satisfied, a mutual give and
take. Compromise or splitting the difference.
V. Collaborate. Conflicts are natural and usually symptoms of
. tensions in relationships. When interpreted correctly they can
d usually be ‘resolved. Resolution requires confrontation and
- objective problem solving. Working conflicts through can produce
creative solufions and strengthen relationships.
VI. Negotiate. Conflicts result from compelling alternatives not
amenable to integrative solutions., Conflict requires clarity
. of self-interest and vigorous pursuit within the limitations °*
. of maintaining the relationship. Farity of power, or equal

, vulnerability to the other is a requiremeat. Conflicts.provide
opportunity to reassess our interests which are relativistic
in nature. w AN

¢ - - -

e L 37 |
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P ’ How Your Scores Compare With Previous Workshop Participants*
:"% to ’.J,“'; ‘ :
’ ‘Percentile Raw Score ) .
5. Rank Avoid | Accosmodate | Coerce sromise | Collaborate | Negotiate
99 3 38 36 | 4 49. . | - 48 -
R . 95 KT *% N} 2 TR B I
S , ¢ 28 31 T 30. 7 w6 T ow
E 9 - -~ - —-— - P -
: 75 24 28 26 32 43 41
. 60 20 25 23 29 |, 4. | 4
Lo : N B —
¢y -
Lo L sof I 19 22 21 28_ 39 38
- & 21 20 26 38 [~ 36 B
) 13 ‘19 16 23 34 33
; 10 10 15 13 18 30 27
c s 9 1 10 16 28 © %
- = = = | é
: i 7 9 6 13 21 17 -
: TN
LT *This table is based on 193 parcicipants from 8 workshops during 1975-76, -

For each category (e.g., ‘avoid, accommodate, etc.) circle the number or

e line cortupondin; to your rav score. Then, look to the first column to

B see your equivslent percentile rank. For example, if you have i vaw score
of 31 for "avoid" thean your percentile rank ‘from column 1 i{s 95. This
means 95% of the people vho completed the questionnaire scored lower on
"avoid" than you did. Circle your score for each column and vou oy will have

. . a profile of how your responses compare with prcviQu workshop parttcipmts.

R

o
*¢)
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RESPCNSE TO STYLES QUESTIONNAIRE .

Take a moment to look back at your art work and your responses to the

different from what you thought and expfessed in your collage?

N . /

2. How are your answaers to the Styles Questionnaire similat to or
different from the way you feel and behave_ in the YOTA Role Play?

%)
2

¢

3. I was surprised by... )

- . ) ,
. e_ . c
7 .9?
.4, I am most likely to respon&{fb a conflict situation in a way I don't
like when... 2% )

-

5. I am most likely tu respond to a conflict situation in a way I feel
satisfied with wlen... A -

6. At this point, I would summarize my reactions to conflict as...
I

When you have. finished, turn to Pabér 6 and follow the directions given.
» r) .

39

YOT.. experience. When you are ready, answer each of the following, ~\
X with a short paragraph.
: "\ ] . o
~ 1. How are. your answers to the Styles Questionnaire similar to or

30
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When ?du have.finished scoring the questionnaire and written your responses
to ‘W-3, select two of the individuals with whom you have shared. your work
}’before and form a trio. ¢ .

- &

In selecting individuals with whom to work now, attempt to choose people:
. .’§>With whom you ean share openly ¢ N

>
- o '

P ,® Who will be supportive,of you
‘e Who wilT help you clarify and understand how you use
L et your styles - . . _ °
S,
Ydu.hav gome datd from the round of sharing after Yota to help you decide
whom to choose. ) - s

3

g‘v

-~ -»'(

When you have formed- your trio, read or say any of the answers you have
written on W-3 you are willing to discuss. Discuss with each other the
implications your findings have for you personally in- terms of .future
;behavior, what you'd 1ike to try out, what you'd like to avoid, what you'd
’like to strengthen and how you mightido that. .
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DIRECTIONS FOR SHARING YOUR WORK ON THE STYLES QUESTIONNAIRE .
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THREE APPROACHES TO CONFLICT ’

¥
1

Yqu have just completed a personal assessment of your own orientations or
styles of dealing with conflict. These six styles involve your personal
+ Vvalues, conceptual orientation and interpersonal behavior regarding how
you deal with confﬁf%;. All of the styles are more or less available to
you to use, Few 9§§§3 are all one way. . ' ¢
In contrast to these styles, the three approaches to conflict we are
about to discuss are presented as broad models or analytical descriptions
of processes for handling conflict. We shall be discussing and illus-
. trating these problem solving processes from the level of groups. As a
.» consequenc®, in describing a negotiative approach between two groups, say
teachers and school boards, it is possible that the representatives fot'
each side may use all six interpersonal” styles at one. time or another.
Similarly, a group of scientists, attempting to collaborate on ,setting a
. research agenda for Federal policy support may also use each of six
interpersonal styles,

1
¢ a

The threée: approaches we éhali discuss are:
l Collaborative .

Negotiative, .
. Win-Losge i .

o

Each of these ‘approaches has several things in common. First, each is a
" proactive approach, that‘is, the initiative for planning and action re-
“sides with both parties, rather than one doing all the initiation while
the other simply reacts after the fact. Second, each approach is inter-
active, involving® a sequence of interdependent acts among two or more
parties. Eipally, each approach arises out of the implications of
different combinations of elements in the definition of conflict.

@

Our definition of social‘conflictgipvolves:

>

(a) two or more human parties in

(b) an interdependent relationship faced with a choice
involving

(¢) incompatrible or mutually exclusive alternatives
where the differences regarding each parties'

¢ commitment to one alternative or the other are

based upon

(d) 1incompatible self-interests or values.,

32
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Because of our interdependence and the complex nature of the social systems
or groups of which we are a part, almost-every relationship involves a set
of choices in which all parties of the relationship are in agreement, and
a gset of choices in which some or all, parties are in conflict. The point
to be emphasized is that in most relationships there are some things in
which we are in agreement, and some- things on which we are in disagreement
all the time. Each of the three approaches to be discussed, tend to focus
one way (on similarities) or the other (on differences). ‘ However, in the
interdependent contexts: in which we live, both are almost always present.
We shall present the basic components in our definitions of these three
approaches in table form below. Each involves a definition of the
situation, a process and an intended outcome of that process, The
definitions, themselves, follow the table.

TABLE 1

Components of Definition of These Approaches

Approach Situation Process ] Intended Qutcomes

Collaborative Work on common Cooperation Find commonality or
goals despite . complementary to obtain
difference the best outcome

Negotiatlve Work on joint\ Bargaining Find pluralistic

_"%.  outcome with - alternatives which

- etrongly held maximize gains and
divergent self- minimize loses for
interests . all sides

Win-Lose Final single: Competition, To win, command,
solution where coercion control; to attain
each party has authority your side's position
strongly held (commands) ¥ e -
divergent goals ' ‘ 61 .

Collaborative

When two parties join together to work on common goals despite
their differences, we call the process a collaborative one,

if using a process of cooperation to find ways to mutually
enhance each other, the focus is upon finding commonality or
complementarity in the relationship to obf@i the best outcome.
With collaboration overt conflicts tend to be de-emphasized,
side-tracked, avoided.or ignored.
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Negotiative

When two parties come together to work out joint outcomes -in
which they have stiongly.held but divergent self-interests,
goals or values, we call the process a negotiative one, if
using-a process of bargaining to seek ways to meet diverse
self-interests, the focus is upon finding pluralistic

" alternatives which maximize gains and minimize loses for

 all sides. . With negotiation conflict is overt and legitimate.

Win-Lose - o
When two parties come together to find a solution to a
situation where each has a strongly held but divergent goal,
we ‘call the process win-lose, if using a process of competition
or coercion (contests, fight or achievement) to seek ways to
dominate, win or succeed, the focus is upon each party's
attaining their right, best or most valued solution, With
win-lose conflict may be overt, disguised or subtle.

; . .

Another way all three approach&$ to problem solving conflict situations
can be viewed in terms of a six-step basic process. These six steps
and a brief description for each approach is included in Table 2.

In actual everyday use, these steps are.not necessarily sequential or
linear, and the process is seldom as ''rational" ds the table may imply.
"Note also that while many of ud originally learned these six steps in
the collaborative mode, and may think of them primarily in this mode,
these steps may be approached in many ways, as illustrated in the table.
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" TABLE 2

. Description of Threa Approachss-to Problem Solving

o < STt
’ RS s ‘Approach to Problem Solvin . :
- Steps of Problem-Solving Collaborstive Regotiative . - Win-Lose
" : Problem Identification. | On bssis of: v | As due to: In terms ofs

; Diagnosis

2

Planning

-
-

Problem Solving

Implementation

Asséssment

_testiag

Needs Assessment or Break-
down in the Organizstion

Both parties join together
to provide shared data on
‘the "problem" “

“Brainstorming” and other
slternative genersting
procedures; feasibility

Full discussion using
shsred criteria; consen-
sus decision making

Carrying out the decision
with personal coumitment
to its integrity

Peedback on adequacy of
outcomes and process to
achieve shared goals

Incompatible Selt-luterent
and/or Values

Bach plrty from divergent
systems of belief engsges
-in nepnrnte sssessaent of
own and others self-
interests/vslues, pover, )
rasources, likely.
spproaches

L -
Developing strstegies, tac
tics; prepsring the cese
setting objactives;
mobilizing resources

Negotistions, blrgnlulug,
compromise

e

Follow through on agree-
ments ususlly with ¢ woni-
toring process to sssure
compliance

Feedback or: sdequacy of
outcomas” and process to
meet sslf-interests.
Periodic resgssssrent of
the conflict situation,
own and othsrs power, etc.

Rightwrong; Threat;
Becoming the Best
v

Each psrty sepsrately
assessing-sgtrengths and
weaknesses in self snd
other.

N

Déveloping the game plan;
-oblll:lu; resources;
practlciug

Playing the gamé: fight-
ing, contesting coeccing,
cowmpcting

To the victor got the
spoils; sccepting the
fruits of victory, the
sgony of dotgnt .

C_apsring outcomes with
original goals. Reviewing
process to improve one's
part, how to win next time

<

S pa Vet 2
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‘

Diagrnostic Comparison of the Three Approaches

“

Each of these approaches is appropriate under certain circumstances,
Below we have identified some elements in any specific situation that

. might have a bearing on which approach you would choose. For each elé-

ment we discuss the factors which would dispose one to choose a collabor-
ati~e, negotiative or win-lose approach. This information is summarized
in Table 3. , »

Basis of the Conflict

Collaborstive: If the basis of the conflict is actually (you
must get beyond.appearance) due to misunderstanding, lack of -,
complete_information, or a less than adequate commitment to

the relationship, then 'COLLABORATION may be an appropriate
approach. Such efforts might involve exploring feelings which
block adequate communication, examining communication processes

in use, and so forth. - C e N
. s ,7/ o 1.

egctiative If .he basis of the conflict is due to, legitﬁnate
but diverse and incompatible needs and valggs, then NEGOTIAIION
may be appropriate., Such efforts ‘=»% roafiﬁd exchanges wherxeby.

both sides give up something in order ro/partially -satisfy .- . *;g'

mutually exclusive self-interest, - ;;ljé’wng,,\ .

o

Win-Lose: If the basis of the co1flict\4ppears to be right vs
wrong, a matter of the one best way, or the iproduct of the '
other side's ignoranze, deception or untl‘stwotthiness, then
WIN-LOSE may be appropriate. In .such effiorts;: only one side
can win, and losing is a very undesirable option.‘ S

-

Nature of the Qutcomes ’ : j"*

o~

Collaborative: If both parties can envision creative, joint
outcomes, or are willing to support a best way for all, then
- -COLLABORATION may. be-appropriate.

Negotiative: Should the alternative outcomes' appear to be
pluralistic, (separate ones appealing to diffetrent groups)
divergent, and not zero-sum (that is, each possible outcome
has different worth to each side depending on what is at
stake, gnd tradeoffs between alternatives are not simply an
equal loss for one side and an equal gain for another side),
then NEGOTIATION may be an appropriate approach. |

Win-Lose: Should the alternatives be either/or, pclarized

dichotomies or zero-sum (what you lose, I gain) in which only
one side can win, then WIN-LOSE may be appropr.ate.:

36
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A e

Collaborative: If the power necessary to resolve the conflict
is based upon the resources to solve the problem, and can be .
expected to emerge from the participants in the situyation, then
COLLABORATION may be appropriate. Power usually resides in the
hands of technical experts, managers or authorities, Overt
displays of power are avoided, except to facilitate the process.

Negotiative: If the power necessary to resolve the conflict is
in the relationship such that each party can prevent the other
side from unilaterally attaining -its goals, then NEGOTTATION
may be appropriate., Relative power equalization among the
parties becomes a major *dynamic.

Win-Lose: If the power necessary to resolve the conflict re=-
sides in the hands of one party, so that their will can be
attained unilaterally, then WIN-LOSE may be appropriate. Will=-
ingness to unilaterally exercise power is a significant factor.

-

Organizational Context

Collaborative: If thé conflict involves how the group or
organization is put together to achieve its goals, for example,
what each role is expected to-do and there is a broad consensus
on those goals, then COLLABORATION may be appropriate,

Negotiative: ‘If the conflict involves groups under stress and
sttain due to incompatible expectations of a function or roles
and/or differing interests and values, especially where a

general consensus on common goals is nonexistent, NEGOTIATION
may ‘be appropriate. o

Kl
.

Win-Lose: Where the conflict involves hierarchially organized
groups highly polarized, with low interdependence or there is
competition for limited resources, WIN-LOSE may be an appro~
priate strategy. !

The next set of factors are more descriptive of the three approaches, and
may be more useful in diagnoging,which process is being employed, or for
diagnosing problems in the way an approach is being implemented.

s

Communication, ¢ ‘ “

0y
‘

Collaborative: Collaborative processes are characterized by
open, clear and accurate communication.

Neg~*iative and Win-Lose: Negotiative and win-lose processes
involve communication which is more guarded, controlled and
partisan, - -

A}
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Trust B i 9

“ §

Collaborative and Negotiative: Trust is essential for both

collaborative and negotiative processes. For the former it is | .‘,

based upon shared interests, or benevolence and ‘is “Intérpersonal
in nature. For the latt%r it is based on adherence to the rules
. 2
or procedures and norms.0f the-process, and is functional or
. N

role based. o : b
Win-Lose: Trust 4s not essential in mest win-lose situations
and may be dysfunctional. However, public or apparent adher-
ence to the rules is often portrayed.

H

Ideaf.Decision Making Process

, Collaborative: A éhared, consensus-based decision making pro-"
cess is often employed in collaborative processés.

Negotiative: A shared, negotiated decision process occurs in

negotiations; or a voting procedure. .
Win-Lose: The winner, leader or expert decides in win-lose
approaches.

Matching Interpersonal Conflict Styles

The followinglintegpersonal styles appear most complementary to the three
approaches:

Collaborative: cooperation, accommodation

»

Negotiative: negotiaticn, compromise

Win-Lose: ~°~ ~ ¢ competition/coercion, avoidance
Referring to the information in' Table 3, the eight elements can be seen
as useful diagnostically and prescriptively. Diagnostically,.one can use
the diagram to assess situations in terms of each particular approach with
the goal of providing you with some basis for using one approach or ano-
ther. However, not all elements need be present to employ a particular
approach. Other factors such as your own values, needs, resources, time,
- and skills enter in.

Used prescriptively, the eight elements suggestnsome'areas to attend to
when you have decided on a particular approach. The descriptive material
can be considered as guidelines for what is, or what needs to be present

to more effectively implement that approach, .
2 *

In any case each approach has its appropriate place, if conditions war-
rant, and one has the understanding, skills and will to utilize it.

-




TABLE

3

Diagnobtic Comparison of Ncgoti;tive, Collaborative snd

1ufot-ntiou. less than adequate—
commitnent to .the rolationnhip

-~

Creacive joint outcomes, best
way, best for total group

E-ergeat..based on possession
of ‘resources to solve ‘problei;

' resides in the hands of experts,
i | managers or autherity; overt:
forms of power avoided, except
to facilitate

it‘@ "\ .
Organizational Context Interdependent roles organized
to achieve consengually sup-

} . > ported goals ° -

4Coq-un1cation
Trust

Open, accurate = - -

Esgsential, based upon sbaredggé
g interests or benevolence, .
g interpersonal ,

.

jacnl Decision Shared; based on consensus

-iriterests, needs snd- values

Multiple, pluralistic, non-
zero sum

Rach side can unilsterslly
prevent other side from
_schieving posls; power is’
overt; resides in both sides

-

Interdependent roles with
incompatible self-interests
and svailable alternatives
wvhich satisfy legitlndte
diverse needs

Controllad, partisan .,

Also essentisl; based on
adherence to rules of the
game; functional or
procedural

Shaged. based on negotiation

. Win-Lose Approuches to Conflict ‘ ¢
) ~ . . .
{ __ Collsborative J Naggr(ativ: . Vin-losa . — "> -
. . o
Misunderstanding, incomplete Legitimate_but-diverse self- | Only one can wir, right vs.

ig-orsnce, selfishness, lack

. Polsrized, either/or, zero
sum; only one winner

One side controls resources
to dominate other side or to
unilaterally attain goals;
vresides -in strong leaders
willing to exercise it

lilerarchically organized
role groups with limited
interdependence and competi-
tion for limited resources

Partisan controlled

Jjonessentist; probably

dysfunctional; public

adherence to rules of game
[

Winner, leader or expart

Making Process 1 . . . decides

:ﬂntchipg Coopevation Negotiation, bargaining Competition, .coercion
Interpersonai . v

Styles

[,

vrong, my wsy is best, other’s

of _:kill, or untrustworthiness
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YOTA ROLE PLAY II - = .- . o ' o

Pregaratioﬁ: o . - . - .t '

{ 7

. 1. Make ,up a set of role name tags (wealthy elite; etc.) for each

. ‘role play, as close to one-fourth the particrpants in each .
group as possible. = . -
". ~ 2. Prepare adequate space and arrange chairs and tables if

necessary. s .

-
. . [} ¥

\Forming Groups:

-
3 )

v "
. ” F
. ° -

3. When you are ready to start .this exerc1se explain to part1c1-
. «+ pants the purpose of this next session is .to provide.some ~

- <

experierfce with the various apprcaches to conflict. To this =
end, they will form new groups and enterplnto another Yota e
. . ) role play.

.

~

-

Ask participants to review Paper 1, Introducti
decide which role they would prefer to play.

on to Yota, and

To the extent

a

possible, they will be given a choice.
Give them a minute or two to review and decide, then tell them
you have (so many) tags for each role. You will give them out
to those who raise their hands for each role as you call it out.
Starting with any role, ask for hands.,and pass out tags until
they are gone, or until no more hands are down. (If all the
slirs ar2 not taken, tell them how many are left.). Then, go on
to tre next role. If you have any left over at the end, ask
who h7sn't :hosen and tell them the choices (if any) left to
them. A:.s’_ n each role group a corner (or section) of the room
and have gr~ups congregate.

-

Get them quiet and give the follsw.ng instructions:

a., Divide into 2 (3) teams in eacn role. Teams should be
trivs or quartets to allow each team to select an
observer and still have a pair to play the role.
each team one of these letters: A ov B (C).

Assign

b. Each team select d4n observer (e.g., 2 (J) observers from
each of the four roles).

c. Ask al} observers to meet with one of the trainers to

receive instructions. As they convene, other trairer
passer out appropriate handcuts of original briefings

- 4
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HIA-D and supplemental briefings H2A-D to each role group
R and refersseach team to Paper 8, page 1, "Yota Planning
L Guide." Tell them they have 15 minutes to plan. (Write

.o time on newsprint.)

«~ d. -In the meantime, observers are going over Paper 8, page 2
and 3 and getting observation assignments. (Trainers select
these, being sure no ong is observing their own team, and
instructs obsérver to sit opposite [facing] the team he/she
is to observe.) - Observers rc¢Surn to their teams to help
with planning, or use time to review Paper 7, and work on
their observation assignment. ‘

-

-

- - o,

At tﬁe end of the planning period have all A teams from each
group meet in one spot, all B teams meet. somewhere else

(C. teams in a third). Remind observers to sit qpposite the
eam, they will observe.

8. Begin role play in all groups simultaneously and let continue
for 15-minutes. Observers record.

9.
observation form. Participants reflect on events, using
concepts in Questions 1 and 2 of the planning guide to focus
their thoughts. 5 minutes.
N ’ Q
Discussion: . .

.~ J\

10. Observers share out a summary of their observations, u51ng the
observation form as a guide.

v

11. After all observers share, allow groups to discuss reactions
and analysis.

12. Ask each participant to fill out W-4.

13. Participants meet with other role partners to discuss W-4.

e
3
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{
$

- --\. ! . .
SUPPLEMENTAL BRIEFING FOR WEALTHY ELITE

hl

From time to time Yota is approached by various organizations to sponsor
their representatives in some form of activity. One type of request
comes from Eastern groups who send spiritual leaders to present their
.ideas to the West.. From your perspective, .these groups often are of
dubious character, promoting quick enlightenment for the masses, and
making a fortune in the process. You vesent the duplicity and do not
want to see Yota affiliated with any such nonsense.

The Board wifl meet to select a new chairperson, and you wish to see .
continued the tradition of strong leadership which has characterized .
Yota to date. .’

°
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k

SUPPLEMENTAL BRIEFING FOR COMMITTED BACKBONE

\

’

§
g
’ |
You have heard via the grapevine that some of the Personal Growth Aquhates
‘ _want to sponsor a guru/teacher who comes from the East for a visit to! ™
your community. You are skeptical that there is much substance to thé
person, and don't want to be caught sponsoring a charlatan. Besides you
doubt there is much interest in the cormunity.” You feel strongly that’ -
inadequately thought through activities should be avoided within Yota.
Any suggestion that Yota support this particular person you believe shou}d
be very carefully investigated. 'I 5 H
§
: 4
The Board will éeet to select a new chairperson. You don't want this fssue
of sponsorship to sidetrack or otherwise interfere with thié"process.f
. -~ - . . /

N
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SUPPLEMENTAL BRIEFING -FOR PERSONAL GROWTH ADVOCATE

-

A famous guru/teacher from the East is planning to make another journey
to the U.S. and yéu have received a letter inquiring whether .anyone in
your community would be interested in sponsoring the visit. You believe
this could be a significant event for Yota, providing a useful service
to the community through the opportunities to learn more about Eastern
approaches to life and personal experience. .

’ ~

.-

The Board will meet to select a new chairperson,. and you know that unless
the chairperson supports this activity, you will not obtain the funds
from Yota to sponsor the event.

<

e

Here is the opportunity to implement that vision of Yota that you hold.
However, you are-also aware that some other groups on the Board are
supicious of non-Western ideas and teachers and are likely to oppose
sponsorship.” .

»

(O
()
J
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.to the U.S. and would be ‘interested in visiting your community.

‘teaching from this wise person.

Handout 2D
Page 1 of 1

M

SUPPLEMENTAL BRIEFING FOR YOUNG PEOPLE -

. &
You have just learned that a famous teacher/gutu from the East is coming
You
think it would be fantastic if Yota could sponsor the visit. You belive
that many young people would welcome the opportunity to receive some
You also know some other groups on
the Board are suspicious and likely to oppose sponsorghip.

You think this opportunity is extremely {hportanf, but you know that

-l o = e e
TS . .

R Eee

v

&

unless the chairperson supports you, you will not geét thé funds needed.
The Board is about to meet to select a new chairperson.
&

<

<
<

©

‘.
"~
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£ YOTA PLANNING GUIDE

Use your responses to this guide and Table 3 of Paper 7 to plan your
approach. -

1." From your perceptions describe:

©

“.a. The basis of the conflict(s):

b. The nature of the outcomes you desire:

c. What can you do to keep each of the other groups from taking
unilateral action to keep you from getting what you want?
(What power do you have and how will you use it?)

bl

d. The organizational context--what does your group contribute to
the organization--what do you have that the rest needs? What
do each of the others have that you need ip order for the
organization to continue? What does that imply for how you
work on the issues in the upcoming meeting? -

2. * The approach we will use is: (circle one)
. Collaborative Negotiative Win~Lose
What does your group need to do about
Power:
Commitment:
Trust:

Interpersonal style(s):

Decision making process:

46




YOTA' OBSERVATION FORM

<

Paper 8

Page 2 of 3

.Eﬁf

Use this form to record your observations of different approaches to
problem solving, specifically collabdrative, negotiative, win-lose.

>

. Symbols:
C = Collaborative
N = Negotiative
Role I will observe: WL = Win-Lose - .
Description of Behavior, Approach ¢
Example:f :
Leaning forward and shouting threateningly: "If Win-Lose I

you vote that way, we'll leave and form our cwn
organization."

- e s e e e e e e =,
%
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-

Fill in agéend of exercise: ‘ o

1. In general, how would you characterize the relationships among the
four groups?

. O==——=——-=0 Open Conflict . @ ' (wa}
»

QC&——>0 Support
P ) )

O——H— O Avoids Conflict -
L ) ] O = 1 —0 Don't Know ‘

2. For the group you observed, the basis of the conflicts (both open and
those avoided) appeared to be: o )
&

3. For the group you observed, the nature of outcomes they seemed to be
working toward were:

4.: fdr the group you observed, the approach they chose seemed to be:
“(circle one)

Collaborative Negotiative Win-Lose
Be prepared to briefly describe their behaviors concerning:
Power:
Communication:
Tfusts
Interpersonal style(s):

Decision-making process:
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SECOND YOTA ROLE PLAY RESPONSE

@

Think back through what happened for you during this second round of Yota.
Then, write a sentence or tWo in amswer to each of the following questions

1. What wéré\ypu personally trying to do during this role play?

o
1

“2. What contributed to your success or failure in accomplishing your aim?

4

3. What did you find out about the three different approaches to conflict
resolution?

-

-
s

When you have finished writing, join two other people from your Yota
role play group. Try to focus your discussion on examples which illus-
trate the differences: (a) among the three approaches to Zonflict

resolution, and (b) between any of these approaches and various individual
styles of responding in conflict situations.

49
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NEGOTIATIVE PROBLEM SOLVING
’ . - ‘

The Negotiative Problem Solving (NPS) process is a unique approach to deal-

ing with interpersonal and intergroup conflict situations. In some cases

NPS may be used as a more effective alternative to collaborative problem”

solving, while there are other situations where it alone is especially

suitable. We shall briefly discuss a set of conditions needed to support
the NPS process, aud conc¢ludes with a summary of the six-step process.

In a period of increased and legitimate participation in the educational
decision making process by diverse groups, there are many problems in
education that might more effectively be resolved if everyone recognized
at the start that no one solution was best from everyone's point -of view,
or stated differently, the best solution depended on your point of view
(your self-interests). With this understanding, and strong commitment to
broadly based participation in decision making processes, conflict is an
inevitable, but not insurmountable, part of the process, if conflicts can
be surfaced and negotiated. .
Some of you might say, there is another view; that of a "rationsl" world,
in which if we were to calmly and unemotionally view the entire situation,
we could find a mutually preferable outcome. However, the problem situa-
tions we ave discussing involve conflicte of values or self-interests and,
as a result, two or more sets of "rational" views can be developed leading
to preferences for incompatible goals or outcomes. This as we have satd
before, is the negotiative problem solver's perspective.

What conditions are needed for two or more parties in a group er organiza-
tional context to be able to use conflict productively through a negotiative
problem solving process? This issue is addressed in the next section.

Conditicns Necessary to Support Negotiative Problem Solving

In order for negotiative problem solving to take place certain conditions
need to exist. If these conditions are absent, it will be difficult or
impossible to deal with socjal conflict by negotiative problem solving.

1. The parties involved have real, basic differences of
self-interest (goals, values, needs) on the issue in
question. It is clear or becomes clear to all that,

no matter which course of action prevails, the .interests
of some parties,will be met at the expense of other
parties interes?s.

2. A mutually ackndwledged basis for maintaining the
relationship exfsts. Usually it is a functional one, .
e.g., based upon, the interdependence of specialized
functions in an prganization. Therefore, the parties

% have a stake in haigggggipg the relationships among
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©

them and thus must consider their long term as well as
their short run interests. Strategies and actions taken
to meet short run needs have long term consequences as
well. Conflicts are seldom solved. Rather they are
renegotiated periodically as the issue becomes salient,
or the power distribution changes.

In addition:

3. Parties have a knowledge of and commitment to partisan
values and interests. That is, parties are clear about
their self-interests and situations where their self-
interests are similar to or discrepant with others. All
relevant actors recognize the legitimacy of multiple
interests (both within and between).

,

4, The parties in ccnflict 'understand and agree that con-
fronting their differences from a partisan position is
a more appropriate and potentially constructive thing
to do than is working together to find a mutually best
solution or each party competing in a win-lose fashion.
It is extremely difficult to engage in negotiative problem
solvidg (or collaborative problem solving for that _matter)

unilaterally. Both must agree that the situation calls
for negotiation. ‘,(/a

Points 3 and 4 are important. E; defint&ion the céﬁf ict situation is
one of different self-interests. Collaborative appgoaches are based on
finding overriding similar self-interests. \When conflict exists, if it
is not legitimate to admit to basic differences\\some parties will not
have the opportunity to strive for their needs; as é result, angry,
destructive actions are inevitable.
5. Among the parties concerned, there is either relative
power equality or relatively equal vulnerability to the
power of the other. For example, students and adminis-
trators do not have the equal authority or equal access
to resources or other forms of power. Yet, if students
walk out of school in large numbers, administrators may
become quite vulnerable to what power students have
because the community expects them to keep schools open
arnd functioning, and to be expert at dealing with young
people.. .

W

>

In negotiative problem solving, the parties present solutions that meet
their self-interests, and use whatever power they have to influence the
actions that are taken on the issue. In a negotiation, power is seldom
given up, although it may be shared.
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The social norms and procedures in the enviromment are U

generally supportive (or at least not suppressive) of i
openly confronting and dealing with conflict. They need

to be clear and usable. When they're not, people tend to \
do "unfair" things, "misunderstand" each other, or, at T
least feel they were treated unfairly. In many cases ‘
procedures and norms are not clear, or do not exist. Or

they may be clear but ineffective. Establishing effective
norms and procedures for dealing with conflict situations. |

acceptable to all parties involved may take a great deal
of energy and time. . ¢

6.

\

Formal ground rules for dealing with conflict such as those embodied in \
laws, or policies and procedures manuals, are not in themselves adequate,
although they may be extremely helpful. Informal nomms also exist in all |
cultures concerning conflict, and these may or may not be at variance with,
formal procedures. Awareness of both and their congruence is important.

7. An adequate incentive structure exists. The situation
need be one in which the parties have a considerable
amount at stake and outcomes are worth the effort required.
Negotiative problem solving requires considerable invest-
ments of energy, time and resources on both sides, both
to'create and maintain conditions that enable the process
to work, and to work the process,

8. There is adequate time to work the process. Negotiative
problem solving takes time: time to clarify interests,
build and maintain power bases, prepare on specific

isvues, present and clarify own and opposing parties’'
solutions, probe assumptions, bargain, caucus, weigh
alternatives and make decisions, and time to implement °
decisions. If the time is not available, the benefits .
of the process are jeopardized, as inadequate prepara- ‘
tion and hasty decisions will produce inferior outcomes,

unworkable Jecisions, frustrations and breakdowns in the
process.,, :
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- Summary

CONDITIONS NECESSARY FOR NEGOTIATIVE PROBLEM SOLVING

Real, basic differences of self-interest (goals, values,
needs) exist on an issue.

There 1is a mutually acknowledged basis for maintaining
the relationship. )

All parties are knowledgeable about and committed to
partisan values and self-interests.

All parties agree that confronting differences from a
partisan position is legitimate and appropriate.

Relative power equality.ér vulrerability exists among
the parties. .
Norams in the environment support dealing openly ‘with
confiict.

F
)

There are sufficient rewards for ‘all parties to make
the effort worthwhile.

Enough time exists to work the process.

~
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Summary of the Six Steps in a Negotiative Problem~Solving Process

Please observe that this process is not lipear or sequential. You don't
start at step .one and work a step at a time to six. It is almost always
more comblicated than that. The material below is an elaboration of the
middle column of Table 2 in Paper 7.

v

K ONE: IDENTIFYING THE CONFLICTS

Here information is gathered to defermine,” if possitle,
the type of problem being encountered. This_information

. should also enable you to: :

A. Begin to define the substantive domain §n§§scope
of issues and establish broad objectivegf

B. Identify the basis of the conflict and the context
in which it occurs. ’

TWO: DIAGNOSIS

Here attention is focused on a diagnosis of the situi:tion.
.. What is going on? Data is collected on your group's )
self-interests, your power, resources available, approaches
that are appropriate. Information about the other side

is also collected.

A diagnosis includes:

A. A dynamic description of each party (system) to the
conflict (that is, each party is viewed as a complex
. system of sub-parts, each part related to all others
in some active and coherent way), their stake in
maintaining or changing the situation, their resources
and power. The material below is an elaboration of
the middle cplumn of Table 2 in Paper 7.

B. . The process, or set of events, that led up to the
current state of affairs.

C. The nature of the conflict and its "causes." Almost
always the causes are multiple.

D. Analysis, including the '"leverage" points in the .
situation that might be employed to bring about change
(e.g., reducing, restraining forces).

-




THREE:

FOUR:

©
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PREPARATION AND MOBILIZATION

The dual activities at this stage are planning

.atrategies and tactics and developing and maintaining

a power base (mobilization).

-

PREPARATION involves:®

A. Defining objectives,;putcomes $§ased upon your
group's self-interests and valugs).

B. Developing defendable positions.

C. Assessing strategies.

D.. Choosing tactics.

MOBILIZATION involves: .

A. “Identifying a-constituency with common
self-interests.

B. Developing and maintaining support from the ~
constituency.

C. Establishing relationships with other interested
parties, either friendly or neutral.

D. Identifying and maintaining cdhtact.wich
opponents. ‘

NEGOTIATIONS

This is a process including face-to-face meetings
between the parties of the conflict for the purpose

of attempting to reaéh a mutually agreeable resolution
to the conflict.

This generally involves three phases:

A., Establishing the bargaining’ range.

B. Reconnoitering the range.

C. Precipitating the decision.

tm
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STEPS -OF NEGOTIATIVE PROBLEM SOLVING
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¢

IMPLEMENTATION AND MONITORING \
Agreeﬁents are implemented during this step. The monitoring
of these agreements is important because:

A, Parties may find following through on an agréement is
in its self-interest only if it is monitored.
B. .Unanticipated consequences of the agreement need
~ be noted and evaluated in terms of self-interest
and possible renegotiation, -

<
.

C. Violations need to be documented and submitted to .t
.appropriate grievance procedures.

ASSESSMENT* - ‘ 7 T :
Periodically, the outcomes, process and power of each
side should be assessed against original objectives,
expectations and analysis. Mistakes and{learnings can '
be artitulated to aid others.facing similar situations, )

IMPLICATIONS FOR FUTURE CYCLES OR NEGOTIAIIONS CAN BE ¢
DERIVED. \

Y

Problem (:) Problenm
Identification Identification

@

Diagnosis and

Diagnosis and
Analysis

Anaiysis

reparation and

Preparation and
Mobilization

- Mobilization

/ Negotia@tions \
////—, Implementation.and Monitoring

®
/ /T N\

i -/ N e\
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I @ WHERE AM I NOW.
. . 3
a /
i . Of all the day's experiences, I 3ot the most out of...
. prd
v . * o s .
- : N; » '
I could have done without... .
. . ‘ : .
N 2. f"’
, o -f,-
B . . Lol
It was hardest for me to...
3 ’ ) - ’ :
' 6 . ‘
. I was surprised by..l i
u ~ aa
Right now what' I've found our. about myself and conflict... ‘
Dy r

* When vou have finished, find a partner to share your responses with and
take a few minutes to review the day. ’ .
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“(8) Read . -
(2) Intro to_ Simulation
€10)- Fofm into 4 groups.
“and assign roles

.

3. Guided Fantasy
(15) Fantasy
(5) W-h

4. Discussion in Role Groups
(M0, P~ Ts0, Ovs)

5. Buslc‘Cunééﬁis of Power

(20) Read Paper 1l and
fill out Paper 12

(15) biscussion of
Paper 12

(5) Check answers

6. Selection of Outstanding

Paun Exercise
(5) Read Paper
(15) Planning”Period
(30) Exercise
&
7. Debrlef
(15) Paper 14
(19) Own Group
(30) Fishbowl

cipants with NOC simulation
<

-

To provide participants
with an fdestification and
familiaricy with NOG

To share fecelings. Involveda
with: membership In NOG

Introduce Basic Concepts of
Power

To experience and try
different typus of power

To understand, analyze
which types of power
were used B

IS4 Yntroduction to NOG

P10 BOG: A Negotfiative
Exercise
N4 Roles
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W-6 Living on NOG
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W-6

P11 Basfc Concepts of
Power

P12 Application of
Types of Power

11} Answers

P13 Selection of Out-
stand{ug Paun
Exerc{se

1S5 Selection of Out-
standing Paun Exer,

P14 Discusston of
l?
YSelection of Paun®
Exercise

& < [~
T fide ~ Activity Objective Materfals Instructions to Participants
v ‘
% 1. Agenda N3 Agenda . 1. Review
gjag; 2, Introduction to NOG Begin familiarfizing part{- 2. Sce Instructfonal

Supplement 4

3. Sec lastructional
Supplenent 4

4, Shure W-6 In own role
group

5. a. Read Paper 11 and
fi11 oue Paper 12
b. At the end of 20 min.
tell thiem to join
thelr group & discuss
as directed on P12,
+ Check your answers
with those omn W)

]

6. a. Read Paper 1)

h. Planning Period

¢. Begin Exercise as in
Instiuctional
Supplement S

7. a. Read Paper 14

b, Blacuss Paper 14 in
own group

‘. kach group select 2
people for fishbowl

d. bo flshbow] with cmpty
chairi pust rules for
using empty ehair

C.




AGENDA: ' SECOND DAY MORNING §!§BION

Introduction to NOG
Guided Fantasy

Piscussion in Groups (20 minutes)

Basic Concepts of Power (Read P11l and fill out P12)

Selection of Outstanding Paun

.Debrief

N3
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INTRODUCTION TO NuG AND GUIDED FANTASY

t

8 min. 1. Introduction and purpose for NOG.

Explain that we are moving into the next phase of the

workshop, a negotiation exercise, called NOG, which will

provide an opportunity to learn about How we respond to *
conflict and to learn and practice some ways of coping with
conflict. .

Turn to Paper 10. Take whatever time you need to read
this overview of the ictional society in which you will
be iiving for the next three days.

[s]
2 min. 2. Iatroduction to simulation

You will recail that yesterday you read a paper on the
negotiative problem solving process. That paper described
the conditions for negotiative problem solving. This
simulation is designed to explore the practical meaning

of those conditions. There are real differences in self-
interest and interdependence designed into the roles.

The activities provide opportunities for each group to
clarify and become partisan advocates of their own interests
and values as well as to analvze other groups' self-
interests and positions. You will be asked to determine
what approach--negotiative, collaborative, win-lose--best
suits the situation you find yourself in, to act on your
analysis, to review and strengthen or revise your strategies.
You will be faced with power differentials, and vulnerabilities,
and be asked to pay attention to what power is available to
you and others, ard how each group choses to use it. You
will be asked to negotiate with another group within limits
and constraints neither group will like nor have control
over. Just as in the real world, there will be scarcity,
regulation, and red tape to compound the difficulties of
getting what you value and need out of ‘the situation.

This simulation will continue for the next three days. What
you do now, in getting immersed in the situation and
becoming acquainted with your own and others roles, feelings,
and assumed history, will provide a basic background of
experience and attitudes for your activities during the rest
of the workshop.

o

10 wnin. ‘ 3. Form groups.

Now explain .that there are four groups of people involved
in the NOG exercise. (Refer to Newsprint 4.) During most
of NOG exercise only two of these groups will be plaved:
(Overseaers and Toies. However, to begin the exercise we

- 60
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want to help you develog a stronger 1dent1f1cat10n with
the other groups: &y

a. Count off by fours and get ail°l & 2's, etc.,
in separate places in the room.

b. Assign (or let groups select) one of the
four roles to each group.
OR
. Use same procedure as for YOTA II to get ‘
. four groups and their assignments to roles.

¢. When all groups are located, instruct them
. to spend a few moments talking among them-
selves about the roles they have been assigned
(or taken) as described in Paper 10, NOG:
A Negotiative Exercise.

20 min. 4, Guidcd fantasy.
« +» Explain that we will begin the negotiation exercise with
‘ a guided fantasy. The guided fantasy has been designed
to help set the stage for the negotiation exercise;.to
help you understand at an emotional level the situations
and conflicts in the exercise.

I want you now to get comfortable and relaxed. You may
. want to leave your chair and stretch out on the floor.
If you are willing, close your ‘eyes, or focus them on
some spot in the room away from others so you are
not distracted. Try to use this time to imagine that you
really are one of the inhabitants of NOG and feel your
cwn emotional response to being in the situations I will
describe. Now take two or three deep breaths-to relax
and to open yourself to the fantasy. Keep your mind focused.

‘Imagine now that you are members of the mythical society
of NOG. e

Today is the day the Barks are arriving 'on their annual
voyage from the outside bringing the Pauns to be nurtured
this next year. You and most other inhabltants of NOG
are walking down to the pier. Take a moment to visualize
what you see as you make your way along the streets and
avenues. You pass the factory where NOG citizens make
foad for the Pauns. You pass the study halls and Paun
dormitories, the homes of Toles and Overseaers. You

look beyond town to the two mountains rising above the herb
fields and playing grounds. How does it feel to live in
this place? ¢

3

61

’71




Instructional Supplement 4
-, Page 3 sf 4

Some of you are mature. Pauns. You will be leaving the
island when the Barks make their return trip to the
outside.

If you are a maize Paun you have been particulaily valued
for your artistry and creativity, your intuitiveness and
your temperamental likeness to the Toles sho have nutured
you. How do you feel about leaving for the outside where
you have been told the purple Pauns are preferred and your
own qualities are not valued so highly.// How do you

feel knowing that the Overseaers always develop so many
more of the purgle'Pauns than they do of your own kind.//

If you are a purple Paun, you know your own competence

"and skill and you know that your reliability and assert-

iveness are particularly valued on the outside.// But,
for some reason the maize are better liked here o. the
isldand. How do you feel about the favoritism of the
Toles toward the maize Pauns. // What are you thinking,
Pauns, as you wait for your new brothers and sisters to
arrive? // What do you a~+-icipate happening to you Wwhen
you reach the outside?//

Overseaers and Toles, whac are you thinking and feellng
about these Pauns as you assemble with them at the Pier?

Some of you are Toles. You have heen especially selected
from all of the citizens of NOG because of your particular
skill in working with and nurturing the new Paunms. //

As you approach tne Pier you a'e thinking about last year's
group of Pauns and what you would like to be able to do
with the new Pauns just arriving. // On your way to the
Pier, you meet some of your best malée Pauns. How do you
feel about their leaving soon? // How would you feel about
having to raise all of the new Pauns as purple? // How

do you feel about not having any control over whether you
raise nurple or maize Pauns, about not having any .say in
the decisions? (Pause) \

You Tcles are also worried about your financial situation.
The cost of living has gone up 20 percent since you last .
got a raise and all projections say it is still climbing.
What havg you had to go withcut? // What will happen

if you don't get a raise from the next round of meetings
with.the |{Overseaers? (Pause)

You see sbme Overseaers standing in a group by the speaker's
platform.}{ A number.of purple Pauns are ningling with them.
You remember that the Overseaers get a honus for every
purple Paun they return to the outside. How do you feel
about that? // Wages are low, pod sizes are too large and
too many Toles are going without work. // Where does the
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money gc? // What good do the Overseaers do for you,
for the Pauns, for the island? //

Some of your are Overseaers. You've been here on the
island representing the outside world and supervising the
raising and development of Pauns for quite some time.
You know just about everybody and feel at home here. //
You are proud of the difficult job you have done in provid-
ing the Outsiders with mature Pauns--especially the purple
Pauns. // Almost 75 percent of all maturea‘Pauns on
the outside are purple. // But you have your worries too.
It has been difficult providing the Outsiders with their
20 percent management cost ratio. How do you feel about
their threatening to replace you if you continue to fall
short. // How do you feel about the’ Toi2s increasing
demands for higher salaries, and their desire to cut pod
sizes, hire more Toles and raise more maize Pauns? //
There is only so much moeny, and the cost of shipping,
salaries and new Barks is so high these days. // How
do you feel about all the conflicting demands and having
to manage such a complex situation? // What is it going
- to take tu get a few more Barks so you can get enough
incorme to meet all these demands? //

You are all gathered together now, watching the Barks

as they approach. Five new Barks decked out for the arrival
ceremonies bringing 500 new Pauns. // Next year it could
te six Barks and 600 Pauns. What differenci/ﬂguld that
make? // What would you gain, what would it cost you?

Your are all listening as one of the Overseaers is about
to. announce how many purple or how many maize Pauns are
going to be raised in this new batch coming in. What
are you hoping for? // What difference does ic make

to you and your group, the other groups” (Pause)

Today you are a community gathered to welcome the new
Pauns, but soon you will be workin for your own needs and
goals as differences and conflicts arise. Reflect for a
moment on your situation here on NOG and the things you
would want to make your.,life more satisfactory.

As you are ready, and in your own time, begin to come back
to the here and now and to this room.

5 min. 5. Writing assignment.

Before talking to anyone or losing your train of thought,

turn to Paper W-6 in your materials and write ycur answers
*to the questions you find. When you are finished, follow

the directions at the bottom of the second page.

<

15 min. 6. Share statements in groups.

Q
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NOG: A NEGOTIATIVE EXERCISE

>

Overview

You are members of the mythical society of NOG, nestled in‘a verdant valley
between two tall pountains, which spread their shoulders to somewhat ring
the valley and take up most of the island on which you live. One end of
the valley backs up to a saddle between the mountains, the other opens to
the sea.

The society of NOG is connected to and dependéht on the Outside for its
survival. The Outsiders payment for nurturing Pduns enables NOG residents

to secure the resources they need to nurture Pauns and support their -
families and way of life. Despite its lush and lovely geography, NOG is

a one-industry, labor intensive community without material or population
resources to establish otHer economic bases for livelihood. In many ways

the Outsider may be analogous to the general citizenry whose taxes and
donations support our own college and public school system.

On this island of NOG, two types of Pauns are nurtured, maize Pauns and
purple Pauns. Pauns represent a unique and cherished resource to the
citizens of NOG. Every season, long wooden barks sail into NOG from the

outside, each filled with 100 unnurtured Pauns, and each will be nurtured :

as a maize Paup or a purple Paun. The maize Pauns are generally preferred
by the residents of NOG and the purple Pauns have been preferred by the
Outside. After they have matured, the Pauns are returned to the Qutsiders
providing an important source of income for the island of NOG.
Pauns are raised and nurtured by Toles. ‘Toles are residents of NOG who
have become skilled at nurturing the Pauns and imparting to them the
subtle chiaracteristics for which they are valued. Each Tole nurtures a
group or "pod" of pauns of the same type either maize or purple. Pod
sizes traditionally have contained 32 maize Pauns or 24 purple Pauns.

_ Among the members of NOG are two groups, intimately connected with the -

nurturance of Pauns. One group, the TsO or Tole's Organization represents
the interests of the Toles. The other group, called the Overseaers, are
OQutsiders chosen to represent the outside and has been assigned the
responsibility of supervising the overall nurturance of Pauns to insure

an adequate supply for the Gutside. Members of both groups have met only
recently intorder to deal directly with some of their long standing
conflicts.

Members from these two groups have agreed to meet prior to very season.
To date they have agreed to work on four areas over which tuere has often
been much conflict (other items can be added to the-agenda by mutual
agreement):
1. The number of Toles necessary to adequately nurture the
Pauns 4

74 \

., . I SR
s

£ &
o3




Paper 10
Page .2 of 2

2. The compensation Tecles receive for their activities

o~

3. The conditions necessary to adequately nurture the Pauns,
such as herbs, tutoring <

. 4.. To explore the possibility of negotiating on the issue of

number (quotas) of Pauns to be nurtured as maize and purple _
before they returned to the Outside

By custom and law, all Pauns must be nurtured, even though not all may be

returned to the Outside. The supply of Pauns will vary depending on the

number of Barks available. Each Bark will transport exactly 100 Pauns to

and from NOG. Assuming agreements are negotiated and conditions remain

generally fé}prable to the nurturance of Paung, the Barks will return

each season filled with new Pauns ready: to; /be nurtured. Strikes, too

few Toles, toazmany Pauns (high pod sizes),flow Tole morale and/or Outside °

digsatisfaction may adversely affect the number available in future

seasqns. Extremes of favoritism to one or the other type of Paun may

also have an adverse effect. '

Failure to reach agreement on these issues bring$ on severe economic and
social consequences for the residents of NOG. One result is a less ade-
quate job of preparing Pauns, consequently, the Qutsiders may provide ‘ ' ,
fewer resources for future nurturance. It may deprive the island of
income and hence lower the standard of living. The.representatives of
- both the TsO and the Overseaers lose status.and esteem from the coumunity
on NOG and the OQutside. Failure to reach agréement results in unkappy
Pauns and Toles. .-

S




NOG ROLES

. "Toles: Nurture Pauns for the Outsiders
./

Oversears: Supervise nurturance of Pauns

Maize Pauns: Creative, intuitive

Purple Pauns: Competent, assertive

EI{I(j : . it
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LIVING ON NOG

&

Please write a short baragraph for each of the following:

Being a in NOG is...
(Tole, Overseaer, purple or maize Paun)

What I like best... ' .

What I like least...

)

?

The group on NOG, besides my own that I feel I have more in common with is...

" Because...

The group on NOG, besides my own that I feel I have the most differences
with is...

El

Because... . -

.

The most important thing to work on for the welfare 5f my gyoup is...

Becausg:..

<4
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)
. v

4

When the Overseaer-Tole meetings start, I want...

’

What I'd most like to change to make my life on NOG as a(n)
' easier is...
(Tole, Overseaer, purple or maize Paun) .

x4

Te

}! ]‘h '—
%
When you have finished, join your NOG-role group and read or talk about
what you've written. You will have approximately 15 minutes for sharirg.
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'BASIC CONCEPTS OF POWER

As discusse¢ in Paper 7, Three Approaches to Conflicth'understanding the

power relationships in the situation is both necessary to determining

which conflict approach may be appropriate as well as what kind of power
relationships allow for certain conflict approaches. Power thus becomes

critical to the concepts focusz2d on in this workshop. For some people

power is perceived as bad, manipulative or a basic evil; but how one

uses power must not be confused with power _.tself. Power is a resource

that can be used in many different ways. This paper examines basic con- !
cepts of power--what it is based on, forms and strategies of power, and ‘
effectiveness of different forms for groups and individuals.

Power occurs in relationships of one individual with another, one group
with another, or one individual with a group. It is the relationship
among these groups or individuals that.provides the conditions for power
to exist. For example, a school in California has virtually no relation-
ship to a school in Georgia——thus power is irrelevant. But both schools
may be subject to laws by Congress. :Obviously more power would be
possible in the relationship of the school to its own school district.

Although many definitions of power are available, for the purposes of
this workshop power is defined as 'the ability to accomplish individual
and/or group goals within an organizational context over “time.'" Usually
*his translates in an organization to the decision making structure or
the authority structure, where certain roles are assigned or encompass
the authority to make certain decisionms. ’ .
with this definition, an important distinctior occurs between power and
influence. Influence, which could be considered as personal power,
involves convincing another of your position or point of view and
generally, though not necessarily, occurs within a one-tc-one context.
Thus, it is an interpersonal process. Influence may be part of the pro-
. .~ cess to power but in-and-of-itself is not power as’used_in this workshop.
' Power, which could be called organizational power, involves "clout" in
- the serse of being tied to the organizational context and not dependent
on the particular individual who wields the power. For example, a
teacher may attempt to influence another teacher to change her/his
teaching style. This represents influence or personal power as long as
there is not a way té make the teacher change the teaching style. However,
when the change is tied to other parts of the system, such as a favorable
evaluation being tied to the change or the department chairperson indi-
cating that all teachers will incorporate a particular style; -then the
51tuation involves power, or organizational power.

\

One last point about powzr concerns the belief system of those involved.
While power occurs when a relationship exists, the belief system of those
in that relationship affects how power is distributed. Most generally we
give power to others because we think they afg smart, important, would
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~ otherwise hurt us, or they have a right to tell us what to do. When
these conditions exist, we allow them to influence us; thus, we often
give others power over us.

19

Bases of Power

French and Raven1 discuss six bases of power which stem from relation-
ships among parties and our belief system: referent, legitimate, expert,
reward, coercive and information. Each of these is affected by what we
believe about’ the other person or other groups.

Referent. Referent power occurs when one individual identifies with
ancther such that she/he behaves, believes,, and perceives as the other.
Often a feeling of oneness.exists between the individuals. The other
can even influence the individual without attempting to do so--the indi-
vidual acts in ways she/he thinks the other wishes. The identification
can result from friendship, strong respect, love, worship, etc. This,
type of power generally occurs between individuals--rarely is it evident
between groups--and thus' it is more often a form of personal power than
organizational power. - o

’
’

Legitimate. Legitimate power stems from an individual's 1nterna1ized
ralues which dictate that anotﬁzr has the right to influence the indi-’
vidual and the individual has anbobligation to accept that influence. @
This base of power is usually a&tached to an office or positian in thHe '
organization, or is built into the legal system as with judges. On rare
occasions individuals are granted legitimacy without holuing a particular
‘position. Groups can also havé legitimate power, e.g., teachers have o
legitimacy in negotiations. Thus, legitimate power is generally a form
of organizational power. . ,

Expert. Expert power is based on individual s belief that another has
some special knowledge or expertise. The strength of this power depends
on the individual's attribution of superior knowledge to the other within
the specified areas that the individual finds relevant. Expertise can

be attribut>d to individuals, groups and organizations. When attributed
to individuzls, it represents personal power; if i~ is institutionalized
into a role in the organization, then it can represent organizational
power. .

Rewards. Rewards serve as s base of powér when the individual believes
that the other has the ability to mediate rewards for her/him. These
srewards must be ones that the individual values, and must be given out
now and theh for the belief in them to continue. Reward power can be
used by individuals and groups to affect behaviors of individuals, groups
and organizations While rewards can be present as personal power, it )
most ofte is&;ied to certain roles in an organization and thus’ represents
organizat'bnagﬂpower

-

,/_09

1Frencl'; J R. P. and B. Raﬁen ‘mhe Bases ‘0of Social Power. In roug'

Dynamics, edited by Cartwright and Zander New York: Harper and Row,
1968.:

&
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Punishment. Punishment power occurs when. the individual believes that

- Page 11 -
- ) o Page 3 of 6

the other has the ability to mediate punishments. The strength of this
power depends on the individual's estimate of the magnitude of the possi-
ble punishment that ocgurs if she/he does not conform. For example, 1if
you were in prison and not returning to your céll on time meant that you
would be shot, you most likely would conform. Punishment is limited to
the-behavior which t > individual thinks the other can see or notice.
Behavior that is hidden from the other will not be influenced by punish-
ments:. As with reward power, it can be used by individuals and groups

to affect'behaviors of individuals, groups and organizations Similar

to rewards, while punishmEnt can be personal power usually it is . .
organizational power. - . . )

a

’4- x4

Information. The power of information results from the. sharing and-with-
holding of information by the other ia such a way as to affect the behavior
of the individual. For example, if the teachers are to have a meeting
with some administrators about “a_sensitive issue, the teachers might

not inform the administration thax they plan to bring their lawyer. The
intent is to catch the _administrators off guard. Information power can

be used by an individual, groups or organizations. - Within an organiza-
tional context, information represents a form of organizational power.

>

» -

«

Forms and.Strategies of Power

Besides the six traditional bases of rower discussed before, other forms
and strategies of Ppower exist that relate to the amount of. interdependence
between individuals or groups. Where parties occupy different roles in
the same system such as-a school system, a company, a social organization
or a city government, the interdependency among those dn the system is
fair to high.: But little interdependence exists when individuals are
located in different systems such as in city government or a school sys-
tem,.or are tangentiallv related to the system as citizens of a community
or parents without ‘children in a school district. o

» .
When the interdependence among or between parties is fair to high, several
different forms and strategies of power cidn be utilized. Although some

- of these reflect strategies that others.(many, times those with the most

power)‘ consider to be unfair or too threatening, these forms of power

-shoyld be considered as possible and sometimes necessary. They can be

used ‘to gain recognition of an issue in order for it to be discussed or

negotiated later, or as a form of changing a policy.’ .«

1. WNoncompliance ocgurs when an individual or group decides,
not to obey a request, policy, practice, rule or. procedure.
Noncompliance operates more forcefully when a group rather
than an individual disobeys. When the group includes all

. the people affected by the policy, their noncompliance

makes the policy ineffective.

N

< -« . ’ - -
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Withholding services can be done by individuals or groups,
though it is more effective when done by a group. Various
services--ranging from performance of class duties to cer-
tain administrative duties--can be withheld. The effect
is to nullify some request, rule, policy, rractice or
operating procedure with the intent of changing it.

Sabotage, which can be dgpe by individuals or groups,

withholding services. Generally sabotage refers to acts
that make a policy, request or rule less effective. For
example, a teacher might use oni§\nonrecommended materials
in his/her classroom. Two things make sabotage different
from noncompliance or withholding services: (a) it is
done- covertly and-thus makes discovery of those involved
more difficult; and (b) sabotage generally undermines or
counteracts a policy, rule or request,

History and tradition operate in both overt and subtle

ways. They are uged first of all to socialize; when being

used as & tactic or approach, they are invoked to remind

seople to "stay in line." On a more subtle level, history

and tradition tend to operate to the benefit of. those who

are in power and who wish to maintain the status quo: "We

must keep continuity with the past." "We've always done /
it this way." Often their effect on behavior is not real-

ized until questioned. As reflectors of the status quo,

they can bé a help or a hindrance, depending on the situa=- -
tion and the issues. \

Y

Definition of the situation becomes a very powerful tool
during a ctisis or conflict. Usually the media or those
with legitimate power usge this form of power to determine ‘
wvhat the conflict concerns. For example, the administra- '

tion and teachers can call a fight between a black and a -
white student a racial disturbance or an ordinary fight.
Each definition hag different implications and affects
those concerned in different ways. Or a small group of
teachers may be protesting a policy by picketing, If the
administration defines the teachers as irresponsible hot-
heads rather than as people with a disagreement over poliey,
the teachers may have to fight the image presented just to
get the policy issue on the table. But if all the teachers
suddenly walk out, they may have defined the situation for
the administraticn, since the administration must then deal |
with the walkout.

Creating tradeoffs sets the stage for negotiations and may ) 1
involve any of the above forms of power. - Often one group

will not pérform a certain task, which under other circum- ’
stances they would, in order to pressure for a change in

another area.: - The trade becomes 'we will perform this
4
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task again when you change that rule." Or each group
gives up something to get something else., One advantage
of this form of power is that it allows each side a way
to save face:

" 7. Undermining the opposition's power generally refers to the
six bases of power discussed earlier; however, it can also
2pply to the other forms listed in this section. For
example, the person occupying a certain position in the
school may, by tradition, make a particular decision
(legitimacy); but a group of teachers or students may ques=
tion the right of that posi:ion to make that decision, and
thus attempt to undermine a source of power. Or a group
may bring in another expert to question the opposition's
expertise, thus lessening the force of expertise.

. -

- 8. Creating own bases of power external and internal to the
organization means utilizing any public pressure and any

types of power listed, If several teachers desire open
classrooms in their school, they can garner the power of
expertise (open classrooms develop more self-sufficient
people), as well as mobilize parents and students (a base
of power external to the school).

When little interdependence exists between or among parties, different
forms of power become relevant, and often are the first to be used.
Although the following four forms of power can also be used in the con-
text of greater interdependence, they are generally used as a last resort.

1. Public sympathy and nressure generally come from those
outside the particular system. At the societal level, for
example, civil rights marches in the South originally
gained much liberal and Notthern ‘sympathy which pressured
for the enactment of certain laws. At the local level,
the dismissal of a well-liked principal might be grounds
for gathering much community and other school backing to
support rehiring.

2, Leaving thé situation does not usually force a change un-
less many people leave. Leaving thz situgtion could mean
going to a private school or a different school system,
moving to another city or becoming inactive in a situation
where previously active, Generally leaving the situation
serves to protect the individual, rather than bring about
change.

N ‘Ew Alternative structures are often utilized when leaving
\\\l\\ isn't likely to improve the situation and other ways to
* force change either do not or will not work. Alternative
SN ) structures usually mean creating a whole new system,
AVRR . rather than affecting a portion of the original system.
Thus there are aliernative schools, free schcole and
communes.

- 73
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4. Violence is often used when all else fails or the frustra-
tion built up over time needs release.- It can force the
desired change, or it can bring the issue to the attention
of the public.

-

Any of these forms of power can be used as needed. What becomes impor-
tant in the use of power 1s to select appropriate strategies in consid-
eration both of one's goals and the opposition's-power,

o

-
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APPLICATIONS OF TYPES OF POWER

The following bituatio;s yrovide an opportunity to apply the types and
forins of power discussed in Paper 1ll. For each situatiop, you are
answering the question, "What type of power is being used to produce
conformity (to the policy, demand, request, etc.), or what type of power
is being used to resist or change an existlng policy, demand, request,
norm, etc.?" Although more than one type of’jpower may be possible,
choose the one that is most apparent or most likely operating.

First, by yourself decide which type of power is represented in each
situation. Then when everyone in your group is finished discuss which
type of power each of you selected for the situations. A handout will
be given to each person after the discussion.. This handout indicates
which type of power was intended as the primary one.

Situations K

1. Although all the baking was assigned and the lunch -‘toom reserved,
the bake sale had to be cancelle« dbecause an administrator informed
me of a rule which states that no money can be raised during school
hours on school premises. *

Type oy power:

2. Two months ago the principal anncunced a new policy that teachers
. should send any student wno arrived ac class three minutes cr more
late to the .rincipal's office. The principal can't understand why
the teachers have sent only two students to him, one of whom was
30 minutes late and the other was 35 minutes late.

Type of power:

3. Having spent twenty years at Wilton School, Ms. Smith was appalled
to see the ycunger staff eating their lunches with the students
rather than in .ue faculty lounge. She complained about their
behavior to her friend at a recent meeting loudly enough to be
heard by the rest of the faculty.

Type of power:

4. When the principal requests something, Fred always does it; but
if I would request the same thing, he'd say it was a stupid'idea.

Type of power:

75




v Paper 12
. Page 2 of 2

An administrative committee has been attempting to decide the r.ost
efficient route for school buses. Aftcr deliberating for two weeks

they ‘brodght in their. system analyst who provided the needed solutjion.

Type of power: ( KN

‘When following the Christmas break all the male students had mus-
taches, the administration was confronted with how to enforce the
. policy concerning "facial hair."

Type of power:

Although Tony, the Assistant Principal, knew that teachers in the
district were sxpected to remain in the school until -3:30 p.m., he
and his two riders continued to leave by the.back door at 3:00.
N . °

Type of power: ~—

John and Tom, who have been team teaching history together for five
years, have become very good friends. At a recent department meet-
ing, John proposed that one of the new teachers be added to Wis and
Tom's team. Since agreement by the current team teachers and the
new teacher is all that is required for a decision, someone asked
Tom for his opinion. Al;hough Tom resented having to add another
person to the team, he decided to go. .along with John and agreed

. publicly. \

Type of power:
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The type of power in each situation in Paper 12 is as follows: . ¢
1. Information o )
2. Noncompliance
3. History and tradition
C . 4. Legitimacy , . . -
5. Expértise
6. Define the situation 1 ‘
7. Sabotage
8. Referent R
A . )
(9 .
I N , .
N Y
o
' 4
o
b ]
1
i
o »
Q
1119




Paper3
Page 1 of 2

3 .

SELECTION OF OUTSTANDING PAUN

The following exercise allows for applying some of the types of power
discussed in the previous paper. In your role groups of Purple Pauns,
Maize Pauns, Toles and Overseaers plus the Committee .(2 new group de-

. scribed below), you may utilize whatever power strategies appear to be
appropriate or relevant. -

v

Background.

Each,year the Committee composed of one Ov:rseaer and two Toles has -
selected the outstanding Pafin for the year. The composition of this com-
mittee, decided several years ago by t'e Toles and Overseaers, was con-
sidered a fair way for determining the outstanding Paun since the Toles
have the most contact with the Pauns. Generally the Toles and Overseaers
.. provide suggestions of criteria for' selection or nomination of Pauns to
their particular representatives on the Committee. The award ceremony
traditionally takes place six days after the arrival of the Barks, on
the evening preceding he Barks' departure for the Outside. The Barks
arrived this morning and the Committee is ncw beginning its deliberation.

¢

Roles &

Purple Pauns: This group consists of those who have been nurtured as
PurplefPauns. e

Maize Pauns: This graup consists of those who have been nurtured as
Maize Pauns.

gToles: The Toles are the individuals who nurture the Pauns as either
Purple or Maize. _ o

) Overseaers: The Overseaers live on‘the iz=land of Nog and represent the
¢ - ’'putsiders in all negotiations with: the Toles. ‘

r
3

. The Committee: The Committee meets each year to dévélopquiteria for the
selection of the Outstanding Paun and to select the Paun to rgceive the
honor. Historically:yaize Pauns have received the honor.

h

Meeting Places

Each group has its own meeting place. This area is their private area.
Entrance of members of other role groups info the meeting area is at the
discretion of those whos~ meeting area it is. In addition, there are
open areas for meetings: (These will be designated before the exercise
begins.) :

Exercise

Planning Period: Each group will have 15 minutes to plan their strate-
gies, their positions on the isst..s, and identify specific tasks within
their group. '

- ‘ 78

v 85




©

- Paper 13
Page 2 of 2

Flow of Exercise: Following the 15-minute planning tim.~, the exercise
begins with a series of 6-minute qdys followed by 2-minuc.e evenings. The
trainers will keep close track of time and will announce the end of each
day, start and finish of each night, and the start of the next day. At’
the end of each day 2ll groups are to return to their own meeting area
unless a group decides to have a marathon meeting with another group. In
the event of marathon meetings, each group to be involved in the marathon

must agree to continuance; otherwise all members of the groups involved
must return to their meeting places.

-

Newspaper

Nog has a public newspaper which will be staffed by one of the facilitators.
Anyone.can submit news items to the reporter, which will be pested on the
newsprint in the central area so all can see it. The newspaper will not
begin operation until after the plannigg period.

Current Setting o

The Committee is 4about to begin its process for this year's selection of
the outstanding Paun. The Purple Pauns have requested a meeting with the
Committee."

After the designated meeting places have been specified, each group will
begin its planning period. g
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Inétructional Supplement 5

¢

SELECTION OF OUTSTANDING PAUN EXERCISE

-

1. ask participants to read Paper 13, "Selection of Outstanding Paun."

2. When participarts have finished reading Paper 13, ask the Qverseaers
to select one representative and the Toles to select two represen-~
tatives to become the Committee. Ask the Committee to cake their
place in the Committee space.

3. 1Indicate (1) where the meeting places for each role group are lo:cated,
(2) the location of central meeting areas, . (3) the location for the.
newspaper, and (4) which trainer is the reporter. In addition, name
tags or crepe paper arm bands for each group would be helpful in
identification of groups

4. One trainer should keep close watch of the time; indicating the
beginning and end of the planning period, the start of each day, the
end of each day, beginning of the evening, and end of the evening.
Each day lasts six minutes and each night two minutes. It is sug-
gested that the exercise run four days although an additional day
might be added depending on what's happening and the time available.

If- two or more groups are meeting at the end of a day, they may choose
to have a marathon meeting through the night as long as all groups ~
involved indicate they desire to marathon. Quick decisions are
required since an evening only lasts two minutes. They wmay continue
the marathon from evening int. the next day, at their discretion.

5. The other trainer operates.as a report2r. AS news items are provided-
to the reporter, the reporter puts them up on the newsprint (titled:
Newspaper). The newsprint should be 1ocated in a central area where
all can see it. (If desired, the reporter may ‘fut up additional items
-which she/he obgerves. Use of this more active reporcer role depends
on the type of debriefing to be used, and whether stimulation of
certain 1ssuos in the simulation is desired.)

6. When the rounds are completed, ask participants to return to their
meecing space and read Paper l4. They may either answer the questions
mentally in their heads or jot down their responses. Indicate that
when each individual in their group has completed Paper 14 they should
begin discussing their responses. Emphasize that they are to be
"processing' or analyzing what happened, not restating or reworkir,
the issues.

7. After about 15 minutes in their group, ask each group to select 2
individuals to sit in the fishbow! (circle of chairs in the middle of
the room) to discuss the power strategies they used and perceived other
groups to be using. Allow one empty chair in the fishbdwl to be used .
as an i?dividual wants to come in and say something and then leave.

Begin by saying THIS TS THE END OF THIS ROLE PLAY SO IT IS OK TO REVEAL
STRATEGIES. Ask for an example of 4 power strategy around one of the
issues (Q3 on Pl4).

4
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DISCUSSION OF "SELECTION OF PAUN" EXERCISE

‘The following questions provide a focus for discussion of this exercise.
You will have about 15 minutes tg work.

1. Begin by relaxing. letting the energy and reactions stimulated by
the exercise return to your normal level. Then try to identify the
situations that best “it each of the follcwing .statements:

“

Q

* During this exercise

I was most excited when...

I was most angry when...

‘T was most satisfied when...

I was most dissatisfied whén...

//
I liked my behavior when I...
- ! . 4
2. Identify one or two cof the following types of power your group used Al
or attempted to use or which you saw beinglused"by another group.
Describe the situation and what wa§ done';h each of the ones you chose..

When and How  When and How Used by Another
Type of Power Used by Group Group (Indicate the Group)

Referent ¢ ) N

Legitimate

Expert | i e

. Rewards

Punishment

Information

Noncompliance

o
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2. Cont. ..
. When and How - When and How Used by Ancther
Type of Power "Used by Group Group®(Indicate the Group)

Withholding services

Sabotdge .

History and
.tradition

Definition of : . . .
situation ) ’ . s N

o

Creating tradeoffs . “

i . .

Undermining opposi- : ': -
2 - tion's base of N .
power ] . . .
Creating own base ) : R N
external and’ . ' ..
T internal to the . . . . :
' organization

Public sympathy and S ' -
P// _pressure ’ )

i

: Alternative : . ..
structures i .- '

Violence ) ¢

% . A . - . .

[ . . . Ny

3% Another aspect of power involves whaé ‘issues are ‘focused on and what - '
combination of groups work toward or against certain’ issues. In the
exercise, the focus of the power strategies could be- on’ at least four
areas. (See below:) Of these areas which groups- -chose” which‘isiue7
Which were not chosen at all? Which ‘ones ,did your group igdore? ° O
Why? Describe. how you chose to write on (one of) the issue(s) you .
did choose. . ) L e

a. ‘Selection of the particular individual (attempt to affect which
individual is selected, i.e., a Maize or a Purple Paun). L by

b. Membership on the committee (expand or contract the committee .
membership which selects the individuvils, -e.g., include certain '
other role groups, exclude certain role groups, change the

proposition of Toles to Overseaers on the Committee). .
. . i

G C. ¢ / .
S)cz . . : 82
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c. Criteria for Selection (focus on the criteria used by the
« Committee to select the wutstanding Paun, e.g., add or '

~subtract. certain criteria).
>

d. Procedures (procedures used by the Committee for selection of
the individualy for determination of criteria, for recommendations,
for advisory information from .certain role groups, etc.).

. Another aspect of power involves using the decision process avound
one issue, problem, or task to work-on some other conflict issue

. unrelated to it.
Describe what you saw going on or what your group did to use the
"Paun selection problem to try to affect decisions about other v
conflicts in NOG/ What happens to the focal conflict when this
-happens? What'did you gain/lose? .

a2

o™

After you and others. in your role group have flnished these questions,
™ spend approximately 15 minutes quickly sharing your answers. Attempt
, to“assess which types of power were used by your grotp in response -
*to»what kind of events or happenings. Similarly assess what types
of power were used by the other groups and in response to wha* evenfs.
. After the role group discussions, select two individuals to sit
s * togecher in’ the middle of the room to discuss the types of power
- ’ your group used and perceived the other groups to be using. The .
R A trainers will~igdicate when the group discussions will begin.

¢
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"SECOND DAY AFTERNOON SESSION
Time Activity Objective Materfals Instructions'to Participants Note;‘
N I. Agenda N5 Agenda i. Review .
N 30 |2, Self-Interest 3asic Introduce participants to P15 Identifying Self- |2, a. Read P15
: Concepts basic concepts of self- Interests b. P11l out W-7
) (10) Réad Paper 15 interest : c. Discussion as directed
. (5) PFill out E-8 W-7 My Idecas About Self in W-7-

‘10
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100

o
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Aruitoxt provided by Eic:
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> (15) Discussion

3. NOG color groups and
teams

4. Read materials on NOG

5. Identification of NOG
role sclf-interests
(15) ldentify interests

usidg Paper 16
(15) Regroup to share

6. Orientation to NOG
(60) Review of Self-
Interesta in NOG and
relatiorship to Porm
(30) Walk through of
negotiation sequence
(10) Discussion, arbitra-
tion procedure

7. Hhere Am I Now

Form NOG teams and color
groups (sextets)

Briefing for NOG roles

Apply concepts and identify
self-interests of both major
role groups in NOG

©

Orientation and coaching ses-
sions on NOG forms and pro-
cedures fros each group's
perspective

ISo

P10
4

us

s

P16

187
H6

P17

H7A-E Blank NOG Forms

H8
r

N6
N7

P18

W-8

Interest

Formation of NOG }3.
Teams

NOG: A Negotiative fh.
Exercise

Private Briefing
for Overseaers
Private Briefing
for Toles

Identifying NOG {5.
self-interests

Directions for le.
Review. .. '
Some Basic Themes
in NOG Negotiations
Sample Casa Studies

Completed Porms
for Exercise
Negotiations
Pattern

NOG Schedule for
Negotiations
Arbitration
Procedure

Where Am I Now , (7.

Form groups using process .
in Instructional
Supplement 6

Review P10 and read
appropriate briefing
papers, H4 and HS.
See Instructional
Supplement 6.

1S6.

a. Fill out Pl6

b. Regroup in color group
and share work

Pollow 1S7
1. Each trainer works with a
group . ‘
2. a. Review H6, relate to
self-interests
b. Go over forms in P17
¢. Pags out H7B-D. Do
sample exercise P17,
page 5.
d. Go over H7A and U7E
3. Walk through NOG with one
iasue
4, Discussion, arbitration
procedure

Fill out W-8
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‘IDENTIFYING SELF-INTERESTS 5

:{.. N -

4 self-interest is a preference for a specific course of action or state
of affairs that one views as necessary for aqneds self at this time, in
.- , this place. Self-interests are preferences, often strongly felt prefer-
encés, based on our sense of who we are, and related to the roles or
subidentities which we "inhabit." As all of us live in a constantly
‘changing environment, we occypy a variety of roles which chaqge in
salience from moment to moment, and we grow and develop internally.

So, too, do our self- interests change over time and place. ?

Self-interests are derived from our goals and purposes; aspirations; _
attitudes and values; beliefs and convictions; our biological and social
needs, wants and desires; as these have been learned and expressed through
our various roles or Subidentities. At any one moment self-interests may
consider only the narrow needs of ‘a single person or group and be called
"selfish," or they may take into account our interdependence and be
called "humanistic.“ Self-interests in a specific situation, may be
focused on the individual with such valués as privacy or personal gain,
or they may reflect values focused in groups, such as service to others
_or social justice. At various times they may include needs for love,
security, creativity, rest, destruction and separateness. Thé'more_
important the subidentity is to us (parent, lover, administrator, worker,
"o professional, student) and the more central the needs,.values, goals,
aspirations or beliefs, the more salient are the related self-intervsts.

« Besides our various subidentities,withinéheself;here is also a center
or core, a place of integration, of harmony and possibly of transc
dence. Operating from our core self may provide a broader perspective
than if we are focused completely in a subidentity. Viewing our various
life situations from the perspective of the core SELF may help us to '
clarify our self-interests.

Self-interests express themselves throughout our lives; and we contirually
attempt to satisfy them, sometimes unconsciously. Often, however, we find
it difficult to recognize and accept some of our self-interests. They may
be so much a part of us that we take them for graated, or they appear to

have negative connotations about ourselves which we wish to deny or avoid.

But unless we can identify our self-interests, we will not be able to act
on them with awareness; nor are we likely to discover satisfactory resolu-
tions to conflicts with those whose self-interests are different.

Because the topic of self-interests represents a critical set of concepts
for this workshop, the numerous connotations and assumptions associated
with self-interests need to be explored more fully.

!
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Model of the Self

pUBL1C~§ELF

The more central'the values, needs,
goals, aspirations and beliefs, the -
more salient the self-interest

FIGURE 1

Some Guidelines for Identifying Self-Interests

1.

Expressing self-interests descriptively, concretely and with speci-
ficity is essential. To simply say "I'm thirsty" could get you a
glass of water, when you are longing for your favorite can of beer.
It's an obvious point, but we oftén fail to clearly communicate what
it is we really want, even to ourselves.

People make a lot of assumptions which are self- limiting or self-

destructive. Here is one toc be avoided:

> "It is wrong, sinful, and improper to be -
self-concerned.” e

Many people in our society condemn those who seek to satisfy their.

self-interests. Social norms exist which frown upon self-geeking

behavior. These norms exist for good reason. Persons can define
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their sel interests so narrowly that as they are pursud other

persons can\be dréadfilly hurt. Thus, many people have been led
to believe, quite sincerely, tha: self-concern is always harmful.

On the other hand, many people admire the "self-made" individual,
onz who through his/her own efforts rises to some level of achieve-
ment or accomplishment. Obviously, such a person has acted eon
her/his self-interests along the way.

Self—interesgs, as we use the terfl, reflect our seif-estzem and

self-respect. It is false to say that people have no self-interests

or that they are not concerned about themselves. A person -with no
self-interests or no concern for herself/himself would be considered
foolish or stupid--a person whom others can run over-and ignore.
Thus, self-interests occur regularly in daily life and can be seen
as reflecting who we are. ’

A major learning can be to discover more clearly not only your own
self-interests but the self-interests of others, and to accept them
as valuable. We encourage you to respect your ,self-interests and
to work for them so that you can move toward your xullest rvtential.

- We beli°(e that self-interest is essential for a fully~hum1n life.

{

Another limit ing assumpt:ion: \

"My 3erLGtere3t3 are defined by what 3oczety
«T teZZs me is best for me."
For example, much of our society defineS'és successful' those people
yyo make high salaries regardless of the cost to health, peace of
mind, or concern for others. You could be a loser if you acted
blindly on society's definition of success. A high salary won't
necessarily make you successful; it all depends on what you really
want for yourself.

Thus, a major learning from this workshop can be tec discover that
you are successful only when you exert the power necessary to satisfy

yvour self-interests as you derfine them. Not to discover this can
condemn you to giving much time and energy working'for power you
don't need to attain goals you don’t want. Worse yet, someone may
be using vsu unwictingly to further their own self-interests. It
happens .11 the time. To become more fully aware of your self-
inter~sts and what is needed to meet them, is a learning opportunity
available to you.

”

"I'm only doing this for your own good'" is another limiting belief
that may blind one to your personal stake in the situation. Not

only does this reflect paternalism (I must do it for them since they
can't do it for themselves), but i: also implies that the person
making the statement has no self-interests of her/his own--a parasite
on others' self-interests. Many times statements such as these are
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really attempts to influence or control the other person, so that
their behavior conforms to the message giver's expectations, and
therefore meets the needs 6f the message giver.

5. Being altruistic in this‘culture often is viewed as very positive
and comméndable behavior. For purposes of this workshop, we will
define altruism as inforqu seif-interest. By altruism we do not
mean either seif-promoting interests disguised in an attitude of
helpfulness toward others, or a denial of self such that one's

. physical or psychological welfare is needlessly threatened. Informed
self-interests, on the other hand, are those which facilitate the,
welfare of both self and others. For example, sbcial justice bene=
fits hot only those against whom injustice i’ directed, but also can
lead to a society which benefits the individuil who has the self-
interest of social justice., = ° .

"~Since altruism generally has positive connotations, people often
- . attempt to give the impression of being altruistic: "I em working
. for the best interest of everyone.' Two major assumptions, often
false, are reflected here: (1) that everyone's self-interests are ’
identical; and (2) that the person knows f{has direct information)
about everyone's self-interests and thus can say that they are .
identical. Equally\problematic is the implication of non-selfishness.
y The relevant question is, "How do the self-interests of the persoun,
. making the statement rélate to his/her conception of everybody's
best interests?" With this type of sgatement, the person is actually
disguising his/her self-interests by defining them as "everybody's,"
and thereby is free to label any who disagree as troublemakers,
selfish, rebels or sick.

A 'similar statementtis, "I am working for the best interests of the
organization." The question here becomes, ''As defined by whom?" The
speaker implies that she/he has the omniscience to decide what is
best for 'the organization." The different roles, values and perspec-
tives of organlization members automatically lead to different views

of what is "best." Thus, this statement also attempts to give an
impression of altruism, but basically represents a very egocentric
view of the situation.

6. Recognizing and coping with conflicting self-interests. Given the
complexity of modern life and the multiplicity of roles or subidentities
we have each developed, it is not .unusual to envision situations
where our various self-interests come :htgnconflict. Such internal
conflict is common, and leads many of us to fragmented or compart-
mentalized ways of being. As a result, we subsequently deny, repress,
or otherwise avoid acknowledging and dearing with the interual
conflicts. A first step to remedy this mjght be to recognize the
conflict. Once identified, th«re are a vagiety of approaches available |
ranging fccm changing the environment, to changing one's response to
the environment, to changing one's inner self.. - |
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MY IDEAS ABOUT SELF-INTERESTS

For me, the best thing in this paper...

L

&

Take a few minutes to think about why you came and what you really want

to get from this workshop. Write down one or two of these self-interests
as specifically and concretely &s you can.

-~

4

/

When you have finished, find a partner and take 15 minutes to explore
and clarify the specific self-interests you have each chosen to write._
down. Use the concepts in Paper 15 to do this.

50
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1. Explain that we are now going to form into negotiating teams and
color groups which will work together for much of the remainder of
the workshop. As much as possible, they will be allowed to choose
which role to represent, and who they will team with. However, all
groups will have to be about equal in size.

2. To form color groups:

a. With less than 25 participents

Form four color groups as follows: Divide total group into two
groups, as evenly as possible. One group will be Toles, the

®, other Overseaers. Next divide both groups in half, again as

., evenly as possible. (Be sure that anyone who has to be absent
during any negotiation period will be a member of a trio which
means a part of a group of 5 or 6 at this point.)

Assign one Tole group red, the other yellow. Assign one Overseaer
group blue, the other green. Distribute the appropriate color of
crepe paper bunting to make arm bands, necklaces, etc., to
identify color group.

b. With 25 to 30 parti.ipants

Form four color groups as follows: Divide total group into two
groups, as evenly as possible. One group will be Toles, the
other, Overseaers. Within the Toles form two color groups, one
~~... __ of six persons, the remainder (from 6-9) in the other group.
Assign yellow to the group of 6, Red to the others. Within the
Overseaers, form two colcr groups, one of six persons, the
remainer (from 6-9) in the other group. Assign green to the
group of six, blue to the others. (Be sure that anyone who has
to be absent during any negotiation period is in the group of six.)

Distribute the appropriate color crepe paper bunting to make
necklaces, arm bands, etc., to identify cclor group.
)
c. With more than 30 participants

Form six color groups as follows: Divide the total group into two
groups as evenly as possible. One group will be Toles, the other,
Overseaers. Next, divide each group into thirds, as evenly as
possible.

Assign one Tole group red, one yellow, and one orange. Assign
one Overseaer group blue, one green, and one rurple. Distribute
the appropriate color crepe paper bunting to make arm bands,
necklaces, etc., to identify color group.

2
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Pass out H4 and H5 to appropri&te groups. Have all groups read
appropriate briefing materials for their role, Paper 10 and H4 or HS.

Identification of NOG‘role self-interests. Each color group will
analyze their own role. Ask each person to complete P16 by themselves.

* In 15 minutes, reform color groups and share work. )
At the end of 15 midbtes, explain that we are about to start a walk
through of the NOG negotiation exercise, the forus, calculations and
procedures. Continue with instructions on IS7.

92
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PRIVATE, BRIEFING FOR OVERSEAERS

A\ — -

As an Overseaer, you represent the Outside. While you now live on NOG,
you expect, to return to the Outside eventually and continue your career
and life there. As a representative of the Outside, you have two broud
objectives; maintaining control of conditions to'assure a quality supply

of Pauns to the Out.ide and preserving the mauagement costs. Specifically
your goals include. . 2

1. Act for thg best interests of the Outsiders

2. Maintgin control over the situation for the Outside’

° especiglly decisions such as the quotas of Pauns to be -
nurtured, purchase of Barks, control of management s
costs,\Ftc. S "

3. Assure %he continuance of management cost at 20 percent
or more \ :

4. Reduce the cost of nurturance c¢f Pauns

5. Where pdssible, support coaditions favorable for tbe
g nurturauce of Pauns, especially the purple variety which
- you prefer

o

Barks
The number of Pauns who are sent to NOG from the Outside depends on the
available transportation on Barks. At the moment there are only five

Barks available, each with a maximum capacity oX 100 Pauns, but you can
purchase additional Barks. Because of the distances involved, each Bark
can make only one trip per season. Also, Barks provide the only communi-
cation link to the Qutéide world. As a result, it takes almost a full
season before messages are answered. Additional Barks are expengive and
cost $1,500 each. A purchase must come out of funds available during

the season the Bark is purchased. (No credit is extended by the Outsiders. )

Y

4

<

Funds for NOG

Funds available for activities on NOG are based on a fee of $10 received
for each Paun shipped to NOG to be nurtured. Last season You also
received a bonus of $2 for each purple Paun nurtured and sent to the
Outside.

Increasing Funds Available cn NOG

There are four ways you can directly influence funds available for NOG
activities. One way to increase the amount of money coming into NOG is

to increase the number of Pauns to be nurtured and shipped. This required
the purchase of more Barks.

93
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A second way funds are generated in through a bonus of 2 for each purple
Paun Sent to the Outside. Obviously, the more purple Pauns sent to the
Outside, the greater the bonus received. S, -

A ihird way involves the amount cof the fee per Paun that is .allocated by
the .Outsiders for nurturance on NOG. 7 On the last visit of the Barks,
you received & message that indicated that in general an increase in fee
of about 10 percent could be antjcipated if the supply of nurtured Pauns
increases ‘to 700 or more per gseason. Thus, yoy may be able to increase
the money coming in if you can purchase two or more additional Barks,

A fourth way involves hold over of management costs to be discussed
‘below.

However, note that these fees and bonuses.are based on tdxes levied on
the Qutsiders by_their;ézvernment, with the approval of t Zthirds of the
voting Outsiders. For the past two years, government att:;\

the fees have been soundly rejected by the Outside voters. ‘A -government

. committee is considering recubmitting the tax measure for thig year, but

passage is considered very doubtful as taxes are already high and
Outsiders are not happy tg sece the costa of nurturance going up.\
. ’ : ) ' \
Maintaining 20 Percent Management Cost Margin : \\\}
e a

in general, the Outsiders expect you to keep costs down to provid
percent management cost margin. Although the Outsiders will tolerate &
deviation, you can expect to be prematurely recalled from the isiand’ and

assessed personal and proiessional penalties on' the Outside_as a result if

the management cost drops below 20 percent for a number.of seasons. The
management cost normally does not accumulate, but goes e2ach season to

the Outsiders. These management cost funds help defray the.expenses of
the Outside?s related to nurturance of Pauns, such as Bark maintenauce,
recruitment of Pauns, and so forth. Note, however, that altbough it has
never been done; it is possible to hold over some.of the management cost
funds for use in a following season. The Outsiders have never been too
supportive of this option, as withheld funds are not counted in computing
the management cost rate.

Costs of Nurturance of Pauns

. ‘{l
The cost of nurturance of Pauns is dependent’' on two major factors, the
number of Toles t:= nurture Pauns and the compensation paid tq Toles.
Generally, you will want o keep these costs as low as possible.

Traditionally Toles have been employed at a cost of. $2C0 per Toie. -

Extra tutoring of Pauns will produce greater nurturing, but also costs
resources. A tutoring program for purple Pauns (regardless of number of
Pauns- involved) costs $350. A tutoring program for maize Pauns (regard-
lTess of number of Pauns involved) costs $250. (The program employs -
mostly volunteers to actually tutor. Costs cover materials, necessary
facilities, -adninistration, etc.) '
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’ldentrol'of Quotas of Pauns to be Nurtured
-~ :and Returned to the Outside - o

‘The Overseaers are agents for the Outside world, sent, to NOG to assure an”

. adequate source of the'valued nurtured Pauns. Though they have-become )
established and accepted residents of NOG, they are nevertheless members

of the Outside world and expect to return there to complete their careers.
.ierraditionally, the Overseaers have set the number of each type of Paun

- you will receive information from ‘the Outside on the number of Pauns to
be nurtured. Traditionally you announce the number of éach type Paun
to be nurtured prior to the meeting with the Téles representatives to
determine other issues.

It is clear to you that maintaining control of the quotas is extremely
~ important for four reasons. ’ vy -

1. First, représent the Outside world. Msintaining conditions i -
for favorable relations with the Outside-world is dmportant -
to your own personal future. Insuring a steady flow of funds .
. td NOG and maintaining conditions of successful nurturance \
. and tranquility on the island at” the same time you meet Qut=__ __ _
side expectations will be to your advantage ‘when you. complete” )
- your assignment here and return to the Outside.

¢
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to nurture Pauns . .
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3. . It may be an important source of power in negotiations with
the TsO i
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4. You can assure that a majority of Pauns are nurtured as’
- purple, a preference you shére with®the Outsiders‘

.
Ny
%

;):‘-":{;’.1$
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‘Nurturance of- Pauns

Al » 3

Pauns represent a very unique and cherished resource to the citizens of

2 e M e

be nourished to achieve their full petential. As a relative newcomer T
to Phe_islandT—yon—ve—no:ieed—theedeep_attachments.£ormedihetween_Paun§_.-__
.and ghe Toles. You have been on the island long enough to begin to
appreciate Toles ways, especially their deep attachment to maize Pauns
which show unique qualities of intuition, artistry and creativity.

Personally, ‘you like the purple Pauns better. Althoigh the nurturance
: of purple Fauns is a somewhat recent ‘development; -they-ave preferred on o~
-~ "th¢ Outside too. As a result of this preference, more purple Fauns have .
5 been nurtured over the seasons and by now about 75 percent of the nurtured o
’ Pauns livine on the Outside are purple. Purple Pauns, after a season of

successful nurturance, return to the Outside as competent, skilled, asser-
tive, and réliable beings. Last séason the Outsiders yrovided a bonus
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for each purple Paun nurtured. Pauns are nurtured in groups called PODS.
Toles claim that nurturing purple Pauns is more difficult than nurturing
the maize, and required smaller sized PODS for the purple to get good
‘results.

You have heard that a reputable University on the Outside has completed
a study, somewhat controversial in nature, on the nurturance of Pauns.
You have asked for a copy and anticipate a response when the Barks return

__prior to next seasom.  _ ___ .. _ . .-~ .

. are being conducted on the Outside.

One other factor that affects the Pauns-is the nature of food they eat.
The Outsiders developed two new seeds which their studies indicate
enhance the growth of Pauns. These seeds, Maz and Pel, when planted on
NOG produce _tiny herbs. The herbs, if eaten immediately after harvest
aid in the nurturance of Pauns. Our studies indicate that Maz is parti-
cularly helpful dn developing the unique quélities of the maize Pauns,
while Pel, is less potent apd seems to help only the purple Pauns.

One caution. Maz and Pel cannot be grown anywhere on the islan& during
the same growing season as the herbs from the-cross=-pollindted plants,
while identical in appearance, are extremely poisonous. Further tests

3
/ o

Fajilure to Nurture Pauns T -

Failure to nurture any Paun is a grave moral offense and punishable by
law." Pauns are mythical beings comparable, some Qutsiders say, to
"i{mmature" humans. The laws of NOG require that every Paun on the
island be nourished during its first season in residence. The penalty
for one found guilty of violating this law may be as severe as banishment
" from the island.

/
The Equal Oppdrtunity Act (EOA)

You have jusd learned that the Outsiders havé passed a law which goes
into effect next season, called the EOA. It requires that each Paun,
regardless of type, must be given equal opportunities. This_includes
the rights #o equal nurturaunce, the right to return to the Outside after
being nurtured, and basically equal treatment in other areas. However,
the EOA did not take a clear stand on whether there ought to.be '‘equal

" numbers .o of/maize and purple™ Pauns, or on whether an equal number of
Pauns should be nurtured as maize or purple. In response to a political
effort under maize Paun leadership, the EOA specifically guarantees
equal opportunity to both types.

The Outsiders expect you to obey the law. There are penalties involded.
By next Season they will issue guidelines for you to follow. In the
interim, you are to see that decisions made do not conflict with the
law as best you understand it.
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Communication with the Qutside

All communicati.a with the Outside is conducted on official communication
forms in your possession only. The Outsiders will not recognize other
types of communication. All communications between NOG and the OQutside
. is transacted via Bark. . ‘

. Communication with the Toles Organization (TsO)

N

/

All communication with the Toles Organization is conducted on official
communication forms in the possession of the .Toles representatives only.
The Toles Organization will not recognize any communication except those
coming from their representatives on these official forms.

Failure to Reach Agreement
If at the end of the négotiatiogs period, you have not reached agreement
with the TsO, four opt{an are possible.

9

Option A Declare an impasse. ) 'ﬁiAQ»Tz

. {,,

* Option B - Allow the current agreement to ex*ené fof another season,
éxactly as is. Just £417 out the agreement form that way.

Option C  Walk out or strike. For the first 10 minutes the fee for
: Pauns wiil drop 2 percent. per minute, and the Toles will

forfeit some portion of their compensation

Option D Continue to negotiate. You will be allowed a period of
10 minutes. For every minute elapsed, the fee from the
Pauns will drop 2 percent and the Toies will forfeit a
.portion of their salary. Thus, if you, use up the full
10 minutes the fee will drop 20 percent. T e

With both C and D, if no decision is reached after the

10 minutes have passed, the situation is declared an
IMPASSE and automatically arbitrated. " Usually this will
mean reverting to the previous agreement with the possi-
bility of some change in compensation if the economic
situation warrants. Arbitrations will be handled by

the trainers.

-Role of Game Administrators (Trainers)

1. Scorekeepers: Based on the resultz of each negotiation, the admini-
strators will check the worksheets on each group. Results will be
shared with each party. After each round, the trainers will .fill
out a NOG SUMMARY FORM for the next negotiation. They will attempt
to handle any other scorekeeping chores as fairly as possible, will
attempt to answer any questions related to scorekeeping as clearly
and factually as possible. . .
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2. " Communicators for Outside World: Only the Overseaers may use this
" channel. In the role of "outsiders'" the trainers will respond to °
the results of each round from the perspective of the self-interests
and goals which the Overseaers, as representatives of the Outsiders
are expected to work for in the negotiatiour. As "outsiders" the

trainers will be conservative and status quo oriented.

STty B,

sedtyslin
2 g A S
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3. Communicators for the Toles Organization: Only the Toles representa- TS
—tives may use-this channel. In the role of the "Toles Organization” i
- the trainers will respond to the results of each round from the ey

perspective of the self-interest and goals of the Toles Organization
which the Toles representatives are expected to work for in the

- negotiations. As the "Toles Organization' the traxners will push’
for‘decisions benefiting the Toles.

4. Arbitrators: 1If negotiations break dowm, the trainers will fill
this role. As arbitrators, they will fill this role. As arbitrators,
they will uaually accept any partial agreement reached, They sﬁ&ll

el
A
L)

attempt to be as status quo orientatio as possible ccnsistent with‘the ;”;Téﬁ
learning goals.\ . ?J’» I ) R S
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Independence of Negotiation Units / " g%
For the duration of this exercise, consider yqurselves -the only ) N %
"representatives" of the Toles or Overseaers on your island of NOG. e
* Although there may be up.to six negotiations being conducted gimultane- —
ously, each is independent and self-contained. Interchanges of I
resources are out of bounds: X ° T
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- BARKS

‘Barks transport Pauns to and from Outside.
per season. Each Bark carries 100 Pauns,

“~ "  Barks cost $1500.
© -, cannot be bought on credit, installments, etc.

"‘w

.' N .t T
t RS

. ECONOMICS

Paun nurtured and sent back to the Outside.’

, .after expenses, of 20 percent of gross funds.
to -the OQutsiders each Season.

A,;-v s

" subsequent Season.

PAUN NURTURANCE

T Ty

»Pauns can be raised as either maize or purple.
" .quotas of maizes and purple to be nurtured.

kG
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to nurture.

bl
et

are more difficult for Toles to nurcture.

.warm relationships to Toles .

Toles are essential to nurture Pauns.

‘

1io,

Are purchased from-the Outside by the Overseaers.

Funds. to nurture Pauns, purchase Barks, come from the Outside.
fee is provided for each Paun. sent, a bonus may. be received for each. purple -

Maize Pauns are intuitive, artistic and creative.

Purple Pauns are skilled and competent, assertive and responsible.
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er of Fauns available to be nurtured depends on.the available Barks.

They,make only one round-trip

They

G

-~

A basic

i 4

Shipments“ef over 700 Pauns will increase the fee by “10 petcent. .

Overseaers are expected to maintain a management cost rate each season,

This management cost goes

.

Overseaers, may-ﬁIthhold a portion of the management cost to be used in a

.

'The Ovexseaers decide the

Maize Pauns are preferred by Toles and other NOG residents because of their
unique qualities and they form strong attachments to them.

They

Purple Pauns are preferred by Overseaers and Outsiders. Theywalsb form

They are casier for Toles
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The nuymber ‘of Toles employed on NOG 1is mutually decided by Toles and
Overseaers.

T

|
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iraditionally purple Pauns are nurtured in Pods of 24 Pauns by one Tole.
. Traditionally maize Pauns are nurtured in Pods of 32 Pauns by one Tole.

Toles decide which Toles will work with maize Pods, which will work with

4

t

s

All Puans must be nuriured.

I

& ‘.'
A research study has been conducted to determine the optimum Pod size for\ R
purple and maize. %

Y"?-L
Maz. is an herb that helps nurture maize Pauns. ﬂ%
%

:Pel is an herb that helps nurture purple Pauns. & .

@ a5
] . po

Both Maz and Pel cannot be raised in the same season. CroBs fertiliia- )
tion produces a poison for Padns. : o \ . S

@
o

~Special tutoring complements and enhances the quality of “nurturance
available. It costs a blanket fee of $350 for all purple, and $250 for
all“maize; and is mutually negotiaole.

Toles receive compensation for raising Panns. By tradition this rate has ~
been $200. The rate 4is mutually negotiable. :

» v Y

EOA k

¢ 'S ‘"4 o
v e v

Outsiders have passed a law called the Edual Opportunity Act (EOA) Each
Paun, regardless of type, must be given an equal opportunity. This includes

rights to nurturance to remain on NOG or return to the Outside, etc.

. [y
N

" The EOA is not clear on equal right to be one type or other of Paun. It .
does ndt sgpecifically insist, nor does it deny, that there ought to be
equal numbers’ of maize and- purple Pauna nurtured.

The Outsiders expect Overseaers tQ enforce the EOA, and have issued ' -
guidelines and penalties for violatione.
COMMUNICATION/OUTSIDE

All communication to the Outside goes on Barks, on official forms provided
to Overseaers.

All communication to the Toleg Organization must be on official ‘forms
. provided to the Tole representatives.

E 11 L0
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PRIVATE BRIEFING FOR TOLES

Handout 5

AL

As representatives of the Toles Organization (Ts0), ypu have two broad
objectives, quality nurturance of Pauns and adequate compensation and

. working conditions for Toles. Specifically, your goals include:

N
-

‘.1.: Act in the best intereéta of the Toles and Pauns‘whe:e
possible ' N '

\ _' ‘)\

2. Increase compensation to Toles ‘for their nurturanée

3. Increase the number of Toles to nirture Pauns to more
optimum conditions

4. Support conditions favorable to the nurturance of Pauns, -
especially the maize variety which you prefer '

.

5. Attempt to influence the quotas of each variety of Pauns

v

1. -

, nurtured and returnel to the Outside e )
e .
4‘/?)‘-”——\-‘\"‘\1./«»-, [N s - " . o » -

Barks —— - S T

The number of Pauns' shipped tu NOG depends on_the number of Barks availéble,
currently five. Barks are vehicles of commpnication ‘and conveyance. Paufis

reach the Outside-only ‘on Barks. Messages to. and from the Outside also must
be conveyed on Barks. Barks make only one trip to the Outside each season, .

leaving after the negotiations are concluded ahnd Pauns nurturéd, and
returning prior to the negotiations for the next season. Each Bark can
accommodate a maximum of 100 Pauns.

-

Epnas for NOG - =

"Fuﬁds available for activities on NOG are baéed Jh,a fee ‘of $10 received

for each Paun shipped to NOG to be nurtured. Last season you also received

a bonus of $2 for each purple Paun nirtured-and sent to the Outside.

Note that these fees and bonuses are based on Taxes levied on the Qutsiders
by their government with the approval of two-thirds of the voting Outsiders.:

For the past two years government attempts to increase the fees have been

soundiy rejected by the Outside voters. A government committee is consider-

ing resubmitting the tax measure for this year, but passage is considered

very doubtful as taxes are already high and Qutsiders are not happy to see

the costs of nurturance going up.

Compensation for Toles

. ’
3

Toles have averaged about $200 per season in mythical NOG as compensation
for their services. Everyone agrees that their services are essential.

Recently, hicwever, the costs of living have increased and compensation has

. . -
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not. The Toles feel that a 10 percent increase is now justified. The cost
of 1iving increase compared.to 5 seasons ago has been over 20 percent. -
Last season alone the cost of living rose 8 percent. In general, the Toles
expect you to increase salaries to keep pace with the level of cost of
living increases. If this does not occur each season (with some deviation,

- if justifiable), you can expect that the Toles Organization might replace
you (your team) with others.

Note that the money allocated to Toles for compensation cannot be used by
the TsO for other purposes. This moneY belongs to individual Toles for
their individual disposition. - S e S

" Number of Toles to Nurture Pauns

)

" The total number of Toles used to nurture Pauns is jointly decided by you
and the Overseaers. However, by tradition the Toles themselves decide how
" "many of the total .number will work with maize and how many with purple Paun.

?

You have heard that a recent study conducted at a reputable qﬁf%ersity-on
the Dutside suggested that the optimum number of Toles to nurturé Pauns -
wias far higher than currently believed. You tend not to pay too much atten-
tion to the Outside world, but this matter of POD size has implications for
you. It is possible that the Overseaers might have more infcrmation, or
possibly the’results of the study itself.
- : b -
Nurturance of Pauns . "R o °
4 -
Toles are essential to nurture Pauns. While there are always enough Toles
available to do the nurturance, skilled Toles develop only over time with B
experience. Thus each geason there are only a few additional skilled Toles
:»available to be used. g :

-

Pauns represent a very unique and cherished resource to the citizens of NOG-
Everyone believes that all Pauns are entitled to opportunities to be nour-
ished to achieve their ¥ull potential. However,' somé groups feel differently
about the two types of Pauns. ~ -

The purple Pauns, although more are now commonly raised, are somewhat newer
to the island, and are not as highly regarded as the more ancie$; maize
o Pauns. ' The purple Pauns are more diffizult to nurture, and one "Tole must

work with a smaller pod in compari§on with the maize. After a season of

- successful nurturance, purple Pauné,are ready to return to the Outside as
competent and skilled, assertive and’ reliable beings. However, foles do
not usually find them as challenging and interesting to nurture as they do
the maize.

- )

The maize Pauns are deeply loved and form deep attachments to the residents
of NOG, especially to Toles. Their unique qualities, (intuitive, artistic,
creative) which require great skill and attention to develop, are highly
valued on NOG. Yet, because of the natural ability and temperament of the
Toles, they find it easier to nurture’maize Pauns in larger Pods. At the
end of each nurturance season a fest%gal is held in honor of those Pauns
which are especially gifted. Usually the most gifted are maize.

113 e
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It appears that the high opinion of the maize Pauns held by the Toles and
other NOG residents is not shared by others on the Outside. -For some
reasohl cthe purple Pauns are more highly valued, and the Overseaers appear
~ to be partial to them as well.

Extra tutoring of Pauhs will also produce greater nurturance, but also,
costs reSources. A tutoring program for purple Pauns (regardless of
number of Pauns involved) costs $350. A tutoring program for wnaize Pauns
(regardless of number of Pauns involved) costs $250. (Thc Program employs
mostly volunteers to actually tutor._ Costs cover materials; mecessary =~

facilities, administrative, etc.) .

One other factor that affects the Pauns is the nature of the food they

eat. The Outsiders developed two new se:ds which their studies indicate
enhance the growth of Pauns. These seeus Maz and Pel, when planted on

NOG produce tiny herbs. The herbs, only if eaten immediately after harvest

a

aid in the nurturance of Pauns. Our studies indicate that Maz is parti- -
cularly helpful in developing the unique qualit.ies of the maj- e Pauns,
while Pel, is less potent and seems to help only the purple ?spns.

One caution. Ma:u and Pel cannot bé grown anywhere on the island-during
the same growing season as the herbs from the c¢ross—pollina“ed plants,
while identical in appearance are extremely poisonous. Further tests are
being conducted on the Outside. . SR

é

Quotas of Pauns to be Nurtured I

-

The Overséaers are agents for the Outside world, sent to NOG to assure

an adequate source of the valued Pauns. While they have become eStablished
and: accepted residents of NOG, they are navertheless outsiders and expect
to return to the Outside to complete their careers. Traditionally, the

. Overseaers have set the numbers of each type of Paun that is nuctured on
NOG (quotas). The Overseaers traditionally announce the quotas of maize
and purple Pauns to be nurtured prior to the beginning of the season.

The proportion of maize ari purple varies, but overall in recent years,
more purple have been nurtured. On the Outside approximately 75 percent
of the nurtured Pauns alive today are purple, the rest maize.

The Toles Organization recently has tried to influence the- Overseaers to
give more Pauns the opportunity to be nurtured as maize, but so far it has
not been successful.

~

Failurée- to Nurture Pauns

Vd

Failure to nurture any Paun is a grave moral offense and-punishable by
law. -Pauns are mythical beings comparable, some Outsiders say, to
"{mmature" humans. The laws of NOG require that every Paun on the. island
be nourished during its first season in residence. The penalty for one
found guilty of violating this law may be as sever. as banishment from
the island.

)
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The Equal Ooportunity Act (EOA)

You have just learned that the Gutsiders have passedja law which goes fnto

effect next season, called the EGA, It requires thati each Paun, regsardiess
of tyre, must be given equal opportunities. 13,8 includes the rights to

' aqual nurturance, the right to returr to the Cutside, and basically equal
treatment in other areas. However, che EQA did not take a clear stand on

whether there ouzht to be equal numbers of maize and purple Pauns, or on

whether an equal number of Pauns should be nurtured as maize c> purple.
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In response to a political effort under maize Paun leadership, the EOA
only specifically guarantees equal opportunity to both types.

You are expected, by the Outsiders, to comply with the law, but this is
NOG and you have your own thoughts. Nexc season the Overseaers will
"receive guidelines that they are to follow. = -

Communication with the Outside

-«

All communication with the Outside is conducted on official communication
"forms in the Overseaer's possession. The Outsiders wiil not recognize
other types of communication. All communications between NOG and the
Outside is transacted via Bark. , ’

Communication with the Toles Organization

>

€«

All communication with the Toles QOrganization is conducted on official
communication forms in your possession. Your organi“ation expects you to
keep them informed of your strategies and to explain deviations from the
position they have taken with regard to compensation, employment. of Toles,
and in the nurturance of Pauns. You will receive their responses to the
decisions you make in the form of written communicatiop at the start of
each negotiation round.

Failure to Reach Agreemént v

\ o
If at the end of the negotiations period,.you have aot veached agreement
with the Overseaers, four options are possible. - .
Option A Declare an Impasse.
Option B Allow the currént agreement to extefid for another

season, exactly as is. Just fill out the agreement
, form that way. :

" Option C Walk out or strike. ¥~ the first 10 minutes the fee
" for Pauns will drop somewnat, and the Toles will forfeit
. per minute elapsed 1 percent of their salary up to 10
o - percent §or the full 10 minutes. ‘

Option D Conéinue to negotiate. You will be allowed a period.

of 10 minutes. For every minutz elapsed, the fee from
L0 the Pauns will drop somewhat and the Toles will lose.
o
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1 peteent of their salary. Thus, if you use up the full
10 minutes to atiempt to reach an agreement, the Toles.
will forfeit 10 percent of their salary for that season.

With both C and D, if no decision is reached after 10
minutes have passed, the situation is declared an IMPASSE
and automatically arbitrated. Usually this will mean
-—---= —reverting to'the previous agreement, with the possibility to , ..
some change in compensation if the economic situation warrants,
Arbitrations will be handled by the trainers.

©

Role of Gane Administcators (Trainers)

1. Scorekeepers: Based on the results of each negotiation. the admini-
strators will check the worksheets on ‘each ‘group. Results will be:
shared with each party. After each round, the trainers will fill

e out a NOG DATA, SHEET for the next negotiation. They will attempt to

.. '~~~ -handle any other scorekeeping chores as fairly as possible, will

N g attempt to answer any questions related to scorekeeping as clearly

‘ and factually as possible.

\
Bt - . -

2.” Communicators for Outside World: Only the Overseaers may use this - -
channel. . In the role of "Outsiders" the trainers will respond to o

e results of each round from the perspective of the self-interests ]
aéd goals which the Overseaers, as representatives of the Outsiders ‘ R
are expected to work for in the negotiations. As "Outsiders" the Ty
trainers will be congervative and status quo oriented.

IR
, : ~

3. Communicatots for' the Toles Orgsnization: Only the Tolés representa* I
tives may use this channel. In the role of the "Toles Organization"
the trainers will respond to the results of -each round from the }

" perspective of the self-interests and goals of the Toles Organization ;o n
. which the Toles representatives are expected to work for in the §
: . negotiations. As the "Toles Organization' the trainers will push
{ for decisions benefiting the Toles., . R

S s
)

~

-

é 4, Arbitrators: If negotiations break down, the traine-s will fi]l
: ‘this role. As arbitrators,-they will usually accept any partial
agreements reached, and revert to the previous agreement or custom as
a ‘basis for others. They shall attempt to be as status quo oriented
. as possible consistent with the learning goals.’

- Independence of ‘Negotiation Units

C . For the duration of this exercise, consider yourselves the only : .
" "reépresentatives" of the Toles or Overseaers on your island of NOG.
Although- there may be up to six negotiations being conducted simultane-
‘ously,. each is independent and self-contained. Interchanges of resources
are out of bounds.



Handout S
Page 6 of 7

BARKS

Tov

e
S R TP T
40 LY Fot NI A are Ay R ints

4
a3

The number of Pauns available to be nurtured depends 'on the available
- Barks . °

Ld

- Barks transport Pauns to and from Outside.
per season. Each Bark carries 100 Paums.

They make only one round-trip

————

ECONOMICS
Funds to nurture Pauné, purchase Barks, come from the Outside. A basic
,fee-1s8 provided for each Paun sent, a bonus may be received for each
* +- purple Paun nurtured and sent back to the Outside.

- 5

Outsiders, whom the Overseaers represent, expect them to maintain a
management cost rate each season, after expenses, of 20 percent of gross—-
funds. This management cost goes to the Outsiders each season.

The Toles Organizakion, whom the Toles represent, expéct them to increase

..employment, compensation and nurturance.
PAUN NURTURANCE

Pauns can be raised as either maize or pﬁrple.' The Ovérseaers decide the
_quotas of maize and purple to be nurtured. 1
Maize Pauns are preferred by Toles and Bther NOG residents because of
their unique qualities and they form streng attachments to them.

>
¥

Maize pauns are intuitive, artistic and creative.
Toles to nurture.

They are easier for

~— /

v

Purple Pauns are skilled and competent, asserpiQe and responsible. They
are ore difficult for Toles co nurture. .
P&éple Pauns are preferred by Overseaers and Outsiders. .They also form-
-warm _relationships to Toles.

_Toles are essential to nurture Pauns.
o ?

Skilled Toles take time to develop. They are scarce, but & few additional
, skilled Toles are-available on NOG each year. '

The number of Toles employed on NOG is mutually decided- by Toles and

Overseaers.
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" Toles decide which Toles will work with maize Pods, which will work with
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3

Traditionally purple Pauns are nurtured in Pods of 24 Pauns by one Tole. -

Traditionally maize Pauns are nurtured in Pods of 32 Pauris by one Tole.

p rple Pods. -

ﬁxn.]‘vd, NN RO
!

ETT NI
'

[]

g el b

1 Pauns must be nurtured. 3
research study has been conducted to determine the optimum Pod size for f?
urple and maize. . :
z is an herb that helps nurture maize Pauns. :
?el is an herb that helps:nurture purple Pauns. _mi
#oth Maz and ‘Pel cannot be raised simultaneously. Cross-fertilization ) ;é
produces a poison for Dauns. 3
Special tutoring complements and enhances the- quality of nurturance '
wavailable. It costs a blanket fee of $350 for all purple, and $250 for
all maize; and is mutually negotiable.
oles receive compensation for raising Pauns. By tradition *this rate has
een $2C0. The rate is mutually negotiable.
ompensation should stay at least equal to cost-of-living increases.
\‘ ‘. EoA - . .‘ .
Outsiders have passed a law called the Equal Opportunity Act (EoA). Each
Paun, regardless of type, must be given an equal opportunity. This .,
includes rights to nurturance, to remain on NOG or return to the Outside, b

‘does- not specifically insist, nor does it deny, that there ought to be

and so on.

I

The EOA is not clear on equal rights to be one type or other of Paun. It
equal numbers of maize and purple Pauns nurtured.

COMMUNICATION

All communication to Outside goes on Barks, on official forms provided
to Overseaers.

All communication to the Toles Organization must be on official forms
provided to the Tole representatives.
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IDENTIFYING NOG SELF-INTERESTS FORM P

Consider the role you are working on and the information you have about
its constraints, needs and issues:

an

ermajor goals of this group as you understand them to be?

I1 A

-1. -What-ag

2. What would someone acting with strength and power on these goals be
doing agd feeling?
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3. “Read‘over the following list and select one or two "value positions"
which most affect your perspective in dealing with conflicts such
as those in NOG.

3
4

____Status quo--what is, is known, tested, it works
§trong leadership-~clear lines of authority, personal
accountability

____Control against potential abuses

) Innovation--experimenting and supporting new ideas

v " Professdonalism--responsibility to ethics or codes of own ©

group, know more than lay groups -k
Involvement--community control, lessening hierarchy, decisions LA
made by those affected; participation

Paternalism--taking care of and protecting the younger, weaker,
disadvantaged from harm

____Rationalism--logic and reason provide best solutions ~ -

& Harmony--keep things smooth, calm, ﬁnruffled unjarred

i, ___Materialism~-acquisition and possession of° the best materials,

k equipment, programs,' pride in having or offering advantages
Diversity--supporting multiple sets nr outcomes, pluralism’
Individualization—-respect for and development of the .
uniqueness of the individual . @
Self-actualization, personal growth--focus on the complete

s development of each person's potential

- L .
R e A R A

R R R

___cEfficiency--a tight ship, frugal-useof Tesources and _~ .
. persons; cost-eifective. .
R ° Respect for authority (law ‘and order)--obedience to-. ° o }
. legitimately constituted authority

____Due, process-focus on fair and equitable processes for the : ~
redress of grievances®" : -

" ____Social justice and equity--fair, humane and affirmative ) -
* 7 treatment and opportunity for all persons
. ) Other o
s u Other '

)

] .
Describe how the value positions you selected influence the positions =
you would take, the goals you would work for, the compromises you -
can't make on one of the issues for the role you are wor..ing on.
v 4, What are the major (three or four) self-interests of this role as
' you see them now? ‘ -

L3

A . . : 109
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D{BECTIONS}FOR REVIEW OF FORMS AND COACHING SESSION FOR NOG

1. Each trainer will work with one of the role groups at different ends
of the room. Allow groups to velocate if necessary.

‘The purpose of this period is to(fa iliarize participahts with the

' procedures and forms to be used in ﬂhe NOG simulation and to relate
these to the self-interests and values built into each of the roles
of Tole and Overseaer. -

a. Begin with a review of the self-interests of the role. Handout 6
provides one way of organizing some of these. Spend some time
relating the appropriate OVs and TsO position on each of the

items in all columns to the self-interests they have described
‘and identified. Get them to describe what they want to happen,
but {RY TO AVOID GETTING LOCKED INTO ONE COURSE .OF ACTION, ONE
ALTERNATIVE, ONE‘'BEST WAY. Within the basic framework of the
.exercise legitimize alternative ways of thinking about, and
approaching the situation. However, discourage attempts to

avoid or get around the built-in conflicts. The purpose of this
workshop is to learn and experiment with ways of dealing with
conflict. Relate questions or misinformation back to basic infor-
mation provided in the briefings. Relate discussion to analogies
in the real world--the power being able to understand and mani-
pulate budgets; the community as "outsiders" in school issues, etc.

[

b. When they've 'got" the idea, and you have covered Handout 6, go
on to Paper 17. Go through each case step by step, relating the
numbers to the themes and self-interes s of their own role group.
After each one let ‘them take over more of the interpretive work,
locating information, describing what happcned, etc.

c. Next ask participants to fill out forms using the sample informa-
tion on page’5 of Paper 17. Pass out Handouts 7B-7D. Have them
fill the forms wout for their role group. Reinforce who fills out
which forms, etec. Pass out Handout 8 to check their work. Answer
questions. - .

d. Pass out Handout 7A. Explain that this is a form they will receive
at the start of each round. The messages to each group, written
by the trainers, will be different, reflecting the different needs,
values and self-interests of Toles or Overseaers. Emphasize that
the messages are designed to be responsive to what is happening
in each negotiations and to simulate the ''real world" of intergroup
conflict.

Pass out Handout 7E. This is a worksheet available in quantity to
help during planning periods and negotiation sessions. Handout 7E
is never turned in to the trainers. The back of Handout 7B has
the "official" worksheet which covers the results of negotiations
in any round.

121 110
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Walk through a round of NOG. Review Newsprints 6 and 7. Explain
that each color group will further divide itself into negotiating
teams of two or three persons. If there are 25-30 participants,
some color groups (red and blue) will form into three teams. Be
sure that any person who will not be present for portions of the
negotiations (there may be someone who could not change a
committee) is a member of a trio.

Take 8 minutesvto PLAN., Allow two 8-minute
Five minutes to fill

Chose ¢ ne issue.
NEGOTIATION periods with a one-minute break.
out FORMS.

-

Discussion of NOG walk through.
teams. Answer questions, review process.
procedure (Paper 18).

Get reports of what happened from
Go over arbitration.

!
~
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SOME BASIC THEMES IN NOG NESOTIATIONS - -

[
<

e
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b
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‘Below we have listed four basic themes in NOG: Compensation and Working
Conditions of Toles, Control of Critical Decisions, Costs and Nurturance.
Each role group has self-interests related to all four themes, but those
_self-interests differ. Under each theme we have listed some of the major
components of NOG as they relate to these four themes. The trainers will
discuss this.with you further. .

)
e
32

T et
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v
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Compensation and iy RPN
Working Conditions | Control Costs "~ | Nurturance R
X . ! » *’«Q,“‘
- Barks .|Negotiated Jointly | Bark EOA 4
" Compensation : : ‘ NV
Compensation ngbs: Maz-Pel Compensation |- Herbs: Maz-Pel ‘i;
. Number of Toles ' : e
& ‘Number of Toles Tutor Pauns Management ‘| Pod Size 'jg
& Employed Cost 3
’ OVs Control |, Quota . 5]
~ Pod Size Bark Purchase Number of i : i
' Holdover . Toles Tutoring - >

Quotas Quota <%

' Message to Quotas e

¢ Outside

. Tutoring . B

TsG Control
Tole Distribu-~
tion )
Messages to AR ¢
Toles « ’ .

R

Both TsO and OVs
. Affect _
' Pod Size N ‘ T .
Managemeat Cost ’ T

g ' 112 . -

123




< N -

~y

5

I . ~ Paper 17 RN,
: - . ‘ Page 1l of 5 )

. SAMPLE CASE STUDIES

o C G

N R X -

L Introductiéh

On the following pages we have provided three case -tudies to familiarize

_.you with the NOG form calculations and some idea of the optionsravailable
.. to you. The trainers will work with you to interpret them.
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%00 MTA SKITT
- Penalty Time _ ~ .
- \ . Geoupe: T80 Q_aﬁﬂcf
‘ Groupe: Te0_OR INC € ) . m_[lue ‘
‘ A{.“e . o B o ﬁc»mgc.lnnu_;X-———-——— - - T o {
T i NS o
i , mfﬂms AGREEMENT FORM Pravieus Reuad .
2T ) . . Purpls Pouns Shipped Frevieus Seases . ) Loave Colum Blsak
He herehy agres to the following: v S g ) A P
| ) N —
i . 8) The nuzber of Toles to aurture Pauns o0 . Losus for Purple Paves Shipped ,.‘,7_?0
[A (List any additional conditions.) : Total Barks -u start of Revad
i . 2100 .
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(List any additional conditions.)

———— e,
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ehall be
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¢) We agree to conduct 8 tutoring program for:
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ehall be sloa,Arb+r4+¢4
N (List any additional conditions.)
4
7
FY 14
[

‘ -
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Paper 17
. Page 5 of 5 :
SAMPLE EXERCISE. (To he explained by trainers.)
Round 2 '
Quotas Round 1 400 P 100 M
Barks = 6
Holdover of $600
Agreement! 22 Toles hired
220 Compensation
Tutor Maize
Herbs Pel
Overseaers Decide: Quotas 450 P 150 M
1 Bark ‘
Holdover $100 N
Toles Decide: 5 toles to Maize, 17 to Purple
11




_ (To be filled out by Trainers prior to each session.)

NOG SUMMARY FORM

Summary of Round for use in Round

Groups: Ts0

ovs

At beginning of Round : B for Purple Pauns Received X2

. -

Number of Barks at Beginning of Round

X 100

>

Nugsber of Pauns X 10 (Fee) Incowing Funds + -

o Gross Income

. Last Season's Hold Over +

Working Funds

Number of .
Toles Used D X Cou?cnuuon E Tole Coses

Number of New Barks

Working Funds ~— Total Costs

X 1,500 Bark Cost + [:
Tutors (circle) 250 M + 350 P Tutor Costs +D

~7 Total Costs ™

« Net

Holdover

s

(Management Cost Sent Outside) Balance

Barka Available @ Management'Cost Rat.o: Bal. + Groas Income

b

Quotas :] M l:: P Set By:

1

Toles Distribuced K P Set By:
Pod Size ¥ 14 Other Control Changes:
Herbs: Maz Pel

Cost of Living: Past Round @ Current Round

Message from: Outsiders

ERIC

Aruitoxt provided by Eic:

Tolea Organization

a
b o

‘we Handout 7A°,
\ ’
: /

N

LEAVE COLUMN BLANK
Agreement Y N S A

Penalty Min.

= .

i
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Handout 7B
Page 1 of 2

4

Penalty Time

Groups: TsO

0Vs

; NEGOTIATIONS AGREEMENT FORM

5 We hereby agree to the followiﬁé:
a) The number of Toles to nurture Pauns

(List any additional conditioms.)

b) The compensation rate for Toles® N
shall be $ .

(ﬁist any additional conditions.)

c) We agree to conduct a tutoring program for: >
) AN K [circle appropriate item(s)]
Maize Pauns Purple Panns
-@ 250 . @ 350 ya
d) Herb to be used in food for Paun jLurney to Outside
Maz
Pel ’ "

e) Other agreements

Signed by TsO

0Vs
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~ NOG DATA SHEET
Groupe: Ts0 : *
Ve ¥
Current Round: ;
‘Pravious Roun&
Purple Pauns Shipped Previous Season , - B
P PP 0 o Leave Column Blank
. I T TR A N R S e« ae e~~~ <|Penalty ¥Mén.
x2
Current Round Bonus for Purple Pauns Shipped
Total Bavks @a: Start of Round *
X 100 " -
. Nuzber of Pauns X 10 (}nc) Incouing Funds + . P
Gross Incons
[ ] ——
Last Season's Hold Over + |[:::::]i‘
. 3 Working Funds
Number of - )
Toles Used m X Compensation E Tole Costs P )
© Number of New Barks X Bark Coet + | l —
¢
Tutors (circle) 250 M + 350 P Tutor Costs + D ¢ —
Total Costs -
Yorking Funds =~ Total Costs = *Neat -
Holdover - E S,
8 (Msoagemant Costs Sent Outside) Balance
]
Overhead Ratio: Bal. + Gross Income S
L]

LR

5

f

T vy

o
oT
'

Kl

‘ Signed by
Wt € OVs
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‘Groups: TsO
_ Ovs
Current ¢Round

From this round we made
the following decisions:

1. Quotas of Pauns to.
the Outside,shall be:

Maize
Purple

2. We will purchase
Barks -@ $1,500

38

2. We will‘Hold'Over fro
the Net S

4, Message to Outside:

0Vs With TsO Influence =
from TsO.

from-.0Vs.

Handout 7C

0Vs COMMUNICATION FORM

Type of Decision*

TsO With | Negotiated , OVs With
TsO | OVs Inf. or Joinc | TsO Inf. | OVs
1 2 3 4 5
L
1 2 3 4 5
1 2 3 4 5

*0Vs = OVs control and make decision with or without TsO input.
OVs control and make decision with influence

Negotiated or Joint = Decision is jointly made or negotiated.
_TsO WithOVs—Iifluénce = TsSO control and make decisicn with influence

TsO = TsO contrél and make decision with or without OVs input.

141

Both control.




AN
- * Groups: TsO

&

0oVs

Current Round

J

. 1. The number of Toles
working with;

Maize

Purple

TsO COMMUNICATION FORM

Type 'of- Decision*

Handout 7D

" TsO With | Negotiated } OVs With
TsO'| OVS, Inf. or Joint | TsO Inf. | OVs
1 2 - 3 .4 5

2. Message to the Toles Organization:

L
d

#0Vs = OVs control and make decision with ~r without TsG input.

OVs With Tso Influence = OVs contrnl and make decision with influence

from TsO.

Negotiated or Joint = Decision is jointly made or negotiatei.

from OVs.

TsO = TsO control and make decision with or without OVs input.

. At

142

Both control.
TsO With OVs Influence = TsO control and make decisin with influencc
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————

s
4
H

2 a e g v u wu s
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»
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. = .

s
e R R i I T T T T T T i, [P
g T

<

S s

x2 ' ;

. " Curyent Round ! Bonus for Purple Pauns Shipped .. ;
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. K

- X 100 . ~ ” . I

" ’ - . . < .2

-

Nuasber -of Pauns X 10 (Fae) Incoming Funds + 3

’ Gross Income - : "

. m— - .

Last Seasca's Hold Over + :

~a

Horkiig Yunds

. . | —
\ . : . . )
Number o - * * ¢
Toles Used D X Compensation E Tole Costs |
Number of New Barks X Bark Cost + E
) g Tutors (circle) 250 M + 350 P Tutor Costs + D
3 Total Costs -. - -
) o “i’x@) ———
Working Funds -~ Total Costs = ’Nat
) Holuover T - l -l
(Management Costs Sent Outside) Balance
RE——
: ‘ Overhead Ratio: Bal. + Gross income
- M -P
|
\
»
Q 1 43 123
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3
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A

X

£ . OVs ‘ -
; . ————

5

3 . AR
: Issues in which both parties were substantial agreement: N

5 v oy ,

Issues in dispute were: ' .

Arbitrator's decision(s) and rationale:
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ARBITRATION PROCEDURE

Each team has 5 minutes to prepare their position. This position
should indicate the areas of agreement withathe other side, and areas

of disagreement including final offer or current position.

2. Each team will bave three minutes to present its position )
to the arbitrator. ) .
3. Only the arbitrator may ask questions or comment to the team.
4, TFollowing the presentations, each team will have one minute
to add or clar;fy their position or rebut issues raised by -
the other side.
5. Order of presentation: A coin will be“flippéd. The group
winning\the coin- toss can decide whether it presents first
or seconé.
The order of rebuttals is the reverse of the order of .
presentation - ¥1i~\}
Summary:
5 minutes - each side prepares its position ‘
3 minutes - for each presentation
1 minute - for each rebuttal
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WHERE AM I NOW

Of all the day's experiences, I go the most out of...

,

s It was hardest for me to...

I was surprised...

What I found out about myself that stands

)

f PO
'

x

w-8
Page 1 of 1

out for me right now...

" When you have finisehd, find a-partner to share your writing and

feelings about the day's events with.
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- Time Activity ’ Objective Materials ” Instructions to Participants Notes' — ’
1. Agenda N8 1. Review agenda ' .
e ’ .
140 |2. NOG-Round 1 Practice NPS process, P19 Planning Guide, 2. a. Refer to N6 to remind them who
(40) Planning apply concepts in action Round 1 negotiates with whom and restate
(40) Negotiation H7A-E NOC Forms . ground rules & procedures (time
(10) Break . - allowed, break, use of caucus,
(40) Negotistfon and etc.). ‘
completing forms, b. Tell them to use P19 in
(10) Arbitration, if planning. ~ |
needed ~ . . c. Hand out H7A-E with H7A filled ‘
- in.
0 d, Give time schedule, N7.
* e, Keep time.
f. Do arbitration as needed.
Questions events and process \\ Questions (3 pages).

\
20 !3, Review Round 1 Individual review of ‘W-9 Round 1l Review 3. Have participants couple W-9
Part 1/Part 11 |
|
|

- 50 |4. Diagnosing conflict Diagnose power, resources, P20 Diagnosing 4. Read Paper 20 and complete Paper
. (15) Read Paper 20 policies and procedures, Conflict 2l. When finished, share and
(10) Diagnosing conflict | and wmeaning in conflict P2Y" Diagnosing continue diagnostic work in your
activity Paper 21 situations Conflict Activity team ag directed on Paper 21.
&
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_ROUND T PLANNING GUIDE

During the next 40 minutes you have an opportunity to prepare for the
coming negotiations. If you feel a little overwhelmed by the complexity
of your task, it may help to realize that you needn't behave as an
espert negotiator the first time. Use this round to test the waters

and familiarize yourself with the issues.

We have outlined some activities to help you use the work you have
already done in the negotiation round. Try them out and see if they
help you get your positions and strategies clear.

.1. Make a quick list of the major issues you want to deal with this

round and summarize your position on each issue.
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Take a blank NOG worksheet (Handout 7E, yellow). Using your list,
what would the figures on here look like if you got everything you
wanted. Don't worry about the other side right now. .Just put it

down the way you'd like it to come out to meet your own self-interests
only.

Now go back to your iist of issues. What are your.opponents—-the
other team--most likely to want? Take another blank NOG worksheet
(Handout 7E) and fill out the figures the way you think the other
team would most want them to come out like.

Take a look at the differences in the two forms. Where do you have
control right now to get what you want? Where do they have control?
Where are you going to have to get them to make concessions? What
concessions are you willing to make? How will those concessions
affect your side in the long run?

Given your present understanding of NOG, what's going on in WOG?
At what point would you go to arbitration, settle for the status

quo, or see a strike rather than agree to something less than
satisfactory?
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ROUND 1 REVIEW QUESTIONS

Part I
The ruvles and the parameters of the NOG simulatiun are the source orf
some of the conditions you have to cope with in your negotiationms.
Here, as anywhere else, there are at least four ways to think about
conditions that are essentially out of your control. Stated in the
extreme, these limits (whether here in this workshop or in the classroom,
organization, etc.) can be seen as:

a.) Arbitrary unreasonable infringements on personal action

b.) Rules and expectations accepted as "right"

" ¢.) Obstacles to your goals that can be ignored, subverted,
neutralized

d.) Constraints to experiement within and learn from

Try to describe your behavicr and feelings duriﬁg this round in terms
of some combination of these four perspectives.

133
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Round 1

Part II

This section is intended to provide questions which will help you
organize and sort out the experiences and begin to build connections
between the events, your reactions, and the workshop concepts.

First: Choose the decision that was most difficult to reach or that
you failed to reach, leaving it at the status quo or going to arbitratiom.

a. What did your team want?

b. What did the other team want?

c. What made it difficult to reach a settlement both sides could
live with for this round?

-

d. How did the attitudes and feelings you and the others had about
the simulatiun limits help or hinder your getting to a
satisfactory settlement? :
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Page 3 of 3

2. 1In your opinion, are both the teams working toward orne best
solution for all?

Yes:; what is it and how will it (or would it) meet both team's

self-interests? What won't it satisfy?

No; what are the key conflicting self-interests or values that,

indicate there are a number of different satisfying "solutions"

possible.
3

. What indications do you have that'the other tea@}is.;rying to take
"care of your interests for you? How are you trying to take care of

theirs for them? Why is this happening (or not happening) and how
doz3s it feel to you? ’

4, How were your resources used in your team to get the job done? What
would you like to see done differently next round to use more of
each member's resources?

5.

Forgetting about the substantive issues for a moment, what did you !

dislike most about the negotiating process? What are you willing to
do to feel more satisfied next time?

When you have finished, take a few minutes to share your answers with
your team.
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DIAGNOSING CONFLICT ) )

\

Earlier we spent time becoming more aware of our own attitudes, feelings
and styles associated with conflict. Understanding what we bring to
situations which involve conflict is one part of being able to diagnose
conflict, since what we bring affects and screens what we perceive.
Equally relevant is understanding various elements affecting the context
in which the conflict occurs. This paper presents concepts that facili-
tate diagnosing and understanding conflict as a general phenomenon in
organizations and groups.

Organizational Context

In any organization regardless of size, four elements descrite the system:
power, resources, policies and practices, and weaning. While these four
can contribute to conflict or represent what the conflict surrounds, they
also serve as the organizing concepts for analyzing a conflict situation.
In other words, they provide the context in which conflict Plays out.
Power. In the previous paper on power, we defined power as '"the ability
to accomplish individuval and/or group goals within an organizational
context over time." Usually this translates into the decision making
structure or the authority structure in an organization, where centain
roles are ass’-ned or encompass the authority to make certain deciBions.

Two distinctions are important with this definition of power. The first
is the distinction between power and influence which was discussed
previously. As a reminder, influence or personal power invo'ves con-
vincing another of your positior or point of view and genera °, occurs
within a one-to-one context; whereas power or organizational power is
tied to the organizational context generally in the form of roles and

is not dependent on the particular individual who wields the powers.

Second, the style of using power is différent from having power. An
administrator may have ''selection of new teachers'" as one of her/his
role responsibilities, thus the person occupying this role has the power
to decide which teachers are hired. The fact that the person seeks
advice from others, does not share information about the process, acts
in an authoritarian way, or selects only a certain type of teacher does
not change the fact that this role has the power to make the decision,
but only represents different styles of using the power.

In terms of diagnosing conflict, power often serves as the backdrop or
fabric on which conflicts play out--it represents the boundaries or
limits within which the conflict occurs., At other times, power or
particular boundaries or limits, represent what the confliet is about.
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The following questions provide a handle for assessing power in a
particular situation.
¢
Wha has the power to formulate/acquire/obtain, distribute/
. allocate/disseminate, and enforce/manage/control: .
1. The policiss and procedures which individuals are expected
v to follow *

[}

2, The financial resources of the organization

3. The responsibilities and authority attached to different
‘ roles in the organization . X

4. The outputs of the organization (services, goods, etg.) \

5. The physical resources (land, buildings, equipment, |
materials, supplies) |

6. The people who make up the organization (recruiting, . )
hiring, evaluating, promoting, firing)

7. Any cther facets which are distributed differentially in “y
the organization

Resources. Resources represent the material goods like equipment, and
money or valued aspects like status that can be distributed among people,
The issue of "who distributes' represents power, the ''what is distributed"
represents resources. Generally, certain resources are housed within
certain roles or role groups. For example, different administrative roles
have different budgets witht thich to accomplish their tasks. Or teachers
have_a_certain professional status attached to being a teacher.

Conflicets often occur around questions of "how much' of a par:ticular
recsource is allocated to which role or role group. This is particularly
. true when a scarcity of that resource occurs. Recently, many conflicts
are arising over how mqéh money is allocated in a tight budget to meet
whose nceds. t

Variouslrssources which may be discriuuted within an organization are
listed below. The questions which often underlies this list is "Who
receives these resources?" and '""How much do they receive?"

1. Positions of power, or responsibility

2. Rewards of the system (salary, promotion, training,
special benefits)

3. Punishments of the system (disciplinary actioms,
termination, docked time)
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4. Money, time ar space
5. Outputs of the organization (services, goods, etc.)

6. Material'resoqrces (supplies, equipment, materials,
buildings) ’

Policies and Practices. Institutional policieé and practices are the
mechanisms that structure aund regulate how tasks get performed. Policles
often represent the written procedures, bylaws or policy manuals, while
practices are thevinformal and usually unwritten "rules" which individuals
are expected to follow. Some of these policies and practices apply to
everyone: in the organization while others may apply only to certain roles
or role groups. Whereas the underlying question in power is "who has"

and in resources ''what is," the underlying question in policies and
practices is "HOW are the tasks structured and regulated?". o

Many conflicts in organizations resolve around the way t%ihgs are done.
Examples of conflicts in areas involving pulicies and practices are: thz
criteria for selection and evaluation of teachers or administrators,
majority vote o - consensus decision making in a meeting, how discipline
gets arplied, how power is used, how resources are allocated, and so forth.
Of particular importance for this workshop are the policies and practices
which govern or affect "how conflicts are resolved." There may be grievance
procedures, and as well informal ptactices, about certain conflicts being
handled on a one~to-one basis, others to be ignored or denied, and others
to be taken to a particular group in the organization. Thus, policies ,
and practices not only uffect "what the conflict is about" but often
"what is the appropriate means for resolving it?" .

. < .
As a summary, some arzas which represent policy and practice issues are
listed below. . -- R . S —

1. Criteria for selection, evaluation, promotion or termination
(i.e., membership in the organization)

2. Selection of textbooks
‘3. How resources are alloéated

4. Educational divicions among students (traci.ipg, special
educatiun) ’

5. How decisions are made
v. How is dissent handled
7. How power is used or organized

8. How conflict is handled N

138
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;V‘;‘ Meaning. By meaning, we refer to the set of values, meanings, purposes
%%“' or assumptions pervading the culture of the organization that people draw
i;ﬁ . on to make sense out of their experience. The underlying question is

Ny

"Why?" and this question is informed by the values, purposes, or meaning
of the action or situation in the organization.

' Some of these values and operating assumptions are taken for granted
(unquestioned) or operate almost in a subconscious way while others are
N chosen and intentional. For example, the assumption that education is
"good" ‘is generally taken for granted whereas different values inform

what goes into making education good or bad, thus leading to different
positions on what a particular school shouléd do. Or, there may be a
shared ascumption in the organization about the appropriate way to dis-
cusg a conflict such as "only in a logical and unemotional way.'" When
an individual raises her/his voice, the assumption prescribes the meaning
attached to the individual--usually a label that has negative connotations
in the system.

L - Often it is the culture of the organization that informs many of the con-
’ _ flicts that this workshop addresses. Differences in the meaning and
purposes affect and interpret each of the other areas discussed--power,
; - . -resources, policies and practices. These differences not only affect the
.content of the conflict, but often the style and behavior for dealing
with it a$ well,

4

Diagnosing Conflict:

In diagnosing any conflict situétion, it is important to account for the
organizational context-in terms of: who has the power, what resources
are involved that affect the conflict, what policies and practices affect
the conflict, and what are the values, meanings and assumptions which
define what the conflict is about? While the conflict may focus on any
one or more of the elements, such "whether teachers or administrators
» should hire new teachers," the diagnosis still needs to account for each
of the elements.
As an example of how diagnosing conflict facilitates the' selection of the
appropriate approach to conflict--collaborative, negotiative and win-lose,
we will use a situation which might have happened in your Nog neogitations.
o The Toles want to increase the number of Toles hired from 20 to 22 and
raise the compensation to $220, whereas the Overseaers want to keep the
compensation and toles hired at a similar level to that of the preceding
round (3203 for 20 Toles) so that they can increase their holdover. The
conflict surround the number of Toles to be hired and the level of their
compensation.

Power is the first element to diagnose in this example. This involves the
question of "who'"?. The power of both groups, the Overseaers and Toles,
needs to be analyzed. While the Overseaers control (decide) the amount of
holdover for each round, holdover is related to other factors such as

the amount of compensation paid for the number of Toles hired and the
amounc of funds available. J3imilarly, the Toles control how the Toles
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hired are distributed to maize or purple pauns, but the number which can

be distributed is not decided by them aione. In terms of the conflict

around compensation and number of Toles neither the Overseaers nor the

Toles have control. They both must agree on the decision. Or stated

another way, each side can prevent the other side from achieving its
goals since neither group can attain its goals unilaterally.

Other forms of power available in this conflict depend on the dynamics
of the situation. For example, the Toles may threaten a strike (with-
holding services) unless they get the increases they desire, or they
may indicate that they will favor the Maize pauns completely in the
distribution unless the increases are what they desire (possibly setting
the stage for creating a tradeoff if the Toles are willing to relinquish
some of their control over distribution, or if they are willing to give
up some of the control the threat could represent punishment).

Similarly, the Overseaers might provide or withhold "information'" on
the EOA as a basis for keeping the number of Toles low or they might
attempt to '"define the situation" such that the self-interests of the
Overseaers are seen as helpful to the Toles in the long run ('unless we
have a big holdover now, then you will not get any increases in the
future because there won't be enough funds'"). Each of these strategies
by the Toles or the Overseaers attempts to secure more power for one s
own side. -

In diagnosing the resources which each group has access to, the implied
question of "what"? needs to be answered. Each group has some resources
of power if they choose to use them. In addition, the Overseaers control
a portion of ihe funds available by determining the quotas of purple
pauns. This extra or additional money serves as a resource the Over-
seaers can use to affect the conflict over compensation. The Toles have
the resource of 'determnining the output of the system" i.e., raising

the pauns, which they can use to favor one type of paun over the other.

Policies and practices involve the underlying question of "how are the
tasks regulated and structured"? In this conflict, policies and practices
includes the procedures by which the decision on compensation and

number of Toles hired gets made. Some of these procedures are built

into the simulation--the decision must be agreed on by buth parties, the
time allowed for making the decision is limited, arbitration is used in
circumstances where agreement has not been reached. Other policies

and procedures arise from the parties themselves: the criteria

considered legitimate for determining compensation and the number -of

Toles to be hired; the amount of politeness and 'being nice" used in
discussion of the differences; the tolerance for conflict and differences
in positions; which members of each side really determine when agreement
is reached, which side or members of a side do the calculations and
which doing the '"talking or discussing"; and to what extent previous
agreements are considered as the framework for the current decision.
Each of these policies and procedures set certain boundaries for the
process of the decision and the conflict itself.
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The meaning of the conflict involves the values, assumptions and meanings
affected by the situation. For the Toles increased compensation may
involve financial security, decent livelihood, or retribution for previous
unfair wdges given the rise in cost of living. Hiring more Toles may
signify the value of nurturance of the Fauns, being good supportive Toles
with the Pauns, allowing for smaller pod size, or decreasing unemployment
of their own--the Toles. Similarly, dis. —eements by the Overseaers on
these issues may lead to categorizaticns o. che Overseaers as money
hungry, concerned only with quantity not quality, and slave~drivers.

13

For the Overseaers decreased compensation may represent controlling

costs, managing in an efficient and sound manner, availabiiity of funds

for future purchase of a bark, or avoiding welfare systems; while keeping
the number of Toles hired at a minimum may signify values of frugality,
keeping the Toles productive and working, facilitating fiscal responsibility
and maintenance of a sound system. Disagreements by the Toles cn these
conflicts may demonstrate to the Overseaers that the Toles are money
hungry, exploiting the Pauns for their own ben2fit, irresponsibie
regarding finances, or unrealistic about the resources of the Outside.

With this diagnosis of the four elements, one can begin to interpret

the diagnosis as to which of the three approaches might be appropriate
or relevant to use. Table 3 in Paper 7, "Thrée Approaches to Conflict,"
will be used for this discussion.

Basis of Conflict

While both the Overseaers and Toles have different positions on the
conflict, it is certaialy true that more information will not solve

the differences. The basis of the conflict over compensation and number
of Toles hired is not due to misunderstanding--each knows the position

of the other, thus attempts at collaboration will not resolve the conflict.
While the orientation of one side being right and the other being wrong
may be appealing to some in this situation, it is not the basis of the
conflict.. Both sides can win something and thus it is not really a
win-lose situation.

The differences in this coaflict involve legitimate but diverse self-
interests, needs or values. The Toles have clear self~interests toward
increasing their compensation and the number of toles hired while the
Overseaers self-interests argue f.r decreasing compensation and keeping
the number of Toles hired at-a minimum. These differences in position
based on clear differences in the self-interests of the Toles and of
the Overseaers indicate that the basis of the conflict represents a
negotiative approach. .

Nature of Qutcomes

A compensation rate and an exact number of Toles hired must te specified
at the end of negotiations (or arbitration). The issue for Nature of
Outcomes is whether this rate can represent a 'best way," only one winner,
or a pluralistic outcome where each side benefits some. A collaborative
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4

approach would indicate that a creative joint outcome is possible which
would be best for both the Toles and Overseaers. While some individuals
may like to view their position as "best for everyone," the nature of
this conflict indicates that no creative best solution will meet the
self-interests of both sides equally--one cannot have a $203 and $220
compensation at the same time, nor can 20 and 22 Toles be bhired at the
same time. Thus collaboration is not possible with this conflict.

A win-lose solution is possible, but only if one side agrees to give up
their self-interests entirely or if one side essentially switches to the
other's self-interests intent<onally or unintentially. Since it is very
unlikely that compensation and number of Toles hired would reduce to zero,
this conflict does not represent an either/or solution (either we have
compensation or we don't).

Again this conflict lends itself to a negotiative approach since the
solution or outcome will most likely meet some interests of the Toles
and some of the (verseaers. It is pluralistic to the extent that agree-
ment will range somewhere between the highest and lowest preferences of
each side.

Power

Since each side must agree to the decision and thus can prevent the other
side from attaining its prcrerences in compensation and hiring of Toles,
this distribution of power clearly argues for a negotiative approach.
Only if one side could unilaterally decide in its favor (such as where
the Toles control the distribution of Toles tc form pod sizes) would
tais lend itself to a win-lose approach. Although other forms of power
may be used to strengthen one's position in the decision, this still is
not win-lose but rather an attempt to create more leverage in the
negotiations. Similarly, this conflict does not represent collaboration.
Power in this situation arises from who is included in the decision, not
in the knowledge or expertise of those deciding.

Aspect of Social En&ironment Which Supports Each Approach

The roles of Overseaers and Toles in this conflict are clearly inter-—
dependent--they each affect what the other can do. Thus a win-lose
approach which reflects hierarchically organized role groups becomgs
irrelevant. The key issue here is whether these roles are organized

to achieve consensually supported goals or have incompatible self-interests
and available alternatives to satisfy the legitimate diverse needs.
While some individuals may attempt to create and get agreement on some
overriding goals; given the nature and basis of this conflict, those
"overriding' goals most likely serve one group's self-interests fa- more
than the other's self-interests. And even when there appears to be
goals toward which both the Overseaers cnd Toles agree to work, they
often serve other purposes such as avoiding the conflict rather than
providi.. a basis for deciding the actual compensation rate or number

1
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of Toles to be hired. Thui'again, the social environment suggests that
a negotiative approach be utilized.

As can be seen with this conflict, a negotiative approach is most suitable.
But other factors in the situation may tend to move the conflict into a
win-lose or collaborative approach instead. These other factors include:
one's comfort with conflict, the policies and practices which support or
hinder negotiation, the resources available to each side for use in foster-
ing negotiation rather than win-lose or collaboration, and the meaning

of the conflict to each party.

The diagnosis of the conflict in terms.of power, resources, policies and
practices, and meaning serves several purposes. Initially it provides
the framework for deciding which approach is most appropriate to the
conflict. In this situation, one of negotiation. Second, knowledge of
the power, resources, policies and practices, and meaning ¢f the conflict
take one through part of the steps in the negotiative problem solving
process, particularly Step One: Identifying the Conflicts, part of Step
Two: Diagnosis, and the basis for Step Three: Preparation and Mobilization.
Third, the same four elements can be used to diagnose the other side's
situation and position, such that a dynamic picture of the conflict is
available. This rounds out Step Two: Diagnosis of the NPS process and
provides a sound basis for Step Three: Preparation and Mobilization.

Of course, this diagnosis using the four elements would continually be
refined and modified as more information on the other party becomes

available.

Some Common Traps in Diagnosing Conflict

Often in attempting to diagnose conflict, we fall into a variety of
assumptions which determine what we perceive. The assumptions serve many
personal and organizational needs ranging from avoiding what appears to

be negative associations with conflict to maintaining what appears on the
surface to be "harmony." While each assumption may be useful in different
situations, it becomes a trap when used as a window through which every
situation is viewed. Several common assumptions which can become traps

are discussed below. :

Everything is influence or personal power is a trap when all or most zil
situations which invoive organizational power are viewed as personal power
or influence. Examples of statements indicating this trap are: "Mr. X.

is my friend so I can get him to let us off/change the decision/decide

in our favor"; I know Y, and since she/he is a "good soul,” I know she/he
will side with us against her/his supervisor'; "Becausz John is so popular,
he has power." Each of these statements makes the assumption that the
personal characterisgics of the individual represents organizational power.

w

"The best way'" trap makes the assumption that one best way exists as

the resolution to the couflict. In other words, if we just keep working
long enough, a best way or perfect solution will emerge. This trap ignores
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particulariy value and self-interest conflicts where the best way is
defined by each party's own values and thus is different from the other
party's best way. Long searches for the "one" best way are likely to
be frustrating and fruitless. R

A variation of the best way trap is the ideal way trap. 1In this trap,
the assumption of -an ideal outc'me or order to things provides the
direction toward which the solution should aim. While it is generally
recognized that the "ideal" will not be realized--thereby different from
the best way trap, which is assumed to be possible; the ideal often
assumes that no conflict would be present if the ideal were reached.
Thus, any solutions which move toward the ideal tend to focus on the
eliminaction or denial of conflict. In this way, the ideal way and the
best way traps represent a similar intention.

Let's find our similarities represents a general orientation that focuses
on and searches diligently for any similarities that might exist between
the parties. The trap inherent is that the differences that are present
get ignored, denied or pushed out-of-sight, out-of-mind. This orien-
tation is not a trap when parties identify both their €imilarities and
their differences; .ut is a trap only when the similarities are used to
exclude the differences involved. ’

Another trap occurs when one assumes that the differences result from

. the other party being unreasonable, belligerent, misinformed, militant,
rigid and so fe&th. This blame the other trap implies that the conflict
would disappear if the "other'"'weren't =ich a problem. In other words,
the conflict and the differences involved are not only illegitimate and
nct to be accepted or respected, but also a product of a flaw in the
other's character or psychological makeup.

- The reverse of the blame the other trap is the blame myself trap. With
this trap, any differences that "appear' to be present must be because

"I am confused, misinformed, rude, and so forth." This  approach functions
as a trap when it is used to explain any, and often 2ll, differences away
or to eliminate the possibility of any conflict. Similar to the blame

the other trap, it makes the assumption that the conflict is located in
the psychological makeup of the individual rather than in the roles,

- values or self-interests in the situation.

All of these traps function to maintain a certain view of conflict
situations. The common themes in this view are:

1. Differences are bad

2. People can't have legitimate values and self-interests
that are different
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3. Conflicts should be avoided by whatever means works

Please turn to the Diagnosing Conflict Activity on the. next page and

privately complete page 1.
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Aftef you have finished diagnosing the conflict you selected, meet with
your negotiating team ~0 share your work. Attempt to add to che
diagnosis of each conflict as this will be helpful to future rounds of
NOG.

When you finish discussing each conflict and dits diagnosis refer to
Table 3 from Paper 7, '"Three Approaches to Conflict." Using the
diagnosis of each conflict, assess which approach--collaborative,
negotiative or win-lose--fits each conflict most appropriately.
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" ASSERTIVENESS

People have different connotations to being aggressive or nonaggressive.
Some people consider aggressiveness as bad; and many times when agres-
siveness hurts qthers, it can be negative. On the other hand, being
aggressive is viewed by some people as standing up for your rights and
thus is positive. But aggressiveness and nonaggressiveness are not the
only choice; one can also act assertively. Before reading further reflect
on the behaviors of those in your NOG negotiations. How would you
characterize the behavior of those on your team and thosé on the other
team in terms of aggressive, assertive, or nonassertive? How would you
describe your own behavior in NOG so far? As you finish reading thkis
paper, reconsider thka2 behaviors you have identified to see whether they
stilL represent the types of categorizations you gave them.

The key issue in differentiating among aggressive, assertive and non-
assertive behaviors in a situation is the interpersonal rights of the
people involved, including your own. The type of interpersonal trights
that you can allow to be violated or stand up for are basic human ones
like the right to refuse a request without feeling guilty, put down or
unliked; the right to make choices about how you use your time or what

you will commit yourself to; the.right to defend yourself when unfairly
attacked; or the right to tell someone else what your needs and wants

are. .These rights are involvad in most everyday occurrences with family,
friends, sales and service people, and colleagues.

These interpersonal rights are different from "rights" in the Constitution,
Declaration of Independence or legal system. While they may at times
include legal rights, interpersonal rights, in general, could not be taken
to court. Instead, they have to do with interpersonal relationships where
guilt inducement, intimidation and taking advantage of another are the

issues. \

Aggressive, assertive and nonassertive behaviors generally represent ways
of responding to an interpersonal situation, but they also cau represent
how one might initiate or introduce an issue. The distinctions among
them are exp} ined below.

Nonassertive behavior allows your rights to be violated. It can occur in
two ways: (1) you can violate your own rights by ignoring or denying the
rights you have in the situation, thus you do it to yourself; and {(2) you
permit others to infringe on ySur rights. Most of us use these responses
to alleviate or avoid unpleasant situations and conflicts. Often we pay .
the price of having our feelings hurt, feeling resentful, feeling less
worthy or less powerful than others in the situation or suffering from
‘physical symptoms of tension like headaches.

When we act nonassertively, we often do so because we believe that in that
situation we do not have a right to our feelings, beliefs, opinions and
needs. In other words, we believe that others' opinionis, needs, wants or

150
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demands are more important and more appropriate thHan our own, or that
those with power, expértise, position, education ¢r on whom we are
emotionally dependent, really know what is best for us.

Assertive behaviors are those in which you stand up for 'your rights iu
such a way that the rights of the other persoh(s) are > yiolated or
infringed upon. Assertive behavior is direct, honest aun. an appropriate
expression of your feelings, wants anc beliefs. As assertive tehaviors
develop, empatny, which demonstrates consideration but not deference
toward the other(s), is apparent. Tbus, the person using assertiveness
would respond to another's request in a way that would show understanding
‘of that person's feelings or rights, yet would maintain her/his own rights.

Aggressive behavior allows you to protect your rights, but violates the
other person{s) rights. Sometimes the purpose, and almost always the
effect, of his behavior is to dominate, humiliate, hurt or "put the other
persou down." We often respond aggressively when we believe the other ¢
person does not have the right to her/his opinions, beliefs, needs or
wants in that situation.,
These three choices becomegbery important in conflict situations and
negotiative problem solving because they provide different ways to repre-
= sent your self-interests. Self-interests are being expressed continually
by every person as wants, desires, values and rights. How we express
these self-interests affects not only ourselves but the others in the
sifuation as well. If we act nonassertively, our self-interests aren't
met because we didn't expféss them. f we act aggessively, our self-
interests may not be met because of the:.reaction péoduced in the others.
Assertive behavior, on the other hand, allows us to express our self-
intérests while not running over the other's self-interests. Thus
_assertive behavior fosters the expression of self-interests, while not
itself harming or hurting the others in the situation.

- . )
Take this example: '"Your department head continually asks you to do - Ak
evtra work and favors for her/him. She's/He's standing at your desk now
asking you to give her/him a ride home from the office." What inter-
personal rights are involved? What is a nonassertive, an aggressive and
an assertive response to the department head? What must you think about
in formulating an assertive response?
Riéhts: The right to say no to requests which‘go beyond the regular
expectations involved in the working relationship. Right to use your:
car and after-office hours as you desire. Right to organize your time
to do tﬁg work you need .to do.

ng ssertive response: '"Sure "I'll be glad to give you a ride
home"'(again).” "When would you lik2 to leave?" "How much time
before we should leave?"

Aggressive response: "I'm sick and tired to taking you home all
the time plus I won't do any extra work for you EVER." "I'll
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-

take you to buy a car so you won't ask me again, but I won't
take you home ever again." '"Why don't you ever take responsi-
bility for yourself-rather than using other peotple to serve
you all the time!" "Not a chance."

o

' Assertiveness Issues to Consider

o How can you let,her/him know that you recognize her/his need
" for a ride whilx directly stating that you resent her/his

assuming you will always take her/him home?, §\

o How can you negotdiate an arrangement that you feel is fair if
you continue to take her/him homé or do éxtra work? (Compensation,
other privileges, etc.?) o

0 How can you Yet her/him know that you know she/he needs extra
help now and then while protecting your right to use your time
as you desire? .

A -

Assertive responses:* "I have an appointment at the doctor's office
right after work so Iyyon't be able to take you" (used if it is true).
"I'm willing to ‘take’ .you home tonight since I havqgﬁo other commitment
but I want to discuss on the way home what is a falr" way to handle your
need for rides home so often." "I recognize your ne:d for a ride :home
and the extra work you ask me to do. However, it makes it very diffi-
cult for me to organize my time and get the work done I need to do.
Let's discuss what other obtions are available and plan what needs to
be scheduled."

w Activity

Ley . -
Below are several situations you might experience. For' each one, write
the resnonse that is most representative of what you might say. When
each person of your negotiating team is finished, share the responses.
One at a time, one person of the team will state her/his response to
one of the situations on the next page. The other ‘individuals then
‘ask questions to help the first person to identify:

.
.1. What interpersonal rights are involved in the situation?
Q
What type of response was used: aggressive, assertive
\or nonassertive? ' <

If an assertive response was not chosen, what factors
affected the type of response chosen (emotional reactions,
previqus gxperiences, particular needs or fears, etc.).
\Attempt to "help the individual assess these factors or

begin to reducé them if desired :

dividuals of the team will swiﬁch roles through the discussion time.

AN
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Please indicate your most representative response to each of the
following.

- ¥
K

Situations /

1. Someone cuts in froni of you in line.

2. The repairman has gone ahead and replaced the distributor cap and
filter in your car even though you only asked for an oil change.
As you pick up the car, he acts superior and contemptuous toward
you. - :

i

»
<

3. One of your friends asks you to help with the mailing for one day.
'C* Even though it is a worthy cause which you respect, you'd rather
% not do it. ' ’

-

4. . The apparent spokespersorn for the other nego%iating team has taken
up the first 20 minutes of the negotiations by presenting that
team's positions, arguments, analysis and ridiculing the possible
positions which she/he thinks your team might have. Throughout
the monologue, your team has not had a chance to.geéet a word in

_edgewise._

R 3
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You have become aware that your team's self-interests in the
negotiations are not getting met in the previous rounds and have
decided to change the way you present your most important position.
Indicate how you will present this position.

A person on the opposite negotiating team has just tecome aware
that your team's self-interests in the negotiations are not
getting met in the previous rounds and have decided to change the
way you present your most important position. Indicate how you
will present this position. -

In a meeting with the staff, assignments are being split up for
people to take care of. You, as chairperson, have three tasks
left to assign and two people plus yourself without tasks. As

you ask the others which tasks they would like to do, one of them
Véry passively says for you to take ca.e of tham since you are the
chairperson. ¢

One of the members of your team expects you to do all the calculations
during the negotiations while she/he does all the presentation of

your positions. You are not only not able to keep up with the
discussion but this person is often presenting his/her own point of
view rather than what the team agreed on.

You have already told Mr. Brown that you do not want to serve as
a sponsor for the new club in the school, but he is at your desk
again asking you to be the sponsor.
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ROUND 2 PLANNING GUIDE

1. Go back to your diagnosis of the conflict in NOG and your i1eview of
Round 1. What do the results of Round 1 and the messages you got
from your group of constituents indicate you have to take iato
account in your strategy for this round?—

2. Take a blank NOG worksheet (Handout 7E) and fill out the figures

the way you mnost want them t» come out from your own point of view
only.

3. UWhat concessions will your opponents have to make for you to get
close to that outcome? What are they going to want you to
concede in return?

.

4. How are you goiug to justify the concession you are thinking of to
the group you represent? How far are you willing to go in risking
their displeasure? What do you need to do to insure that your
concessions payv off for your side?

5. Given your experience in Round 1, how do you expect the other team
to respond if you:

- Take a "take it or leave it" approach?
Take a "here's the way to take care of all cur interests" approach?

Take-a "we're trying for cthe best deal for our side as vwe can get"
approach?

Which approach do you expect them to use toward you? What will you
do about it?

155
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How can you best use your own and each others' resources to your
team's best advantage in this round.
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MEMORANDLM
TO;: Overseaers
FROM: Outsiders
» RE: Pod Size -

A recent study conducted at a reputable university suggested that the
optimum number of Toles to nurture Pauns is far higher than has been

nurture), the ideal Pod size was about fifteen Pauns to one Tole. At
this ratio, the most subtle and truly unique characteristics of the
purple Pauns developed more fully in most cases. Higher ratios resulted
in dramatic decrease in development. The current ratio appears to allow
for only 25 percent development of the unique purple qualities. The
data for the maize Pauns were not as striking, although the ideal Pod

'~ size appeared to be closer to 25. At the Pod size of 30 less than\75
percent of the unique quallties of the maize Pauns is developed. 3

Percent of 100

Developed
Qualities 75 ;>,,~’///”\\

for Purple - -

Pauns 50
0 .
5 10 15 20 25 30 40
Percent of 100
Developed P’f’*,//,,/
Qualities 75 ’
. for Maize
Pauns 50
25
{ 0 h
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believed. They found that for purple Pauns (the most difficult to -
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{
- MEMORANDUM .

TO: Overseaers
FROM: OQutsiders

RE: Compliance Guidelines for EOA

The Outsiders passed a law called the Equal Opportunity Act (FOA). The
law requires that each Paun, regardless of type, must be provided with
equal educational opportunities. This—inciudes rights to nurturance,
rights to return to Outside or stay on NOG, etc.

The EOA takes no position on the right to be one type or another of Pauns.
Nor does it specifically insist, or deny, that there be equal memgers of
maize Pauns rom the Outside have been lobbying for a clearer statement

and it appears they will get a fayorable ruling, At the same time, these
groups are also putting pressure on Outsider management to develop affirma-
tive action programs. We anticipate increased pressure to a) nurture more
maize Pauns and b) reduce Pod size for maize Pauns. Perhaps you can take
some initiative in this area for the organization. :

Proposed Penalty (to bé in effect Round 3)

Although the law takes no position on the right to be one Paun type or
another, it is clear that practices of gross bias toward either group is
unacceptable. The guidelines state that quotas of Pauns of either type
in excess of 80% will result in a penalty in the next round of loss of
bonus and 10% reduction in fee.

Also efforts must be taken to assume that Pod size does not unduly axrfect
either type of Paun. This guideline will probably have to be tested in
court for a more definite ruling. -

.
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. things that stand out in your mind. Use the space below and start with

Paper W-10
£ Page 1 of 3

ROUND II REVIEW QUESTIONS

Part I

As you begin your ~eview of what happened and what you experienced and
found out in this round, ‘take some time to describe for yourself the :

the first word or phrase that comes to mind. Write quickly without
worrying about grammar, continuity, or "making sense" to someone else.

When you stop to grope for something else to say, start editing or
trying to get analytical about the experience, turn to the next page
and answer the questions you find there.

What stands out for me right now:

¢

v A 3 "’
\'&.
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<y
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ROUND 2

Part II

This section is intended to provide questions which will help you
organize and sort out the epxeriences and begin to build connections
between the events, your reactions, and the workshop concepts.

First: Describe a aecision“where toth teams had to yield something
they wanted in order to reach an agreement each could live with for
this round.

°

1. a. In agreeing to this decision, what did your team have to give
up or ‘compromise on? What has happened for you to "make up
“the difference" in subsequent rounds, if anything?

b. What self-interests or values did the other team have to give
up or compromise on to agree to this decicion? What has to
happen for them to 'make up the difference,” if anything?

2. a. What reservations do you have about the way this negotiative
round went or about this decision in particular?

3. Whefe in this round would you say you were working for « "one pest
solution" for everyone? How can it wor« against you?

4. Where in this round would you say you were working to get the best
conditions for your team as you could. Why did you choose not to
use a collaborative or win-lose approach at this time?

159
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5. Where are you now in your thinking about conflict and ways of
approaching differences in self-interest and values?

I
When you have finished, join your tecam and take a few miﬂgfes to share
your answers. y
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FOURTH DAY MORNING SESSION

Time Activity Objective Materials Instructions to Particlpants Notes
1. Agenda N1O Agenda <1, Revigw agenda
10 |2, Designed self-intqrest Review results in comparison | N11 Designed self- 2. Ask each team to look at Nil
and results of Rounds to self-interests . lnteifsts in NOG and Ni2
1 and 2 " N12 Resu¥ts of Rounds a. Where they are in compar-
1 and 2 ison to the self-ianterests
designed into NOG
b. What they want to work on, .
20 {3. Bargaining processes Content on bargaining and 158 3. IS8
P24 and P?5. discussion P24 Bargaining a. Read papers and discuss
(15) Read and discuss Practice setting minimum Prodesses b. Give directions for skill
(5) N2, Bargalning and target objectives; P25 Good Faith Bargain, practice during round 3.
sk1ll practice ascettaining opponent N13 Bargaining Skill Fo. N13.
mininum - Practice
140 4. NOG round 3 Continue NPS practice P26 Planuing Guide, 4. 188
Y (40) Plan Round 3 a. Directions for skill
(40) Negotiate H7A-E practice )
(10) Break b. Use P26 duréing Planning
(40) Negotiate c. At break finish filling out
(10) Complete forms blank paper on positions
d. Keep time
v e, Arbitrate as needed
20 |5. Exchange bargainiung Bargaining skills revicw N13 Bargaining Skill 5. 1S8
skill practice data Practice a. Trade target and minimum
with opponents and position
discuss . h. Discuss in your own team
20 {6. Review Individual review of W-11 Review Questions | 6. Complete W-11
. W-11 Review questions events and process for round 3
\ for rtound 3
. -
’ o v
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AGENDA: FOURTH DAY MORNING SESSION

10

20
140
20

20

Review Results of Round 1 and 2

(_

Bargaining Processes

NOG Round 3

Exchange and Discuss Bargaining Data

Review

P24 & P25

W-11

&
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DESIGNED SELF-INTERESTS IN NOG

Decision Issues .

hia ¥

Toles

Number of Toleg

Compensation '

Tu toi\\g ' .
.‘ ﬁangelﬂ ‘ "
Quota

Barks -

Management Cost Ratio

187

Holdover

Pod Size E:avqr' ;‘-’. l'FaVO!'
. . \Phrple Maize

iControl‘issues

Quota Decision Kee; Joint

Tole Distribution J;int l ieep

Communication to Outside Keep. \ Joint

Communicati;n to Tole Organization Joint Keep

Purchase of Barks Keép Joint

Hold Over N Keep - Joint

Management Cost Ratio Keep Joint
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N12
" SMMARY OF° NOGH N
' Round 2 ] '
Red Red | Orange Oran;e Yellow | Yellow
Purple Blue | Blue Green | Green | Purple
A;teeéént o » Yes ;es Arbit. Yes Yes Yes |
Number of Toles 21 .20 21 20 21 18
- Compensation 220.5 220 | 220 200 -21\5\l 225.5
iutor - | =1 - M M| - ;
Maz-Pel Pel | Maz | Pel Pel - Pel\l Maz |
. ) ngtas M 115 1.o>\ 100 - | . 100 155 { 100
) S ) P 385 400 400 400 445 | 400
Barks Purchased - 16) |1(6) |oM(s) [ 1(6) [0 (&) | (&)
Mhanagement Cost Ratio | .028 ,695 0.180 | .002 .183 .030
\  Hold Over : 0 0 200 0 | 750. |, o0
\ Pod Size M I (45 =9 |(4) 25 | (4) 254 (3) 34 (5):31 (3) 34
v S « P (17)23 [(16)25 | (17)24] (17)24 | (16)28 | (15)27
i . ;
i '+ Control Issugg .
Quotas 0Vs - 0Vs \"QVs ? © OVs
Tole Distribution TsO TsO ? 2t TsO Tsn
‘Communicatién with 0vs 0Vs 0vs 0vs Ovs 0Vs
Outside ’ <
Communication with TsO TsO TsO TsO Ts0 TsO
Toles ' IR
Bark f_ L Qvs QvVs X 0vVs ) Jodint
. Hold Over ' 0vVs
Managem;nt Cost Ratio 0Vs

% Sampe newsprint; use actual data.
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Instructional Supplement 8
Page 1 of 1

1. Tell participants to read Papers 24 and 25.
y Discuss in teams as time allows.

2. At the end of 15 minutes post N13. Have each team take a sheet
of blank paper and divide it into 3 sections, as on N13. During *
planning period: a) They are to review N1l Designed Self-Interests
in NOG. Consider one issues for the following. Decide on their
minimum and target positions and write them on the top 1/3 of the
paper. b) They are to use Papers 24 "and 25 to plan questions and
- strategies to find out their opponents' mirimum positionms.

3. Ask them to use Paper 26, planning guide”for Round 3; hand out
H7A filled in.

4. At the break, ask each team to: a) Reassess their own minimum
arid target positions, b) Predict their opponents minimum positions.
¢) Recotd these in the second and third sections of their paper.

5. Complete negotiatioms, then: a) Tell .each team to give their
opponents the paper they filled outypn their own minimum target
positions and their estimates of the other teams' minimum,

b) Discuss this data in your own team.

6. After 20 minutes turn to W-1l. Review Questions fo} Round 3, and
complete it.
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BARGAINING PROCESSES

¥

During negotiations one is likely to encounter at least two kinds of
issues: those that lend themselves to quantitative amalysis and those
that do not. The first type includes economic and quasi-economic issues
such as salaries, fringe benefits, medical and dental ‘packages, class
size, salary schedules, maternity leaves, or where and how to spend the
family vacation (if cost is a major factor), purchasing a house, and so
forth. The second type includes many issues of values, policy, programs,
procedures that are not quantifiable: open classroom versus traditional
classroom; letter grading versus pass/fail; 'teacher participation in ,
school policy setting, local control of schools, educational vouchers.
In the fi}st part of this paper we shall consider some ideas concerning
bargaining on quantitative issues. 1In a later part, we shall consider
bargaining on nonquantitative issues.

Overview of the Face-To-Face Bargaining Process

o

Some observers (see Ann Douglas, 1957)1 suggest that the bargaining
process tends to move through three relatively discreet phases:

Phase I: Establishing the Bargaining Range
Phase II: Reconnoitering the Range
Phase III: L Precipitating the Decision

Phase 1: Establishing the Bargaining Range

During this initial period each side is setting out the boundaries of the
bargaining field. This may be d&he by each side presenting an initial
packagé that embodies its '"target" or ideal objectives. Sometimes, however,
only one 'side presents a set of demands and the other side presents reac-
tions or a counter proposal. At any rate, the focus is upon differences,
with an initial testing of strength. Presentations during this initial
phase aré often very emotional confrontations with strongly worded parti—
san Statements extolling the streﬁgth and virtues and justice of one's own
position and attacking and undermining the position of the other side. '-
Compleme\ting the dramatic, intuitive, strength displaying and climate
setting aspects of this initial phase is the presentation of one's target
positionwon each 1ssue. A position statement consists of four parts:

The content of the position (we want higher and more
. adeqpate compensatipn for Toles)

—
¢ ’ * y‘\

A

1Douglas, Ann, VThe Peaceful Settlement of Industrial and Intergroup
Disputes," ‘Journal of Conflict Resolution, 1957, 1(1), 69-81.
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R 2. The degﬁée of commitment to the position (Firm: We cannot
: aecept any less than a 10 percent increase. Flexible: The
membership demands $115 coampensation,...but we will care-
fully consider the Overseaers' counter offer.)

3. .The degree of specificity (General: We want higher compen- 1
sation. Specific: We want .$110 compensation per Tole.)

4. The cource of actioms if not granted (...or we shall strike,
...0r we shall ndt go along with your request on issue Y.)

After each side's presentation, we can diagram the situation as follows

O0Vs ijget” )
‘ I S N R
100 110 120

TsQ %;rget

Issue: Coﬁpensation of Toles

and we might assume that the bargaining range is $20 (the difference ®
between the two target positicns). However, it is seldom the case that

the bargaining range is so broad. This is usually, because each .side

also has\a minimum positicn.

A minimum position is that point -beyond which you will strike, break off
negotiations or otherwise accept no agreement rather than settle. Suppose
that -Overseaers will not go above, $110 as a minimum position, and that

the Toles Organization will not go below $105.° Then we have the following

situation
OVs Target OVs Minimum .

l l | I |
100 105 110 115 120

TsO Minimum Ts0 Target

Issue: Compensation of Toles
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As a result the actual bargaining range is actually $5, since anything
above $110 will lead ‘the OVs to break off.negotiations and below $105
will result in a TsO strike. Your best outcome will be to settle &as
close to your opponent's minimum position as possible. Strategically,
you will want to try to ascertaiu,youropponent'sn@nimum position and
end with a final settlement at that point, while keeping information
about your own minimum position as vague as possible. This will be the
‘'subject of the digcussion of the next phase.

However, one other situvation neeis to be diagrammed. This is the "
situation in which there is no overlap of minimum positionms.

OVs Target
lfOVs %inimum

l | | | |
100 105 110 115 120

Ts0 Minimum
TsO "arget

Suppose that Overseaers will end negotiations rather than go above $105,
.and that the Toles Organization minimum position is $110. In such a

- situation reaching an agreement is extremely difficult as either side
would prefer no agreement to the other side's minimum pdgition. Unless

. one or both sides changes minimum position, impdsse is a very probable
w o outcome.

Phase II: Reconnoitering the Range

The objectives of each side during this phase are to gather as much
information about the other side's positions, strengths and weaknesses
as possible, while revealing only what one desires about one's own
minimum position.

During this phase both parties probe each otler, testing for areas of
agreement, pursuing alternative solutions, expioring options, and in
the process learning as much as possible about the other side. For
both parties this phase ranges between the poles of clarifying data
and creating ambiguity. n

CLARIFYING CREATING
DATA - P  AMBIGUITY -

Q 1- Y 2 @ 168
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v

At least four basic skills are involved in this process:' questioning
skills, observing skills, listening and paraphrasing skills and
responding skills.

Questioning skills: Questions control the negotiation process. There
are at least five functions that questions can play during negotiations.
There are to:

1. Gain information
2. Give information
3. Stimulate tﬁinking
4. Narrow options

5. End the procesgs
. o
Observing skills: 1In aﬁy face-to-face communication process, only a
part of the meaning is conveyed verbally. A significant portion is
conveyed nonverbally by means of gestures, body position, eye contact,

voice tone or quality, breathing rate, and so on. Observing and learning

to interpret these nonverbal signals from the other side are valuable
skills to develop.

Listening and paraphrasing skills: These communication skills are
extremely important in conflict situations. We all have tendencies to
distort what we hear in ways that (a) meet our expectations, (b) confirm
our best and/or worst fantasies, and (¢) favor our own goals and-
objectives. Accurate communication is necessary to avoid misjudgments
and unnecessary difficulties. Unintended misunderstandings can utilize
a great deal of energy that may make dealing with real conflict even
more difficult. Use of the paraphrasing technique can be .a powerful
tool in developing active and accurate communication.

Responding skills: In many cases there is a gap between our Intentions
and how we actually behavz. Developing the ability to behave ccngruently
with one's intentions is obviously important to a good negotiator.
Whether in making a confrontation or responding to a question, being

able to respond on verbal, emotional, and behavioral dimensions as one
igtends increases one's ability to consciously control the process.

<

Phase III: Precipitating the Decision

The objective of this phase is convergence, e.g., to reach agreement on
the substantive issues leading to public, documented statements of the
current resolution of the conflict. Generally it is a process of closing
off alternatives and narrowing down options, until a decision point is
precipitated.
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Concessions: haking concessions is a natural and necessary aspect of

this phase. Timing, however, is critical. When appropriately timed,

concessions are not a sign of weakness, but an indication of willingness i ,
- to negotiate a settlement. Normally concessions from one side result in

a recirrocated concession frém che other side. Sometimes a concession on

one issue will strengthen a paxty's overall position on other issues.

However, a poorly timed concession may a) be premature and not treated

as a concession, but as either a bogus concession (i.e., indicating a °

false target or minimum position) or a sign of weakness or b) be too

late and be regarded as inﬁdequate or no longer credible or relevant. .

Exhausting a topic: When not otherwise constrained by such outside

factors as deadlines, there comes a point in the negotiations when the ¢
. relevant set of options has been probed, and the issue has been exhausted.’

' Further conversation takes. on a redundant character, each side has

explored ther terrain about as fully as possible. The decision making *-

crisis is precipitated. At this point, one side, or both sides take

initiative to close off any remaining alternatives, then proﬁoses an

agreement. Barring miscalculations or misunderstandings the agreement

is affirmed by both sides, at least in principle because through the

process of negotiation all other alternatives-have been eliminated for

the here and, now. v o - -

Nonquantitative Issues

+

Phase I: F .ablishing the Bargaining Range

~

Supppose, however, that the issue in conflict is not subject to a simple
one~dimensional quantitative analysis. For example, in NOG, whether to -
use Maz or Pel, whether Overseaers or Toles should control the purchase
of Barks are examples that do not lend themselves to uni-dimensional
analysis.

i

———a

Ts0 Position OVs Position

Maz, it helps Maize Pauns Pel, it helps Purple Pauns

These positions, however, do not stand in isolation, but are linked to
* a set of value positions and self-interests. For each group this might
look as follows:

+ <
Nurturance Maz~—>4 Pel

DIAGRAM A DIAGRAM B
170
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In Diaé am A we show that the Toles organization (groups of persons shown
in circles) has a positive atiitude toward Maz, a negative attitude

" toward Pel, and Mdz and Pel are negatively related (they are incompatible).
In addition, choosing Maz is related to the TsO self-interest of nurturing
(since it prevents seasickness). Also Maz benefits Maize Pauns who are
liked by thz\goles. .

. In Diagram B we stow that .0verseaers have positive attitudes toward Pel,

a negative attitude toward Max the two, Maz-Pel being incompatible. In

addition, choosing Pel benefits the purple Pauns which are likeed by the

OVs, and the purple Pauns also produce tncreased income (bonus)‘ meeting

. one of the OVs self-interests.

" . , .

During the critical\phase of establishing the range;, a set of issues is
identified and articulated in terms of defining a set of self-interests
on one side opposed to .a set of self-interests of the other side. In this
example, the Toles might support using Maz in terms of the more sensitive’
and artistic nature of maize Pauns, or the maize Pauns reluctance to leave
NOG and endure the hardship of Bark travel. Overseaers .might point to
the increased financial values of healthy purple Pauns, and the large
numbers of them. Again, initial positions may appear quite stereotyped
and extreme. ’

Given this type of nonquantitative conflict of seltf-interest, w2 shall
consider three possible types of outcomes:

1. Change an attitude, value or self-interest
2. Create alternatives and force trade-offs
3. Find a both/and solution K

3

Phase II: Reconnoitering the Range

The objectives during this phase are to gather as much information about i
the other side's position, whiie revealing only what one desires about |
one's own minimem position. |

Specificdally, during this phase of the negotiation, one may attempt to
establish or discover conditions that will lead to changing attitudes, .
creating trade-offs or finding both/and solutions. .

RY

Changing Attitudes, Values, Self-Interests -

This way is extremely difficult, and not likely in the short run.
Attitudes, values and self-interests can be relatively enduring traits,
not easily changed. For example, it is not likely chat one s going to
change the Overseaers attitudes toward profit or toward the purple Pauns.
However, if the TsO played out this strategy, and attempt to change the
Overseaers attitudes toward Purple Pauns, they might focus on the purple
Pauns. For example, they might persuade the purple Pauns that the

Q . 195 171
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3

Overseaers were .exploiting them attempting to create a less positive
attitude toward the Overseaers in the uinds of the purple Pauns. If
they succeeded, the purple Pauns might reject the Overseaers, and the

Ovs, in turn, might be less inclined to support using Pel. -
weaken '
. : T e
@B
» [Purple leads to .
positive Pauns <K\\\\¢ o
relation XxV/Purple

Pauns

DIAGRAM C

Creating Trade-Offs

This approach is more likely to work in the short run than the previous
approach. The objective is to introduce another-outcome of about the
same overall importance to your opponent, and of apparent importance o
you and offer to trade your concession “on one for their concession on

the original issué. For example, the Overseaers might introduce TUTORING
of maize Pauns and offer it as a trade-off for Pel, conceding the less
expensive tutoring program in return for use of Pel. See Diagram D.

Tutor
concede ' .
P v Y “ . le
. + gain N 1

. 4 \ i ("

s0 concece 7?‘(‘1 Tator
+ gain .
-

DIAGRAM D

~

. In creating trade-offs it is also possible to introduce a nonquantitative
‘issue 'to gain a more favorable position on a quantitative issue. Thus,
the Toles migiht concede on M3z in return for lower "Pod" size or higher
salaries. The reverse is also possible--yielding on salary in return
for tutoring or use of Maz. ’

Finding Both/And Solutions

Almost as rare ~s the goose that lays the golden egg, but equally alluring,
finding both/and solutions to apparent win-lose situations can be an
extremely satisfying experience. Unfortunately, they are not easily
attained. A both/and solution enables both parties to meet their self-
interests without compromise or loss of integrity. However, we are not
including solutions that merely disguise or avoid the original conflicts.
Usually both/and solutions require long time period and a creative act
which produces a change in the limits defining the situations. For

example, researchers might discover a new herb which combines the beneficial

| - - | ’ 172
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effects of both Maz and Pel, while eliminating the negative effects.

Since this’workshop focuses on working with conflict, we do not
emphasize finding both/and solutions.

o

Phase III: Precipitating the Solutionms

The process for nonquantitative items is similai to that previously
.discusszed.

——
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BARGAINING TECHNIQUES ) ’ . A
"Good Faith" Bargaining
There are certain bargaining rules or norms that represent "good faith" AN

bargaining or proper conduct during negotiations.

Evideuce of "good faith" bargaining includes:

1. Consideraﬁion of proposals and the making of counter-proposals,
which must be reasoned arguments and must be'feasible as a basis
for agreement, reciprocity ‘ "

2. Answering concessions with counter-concessions

3. Adherence to an agreed agenda

4. Sticking to agreed solutions to component parts of a larger
disputed issue, unless compelling reasons intervene

5. Evidencing an open-door aud open-mind attitude

'§-~ Being careful not to unduly delay negotiationms

Evidence of failure to bargain in good fcith includes:

l. Introducing insincere or frivolous demands

2-. Refusal to make counter-proposals and counter-concessions
A take-it-or-leave-it éttitgde

Refusal to consider - compromise positions

Failure to assign a negotiator with power tc act

Giving the other party the run-around
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i
. Some Bargaining Techniques
Some participants are initially "put off" by the suggestions to use
feke or sham positions, or the use of threats. We do not advocate that
you use such techniques, only that you consider their use, and that you -
consider how you will respcnd if you encounter ycur opponents using
- _them
--Egtablish and be clear about your gronp's "minimum_position," the
least favorable terms at wikich your group would prefer agreement to
no agreement.
=-Try to discover your opponents'’ minimum positions so that you gain -an
ideit of the bargaining range. Remember that parties will advance their
- . initial positions which may or may not be the same as their true . .
minimum positions, or in other words they may start off demanding a :
great deal more than they really expect to get.

-=Try to estimate the probable outcome of negntiations: with
your opponents, what will they expect to get? What do you think you
can get? ‘How will it turn out? g

~—Try to improve the terms fcr your group in ~ne or more of the following
ways:

P 1. Alter the situation on which your opponent's minimum

positions are based (e.g., threats that make the situation

more urgent and make your opponents willing to settle for

less than they.originally thought). : -

o

2. Point out the advantages and minimize the disadvantages of
" your proposal to your opponents.

3. Convey to your opponents your actual or faked estimate of 1
their minimum positions, which mizht lead them to change

their predictions about outcomes.

\

4. Convince opponents to adhere to "good faith" bargaining and
follow intrinsic development of the negotiations (e.g:,
"I've made many concessions and you should reciprocate."),
which might cause them to alter their minimum positions.

- 5. Alt:r the actual situation on which your opponent's estimate
of your minimum position is based, e.g., if you convincingly
commit yourself to a prediction that you will obtain certain
terms in the negotiations, your opponent may be misled to
believe that these terms constitute your minimum position.

6. Convince opponents that it would be disastrous or impossible
to agree te less than your proposed terms (e.g., "It's
illegal for me to agree to your terms.').

7. Portray coolness or unwillingness to discuss proposals that
are below your actual or fake minimum position.

Q 175
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=-Consider the pros and cons of using a fake or sham bargaining position
with your opponents:

1. Use of it enables you to discover more accurately what
your opponent's ninimum position really is--opponent may
accept more than you thought she/he would.

- 2. You may be able to modify your opponent's minimum position.

. : 3. Use of it enables you to apsear flexidble and-willing to
make concessions without jeopardizing your miniaum position;
. shows "good faith" bargaining

4, Ma&es it more difficult fcr opponent to estimate your
imum position; it's advantageous to know his/her without
im/her really knowing yours.

5. May be used when no agreement is desired but there is an
interest in pretending that efforts are béing made to reach
an agreement,

—On the hegati?e side:

6. It might be difficult to muster support from your group for
a sham positien.

7. 1t may cause opponent to think eithér that there is no
actual bargaining range, or that you are simply unwilling
to conclude an agreement at this time.

8. Sham positions may delay negotiations, and delays may be
costly.

9. You might get sham concessions in response.

~—Try to take the offensive with an initial demand rather than defend the
status quo. In the latter case your initial bargaining position is
identical to your minimal position and thus you are at a disadvantage
since the only way to move. (and follow bargaining norms) is to erode
your own minimum position.

--Use of threai or coercion: This is a delicate matter since it can
either work for you or against you. When both parties of the negotiation
have threat power (bilateral threat), conflict escalation may result.
In such instances threat is met with resistance to intimidation -and a
.contest for supremacy ending in negotiation breakdown. This condition,
of bilateral threat strengthens the competitive motive of the parties
and is less conducive to agreement. Further, once the threat is
issued you have to provide a face-saving way for your opponent, to back
down, since yielding under duress is viewed in negotiations as a loss

s of esteem. Also, you need to keep in mind the importance cf your
reputation for future negotiations.

Q ‘ ) 176
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P

pace, or to confer with, constituency or interest group.
-=Try to induce a spirit of trust, cooperation and not cause resentment
or loss of face in opponent.
« ~ ’3 M

--Try to be aware of interpersonal dynamics and use them to your advantage o

)

‘==Think in térms of both short-term and long-term strategies (e.g., to ,

(rationality-emotionalify, power and threat, trust—distrust, credibility,
-cooperatlon-competition, self-esteem, etc.).
--Present a yjmified.front to the opponent; build a position, rationale,

and stick to it, knowing when to yield (timing), how much, and for
whac end.

--Be aware of the need to convince your constituency as well as your
opponent of your position or compromises.

--Rally continued support from your constituency, and try to _generate
support from other groups, form coalitions, etc.

o

secure the support of one group at terms less than satisfactory in
orae. to have clout with a more influential group later on).

L
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BARGAINING SKILL PRACTICE

own at start

Divide a piece of paper-in three sections

awm at break
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During first negotiations period use strategy to obtain other

side's minimum position.

<

During break: .o “

‘a. Reassess own minimum and target.
“ ‘of the paper.

o

oy T
b. Predict minimum and target of other:side. Record in’

-, third section of the paper. "
Compiete negotiations.~ ' ' T

At the end of the second negotiations'ﬁeniod give the page ’

Record in second seccion .
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ROUND 3 PLANNING GUIDE ‘ .

1.

What are your target and minimum positions for the quantitative
issues in this round? -

a.) Take a blénk NOG worksheet (H7E) and make it out to represent

b,

5.

‘How are you going to divide "if the work you need to do so each

your-target positions_for the quantitative issues for this . S
round. .

List the non~quantitative issues you want to deal with (don't forget
control issues, etc.). What are your target positions for these?

b.) Fill out another worksheet to represent your minimum positions. \
!

What are your minimums? ‘
|

|

l

Make an estimate of the othe;'team's~minimum‘positions. "Fi11 out
a blank yorksheet to represent that position. :

Looking at all worksheets you just made up, where dre the key items
to be negotiated? When do the non-qualitative items fit in? What
strategy are you going to use to get a settlement above your own
minimum on all issuez?

member of your team's resources are used and everyone has something
important to do? If you aren't going to divide it up, how are
you going to work together to maximize your team's advantages?

14
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ROUND 3 REVIEW QUESTIONS

Part I

happened in this round?

How did it come about?

ERIC

Aruitoxt provided by Eic:

Paper W-11l
Page 1 uf 3

As you see it, what was the best and what was the worst thing that’




IS S g
o \'“\ R

M e

e

“awr Ly

1.

Paper W-11
Page 2 of 3

Part II -~

How did you do in getting to a settlement aoney or at least not below,

the minimums you set during the planning period? Why were you
successful or unsuccessful?

How did setting targets and minimums for yourself and estimating
those of the other team affect the way you worked in this round

compared to the previous rounds? If it had no effect, say why this
is the case.

What have you found out about the way power gets used in what

actually goes on when you sit down to work through your differences
with someone else?

181
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4. How have the decisions or agreements you made, or the approach you
took in previous rounds limit (or left open) what you could do in
this round? <.

N
. v \
~ T < 7 -
-
. .- -,
.

P

5. What hava you found out from this round -that you can use in your

. own daily life? .
& y

&

When you are finished, share your responses with the other.members of
" your team. : :
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FOURTH DAY AFTERNOON

Time - Activity Objectlive Materials Instructions to Participants Notes
1. Agenda ~ | N4 Agendu 1. Review agenda

50 | 2."Results of Rounds 1, 2 Return to self-interest NIS5 Results of Rounds | 2. a. Ask cach team to look at N15
and 3. issues, elaborate and 1-3 (See N12 for ex.) results of all teams over -

(15) Review self-interests | compare process N1} Designed self- the 3 rounds in comparison

> . and complete P27 intgrests in NOG to their team's self-

) (35) Total role group P27 Preparing for interests. Poat N1l and use

discussion - role group meeting P27 to get ready for whole

o o group meeting
b. llave "all Toles meet in one

part of room, all Ovs in
another. Use P27 to focus

work.
. ”'l
140 3. NOG round 4 Continue NPS practice P28 Planning Guide for |3. a. Important: Remind partici-
A (45) Plan © Round 4 pants that while this is
(40) Negotiate H7A-E ' their lasfxgeascn as nego-
(10) Break tiators for NOG, another team
(40) Negotiate. will take their place next
complete forms < . season. NOG goes™Qn, so it
(10) Arbitration as needed 18 in your role groups self- .
. : interest to get the best
o o possible agreement as you
’ ~ * can.
i ) b, Tell them to use P28 in thelr
- planning; tland nut H7A,
Co- filled in. ’
: . - c. Give time schedule
~ . d. Keep time .
e. Arbitrate as needed
20 4. Review W-12 Review Questions 4, Complete W-12
W-12 Review Questions - . for Round 4 Remind participants to write
for Round 4 on sheets separately.

X
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PREPARING FOR ROLE GROUF MEETING

u

In a few minutes you will be meeting with all the other teams of your
role group. Looking at the results of all ~he negotiations in Rounds 1,
2 and 3, and at your team's self-interests:

1. Write dowua two or three things you want to find out from other teams -

a. Team color . : I want to know...

b. Team cclor : I want to krow... . i
. -

¢c. Team color : I want to know...

2. Write down two or three things you want to tell other teams about
what hapvoened in your negotiationms.

a.

185
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~

ROUND 4 PLANNING GUIDE

T————

——

1. What did you find out from your sharing- with Eﬁé‘other‘teams in the
previous activity? How can you use this to get what you want in— ——
the coming round?

2. What do the results of the previous rounds and the messages you've
received from your constituent group indicates you have to work on
this round?

Pl
\

3% Fill out blank worksheets (Handout 7E) for your target and minimum -
positions for this round.

4. Set targets and minimums for the nonquantitative issues.
N .

ﬂ.

5. What concessions are you going to neeed from the other team? What
are you ready to concede in return? )

6. What strategies are you willing to try in this round?

‘ | 211 . s




s experience with conflict in your daily life?

w-12
Page 1 of 2

ROUND 4 REVIEW QUESTIONS

1. How was this round the same, and how was it different from the previous

rounds of NOG negotiations? What do you think acccunt for the

differences? < "

- 2. When were you most dissatisfied with what you did or what was gbing

on in the negotiations this round? Describe below what you did and

what happened that you were dissatisfied with. Make as complete a
scatement as you.can.

?

w

In what way is this experience similar to and different from your

°




|
|
|
|
w-12 |
Page 2 of 2

4. Realistically, what are you willing to do next time you find yourself
in a similar situation so that you would feel more satisfied?

y

N

. .
5. What did you learn or gain from this experience that makes your
dissatisfaction worth the price? If you .didn't learn or gain
s anything say why you balieve this to be the case?

When you are finished, join your team or share your responses with eaci.
other,

Q . 213 188
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FIFTH DAY MORNING SESSION ‘ - ) N )
Time Activity Objective Materials Instructions to Participants Notes o T e
Before | 1. Agenda and results of all N16 -Agenda - >
opening 4 rounds N17 Round. 4" results - -
(See N12 for . " o
example) Y
& ' )
S 2. Cuided reflection, Preparation for review of NOG 1S9 2. See Instructional
feelings about and experience and focus setfing Supplement 9 .-
analysis of opposing ¢ . Y
team relationships and
negotiating events .
30 3. Write feedback to the Describes perceptiong of W-13 Feedback to the 3. 189
whole team B opponents and process Opposing Team
< 7y
30 4, Exchange team feedback Analysis of process 1810 4. 1810 -~ a. Exchange
o w-13 b. Own team read
c. Review and clarify
200 "} 5. Own team analysis of In team, analvze events W~-14 Team Worksheet - 5. 1810 a. Teams separate ,
process and application of concepts \ and work alone
b. Turn to W-14
c. Work for 20 min.
40 6. Cross team report of hecking compatibilicy, P 29 Cross~team 6. 1510 -
anaiysis and checking .{ preparation for fishbowl Preparation for a. Join opponent team
similarities, dissimi- .- . - Fishbowl b. Turn to P29 *
larities, prepazation for ¢ c. 45 min. to prepare
. fishbowl, P29, - .
89 7. Fishbowl, all teams Analyslg\of negotiation Rules for use of '

strategies and processes

empty chair

7. 1810 -
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- . . Instructional Supplement 9

DAY 5 - A.M.

Agenda: on Newsprint

/

Round 4 Result on Newsprint

<

As people come in tell them to look at Round 4 result and chat
informally about the comparisons of different groups' results.

When all have arrived and are settled, interrupt.

We are going to begin this morning with a short’ reflection period
to set the stage for the work you will be doing in reviewing and
analyzing your experiences in NOG. ‘

). .
I want you to get comfortable and relaxed. You may use the floor
if you like. If you aren't willing to close your eyes, try to keep
them focused on one spot on the wall or ceiling. Now, take a deep
breath and let it out slowly and completely, let yourself go limp
and relaxed. Think back to yesterday_ as you completed your last
round of the NOG negotiations--how were you feeling?

‘What has happened in this round that was &ifferent.from the

preceeding rounds? What seemed to you to be just the same?

How were you feeling about your own team? About the opposing team?
What had you been trying to do differently in this round? How did
it work? What was the other team. trying to do? How well did they
succeed? Think back through your experiences with the other team -
as you negotiated with them? What did you like best about how they
worked with you? What did you dislike? ' -

Picture in your mind the different members of the team that you
negotiated with--how was each one different from the others in their
approach and styles? Activity level? Use of the ideas and concepts
of the workshop? What observations have you made about them as a
team? What would you most like to tell them about what you observed?

when you are ready, slowly open your eyes, sit up and get ready.
Turn to Paper W-13 in your materials and complete it.

231-7, 191 ~




W-13

258 Page 1 of 2
FEEDBACK T0 THETEAM WE WERE ,‘

NEGOTIATING WITH IN NOG

© v

?ome of these questions may not seem to fit what happened in your
negotiations. If so, briefly note why and go on.

Thinking back through all four rounds of negotiating ;;}h you: *

An example'of a time when I thought your -team presented your self-
interests clearly and assertively was... .

a

An example of a time when I thought your team didn't seem clear about
yo.r self-interests or values was.

I thought you were able to use to force us to

(a, type or form of power)
change our position when... -

I thdught you didn't use the powerlavailable to you when...

I thought your team was using a negotiations strategy particularly well
when...

I thought you were using a win-lose strategy when...

)

192
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~ -

I thoyght you were using a collaborative)strategy when...

v v

S

7/

I was most surprised when you...

N »

I think we got more than wé prepared to get when...

—
1

‘T thought our negctiations broke down when...

.

.+« .because...

Your team seemed to me to- be fragmented and working at cross purposes
when. ..

\

What I most appreciated about your team's stance and strategies was...

- 5

What I found most frustrating or disconcerting in negotiating wiili your
team. .. ’

When you have finished, the trainer will give you the next directions.

-

| 219 ' :
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Instructional Supplement 10

~

1. When most individuals have finished W-13, ask each team to meet with
.~ the team they negotiated with. Exchange their original copies of
Paper W-13, feedback to the whole team.

2. Have each team subgroup for about five minutes to read and collate
the data from different individuals. Ask them to: .

"As you read through the feedback from different

individuals, keep track of similarities and differ-

ences and jot down or make notes on specific questions

or areas you will ask for clarification or more

examples of. Try to keep your focus on understanding

and clarifying what was going on in the negotiations."

In about five minutes regroup with the other team to share and expand
your analysis of what was gbing on in the negotiations.

‘\
3. "When they have regrouped, repeat the focus.

""Your task together is to analyze what was going on in
your negotiations. If you are tempted to continue
arguing about what was true in the NOG situation or
how to get something in the simulation, try to change
your approach to--'What was-going on that kept us locked

* in and unable to reach a satisfactory outcome.'"

4, At the end of 30 minutes, ask each team to regroup to work by
themselves. Turn to Paper W-14. This is a worksheet for your team
to use the information you have received from and given to the other
team to analyze the negotiation process in your NOG activities. You
will have 20 minutes to work. At the end of that time, you will meet
again with your opponent team. .

5. At the end of 20 minutes, ask teams to again regroup with their
opposing team and turpd to Paper 29. You may find it helpful in this
work to refer to the NPS steps at the end of Paper 9.

You will have 40 minutes to get prepared for tﬁe fishbowl.

6. At the end of 40 minutes, give directions for the fishbowl. Each
team selects one member to represent their team. Representatives
of each team meet in center with empty chair, the rest are on the
outside. Post rules for using the empty chair (from Outstanding
Paun Exercise). Share and discuss responses to Paper 29.
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’ T ' Page 1 of 3

TEAM WORKSHEET: Analyzing our NOG Negotiatioms Process ~ °
=]
{ T o
Some of the following questions may not seem to fit what happené? for.
you-very well. If so, brieflynote why this is the case and go on. |,
g Answer only part(a) OR part(b) of Questions 1 and 2 unless you have
: time to do both. ‘

* Think back through the four rounds of NOG and:

1. (a) Describe a specific instance when you used the diagnosing
conflict material to your advantage. , r

OR

i

(b) Describe a specific instance when you did not use or had
trouble using the diagnosing confllct material to establish your
strategies, priorities, dpproaches

2, (a) Describe a specific instance when you used the power to define
the situation to your adv.ntage. If you didn't do this, say why
‘not. . )

2
¢

(b) Describe a specific instance when\your opponents used the power
to define the sitvation to their advantage. If they didn't do
this, say why you think this was so. "

" 3." Describe what was going on in a specific instance when you were, or
are now, clear that tha conditions for negotiations weren't in place.

195
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W-14
Page 2 of 3

4. Describe a specific example of the conditions under which your team
used a-win-lose approach. According to Paper %, how appropriate
was your choice of that strategy in that ins*ance? What do you
think about it? If you never used win-lose, say why this was so.

i

5. Describe a specific example of the conditions under which your team
used a collaborative approach. According to Paper 7, how appropriate
was this choice in that instance? What do you think about it? If
you never used collaboration, say why this was so.

6. Describe what you did when you were most effective in using a
negotiative approach. If you avoided or had trouble using a
negotiative strategy. say why..




. : . W-14 L,
: Page 3 of 3 S

-

. 7. Describe a specific example of a time when you had difficulty
s <. . accepting and acknowledging the other team's self-interest(s)
as legitimate.

8. Describe an example of a time“when the other team had difficulty .
accepting and acknowledgirg your team's self-interests as legitimate.

9. Select a specific example of a time when your team was unable to
get clear about your self-interests; or when you were unable to
present your self-interests effectively. What was the difficulty
and what hapoened as a result? T

223 197
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Cross-Team Preparation for Fishbowl Analysis

Use the work each team has done in describing and analyzing specific
events in your negotiations to complete the following gentence stems.
This material will serve as the focus for a total workshop fishbowl "
discussion to folrow. :

A A H%)
Answer either (a) or (b) for each item. If you have time or decide *"
you are willing to split up the work you may answer both,a and b.

1. a. An example which illustrates what happens when one or both
- groups haven'r done enough work on identifying the conflict is. e
OR b. An example which illustrates how a good job of identifying ) I

the conflict helps you get to an agreement you can live with
is.oo * N A

T

2. a. An example from our experience of how not paying attention to
a diagnosis of the other side's self- interes., resources,
power, etc., get you into trouble is.

OR b. An example from our exberience of how a careful diagnosis of

) your own and the other side's self-interests, resources, power,
approaches, etc., makes a difference in.getting something you i
want is. . :

3. a. An example from our experience of a.time when one or both teams
prepared for the negotiations in a way that helped us reach a
mutually ‘satisfying agreement.. '

OR b. An example from our experience that illustrates how inadequate

preparation by one or both teams for a negotiation could make
it difficult to arrive at a mutually satisfying agreement...

224
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v
<

4. a. A self-interest cf one team that we never dealt with
satisfactorily was...because...

OR b. We were able to deal gatisfacgoril§ with all the self-interests
of both teams because... .

n

te
°

5. a. An example from our experience of a time when one cr both teams
) used an effective bargaining strategy to meet their self-interests...

OR b. An example from our experience of a time when one or both teams
bargained ineffectively for their self-interests...

. 225 199
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FIFTIL DAY AFTERNOON SESSTON
. . - - ’
. Time Activity Ob ject fve Muaterfuls Instrections to Participants Notes .
o = - v {1, Agenda - NI8 Agenda 1. Review agenda .
50 |2. Individual personal review | Bringing order to and ¥30 Instructfons for | 2. Tell them instructions for
of workshop events integrating the total Personal Review first part of afternoon are
a. Workshop Concepts - . experlence W-15 Workshop Concepta on P30. Just before end of
b, Best and worst things T and Review of 50 minutes or when a few par-
- - . about eveats and T - ————Horkshap ticipants gtart rustling around,
N - activities Experiences | ——tell_them to bring their work .
- to a close in 2-J minutes—— | _ :
When finished pick up the T
B - materials they vant to use in
- " ' R making a collage or drawing.
. Ask them to do this trying
: not to interrupt those who ° N
- - are atill working N
25 . Collage on the experience Sumparize and compare their | Collage materials 3. On IS1) prepare for drawing
s with conflict fn the perceptions, feelfngs, 1511
workshop. "“fdeas" as a result of the
workshop experience
10 . Write description of the Verbalize what they have 1Si1 4. On 1511 direct them to W-14 .
collage/drawing done and what 'ft means W-16
20 . Share collage and Make public their work 1511 5. On 1811
descriptions in groups and learnings Form groups, focus sharing
of 6-8
10 . Complete final Standard data collection Finul Questionnaire ;0. “ass out Final Questfounaire,
quest fonnafre ask them to fil1 it out before
we all get together as a total
group to summarize and share
304 . Total group sumning up Bring closure, transitfon 7. a. Ask them to agsemble in t
and closing activities to daily life, saying large circle @fter they turn
° good-hye . . fn Final Questionnaire).
5. Ask those who are willing to
5 share their most important
, learning or their still un-
answered questions or their
favorite "pet peeve.”
’ Respond to statements and
questions. When this winds
down-~~ .
c. Ask them to take a minute or .
two to quietly reflect on
N things they want to say to
- v 8 fndividual members of the
group before they leava. . 22 ’;’
d. Participants move around "
) D> F& saying what they need to say.
Y 220 e. Say good-bye and lcave.

ERIC
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Paper 30
Page 1 of 1

%
INSTRUCTIONS FOR PERSONAL REVIEW

To begin the final activities of this workshap, we are asking you to take
‘ f}about 50 minutes to réview and bring order for yourself out of the experi-
5¢¢ences you have had this week, Turn to Paper W-15.- These pages provide a
guide and worksheet for your review. The work you do is first and fore-
‘most for yourself. First, try to write out for yourself your own
definitions of the major concepts The first two pages, Workshop Concept,
provide some key questions for doing this.

When you have finished those, go on to the next two pages, Individual

Review of Workshop Experiences. For this task you will need the written
worksheets=you filled out throughout the workshop. As you look back
thrbugh these materials and remember what happened in each activity, try

to focus on completing the following idea: °

‘ i "The best thing about this particular activity for
me and the worst thing about it for me.t."

G
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W-15

Page 1 of 4

WORKSHOP CONCEPTS -

LY

Considering your experiences and what &ou have found out from the
analysis you've just completed, what would you now say about the
following: (Write a short paragraph, 2-5 sentences, for each item)

1. The most important thing I found out about the Negotiative Problem

Solving Process presented in this workshop...

2. As I see it now, compared to a win-lose strategy, a negotiative
approach...

3. -Compared to a collaborative strategy, a negotiative approach...

4., For me, the most important thing in diagnosing a conflict situatiom...

5. I found out that power...

6. I found out that, for me, bargéining...

230
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- W-15
Page 2 of 4

,J+ I found that I treat my own self-interests...

1

8. I found that when I'm clear and assertive in working on my own

or my group's self-interest...

?

9. I found that taking the other person's or group's self-interests
seriously...

0. Describe the most importént ideas or concept in this workshop for
you and say what it means to ycu.

//I

When you have finished, go back through the worksheets you completed
during and after the various activities of sthe workshop and answer the
questions on the next two pages. .

231
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' INDIVIDUAL REVEEW-OF WORKSHOP EXPERIENCES

As 1 look~£ack through the materials, my writings and remember what happened:

Workshop The besf‘thing about thig //AND// The worst thing about this
Activity " | experience for me was... experience for me was... -
My Collage/Drawing; . —

w-1 . : —

The First Yota - i

Role Play; W-2 - ) -

Paper 4, 5, 6 and W-3 )
Conflict Styles ‘
Questionnaire

Yota Role Play II; . _
W=4 -

Introduction to NOG
& Fantasy; W-6

Paper 11, Basgic Con-
cepts of Power

P12, Applications of
Power and Discussion

0. *standing Paun
Er -cise

Choosing, to be a Tole
or Overseaer, Forming
a Team, Working on
Self-Interests for the
Negotiations

/’n
[

S1-M

% 3o ¢ ¥8eq
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Workshop
Activity

INDIVIDUAL ‘REVIEW OF WORKSHO? EXPERIENCES

| The best thing about this

experience for me was...

Learningato Use the
NOG Forms; H7A-E

Assertiveness Exercise;
Paper 22

Bargaining With Your
Opponents

Role Group Review and
Discussion of Rounds 1,
2, and 3; Paper 27

TheyFour Round of NOG

This morning's
activities (Cross-
Team Analysis)

//AND//  The worst thing about this
experience for me was...

S1-M

.
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Instructional Supplemént 11
Page 1 ~f 2

DAY 5 AFTERNOON

1. At the end of 50 minutes of work on the Personal Review using
Paper 30, ask those who haven't done so, to pick up their art
! materials. .

2. Ask them to find a space where they will be most comfortable. while
¢ drawing or making the college. Tell them to keep their notebook
of materials handy.

3. When everyone is settled, tell them:

"To draw a closufé to your individual work on reviewing

their experiences, I want you to spend the next few

minutes silently summarizing your experiences with

and reactions to conflict during the workshop.

Consider the confiictsnyhu have had overtly or covertly

with your opponents in the NOG negotiations, within

your own team, with other members of the workshop during

the activities, with the trainers and our materials,

directions and so forth... - N

How have these.experiénces been diffeient from one
another? How have you responded®ind felt?

When you are ready, without talking or otherwise
breaking your train of thought, take the supplies

you selected and make a collage or drawing that
symbolizes for you your experiences with conflict
during this workshop. You will have._about 25 minutes.'

4. As individuals draw to a close in their drawing or construction
and before chatter beings, )
¢
"When you have finished your worley before showing
it to anyone or talking about it, turn to W-16
in your notebook and complete it.

If some are still working after about'23—24 minutes,

’

"Take another minute to finish up, then couwplete W-16."
5. After 8 or 9 minutes or when cross talk begins to ripple,

"When you have finished your writing, join together in
groups of 6-8 with others you want to share with. Show
your collage/drawing to the others and read or say what

you wrote in your description. You'll have about 20 minutes
so be sure each person in your group gets his/her fair share
of the time."

207
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Instructional Supplement lf\
Page 2 of 2 -

.

6. After 20 minutes pass out Final Questionnaire and ask everyone to
complete it. .(Optional)

7. After 10 minutes or when most are through, ask everyone to join
together in a big circle. Give those not done another minute to
finish. Ask them to begin to share their answers to Question 1
of the Final Questionnaire and say anything else that they want
others to know about or any question they want to ask.

237
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DESCRIPTION OF MY COLLAGE/DRAWING SYMBOLIZING MY
CONFLICT EXNPERIENCES IN THIS WORKSHOP

1. My collage/drawing shows...

i
v

2. I was surprised by...

4

3. Compared to my first collage/drawing, this one...

4. Right now, I would sum up my feelings or ideas about conflict...

When you have finished, form a group of six to eight to share your
collage/drawing and read or say what it means to you.

-

~
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SOME REFERENCE MATERIAL FOR FURTHER READING
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Blake, R. R. and Mouton, J. S. Consultatiorn. Reading, Massachusetts:
Addison-Wesley ;Publishing Company. 1976.
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Bennis, W. Changing Organizations. New York: McGraw-Hill. 19366. °
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edition. New York: Holt, Rinehart and Winston. 1969.
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. Relations, University of Michigan. 1971.

Chesler, M. and J. E. Lohman. "Changing Schools Through Student.Advocacy,"

Organizational Development in Schools. Schmuck and Miles (Eds.).
Palo Alto: National Press Books, 1971, pp. 185-212.
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Issues and Programs in Training Education Change. Ann Arbor:
Educational Change Tear, University of Michigan. 1972.
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York: Academic Press. 1975.

Coser, L. Continuities in the Study of Social Conflict. Riverside,
New Jersey: The Free Press. 1967.

Cox, F., Erlich, J., Rothman, J., and Tropman, J. (Eds.) Strategies of
Community Organization. Itasca, Illinois: F. E. Peacock
Publisher, Inc. 1974.
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1973.

Douglas, Ann. "The Peaceful Settlement of Industrial and Intergroup
Disputes." Journal of Conflict R=solution, 1957, 1(1), 69-8l.
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Gamson, W. Power and Discontent. Homewood, Illinois: Dorsey. 1968.
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Guskin, A. E. and Chesler, M. A. '"Partisan Diagnosis of Social Problems,"

in Gerald Zaltman (Ed.), Processes and Phenomena of Social Change.
New York: John Wiley and Sons. 1973.
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International.
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Kahn, Si. How People Get Power. New York: McGraw-Hill. 1970.

Likert, R. New Patterns of Management. New York: MecGraw-Hill. 1961.

May, Rollo. Power and Innocence. New York: W. W. Norton and Company.
1972.

’ Micha?&, Donald N. The Unprepared Society. New York: Basic Books, Inc.
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Nierenberg, G. fhe Art of Negotiating. Hawthorn. 1968.

Pateman, C. Participation and Democratié Theory.. New York: Cambridge
University Press. 1970. 4

H

Peabody G. and Dietteiich, 'R. Powerplay. Naperville, Illinois. 1973.

Raser, J. R. Simulation and Society. Boston: Allyn and Bacon. 1969.
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