
SESSION 1 – DEFINING THE CONFLICT
Dr. Samuel Sarpiya

Segment 1 - Types of Conflict: Approach to conflict, stages in conflict, and change1

Many people view conflict as bad, negative, and tend to avoid it. As with almost anything,
conflict has advantages and disadvantages. So, the answer is yes – conflict can be good!

Conflict has the capacity not only to cause harm and pain, but also to create a positive change
for us. A possible reason for the bad reputation about conflict is that conflicts are often poorly
managed and handled in painful ways. (Is there any wonder when handled poorly)

Under appropriate conditions, conflict can provide important benefits.

Here are some benefits of a well-managed conflict:

● Conflicts focus our attention on problems that need to be solved, but which
have previously been ignored or neglected. Creation of energy, focus, and
the motivation needed for solving problems.

● Released negative emotions (anger, tension, anxiety, sadness) and better
control of emotions.

● Conflicts may prevent disagreement from becoming more intense or damaging.
● Conflict Enhanced quality of many decisions– the critique of someone’s ideas

by others encourages a more thorough evaluation of them.
● Also, discussion of incompatible ideas may result in adoption of a more

open- minded approach to issues and problems.
● Facilitation of understanding of other people’s perspectives on the problems.
● Conflict leads to Stimulation of curiosity, interest, and information search.
● Conflicts also encourage the consideration of new ideas and approaches

and leads to innovation and change.
● Growth– conflicts may promote cognitive, social, and moral development.
● Discipleship to Jesus – One of the greatest benefits of conflict is the opportunity

to deepen discipleship to Jesus (love enemies, speak truth, stay vs. run away,
etc.)

So, under what conditions can conflict be beneficial?

Let’s start with emotions. Conflict often creates the arousal of powerful negative emotions:
anger, frustration, suspicion, etc. Also, it can cause stress and anxiety, which can lead to loss
of sleep, decrease in productivity, and failure to be innovative or creative.

1 Kingian nonviolence leadership development, Bernard Lafayette & David Jensen



At the same time, conflict situations often require the careful processing of complex
information such as the opponents’ motives and intentions, their strategy, and the impact of
their moves.

This means that to solve the conflict constructively, you need to put in a great deal of cognitive
effort. However, the likelihood of effective completion of these cognitive tasks is significantly
reduced by the presence of powerful emotions.

So, what can we do about that?

The reality is that conflict is part of all our relationships – at home, at school, at work. This
being the case, it’s best to accept its inevitability, understand that it isn’t necessarily bad, and
to practice managing it.

So understanding the TYPES and LEVELS of the Conflict can be a helpful start.

Types of Conflict

1. Pathway: Example - Do we take a train or a car to Toronto for our trip? (Same goals,
different method of reaching them)

2. Mutually Exclusive: Example - Two different department in a company working
together (different goals, choose to function together)

3. Distributive: Example - 8 slices of pizza and 10 friends (not enough resources)

4. Value conflict: Example - Couple spending money, Value conflict can leak into all types
of conflict (different values, different vision)

Levels of Conflict

Type Strategy Memory Trick
Normal - Everyday conflict Prevention Dialogue
Pervasive -Tense atmosphere Intervention Monologue
Overt - Explosive,
physical/verbal violence

Management
Need a 3rd party to
manage

Get along

Conflict situations vary in levels of intensity. Our style of response will vary depending on the
severity of the situation.

Examples

Normal - Occurs because of normal daily life pressures. It may be caused by bills, budget, and
differing role expectations where one stands in the pecking order. At this level of conflict one
can successfully use nonviolent communication to prevent escalation to a higher level.



Pervasive - An atmosphere charged with tension and emotion, in which conflict can be
expected to erupt at any moment. A pervasive climate is the result of multiple pressures which
pushes the conflict beyond the normal level. It may also be the result of the accumulation of
minor disagreements that have never been resolved.

It is at this level of conflict that nonviolence is most needed, to lower the level and then to
proceed with the problem-solving approach INTERVENTION.

Overt - At this level, conflict comes into full bloom and is frequently acted out, it may be the
result of seemingly minor incidents, but it is the cumulative effect of numerous past incidents
that were not resolved in a mutually satisfactory way.

At this level, one generally must make an intervention, often using a crisis intervention
technique. What is happening must be stopped (shouting, name calling etc)

Segment 2 - Values Exercise

The goal of this exercise is to help participants experience the difficulty of conflict by creating
conditions for them to feel the emotional tension of having to negotiate, disagree, and find
overlapping agreement, and accommodation to other’s values.

Instructions: Identify the values on the page that you hold. Of the values you check, list the five
most important to you by number and order them according to importance to you.

1.____ 2.____ 3.____ 4.____ 5.____

Take the Values Exercise doc into smaller groups of 4-5 and spend 20 minutes discussing the
values with other members and see if you can agree on five values. They do not need to be
listed in order. Debrief with the group.

Debriefing questions

1. What value(s) are most popular. Why do you think that is?
2. Did the group have many similar values? Why do you think the group had some

different choices?
3. How did your group decide what the top values were? Consensus, group vote?
4. Were there any of your personal top 5 values that did not make it to the group values?

How did that feel when that happened?
5. What are any other conclusions we can draw from this activity?

Takeaways:

1. We all have different values
2. Conflict often arises from different values

So, when we identify the type and level of conflict, we can begin to solve the issue at hand.



Segment 3 - Four Stage of Conflict and Change + Active Nonviolence vs Passive
Non-Violence

Identity How we see ourselves in the Context of the Condition (1st stage of
change)

Awareness When we make others aware of the changes required to change the
condition (2nd stage of change)

Conflict When our identification is in open conflict with the Status Quo (3rd

stage of change)
Change When we refuse to accept the Status Quo and organize change in the

condition (4th stage of change)

Conflict reconciliation and transformation includes management of the conflict and change
process.

Active Nonviolence vs Passive Non-Violence

To transform conflict, we need to understand and differentiate the word non-violence which is
equivalent to passivity and nonviolence which is the equivalence of an actionable verb. So here
is the difference between the two worlds.

Passive Non-violence Active Nonviolence
Non Killing
Passive
Absence of physical violence

Direct action
Active/boldness
Sacrificial

Non-Violence is Passive (passivity) - doing nothing about the conflicting situation
It is a way of life that accepts what happens without active response or resistance

Using the phrase Que sera sera best describes non-violence Que sera sera is a phrase that
carries the connotation of leaving one's life in the hands of fate. A sense of resignation

Meaning of Nonviolence

Two Root words that shapes the term nonviolence:

1. Ahimsa: Sanskrit word meaning non-injury, a vow not to commit acts of violence
2. Agape: Greek word for unconditional love

So, in following nonviolent path, one is committing to not commit acts of violence as well as to
love unconditionally, even your enemy. The nonviolent approach is in line with the teachings of
Jesus from Sermon on the Mount found in Matthew 5, 6, & 7.

Nonviolent direct action and its activeness enables us to transform polarization. How?



Active Nonviolence is an approach to life in which people are valued for their own sake, and in
which the idea of successful living includes peace achieved through peaceful means. It
demands the best that people have to offer, both in crisis situations and in the course of
everyday life. It is active, courageous, realistic, and challenging. It can be learned.

Nonviolence is, rather, a systematic framework of both conceptual principles and pragmatic
strategies to reduce violence and promote positive peace at the personal, community, national,
and global levels 

Nonviolence may not be performed perfectly. But it can be practiced so as to make a valuable
contribution to the quality of life and to relationships between people whether they are friends
or adversaries by creating conditions that support human beings rather than doing violence to
each other.

Segment 4 - Conflict Transformation

We have talked about nonviolence that is active. Active nonviolence leads us into exploring the
process of transforming the conflict.

So what is Conflict Transformation?

“Conflict transformation is the ability to envision and respond to the ebb and flow of
life-giving opportunities creating constructive change processes that reduce violence,
increase justice in direct interaction with social structures, that respond to real-life
problems in human relationships.”

John Paul Lederach defines Conflict Transformation “as more than a set of specific techniques;
it is a way of looking as well as seeing. Looking and seeing both requires lenses. So, conflict
transformation suggests a set of lenses through which we view social conflict.”2

We might think of this lens as a specialized eyeglass like glasses that contain different lenses.

Each of these lenses work in tandem to help the wearer see according to the required task.

In conflict transformation, the lenses through which the conflict is viewed play a significant role.

Lenses in Conflict Transformation are:

● The immediate situation
● The underlying pattern and context
● A conceptual framework

2 John Paul Lederach, Little Book of Conflict Transformation



These lenses then forms the perspective for which we can build a foundation of a:

● Capacity to envision conflict positively as natural phenomenon that creates potential for
constructive growth

● Willingness to respond in ways that maximize the potential for positive change

The Head

The head refers to the conceptual view of how we view the conflict and how we prepare to
approach. It is the head that we find attitudes, perceptions, and orientation that we bring to
creative conflict transformation

So, a transformational approach recognizes that conflict is a normal and continuous dynamic
within human relationships. Conflict brings with it the potential for constructive change, but
positive changes do not always happen. We know too well that conflict results in a long
standing cycle of hurt and destruction.

But the key to transformation is a proactive bias towards seeing conflict as a potential catalyst
for growth. (Covid has given us so many opportunities to be instruments of God to bring
transformation to our world beginning in the church.)

The Heart

The heart is the center of life in the human body, it is the center of our emotions, intuition, and
spiritual life. All of what we do comes from the heart (out of the abundance of the heart the
mouth speaks) The provides us with a starting point and the point of return. Bear in mind that
as humans’ relationship is key, and this relationship has visible dimension as well as less visible
dimension. Pay attention to those less visible dimensions. It is in those less visible dimensions
that so many fights have been started and are still unresolved.

The Hands

Our hands are one part of the body that can build things, touching and feelings. Our hands
allow us the privilege to practice as they often say “hands on.” The hand enables us to be
constructive. Transformation pursues the development of change process which explicitly
focuses on creating positives from the negative. Transformation encourages greater
understanding of underlying rational and structural patterns while building creative solutions
that improve relationships.

Legs and Feet

Leg and feet represent the places where we touch the ground, where all our journey hits the
road. Recap: the head, which is the main conceptual view of ideas; the heart, which is the
centre of all that happens in human life; and the hand, which points to some actionable steps.



The significance of the leg and the feet translates into the momentum and direction for which
transformation could happen.

“Rather than seeing peace as a static end, conflict transformation views peace as a
continuously evolving and developing quality of relationship.”

Principles of Conflict Transformation

● Build an atmosphere of trust
Trust is the single most important element in healthy conflict transformation. Building an
open, respectful, and safe system is the foundation for a constructive rather than
destructive conflict.

● Establish conflict as normal
Expect it. Don’t let it catch you off guard. It’s as much a part of life as food. Be open about
its presence. Name it. Explore it.

Invite it: Explore differences. Create ongoing structures that invite dialogue, feedback, and
evaluation.

Explore it: Conflict helps us to learn and grow.

● Equip yourself with skills, especially listening
Careful, deep listening is a tangible sign of respect, and it is the most important element in
conflict transformation. It involves you temporarily setting your agenda aside in order to
understand what the other person is trying to communicate.

● Be a non-anxious presence and stay connected
Conflict often produces fear and anxiety. Your ability as a leader to move towards the point
of anxiety and be calm, non-judgmental, and sensitive presence is critical. It means staying
engaged with people, their emotions, and their issues, and refraining from retreating and
attacking their point of view.

● Invite and model self-definition
Model the capacity to openly state your feelings, goals, values, preferences, and roles. This
clarity opens the way for others to define themselves as well rather than waiting to simply
react to others.

● Keep the process mutual
Invite feedback, suggestions, and criticism from others. Receive it non-defensively, listen
carefully and accurately, paraphrase the concern before responding. Work to remove
problems from a competitive framework and see it as something to be solved together.
Validate the other and the relationship and your commitment to both.



● Keep your eyes on the system
Your congregation/organization is a system with rules and problems and habits. Every
interaction and every conflict are affected by the system and vice versa. Ask yourself what
meaning specific things have for the larger system.

● Keep conflict manageable
Be proactive, listen constantly, and deal with issues as soon as they emerge. Sorting
through differences early is much easier than dealing with antagonism and escalated
conflict later.



SESSION 2 – A PROCESS TOWARDS RECONCILIATION

Segment 1 – Letter from the Birmingham Jail Debrief

What were the criticisms of Dr. King outlined in the letter from the Clergy?

Can you identify the principles of nonviolence that Dr. King refers to or he demonstrates in
writing the letter?

How does King respond to the criticism?

How does King describe JUST vs UNJUST laws?

How do you think the Clergy may respond to Dr. King’s letter?

How likely is it that Dr. King could work with these clergy in the future?

What is your thought on the church's response today in the polarizations that we face?

Can the church respond in grace, love, and truth? Make comments — this is not a yes and a no
answer. I want to hear what you think.

Segment 2 – Six Principles and Six Steps to Nonviolence

The Nonviolence approach that we are going to be looking at came from a mutual approach
from the three historic peace churches: the Brethren, Mennonites, and Quakers.

Its distinction from these earlier nonviolent approaches is that it elevated nonviolence to
become a third force in society that transformed both the structures of society and the
participants. It called forth a new level of personal and social responsibility as well as moral
accountability.

This philosophy as used by Martin Luther King, Jr. used these same models for the collective
leadership of an era for the personal pursuit of truth through and justice during the Civil Rights
movement. For him as an individual, his philosophy was deeply rooted in the Judea-Christian
tradition, but it was informed by his examination of other nonviolent traditions.

The Six Principles of Nonviolence were initially described in a chapter in Dr. King’s first
book, Stride Toward Freedom, published in 1958.

The book was both a personal reflection on his experiences in the Montgomery Movement
(1954-56) and an interpretation of its meaning for society.



Principle One: Nonviolence is a way of life for courageous people.

- “For God has not given us a spirit of fear and timidity, but of power, love, and
self-discipline.” - 2 Timothy 1:7 (NLT)

Principle Two: The Beloved Community is the framework for the future.
.

- “Now therefore ye are no more strangers and foreigners, but fellow citizens with the
saints, and of the household of God.” - Ephesians 2:19 (KJV)

Principle Three: Attack forces of evil, not persons doing evil.

- “For we wrestle not against flesh and blood, but against principalities, against powers,
against the rulers of the darkness of this world, against spiritual wickedness in high
places.” - Ephesians 6:12 (KJV)

Principle Four: Accept suffering without retaliation for the sake of the cause to achieve
the goal.

- “If anyone slaps you on the right cheek, turn to them the other cheek also. And if anyone
wants to sue you and take your shirt, hand over your coat as well. If anyone forces you
to go one mile, go with them two miles. Give to the one who asks you, and do not turn
away from the one who wants to borrow from you.” - Matthew 5:39-42 (NIV)

Principle Five: Avoid internal violence of the spirit as well as external physical violence.

- “You have heard that it was said to those of ancient times, ‘You shall not murder’; and
‘whoever murders shall be liable to judgment.’ But I say to you that if you are angry with
a brother or sister, you will be liable to judgment; and if you insult a brother or sister, you
will be liable to the council; and if you say, ‘You fool,’ you will be liable to the hell of fire.”
- Matthew 5: 21-22 (NRSV)

Principle Six: The universe is on the side of justice.

- “Then the angel showed me the river of the water of life, as clear as crystal, flowing from
the throne of God and of the Lamb down the middle of the great street of the city. On
each side of the river stood the tree of life, bearing twelve crops of fruit, yielding its fruit
every month. And the leaves of the tree are for the healing of the nations. No longer will
there be any curse. The throne of God and of the Lamb will be in the city, and his
servants will serve him. They will see his face, and his name will be on their foreheads.
There will be no more night. They will not need the light of a lamp or the light of the sun,
for the Lord God will give them light. And they will reign for ever and ever.” - Revelation
22: 1-5 (NRSV)



“I believe that unarmed truth and unconditional love will have the final word in reality. That is
why right, temporarily defeated, is stronger than evil triumphant.” - Martin Luther King, Jr.

Six Steps of Kingian Nonviolence

Step One: Information Gathering

Step Two: Education

Step Three: Personal Commitment

Step Four: Negotiation

Step Five: Direct Action

Step Six: Reconciliation

Segment 3 – A Descriptive Process for Addressing Conflicts

Decode the Problem Using an Appreciative Inquiry Process

Parties

● Who are the primary parties?
o Primary parties are central to the conflict and to its resolution.



● Who are the secondary parties?
o Secondary parties are not central, but they are affected by the conflict, and will

be affected by the resolution.

Issues

● What is this all about?
● What are the differences over which there is conflict?
● What does each person want?

Interests

● In relation to each issue for each party, what are the underlying interests?
● What would “make it right” for each party?

Perceptions

● How do the parties perceive the problem?
● How do the parties perceive the events surrounding the problem?

Feelings

● What is each party feeling
… about the other parties in the conflict?
… about the issues involved?
… about herself/himself?
… about being in this conflict?
… about the mediation process?

Power

● What kinds of power does each party have?
● What power imbalances will need to be addressed?

Common Ground

● What areas of common ground do the parties share, even while in conflict?
For example:

o commitment to similar goals or values
o important relationships with the same people
o a shared focus of concern (although from a different viewpoint)
o membership in the same organization, group or field
o a wish to communicate better

Reconciliation is the goal for and a restoration of the body of Christ. Reconciliation does not
mean agreement has been reached. Reconciliation means the parties will choose to stay in
some sort of proximal relationship (emotionally or geographically) even in disagreement and
allow the process of reconciliation to change their posture and shift their perspectives.



Segment 4 – Knowing Yourself and Your Conflict Style

Effective conflict management begins with self-management, and self-management begins
with self-awareness with knowing and understanding oneself.

First Step: Self Awareness
The value of such understanding is magnified in conflict.
As individuals become aware of the way they tend to react in the stress of conflict, they
can make choices to modify their behavior that might be hurtful to self or others.

Second Step: Respecting other styles
The next step is understanding and respecting the styles of others, which may be very
different from one’s own. One might discover, for example, that the style of a colleague is
not really dysfunctional or obnoxious but appears that way because the combination of
some styles is prone to mutual frustration and misunderstanding. An understanding of and
appreciation for style differences is crucial to the person who wishes to positively manage
conflict.

There are a handful of instruments that exist to assist individuals in assessing their
“style” in conflict.

Thomas-Kilmann Conflict Mode Instrument known as (T-K)

Thomas-Kilmann (T-K) Conflict Mode Instrument, developed by Kenneth W. Thomas and Ralph
H. Kilmann.

The T-K consist of five distinct styles in responding to conflict:

● accommodation

● avoidance

● compromise

● competition

● collaboration

It is useful for working with groups, as it demonstrates a range of responses to conflict among
individuals. The T-K can be administered and interpreted relatively quickly.

One limitation of the T-K is its narrow focus on responses to conflict. The five T-K “styles” are
actually better described as “approaches.”

Researchers who have worked with a variety of style instruments suggest using more
than one to provide more information. One can consider one’s T-K conflict “style,” for
example, alongside one’s Myers-Briggs or Gilmore-Farleigh profiles, which provide a
broader picture of one’s orientation to life.



The Gilmore-Fraleigh Style Profile

Many conflict practitioners use the Gilmore-Fraleigh (G-F) Style Profile, developed by
Susan K. Gilmore and Patrick W. Fraleigh.

The G-F is similar to the MBTI in that it focuses on broad personality function.

The G-F instrument consists of four styles. These are:
● accommodating/harmonizing
● analyzing/preserving
● achieving/directing
● affiliating/perfecting

A particularly helpful characteristic of the G-F instrument is that it provides two sets of scores,
one for “Calm conditions” and one for “storm conditions.”

The assumption is that many individuals respond differently in the stress of conflict (storm) than
in normal interaction. Understanding this “stress shift” allows one to anticipate and better
manage oneself under “storm conditions,” and understand and relate better to others whose
behavior changes under stress.

The MCS Style Inventory (included in the notes)

This is a style inventory developed by Ron Kraybill. It is a simple instrument that can serve as
a starting point for reflection about one’s preferred approach to conflict.

Kraybill’s instrument focuses more narrowly on conflict behavior and not broadly on a variety
of personality factors.

Kraybill inventory tends to place more value on one approach: collaborating.

It is important to note that each of the approaches can be appropriate given the situation, and
that each has its drawbacks or “costs” if overused or if used in every situation.

A key benefit of the awareness of our predominant style and the other approaches is realizing
we can make choices in response to most conflict situations.

After completing and scoring the inventory, consider (and discuss with others) these questions:

1. Do you agree that the approaches that received the highest scores are your
predominant approaches to conflict?

2. What conflict approaches in other people do you find difficult to understand or
work with?

3. What approaches would you like to strengthen, aside from those that received
the highest scores? How might you work at that?



Conclusion

The key to helping others in conflict is knowing and understanding one’s own
tendencies in conflict.

Self-reflection is an ongoing task for peacemakers, and not a “once and done”
thing.

Each person does have a predominant style of doing things in life, including
“doing conflict.”

We can combine self-awareness, knowledge of the variety of responses to
conflict that are available, and continual skill-building to work at responding
more constructively to the conflicts
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